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Abstract

The study aimed to determine the job and personal resowa#sstress, and job performance among
public elementary school teachers. The study employed theples&cdorrelational design, including 130 out
of 158 Dapdapan District, Division of San Pablo Cigcteers during the School Year 2022-2023. In addition, a
four-part questionnaire was utilized to determine and intetpee respondents' profile, perception of work
stress, teachers' job and personal resources, and folnerce. The results revealed a significant relatipnsh
between the teacher respondents' work stress and job pemf@On the other hand, it was also revealed that
there is a significant relationship between the job andopatsesources and the teacher respondents' job
performance. Therefore, the hypothesis stating that the sggnificant relationship between work stress and
job performance was not supported by the findings of the studg ieetest of correlation was made and,
therefore, not sustained. Likewise, the hypothesis stitatghere is no significant relationship between job and
personal resources and job performance was not supported Windimgs of the study when the test of
correlation was made and, therefore, not sustained

Keywords: Work Stress, Job Resources, PersonauRess, Job Performance

1. Introduction

Teachers are essential in delivering quality educatidreyTare most well known for their work in
educating the students under their supervision. The prineaponsibility of teachers in the classroom is to
impart relevant knowledge to students under the curricuBiodents are taught through different techniques,
including lectures, small-group activities, and hands-on legrmirojects. Teachers are responsible for
establishing a conducive classroom environment, megtagind nurturing students, serving as role models,
listening to students, and many other things (Fraser & &@/l2005). Therefore, they must set an example of
appropriate behavior to further the school's goal and vision.

According to Lim (2014), educators have the greatest impaca mation's future. Teachers play an
important part in the educational system of every natioredimey are mostly responsible for the success of
educational institutions, and their performance is a kegevonfor all educational institutions (Suyanto et al.,
2021). They also contribute to producing excellent studentsordiog to research, the most significant
school-related element influencing student accomplishnseat iinspiring and knowledgeable teacher; thus,
we must pay special attention to how we support both nevseaisoned educators.

In order to carry out their daily plans, teachers play a tyagEroles. They may serve as a facilitator,
planner, curriculum creator, information sources, role itspdeentors, and resource developers, among othe
functions. Teachers must deal with numerous issues, inglgludent misbehavior, students with different
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levels of learning ability, accountability for student pemiance, classroom management and discipline,
supervisory roles, insufficient funding, and a lack of peascsupport to carry out the abovementioned
activities. Additionally, teachers have a lot of wdkdo once they get home, including lesson planning,
notebook correction, creating teaching-learning resouesesreflecting on their daily lessons. They ladgk th
time to interact and have fun with their family. They cauy ceffectively carry out all these roles with the
assistance of the pertinent stakeholders and their megespabilities. Instead, it will inevitably faceveral
difficulties. According to research by Ekundayo and Kolan@013, p. 311), teachers' stress levels are the
main factor influencing their level of performance asteers.

Workplace stress affects workers' performance, reducinggjtikfaction and low-quality output (Tetrick &
Larocco, 1987). For companies, individuals, and universiliks, job performance is crucial. When activities
are completed with high performance, people feel seléaffi, happiness, and motivation (Sonnentag et al.,
2010). The several definitions of the term demonstratedheplexity and complexity of work performance.
For instance, Selamat et al. (2013) defined a teachergejdbrmance as their classroom behavior, which
directly affects how effective they are.

According to Scheier and Carver (1985), learning to managssstesponses and move on has sped up
professional learning and development, encouraged creativigachers, improved communication between
them and their students, and increased output. Implementitgmarehensive professional development
approach to enhance teachers' stress management andaedilge a significant impact, leading to less
teacher burnout, improved teaching quality and effectss&rend enhanced teacher retention.

Teacher's Stress

Stress, in general, and teachers' stress, is a complemutiftbld phenomenon with diverse meanings.
Generally, stress is an inability of a human being foecwith their surrounding environment (Dobson &
Smith, 2000). Stress is the human body's response to threrenent's negative demands. Whenever human
beings encounter any environmental factor (stressor) whiehthreat to his/her survival, they experience a
feeling which is considered stress (Selye, 1984).

Teachers' stress, in particular, means a situationewther teachers are exposed to certain unwanted
environmental factors, which either exist within the etlanal institution (internal factors) or exists outside
the educational institution (external factors); these fackmmper the normal routine life of teachers by
negatively affecting their performance at work. Routitiess is all right and has no negative effects on
teachers. However, if the stress continuously hitsdhehers' working lives, they react differently, simgwv
job dissatisfaction, less morale, weak performance, andaaxaustion (Gillespie, Walsh, Winefield, Dua,
& Stough, 2001; Thorsen, 1996). The stress-contributing faaraimng the teachers vary from situation to
situation. However, there is general agreement on cdeatetiors which exist within the institution, whicts a
whole, contribute to stress among the teachers.

