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ABSTRACT

The study sought to develop a structural model of teachers’ performance
by assessing their teaching competencies, organizational support, school
culture, and performance of junior high school teachers in MSU external
schools. It employed the descriptive-correlational and casual-comparative
design. The study’s respondents were the 1,134 high school teachers of
MSU External Schools for 2019-2020. Data analysis employed means,
frequency counts, percentage, Pearson-moment correlation, multiple
linear regression, and structural equation (SEM). The teachers are highly
competent in teaching, receive exceptionally high organizational support,
and have a remarkably high performance in teaching. Moreover, teachers’
performance correlates to their teaching competency, school culture, and
organizational support. In addition, teaching competency, which includes
social regard for learning, diversity of learners, community linkages, and
personal growth and professional development, predominantly affects the
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teachers’ performance. Furthermore, in terms of organizational support,
performance review and appraisal, merit and promotion, incentives, and
award system predict teachers’ performance, whereas, in school culture,
only characteristics of the organization, leadership, and cohesion are the only
characteristics. Finally, school culture and teaching competency anchored
the best fitting model for teachers’ performance, which means that the
higher the teaching competency and the more the school culture becomes
positive, the better the result would yield higher teachers’ performance.
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INTRODUCTION

Education is one of the critical factors contributing to society’s
development. It functions as the transmitter of culture from one generation
to another, and because of this function, the government is continuously
providing substantial efforts to make quality education accessible to all.
According to Article 14, Section 1 of the 1987 Constitution, “the state shall
protect and promote the rights of all citizens to quality education at all
levels, and shall take appropriate steps to make such education accessible
to all.” This mandate postulates the vital need for schools to carry on with
their roles in society.

Moreover, teaching performance is the most critical factor affecting
student learning outcomes. As stressed by Rasool, et al. (2017), the
attributes of highly effective teaching must aim to produce a common point
of reference for effective practice in teaching; Concurrent 21st- century
teaching, the primary educational system all over the world, focuses on
improving teaching standards and practices which define what teachers and
school leaders should be able to improve the system.

In the Philippines, in 2012, Department Order number 31 series 2012
launched the K to 12 Basic Education Curriculum. This significant change
has consistently pursued teacher quality reforms. In fact, before the initial
implementation of the new curriculum, the Department of Education had
already upheld the importance of teachers’ teaching quality through the
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Philippine Professional Standards for Teachers (PPST), formerly the National
Competency-Based Teacher Standards (NCBTS), which was established as
a framework of teacher quality. This study will utilize the practicability and
effectiveness of PPST as a response to the 21st- century learning as a ground
or basis on whether teachers employed in the external schools of the MSU
system also observe and maintain the same standards.

Moreover, External High Schools of Mindanao State University have
experienced a challenge regarding faculty performances that make the
quality of education become anissue. To address this concern, the university
annually administers its Teacher Performance Evaluation as a quality
standard system to sustain teacher quality. Behind the general effort of the
whole MSU system and given the surveys conducted, it is prevalent that
most of the teachers under its system are performing at a low level.

Severalvariableshavebeennotedand given priority by theadministration
in providing possible solutions to improve teachers’ performance in the
MSU systems. Such variables include organizational support, school culture,
and teaching and professional growth competencies. In connection, this
study focuses on the variables mentioned since the researcher believes
that the variables, when enforced and given priority, can solve the problem
of teachers’ performance. Further, this paper aims to assess the level of
teaching competencies, organizational support, and school culture on its
effect and relationship to teachers’ performance in the junior high school
teachers of the MSU system. This study further considers the following:
Standards competence of primary education teachers in the areas of content
knowledge and pedagogy, learning environment, diversity of learners,
curriculum and planning, assessment and reporting, community linkages and
professional engagement, personal growth, and professional development;
which the principals and teachers assess. Moreover, it investigated teachers’
level of performance in teaching competence, administrative compliance,
personal, social, and professional competence, and service to school and
community. Furthermore, it determined if a significant relationship existed
between their teaching competence levels, organizational support they
received, and the culture and environment of the institution.

