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ABSTRACT 

	In the academe, performance management motivates teachers to work well, helping them to advance their careers, fostering a culture of performance, choosing applicants for promotions, eliminating underachievers, and supporting the execution of organisational strategies. This paper assessed the relationship between the Performance Rating of Southern Conner District Multi-Grade Teachers and pupils' academic performance. A descriptive correlational method was used to examine the relationship between teacher performance and pupils’ academic performance in the 10 multi-grade schools of Southern Conner District. Pearson-r was used to compare the relationship between Individual Performance Commitment and Review (IPCR) rating and academic performance. It was revealed that the pupils’ Mean Performance Score (MPS) was very satisfactory, and an outstanding IPCR rating of the teachers. Statistically, it was shown that there was a significant relationship between teachers' IPCR rating and academic performance. With the difficulty experienced by multigrade teachers in handling diverse classes, the researcher recommends more teacher trainings and workshops on teaching diverse pupils, strict implementation of RPMS guidelines, more seminars and trainings on special education and educational continuity, and employment of strategies to foster camaraderie between parents and teachers to provide support and guidance.
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1. INTRODUCTION 

Performance management is an important step in the human resource management system of the organisation. It aids organisations in ensuring that workers are putting forth significant effort toward accomplishing the organisation's goals and mission. It is a continual process to identify, assess, and enhance employee performance and match that performance with the strategic goals of the organisation (Aguinis, 2009). It is a strong foundation and strategic instrument to help employees in the organisation to increase their financial and personal objectives (Gautam & Jain, 2016).
In the academe, performance management motivates teachers to work well, helping them to advance their careers, fostering a culture of performance, choosing applicants for promotions, eliminating underachievers, and supporting the execution of organisational strategies (Halachmi, 2005). For supervisors, measuring and analyzing performance-related data is crucial to ascertain whether organisational goals are being met and, if not, what steps need to be taken next (Bulawa, 2011). Thus, adopting performance management is a means to uplift employees’ performance.
The Results-Based Performance Management System (RPMS) is being used as a performance management tool for both the teaching and non-teaching staff at the Department of Education (DepEd), a government agency in the Philippines tasked with guaranteeing access to, promoting equity in, and improving the quality of basic education (Ramirez, 2019). The RPMS is used to make sure that workers concentrate their efforts on accomplishing DepEd’s vision, mission, values, and strategic priorities. It serves as a tool for performance management, monitoring, and assessment as well as for determining organisational and human resource development requirements. By using the RPMS as its Strategic Performance Management System (SPMS), DepEd upholds its organisational mandate, vision, and mission while enhancing the performance and accountability culture inside the agency. The RPMS and SPMS are linked to ensure compliance with the concept of performance-based tenure and promotions (Ormilla, 2021). 
In the current K–12, a contextualized curriculum is required to capture the expectations of instructors in their performance evaluation. DepEd is unwavering in its efforts to base its human resource systems and activities on clearly defined professional standards for teacher quality because it recognises that these standards are crucial to attaining the intended learning outcomes. This is in line with the department's commitment to excellent teaching (Sarabia & Collantes, 2020). 
The ability to carry out or execute the obligations, tasks, and description anticipated of the job or function constitutes most of the teaching performance. It is observed that teachers are expected to perform well by simultaneously dealing with the trend of heavy paperwork, behaviour management of the evolving population of students, attending numerous seminars, reporting and training (Lawler, 2003). A highly competent teacher is seen by many parents and education experts as one of the most significant variables in pupils' academic performance; he/she is the cornerstone of any successful educational system.
The teacher facilitates effective learning by maintaining order and following established classroom procedures. Given that a teacher has the power to transform a student's life, it follows that they will inevitably have an impact on the high standard of education that the DepEd intended to provide for its students. Observing instructors in action and rating their performance in the classroom is one method of assuring its calibre (Auman & Asuncion, 2023). The more stress-free the teachers are, the higher their performance (Celis et. al, 2023). 
Teachers have possibilities for professional development, their level of involvement increases, and they feel more important and driven to learn new things about their employment (Darling-Hammond et. al, 2017). A teacher is a professional who develops over years of study and experience. A teacher can establish rules for the classroom only if they are more confident in themselves (Abarro, 2018). When a teacher carefully designs and implements certain tactics, students participate. Without a doubt, one of the most crucial elements of effective teaching is engagement. The qualifications, abilities, and surroundings of educators can influence their methods and the learning outcomes of their pupils (Üstüner, 2017). 
Educators' morals and views influence how they perceive the world, form judgments about it, and behave in the classroom. Teachers have diverse skills and levels of self-confidence. Students' learning outcomes are impacted by these aspects of their teachers. If teachers lack the knowledge, skills, and self-assurance necessary to support their students' learning, it will show in their performance. How educators support and execute learning styles and acquisition may impact students' academic performance. The way teachers approach teaching and how well they educate is another factor that affects how well pupils perform in the classroom. Most of the time, a teacher's style of instruction, situational and contextual elements, and the outcomes of instruction have the most effect on a student's performance (Kurgat & Gordon, 2014). Students' performance will therefore suffer if teachers lack expertise and experience. The teacher's desired outcome will not materialise. 
	To reiterate, effective performance management for teachers enhances the career progression of professional teachers as well as increases their commitment to the service of teaching, leading to the enhanced academic performance of the learners (Egbeji, 2023). The performance of the teacher will be reflected in their Individual Performance Commitment and Review (IPCR). The higher the rating of the teacher, the higher the performance of their pupils is expected. However, in a country where a multi-grade system is practised, teacher performance vis-à-vis pupil performance may be different. 
	Multi-grade education is the solution to the issue of access to education for children in the country's distant and secluded communities. A combined class of pupils is very different from the typical single-grade student class. This implies that a different approach to teaching must also be used with the multi-grade class's pupils. It is true that a teacher's job in a multi-grade classroom has multiple facets, or to put it more precisely, it is far more intricate and demanding than a teacher's role in a monograde school (Ballesteros, & Ocampo, 2016).
Multi-grade classroom teaching is extremely difficult, and it often results in pupils performing poorly. Based on the consolidated level of performance/ FIL-IRI result of Southern Conner District, it was found that there were pupils under the frustration level. Some can read but can’t comprehend. However, the IPCR rating of the teachers is very satisfactory. Thus, a research-driven to investigation the connection between pupils' academic performance and the IPCR ratings of multi-grade teachers is imperative. Would a good rating for multi-grade teachers also translate into high academic performance for the pupils?