Job Performance

Job performance is a common term to describe how weleraon carries out a specific task or
responsibility under predetermined standards (Nayyar, 1994). Inoaldit teacher's performance refers to
their behavior, which varies depending on the environmemthich they are working, in such a way that
when given a specific task, they successfully carryiit(@heng & Tsui, 1998; Marsh, 1987; Medley, 1982).
Education delivery to the pupils depends on the effectivenfetbe teacher. Consequently, it is caused by a
variety of circumstances. A good teacher must manage tich@ter responsibilities assigned to him or her
in addition to teaching. These responsibilities includaagang class ethics and discipline, inspiring students,
ensuring students interact, and maintaining an appropriateection with students' parents and the
educational institution's administration (Hanif, 2010).
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Task performance, contextual performance, and adaptive arice are the three primary categories into
which job performance can be divided (Bakker & Bal, 2010; &4&in, 2006; Carson, 2006; Min, 2007).
According to Cai and Lin (2006), task performance is a&ecbbn of actions that show an employee that the
organizational goals have been emphasized and investigatekl performance refers to the technical actions
and behaviors that employees engage in while doing theesd(@riffin, Neal, & Neale, 2000). Here, the
employee's technical activity performance skill is evaldiaBorman & Brush, 1993). Task performance
refers, in the context of teaching, to a set of acbbpiarofessional behaviors that a teacher may demumstra
Instructional efficacy, teacher-student connection, mrsttuctional value are the components of the task
performance of the teachers (Cai & Lin, 2006).

In addition to task performance, contextual performanagdd the employees' actions that promote the
social, psychological, and organizational environmemtahich the organizational goals are pursued but do
not add to the technical core (Borman & Brush, 1993). It etssf professional ethics, commitment to one's
work, and teacher cooperation and support (Cai & Lin, 2006). Arwuprto Pulakos, Arad, Donovan, and
Plamondon (2000), the last adaptive performance is an origonakpt in which learning plays a significant
performance-related role. This new definition of perfarogaindicates a change from earlier conceptions in
which learning was seen as a requirement for performancdaptiee performance, learning itself is viewed
as a performance component and should be treated as sactoifL& Smither, 1999). According to Pulakos,
adaptive performance characteristics include managnegssat work, addressing emergencies, developing
creative solutions, exhibiting interpersonal adaptabiityd showing physically oriented adaptability.

The performances of these three different kinds of tea@reraot only interconnected but also have an
impact on one another; despite this, these differendskiof teachers may be identified and examined
independently (Cai & Lin, 2006; Griffin et al., 2000; Stepharagnds, 1994). Additionally, they are similarly
significant in helping an employee's total performancen(@y, 1999) in that they demonstrate the three
conditions for effective performance by an employee, inolyudiompetency, adaptability, and proactivity
(Griffin et al., 2007).

Teachers' Job and Personal Resources

According to Stevan E. Hobfoll (2002), the term "resourcdgtsdo anything worth in and of itself, such
as intimate connection, health, and self-esteem, or afdo@chieving goals, such as money, status, and
support. Job resources and personal resources represemjtnity of the resources. According to Bakker
and Demerouti (200thejob resources" are those organiziatsmcal, psychological, and physical aspects of a
job that are useful in accomplishing goals, lower work, aothpte growth, learning, and development. On
the other hand, personal resources are frequently linkeedple's self-evaluation and give them the power to
control and influence the al. (Johnson et al., 2003). Autyn organizational support, and development
opportunities are some of the resources availabledt (Bakker & Demerouti, 2007; Grebner et al., 2010).
While personal resources included qualities includindgrefficacy, organizational-based self-esteem, and
optimism (Cohen & Wills, 1985; Kutcher, Bragger, Rodriguez-Sdin& Masco, 2010; Luria & Torjman,
2009; Tremblay & Messervey, 2011), the latter two are noessarily mutually exclusive. The impacts of
occupational stress on performance can be significamtigated by resources, whether they are personal or
work-related (Bakker & Demerouti, 2007).

The JD-R model states that job resources and demaralsjgmificant elements, are linked to job stress.
The physical and psychological requirements of the jelttarse that require constant consumption of effort
on either a physical or psychological level. On thieeothand, job resources are organizational, social,
psychological, or physical elements that are useful minéty work-related objectives and lowering job
demands. Accordingly, the JD-R model predicts that whbrdpmands increase, so does stress (Bakker &
Demerouti, 2007). Job resources, however, act as a buffeedrethe effects of job demands and stress.

Resources' importance in a stress-performance relaijois also explained by the Success Resource
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Model and The Conservation of Resources Theory. Acogritirthe Success Resource concept (Grebner et
al.,, 2010), personal success serves as a resource footjprgrhealth and well-being and mitigating the
negative impacts of work stress. The Conservation abfiress Theory is based on the idea that people work
hard to acquire and protect resources because theyersti@ss. Resources can be things, circumstances, or
energy that serve as a barrier against life's prob{etoisfoll & Shirom, 2000).

