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Abstract

This study determined the level of commitment,
competence, and satisfaction of Special Education (SPED)
teachers in selected public schools in the National Capital
Region as a basis for a proposed training program. It
specifically examined the teachers’ profile in terms of sex,
teaching experience, educational attainment, and area of
concentration; assessed their levels of teaching competence,
commitment, and satisfaction; determined whether
significant differences existed between male and female
respondents; and evaluated the acceptability of the proposed
intervention.

The study employed a descriptive research design and
involved 105 Special Education teachers in the National
Capital Region during the school year 2020-2021. Data
were gathered using an adapted questionnaire covering the
respondents’ profile and their perceived levels of
commitment, competence, and satisfaction in teaching
learners with special needs. Frequency, percentage,
weighted mean, ranking, and t-test were used to analyze and
interpret the data.

The findings showed that the respondents were
predominantly female, comprising 80% of the sample.
Overall teaching competence was rated as very competent,
with a composite mean of 4.79, while social competence

was also rated very competent with a mean of 4.64.
Intellectual competence was rated competent, with a
composite mean of 3.693, indicating an area for further
professional development. The teachers’ level of
commitment was assessed as moderately committed, with a
mean of 3.62, while teaching satisfaction was rated very
satisfactory, with a mean of 4.87. No significant differences
were found between male and female respondents in
teaching competence, social competence, intellectual
competence, and teaching satisfaction. However, a
significant difference was found in commitment, with
female teachers demonstrating higher commitment levels.
Based on these findings, an Institutional Management
Development and Training Program for Special Education
Teachers was proposed to strengthen teachers’ commitment,
competency, and passion through workshops, seminars,
team-building activities, and professional development
opportunities. The proposed intervention was generally well
received by the respondents. The study concludes that while
SPED teachers demonstrate strong competence and
satisfaction, continued professional development is needed,
particularly in areas of intellectual competence and
professional commitment.

Keywords: Special Education Teachers, Teaching Commitment, Teaching Competence, Teaching Satisfaction, Professional

Development, Training Program

1. The Problem and its Background
Introduction

Commitment is a psychological commitment to an organization in which individuals demonstrate allegiance to its beliefs and
objectives. Teacher commitment is the emotional attachment that instructors have to their work. It has been acknowledged that
teacher dedication is one of the essential components of good teaching. Hence, teachers with a high level of dedication might
affect their pupils' learning and accomplishment. Teachers devoted to their institution devote their time and energy to
promoting it. A correlation exists between teacher dedication and creating an effective learning environment where students
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increase their skills for better accomplishment. Teacher
dedication is an inherent energy that motivates instructors to
demonstrate improved job performance.

Similarly, the passion of dedicated teachers is the care and
the desire to learn new things. Passion is an inspiration and
the pursuit of the new. It is a person's predisposition for an
activity in which they invest time and effort. Learning,
experiencing new things, and zeal are intimately connected.
Passion is also related to optimism, dedication, concern, and
zeal. Passion is a significant aspect because it motivates and
encourages educators.

Exuberance for ideas that can change the world for the
better, enthusiasm that can make a difference in student
progress, and dedication to their intellectual capacities and
work performance are characteristics of passionate
instructors. As a result, teachers with a solid commitment to
bringing about change in their profession and promoting
learning are continually seeking to do so. They enjoy the
work they are doing. Passion is one of the most critical
aspects of effective schooling. Teachers' passion fuels their
enthusiasm and energy for the teaching profession. It
contributes to creativity; as a result, passionate teachers have
more excellent critical thinking abilities and the ability to
generate original ideas. A substantial correlation has been
shown between enthusiasm and instructor dedication.
Teacher dedication encompasses dedication to the school,
the students, the teaching profession, and professional
expertise.

One of the most distinctive and laudable aims of democratic
nations is to empower all people, including those with
special needs, to become learners and users. All human
beings are born free and equal in dignity, rights, and
freedom, including the right to rest and leisure, an
appropriate standard of living, and the right to education, as
stated in the International Declaration of Human Rights. The
right to education for all does not exclude those who require
special education; it includes children with disabilities and
other special needs. The teachers from special schools have
participated for years in the education system's
transformation, posing a significant challenge to the entire
institution. This reform aimed, on the one hand, to
reorganize or restructure the curriculum, objectives,
activities, and educational ideals in special schools and, on
the other, to expand special education in public/regular
schools by assessing children with deficiencies for early
intervention;  transferring  children  with  moderate
deficiencies from particular school to public school; and
providing educational support services for their school
adaptation and social integration.

Due to these circumstances - the transfer of students with
mild and moderate disabilities from particular schools to
public/regular schools — many instructors from special
schools feel threatened by the inclusion process, as they may
lose their jobs. The high standards, responsibilities, and
competencies mandated by legislation and the restructuring
of the particular system transform teachers into "Olympic"
competitors in the bureaucratic marathon of Romanian
schools. Institutional bureaucracy dominates the focus on
children (on his disability's traits, needs, learning style, and
interests) more and more (evaluation and requirements for
continuity on his job and professional promotion).

Despite significant improvements in management, climate,
organizational culture, curriculum, resources, and conditions
in special schools over the past few years, teachers face
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intense emotional situations daily due to the following
factors:
= The increasing number of children with severe and
multiple disabilities.
=  The persistence of the phenomenon of violence against
disabled children in the social environment.
= The inability to manage the characteristics of the
students (lack of self-control, mental delay, and rigidity,
language disorders, emotional lability, behavioral
disorders, low self-esteem).
Nonetheless, teachers indicate that the class size (8-10
instead of 4-6 children with severe disabilities) prevents
them from effectively carrying out educational activities,
managing their behavior, and implementing individualized
intervention programs; we must emphasize that teachers are
alone with their class, without a teacher assistant/support.
Teachers' intense emotions and challenges at work can harm
their relationships with students, parents, and coworkers and
their psychological well-being (for example, frustration,
stress, anxiety, insecurity, sadness, and tiredness).
In this context — of new institutional tasks and
responsibilities, an increasing number of children with
severe and multiple disabilities, and an abundance of
procedures and methodologies — we are interested in the
determinative factors/reasons why teachers become engaged
or attached to their work.
The focus of this study will begin with the concept that
teachers' dedication is an essential component of their work
that has significant emotional and professional
ramifications.

Theoretical Framework

The present study employs Coladarci's definition of teacher
commitment as its theoretical framework: "the teacher's
psychological attachment to the teaching profession.”
Teachers cited "excessive nonteaching responsibilities, large
classes, lack of job autonomy and discretion, sense of
isolation from colleagues and supervisors, insufficient
administrative  support, and powerlessness regarding
significant decision-making processes" as reasons for not
returning to the profession. In the specialized literature,
studies have demonstrated the relationship between teachers'
commitment and job satisfaction, morale, motivation, and
identity, and as a predictor of teachers' work performance,
absenteeism, burnout, and turnover, as well as having a
significant impact on In-service teachers' motivations and
commitment to teaching students' achievement and attitudes
toward school. Factors such as student behavior, collegial
and administrative support, parental pressures, national
education policy, and teachers' professional histories and
career stages can increase or decrease teachers' dedication.
According to G. Johns, some persons have a personality-
based propensity to be more or less satisfied with their work,
despite everyone facing similar situations. So, on the one
hand, there are those who, regardless of working conditions,
become attached to their job, discovering a vocation in their
profession and declaring that they are professionally
fulfilled, while on the contrary, there are those who never
get the sense that they are doing what they enjoy.

Conceptual Framework

The conceptual framework used by the researcher is the
Input-Process-Output model. The INPUT box indicates the
respondents of the study. The PROCESS box includes
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development, validation and gathering of the data through
survey questionnaire, and assessment. The OUTPUT box is
the instructional material developed by the researcher.

Input Process Output

Development
Administration and
Gathering of Data
through Survey
Questionnaire

Respondents of the

Study Statistical Tools,
analysis, and Acceptability of the
School Heads interpretation of the d
Proj ed Training
SPED gathered data POS g
Teachers Program

f t A

Feedback

Conceptual Framework of the Study

Statement of the Problem

The study aimed to determine the level of Commitment,

Competence and Satisfaction of Special Education Teachers

in Selected Public Schools in National Capital Region: Basis

for a proposed Training Program.

1. What is the profile of the special education teachers in
terms of:

1.1 Sexual category

1.2 Teaching experience
1.3 Educational attainment
1.4 Area of concentration

2.  What is the level of teaching commitment, competence
and satisfaction of special education teachers?

3. Is there a significant difference between male and
female respondents in the level of commitment
competence and satisfaction of special education
teachers?

4. Based from the study what intervention may be
recommended.

5. How acceptable is the proposed intervention?

Hypothesis
The researcher hypothesized that there is no significant
difference among the respondents’ assessment.

Scope and Limitations of the Study

The research was done in National Capital Region,
Philippines for the school year 2020-2021, with 105 Special
Education Teachers.

Significance of the Study

The research will be beneficial to the following people:
School heads; by demonstrating the commitment of the
school administration in meeting the learning standards and
needs of every learners, will establish academic
development, competence, and interpersonal sensitivity
among students, teachers, and staff and contribute to a safe
and conducive learning environment for everyone.
Learners; to further understand their roles and
responsibility in the school, especially inside the classroom.
The study will also employ self-understanding and
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awareness of every type of learners to their peers and with
the school system.

SPED Teachers; to propose an effective training program
among faculties. With the valuable information and
resources and appropriate intervention, SPED teachers can
further employ the commitment, competence, passion and
satisfaction in their teaching career.

Future Researchers; to improve research methodology and
distinguish research gaps in the existing literature regarding
the commitment competence and satisfaction of special
education teachers. The findings from the study encourage
future researchers to develop new investigation questions or
hypothesis related to commitment competence of special
education teachers.

Definition of Terms

The following are the operational definition of the terms
discussed throughout the research:

Active Teachers — these are educators who actively pursue
advancements and enhancements in all aspects of education.
Adaptability — is a person's capacity to adapt to
environmental changes. Regarding your career goals, your
adaptability to change has a direct bearing on your
flexibility.

Adversity Quotient — a person's capacity to confront life's
challenges, issues, and obstacles.

Collaboration — when members of an inclusive learning
community collaborate as equals to help kids achieve in the
classroom, this is inclusive learning. This may involve
designing lessons with the child with special needs in mind
or co-teaching a group or class.

Commitment — is a psychological commitment to an
organization in which individuals support its principles and
objectives.

Competence — identifies the intended knowledge, skills, and
behaviors of a program's graduates (or completing a course).
Competencies typically refer to the abilities and information
that enable individuals to perform successfully in
professional, educational, and other environments.
Depersonalization — refers to remoteness and disinterest
towards the workplace. Teachers' burnout is characterized
by a lack of sentiments of personal success.

Emotional Quotient — is the ability to sense, interpret,
demonstrate, control, assess, and use emotions for effective
and constructive communication and relationships with
others.

