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ABSTRACT

In today’s educational environment, understanding the factors that influence teachers’ performance is essential for improving instructional quality and institutional effectiveness. This study examined the influence of communication climate and organizational commitment on teachers’ performance in a school a Municipality in Misamis Oriental. Despite extensive international research, a gap exists in the Philippine context where these variables are often examined separately and lack integrated analysis, particularly in community-based educational institutions. The study aimed to determine the levels of communication climate, organizational commitment, and teaching performance, as well as to assess their relationships and predictive influence. A quantitative descriptive-correlational research design was employed, involving 150 teaching faculty selected through partial enumeration. Data were collected using a validated structured questionnaire and analyzed using descriptive statistics, correlation, and regression analysis. The findings revealed that both communication climate and organizational commitment were at favorable levels and significantly related to teaching performance. Furthermore, both variables significantly predicted teachers’ performance, indicating that a supportive organizational environment enhances instructional effectiveness. The study concludes that a positive communication climate characterized by openness and feedback, together with strong organizational commitment, plays a crucial role in improving teaching performance. It is recommended that future researchers include additional variables such as leadership style and work environment, utilize mixed-method approaches, and replicate the study in different settings to enhance generalizability.
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INTRODUCTION

          In the rapidly evolving educational environment of the 21st century, the role of teachers has become increasingly complex and demanding. Teachers are expected not only to deliver subject content effectively but also to adapt to technological advancements, engage diverse learners, comply with institutional standards, and contribute to the overall goals of their schools. As educational systems worldwide strive to improve learning outcomes and institutional effectiveness, teachers’ performance has emerged as a critical determinant of educational quality. Consequently, identifying and understanding the organizational and individual factors that influence teachers’ performance is essential for sustainable educational development. In the Philippine context, This study specifically focuses on actively teaching faculty members of School in municipality of Misamis  Oriental because they directly perform instructional delivery, classroom management, assessment, and student engagement. Since teaching performance is the dependent variable of this study, faculty members represent the most appropriate and information-rich population.

Although international literature has extensively examined the influence of communication climate and  organizational commitment on employee performance, several gaps remain. First, most existing studies focus on these variables independently rather than examining their combined influence on teachers’ performance. Second, empirical studies integrating these variables within the Philippine educational context are limited. Local research often emphasizes either communication practices (Garcia & Santiago, 2021) or organizational commitment (Reyes & De Guzman, 2022) without considering the growing importance of digital skills.

           This study aims to examine the influence of communication climate, organizational commitment on teachers’ performance. By integrating organizational and individual factors within a local context, the study seeks to contribute to the literature on educational management and human resource development. The findings are expected to provide evidence-based insights for school administrators, policymakers, and teacher development programs in designing strategies that enhance teachers’ performance and support sustainable education in the Philippines.

Theoretical and Conceptual Framework

This study assumes that organizational factors and individual competencies significantly influence teachers’ performance. Specifically, it assumes that a positive organizational communication climate characterized by openness and constructive feedback, together with strong organizational commitment enhances teachers’ instructional effectiveness. It is further assumed that when teachers experience transparent communication, supportive feedback, and a sense of belonging within their institution, they are more likely to demonstrate stronger commitment, adapt to instructional demands, and perform effectively in terms of instructional delivery, mastery of content, classroom management, and assessment practices. Thus, communication climate, organizational commitment are assumed to function as key predictors of teaching performance

This study is anchored on Social Exchange Theory and Goal-Setting Theory. Social Exchange Theory explains that organizational relationships are built on reciprocity, trust, and mutual benefit, which influence employees’ attitudes and performance (Ahmad et al., 2023; Wu & Lv, 2024; Xie et al., 2025).These theories provide a strong theoretical basis for explaining how organizational practices influence teachers’ attitudes and performance. Social Exchange Theory posits that workplace relationships are built on reciprocity, trust, and mutual benefit. In the school setting, when administrators foster open communication, provide meaningful feedback, and support teachers’ professional growth, teachers perceive these practices as organizational support. In return, teachers reciprocate through higher organizational commitment, stronger engagement, and improved teaching performance. Recent studies affirm that supportive communication climates strengthen trust, commitment, and professional dedication among teachers (Chauhan et al., 2022; Lee, 2023; Zhang & Li, 2024).

