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ABSTRACT 
This study investigates the impact of work-related stressors on teachers' performance in the New Bataan District, 
Davao de Oro. It highlights the significant challenges faced by educators, including workload, administrative 
pressures, and interpersonal conflicts. Through a quantitative-descriptive correlational research design, data were 
collected from 110 teachers across four schools using a validated questionnaire. The findings reveal that while teachers 
experience various stressors, they generally maintain a high level of performance as measured by the Performance 
Management and Evaluation System (PMES). Notably, the correlation between work stressors and teaching 
performance was found to be negligible and statistically insignificant. The study underscores the necessity for 
improved communication, support systems, and clarity in job roles to enhance teachers' work environments. 
Recognizing and addressing these challenges is crucial for promoting educators' well-being and effectiveness, 
ultimately benefiting student outcomes. Recommendations for school leaders include fostering collaboration, defining 
clear roles, and prioritizing professional development to create a supportive atmosphere for teachers. 

KEYWORDS: Work Stressors, Teachers’ Performance, Descriptive Correlation Study 
 

 
Chapter I 

INTRODUCTION 
The Problem and Its Background  

Work-related stress is one of the most common problems experienced by many teachers which eventually affects their 

performance at school and their well- being. According to Agyapong et al. (2022) Work-related stress among teachers 

has garnered considerable attention in educational research, primarily due to its potential ramifications on both 

educators' well-being and the quality of instruction.   

 

In Ghana, the study of Subbey (2023), revealed that teachers' work-related stress significantly affects their 

performance because they have to deal with mounting workloads, administrative tasks, and expectations from parents 

and the education system stress and burnout resulting from curriculum pressures, paperwork, and high-performance 

expectations which according to the study are the factors contributing to stress. These factors reduce the motivation 

and job satisfaction of teachers.  

 

In General Santos City, Philippines, it was revealed in the study of Diomampo and Quines (2023) that work related 

stress greatly impacts the performance of teachers because they experience increasing pressures from heavy 

workloads, tight deadlines, and scarce resources. These results conform to the study of Shah et al. (2023) that stress 

tends to cause burnout, which lessens their motivation and capacity to interact with students. Consequently, the quality 

of education is compromised, emphasizing the schools' need to offer improvements in support and resources to assist 

teachers in managing stress and overall well-being.  

 

In New Bataan where the researcher is teaching she personally observed and experienced as well that many colleagues 

complained about their overloaded work at school that made them tired after a day. They could not even focus in 
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teaching because of the many paper works given to them aside from the overloaded responsibilities assigned to them 

by the principal. For her it was not easy to handle such many responsibilities since they had also their advisory classes 

and teaching loads. In the midst of these challenges, the teachers had to perform their responsibilities as teachers but 

the energy vested is quite low as compared to those who do not have more responsibilities to perform. The reason why 

the researcher would like to delve into this study to determine the specific stressors encountered by teachers how these 

stressors correlate with their job performance.  

 

Statement of the Problem 

This goal of this study was to determine the effects of work stressors on the performance of the teachers in New Bataan 

District, Davao de Oro for school year 2025-2026 . Specifically, it sought to answer the following questions: 

1. What is the level of work-related stress of the secondary teachers of in terms of: 

1.1 disagreement and indecision, 

1.2 pressure on the job, 

1.3 job description conflict, 

1.4 communications and comfort with supervisor 

1.5 job related health concerns 

1.6 work overload stress 

1.7 work underload stress 

1.8 boredom induced stress 

1.9 problem of job security 

1.10 time pressure 

1.11 job barrier stress  

2. What is the performance of the teachers based on the Performance Management and Evaluation System 

(PMES)?   

3.  Is there a significant relationship between the work stressors of teachers and their teaching performance? 

4. Which of the indicators of work stressors affect the performance of the teachers? 

 

Chapter II 

METHODS 
Research Design 

This study used the quantitative descriptive-correlational study, the correlation method was employed to investigate 

the relationship between the effects of work stressors and teaching performance. The degree of correlation between 

two variables was assessed using a correlation coefficient. This aligned with Creswell's assertion (2012) that 

correlational research designs utilize correlation statistical tests to describe and measure the strength of association 

between two or more variables.  