This research believes that by emphasizing and considering the current
status of teachers’ competencies, organizational support, and school
culture, the MSU system administration might draw out possible solutions
and standing policies that may help improve their teachers’ performance.
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METHODOLOGY

Participants

The respondents of this study were the 1,134 high school teachers
of MSU External Schools for the academic year 2019-2020. Complete
enumeration was employed to determine the number of high school
teachers in Mindanao State University considered the study participants. In
the study, the list of every high school teacher of all the external schools of
Mindanao State University was obtained and considered the list of samples.

Design

The study employed the descriptive-correlational and causal-
comparative design. In addition, most of the data were quantifiable. The
gathering and interpretation of data fundamentally utilized the descriptive
method to analyze the data obtained from the exogenous variable of the
study, such as teachers teaching competency, organizational support,
school culture, and performance.

Subsequently, this research employed the Pearson Product-Moment
Correlation to evaluate the relationship between two or more variables
vigorously. In addition, the study utilized the stepwise regression analysis
to ascertain the variables that predict administrators’ productivity and path
analysis in determining the best model of teaching performance. Moreover,
to evaluate the goodness of the hypothesized model, the different indices
through the following will be computed: Chi-square/degree of freedom
(x2/df), Goodness of Fit Index (GFI), Normed Fit Index (NFI), Tucker-LWeis
Index (TLI), Comparative Fit Index (CFl) and Root Means Square Errors of
Approximations (RMSEA)

Materials

The study used a self-constructed self-assessment checklist divided
into several parts. The first part adapted the National Competency-Based
Teacher Standards, an integrated theoretical framework that defines the
different dimensions of effective teaching. The Philippine NCBTS has defined
what Effective Teaching is. It has clearly stated the teacher’s strategic and
indispensable role in the students’ learning process. It is based on the core
values of Filipino teachers and effective teaching and learning with seven
domains, 23 strands, and 80 performance indicators domains including social
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regard for learning, learning environment, diversity of learners, curriculum,
planning, assessing & reporting, community linkages and personal growth &
professional development.

Procedure

The analysis followed the following steps to ensure proper data
gathering. First, the researcher asked permission from the OAVCAA Office
of the Vice-Chancellor for Academic Affairs (External Studies) through
a letter request signed by the researchers and the Dean of the Graduate
School. Second, the researcher presented the approved letter from the
office of the OAVCAA to the different school heads of the different eternal
schools. Third, the researcher personally distributed the questionnaires.
Fourth, instructions were made clear to avoid lost responses and assure
respondents of the confidentiality of their answers. Fifth, the researcher
retrieved the questionnaire sheets, then, data will be scored and analyzed
based on the problems of the study. The researcher was expecting a 95%
retrieval rate.

RESULTS AND DISCUSSION

On Teachers’ Teaching Competency

The summary of teachers’ teaching competency in terms of the
following: social regard for learning, learning environment, diversity of
learners, curriculum, planning, assessing and reporting, community linkages,
and personal growth & professional development is 4.69, categorically
interpreted as very highly competent which means that the teachers of MSU
Marawi external schools have a very high level of teaching competence.
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Table 1. Summary of the teachers’ teaching competency

Indicators Mean S::::S:‘éi Interpretation
Social Regard for Learning 4.71 Very Frequent  Very Highly Competent
Diversity of Learners 4.69 Very Frequent  Very Highly Competent
Curriculum 4.71 Very Frequent  Very Highly Competent

Planning, Assessing & Reporting 4.68 Very Frequent  Very Highly Competent
Community Linkages 4.65 Very Frequent  Very Highly Competent

Personal Growth & Professional

Development 4.65 Very Frequent  Very Highly Competent

MEAN 4.69 Very Frequent ~ Very Highly Competent
Legend:
Scale Range Descriptive Rating Qualitative Interpretation
5 4.50-5.00 Very Frequent Very Highly Competent
4 3.50-4.49 Frequently Highly Competent
3 2.50-3.49 Occasionally Moderately Competent
2 1.50-2.49 Rarely Less Competent
1 1.00-1.49 Never Not Competent

Among the constructs, the constructs on social regard for learning
contained the highest competency among the teachers, while community
linkages, personal growth, and professional development have the lowest
competency. The study revealed that teachers in Marawi External schools
have very high competence in terms of Social regard for learning, learning
environment, planning, assessing, and reporting, which is parallel to the
findings of the study of Vecaldo et al. (2017) when their study revealed that
in terms of pedagogical competence using NCBTS as a framework, generally,
the elementary teachers are very competent. They also have good academic
performance.

