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Chapter 1
INTRODUCTION
Evaluation of educators’ performance increases organizational productivity and is useful for performance monitoring (Brown & Hewood, 2015). By evaluating employee performance, one may boost productivity and employee performance (Brown & Benson, 2013). Performance evaluations strengthen teachers' dedication to their role as educators (Rahman, 2006). The HRM techniques, along with other human resources practices like formal training and financial incentives, can improve performance appraisal in a way that increases organizational efficiency (Brown & Hewood, 2015).
Education, which is regarded as the foundation of development, is the most important social service provided to children by the governments, communities, parents, and charitable organizations. On top of this foundation, one can learn to read and write, pick up skills, improve technology, and make use of the environment's natural resources (Okeze, 2018). According to Radzi's (2014) study, one of the most important measures of a country's development is its level of education. According to the author, it is now a must for all governments to ensure citizens' access to education because it is thought of as an investment in the nation's future riches and human capital. The author came to the conclusion that overseeing education finance will always be a top government priority and that the issue of financing education will be important for many years to come.
In the Philippines, education always received the highest budgetary allocation (DepEd, SUCs, CHED, TESDA). The education department's budget
100

climbed by 11% to PhP 589,900,000, according to data from the Department of Budget and Management's 2019 National Budget, which was followed by DPWH and DILG, respectively. In addition to the national budget, provincial, city, and municipal local governmental bodies also contribute annually to the Special Education Fund (SEF). The Special Education Fund provides supplemental annual budgetary support for operating and maintaining public schools (Manasan, 2014). Maintenance and other operating expenditures (MOOE) are the typical source of revenue for schools and are determined by the number of students enrolled in a school. The schools, which are expected to perform normal accounting and liquidation each month, will download the budget from the Division Office. According to the DepEd Instructors Club website, MOOE funding are given to schools to help them be better able to support educational activities, provide the necessary resources, and keep a safe and healthy environment for both students and teachers. Morevoer, DepEd Order No. 13, series of 2016 stressed that one of the best resources for fostering and growing school-based management and accountability is the school budget. On the contrary, the relevant DBM Offices employ the General Appropriations Act as Release Document (GAARD) and Special Assignment Release Orders (SAROs) to specify how Implementing Units (IUs) should be allocated for budget items held back for later release.

The Implementing Units (IUs) are capable of administering their own funds since they have position items assigned to handle cashiering and bookkeeping functions, whether on a permanent or temporary basis (DO No. 12, s. 2014. Nevertheless, according to DepEd Order No. 40, series 2014, the conversion of 
High School without Fiscal Autonomy (Non-implementing Unit) into a High School with Fiscal Autonomy (Implementing Unit) is a public high school that complies with the specifications outlined in DepEd Order No. 60 2011 as well as Section 3.1 of DepEd Order No. 77, 2010. In this fashion, DBM will provide funding for IUs while the relevant Schools Division Offices would provide funding for non-IU schools (MOOE).
The public secondary schools implementing unit of the Division of Sarangani functions with financial autonomy, thus the study's emphasis is on effectiveness in order to enhance the current ways of financial management. Numerous studies have shown that financial management is one of the most crucial facets of managing and administering schools. Therefore, in order to attain the desired educational outcomes, the government's allotted funding for education must be used wisely. An overview of the preliminary investigation into the significance of conducting research as a component of efficient school-based administration management is provided in this chapter. The goal of this study is to enhance knowledge in the area and make a substantial contribution, particularly for senior officials who work with school administrators in the Division of Sarangani, Department of Education.

Concept of Management

Management is the process of allocating existing people and material resources to achieve desired goals and objectives (Nwune, Nwogbo & Okonkwo, 2016, as cited in Victor, 2017). The aim is on reaching objectives while making effective and efficient use of  the resources that are already accessible.

Management, as defined by Beach and cited by Mohammed (2002) and Okeze (2018), is the practice of maximizing both human and material resources in order to accomplish stated objectives.
Okeze also used Osuala's definition of management from 2002, according to which management is the process of achieving organizational goals through the coordinated performance of five functions, including staffing, leading, and controlling. Management, according to Osuala (2013) and Modebelu (2013), is the coordination of all planning, organizing, directing, and controlling processes for the purpose of achieving organizational goals.

Financial Management

The process, institutions, markets, and tools involved in the transfer of money among individuals, institutions (including schools), and governments are all covered by finance, which is the art and science of managing money (Mpolokeng, 2011). On the one hand, management, in the author's view, refers to the duties and pursuits connected with leading an institution or organization. The four fundamental pillars of general management are planning, organizing, leading, and controlling.
Mpolokeng emphasized that management entails creating and following out strategies, getting things done, and working effectively with people, citing the study by Hellriegel et al. (2005:8). Additionally, management agrees that the term "management" refers to getting things done through and with other people in an effective and efficient manner. Utilizing the institution's resources in a way that the school can meet its objectives is one of the "things." De Beer and Rossouw

(2005:4) concur in saying that management is the process of using an organization's resources to accomplish particular goals through the activities of planning, organizing, leading, and controlling.

The Four Main Pillars of Management is Discussed Briefly:

