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ABSTRACT 

 

Teacher quality is the primary factor influencing student achievement, 

emphasizing the essential role of effective performance management 

in improving teaching quality. Given the critical duty of principals in 

fostering teacher performance, this study examines their competencies 

within private secondary schools in Nueva Ecija. Objectives. This re-

search aims to determine the level of principals’ competence in perfor-

mance management, focusing on the areas of planning, monitoring, and 

reviewing performance among teachers. Additionally, it seeks to iden-

tify differences in perceptions among principals, department heads, 

and teachers regarding these competencies. Methodology: A descrip-

tive research design was employed, utilizing surveys distributed 

among thirty-six (36) principals, thirty-three (33) department heads, 

and two hundred one (201) teachers across selected private secondary 

schools in the Division of Nueva Ecija. Data collection was primarily 

achieved through structured questionnaires and unstructured inter-

views to validate responses. Results: Results indicated a high level of 

competency among principals in managing teacher performance 

across all three areas assessed. Notably, statistical analysis revealed a 

significant difference in perceptions regarding the monitoring of 

teacher performance, suggesting that while principals are generally 

perceived as highly competent, there are areas that require further at-

tention and improvement. Recommendations: Principals who do not 

hold advanced degrees pursue further education to enhance their qual-

ifications. Ongoing professional development opportunities, such as 

training and seminars focused on performance management, should be 

provided. Further research should be conducted to explore the impli-

cations of performance management on teacher effectiveness and stu-

dent outcomes. 
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Background 
Teachers play a strategic role in education 

and serve as the foundation for improving the 
quality of services and educational outcomes. 
Good educational outcomes are a residue of 
having highly qualified and experienced teach-
ers, and the quality of a good teacher is meas-
ured through their performance. Educators 
who demonstrate high performance are recog-
nized as professionals characterized by their 
strong pedagogical knowledge and competen-
cies (Danielson, 2020; Hattie, 2020). Studies 
have shown that effective teacher performance 
positively correlates with student academic 
achievement, suggesting the importance of 
nurturing high standards of teaching efficacy 
within schools (Robinson & Everett, 2017). 

Furthermore, effective performance is crit-
ical for ensuring that educational organizations 
fulfill their vision, mission, and objectives. Re-
search indicates that performance must be 
measured to distinguish between good and 
poor outcomes; this necessity underscores the 
role of performance management in fostering 
continuous improvement (Wang et al., 2020). 
By systematically assessing performance,  
educators and administrators can identify  
areas for development and create strategies to 
enhance educational quality. 

The concept of performance management 
has evolved into a strategic, integrated process 
that encompasses goal-setting, performance 
appraisal, and professional development, all 
designed to align individual objectives with 
broader institutional goals (Aguinis, 2019; 
Dessler et al., 2021). This framework  
transcends simplistic evaluation and empha-
sizes the collaborative nature of performance 
management, focusing on how educators work, 
how they are supported, and how their efforts  
contribute effectively to the institution’s  
overall mission. 

Effective performance management serves 
multiple purposes. Primarily, it communicates 
the strategic goals of the organization and  
outlines specific expectations regarding behav-
ior and results needed to achieve these goals. 
This clarity assists educators in understanding 
the criteria for effective performance (Cameron 
& Green, 2019). Additionally, a robust perfo-
mance management system fosters  

relationship-building between staff and admin-
istration. Involving teachers in performance 
planning and review processes promotes open 
dialogue, enhancing trust and collaboration 
within the educational environment (Meyer & 
Schmidt, 2021). 

The significance of effective performance 
management in educational settings cannot be 
overstated, particularly regarding the role of 
principals in private secondary schools. De-
spite acknowledging that teacher quality is piv-
otal for student achievement, research reveals 
a noticeable gap in understanding the specific 
competencies that school leaders must possess 
for effective performance management (Dar-
ling-Hammond et al., 2017; Leithwood & Jantzi, 
2018). Specifically, there is insufficient empiri-
cal investigation into the aspects of planning, 
monitoring, and reviewing teacher perfor-
mance from the perspective of principals in the 
Philippine context, particularly within the Divi-
sion of Nueva Ecija. 

While various studies have highlighted the 
importance of school leadership and its direct 
influence on instructional quality (Wang et al., 
2020), the lack of comprehensive insights into 
how principals in private schools manage 
teacher performance presents a crucial area for 
exploration. Existing literature primarily fo-
cuses on public schools, leaving a gap in under-
standing the unique challenges and competen-
cies required of administrators in private edu-
cational institutions (Fullan, 2021; Robinson et 
al., 2021). 