Further, the findings of this study revealed that teachers in Marawi
External schools are very competent in managing the learning environment,
managing the diversity of learners, and planning, assessing, and reporting
instruction. These findings are parallel to the study by Hattie (2008), which
revealed improvements that students can expect and experience from a
teacher employing instructional strategies and practices that are proven to
lead to increased mastery of lessons. Better learning happens in a dynamic
setting where teachers offer explicit, active instruction. Further, the findings
are similar to the study of Evertson and Weinstein (2013), where they
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concluded that classroom management is one of the most persistent areas
of concern voiced by school administrators, which is consistently among the
top five issues affecting teachers’ performance.

Moreover, in the context of the curriculum, planning, assessing, and
reporting, the findings of the study where the teachers have very high
competence in terms of the curriculum are similar to the findings of Walberg
and Lai (1999), where ongoing practical and effective assessment, referred
to in education literature as formative assessment and progress monitoring,
is indispensable in promoting teacher and student success. It is frequently at
the top list of interventions for school improvement.

In focusing on planning, assessing, and reporting, the findings of the
study are consistent with the study of Hattie (2008). The study revealed
that feedback, a core component of formative assessment, is essential for
improving performance in sports, business, and education. Consistently,
the result identified feedback as the single most powerful educational tool
available for improving student and teacher performance, with a medium to
large effect size ranging from 0.66 to 0.9.

However, the findings of the study show that teachers in Marawi
External schools have a very high competency in terms of community
linkages which is not the same as the findings of the study by Vecaldo et
al. (2017), where they found that only the domain Community Service has a
significant negative relationship with the academic performance while the
other domains are not significantly correlated.

Lastly, the study revealed that teachers of MSU external schools have
very high competence in personal growth and professional development,
similar to Attakorn, et al. (2014). They believed that the finest teachers
display enthusiasm and excitement for their teaching subjects. More than
just generating excitement, they provide a road map for students to reach
their goals. The best teachers are proficient in the technical competencies
of teaching: instructional delivery, formative assessment, and classroom
management. Equally significant, they are fluent in multilayered social skills
that students recognize and respond to, which leads to more excellent
learning. These skills must be defined as explicit behaviors that teachers can
master for use in classrooms.
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Teachers’ Organizational Support

The teachers’ organizational support in terms of training and
development, performance review and appraisal, merit and promotion, and
incentives and awards system is 4.66, categorically interpreted as very high
support, which means that the teachers of MSU Marawi external schools are
receiving a very high organizational support.

Table 2. Summary of teachers’ organizational culture.

Indicators Mean Quaht.atl.ve Interpretation
Description
Training and Development 4.70 Very Frequent Very High Support
Performance Review and Appraisal 4.71 Very Frequent Very High Support
Merits and promotion 4.73 Very Frequent Very High Support
Incentives and awards system 4.66 Very Frequent Very High Support
MEAN 4.66 Very Frequent Very High Support
Legend:
Scale Range Descriptive Rating Qualitative Interpretation
5 4.50-5.00 Very Frequent Very High Support
4 3.50-4.49 Frequently High Support
3 2.50-3.49 Occasionally Moderately High Support
2 1.50-2.49 Rarely Low Support
1 1.00-1.49 Never Very Low Support

Among the constructs, merit and promotion have the highest
competency among the teachers, while incentives and awards system has
the lowest support; however, the organization interprets incentives and
awards system as having very high support.

Notably, training and development were rated as very frequent to
happen by the teachers, which means that the teachers have very high
support. This finding was strengthened by the findings of Rahman et
al. (2011) when they found out that the teacher training was very high as
supported by the school as an organization; they also found out that there is
a significant correlation between teachers’ training and students’ test result.
Additionally, quality training programs were recommended to be introduced
for teachers as it has a significant co-relation with student performance.

