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Abstract

This study evaluated the performance of examination supervisors of the Professional Regulation
Commission (PRC) Regional Office 1VV-A during licensure examinations conducted from January to
February 2025. The research examined supervisory efficiency, policy adherence, communication quality,
and effectiveness. Findings indicate that most supervisors were aged 25-34, predominantly female, and
had experience in both public and private employment. A significant number had supervised multiple
examinations, with the criminologist licensure examination (CLE) being the most common.

The study revealed a very high level of implementation in key supervisory areas, including time
management, fairness, handling disputes, and maintaining examination integrity. Supervisors
demonstrated strong communication skills, ensuring clear instructions and professional interactions with
examinees. Their commitment to preventing irregularities, safeguarding examination accountability
forms, and enforcing policies contributed to the smooth administration of exams. Additionally, the
research found a positive correlation between supervisory skills, communication quality, policy
adherence, and overall performance.

While demographic factors such as age, occupation, and supervisory experience showed no significant
impact on performance levels, gender influenced proctor satisfaction, with female supervisors receiving
higher satisfaction ratings. The study underscores the importance of ongoing training, feedback collection,
and resource management to enhance supervisory effectiveness further. Recommendations include
continuous assessment of supervisors' training, collection of examinee feedback, and future research on
the relationship between supervisor performance and examination outcomes.

KEYWORDS: Examination Supervisors, Licensure Examinations, Performance Evaluation, Professional
Regulation Commission (PRC) Region IV-A, Proctor/Room Watchers Satisfaction.

INTRODUCTION

The Professional Regulation Commission (PRC) is the governing organization in charge of administering
licensure examinations that uphold the standards and qualifications of professionals in the Philippines.
Individuals interested in entering various industries have been required to take these examinations, which
serve as an essential benchmark for evaluating their level of competence. Examination Supervisors, such
as Building Supervisors and Floor Supervisors, are entrusted with supervising the overall conduct of the
licensure examinations inside the premises of the examination venues, guaranteeing strict adherence to

IJFMR250346545 Volume 7, Issue 3, May-June 2025 1



https://www.ijfmr.com/

m International Journal for Multidisciplinary Research (IJFMR)

ILJFMR E-ISSN: 2582-2160 e Website: www.ijfmr.com e Email: editor@ijfmr.com

PRC guidelines, policies, and procedures. As Examination Supervisors, they must supervise the room
watchers or proctors to ensure that licensure examinations are fair, smooth, and free of anomalies. Room
watchers or proctors, staff members of the PRC or volunteer personnel working for the PRC, are
responsible for monitoring the examinees, preventing irregularities, and maintaining order in the
examination rooms.

Examination supervisors evaluated Room watchers or proctors methodically using a performance
evaluation sheet provided by the PRC. Several aspects, including punctuality or time management,
orderliness, clarity of instruction, vigilance, and professionalism, are included in this evaluation
questionnaire. Having this tool helps ensure that the examination process is carried out in a manner that is
both fair and smooth for all examinees. The Professional Regulation Commission (PRC) can guarantee
that the examination procedure is conducted honestly and impartially using this instrument. The results of
this evaluation determine whether or not room watchers or proctors meet the requirements necessary for
the effective and equitable administration of examinations.

On the other hand, the PRC does not have an evaluation for the performance of examination supervisors,
even though they play a crucial role in supervising and administering the entire examination process.
Specifically, about their leadership or supervisory skills, communication quality, policy adherence, and
positive attitude, this lack of evaluation creates a substantial gap in evaluating their performance, which
is particularly problematic.

It is concerning that supervisors do not receive a performance evaluation, as this raises questions about
whether their supervision meets the standards required to guarantee the reliability and fairness of
examination conduct. Deficiencies or inefficiencies in their supervision could go unreported if they are
not properly evaluated, which might negatively impact the overall quality of the examination process.
Furthermore, relying solely on self-reported data from individuals directly involved in the examination
process presents the possibility that not all significant elements influencing the findings will be captured.

OBJECTIVES

The study aimed to assess the performance of the Professional Regulation Commission (PRC) Regional
Office IV-A's examination supervisors during licensure examinations from January 2025 to February
2025. Specifically, the study examined the relationships between the independent variables—supervisory
skills, communication quality, policy adherence, and positive attitude—and the dependent variables—
exam efficiency, policy compliance, and room watchers’ or proctors’ satisfaction to improve the quality,
efficiency, and fairness of the licensure examination processes.

