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ABSTRACT

This study attempted to determine the influence of the
Performance Appraisal System for  Teacher (PAST) on the
achievement of teachers in the District of Wright, Division of
Samar. For the findings, more teachers obtained outstanding and
very satisfactory performance ratings under the PAST than under
the NPAS. There is a marked or substantial relationship between
the performance ratings of teachers under the PAST and those
under the NPAS. There is no significant difference i1in the
perception of the PAST Dbetween the teachers and school
administrators. For the conclusion, the PAST is more objective
and critical than the NPAS because the rates have to work harder
under the PAST and considerably satisfy each of the indicators
to obtain very satisfactory or outstanding performance ratings.
It can be noted from the study that the teachers’ ratings under
the PAST were higher than the NPAS. Generally, the indicators in
the PAST “very much” influenced the teacher’s achievement. There
is no significant difference in the perception of the PAST
between the teachers and school administrators. The performance
ratings of teachers under the NPAS and PAST are significantly
related. There 1is a marked or substantial relationship between

the performance ratings of teachers under the NPAS and PAST.
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Chapter 9
THE PROBLIQY

Introduction

In any profession, occupation or trade, man
knowingly or unknowingly makes evaluation as a part
of his activities. The teacher evaluates the result
of the test. The farmer finds out the probable csauses
of the succees or failurxe of his harvest. The house-
wife analyzes the family budget. The merchant has
his inventory of goods. The supervisor appraises his
teacherts work. In all disciplines and in practical-
ly 211 walks of life, people continuously assess their
worx; hence the need for evaluation. without evalua-
tion a person is not be mativated ta work well thus
maxing him less productive, This strengthens even
more tine need for evaluation in man's daily living.

performance appraisal is a systematic approach
to employee motivation and the development of merit
consciousness. It has been adopted to help super-
viegore evaluate the work of each employee and this
has been of great value to any organigzation. Any
management that attempts to raise the work standard
in the firm resorts to an evaluative process. Nothing

challenges men more effectively to improve their per-
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formance than a job that makes high demand on them,

The Getzels=-@guba model (Ruiz, 1970; 111)
which is used as a framework in the evaluation of
the performance of the staff shows effectiveness
rating to be related to staff behavior insofar as it
implements organizational expectations. gSuch effect-
iveness varies because different persons have differ-
ent expectations of the same role, so that a given
behavior may be eifective or ineffective depending
on the rater's perception or expectation. It is con-
ceivable that a teacher's performance may be effective
when rated by her peers and ineffective when rated by
the principal. Teachert's work should be evaluated not
only c¢n the basis of effectiveness but also an efficien-
¢y (Ruiz, 1970; 87).

Evaluation of teachers' performance is a vital
concern of the school system where the functions of
teaching, guiding, managing and evaluating go hand in
hand with the personal and social competencies of
teachere in the attainment of educational goals., Eval-
uation is used to determine various conditions in the
school and the strengths and weaknesses of instruetion
which are often made as the bases for further improve-
ment (Cananua, 1978; 2),

Cananua further disclosed that teachers' per-
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formance has various eftects upon the whole person
of the teacher being evaluated depending upon the
purpose of evaluation and the manner it is adminis-
tered. oOftentimes, it encourages teachers to achieve
a high level of performance in order to measure up to
the requirementes of the merit-based benefits like
promotions and selective salary increments (Cananua,
1978; 2).

Because of high prices of prime commodities,

teachers can no longer make both ends meet, hence the
need to augment their income. How to augment their

income id provided for in MECS Order No. 32, s. 1984
(socias, 1984: 29), which will be given dnly to de-
serving teachers. These teachers concerned should
have exemplary performance as prevailed in the per-
formance appraisal system. Because the appraisal
system is very importani for salary incxement as well
as for promotion, the PAST and NPAS were made as tools
of the study to determine their influences on the

achievement of teachers in the District of Wright,

pivision of gamar.

Theoretical Framework

The legal basis of personnel rating in the

Philippines is found in Article IX, paragraph 2 of

section 2 of the New Constitution of the pPhilippines
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as amended, providing among other things that all
appointments in the (Qivil gervice shall be made only
according to merit and fitness to be determined, as
far as practicable, and except positions which are
policy determining, primarily confidential or highly
technical. Republic act No. 2260, otherwise known

as the (Qivil gservice pact of 1959, gsection 26, provides
that a rating system shall be established which shall
' be administered with rules, regulations and standards
established by the Commission of (givil gervice for all
officers and employees. In compliance with the law,
gircular No. 31, s. 1964 established the policies and
the purpose of the rating system for all personnel of
the Bureau of publie Schools including a new perform-
ance rating scale (Form 8-c) for classroom teachers
and instructors (Ruiz, 1970; 397-398).

Rule IX-4 of the civil gservice Rule, states
that the rating of all public and private school teachs
ing personnel is a legal requirement in this country,
A1l public school teachers, supervisors and adminis-
trators on regular status are rated annually and those
on temporary basis are rated twice a year (Gregoxio,
1961: 356).

According to Garcia (1976: 64)classroom. per-

formance of public school teacher is usually rated
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Figure 1. A theoretical paradigm illus-
trating the bases of personnel rating, the
persons to be rated and the output of satise

factory performance which are quality educa-
tion and quality products.




yearly based on a rating scale issued by the Bureau
of Public gschools. To update this rating scale, the
Director of public Schools released to the field a
revised rating system in gircular No. 2, s. 1975

dated June 18, 1975. fThis new rating system is expect-
ed to provide a basis for teachers to improve their

performance,

At present; this theory is based on the per-

formance Appraisal gystem for teachers (PAST) which

basically reflects the results or output orientation
concept conformably to the New performance Appraisal
System (NPAS) prescribed by the givil service Commis-

sion in its Memorandum Circular No. 2, s. 1978.

conceptual Framework

For years now there have been several attempts
to come up with an evaluation instrument which will
really yield.out'faétual data about actual teaching
perforﬁénce and which will, at the same time, pinpoint
the areas where teachers need help. This is, indeed,
an idealistic move of the Department of Education, Cul-
ture and gports for hopefully, this will improve
teaching performance which in turn will result in

better output, better quality education and finally,

better pupils.



This é&budy lends special focus on the influences
of the PAST, the most recent performance evaluation
instrument of teachers. Hopefully, the outcome of
this research work will give teachrrs and school admi~
nistrators a clear picture of the extent of influence
that the PAST has on teaching performance. Aside from
this, it is hoped that realistic feedbacks of the PAST
can be obtained so that they can be the valid bases in
improving as maximally utilizing this rating device as
the case may be.

The schema on page 8 points out that the in-
fluence of the Performance Appraisal System far Teach-
ers (PAST) on the performace of teachers and paramount
to this, the achievement of pupils as perceived by
teachers and school administrators. The three indica-
tors under the PAST namely Pupil Development, Teaching
competence, and Human Relations are treated extensive-
1y through the responses obtained from the question-
naires sent to the respondents to determine the extent
of influence each had on the performance of teachers,
0f course these three indicators also play an import-
ent roles in the achievement of pupil/pupils. rhey
are the factors that determine the kind of achievement
the pupil has especially after a lesson has been taught
or after the teaching-learning situation. The degree

of the effect, of course, is dependent on the responses
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that will be obtained from the questionnaires sent
to the field,
The conceptual framework of this study is

shown in the following schema.

oy

[SCHOOT ADMINISTKATORST

TEQCHEKS

rPacT
(rerformance Ap-
praisal System
for Teachers]

Pupil Developmentg [Human Relations |Teaching COmpetencd

A L

[UPIT aCalBvanENT TEACHING PERFORMANCH

L

~

QUALLITY EDUCATION

FEEDBACK

Figure 2, A schematic diagram illustrating
the PasT as a rating device as perceived by teach-
ers and 8chool administrators on how it affects
pupil achievement and teaching performance, The
feedback may be provided by other teachers,
school administrators and even laymen in the
community.




statement of the problem

This study attempted to determine influence
of the perfarmance Apprdisal gystem for Teachers
(PAST) on the .achievement of teachers in the Dis-
trict of wyright, plvision of gamar. gpecifically, it
sought answera ta the following questions:

1. To what extent did the PAST influence the

achievement of teachers as perceived by the teachers

themselves?

2. To what extent did the pAST influence the

achievement of teachers as perceived by the school

administrators?

3, Is there a significant difference in the

perception of the teachers and school administrators

of the PAST?

4. what is the achievement level of the per-
formance ratings of the teachers in the pistrict of
wWright, Division of gsamar under the New performance
Appraisal gystem (NpAS) for the school years 1980~
19812 1981-19827

5. what is the achievement level of the per-
formance ratings of the same group of teachers under
the performance pppraisal gystem for Teachers (PAST)
for the school years 1982-198%2? 1983-1984%

6. IS thére a significant difference between

the achievement level of teachers in yright pistrict
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under the NpPAS and under the PAST?
7. Is there a significant correlation in the
performance ratings of teachers in the District of

wWright under the NpPAS and PAST?

Null Hypotheses

1. There is no significant difference in the
perception of the pAST between the teachers and school
administrators.

2. There is no significant relation between

the performance ratings of the teachers in the Dpistrict

of wright under the NpAS and PAST.

Importance of the study

gn appraising the teachers' performance, one
of the problems usually met is the absehce of an ob-
jective appraisal instrument which will effectively
measure their achievement. The evaluative process or
procedure for the measurement and appraisal of teach-
er's performance has not been developed to a level of
efficiency; hence, it is amazing to note that school
surveys and evaluative criteria have not really gone
further into the problem of appraising teachers' work.
At times teachers who are more dedicated and efficient
in their work get lower performance ratings than those

who do less.
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The researcher therefore deemed it wise to
conduct a study of this hature for the purpose of
appraising the PAST as an evaluative instrument and
discovering the extent of its influence on the
achjevement of teaéhers.

The findinge of this reosearoh study will
prove eignificant to the following:

mTeachers. By knowing how the PAST as an eval-
uative device influences their performance,‘teachers
will be motivated to work more far better performance
ratings. On the other hand, they will also try to
improve along the areas where they are spotted to be
weak,

School pdministrators, The result of this

study will pave a way towardg a better relationship
between administrators and teachers. The school
administrators will know the weak areas where their
teachers need assistance. They will also know the
areas where the teachers excel and make the most of

this towards improved output,

pupils. Since pupil development is one of
the criteria included in the PAST, focus therefore,
is made on actual achievement of pupils where teach-
erg? ratings are partly based. This will be bene-

ficial to pupils because through the pAST their im-
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provement in academic achievement is assured.

Parents. fThere will be a better understand-
ing of the children an the part of the parents. Know-
ing that their children have to do more home assign-
ments to cope with the requirements posed by the
teacher, the parents will try to temper the home chores
required of their children. Most of them may encou-
rage their children to establish regular study habits.

No study of similar nature has yet been con-
ducted in the District of wright, Division of Samar;
therefore, it is hoped that the findings of this
study will greatly help the administrators in assess-
ing abjectively the teachers' performance.

Finally, the result of this study would hope-
fully enable the school personnel to attain the
national goals of the school system, in particular,

and the national goals, in general.

scope and pelimitation

This study on the influences of the perform-
ance Appraisal gystem for Teachers (PAST) on the
achievement of teachers was limited to the teachers
of the pistrict of wright, Division of gSamar which
is compriged of two municipalities -- gan Jose de

Buan and yright. It specifically included only the

tgachaers who were rated under the NpAs during the
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school years 1980-1981 and 1981-1982 and under the
PAST during the school years 1982«1983 and 1983-1984
respectively.

The respondents were 129 teachers and five
school administrators of the district. Not all
teachers were taken as respondents because not all

were rated under these rating schemes.

Definition of Terms

In order to establish a common frame of refer-
ence and understanding for researchers and readers,
the following terms are defined as used in this study:

Achievement. The actual accomplishments as

distinguished from potential ability, capacity or atti-
tude (Good, 1959:7).

In this particular study, this refers to the
accomplishments of teachers as perceived in the NPAS
and PAST. |

Administrator. A person responsible for the

total administration of an educational institution,
system, division or district (good, 1959: 15),

As used in this study, this refers to the
Elementary gchool Head Teachers.

Bifectiveness. ©State or quality of producing

a desirable result (webster, 1976; 725).
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As used in this study, this refers to the
condition brought about by the PAST on the teachers!

performance in order to raise their morale and pres-

tige.

Efficiency. The ability of the teacher to
perform his job in order to achieve the desired re=
sult with economy of time and effort in relation to
the amount of work abcdmplished (webster, 19763 707).

influence. To affect or alter the conduct,

thought or character of by indirect oxr intangible
means (Webster, 1976: 1160),
In this study, it meams the effect of the

new rating scheme (PAST) on the performance of teach-

ers.

Merit increase, In this particular study,
this refers to the increase in the salary or wage of
teachers on the basis of performance or merit.

NPAS. New performance Appraisal System,

PAST. performance pppraisal System for
Teachers.

perceptions, The act af comprehending, dis-

cerning, understanding awareness of by the senses
(Lexicon yebster, 1976: 702)., .
In this study, it refers to the concepts/

opinions/ beliefs of the teachers and administra-
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tors about the PAST as a rating system.,

performance evaluation, The process of mea-

suring school accomplishments as distinguished from
patential ability, capacity or attitude. This also
means an orderly systematic method of administering
a continuing appraisal, accurate reading and periodic
reporting of employee performance (Good, 1959: 230).
Rating: A marked indication of one's stand-
ing in relation to a prescribed criterion for the
evaluation of achievement (webster, 1976: 1185).

Rating period. This refers to the time when

teachers are rated in their performance.

mTeacher. As used in this study, this refers
to an Elementary Grades Teacher who was rated under
the two rating schemes. The school years to be con-
sidered for NpaAS were 1980-1981 and 1981-1982 and for
PAST 1982-1983 and 1983-1984, respectively. Teachers

who were rated under the two rating schemes were not

included.

Teachers' morale. As used in this study, this

refers to the collective feelings and attitudes of
teachers related to their duties and responsibilities,

goals, supervisors, fellow workers and environment.



chapter 2
REVIEW OF RELATED LITERATURE AND STUDIES

To enrich this investigation on the achieve-
ment of teachers under the pAST in the pistrict of
wright, pivision of gamar, the researcher patiently
reviewed several books, unpublished theses, periodi=
clas and other reading materials, both foreign and
local, ta obtain relevant information. To supplement
her research, she carefully scrutinized vital docu-
ments and records and interviewed a good number of

people to verify and cross-check her initial findings.

LITRATURE

In every arganization, some managers including
those at the top do a good job of evaluating the per-
formance of subordinates and of discussing the eval-
uation with them as a means of helping them improve
their work thus increasing their chances for promotion
and other merit-based benefits. Frequently, however,
there is uniformity of evaluation trends amang school
districts brought about by humanitarian considerations
which reduce the objectivity of the rating procedures.

Therefore, a systematic way of appraising management

performance throughout the system is desirable. (Cri-
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tical evaluation will help supervisors and managers
improve performance through an appraisal system that
would objectively identify individuals who show the
greatest potential and drive for higher managerial
positions (pigors and Myers, 1978; 47).

Efficiency according to gison (1972; 526) has

become the watch word of modern industry and the most
efficient results are attained when the worker not
only has definite goals towards which he directs his
efforts but also has dependable %nstruments to deter-
mine the quality of his work as well as his progress.
This can be perceived through a rating scale,
hence, evaluating periormance is a crucial dimension
of educational administration. THis assessment role
the school administration must perform in an honest
straight~fosward fashion is an obJective emotion-free
approach to the task of evaluating performance with
utmost care and accuracy (Naval-pquina, 1967:180).
gvaluation is an exciting part of the teach-
er'g activities because of the challenges and because
of the satisfaction that comes from meeting the chal-
lenge. Since the process of gvaluating teachers!
performance involve many concepts, that even experts
are not in complete agreement as to which particular

activities should properly be included in the eval=
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uation, it is undoubtedly true that there are many
abstacles which are encountered by teachers whenever
the matter of performance evaluation comes to the
field. gvaluation of teachers is somathing of a
misnomer because it is based upon deep involvement
0f the teacher evaluated (Armstrong, 1974: 104).
wolansky (1976: 81-96) in his study on multi-
ple approach to faculty evaluation said that when
evaluation policies and procedures are clearly un=-
derstood and accepted by the faculty members, the pro-
cess of evaluation can continually improve the teach-
ing and learning process and contribute to profession-
2l growth and rewards.

It was also cited by Cananua (1978: 105) that
it ie 2 common knowledge that teachers differ in abi
lity, accomplishments and personal and social charac-
teristics., ¥rom time to time, they are compared and
contrasted. gtudents), parents, administrators, the
public and other groups of people have classified
teachers according to their methods of assessment. Such
evaluation is based upon general impressions which are
often biased and inaccurate; nevertheless no matter
how unreliable they may be, they constitute evalua-
tion and the teachers have been and are being paid,

upgraded, transferred, demoted, retired and even dis-
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missed on the basis af the evaluation made (Reed-
ery 1941; 216).

There are many difficulties involved in mea-
suring performance. jn enterprise may be evaluated
in terms of profit, return of investment, satisfac-
tion, well-being and development of personnel and a
host af other variables. The effectiveness and effi-
ciency of an educational institution may be assessed
according to the output of the students, the stature
of the alumni, the perceived quality of faculty, the
research output of the school and the services provi-
ded to the community (Kast and Rosenzweig, 1974; 174).

As stated earlier; DEC Order No. 5 issued in
February, 1973 set the policy that "recruitment, appoint-
ment and promotion shall be based strictly on merit =nAd
fitness. Ppast performance, qualification and capacity
in terms of technical, conceptual, and human skills
requirements of the job shall be considered in the
appointment and promotion of personnel (Boquiren, 1975:
139).

the aforesaid literature taken from different
sources are relevant to this study. All of the dis-
cussions on evaluation == thoir erfects on the emplac -
ees and the possible result of:efficient work on the

individual 's promotion are also the main focus of this



20

re#earch work. fThe importance of having an evaluation

device which will truly measure the performance of

teachers is primarily considered in this study.

work gttituda
- School administrators deem to be faced with
the problem of coming to terms with their own atti-

ﬁudes towards the work attitudes of school personnel,
wark attitudes are important indicators of school pexr-
formance. fThey can serve as one basis for gauging per-
sonal and organizational efficiency and effectiveness.
They can also provide a fremework for diagnosing orgén—
izational problems and needs, ahd for designing pfog-
rams of organigational improvement and staff develop-
ment in. schools Thus we feel, they merit the serious
attention and consideration of administrators, evalua-
tors apd commentators (welbexrg, 3974; 293),

i cncrorhis) studyiof walberg-is related touthis re-

earch work because one of the indjicators of the.PAST

Aptitudo
is work a%ﬁlfudes.. This, in a vayy 4nfluences the
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the basis of performance,

Concepts of performance and merit are incor=-
porated in this study in order to stimulate awareness
among teachers and adminisfratgrs oﬁ the most recent
issues affecting civil serviée; Many teachers and
admini strators do not fealize the importance of merits
as the basic ingredients in tﬁe improvement of human
life, be it physically, ﬁentally, socially and econo-
mically. |

MECS Order No. 32, s. 1984, entitled "Measures
Adopted to Augment the Compensation of Deserving School
Teachers®" is a welcome response to underpaid teachers
in the whole country. According to the MECS Order the
following instructions are hereby issuedi

1. Equivalent Records Form (ERF) Salary Ad«
justment |

2, Merit Increase program. For the informa-
tion and guidance of all concerned, the following are
used to determine increases: (a) Exemplary Perform-
ance -- every satisfactory rating as noted in the new
. pAST, (b) cost-saving innovation (idea, suggestion,
invention, authorship, publication), (c) efficiency -
enhancing innovations, (d) gcholastic/Education Accom-

plishment.

3, Master Teacher program. As regards the
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magter program, attention is invited to National
Compengation Circular jNo. 24 dated May 20, 1983,
further implementing the Career progression System
for public school Teachers (Master Teaching plan)
(Socias, 1984:; 205-296).