Planning is the first step in the management process and the fundamental component of management that establishes in advance the goals and objectives the business intends to achieve. It includes all management tasks, including setting the organization's goals and objectives and figuring out how to accomplish them (De Beer and Rossouw, 2005:10). In essence, planning is the most crucial component of any activity because without it, there won't be any objectives for the workers to work toward (Nel,2000:160). Nel went on to say that planning requires forward-thinking, and anyone who prepares anything—including school finances—must consider the why, what, when, where, who, and how. The direction to go will be decided by the responses to these queries.
Strydom (2009:77) defines organizing as the coordination of actions that enable the achievement of goals. Organizing is primarily concerned with the division of operations, the formation of positions within these divisions, and the assignment of an employee's tasks and rights as a managerial duty. Additionally, the organizing process entails dividing the organization's work into manageable portions, allocating it logically to business units, departments, and sections, delegating authority, and setting up coordination, communication, and information systems to ensure that everyone is cooperating to achieve the organization's

objectives (Smit and De J Cronje (2004). Also, Hellriegel et al., (2005:9) state that organizing is the process of determining where decisions will be made.
In a school setting, organizing is the process of giving the organization a framework that will allow its members to effectively work toward its vision, mission, and goals. The aforementioned principles apply to organizing school finances since institutions like financial committees are established to carry out the organizing duty of overseeing the school's financial management (Smit and De J Cronje, 2004:191).
Leading – The capacity to inspire their team members to achieve the organizational objective is a quality that all managers must possess. The dynamics of individual and collective behavior, the ability to inspire their staff, and good communication skills are all requirements for managers to be effective leaders (Lewis and Goodman, 2004:7).
Leadership is essential and defines how an organization, like a school, will develop (Mpolokeng, 2011). The climate, values, growth, and development of employees will depend on the leadership style that the leader chooses. Principals must create their own leadership practices and brand because schools are different from other types of organizations (Moloi, 2005:78). The primary responsibility of a school's head of school or administrators in terms of leadership is to oversee its financial affairs; as a result, the head of school must be an effective leader who can assign responsibilities appropriately.
Nyaga L. W. (2016) claims that western corporations' financial management procedures have been studied in the literature. As an illustration, Holland et al.

(1994) examined Motorola's financial management procedures and discovered that the company had integrated Citi bank's organizational structure and information system into Motorola's to boost Motorola's cash management system. Financial management anchored to Accountability or the state of being accountable to the company’s financial condition. According to Okeze, W. O. et al. (2018), financial management emphasizes accountability in an organization. It deals with the provision, custody, and disbursement of resources needed for the conduct	of	public	and/or	government	establishments.	School	financial management is one of the crucial functions of secondary school principals. The government, communities, parents and philanthropic organization that sponsor education need to be given statement of account of how funds provided for
education are spent.

Some researchers emphasized that one of the functions of financial management is the allocation of funds or resources to different programs and projects for the development of the organization. Kinuthia, V. W. (2012) justified this matter by stating that financial management deals with efficient allocation of financial resources in an organisation. It involves three functions, mobilization of funds, channelling of mobilized funds into areas where returns are maximised while risks minimised and distribution of the resultant earnings to shareholders. In addition, financial Management is a system which provides framework for which the resources of an organization are directed towards the attainment of goals of an organization, (United Kingdom, 2009). Ogbonnaya in Eya (2015) described financial management as the ability to raise funds and ensuring that the funds so

mobilized are utilized effectively and efficiently. For Kinuthia, V. W. (2012), financial management practices are crucial, for they deal with efficient allocation of financial resources in an organisation. This involves drawing budgets, which indicates a specific policy direction and contains coordinated choices aimed at achieving articulated goals and objectives.
Financial management if maximized and applied accordingly will assure success in different types of business. A research suggest that good financial management is an essential element of strong corporate governance and forms part of the foundations of an organization, underpinning service quality and improvement and is the basis of accountability to stakeholders for the stewardship and use of resources factors that influence the management of finance must be understood well (Robina, W. N. et. al., 2018). Therefore, United Kingdom (2009) definition of financial management as a system by which the resources of an organization’s business are directed and organized to support the organisation’ s goals supported the claim.
Financial management is the application of conventional principles in unwasteful spending of organizational funds with the aim of achieving institutional plans and aspirations (Oche, 2009). In addition Campbell (2011) defined financial management as “operational area of administration which has to do with the securing of revenue, expending and giving an account of the money that has been spent”. Financial management is a control system that is able to optimally utilize the available resources hence producing good results. It also involves coming up with the goals of the organization and programs which will enable the management

achieve these goals, (Nyaga, L. W. (2016). Ede (2014) conceptualized financial management to involve appropriate acquisition and allocation of resources for optimum performance in an organization.

Financial Management Theory

The Iceberg Theory of Money Management

Chetambe & Sakwa, 2013 study depicts that money management expertise has four components: knowledge, skills, attitude, characteristics. The authors further state that the components of money management is divided into two; the visible and the hidden parts. The former includes the knowledge and skills levels that can be seen and can be improved by reading up blog, dailies, magazines, and in-service training and it is composed of 10-15% when it comes to handling finances. On the other hand, the latter is called the hidden part which account to 85-90% of what it takes to manage money. Hidden part is composed of attitude and other characteristics like what one values, what is learned from parents and form others. This theory is useful in the study as the four components indicated in money management are truly essential in someone responsible handling a public secondary school implementing unit.

Adult Learning Theory

According to Chetambe & Sakwa (2013) study, the concept of adult learning theory was from Malcolm in 1990 that argued adulthood arrives when people behave in adult ways and believe themselves to be adults and they should be treated as adults. The authors emphasized that according to Malcolm, “adult learning is special in a number of ways: Adult learners bring a great deal of experience to the learning environment thus trainers can use this as a resource; Adults expect to have a high degree of influence on what they are to be educated for and how they are to be educated; The active participants of learners should be encouraged in designing and implementing educational programs; Adults need to be able to see applications for new learning; Adult learners expect to have a high degree of influence on how learning will be evaluated and Adults expects their responses to be acted upon when asked for feedback on the progress of the program”.
The responsibility of handling the school finances lies on the hands of the school head, hence, this theory is appropriate to this study as school, PTA officer and other school officials must behave, believe and should be treated as adults.

Financial Agency Theory

According to Nyaga, L. W. (2016), financial agency theory was developed by financial economist Michael C. Jensen and Management theorist William H. Meckling and published it in the journal of financial Economics in 1976. According to Jensen and Mackling, an agency relationship is a contract in which one person, the principal, hires another person, the agent, to perform certain tasks on his

behalf. The agent is given decision-making authority by the principal. They went on to say that the theory presupposes that the principal must deal with the issue of being in charge of all affairs in an organization. They choose the agents and monitor their actions to ensure that they are performing to the best of their abilities.