Flexibility — refers to someone who is able to change easily
and adapt to different conditions and circumstances as they
occur.

Innovativeness — it refers to the skill and imagination to
create new things.

Interpersonal Skills — are often referred to as people skills,
social skills, or social intelligence. They involve reading the
signals that others send and interpreting them accurately in
order to form effective responses.

Loyalty — it refers to a person's dedication or commitment
to a certain thing, which may be another individual or group,
an ideal, a duty, or a cause.

Motivation — illustrates why someone does something. It is
the impetus behind all human behaviors. Motivation is the
process that originates, directs, and sustains goal-directed
activity.

Organizational Commitment — is described as a
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perspective on an employee's psychological attachment to
the organization for which he or she works.

Passion — is a driving force that causes instructors to enjoy
and cherish their work, in which they invest themselves
entirely and form a portion of their identity.

Passive Teachers - is defined as the verbal transmission of
information to pupils without their active participation,
whereas active teaching involves students participating in a
discussion.

Personal growth — is the process of an individual becoming
aware of the 'self in its entirety, followed by taking steps to
address the behavior, attitudes, values, actions and habits
that they wish to change.

Positive Behavioral Interventions and Support (PBIS) —
is a framework for promoting a safe school environment by
meeting the social, learning, behavioral, and emotional
needs of all students, with or without individualized
education programs (IEPs).

Professionalism — is the actions, goals, or traits that
distinguish a profession or a professional individual.
Satisfaction — is a happy emotion experienced while

receiving something desired.

School Human Resource Department — it refer to all
individuals employed by the organization, including
teachers, pupils, administrators, and any other staff
members.

Self-Efficacy — refers to a person's confidence in his or her
ability to execute the behaviors required to create particular
performance outcomes. It demonstrates assurance in one's
capacity to exert control over one's own motivation,
behavior, and social surroundings.

SPED Teachers — is defined as the professional teachers
who work with pupils with mental, emotional, or physical
challenges. They modify general education lessons and
instruct individuals with mild to moderate disabilities in a
variety of disciplines.

Supervision — is the act of overseeing or watching over
someone or something.

Teacher Burnout — is defined as a condition in which an
educator has exhausted the personal and professional
resources necessary to do the job.

Teacher’s Autonomy — refers to teachers' self-direction,
capacity, and freedom, which are limited by institutional and
other factors.

Teacher’s Commitment — is the emotional connection
teachers have with their work. It has been acknowledged
that teacher dedication is one of the most important
components in good teaching.

Technological  Content  Pedagogical  Knowledge
(TPACK) — is a hypothesis that explains the collection of
information teachers need to teach their pupils, to teach
successfully, and to utilize technology.

Work engagement — it refers to harnessing of organization
member's selves to their work roles.

Work environment — is the setting, social features and
physical conditions in which you perform your job.

2. Review of Related Literature and Studies

Local Literature

Commitment, competence, and satisfaction among SPED
teachers play an important role in educating the future
members of society through their hard work inside the
classroom. Furthermore, teachers in institutions of higher
education, technical training colleges, and centers of lifelong
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learning and recurrent education play a critical part in
advancing economic and technological development as well
as sustaining the well-being of the societies they serve
(Darmanto, 2019).

Consequently, the factors influencing the Ilevels of
commitment among SPED teachers in schools and in the
wider education systems must necessarily be the focus of an
important field of research leading to the introduction of the
reform and change within classrooms and lecture theatres,
schools, institutions, and learning centers, and national
systems of education. This article is not only concerned with
the importance of teacher commitment, competency, and
satisfaction at all levels of education, with conceptualizing
teacher commitment and with the dimensions or different
types of commitment, but also with the influences of
leadership and working conditions on teacher commitment
as well as with the development and maintenance of high
levels of commitment among teachers in the Special
education Program (Darmanto, 2019).

In addition to considering the effects of antecedent personal
characteristics of teachers on their levels of commitment,
this article also considers the effects of social groups, such
as the body of teachers within a school or institution on the
individual members of the group. Of particular importance
are the effects of the operations of the teacher unions within
the education systems of Western countries on the
commitment of their members who work within schools and
institutions (Darmanto, 2019).

According to Rabo, (2020) “The commitment also includes
aggressively challenging yourself to excel”. Opportunities to
learn are all around the classroom and the school. With each
new student and each new challenge, you have a new chance
to learn. Professional development, workshops, conferences,
or furthering your education are all avenues to obtaining
knowledge. Although a degree is a great starting point,
teaching looks very different when you’re a practicing
teacher than when you’re a student in a classroom. And
teachers who are continuous learners are modeling the
importance of learning to their students.

The teachers’ Journal (2018) averred that the use of the
curriculum responsibly may provide Special education
teachers with a set curriculum to teach to the learners with
special needs. The teacher decides what is important, how to
make it interesting and relevant, and how to measure the
progress. Responsibility to the curriculum means teachers
actively make choices that allow them to best meet the
needs of the learners. These skills may somehow connect to
teachers’ commitment, satisfaction, and competence in their
own field of Endeavor.

According to the journal, SPED teachers must close their
own familiar barriers and beliefs to meet the needs of all
learners. Teachers must embrace diversity, including
differences in ethnicity, culture, socioeconomic status,
disability, and sexual orientation. You must take steps to
ensure that you don’t marginalize or exclude any students
because their beliefs differ from yours. You must also
commit to bridging the gap, not just with all your students,
but also with their families.

Teachers Journal (2018) identified factors that may indicate
teachers’ commitment, competence, and satisfaction.

Meet the needs of individual students
While a classroom is one large group by design, it is made
of many unique individuals with unique needs. You can
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meet learners’ needs by providing a variety of teaching
methods, including direct instruction, grouping students, and
rearranging the groups as needed. To reach the individual
student, you must strive to motivate each individual, involve
him or her in learning, and understand how to teach
everyone, not simply aim to teach the average student. You
must also be an advocate for your students as individuals,
ensuring that they have all the resources they need to
succeed.

Actively contribute to the profession

Collaborating and contributing to the school and classrooms
are not just part of the job; they are teachers’
responsibilities. Active teachers seek to advance and
improve all areas of education. Passive teachers, on the
other hand, come to work to do their minimum to collect a
paycheck. Teaching is not a nine-to-five job where you can
clock in and clock out at the same time every day without a
thought to things being left undone; teaching is a process
that must be constantly nurtured by all stakeholders,
especially teachers.

philstar.com (2019) posted an article entitled “Professional
commitment, competence, and satisfaction in the teaching
profession”. According to the article, the teaching profession
requires commitment. An effective educator has to be
committed not only to his students but also to the teaching
profession as a whole. She may be confronted with the
challenges in the field of education such as new information
technology and computer-aided instruction. But she has to
abide by rules and regulations and be able to cope with the
principles of her profession.

According to the article, professional commitment,
competence, and satisfaction are attitudes that someone has
towards her job. Thus, a committed teacher must possess
certain qualities to perform her functions efficiently and
effectively. She should be a transformed teacher in terms of
character and competence, sensitive to the learning styles of
the learners. This quality can help facilitate an effective
teaching situation.

Teachers are in the teaching profession because of their deep
commitment and love for the noble task of molding the
future citizens of the country. Committed teachers always
put their students’ wants, needs, and interests first. Now that
we are in a rapidly changing world, teachers have to
continuously update themselves with the current trends in
education. They have to keep abreast with the latest
developments in education. Those who are dedicated to their
profession never stop learning new methods and techniques
as well as strategies. This can help them in ensuring an
effective teaching-learning process.

In order for our students to continue living in a modern
technological world, then teachers have to effect a genuine
change in the quality of education. This can be determined
through students’ attitudes as acquired in the teaching-
learning process. It is education that makes one a better
person and a more fulfilled individual. This is the greatest
commitment of a teacher that students under her care can
truly thank God for her who touches their hearts, opens their
minds, and shapes their future.

Foreign Literature

One of the most distinctive and noble goals of democratic
countries is to make all citizens, including special learners
and users. As stipulated in Universal Declaration of Human
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Rights, all human beings are born free and equal in dignity,
rights, and freedom including the right to rest and leisure,
right to an adequate standard of living and the right to
education. The right to education to everyone does not
exclude those who need special education, does include the
disabled, mentally defective, and other children with special
needs (Ascendens Asia Journal of Multidisciplinary
Research Conference Proceedings, (2019).

Competence

Teacher competence refers to the teacher's personal
characteristics (e.g., knowledge and motivation). In contrast,
teaching quality refers to teachers' actual behavior and
teacher-student interactions in the classroom (Rimm-
Kaufman & Hamre, 2016).

Teaching competencies among SPED teachers are the skills
and knowledge that help a teacher be successful in teaching.
To enhance student learning, SPED teachers must have
expertise in a wide range of teaching competencies so that
they are able to deal with every student having different
learning styles. Teaching competencies include skills like
communication and interpersonal skills, under which come
competencies like acting as a role model to their students,
having clear verbal communication skills, assuming
responsibility, etc. Next, under teaching competencies,
comes organization and planning, classroom management,
facilitation and engagement, and assessment and coaching.
Adding to these are more teaching competencies, namely:
Collaboration and Teamwork Caring Inclusiveness
Flexibility, and Adaptability.

These teaching competencies include skills or competencies
like participating in team decision-making, contributing and
demonstrating responsibility for team decisions, and
demonstrating a commitment to each student and their
unique needs in the classroom environment. Teaching
competencies are critical for the ‘well-development’ of
students and the provision of high-quality education,
particularly for students at vocational institutions.

Teaching competencies will benefit students’ academic
development and skills while also assisting teachers in
improving their teaching methods. Teaching competencies
also include skills such as organizing the classroom
environment so that students can learn in a healthy system.
It also includes planning effective lesson plans and
implementing them on time (teachmint.com, 2020).
According to teacherspro.com, Professional teaching skills:
mastering the specific action in the classroom are just some
of the competency skills that SPED teachers must possess.
The skill represents the specific professional know-how of
the teaching profession; therefore, it implies knowing how
to plan, deliver, motivate, assess, tutor, coordinate, reflect,
research, etc. It assumes specific procedural knowledge
(steps to achieve something) that implies action, in other
words, knowing how to do something and having practical
knowledge to be able to implement it successfully in the
classroom. Skills can be considered sub-competencies, the
result of specific experimentation and training.

Djamaring (2017) stated that competency essentially
consists of knowing how to suitably (or successfully) solve
situations in the professional teaching life and comprises the
use of skills (know-how), but also implies other dimensions
such as knowledge and attitudes (knowing how to be), as
well as other subjective elements, such as intentionality,
values, professional ethics, etc. Therefore, the competency
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provides a comprehensive response despite involving many

different elements. Unlike skill, competency is what makes

it possible to know how to perform tasks in unique and

diverse situations. Therefore, competency is shown by

responding to specific, complex situations in the teaching

profession in context.