 

Research Respondents 

The respondents of the study were the 110 teachers who were teaching in New Bataan National High School, 

Camanlangan National High School, Magangit Integrated   School, and Tandawan Integrated School for school year 

2025-2026. Using the universal sampling method all the teachers in the four identified respondent schools were taken 

as the respondents of the study.  

 

Research Instruments 

Data were gathered using an adopted questionnaire. The instrument was adopted from the work stressors questionnaire 

which has 11 indicators and was developed by American Institute for Preventive Medicine (2019) disagreement & 

indecision; pressure on the job; job description conflict; communications & comfort with supervisor; job related health 

concerns; work overload stress; work underload stress; boredom induced stress; problem of job security; time pressure 

and job barrier stress.  

 

Statistical Tool 

The responses to the items were analyzed and interpreted using the following appropriate statistical tools: 

 

Average Mean. This was used to describe the relationship between teachers' work-related stress and their performance 

in the classroom. 
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Pearson r. This test was used to determine the extent of the association between work related stress indicators and 

the performance of teachers in the classroom. 

 

Multiple Linear Regression. This analysis was used to assess the impact of various work stressors on the performance 

of teachers in the classroom. 

 

Chapter III 

RESULTS 
Level of Work-related Stress of the Secondary Teachers 

Included the level of work-related stress of secondary teachers are disagreement and indecision, pressure on the job, 

job description conflict, communications and comfort with supervisor, job related health concerns, work overload 

stress, work underload stress, boredom induced stress, problem of job security, time pressure and job barriers. 

 

Disagreement and Indecision. The disagreement and indecision among employees, measured through mean scores 

and descriptive equivalents. The findings indicate a general consensus of disagreement across various aspects. For 

instance, employees reported a mean score of 2.47 for being unsure of co-worker expectations and 2.40 for perceiving 

unfriendly attitudes among colleagues, both suggesting that they do not feel uncertain or perceive negativity in their 

interactions. Additionally, a mean score of 2.46 indicates that employees believe their job responsibilities do not 

conflict with their better judgment, while the lowest score of 2.14 reflects a strong disagreement with the notion of 

being unable to satisfy conflicting demands from superiors. Finally, a mean of 2.28 suggests that employees do not 

find it difficult to refuse overtime work. The overall weighted mean of 2.35 reinforces the trend of disagreement, 

suggesting a positive work environment where employees feel clear about expectations and do not face significant 

ethical dilemmas or conflicts in their roles. 

 

Pressure on the Job. The pressure on the Job, highlighting various indicators assessed by employees through mean 

scores and descriptive equivalents. The findings reveal a general tendency toward moderate agreement regarding job-

related pressures. For example, a mean score of 3.50 indicates that employees feel significantly overloaded, often 

unable to complete their tasks within a typical workday. Additionally, a score of 2.94 suggests that employees 

moderately agree with the perception of excessive supervision, while a mean of 2.80 indicates that job demands are 

impacting their personal lives. The score of 3.35 reflects a sense of urgency among employees, as they often feel 

rushed to complete work due to time constraints. Lastly, a mean of 2.90 suggests that the presence of bureaucratic 

processes contributes to their perception of pressure. The overall weighted mean of 3.10 reinforces the trend of 

moderate agreement, indicating that employees experience a considerable level of pressure in their roles, affecting 

both their productivity and personal well-being. 

 

Job Description Conflict. The job description conflict, presenting various indicators evaluated by employees through 

mean scores and descriptive equivalents. The data indicates a mixed perception regarding job clarity and 

responsibilities. The mean score of 2.80 suggests disagreement with the notion of uncertainty about exact job 

responsibilities, indicating that employees generally feel clear about their roles. However, a score of 2.83 reflects 

moderate agreement that teamwork may be excessive, suggesting that some employees feel overwhelmed by 

collaborative demands. Additionally, a mean of 2.76 indicates moderate agreement regarding a poor flow of 

information, which may hinder their ability to perform effectively. The score of 2.60 suggests disagreement with the 

idea that employees lack the authority necessary to carry out their jobs, implying they feel adequately empowered in 

their positions. Lastly, a mean of 2.65 indicates moderate agreement that employees experience discomfort when 

handling unethical assignments. The overall weighted mean of 2.73 falls within the moderate agreement range, 

highlighting that while employees generally understand their job roles, they face challenges related to teamwork, 

information flow, and ethical dilemmas. 