Goal-Setting Theory emphasizes that clearly defined and well-communicated goals enhance motivation and performance. In educational institutions, communication serves as the primary mechanism through which instructional goals, standards, and expectations are clarified. Feedback allows teachers to monitor progress and improve instructional practices. Empirical evidence shows that goal-oriented communication significantly improves teaching effectiveness and classroom outcomes (Kim & Park, 2022; Mensah,2023). Together, these theories explain how organizational communication and commitment influence teaching performance.

Communication climate within the framework of modern organizational communication theories, which continue to be validated in recent research. The foundational work of W. Charles Redding (2020) remains relevant, but contemporary studies extend his ideas by emphasizing that communication climate significantly affects employee engagement, motivation, and performance in today’s dynamic organizations. According to Bari et al. (2022) and Ahmed and Abubakar (2023), organizations that foster open, transparent, and supportive communication climates experience higher levels of employee productivity and job satisfaction. In educational settings, this implies that when school leaders promote clear communication, active listening, and constructive feedback, teachers are more likely to perform effectively and align with institutional goals.

The study is further supported by the Supportive and Defensive Communication Climate Theory of Jack R. Gibb (2021), which continues to be widely applied in recent educational research. Gibb’s framework identifies supportive communication behaviors—such as openness, empathy, equality, and collaboration—as essential in creating a positive work environment. Recent studies confirm that supportive communication climates in schools lead to improved collaboration, stronger professional relationships, and enhanced teaching effectiveness (Serrano & Javier, 2023; Khalid et al., 2023). Conversely, defensive communication—characterized by control, lack of trust, and poor feedback—can negatively affect teachers’ morale and instructional performance. This theory is particularly relevant in the Philippine educational context, where interpersonal relationships and respect play a significant role in organizational dynamics.

Organizational commitment refers to the psychological attachment and sense of loyalty that employees develop toward their organization. It influences their willingness to remain and exert effort toward organizational goals. This concept is often divided into three components : affective, continuance, and normative commitment. Research has shown that employees with higher organizational commitment demonstrate better performance, greater adaptability, and lower turnover intentions (Gao & Jiang, 2021; Khalid et al., 2023). Effective communication reinforces this commitment by making employees feel acknowledged, involved, and aligned with the organization’s vision.Recent studies show that teachers with strong  commitment in there  duties demonstrate greater instructional flexibility, improved student engagement, and more effective assessment practices (König et al., 2022; Falloon, 2023).It enable teachers to design interactive lessons, manage virtual or blended classrooms, and utilize data-driven assessment tools, thereby enhancing overall teaching effectiveness. 

For the dependent variables which is the Teaching Performance that  refers to how effectively teachers fulfill their professional responsibilities in the classroom. In this study, teaching performance is measured through instructional delivery, mastery of content, classroom management, and assessment. First sub-variable is the instructional delivery  refers to teachers’ ability to present lessons clearly, engage students, and use appropriate teaching strategies. Studies indicate that supportive communication and feedback enhance teachers’ instructional clarity and student engagement (Ahmed & Abubakar, 2023).The Mastery of content involves teachers’ depth of knowledge and ability to explain subject matter accurately. Continuous feedback, professional communication, and digital resources contribute to improved content mastery and instructional confidence (Kim & Park, 2022).

Overall, this study integrates Social Exchange Theory and Goal-Setting Theory to explain how organizational and individual factors influence teaching performance. The conceptual framework proposes that organizational communication climate (openness and feedback), organizational commitment serve as independent variables that influence teaching performance, measured through instructional delivery, mastery of content, classroom management, and assessment.  The framework suggests that schools that promote open communication, strengthen teachers’ commitment are more likely to achieve higher levels of teaching performance and educational effectiveness.   


Research Questions

This study is ought answer the following questions;
1.What is the participants’ assessment of communication climate?
2.What is the participant’s self- rating of their organizational commitment ?
3. What is the participants’ assessment of their teaching performance ?
4.Do communication climate and organizational commitment  have significant relationships on teaching performance?
5.Do communication climate and organizational commitment predict teaching performance?