2. Methodology

The study employed descriptive correlational design to deterrtie relationship between job and
personal resources, work stress, and job performancegamblic elementary school teachers. The design
was used since the study was intended to provide a clearepiat how work stress, job, and personal
resources affect the teachers' job performance.

The respondents of the study were one hundred fifty-€igs8) Public Elementary School Teachers in
Dapdapan District, Division of San Pablo City.

3. Results and Discussion
This chapter includes tables that present the resulte aittidy with corresponding analyses and
interpretations.

Table 3. Level of Work Stresson Workload

Mean Std. Deviation Verbal Interpretation
1. number of preparations 2.98 0.79 Stressful
2. ancillary works such as coordinatorshi 3.14 0.73 Stressful
and program chairman
3. reports and deadlines 3.44 0.68 Stressful
4. collecting and checking students’ output 2.75 0.87 Stressful
5. conduct of co-curricular activities 2.95 0.80 Stressful
Overall 3.05 0.62 Stressful

Legend: 3.50-4.00 Very Stressful 2.50-3.49 Stressful 1.50-2.49 Less Stressful 1.00-1.49Not Stressful

The table above shows that the teachers perceived Work Stress in terms of Workload as “Stressful.”
Indicator number 3 obtained the highest mean score of 3.4dplles that abrupt reports and deadlines they
need to complete, make it impossible for the employeesdpast to things, making it stressful for the
teachers. Furthermore, teachers must deal with the texipes of the administrators and their mentors, who
impose deadlines on them when submitting reports armrgatishing records in due time. Public elementary
school teachers of Dapdapan District have many rolearitying out in their daily schedules. Most of them
are small schools who have limited teachers to do Raiticularly, teachers handling primary learners. They
are multitasking to address the needs of their leaSersieports and deadlines contribute to their challenges
as a teacher, thus to their performance. According tghése Kalyanasundaram and Chandra (2015)
productivity of teachers are impacted by work relatigpshwork overload resources, work-life balance, job
security, worker pay and benefits, job attitude towanésiristitution, psychological well-being, and phykica
health. Marina (2012) defined workload as role overload/patseork that ranged from a single task to
multiple responsibilities, and she noted that the dfloverload led to emotional exhaustion in workers,
delays in work, a lack of teamwork, and disobedience efrudll of which could have a negative effect on
the performance of the organization as a whole.
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Table 4. Level of Work Stresson Classroom Condition

Mean Std. Deviation Verbal Interpretation
1. class size 2.58 0.97 Stressful
2. classroom size 2.52 0.93 Stressful
3. student discipline 3.12 0.79 Stressful
4. availability of resources 2.82 0.84 Stressful
5. struggling learners 3.15 0.77 Stressful
Overall 2.84 0.70 Stressful

Legend: 3.50-4.00 Very Stressful 2.50-3.49 Stressful 1.50-2.49 Less Stressful 00-1.49— Not Stressful

The table above shows that the teachers perceived Bi@gs in terms of Classroom Conditions as
"Stressful." Indicator number 5 obtained the highest mearesof 3.15. The result implies that struggling
learners are one of the primary indicators of teatstress. Since public schools have heterogeneolses|as
teachers must assist and deal with diverse learnersgieggénem in everyday activities. In addition, the
transition of learning modality affects the learnershasschools gradually return to fateface classes. The
difficulty of understanding the lessons and activities aedatdjustment period the reason why schools have
struggling learners. Thus, it can be viewed in the poor restilil-iri reading assessments. According to
Ingersoll and Smith's research from 2003, working conditienkich include a lack of support from the
school administration, issues with student behavior,dtmslent motivation, and a lack of decentralization in
the teachers' decision-making regarding the classreamra more frequently the cause of teacher turnover
than other factors like pay. According to Tickle, Chaagd Kim (2011), working conditions are now the
leading reason for teacher job dissatisfaction and wemoln a similar vein, Marvel et al. (2007)
demonstrated the significance of favorable working cardtin retaining educators.

Table 5. Level of Work Stresson Institutional Policies

Mean Std. Deviation Verbal Interpretation

1. policies affecting the work are often formulated 291 0.84 Stressful
without the subordinate participation
2. implementation of new policies related to teachi 2.87 0.80 Stressful
job
3. administration is non consistent with the school 2.78 0.84 Stressful
policies
4. provision & administrative and technical support 2.72 0.84 Stressful
5. policies are done by selected individuals 2.75 0.82 Stressful

Overall 2.81 0.73 Stressful

Legend: 3.50-4.00 Very Stressful 2.50-3.49 Stressful 1.50-2.49 Less Stressful 1.00-1.49Not Stressful

The table above shows that the teachers perceived Btoeks regarding Institutional Policies as
“Stressful.” Indicator number 1 obtained the highest mean score of 2.91. It implies that when teachers are not
involved in making policies, they perceived an increasthéir level of work stress. School heads tend to
make policy changes without considering the staff becafusedden reports they need to accomplish, making
it difficult for the staff to adjust to things. This resmlttension between the management and staff. Saha and
Kumar (2015) claim that excessive employee involvement in tenplg process, proposing alternatives,
developing policies, and comparing the results is most likehgsult in the maximum range of satisfaction
and performance. Gudo, Oanda, and Olel (2011) found that péioarstiastudent participation in decision-
making had a detrimental effect on the standard chiag and learning at public universities and, to a lesser
extent, at private universities.
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Table 6. Level of Work Stresson Work Relationship