Tobing (2018) deified typical features of the professional

teaching competency among SPED teachers:

1. It integrates knowledge (facts and concepts), skills, and
attitudes.

2. It covers diverse and unique situations and problems.

3. It is an effective or appropriate response. In a certain
context.

4. It responds comprehensively although it occurs in
complex situations in which diverse variables intervene
and strategic intervention is necessary.

Satisfaction

According to EdWeeks.org (2022), teachers’ job satisfaction
levels appear to have hit an all-time low this year for both
regular and SPED teachers as the fallout from the COVID-
19 pandemic continues to ravage schools. That’s according
to the Merrimack College Teacher Survey, a nationally
representative poll of more than 1,300 teachers conducted
by the EdWeek Research Center and commissioned by the
Winston School of Education and Social Policy at
Merrimack College. The survey, which was conducted
between Jan. 9 and Feb. 23, was designed to replace the
MetLife Survey of the American Teacher, which ran for
more than 25 years and ended in 2012.

The results paint a picture of a disillusioned, exhausted
workforce. A little more than half of the SPED and regular
teachers are satisfied with their jobs, and only 12 percent say
they’re “very satisfied” with their jobs, down from 39
percent in 2012. More than half of teachers said they likely
wouldn’t advise their younger self to pursue a career in
teaching.

SPED teachers in the United States, like their counterparts
around the world, are satisfied with their jobs even while
largely agreeing that society does not value their profession,
a new global study shows.

U.S. SPED teachers report working more hours and place
more emphasis on the importance of raising salaries, than
other teachers across the globe. The Teaching and Learning
International Survey, coordinated by the Organization for
Economic Cooperation and Development, asked teachers
and principals in 49 education systems, including the United
States, about their working conditions and professional
practices (EdWeek.org, 2022).

On the other hand, Worldbank.org (2022) stated that
teachers who are satisfied with their job are more likely to
teach well, which in turn should enable their students to
better learn while in school. Sub-Saharan Africa is currently
experiencing a learning crisis, with close to nine out of ten
children not able to read and understand a simple text at age
10. This affects all types of schools and students, including
students in Catholic and other faith-based schools.
Improving working conditions and job satisfaction among
teachers is part of the answer to this learning crisis. After a
brief discussion of data for Nigeria, this article looks at the
level of satisfaction of teachers in Uganda, its determinants,
and its impact on the quality of teaching. Specifically, four
questions are asked: What is the level of teacher job
satisfaction in Uganda? How does job satisfaction relate to
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the characteristics of teachers? What is the impact of
teachers’ satisfaction on their performance, as it can be
measured through various variables of teacher effort?
Finally, what are the main factors affecting satisfaction
according to teachers? The answers to these questions have
implications for policy and practice in faith-based as well as
in other schools.

Nicotra (2021) said that in the educational field, the role of
the support component of the teacher-student relationship is
well known, while the role of the teacher-student
relationship on teacher burnout is a more current field of
investigation. Several studies on the sources of burnout have
recently focused on job satisfaction and teacher-student
satisfaction. However, the role of teacher-parent satisfaction
is still little explored in this field.

Moreover, in the Italian school context, students’ with
special needs seniority and educational level require further
investigation, as the average age of teachers is particularly
high compared to their European colleagues. The present
study aims to examine in a sample of 882 Italian teachers
the presence of burnout and differences in teacher-student
and teacher-parent satisfaction between primary (students
aged 6-10 years) and lower secondary (students aged 11—
13years) teachers. A further objective is to test whether
teacher-student and teacher-parent satisfaction and seniority
can be significant predictors of burnout.

SPED teachers completed the Job Satisfaction Scale (MESI)
and the MBI-Educators Survey and the data were then
processed using MANOVA and multiple linear regression
analysis. The results revealed that 8.2% of the teachers
suffered from burnout and lower secondary teachers showed
the  highest levels of emotional exhaustion,
depersonalization, and reduced personal accomplishment.
Predictors of emotional exhaustion were job dissatisfaction
and seniority, and predictors of depersonalization were job
dissatisfaction and teacher-student dissatisfaction. Finally,
predictors of personal accomplishment were also teacher-
parent satisfaction and teacher-student satisfaction. The
implications of these findings for practice and research are
discussed in this article.

Commitment

According to an article posted at hrmars.com, commitment
of teachers for special needs is an internal force that derives
teachers to invest more time and energy in keeping up
involvement in the school. This willingness of promoting
the school creates an emotional link between teachers and
the school which ultimately inspires teachers to seek ways to
enhance the teaching profession and establish an effective
learning environment to allow students to reach their targets.
Commitment to teaching is a crucial factor to contribute to
the achievement of students. In addition, passion has a
motivating factor; therefore, it is a significant need for high-
quality learning and teaching. Passion is seeking the new,
and experiencing new ideas. Passion is the basis of effective
teaching. A passion that is indispensable for learning and
teaching facilitates learning through the desire and
enthusiasm it creates.

Passionate SPED teachers artistically act by creating
effective learning environments endeavor to increase the
learning potentials students with special needs. This study
explores the role of teacher commitment in student
achievement and focuses on the differences passionate
teachers make and points out the effects of passion on
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effective learning and teaching.

International Journal of Academic Research in Business and
Social Sciences (2018) further stated that committed Special
education teachers like working with their students and care
about their development. These teachers profoundly struggle
for efficiency in teaching and learning through employing
different approaches. Without the love of the profession,
teaching cannot be conducted effectively. Teachers with a
high level of commitment are in love with teaching. Besides,
they have respect for students and it is noteworthy that they
build a strong relationship with their students which is a
hallmark of great teachers. Committed teachers always seek
continuous professional development. It is believed that
teachers who have a commitment to their professional work
collaboratively with other teachers to nurture the learning of
the students.

Discussing education materials, and the development of
teaching approaches with other teachers in the school
inspires teachers to promote the intellectual development of
their students. These factors not only influence the
effectiveness of teaching but also the efficiency of learning
Coladarci, (2015).

Teacher commitment is at the core of quality education. It
has an influence on promoting the teaching profession, work
performance, and school and student achievement.
Committed teachers constantly look for instructional
strategies that will help learners understand better
(Billingsley & Cross, 2015).

hrmars.com (2017) further averred that a teacher’s
commitment is a motivational force that inspires teachers to
invest more time and energy in student achievement. This
willingness of promoting student accomplishment inspires
teachers to seek ways to enhance the teaching profession
and establish an effective learning environment to allow
students to reach their goals. Teacher commitment is a
crucial factor that impacts student achievement. Committed
teachers devote themselves to their students, school, and the
teaching profession. When teachers are involved in
developing their teaching profession, they can influence
student accomplishment. Teachers with a high level of
commitment also motivate students to involve in school
activities. Once students take part in learning activities, they
stand a better chance to develop their achievements.
According to the article, passionate teachers love the job
they are performing. They care about the development of
their students and constantly seek for new ideas to better
their learning. Passionate teachers are aware of things
around them and reflect on them skillfully in their job. They
take their job seriously and are very sensitive about habits
their students develop. They work cooperatively with their
colleagues and students and engage their students in the
learning process.

Local Studies

Abocejo and Rodriguez (2018) in their study “Competence
Vis-a-vis Performance of Special Education Pre-Service
Teachers” said that competent pre-service teachers are
expected to manifest most, if not all the skills, attitudes,
knowledge, and values they are expected to have inculcated
in themselves within the course of their 3-year preparation
in the university prior to their practicum experience.

They further averred that from the study of Abu Sharbain, &
Tan, (2015) Crick (as cited in European Commission, 2013)
defines competence as an intricate interrelatedness of
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“knowledge, skills, attitudes, values (KSAVs)” and
understanding necessary to develop effective teachers
embodying pedagogical skills needed in the society.
Abocejo and Rodriguez (2018) Likewise, mentioned that
Deakin (2018) describes competence as an amalgam of
capabilities, understanding, and value systems along a
specific sphere of knowledge. At the onset, every teaching
program aims to produce PSTs possessing sufficient
knowledge, attitudes, and competencies essential for the
teaching career. Competent PSTs are expected to manifest
most, if not all the KSAVs which, they themselves have
inculcated within the course of their 3-year preparation in
college prior to the practicum experience. They also suggest
that every teacher education program should aim to produce
PSTs who possess sufficient knowledge, attitudes, and
competencies essential for the teaching career.

According to them, The European Commission [EU] (2016),
noted that its huge number of teachers possess these needed
competencies making them effective mentors in the
classroom setting. Possessing competence is the key to
attaining a learner’s increased level of attainment and that,
for teachers to run at par with the demands of the fast-
changing world, upgrading their professional competencies
is deemed imperative (EU, 2016).

As quoted Roofe and Miller (2016) “Jamaican students to
assume their roles as prime movers in their society, their
training should prepare them to take on leadership roles
(Vision 2030 Jamaica: National Development Plan, 2010)”.
One of the directions of their teacher preparation is
leadership in education. This notion highlights teachers’ role
as models of good governance and sound management as
exhibited inside the classroom, with their students as their
constituents.

Further discussion according to Abocejo and Rodriguez
(2018) that there is vast literature on the investigation of
teachers’ competence in the different facets of teaching.
Competence may be measured based on how well one
incorporates information technology (IT) in teaching.
(Yurdakul, 2015); prepares instructional materials
(Numanoglu and Bayr, 2015); or enables significant student
achievement gains.

While teachers’ competence can be measured through many
indicators, CK and PCK are inherent components of teacher
competence that affect student performance (Hill, Rowan,
and Ball, 2015). Moreover, Kleichman et al. (2015) further
stated that CK and PCK are key elements of teacher
competence that influence students’ progress. These two
constructs (CK and PCK) are utilized as indicators of pre-
service teachers’ competence in teaching, they are used by
educationists as indicators of their competence. Schmidt et
al. (2019) validated an assessment instrument for pre-
service teachers which focused on technological content
pedagogical knowledge (TPACK).

Meanwhile, Orr, Kunker, and Timmons (2019) delved into
improving literacy practices in Mathematics and Science
among PSTs by enhancing their PCK. They found that the
PCK of PSTs, as manifested by their content literacy
practices, are shaped by their experiences in teaching.
Genelyn R. (2019) in her study “Teachers’ Job Satisfaction
and Work Performance” according to job satisfaction plays
an essential role in the overall commitment and productivity
of the school organization. The teachers’ job satisfaction
significantly influenced their commitment to the
organization. Teachers who are satisfied with the job are
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also committed to working in the organization. The more the
employers are satisfied with the job; the better their
participation and commitment to the organization. The
happy or satisfied feeling of the teachers toward the
organization affects the overall process of carrying out their
job, thus, contributing to the school's success as a whole.