METHODS

The study employed a quantitative descriptive research design to assess the recruitment and performance
evaluation of examination personnel of the Professional Regulation Commission (PRC) in the conduct of
licensure examinations. Its primary focus was on understanding how personnel are recruited, deployed,
and evaluated, and how these processes can be improved.

To gather relevant data, the researchers used a structured survey questionnaire as the main instrument.
This tool consisted of two parts: one gathered the respondents’ demographic profiles, and the other
assessed aspects of performance evaluation. The questionnaire underwent pilot testing with 20
participants, and Cronbach’s Alpha was applied to determine reliability, with coefficients ranging from
0.93 to 0.98, indicating excellent internal consistency across all variables.
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The study's population consisted of 100 examination personnel who were directly involved in recruitment,
deployment, monitoring, and evaluation processes. These participants were selected using simple random
sampling from various PRC divisions, including the Licensure and Registration Division, the Examination
Section, and the IT Department. They were specifically chosen due to their relevant roles and experience
in the licensure examination process.

Data were collected through Likert-type checklist questions, allowing for the quantification of responses
and ensuring a standardized method of analysis. The researchers employed the following statistical tools:
frequency counts and percentages for demographic profiles, mean scores to measure perceptions regarding
recruitment and performance evaluation, and the Kruskal-Wallis H-test to assess significant differences
among variables since Likert scales were used.

The entire research process was conducted systematically and ethically, ensuring informed consent and
proper communication with respondents. After data collection and analysis, the findings were reviewed
and validated through feedback from participants. The final report was prepared for dissemination to PRC
stakeholders, including management and operational personnel, and aimed to inform policy improvements
and contribute to academic discussions in the field of public administration.

RESULTS AND DISCUSSION
Cronbach's Alpha Reliability Results
Table 1. Cronbach's Alpha per Variable

Variable Cronbach's a
Supervisory Skills 0.94
Communication Quality 0.98
Policy Adherence 0.94
Positive Attitude 0.93
Examination Efficiency 0.95
Policy Compliance 0.95
Room Watcher or Proctors Satisfaction 0.96

Cronbach’s alpha (o)) was calculated to determine the internal consistency of the variables. The reliability
coefficients ranged from 0.93 to 0.98, indicating excellent internal consistency across all variables (George
& Mallery, 2019). The highest reliability was observed in Communication Quality (o = 0.98), suggesting
an exceptionally high level of response consistency. All other variables also demonstrated excellent
reliability (a > 0.90), confirming that the items within each variable are highly correlated and measure
consistent constructs.

Table 2. Demographic Profile of the Respondents in terms of Age

Age F %
55 and above 4 3.64
45-54 9 8.18
35-44 15 13.64
25-34 63 57.27
18-24 19 17.27
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| Total | 110 | 100.00 |

Table 2 shows the demographic profile of the respondents in terms of age. It revealed the distribution of
participants across different age groups. Most respondents (57.27%) belonged to the 25-34 age group,
indicating that the sample primarily comprises young adults. This is followed by the 18-24 age group,
which accounted for 17.27% of the respondents. The 3544 age group comprised 13.64%, while the 45—
54 age group constituted 8.18%. The smallest proportion of respondents fell within the 55 and above
category, representing only 3.64% of the total sample. These data indicate that a significant portion of the
respondents are within their early to mid-career stages, potentially suggesting a younger workforce or
student population, depending on the study’s context.

Table 3. Demographic Profile of the Respondents in terms of Gender

Gender F %

Female 69 62.73
Male 41 37.27
Total 110 100.00

Table 3 shows the demographic profile of the respondents in terms of gender. The majority of the
respondents were female, comprising more than half of the sample—specifically, 69 or 62.73%.
Meanwhile, 41 or 37.27% of the sample were male. The data highlight that the assigned room watchers
or proctors are predominantly female.

Table 4. Demographic Profile of the Respondents in terms of Occupation
Occupation F %
Government Employee 48 43.64
Private Employee 48 43.64
Housewife/House buddy 14 12.73
Total 110 100.00

Table 4 presents the demographic profile of the respondents in terms of occupation. The data showed that
most of the evaluators were government employees and private employees, each group constituting 48 out
of 110, or 43.64% of the sample. A portion of the sample included housewives or house buddies, with
only 14 or 12.73% of the total. The data indicate that a significant portion of the respondents are working
professionals.