Aside from the given facts, Executive (Order
No. 50 of the president of the philippines dated
March 21, 1978, entitled "Establishing a New System
of Career progression for the public School Teachersr
as implemented by MECS Order No. 10, s. 1979 dated
January 31, 1979 was indeed a morale booster to teach-
ers. But its purpose to inspire the teachers to do
their work well has on the contrary caused frustra-
tion (Lucase, 1983:; 290).

This is somehow related to the present study
peczuse this deals with the benefits which can be pos-
gibly derived from high performance ratings of teachers.

Thie study also discusses the importance of high ra=-

tinges under the PAST.

purpose of Ruting
Circular NO. 51, 8. 1984 established the pOli“

cies and purpose of the rating systum for all person-
nel of the gureau of yublic gchool including a new
performance rating system (rorm 8-0) for classroom

teachers and instructors. The prime purpose of the
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evaluation of teacher's performance is to determine
the strength and weaknesses of a teacher so that a
plan of in-service education may be designed for her.
On the other hand, the supervisory purpose of evalua-
tion is to develop standards for satisfactory per-
formance for which Rule XVIII Section 8, Revised Civil
Service Rules of the Commission of Civil service pro-
hibits teachers from soliciting recommendation by per-
sons autside of the échool systém.where promotions are
involved. ; The reason behind this rule is to ensure
the merit system in the appointment of employees for
promotion in the classified civil service. Another
purpose of teacher rating is to strengthen principal-
teacher relation. Tﬁe items in the performance Rating
scale (Form 8-c) provide a point of reference for the
principal's appraisal of teacher performance (Ruiz,
1970: 398-401).

Ruiz further implied that the qualified related
to success in teaching are; intelligence, aptitude faor
teaching, character, health, emotional stability and
attractiveness. Another criterion far success in
teaching is teacher performance. The rationale of
this approach is that good performance should result

in good achievement (Ruiz, 1970: 413-416),

wholesome morale makes teachers and employees
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eagexr to work hard and.to fight indifference. High
morale stimulates loyalty, coopefation and teamwork
all of which are*esseﬁtial in the teaching profes-
sion. If a teacher is worried because of perennial
problems at home, the morale in the profession is
naturally low since he brings his personal problems
to the classroom unfortunately:s An important ele-
ment in boosting morale among the rank and file of
teachers is the confidence in the integrity and in-
tention of the supervisor. Thus, morale rests upon
recognition for which teachers like other people
crave notice of their achievement and respond to
public or peer recognition to the success of their
efforts (Ruiz, 1970: 435-455). Therefore he con-
tends that evaluation is essentially one aspect of
human relation between superior and subordinate that
may affect teacher morale.
viray (1970: 214) writes on the effect of
morale upon the efficiency of teachers, thus;:
with high morale teachers work well; they

put in an excellent performance. Teachers:?

morale affects proportionally the quality of

service they render. A teachexr who is nat

happy in this job, who feels he is unfairly

treated, who feels there is nothing worthwhile
in teaching will not perform eifectively.

Furthermore, B,P,S. Circulaxr.No, 31, s. 1964

entitled "Bureau of public School performance Rating
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system» embodled specific policies regarding procedhreb
to be followed in such school personnel administration
as selection, placement, promotion, and reduction in
force.

In determining'candidatés for promotion, weight
is given to performance rating of the candidate.

The purposes of this rating scale are:

1+ T0 assist the administrators and supervisors

on the elements found in compsient teachers,

2. To assist the administrators or supervisors
to stimulate teachers to improve their work in service,

3. To help the administrator ar supervisor to
identify those who merit promotion  (Gregorio, 1961:
463-465),

The foregoing circular is related to the present
study because this, too, deals with the objectives or
purposes of performance which éré very important to
employees so that they can provide baseg'in raising

their morale and prestige.

Appraising Employee performance

The periformance Rating Report records the super-
Visorts evaluation Qf the employees® progress on his
Job and measures the employees potéh%iai value, his capa-
city for growth and his poésibilities for advancepgent.

It therefore provides management with the information
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11y

essential in making-decisions itivolving the individual
employee and in developing good supervisors (Sison)
1981: 232).

Objectives of performance Appraisal;

1. Providing feedback on employee perform-
ance. If done.carefully, the performance rating can
help raise employee efficiency because it provides a
feedback of the employee's strong and weak points,
thus enabling both the supervisor and the employee to
take the necessary measures to correct the defects.
Supervisors can pinpoint trouble spots and correct poor
work habits when necessary.

2. Basis for personnel action. Merit rating
provides an objective and systematic basis for the
various personnel actions such as promotion, transfers,
demotions, lay-offs, discharge and increase in pay.

a. potentials and promotions. Ratings help
management identify and select employees
for promotion to supervisory and administra-
tive positions. They help uncover hidden
talents and potentials abilities. j pro-
perly developed and administered perform=-
ance rating program gan aid in determining
which individuals in the organization should
be considered for préuotion.

b, Trangfery demotion, lay-offs and discharge.
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Ratings also provide a basis for seter-
mining if the employees would be better
suited for another job ar could not per-
form his present job satisfactorjly. They
alsa determine priorities in lay-offs or
reinstatements,

Salary increase. Ratings furnish a good
basis for granting salary increase within
the limits of the salary ranges as a reward
for very satisfactory or exceptionél per-

formance.

3, Management guides in employee counselling

and discipline. Ratings may reveal certain short-
comings which an employee is unaware of and which he
can and will be glad to do something. It is a means
of communicating yhe standards of performance reqﬁired

by the jobs and what are expected of him.

4. promotion of better employee-employer re-

5.

lationships. Performance ratings promote better em-
ployee-employer relations because the employee is iﬁ;
formed about what his superior expects of him, how he
performs his task in terms of job requirements and
what to do in case he needs to improve his perform-

ance and increase his value to the company.

Improvement of supervision by making the
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éhpervisors better aware of his duties. Supervisors
éannot avoid making judgments of their subordinates.
By requiring the supervisor to formally evaluate the
performance of his men, he becomes aware of the heed
$6 observe closely the work of employees in his unit
to be able to make a fair and eguitable evaluation of
the work of each employee. Evaluation of the perform-
ance of the employees makes the supervisor do his job
more effectively.

6. Development of employees and SUpervisors.
while performance rating is used for the development
of employees, it is likewjse useful in the develop-
ment of supervisors. Sinee the superviser must know
the streng and weak points of a worker, he must ime
prove his methods of instruction and supervisibng
This means interpreting the appraisal pxbgrams with
fhe Bupervisors basicC management job of improving
;jéxafing results by utilizing the Yalents of the
supervisor and his subordinates.

7. As an agent of change. Periodic employee
pexformance evaluation may reveal the existence of
‘Qagéein factors preventing efficient performance of

. ¢he employee such as physical or interpersonal and
..gaeial restraints. rThe review will therefore enable

-management to remove such restraints or to restruc-
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ture the job to make it more meaningful and motivate
the employee for better achievement.

8. Identification of training needs and'manage-
ment development. performance appraisal reveals the
employee's weaknesses and thereby helps identify the
supervisors who have leadership potential and who may
be recommended for higher management positions.

A sound rating plan can also reveal weakness-
es of errors in fhe selection, hiring, placement,
treining and other personnel actions (sSison, 1981: 233).

The aforecitedé article is related to the study
since it specifically cites the appraisal of employee
performance which will ultimately provide basis for
personnel action. This, too, is cited in the present

study.

The sppraisal program

Oone of the best bulwarks against the increasing
utilization of seniority in business is the develop-
ment and administration of a sound philosophy and prog-
ram of performance appraisal. A philosophy or system
that recognizes and compensates performance not only
provides the stimulus to develop and improve poten=-
tials but in the long run also results in a superior

performances

All supervisors appraise the performance of
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their subordinates. It is also suggested that a better
Job appraisal be effected through the adoption of some
conscious and systematic approaches. ‘After elimina-
ting the casual and haphazard approach,; formal apprai-
sal can be classified into two bategories: (1) tradi-
tional assessment using such methods as ranking, man-
to-man comparison, grading graphic SCales; checklists,
forced-choice descriptions, and critical incidents,
and (2) behavioral evaluation which emphasizes mutual-
ly established goals and goal accomplishment. Often
an arganization uses multiple systems in attempting to
adapt varying types of people, jobs aﬁd objectives
(Flippo, 19663 267).

More important than the rating system is the
rater, his training and his acceptance of the merit-
rating system/process. A comprehensive program must
be established and administered to ensure the continued
success of performance appraisal. among the basic ele-
ments of such program are; (1) determination of who
is to rate; (2) determination of when ratings are made;
(3) training and indoctrination of the raters, parti-
cularly in avoiding errors of bias and prejudices; (4)
maintaining the accuracy of ratings through checks on

their reliability and validity; and (5) conducting the

appraisal interview (Flippo, 1966; 268),
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The present study considers the appraisal prog-
ram relevant. Both related literature and study deal
with the types of formal appraisal which pay particular
attention not only to the ratees, but also to the ra-
ters with focus on who will rate, what to rate, when to
rate and how to rate. Both studies also consider per-
formance appraisal primarily as a tool for personnel

management.

pPerformance Appraisal

Performance appraisal is one of the most im-
portant tasks any manager has, yet it is one that most
managers freely admit they have difficulty in handiing
adequately; It is not always easy tc judge a subordi-
nate periormance accurately, and it is often harder
6till to convey that judgment to the subordinate is a
painless or helpful manner (Stoner, 1980; 518),

performance appraisal means the continuous
process of feeding back to subordinates info--tion
on how well they are doing their work for the organ-
ization., This process occurs both informally and sys-
tematically, |

Informal appraisal is conducted on a day~to-
day basis. The managexr spontaneously mentions that
a particular place has performed well oxr poorly; ox

the subordinate stops by the managers office to find
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out how a particular piece of work was received,
Because of the close connection between the behavior
and the feedback on it, informal appraisal quickly
encourages desirable performance and discourages un-
desirable performance before it becomes ingrained.

Systematic appraisal occurs semi-annually
or annually on a formalized basis. Such appraisal has
four major purposes: (1) it lets subordinates know
formally how their current performance is being rated;
(2) it identifies those subordinates who deserve merit
raises; (3) it locates those subordinates who require
additional training;‘and (4) it plays an important
role in pinpointing those subordinates who are candi-
dates for promotion (Stoner, 1980: 519)..

This place of literature is related %o this
study because it also deals with the candid sppraisal
of the performance of employees, so that this may be

the valid basis for promotion, salary increase, etc.

Objectives of Evaluating performance
45 cited by Barbaran (1983: 17) the following

are the purposes for evaluating and reporting per-

formmnce: -
(1) ¢larification of what is expected, i.e.

to cstablish standards of performance,

setting forth the quantity and quality of
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work that are aceeptable and adequate,

.(2) Fortifying and improving employece per-
formance, i.e. appraisal data become a
means of improving performance¢'

(3) Refinement and yalidation of personmel
techn1que—sav1ng as a. chcck on gqualifica-
tion requirements, examinatlons, place~
ment, tyalning needs, etc,

(4) Establishment of objectives base for
personnel actions, such as promotlons,
transfers, assignments, reduction in
force, retention, etc.

One of the purposes of this stﬁdy is to deter-

mine the relationship in the perceptions of the PAST
by the teachers and by the administrators\\ F@rther-

more, it investigates whether the objectives of the

PLST conform to the objectives of evaluation as cited
by Barbaran. This, therefore, makes the aforesaid

study relevant.

problems of Appraisal

In studies of the porformance appraisal pro-
cess, conducted by Robert Meyer (1965 123-129) and
his colleagues-they found that fo?mal appraisal by
managers are oftén ineffective inkimproving the per-

e
formance of subordinatess / Individuals who were form-

- £ POy RSN nOLL T
AMAR STRTE?_K 351‘:/'



34
ally given criticism about their job performance
once or twice a year tended to become defensgive and
resentful, Their performunce aftex appraisal iunter-
wiew tvended tQ decline. .

Meyers and his colleagues suggest that the - =~
goals of appraisal should be to improve the future
perforpangg of subordinates, and that this goal is
difficult to achieve.if managers act in their tra-
ditional role of judge, Instead, Meyer!and his 00l=
leagues argue, managers and the subordinates should
set performance goals together and: then together
evalugte $he progress towards these goals., pPparti-
cipatory appraisal, they found,.leads to both great-

er satisfaction .and perfoxmance on the job. -Meysr - _ . -~
and his colleagues also suggest the appraisal pro-
cess should be a continuous ane; that is, it should
become part of the day-to-day interaction between
managers. and subordinates, rather than impased on
subordinates once or twice a year.

pside from the tendency to judge subordinates,
there are a number of other pitfalls managers need to
avoid in order to make their formal and informal ap-
praisal programs effective.

1. shifting etandards. gome managers rate

each subordinates by different standards and ex-
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pectations. Alow performing but motivated employ-
ees, for example might be rated higher than a top
performing but Seemingly indifferent employee. To
be effective, the appraisal method must be perceived
by subordinates as based on uniform, fair standards.

2, Rater bias. gome managers allow their
personal bais to distort the rating they give sub-
ardinates. These bias may be gross prejudices re-
garding not only sex, color, race or religion, but
also other personal characteristics such as age, style
of clothing, or political viewpoints. an increasing
number of organizations try to deal with this prob=-
lem by requiring documentation or explanation for
rating reports.

pifferent rater patterns. Managers (like
teachers) differ in their rating easily. The lack
of uniform rating standards is unfair to employees,
who will become confused about where they stand; but
it is also unfair to the organization, since it will
become difficult to decide which employee should be
pifference in raters! patterns can be

rewarded.
avoided through precise definitions of each in terms

of the rating form.

4. mhe halo effect to rate subordinates high

or low on all performance measures are-based on one
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of their Characteristics, For exgmple, an employee

who works late constantly might be rated high on

productivity and quality of output as well as on

motivation, Similarly, an attractive or populaxr

employee might be given his overall rating. Rating
employees separately on each of a number of per-
formance measures and encouraging rates to guard
against the hsalo effect, are two ways the halo effect
can be reduced,

All the related literature discussed in this
manuscript have bearing on this study, They all treat
the evaluation or assessment of performance of teach-
ers and administrators based on certain indicators
or criteria. This study primarily centers its dis-
cussion on the need for evaluating the performance

of teachers to provide basis for promotion in position

or salary.
RELATED STUDIES

several studies conducted earlier by adminis-
trators and teachers like dissertations and master's
theses lent support and substance to this study, gome
of these studies are treated here in relation to the
present study.

A study on teacher's performance evaluation

her
conducted by Merca (1975: 81) revealed that teache
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evaluation provides facts to serve as basis for pro=-

moting and maintaining Competencies of teachers,
particularly in
v D R (LR e
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the morale of teachers through the adequate recogni-

the instructional, personal and social

tion of the world that is well., Merca cited Reeder
who said:

Merit is o characteristic which should be
rewarded and our urgént needs in .school adminis-
tration boday is method of evaluation that should
ascexrtain the merit of each teacher. Such merit
hatring been discovered would remain only to give
the teacher his salary increase of his promotion
on the basis of performance. yhat a mighty plan
would be to good teaching profes!idn; then every

teacher wol1ld know that he would be rewarded acoord-
ing to the results secured.

In a efudy condudted by Valetiano {1966: 25),
it was revealed that teacher rating shoulA afford eodeh
person a definite and concrete bdsis for the improve-
ment of his or her efficiency as a teacher.

ymacob (1967: 21) in her critical study of the
perfoymance rating system, implied that the employee
or teacher must be rated accordingly. 7This means that
for every maximum performance an employee may show
a corresponding rating must be given. 1In this connect-
ion,

: ; ce aof each school superintendent,
su e%%gsg%fi%ggggizal, classroam teacger,_lns-
trgctor or any other employee shall be fairly
evaluated by the rating official on the basis of
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the performance requirements of the officers
or employee's position.

According to Umacob, performance rating has
become a familiar feature of the teacher's life.

It is a record of capabilities and actual achieve-
ment of teachers in their respective tasks. It is a
form of determining strengths and weaknesses so that
teachers may find ways and means to develop their
talents and abilities, and improve their behavier,
methods and teaching competence. aside from being

a device for measuring teacher's effectiveness, it
is also a means of discovering whether supervision
or other ways of improvement are being carried on
effectively,

4 study conducted by Avelino (1968; 38) re-
vezled that the factors favoring high teachers' mo=-
rzale are:; satisfaction, participant's recognition,
teacher assignment, tenure, salary scale and promo-
tion,

goplay (1967: 27) alsa conducted a study to
determine the morale level of schools in relation
with organizational climate. His findings revealed
that the morale level of schools should be a function
of the particular organizational climate¢ found in
school., fThe study further revealed that the school
where administrators adhers to the use of merit ratings

salary policies tend to have higher morale than schools
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that disregard such policies.

Cananua's (1978:; 31) study revealed that the
majority of teachers and administrators commonly re-
cognized 11 purposes arranged in aggregate rank;

(2) to stimulate the teachers to continue improving
their instructional competence; (b) to improve teach-
ing-learning situations; (¢) for continuous self-
improvement; (d) to determine the strength and weak-
nesses of teachers; (e) to provide basis for impro-
ving teachers' work; (f) ta develop satisfactory
teaching standards; (g) for ranking; (h) to streng-
then teacher-administrator relationships; (1) to raise
the morale and prestige of teachers; (j) for salary
increase; and (k) for promotion.

cananua gave the following recommendations:

1. Inasmuch as both teachers and administra—
tars of trade-technical schools in gamar commonly
recognized teachers' performance evaluation as a
means of improving instructional, personél and social
competencies of teachers, they should continue using
the present performance rating system in order to
maintain the effectiveness and efficiency of the
goad performers and improve the performance of the

weaker onese.

2. school administrators should arient new
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teachers with the criteria in rating their performance
so that they will be aware of what they are expected
ta perform and that credit can be given to whom cre=-

di
it is due. 1In so doing, objectivity can be fully

achieved.

3. Teachers and administrators, e:pecially in
Tiburcio Tancinco Memorial Vocétional gchool should
rate teachert's performance a little higher so that
the teachers will feel that they have a higher stand-
ard of performance to maintain. The'stubborn onres
should be dealt with as tactfully as possible in
arder not to embarrass ar antagonize them. Teachers'
complaints about dissatisfaction with ratings should
not irk the administrators so that harmonious rela-
tionship between the two groups will Dbe maintained.

cananua further implied that teacher perform-
gpce evaluation is generally regarded as a form of
disciplinary measure. It ultimately strengthens
teacher-administrator relationship. The results of
performance evaluation provides a reliable bases for
improving teaching-learning situation through the

development of satisfactory teacher standards which

are needed in boosting the morale and prestige of the

teaching profession.

gis study further reveald :d that teacher's per-
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formance evaluation was viewed as a "prodding stickn
to make them ocontinue improving their instructional
competence, as well as their personal and social
qualities. The recognition of the teachers' perform-
ance will give them a feeling of satisfaotion and im-
petus to continue their good work. This has relation
to the present study because the perceptions of the
teachers as related to the performance of a teacher
show a way of improving the teachers performance be-
cause they have considerably satisfied the indicators
prescribed by the rating system. In this wéy, teach-
ers will strive to meet the indicators or even go
beyond in order to obtain high performance ratings.

In an analysis of job pexformance of teachers
brought about by job performance factors which may
result in either job satisfaction or dissatisfaction.

Gaton (1976: 55) revealed;

There was a set of factors that satisfied
teaching and another set that did not satisfy
them. The factors which accounted for high
job satisfaction were achievement and recog-
nition. while those accounted for Low job
satisfaction were fairness and unfairness,
interpersonal relations with superioxrs.

rThe study of Caasi (1974: 111-117) showed
that teachers with higher salaries got high perfoxm-

ance ratings. An increese in the performance ratings

correspanded to an increase in instructional mater-
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ials possessed by the teachers. However, the same
author noted that the performance ratings of teach-
ers were affected by theix problems; hence, teachers
with less problems performed better than their coun-
terpart,

The findings of Bacang (1976: 65) revealed that
the causes of low rating level given to the teachers
by their immediate superiors were personal and finan-
cial problems, lack of interest in the teaching pro-
fession, poor professional attitude, frustration, poor
public relation, lack of mastexry of subject matter,
poor classroom management and insufficient teaching
techniques or competencies,

Juan (1975: 85) disclosed that teaching perfor-
mance was greatly affected by a number of determinants
such as: professional maturity, personal qualities
and attitudes toward teaching preparedness. Teaching
performance was also correlated to the teachers' scho-
lastic rating, in-service training, membership in pro-
fessional organizations, as well as command of English,
personality and childhood experiences,

Another study conducted to determine the faec-
tors related to job performance of teachers in the
seven agricultural schools of Eastern Samar, school

year 1980-1981 was that of Espinoza (1983; 102-103).
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His findings showed that job performance factora
(both favorable restraining) weré significantly rela-
ted to the teachers' performance ratings. School
officials should perceive th-ir teachers! problems
and at the same time find ways and means to remedy
them so that teachers can rightfully claim teaching
as one of the noblest professioﬁ. |

Espinoza further revealed that favorable fac-
tors of job performance were gignificantly related
to the high performance ratings of teachers in the
same manner that there was a highly significant rela-
tionship between the restraining factors of job per-
formance ratings.