Mean Std. Deviation Verbal Interpretation
1. relationship with co-workers, supervisor, 2.19 0.94 Less Stressful
Zt.a;fesignation of assignments 2.47 0.86 Less Stressful
3. competition among employees 2.25 0.98 Less Stressful
4. decision making 2.45 0.88 Less Stressful
5. supports among employees 2.16 0.97 Less Stressful
Overall 2.30 0.83 Less Stressful

Legend: 3.50-4.00 Very Stressful 2.50-3.49 Stressful 1.50-2.49 Less Stressful 1.00-1.49Not Stressful

It can be gleaned in Table 6 that indicator 2 obtained thleebt mean of 2.47 with the verbal
interpretation of “Less Stressful.” Therefore, it implies that the respondents perceived level of work stress for
the designation of assignments is less stressful orth@ywvork, making them more effective in their work.
Thus, resulting in the holistic development of teach&vgan and Tahir (2015) found in their study thag th
relationship with the co-worker at the same hieriaedievel and had no authority over one another. It was
mentioned that a relationship with co-workers must bel goaleveloping a conducive working environment.
They analyzed their results, and it was proven thatrédationship with co-workers strongly impacted
employes’ performance.

Table 7. Level of Work Stress on Career Progression

Mean Std. Deviation Verbal Interpretation

1. encouragement in my career 2.28 0.91 Less Stressful
2. chances to develop my skills 2.25 0.92 Less Stressful
3. opportunity to do challenging things at 2.48 0.88 Less Stressful
work
4. fair and practical feedback to improve my 231 0.91 Less Stressful
work
5. financial support to attend seminar 2.59 0.87 Stressful

Overall 2.38 0.81 Less Stressful

Legend: 3.50-4.00 Very Stressful 2.50-3.49 Stressful 1.50-2.49 Less Stressful 1.00-1.49Not Stressful

The table above shows that the teachers perceived Bfoeks regarding Career Progression as
“Stressful.” Indicator number 5 obtained the highest mean score of 2.59pliteisnthat when teachers are not
given financial support for their professional developnteaihing, they perceived that they are not given
professional growth and development opportunities. Intiaddithe school cannot assist teachers in attending
seminars due to the limited MOOE or budget. Most of the,tibudgets are procured for learning supplies
and utilities. Through professional development, teactansimprove in their professions and execute their
duties more successfully and efficiently. This increatfesr sense of professionalism, devotion, and
satisfaction, which has a substantial positive impacheridarning and performance of their pupils. Limited
possibilities for promotion, a lack of performance fexal inadequate performance assessment metrics, and
biased control systems and organizational culture mayaliewed as possible stresses, according to Kahn
and Cooper (1993).
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Table 8.Level of Teachers’ Job Resources on Autonomy

Mean Std. Deviation Verbal Interpretation

1. feel free to suggest changes within my jol 3.02 0.83 Often Experienced
role.
2. have flexibility in the way | get my job 3.09 0.69 Often Experienced
done.
3. have access to the necessary tools toydo 3.08 0.66 Often Experienced
job well.
4. am getting approval for new processes. 3.06 0.71 Often Experienced
5. communicate with my co teachers 3.33 0.77 Often Experienced
effectively.

Overall 3.12 0.63 Often Experienced

Legend: 3.50-4.00 Always Experienced 2.50-3.490ften Experienced 1.50-2.49%50metimes Experienced 1.00-1-49
Never Experienced

The table above shows that the teachers perceived Job Resources in terms of Autonomy as “Often
Experienced.” Indicator number 5 obtained the highest mean score of 3.33. It implies that teachers who
communicate effectively and conwmessages deliberately with colleagues do their job Webording to
Oztirk (2011), teachers who lack autonomy may experiemaimess, shun collaboration, and reject change.
In contrast, professional communication autonomy is desgtréts the capacity of educators to communicate
freely and openly with their coworkers, administrators] parents without fear or concern (Olak & Altnkurt,
2017).