The Bucket Theory of Financial Management

This theory was developed by Dr. Barbara Rowe, with Kay W. Hansen and Marsha M. Peterson in 1990, (Nyaga, L. W., 2016).. This theory is basically an approach on managing a family’s financial future by providing a systematic way for families to set and reach financial goals and help the family build a sound financial foundation (Chetambe & Sakwa, 2013). According to the authors, the theory presumes to have five (5) buckets hanging in stair step fashion, each below and a little to the right of the one about it. As the water flows into the top bucket, the bucket begins to fill and the process continues until all the buckets are filled. Financial priorities starting from the basics to investment of surplus finances are what the buckets represented for. However, the water that flows from the bucket represent the family’s resource has. For Chetambe & Sakwa (2013), to build a sound financial base for a family, each bucket must be filled before resources are diverted to the next one. This theory is applicable to this study as schools need budgeting for financial resources provided / allotted from government funds.

Strategic Planning

According to Fernandez, K. E. (2011) the term strategic planning originated in the 1950s and became very popular between the mid-1960s and the mid1970s. supported by David (2011) study that during this period strategic planning was widely believed to be the answer for all problems facing organizations. Additionally, the World Bank (2011) [20] delineates strategic planning as the process by which leaders of an organization determine what it intends to be in future and how it will reach this targeted level or position.
The result of strategic planning process is a strategic plan which is a blue print for the organization as it moves into the future. According to Tapera (2016) [19], a strategic plan is a tool for defining the organizational direction and therefore determines the objectives and goals of the organization that are as realistic as possible. Tapera further noted that strategic planning is a process whose result should be innovative and creative ideas which lay the foundation for an organizations future. Therefore, a good strategic plan should be founded on innovative and creative ideas.
Strategic planning for nonprofit organizations (pubic academic isntitutions) involves choosing the highest priority achievements that an organization is prepared to commit to over a period of three to five years, (Fernandez, 2011). Strategic planning and management is as important to non-profits just like for private sector organizations. Bryson (1988) [4] remarked that strategic planning is likely to become part of the “repertoire of public and non-profit planners”.

Therefore, strategic planning is important or useful to all types of organization whether for profit or nonprofit.
ECRA white paper journal posted the definition of J. M. Bryson on strategic planning as “A disciplined effort to produce fundamental decisions and actions that shape and guide what an organization is, what it does, and why it does it. To deliver the best results, strategic planning requires broad yet effective information gathering, development and exploration of strategic alternatives, and an emphasis on future implications of present decisions.”
Academic literature offers other significant benefits that are derived from a successful strategic planning process, including those on the following list from ECRA white paper journal:
· Establishes a vision, mission, and beliefs for the school district
· Relates organizational capacity to community need
· Raises board members’ awareness of current issues and operations
· Establishes a path to accomplish its desired future
· Creates a document suitable for public relations
· Provides a path which allows the community to work together to accomplish the goals, objectives, and activities that constitute the strategic plan
· Gives the school district better control over external forces and the ability to anticipate and/or react to them
· Allows the school district to set specific data-driven priorities.
· Serves as a tool for decision making and resource allocation

Most importantly, strategic planning promotes motivation and innovation since it involves managers at top levels who are committed to objectives and strategies and think of new ideas for implementation of strategies. It also provides motivation to people at lower levels when they know their efforts are contributing towards organizational goals Fernandez, K. E. (2011).

Financial Management Practices in Education

According to Oosthuizen (2003), as cited in Mpolokeng (2011) the distribution and use of money for providing educational services and producing learner achievement are the purpose of financial management in education. Essentially, financial management in contemporary education management aims to: estimate the needs of local educational training; obtain finances in accordance with the estimated needs; and administers the finances thus obtained in a legally correct manner. The author further cited the Bisschoff and Mestry (2007) states that “financial management in education is the performance of management actions (regulatory task) connected with the financial aspects of schools, with the main aim of achieving effected education, and carried out activities, such as identification, measurement, accumulation, analysis, preparation, interpretation, and communication of information (both financial and operation).
Proper management of school finances is pivotal to the successes of all educative teaching endeavors of any school. Equally important is financial accountability which is according to legislation a legal requirement at schools, (Robina, et. al. (2018). According to Padilla et al (2012), effective financial management practices is essential in enhancing transparency, efficiency,

accuracy, accountability which enable an organization to achieve its objectives. Financial management is fundamental to the improvement of the efficient and effective use of finances in schools. If principals and SGB chairpersons are well trained on their roles and responsibilities regarding financial management, they will be able to effectively deal with financial matters of schools. Financial management is an integral part of efficient and effective financial management in schools (Mpolokeng, 2011).
Proper utilization of funds in secondary schools is key and its management has been enhanced through implementation of decentralization. (Nginig, et. al., 2019). Managing funds is one of the major tasks of a school head because the success of any school program depends on the way the financial inputs are managed which however affects the overall performance of the school. They are expected to play several roles such as budget preparation, procurement and enhancing transparency. Notably, Wango and Gatere (2016) added that school principals are entrusted with delegation of financial responsibilities. Similarly, Onyango (2001) suggests that budgeting, financial accounting and auditing regarding management of school funds are the sole duties of principals. School principals and governing boards have the mandate to ensure prudent utilization of financial resources (Hansraj, 2007).
Conversely, Ogbonnaya (2005) financial management implies liability to be called upon to account for or answer for funds entrusted to one’s care. Thus, one of the responsibilities of the secondary school principal is financial management. The principal is expected to source for funds for running of the school, he is

expected to expand the sources of the school income from school magazines, school workshops, school canteens, students’ arts and crafts, school poultry and farms rather than over dependence on government grants (Oche, 2009).
Specifically, Mpolokeng (2011) enumerated the functions of the financial manager, such as the school principal:
· to make sure that they adhere to correct procurement procedures which is fair and transparent;
· to put in place a system or structure that will coordinate the assessment of all big capital projects correctly, preceding a final decision that is made on the project;
· to accept responsibility for the effective, well-organized reasonably priced and translucent use of the assets and funds of the school; and is also accountable to gather all money that is owed to or payable to the department; and
· to stay away from unofficial, unbalanced, unrewarding and wasteful expenditure and losses resulting from illegal behavior.
In secondary schools, school principals and administrators are responsible for preparation of the school budget and ensure effective financial management in order to achieve the objectives of the school (Alia & Iwuoha, 2014, as cited in Okeze, 2018). Egwu (2016) cited by Okeze (2018) opined that the principal is a leader who must plan, coordinate and supervise the affairs of the school, so that they run smoothly. Additionally, the principal is the chief administrator of secondary school who is expected to effectively use various resources through the adoption

of management principles and practices for the realization of school goals. On contrary, the principal as accounting financial officer is liable for the supervision, including the safeguarding and maintenance of the resources, and for the administration of the liabilities of the school, and also to administer accessible working capital efficiently and economically (Mpolokeng, 2011).