In relation, the findings of this study were strengthened by the findings
of the study of Catolos and Catalos (2017) when they recommended that
teachers should pursue graduate education programs and undergo more
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seminars and training in order to sustain their professional development and
to update themselves in the innovative trends and techniques, especially in
the advent of K-12 program.

On the other hand, teachers frequently rated the performance review
and appraisal, which means that they received very high organizational
support in terms of performance review and appraisal. Moreover, the
findings of Caluza et al. (2017) strengthened this finding. They found out
that teachers of Leyte Normal University, specifically the BS Information
Technology program received performance appraisals very satisfactorily
in terms of professionalism, commitment, knowledge of the subject,
teaching for independent learning, and management of learning. The
result further recommends that the researchers may emphasize some
areas in professionalism, commitment, knowledge of the subject, teaching
for independent learning, and management of learning that needs
improvements. Further, a few studies show some preliminary evidence that
teachers who receive high-quality feedback subsequently go on to boost
student performance.

The teachers also rated merits and promotion as very frequent, which
means that they are receiving very high organizational support in terms of
merit and promotion. These findings go against the sluggish processing of
promotion in DepEd shown by the record where a total of 687,229 teaching
population, 360,205 or 52 percent are entry-level teachers, while there are
only 50,471 items or 7.3 percent of the total that Master Teachers (MT | to
MT IIl) are occupying.

Lastly, the teachers rated the incentives and awards system very
frequently and interpreted it as high organizational support. This finding is
strengthened by the findings of San Pedro (2015) when she found out that
teachers in Pateros Division received higher incentives and awards from the
school organization. Moreover, she added that all teachers, whether novice
or not, need to be encouraged fully to stay in the profession; additionally,
rewards and incentives would greatly motivate them to work harder and
fulfill their aspirations as new professionals. Pursuing higher education
could be an additional burden to teachers since it needs additional funds,
and assistance from the institution is significant. Incentives and awards such
as giving certificates, trophies, plaques of appreciation, recognition, and
perfect attendance are good motivating factors for those who attend their
classes religiously.
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Furthermore, as perceived by the teachers, organizational support was
rated very frequently, which was interpreted as a very high organizational
support received by the teachers from their organization. The following
findings and statements were found to be similar and contradict the findings
of the study.

First, in a descriptive and regression research that Tindowen (2019)
conducted to determine the influence of empowerment on organizational
behaviors of 215 teachers in Catholic Higher Education Institutions in the
Philippines, it revealed that Catholic teachers have high levels of teacher
empowerment. Specifically, status, professional growth, self-efficacy,
impact, decision-making, and autonomy in scheduling. Meanwhile, they
also have a high level of organizational behavior. Furthermore, the research
concludes that Catholic Higher Education teachers are empowered in their
organization as they feel respected, have opportunities for professional
growth, feel efficient and effective in the classroom, and can influence
students and school life.

Second, a project report from the Basic Education Sector Reform
Agenda (BESRA), designed to help improve the quality and equity of basic
education in the Philippines, stated that from 2005 to 2013, spending on
public education almost tripled while spending per basic education student
increased by around two-thirds. This report results in increased resources
to improve access to basic education services, especially for the poor and
disadvantaged, and improve the quality of learning.

Third, the implementation of the program Sulong Edukalidad by the
Department of Education possets higher support for teachers as emphasized
in the third pillar of the program, which is the reskilling and upskilling of
the Philippine Teacher. Subsequently, Secretary Briones states that DepEd
will be investing and giving full support to the teachers for their in-service
professional development. Also, the department will provide the proper
incentives through career progression and promotion opportunities as they
develop their teaching proficiency. Already, we have secured the approval
of the President and the Cabinet to expand the levels of teacher positions
by adding Teacher 4 to Teacher 7, with higher salary grades, to the existing
Teacher 1to Teacher 3, allowing for broader promotion opportunities for our
teachers as they advance in their professional development.