The studies just reviewed dealt on studies on
the evaluation of teachers' performance in the elemen-
tary and secondary levels. The respondents were teach-
ers, the emphasis was on the analysis of performance

evaluation of teachers, as well as their implications

for personnel actions.

mThis study is somehow related to the aforecited
researches in the sense that it utilized the perform-
ance appraisal system of teachers and took into consi-
deration the purpose of such rating to the teachers
and administrators, It differs from the aforecited

studies because it dealt more on the recent evalua=-
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tion scheme, the PAST as well as its influence on
the achievement of teachers?

The valuable ideas derived from the foregning
literature and studies lent support to the critical
analysis of the contents particularly the framework

and the direction of this study.



Chapter 3
METHODS AND PROCEDURES

In the researcherts desire to appraise the
achievement of the teachers of wright pistrict under
the PAST, she employed the following research design,
data-gathering procedure, construction and distribu-
tion of the questionnaires, respondenté,and the sta-

tistical method in the conduct of the study.

Research Design.

The normative type of descriptive research
method was utilized in this study, which dealt main-
1y with problems about the achievement of teachers
under the pAST. This was directed towards ascertain-
ing facts that prevailed among the respondents or
cases sampled. The questionnaire was the major ins-
trument in data-gathering supplemented by interview
to cross-check the initial respomses. Documentary
analysis was also done to obtain the performance
ratings of the teachers under the PAST and NPAS.
pifferent reading materials like books, dissertations,
unpublished master's theses, periodicals, and vital
documents were availed of and reviewed to strengthen

the contents af this gtudy.

45
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Procedures

Sampling procedure. The determination of

the samples in this study was based on their loca-
tion using the purposive sampling. The respondents
were 129 teachers of the district who have been
rated bath under the paST and NPAS. Also included

as respondents were five Head Teachers in the dis-

trict.

Data gathering. Dpifferent techniques were

utilized by the researcher in gathering data. The
principal instrument was the questionnaire. Qther
instruments used were documentary analysis, observa-
tion and interview.

gurvey questionnaire. The main instrument

used in this study was the questionnaire. It was the
most appropriate device because of the nature of the
study as well as the data and information needed. It
was designed and structured so as to facilitate the
gathering of data and information required. There
were two sets of questionnaires prepared for the pur-
pose. These were numbered SQ-1 and gQ-2 respective-
ly. gq-1 was for the teachers and 3gQ-2 was for the
school administrators. Both forms were designed to
elicit information on the influences of the perfor-

mance pppraisal System for Teachers (PAST) upon the
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achievement of teachers, These questionnaires weré
submitted to the advisger for meview and correction.
Before the questionnaires were fielded, a dry-
run was conducted among the teacherg.and adminigtra-
tors in Motiong, a nearby district. They were asked

to indicate their comments and suggestions to improve

The instrument. pfter the dry-run and the validation,
the final draft of the questionnaire was constructed
with the appropriate suggestions properly incorpora-
ted.

A permission from the Schools Dpivision Superin-
tendent was sought before the distribution of the quest-
ionnaires. The guestionnaires for teachers were person-
ally distributed during a district meeting to ensure
a more or less 100 percent retrieval. Those foxr the
administrators were also distributed personally during

a staff meeting.

Documentary analysis. The second step done in

the procedure was the ahalysis of data gathered. mhe
performance records of te teachers under the PAST and
NPAS were scrutinized. These performance ratings of
teachers were taken from the division and district
files. Tikewise, research papers, theses, books

and other publications both local and foreign were

scanned to gather substantial information relevant
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to the stuady,

Interview and obgervation. The unstruc~

tured interview and direct observation were the
other tools used in this study. They were uti’izad
to supplement and cross-check the responses made by
the respondents. The respondents were interviewed
occasionally to verify the ideas not expressly pro-
vided in their responses to the questionnaires.
Impressions, reactions and supplementary responses

were used in formulating the hypotheses.

The Respondents

The respondents of this study were 129 teach-
ers and five school administrators in the_District of
wright. These teachers weré rated in both the PAST
and NPAS. |

The district was divided into six zones. The
first zone was composed of wright Central Elem: School,
wright south Elem. gchool and ILipata Brgyé School,
gone II was composed of Lokilokon, Casandig Elemen-
tary school and dnd Tabucan; Cantaguic; San Isidro
and Tenani Brgy. school. Zone III was composed of
ILawaan Elem. School and the nearby barangay schools:
Tapul, Maylobe, Pagsanghan, Anagasi, Nawi, Tula and
Jose Raiio. Zone IV was composed of Pabanog Elem.

school and four barangay schools; Tigbawon, Bato,
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Apolonia and Pagsaogan. gone V was COmMposec .
pequit Elem. School and nearby barangay gchools:
Binogha, Bagsa, Cantao-an, Kawayan, Mangcal,; Mi-
narog, patag, Salay and sulopan. gZone VI was com=
pased of San Jose de Buan Elem. School and the ba-
rangay schools of Babaclayon and cataydungan. The
respondents could not be equally divided by zone
because some of them were transferred to other

schools. The six zones with their corresponding

respondents are shown in table 1.

Table 1

Number of Respondents by Zone

e e L T e—r X B T T BN T S e M T TR 8

: Number of : Number of

Z o n °© : Teachers .+ Administrators

1 (wright central) 39 . 1

11 (Casandig zone): 20 : 5

111 (Lawaan zone) ¢ 14 : 1

| 1V (pabanog gone) 24 . 1

Vv (pequit zone) 22 : 1

Vi (sen Jose de . 10

Buan zone) -

T0TAL : 129 ; 5
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statistical Methods

A

The data gethered in regponses to the two
sets of qQuestionnaires were recorded and tabulated

in a master sheet Separately from those obtained as

& result of documentary analysis. They were later
presented, analyzed and interpreted quantitatively
and qualitatively in accordance with the most appro-
priate statistical devices. 7tThe statistical measures
used in this study were the freguency counts, percent-
ages, t-test and the coefficient of correlation based
on the obtained mean under the NpAS and PAST. The
ratings under the NPAS for school years 1980-1981 to
1981-1982 wexre averaged., The ratings under the PAST
for school yeaxrs 1982-1983 to 1983-1984 were alsa
averaged.

mo determine the relationship between the per-
foxrmance ratings of teachers under the NPAS and PAST,
both ratings were paired and laid-in a scattergran,
In distributing the ratings in a matrixz, the rafings
were plotted tq the nearest thousandths place or near-
est decimal number, The coefficient of correlatian
using the pearson-product Moment (r) was computed
using garrett's (1951: 297) formula as:

%ﬁl_ - ©X oy

bx by

r =




where,

1}

Xy
N

cX

il

oy
6x =

by =

51

sum of x and y variables

number of respondents

£x/N

fy/N

deviation of the x variables (PAST)
deviation of the y variables (NPAS)

To obtain the perception of the two groups of

respondents the responses were summated and weighted

mean computed. The summated rating for each indica-

tor was obtained by multiplying the scale value of a

response by the total number of responses indicating

it. 7The weighted mean of each indicator was obtained

by diyiding the total weighted mean by the number of

responses. To quantify and interpret the weighted

mean of each indicator, the researcher adopted the

following arbitrary scale:

Adjective Rating Numerical value
Fully (F) 4.51 = 5.00
very Much (VM) -3451 = 4,50
Much (M) 2.51 - 3.50
Not Much (NM) 1.5 - 2.50
Not at All (NA) 1400 - 1,50

ro determine the relationship between the

general perceptions of the two groups of yespondents

on the pAST and on the performance of teachers, the
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weighted mean of the general perceptions of the two
respondents by indicator was utilized., The t-test
was used to find out whether there was a signifiocant
difference in the perceptions of the teachers and
school administrators of the pAST as a performance
evaluation device. This was also used to prove whe-
ther there was a significant difference between the
achievement level of teachers under the PAST and
NPAS. The .05 percent level of significance was used
in testing the null hypotheses. 4 typical formula

for t-test is as follows:

X - X
t =
y[(NX-1)(SD x)z + (Ny=1)(SD ylz | + 1
: Nx + Ny - 2 ‘Nx Ny
where;

e
§ = mean of the NPAS (¥)

mean of the PAST (x)

Nx = number of cases of X

Ny = number of cases of y
2
X)X\
| )
2‘)‘¥2
Wy Ny~
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A typical computation of this formula is
also faund in Appendices M and N on pages 733- /44



Chapter 4
PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA

The discussion on this chapter are premised
an the following questions;

1. To what extent did the NpAS influence the
achievement of teachers as perceived by the teachers
themselves?

2. 7o what extent did the pAST influence. the
achievement of teachers as perceived by the school
administrators?

%3, Is there a difference in the percoptions
of the teachers and school administrators of the PAST%

4, what is the achievement level of the per-
formance ratings of teachers in the District of wright,
pivision of gamar under the New performance Appraisal
system (NPAS) “or school years 1980-1981 and 1981-71"°27

5. what is the achievement level of the per-

formance ratings of the teachers in the District of
wright under the performance Appraisal gsystem for
Peachers (PAST) for school years 1982-1983 and 1983~
19842

6. Ts there a significent difference between
the achievement level of the teachers in the pistricy

of wyright under the PAST and NPAS?
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7+« Is there a significant correlation in the
pertformance rating of teachers in the District of
Wright under the pAsT and Npag?

All the data in this chapter are presented in
figure and table form for a more comprehengive analy-

8ls and interpretations.

The Influence of the PAST on the Achievement

Ol Teachers as perceived by the fTeachers
Themselves

The influence of the pAST on the achievement
oI teachers as perceived by the teachers themselves
is presented in Table 2 which is divided into three
sub-tables; gSub-table A = On pupil Development, Sub-
table B - on Teaching (Competence and Sub-table ¢ - On
Teacher personality and Human Relations.,

In sub-table A - under pupil Develapment, the
weighted means range from 3.74 to 3,94, Three indica-
tors show that these have influenced *"very much" the
respondents. These indicators are: "Maximize the uti-
1ization of the skills contained in ELC and MLC" with
a weighted mean of 3,94; "provide maximum involvement
of pupil in the varied learning activitiesw, with a
weighted mean of .88 and rachieve goals on pupil deve-
lopment moxre vigarously", with a weighted mean of 3.74.
On the whole, sub-table A has a weighted mean of 3.86
which signifies that the indicators in this particular



56

table have "very much" influenced the respondents,
Table 2

weighted Means on the Influence of the PAST on the
Achievement of Teachers as perceived
by the Teacher Respandents

Ae On Pupil Development

Indicators : x i i : M : NM : N4 :Total_wiégh'fgggigf
s 5 ¢+ 4 3 2 :1 3 :Mean ;fluence
1. Maximize the
utilization
of the skills
contained in 22 82 20 5 129 M
ELC and MLC (110)(328)(60) (10) (508) 3.94
2. Provide maxi-
mum. involve-
ment of pupil
in the varied
learning ac- 18 80 29 2 129 M
tivities. (90)(320)(87) (4) (501) 3.88
3, Achieve goals
on pupil deve-
lopment more 14 71 41 3 129 ™
vigorausly. (70)(284)(123)(6) (483) 3.74

54 233 90 10 387 ™
sub-totals (270)(932)(270)(20) (1492) 3.86

Be On Teaching competence
Er———

1, pevelop in
the lessons
national
consciousness.

s Lo 18y B0 t7s) (&) ) 363) .95

VM
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F
5

VM
4

M 1 NM

:
3t

NA
1

Indicators

sa o9

e e s e
e o® & S8
se o0 28 *

le® a»

rota1 VS 2ol
¢+ Mean ;of In-
s Pluence

laa ae S8 e
-

2e

3.

Ge

De

Institute

measures and

adopt stra-

tegies for the
application

and internali-

gation of val-

ues and atti-

tudes among 79 26

. 19 5
pupils. (95) (316) (78) (10)

select, pre-

pare and use

materials &

other teach-

ing aids in

order to ef-

fectively

achieve your 28 75 25 1

gozls. (140) (300) (75) u (2)

gvaluate and

interpret in-
dividual pu-

pil perform-

ance sa as to
provide basis
and direc#ion
on the mea-

reg to be 17 79 29 4
Buxes wen. (85)(316) (87) (8)

Upgrade your-
.1f profes= 19 72 29 7 2
s Ty, (95)(288) (B7)(14) (2)

pe more cf-
ficient and
eifective in

78 20 1
your work a5(120)(312)(60) (2)

129 M
(499) 3.87

129 ™
(517)  4.01

129 VM
(496)  3.84

129 |
(486) 3.T7

129 v
(524) 406

a teacher.
142 455 154 22
sub-totals (710)(1812)(462)(44)

774 M
(3031) 3.92
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. _On Teacher Personality and jumen pelations

ndicator F VM M s NM & Na e . R iens
1 s ; i : NM : NA :Total'welg“ s DegLuy

- S e, R : ted : of In-
i iMean :fluence

2> 60 8¢
Y3

e o9
e o¢ e9o

L]
.
.
L4
L]
]

1. Adhexre to .

the teachers

code of gEthics

and other per-

tinent rules

and regulations

of the school

service, 34 7
(170) (2

2. Be a model
in maoral &
ethical
behavior
both in
school and 40 70 17 1 1 129 M
community. (200) (280) (51)(2) (1) (534) 4.14

o\Ww

no
~
NN

)  4.09

3, accept and
erform
eadership
role com-
petently
in school
and com- 33 79 16 1 129 VM
mumity. (165) (316)(48)(2)  (531)  4.12

4, Be more crea-=
tive and re-
sourceful 1in
your work

5 teach- 24 86 17 2 129 -
ar. (150)(344) (51) (&) (519)  4.02

5. Dpevelop and
maintain
your love

ern %4 76 - A4 2 129 T
and coneor® To)(304) (51)(4)  (529)  4.10

6., Maintain har-
Qoniousyﬁﬁlaw e
ions wi 20 3
youxr °°1lea71zg)(252)(QQl(91-~12§ilww~_iﬂqi_w ik
-..--.—%11.9..&‘;, PUSSSEE S L ”
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Ce On Teacher bersonality .., (contid.)
—

Iy o
Indicators VE Moy NM oy NA 'Total! Veleh Lyt

!
> : 4 : 3 : 2 : 1 : iMean ;fluence

s o L

T« Maintain
harmonious
relations
with the
People in ;
the com- 38 75 {

) 129
munity, (190) (300)(42)(4) (536) 4.16

Sub- 236 832 123 11 903
Sub tOtalf1180)(2128)(369)(122)(1)(370) 4,10

™M

Legend,
Adjective Rating Numerical value
Fully (F) 4,51 - 5.00
Very Much (VM) 3.51 = 4.50
Much (M) 2¢51 - 3.50
Not Much (M) 151 = 2.50
Jot at a1l (NA) 1.60 - 1,50

sub-table B - On Teaching Competence reveals
that all the six indicators have "very much® influenced
the achievement of teachers. These indicators are:
ndevelop in the lessons national consciousness and pat-
ninitiate measureas and adopt strategies for

riotismn,

th lication and internalization of values and atti-
e app

tua mong vunilew, t"select, prepare and use materials
uaes & =2 g .

ther teaching ailds in order to eifectively achieve
and othe c '

: il
oalsn, nevaluate and interpret individual pup
your g ’ y
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pexrforiiance so as to provide hasig and direction on
the measures to be undertakenv, wupgrade youraelf

professionallyn and "be more effictent and effective

1 your work as a teachern, 7phe welghted means are:

5095y 3.87, 4,01, %.84, 3,77 and 4,06 respectively.
The grand mean for this sub-table is 3.92 which sig-
nifies that all the indicators have wvery much" in-

fluenced the respondents as perceived by the teachers

themselves..

A cursary glance at sub-table ¢ - On Teacher
personality and Human Relations reveals that the weigh-
ted means range from 4.02 to 4.16. All the seven in-
dicators have mvery muchm influenced the respondents,
Indicators 1, 2, and 3 have weighted means of 4.09,
4.14 and 4.12 respectively. while indicators 4, 5, 6
and 7 have weighted means 0f 4,024 4610, 4.05 and 4.16,
The grand mean for this sub-table is 4.10 which shows
that all the indicators have mwvery mueh" influenced
the achievement of teachers as pexceived by the respon-
dents themselves.

411 the weighted means in sub-tables A, B, and
¢ show *" che weighted means are 386, 3.92 and
4,10 respectively. gumming up all these sub-tables,
a weighted mean of 3,96 is arrived at which signifies

that the indicators in the PAST have ntvery much! in=
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fluenced the achievement of teachers in the Dis-

trict of wright as perceived by the teacher-res-

pondents themselves,

The Influence of the PAST on the
Achievement of Teachers as
Perceived by the gchool
Administrators

only five school administrators in the dis-
trict were taken as respondents to the second set
of questionnaire., Table 3 reveals the perceptions
of the school administrators on the influence of the
PAST on the achievement of teachers in the pistrict
of wright.

sub-table A - On pupil Development reveals
that indicators 1 and 2 both have weighted means of
3,8 which means that these have. "very much" influenced
the performance of the teachers. Indicators 3 has a

weighted mean of 3.4 which signifies that this has

influenced mmuch" the achievement of teachers. The

grand mean on thig sub-table is 3.67 which signifies

that all the indicators have "very much" influenced

the performance of teachers as perceived by the

school administrators.

gub-table B - on Teachers Competence has

weighted means rangihg from 3.2 to 4.0, Indicators

1. % and 6 have the same weighted mean of 3.8 which
)



Table 3%

weighted pMe
Teache

School Administrators

A. O Pupil nevelopment

s

.

Indicators :
. 5

VM
4

e *°w
]

.
L]

- v

s

. L e
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ans on Influehce of the pAST on the
s Achievement as perceived by the

4

M
3

e oo

NM

¢ NA ip,4,q:Weigh-

2 ¢

1

- - R e

;Degrée
:0f In-
:fluence

¢ ted
: Mean

1. Maximize the
utilization
of the
skills con=-
tained in
the EIC
& MLC.

4

Provide maxi-
mum involve-
ment of pu-
pils in the
varied learn-
ing activi-
ties.

tchieve their
goals on
_pupil deve-
lopment. more
vigorous~-

ly.

-2
(8)

gub-totals  (40) - (1)

3

(9)

(

(

-

(

5
(19) 3.8

19) 3.8

17) . 3.4

i5 0
55)  3.67

B. On reaching Competence

1. pevelop in

.. the learners
national cons-
ciousness and
patriotism. ;) ?
bl 2h o (BY(18)

(2)

5
(19) 3.8

. o o —— -
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. ———
NM $ Nab 3T°taliWiie-§h'3Degree

tMean sfluence

2e

4.

5.