Table 5. Demographic profile of the Respondents in terms of Number of Times Assigned as Room
watcher or Proctor

Number of times assigned f %
First time 39 35.45
Second time 12 10.91
Third time 8 7.27
Fourth time 7 6.36
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More than five times 44 40.00
Total 110 100.00

Table 5 presents the respondents’ demographic profile regarding the number of times they have been
assigned as room watchers or proctors. The results showed that most room watchers or proctors had been
assigned more than five times, with 44 out of 110, or 40% of the total sample. The second-highest group
was the first-timers, with a frequency of 39 or 35.45% of the sample. The data show a noticeable pattern
from first-timers up to fourth-timers, indicating that while the number of assignments initially increased,
the frequency decreased after the fourth time.

Table 6. Demographic Profile of the Respondents in terms of Recent
Licensure Examination Served

Recent Licensure f %
Architects 6 5.45
Criminologists 85 77.27
Mechanical Engineers 13 11.82
Master Plumber 6 5.45
Total 110 100.00

Table 6 represents the respondents' demographic profile regarding the most recent licensure examination
for which they served as proctors or room watchers.

Most respondents had served in the Criminologist Licensure Examination (CLE), with a frequency of 85
or 77.27% of the sample. The second-highest frequency was recorded for those who recently served in the
Mechanical Engineer Licensure Examination (MELE), with 13 out of 110, or 11.82% of the sample.
Meanwhile, the least served licensure examinations were the Architecture Licensure Examination (ALE)
and the Master Plumbers Licensure Examination (MPLE), each with 6 out of 110 or approximately 6% of
the sample. The findings show that the majority of the respondents recently served in the Criminologist
Licensure Examination.

Table 7. Level of Implementation of Monitoring of the Examination
Supervisors as to Supervisory Skills.

Indicator M | SD | Interpretation

1. Provides cl_ear gnd organized instructions before, during, 474 | 0.44 VHI
and after the examination.
2. K rack of time efficiently, ensuring room her

eeps track of time efficiently, ensuring room watchers 479 | 0.47 VHI
or proctors stay on schedule.
3. _ Manages the examination process and ensures smooth 476 | 0.49 VHI
operations.
4. Demonstrates fe}lrness and impartiality in dealing with 478 | 0.44 VHI
both proctors and examinees.
5. Ma_mages difficult S|t_uat|ons, such as disputes over exam 474 | 0.48 VHI
rules or misconduct accusations.
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| Overall Mean | 475 | VHIL |

Legend. The mean is interpreted as follows 4.21-5.00 = Very High Implementation (VHI), 3.41-4.20 =
High Implementation (HI), 2.61-3.40 = Moderately High Implementation (MHI), 1.81-2.60 = Low
Implementation (LI), and 1.00-1.80 = Very Low Implementation (\VLI).

Table 7 presents the assessment of the level of implementation of monitoring among examination
supervisors in terms of their supervisory skills. The indicators reflect key responsibilities of examination
supervisors, including time management, fairness, handling disputes, and ensuring smooth examination
operations.

The results revealed and continue to reveal that time management is one of the examination supervisors'
strongest competencies (M = 4.89, SD = 0.47). This means efficient time management ensures the
examination process proceeds without unnecessary delays and that proctors remain aligned with the
schedule. Baldwin and Adams (2018) emphasized and still emphasize the importance of time management
in supervision. They stated that examination supervisors must efficiently manage their time to oversee
various responsibilities such as organizing the exam room, monitoring invigilators, ensuring adherence to
procedures, and addressing examinee concerns. Efficient time management remains essential in
maintaining the integrity of the examination process by ensuring tasks are completed without interruption.

Table 8. Level of Implementation of Monitoring of the Examination
Supervisors as to Communication Quality.

Indicator M SD Interpretation
1.. Uses cllear and professional language to prevent 476 | 047 VHI
misunderstandings.
2. Llsten? actively ar’1d respgnds appropriately to 479 | 054 VHI
room watcher’s or proctor’s questions and concerns.
3. _Handles inquiries and concerns in a calm and 475 | 051 VHI
professional manner.
f" pses a respectful and professional tone in all 471 | 056 VHI
interactions.
5. . De-.escalates tense s.ltugtlons with diplomatic and 472 | 051 VHI
solution-oriented communication.
Overall Mean 4.73 VHI

Legend. The mean is interpreted as follows 4.21-5.00 = Very High Implementation (VHI), 3.41-4.20 =
High Implementation (HI), 2.61-3.40 = Moderately High Implementation (MHI), 1.81-2.60 = Low
Implementation (LI), and 1.00-1.80 = Very Low Implementation (VLI).