2. methodology

2.1. Research Design
	This study used the descriptive correlational method of research. It described the relationship between teacher’s performance and pupils’ academic performance in Southern Conner District.

2.2. Locale of the Study			
The study was conducted at the Multi-Grade Schools of Southern Conner District. There are 10 multi-grade schools in the district, namely Allangigan IS, Apaya ES, Dangguinan ES, Gassud ES, Guedeged ES, Mabiga ES, Mawigue ES, Puguin ES, Sacpil Extension and Turayok ES.

2.3. Respondents of the Study		
The respondents of the study were the Elementary Multi-Grade Teachers of Southern Conner District. The population per school is as follows; Allangigan IS (3), Apaya ES (3), Dangguinan ES (2), Gassud ES (4), Guedeged ES (3), Mabiga ES (3), Mawigue ES (3), Puguin ES (2), Sacpil Extension (2) and Turayok ES (3) with a total of 28 multi-grade teachers. Total enumeration was used to select the respondents.

2.4. Research Instrument
The researcher used a survey questionnaire (Appendix A) on the profile of the multi-grade teachers of the Southern Conner District. Secondary data on IPCR rating and MPS was also used. 

2.5. Data Gathering Procedure	
The researcher asked permission from the Schools Division Superintendent (Appendix B) and the District Supervisor to conduct the study (Appendix C) and then to the School Head/Teacher-In-Charge of the multi-grade school (Appendix D). 
After this, the survey questionnaire was administered to the teachers. The IPCR rating used for the documentary analysis was taken from the school heads/TIC. The academic performance of the pupils was acquired from the ICT Coordinator that was downloaded from the Learner Information System (LIS) of the multi-grade classes. The school records that were obtained from the school were treated with utmost confidentiality. 