The aforementioned discussions and re-
search gap motivated the researcher to exam-
ine the competencies of principals in managing 
performance among secondary teachers within 
private institutions in Nueva Ecija. This study 
aims to analyse how these principals engage in 
performance management through planning, 
monitoring, and reviewing, this research builds 
upon existing frameworks of educational lead-
ership by providing empirical data specific to 
the private school sector in the Philippines. The 
findings are expected to contribute to the 
broader field of educational management by 
highlighting actionable competencies that can 
enhance teacher effectiveness and subse-
quently improve student outcomes.  
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Conceptual Framework 
The overall objective of performance man-

agement is to develop and improve the perfor-
mance of individuals and teams and, therefore, 
organizations.  In the context of this study, 
teacher performance management is consid-
ered as a management process designed to link 
organizational goals with individual teacher in-
terests to ensure that between teacher and in-
dividual goals are the same. In this instance, 
performance management is oriented on how 
principals manage the work of the teacher to 
achieve the targets and results expected by the 
educational institution.  

Here, performance management is charac-
terized by a collaborative approach where the 
principal and the teacher take joint responsibil-
ity for the effective implementation of the plan-
ning, monitoring, and reviewing process. 

Figure 1 presents the conceptual frame-
work for assessing the level of principals’ com-
petence in performance management of teach-
ers. This also illustrates the principals’ under-
takings on the three phases of performance 
management namely: planning, monitoring 
and reviewing the performance of teachers.  

Planning is the first phase of the perfor-
mance management process that involves a 
joint discussion between the principal and 
teachers, with their respective department 
heads, whereby roles, objectives and perfor-
mance standards are agreed on. Here, the prin-
cipal sets performance expectations and goals 
for teachers to channel their efforts toward 
achieving the school’s vision, mission, goals 
and objectives. 

Further, planning involves the discussion of 
key performance objectives, developing and 
agreeing on performance targets and setting 
key performance indicators as measures of 
performance. After which, a performance 
agreement is drawn and signed by the principal 
and the teachers. Performance agreement  

defines clearly the performance expectations in 
terms of results, skill, knowledge and expertise 
required to attain the results. It also details 
how principals will provide the support and 
guidance the teachers need. The principals’ ac-
tivities include setting the objectives for perfor-
mance, motivating teachers, providing discus-
sions on important topics, and planning for 
classroom observation.  

Monitoring is the second phase in the per-
formance management process that encom-
passes the principals scrutinizing and examin-
ing teachers’ completed work or in progress, 
measuring the results, and evaluating the pro-
cess. In this phase, principals’ tasks involve set-
ting schedule of pre-classroom observations, 
holding formal classroom observations and col-
lecting other data on teachers’ performance. 
The areas of teaching observation include pro-
fessional knowledge of teachers, instructional 
planning, instructional delivery, and assess-
ment of learning, classroom management and 
learners’ academic progress. 

In the school context, monitoring process 
involves a variety of methods so that appropri-
ate evidence on teachers’ performance may be 
gathered to ensure fair, accurate and objective 
evaluations/judgements are made by the   prin-
cipals.  

Reviewing is the final phase in the perfor-
mance management process where the princi-
pals formally review, and evaluate the teachers’ 
strengths and achievements, discuss areas of 
improvement and how these will be met, and 
identify the professional development needs of 
teachers. In this stage, the teachers’ perfor-
mance are guided and developed with the prin-
cipals encouraging and directing their efforts 
through their tireless support, constructive 
feedback, and appreciation. Based on the  
findings of the study, a performance manage-
ment training for principals would be pro-
posed.
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Figure 1. Conceptual Paradigm 
 

Research Questions 
This study attempted to determine and de-

scribe the level of principals’ competence in 
managing the performance of teachers in the 
private secondary schools in the Division of 
Nueva Ecija during the school year 2015-2016.  

Specifically, the study sought answers to 
the following questions: 
1. How may the level of principals’ compe-

tence in managing performance of teach-
ers be described by the teachers, depart-
ment heads and principals themselves in 
terms of: 
1.1 planning; 
1.2 monitoring; and 
1.3 reviewing? 

2. Is there a significant difference in the per-
ception of teachers, department heads, 
and principals on the principals’ compe-
tence in performance management of 
teachers? 

3. What performance management trainings 
for principals may be proposed based on 
the findings of the study? 

 

Null Hypothesis 
1. There is no significant difference in the 

perception of the teachers, school heads 
and principals on the level of principals’ 
competence in performance management 
of teachers. 