 

Communications and Comfort with Supervisor. The communications and comfort with supervisor, presenting 

indicators assessed by employees through mean scores and descriptive equivalents. The findings indicate a moderate 

level of agreement regarding communication dynamics with supervisors. A mean score of 3.16 suggests that 

employees moderately agree that their ideas often differ from those of their supervisor, indicating potential differences 

in perspectives. Conversely, a score of 2.38 indicates disagreement with the notion of having trouble communicating 

with the boss, suggesting that employees generally feel comfortable in their interactions. Additionally, a mean of 2.82 

signifies moderate agreement that employees find it challenging to predict their supervisor's reactions, which may lead 
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to uncertainty in communication. The score of 3.01 reflects moderate agreement that supervisors provide limited 

feedback on employees' work, suggesting a potential area for improvement in guidance and support. Lastly, a mean 

of 2.81 indicates moderate agreement that supervisors may be overly critical, which could affect employee morale. 

The overall weighted mean of 2.84 reinforces the trend of moderate agreement, highlighting that while employees feel 

relatively comfortable communicating with their supervisors, there are notable areas of concern regarding feedback 

and the alignment of ideas. 

 

Job Related Health Concerns. The job related health concerns, evaluating various indicators through mean scores 

and descriptive equivalents. The findings reveal a general consensus of disagreement regarding health-related issues 

in the workplace. A mean score of 2.47 suggests that employees do not perceive their work conditions as unhealthy. 

Similarly, a score of 2.40 indicates disagreement with the notion that physical dangers exist in the workplace, implying 

a sense of safety among employees. The mean of 2.46 reflects that employees generally do not find the physical tasks 

they are required to complete to be excessively demanding. Additionally, a low mean score of 2.14 suggests strong 

disagreement with the presence of hostile threats from co-workers, indicating a positive workplace environment in 

terms of interpersonal relationships. Finally, a score of 2.28 indicates disagreement with the idea that sick days are 

discouraged, suggesting that employees feel supported in taking necessary time off for health reasons. The overall 

weighted mean of 2.35 reinforces the trend of disagreement, highlighting that employees do not perceive significant 

health concerns related to their jobs, contributing to a sense of well-being in the workplace. 

 

Work Overload Stress. The level of work overload stress presents indicators assessed by employees through mean 

scores and descriptive equivalents. The data indicates a mixed perception regarding workload and stress levels. A 

mean score of 2.18 suggests disagreement with the idea that employees cannot consult with others on projects, 

indicating that collaboration is likely facilitated in the workplace. Similarly, a score of 2.10 reflects disagreement with 

the perception that co-workers are inefficient, suggesting a positive view of team performance. However, a mean of 

2.90 indicates moderate agreement that employees often take work home to complete, highlighting a potential concern 

regarding work-life balance. Additionally, a score of 2.71 shows moderate agreement that employees feel responsible 

for too many people or projects, suggesting some degree of overload. Lastly, a mean of 2.47 indicates disagreement 

with the notion of a shortage of help at work, implying that employees do not generally feel they are lacking support. 

The overall weighted mean of 2.47 reinforces the trend of disagreement, suggesting that while some employees 

experience stress related to taking work home and managing multiple responsibilities, they do not perceive significant 

overload or inefficiency in their work environment. 

