%, URP.ORG

ernational Journal of Rescarc a
ISSN: 2708-3578 (Online)

226

Characterizing Decision Making And Work Commitment In Public
Elementary Schools Attaining Better School Performance Outcomes

Abigail B. Laydia® & Elisa N. Chua"

“abigail laydia@deped.gov.ph, "elisa.chua@Ispu.edu.ph
! Elementary Grade Teacher I, Don Arsenio Escudero Sr. Memorial School, San Pablo City, 4000, Philippines
2 Associate Professor V, Laguna State Polytechnic University, San Pablo City, 4000, Philippines

Abstract

This study determined the relationship between decision making and work commitment in attaining better school
performance outcomes. The descriptive-correlational research design was used and statistical tools such as Pearson r correlational
analysis were utilized to test the relationship between the independent and dependent variables. The hypothesis testing revealed
significant relationship between decision making of the school heads and teachers to school performance outcomes. In addition,
there is a significant relationship between teachers’ work commitment and school performance outcomes. Furthermore, decision
making of the school heads and teachers in terms of autocratic, informed-autocratic, individual-consultative, group-consultative
and group-agreement were observed to a moderate extent. The work commitment of the teachers regarding job satisfaction, job
performance, organizational culture and intrinsic motivation were highly committed. Based on the findings, the school
performance outcomes performed excellently in terms of curriculum and instruction, assessment and accountability, teacher
effectiveness, professional development, family involvement, stakeholder engagement, effective leadership, organization and
structure and sustainability. The study implies that decision making style is important factor to school performance outcomes.
Group decision making styles are positively associated with better school performance outcomes. Also, this implies that work
commitment is important factor in school performance outcomes. High levels of work commitment particularly in job
performance and intrinsic motivation are positively associated with better school performance outcomes.

Keywords: decision making, work commitment, school performance outcomes, individual decision-making styles, group decision making
styles, job performance
1. Introduction

Formal education is conducted in schools as organizations. This indicates that as a social system made up of
individuals who work together to accomplish both academic and personal objectives. In this sense, a school must be
a well-run, organized setting with a set of general principles that are followed. One of the most significant
institutions that humans have created is the school. Cooperation, involvement, participation, and task delegation are
all aspects of school. Improving school outcomes for students and communities remain the aim of education. The
Department of Education recognizes that we can only surmount this obstacle with a deep and authentic sense of
shared responsibility, a work commitment, great decision making and boundless belief in what is possible for
students.

Altun (2017) said that teachers are motivated to devote more time and effort to improving student success
and school outcomes because of their work commitment. This eagerness to celebrate achievement motivates teachers
to look for ways to create a productive learning environment that will enable students to achieve their goals. Work
commitment has a significant impact on student achievement and academic results. Teachers that are dedicated put
their students, the school, and the teaching profession first. Teachers that are very committed encourage their students
to participate in school activities. Students who participate in learning activities have a better possibility of
improving their academic performance and, consequently, the school outcomes.

School heads’ work commitment is the way school heads’ performs his or her tasks. It helps the school

IJRP 2023, 133(1), 226-237; doi: 10.47119/10.47119/IJRP1001331920235510 WWW.ijrp.org



Abigail B. Laydia / International Journal of Research Publications (IJRP.ORG) @ IJRPORG

ernational Journal of Rescarc a
ISSN: 2708-3578 (Online)

227

accomplish its aims and objectives. Additionally, it is employed in identifying the institution's important strengths
and shortcomings. On the other side, a school heads’ work commitment to their job is essential for success.

Coping with the education in this time is a big challenge for everyone especially for school heads and
teachers. There are many issues and considerations that school heads and teachers will make now that face-to-face
learning is being implemented. They have to make decisions quickly while dealing with a great deal of ambiguity.
The stakes are enormous, the problems at hand are complicated, and careful consideration of various interests is
necessary. These situations increase the likelihood that flawed decision-making processes will result in subpar results
by rendering school administrators' and teachers' decision-making processes susceptible to errors and biases in the
processing of information. Therefore, it is essential that administrators and educators take action to improve decision
making quality and raise the likelihood of successful results.