Table 8 presents the assessment of the level of implementation of monitoring practices concerning the
communication quality of examination supervisors. The data highlights how effectively communication
is carried out during licensure examinations. Results are presented using mean (M) and standard deviation
(SD) values, which provide statistical measures of central tendency and variability, along with
corresponding interpretations that explain the level of implementation for each specific communication-
related indicator.
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The table highlighted and continues to highlight that all indicators are implemented at a very high level.
Among the highest-rated indicators is the ability of room supervisors to listen actively and respond
appropriately to questions or inquiries (M = 4.79, SD = 0.54). Their language use was and remains clear,
respectful, and professional to avoid any form of misunderstanding (M = 4.76, SD = 0.47), reflecting their
strong communication and interpersonal skills.

Table 9. Level of Implementation of Monitoring of the Examination Supervisors as to Policy

Adherence

Indicator M SD Interpretation
1. Ensures strict adherence to examination policies 482 0.39 VHI
and procedures.
2. _ Avoids any cheating or anomalies in the school 4.89 0.31 VHI
premises.
3. Ma.u.ntalns confidentiality of exam 4.86 0.34 VHI
accountability forms and results.
4. N Imp!emen?s sjol.utlon.s that align with exam 479 0.43 VHI
policies while maintaining fairness.
5. _ Ensures all rules_, including time limits and 4.86 0.34 VHI
security measures, are strictly followed.
Overall Mean 4.83 VHI

Legend. The mean is interpreted as follows 4.21-5.00 = Very High Implementation (VHI), 3.41-4.20 =
High Implementation (HI), 2.61-3.40 = Moderately High Implementation (MHI), 1.81-2.60 = Low
Implementation (L), and 1.00-1.80 = Very Low Implementation (VLI).

Table 9 shows the level of implementation of monitoring of the examination supervisors regarding policy
adherence. The results were presented and continue to be presented as mean (M) and standard deviation
(SD) values, along with interpretations for each indicator.

The data highlighted and still highlights the strong implementation of policy adherence among
examination supervisors. The highest rated indicator was the prevention of any irregularities or dishonesty
on school premises, especially inside the assigned examination rooms (M = 4.89, SD = 0.31). Respondents
also maintained and continue to maintain the confidentiality of exam accountability forms and results (M
= 4.86, SD = 0.34), and ensured that all rules, including time limits and security measures, were strictly
followed (M = 4.86, SD = 0.34).

Table 10. Level of Implementation of Monitoring of the Examination Supervisors as to Positive

Attitude
Indicator M SD Interpretation
1. Malptalns a positive and composed demeanor 4.70 055 VHI
when handling challenges.
2. _ Focu§e§ on solutions rather than problems and 472 054 VHI
avoids negativity.
3. Treats all candidates and colleagues with 473 052 VHI

kindness and fairness.
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4. Listens actively and accommodates reasonable
. y -om! 476 047 VHI

concerns while upholding examination.
5. Demonstrates confidence in managing exam-

oMo . ging 474 050 VHI
related situations effectively.
Overall Mean 471 VHI

Legend. The mean is interpreted as follows 4.21-5.00 = Very High Implementation (VHI), 3.41-4.20 =
High Implementation (HI), 2.61-3.40 = Moderately High Implementation (MHI), 1.81-2.60 = Low
Implementation (LI), and 1.00-1.80 = Very Low Implementation (\VLI).

Table 10 presented and continues to present the level of implementation of monitoring of the examination
supervisors in terms of positive attitude. The results were reported as mean (M) and standard deviation
(SD) values, along with interpretations for each indicator. The respondents had shown and still show a
positive attitude in their roles as room supervisors. They actively listened, respected the examination
process, and took into account reasonable objections (M = 4.76, SD = 0.47). Respondents also
demonstrated and continue to demonstrate confidence in effectively managing situations related to
examinations (M = 4.74, SD = 0.50). Furthermore, although with a slightly lower score, participants
treated and continue to treat all candidates and colleagues with kindness and fairness (M = 4.73, SD =
0.52). In addition, they also focused and continue to focus on finding solutions while avoiding negative
scenarios (M = 4.72, SD = 0.54), and maintained and still maintain a positive and composed demeanor
when handling challenges (M = 4.70, SD = 0.54).