Auditing Procedures

Many studies that have been done in this area have used similar definitions of financial management. However, Pandey (2010) provides a simple definition of financial management as a task that deals with organizing and regulating organizational resources (Pandey, 2010). Okeze, W. O. et al 2018 study gave a detailed explanation of the definition as he emphasized the importance of maintaining a solid internal control system to guarantee good financial management procedures. Auditing is a fundamental accounting practice that entails the creation of financial statements, including revenue and expenditure statements, balance sheets, reconciliation statements, and receipts used to pay are consistent and properly implemented. In order to gather information and develop pertinent conclusions, it also entails the study and creation of financial accounts.
The study done by Mgbodile (1997) as cited in Okeze, et.al (2018), emphasized that the programs of educational institutions will not be adequately implemented without solid financial management techniques, reinforced this viewpoint. He went on to list some of these procedures, such as auditing practices, financial record keeping practices, allocations to incur expenditure and budgeting

practices. Additionally, according to Ogene (2008), maintaining a solid internal control system is essential for good financial management practices in order to guarantee the efficient use of resources. Auditing is a fundamental accounting practice that entails the creation of financial statements, including revenue and expenditure statements, balance sheets, reconciliation statements, and receipts used to pay are consistent and properly implemented. In order to gather information and reach appropriate conclusions, it also entails the study and creation of financial accounts.

Financial Record Keeping Practices

Financial record keeping makes auditing work easy for the auditors (internal and external). A common and efficient method for evaluating the financial transactions inside the educational system is school auditing. To assess the level of wise use of school funds, it entails a review of all financial records for the school (Eya, 2015).
On the other hand, a lack of effective and efficient financial management as a result of some of these school heads' poor record keeping has prevented the majority of school systems from achieving their stated goals. Some secondary schools lack the funding necessary to address their financial issues. He claimed that because of this, accounting standards are meaningless. Any firm must preserve records to ensure efficient operations. Accounting officers in secondary schools, including the principal, bursar, and account clerk, have a duty to ensure that all aspects of financial management are properly documented.

According to Eya (2014), it will lessen the possibility of error and help with timely accounting and reporting. He insisted that record keeping should cover topics like accounting systems, operational processes, computer systems, procurement procedures, and permission restrictions. He also said that doing so will assure stability during personnel changes or the absence of any important staff members.

Budget Management

The practice of managing and monitoring revenue and expenses is known as budgetary management. Companies frequently have a corporate budget as well as budgets for specific departments. Budget management falls under the purview of departmental managers regularly. New managers can quickly master budgetary administration by utilizing a number of abilities and tools. Budgets frequently include the following four components: a) Revenue, which can come from sales, investments, or other sources. The budget should include a breakdown of all income. b) Operating costs: Operating costs include the costs related to maintaining the machinery used in a department or other business-like activity, paying rent, and using utilities. c) Capital expenses: Investments in the division or company are considered capital expenses. A new structure or a patent for a product are two examples of capital expenses. d) Employee costs: Staffing expenditures like pay and healthcare are included in the category of employee costs (indeed.com).
The common factor in these definitions of financial management is that a connection is made between the management tasks and the financial aspects of

a school. The implication is that the management of school finances involves the task of planning (budgeting), organising (coordinating), leading (communicating and motivating), as well as controlling (auditing) (Motsamai, et. al, 2011).

Theories of Budgeting

1. Garbage Can Budgeting Theory - According to Reddick (2003) the garbage can theory was first developed by Cohen et al. (1972) to describe decision making in colleges. It articulates that these educational institutions face decision situations involving unclear goals, unclear technology, and fluid participants. In this model active decision makers and problems track one another through a series of choices without great progress in solving problems. The most important feature of the garbage can theory entails four independent streams of decision making: problems, solutions, participants, and choice opportunities. Kinuthia, V. W. (2012).
2. Budgetary Incrementalism Theory - Reddick (2003) argues that the literature on budgetary decisions in the public sector is dominated by the theory of incrementalism and its various meanings. The theory suggests that policy makers use ‘rules of the thumb’ in order to deal with the technical complexity of expenditure decisions. The nature of these simple decision rules has been investigated by studies of budgeting in international organisations, national governments, state and local governments. A recent application of incrementalism at the sub national level was an examination of local government expenditures in the UK. This approach prepares the next annual budget by taking the existing operations and the current budgeted allowance for existing activities as the starting point. The base is then adjusted for changes which are expected to occur during

the new budget period. In this approach past inefficiencies and waste inherent in the current way of doing things are perpetuated (Drury, 2002). The advantage of this method is that it is less time consuming however, there is a danger of having creeping costs. Kinuthia, V. W. (2012).
3. Short-Run Incremental Theory of Budgeting - Reddick (2003) defines short-run incrementalism as a process in which the relationship between the actors are regular over a period of years, and a non-incremental process as one in which this relationship is irregular. The size (or lack thereof) of the increment or the method of calculation used does not matter, so long as the relationship between bureaux and congress remain regular. Incrementalism suggests that policy makers use ‘rule of thumb’ in order to deal with the technical and political complexity of expenditure decisions. Incremental budgeting occurs when actors in the process have many interests to fulfil and roles to play.
4. Long-Run Equilibrium Theory of Budgeting - According to Reddick (2003) the second view of budgetary decision making examines it as a long run event. In this view the budget is in deficit (or surplus), there is a correction on either the revenue and or expenditure side to restore balance. This type of ‘force’ pushes a budget in deficit towards balance over the long run. In school’s deficits occur as result of failure to pay school fees and this has to be corrected