Adapting to the changes happening in school, school heads and teachers should not just look at the students’
performance. Different aspects such as curriculum and instruction, assessment and accountability, teacher
effectiveness, professional development, family involvement, effective leadership, organization and structure and
sustainability must also be addressed and given importance. The decision making and work commitment from the
school heads and teachers may help the school to perform better. If decision making and work commitment from the

school heads and teachers have positive impact to school outcomes, success in organization will be observed.

2. Methodology

The study used a descriptive and correlational method of research to determine the relationship between
decision making and work commitment of the school heads and teachers and school performance outcomes of
Dapdapan District. Arikunto (2007) stated that descriptive research is used to collect information on a pattern
discovered in the field. In this type of study, there is no administration or control. In addition, the correlation method
utilized to see if at least two variables were linked. The study used a descriptive and correlational method because it
focuses on the current situation, where events were recorded, reported, analysed and compared. The study was
carried out at the public elementary schools of Dapdapan District, which is located in the municipality of San Pablo,
province of Laguna. The respondents who were currently linked with the ten (10) public elementary schools in
Dapdapan District was one hundred fifty-six (156). Majority of the respondents were female. Ages 26-30 had the
highest number of respondents. Most of the respondents were married, with MA units and designated as Teacher II.

The data gathered mostly using a survey questionnaire was made by the researcher. Respondent profile,
perceptions about school heads and teachers’ decision making, perceptions about teachers’ work commitment,
perceptions about school performance outcomes are the four parts of the questionnaire. This method was utilized to
make data collection easier.

The following are the statistical measures used in the study. To examine the decision making of the school
heads and teachers in public elementary school, mean and standard deviation were used. In describing the level of the
school performance outcomes, mean and standard deviation were utilized. Furthermore, to prove the first hypotheses
set in the study whether level of school performance outcomes is significantly affected by the decision making of the

school heads and teachers, Pearson Product-Moment Correlation Coefficient was used. Lastly, to prove the second
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hypotheses set in the study whether level of school performance outcomes is significantly affected by the work

commitment of the school heads and teachers, Pearson Product-Moment Correlation Coefficient was used.

3. Result and Discussion
This chapter includes tables that present the results of the study with corresponding analyses and interpretations.

Table. 1 Perception of the Respondents on Group-consultative Decision Making.

Indicators Mean SD VI
1. problems are shared with the group and ideas and
suggestions are solicited. 3.48 0.55 OME 2. decisions are made which may or may not reflect the
influence of subordinates. 3.20 0.77 OME 3. members of the group are involved by asking them to
share ideas, perceptions, and information concerning the
decision. 3.56 0.53 OGE 4. decisions control and responsibility are maintained but
let the group know how their input impacted the final
decision. 3.49 0.53 OME 5. group participation and involvement are allowed in the

decision-making process, 3.57 0.54 OGE Overall 3.46 0.46 OME
Legend:3.50-4.00- Strongly Agree/ Observed to a Great Extent (OGE), 2.50-3.49- Agree/ Observed to a Moderate
Extent (OME), 1.50-2.49- Disagree/ Observed to a Less Extent (OLE), 1.00-1.49- Strongly Disagree/ Not At All (NA)

Table 1 presents the mean perception of the teachers on group-consultative decision making. It can be
gleaned in the table that teachers observed to a great extent that members of the group are involved by asking them
to share ideas, perceptions, and information concerning the decision and group participation and involvement are
allowed in the decision-making process in their school. Teachers observed to a moderate extent that problems are
shared with the
group and ideas and suggestions are solicited, decisions are made which may or may not reflect the influence of
subordinates and decisions control and responsibility are maintained but let the group know how their input impacted
the final decision in their school.