Institute
measures
and adopt
strategies
for the
application
and inter-
nalization
of desira- 1 3 1
ble values(5)(12) (3)
Select, pre-

prare and use
materials

and other

teaching

aids in or-

der ta ef-

fectively

achieve 4 1
their goasl

Evaluate and

interpret

individual

pupil per-

formance sO

as to pro-

vide basis

and measunes

to be under- 1 4
taken. (4) (12)

ypgrade them— 1
selves pro=
fess;onally.(ﬁ)(B)(B) (2)

Be more

efficient

and effect-

ive in

their work ] o 0
as a tﬂach-(5) (8) (6)

(20)

5
(19)

(19)

VM
4.0

3.8

3.2

VM
3.6

3.8

Sub-totals

(S
15 19 2
(gO)(60)(27)(4)

20
(111

=2

) 3.7
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Ce___On Teacher yersonality and Human Relations

& B |
Indicators L L

e
s

NM 3 NA :Total:wii%h-‘Deg‘
s t. b lyean 6% Tn
4 M sMe H -
3 ¢ ; ¢+ fluence

— e

Ut

-t o8 aé’

.
Ll

1. Adhexre to
the teachers
code of
ethics and
other per-
tinent
rules and
regula-
tions of
the sch. 3 2

5
service, (12) (6) (18) 3.6

2. Be a model
and ethical
behaviaor
both in
school and
in the com- 2 2

1 5
mmity. (10) (8) (3) (21) 3.2

3. accept and
perimwn
kecadersnip
role com-
petently
in school
and in com= 1 2 2 >
munity. (5) (8) (6) (19) 5.8

4, Be more
creative
and resource-
ful in their

2 5
k as
WoX ohez. (3) (8) (6) (19) 3.8

5. pevelop and
maintain
their love

2TN 1 p] 1
& Son o time) (19) ) (20) 4.0
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I VM : a s s 3 o] . -
Indicators : . VM NM ¢ NA Total:¥gégh*;gg§
. : ‘ : PR :Mean :of In-
i 2 g 4 f3 P2 3 ) :fluence
* . L) 3 ﬁﬂ*ﬁ“4 % [ a
6. Maintain
harmonious
relations
with their y 1 3 1 5 M
colleagues. (5) (12) (3) (20) 4.0
7. Maintain
harmonious
relations
with the
people in
the com- 1 2 2 5 M
ep TURitY.  [5) (8) (6) (19) 3.8
1 17 11 %5 M

(19)  3.89

Legend;
adjective Rating

Fully (F)
very Mmuch (VM)
much (M)

Not Much (NM)
not at all (NA)

Numerical ¥galue

4.51-5.00
3. 51 "410_50
2.51-3.50
1.51=2.50
1.90‘1050

signifies that these have nvery muchn influenced the

teachers! performance. only indicator 4 has a

ighted mean of 3,2 which signifies "much" while
weighte :

the re

st of the indicators have weighted means of

4,0 and 3.6 respectively signifying "very muchn

thus., showing that these have "very muchwv influenced
9

the achievement of teachexrs.

In sub-table ¢ - On meacher personality and
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Human Relations, the weighted means of all indicators

fall on scale of "very muchw. This, therefore, im-

plies that all the indicatora have influenced "very

much" the achievement of teacher. 1Indicators,3, 4 and

T have the same weighted mean of 3.8 while indicators
5 and 6 have the same weighted mean of 4.0. The grand
mean for this sub-table is 3.89 signifying that these
indicators have wvery muchn influenced the performance
of teachers,

As a whole, sub-table p, 8, and ¢ of Table 3
reveal a weighted mean of 3.75 which ~*snifies that
211 the indicators have nwvery muchn influenced the
achievement of fachers in the pistrict of wright as

perceived by the school administrators.

ceneral perceptions of the paAST by the

e

Teachers and schqgiﬁAdminlsfrators

mable 4 reveals the general perceptions of the
PAST by the two groups of respondents. All the indi-
cators in the three aspects have wvery much® influenced
the performance of teachers as evidenced by the weight-

ed meang ranging from 3;77 to 4.00 and a grand mean
of 3.86.

pifference in the perceptions of the

g0

— PAST BefWeen'tﬁe'Qeachers and
Administrators

The t-test was used to find out if there was
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Table 4

General perceptions of the paST by the two
Groups of Respondents

+_sRespondents! perception: . .
A ption: ¢Grand :Degree
SPGMS: weighted Mean cTatal o ishted; of In-

¢ Teachars; Admini strators; s Mean :_fluence
B 3492 e 3T T.62 3.81 M
C 41.10 3-89 7.99 4¢OO M
Total 11.98 11.20 23.14 11.58
Grand
Mean

a significant difference in the perceptions of the

| PAST between the teachers and the school administra-
tors. The obtained t of 1.56 is very much lower than
2,776 which is the tabular value of t at 4 df and at
.05 level of significance. Therefore, the null hypo-
thesis that wthere is no significant difference in the

perceptions of the PAST between the teachers and school

administratora" ig accepted. It is safe to say that

the perceptions of the PAST by the teacher-respondents

and the schaol administrators are the same. The com~-

putations for t are found in Appendix N on page /49«
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rrofile of the performance of the Teache
under the NraS and pPaST e

The performance profile af the teachers

in the District of Wright, Division of Samar
under the NrAS for the school years 1980-1981
and 1981-1982 and the teachers performance under
the PaST, school years 1982-1983% and 1983-1984
respectively are presented in Figure 3.

A cursory glance at the figures reveal
that under the NpaS, one teacher obtained ratings
ranging from 9.% tO 10 or "Qutstanding"; 115, ob-
tained ratings from 7.5 to 9.299 or "Very Satis-
factorym; and 13 obtained ratings ranging from
4.7 to 7.499 or ngatisfactory". Nobody obtained
a rating from 9.3 and above or "Qutstanding"; 118
obtained ratings ranging from 7.5 to 9.2 or "Very
gatisfactory" and three obtained ratings ranging
from 5.00 to 7.4 or vgatisfactory". Nobody ob=

tained a rating below 5.00

apchievement Levels of Teachers under
—%he NWrAs and raAST Dy 7zone

pable 5 presents the achievement levels of
teachers in the pistric tof wright under the NFAS,
school years 1980-1981 and 1981-1982 and under the
pasT, school years 1982-1983 and 1933-1984 respec-

tively. The district was divided into zones Or
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us

Figure 3.

erfo '
o rmance profile aof the teachers under

F

3 VS 0

A histogram showing the

the NPAaS and PAST.

Legend;
Green

Red

NPAS
raST




69

The .equivalent descriptive rating
representing the performance profile in- figure

3 are the following:

Ad jective Equivalent
Rating Numerical
Rating under
the:
NPaS PAST
0 =~ Outstanding 9.3 - 1W 9.3 - abave

VS - Very Satisfactory 75 = 9.299 Ted - 9.2

S - Satisfactory 4.7 - 7.499 5.0 = T4
F - Fair 2.9 - 4,699 3.0 = 449
US - Unsatisfactory 2.0 - 2,899 2.0 - 2,9



70

reglans. Seventy to eighty percent of the teachers

in each '
i Z01¢ were taken as respondents. zone 1 with

42 teachers had 39 Tespondents; gone ITI with 25 %each-

ers had 20 Teéspondents; zone III with 18 teachers had

14 respondents; gone 1v with 27 teachers, 24 respond-..

ents; gone vV with 25 teachars, 22 respondents and Zone

VI with 13 teachers hada 10 respondents,

%

A cursory glance at table 5 reveals that the

combined mean #or NPAS is 7.7526 while that of the
PAST is 8.47. r7This shows that the achievement levels
of teachers under these two ratings are both wvery
satisfactory" hence, there is not much diffexence in
the performance ratings of teachers undexr the tﬁo eval-
uation schemes. The noted increase of .7174 in the
overall mean under the PAST means that the teachers
have improved in their performence under the said ra-

ting 8chene.

i fference between the éch;gzement Qevels
Dlof Teacners under THe NPAS and PAST

rhe computed T found on Appendix O page /4

was matched against the tabular value of t at §0
degrees of freedom and .05 level of .significanee,

The obtained t of -3.6317 is greater than tha gabular
value of t which 18 -2,228; therefore the null hypo-

thesis that nthere is 10O significant difference in
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Table 5

Achievement Levels ynder the NPAS
and PAST by yones

Number:Na, of :percent-:Average

Z 0one f of
: tRespon-jage of 3 Mean
:Teachers dentsiRespon- fﬁ%ﬂg?ﬁﬁgT
: t t dents H
I (wright Cen- )
tral) 4 39 93% T.9835 8.95
11(Casandig zone); 25 20 80% 7.871 8.33
III (Lawamn zone): 18 14 78% T7.599 8.22
IV (Pabanog zome); 27 24 89% T7.535 8413
Vv (pequit zone) 25 22 88% T.T7748 8,37
VI (san Jose de 13 10 77% 7.3038 8.22
BUaIT)
Totals 150 129 869% T.T7526 8,47

the performance ratings of teachers in the district of
wright under the NPAS and under the PAST" is rejected.
1t can therefore be said that there is a significant
difference in the performance of teachers under the

NPAS and under the PAST. The teachers performed bet-

ter under the PAST.

Relationship between the per: ~mance
Rating ofZ Tcachers under the
NPAS and PAST

The relationship of the performance ratings

under the NpPAS and PAST of the same. group of teachers
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was cavefully treated throug .Lue pearson product

Moment. Since the obtained r of .552 is greater

than the tabular value of .173%; therefore the null
hypothesis that r#there ip no gienificant relation-
ship between the Npas and paST" is rejected; so the
alternative hypothesis that "there is significant
relationship between the NPAS and PAST" is accepted.
Hence, it can be said that there is a marked or sub-
stantial relationship between these two variables.

The actual computation of the pearson T through the

scattergram is shown in pppendix J on page /134

Rating Tendencies of Teachers
Zbout the PAol

Table 6 presents the different rating tenden-
cies of teachers abou% the PAST. The choices include
overrated (OR)i underrated (UR) and objectively rated
(0B). The resp udents were the 129 teachers invnlwved
in this study.

A cursory glance of this “a'’ : reveals that
the averagg number of respondents for every tendency
are the following: overrated - 28 or 21.70%; under-
rated - 19 or 14.73% and objectively rated are 82 or
63.57%. This means that majority of the respondents
have been objectively rated under the PAST.

There-~
fore, it can be said that as an evaluation instru-
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ment, PAST objectively rated the teachers in theiy
performance, |

Pfable 6
Rating Tendencies of Teachers pbout the PAST

P ———— —— o

. Rating Tendencies
Aspects; OR__:_ UR T 0B 1 Total

! Raw § % ‘sRaw.3 % :Raw s % :No.ofs %

s SoaresRat, s Soore Rat:Score Ratb,sRespondents

A, On Pupil

eve- . .
fOPment25 19,38 24 18,60 80 62,02 129 100

Be On Teach-;
ing Com-
petence 28 21,71 16 12,40 85 65,89 129 100

- Ce On Teach-

er perw

sonality

and Hu-

man Rela- _
tions 35 27 13 13 10008 81 62¢79 129 100

plus Factorps 19,738 22 17,05 5 129 100

Total 113 21,90 75 14453 528 63457 516 100
iverage 28 21,70 19 14,73 82 63,57 129 100

. T S

Reactions of the Raters to the PAST

An informal interview with some respondents
was conducted and the following reactions were gathere
ed; among the 129 teachers, 115 or 89% hag positive .
answers about being acquainted with tﬁe.performance
indicators while 14 or 11% did not know about the

pevrformance indicators in the rating system, They



T4
were unanimous that salary increase is dependent on
national policies whlle promotlons follow commend-.'
able periormanceJ The PAST pxomotes pérsbﬁal 2;3\
professional relationship between the ratee and the
rating official becéuSe.the.ratee is being inter-

faced. 411 agreed to use the PAST as a ratm& sys=

tem in succeeding rating periods,

An interview with the five school aliminis-
trators specifically Head Teachers, reveal thatpéhéy
knew very well the performance indicators in the
PAST. The raters agreed that the performance indi=-

cators are:. relevant” to the dutles of the teachers.
They said that the.ratlng system draw more trust and
confidence of teachers in leadership, and: €his also
improves the teachers!' concern fqr‘thercommunlﬁy. :
They allgagrééd‘that the PAST should be used in the

succeeding rating period.

comments and/or suggestions of
'Respondents

Thexre were positive as well as negative com-
ments and suggestions of the respondents, both the
teachers and school administrators. gimilar comments
and suggestions were consolidated and written as one.
The following discussion start with the positive com-

mentas
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The Teachers

"The PAST is a good instrument to objectively
assess the performance of teachers. Ali the indica-
tors in each aspect are attainable by the teachers.”

"The PAST is good because the rating is done
by the teacher and revealed by the rating officials".

nany work performed outside official time of

the teachers must be considered under plus factors'.

The Head Teachefs

nfhe PaST as an instrument should be maximal-
ly utilized by DECS personnel concermed if only to
improve the perfaormance of teachers aside.from provi-
ding direction in their work.

nphe PAST answers a long felt-need of super-
vision. 1Its objectivity, reliability and validity
free it from subjectivity rating a teachexr devoid
of humaneness.

A8 to the negative comments coming from
teachers and school administrators some of the teach-
ers had this to sayi

nphe PAST as a rating system should be disg-
couraged for future use because it disregards biased
evaluation where the raters prove unfair in giving
the rating to the ratee".

npAST is good but teachers are discouraged

to give high ratings even if they deserve it because
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of the rating ofi;piaﬂ”Wﬁb;géﬁiews and?éﬁifihe§% p, S
change the ra_tings of ‘the ‘teachersz.,,, .

“Wi%ﬁ fh&.PAST,idﬁé;s performaﬁceTgﬁfings
is reduced because of pefébnalwgrudge."

A Head Teacher”bbmﬁ;ﬁted,‘vw1th the PAST
a ratee may bewgiyenfaﬂhigh ﬁa?}ng.even if she is
not capablé; The targeté“égf éy_tpg teachers are
not realistic because they afe set at-the time when
the performance form is accomplished so that the
actual achievement is sometimes guessed because the
ratee wants to get a high rating. Besides, one oxr
two class observations are not sufficient enough to

speak of the true performance of teachersﬁl



Chapter 5

SUMMARY, CONCLUSION AND RECOMMENDATIONS

sSummary

This study was conducted to determine the
influence of the performance Appraisal gystem for
Teachers (paST) on the achievement of the teachers
in the pistrict of wright, pivision of gamar during
the school years 1982-1983 and 1983-1984. rhe ulti-
mate aim of this study was to appraise the PAST as
an_ evaluation instrument and to discover the extent
of its influence on the achievement of teachers thus
reflecting the degree of performance which the teach-
ers have achieved. fThe performance indicators in the
Pi5ST were reviewed and analyzed, then made as bases
for the data-gathering instrument in the form of
_questionnaires which were tesfed,for applicability
and adequacy through a dry-run, then reviéed angd
finalized. 7The respondents to the final question-
nzires consisted of 129 teachers‘hﬁd five schgol
administrators (Elementary sch&bl Head Teachexs)
who wer» rated both under tha NPAS and PAST, The
responses were clagsified according to respondent,
then analyzed and interpreted.

The gofficient of Correlation, using the
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Pearson product Moment Method was used to deter-
mine the emtent of relationship betwwen the per-
formance ratings of teacherm under the PAST and
the NPaS, Comparing the critical Valﬁe of r of
+552, the result showed that there.iata substantial
Or marked correlation between the performance,ra-

tings of teachers under the PAST and under the

NP.’iS .

As to the extent of influence of the indji-
cators in the P4ST on the performance of teachers,
the following is the summaxry of the pexceptioans given
by the two groups of respondents,

The reSpondenté were asked to rate the ex=-
tent of the influence of the indicators in the PAST
using the followinéwguide{ "Fﬁliyﬁ. "Yery Muchn,
tMuchn, wyot Much", and "Not At Allm, T7The respon-
ses of the two groups of réSpondents were summated
and the weighted means computed.

A8 perceived by the teachers, pspect j - on

Pupil Deve10pment with three indicators received a
rating of "Very Much", ispect B - On Teaching Gom-
petence with six indicators were rated "Very Muchn
and pepect (¢ - On Teacher personality and Human Re-
lations with seven indicators was also rated "yery

Muchnw,
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A8 perceived by the school administrators,
Aspect A - On Pupil pevelopment, indicators 1 and 2
which were wmaximize the utilization of the skills
contained in BLC and MLC" and "provide maximum in-
volvement of pupils in varied learning activitiesn
were given a rating of mvery muchn, Indicator 3,
"achieve their goals on pupil development more vigor-
ouskyn was rated mMuch", For aspect B - On Teacher
Competence, indicators 1, 2, 3, 5, and 6 were rated
"yexry Much and indicator 4 was rated "Much"., For As-
pect ¢ - On Teacher personality and Human Relations,
all the indicators were rated nyery Muchw,

The summated ratings for each indicator was
obtained by multiplying the scale value of a response
by the humber of response indicating it., The weighted
mezn of each item was obtained by dividing the total
weighted points by the number of responses. 7The sub-
total of each item was obtained by summing the total
scale value of each indicdator divided by the total res-
poOLBES.

rhe general perceptions of the PAST by the two
groups of respondents showed that all the indicators
have nwvery much" influenced the achievement of teachers.

A8 to the difference in the perceptions of the

PAST between the teachers and administrators, the re-
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sult showed that the obtained value of t which is 1,56
is less than the tabular value of 2,77 at 4 df and

+05 level of aignificanoce. Thub, the nrull hypothe~

sis is acoepted, Therefoxrey 4% can be said that there

is no signifiocant difference between the perceptions

of the PAST by the teacher and by the school adminis-

tratars.

Under the New performance pppraisal- System
(NPAS) one teacher obtained "Qutstandingr; 115 ob-
tainéd‘"Very‘satisfaotq?y“i and 13 obtained wgatis~-
factoryn ratings., 'Undéf the performance Appreisal
System for Teachers (PAST), eight teachers obtained
mQutstandingn"; - 18 obtained nryery satisfaqtqrxﬂqagé
three obtained ngatisfactoryn perforxmance .ratings.

A8 regards theqachievemﬁntweg‘;eggpepg under
-the NpAS and PL4T; - the obtained-t whichnisp33.6317
is greatér!than the tabular value:of. -t-which. is .
-2.,228 at-10°df and 05-level of-significance, hence,
the null hypothesis:is rejected. Ittcan,the:efore be
gaid that there-is a“significant~dif£erence.in the
performance of tedchers undex thggpAsTwand,under.xhe
NPAS. The teachers had better performance under the
PAST than under the NPAS.

Finally with regard to the relationship of
the performance ratings under the NpAs and pasT the
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responses 0f the same group of teachers showed that
the obtained r of .552 denotes substential or mark-
ed relationship. rherefore, it can be said that
there is a marked correlation between the perfore

mance ratings of tvechers upder the two variablas,

the ypas and the pasT.

gconclusions
In the light of the findiangs, the following

conclusions were drawng

1. The PAST is more objective and critical
than the NPAS because the ratees have to work harder
under the pAST and considerably satisfy each of the
indicators to obtain "very satisfactorynror noute-
stending" performance ratings. The ratings of the
teachers under the pAST were higher than under the
HPLS.

2. generally, the indicators in the PAST n"verxry
much» influenced the teachers' achievement, It can
be further concluded that there is no significant dif-
ference in the perceptions of the pAST between the
teachers and school administrators,

3. There is a marked or substantial rela-

tionship between the performance ratings of teachers

under the PAST and NPAS.
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Recommendationg
| Based on the gonclusiong drawn, the follow~
ing recommendatigps.ane made;

1, In Ordor <. help teoachers echieye better,
targetesatiing negotlationa Yetween the ratee and
the school heagd s-hopld» bg scheduled before the begine
ning of the school yeay and-<the pariQyqance appraissl
should be done iinmediaﬁely a‘h"tch,e.«end—at tha sChool
year,

2. Inasmuch as the perceptiong of the piST
by bath the teachers and school administ;axors are
significantly pelated and s{nsc 4% has {nfluenced
"¥oxy muchn the achievemsny of teachers, the present
performance raiing sye¥em sbowld Be used oontinucnge
1y for succeeding rating pefiods in order to maine-
tain the effectiveness and efficiency of the good
performers and to improve the performance of the
weaker ones.

3« school administrators should regularly
orient new teachers with each of the indicators in
the pAST so that they will be aware of what they are
expected to perform and that oredit can be given
fairly. yith this, objectivity can be fully achieved. .