Table 11. Level of Performance of the Examination Supervisors as to Efficiency.

Indicator M SD Interpretation
1. . Ensures that the examination started and ended 484 037 VH
on time.
2._ Monitor t_|me_ closely and make necessary 483 038 VH
adjustments to maintain order.
3. _ Provides clear and (_)rge}nlzed instructions before, 482 039 VH
during, and after the examination.
4. Manag.es the examination process and ensures 4.82 0.43 VH
smooth operations.
5. _ De_monstrates fairness anql impartiality in 476 049 VH
dealing with both proctors and examinees.
Overall Mean 4.80 VH

Legend. The mean is interpreted as follows 4.21-5.00 = Very High Implementation (VHI), 3.41-4.20 =
High Implementation (HI), 2.61-3.40 = Moderately High Implementation (MHI), 1.81-2.60 = Low
Implementation (LI), and 1.00-1.80 = Very Low Implementation (VLI).

Table 11 presents the respondents' assessment of examination supervisors' efficiency, focusing on key
indicators such as time management, clarity of instructions, process handling, and fairness—essential
qualities that define the overall effectiveness and competence of an efficient examination supervisor.

The results revealed that punctuality and adherence to the examination schedule were among the strongest
competencies of supervisors (M = 4.84, SD = 0.37). The time management skills of supervisors were
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evident, showing that they ensured adherence to the schedule and made real-time adjustments when
needed (M = 4.83, SD = 0.38). Supervisors also demonstrated fairness and impartiality in dealing with
both proctors and examinees (M = 4.76, SD = 0.49). Time management is a crucial skill for exam
supervisors since it directly affects the smooth conduct of exams, according to Cunningham and Barry
(2019). Supervisors who practiced effective time management could deliver accountability forms, set up
the exam room, monitor students, and meet deadlines without delays. This is particularly crucial for high-
stakes tests, where timing and accuracy are essential to prevent interruptions.

Table 12. Level of the Performance of the Examination Supervisors as to Policy Compliance

Indicator M  SD Interpretation
1. Ensures that all examinees followed the rules regarding
prohibited items (e.g., electronic devices, notes, unauthorized 4.79 0.41 VH
accountability forms).
2. _ Regularly checks examination rooms for compliance with 475 050 VH
security measures.
3. N The Sl_Jperwso.r s.trlctl.y n_nplemented restroom break 474 050 VH
policies to avoid examination violations.
4. . Eﬁsures that security measures are followed throughout the 481 042 VH
examination.
5. Rfasp(_)nds efficiently to any issues or emergencies during 481 044 VH
the examination.
Overall Mean 4.76 VH

Legend. The mean is interpreted as follows 4.21-5.00 = Very High Implementation (VHI), 3.41-4.20 =
High Implementation (HI), 2.61-3.40 = Moderately High Implementation (MHI), 1.81-2.60 = Low
Implementation (LI), and 1.00-1.80 = Very Low Implementation (VLI).

Table 12 shows respondents’ assessment of examination supervisors’ performance regarding adherence
to established policies during the examination process. The results, presented with mean (M) and standard
deviation (SD) values, indicate a consistently high level of compliance across all indicators. These include
enforcing restroom break policies, promptly addressing issues, and ensuring examinees follow rules. The
low standard deviations suggest uniform performance among supervisors. These findings align with
Bautista (2021), who highlights that strict adherence to policies such as security, time limits, and cheating
prevention is essential to maintaining exam integrity and fairness throughout the testing process.

Table 13. Level of the Performance of the Examination Supervisors as to Room watcher or
Proctor Satisfaction

Indicator M  SD Interpretation
1. Provides cl_ear_and organized instructions before, during, 479 043 VH
and after the examination.
2. _Manages the examination process and ensures smooth 477 044 VH
operations.
3. Demonstrates fairness and impartiality in dealing with both 473 052 VH

proctors and examinees.
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4. Maintained professionalism in all interactions. 471 0.55 VH
5. Coordinates with proctors and other personnel when 477 048 VH
problems arose.
Overall Mean 4.74 VH

Legend. The mean is interpreted as follows 4.21-5.00 = Very High Implementation (VHI), 3.41-4.20 =
High Implementation (HI), 2.61-3.40 = Moderately High Implementation (MHI), 1.81-2.60 = Low
Implementation (LI), and 1.00-1.80 = Very Low Implementation (VLI).