Financial Controls
Financial management refers to the decisions made by an organization about the sources of finances, the use of financial controls to manage financial resources, the wise use of financial resources, and accountability measures

(Munge, M. N. et al, 2016). The author recognized Ostman (2009) as having developed the theory of financial control theory. The idea views human personal functions—both current and future—as its central point of reference. According to this approach, financial instruments for companies should focus on their current and potential uses. Financial control systems are concerned with how functions and visions are tied to resources inside that organization, according to additional research by Munge, M. N. et al. (2016). Systems of structure and financial control are analytical notions, nothing more and nothing less. When discussing financial control, they should be seen as a whole. They consist of many sorts of interactions and relationships between different parties.
The process of budgetary control is defined as "the establishment of budgets relating to the responsibilities of executives of a policy and the continuous comparison of the actual with the budgeted results, either to secure by individual action the objective of the policy or to provide a basis for its revision," by the Chartered Institute of Management Accountants of England and Welse. A commonly used tool for evaluating manager performance, communicating goals, strategies, and planning processes, budget control shows how an organization can achieve its objectives while strictly controlling costs (Hemsing, M. & Baker, F., 2013). Development and Current Trends on School’s Financial Management in the Philippines

According to Manasan, R. G. (2004) basic education is administered by local governments in many countries. In the Philippines, there are three (3) arguments that offered why primary education should be decentralized: (1) the

provision of education services is spread out geographically; (2) smaller schools are generally found to provide higher quality education and (3) direct involvement of parents and the local community in schools is observed to be a beneficial determinant of school quality (Ahmad, Hewitt and Ruggiero 1997). On the other hand, the decentralization of education finance tends to lead to large differences in the quality of educational services and many countries take steps to enforce minimum standards of access and quality even as they decentralize the delivery of education services.
The central government continues up to this day to allocate monies for the school building program (now called the Basic Education Facilities Fund) despite the fact that construction of school building is devolved to LGUs, (Manasan, 2004). The Special Education Fund (SEF) provides the source of funds for the supplementary annual budgetary needs for the operation and maintenance of public schools within the province, city, or municipality through an annual SEF budget. The source of this fund is form the additional 1% tax on real property collected in the province is shared equally by the province and the municipality within its territorial jurisdiction, (Joint Circular (JC) No. 1, series 2017 of the Department of Education, Department of Budget and Management (DBM) and Department of the Interior and Local Government (DILG).
For the past years, the biggest allocation for funds every fiscal year went to Education with includes the Department of Education (DepEd), Schools University and Colleges (SUCs), Commission on Higher Education (CHED) and Technical

Education and Skills Authority (TESDA). The Department of Budget and Management (DBM) presented the 2019 National Budget with a table below:
Figure 1:
Top Ten Departments / Recipient in Billion Pesos – The 2019 National Budget
[image: ]

Key Performance Indicators in the Public Schools in the Philippines

School- based management (SBM) came into existence to bring about significant change in educational practice and empower school staff to create conditions in schools that facilitate improvement, innovation and continuous professional growth (1987). As a key component of Basic Education Sector Reform Agenda (BESRA), it intended to equip secondary schools to empower its key officials to make “informed and localized decisions based on their unique needs toward improving educational system.” stressed that in SBM, responsibility for and decision-making authority over school operations are transferred to principals, teachers, parents and sometime to students and other school community members; although these school-level acts have to conform to or operate within a set of policies determined by the central government (Malen, Ogawa and Kranz, 1990, as cited Tapayan, et., 2016).
On one hand, according to the Guide in computing education performance indicators manual, the Department of Education (DepEd) formulates, implements, and coordinates policies, plans, programs and projects in the areas of formal and non-formal basic education. It supervises all elementary and secondary education institutions, including alternative learning systems, both public and private. It also provides for the establishment and maintenance of complete, adequate, and integrated system of basic education relevant to the goals of national development. The BEDP 2030, as issued in DepEd Order No. 24, 2022, provides for a strategic framework that includes the four pillars of access, equity, quality and resiliency and

well-being, which also provides intermediate outcomes that indicate achievement of these pillar.
Performance indicators refers to several indicators computed and utilized to evaluate the educational performance in different levels of education system. They also serve as tools that are used to report the status of the education system to the community, the whole country, and the global community. Performance indicators is categorized in the following: access indicators, efficiency indicators and ratio and proportion.
This study focused on the efficiency indicators which is used to monitor the objectives of the education system to produce desired results at the least possible cost. These indicators also measure the quality of the education system in general.
· Enrollment Rate – The Net Enrollment Rate (NER) is defined as the enrollment in a particular level of education of the official school-age group, expressed as a percentage of the corresponding population. It provides a more precise measurement of the extent of participation in a particular level of education of children belonging, to the official school age.
· Repetition rate – determines the magnitude of learners who repeat a grade level. This can be computed by grade level and average per grade level. A high repetition rate implies high wastage of resources.
· Completion Rate – measures the percentage of enrollment in Grade 1 and Grade 7 who complete or graduate in Elementary, Junior High School, and Senior High School.