 

Work Underload Stress. The level of work underload stress presenting indicators assessed by employees through 

mean scores and descriptive equivalents. The data reveals a general disagreement regarding feelings of underload or 

lack of engagement at work. A mean score of 2.22 suggests that employees do not feel they have too little responsibility 

in their roles. Similarly, a score of 1.99 indicates strong disagreement with the perception of being overqualified for 

their jobs, implying that employees feel their skills are appropriately matched to their responsibilities. However, a 

mean of 2.54 indicates moderate agreement that there is little chance for growth, suggesting that some employees 

perceive limitations in professional development opportunities. Additionally, a score of 2.21 implies disagreement 

with the notion of trying to "look" busy at work, indicating that employees are generally engaged in their tasks. Lastly, 

a mean of 2.21 reflects disagreement with feeling unstimulated, suggesting that employees do not commonly 

experience boredom in their roles. The overall weighted mean of 2.23 reinforces the trend of disagreement, indicating 

that while some employees recognize a lack of growth opportunities, they do not generally feel a sense of underload 

or disconnection from their work. 

 

Boredom Induced Stress. The level of boredom induced stress presenting indicators evaluated by employees through 

mean scores and descriptive equivalents. The findings indicate a mixed perception regarding boredom and engagement 

at work. A mean score of 2.74 suggests moderate agreement that employees experience repetitive or highly specialized 

routines, indicating that some aspects of their jobs may feel monotonous. However, a score of 2.17 reflects 

disagreement with the idea that employees are not learning anything new, implying that they feel they are acquiring 

new skills or knowledge. Similarly, a mean of 2.20 indicates disagreement with the notion that employees cannot see 

the final outcome of their efforts, suggesting that they find value in their work. Additionally, a score of 2.06 implies 

disagreement with the perception that the job is too easy, indicating that employees feel appropriately challenged. 

Lastly, a mean of 2.05 reflects disagreement with frequently daydreaming, suggesting that employees remain focused 

and engaged. The overall weighted mean of 2.25 reinforces the trend of disagreement, indicating that while repetitive 
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tasks may contribute to some feelings of boredom, employees generally do not experience significant boredom-

induced stress in their roles. 

 

Problem of Job Security. The level of problem of job security presenting indicators evaluated by employees through 

mean scores and descriptive equivalents. The data highlights a generally low level of concern regarding job security. 

A mean score of 2.33 indicates disagreement with the fear of being laid off or fired, suggesting that employees feel 

relatively secure in their positions. Additionally, a score of 2.19 reinforces this sentiment, reflecting disagreement 

with the notion of being able to be fired without cause. However, a mean of 2.52 indicates moderate agreement that 

employees worry about poor pension plans, suggesting some concern regarding long-term financial security. 

Similarly, a score of 2.80 reflects moderate agreement with worries about low wages, indicating that employees may 

feel their compensation is inadequate. Lastly, a mean of 2.45 shows disagreement with the idea that needing "pull" or 

connections is necessary to advance, implying that employees believe in merit-based advancement rather than 

nepotism. The overall weighted mean of 2.42 supports the trend of disagreement, indicating that while there are 

concerns about pension and wages, employees generally do not feel significant anxiety regarding job security or the 

conditions of their employment. 

 

Time Pressure. The level of time pressure revealing that employees perceive a moderate level of stress associated 

with time constraints in the workplace. With a mean score of 2.93, employees moderately agree that there are constant 

reminders that "time is money," indicating a strong emphasis on productivity. Similarly, a score of 2.82 suggests that 

starting and ending times are rigid, contributing to a structured yet potentially stressful work environment. The mean 

of 2.66 reflects moderate agreement that the pace of work can be monotonous, which may amplify feelings of pressure 

to maintain efficiency. Conversely, a score of 2.42 indicates disagreement with the notion of insufficient break or meal 

time, suggesting that employees feel they have adequate opportunities to rest. Lastly, a mean of 2.81 shows moderate 

agreement that the work pace is demanding. The overall weighted mean of 2.73 underscores the trend of moderate 

agreement regarding time pressure, highlighting that while employees experience stress related to productivity 

expectations, they generally feel supported in terms of break times. 

