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Abstract

This study explores on sustaining the development of performance and commitment of the education stakeholders
as regards to their experiences in the workplace. The study uses a descriptive-correlational research design with
the use of questionnaires and interviews. Quantitative and qualitative data are analyzed and interpreted to answer
specific problems. The findings of the study revealed that the level of performance concerning personal factors of
perceived competence, work ethics, and job attitude had no significant relationship with the level of commitment.
However, job satisfaction was the only factor that had a significant relationship with the level of commitment. The
level of performance of the respondents concerning personal factors of perceived competence, work ethics, and job
attitude was very high and outstanding but the level of satisfaction of the respondents was in the level of
moderately satisfied. The level of commitment of the respondents was only average. The level of performance
concerning personal factors of perceived competence, work ethics, and job attitude had no significant relationship
with the level of commitment. However, job satisfaction was the only factor that had a significant relationship with
the level of commitment.

Keywords: Level of performance, perceived competence, work ethics, job attitude, job satisfaction, Level of
commitment

Introduction:

Many kinds of research always associate that performance and commitment are related. A school with high
performance would be given the justification due to the good performance of the people who were involved in
running the organization. It has been widely believed that high commitment among the education stakeholders
would give and produce quality performance and produce quality students in the process of delivery of instruction.

The results of the Programme of International for Students Assessment (PISA) 2018 divulged the poor state of
quality of education the Philippines. Out of 79 countries who participated in the program, the Philippines was at the
bottom in Reading and second to the last in Mathematics and Science. With this, the Department of Education
(DepEd) made a call to push for reforms in the four key areas, and the engagement of education stakeholders
must be supported and collaborated with their battlecry Sulong Edukalidad. The issue of performance and
commitment were the two significant factors on our government that could make policy and programs to achieve
the challenge to Sulong Edukalidad.

The researcher intended to find out what were the best practices these schools had which could be duplicated by
other non-performing schools. Best practices would become the benchmark for other education leaders so that
they could learn and adapt based on this study and what else and how else should be done to sustain the
development of performance and commitment of education stakeholders to serve the DepEd organization better.
The commitment of all education stakeholders produced an efficient performance to achieve good quality
education. This was supported by John Maxwell (1999) who said without commitment desire, influence and
prospects might be lost. Thus, this study to sustain the development of performance and commitment among
education stakeholders would become the cornerstone to achieve the goals of SBM and Sulong Edukalidad.

Literature Review:

Understanding the dynamics of workplace experiences, particularly in professions like teaching, is crucial for
enhancing organizational commitment and performance. This review synthesizes key findings from various studies
to illuminate the factors influencing organizational commitment and performance, particularly focusing on teachers
and education stakeholders. The literature highlights the complexities inherent in professional development,
workplace culture, and the role of organizational systems in shaping individual commitment and performance.

Professional Development and Workplace Context:

Research suggests that expertise in teaching is not acquired through linear progression but rather through varied
experiences across different career phases (Hepper & Hepper, 2008). Teachers navigate complex moral, ethical,
and instrumental challenges, which shape their professional development trajectories. Fransson and Frelin (2016)
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propose a framework encompassing personal, teaching, school, system, and professional development factors to
understand and categorize the drivers of teacher commitment.

Spirituality in the workplace positively impacts organizational commitment (Djafri & Noordin, 2017), while
workplace culture influences institutional functioning and individual behavior (Modu, Asawo, & Gabriel, 2017).
These studies emphasize the significance of organizational climate and cultural factors in fostering commitment and
performance among employees.

Personal characteristics such as perceived competence and work ethics significantly influence organizational
commitment (Mathieu & Zajac, 1990). Job attitudes, particularly job satisfaction, play a crucial role in shaping
individuals' commitment to their organizations (Spector, 1997). The relationship between job satisfaction and
organizational commitment remains a subject of debate, with some studies suggesting a high correlation (Mathieu
& Zajac, 1990) and others finding no evidence of a direct relationship (Testa, 2001).

Affective Commitment and Job Performance:

Affective commitment, characterized by emotional attachment and loyalty, influences job performance (Balassiano
& Salles, 2012). Certain characteristics, attitudes, and relationships contribute to higher levels of organizational
commitment, which in turn affect job performance (Starnes & Truho, 2010).