Ranges of IPCR rating together with their corresponding descriptive interpretation as seen from the official form are as follows:  

   4.500 - 5.000 - Outstanding (O)  
               3.500 - 4.499 - Very Satisfactory (VS)
  		     	   2.500 – 3.499 - Satisfactory (S) - 
               1.500 – 2.499 - Unsatisfactory (US) 
          		     	   Below 1.4999 - Poor (P)  

Ranges of pupils’ academic performance together with their corresponding descriptive interpretation as based from the school form are as follows:   
    
 	74 % and below - Did Not Meet Expectations 
	75%-79% - Fairly Satisfactory 
	80%-84% - Satisfactory 
	85%-89% - Very Satisfactory 
	90%-100% - Outstanding

 Data gathered in this study was quantified, described, analyzed, and interpreted using appropriate statistical tools.

2.6. Statistical Analysis	
Frequency and percentage were used to describe the profile of the multi-grade teachers.
Mean and Standard Deviation were employed to get the mean percentage score of the pupils. 
Mean and Standard Deviation, Frequency, and percentage were used to describe the IPCR rating of multi-grade teachers.
Pearson r was utilized to compare if there is a significant relationship between the IPCR rating of multi-grade teachers and pupils’ academic performance. 
Pearson r was also utilized to compare if there is a significant relationship between the IPCR rating of multi-grade teachers when grouped according to their profile. 

3. results and discussion

Table 1. Profile of the Multi-Grade Teachers
	Profile
	Frequency
(F)
	(Percentage)
%

	Highest Educational Attainment

	College Graduate
	3
	10.7

	MAED with units
	14
	50.0

	MST with units
	1
	3.6

	MAED Graduate
	6
	21.4

	MST Graduate
	2
	7.1

	Doctorate with units
	2
	7.1

	Total
	28
	100

	Plantilla Position

	Teacher 1
	8
	28.6

	Teacher 2
	3
	10.7

	Teacher 3
	15
	53.6

	Master Teacher 1
	2
	7.1

	Total
	28
	100

	Length of Teaching Service in DepEd 

	0-3 years
	3
	10.7

	4-6 years
	7
	25.0

	7-10 years
	6
	21.4

	11 years and above
	12
	42.9

	Total
	28
	100

	Level and number of seminars/trainings attended
	Frequency
(F)
	RANK

	International
	9
	5th

	National
	17
	3rd

	Regional
	16
	4th

	Division
	23
	1st

	District
	22
	2nd

	School-based
	23
	1st

	Total
	28
	100



Table 1 displayed the distribution of profiles of the multi-grade teachers based on highest educational attainment, plantilla position, length of teaching service, and level and number of seminars/trainings attended. Notably, 50% of participants are MAED with units, making it the predominant in highest educational attainment, while 21.4% are MAED graduates, 10.7% are college graduates, 7.1% are MST Graduates same with Doctorate with units and there are only 3.6% having units in MST. 
The findings are consistent with research conducted by Francisco, 2020, which found that more teachers had Masteral Units. Elamparo & Rafanan (2023), conducted an additional survey and discovered that, on average, 53 out of 113 instructor respondents, or 46.90%, held Master's Units. Furthermore, it was found that just 3. out of 113 instructors, or 2.65%, hold doctorates. The findings are consistent with statistics from the National Center for Education Statistics (2019), which show that 61% of teachers have post-baccalaureate degrees. It proves that there are educators who think highly of professional development. 
	In terms of the plantilla position, fifteen (53.6%) of the multi-grade teachers are in the Teacher III position, eight (28.6%) are in the Teacher I position, three (10.7%) are in Teacher II, while there are two (7.1%) Master Teacher I. This means that there are more Teacher III in the field. This observation is in contrast with Wegerif, 2019, study where the majority of the multi-grade teachers in the DepEd are Teacher I . Additionally, it appears from the results that there is still much space for development, and the teachers should keep up their good performance and strive for further advancement.
	With regards to the length of service, most of the multi-grade teachers have teaching experience of 11 years and above. Specifically, twelve (42.9%) have an experience of 11 years or more. In addition, seven (25%) have 4-6 years in service, six (21.4%) have 7-10 years in teaching service and three 1(0.7%) are already in service for 3 years and below. This suggests that despite the obstacles and problems they face at work, most of the teacher respondents chose to remain in the teaching profession. Presumably, they are quite willing to take on challenges in their teaching career and are very committed to it (Mizell, 2010).
	In terms of the seminars and training relevant to RPMS attended by the multi-grade teachers, the result reveals that all the teachers frequently attended School-based and Division-Level Seminars relevant to RPMS, which ranked 1st while the international seminar ranked 5th. It is also noteworthy to say that teachers also attended district seminars, which ranked 2nd, National, which ranked 3rd, and Regional which ranked 4th. This further suggests that teachers have more chances to attend school-based and Division-conducted seminars. 
However, from the seminars and training that the teachers attended, only one is relevant to multi-grade teaching capacity building. Wegerif (2019) asserts that training has a positive effect on knowledge expansion. To better support pupils' performance, professional development gives instructors regular opportunities to update their knowledge and abilities. Elamparo & Rafanan (2023) reveals that teachers share a common perspective on training and development opportunities, as their effectiveness depends on their ability to achieve their goals.