 
Methods 

The study made use of the descriptive 
method to describe a population that has been 
chosen because of some specific characteris-
tics, attitudes and behaviour. This method aims 
to provide a picture of a situation as it naturally 
happens. It may be used to develop theories, 
justify current clinical practices or identify 
problem with them, aid in making professional 
judgment, or determine what other practition-
ers in similar situations are doing (Creswell 
and Creswell, 2018).  

The participating schools in this study were 
randomly selected from among the fifty-three 
(53) private secondary schools in the Division 
of Nueva Ecija. The said schools are currently 
members of the Nueva Ecija Private Secondary 
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School Administrators Association (NEPRIS-
SAA). 

The respondents were composed of the 
principals, department heads and teachers of 
the private secondary schools in the Division of 
Nueva Ecija.  Specifically, the respondents were 
private secondary school principals, depart-
ment heads, and teachers with three or more 
years of experience as principals, school heads, 
and teachers correspondingly. They were cho-
sen to capture a broader base of classroom ex-
periences and perspectives, as teachers are piv-
otal in assessing management effectiveness. 
Moreover, each group plays a critical role in the 
educational ecosystem, thus their opinions will 
contribute to a well-rounded understanding of 
the competence levels in management. 

 
The main instrument used in this study was 

the questionnaire which was compiled from 
various readings and researches, and con-
structed by the researcher herself. Two sets of 
questionnaires were prepared for the three 
groups of respondents namely:  principals, de-
partment heads and teachers. To ensure the 
survey instrument accurately reflects the do-

mains of principals’ competence in perfor-
mance management, content validity testing in-
volved expert reviews. Upon the suggestion 
and recommendation of the experts, the re-
searcher revised and improved the question-
naire. After which, a dry run was administered 
to the department heads and teachers of Gen-
eral de Jesus College in San Isidro, Nueva Ecija. 
The corrections, suggestions and comments 
provided by the department heads and teach-
ers including the researcher’s adviser and stat-
istician were thoroughly integrated in the final 
draft of the questionnaire. 

The unstructured interviews were also em-
ployed in this study to validate and substanti-
ate the data gathered from the respondents. 
Representative samples were asked by the re-
searcher as soon as the accomplished question-
naires were retrieved. 
 
Result and Discussion 
1. Level of Principals’ Competence in Man-

aging Performance of Teachers. 
This section presents the level of principals’ 

competence in managing the teachers’ perfor-
mance in terms of: 

 
1.1 Planning   
Table 1. The summary of the responses on the level of principals’ competence in planning for the 

performance of teachers 

 
  
 
 
 
 

 
 
 
 

 
 

ITEMS  
    

Principals 
Department 

Heads 
Teachers Total Average 

Interpretation 
WM VD WM VD WM VD WM VD 

1.Motivating Teachers 3.47 Always 3.45 Always 3.36 Always 3.43 Always 
Highly 

Competent 

2.Discussing Important 
Topics  

3.58 Always 3.55 Always 3.47 Always 3.53 Always 
Highly 

Competent 

3.Setting of   Objectives 3.55 Always 3.39 Always 3.40 Always 3.45 Always 
Highly 

Competent 

4.Classroom Observa-
tions 

3.44 Always 3.48 Always 3.34 Always 3.42 Always 
Highly 

Competent 

AVERAGE WEIGHTED 
MEAN 

3.51 Always 3.47 Always 3.39 Always 3.46 Always 
Highly 

Competent 

Legend:   
4 3.25 - 4.00 Always Highly competent 
3 2.50 - 3.24 Often Very competent 
2 1.76 - 2.49 Sometimes Satisfactorily competent 
1 1.00-1.75 Never Incompetent 
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The findings indicate that principals are 
perceived as highly competent in planning for 
teacher performance management, with aver-
age weighted means of 3.51 for principals, 3.47 
for department heads, and 3.39 for teachers, all 
described as "always" competent. During the 
planning stage, these principals actively engage 
in discussions about vital topics and collabora-
tively set clear objectives for teachers, which is 
crucial for effective performance management. 

Planning is a key part in performance man-
agement of teachers as it provides principals to 
determine the support needed by teachers to 
meet expectations, including goals and out-
comes of both the teacher and the school and 
the education system at large. Research empha-
sizes the effectiveness of collaborative goal-set-
ting processes between school leaders and 
teachers. Glickman, Gordon, and Ross-Gordon 
(2018) highlight that when principals involve 
teachers in discussions about objectives, it fos-
ters a sense of ownership and accountability 
among educators, ultimately leading to im-
proved instructional practices and student out-
comes. 