 

Job Barrier Stress. The level of job barriers stress presenting indicators assessed by employees through mean scores 

and descriptive equivalents. The data reveals a mixed perception regarding barriers to job satisfaction and 

advancement. A mean score of 2.95 indicates moderate agreement that employees feel their opportunities for 

advancement or raises are limited, suggesting concern about career growth and motivation. In contrast, a score of 1.94 

reflects disagreement with the notion that sex or age discrimination exists in the workplace, indicating a belief in a 

fair and equitable environment. Similarly, a mean of 1.88 suggests strong disagreement with feeling unsuited to their 

jobs, implying that employees generally feel competent in their roles. Furthermore, a score of 2.05 shows disagreement 

with the idea that their work lacks personal meaning, indicating that employees find value in what they do. Lastly, a 

mean of 2.19 indicates disagreement that their work goes unrecognized, suggesting that employees feel their 

contributions are acknowledged. The overall weighted mean of 2.21 reinforces the trend of disagreement, indicating 

that while there are concerns about limited advancement opportunities, employees do not perceive significant barriers 

related to discrimination, job fit, or recognition. 

 

Level of Performance of the Teachers Based on the Performance Management and Evaluation System (PMES) 

Teachers Performance. The descriptive statistics for "Teachers' Performance" as measured by the Performance 

Measurement Evaluation System (PMES). The data includes responses from 110 valid participants, with no missing 

data. The mean score of 4.651 indicates a generally outstanding level of performance among teachers, suggesting that 

they are perceived as effective in their roles. The standard deviation of 0.1543 indicates that the scores are closely 

clustered around the mean, reflecting consistency in performance levels across the group. The minimum score of 4.231 

and the maximum score of 4.955 further highlight this high performance range, showing that while there are slight 

variations, all scores fall within a relatively narrow band of high achievement. Overall, these statistics suggest that 

teachers are performing well, with little variation in their performance levels. 

 

Relationship between the Work Stressors of Teachers and their Teaching Performance. The significant 

relationship between the work stressors of teachers and their teaching performance. Table 14 presents the Pearson 

correlation analysis between the work stressors of teachers (STRESS) and their teaching performance as measured by 

the Performance Measurement Evaluation System (PMES). The correlation coefficient (Pearson's r) for STRESS in 

relation to PMES is 0.005, indicating a negligible positive correlation between work stressors and teaching 
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performance. This suggests that as stress levels increase, there is virtually no corresponding change in performance, 

implying that stress does not significantly impact teachers' effectiveness. 

 

The p-value associated with this correlation is 0.957, which is much higher than the conventional threshold of 0.05 

for statistical significance. This result indicates that the correlation is not statistically significant, reinforcing the idea 

that there is no meaningful relationship between work stressors and teachers' performance. Overall, the data suggest 

that teachers' performance remains largely unaffected by the levels of stress they experience in their work environment. 

 

Indicators of Work Stressors Affect the Performance of the Teachers. The indicators of work stressors affect the 

teachers’ performance. The analysis of the relationships between various stress-related variables and teaching 

performance reveals that none of the examined variables significantly impact performance. For disagreement, the 

Pearson correlation coefficient is 0.013, indicating a negligible correlation, with a p-value of 0.896 suggesting no 

significant effect on performance. Similarly, pressure shows a Pearson r of 0.016, which is also negligible, and a p-

value of 0.916, confirming that pressure does not meaningfully affect performance. Conflict has a Pearson r of 0.096, 

indicating a very weak correlation, and a p-value of 0.320, further supporting the conclusion that conflict does not 

influence performance. Communication demonstrates a Pearson r of -0.069, reflecting a negligible negative 

correlation, with a p-value of 0.47, indicating no significant relationship. Lastly, health issues correlate with 

performance at -0.071, also showing a very weak negative correlation, and a p-value of 0.461, suggesting that health 

does not significantly impact performance. Overall, the findings indicate that disagreement, pressure, conflict, 

communication, and health do not have statistically significant effects on teaching performance. 

 

Chapter IV 

DISCUSSIONS AND CONCLUSION  
Discussions 

Level of Work-related Stress of the Secondary Teachers. The work-related stress levels of secondary teachers are 

multifaceted, encompassing various factors that impact their well-being and job satisfaction. These factors include 

disagreement and indecision, pressure on the job, job description conflict, communication and comfort with 

supervisors, job-related health concerns, work overload and underload, boredom, job security, time pressure, and job 

barriers. 