Table 9. Level of Teachers Job Resources on Organizational Support

Mean Std. Deviation Verbal Interpretation

1. values my contribution to its well-being. 3.27 0.73 Often Experienced
2. shows concern about my well-being. 3.25 0.77 Often Experienced
3. takes pride in my accomplishments at wc 3.32 0.75 Often Experienced
4. supports my interest and needs at work. 3.33 0.73 Often Experienced
5. cares about my general satisfaction at wc 3.32 0.74 Often Experienced
Overall 3.30 0.70 Often Experienced

Legend: 3.50-4.00 Always Experienced 2.50-3.490ften Experienced 1.50-2.49%50ometimes Experienced 1.00-1-49
Never Experienced

The table above shows that the teachers perceived 3oliRes in terms of Organizational Support
as "Often Experienced." Indicator number 4 obtained thbdst mean score of 3.33. Teachers that get
adequate organizational support in their interests and reded®rk tend to perform productively and
efficiently. School Heads admire commitment and loyadlgachers who are committed to their jobs perform
better, are less likely to quit and are less likelygmbsent. Teachers, meanwhile, also want the oajamiz
to value them. According to Eisenberger and Rhoades' ortjanilasupport theory, to meet socioemotional
needs, Employees establish an overall sense of how mudrghaization values their efforts after assessing
the rewards of increased job effort. Supports their isterand cares about their well-being. This type of
perceived organizational support would boost employees' sersgnofitment to assist the organization in
achieving its goals, strengthen their identification with organization, and contribute to their anticipation
that increased performance would be rewarded. Greateolenand extra-role performance, greater
organizational commitment, and reduced withdrawal behadoch as absenteeism and turnover are all
behavioral outcomes of perceived organizational support.
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Table 10 Level of Teachers’ Job Resources on Opportunities for Professional Development

Mean Std. Deviation Verbal Interpretation

1. am given a chance to elevate my positior 3.28 0.74 Often Experienced
2. have given duties and responsibilities for 3.32 0.67 Often Experienced
advancement opportunities.
3. am suppoedin pursuing learning 3.28 0.71 Often Experienced
opportunities onmy own time.
4. attend work-related seminars/trainings/ tc 3.42 0.63 Often Experienced
update oneself with the recent development
in education.
5. am suppoddin exploringmy professional 3.34 0.69 Often Experienced
interests and goals.

Overall 3.33 0.62 Often Experienced

Legend: 3.50-4.00 Always Experienced 2.50-3.490ften Experienced 1.50-2.49%50metimes Experienced 1.00-1-49
Never Experienced

The table above shows that the teachers perceived dmuiRes as Opportunities for Professional
Development as "Often Experienced." Indicator number 4radghe highest mean score of 3.42. It implies
that teachers who have driven to professionally devlemselves primarily contribute to how they perform
in work-related activities by attending work-relatedng®rs/training/ to update themselves with recent
educational developments. The moment an organization's axoekfs trained and developed is success
achievable. Employees must receive ongoing training in daderogress professionally. As a result, their
organization must offer them possibilities for professioevelopment. The information, abilities, and
competences that people learn to perform well in thee tfh work and accomplish the organization's
objective are referred to as professional developmenbrdity to Georgia (2011) and Mathew et al. (2011),
continuous professional development improves the patektiowledge, skills, inventiveness, attitude, and
experience of library workers. Since professionals neettla range of talents to carry out different jobs in
the classroom, continuous professional development aittsein development of those abilities. Mulgpl
studies demonstrate a good correlation between professiemalopment opportunities and job success.
Esakkimuthu, C. & Vellaichamy, 2015; Pandita, R. & Domjri., 2016; Acker, G.M., 2004. Additionally, it
was discovered that professionals who participate ifegpsmnal development activities while at work are
more productive than those who do not.

Table 11 Level of Teachers’ Personal Resourcesn Self-efficacy

Mean Std. Deviation Verbal Interpretation
1. possess strong desire for learning to take plac 3.41 0.64 Often Experienced
2. pay close attention to the problems | encounte 3.38 0.66 Often Experienced

3. act based on my own understanding and with 3.32 0.65 Often Experienced
specific purpose in mind.
4. have passion and excitement towards work. 3.34 0.69 Often Experienced
5. think that work gives me the feeling of person 3.38 0.73 Often Experienced
accomplishments.

Overall 3.37 0.61 Often Experienced

Legend: 3.50-4.00 Always Experienced 2.50-3.490ften Experienced 1.50-2.49%50ometimes Experienced 1.00-1:49

Never Experienced

The table above shows that the teachers pettBiersonal Resources in terms of 8ffikacy as “Often
Experienced.” Indicator number 1 obtained the highest mean score of 3.41. It implies that a person’s urge to
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learn contributes to improving oneself. Teachers postessg desire for learning to take place because they
are resourceful to find ways for their own learning and ldpveent, even there is limited resources in school.
According to Matos et al. (2020, p. 3), teachers' seifafy is defined as "the judgments that teachers make
about their ability to teach, research, complete eidertasks, and carry out management activities at a level
of quality appropriate to their institution's needs". Sé#itacy beliefs have an impact on goal setting, a
strong desire to learn, the choice of favorable enumants, the efforts made to achieve goals, and even the
levels of physiological activation experienced in stressifulations (Bandura, 2012). This is because people
choose to act in accordance with their perceptions ofdbdgities. Consequently, a teacher's performance and
happiness at work can be directly impacted by self-efficAdgitionally, studies conducted over the past few
decades have shown that instructors' sense of selfegfiedéects a variety of psychological functions, such as
motivation (Bailey, 1999), positive and negative affect (Budbal., 2005), and, job satisfaction (Mottet et
al., 2004; Ismayilova & Klassen, 2019), self-esteem (Evaiise&s, 2009), and emotional intelligence (Ali et
al., 2017), among others.