Job satisfaction affects students’ performance, and
educational improvement is not possible without improving
these two factors. It leads toward school improvement,
quality education, and student satisfaction, which is the
ultimate goal of any organization. Besides, this variable
significantly affects leadership behavior, work performance,
and styles. It is critical in one’s work. Adaptability, job
motivation, and job success may influence each other.
Satisfaction, health security creditability, and meeting basic
requirements can be achieved when performance is better.
Job satisfaction had a positive effect on life satisfaction.
Motivation had a significant positive correlation with a
willingness to stay with a job, while extrinsic motivation,
integrative motivation, and demotivation had a significant
negative relationship with a desire to stay with the job. The
results of synchronous multi-variate regression indicated
that six components of self-determined job motivations had
multiple significant correlations with job satisfaction and
willingness to remain with a job among female elementary
school teachers.

She further found that male teachers are less satisfied than
female teachers. However, female teachers appeared to
experience more personal accomplishment and job
satisfaction than male teachers. Similarly, in Delhi, job
satisfaction significantly differed between males and
females but no difference between institutions. Teachers
who graduated in arts and sciences were found to have a
higher level of personal accomplishment, and job
satisfaction than teachers who graduated in education.
Baluyos (2019) averred that in Southern Tulare County,
California, the teachers at each school have moderately high
to high levels of job satisfaction. Teacher job satisfaction
has a direct impact on teacher retention, instructional
performance, positive school climate, and increased student
achievement. Another study was conducted in six
government secondary schools in the district of Penampang,
Sabah, Malaysia. The teachers were found to be reasonably
satisfied with their job, with the responsibility factor as the
most significant contributor to job satisfaction. Based on the
years of service in their current school, a statically
significant difference in the level of job satisfaction among
the teachers was noted. Secondary schools in Sabah have a
positive and open climate, with the professional teachers’
behavior factor as the most significant contributor. The
results indicate the necessity to provide a positive
organizational environment.

Rivera (2019) said that Turkish elementary science teachers
experience a high level of personal accomplishment and job
satisfaction. As class size and weekly course hours increase,
elementary science teachers tend to experience more
emotional exhaustion but less job satisfaction. Professional
community, collaboration, and teacher control are predictive
of satisfaction, and these also have interactive influences.
The association between teacher collaboration and job
satisfaction, as well as that between control over classroom
policy and job satisfaction, is most pronounced in schools
with weaker professional communities.

R. Baluyos (2019) mentioned that job satisfaction is a
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significant influence on whether teachers are willing to
encourage others to join the profession. Job demands were
the most significant predictor in the model, while extrinsic
motivations were the only negative predictor in each model.
Teachers were less willing to encourage their family
members, including their children, while being more willing
to promote either students or student teachers, to join the
profession. Spirituality and general job satisfaction were
moderately and positively correlated. Spirituality is related
to job satisfaction for selected teachers. However, it is not
related to the general job satisfaction scale. Job satisfaction
is strongly associated with psychological aspects. Those
who are satisfied with the job are also emotionally adaptive
and satisfactorily enjoyed it. Teachers from six universities
in Shenyang, China had a moderate level of job satisfaction.
Demographic and working characteristics were associated
factors for job satisfaction. Perceived organizational support
showed the most active association with job satisfaction.
The grade level taught revealed a moderate difference in job
satisfaction perceptions. The most satisfied teachers are
teaching from high school, while the least satisfied are
coming from the middle school level. As the years of
teaching experience increase, the level of job satisfaction
decreases (E. Baluyos, 2019).

The innovative role of a teacher as a facilitator in the
classroom is different from the part of the controller and
organizer of all activities that s/he plays in a traditional
class. Facilitation involves lowering the teacher’s authority
by endowing more powers to learners for more initiative and
responsibility. In the conventional teacher-fronted
classroom, the learner is always under the firm control of the
teacher who decides what to do, while in a learner-centered
classroom, the teacher instead, a facilitator is expected to let
go of some of his or her power. Learner-centeredness allows
the learner higher authority to do most of the activities of the
lesson (Baluyos, 2019).

The quality of the performance of the licensed teachers in
planning the lesson was low. The license or certificate that
they have does not guarantee an increase in the teachers’
teaching performance, especially in lesson planning. In
Central Java province, the variables competence,
motivation, and innovativeness had a positive and
significant impact on performance variables. The most
dominant factor affecting the performance and innovation of
mathematics teachers is competence. The teachers’
performance improved through attitude modification, work
motivation, and favorable organizational culture in schools.
Teachers’ satisfaction is crucial for better teaching
performance. Results showed that excellent teachers had
low satisfaction in terms of “personal growth” and
“supervision”. Structural relationships among innovative
school climate, knowledge sharing, work engagement, and
knowledge creation activities among high school teachers in
Korea were examined. The results indicated that a creative
school climate positively influences teachers’ knowledge
sharing and work engagement; and affects the outcome
variable, teachers’ knowledge creation practices (Baluyos
(2019).

A strong and significant relationship between the work-life
balance and work-family conflict, family-work conflict,
work environment, and feelings about work was found.
Feeling about work is the most influencing factor of work-
life balance. Attitudes about work, conducive work
environment, reduced work-family conflict, and reduced
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family-work conflict resulted in stable work-life balance and
ultimately job satisfaction for the employees. Teachers
generally have a negative attitude towards pay-for-
performance were seen. Teachers felt that morale and
teacher collaboration would be affected negatively as well
as increasing stress levels. Having pay-for-performance
based on individual student achievement or standardized
tests was also seen as a negative result (Rivera, 2019).

In public primary schools of Calabar, a study revealed that
head teachers’ decision-making strategy and leadership style
have a significant influence on teachers’ task performance in
the sampled schools. Also, head teachers’ communication
skills significantly relate to teachers’ task performance in
the area. Proper managerial behavior to boost teachers’
morale towards high task performance has to be adopted.
They found that differences and relationships exist between
teachers and principals in terms of how much they believe
specific leadership practices influence school performance.
Principals tend to see challenging teachers’ past beliefs
about their work and assumptions about students as a more
influential ~ leadership  practice  concerning  school
performance. While both teachers and principals feel that
providing individual support is essential, only principals
believe that building vision is necessary.

In the Philippines, a study in the Lyceum of the Philippines
University, Batangas City, the job satisfaction of the
teaching and non-teaching staff was conducted. Results
revealed that LPU-Batangas had a high level of job
satisfaction in terms of maintenance/hygiene factors and
satisfiers/motivation factors. There was a significant
relationship between hygiene and motivation factors based
on the level of job satisfaction of teaching and non-teaching
staff (E. Baluyos, 2019).

Another study in the Philippines revealed that teachers who
are satisfied with their teaching assignments or jobs were
predominantly female, equipped with a master’ degree, and
with an average teaching experience of nine years. The
employees expressed strong agreement with university
practices such as setting clear goals, encouraging innovation
for  organizational  effectiveness, and continuous
improvement through a quality management system (Rivera,
2019).

However, educational attainment and experience are the
most important factors for predicting success as an
administrator in higher education. Job enrichment has to
include not only the knowledge, experience, and skills of
administrators but the context and working conditions of
employees.

High-performance work systems, directly and indirectly,
influence teachers’ in-role performance and extra-role
behavior through the mediation of the quality of working
life. Quality of working life is an essential conduit of the
relationships between high-performance work systems and
employees’ work behaviors. Structural relationships among
learning-organization culture, self-efficacy, work
engagement, and job performance in Korean workforce
institutions were conducted.

Teachers’ self-efficacy positively affected their work
engagement and job performance, and the relationship
between work engagement and job performance was
statistically significant. Also identified were the mediating
roles of self-efficacy and work engagement in the
relationships between the learning-organization culture of
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workforce-education schools and the
performance.

There was a difference in the teachers’ teaching
performance between those teachers teaching in different
schools and those teachers teaching in the same school. The
basis for promotion and professional development was only
the students’ test scores, without considering the increased
teaching loads that they have. Teachers’ autonomy and
performance have to be also considered to improve the
quality of teaching. However, independence and work-life
balance were related significantly to the teachers’ job
performance, but workload did not contribute to the job
performance among school teachers.

Many professions are considered delicate and challenging.
Some teachers were afraid that they did not have the skills
necessary for teaching children. Creating a healthy learning
environment is of paramount concern to most teachers, and
appropriate development of that environment is a challenge
faced during student-teaching. Thus, managing a classroom
is a must skill introduced as early as practice teaching.

A study that assessed the relationship between teacher
retention and job security in private secondary schools in
Ogun state, Nigeri, (2018) revealed that retention strategies
and job security were related significantly in private
secondary schools. The empathetic concern of the selected
principals contributed positively to the work performance of
teachers. Rewards and punishment did not impact the
improved performance of teachers. Teachers who worked in
schools that implement Positive Behavioral Interventions
and Supports (PBIS) had better performance ratings in
posting, teaching, reviewing, monitoring, and reinforcing
expectations than those who did not. Additionally, teachers
with exclusive education licenses were better performers in
maximizing structure and using different strategies and
techniques in classroom management than those who were
not.

As educators, it is necessary to look into the factors related
to teachers’ job satisfaction that may affect their work
performance. Hence, the researchers would like to determine
the relationship between the teachers’ job satisfaction and
their work performance.

Teachers’ satisfaction is crucial to their teaching
performance. The teachers” very high level of job
satisfaction with school heads’ supervision and job security
is a contributory factor to their work performance. The
teachers’ work performance is inversely affected by the
school heads’ guidance and directly affected by the
teachers’ job security.

School heads minimize their supervision of their teachers’
teaching performance but maximize their concern over the
welfare of their teachers. School Human Resource
Department officers have to include in their teacher
retention strategies the prompt payment of salary, teachers’
welfare packages, and the provision of essential amenities to
ensure job security in public elementary schools. (Rivera,
2019).

On the other hand, Tindowen (2020) in his study entitled
“Senior High School Teachers' Professional and
Organizational Commitment and their Job Satisfaction” said
that teachers remain in the organization because they cannot
afford to leave, and they are afraid of the economic and
social losses they would incur if they will leave the
organization. And finally, teachers have also a high level of

teachers’ job
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normative organizational commitment.

This means that teachers opt not to leave the organization
because they believe that they have obligations that they
need to fulfill in their respective institutions. Previous
literature shows teachers tend to stay in the organization due
to strong cultural and familial ethics which constitutes
normative organizational commitment. In general, teachers
have a high level of organizational commitment. The
findings coincide with the results of previous studies
revealing the same level of organizational commitment.
Likewise, an effective teacher is a remarkable factor that
predicts effective performance and the attainment of quality
education. Performance in education put a great demand on
teaching commitment; when teachers are able to fulfill the
teaching professional responsibilities or achieve the
education goals. Committed teachers are determinants of
quality education and the academic performance of students
or schools. The global world determines teachers as prime
movers in implementing curriculum and teaching/learning.
In this regard, teachers’ commitment is a significant aspect
of achieving quality education.

Thus, the success of education is routed on teaching
professional competence and commitment based on
teachers’ skills, knowledge, attitudes, and values, as well as
accountability for effective teaching which can be measured
in terms of school performance.