4. 5 further study about the effectiveness
af the pAST should be caonducted in ather districts

or, if possible, in the division level,
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APPENDIX A

. Re C of the
SaneR Shand POIY T SRPeats,
Catbalog&m. Sma'

ApTil 304 1985

The Dean 0f Graduate Stydieg

demar state polytechud
Catbalogen, samay - Callegs

Sirx:

In my desira to start wy{ting my thesis pro-
I have the honor to submit fo¥ your approval

posal
,i then£Ollowing_rﬂseanoh.prvhlanﬂ, paﬁfﬁxabli

one O
NO. 1:

1. INFLUENCES OF JHE PAST ON THE
ACHIEVEMENT OF TEAEB%BS.INFﬂRIGﬁE.DIS"
TRICT DIVISION OF SAMAR

2. REACTIONS OF TEACHERS AND ADMINISTRATORS
IN THE DIVISION OF SAMAR TOWARDS THE
PERFORMANGE APPRAISAL SYSTEM POR TEACHERS

3~ D£SCIPLINARX PBOBLEMS OF PUPLILS IN PEQUIT
ELEMENTARY SCHOOL, WRIGHT, SAMAR

I bope for your early and fauorable asticu ou
this matter.

Vexy tTuly yours,

(SGD.) GEMMA D, LLAUDER
Researcher
Recommending ppproval: ;

(5GD.) ALEJANDRO E. CANANUA, M,Ed,
Head EMISs .SSPC

APPROVED:

(SGDs) DOMINADOR Q. CABANGANAN,

Dean of Gradue¥e studles o

8



APPENDIX B

Républic of the phiT
N ~ e ¥ . hlli in i
SAMAR STATE porympss-+PPines
EC OLLE
Catbalogan HNIC COLLEGE

-

The Schools Division :
Divisiaon of Samar Saupe-rintendent
catdalogan, gSamar

Sir.;

. In oxrder to improve and vali te the ourvey
instrument intended fog ay u-ahnldyvﬁ%gilgd WINFLUEN=
CES OF THE PAST ON LHE ACHIEVEMENT OF TEACHERS IN
THE DISTRICT OF WRIGHT, DIVISION OF SAMAR", I have
the honor to request permission to conduct a dry=-
run of my questionnaires among the Motiong Teachers

eand head teachers.

Anticlpating with gratitude your considerae
tion and favorable action,

very truly yours,

(SGD.) GEMMA D: LLAFDER
Graduate studensg

APPROVED:

(s¢D.) LEOVIGILDO T. GELI
Schools pivision Superintendent
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APPENILX C

. R

Republis of the yhildp 6§
SAMAﬁ?STATE POLYTECHNI gt%LEGE
Catbalogan, GSamap -

COLLEGE OF GRADUATE STULIES

Sepanikar 2, 1986
The Schools Divlision superinsendeolt | .
pivision of Samar
catbalogan, Samar
(Thraugh channels)

sirzr:

I have the honor o request permission ‘o
~dminister questionnaires, conduct interview and
obsexrvations among thg.adminietzators_and teachexs
jp the pistrict of wright, dvring the early part
- of gozober 1986,

This request L& made in conned¥ion with the
study I am underteking eotitleds *INFLUENCES OF
TEZ PAST ON THE ACHIEVEMENT QF TEAGHERS IN THE DIS=
TRICT OF WRLGHT, DIVISION OF SUMAR" wn paytial ful-
fillment of the requirements #3f the degree of Mase
ter of .srts in Bducation at the gamar State rolye
technic college graduate school,

1 am hopibg for a kind and favorable consie

deration on this request and agsuring you of my
highest esteem and gratvitude,

vVery truly yours,

(5GD.) GEMMA D, LLA
. . UD
Elem, Grade TeacherER
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APPENDIX D

2nd Indorgement
DIVISION QF SAMAR-
Catbalogan, geptember 8, 1986

Respectfully returned to the pistrict sSuper=-
visor, wright, samar, approving the request of Mrs,
Gemma D. Llauder, Elementary grades Teacher, to ad-
minister questionnaires, condpct interviews and ob-
servations te¢ the adwuinistrators and teachers in
the District of wright in vounection with her re-

search study. This, hawever, should be done outside
office haours,

(SGD.) LEVI T. REJUSO, SR.
Schools pivision superintendent
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APRENDIX R

(RepﬁﬁﬁfbliKa Ng Pilipinag
MINI STRI ﬁGoi}-rm qugélig?inee)
(MINISRRY 0% HpUCATION. A ool

MEC O RDER
NOo. 2, s. 197Q

IMPLEMENmAm;oN OF THE NEW PERFORMANOE
APPRATSLT SYSTEM

s Bureau pirectors
Regional Directors
Cultural pgency pirectqrs
Chiefs of gervices and Heads of ynits
Coordinatar, state Colleges and
Universities
Sschools guperintendents

To

1. Inclosed is Memorandum Circular No, 2, s,
1978, of the givil service Commiseion entitled "Im-
plementation of the New periomuance Appeaisal Sye= .

tem#, which is self~explanatory., Also enclosed are
the performenee appraisal Report form and instryge
tions on the proper accomplishment thereof,

24 conformably thereta it is hereby direct-

ed that the performance appraisal system herein pres~
cribed be adopted for all positions in this ministxy,
following the guidelines enumerated belaw;

ing period |
Ay atl%mp oyees shall be rated for the per-
iods from January to June and July to

ccember of each year effectlve January
?, 1979, except teachers and other school
personnel on the teacher's leave basis
who shall be rated at the end of each
school secmester beginning the school year

2 robationary period rating shall be
éaéeAa the end ol ghe one (1) year of
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employment in the cuse of provisional
classroom teachers and ingtruotors and
at the end of the wsixth month for newly
appointed employees whose positions do
not belong to the classrcow teachers end
instruotoxs group,

(3) A copy of the performance rating report

of the employee shall be furnished the Per-
sonnel Officer, School Administrative Offi-
cer or Administrative pssistant of the
Office or school concerned within fifteen
days after their rating period.

wha shall Rate

(1) In gchool Districts |
(@) Each eEementary school teacher, gui-
dance counselor and coondinator, OT
school personnel shall be rated by
the school principal or head teacher

as the case ma¥be, subjects review
by the district supervisor.

(b) rach elementary school principel,
head teacher, or district coordina-~
tor shall be rated by the district
supervisor, subject to review by the
schools division superintendent,

(c) Bach district supervisor shall be
rated by the assistant schools divi-
sion superintendent, subject to re-
view by the schools division superin-

tendent.

(2) In national, provincial or barangay high

gchools -

z) pach of the teachers shall be rated
by the head of the department, subject
to review by the school principal.

In the case of schools with n ¢

of department, the ratings shglge%gs
made by the assistant principal sub-
ject to review by the school princi-
pal, If there is no assistant prin-
cipal, the ratings shall be made by
the school principal, subject to re-
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vView by the schools division
Superlgtendent.

(b) Bach head of department shall be
rated by the assistant principal,
If there is no assistant principal,
the ratings shall be made by the
schools division superintendent.

(¢) Bach school principal shall be ra-
ted by the assistant schools divi-

sion superintendent.

(d) In schools with administrative cle-
rical personnel such clerical per-
sonnel shall be rated by the adminis-
trative assistant, subject to review

by the school principal.

(3) In vocational (fishery, trade, agricultural)
schools/colleges -

(a) Each teacher shall be rated by the
head of department, subject to review
by the school principal or administra-
tive, as the case may be.

(b) Each head of department shall be rated
by the assistant principal or adminis-
trative officer, as the case may be,
In schools head by vocational adminis-
trators, the ratings shall be made by
the school administrators subject to
review by the schools division super-

intendent,

(c) Each assistant principal shall be rated
by the school principal, subject to
review by the vocational school super-
intendent. In schools headed by voca-
tional administrators the ratings shall
be made by the school administrators,

subject to the review by the schools
division superintendent.

(d) Administrative personnel shall be
rated by the Apdministrative pssigt-
ant, subject to review by the head
of the school.

h vocational school administrator
(e) %%gll be rated by the schools divi-

sion superintendent, subject to re-
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vi
lew by the regional director,

(f) Bach yyp
Cational superintendent
shall pe rated - t
egiona]l dxreotg ,Qﬁﬁbggg 3tgn§oviaw

the regional direotor,

{40 I nivigion ofyjceg -

(a) Bach Beneral edu
cation supervisor
8hall be rated by ﬁe asslstant

8chools division superintendent,
subject to review by the schools
divieion superigtoddent.

(b) zach administrative personnel shall
be rated by the schools administra=-
tive officer, subject ta review by
the schools division superintendent.

(c) EBach assistant schools divisiop
superintendent shall be rated by the
schools division superintendent,
subject to reuiew by the regional

director.

(d) Each schools division superintendent
shall oe rated py the assistant regional
director, subject to review by the

regional director,

(5) In Regional officeg -

(a) Each supervisor ortemglogee shall be
ated by the Assistant chief of divie
gfon, sgbjectAto review by the chief

of division,

(b) Bach assistart chief of division shall
pe rated oy the assistant regional
director.,

. ach chief of division shall be rated
(8) P0%ne aosistunt reglonal director,
gubject to review by the regional

director.

- ezional direetor shall be rated

(4) gdcghg %0 uty Minister with the assist-
agoe of tBu agsistant ministers, sub-
ject to review by the ministers,
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(6) In Qul tural Offices/pgencies -

(a)

(b)

Bach cmployee shull be rated

by the chief #section, gubject

gg the review by the chief divi-
on,

Each chief of section shall be

rated by the assistant director,

gubject to review by the direc-
or,

EBach chief of division shall Dbe

rated by the assistant director,
subject to review by the director,

Each assistant director shall be
rated by the director, subject
to review by the Deputy Minister,

Fach director shall be rated by
the Deputy Minister with the
assistance of the Assistant Minis-
ters, subject to review by the
minister.

{(7) In gtaff Bureaus, genter, pgnits -

(2)

(o)

(c)

(d)

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

BEach chief of sectian shall be
rated py the assistant chief of
division, subject to review by
the chief of division.

Fach chief of division shall be
rated by the assistant director
or assistant chief of units, sub-
ject to review by the director
or the chief of unit,

Bach assistant director or agsist-
ant chief of unit shall be rated
by the director or chief of unit,
subject to review by the Deputy
Ministers.
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(e) Eﬁg? d%gegt%rdog c?ﬁef of %Hit
, ‘uate 'he Deputy
%;nister with thg asaietgnce of
Je‘asaistant ministers subject
- Teview by the Minister.

(8) In_the Ministry proper -

(a) %ﬁCh employee shall be rated by
he chief of section, subject to
Teview by the chief of division,

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

(c) Each assistant chief of division
shall be rated by the chief of divi-
851011, subject to the review by the
chief of services.

(d) Each chief of division shall be
rated by the chief of service, sub-
Ject to review by the peputy Minis-
ter,

(e) Bach chief of service shall be rated
by the Deputy Minister with the as-
sistance of the assistant ministers,
subject to. the review by the Minig-
ter.

C. Rating Pprocedure -
(1) The manner of rating shall be according to the

(2)

instruction given in the aforementioned Memo-
randum garcular No. 2 oI the Civil gService gom-
mission., After the rating oificials has accam-
plished the performance ;at}ng'report, the same
shall be forwarded in triplicate to the review-
ing official who likewise signs the report.

sviewing ofiicial has signed the
cgr;bg}Lgach shall be furnished the
%g%ggténg thé rater. The third copy of the

report shall for the file of the office, divi-
sion of school concerned.

After the T
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be %gkgaggugrreviuwin@ official decides to

an emplo ges in‘thu performance rating of

£¢s in riﬁ“ Shall be indicated such chan-
initial thvink' in the report and properly
by the re UM« Any performance rating changed
ed fiﬁa{eX%inng 0fficial shall be consider-
of the aame CO88 an appeal for consideration

© Same has been submitted.

D. Relationship Retween P o ,
Personnel iction Performance Rating and

The performance rating of the employge
shall be considered in connection with the fol-

lowing personnel action,

(1) Placement - the strong performance qualities
Ofﬂan_employee shall %elutllized toqadvan~
tage in duty assignments,

(2) Promotion and step or merit-increase in
bayment. A rating of at least satisfac-
tory shall be a requirement for promn+i-m
g~ °7° - «0r step or merit-incicasc in

(3) Incentive award - an employee for whom an
"Outstanding" rating is given shall be
recommended for an incentive award or me-

rit increase.

(4) Reduction in force - when reduction in
Iorce is to he affected, the performance
rating shall be one of the factors to be
consiagered in determinin§ retention deci=-
sions in this regard shall be based on the
rating of the emg;oyee concerned, notwithe-
standing any pending agpeal of the employee
with regard to such rating. gshould any
change resulting from the appeal alter the
employee's standing on the retention regis-
ter, the necessary corrective'steps shall
be taken in accordance therewith,

5 i gciplinary action - An employee whose per-
(3} ?érmagce rating in‘"unsatisiacpory" shall
be sunject to administrativg disciplinary
action vnder the Civil Service law and rules.
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E. Appeals -

(1) Iﬁggcgmﬁloy‘ee Who believes that his perfor-
may a; 28139t been fairly or pmperly rated
oy Ppeal for a review 0f hig performance
No 2% 0 the manney prescribed in (Circular
ané Griesénézgﬁ' "gdjustnent of Complaigts
Pablic Schools, ol the defunct Bureau o

(2) ??e employee shall submit his appeal within
five (5) days from receipt of his copy of
the performagce rating reporg duly reviewod
by ‘the proper offieial., pailure to do S0

shall be deemed a waiver 0f his right to appeal

and no appeal shall therefore be entertained.

Fo Tralnlng -

' Regional directors, superintendents, dis-
trict Supervisors and principals shall plan and
carry out suitaple pmagrams for the training of
supervisors in the propetr and effective implemen-
tation of the NEWw performance appraisal System.
This may be taken up in teachers® meeting, con-~
ferences or workshaps. In this regerd, the
assistance of the (ivil Service gowmission or
regional otffices or thig office may be availed
of in preparation and conduct of such training.

3 The necessary forms should be printed or

reproduced by the orfices or schools concerned.
rules and regulations on the
tem are superseded by this

he implementation,

4. All previous
performance rating syS
order effective upon bt
that this Qrder be disse-

i cs sired
5. It is de teachers and employees con-

minated to all efficials, _
cerned for implementation and guidance,

($GD.) JUAN L, MANUEL

Minister of mducation and culture
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PERFORMAN Qg APPRATSAL REPORT

e SO 19

FAD TRE INSTROCITONS VERY UAREFULLY BEFOKE

BV

NG THE BMPLOYES

INSTRUCTIONS

PART I. PERFORMaNCE '

¥

1. Evaluate the performance of the ratee on
the basis ofs

(2) his actual achievement on his per-

Tormance targets, planned (PT) and
intervening (IT7), as checked and
listed therein after these were duly
¢stablished, discussed with and ap-
proved by you.

2. Evaluate the ratee by observing the fol-
lowing procedures:

(a) determine how the ratee met each of

(b)

the requirements of his performance
targets as enumerated therein, If
he exceeds his performance targets
by at least twenty five percent (25%),
he should be given a point score of
10 under the performanee standards
therein specified; i.e. Quality,
Quantity and Time, I1f also exceeds
his performance targets but falls
short of outstanding periormance, a
aint score of 8 shall be given. Tf

¢ meets his performance targets he
should be given a ¥oipt score of 6.
1f he fails to meet his periormance
targets but show potential for im-
provement, he should be given a point
score of 4. If he fails to meet his
performance targets and there is no
gvidence that he can improve his
performance, he should be given a
point scora af 2.

Add all the point geores under the
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threU me
unlity’

ivide
BCores,

ABures of results namely:
Quantity and 7Time. Then

¥ the number of point
Enter the total Average

Point score on the space provided
for,

(e) Multiply the point score by 79% and

enter in the gpace for cquivalent
point score,

CRIVICAL FACTONS aF¥ECTING JOO PERFORMANCE

1.

3.

%Ya%uate the ratee on the 3 critical
tuc OTr8; public kelations, punctuali-
Yy and sttendance, and potential. cive

the correspondin oint score and re-
marks for gach. ¢ P

Get the uvera%e.point of the 3 factors
and enter in the space provided for,

Multiply the point score by 25% and
enter in the space for equivalent point
score.

PERFORMANCE RATING

Ao

overall point gcore

1. add the equivalent point score of
part I and part II. The total
ontained in this process constitute
the employeets pverall point score.

convert the overall point score in-
to the BEquivalent Numerical Rating
and indicated in the conversion
taple below;

no

range of Expectud Bquivalent
overall point gecore Nuwnerical
Rating

2 - 2.,89¢ Q

?.9 - 4‘069' 4

491 - 70499 6

7.5 = 94299 8

9,3 =~ 10,000 10

% 1f the vmploywu was able to achieve
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b i

azzgtgla Planned and intervening

tion: Menty, he is given an addi-
al point score of 2.

4 Dstormine his adjectival rating b
- e 8 ¢ ing by
hing nume.riog.l rating with the
gorresp \ ' ra%ing

=~ Unsatisfactory

- Faiy

e Satisfactary

- Vexry Satisfactory
= Quisdanging
SNpervigoxe s Regoumendations:

Write down your suggestions for impro-
ving employee performance under super-
V1s0r's recommendationss They may in-
clude suggestions for training on spe-
cific fields such as human relations,
concepts of discipline, etc,, as well
as proposals for such personnel actions
as job rotations, reassjghments, pronoe
tion, etc.

2

CODO &

1

Accomplish the performance Appraisal
report on a triplicate = 1 copy for
the ratee, 1 copy for the rater and
1 copy for personnel officer.
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APPENOLX »
PERFORMANCE APPHALSAL SYSTEM

Introduction.

The Performance pppraisal system for Teach-
ers (PaST) basically réflggts the Egsults or out-
put orientation concept conformably to the New Per-
formance Appraisal gystem (NraS) prescribed by the
g;vl% gerngg Qowmmiscion in ite Memgranduam (iremlar

rhis instrument oopnsiders three aspects,

namely: (1) learner's achievemeat which is the ter-
minal goal of instruction; (2) teacher competence
which can be evaluated on ‘the pasis of indicators
or observable performance such as provision of ap-
propriate lessons and activities for the develop-
ment of national consciousness and desirable values
end harits, development and use of instructional
materials and teaching strategies, records manage-
ment, punctuality, professional gzowth, community
and allied services; and (3) teacher personality
and human relations.

po provide added incentives to teachers,
credits for outstanding services rendered outside
official time are given credit as plus factor.

In many of the items under Teacher (Compe-
tence, the use of indicators or observable factors
hss been availed for consxd%ﬁlng that, l? the

‘e /1 eprnin rocess, there are performance
E%gﬁgéﬁﬁél%ﬁﬁch %agnat eaélly be stated in terms
of measurable results.

erformance appraisal system is in-

his
Ly pmentary and secondary classroom

tended for ele
teachers.

Rating period
peachers shall be rated by their immediate

supervigor as follows:
1. Al1 teachers in elementary schools
[ 4 ”

v

o

L L4 ; v
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e

shall be rated by th .
teacher ¢ Principal og the head
er. + 3£ the school i headed byhg head teach~

2. feachers
be ratec 8 in gecondary schools shall
aﬁtrgﬁfﬁofyafhe principal assia%ed by the assist-
A S i? thand the department heads or head

S ere are such officialy in the achool,

i 2+ Teachers in eclementary school headed by
Eutgicper in-charge gha;l be rateduby the district
PELV1sor or the principal or the head teacher

who has admini strative L 61
£ supervision over such
school s, ; P e

.. 4. In a vocational school headed by the
vocational school superintendent/vocational school
administrator with department heads/vocational ins-
truction supervisors, the teachers shall be rated

y their respective degartment headg/voc tional ins-
ruction supervisors, %o be reviewed by the super-

intendent/vocational school administrator,

n The performange ratigcs;of the ﬁeaihegs 3
shall be revaowed o X n3gler schoel officia
: thB%ﬁged by p

in line oeorgcerned and superiuntendent,

Proccdure

A, Reting under pupil/siudent gchievement

7o determine the rating A, Pupil/student
schievement in skills and knowledge, at the gtart
of the rating period, targets shall be set by the
teachers and the rater on the number of pupil/stu-
dents gttaining the proflc*ency level lnglcated.
The mastery 1evel for each_subaect,area 1n.the
elementary level maybe derived from the criteria

listed in ympc order NO. 25, S 1978. on ?hg second-—
ary level, this maybg QOtwrmlned by a lelSlQn cOm-
mittee composed of diviaion supervisors and heads/
coordinators of gubject areas pend}ng issuance of
the curriculum continum for socoqdafy school§,' The
targets should reflect what i? deemed as a sat1§_
factory level of periormance for a teacher consider-

ing various factors.
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“ L.