Given that there are concerns that call for school head, teachers, parents and stakeholders collaboration, it is
essential that problems and improvements in school are shared. Meetings can be done for information dissemination
and sharing of ideas. Decisions to be made by the school head may or may not influenced by the suggestions made
by the teachers, parents or stakeholders. Decisions depends on what is good and prompts in the school after
evaluating the given suggestions from the group.

As evidence for group-consultative decision making of the school heads is observed to a moderate extent in
the schools. The result thus implies that the teachers, parents and stakeholders are informed of the problems by the
school head, who also asks for their opinions or suggestions. Then, the school head makes the choice, which may or

may not take into account the input of teachers, parents and stakeholders.

Table. 2 Perception of the Respondents on Group-agreement Decision Making.

Indicators Mean SD VI
1. problems are shared with the group and alternatives are
generated and evaluated together in an attempt to 2. school head and teacher act as chair of the
reach consensus. group but do
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3.530.53 OGE
3.250.72 L

not press the group to accept his or her solution. OME 3. any group solution is accepted
and implemented.

3.42 0.63 OME
4. decisions are in total control of the group.

3.36 0.62 OME

5. individual group members are respected while group’s

3.49 0.56
decisions are agreed and supported. OME Overall 3.41 0.53 OME

Legend:3.50-4.00- Strongly Agree/ Observed to a Great Extent (OGE), 2.50-3.49- Agree/ Observed to a Moderate
Extent (OME), 1.50-2.49- Disagree/ Observed to a Less Extent (OLE),1.00-1.49- Strongly Disagree/ Not At All (NA)

Table 2 shows the mean perception of the teachers on group-agreement decision making. It indicates that
teachers observed to a great extent that problems are shared with the group and alternatives are generated and
evaluated together in an attempt to reach consensus in their school. Teachers observed to a moderate extent that
school head and teacher act as chair of the group but do not press the group to accept the school head’s solution,
individual group members are respected while group’s decisions are agreed and supported, any group solution is
accepted and implemented and decisions are in total control of the group in their school.

In some situations in school, agreement is very important. There are certain programs, projects and activities
like beautification of classroom and school, teacher-parent collaboration in teaching literacy and numeracy and
parents help in school based feeding program that must be agreed upon between the school head, teachers, parents
and stakeholders. The group has complete authority over decisions. Memorandum of agreement were used to record
the agreed plans and actions for the benefit of both the school and the students.

Table. 3 Extent of Characterizing Work Commitment in terms of Job Performance.

Indicators Mean SD VI

1. trainings are done to be updated with the demands of work
and be effective in the workplace. 3:580.53 HC 2. skills and knowledge in the course of work are
improved.

3.64 0.50 HC
3. works are carried out and accomplished.

3.66 0.48 HC
4. goals to enhance current work assignment are prepared.

3.62 0.50 HC

5. learning opportunities are addressed rather than waiting to

be sent to training. 3.52 0.53 HC Overall 3.60 0.44 HC
Legend:3.50-4.00- Strongly Agree/ Highly Committed (HC), 2.50-3.49- Agree/Committed (C), 1.50-2.49-
Disagree/Less Committed (LC)1.00-1.49- Strongly Disagree/Not At All (NA)

Table 3 presents the mean extent of the teachers in characterizing their work commitment in terms of job
performance. It indicates that teachers are highly committed in work as to job performance. The data above
demonstrates how dedicated teachers are to their work. Teachers are very committed for a variety of reasons. They
have performance goals because they receive ratings on the IPCRF, which stands for Individual Performance

Commitment and Review Form. They will benefit if they receive a high ranking because it will increase their chances

WwWw.ijrp.org



Abigail B. Laydia / International Journal of Research Publications (IJRP.ORG) @ IJRPORG

ernational Journal of Rescarc a
ISSN: 2708-3578 (Online)

230

of advancement. It also has an effect on schools; if there is high school-based management level, teachers will
receive high performance based bonus.