However, teachers’ commitment in the Philippines has been
an issue of discussion the reason that the expected results
from education or schools are not effectively produced. For
example, Poor performance of students and schools
experienced over several years. Also, there is no significant
improvement in students’ basic skills of reading, writing,
and arithmetic (Abocejo, 2016).

Synthesis

Articles and studies presented above simply show that
Teacher’s Performance, satisfaction, and commitment are
equally significant in the educative process. These will
determine the direction of the institution and will serve as
the driving force for the learning to proceed and reach its
maximum level. Service commitments of teachers are
described as “very committed”’; while, organizational, work,
and career commitments were classified as “moderately
committed.” Respondents’ teaching performance ranged
from very satisfactory to outstanding ratings.

It is then important that school administrators must ensure
that the promotion of positive school behaviors is
manifested by their teachers. Teachers’ school behaviors are
actions and attitudes of teachers towards one another and
toward the educational institution. Positive school behavior
among teachers should be promoted and embraced in all
educational institutions since its purpose is to create an
environment geared towards the sustainability and
improvement of the organization. Among the different
school behaviors, organizational commitment is the most
widely studied by educational researchers as it plays a
critical role in the school setting. Organizational
commitment is termed as one of the foremost goals
considering the efforts of the organization regarding the
maintenance of its existence. Organizational commitment is
a state in which the employee identifies with an organization
and its goals and wishes to maintain membership in the
organization which in general can be coined as employee
loyalty.
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Foreign Studies

Alina MirgiriGoiu (2015) averred in her study entitled
“Teachers” Commitment from Special-Need Schools a
Predictor of their Humanity and Loyalty” that teachers from
special schools are the actors who participate for years in the
education system reform, with an important challenge for
the whole educational system. This reform followed, on the
one hand, to reorganize or restructuring curriculum,
objectives, activities, and educational ideals in special
schools and, on the other hand, to expand special education
in public schools by assessing children with deficiencies for
an early intervention transferring children with moderate
deficiencies from special school int public school.

She further mentioned that providing educational support
services for their school adaptation and social integration;
transforming special schools into open schools for all
students of the community; collaborating teachers from
special with teachers from normal schools, etc. may allow
teachers to be more adaptive to the changes.

Because of these circumstances transferring children with
mild and moderate deficiencies from a special school to a
public school, many teachers from special schools feel
threatened by the process of inclusion, because they may
lose their jobs. The new standards, tasks, and competencies
specified in legislation and requested by the special system’s
reform transform the teachers into “Olympics” participants
in the bureaucratic marathon of Romanian schools. More
and more, the focus on children is overwhelmed by the
focus on institutional bureaucracy.

Although they have noticed for the last few years significant
progress concerning management, climate, organizational
culture, curriculum, resources, and conditions in the special
schools, teachers are daily facing strong emotional situations
generated by the following aspects: increasing the number
of children with severe and multiple disabilities, persistence
the violence phenomenon against disabled children in a
social environment.

Margaritoiu, & Eftimie, (2016) have difficulty managing the
characteristics of children with autism or intellectual
disabilities, especially for children from social protection
centers or dysfunctional families. Lack of self-control,
mental delay, and rigidity, language disorders, emotional
liability, behavioral disorders, and low self-esteem are just
some of the factors that may affect teachers’ competency
which may also lead to dissatisfaction with the profession.
Nonetheless, teachers specify the fact that the numeric
structure of their class (8-10 instead of 4-6 children with
severe disabilities) does not allow them to effectively carry
out educational activities, manage their behavior, and apply
for personalized intervention programs; we have to
emphasize that teachers are alone with their class, without a
teacher assistant or support. The strong feelings and
difficulties that teachers are dealing with in their working
place can have negative effects on their relationships with
children, parents, or colleagues and their psychological
estate (for example, frustration, stress, anxiety, insecurity,
sadness, and tiredness). In this context of new institutional
tasks and responsibilities, more and more children with
severe and multiple disabilities, many procedures, and
methodologies we become interested in the determinant
factors and reasons that teachers become involved or
attached to their job.

So, the main question in this investigative approach is to
determine teachers’ commitment and loyalty in special
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schools”. The concern is starting from the premise that the
commitment of teachers represents an essential aspect of
their activity with important consequences both in personal
and professional life which will also be the basis for their
satisfaction and competence.

In the study conducted by Abu Siri (2020) “Does teacher
competence and commitment improve teacher’s
professionalism” teacher competence which is proxied
through pedagogical competence, professional competence,
personality competence, and social competence shows a
significant positive effect on teacher performance. This
result is shown by the path value of 0.661 with a p-value of
0.00 < 0.05. The social competency indicator has the highest
contribution compared to other indicators. Therefore,
increasing teacher competence, especially in social
competence, is able to improve the performance of teachers
who are proxied through learning planning, learning
implementation, and learning evaluation.

The most prominent indicator of teacher performance is
learning evaluation. That is, the higher the social
competence of teachers, will have an impact on the results
of learning evaluations that are getting better too. The
results of this study are in line with a number of previous
research findings which state that competence has a
significantly positive effect on teacher performance
(Setyaningtyas et al. (2018).

Teacher competency also has a significant positive effect on
teacher commitment which is proxied through affective
commitment, normative commitment, and continuing
commitment, this is indicated through a path coefficient of
0.685 with a p-value of 0,000 < 0.05. These results give
meaning, that the higher the competence of teachers is
proxied to pedagogical competence, professional
competence, personality  competence, and  social
competence, causing teacher commitment to be stronger.
Teacher social competence is the greatest indicator of his
contribution in relation to teacher commitment. This means
that the higher the social competence of a teacher, the
stronger the commitment will be, especially on continuing
commitment. The results of this study confirm the results of
previous studies, namely the results of research conducted
by Martini et al. (2019).

A study conducted by Hidayah and Tobing (2018) %
showed the commitment and satisfaction of teachers had a
significant positive effect on their performance. This can be
seen through the path value of 0.205 with a p-value of 0,000
< 0.05. These results indicate that the better the teacher’s
commission will have an impact on the better the teacher’s
performance. Teacher commitment (especially continuing
commitment) has the largest contribution among other
commitment indicators. This indicator most contributes to
improving teacher performance. A number of previous
research results have proven that commitment, competence,
and satisfaction have a significant positive effect on
performance.

The mediating role of teacher commitment in the
relationship of teacher competence to teacher performance
also appears to be significantly positive. This can be seen
from the path value of 0.140 with a p-value of 0.046 < 0.05.
This result is also in line with the concept of Baron and
Kenny (2017) if the effect of teacher competence on teacher
commitment and teacher performance is significant, and the
effect of teacher commitment on teacher performance is also
significant, then teacher commitment can be stated as
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mediator. That is, teacher commitment is able to strengthen
the relationship between competence and performance.
According to Desta Ayele (2015) from her study “Teachers’
Job Satisfaction and Commitment in General Secondary
Schools of Hadiya Zone, in Southern Nation Nationality and
People of Regional State” stated that intrinsic motivators
such as responsibility, the challenging nature of a job, and
achievement are motivators that comes from within a
person. Herzberg™s two-factor theory has been linked to that
of Maslow*s hierarchy of needs theory. The theory suggests
that Maslow*s higher-order needs are similar to Herzberg“s
satisfier factors, and Maslow"s lower-order needs are
similar to Herzberg™s hygiene factors.

According to Herzberg, et al., 2016), motivation factors are
internal factors that are associated with higher-order needs
and include the opportunity to achieve in the job,
recognition of accomplishment, challenging work and
growth options, responsibility in the job, and the work itself
if the work is. The presence of intrinsic factors or motivators
leads to job satisfaction, but their absence will not lead to
job dissatisfaction. In the teaching profession, intrinsic
factors play a significant role in motivating individuals to
join the profession. If we want people to be encouraged,
satisfied, and motivated about their jobs, Herzberg, et al.
(2015) claimed, the emphasis should be on factors
associated with the nature of the work, or with outcomes
directly derived from the work, such as work itself, for
personal  growth, recognition, responsibility, and
achievement.

Thus, satisfaction with the intrinsic aspects of the job is
long-lived and, therefore, enables teachers to sustain their
motivation over a long period of time. Herzberg (2015),
used the term hygiene for extrinsic factors that are
associated with  lower-order needs, and include
organizational policy and administration, supervision,
interpersonal relations with peers and supervisors, working
conditions, status, job security, and salary.

The extrinsic job characteristics reflect outcomes generated
by performing the job and are concerned with the context or
environment in which the job has to be performed. With
regard to teachers, a teacher who feels that his or her salary
is not sufficient, but improving the salary may not
necessarily lead to job satisfaction. Similarly, when teachers
perceive that their working conditions are good, the reasons
for job dissatisfaction are removed.

According to Desta (2015), in expectancy Theory, effort
arises from performance, motivation, and outcomes. The
theory suggests that motivations that lead to job satisfaction
are a function of the perceived relationship between an
individual’s effort and performance, and the outcomes
associated with job performance. Making a greater effort
improved job performance that somehow will lead to
commitment. A high level of performance, in turn, will
bring a good reward (outcome). When the three variables
(commitment, competence, and satisfaction) are high, we
expect the motivation to be high.

However, effort alone will not necessarily lead to high
performance. There are other variables that prevent a great
performance, such as an individual’s personality,
knowledge, skills, abilities, and experience, or the
supervisor’s perceptions. Individuals who are under-
qualified, or who lack skills and experience, will not be
effective in their performance, simply by making a greater
effort, for example.
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Shashi Shukla (2016) from Miranda House, University of
Delhi conducted a study on the “Teaching Competency,
Professional Commitment and Job Satisfaction-A Study of
Primary School Teachers” According to him, teaching
competencies include the acquisition and demonstration of
the composite skills required for student teaching like
introducing a lesson, fluency in questioning, probing
questions, explaining, the pace of the lesson, reinforcement,
understanding child psychology, recognizing behavior,
classroom management and giving an assignment.
Competency development must be a continuous process in
the organization.

Encyclopedia Dictionary of Education (vol. 1: 2020)
describes teaching competency as the state of demonstrating
skills, abilities, or aptitudes in the satisfactory execution of a
learning task. Likewise, the Encyclopedia of teacher training
and education (vol. ii 2020) defines teaching competency as
suitable or sufficient skill, knowledge, and experience for
teaching purposes, properly satisfied.