In an era marked by globalization and technological advancement, organizational commitment remains crucial for
organizational success (Allen & Meyer, 1997). Leaner organizational structures and remote supervision underscore
the importance of securing employee commitment, particularly among temporary workers (Allen & Meyer, 1997).
SBM empowers education stakeholders to actively participate in school management, contributing to a more
effective learning environment (Myers & Stonehill, 1993). The role of education stakeholders, supported by
legislative measures like Republic Act 9155, significantly impacts educational outcomes (Myers & Stonehill, 1993).

The Performance Management System (RPMS):

The RPMS, mandated by the Department of Education, serves as a tool for monitoring and evaluating personnel
performance (DepEd Order No. 2, s. 2015). It aligns with broader organizational goals of enhancing efficiency and
quality in the education sector. International assessments like PISA provide insights into educational quality and
performance. The 2018 PISA report revealed shortcomings in the Philippines' education system, particularly in
reading and mathematics (PISA Report, 2018). These findings underscore the need for systemic reforms to
improve educational outcomes. The Philippines' education system faces challenges in achieving parity with its
regional counterparts (World Bank Report). Addressing these challenges requires strategic investments in teacher
training, infrastructure, and stakeholder engagement to enhance organizational commitment and performance
(World Bank Report).

The review highlights the multidimensional nature of organizational commitment and performance in the
workplace, with particular emphasis on the education sector. By understanding the interplay of individual,
organizational, and contextual factors, stakeholders can formulate targeted interventions to sustainably enhance
commitment and performance across diverse settings.

Methodology:

Design

This study utilized a descriptive-correlational research design to accurately describe the situation and explore
relationships between variables (Tejero & Catchillar, 2004). Correlational research was chosen to assess the
influence of perceived independent variables on the dependent variable of commitment (Calmorin, 2010).

Research Environment

The study was conducted in selected public schools within the Division of Cebu City, Department of Education. Five
top-performing schools, based on criteria including dropout rate, academic performance, fiscal management, and
commitment rating, were chosen. These schools were located across different areas in Cebu City, Philippines.

School Location Land Area (sqm) Teachers Students
A Talamban 4,000 136 4,106

B Adlaon 2,800 21 600

C Cambinocot 3,000 15 500

D Talamban 10,000 120 4,200

E Mabolo 8,500 128 2,800

Research Participants
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Participants included school heads, teachers, and non-teaching staff from the five selected public schools. All five
school heads and a total of 120 teachers, along with two non-teaching staff per school, participated voluntarily,
resulting in a total of 135 participants.

Participants Frequency Percentage (%)
School Head 5 3.70

Teachers 120 88.89
Non-teaching Staff 10 7.41

Total 135 100.00

Sampling Technique

Total enumeration was used for selecting school heads, while stratified sampling was employed for teachers,
ensuring proportional representation based on school size. Simple random sampling was utilized to select non-
teaching staff, providing each individual an equal chance of participation.

Research Instruments

The study employed a survey questionnaire consisting of Likert scales and an interview guide. The questionnaire
included adapted tools for perceived competence, work ethics, job attitude, job satisfaction, and commitment level.
Additionally, one-on-one interviews with school heads and focus group discussions with teachers and non-teaching
staff were conducted.

Data Collection

Permissions were obtained from relevant authorities before data collection. Implied consent was sought from
participants, ensuring voluntary participation. Questionnaires were distributed, and one-on-one interviews and
focus group discussions were conducted to gather qualitative data.

Data Analysis

Quantitative data were analyzed using weighted mean to assess participant performance across variables.
Pearson’s Product Moment Correlation Coefficient was utilized to examine relationships between independent
variables and commitment. Qualitative data underwent thematic analysis to identify opportunities and challenges
for improvement.

Results:

Table 1: Summarized Result of the Level of Performance

Indicators Weighted Mean SD Descriptive Equivalent
Perceived Competence 4.22 0.77 Outstanding

Work Ethics 3.75 0.46 Very high

Job Attitude 3.53 1.20 Positive

Job Satisfaction 3.66 1.36 Moderately satisfied

n = 135. 1.00-1.82 - Strongly Disagree (Not Satisfied); 1.83-2.65 - Disagree (Negligible Satisfied);*

The level of performance of the respondents concerning perceived competence, work ethics, and job attitude was
very high and outstanding. However, the level of job satisfaction was only moderately satisfied, indicating
dissatisfaction due to various organizational issues.

Organizational Commitment

The organizational commitment of the respondents was categorized into three components: affective, continuance,
and normative commitments. The results for each component are presented below.

Table 1: Affective Commitment

Indicators Weighted Mean SD Descriptive Equivalent
Would I be very happy to
spend the rest of my 3.83 0.94 Agree

career with this
organization?