1ike pro%?cfeﬁtinfthe vargets, o number of factors
tructional ;?t?y- evel of the class, books, or ins-
saverials available to the class, and

general conditiong in s . :
be taken into aceouig.ihe 8¢hool or community shall

& grade II teacher teaohmhg targets, therefore of

: # AL ing in a sch rovided

wathﬁall necessary Supportgmaterigfsogit a class
of selected top-section pupils, will be very much
higher both in number ang i proficiency level,

than the targets of g Grade II teacher teaching

in a remote DDU school in an economically disad-
vantaged community,

The rating is based on the comparison of
the actual achievemert with the targets. If the
accomplishment exceeds the targets, the rating is
VS (8) or outstanding (10) depending on the por=-
centage of increase.

The guidelines give in detail the compu-
tation of rating under this factor.

B. Rating under Teacher Competence

To determine the rating for items under

her competence as well as Teachex personality
gggcgﬁmaﬁ Rglations, feference sha;l be made ?0
the indicators given in the Guidelines, It will

i i ficial, in this re-
e necessary for the rating oi ) ‘
zard tookegp records of classroom absgryatloqs,
Ptteﬂdance, and other observable activities of

the teacher.

Ce Explanatory_ﬁiptement

- 1 ati ffiecial shall give a statement
in the aggﬁoiiféﬁg gpace in_the rating shegt‘to eX=
plain why the teacher was given such a rating. por
example, 1if a teacher was ratggt? éﬁtpggcgg?llgzd
ang Atténdance, 4.8 vaport gfd b?ﬁrinr {he.yea;
absent 7 times totalling 14 days g A
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.

D wvaightinﬁ

The r: : .
plied by the sgigﬁtfggduaoh item shall be multi-

tere - the weighted rating en-
r:i;ﬁgéhgﬁh; column indicated, bThe Bum ofbthe
give the u%jl,Qe taken to pe divided by 10 to
tive o u'( ird&e.weighted rating. frhe descrip-
QWivalent ig glven in the rating sheet,

E« Plus pactor

A new feature of

this rating system is the
bonus or plus factor whic : i

h a teacher may gain for

C CLl r activity accomplished

in addition ta or beyond his normal functions.
under plus factors are given in

the guidelines. Maximum points for plus factor,

however, is only 1. gredits shall be given only

To achievements during the rating period. pJ teach=-

€r may not use exmcess points earned in 1981-1982

for credit for his performance rating for 1982-1983,

F. 7PFinal Rating

If - credit has been earned under ?he.
lus pactor, this is added @o thq overall weighted
iatin§¢to gét the final rating of the teacher.,

G. ‘Teacher's concurrence

M rating shall be shown to the teacher
o} ohalihfndicatg his concurrence by signing the
Wn%'; gheet out. I the teacher does not concur
il the rating official, he should indicate his
fén‘concurrence put he shauld sign the rating sheet
1 e

ag un indications that it was shown ta him,

H. Remarks

; rat official may Indicate in the
EQ; igkigﬁs any entry about Ybe’teacher
space unde ugeful for for Iuture reference.
et e 104 ay indicate ocertain deslrable}beha-
fres rgﬁaﬁﬁngtﬁes demonstrated by the teacher
viors
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¢
¥ a0

€d in any of the items for

ain ace n
notable but qj omplishments that were
faotoda, did not megt the standards for plus

Guidelines for gpati '
Levelopmen i tlg’ :em up

.A'

ttained = '
Attained at leasy 23% {ncrease over the tar-

getted number of cl
cr ase and at leagt 10% in-
Sase over the drotigiency level in the mini-

mum essential for a i EAIPY 4
end of school yeax _gfaﬁeéﬁéﬁiﬁgf_-‘ 10tnv

Example 1,

Target: 28 pupils out of 40 achieve 75% pro-
ficiency,

Accomps; 35 pupils out of 40 achieved 85% pro-
Iiciency. ¥ . :

This accomplishment shays an increase over

the target number by Jor £3% and in proficien-
ey by 30%i

However; if tHe ﬁatggfted humber for a
class is very high kddh tHat 259% increase is
no't possitle, attalning the 100% number is
sufficient for a rating of 10, provided the
increase in proficiency is more than 10%.

BExample 2:
rarget; 35 pupils out of 40 achieve 85% pro-

ficiency.
rccamps 40 pupils out oi 40 achieve 95% pro-
. ficlency.
This accomplishment shows an increase

over the target number by 5 ar 149% and in
proficiency by 109%,

Example 3: \
40 pupils out of 40 achieve T5% pro-

Parget:
ik ficiencye.
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ACcomp; 40 pu
pil |
PrOficiegc;?t 0f 40 achieved 95%

Thi \ a2
only éets ?ﬁ°°“?liﬂhm0nt shows target in number
crease iﬁ Croase was not attained but an in-
Proficienoy by 0% was noted.

ttaine - " )
ﬁumgtghgfazliggs;n;S%rlncfease over a targetted
: 0 i .
75% proficiency level, - 0% increase over the
Example 1,

Target: 28 pupils out of 40 achieve 75% pro-
ficiency,

Accomp: 31 pupils o £ - -
fic%eﬁcy. ut of 40 echisved T75% pro

Increase: 3 pupils or 10% and 0% proficiency.
Ixample 2;

Target: 28 pupils out of 40 achieve 75% pro-
ficiency., . q

Accomp; 28 pupils out of 40 achieved 85% pro-
ficiency.

Increase: 0 pupils and 10% proficiency.

Example 3;

parget: 30 pupils out of 40 achieve 75% pro-
ficiency.

sccomp: 33 pupils out of 40 achieve 85% pro-
ficiency.

Increase; 3 pupils oxr 10% and 10% proficiency,

: setted bexr i he class and
-d the yarﬁbtth number 1n.t
%Ezatg;getted proficiency level in the minimgm

requirements of the grade/eukject - - - - -

Example 1:
rarget: 24 pupils out of 40 achieve 33% pro-
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ficiency,

Accomp: 24 pupils out of 40 achieved 75% pro-
ficiency,

Increase: O pupils and 0% proficiency

Example 2;

Targets 30 pupils out of 40 achieve 85% pro-
ficiency .

Accomp: 30 pupils out of 40 achieve 85% pro-
ficiency

Increase: O pupils and 0% proficiency

Failed to attain the targetted number of a
class and/or the targetted proficiency level
in the minimun essentials for the grade/sub-
Ject by at least 5% = = =~ = = = = « - - 4

Example 1;

Target; 30 pupils out of 40 achieve 75% pro-
ficiency

accomp; 28 pupils out of 40 achieve 75% pro-
ficiency

peficiency: 2 pupils or 5% and 0% proficiency

Example 23

rerget; 30 pupils out of 40 achieve 85% pro-
ficiency

accomps: 30 pupils out of 40 achieve 8" pro-
" Tficiency

peficiency: O pupile and 5% proficiency

i to attain the targetted number of the
E?Qégdand/or the targetted proficiency level
by at least 20% ~ - = = = = = = = P~ - 2

Example 13
Target; 24 pupils out of 40 achieve 75% pro-
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ficiency

ACCOmDP: 16 pupj
ficiegc;d Out of 40 achiove 75% pro=

Deld cienc
Y & pupilg OF 20% and 0y proficiency
Example 2,
Target, Q
3 gicfggéis out of 40 achieve 85% pro-

Accomp H 30 1 v ) .
ficfggéis out of 40 achieve 80% pro=

Dericiency:s o bupil apad 5y proficiency
Example 3,

Target; 30 pupils out of 40 achieve 75% pro-
ficiency

Accomp: 28 pupils out of 40 achieve 70% pro-
ficlency

Deficiency. 2 pupils or 3% and 59 proficiency

Guidelines for Rating Item B (Teacher Competence)

No. 1. Development of National gonsciqusness and
Desirable values and Habits

The following indicators should be noted:

he Provided lessons and/or activities appropriate
for the grade/year level of learners for the
development of national consciousness such ass

1. Lesgsons/activities on development of
love for onetg country.

2. ressons/activities on development of g
deep sensec of commitment to use onerg
talents and capabilities to advance the
countryts progress.

3. gtudy of the lives of national heroes and

other pilipino wotthy of emulation, parti-
cularly thase who have made significant



9.

10.

11.

12,

Undertoo

11Q"

contrj butj

such ag Stgﬁnzg the countzy vy development
farmers, oot Stg, inventors, successful
4ge induotry, workers, etc,

Observance of 3

rations ang eVeiﬂnificant national celeb-

ntsg,

éﬁfggg;?tien'and preservation of pilipinpo
and liturq%rﬁta@e (e.g. folk arts, music,

rabl ature), national sumbols and desi-
able customg and traditions,

Utilization and pre i
_ reservat ,
resources, bréservation of natural

Patronizing philippine -
: Ppine~-made products and
promotion of localPindustrieg.

Inculcation af brotherhood and understand-
1NE &5 well as sharing with fellowmen re-

gardless of status, religion and cultural

differences.

Visitation to and observation of local his-
torical places and shrines within the muni-
clpality, city or province,

construction/undertaking of activities
or projects with historical or socio-
economic significance.

Tie-up lessons with current local/nation-
al situations/problems and thrusts.

provision of story/situational problems
particularly in mathematics and science,

related to national development,

k the following activities within the level

and experience of the learners;

1. provided lessons/opportunities/situations

2a Pr

the development and practice of self-
ﬁggciplineq self-reliance, self-control

and tolerance.

ide ssons/opportunities/situations
Ov%ggdd%SelOpment and practice of courtesy
iﬁg respect for instituted authority, elders
and peers.
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3¢+ Provided
fox the dtsggonB/opPOrtunitiOl/GLtuationa
of responaihigpgent And practice of sense
and dupendabilitgr lﬁaderghipftellowahip
4. Provideq
Tor the diggfgn°/°¥Pg:gunitiea/ultuationa

O DMmen g
ration, helpiugneaa and figgg gﬁ;of coope

5>+ Provided lescons/opportunities/ﬂituationﬂ

for te developy
en
and truthfulngss,t and practice of honesty

6. provided 1e S i
ssons/opportunities/situations
fgr the ﬂeve10pmen¥pand practice of initia-

ive, Creativity resourcefulness and pro-
ductivity, ' P

7. provided lessons/opportunities/situations
for the development and practice of habits

oI personal cleanliness, thrift and wise
use of lezisute,

B. provided lessons/opportunities/situations
for the development and practice of per=

formance of civi¢ duties ang obligations,

Instituted measures and adopted strategies for the
2pplication and internaljzation of desirable values
and habits particularly national consciousness and
those listed y» 3, inside and outside of the class-

roem, such 8

T. pe trating desirable values and habits
Dgggngxamplegto the learners,

2, setting standards of pupil/student behavior.
')

. £ learnert's behavior
3. consistent follow ug gonsultation with

' \ roug
giigzgg}giégdzgns.bother teachers and peers,
- re for good behavior
Aot gystem o; rcwgr@a
. gggpgéggt?ong for misbehavioX,

5. Keeping a proiile of learnerts behavior and

' t5e
checklist of haol
i ng maxims, proverbs, mottoes, adggegl
6, Dlsgliglgﬁd other visuals with focus on desi
poste

4
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TPl Values ang pay 4

Te 2Ad in«
éoﬁgﬁtﬁgaﬁ ggs:?m 0l peaceful and orderly
in the claSSroo;?arY and otherﬁac?iv%tles

8. provjaq; . e
clarifiggtggg?rtunltieﬁfaiiuations far values

1. Demonsgtration of at‘least 6 itens
€ach in A+B,(

¢ LA L) [} ¢ ® e ¢ e 10

2+ Demonstration of 5> items each in g,
BandCo :

S * 4 4 s e e e e o o 8

3. DEmonstration of 4 items each in Ay
B aIld C L} * » * [ ] [ L] [ ] [ ] [ ] [ ] [ ] L ] 6‘

4+ Demonstration of 3 items each in 4,
BaIldC.....;.-......‘i-

5. Demonstration of less than 3 jtems
in eaChinA’Bde.oooono 2

Guidelines for Rating Item B_{Teacher Competence)

No. 2, preparation and ytilization of Instructione
al Materials ~

Indicators Rating

~| a la]]
ad well prepared lessom p
" é%;f{idhéﬁ appropriate #eachlng
techniques, and utilized necessary -
support teaching aids/materials -v-

2S5 lans
repared lesson plar
i g%iifgélo? agprOPr;atg tgigging
techniques or utilize ?'dS/
sary support teachxngdato { e
materials but was no;i Ao |
failed twice in any o 5

thesg = =« ~ = ==~ = 7
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Indicators LE
Ce Genera | Rating

or avaiigdhgg 2011 Prepared lesson plan

materials pyt orPropriate teaching aids/

three or foyr Va8 noted to have failed

T times in any or all of p
___________ ) ,

. a 3 5 g s
. grdaggiiegrgﬁdFe“ lesson plans, complete
niques a < @bpropriate teaching tech-
oy iniy T utilizeqd necessary support
to have faile reiigls bub was noted
‘ " ve \ ‘ .
of the items or all o%mfﬁeégsa§“-°f 4

E. Prepared complete lessons plan or
ayalled of appropriate teaghing tech-
niques or utilized necessary’support
teaching aids/materials but was noted
to have failed more t han seven times

10 any or all of these - - - - - - 2

Guidelings for Rating_;tem'B (Teééher Competence)

No. 3, pupil/gstudent Bveluation

Indicators Rating

In addition to various forms of daily
evaluation, Jphe teacher administered.

A. One periodic test and at least ten
other written periormance tests
every rating period for each clasg/
subject and with at least three
evidences of utilization of test
results, such as;

1. presented graphically pupilts/
students' progress.

2, utilized multi-level instruc-
tional materials.

3, provided remedial instruction
t0 overcome weaknesses dis-

covered = = = = - =~ T == = - - 10
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1}
Indicatorg Sitn
One perio B————ﬁ

dic tuat and ag -
S oY othox Written/pegrot;gz:a
each Y period far
evideg%3§&£$“3 §§izanu with two

A ' aktion of ess
Tesults as indicaged ip A above —= 8

Other periodig tese and at l¢
six otger written/pergorgan%gast
€8ts every ratin periad for
ceach clasa/ $¢C¢ and with
one oW dence o ULilization
gf test regsults as indiecated
IN L abQVe = = ~ c = v c e = v === 6

One periodic test and at least four

other written/performance tesis every
rating period for each class?
SuUDjeCt = = = = « =« 0 - - o - - - - 4

NO periodic test and less than :
four other written/performance tests
every rating period for each class/
Bubject = = = = = = = = = = = = - = 2

cuidelines for Rating Item B (Teacher Competence)

No. 4, professional GHceth-

Incicators Rating

participoted in all requiked
in-service trainings plus any o
the followingi

1. marned at lesst nine (9% units
in relevant undergraduate/
graduate/post graduate courses
provided all eXpenses are pore
sonal

ici. . : t in-
. ipated 1in relevgn_ _

2 gggzigeptrainlngs activities
of not less than 24 hours

.nded special courses relee
7 ég;%n%gdhig teaching assigne
ment with an aggregate of at



B. Participated in 90% of

Ce

Indicators

least 162 hours,

4a Shared or gj '
red Ulscusged gq
grtlcle/grqfessianal,b:ggttggitw
two'timesrgo;eggetinghat bl
Wo 1 « (Thig is par-
g;ggiggiitfqr thosa(shoshzsepgg
couzhew) -lSS o enrol in graduate

-

E ‘ all required
ln=-Service trainingsg plus anyqof
the items t %o 4 ligted in As

T marned at least nine (9% units
in relevant undergraduate/
graduate/post graduate courses.

2. Participated in relevant in-
Service training activities
0f not less than 24 hours.

3. Attended apecial courses of not
less than one year related to his
teaching assignment,

4. ghared or discussed educational
article/professional boaok review
in a district meeting at least
two times a year <« =« = = = - = - - -

Farticipated in not less than 70y
of all required in-service train-
ings, plus any of the following:

1. parned at least six Sé),units
I relevant undergraduate/
eraduate/post graduate courses
provided all expenses are per-

sonal.

o ] icipated in relernt ;n-
° ggitigeptrainings/actxv1tzos
not less than 15 hours.

ial courses relevant
- %gtﬁﬁge%eggﬁfﬁé agsignment with an
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Bating
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Indicators

Rating

aggregate.
than Oabhgﬁrg?t lesg

4 . : ) : .
gg%fgge?r 41 scussed educational
9 o a4 Professional book review
: ULl B8Trict Meeting at least
WO Times a year - o . 08V 6

D. Participateq in not 1
A X : ess than 509
0 all required in-service trainf
1ng plus any of the following;

1. Earned at least three (3) units
in relevant undergraduate/
graduate/post graduate courses

2. Participated in relevant in-
Service activitied of not
less than 12 hours « = = =« = = - 4

Farticipated in less than $0% of all
required in-service trainings - - =

t

Guidelines for Rating Item B (Teacher competence)

No. 5, Records and Reports Management
Indicators Rating

Keeps complete, accurage,
neat and up-to-date records an
submits neat and accurate reports
and forms before the due dates = = =

10

omplete, and up-to-

>ens C
heop ept for one or 2

date records excC | . T
instances of delayed entylis dgﬁe
submits neat riﬁortg ggrgisefn ali

with not more an 30X 8 all .
férms/reports during the year

o te and up-to-
Keeps Comp%efor not more

y records exceplu £
%izﬁ 4 instancesS of deliXegnegates
tries and submits reports
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Indicators

due with ngt more th

£ report qe yod
.hy oOne day, and one r%: :2nn
of repoxrts andg 4 times oy
OrDors in al) f

. orme/mepo
d\.u.i_ng ?M ﬂchm’. %arP-rfe. - - - 6

Recorde gengr o
up=-to=date with'g ar 2ligﬂ'

tances O0f delayed entrics and
Teports submitteq 2-4 dayg
after due dates ang with

a
total of 2-3 revisions and
5-10 errors

in all forms/
reports during the schgQl year « « « 4

Bat‘ng

Does not keep upeto=
date records with 8 0oXr more

instance of delayed entries

and submits reports/one week

later with more than 10

errors in all forms/reporis

during the school year = - & = ~ - 2

Guideliﬁes for Rating Item B (meachér'gompetenCe)
¥ao. 6, community and 41lisd Seredeeg
Indicators o Rating
jcipated actively in at
A {2§§%c;gur activities w&tﬁ

a role as chairman/coofdiéa. 2
tor in one = =~ = = = - oo -

articipated actively in t.
B"iggg%ciﬁree (3) actxvxtxeg

i o »d actively in at
ticipated ac .
¢ Ezzst tBo (2) activitics e = e 6

, ively in at
l e ‘tiCl ated ac‘tl.vc’ . - em = @ 4
> ) Renivity

5 pig ney participata i wny
" detivity - - -
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Guidelines for Rating iiem B (7enchur Competence)

No. 7, I‘-unotuality and Attuvndance
Indicators

atin
Ae Had no absge

? during the
year, in class orp other-%equired
schogl eCctiviticg liko meutings,
PTOLrams or assembligs = = - = o - 10

Arrived in school or ia place
Of activity at lcast 15 minutes
before official time and left
only after the end of the class
or school activity.

voluntarily rendered -service
beyond official time whenever
there was a need for such ser-
vices.

Note; 41l these indicators should be present
to merit a rating of 10,

i g than 2 instances
B g%&a%ggnggvghgoggtal number of days
not to exceed 5 and not more than
5 instances of tardiness during the
year; or had one instance af justi-
fied leave. of apsence sgch as mater=-
nity aor sich leave provided such
maternity leave did not exceed 20
working days = = = = <

;avi sgg or other school
W t leaving classes 01 0
iggi%gties at least two times before
( )

they were OVET.