RESEARCH METHODS

Research  Design
 This study employed a quantitative descriptive–correlational research design. The descriptive component determined the levels of communication climate, organizational commitment ,and teaching performance. The correlational component examined the relationships among these variables and identified whether the independent variables significantly predict teaching performance. The descriptive component provided a comprehensive profile of employees’ assessments of communication, commitment, and performance, while the correlational component examined how these variables are statistically related. This design allowed the researcher to explore whether communication and organizational commitment significantly influence employee performance outcomes within actual organizational settings.

Participants and  Sampling  Proedure

           A simple random sampling technique will be employed to the participants  from the teachers of balingasag . This method ensures that each eligible participant will have an equal chance of being included in the study, minimizing selection bias and enhancing the representativeness of the sample. Coordination with organizational administrators will be conducted to identify qualified employees. After which the researcher personally distributed and retrieved the survey questionnaires to ensure high response accuracy and completeness. The participants of the study consisted of one hundred fifty (150) teachers from the school in Balingasag , Misamis Oriental.

Data  Analysis

           The study utilized of adapted questionnaires. The questionnaire was structured into three sections corresponding to the study’s variables Organization Communication, Organizational commitment and teachers performance.Part 1,the organizational communication dimension is adapted question from (Men (2021) and Mazzei (2020) and Chong (2021).For part 2,the organizational commitment dimension  is adapted question from  Meyer & Allen (2020) and Farruk .(2020); Nguyen & Tran (2021).For part 3, the teaching performance dimension is adapted question  from Charlotte  (2022). For Problems 1 to 2, descriptive statistics such as frequency, percentage, mean, and standard deviation were used to describe the teachers’ levels of communication climate, organizational commitment, digital skills, and teaching performance.

          For Problems 3 and 5, multiple regression analysis was utilized as the primary inferential statistical tool of the study. Regression analysis was used to determine the extent to which communication climate, organizational commitment, and digital skills significantly predict teachers’ performance. According to Hair et al. (2021), multiple regression analysis is appropriate for examining the predictive relationship between one dependent variable and multiple independent variables, allowing the researcher to identify both the collective and individual contributions of the predictors.

RESULTS AND DISCUSSION

Problem 1. What is the participants’ assessment of organizational
communication?

Table 1 presents the frequency, percentage, and mean distribution of participants’ assessment of organizational communication. The results show an overall mean score of 4.27 (SD = 0.51), indicating that organizational communication is generally rated as high by the respondents. This suggests that communication within the organization is perceived as effective in terms of clarity, information sharing, and coordination of tasks among personnel.

These findings imply that strong organizational communication contributes to improved understanding and coordination in the workplace, which may enhance overall performance and efficiency. When communication is clear and consistent, employees are better guided in their roles and responsibilities, reducing errors and improving collaboration. This is supported by Allen et al. (2020), who emphasized that effective organizational communication strengthens coordination and role clarity, and Robbins and Judge (2020), who noted that strong communication systems are essential in improving employee performance and organizational effectiveness.
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Specific Indicators


	


M
	


Description
	


SD

	The  communication climate
	
	
	

	1.Supervisors communicate expectations  clearly and transparently
	4.13
	Agree
	0.80

	2. Important work -related information is communicated in a timely manner.
	4.35
	Agree
	0.67

	3.Management explains  the reason behind major  decisions that affect employees. 
	4.31
	Agree
	0.61

	4. I receive regular feedback regarding the quality of my work.
	4.27
	Agree
	0.72



Problem 2. What is the participants’ self-rating of their organizational commitment?
       Table 2 presents the frequency , mean, percentage  of participants, assessment of the organizational commitment .The overall mean score of 4.39(SD=0.50) determines high  perception of the organizational commitment , which can be considered as a recognition of the effort by the establishment to maintain the performance  of teachers are both efficient and sustainable. The frequency , percentage, and mean distribution of participants’ assessment of the organizational commitment is seen the most of the participants rated with 51.97% indicating  a high level and 40.94% a very high level.