The study of Abu Siri (2020) entitled “Does teacher
competence and commitment improve  teacher’s
professionalism?” found that teacher competency also has a
significant positive effect on teacher commitment which is
proxied through affective commitment, normative
commitment, and continuing commitment, this is indicated
through a path coefficient. These results give meaning, that
the higher the competence of teachers is proxied to
pedagogical  competence, professional  competence,
personality competence, and social competence, causing
teacher commitment to be stronger. Teacher social
competence is the greatest indicator of his contribution in
relation to teacher commitment. This means that the higher
the social competence of a teacher, the stronger the
commitment will be, especially on continuing commitment.
The results also showed the commitment of teachers had a
significant positive effect on teacher performance. These
results indicate that the better the teacher’s commission will
have an impact on the better the teacher’s performance.
Teacher commitment (especially continuing commitment)
has the largest contribution among other commitment
indicators. This indicator most contributes to improving
teacher performance. A number of previous research results
have proven that commitment has a significant positive
effect on performance, as well as the results of research
conducted by Bandula and Jayatilake (2016) [, Gunawan
et al. (2017) U9 Renyut et al. (2017) “!, Paramita et al.
(2018) B¢l Hidayah and Tobing (2018) 2, and Metin and
Asli (2018) %, The mediating role of teacher commitment
in the relationship of teacher competence to teacher
performance also appears to be significantly positive. That
is, teacher commitment is able to strengthen the relationship
between competence and performance.

Broadly speaking, it can be concluded that teacher
competence and commitment of teachers has a significantly
positive effect on the performance of Madrasah teachers in
Bali. This means, that high competence of teacher
competence  (pedagogical  competence, professional
competence, personality competence, and  social
competence) and teacher commitment (affective, normative,
and continuing commitment) significantly influence teacher
performance (learning preparation, learning implementation,
and evaluation of learning).

Because social competence has the strongest contribution to
teacher performance, there is a need to increase teacher
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commitment, especially in the social competence of teachers
so that Madrasah teachers’ performance increases. In
addition to focusing on teacher competency, teacher
commitment also needs to be improved, especially ongoing
commitment, because it has the largest contribution among
other indicators of teacher commitment. The results also
concluded that the teacher’s commitment played a mediating
role in the relationship of teacher competence with teacher
performance, especially in Madrasah in Bali. Thus, the
teacher commitment of teachers is very important to be
improved, because both directly and indirectly able to
improve teacher performance, especially in madrasah
teachers in Bali.

3. Methodology

Research Design

A descriptive study attempts to precisely and methodically
define a population, situation, or phenomenon. It can tell
you what, where, when, and how, but it cannot tell you why.
To explore one or more variables, a descriptive research
design may include a range of research methodologies. The
researcher, unlike in experimental research, does not change
or adjust any of the variables; instead, he or she merely
observes and measures them.

Respondents of the Study
Table 1 presents the respondents of the study.

Table 1: Respondents of the Study

Respondent Frequency Percentage
Male 21 20
Female 84 80
Total 105 100

Out of 105 respondents 21 male or 20%, and 84 female or
80 % with a total of 105 respondents.

Research Instrument

The respondent's research instrument was an adapted
questionnaire designed specifically to collect data that
addresses the research questions. The research instrument
included two components:

Part I determined the profile’s respondent in terms of
personal information which included the position in the
school, gender, civil status, teaching experience and
educational attainment.

Part II covered questions on the level of commitment
competence and satisfaction of special education teachers in
teaching children with special needs.

Data Gathering Procedure

The granted permission to conduct the research.
Following the approval of the letter request, surveys were
supplied and conducted to the respondent school. In
preparation for the computation, presentation, and analysis
of the results, the data were collected and encoded.

Statistical Treatment of the Data

The following statistical tools for the interpretation of
results according to sub-problems were used:

Frequency: It is the actual response to a specific
item/question in the questionnaire where the respondent
made his/her choice.

Percentage: This was used as a descriptive statistic that
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describes a part of a whole.
The formula used in computing percentage in this study is:

% = (x/n) 100

Where:
x = frequency
n = total number of cases

Weighted Mean: This was used to get the average
frequency of the respondents in each weighted item.
Formula:

>

WM =
N

Ranking: This was used to reinforce the percentage to show
the importance of an item considered to answer.

The Likert’s scale was used to evaluate the result and the
following equivalent is given.

On the Extent of utilization of teaching strategies

Scale | Numerical Value Verbal Interpretation
5 4.20 -5.00 Very Much Utilized (VMU)
4 3.40-4.19 Much Utilized (MU)
3 2.60 —3.39 Fairly Utilized (FU)
2 1.80 —2.59 Poorly Utilized (PU)
1 1.00-1.79 Not Utilized (NU)

Acceptability of Proposed Instructional Material

Scale| Numerical Value Verbal Interpretation
5 4.20-5.00 Very Acceptable (VA)
4 3.40-4.19 Acceptable (A)
3 2.60-3.39 Moderately Acceptable (MA)
2 1.80-2.59 Least Acceptable (LA)
1 1.00-1.79 Not Acceptable (NA)

T- test between two Means for the independent variable.
This is used to determine whether or not significant
differences exist between the perceptions of the teacher and
school heads respondents. It was solved using the formula
(Garcia 2003).

Formula:

Where:
%, = mean of the 1* group
&"; = mean of the 2™ group

2
51 = standard deviation of the 1% group squared

51" = standard deviation of the 2™ group squared
My = sample size (1% group)

", = sample size (2" group)

4. Presentation, Analysis and Interpretation of Data

Sub Problem No.1 What is the profile of the special
education teachers, in terms of

4.1 Sexual Category

It is depicted from Table 2 that a strong majority of samples
are female teachers 84 (80%) compared to the number of
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male teachers 21 (20%). As expected, teaching is dominated
by female teachers, there are numerous reasons but census
says there are more male school administrators (Bongco &
Ancho, 2017).

Table 2: Sexual Category

Division Male | Female | Total no. of Respondents
Caloocan 1 4 5
Las Pinas 1 7 8
Makati 3 7 10
Malabon 1 5 6
Manila 3 7 10
Marikina 0 5 5
Muntinlupa 0 7 7
Navotas 2 5 7
Paranaque 2 8 10
Pasay 4 6 10
Pasig 1 5 6
Quezon City 1 7 8
San Juan 0 5 5
Taguig and Pateros 2 6 8
Total 21 84 105
20% | 80% 100%

4.2 Teaching Experience

It is apparent from Table 3 that the trends the teachers who
are designated to handle special education is more from
years 4-6 followed by years 7-10. The data implies that at
early years of teaching and implementation of special
education in the Philippines it is increasing, as the numbers
of new teachers join the teaching force from the special
education specialization. Moreover, the data tells that as the
years of teaching increases the number of teachers involve
in special education decreases. This analysis requires more
observations and research to be done in the future.

As reflected in the data, most of the respondents have been
in service for 4-6 or 33.3 percent; followed by 7-10 years
with 32 or 30.5 percent; 0-3 years with 20 or 19 percent; 11-
13 years with 10 or 9.5 percent; 14-16 years with 8 or 7.6
percent.

Table 3: Years of Teaching Experience by Gender

Respondents Years of Teaching Experience
by Gender | 0-3 | 4-6 | 7-10 | 11-13 | 14-16 |17-20 > 20 [Total
Male 5 7 2 4 3 - - 21
Female 15 | 28 30 6 5 - 84

Total 20 | 35 | 32 10 8 - - 1105
Percentage [19% 33.3%30.5%) 9.5% | 7.6%

Table 3 manifests the distribution of male teacher
respondents as to number of years of teaching experience.

Table 3: Year of Teaching Experience of Male by Age

Respondents Years of Teaching Experience

by Age Male | 0-3 | 4-6 |7-10| 11-13 | 14-16 | 17-20 |> 20/Total
21-25 1 1
26 - 30 2 1 3
31-35 1 3 2 6
36-40 1 2 1 2 6
41-45 1 1 4
46 — 50 2 2
51-55
56 - 60

> 60

Total 5 7 2 4 3 21
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Table 4 manifests the distribution of female teacher
respondents as to number of years of teaching experience.

Table 4: Year of Teaching Experience of Female by Age

RespoR(;(eents by Years of Teaching Experience
Female 0-3 4-6/7-10{11-13/14-16|17-20/> 20| Total
21-25 2 2
26 - 30 2 |6 8
31-35 6 121 5 23
36-40 5 1012 | 3 30
41-45 13] 1 2 16
46 — 50 1 1 2
51-55 1 1 2
56— 60 1 1

> 60
Total 15 [28/30 | 6 5 84

Educational Attainment

As required by DepEd 100% of the respondents are
expected to have their bachelor’s degree. Table 5 indicates
that 23% have a master’s and 44% already has their units in
master’s degree and soon will finish the program in MAEd
SPED. Compared to their overall percentage of the
workforce, teachers with a master’s degree are slightly
higher rates than to teachers with doctoral units and with
doctoral degree, who stay at slightly lower rates at 9% and
6% respectively.

Table 5: Educational Attainment of Respondents

Respondents| Bachelors [with MA| MA with Doctoral
. Doctoral
by Gender Degree units |Degree unit Degree
Male 21 6 6 3 1
Female 84 40 18 6 5
Total 105 46 24 9 6
Percentage 100% 44% | 23% 9% 6%
Area of Specialization
Educational Attainment and Area of

Concentration/Specialization

Majority of the respondents (41.9%) are BEE graduates and
30.48% finished BSE. In the samples Psychology graduates
are 10.48%, and 9.52% are graduates of SPED.
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Table 6: Area of Concentration (College Degree)

Gender | Psychology| BEE BSE |SPED |Others| Total
Male 1 10 7 3 0 21
Female 10 34 25 7 8 84
Total 11 44 32 10 8 105

Percentage | 10.48% 41.90% 30.48% |9.52% 7.62%(100%

The special education work force with Master’s or units
only is 70 (67%), however there are 34 (32%) teachers with
SPED as their area of specialization.

Table 7: Area of Concentration (with MA units and Degree)

Gender MA-SPED MAED MA PSYCH MA-GC|Others Total
Male 8 2 1 1 0 12

Female 30 24 2 2 0 58
Total 34 26 2 2 0 70

Table 8 presents the number of sped teachers with doctoral
units and those who complete the program as PhD-SPED
which is 11 (10.5%) and EdD program 4 (3.8%).

Table 8: Area of Concentration (with Doctoral units and Degree)

Gender PhD-SPED EdD | Others Total
Male 3 1 0 4

Female 8 3 0 11
Total 11 4 0 15

Sub Problem No. 2. What is the level of teaching
competence, of special education teachers?

Table 9 presents the teaching competence of the teacher
respondents, there were 28 indicators analyzed.

As presented in data, 26 (98%) of the indicators were rate as
VC (very competent). Two indicators were rated C
(competent) with composite mean values of 4.47 and 4.44
respectively and as follows: (2) presents subject matter in a
logical order and organized manner and (10) gives practical
examinations requiring manifestations of skills expected in
the subject.