Based on the study of Borman & Motowidlo as cited by Rich (2010), job performance is the collective
value to a company of the range of actions a worker takes to support organizational objectives in both a direct and
indirect way. In line with this, if the teachers are highly committed in their work as to job performance, thus, schools

can have a high performance.

Table. 4 Extent of Characterizing Work Commitment in terms of Intrinsic Motivation.

Indicators Mean SD VI
1. benefits given within the organization are compensated.
3.480.55C

2. processes used in the promotion are motivated.

3.590.51 HC
3. participation in planning process is pleasurable.

3.550.53 HC
4. recognition is acquired.

3.540.52 HC
5. personal and professional development are given focus.

361049 HC

Overall 3.55 0.44 HC
Legend:3.50-4.00- Strongly Agree/ Highly Committed (HC), 2.50-3.49- Agree/Committed (C), 1.50-2.49-
Disagree/Less Committed (LC), 1.00-1.49- Strongly Disagree/Not At All (NA)

Table 4 presents the mean extent of the teachers in characterizing their work commitment in terms of
intrinsic motivation. It indicates that teachers are committed because of the benefits that are compensated given
within the organization. It is also shown in the table that teachers are highly committed because of the motivating
processes used
in the promotion, pleasurable participation in planning process, recognition can be acquired and the personal and
professional development are given focus.

Teachers are highly committed to their jobs for a variety of reasons. Some of advantages include receiving
incentives, having the chance to be promoted, receiving awards and recognition, and taking free trainings and
seminars. According to Shin and Grant (2019), since professions consist of many different tasks, it is unknown how
the performance of one work would be impacted by the intrinsic motivation of another activity. This premise
suggests that teachers with intrinsic motivation are highly committed in doing the tasks he or she will perform even
if it is composed of multiple tasks. Thus, high commitment of the teachers in his or her job will increase the

performance of the schools.

Table. 5 Schools’ Performance Outcomes as to Curriculum and Instruction.

Indicators Mean SD VI
1. there is an increase in student achievement within and
outside school. 3.46 0.55 VS 2. there is an implementation of new trends in teaching
learning process. 3.56 0.52 E 3. there is an evaluation in instructional processes.
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3.66048 E
4. there is a relevant, responsive and effective delivery of
basic education curriculum. 3.64 0.48 E 5. there is an implementation of the national education
policy
3.650.50
framework on curriculum assessment and accountability. E Overall 3.59 0.41 E

Legend:3.50-4.00- Strongly Agree/Excellent (E), 2.50-3.49- Agree/Very Satisfactory (VS), 1.50-2.49-
Disagree/Unsatisfactory (US), 1.00-1.49- Strongly Disagree/Very Unsatisfactory (VUS)

The table presents the performance outcomes of the schools in terms of curriculum and instruction. It can be
gleaned in the table that the schools performed excellently in all four indicators as indicated by the mean scores and
very satisfactory in one indicator. The overall mean score also falls in Excellent indicating that the schools’
performance in terms of curriculum and instruction is very good.

According to the data above, school performance outcomes are excellent in terms of curriculum and
instruction. It may be connected to the high MPS, high number of independent readers and numerate learners, high
graduation rate, high promotion rate, and low dropout rate in schools in Dapdapan District.

The indicators cover various aspects of curriculum and instruction including student achievement,
implementation of new teaching methods, evaluation of instructional processes, delivery of basic education
curriculum and adherence to national education policy framework. The result suggests that the schools are

effectively implementing these aspects, leading to positive student outcomes and effective teaching practices.

Table. 6 Schools’ Performance Outcomes as to Assessment and Accountability.