 

The data suggests a generally positive environment where secondary teachers largely disagree with indicators of 

workplace stress related to disagreement and indecision. This indicates clear co-worker expectations and a lack of 

perceived negativity, fostering a collaborative atmosphere (Dreer, 2023). Teachers also feel their responsibilities align 

with their judgment, minimizing ethical dilemmas, and experience comfort in refusing overtime, promoting a healthy 

work-life balance (Osias & Ladica, 2024). The ability to satisfy superiors' demands further highlights effective 

administrative support, contributing to overall well-being and job satisfaction. 

 

Job-related pressure, leading to stress from various sources. Overwhelming workloads, including grading, lesson 

planning, and administrative tasks, contribute significantly to this pressure (Creagh et al., 2023). Teachers also report 

challenges in balancing work and personal life, with job demands often impacting their time and energy outside of 

school (Wang et al., 2025). These pressures can lead to burnout, reduced job satisfaction, and potentially affect the 

quality of teaching and student engagement (Li et al., 2024). 

 

Job description conflict among teachers can significantly affect their job satisfaction and performance. Although 

teachers generally understand their roles, issues arise from excessive teamwork, poor information flow, and discomfort 

with unethical assignments (YILDIZ, 2023). Ambiguity in roles can lead to misunderstandings, underscoring the need 

for clear job descriptions (Cayrat & Boxall, 2023). This lack of clarity can increase stress and diminish self-efficacy 

(Zhang et al., 2022). To address these challenges, schools should promote open communication, provide conflict 

resolution training, and ensure teachers feel supported (Molina-Moreno et al., 2024). Additionally, ethical leadership 

is crucial for fostering job satisfaction and a fair work environment (Abrahamsen & Gunnulfsen, 2024). 

Effective communication and comfort with supervisors are crucial for teacher well-being and job satisfaction. While 

teachers may generally feel comfortable communicating with their supervisors, differences in ideas and a lack of clear 

feedback can create challenges. When teachers feel their ideas differ from those of their supervisors, it can lead to 

feelings of being undervalued (Sartain & Morris, 2024). The ability to predict a supervisor's reactions and receiving 

constructive feedback are also essential for fostering a positive working relationship (Rabbani & Husain, 2024). Open 
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communication, where teachers feel heard and supported, promotes a more collaborative and respectful environment 

(Hall et al., 2024). Schools should encourage supervisors to provide regular, specific feedback and create opportunities 

for open dialogue to align expectations and foster a sense of mutual understanding and respect (Mukhia & Tenzin, 

2025). 

Job-related health concerns play a significant role in teachers' overall well-being and job satisfaction. Generally, 

teachers do not perceive their work conditions as unhealthy, nor do they report significant physical dangers or 

excessively demanding physical tasks (Zhou et al., 2024). They also tend to disagree with the notion that sick days 

are discouraged, suggesting they feel supported in taking time off for health reasons (Schepers, 2023). A positive 

workplace environment, free from hostile threats from co-workers, is also crucial for maintaining teacher well-being 

(Dabrowski et al., 2025).  

Work overload significantly impacts teachers, contributing to high levels of stress and burnout. Many educators report 

feeling overwhelmed by their responsibilities, which often leads to a struggle in balancing work and personal life 

(Chryssouli & Koutroukis, 2023). This persistent overload can result in chronic fatigue, reduced job satisfaction, and 

an increased desire to leave the profession (Li et al., 2024). To mitigate these issues, schools should consider 

streamlining administrative tasks, promoting collaboration among staff, and providing adequate support systems to 

help teachers manage their workloads effectively (Ha et al., 2025). 

While employees generally do not feel underloaded or disconnected from their work, some acknowledge limited 

opportunities for professional growth. Addressing this perceived lack of growth is crucial, as it can lead to decreased 

job satisfaction and increased turnover (Wang & Hasan, 2024). Organizations should prioritize personalized 

professional development programs to foster a culture of learning and increase employee engagement (Saraiva & 

Nogueiro, 2025). 