· Promotion Rate/ Graduation Rate – assesses the extent of learners who are promoted on the next grade level. This can be computed by grade level in Grades 1 to 5 (for elementary) and in Grades 7 to 11 (for secondary). For Kindergarten and Grade 10, the learners who are promoted to the next level are called Kinder completers (for promotion to Grade 1) and Grade 10 completers (for promotion to Grade 11), respectively. For Grades 6 and 12, promotion rate is called graduation rate wherein it now assesses the extent of learners who finished the said grade level.
· Drop-out rate – simple dropout rate the percentage of learners who do not finish a particular grade level. Unlike the school leaver rate, it does not include learners who finish a grade level but do not enroll in the next grade level of the following school year.
· Retention Rate – determines the degree of learners in a particular school year who continue to be in school in the succeeding year. Note that this Is not equivalent to the number of learners retained at the end of the school year.
· Cohort Survival Rate – the CSR computes the percentage of a cohort of learners who were able to reach grade 6 (Elementary), Grade 10 (Junior High School), or Grade 12 (Senior High School). This rate is used to assess the internal efficiency and wastage in education.

Employee Satisfaction

According to Locke (1976), referenced in Kasalak, G. & M. Dagyar (2020) research, the idea of job satisfaction is described as people's good emotional states regarding their jobs and work experiences. The affective orientation of

people toward their responsibilities in the work they do, as well as their sentiments and attitudes toward their jobs, can be used to explain job satisfaction (Green, 2000; Turcan, 2011). Mahmood's (2015) study on job satisfaction further emphasized that job satisfaction is a mental state that results from weighing and adding up a variety of distinct likes and dislikes related to the job. This attitude is clear in the assessment of the job and the recruiting organization. The Mahmood study also highlighted how numerous academics have examined the subject of job satisfaction to determine its effects on both employee and corporate performance. Included in this is 1977 research by Hackman & Suttle that defined job satisfaction as an individual's affective reaction to or feelings regarding his or her employment. The same year, study by Kleiman (1997) offered understanding into job satisfaction in relation to how strongly workers felt about their jobs. He highlights that when employees enjoy their work, have a realistic opportunity within the company, respect and like the people they work with, and believe their salary is fair, they are more likely to be satisfied with their positions.
The research conducted by Ali and Dahie (2015) used the research by Lund (2003) and Jone & George (2004), which indicated that job satisfaction has been identified as a perceived affiliation between what one desires from one's job and what one perceives it as offering, and that job satisfaction is, respectively, the collection of feelings and beliefs that workers have about their jobs.

Teacher Job Satisfaction

Teachers are expected to be passionate about what they do, to approach their work with a good attitude, to enjoy the benefits that come with it, and to have a high level of self-efficacy in their ability to carry out their duties. These teaching traits are successful in bringing out the best in society's members, helping to create a society that meets the required standards (Buluç & Demir, 2015). However, teachers have personal needs as well, and if those needs are not prioritized, it could influence their ability to do their duties. Therefore, in order for teachers to embrace their profession, they must have satisfaction from their work.
Job satisfaction is key for employee retention and well-being, which are both essential in high-stress professions like teaching and being a school principal (Dicke et. al., 2020). Teachers who are happy with their job and the working environment at their school are more motivated to plan lessons and teach. Additionally, content teachers may be more inclined to stick around the classroom (timssandpirls.bc.edu). Malinen, O.P. and Savolainen, H. (2016) recently used three dimensions to categorize the elements affecting teachers' job satisfaction: organizational features (workplace dynamics, interpersonal interactions, perceived autonomy, and support), cognitive factors (efficacy beliefs), and emotional components (stress, burnout).
The authors continued; however, current research informs about the impact of the mentioned variables (i.e., efficacy beliefs, incremental beliefs, and emotions) on teaching, but to our knowledge does not provide a model that simultaneously accounts for the effects of these dimensions on teachers' job satisfaction,

differentiating between their personal and organizational facets." Based on recent research, it appears that, as compared to self-efficacy, incremental beliefs, and feelings toward students, collective efficacy beliefs and emotions about professional roles may be less tied to daily work and become salient when certain events occur (e.g., educational reforms, changes in school organization, need to address specific problems with students, etc.)


Work Life Balance

In this context, the word "work" refers to employment or paid work. Many alternatives have been proposed to the phrase "work-life balance," including "work-life integration," "work-life interface," "work-life Masonic," "work-life reconciliation," and "work-life coordination" (Mc Pheron,2007). Additionally, Verma (2007) describes work-life balance as changing the work schedule so that your employees can benefit from a better fit between their work and areas of their personal lives, with the long-term goal of achieving sustainable development and profitability, both of which were mentioned (Kumari, 2012).
According to a number of studies, a corporation must consider adapting to new trends as well as technology if it wants to stay competitive. The same is true with human resources. Companies must keep an eye out for new requirements of employees, such as work-life balance, in order to preserve or hold the human capital. Work-life conflicts are a result of shifting societal trends, such as a rise in the number of women entering the job and an economy that depends on multiple incomes to maintain an average level of living. Therefore, in order to address those

objectives and foster employee loyalty to the company, human resource managers today assess personnel practices. Additionally, the concept of work-life balance (WLB) is crucial for millennial generations. For them, having free time is a crucial component of working wellbeing (Kultalahti & Viitala., 2014).
Therefore, valuing employees' family concerns has a big impact on their performance and overall helps the organization achieve its goals and objectives. According to a study by Dex and Smith from 2002 shows that: (A) There are positive effects on employee commitment from having family friendly policies. (B) Approximately nine out of every ten establishments with some experience of these policies found them cost effectives. (C) Increase in performance was associated with having one or other family friendly policy in the case of five out of six performance indicators. Research by Spink (2004) that emphasized the benefits of work-life balance for both the employee and the employer provides additional persuasive data. "Leaders of exceptional firms foster work environments where employees can attain work-life balance and well-being according to their own definitions.
Monetary and Non-Monetary Benefits and Compensation