Additionally, setting clear objectives is a 
fundamental aspect of performance  

management that ensures teachers understand 
what is expected of them. Research by Hattie 
(2018) shows that having well-defined goals 
significantly influences both teacher perfor-
mance and student learning, as it aligns teach-
ing practices with desired learning outcomes. 
This is supported by Leithwood et al. (2020), 
stating that when principals set specific objec-
tives during planning meetings, it helps guide 
the professional development of teachers. This 
focus allows for targeted training opportunities 
that cater to the unique needs of educators, 
thereby enhancing their skills and increasing 
student performance. 
1.2 Monitoring 

This area presents the level of principals’ 
competence in monitoring performance of 
teachers in terms of setting schedule for  
pre- classroom observation, holding of formal 
classroom observations basing on the  
following criteria (professional knowledge of 
teachers, instructional planning of teachers, 
teachers’ instructional delivery, assessment of 
learning, teachers’ classroom management 
skills, and monitoring learners’ academic  
progress) and collecting other data on teachers’ 
performance.

 
Table 2. Summary Table on the Level of Principals’ Competence in Monitoring Teachers’ Perfor-

mance 

 
ITEMS 

 

Principals 
Department 

Heads 
Teachers Total Average 

Interpretation 
WM VD WM VD WM VD WM VD 

1. Setting Schedule 
Pre- classroom 
observation con-
ference 

3.48 Always 3.38 Always 3.42 Always 3.43 Always Highly Competent 

2. Holding Formal 
classroom obser-
vations 

3.57 Always 3.52 Always 3.49 Always 3.53 Always Highly Competent 

3. Professional 
Knowledge 

3.57 Always 3.52 Always 3.49 Always 3.53 Always Highly Competent 

4. Instructional 
Planning 

3.48 Always 3.32 Always 3.47 Always 3.43 Always Highly Competent 

5. Instructional De-
livery 

3.44 Always 3.36 Always 3.43 Always 3.41 Always Highly Competent 

6. Assessment of 
Students’ Learn-
ing 

3.44 Always 3.35 Always 3.41 Always 3.40 Always Highly Competent 
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The table shows that the average weighted 
means gathered from the data are 3.49 for the 
principals, 3.40 for the department heads and 
3.45 for the teachers. The total average is 3.44. 
This tells that the principals are viewed by all 
the respondents “always” highly competent in 
performance monitoring.   

The findings regarding principals' compe-
tence in performance management highlight 
that both principals and teachers rated class-
room management skills highly competent, 
with an average mean of 3.62 by principals and 
3.52 by teachers. This reflects a consensus on 
the importance of effective monitoring and 
management strategies within the educational 
environment. 

Research by Pianta, Downer, and Hamre 
(2016) confirms that principals who are ac-
tively engaged in monitoring classroom man-
agement foster a culture of positive student 
engagement. Their work emphasizes that ef-
fective classroom management, overseen by 
competent school leaders, correlates signifi-
cantly with student academic achievement and 
emotional well-being.  

Moreover, the feedback from monitoring 
plays a crucial for professional growth. A study 
by Wang, et al. (2021) underscores that con-
structive feedback provided by principals dur-
ing classroom observations significantly helps 
teachers refine their classroom management 
techniques. The ongoing dialogue between 
principals and teachers regarding perfor-
mance management leads to enhanced teach-
ing efficacy. 

The finding implies that principals 
acknowledge that monitoring serves im-
portant purposes. This may be attributed to 
the fact that in the absence of effective moni-
toring, it would be difficult for principals to 
know whether the intended results are being 
achieved as planned, what corrective action 
may be needed to ensure delivery of the in-
tended results, and whether initiatives are 
making positive contributions towards devel-
opment. 

The finding is also a reflection of the prin-
cipals effectively leading the development, 
alignment, and execution of the plans for mon-
itoring the performance of teachers to ensure 
effective delivery of the curriculum. 

 

 

 

 

 
ITEMS 

 

Principals 
Department 

Heads 
Teachers Total Average 

Interpretation 
WM VD WM VD WM VD WM VD 

7. Classroom Man-
agement Skills 

3.62 Always 3.45 Always 3.52 Always 3.53 Always Highly Competent 

8. Student Aca-
demic Progress 

3.53 Always 3.38 Always 3.45 Always 3.45 Always Highly Competent 

9. Collecting other 
data on teachers’ 
performance 

3.31 Always 3.34 Always 3.38 Always 3.34 Always Highly Competent 

AVERAGE 
WEIGHTED 

MEAN 
3.49 Always 3.40 Always 3.45 Always 

3.45 
Always 

Highly 

Competent 

Legend:   
4 3.25 - 4.00 Always Highly competent 
3 2.50 - 3.24 Often Very competent 
2 1.76 - 2.49 Sometimes Satisfactorily competent 
1 1.00-1.75 Never Incompetent 
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1.3 Reviewing 

Table 3. Level of Principals’ Competence in Reviewing Teachers’ Performance 

 
ITEMS 

 

Principals 
Department 

Heads 
Teachers Total Average 

 
Interpretation 

 WM VD WM VD WM VD WM VD 

1. providing timely informal and 
formal (oral and written) 
feedback on the teachers’ 
strengths and weaknesses. 