Table 2. Mean Percentage Score (MPS) Performance of The Pupils
	Multi-Grade School
	ACADEMIC PERFORMANCE-MPS (2022-2023)

	Allangigan IS
	84

	Apaya ES
	85.2

	Dangguinan ES
	85

	Gassud ES
	86

	Guedeged ES
	86

	Mabiga ES
	87

	Mawigue ES
	82

	Puguin ES
	85

	Sacpil ES-Extension
	86

	Turayuk ES
	87

	MPS
	85.32

	Interpretation
	Very Satisfactory 



Table 2 presented the mean percentage score (MPS) performance of the pupils. Two (2) multi-grade schools have a similar MPS rating which is 87%. The lowest MPS was 82% only. The overall MPS reveals that the performance of the pupils is under the descriptive rating of Very Satisfactory (85.32%). 
Based on students' performance, the quality of education is evaluated. Performance is an attempt on the part of students to apply their cognitive, emotional, and psychomotor skills—such as problem-solving, creativity, critical thinking, and research—to real-world scenarios (Mammadov & Çimen, 2019). Pupils' acquired information, abilities, and attitudes are frequently evaluated through written and spoken assignments. For this reason, educators continue to place a high premium on the caliber of pupils’ performance. 

Table 3. Mean IPCR Rating of Multi-Grade Teachers
	Multi-Grade School
	Frequency
	IPCR-RATING (Teachers) 

	Allangigan IS
	3
	4.61

	Apaya ES
	3
	4.45

	Dangguinan ES
	2
	4.70

	Gassud ES
	4
	4.61

	Guedeged ES
	3
	4.56

	Mabiga ES
	3
	4.51

	Mawigue ES
	3
	4.64

	Puguin ES
	2
	4.40

	Sacpil ES-Extention
	2
	4.62

	Turayuk ES
	3
	4.64

	
	28
	Mean IPCR Rating = 4.57

	Interpretation
	Outstanding



Table 3 showed the Mean IPCR Rating of multi-grade Teachers. There are 2 schools which fall under very satisfactory, the rest of the schools were at an outstanding level. The overall MPS of the ten schools reveals 4.57 which is under the category of Outstanding. The results are consistent with the Falaminianov & Orge, 2022, which found that most teachers performed exceptionally well on their IPCRF.	
However, results of the study of Abarro, 2018 which found that a greater number of teachers had Very Satisfactory performance in their IPCRF rating. The degree of job performance scores shows that teachers are meeting their goals in terms of performance. The impact of competence and work satisfaction on teacher performance is substantial and favorable (Arifin, 2015).