3 instances of

o piq;ngg h%Xg %g€21mgﬁﬁbgr of days not
z25220uéd 20 and poﬁ moredfggﬁméo

ingtances of tardiness/unde bine,

ﬁuring the school year, in ch;re

or other school %cziztg%ogr? 3

at%endaﬁggcgagrrggstif;éd l?gve of
Zggeﬁgg such as maternity leave
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Indicators

Rating

where such leave excegred 60 days

but no ,
leave zobeyond 70 days; ar sick

days - -t eXceading 30 working

~
-----------

was notéd leaving classes and/or
at%gr SChool activities nt leéﬂt
4 times before they were over,

Foiled or refused tg render needed
Service beyond official time at
least once duriyg the year.

Bid not have more¢ than 4 instances
of absences than the total number
af days not exceeding 12 or naot
more than 12 tardiness/undertime,
during the school year, in glass
or other school activifiee IN
which attendapee wes ISquired; or
had an inetauCe 0f justified
leave 0o absence (maternity or
sick leave) with such maternity
1save 70 calendar days but not
boyond 80, or such sick leave
exceeding 30 but not beyond 40

working days = = = = = ¢ = - - ~ 4

r more instances of absence
%ﬁg %o%al number of days exceed-
ing 12 and more than 12 instances
of tardiness/undertime, during
the school year in class; or othe#
required school activities; or had
arie instance of justi;ied leave
(maternity or sicl) with fuoh mater-
nity leave exceeding 80 culegdgr
days or such sick leave exceeding

40 calendar days - = = = < < - o 2

a8 d leaving classes and/ox
ggﬁoggtgctivities more thgn 5
times before they were Qver,

. used to ;ender service
pailed of Z6IU0S Guring the school year,
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Guidelines for R
atin )
and_juman ReTa s ache ergonal

e Jollowing indigators shall be con-

sidered in rating undep thig {tenm.

Observes the highegt standard of morality.

2. Strictly observe rules and regulations
alfecting public service,

2+ I8 of unquestioned honesty apnd integrity.

personal gharacteristigg

v =Zxemplifies gound physical and mental
- health,

2. OQObserve proper g:ooming and attire.

3. Dpemonstrates a séﬂséfdf responsibility,
self-confidence and"§e1f-reliance.

4. pemonstrates strgss asT Brustration
olerance. ;

5. =zxercises self contfoi.
6. pMakes sound decisions.
7. pisplays reasonable independence of mind
and conviction,
Human Relations

1. pxhibits open-mindedness to suggestions
and criticlismB.

.intaines harmonious relationships with
2 %gégle he deals with,

¢ the veteem and respuct of the com-

3, ‘o
’ it f his service area. '

munity @

4. pmanifests love and concern for pupils/
stuoents



=2l

Rating gecale
Aeseription | atin

Manifestationg of ite -
eight (8) otherg it gnd

10
Manifestations of items 1«3 and
at least six others 8
Manifestation of items 1-3 and
at least four others 6
With an infraction o any of the
items 113 but with manifestgtions
of any four (4) athers 4
wifh an infraction of any of the
items 1-3 put with manifestations
of at least two (2) others 2

Note; It should be noted here that
items 1-3 are must and should
be observed for a satisfactory
rating. pven if items 4-~14
are observed if an infraction
of any of items 1-3 hag been
noted, no satisfactory rating
under this item may ve given,

Guidelines for giving Ccredits under plus Factors
(Maximum number 01 point =~ 1,UU)

In audition to the ®echer's average weighted
rating, the teacher may carn additional points not
exceeding 1.00 for his achievement in any of the
folleng items: '

Itens roint
Research
F bl il ks

. conducted at least one case
i g%ﬁdy on a behavioral prob-
lem in his class = = = = = = = = 0.25

. . Y Y n_d
b. nalyzed test reau}tu an
&tliged date to plan and
An+ at least one action

overcome an iden=

R §

reseda v..
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Wlied teachin, -
€~dearnin
Problem jip the ¢lagg - § - - = = s 0,50

Introduced at leagt ohe

innovative tGChniqug 0f teachin
ngCh has been- tried out in theg
a 316 Stass/schoo), kept regords
rosulg.e @ formal report of the
resulgs for Publication .- - ©.00

geadershig

e

d.

Qrgani ged, %?ained apd conduce

ted at least one @ulgiral and/

OT “pQrts group (e,g. vondalla,

cnoir, dramatic clul, dance troupe,
writsrs Cclub) with et least two
Presentations and won any of the
Iirst three major prizes in a :
competition - - - - - & - - -« @ 1,00

organized at least ane youth/adult
organization §Such as community
scouting and undertook ay least
one actyvity TosuliiDi@p da= _
provement ol CoMMUNity ® w wwe On5Q

:d at least 5 times durin
%ﬁzv;gar in any of the following
roles; resource Sspeaker, dig-
cussant, demonstration teacher,
or trainor of community activi-
tieg, in the school, barangay,

municipality, city, provincifl_ Giso
level - .

' v ip in the pro-

sumed leadership
giction of at least one work-
book/set of practice exercise

for one subject area = = = = < 0.50
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(rerxo££§ﬁ22M??°E APERALSAL REpORT
WHNE Sheet for Tenchers)

Name

Schoo)d

Rating reriod

e Di g
(oehooY Yoar] strict
Division
I i\ B0 3 X é sWelghted
O tat ¢
.Rq 1ngfweight:llating
ke EUEIL/STUUENT ACHIRVE-: N ,

MaRT (Skills apd Knowe: : :

leage) ) : :

T. Achievemant of ) :
knowledge skills ; :
and objectives : : 4JX1§

Target: : § :

H i3 H 1

aCtual jchiecvement : : .

$ : 1
¢ H H
H : 3
B, TEACHER COMrETANCE : : .

1. pevelopment of na~ 3 : :
tional consciousnous : ‘
degirable valuegs & : : .

habits. H ¢ 2.00;
support ctatement for : : :
rating given : : :

$ : ;




_ e— Ve - m — T
— iRaving  welpht; ating

ction: :
developmeggql m"“,t%‘riala

uppoyr stateme H ¢ 1,00
T — ‘mUn . o T M ¢ e —
TRl Ve -k : ‘
s it : ;
! ¢ :
sz ¢ ;
3. Pupil gvaluat : : :
. atlw .

Ort S a ._ ‘ ’.m ‘—M‘
ting giveg temeny foy rae ¢ : 3
; 3 .
p < :
’ 3 :
: d :
e : 3
% : :
, ) : :
4. FProiessional Growgh 3 : 025
Support statement fgr ra- : 4 :
ting given : ¢ :
: : :
i : K
¢ H :
i : $
| $ :
{ P :
5. Records and Keport Manej § 0425

agement 5.‘*—..i g s
Support statement for rae : :
Ting given : : :
g :
: ; ;
6. community and A}died : 0.25
gervices Pt VOO0
support gtatement for ra- @ : :
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It o m g ;Matingiweignt]"EiERMEC

N b anang

ting given

s i{sa as @0 B o0 ge

. ®2 se s0 ®s ar ®s e

7. Punctuality and pstten- - :
dance 3 4 023

Su%gort statement for

LA

°o o0 00 08 8o o LY X2
i,
i

e oo 09 © e » *0 s

!

C. TE4CHER FERSONALITY :
AND HUMAN RELATIONS : 1,00

Overall yeighted Rating « o« « % o+ . .
(sum of golumn under weighted Rating)

verage Weighted Reting « + . « + + .
Overall Weighted rating divided by 10)
D. PLUS PACTOK (rotal not to exceed 1.00)
Enter here whatever activities or accomplishe
ments maybe credited under rlus pactor and the
corresponding credit points;

Items roints gredit

mTotal for (Qredit under plus ractors . .

e e~
e

Final pumerical RAting . « o ¢ o o o &
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P

Descriptive equivalents of Numerical

Ratinge
- 943 - apove utstanding (0)
7:5 ~ 9.2 3625 satis%&ctory (vs)
g;o - T4 sat;sfactory
e =2,9 Unfsa’clsfactory (Uus)
SUMMAR!

Final JNumerical Rafing « o
Descriptive Reting o o o o
Raged Qy:

~FTincipagl/Head Teacher

shown to me and concurred
in: :
’ Rewigewed by:

Teacher o

Disdricl Supervisor

Date

Note; All signatures should be above printed neme,

Any additional remarks:
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APFENDIX G

SURVEY QUESTIONNAIRE NO. 1
(For Teacher)

Dear Respondents,

This questionnaire is designed to elicit
information on the influences of the Performance
Appraisal gystem for Teuchers (paST) upon the
achievement of teachers of wyright pistrict, pivi-
g@ion of gsamar, please fecel free to answer the
questions by putting a check mark on the appro-
priate spaces provided for., please don't leave
any question unanswered. Rest assured that all
responses will be held highly confidential.,

Very sincerely yours,

GEMMA D. LLAUDER

Researcher
I. Zrersonal pata:
Name (optional)sge Sex
rosition NMonthly Sazlary
School Rocation af school '

Highest Equcational Attainment
Teacning pxperience
Administrative and SUPeIV1IS0ry EXperience

IT. To what extent fo the indicators in the paST
influence the teachers achievement? Please
check under the appropriate column;

Legend:

F - Fully

VM -Very Much
M - Much

NM- Not Much
NA= Not at a1l



As On pupll Development
L S anmttn—.

924

Indicatorys :

S S——

1 Maxjmize the piiliza-:

i T
2. Yrovide maxjmum Vol

oe oo

¥pon of the sRills gon
tained {n the ELC and:
MLC? H

vemeng of pupils in
the varied learning
activiticg? o

.

e @e *¢ e

se €0 oo ae

|

80 & ¢ oo

|

*

3. Achieve youg goalg‘an:

pupll deVelopmeny moge
vigorously? s L st H

e og” @e JO0-00 op 90

e 9 e

B. On Teaching Compefence
T. DEVelOD i BLRE scay

nez'!s national cons! :
ciousnegy and patgjo-:
tism?9 | s

L. ” E T2

|

e

o0 po ®e Joo a0 o3 oo

f

7. InStitujc measugep

and adopt gt;ateg;ea :
for the application &:
internalization of de:

@ 60 ©° 69 OO }_...~ e peo oo

girable valueg? 3
. Select, prepare and ;

use materials and oje:
her teaching jin aypder:

to effectively achieve

your goals? :

owojlee o0 ae ®0 po

|

d

7., Bvaluate and interpret

indiviudal pupil pey-:
formance so as ta pro:
vide basis and direc=:
tion on the megguyes
to be undertaken?

:

5.

Upgrade yourself pyo-
femsionally?

Be more efficient and
effective. in your wk,
as a teacher?

ee s oo |las BDejos sa B Sa 5o Hs e Ao ..,-

®e 00 0o lee ceclos oo we o ‘we vo fos #b ws ps Sofoe P Be'de av

o 8o @0 Joe Bo]os as oo @ se asfee 20 ve b0 0ofne 00 e o0 ST-jee.a% Sooe

on Teacher personality and

Human Relagjons

rdhere to the teach-
ers code of Fthics & :

[ ]
L]
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On Teacher Fersonality...

M NN Ta

1

a0 ee s %6 JOoO 0 sa jae wajes 2

Indicators

o
-+

ather pertinent rules
and rcgulatlons of the

school servi ;

2. Be model in mQraI-ah& 3
ethical behavioxr both :
in school and communl-'
ty? :

3. Accept and periorm‘Iea-
dership role egmpetently
in school and in the :
community?

4. Be more creative gy
resourceful in your
wk. as a teachex?

5. DpDevelop and maintain
your love and cancern
for pupils?

6., Maintain harmonious
telations with your
colleagues? .

7. Maintain harmonious
relations with the peo
ple in the community?

se 8o se'ss aseleef
}

es oo oo sofss e -01 an sofee . wii o . v

e 0o jee oo oofJoee ar s Jeoo o¢ 90 oo

»
as joe o0 0o .Jos me esjJes--00 0o e .

| eojes oo asjos as vafes oo oo e
oo 00 eefee ee oo les oo coflog oo sojee o0 e ssjee a2 ee avsffee ae e joe os

oe o0 ol jas
oo oo o o0 oo o er. na g0 oo or oo os ae oe Sefes a0 e, 0 jecae -asfjeos 0 Joe L. o L S

e Ao

III. How do ybu feel you were rated in the follow-
ing aspects? (heck under the appropriate columng

OR, if overrated; UR, if underrated and QB, if
objectively rated,

:Rating Tendency.
L 8pects :  OR URJ.I OB

gupil Dpevelopment

ee
.o
L d

Teacher gompetence

Peacher personality and
Human Relations

ee oe
. age
8% se

[ 23
e

Flus pactor !

THANK YOU VERY MUCH!

g GEMMA D. LLAUDER
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APVPENDIX H

SURVEY QUESTIONNAIKE NO, 2
(For Administrators)

J

Dear Respondents,

This questionnaire is designed to elicit
information on the inflluences of the performance
Appraisal system for Teachers (PAST) upord the
achievement af Teachers of wright pigtrict, pivi-
sian of ggmar., rlease feel free to answer the
questions by putting a check mark on the appro-
priate spaces provided far. flease don ¢ leave
any question unanswered. Rest assured that all
-Aur respanses will be held highly confidential.,

Very sincerely yours,

GEMMA D. LLAUDER

Regsearcher
I. personal Date:
Name (optional)age sex
rasitiaon Monthly galary
school Location of School

Highest Educational Attainment
Teaching Experience " .
Administrative and SUpeTVisSOrM EXperience

I1. To what extent do the indicators in the PAST in-
fluence the teachers! achievement? please check
under the appropriate column.

Legend.

F - Fully

VM =~ Very Much
M = Much

NM = Not Much
NA = Not at p11
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n rupil puevelopmen
v_';——-,‘“:-v——-

-s .oJ

B $ P VM ¢ :
Indicatorsg i—etefith—l

1. Maximize the utilization
of the skilles contajned
in ELg and MLG?

i

l

rrovide maximum inyolve=-:
ment of pupils §{n ghe 3
varied learning act‘v‘. :

H

e 8¢ a&e ea j%e 3e aa

ties?9

3. Achicve thelw goalg ou
pupil developmen} moge
vigoyously?

®e 09 geflee 9o oo wa JOa ee we

J.. e soloe ac se ea us d e

i

e S0 goflee we 00 qefl®e an @2

|

-

5. On Teaching Competence

1

. DEvelop 1 € TCarnere
national consciousnesg
and patriotism?

LIy F YL T N T

ment of pupils in : -
varied learning agtigir
ties?

2. ACnieve their goals on
pupil develeopment mape
vigorously?

os 09 oo foe @0 oo

2. rrovide maximum jj oéve;

e ©®0 00 *0¢ Joe B oo

i

e a0 ass s e a0
e qe o0 Joo o090 40 Joe Be 00

o o0 ov oo
®e se @8
o o9 A

e

B. On Teacher Competenge

T

T+ Develop in tne learlnegs
nationzl consciousnegg
znd payrietism?9

e o ae

1
4
4

2. Institute measures and
adopt strategies for the:
application and integna~:
lization of desirable
values?

{

% Select, prepere and use
materials and othey
teaching aids in oxdeyp
to effectively achieve
their goals?

Z. Bvaluate and Interpwet
individual pupil perfor-
mance s0 as to provide
basies and directionuon
the measures to be undey

taken?

e 85 8o jseo 06 @0 &0 08 Joe o0 60 oo oo oo o0

®e
5% 80 4008 o o6 Jao B9 80 oo o9 g e oo 66 o o se e

eoe ' 80 a0 80 G0 Jor Pe 00 8¢ 080 Jou 9
o8 00 90 g0 o5 s Jee G0 9o &0 oo 6 S0 00 o0 o




B On nmeaching competence.., (cont‘d.)

. i s« F 2 VM o: M 5 NM 3 A
Indicators 191 408 <1

. 5 H AP

9. Upgrade themselves pro-: s 1 ; :
fessionally® : : : : e

©, Be more EXtficient and $ o R :

*11ect1ve in their work: s : : -

as a teacher? $ H $ $ -

Ce On peacher rersonality and Human Relations

Y. Ldhicre to the teachers';e ¢

gode of Ethics and other
pertinent rules and regula-
tians of the school
servige?

?. Be 2 model in moral and
ethical behavior both
in school and in the
community?

@ ‘00 o0 & Joe e as ab e

e ad oo 8 o

e @ oo 8o Jae 66 a0 B0 de
00 ©0 @6 0¢ oo @8 26 & oo
0 @6 a5 o Jad 9 ve o 2>

3. sccept and perform lea-:
dership role competently
in school and community?

4. Be more creative and
resourceful in their
work as a teacher?

B. pevelop and maintalin
their love and concern

for %upilﬁ?
, Mzintaln harmonious re-

letione with their col-
lecagues?

®e 0¢ sefoe ee esfes ae oo jer wo e

e oc sofee ee ecofes ae v oo oo oo
60 ae oofoe e¢ 8o ]o0 as oo jor 60 s
as 6o oe]j0e 40 S8)ee s ob A e o0

7, Maintain harmonious re-:
lations with the people:
in the community? :

e ®o 6o
e o8& 8o
as se 6O

THANK YOU VEKY

MUCH!

GEMMa D. LLABDER
Researcher
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AVEENDLy I

INTERVIEW BUIIE

For meachers

Are the performence jindicators relevant
to your duties?

2. Are target dates realiséic?

3. po you perform your work well because
of material reward like salary increase,
promotion, etc.?

4. Does the mting system. promote better
personal and professional relationship
between you and your rating official?

5. Do you favor the rAST as a rating sys-
tem for succeeding rating period?

For gchool administrators

1.

2.

\

5

4.

Are you acquainted with the performance
indicators in the pAST and NraS?

Does the rating systém improve the
teachers in their pexrformance?

Does the rasT draw more trust and con-
fid.nce of teachers in leadership?

po you fawor thdt the rAST should be
used for succeeding rating periods?

poes the mting system improve the
teachers! concern for the community?
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-

Cy = BLY = =55

-

N 129~ = (=.040)
2
Bfy)“ '
- (-.04»0)2a +O0OTE00
2
ES 215 ,
F- = T29 = 1.67/
.Eﬁl. &
=9
2
. f
ox =1 % - (H°
... 629 103 2
= 341 155 - (T70)
= .341 4.88 - (,798)2
= .341 4,88 - .636804
= .341  4.243196
= ,341 x 2.06
0x = .70246 or .70
Y - ex ey
r =
Cx Cy
- 1,50 = .031920
2. 66152
r = 0552

5
135
ox = BX = 152 = (,798)

2

BIX)" = (.798)% = .636804

RO -
BIX™_ 629

B e =2 4,8
N 159 4,88

= 1,50

= - @2

= .23 1.67 = (=-.040)
= .23 1,67 - ,001600
= .23 1.668400.

= 423 x 1.292

Gy = .29716 or .30

95 - (.798)(~.040)

(2.06){1.297)

_ 1.468080

2.00152

Note that Cxy Cy, and Ox and Oy are used in

the computation of r were not multiplied by i (in-

terval) because the product deviation (xy) were not

multiplied by i and it is desirable to have all the

terms in the same unit.

DTS

e LR B (X
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Legend;
r is obtained from:

" . ' ndiffereny or neg-
.00 = 40.20 gfgg gfg %elé,gfon shlp

3Q,20 - *0.4Q0 denotes low or there is
correlation present bt
slight

10,40 «20.70  denotes substantial orx
. marked relationship

+0.70 = +%,00 deno%es high or very high
coxryelatian

The obtained xr aof ,552 denotes substantial
or marked relationship Yetween the two. variables,
Therefore, it can be said that there is substantial
correlation between the performance rating of teach-~

ers under theg N}AS and padtl,
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correlation Goefficient at the. 5%
and 1% levels of Significance

Degrees of.
freedom . 05

.Degrees of;

.01 : freedom : .05 g .01

(N=-2) (N-2) &

1 « 997 .00Q 24 « 588 « 496

2 950 . 990 25 381,487

3 v+ ,878 « 959 26 <374 «478

4 « 811 <917 27 « 367 v 470

5 .754 . 874 28 « 301 « 463

P s B moun

8 1632 .765 38 . .418

9 . 602 135 40 « 504 « 393

10 .576 . 708 45 .288 372

12 233 .88 o 5L .33t

13 «b14 641 70 e 232 « 302

14 « 497 623 80 217 « 283

15 . 482 .606 90 .205  ,267

16 + 468 + 590 100 «195 ¢ 254

18 « 444 . 561 150 «159 + 208

19 433 « 9549 200 .138. 181

20 .423 . 537 300 113,148

21 413 « 526 400 .098 v 228

02 « 404 .515 500 .088 <115

23 . 396 . 505 1000 .062 + 081

Interpolation
125 174
! N
\127 » 001
25 173 = Tabular value
= .015

150 .159

L
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x gt
SOIDT T e
25x =.2i%./J015
25x = ,030

.030
X =232 _ oot
Interpretagion;

The obtained r of .552 is higher than the
tabular value of r at 127 degrees of freedom at
.05 level of significance which is «173. There-

-fore, the null hypothesis that »there is no sig-
nificant relationship between the teachers ratings
under the Npas and under the paST" is rejected.
Hence, it can be said that there is a significant
relationship between the teachers performance ra-

tings under the Nras and pasT.