[image: ]Table 2Frequency, Percentage, and Mean Distribution of participants’ assessment of organizational commitment. 


	Specific Indicators 
	M
	Description
	SD

	1. 
	 I feel emotionally attached to this organization.
	4.39
	Agree
	0.62

	2. 
	I feel happy when I think  about continuing my career here.
	4.46
	Agree
	0.61

	3. 
	 I have invested too much in this organization to consider leaving.
	4.28
	Agree
	0.79

	4
	I feel committed to staying because of my sense of duty to the organization.
	4.44
	Agree
	0.61





Problem 3, What is the participants’ assessment of their teaching performance?
                Table 3 presents the frequency , mean, percentage  of participants, assessment of the teaching performance .The overall mean score of 4.89(SD=0.15) determines  very high  perception of the teaching performance , which can be considered as a recognition of the effort by the establishment to maintain the performance  of teachers are both efficient and sustainable. The frequency , percentage, and mean distribution of participants’ assessment of the teaching performance is seen the most of the participants rated with 98.43% indicating  a very high level .         

Table 3
Frequency, Percentage, and Mean Distribution of participants’ assessment of their teaching performance
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Specific Indicators 
	


M
	


Description
	


SD

	1. 
	I explain lessons clearly and in an organized manner.
	4.86
	Strongly Agree
	0.35

	2. 
	I encourage students participation during class discussions.
	4.88
	Strongly Agree
	0.32

	3. 
	I answer students’ questions accurately and confidently.
	4.91
	Strongly Agree
	0.28

	4
	I explain complex concepts in a clear and understandable way.
	4.88
	Strongly Agree
	0.32

	5
	 I maintain a respectful and positive classroom environment.
	4.91
	Strongly Agree
	0.28



Problem 4. Do Organizational communication and organizational commitment have significant relationship on teaching performance?
	Ho1: Organizational communication and organizational commitment do not have significant relationship on teaching performance.

Table 4 presents the results of the Pearson correlation analysis examining the relationship between organizational communication, organizational commitment, and teaching performance. The results indicate that both organizational communication (r = .364, p = .000) and organizational commitment (r = .371, p = .000) have significant positive relationships with teaching performance, suggesting that improvements in communication flow and stronger employee commitment are both associated with higher levels of teaching performance. This implies that effective information exchange and coordination, as well as emotional attachment and dedication to the organization, jointly contribute to better instructional outcomes among teachers. Therefore, HO1 is rejected, which states that there is no significant relationship among the variables. This finding is supported by Robbins and Judge (2020), who emphasized that organizational behavior factors such as communication and commitment collectively influence employee performance through both structural and motivational mechanisms.
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Problem 5.Do organizational communication and organizational commitment predict teaching performance?
Ho2: Organizational communication and organizational commitment do not predict teaching performance.
Ho3: Organizational communication does not predict teaching performance.
Ho4: Organizational commitment does not predict teaching performance.

[bookmark: _Hlk221213931]Table 5 presents the results of the multiple regression analysis examining the influence of organizational communication and organizational commitment on teaching performance. The model summary shows a significant overall fit, with R = 0.435, R² = 0.189, and Adjusted R² = 0.176, indicating that 18.9% of the variance in teaching performance is explained by the combined influence of organizational communication and organizational commitment, while the remaining 81.1% is attributed to other unmeasured factors such as instructional strategies, teacher competence, leadership support, work environment, and student-related variables. Therefore, the overall model is statistically significant (F = 14.469, p = .000), leading to the rejection of HO2, which states that organizational communication and organizational commitment do not jointly predict teaching performance. This confirms that both predictors significantly contribute to explaining variations in teaching performance, consistent with the findings of Robbins and Judge (2020), who emphasized that organizational factors significantly influence employee performance outcomes in educational and workplace settings.