Table 14. Significant difference in the Performance of the Examination Supervisors, when

Grouped
According to Age
Age X2 P-value Decision on Ho Interpretation
Exar.nllnatlon 55 and above 2.063 0.724 Fail to reject Ho Not Significant
Efficiency
45-54
35-44
25-34
18-24
Policy compliance 55 and above 4,717 0.318 Fail to reject Ho Not Significant
45-54
35-44
25-34
18-24

Room watchers or
proctors’ 55 and above 4.495 0.343 Fail to reject Ho Not Significant
satisfaction
45-54
35-44
25-34
18-24

Note: P-value < .05 is significant. Kruskal Wallis H test was used since there is not enough observation
for each group.

Table 13 presents the performance of examination supervisors based on room watcher or proctor
satisfaction. The data indicates high satisfaction across all indicators. Notably, the first indicator—
evaluating whether supervisors gave clear and organized instructions before, during, and after the
examination—received a mean score of 4.79 (SD = 0.43), falling within the very high (VH) category. This
reflects the supervisors' ability to communicate effectively, ensuring that all parties understood their
responsibilities and contributing to the smooth and organized conduct of the examination.

Table 14 presents the results of the Kruskal-Wallis H test, which was conducted to determine whether
significant differences existed in the performance of examination supervisors based on their age groups.
The performance was assessed across three dimensions: Examination Efficiency, Policy Compliance, and
Room Watchers or Proctors' Satisfaction. Since the P-values for all three performance indicators were

IJFMR250346545 Volume 7, Issue 3, May-June 2025 10



https://www.ijfmr.com/

m International Journal for Multidisciplinary Research (IJFMR)

ILJFMR E-ISSN: 2582-2160 e Website: www.ijfmr.com e Email: editor@ijfmr.com

greater than 0.05, the null hypothesis (Ho) was not rejected, indicating that no significant differences were
found in the performance of examination supervisors across different age groups. The result indicated that
the sample sizes for each age group were insufficient for parametric testing, but the findings still provided
valuable insights into the consistency of examination supervisors’ performance across age demographics.

Table 15. Significant difference in the Performance of the Examination Supervisors, when
Grouped According to Gender

Gender Mann-W'hl.tney P-value Decision on Interpretati
U statistic Ho on
Examination Efficiency Female 1286 0.215 Fail to reject . No.t
Ho Significant
Male
: . Fail to reject Not
Policy compliance Female 1236 0.126 Ho Significant
Male
Room watchers or proctors’ . L
i . Female 1131 0.024 Reject Ho Significant
satisfaction
Male

Note: P-value < .05 is significant

Table 15 presents the results of the Mann-Whitney U test, which was conducted to determine whether
significant differences existed in the performance of examination supervisors based on their gender
groups.

The performance was assessed across three dimensions: Examination Efficiency, Policy Compliance, and
Room Watchers or Proctors’ Satisfaction. Since the P-values for two performance indicators were greater
than 0.05, the null hypotheses (Ho) were not rejected. The results showed that examination efficiency and
policy compliance were not statistically significant when grouped according to gender. This meant that
both female and male supervisors performed equally in terms of examination efficiency and policy
compliance. However, the P-value for Room Watchers or Proctors’ Satisfaction was less than 0.05, and
therefore, the null hypothesis was rejected. This indicated that gender did matter in the satisfaction of
room watchers or proctors. Based on the computed mean values, female supervisors were more satisfied
(mean = 4.83) compared to their male counterparts (mean = 4.73). While there was a difference in
satisfaction between female and male room watchers or proctors, the difference was not very large.