3.61 Always 3.45 Always 3.36 Always 3.47 Always Highly Competent 

2.  showing appreciation and 
recognition to teachers on 
areas well performed. 

3.64 Always 3.61 Always 3.42 Always 3.56 Always Highly Competent 

3.  assisting teachers in under-
standing their potentials and 
teaching styles. 

3.69 Always 3.52 Always 3.47 Always 3.56 Always Highly Competent 

4.  identifying professional de-
velopment needs of teachers 
and helping them work out a 
professional and personal 
development plan. 

3.49 Always 3.55 Always 3.44 Always 3.49 Always Highly Competent 

5.  assisting under-performing 
teachers in understanding 
their responsibilities, defi-
ciencies and the unfavoura-
ble outcomes of their teach-
ings. 

3.64 Always 3.61 Always 3.49 Always 3.58 Always Highly Competent 

6.  showing understanding of the 
teachers’ feelings, problems 
and expectations. 

3.44 Always 3.42 Always 3.49 Always 3.45 Always Highly Competent 

7.  assessing teachers’ areas for 
improvement and working 
out a proposal for improve-
ment. 

3.56 Always 3.45 Always 3.50 Always 3.50 Always Highly Competent 

8.  identifying issues/problems 
which impacted adversely or 
positively on their perfor-
mance. 

3.42 Always 3.48 Always 3.49 Always 3.46 Always Highly Competent 

9.  encouraging teachers to par-
ticipate in in-service train-
ings, seminars/ workshops 
on latest trends and innova-
tions in teaching. 

3.47 Always 3.27 Always 3.48 Always 3.41 Always Highly Competent 

10. motivating them to join pro-
fessional organizations in 
line with their field/speciali-
zation. 

3.08 Always 3.27 Always 3.29 Always 3.21 Always Very Competent 

11. conducting educational re-
searches in the school to an-
alyze problems in teaching- 
learning process. 

2.94 Always 3.18 Always 3.22 Always 3.11 Always Very Competent 

12. coaching, mentoring and 
counselling. 

3.44 Always 3.18 Always 3.33 Always 3.32 Always Highly Competent 

13. encouraging teachers to pur-
sue graduate studies. 

3.14 Always 3.27 Always 3.28 Always 3.23 Always Very Competent 

14. giving teachers opportunity 
to visit and learn from neigh-
bouring schools or educa-
tional organizations 

2.89 Always 2.85 Always 3.13 Always 2.96 Always Very Competent 

15. utilizing performance data 
to: 
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Table 3 reveals the level of principals’ com-
petence in reviewing the performance of 
teachers. 

It may be of interest to note than in the pro-
cess of reviewing performance of teachers, it is 
necessary that principals provide teachers 
with opportunities to know how they are per-
forming.  

From the data, it can be observed that the 
item “assisting teachers in understanding their 
potentials and teaching styles” yielded the 
highest weighted mean of 3.69 from the prin-
cipals. Both the items “assisting teachers in un-
derstanding their potentials and teaching 
styles” and “showing appreciation and recog-
nition to teachers on areas well performed” 
produced the highest weighted mean of 3.61 
from the department heads. While the item 
“assessing teachers’ areas for improvement 
and working out a proposal for improvement” 
got the highest weighted mean of 3.50 from the 
teachers. All the items received verbal descrip-
tion “always”, interpreted as highly competent. 

On the other hand, the lowest weighted 
mean score is on the item “giving teachers op-
portunity to visit and learn from neighboring 
schools or educational organizations”. In par-
ticular the item gathered 2.89 from the princi-
pals, 2. 85 from the department heads, and 
3.33 from the teachers, with verbal description 
“often”, interpreted as highly competent.  

As reflected on the findings, both the prin-
cipals and the department heads assessed the 
principals as highly competent in helping 
teachers understand their potentials and 
teaching styles. This is an indication that they 
both internalize the need of teachers for coach-
ing, mentoring and guidance from the  

principals so they can optimize their potentials 
and teaching styles.  

Accordingly, Barret et al., (2007) noted 
that teaching style is an essential set of 
teacher’s strategies, methods and attitudes 
with a significant impact on student’s learning 
process and results.  