Table 12. Level ofTeachers’ Personal Resources on Organizational-based Self-esteem

Mean Std. Deviation Verbal Interpretation

1. feel important when they recognized my 3.38 0.77 Often Experienced
achievements
2. am trusted in decision makings 3.30 0.72 Often Experienced
3. am helpful in nurturing one’s skills and 3.35 0.70 Often Experienced
abilities
4. am efficient in doing school related tasks 3.32 0.70 Often Experienced
5. am cooperative in promoting organizatior 3.42 0.67 Often Experienced
commitment

Overall 3.35 0.67 Often Experienced

Legend: 3.50-4.00 Always Experienced 2.50-3.490ften Experienced 1.50-2.49%Sometimes Experienced 1.00-1:49
Never Experienced

The table above shows that the teachers pettc@grsonal Resources in terms of Organizational-based
Self-esteem as "Often Experienced." Indicator number &iradd the highest mean score of 3.42. It implies
that good rapport in promoting organizational commitmenbtleagues contributes to organizational-based
self-esteem. If everyone in an organization is coneaitb excellent performance, then everyone on staff
should be able to contribute. That implies workers must safficient control over their occupations to
perform them efficiently, and everyone's opinions arehsdmust be recognized and taken seriously. In
comparison to earlier self-constructs, OBSE was intratlasea more accurate measure of self-esteem (Kim
et al., 2015). According to Pierce et al. (1989), OBSE defirms employees feel they may meet their
requirements by taking part in organizational activitie¢ed®s show that high OBSE employees feel capable
as citizens who have fulfilled organizational requieats. Within the framework of the organization, workers
with high OBSE can be viewed as effective, productive,rardningful (Pierce et al., 1989). The theoretical
framework of OBSE that is being presented can be regiasi®ne of the most thorough overviews of the
idea, highlighting the positive correlation between OBSE lbwoith task-specific and overall self-esteem
(Pierce et al., 1989; Pierce & Gardner, 2004).
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Table 13 Level of Teachers’ Personal Resources on Optimism

Mean Std. Deviation Verbal Interpretation
1. start the day with a positive note. 3.51 0.70 Always Experienced
2. act calmly and rationally in conflict 3.34 0.74 Often Experienced
situations.
3. bring out the best in every student in 3.38 0.70 Often Experienced
reaching their potential.
4. resiliently respond to school challenges 3.39 0.68 Often Experienced
5. influence others in a positive direction. 3.38 0.70 Often Experienced
Overall 3.40 0.65 Often Experienced

Legend: 3.50-4.00 Always Experienced 2.50-3.490ften Experienced 1.50-2.49%50metimes Experienced 1.00-1-49
Never Experienced

The table above showthat the teachers perceived Personal Resources in terms of Optimism as “Often
Experienced.” Indicator number 1 obtained the highest mean score of 3.51. It implies that teachers perform
well in school when they view things from a positigerspective, even with unforced circumstances.
According to several researchers (e.g., Carver & Sch2@d 4; Luthans, Avolio, Avey, & Norman, 2007),
optimism resources are a source of motivational energydéaling with work pressure in a competitive
context. According to Jobin, Wrosch, and Scheier's (2054preh, people who reported higher on optimism
experienced reduced stress.

Table 14 Level of Job Performance on Task Performance

Mean Std. Deviation Verbal Interpretation
1. submit the reports needed prior to the 3.14 0.73 Exceeds Expectations
deadlines
2. accomplish the tasks given to me despite 3.18 0.69 Exceeds Expectations
many challenges
3. improve quality of my work, especially 3.19 0.69 Exceeds Expectations
when necessary
4. set wellthought-out goals and continuous| 3.15 0.69 Exceeds Expectations
strive to achieve them
5. positively contribute to the overall 3.15 0.67 Exceeds Expectations

performance of the organization through
consistent and high quality of work

Overall 3.16 0.64 Exceeds Expectations

Legend: 3.50-4.00 Outstanding 2.50-3.49Exceeds Expectations 1.50-2-4®eet Expectations 1.00-1.4Needs
Improvement

The table above shows that Job Performance in terfastf Performance was perceived by the teachers

as “Exceeds Expectations.” Indicator number 3 obtained the highest mean score of 3.19. It implies that with

the educational changes happening, teachers continuously intipeavquality of work, making it relevant to
meet educational goals. The readiness to see faduaecaance to better oneself and elevated ambitions f
well-being were found to be positively correlated. theo words, people value wellbeing more highly and
exert more effort to maintain it if they use failure felf-improvement more frequently (Zawadzka &
Zaleska, 2013). According to other studies, the followirajofa contribute to well-being: work engagement
(Bakker, Tims & Derks, 2012), job satisfaction, achieving peakgoals, feeling of success, meaning, and
competence, personal improvement (Berg, Dutton, and SMessski, 2008), and a reduced risk of burnout
(Tims, Bakker, and Derks, 2013). According to Wrzesniewskiluntbn (2001), these actions are referred to
as "job crafting," in which individuals take the initizgi to make adjustments that tailor their jobs to their
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individual preferences, motivations, and interests bkinmgamodifications to tasks, modes of thought, and
interpersonal interactions. Employees not only affeetworkplace, but also encourage their own personal
growth and development to increase their resources (Bakkas, Tand Derks, 2012)which include
undertaking self-improvement.