Table 16. Significant difference in the Performance of the Examination Supervisors, when
grouped according to Occupation

Occupation x? P-value Decisionon Ho Interpretation
Examination . . L
X _I_ ! Government Employee 0.669 0.716 Fail to reject Ho  Not Significant
Efficiency
Private Employee
Housewife/House buddy
Polic . . N
'y Government Employee 2.963 0.227 Fail to reject Ho  Not Significant
compliance

IJFMR250346545 Volume 7, Issue 3, May-June 2025 11



https://www.ijfmr.com/

m International Journal for Multidisciplinary Research (IJFMR)

ILJFMR E-ISSN: 2582-2160 e Website: www.ijfmr.com e Email: editor@ijfmr.com

Private Employee

Housewife/House buddy
Room
atchers or _ _ o
Wproctors, Government Employee 2.058 0.357 Fail to reject Ho  Not Significant

satisfaction
Private Employee
Housewife/House buddy
Note: P-value < .05 is significant. Kruskal Walis H test was used since there is not enough observation
for each group.

Table 16 presents the results of the Kruskal-Wallis H test, which was conducted to determine whether
there were significant differences in the performance of examination supervisors based on their
occupation.

The performance was assessed across three dimensions: examination efficiency, policy compliance, and
occupation. Since the P-values for all three performance indicators were greater than 0.05, the null
hypotheses (Ho) were not rejected, indicating no significant difference in the performance of examination
supervisors when grouped according to occupation. The results implied that the performance of
examination supervisors was the same. This meant government employees, private employees, and
housewives/house buddies performed indifferently as proctors or supervisors.

Table 17 presents the results of the Kruskal-Wallis H test, which was conducted to determine whether
there were significant differences in the performance of examination supervisors when grouped according
to the number of times assigned as room watchers or proctors. The performance was assessed across three
dimensions: examination efficiency, policy compliance, and occupation. The null hypotheses (Ho) were
not rejected because the P-values for all three performance indicators were higher than 0.05. This
suggested that there was no significant difference in the performance of examination supervisors when
categorized by the number of times they were assigned as proctors or room watchers. The results indicated
that the number of times assigned as proctors or room watchers did not influence their performance in
serving licensure examinations.

Table 17. Significant difference in the Performance of Examination Supervisors when grouped
according to Number of Times Assigned as Room watcher or Proctor

Decision on

Number of times assigned x? P-value Ho Interpretation
Examination First time 5186 0269 altoreject . Not
Efficiency Ho Significant
Second time
Third time
Fourth time
More than five times
. . o Fail to reject Not
Policy compliance First time 4.635 0.327 Ho Significant
Second time
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Third time
Fourth time

More than five times
Room watchers or

o Fail to reject Not
proctors’ First time 2.525 0.64 ) o
i ) Ho Significant
satisfaction
Second time
Third time
Fourth time

More than five times

Note: P-value < .05 is significant. Kruskal-Wallis H test was used since there are not enough observations
for each group.

Table 18 presents the results of the Kruskal-Wallis H test, which was conducted to determine whether
there were significant differences in the performance of examination supervisors based on the most recent
licensure examination they had served. Since the P-values for all three performance indicators were greater
than 0.05, the null hypotheses (Ho) were not rejected. This indicates that there was no significant
difference in the performance of examination supervisors when grouped according to the most recent
licensure examination served. It implies that the type of recent examination served by the respondents did
not influence their level of performance in supervising the licensure examination.

Table 18. Significant difference in the Performance of Examination Supervisors when grouped
according to Recent Licensure Examination Served

Recent licensure x? Decision on Ho  Interpretation
value
Examination . . . -
.. Architects 1.835 0.607 Fail to reject Ho Not Significant
Efficiency
Criminologists
Mechanical Engineers
Master Plumber
Policy . . . s
i Architects 1.964 0.58 Fail toreject Ho Not Significant
compliance
Criminologists
Mechanical Engineers
Master Plumber
Room
watchers or : . . N
, Architects 1.275 0.735 Fail toreject Ho Not Significant
proctors

satisfaction
Criminologists
Mechanical Engineers
Master Plumber
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Note: P-value < .05 is significant. Kruskal Walis H test was used since there is not enough observation
for each group.