Fourth, Deped recently launched the Research Center for Teacher
Quality (RCTQ) partnership at the Philippine Normal University which was
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established as a result of the partnership between the SIMERR National
Research Center at the University of New England (UNE) in Australia and
the Philippine Normal University (PNU), the National Center for Teacher
Education. Its vision is to provide “evidence-based policy advice for
strengthening teacher quality,” while its mission is to “conduct high-impact
applied research directed at strengthening teacher quality.”

However, the findings of this study are dissimilar to the findings and
statements by the following:

First, when former Senator Bam Aquino stated that public school
teachers occupy a socio-historical role in the Philippine setting, the teachers
are looked up to as the source of refinement. In current times, however,
the public school teacher has collectively been misunderstood, neglected,
and even disregarded. By turning to the streets to air their grievances and
seek support for their demands, they have been vilified, threatened, and
treacherously handled by the very government officials whose fundamental
concern includes the interest of the public school teachers.

Second, Vegas (2005), in his book Incentives to Improve Teaching,
stated that a substantial amount of the literature on incentives in firms
has emphasized the interests of workers (teachers) and their employers
(principals, education authorities, or school boards) are often not aligned.
Current efforts and proposals to recraft teacher career and incentives
systems appear promising, including those proposed by Chiroque (2005), as
noted earlier, including those working on by consultants to the Ministry of
Education.

Third, in a study cited by the Manila Bulleting by the Philippine Normal
University’s (PNU) academic research experts, led by Educational Policy
Research and Development Center director Dr. Edna Luz Abulon, states
that the Philippines should raise investments in teacher education, which
is now one of the lowest in Asia. The study revealed that the Philippine
government’s spending on education at 2.8 percent of the GDP is already
the second-lowest in Asia, just next to Cambodia with 1.4 percent [while]
investment in the rest of Asia based on GDP is 3.3 percent for Brunei; 4.3
percent for Thailand; and 5.6 percent Malaysia.

Fourth, Gonong (2019), in a report published in the Research Center for
Teacher Quality, highlighted the following issues on Teacher Professional
Development (World Bank, 2014): a. the Professional development
opportunities currently offered to teachers frequently fail to meet even

63



IASPER Interdisciplinary Research Journal

minimum levels of quality and fall short of what teachers want and need,
b.) Systems at the school level to support teachers and identify their
professional development needs are not working well, and c.) utilization of
the budget allocated for human resource training and development is often
low, amounting to only 57 percent of the budget in 2014.

Teachers’ School Culture

The school culture in terms of characteristics, leadership, cohesion,
and emphasis has an average mean of 4.63, categorically interpreted as
very positive. The teachers of MSU Marawi external schools have a very
positive school culture. The following constructs were revealed with their
corresponding means: characteristics (4.64), leadership (4.62), cohesion
(4.62), and emphasis (4.63). Table 3 summarizes teachers’ school culture in
terms of the constructs.

Table 3. Summary of the teachers’ school culture.

Indicator Mean QuahFat!ve Interpretation
Description

Organizational Characteristics 4.64 Strongly Agree Very Positive
Emphasis 4.63 Strongly Agree Very Positive
Leadership 4.62 Strongly Agree Very Positive
Cohesion 4.62 Strongly Agree Very Positive
MEAN 4.63 Strongly Agree Very Positive

Legend:

Scale Range Descriptive Rating Qualitative Interpretation

5 4.50-5.00 Strongly Agree (SA) Very Positive

4 3.50-4.49 Agree (A) Positive

3 2.50-3.49 Uncertain (UQ) Positive or Negative

2 1.50-2.49 Disagree (DA) Negative

1 1.00-1.49 Strongly Disagree (SD) Very Negative

Among the constructs, organizational characteristics contained the
highest positive culture among the teachers, while leadership and cohesion
had the lower culture.

The average mean of 4.64 indicates a very positive school cultureinterms
of organizational characteristics, as perceived by the teachers. Consistent
with the study of Rogayan (2018), teachers in the Philippines teach to bring
positive change, prepare students for life, serve as an inspiration, promote
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