Table 4. Significant Relationship Between The IPCR Rating Of Multi-Grade   Teachers And The Academic Performance Of Pupils

  Pearson r
	Co-variables
	R-value
	Relationship Level
	P-value
	Specification

	IPCR Rating
&
Academic Performance
	0.751
	Strong Positive
	0.021
	Significant



[bookmark: _Hlk168504991]Results showed on table 4 that the probability value are less than 0.05 level of significance indicating that there is a significant relationship between the PCR rating of teachers and the Academic Performance of pupils. This suggests that the relationship between IPCR rating and academic performance is statistically significant. Therefore, we can reject the null hypothesis that there is no significant relationship between these two variables. The correlation coefficient value  have a strong positive relationship between the co-variables indicating that if the IPCR-Rating of the teacher increases, the academic performance of the students increases as well. This implies that higher IPCR ratings are associated with better student academic performance. Educational institutions can leverage the positive relationship between IIPCR ratings and student academic performance to enhance the overall quality of education and drive continuous improvement in teaching and learning outcomes.
 Similarly to the findings in this study, Marigmen et.al, 2023 showed that pupils’ academic achievement and teaching effectiveness are closely correlated. The enhancement of pupils' learning, the growth of the school, and the advancement of the country all depend on the overall effectiveness of teachers. There is growing agreement that enhancing pupils' academic achievement requires having teachers who are highly qualified, competent, and of high quality. The best indicators of pupils’ achievement are teacher preparation and certification status. Research suggests that while teacher preparation and certification may continue while they are in the classroom, instructors who engage in professional development activities help their pupils do better (Diamond et. al, 2014).
Solis, 2009 emphasized the importance of educators committing to high-quality professional development to enhance their competence and guide pupils towards academic achievement.
Table 5. Significant Relationship Between The IPCR Rating Of Multi-Grade Teachers When Grouped According To Their Profile
 Pearson r
	Co-variables
	R-value
	Relationship Level
	P-value
	Specification

	IPCR Rating 
&
Highest Educational Attainment
	0.612
	Strong Positive Relationship
	0.001
	Very Significant

	IPCR Rating 
&
Plantilla Position
	0.554
	Strong Positive Relationship
	0.022
	Significant

	IPCR Rating 
&
Length of Service
	0.027
	Weak Positive Relationship
	0.742
	Not Significant

	IPCR Rating 
&
Number of trainings/seminars attended
	0.825
	Very Strong Positive Relationship
	<.001
	Highly Significant



	Table 5 determined if the highest educational attainment, plantilla position, length of service and levels and number of seminars/trainings attended have significant relationships with IPCR-Rating. Pearson-r analysis was used to answer this research questions. Results revealed that there is positive relationship between IPCR rating and highest educational attainment (r=0.612, strong positive relationship), IPCR rating and plantilla position (r=0.554, strong positive relationship) and IPCR rating and number of trainings/seminars attended (r=0.825, very strong positive relationship). The probability values of two variables are 0.001, 0.022 and <.001 respectively indicates that the relationship is statistically significant. Teachers with higher educational attainment tend to have higher IPCR (Results-Based Performance Management System) ratings. This suggests that advanced education may contribute to better performance as evaluated by IPCR. Higher IPCR ratings are associated with higher plantilla positions indicating teachers with higher performance ratings are more likely to occupy higher ranks within the educational institution, which may reflect career progression linked to performance. The length of service and IPCR-Rating have probability value of 0.742 indicating that the relationship is not statistically significant. Having more years of service does not necessarily correlate with better performance as measured by IPCR rating. the mere attendance of professional development events may not directly translate to improved performance as evaluated by IPCR rating. By leveraging these insights, educational institutions can develop targeted strategies to enhance teacher performance, support professional development, and ensure that high-performing teachers are appropriately recognized and advanced within their careers. 
	Abaro 2018 research shows that civil status, educational attainment, and local seminar attendance significantly influence teachers' performance, while other factors like sex, age, and religion do not. Mizell, 2010 study found no significant correlation between teacher profile and performance commitment rating, but a substantial correlation was found between age and performance commitment rating.
	Similarly, Ahmed et. al, 2016 discovered that teachers' performance is significantly impacted by their professional growth and training.


4. Conclusion

Based on the findings derived from this study, it can be concluded that there is a significant relationship between the performance rating of the multi-grade teachers and pupils' academic performance. There is also a significant relationship between the IPCR rating of multi-grade teachers when grouped according to their profile (Highest educational attainment, Plantilla position, and attendance in trainings/seminars).
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