Table 15 Level of Job Performance on Contextual Performance

Mean Std. Deviation Verbal Interpretation

1. give technical assistance to colleagues ir 3.12 0.69 Exceeds Expectations
overcoming professional challenges
2. volunteer in additional works that foster 3.05 0.72 Exceeds Expectations
social engagements
3. ask feedback to colleagues in taking actic 3.12 0.72 Exceeds Expectations
to organizational issues
4. work on developing and maintaining 3.24 0.68 Exceeds Expectations
professional relationships
5. promote cooperation to ensure colleague 3.25 0.71 Exceeds Expectations
work as a team to meet deadlines

Overall 3.16 0.62 Exceeds Expectations

Legend: 3.50-4.00 Outstanding 2.50-3.49Exceeds Expectations 1.50-2-4®eet Expectations 1.00-1.4Needs
Improvement

The table above shows that the teachers perceived dobnfance in terms of Contextual Performance as
“Exceeds Expectations.” Indicator number 5 obtained the highest mean score of 3.@50Hng cooperation
in educational institutions plays a vital role in an aigation. Personnel who promote cooperation with
colleagues and ensures work as a team indicates higgxtuiead performance. Working in teams rather than
individually, people connect better with their colleagues #ral organization, creating better results.
Teamwork removes performance pressure from the indivigluidlusually genthand persistently persuades
saneone to do something better performance from everyoolaboration among teachers has a number of
positive effects that have a big impact on their caremeking it a key component of professional teacher
development stragjes (Vangrieken, Dorchy, Raes, & Kyndt, Citation 2015). Adtw to other research
(Dobie & Anderson, Citation2015; Grossman, Wineburg, & Woolwogitation2001), it is crucial for
productive discourse and learning in teacher cooperationdpédreto expressing disagreement.

Table 16 Level of Job Performance on Adaptive Performance

Mean Std. Deviation Verbal Interpretation

1. handle diverse range of learners 3.32 0.61 Exceeds Expectations
2. easily reorganize my work to adapt to the 3.23 0.67 Exceeds Expectations
new circumstances
3. quickly decide on the actions to take to 3.20 0.65 Exceeds Expectations
resolve the problem
4. adapt my work practices to the 3.28 0.64 Exceeds Expectations
requirements and suggestions of others
5. integrate new and changing knowledge 3.30 0.65 Exceeds Expectations
from professional learning into their teachin
practices

Overall 3.27 0.59 Exceeds Expectations

Legend: 3.50-4.00 Outstanding 2.50-3.49Exceeds Expectations 1.50-2-48eet Expectations 1.00-1.4Needs
Improvement
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The table above shows that the teachers perceived diobnPance as Adaptive Performance as
"Exceeds Expectations.” Indicator number 1 obtained the highesn score of 3.32. The educational
system comprises a wide range of diverse learners. dherd¢éachers who handle these challenges
show flexibility and are most likely to exceed in theb jperformance. In addition, adaptive people are
likely to concentrate better on their tasks, thus enhgnttieir Task Performance (Shoes et al., 2012).
Because students differ, they have various needs, detegnrtimin expectations placed on teachers'
efficient classroom management. Taking diversity intooant is so important when it comes to
classroom management. Differences in student motivatiee, of language, forms of interaction,
learning styles, and so on necessitate distinct typesgggement between instructor and student, in
addition to the ability to act on differences in intrinaiad extrinsic motivation, use of languaf@Ems
of interaction, learning styles, and so on (Middelkoop & Meern2014). Because teaching requires
coping with and managing constant change, adaptabiligisis extremely important for educators
(Collie & Martin, 2015). For teachers to be successfuhe classroom, staff room, and beyond, they
must possess the ability to adapt. As a result, oleeainost crucial skills for teachers to possess is the
ability to adapt appropriately to the inherent novelghange, and ambiguity that characterize
edwcaional job. Using the Martin et al. (2012) tripartite mod#l adaptability (as applicable to
modifying thoughts, behavior, and emotions), we can thilout various adaptable responses.
According to Borich (2011:41), adaptive teaching "applies divedseational approaches to various
groups of learners in order to promote natural varietyarctassroom does not prevent any learner from
achieving success." It is an approach to achieving a conimstructional goal with learners who differ
in prior achevement, aptitude, or learning styles.