Does this organization
have a great deal of 3.77 1.07 Agree
personal meaning for me?

Do I enjoy discussing my
organization with people 3.70 1.01 Agree
outside it?

Do I think that I could
easily become as attached

3.32 0.98 Neutral
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to another organization as
I am to this one?

Do I feel as if this
organization’s problems 3.02 1.20 Neutral
are my own?

Do I not feel ‘emotionally
attached’ to this 2.62 1.15 Neutral
organization?

Do I do not feel a strong
sense of belonging to my 2.60 1.23 Disagree
organization?

Do I not feel like *part of

the family’ at my 2.58 1.15 Disagree
organization?
Factor Mean 3.18 1.20 Average

n = 135. 1.00-1.80 - Strongly Disagree (Very Low); 1.81-2.60 — Disagree (Low); 2.61-3.40 — Neutral (Average);*

The respondents showed an average level of affective commitment, indicating attachment to the organization but
not strong emotional connection.

Table 2: Continuance Commitment

Indicators Weighted Mean SD Descriptive Equivalent

Right now, is staying with
my organization a matter

. 3.40 1.08 Neutral
of necessity as much as I
desire?
Would it be very hard for
me to leave my 3.40 1.08 Neutral

organization right now,
even if I wanted to?

Does too much in my life
would be disrupted if I

decided I wanted to leave 3.32 1.00
my organization now?

Neutral

Do I feel that I have too
few options to consider 3.28 1.04 Neutral
leaving this organization?

couldn't it be too costly for
me to leave my 3.25 1.14 Neutral
organization now?

Am I not afraid of what
might happen if I quit my 3.00 1.27 Neutral
job without having ' '
another one lined up?

Factor Mean 3.27 1.11 Average

n = 135. 1.00-1.80 - Strongly Disagree (Very Low); 1.81-2.60 - Disagree (Low); 2.61-3.40 - Neutral (Average);*

The respondents demonstrated a neutral feeling in terms of continuance commitment, indicating no strong
inclination to stay due to necessity.

Table 3: Normative Commitment

Indicators Weighted Mean SD Descriptive Equivalent
I am taught to believe in
the value of remaining 3.79 0.93 Agree

loyal to one organization.

One of the major reasons
I continue to work in this
organization is that I

believe loyalty is 3.74 1.04 Agree

important and therefore
feel a sense of moral
obligation to remain.

I think that people these
days move from company 3.47 1.08 Agree
to company too often.
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Things were better in the
dgys when pepple_ stayed 3.45 0.97
in one organization for
most of their careers.

Agree

If I got another offer for a
better job elsewhere 1

would not feel it was right 2.98 1.05

to leave my organization.

Neutral

I do not think that to be a
\ company man <?r 2.85 1.01
company woman'’ is

sensible anymore.

Neutral

I do not believe that a

person must_ always be 2.70 1.23

loyal to his or her
organization.

Neutral

Jumping from organization
to organization do.es not 2.68 1.16
seem at all unethical to

me.

Neutral

Factor Mean 3.21 1.14 Average

n = 135. 1.00-1.80 - Strongly Disagree (Very Low); 1.81-2.60 - Disagree (Low); 2.61-3.40 - Neutral (Average);*

The respondents showed an average level of normative commitment, indicating a moderate sense of loyalty and
obligation to the organization.

Table 7.4: Summarized Data on Organizational Commitment

Indicators Weighted Mean SD Descriptive Equivalent
Continuance Commitment 3.27 1.20 Average
Normative Commitment 3.21 1.11 Average
Affective Commitment 3.18 1.14 Average
Grand Mean 3.22 1.12 Average

n = 135. 1.00-1.80 - Very Low; 1.81-2.60 - Low; 2.61-3.40 - Average;*

The respondents demonstrated an average level of affective, continuance, and normative commitment to the
organization, with a grand mean of 3.22.

Table 4: Correlation between Level of Performance and Level of Commitment

Variables r-value p-value Decision
Level of Performance 0.056 0.689 Fail to Reject Ho
(Perceived Competence)
Level of Performance . .
(Work Ethics) 0.079 0.573 Fail to Reject Ho
Level of Performance (Job . .
Attitude) 0.180 0.196 Fail to Reject Ho
Level of Performance (Job 0.446 0.001 Reject Ho

Satisfaction)

Significant if p-value<a (0.05)

The level of job satisfaction was significantly related to the level of commitment. Other factors such as perceived
competence, work ethics, and job attitude were not significantly correlated with commitment.