Organizations have a crucial role in the development of a booming economy. Both the economic sector of the economy and a vibrant and thriving society depend on socially responsible business practices. The business is in charge of making the workplace better for its staff; the human resources division of any firm is in charge of having a productive workforce. It is vital and crucial that the employer and employee have a good working connection. The foundation of

this relationship is the respect the employer has for the employee, which encourages them more. After reviewing the employee's performance, the company is expected to honor the worker in numerous ways, such as by giving out symbolic awards. Employees may feel motivated and linked to their work by obtaining these kinds of symbolic benefits, and the welcome environment authorities create encourages them to commit to their work honestly and sincerely (Waqas, 2014).
Harunavamwe, M. & Kanengoni, H. (2013) study cited the study of Armstrong and Robbins, et.al of defining rewards on employment. Rewards are divided by Armstrong (2007) into two groups; these are monetary and non-monetary rewards. The monetary rewards include base pay, merit pay, incentives, commission, bonus and healthy allowances. Non-monetary rewards include recognition, decision making roles, promotion, flexible working hours and company uniforms. Also, Armstrong (2007) indicated that employees are rewarded in accordance with their contribution, skill and competence and their market worth. The importance of money as a motivator has been consistently downplayed by most behavioral scientists like Herzberg who point out the value of challenging jobs, feedback, cohesive work teams and other nonmonetary factors as stimulants to motivation. However, money is the crucial incentive to work motivation because it is the vehicle by which employees can purchase the numerous need-satisfying things they desire (Robbins et al. 2003).
Numerous studies have demonstrated a favorable relationship between job satisfaction and employees' levels of trust in their managers' and supervisors' abilities and commitment to upholding the organization's interests over their own

(Delic, A. et.al, n.d). The researcher also stated that if an employee's position inside an organization gives them more decision-making authority, social influence, etc., they will be content. According to Kirkman and Rosens, when their employee status improves, so does their level of autonomy, which has a favorable impact on both their work output and job happiness. In other words, a higher position in the organizational hierarchy results in a higher level of job satisfaction for the individual (Kirkman & Rosens, 1999).

Communication and Involvement

Employee engagement, according to Kahn (1990:694), is described as "the harnessing of organization members' selves to their work roles; in engagement, employees employ and express themselves physically, cognitively, and emotionally throughout role performances" (Jaupi & Llaci, 2015). According to the authors, there is a widespread perception that there is a link between employee engagement and business outcomes; a metadata analysis carried out by (Harter et al., 2002). The study's findings were summarized as follows: "Employee engagement and satisfaction are associated to meaningful business outcomes at a magnitude that is important to many organizations."
On the one hand, Jaupi & Llaci (2015) emphasized how the Downs and Hazen (1977) communication satisfaction construct has grown into a fruitful research area in organizational communication. The following constructs make up communication satisfaction: organizational integration, media quality, horizontal communication, organizational perspective, communication climate, communication with supervisors and with subordinates, and personal feedback.

Managerial (School administrator’s) Support

Studies and conversations frequently highlight "managerial support" as a factor influencing work/life balance. Managers are crucial to the success of work/life programs because they have the power to support or undermine employees' attempts to strike a balance between their personal and professional lives (Perlow, 1995). Izlem and Nurdan (2015) also agreed that "the support of a manager combined with empathy and understanding toward an employee's familial duties leads to enhanced cognitive resources of that employee to manage the stress and so lowers the potential conflict with expectations at work". According to the author's citation of Kossek et al. (2011), "supervisory work-family support is likely to be a more psychologically and practically useful resource to handle work-family stresses, such as time, strain, or behavior-based conflicts... than general workplace social support" (p. 294).
Employee satisfaction can be influenced by managers. Erdogan and Enders (2007) claim that when workers believe their managers genuinely care about their ability to combine work and family obligations, it leads to a good attitude toward both the management and the job. The managerial support was found to affect job satisfaction both directly and through perceptions of role ambiguity and control (Moyle, 2007).

Public High Schools Classified as Implementing Unit

The Implementing Guidelines on the Direct Release and Use of Maintenance and Other Operating Expenses (MOOE) Allocations of schools, including other funds managed by the school or the DepEd Order No. 13, 2016

aims to provide guidance to all public schools on derivation, release and utilization of school MOOE to ensure timely and optimal use of school resources and to institute mechanism for transparency and accountability. The Implementing Unit (IUs) are capable of administering their own funds since they have bookkeeper and disbursing officer plantilla positions which handle cashiering and bookkeeping functions. On one hand, DepEd Order No. 12, series 2014 specified that the DBM has issued agency codes to the said IUs, hence, they are authorized to open Modified Disbursement Scheme (MDS) Sub-Accounts in government depository banks and the cash allocations intended for the IUs are directly issued by the DBM to their respective MDS Sub-Accounts.
The Department of Education (DepEd) Order No. 40, series 2014 entitled “Establishment, Merging, Conversion, and Naming/ Renaming of Public Schools, and Separation of Public School Annexes in Basic Education,” recognize the complexity of issues brought about by the passage of different laws and issuance of rules and regulations, concerning or pertaining to establishment, merging, conversion and naming/ renaming of public elementary and secondary schools as well as the separation of school annexes, has found it necessary to formulate a set of standards and uniform policy guidelines on the matter.
Specified on the DepEd Order No. 40, series 2014, the High School with Fiscal Autonomy (Implementing Unit) is a public high school which meets the requirement set forth under DepEd Order No 60, series 2011 entitled “Implementing Guidelines on the Direct Release of Maintenance and Other Operating  Expenses  (MOOE)  Allocations  of  Schools  to  the  Respective

Implementing Units” and Item 3.a of DepEd order No. 7, series 2010 entitled “Guidelines on the Allocation/Deployment of New Teaching, Teaching-Related and Non-Teaching Positions for FY 2010,” thus, receiving its allotment directly from the DBM.
In addition, the same DepEd order stated on A.4 Conversion of Schools, conversion of a High School classified as Non-Implementing Unit into a High School classified as Implementing Unit, the school must meet the following conditions:
· The school must have a Principal position per latest PSIPOP and at least twenty (20) teachers.
· The school must have an agency code and designated/appointed financial staff (Bookkeeper and Disbursing Officer); and capability to comply with the submission of financial reports to oversight agencies such as Commission of Audit (COA), DBM, National Economic and Development Authority (NEDA), Senate, House of Representative, etc.
· With at least PhP 6 million appropriations based on current GAA (i.e PS, MOOE and CO)
· The proposed conversion was requested by the School Head, and reviewed/ evaluated and endorsed by the Division and Regional Offices before forwarding the same to DepEd Central Office.