Indicators Mean SD VI
1. the teacher’s competency, strengths and weaknesses are
assessed. 3.68 0.47 E 2. student learning is monitored.
3.74044 E
3. the teachers and school performance are measured.
3.69047E
4. the parents are informed about school performance.
375044 E

5. the necessary and sufficient conditions for modifiability of

3.670.47
school performance are identified. EOverall 3.70 0.41 E
Legend:3.50-4.00- Strongly Agree/Excellent (E), 2.50-3.49- Agree/Very Satisfactory (VS), 1.50-2.49-

Disagree/Unsatisfactory (U), 1.00-1.49- Strongly Disagree/Very Unsatisfactory (VUS)

The table shows the performance outcomes of schools in terms of assessment and accountability. The
schools performed excellently in all five indicators. The overall mean score is in the excellent range indicating that
the schools are performing well in terms of assessment and accountability.

The indicators include various aspects of assessment and accountability as to assessment of teacher
competency and performance, monitoring of student learning, measuring of teacher and school performance,
informing parents about school performance and identifying the necessary conditions for improving school
performance. The findings indicate that the schools are effectively implementing these aspects leading to effective

monitoring and evaluation of teaching and learning and fostering accountability to stakeholders.
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Table. 7 Schools’ Performance Outcomes as to Teacher Effectiveness.

Indicators Mean SD VI

1. the teachers use a variety of teaching strategies.

370046 E
2. the teachers allocate particular instructional activities to
pupils. 3.67 0.47 E 3. the teachers demonstrate managing skills.

3.67047E
4. the teachers have clear intended learning in the lesson.

3.69047E

5. the teachers are knowledgeable about curriculum content
3.68 0.47
and the strategies for teaching it. E Overall 3.68 0.42 £
Legend:3.50-4.00- Strongly Agree/Excellent (E), 2.50-3.49- Agree/Very Satisfactory (VS), 1.50-2.49-
Disagree/Unsatisfactory (US), 1.00-1.49- Strongly Disagree/Very Unsatisfactory (VUS)

Based on the data in Table 7, all indicators of teacher effectiveness are considered as excellent. This
indicates that the teachers are highly effective in using a variety of teaching strategies, allocating instructional
activities to pupil, demonstrating managing skills, having clear intended learning in the lesson and being
knowledgeable about curriculum content and the strategies for teaching it.

Excellent school performance outcomes can be linked to the teacher observations that the school head
conducted in their classrooms. Classroom observation is a essential component of instruction. It checks and adjusts a
teacher's work so that the students benefit fully from the lesson, improving their academic performance and in
performance of the school.

Table. 8 Schools’ Performance Outcomes as to Professional Development.

Indicators Mean SD VI
1. the teachers’ goals and new skills are identified.

3.660.47E
2. the teachers are advanced and updated to current trends.

357050 E
3. the teachers’ skill and knowledge are set based on their field.

3.65048E
4. the teachers’ new skills are developed for the purpose of
advancement in the field. 3.61 0.49 E 5. the teachers participate in workshops to bring
professionals

.62 0.4

with specific expertise to discuss problems and offer solutions. 36204 E QOverall 3.62 0.42 £

Legend:3.50-4.00- Strongly Agree/Excellent (E), 2.50-3.49- Agree/Very Satisfactory (VS), 1.50-2.49-
Disagree/Unsatisfactory (US), 1.00-1.49- Strongly Disagree/Very Unsatisfactory (VUS)

As to professional development, excellent school performance outcomes can be related to trainings,
seminars and webinars attended by the teachers. Both seasoned teachers and those who are new to the teaching
profession should benefit from trainings, seminars, and webinars. To energize the teaching-learning process,
teachers must master creative pedagogy, interactive assessment methods, and use of differentiation in the classroom.

A master's degree can also assist instructors broaden their knowledge of subjects linked to their current fields of
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professional specialty and increase their abilities in cutting-edge techniques and technologies that have emerged in
such domains. This implies that the schools surveyed have effective professional development programs in place

that are well-received by their teachers.

Table. 9 Schools’ Performance Outcomes as to Stakeholder Engagement.