 Likewise, McGowan (2007) conducted a 
post-secondary study that examined the rela-
tionship between teaching styles and student 
achievement. The study concluded that there 
was a positive correlation between the teach-
ers’ teaching styles and their students’ 
achievement.       

 Further, the department heads affirmed 
that the principals were also highly competent 
in showing appreciation and recognition on ar-
eas well performed. It is a known fact that a 
principal who provides consistent support, un-
derstanding and encouragement creates a se-
cure bond of trust with teachers, which gives 
them the confidence to actualize their full po-
tentials.            

Whitaker (2009) asserted that principals 
must ensure that the needs of all the teachers, 
whether physiological, safety, social, esteem or 
self-actualization, are well taken care of if the 
teachers are to perform their roles success-
fully.  

Similarly, teachers rated the principals as 
highly competent on assessing teachers’ areas 
for improvement and working out a proposal 
for improvement.  

As noted earlier, one of the objectives of 
observation is identifying teachers’ strength 
and recognizing areas that need improvement. 
Evidently, teachers display positive reception 

15.1 make recommendation 
for faculty development 
/ training needs 

3.25 Always 3.30 Always 3.27 Always 3.27 Always Highly Competent 

15.2 make decision on 
teachers’ promotion 

3.08 Always 3.24 Always 3.21 Always 3.18 Always Very Competent 

15.3 make recommendation 
on teachers’ deployment 
and separation/ reten-
tion 

2.97 Always 3.15 Always 3.19 Always 3.10 Always Very Competent 

15.4 make decision on 
teachers’ merit and sal-
ary increase 

3.08 Always 3.15 Always 3.12 Always 3.12 Always Very Competent 

AVERAGE WEIGHTED MEAN 3.32 Always 3.33 Always 3.34 Always 3.33 Always Highly Competent 
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towards performance management and feed-
back which they receive from their principals. 
This is a good indicator that teachers are will-
ing to move forward in their profession. How-
ever, it seems that it is not enough for them to 
know their strengths and weaknesses. These 
findings also reveal that they still need support 
and guidance of the principals so they can bet-
ter improve their teaching skills.  

Meanwhile, all of the respondents per-
ceived the principals as very competent in giv-
ing teachers opportunities to visit and learn 
from neighbouring schools or educational or-
ganizations. This is to provide teachers an av-
enue for bench-marking on the best teaching 
practices of fellow teachers from other 
schools.   

To sum up, the average weighted means 
obtained from the data are 3.32 from the prin-
cipals, 3.33 from the department heads, and 
3.34 from the teachers. The total average is 

3.33. This tells that principals are seen highly 
competent by the respondents in reviewing 
performance of teachers.   

These findings are evidence of the princi-
pals’ effectiveness in providing performance 
review with teachers as both of them can as-
sess the extent to which teachers have met the 
set goals and objectives. Moreover, the review 
of teachers’ performance can help them deter-
mine the success of their overall performance 
identify the need for additional support, train-
ing or development and ways of meeting such 
needs.    

As highlighted by Dinham (2013), all 
teachers are required to undergo performance 
reviews so principals could provide them with  
constructive feedback on their classroom per-
formance. According Donaldson (2012), con-
structive feedback develops teachers’ perfor-
mance, increases job satisfaction and im-
proves teaching practice. 

 
Summary Table on the Level of Principals’ Competence in Performance Management of 
Teachers  
 Table 4. Summary Table on the Level of Principals’ Competence in Performance Management of 

Teachers 

 

 

 

 
 

Table 4 displays the summary of the level of 
principals’ competence in the performance 
management of teachers. It can be gleaned 
from the table that the obtained grand 
weighted means are 3.44 for the principals, 
3.40 for the department heads and 3.39 for the 
teachers respectively. The total average is 3.41. 

The findings clearly indicate that the principals 
are perceived by all of the respondents as “al-
ways” highly competent in performance man-
agement of teachers.  

Interestingly, the respondents display com-
mon perceptions on the principals’ competence 
in managing the performance of teachers. This 

 
 

AREAS 

Principals 
Department 

Heads 
Teachers 

Total 

Average 
Interpreta-

tion W
M 

VD WM VD WM VD WM 

 

VD 

 
1. Planning 3.51 Always 3.47 Always 3.39 Always 3.46 Always Highly Competent 

2. Monitoring 3.49 Always 3.40 Always 3.45 Always 3.45 Always Highly Competent 

3. Reviewing 3.32 Always 3.33 Always 3.34 Always 3.33 Always Highly Competent 
GRAND 

WEIGHTED 
MEAN 

3.44 Always 3.40 Always 3.39 Always 3.41 Always 
Highly 

Competent 

Legend:   
4 3.25 - 4.00 Always Highly competent 
3 2.50 - 3.24 Often Very competent 
2 1.76 - 2.49 Sometimes Satisfactorily competent 
1 1.00-1.75 Never Incompetent 
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finding further shows that all the constructive 
feedback on their classroom performance. Ac-
cording Donaldson (2012), constructive feed-
back develops teachers’ performance, in-
creases job satisfaction and improves teaching 
practice. 