Repetitive routines may contribute to some feelings of boredom, employees generally do not experience significant 

boredom-induced stress in their roles. However, employees feel they are acquiring new skills and find value in their 

work, disagreeing with the notions of not learning anything new or being unable to see the final outcome of their 

efforts (Anusha & Rajesh, 2024). Organizations should consider job rotation and multi-skilling to reduce boredom 

and increase productivity, as well as provide opportunities for employees to work on projects of personal interest 

(Chatterjee et al., 2023). 

Employees generally express confidence in their job security, concerns persist regarding pension plans and wage 

levels. The shift away from traditional employer-funded pension plans has placed a greater burden on employees to 

manage their retirement savings, leading to anxieties about long-term financial security (Sadeghi, 2024). Although 

employees disagree with the notion that "pull" is needed for advancement, organizations should still focus on merit-

based systems to foster a fair environment (Makasa & Hapompwe, 2024). By addressing wage concerns and ensuring 

retirement benefits, employers can foster a more secure and motivated workforce (Syamilah et al., 2024). 

Teachers often experience significant time pressure due to heavy workloads and rigid schedules, which can lead to 

emotional exhaustion and burnout . The constant reminders that "time is money" heighten this stress, impacting their 

ability to prepare effectively for classes (Wahab et al., 2024). To mitigate these pressures, schools should consider 

streamlining tasks and increasing collaboration time to help teachers manage their workloads more efficiently 

(Andargeery et al., 2025). Ultimately, addressing time pressure requires systemic changes and individual strategies 

that prioritize teacher well-being and promote a more sustainable work environment (Manning et al., 2024). 

Job barrier stress significantly impacts employee satisfaction, particularly concerning perceived limitations in 

advancement opportunities. Many employees feel their chances for promotion or raises are constrained, leading to 

frustration (Lim & Moon, 2025). However, low agreement on issues like discrimination and job fit suggests a generally 

positive work environment, where employees feel competent and find personal meaning in their roles (Chompukum 

& Vanichbuncha, 2025). Addressing these limitations while maintaining support and recognition can enhance overall 

employee satisfaction and motivation (Jo & Shin, 2025). 

Level of Performance of the Teachers Based on the Performance Management and Evaluation System (PMES). 

The analysis of teachers' performance reveals a generally outstanding level of effectiveness among educators, as 

measured by the Performance Measurement Evaluation System (PMES). The findings indicate that teachers are 

perceived as performing exceptionally well in their roles (Fadlun & Fatmawati, 2023). This suggests that the majority 

of teachers not only meet but exceed expectations, contributing positively to the educational environment (Li et al., 

2025). 
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The consistency of this performance is highlighted by the close clustering of scores around the mean. Such consistency 

indicates that most teachers are performing at a similar high level, which is beneficial for maintaining quality education 

across the board (Omaweng, 2022). The narrow range of performance also suggests that even the lowest scores reflect 

a commendable level of achievement (Engida et al., 2024). 

 

Overall, the data indicates that teachers are excelling in their roles, with little variation in performance levels. This 

consistency not only reflects positively on the individual educators but also on the overall teaching environment 

(Nurlina & Lestari, 2022). High performance among teachers can lead to improved student outcomes and a more 

effective learning atmosphere, reinforcing the importance of supporting and recognizing teachers' contributions to 

education (Juma, 2024). 

 

Relationship between the work stressors of teachers and their teaching performance. The relationship between 

teacher stress and teaching performance is a complex and often debated topic in educational research. While the 

provided data suggests a negligible positive correlation between work stressors and teaching performance, with a 

statistically insignificant p-value, it is crucial to consider this finding within the broader context of existing literature. 

 

Some studies indicate that high levels of stress can lead to teacher burnout, decreased job satisfaction, and a negative 

impact on student learning outcomes (He et al., 2025). For instance, teachers experiencing burnout may exhibit 

emotional exhaustion, cynicism, and reduced performance, which can create classroom environments less conducive 

to learning (Maqsood et al., 2024). Furthermore, stress can compromise teachers' mental health, increasing the risk of 

anxiety and depression (Flenniken, 2024). 