Indicators Mean SD VI

outcomes. 3.69 0.47 E
1. stakeholders are engaged for a purpose to achieve accepted

2. stakeholders’ basis of effective strategy development for

school is created. 3.65 0.48 E happening in school is ensured. 3.66 0.49 E
3. stakeholders’ awareness and understanding of what is

4. stakeholders’ concerns, expectations and perceptions on

the school improvement are accepted. 3.66 0.48 E provided. 3.69 0.47 E
5. stakeholders’ support for the improvement of school is

Overall 3.67 0.43 E
Legend:3.50-4.00- Strongly Agree/Excellent (E), 2.50-3.49- Agree/Very Satisfactory (VS), 1.50-2.49-
Disagree/Unsatisfactory (US), 1.00-1.49- Strongly Disagree/Very Unsatisfactory (VUS)

Table 9 shows all five indicators fall under excellent. This suggests that the schools are effective in engaging
stakeholders for a purpose to achieve accepted outcomes, creating a basis of effective strategy development for the
school, ensuring stakeholders’ awareness and understanding of what is happening in the school, accepting
stakeholders’ concerns, expectations and perceptions on school improvement and providing stakeholders’ support for
the improvement of the school. The overall mean performance outcomes of schools in terms of stakeholder
engagement

falls excellent. This indicates that, on average, the schools perform very well in terms of engaging stakeholders in the

school improvement process.

As to stakeholder engagement, excellent school performance outcomes can be related to strong connection
of the school head and teachers to the stakeholders. It can be done through meetings that inform the stakeholders of
the problems and improvement in school. They can freely suggest what is the best solution to solve the problems in
school and they can also suggest ways for school improvement.

Overall, the results of Table 16 suggests that the schools surveyed have effective stakeholder engagement

programs in place that are well-received by stakeholders.

Table. 10 Schools’ Performance Outcomes as to Effective Leadership.

Indicators Mean SD VI
1. the school head and teachers motivate people to work

3.66 0.49 .
together and cooperate with themselves. E 2. the school head and teachers motivate to
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work harder and
make more significant contributions to the betterment of the

.67 0.4
organization.3 67047 E 3. the school head and teachers inspire and motivate people

3.70 0.46 oo
to work together towards a goal. E 4. the school head and teachers prioritize and set the

tasks
that need to be done first. 3.74 0.44 E 5. the school head and teachers care about what they do,
care about the organization, and care about the people they

7104
lead and work with. 3.710.45 E Overall 3.70 0.42 E

Legend:3.50-4.00- Strongly Agree/Excellent (E), 2.50-3.49- Agree/Very Satisfactory (VS), 1.50-2.49-
Disagree/Unsatisfactory (US), 1.00-1.49- Strongly Disagree/Very Unsatisfactory (VUS)

Table 10 shows the means for all the indicators considered as excellent. Also, the overall mean is excellent. The
result suggests that the school head and teachers are performing very well in terms of effective leadership. It implies
that the school head and teachers are able to motivate and inspire people to work together towards a goal, prioritize
and set tasks effectively and care about the organization and the people they work with. This is a positive outcome

for the school and suggests that effective leadership is contributing to the success of the school.

Table. 11 Schools’ Performance Outcomes as to Organization and Structure.
Indicators Mean SD VI

maintained. 3.68 0.47 E
1. the ability of the faculty to remain efficient and focused is

2. each employee's job and how it fits within the overall
system is defined. 3.61 0.51 E 3. the operations to be more efficient and effective are made. 3.63

0.48 E 4. working together as a group within their individual

functions to manage tasks are allowed. 3.68 0.47 E divisions and staff are enhanced. 3.66 0.47 E
5. the cooperation and information sharing among functions,

Overall 3.65 0.43 E
Legend:3.50-4.00- Strongly Agree/Excellent (E), 2.50-3.49- Agree/Very Satisfactory (VS), 1.50-2.49-
Disagree/Unsatisfactory (US), 1.00-1.49- Strongly Disagree/Very Unsatisfactory (VUS)
Based on the data provided, the mean scores for each of the five indicators related to organization and

structure in Table 11 indicates an excellent performance outcome. This suggests that the faculty remains efficient and
focused, and that each employee understands their job and its place within the overall system. Furthermore, the
operations are more efficient and effective and the staff is allowed to work together as a group within their individual
functions to manage tasks. There is also enhanced cooperation and information sharing among functions, divisions

and staff.