ALPENDIX L

List of Teachers by zones with pveraged
Ratings under the NEAS & FAST
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VA o} n a

Aban, Ma. Corazon
Abasolo, Bernardina
Abasolo, Delfina
Abawag, Rosaria
Abayan, rablo
- Abegonia, Josefina
Agquino, ILydia
4Aquino, Rogelio
Aragon, asdela
Aragon, Dolorks
Beabon, slfredo
Bru, snunciacion
Cabasaan, Teofila
gaguioca, Ester
Dabuet, (armen
pabuet, (Qoncepcion
pDacanay, Marina
Dacuro, Rosario
pavantes, sofronia
pavantes, }Ma. Corazon
Fapbular, (Corazon '
Gadien, gofronia
Mabansag, Emeliana
Mabulay, ILucresia
Mabulay, Rodrigo
Mahinay, Felicidad
Menda, laz
pacadaljen, Lucena
pabilona, Tergsita
piczon, Iluminada
Quilapio, Ellsa
Quimbo, winefreda
Rama, Emilio JT.
Rama, Saturnina
Kamos, Allcia
8i son, Maria
pabones, yirginda
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AEMENDIX De g
' g g H FAST
zon e s 1980-1982; 1982-1984

Tubal, Trimibive 8,167 &, 80

X =39 e

Bx o3, 5055 £y=348,60

ﬁ & 7|9835 i= 8495

| A3

w— Nt

$ O N E II

Alega, pida
Baballan, Fe
Babali, Bartolome
Rallena, raciencia
Ralunan, Lolite
Delnatar, ILinda
pioneza, Maria
Ebias, Lourdes
Gabia, Maria
gelerza, jaida
gonzaga, Anita
Irene, Jovita
Mayo, Fede
Fzbunzn, Salvacian
paconio, QOLOrro
obiena, agapita
Obienz, Felipe
Rzdzza, snacleto
Rebzto, Salvacion
guimada, ERoque

NFAG & DAST

N =20

7z o h e III

Abayare, yivencia
4bzalos, prcadia
sgegonia, Rodblfo
sgudo, Marcelina
caballa, Aurora
cecilio, Fe
pacles, Margarita
piola, pionesia
¢abiana, pelia
Gabon, Brancisco

. =125
o8 8,6
‘QQO 8s7
79582 8,25
84532 8442
7.835 7°75
74835 8.23
7.835 8435
7,670 8,10
89333 8,80
74558 7455
7.8355 8410
7670 T.65
7.752 8,25
74666 7,48
8,584 7.98
T¢584 8.22
84000 8,70
8.167 8.68
7,002 8.30
Tx31574414 Ey=1606.066
e 1871 is 833
7.25 8005
8,00 8.7
8,00 8.22
74497 8.4
1567 8.08
7,58 8.48
7.58 8'40
T.329 728
7,00 7495
7.835 8'15

Montejo, corazon
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. T RNFAD T TAST
“#O0 N e Ji1 (contid,) {19808, 19“2;1964
rontejo, Remegio 8,000 Y22
Kawar, Lueia 74502 9,07
woma, Joreta %?%2
EXx= Ja i” ’71 09
K= 1 i. 7.599 3¥- 8,22
] 0 h IV
ibantao, victor 7.835 8.15
Abantao, Teresita 8,167 8.30
Adawag, Luz 8,000 8442
ibayan, ioreta 8.332 8457
Adobo, Milagros 7.502 8,20
rlega, Epifania 7.67 8145
sleaga, lilario 7.58 8,15
Jadball, Sylvia 7.58 Bs22
S3aben, Zaperanza 8,0a 8,15
saccol, salud 7.670 8,22
Bagton, Buenaventura 7.837 8.55
Cabadean, Francisca 8.084 8.70
Cafielzs, Helen 7.502 8.22
Sobriros, rurificacion 8.000 8.18
Dabuet, Manuel 8.000 9.2
Dabuet, Friscilla T.752 8,22
gue, Fermina 8.167 8.2
Gabizna, Teresita 8.3%2 8.75
Juario, horme 8.167 8.70
Loguias, Edith 7.832 9.20
rejans, Cristina 7.502 8.2
Rodomes, Hulita 7.502 8.30
Wamos y f;blo 7. 584 8.62
gy i 6,167 8.3%
L, Leonbll EZ=180.078 Ey=19>.
N o= 24 w=_ 7,533 y= 8,15
4 0o n G v
sbadiano, virginia 7.002 8.10
Abuantsao, Cayeliano Te )8-,,- g-g?
Lbawag, hoque 7.7525 3‘72
Abu*e.onim Manuela 8.181 B.OO
Bubaon, Jrancisco 7.5r§ 8" 30
Baca, Prinidad 7'Zf6 7'48
paculot, poman 3:50? 8:50

Borja, corazon

N il
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2 e ' 1 N8 NEAS & PacT
s o n oV (Contid.)ii9apa19m2:_1982-198¢

Fabrao, (orazon 7,502 8,20
Gabom, Victoria 7.7585 84,35
Lazarra, Lilia 70749 8,28
Llauder, Gemma , 8,252 8.97
Lominogque, lLucresia 7.58 8,22
Lontes, Juanita 8.167 7.95
Macairan, Simeon 8,00 8,20
Navales, Salvacion 8.3%32 8. 80
Facanan, Picente 8,167 8,62
Radomes, Gloria ' 7.917 810
Radomes, Tito 7.917 8,35
sabong, Ligaya 7.502 8422
Tigon, TeresSa 7.835 " 8410
zartiga, Antonio 7.584 8432
— X= T.7748 _y= 8«37
2 o) n e VI
aCCOl Vir .n.j.a- 708 ’ 8;10
gantis%a, Eﬁéiqueta 6.999 8.22
Dacles, Constancio T.25 8.28
Ebelde, Benita 7.8 8.10
Mabangag, Maria 7197 8.10
Mabulay, Trinidad 6,332 8.05
rabua, gorifina 7.250 g.g
Facle, (atalina ;ogg 25
Tobo jan, Lourdes 7:580 7:9

ventabal, Ligaya

= Bx= 13.033 Ey=38
N =10 2= 7.3038 ¥

|

*

1
.218 or

i u

QoON
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AryBENDIX M

COMLUTATION OF THE COMBINED MEAN OF THE TBACHERS
UNDER THE NpAS AND rAS

M

gab )" NaMy + NoMp + NaMz % MuMaNghe + Nele
NIAaQ N1 +N2+N3+N4+N§+N6

10;; 3038%
=3917.9835)+2017.871)+1417.599)+24(%.5) 3+22( T17)
39+20414424422410

=311.35654157.4204106,.386+180.,8404171.0456+73.0330
129

= 1000,0861
123

7.7520

]

Meomb = N1Mq4+NpMp+N3Mz+N, M, +NgMg+Nglig
(z487T) Ny + Np + N3 + N, + Ng + Ng

8. 20 (8. 14(8.22)+24(8.13)+22(8.37
39(0:95)420 B 1402214240 13)428-31

39 + 20 + 14 + 24 + 22 + 10

249,054165,.604115,08+4185,12+184.14+82,180Q
= 129

_ 1097.17
—129

= B.47
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APEBNDLX N

COMrUTATION OF ''HE »EKCELTLON ABONT THE PAST
BETWEEN THE TEAUHEBRG AND ADMINL STRATORS

Weighted Mean Teachey Administrator
2 ' 2
x - y
Indicator , 3?86. 14,8996 ;{67 13,4689
Indicator 3 3,92 15,3664 37 13.69
Indicator ¢ 4.10 16,8% 3,89 15.1321
' . Bx=11,88 EY=11,26
L Ex%=47,Q760 *“By2=42,291
S X =3.9 0 P=3475
' . Nx = 3% "Ny =
2 .. v - SS A
I BEx EXy2 ‘ v 2
Spx =§ ¥— - (=) sposff 2o (B
=[47.0760 _ ,11.88,2 —— !
o o e
= 15.692 - (5.96)° s ATTIIU9T IR
=/ T5:692 = 15,5516 s v.,,i/14..p9T =TgT
Ty = 4] 70375
= .10198 or .102 = Ei857
. . X . :
= = TE S Tt
AT=TTOE0R)" + (F,~1) (5by ) VT
N, + N, =2 Whx™ 7 Wy
y
- 3496 ~ 3.75 |
IO GO CT85T)7 1, 1
J T3 3D 34
- .21

V 2(.0104) + 2(.0345) V.33 + .33
6 - 2
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1/"20"208

4

w2

£2000 V.66

]

X

o 21

]

8124

Y0224 x .8124

.21

I

- .134899

—

= 10556 Qr 1.56

Interpretation;

The computed t of 1,56 ié less
than the talular velue of +
which is 2,776 at 4 df and .05

. level of sighificance, hence

H, is accepted.

There is no significant
&1iference in the perceptions
of the pasST between the teach-
ers and adwministrators.
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CONAUSATION Or e rekrOhki
LEACHERD UNDER T'ns N

146

aNgr KaTINGs OF
Ao AN rasT

4 0ne N.L"AS
X

rasT
2
y

N
<

X

I (wright gentral) 7.9835

II (Casandig) 7.871
III (rawaan) 7.599
IV (rabanog) 7.535
V (iequit) T.7743

VI (San Jose de Buan7.3Q38

63.7363 8,95 80,1025
61.9526 8.33 69,3889
57.7448 8.22 67.5684
56,7762 8.13 66,0969
60.4475 8.37 70,0569
53.3455 8.22 67.5684

x= 46,0671

_ x2=
X =7.6778

£ - (Bx)2

=/224,0029 = 46,0677T,2
= (=)

=/59, 000383 = (T.6778}°

=/59.000483 - 58,948612
=/TUSTETT
= ,2278

y=50.22

354.0029 y2=420.782
y= 8.37

2
sy 5y - (G)°

Ny

50.27 "
22,

=/ TO T30 =837

=/ F20. 787
e

=YT0. 7303 = 70,0589

“/OT3T

SDY = .2709
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t = =3.63168 or =3,6317

Interpretation; The computed t of ~3.6317 is great-
er than the $akulyr value of t which
is 2.228 at 10 d4f and .05 level of
significancey hence, the is re-
jected., It can therefore De said
that there 18 a significant differ-
ence in the performance of teach-
ers under the NpasS and pAST.
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CURKICULUM VITAR

Nalis 4 GEdMA D, LLAUDER

-

ADDRESS

. Wright. Semar
DAYE OF BIKTH y April 12, 1948

Elementary Grades Teacherxr

PReSENT FOSIPION
"2y

L

STATION ¢ requit Rlementary school
EDUCATIONADL BACKGHROUND

ElemenTary o o ¢ o o o o JWright Central Elem, 3ch,
Wright, samar
1954-1960

Secondary « « « « « o o , Samar National school
Catbalogan, Samar
- ; 19611464 -

COLXELE o o« « o ¢« o o o o Samar‘dollege
Catbalogan, samar
November 1967

Graduate Studies . . . . .Ileyte State College
Tacloban Caty
Leyte Institute of mech,
External studies
samar state polytechnic
College, catbalogan,
Samax'

curriculwn pursued + + » Master of aArts in Educ,

MaJOTe o o o o o o o o o cpadministration and'supur-
A vision
CIVIu bunVICE ELIGIBLLLLY

Civil gervice Exam., far Twachurs, sépt. 24, 1967,
catbalogan, samar
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SCHOLARSHIYS AND STUDY GEKANTS

R.A. No. 4670 (Magna Carta Study Leave for fTeéachers)
Second gepester, 1984-1985, yirst seme, 1985-1986

RONOKS AND AWAKDS RICEIVED

HOnor jupil . . . . . . yright (entral Flem. school
wright, samar
1960

Bronze gervice pawards . Boy Scout of the philippines
Ooctober 1974

Bronze }Medal of Merit - Boy scout of the rhilippines
Qctober 1975

Silver Medal of Merit - Boy Scout of the rhilippines
October 1985

certificate of profi-
CiENCY o o + + » - = wMUSter uf mede jn Teaching
Elem. pgriculture (MagEA)
Leyte gtate College
Pacloban City
Februaxry 2, 1980

_ertificate of Achieve- _ . '
ment « « o « o o &+ o o3eminar Worgshop on Scienow
Campus Journalism and Tech-

nigal writing. Feb. 25-25, 181

certificate of Grad- . ,
uzte study « + « - « oMaster of Arts in Educy
(Academic Requirements)
Leyte State (Qollege
Tacloban City
May 1983

certificate of Com=- ‘
pletion « « « o o o pexrsonal Support Training
(fhase 3) Unit Leader TIng.
gcheme of the Boy scout of
$gg4yhilippines, got. 31,
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gertificute of Appreciation - As Demonstration Teach-
er in Integrating Eng-

1ish with nyutrition

Certiticate of pppreciation =~ AS pemonstration
Teachexr in Music Educ.

SEMINARS AND WORKSHOXS ATTENDED

Trainors' geminar on attitude Motivation and Metho-
dology as Factors in Language Learning, Reglonal,
October 21-23, 1980

Regional geminar Workshop on (Campus Science Jour-
nalism and Pechnical yriting, February 23-25, 1981

Regiomnl Seminar an physical Fitness Testing, Gymnas-
tic, athletics, august 22-26, 1983

Regional Summer Institute on Communication gkills
(snglish and pilipino) april 22-may 31, 1985

pDivision Qrientation (onference on the Bffcctiveness
of ytilization of the plementary Learning Continum,
iugust 18-22, 1977

ransangay na (awaing Kapulungan sa gining ng faki-
kipagtalastasan (pilipino at Ingles) Nov. 13-17,
1978 ;

pivision Seminar workshop in Elem, Science, Qctober
8-9. 1979

pivision Prainiug Workshop an gpeeial Teaching prog-
ram for the potential prop-outs, March 365, 1980

pivision york conference on Communication Arts (Eng-
lish) pecember 9=-15, 1981

Division geminar Workshop on the Integrated grchool
Health guardian for glementary School Teachers
and apdministrators, November 8-12, 1982

Division Training program for grades 5 and 6 English
?nd,¥lllpin0 Teachers on pffective ytilization of
project Textbook and Instructional Materials,
April 8-12, 1985
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Junior pxecutive Praining, June 6-9, 1976

Level IV Teachers Praining Qourse, June 26 to AUge
13, 1977

pistriot geminar on gvaluation of Luarning Out-
comes in gplementary pducation, Deceamber 12-14,
1983

Difggict Seminar warkshop on guidance, August 16,
885

YOSITIONS HELD

Elementary grades Teacher 3, Oct. 1968 to Aug. 1983
Elementary Grades Teacher 5, sep. 1983 to the present
Teacher-in-gharge, Novembbr 1985 to March 1986

CO-CUKRICULAR ACTIVITIES

Chairman . . . . . .Board of glection Inspectors/
Citizen Election Committee

KB 5cout Leader, . Kawan No, 20, requit Elem.
School

secretary—Treasurer-confraternity or Qur Lady of
Perpetual Help

¥elihim . . . . . . Pampurok na Samahan ng Yilipino
porm T Director - wright pistrict reachers asso,
Yequit Flem. gch. fPeachers
+TA Organization

member . . . . . . Catholic women's League
raranas Summertime glud



LIST OF TABLES

152



LIST OF TABLES

rable page

1 Number of Respondents by 7Zone ¢ o » o+ o

2 Weighted Means on the Influence of
the PAST-on the Achievement of
Teachers as perceived by the
Teacher-Respondents . . « . o« « o« ¢ ¢ ¢ 5§

5 weighted Means oB the Influence-of the
PAST on the Apchievement of Teachers
as pPerceived by the school Adminis-
‘tra'tOI‘S *» o © e o e ¢« o o e o o o o o o 62

4 General perceptions of the pasT by
the Teacher and school aAdministra-
tors [ ] L L ] [ ] L ] L ] L ] [ ] * [ ] L [ ] L 4 L] L J L * 67

5 Achievement Levels of Teachers under
the NPAS an-d PAST e e @« o o e e o o e o 'T')

6 Rating Tendencies of Teachers pbout
the PAST e e & o & o & o e ¢ o * o » ° 72

153

b Pt



LIST OF FIGURES

154



LIST OF ¥IGURES

Figure page

3 Theoretioal paradigm llugtrating
the Bases of personnel Rating, the
Person to Be Rated and ths Qutput
of Satisfactory performance . o o« « o o 9

2 sSchematic paradigm Illustrating the
PAST as a Rating Device perceived.
by the Teachers and school aAdminis-

trators as it aAffects pupil Achieve- &

ment and Teacher performance . . « « o« B F
3 A Histogram sShowing the performance Pro-

file of Teachers undexr the NPAS and 69

PAST L] L ] L] L] L[] ] e L ] L] [ J L L e L ]

155



LIST OF APPENDTICES

156



LIST OF APPENDICES

Appendix

A Letter to the pean of Graduate

G H X @ o

Studieg Requesting appproval
of Topic for Research Study . o «

Letter to the gchools pivision
sgpe;intendent Requesting per-
mission to gonduct pry-run of
the Questionnaires to Teachers

an@ Head Teachers in the Dis-
trict of Motiong . . . . .

Letter 32 the gchools pivision
sgpe;intendent Requesting per-
mission to administer Question-
naires to the Teachers and Head
Teachers of the pistrict of
Wright [ ] . . 1] . ® ° . [] 17 L] L] [ °

Letter. of Indorsement to the Dpistrict
supervisor of wright ppproving the
Request to pAdminister Questionnaire

MECS Order No. 2, s. 1979 Implementa-
tion of the New performance Apprai-
Sal System e © o s e e & ® e e o »

performance Appraisal System . .

survey Questionnaire No. 1 . . .

survey Questionnaire No. 2 . .

Interview guide « ¢« +« « o

calculation of the (Qoefficient of
correlation between the perform-
ance Ratings of Teachers under
the NPAS and PAST o o « o o o &

correlation Coefficient at the 5y%
and 1% Levels of gignificance ,

List of TPeachers by zone with pve-

page

37

.« 33

102

127
129
* 153

raged Ratings'under the NPAS and PAST=— 35

157



LIST OF APPENDICES (Contrd.)

Appendix

M Computation of the combined Mean of
the Teachers under the NpAS and

PAST * L] L] L 4 *

N Computation of the perceptions of
the PAST between the Teachers

and Administrators .

0 Computation of the performance
Ratings of Teachers under the

NPAS and PAST .

158

Page

142

143

145



	This study attempted to determine the influence of thePerformance Appraisal System for Teacher (PAST) on theachievement of teachers in the District of Wright, Division ofSamar. For the findings, more teachers obtained outstanding andvery satisfactory performance ratings under the PAST than underthe NPAS. There is a marked or substantial relationship betweenthe performance ratings of teachers under the PAST and thoseunder the NPAS. There is no significant difference in theperception of the PAST between the teachers and schooladministrators. For the conclusion, the PAST is more objectiveand critical than the NPAS because the rates have to work harderunder the PAST and considerably satisfy each of the indicatorsto obtain very satisfactory or outstanding performance ratings.It can be noted from the study that the teachers’ ratings underthe PAST were higher than the NPAS. Generally, the indicators inthe PAST “very much” influenced the teacher’s achievement. Thereis no significant difference in the perception of the PASTbetween the teachers and school administrators. The performanceratings of teachers under the NPAS and PAST are significantlyrelated. There is a marked or substantial relationship betweenthe performance ratings of teachers under the NPAS and PAST.
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