Table 17. Test of significant relationship between worktress and job performance

Job Performance

Task Contextual Adaptive Overall Job
Performance

Work stress Performance Performance Performance
Workload -0.063 -0.156 -0.111 -0.120
Classroom Condition -0.151 -.225 -0.134 -.186
Institutional Policies -0.109 -23T" -.246 -211
Work Relationship -0.165 -.269" 247 -.246"
Career Progression -0.051 -.215 -0.162 -0.155

Overall Work Stress -0.127 -.259" -213 -.218

**_Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

The table displays the significant relationship betwaerk stress and job performance. As shown in the
table, it is evident that workload has no effect onhegg performance. Perhaps, teachers were organizing
their workload based on the importance of the duties fiaththie impact will make their lives much easier,
allowing them to know which tasks can be put on hold wiiree is limited. Furthermore, teachers take
regular breaks to rest and regenerate keeping them fromgfesierwhelmed by their task. This means that
they maintain their productivity and return to work witlp@sitive attitude. While classroom factors such as
class size, classroom size, students' discipline,abititiy of resources, and challenging learners have littl
effect on teachers' task or adaptive performance. Evem wifficulties happen, teachers can readily adjust
because they are resourceful, and as a result, theyilkdmnstion well. However, classroom environments
influence teachers' contextual performance, making thelieve that their performance results in lower
school production. Institutional policies, on the otherdhdmrave no effect on teachers' task performance. That
is, even if the school head makes abrupt changes to spbbicies, the completion of teachers' job is
unaffected. However, as seen in the table, policies havmpact on the general well-being of the school.
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Because the teachers viewed their work relationshipettess stressful, it had no effect on how well they
performed on their tasks. However, it has an impact onegtral performance, which contributes to an
organization's social and psychological core. It has emeagea critical component of an employee's job
performance. When it comes to adaptive performancé&uaiers' motivation and open-mindedness will
hinder the school's performance if they do not embrhaage. The teachers' career trajectory, as shown in
the table, did not interfere with their ability to perfoeffectively in school. Teachers are so resourcefi t
they are constantly looking for ways to improve thdwese Because they are used, it has no effect on their
adaptive performance. Overall, it means that if stigals are too high, it turns into a negative force. foue
performance-related stress, work performance startsmaidh at the same time. An employee bec®me
unable to cope, is unable to decide, and behaves in@rikisThere comes a point where stress becomes too
much to handle. At this critical point, a worker is distraugidl mentally broken. He or she rapidly loses
control. Performance plummets, losing interest in wagKior their employer, and absenteeism rises, all of
which finally lead to resignation or termination.

Table 18. Test of significant relationship between job ahpersonal resources and job performance

Job Performance

Task Performance P%?gfmxglr?(le Adaptive Performance

Job Resources

Autonomy A3T7F* .532** A443**
Organizational Support 357 A39** .390**
Opportunity for Professional Development .351** A459** A425%*
Personal Resources

Self-efficacy .406** A54%* .504**
Organizational-based self-esteem 435** .391** 473
Optimism 432 A26** .468**

**_Correlation is significant at the 0.01 level (2-tailed).

The table depicts the significant relationship betwjebnand personal resources and job performance. As
autonomy has been identified as a job resource, it cantegera buffer against the detrimental consequences
of working expectations. As a result, a lack of autonomyldet increased stress, which can lead to
unhappiness with one's employment. However, job performermm®ves when job autonomy increases from
low to medium, allowing teachers to operate effectivalyséhool. Job performance was connected to the
perceived level of organizational support. It is a valualderasce to employees that the organization will
assist them in doing their duties efficiently. As a resuiganizational support causes employees to respond
positively and productively, helping them to perform cassfully in the organization. Professional
development opportunities were also linked to job performaRor example, teachers could benefit from
attending training if given the opportunity. As a resudgchers can become more motivated and passionate
about their profession since they realize how tefarts contribute to the organization's success. On Her ot
hand, personal resources, such as self-efficacy, can detehow long teachers will persevere when faced
with difficult tasks. Teachers with high self-efficacyllypersevere longer in challenging tasks because they
are more confident in learning and performing the taskess€ully. Furthermore, an organization can meet
its teachers' esteem needs by acknowledging their acabmmants, providing opportunities for advancement
and growth, providing regular feedback, involving them in slenimaking processes, and allowing
flexibility in work arrangements. As a result, teachers' perémce will improve if they believe they are
capable, significant, and worthy organizational membezachiers who feel good about themselves tend to be
more focused, require less time off, and are overglpiea. Moreover, optimism as a personal resource was
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correlated to job performance, as shown in the tablmplies that teachers can prevent depression, irereas
social connection, boost performance on the job, increaseess, and make them more resilient in the face of
setbacks if they are optimistic. Likewise, increasingnaigin in the workplace leads to healthier, more
engaged, and more productive employees. Overall, thedhbles that job and personal resources correlated
with teachers' task, contextual and adaptive performaheachers' resources buffer the effects of job
demands and thus reduce stress, making them effective aeasimg job performance in an organization.
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