Table. 12 Correlation of Decision Making to School Performance Outcomes.

School Performance Outcomes

et : and and Effectiveness Developme Involvement Effective and
Decision Ma}:ﬂn.gI Instruction  Accountability  Professi at Stakeholder ~ Leadership  Structure
urriculum Assessment Teacher 1 Family Engagement Organization Sustainability
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autocratic .398" 217" 3017 365" 304" 320™ 254" 287" 265"
3027259 536" 4977 5147 513" 4777 510

s

informed autocratic individual

consultative group 51275677 5557 57177 499" 5167 5367 527
consultative group
agreement 5227 524" 572" 5357

A452™ 283" 350" 427" 346" 362 309" 356"

3197 412" 2257 2907 3727 292" 306" 227"

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

Table 12 shows the correlation between decision making and school performance outcomes. All the
variables are correlated. It can be gleaned in the table that group agreement style of decision making has the highest
positive correlations with all school performance outcomes followed by the group consultative style. The autocratic,
informed autocratic and individual consultative styles also have a positive correlation with school performance
outcomes but to a lesser extent than the group styles.

Group decision making styles are positively associated with better school performance outcomes. Given that
there are concerns that call for school head, teachers, parents and stakeholders collaboration, it is essential that
problems and improvements in school are shared. Meetings can be done for information dissemination and sharing of
ideas. Decisions depends on what is good and prompts in the school after evaluating the given suggestions from the
group.

Overall, the table implies that decision making style is important factor in school performance outcomes.

Group decision-making styles are positively associated with better school performance outcomes.

Table. 13 Correlation of Work Commitment to School Performance Outcomes

School Performance Outcomes

‘n 7, 0 Instruction Teacher Development Stakeholder Leadership Sustainability
Ork MLM Assessment and Effectiveness Family Engagement Organization and
Curriculum and A ility Pr i Effective Structure

job satisfaction .6817.626™ .661" 670" .697"" .661" 611" 672" .630"" job performance .699™" 700"
6727 71176967 6757 6697 745 684"

organizational culture 721
6827 7107 7527 7157 7157 707" 7207 757

ok

intrinsic .714™ 690" 708" .676™ .730" 667" .652"" 738" .670™
motivation
** Correlation is significant at the 0.01 level (2-tailed).
Table 13 shows the correlation between work commitment and school performance outcomes. All the variables
are correlated. It shows that in work commitment variables, the job performance and school performance outcomes
have the strongest positive correlation. Intrinsic motivation also has a strong positive correlation with school

performance outcomes. Job satisfaction and organizational culture also have positive correlations with school
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performance outcomes but to a lesser extent than job performance and intrinsic motivation.

Teachers are very committed for a variety of reasons. They have performance goals because they receive ratings
on the IPCRF, which stands for Individual Performance Commitment and Review Form. They will benefit if they
receive a high ranking because it will increase their chances of advancement. It also has an effect on schools; if there
is high school-based management level, school performance outcomes will be rated as excellent. Teachers also
receiving incentives, having the chance to be promoted, receiving awards and recognition, and taking free trainings
and seminars that make them committed to work that result to better school performance outcomes.

Overall, the table implies that work commitment is important factor in school performance outcomes. High
levels of work commitment particularly in job performance and intrinsic motivation are positively associated with

better school performance outcomes.
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