Table 19. Test of Relationship Between the level of Implementation in Monitoring and
Performance Evaluation of Examination Supervisors
Performance Evaluation
Room watchers or

Level of Implementation in

Monitoring Examination Efficiency Policy Compliance , :
proctors’ satisfaction
Supervisory skills .809*** .834*** TBTx**
<.001 <.001 <.001
Very Strong Very Strong Strong
Significant Significant Significant
Communication quality .806*** .850*** 844%***
<.001 <.001 <.001
Very Strong Very Strong Very Strong
Significant Significant Significant
Policy adherence .864*** .832%** 165> **
<.001 <.001 <.001
Very Strong Very Strong Strong
Significant Significant Significant
Positive attitude 13%*F* J14%** 718***
<.001 <.001 <.001
Strong Strong Strong
Significant Significant Significant

Note: *p<.05, **p<.01, ***p<.001

Table 19 presents the correlation coefficients between different aspects of the level of implementation in
monitoring and three dimensions of performance evaluation of examination supervisors: examination
efficiency, policy compliance, and room watchers or proctors’ satisfaction. The correlation coefficients
were tested for significance, with p<.001 indicating a highly significant relationship.

The findings indicated that supervisory skills, communication quality, and policy adherence had very
strong relationships with the performance evaluation metrics (p<0.001), implying that these factors played
a crucial role in ensuring examination efficiency, policy compliance, and proctor satisfaction. Meanwhile,
positive attitude, while still showing strong correlations, had relatively lower coefficients compared to
other variables, suggesting that while important, it might not have been as critical as the other factors in
influencing performance outcomes. These results emphasized the importance of effective supervision,
strong communication, strict adherence to policies, and maintaining a positive attitude in ensuring a well-
managed and successful examination process.

The study found that most examination supervisors are aged 25 to 34, predominantly female, and come
from both government and private sectors, though some are housewives. Many have served as proctors
more than five times, with the Criminologist Licensure Examination (CLE) being the most common
assignment.
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Results show a very high level of implementation in key supervisory areas. Supervisory skills—such as
time management, fairness, handling disputes, and ensuring smooth operations—were effectively carried
out. Communication quality was also rated very high, with supervisors demonstrating active listening,
clarity, professionalism, and the ability to calmly manage inquiries and challenges.

In terms of policy adherence, respondents effectively prevented irregularities, ensured confidentiality,
enforced security and time restrictions, and followed examination procedures fairly. Supervisors were also
found to exhibit a positive attitude, showing confidence, composure, and fairness.

Performance efficiency was rated highly, particularly in managing time, organizing processes, and
providing clear instructions. Supervisors ensured rules were followed and addressed issues promptly and
professionally.

When analyzed by demographic factors such as age, occupation, experience, and type of exam served, no
significant differences were found in performance levels. Gender showed no significant difference in
efficiency or policy compliance, but there was a notable difference in proctor satisfaction, with females
reportedly performing better.

Overall, the study revealed that supervisory skills, communication, policy adherence, and positive attitude
were all positively and significantly related to performance outcomes like efficiency and proctor
satisfaction.

CONCLUSIONS

The examination supervisors of the Professional Regulation Commission (PRC) Regional Office IV- had
implemented supervisory skills, communication quality, policy adherence, positive attitude in monitoring
of the examinations. It marks very high level of implementation. The proctors or supervisors manage
examinations with very high efficiency, very high performance and very satisfactory.

Almost all of the respondents’ profiles do not affect their level of performance in supervising the
examinations. There is only one specific gender that has different results in room watcher/proctor
satisfaction. This indicates that females have more satisfaction than males in terms of their level of
performance in serving licensure examinations.

The results show a substantial correlation between the performance evaluation and supervisory abilities,
communication quality, and policy adherence, suggesting that these elements are essential for maintaining
proctor satisfaction, policy compliance, and test efficiency. On the other hand, positive attitudes continue
to exhibit substantial connections, suggesting that although they are significant, they might not be as
crucial as the other elements affecting performance results. This means that as the implementation level
improves, the performance level will improve.

RECOMMENDATIONS

Based on the research findings, the following recommendations can be proposed:

1. The Professional Regulation Commission (PRC) may assess how well supervisors are being trained
on the latest exam administration policies, processes, and technology. Supervisors ought to be
knowledgeable and prepared to adjust to modifications in the examination procedure.

2. The Professional Regulation Commission (PRC) may collect feedback from examinees regarding their
experiences, including how supervisors handled any challenges or disruptions, and their overall
professionalism.
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3. The Professional Regulation Commission (PRC) Region IV-A may evaluate how effectively

supervisors handle the accountability forms of the exam process. Analyze how securely they handle
the accountability forms to avoid cheating, misconduct, and loss of credibility and accountability after
every conduct of licensure examination with the help of the security personnel deployed in the area.

4. Future researchers may correlate supervisor performance with examination results and trends in
Region IV-A.
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