In the study conducted by Harris (2014), he 
cited the   important role of teacher perfor-
mance management in the organizational 
structure of schools as it provides mechanisms 
which aims at building a working knowledge of 
the effectiveness of teaching and learning prac-
tices.      

Similarly, Evans (2011), Liew (2012) and 
Van de Grift (2013) highlighted that perfor-
mance management should be a mainstay in 

educational institutions because it is a means 
by which principals can determine teaching 
quality and learning outcome. 
 
Difference in the Perception of the Teachers, 
Department Heads, and Principals on the 
Principals’ Competence on Performance 
Management of Teachers 

This section contains the discussion on the 
difference in the perception of the teachers, de-
partment heads and the principals on the prin-
cipals’ competence in teacher performance 
management. Table 5 displays the summary re-
sults of three groups of respondents as regards 
principals’ performance management of teach-
ers.

 
Table 5. Summary Results of Analyses of Variance between and among the Three Groups of  

Respondents regarding the Principals’ Performance Management of Teachers 

 
The summary of the analyses of variance 

done to test the significant difference between 
and among the perceptions of the three groups 
of respondents is shown in Table 25. It can be 
gleaned from the table that among the areas of 
performance management, it is only in moni-
toring where the computed F value (3.68) is 
higher than the critical value (3.47) resulting to 
a probability value of 0.04. This is lower than 
the α = .05, thus the evidence is not enough to 
entirely reject the hypothesis of no difference. 
There is significant difference between and 
among the perceptions of the respondents only 
in the area of monitoring.  

The data further disclose that all the re-
spondents: principals, department heads and 
teachers exhibit common perception on the 
level of principals’ competence in managing 
performance of teachers in terms of planning.  

In school setting, planning is a two- way 
process between and among the principals, de-
partment heads and teachers.     According to 
Oosterlynck (2011) and Atamturk (2011), 
planning is important as it gives teachers sense 

of purpose and direction (performance goals), 
outlines the kinds of tasks they will perform, 
and explains how their activities are related to 
the overall goals of the school.  

In the planning stage, the principals, to-
gether with   department heads, ask teachers to 
reflect on their teaching practice, and set meas-
urable goals related to their performance and 
development. As Timperley (2011) claimed, 
planning and setting of goals is central to the 
development of a self- regulated learning ca-
pacity and assists teachers to identify what 
they need to do to improve their practice.  

On the contrary, the data reveal that there 
is a significant difference on the perceptions of 
the respondents as regards monitoring teach-
ers’ performance.  

 Monitoring, first and foremost, is the key 
responsibilities of the principals. It is, there-
fore, expected that principals give themselves 
the highest rating of 3.49 in monitoring teach-
ers’ performance. This is followed by 3.40 for 
the department heads and 3.45 for the teach-
ers. 

Areas Computed 

F Value 

Critical Value 

@α= .05 

Probability 

Value 

Decision 

Planning 1.67 2.90 0.20 Do not reject Ho 

Monitoring 3.68 3.47 0.04 Reject Ho 

Reviewing .04 3.18 0.96 Do not reject Ho 
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 For performance monitoring to be effec-
tive, it is imperative that principals coordinate 
teachers’ work or activities on a day- to- day ba-
sis. It is anticipated that they continuously pro-
vide teachers with coaching, counselling, men-
toring and meeting to determine any progress 
or problems which they may encounter 
(Steckel, 2009).     

The differences on the respondents’ per-
ceptions may be explained by the reason that 
principals’ work is hectic and taxing. They at-
tend numerous meetings, seminars and train-
ings, take a walk at the school building daily, 
not to mention unscheduled   coming of parents 
or visitors, and in some instances, unexpected 
problems occurrence requiring immediate ac-
tion.  

It is understandable that these inevitable 
circumstances may sometimes create conflicts 
in principals’ schedules. There may be times 
perhaps when the principals overlook to moni-
tor teachers’ performance. For these reasons, 
department heads and teachers may feel unat-
tended to; particularly when they need the 
principals’ help and support the most.  