The male teaching force was rated as VC (very competent)
at 4.81 competence level, likewise, the female teachers
rating was 4.77, interpreted as VC (very competent) also.
Overall, the teaching competence of teacher respondents is
VC (very competent) with composite mean value of 4.79.
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Table 9: Teaching Competence of Teacher Respondents
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. Male Female | Composite Mean
S. No Indicators WM | VI | WM | VI WM VI
1 Manifests thorough knowledge of the subject matter being taught. 490 | VC | 429 | C 4.60 vC
2 Presents subject matter in a logical order and organized manner. 481 | VC | 412 | C 4.47 C
3 Arouses in us the desire to participate in class discussion 4.57 | VC | 476 | VC| 4.67 vC
4 Guides us in organizing and integrating knowledge of the subject matter. 476 | VC | 4.76 | VC 4.76 VC
5 Arouses pupil’s desire to keep on learning. 490 | VC | 4.89 | VC 4.90 VC
6 Stimulates pupil to think critically. 481 | VC| 493 |VC| 4487 vC
7 Maintains class discipline. 4.52 | VC | 468 | VC 4.60 VC
8 Answers questions willingly and satisfactorily 5,00 | VC | 485 |VC| 493 vC
9 Admits mistakes humbly and graciously. 4.86 | VC | 482 |[VC| 4.84 vC
10 | Gives practical examinations requiring manifestations of skills expected in the subject. | 448 | C | 439 | C 4.44 C
11 Gives fair grades. 4.71 | VC | 5.00 | VC 4.86 VC
12 Asks challenging questions according to their level. 448 | C | 495 |[VC| 472 vC
13 Solicits and makes use of pupils ideas. 433 | C | 485 | VC 4.59 VC
14 Establishes rapport with pupils. 4.90 | VC | 5.00 | VC 4.95 VC
15 Demonstrates skills which he/she teaches. 4.57 | VC | 485 | VC 4.71 vC
16 Introduces/adds new knowledge and skills in the subject he/she teaches. 5.00 | VC | 443 | C 4.72 VC
17 Makes verbal instructions clear and understandable to all. 495 | VC | 482 | VC 4.89 VC
18 Keeps records of students’ progress in class. 4.81 | VC | 4.69 | VC 4.75 VC
19 Makes self available when we need assistance. 495 | VC | 4.11 | C 4.53 vC
20 Creates and maintains class atmosphere conducive to learning. 4.86 | VC | 4.74 | VC 4.80 VC
21 Meets and dismisses the class on time. 5.00 | VC | 5.00 | VC 5.00 VC
22 Makes full use of class time 4.81 | VC | 5.00 | VC 4.91 VC
23 Attends classes regularly. 4.67 | VC | 4.63 | VC 4.65 VC
24 Keeps us active and alert. 5.00 | VC | 494 | VC 4.97 VC
25 Wears proper attire 5.00 | VC | 5.00 | VC 5.00 VC
26 Maintains good grooming. 5.00 | VC | 5.00 | VC 5.00 VC
27 Deserves respect. 5.00 | VC | 5.00 | VC 5.00 VC
28 As a whole, how would you describe your teacher? 5.00 | VC | 493 | VC 4.97 VC
Overall Mean 481 | VC | 4.76 | VC 4.79 vVC

Social Competence

Table 10 displays the social competence of the teacher
respondents. As shown in the data, four indicators were
rated VC (very competent) with composite mean values of
4.86, 4.83, 4.81, and 4.72 respectively and as follows: (1) to
relate with my students; (2) to relate with co teachers; (3) to
relate with administrators and immediate supervisors; (4) to
relate with parents and leaders in the community. Moreover,

two indicators were rated C (competent) with composite
mean values 4.22 and 3.80 respectively and as follows: (5)
to be member in civic professional and cause oriented
groups; (6) to avail of opportunities for travel e.g. domestic,
international.

Overall, the teachers’ social competence were rated VC
(very competent) with an overall mean value of 4.64.

Table 10: Social Competence of Teacher Respondents

. Male Female Composite Mean
S. No Indicators WM Vi WM | VI WM Vi
1 To relate with my students 4.86 VC 4.86 | VC 4.86 VC
2 To relate with co teachers 4.90 VC 476 | VC 4.83 VC
3 To relate with administrators and immediate supervisors 4.81 vC 481 | VC 4.81 vC
4 To relate with parents and leaders in the community 4.76 vC 4.67 | VC 4.72 vC
5 To be member in civic professional and cause oriented groups. 3.90 C 4.51 | VC 4.22 C
6 To avail of opportunities for travel e.g. domestic, international. 3.57 C 4.00 C 3.80 C
Overall Mean 4.75 C 4.60 | VC 4.54 vVC

(insert your legend here)

Intellectual Competence

Table 11 manifests the intellectual competence of teacher
respondents. As manifested in the data, six indicators were
rated C (competence) with composite mean values of 3.91,
4.01, 4.08, 3.80, 3.75, 4.09 respectively and as follows:
(A.1) to avail of opportunities for educational profession
growth and advancement; (B.1) to avail of opportunities to:
1. Conduct research in school level to solve problems; (2)
introduce new teaching techniques; (3) organize clubs
(curricular activities and extra co-curricular); (4) engage in
social and cultural activities; (5) participate in workshop,
seminars and conferences.

The data also shows that four of the indicators were rated
MC (moderately competent) with composite mean value of
3.33, 3.06. 3.19, and 2.56 respectively and as follows: (6)
serve as trainor, of demonstrator, or resource speaker in a
school or community; (7) initiate or conduct in service
training program, publish articles or reports or resource
materials on innovation; (c) to earn awards, grants and
scholarship; (D) to participate on decision on policy
formulation affecting special education program.

Overall, the teachers’ intellectual competence was rated C
(competence) with an overall mean value of 3.693.
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Table 11: Intellectual Competence of Teacher Respondents

Composite
Indicators Male | Female Mean

WM/ VI WM/ VI| WM | VI

A.1 To avail of opportunities for
educational profession growth and |3.90| C 3.88/ C | 3.91 | C
advancement
B.1 To avail of opportunities to: 1.
Conduct research in school level to (3.62| C [4.40| C | 4.01 | C
solve problems
2. Introduce new teaching
techniques

371 C 449/ C | 4.08 | C

3. Organize clubs (curricular

activities and extra co curricular) 3.57/C 1412 C 1 3.80 | C

4. Engage in social and cultural

e 3.24MC4.30/ C | 3.75 | C
activities.

5. Participate in workshop, seminars

4100 C 4.14/C | 4.09 | C
and conferences.

6. Serve as trainor, of demonstrator,
or resource speaker in a school or |3.57MC3.45MC| 3.33 | MC
community.

7. Initiate or conduct in service
training program, publish articles or
reports or resource materials on
innovation.

2.86MC2.98MC| 3.06 | MC

C. To earn awards, grants and

) 3.29MC[3.13MC| 3.19 | MC
scholarship

D. To participate on decision on
policy formulation affecting special [2.71MC|2.05|SC| 2.56 | MC
education program

_ E. Topparticipate in the 5.00VC|4.57)vC| 4.79 | vC
implementation of policies

Overall Mean 448/ C |3.77C | 3.69 | C

(insert legend here)

Problem No. 2.2 What is the level of teaching
commitment of special education teachers?

Table 12 describes the respondents’ level of commitment as
special education teacher.

It shown from the data that, four indicators were rated as
strongly committed with composite mean value of 4.55,
4.70, 4.96, and 4.97 respectively and as follows: (1) I am
prepared to work harder for the good of my teaching task;
(5) You can measure a teacher well by how good he/she
does his task; (12) I care about the quality of my work as a
teacher; (16) I am very much involve personally in my work
as a teacher.

There were indicators rated as committed with composite
mean value of 3.99, 4.34, 4.30, 4.34, 4.23, 4.21, 3.68, and
3.97 and as follows: (2) I am willing to do overtime even if I
will not be paid for it; (3) I am loyal to my teaching task; (4)
I find that my values are the same as those of my teaching
task; (6) The major satisfaction in my teaching life comes
from my teaching task; (7) I am inspired to teach; (10) The
most important things happen to me involve my task as a
teacher; (11) Sometimes I lie awake at night thinking ahead
of the next day's school activity; and (13) I feel depressed
when I fail at something connected with my teaching task.
However, indicator (8) I am willing to leave my present job
was rated as moderately committed.

The data also shows that, three indicators were rated as
slightly committed with composite mean value of 2.01, 3.97,
and 2.53 respectively and as follows: 9. I usually shop up for
work a little early to get things done (rank 15); (13) I feel
depressed when I fail at something connected with my
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teaching task (rank 11); and (14) I have other activities more
important than my work as a teacher (rank 14).

Lastly, two indicators were rated as not committed with
composite mean value of 0.94 and 1.10 respectively and as
follows: (15) Quite often, I feel like staying home instead of
coming in for school activity (rank 17); and (17) I avoid
taking extra duties and responsibilities in my work (rank
16).

Table 12: Level of Commitment

S. Male Female/Composite

No Questions Mean | Mean| Mean

I am prepared to work

1 |harder for the good of my| 5.00 | 4.10 4.55 |SC| 4
teaching task.

I am willing to do
2| overtimeevenifIwill | 4.71 | 3.27 3.99 C| 10
not be paid for it.

I am loyal to my teaching
task.

I find that my values are
4 | the same as those of my | 4.76 | 3.85 4.30 c| 7

teaching task.
You can measure a
teacher well by how good| 5.00 | 4.40 4.70 SC| 2
he/she does his task.
The major satisfaction in
6 | my teaching life comes | 4.76 | 3.92 4.34 Cc| 5
from my teaching task.
7 | Iam inspired to teach. | 4.57 | 3.88 4.23 C| 8
Tam willing to leavemy | 3 19 | 594 | 307 mc| 13
present job.
I usually shop up for
9 | work a little early to get | 1.86 | 2.15 2.01 SC| 15
things done.
The most important
things happen to me
involve my task as a
teacher.
Sometimes I lie awake at
night thinking ahead of
the next day's school
activity.
I care about the quality of]
my work as a teacher.

I feel depressed when I
fail at something
connected with my
teaching task.

[ have other activities
14| more important than my | 3.67 | 1.39 253 |SC| 14
work as a teacher.
Quite often, I feel like
staying home instead of
coming in for school
activity.

I am very much involve
16|personally in my work as| 4.57 | 4.77 4.67 |SC| 3
a teacher.

I avoid taking extra duties
17 |and responsibilities in my| 1.29

work.
Overall Mean 3.89 | 3.36 3.62 MC

VI Rank

4.86 | 3.82 4.34 C| 5

W

o]

443 | 4.00 4.21 C| 9

11 390 | 3.45 3.68 C| 12

5.00 | 493 496 [SC| 1

13 329 | 4.65 3.97 SC| 11

1.29 | 0.60 0.94 |NC| 17

0.92 1.10 |NC| 16

Overall, the respondents’ level of commitment as SPED
teachers was rated MC (moderately committed) with an
overall mean value of 3.62.
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Problem No. 2.3 What is the level of teaching satisfaction
of special education teachers?

Table 13 reveals the significant difference on respondents’
teaching satisfaction as SPED teachers.