Discussion:

The study evaluated the level of performance among respondents based on several indicators, including perceived
competence, work ethics, job attitude, and job satisfaction. The results indicated that the respondents generally
performed well, with perceived competence rated as outstanding, work ethics as very high, and job attitude as
positive. However, job satisfaction was only moderately satisfied, suggesting some areas of dissatisfaction among
the respondents.

The organizational commitment of the respondents was assessed in terms of affective, continuance, and normative
commitments. Affective commitment refers to an emotional attachment to the organization, continuance
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commitment relates to perceived costs associated with leaving the organization, and normative commitment
pertains to a sense of moral obligation to remain with the organization.

The respondents showed an average level of affective commitment, indicating attachment to the organization but
not strong emotional connection. Despite feeling a personal calling to their work and valuing the organization, they
did not exhibit a strong sense of belonging or emotional attachment.

Continuance commitment was also at an average level, suggesting that respondents did not feel a strong necessity
to stay with the organization. While they acknowledged the potential costs of leaving, such as disruption in their
lives, they did not feel deeply compelled to remain.

Normative commitment, which reflects a sense of moral obligation to remain with the organization, was also rated
as average. Respondents believed in the value of loyalty but did not strongly adhere to the notion of lifelong
commitment to one organization.

The study examined the correlation between the level of performance (including perceived competence, work
ethics, job attitude, and job satisfaction) and organizational commitment. The results indicated that only job
satisfaction was significantly related to commitment. This suggests that while respondents may perform well in
certain aspects of their job, their commitment to the organization is primarily influenced by their level of job
satisfaction.

Overall, the findings suggest that while the respondents demonstrated high levels of perceived competence, work
ethics, and positive job attitude, their organizational commitment was only average. This could be attributed to
several factors, including dissatisfaction with certain aspects of their job, such as communication, salary,
recognition, and promotion opportunities.

The discrepancy between high performance and average commitment may indicate that other factors beyond job
performance influence organizational commitment. For example, the study identified issues such as fairness in
promotion and training, transparency in financial matters, absence of recognition, and financial literacy as
challenges that affect commitment levels among the respondents.

Additionally, the study highlighted the role of motivation in shaping commitment levels. Respondents with low
motivation may experience reduced job satisfaction and, consequently, lower levels of organizational commitment.
The findings underscore the importance of addressing organizational issues and promoting a supportive work
environment to enhance employee satisfaction and commitment.

Furthermore, the study identified opportunities such as strong religious beliefs, localization laws, and the school
environment and culture as factors that contribute positively to commitment levels. Leveraging these opportunities
and addressing challenges effectively could lead to improved organizational commitment and overall employee
well-being.

The study provides valuable insights into the factors influencing organizational commitment among respondents.
By addressing challenges and capitalizing on opportunities, organizations can foster a more committed workforce,
ultimately leading to increased productivity and organizational success.

Conclusion:

The study delved into the relationship between the level of performance and organizational commitment among
respondents within an educational setting. Through a meticulous examination of various indicators such as
perceived competence, work ethics, job attitude, and job satisfaction, coupled with an assessment of affective,
continuance, and normative commitments, several significant findings emerged.

It was evident that respondents demonstrated commendable levels of perceived competence, work ethics, and
positive job attitude, indicating their dedication and proficiency in their roles. However, despite these strengths, the
level of organizational commitment was found to be only average. This suggests a misalignment between
performance and commitment, highlighting the presence of underlying factors influencing organizational allegiance
beyond job-related competencies.

The correlation analysis unveiled that job satisfaction was the sole significant determinant of organizational
commitment among the respondents. Dissatisfaction with certain aspects of their job, such as communication,
salary, recognition, and promotion opportunities, emerged as primary concerns that impacted their commitment
levels. This underscores the pivotal role of employee satisfaction in fostering organizational allegiance.

Moreover, the study identified various challenges hindering commitment, including unfairness in promotion and
training, lack of transparency in financial matters, absence of recognition, and financial literacy issues. Conversely,
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opportunities such as strong religious beliefs, localization laws, and the positive school environment and culture
were identified as factors conducive to fostering commitment.

The findings underscore the multifaceted nature of organizational commitment and the complex interplay of factors
influencing it. By addressing challenges and leveraging opportunities, organizations can cultivate a more committed
and engaged workforce. This necessitates implementing strategies to enhance job satisfaction, foster transparency
and fairness, and promote a supportive work environment. Ultimately, cultivating organizational commitment is
essential for fostering employee well-being, driving productivity, and achieving organizational success in the
educational context and beyond.
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