 

However, other research suggests a more nuanced relationship. Some studies have found a negative correlation 

between work-related stress and job performance among teachers (Agyapong et al., 2023). Additionally, some 

researchers argue that certain levels of stress may even enhance performance, as stress can sometimes motivate 

individuals to meet demands and achieve goals (Padmanabhanunni & Pretorius, 2023). It's important to acknowledge 

that the impact of stress can vary depending on individual coping mechanisms, the availability of support systems, 

and the specific sources of stress (Tossici et al., 2024). Factors such as workload, administrative pressures, and student 

behavior have been identified as key stressors for teachers (Homann & Ehmke, 2025). 

 

Indicators of Work Stressors Affect the Performance of the Teachers. The analysis of specific stress-related 

variables may not show a statistically significant impact on teaching performance in certain datasets, it is crucial to 

consider these findings within the broader context of research on teacher well-being (Emeljanovas et al., 2023). The 

teaching profession is inherently demanding, and various stressors can significantly impact teachers' mental and 

physical health, job satisfaction, and overall effectiveness (Dabrowski et al., 2025). Factors such as heavy workloads, 

student behavior, and interpersonal relationships can contribute to heightened stress levels and burnout, potentially 

leading to decreased teaching effectiveness and increased absenteeism (Dreer, 2023). 

 

The impact of stress on teachers can manifest in various ways, including emotional exhaustion, cynicism, and reduced 

personal accomplishment (Wang et al., 2024). Furthermore, teacher stress can negatively affect students by creating 

less conducive learning environments and impacting student performance and motivation (Agyapong et al., 2023). 

Recognizing and addressing these stressors is essential for supporting teachers and creating positive learning 

environments for students (Padmanabhanunni & Pretorius, 2023). 

 

It's important to note that the relationship between stress and performance is not always straightforward, and individual 

coping mechanisms and support systems play a crucial role (Jennings & Min, 2023). A supportive school culture, 

strong principal leadership, and a collaborative environment can promote teacher engagement and effectiveness, 

mitigating the negative impacts of stress (Zhang & Luo, 2023). Therefore, a comprehensive approach that addresses 

both individual and organizational factors is necessary to foster teacher well-being and enhance educational outcomes 

(Kaihoi et al., 2022). 

 

CONCLUSION 
The study highlights the significant impact of work-related stressors on teachers' performance in the New Bataan 

District, Davao de Oro. Despite facing various stressors such as disagreement, pressure, and workload, teachers 
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generally maintain a high level of performance, as indicated by the Performance Management and Evaluation System 

(PMES). The findings suggest that while stress can influence job satisfaction and well-being, its direct correlation 

with performance may not be as pronounced as previously thought. 

 

Additionally, the research emphasizes the need for improved communication, support mechanisms, and clarity in job 

roles to enhance teachers' work environments. Addressing these aspects can foster resilience and job satisfaction 

among educators, ultimately benefiting the educational outcomes of students. 

 

The findings underscore the importance of recognizing and addressing the unique challenges teachers face, advocating 

for strategies that promote their well-being and effectiveness in the classroom. By implementing supportive measures, 

school administrators can create a more conducive environment for teaching and learning, thereby reinforcing the 

critical role of educators in shaping future generations. 

 

Recommendation 

Based on the findings of this study, several recommendations can be made to enhance leadership practices and support 

for teachers: 

 

School heads should actively engage teachers in decision-making processes to foster a sense of ownership and 

collaboration. Regular feedback sessions and workshops can be beneficial in this regard. 

 

Clearly defined roles for all staff members can improve accountability and efficiency. Developing comprehensive job 

descriptions and organizational charts may assist in this effort. 

 

Administrators should ensure that financial resources are allocated for professional development. Providing teachers 

with access to training and materials will enhance their skills and job satisfaction. 

 

Establishing a culture where teachers feel recognized and valued is essential. Implementing regular recognition 

programs and maintaining open lines of communication can help build a positive school culture. 

 

School leaders should prioritize curriculum development initiatives that involve teachers. This ensures that planning 

processes align with best practices and meet the needs of students.  
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