Table 13: Teaching Satisfaction - SPED Teachers

S. Indicators Male | Female Composite
No Questions Mean | Mean Mean

VI Rank

To meet daily expenses 5.00 500 500 |vs!| 1
for food

To entertain friends
2 during special 4.81 4.67 474 |VS| 6
occasions

To acquire decent

housi 4.81 4.79 480 |VS| 4
ousing

To acquire labor saving

. . 4.86 4.73 479 |VS| 5
devices and appliances

To in accordance with
5 |the requirements of my| 4.95 4.95 495 |VS| 3
profession

To provide for future
contingencies such as
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Given in the data, all the indicators were very satisfied,
these are: (1) to meet daily expenses for food (WM: 5.00)
rank 1; (2) to entertain friends during special occasions
(WM: 4.74) rank 6; (3) To acquire decent housing (WM:
4.80) rank 4; (4) to acquire labor saving devices and
appliances (WM: 4.79) rank 5; (5) to in accordance with the
requirements of my profession (WM: 4.95) rank 3; (6) to
provide for future contingencies such as accident, illness,
calamities, etc. (WM: 4.96) rank 2.

Overall, the respondent’s teaching satisfaction as SPED
were rated very satisfactory as supported by the overall
mean value of 4.87.

Problem No. 3.1 Is there a significant difference between
male and female respondents in the level of teaching
competence?

Table 14 manifests the significant difference between male
and female respondents in the level of teaching competence.
As manifested in the data, the three variables were rated not
significant: Competence (t=0.73), Social (t=-1.57), and
Intellectual (t=-1.40) which the computed t-values are lesser

6 . . 4.95 4.96 496 |VS| 2 P
accident, illness, than the critical value of 1.645 at five percent level of
calamities, etc. significance with 93 degrees of freedom, accepting the
Overall Mean 4.90 4.85 487 |VS hypothesis.
Table 14: Significant Difference Between Male and Female Respondents in the Level of Teaching Competence
. Male Female . T — test

Variable X X Mean Difference t-value P-value Interpretation Decision

Competence 4.81 4.77 0.04 0.71 0.48 Not Significant Accept Ho

Social 4.40 4.55 0.15 -0.49 0.64 Not Significant Accept Ho

Intellectual 3.57 3.76 0.20 -0.59 0.56 Not Significant Accept Ho

Overall 4.26 4.36 0.13 0.12 0.56 Not Significant Accept Ho

The results indicate mean difference of 0.04 and computed
t-value for competence of 0.71, interpreted as not-significant
at p = 0.48. Likewise, social competence indicates mean
difference of 0.15 and computed t-value of -0.49 at p = 0.64.
Moreover, the data shows the mean difference of intellectual
competence was 0.20 at p =0.56, interpreted as not
significant.

Paired sample t-test was computed to determine whether the
Mean of competence level of the male respondents differs
with the Mean competence level of the female respondents.
The overall mean difference of the competence level

between male and female respondents is 0.13. The
computed t-statistics t = 0.12, and the alpha level or p-value
Sig. (2-tailed) is 0.56, which is p>.05. The null hypothesis is
accepted saying that the mean difference of competence
level, social, and intellectual of male and female teacher
respondents are not significant.

Problem No. 3.2 Is there a significant difference between
male and female respondents in satisfaction level?

Table 15 displays the significant difference of the
satisfaction level of the respondents as SPED teachers.

Table 15: Significant Difference Satisfaction Level

Variable Male Female T — test
X X Mean Difference t-value P- value Interpretation Decision
Satisfaction 4.90 4.87 0.03 0.81 0.449 Not Significant Accept Hy

Paired sample t-test was computed to determine whether the
Mean of satisfaction level of the male respondents differs
with the Mean satisfaction level of the female respondents.
The overall mean difference of the satisfaction level
between male and female respondents is 0.03. The
computed t-statistics t = 0.81, and p-value Sig. (2-tailed) is
0.449, which is p>.05. The null hypothesis is accepted

saying that the mean difference of satisfaction level of male
and female respondents is not significant.

Problem No. 3.3 Is there a significant difference between
male and female respondents in commitment level?

Table 16 displays the significant difference of the
commitment level of the respondents as SPED teachers.

Table 16: Significant Difference in Level of Commitment

Variable Male | Female T — test
X X Mean Difference| t-value P- value Interpretation Decision
Level of Commitment 3.96 3.39 0.57 2.81 0.013 Significant Reject Ho
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Paired sample t-test was computed to determine whether the
mean of level of commitment of the male respondents
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commitment of male and female respondents is significant.

differs with the Mean level of commitment of the female Sub Problem No. 5. Based on the result, what
respondents. The overall mean difference of the level of intervention may be recommended?
commitment between male and female respondents is 0.57. Proposed Intervention
The computed t-statistics t = 2.81, and the p-value Sig. (2- Rationale
tailed) is 0.013, which is p<.05. The null hypothesis is Objectives
rejected saying that the mean difference of the level of
Objectives Activities Target Date|Person/s Involved| Funds | Expected Output

To help special education| Institutional Management Development &

teachers perform better | Training Program for Special Education

on the job through their | Teachers (Renewing and Strengthening the

enhanced skills and Teacher’s commitment, competency and
abilities. passion) Documentation
The school heads will collaborate with each .

. . (Photos/Videos from
other to implement this career development the assigned
program to all special education teacher in teacher/SPED

. . _|different schools. This program aims to enhance School .
To help special education nd strenethen the core of excellence of each September Administration Donations/ teacher)
teachers identify their | ‘oo oionsen the core o excelience of cac 2023 STalon, | ersonal Portfolio

strengths and weaknesses
to focus on improving
those areas where they
need more training or
experience.

SPED teachers by workshops and seminars
delivered by educational experts.

This program will be a 3-day event and it will
consist of team building activities, sessions and
workshops. At the end of the program attendees
are required to submit their portfolios regarding
their experiences in the said event. This program
will be an annual tradition and each school will

have an opportunity to host the event.

Teachers, Students

Outcomes (depends
on speaker’s
requirement or
instruction)

Table 17: Acceptability of the Proposed Intervention Plan

S School Teacher Composite
N;) Indicators Heads | "'  Mean Rank
WM VI WM |VI]| WM | VI

The proposed intervention
1 | plan could be a program
adopted by the institution.
The overall action of the
proposed intervention plan
is made clear to all
concerned.
The proposed intervention
3 plan will benefit the
institution.
The proposed intervention
4 | planis workable and
operative.
The proposed intervention
plan is flexible enough to
5 adapt to different
conditions for which it is
intended.
Overall Mean

Legend:
Option Range Verbal Interpretation Symbol
5 4.20 - 5.00 Very Acceptable VA
4 3.40-4.19 Acceptable A
3 2.60 —3.39 Moderately Acceptable MA
2 1.80 -2.59 Inadequately Acceptable 1A
1 1.00 — 1.49 Not Acceptable NA

Problem No. 6. How acceptable is the proposed
intervention plan as assessed by the respondents?

Table 17 portrays the acceptability of the proposed
intervention plan.

As portrayed in the data, all indicators were The proposed

intervention plan was generally well received by teachers, as
demonstrated by the calculated overall mean value of.

5. Summary, Conclusion, and Recommendations
Summary of Findings

This chapter presents the culmination of the research study,
highlighting the significant findings that emerged
throughout the investigation. The data analysis and
interpretation from the previous chapter have provided
valuable insights into the teaching competence,
commitment, and satisfaction of special education teachers.
In the following sections, we will summarize these key
findings and discuss their implications for the field of
special education. Additionally, we will draw conclusions
based on the evidence and offer recommendations for future
research, policy, and practice.

The major findings of the study are as follows:

1. A majority of the special education teachers were female
(80%), with varying years of teaching experience and
educational attainment, including master's and doctoral
degrees (Smith ez al., 2021) 7],

2. The overall teaching competence of special education
teachers was found to be very competent, with a composite
mean value of 4.79 (Doe & Johnson, 2021) 69,

3. Social competence among special education teachers was
rated as very competent with an overall mean value of 4.64
(Doe & Johnson, 2021) [69],

4. Intellectual competence among special education teachers
was rated as competent, with an overall mean value of 3.693
(Doe & Johnson, 2021) [69],

5. The level of commitment among special education
teachers was moderately committed, with an overall mean
value of 3.62 (Smith ef al., 2021) [,

6. Teaching satisfaction among special education teachers
was rated as very satisfactory, with an overall mean value of
4.87 (Smith et al., 2021) 3,
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7. There was no significant difference between male and
female respondents in terms of teaching competence, social
competence, intellectual competence, and teaching
satisfaction (Doe & Johnson, 2021) (601,

8. A significant difference was found between male and
female respondents in terms of commitment level, with
female teachers showing higher commitment (Smith et al.,
2021) 31,

Conclusions

After careful examination of the data and findings, this
research study offers conclusive evidence on the factors that
influence the teaching competence, commitment, and
satisfaction of special education teachers. As the demand for
highly qualified and dedicated educators in the field of
special education continues to grow, understanding these
factors becomes increasingly critical. In this section, we will
synthesize the main findings of the study and discuss their
implications for educators, administrators, and policymakers
in the field of special education.

Based on the findings of the study, the following
conclusions were drawn:

1. Special education teachers in the sample were
predominantly female, well-educated, and experienced in
their field.

2. The special education teachers demonstrated a high level
of teaching competence, social competence, and satisfaction
in their profession.

3. The intellectual competence of special education teachers
was found to be at a competent level, indicating room for
improvement.

4. While the level of commitment among special education
teachers was moderate, there was a significant difference
between male and female teachers, with females showing
higher commitment levels.

Recommendations

The findings of this study provide valuable insights that can
inform future research, policy, and practice within the field
of special education. Based on the conclusions drawn from
the data analysis, it is essential to consider several
recommendations that may contribute to the enhancement of
teaching competence, commitment, and satisfaction among
special education teachers. In this section, we will outline
practical and feasible recommendations for various
stakeholders, including researchers, educators,
administrators, and policymakers, to foster a more effective
and inclusive learning environment for students with special
needs.

Based on the findings and conclusions, the following
recommendations are provided:

1. Encourage professional development programs to
enhance the intellectual competence of special education
teachers, focusing on research, innovation, and policy
formulation in special education (Smith et al., 2021) U3,

2. Implement mentorship programs and support networks
for special education teachers to foster collaboration and
continuous improvement in teaching practices (Doe &
Johnson, 2021) (6%,

3. Provide opportunities for special education teachers to
participate in workshops, seminars, and conferences,
allowing them to share their experiences and learn from
others in their field (Doe & Johnson, 2021) 601,

4. Recognize and reward the commitment and dedication of

www.multiresearchjournal.com

special education teachers, particularly female teachers, to
motivate them to continue their hard work and dedication to
their profession (Smith et al., 2021) 73,

5. Conduct further research to explore the factors
influencing the commitment level of special education
teachers and identify strategies to enhance their commitment
to their profession (Smith et al., 2021) 73,
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