During such times, it is significant to main-
tain an open line of communication between 
and among the principals, teachers and depart-
ment heads to keep an update on any require-
ment and supportive action needed by the 
teachers. Given the situation, there is a felt need 
for principals to ensure that there is an active 
and collaborative effort to support teachers’ 
needs and address whatever problems they 
may encounter in the performance of their 
tasks.  

As the findings likewise revealed, all the re-
spondents again display common perception 
on the level of principals’ competence in re-
viewing performance of teachers. This is strong 
evidence that principals are effective and effi-
cient in building teachers’ capacity to accu-
rately self- assess their performance during 
their review meetings. This is the time when 
principals encourage ongoing active engage-
ment of teachers in seeking their input, provid-
ing critical feedback and reflecting the impact 
of their performance in the achievement of the 
school’s vision and goals. 
 

Performance Management Training to Sus-
tain Principals’ Competence 

The overall findings of the study on “Princi-
pals’ Competence in Performance Management 
of Teachers in the Private Secondary Schools in 
the Division of Nueva Ecija” disclosed that prin-
cipals are highly competent in the performance 
of their functions as school leaders who suc-
cessfully and effectively managed performance 
of teachers operating in their schools. 

However, the researcher believes that 
school leaders should not rely on their present 
achievements, but continue to aim higher in 
their quest for excellence so that the education 
system in the Philippines may be at par with 
the rest of the world.    

According to Gladwell (2008), it takes pro-
fessionals roughly 10,000 hours of trainings 
before they feel expert at their job. Today, as 
the requirements for school leaders constantly 
evolve, even highly competent principals need 
a continuum of regular training in search of ef-
fective way to continually improve the perfor-
mance of teachers.  

Similarly, Ikubun (2011) asserted that prin-
cipals with specialized trainings are empow-
ered and motivated for better performance 
management.    

 The researcher has come up with perfor-
mance management training for principals. Pri-
marily, the training aims to sustain principals’ 
competence in the three areas of performance 
management: planning, monitoring and re-
viewing in order to encourage collaboration be-
tween and among the principals, department 
heads and teachers to promote self- growth, ef-
fective leadership and management and im-
provement of the overall performance. The ob-
jectives, activities, expected outcomes and per-
formance indicators are likewise included.  It is 
expected that schools will provide financial 
support to principals’ training which is sched-
uled during the summer In- Service Training 
for teachers. 

 
General Objectives of the Training  

At the end of the training, principals will be 
able to: 
1. Draw up and provide support to the 

successful implementation of the termly 
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and annual school performance manage-
ment plans; 

2. Translate the school annual plans into per-
formance goals that are aligned with 
school vision, mission and goals; 

3. conduct comprehensive performance 
planning, monitoring and reviewing with 
their teachers; 

4. make recommendations that are in line 
with teachers’ expectations, school vision, 
mission, goals, requirements and best 
practice; and 

5. implement, monitor and review perfor-
mance recommendations made to teach-
ers. 

 
Conclusions 

The study investigates principals’ compe-
tence in managing teacher performance in pri-
vate secondary schools in Nueva Ecija, focusing 
on three key areas: planning, monitoring, and 
reviewing. The findings reveal that principals 
are highly competent in planning performance 
management. They adeptly engage in discus-
sions, set objectives, and motivate teachers, en-
suring clarity in expectations. There was a no-
table difference in perceptions among princi-
pals, department heads, and teachers specifi-
cally regarding the monitoring of teacher per-
formance. This suggests a need for principals to 
enhance their monitoring practices and com-
munication with teachers. Likewise, principals 
demonstrated strong capabilities in reviewing 
teacher performance, providing constructive 
feedback and identifying professional develop-
ment needs. The study indicates that these 
practices contribute positively to teacher 
growth and effectiveness. 
 
Recommendations 

To improve principals' competence in per-
formance management, it is recommended to 
establish continuous training programs focus-
ing on leadership skills and instructional strat-
egies tailored for principals, along with creat-
ing mentorship initiatives that pair experi-
enced principals with newcomers for 
knowledge sharing. There should be policy ini-
tiatives that allocate resources for developing 
monitoring tools to assist principals in as-
sessing and supporting teachers effectively. 

Additionally, forming collaborative networks 
among schools to share best practices, imple-
menting feedback mechanisms for teachers to 
comment on the support they receive, and con-
ducting longitudinal studies to track the devel-
opment of principals’ competencies over time 
would be beneficial. Future research could also 
explore how different leadership styles impact 
teacher performance and satisfaction, analyze 
the direct effects of performance management 
practices on teacher outcomes, and conduct 
comparative studies across regions to identify 
benchmarks and insights for enhancing educa-
tional leadership practices. 
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