Table 5
Regression Analysis of the Influence of Organizational Communication and Organizational Commitment on Teaching Performance
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Conclusion

       The study demonstrate that  participants  generally  hold high  perceptions   of  the communication climate and organizational commitment on teachers performance. Based on the findings of the study, several conclusions were drawn. First, the institution maintains a positive and supportive communication climate that facilitates the efficient flow of information and encourages collaboration among teachers. This environment helps teachers perform their tasks effectively and remain informed about institutional policies and expectations. Second, teachers in the institution exhibit a strong level of organizational commitment, which reflects their loyalty, dedication, and sense of belonging to the organization. Such commitment contributes to stability within the workforce and promotes a culture of responsibility and professionalism. Third, the overall teaching performance of the faculty members is very high. This indicates that teachers are competent, motivated, and capable of meeting the instructional and professional demands of their roles. Their performance reflects not only their personal competence but also the supportive organizational environment in which they work.Fourth, both organizational communication and organizational commitment play significant roles in shaping teachers’ performance. Effective communication ensures clarity of expectations and supports professional collaboration, while strong organizational commitment encourages teachers to exert greater effort and maintain high standards in their work.

         Finally, organizational commitment was found to be the most influential predictor of teaching performance. This implies that when teachers feel valued, respected, and emotionally connected to their institution, they are more motivated to perform well and contribute positively to organizational goals. These findings support the principles of Social Exchange Theory, which explains that employees reciprocate positive organizational treatment through improved performance and dedication.

Recommendation
The empirical study shows that organizational communication climate and organizational commitment which consequently drives influence teachers performance. In light of the findings and conclusions of the study, several recommendations are proposed to further enhance teachers’ performance and strengthen organizational practices.
1.School administrators may encouraged to sustain and further improve communication practices within the institution. Establishing regular meetings, clear information channels, and open feedback systems can help maintain transparency and strengthen trust between management and teachers. Administrators should also continue implementing programs that foster teachers’ sense of belonging and commitment, such as recognition programs, professional growth opportunities, and supportive leadership practices.
2.Teachers may encouraged to remain actively engaged in institutional activities and communication processes. By participating in meetings, training programs, and collaborative initiatives, teachers can contribute to a more cohesive and supportive organizational environment while continuing to develop their professional competencies.
3.Human resource personnel and policy makers in the education sector may  design and implement policies that promote teacher welfare, job security, and professional development. Providing opportunities for career advancement, fair evaluation systems, and supportive working conditions can further strengthen teachers’ commitment and performance.
4.Researchers may encouraged to expand this study by including other variables that may influence teachers’ performance. Conducting studies in different educational institutions or using qualitative methods such as interviews may also provide deeper insights into the organizational factors that affect teacher effectiveness.

Compliance with Ethical Standards
         This study adhered to established ethical standards in conducting research involving human participants. Ethical clearance was secured from the Lourdes College Research Ethics Committee prior to the conduct of data collection. Informed consent was obtained from all respondents, who were fully informed of the study’s purpose, the voluntary nature of their participation, and their right to withdraw at any time without any penalty. The anonymity and confidentiality of the participants were strictly maintained, with no personally identifiable information collected. All data were handled with utmost care and securely stored in compliance with data privacy principles. The well-being of the respondents was prioritized throughout the research process, ensuring that no form of harm or discomfort was experienced.  Furthermore, the researcher declares that there were no conflicts of interest, and all findings were interpreted objectively and without bias. Plagiarism was strictly avoided through proper citation and acknowledgment of all sources. The results of the study were used solely for academic purposes. The use of artificial intelligence (AI) tools was limited to grammar and language refinement, and this has been disclosed to promote transparency and uphold academic integrity.
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Range  Description  Interpretation  Frequency  Percentage  

4.51 - 5.00  Strongly Agree  Very High  29  22.83  

3.51 - 4.50  Agree  High  83  65.35  

2.51 - 3.50  Slightly Agree  Moderate  15  11.81  

1.51 - 2.50  Disagree  Low  0  0.00  

1.00 - 1.50  Strongly Disagree  Very Low  0  0.00  

  Total  127  100.0  

  Overall Mean  4.27  

  Interpretation  High  

  SD  0.51  

 


image2.emf
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  Overall Mean  4.39  
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  Overall Mean  4.8 9  

  Interpretation  Very  High  
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