School’s Financial Autonomy

Autonomy refers to the power to govern without outside control (Lee, 2009). Significantly, according to Chubb & Moe (1990) as cited Nguyen (2019) school

autonomy is defined as freedom from the control and command of external actions in making decisions that related to the success of school. Demas & Arcia (2015) study indicates that school autonomy is a form of school management in which schools are given decision-making authority over their operations, including the hiring and firing of personnel, and the assessment of teachers and pedagogical practices.
Various researches indicated in the study cited by Nguyen (2019) portrays school autonomy has been also a prominent trend in other developed countries such as Italy, Hong Kong, Singapore, Netherlands, New Zealand, Australia, Canada and German speaking countries (Altrichter & Rürup, 2010; Caldwell & Spinks, 1988; Y. C. Cheng & Mok, 2007; Grimaldi & Serpieri, 2014; Ng & Chan, 2008; Thompson, Gereluk, & Kowch, 2016; Trimmer, 2013). Furthermore, school autonomy fosters local accountability; helps reflect local priorities, values, and needs through increase participation of parents and the community; and gives teachers the opportunity to establish a personal commitment to students and their parents


Conceptual Framework

The input factors in this study are categorized according to the respondent's profile, which includes the gender, age, level of education, and number of years that the teacher, and school head have been in their positions. Financial management procedures with regard to the sources and uses of funds will also be taken into account. Feedback on the school climate, professional learning, and

growth will be tracked for the teacher's satisfaction. In essence, the effectiveness of the school as an implementing unit will be justified by the Key Performance Indicators (KPIs) of enrolment rate, promotion rate, repetition rate, completion rate, graduation rate, drop-out rate, retention rate, and cohort survival rate. These factors are essential to determine the financial management of Implementing Unit schools as to their responsiveness to the delivery of education in terms of financial management.
The approach will make use of Rosalind Levacic's 2000 Open System of Organization's finance and resource management. This theory illustrates the characteristics of an open system organization, which include both the rational and natural system perspectives, according to Levacic (2000), as referenced by Radzi (2014). The key processes of this theory also included I acquiring resources, (ii) allocating resources, (iii) using resources, and (iv) evaluating past resource use and providing feedback for future decision-making. These processes are interconnected and have an impact on subsequent processes as a result of the evaluation and control actions taken earlier.
Anderson, Briggs, & Burton (2001); Levacic (2000), cited in Radzi (2014) clearly discussed the figure from the inputs which is taken from the external environment in the form of money or real resources to prepare the learning environment. Further, the author stated that the process started from obtaining resources from the government, donations, fund raising, fees charging from educational services from other minor sources. The money received will be used

to provide for resources for the educational environment in the form of direct payment for teaching activities or supporting tools for education to take place.


The management of school finances is essential for both the quality of education that children will get and for continuing education of the nation's future human resources. In order to achieve the highest possible educational outcomes, the government is particularly concerned about the effective use of public funds. The contribution of this study to other studies in the Division of Sarangani is that it offers helpful guidelines to the school administrators and stakeholders (Parent-Teacher Association - PTA and School Governing Council - SGC) on crucial resources, such as financial management, could therefore be very significant.
Specifically, the development of the proposed plan could facilitate school administrators in managing school finances. The public high school with Fiscal Autonomy (Implementing Unit) in the country required high level of financial accountability and responsibility from school administrators and the stakeholders. Moreover, this study also encouraged for high commitment and collaboration among them to ensure effectiveness and high quality of school management.
The Department of Education's Division of Sarangani greatly benefits from the analysis of this study in order to improve the division's present procedures for implementing school financial management in secondary public schools. This study emphasizes the crucial elements of school finance management on which attention must be paid if the institution is to operate effectively. It can also be

regarded as one of the tools for stakeholders and school leaders to receive management training.
The results of this study will provide local government units (LGU) with information about the efficiency of the use of the budget designated for education from the special education fund.
This will be helpful in supplying advice to school leaders, especially those who have just been hired, about managing school finances. In addition to other references like the current School Improvement Plan and Yearly Improvement Plan, it suggests strategic and efficient finance management strategies contained in the strategic annual improvement plan.
The proposed profile in this study should be equally useful to members of the school financial management committee, such as the assistant principals, disbursement officer, supply officer, subject or department heads, as a reflection of their management abilities. The school's financial management's current rules will raise their degree of responsibility and integrity, which will lower the likelihood of fraud and other financial wrongdoing. The dedication of the educators to imparting education to the students can be used to determine how well the needs of the teachers are met. Teachers' roles are so empowered when school finances are managed properly, and they must be prepared to arm themselves with the necessary information and abilities even at the classroom level.
This will give upcoming researchers who do related studies a benchmark on the financial management strategies used by the school's implementing unit, which were adapted to a particular educational context and environment. In this

case, it might even be helpful to the other public or private non-implementing unit schools as extra instructions for management practices at their own schools. Finally, this study's contribution to this field of knowledge will undoubtedly enhance the existing literature in this area.
The goal of this study is to create a profile of the division of Sarangani's Public Secondary Schools (Implementing Unit). It is done in line with the Division's financial management, job satisfaction, and performance for public schools that have been granted financial autonomy.
The study's initial respondents include the principal, the school board, and the PTA officers. But only the school principal and teachers are included in the study around the Division of Sarangani owing to the COVID -19 pandemic, which has currently debilitated people's ability to live normally. Additionally, the study will include one recognized school from each municipality that meets the requirements as a sample.


The paper also analyzes the sampling method used and the respondents included in the study. They are chosen based on a variety of factors, but mostly on their unique backgrounds and prior expertise in school administration. The degree of agreement gained by the experts on the profile's content will determine the study's limitations.
Lastly, this study aims to provide a proposed strategic annual improvement plan for Public High School with Fiscal Autonomy (Implementing Unit).
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2. Financial Management practices
· Auditing practices
· Financial record keeping practices
· Budget management
· Financial control
3. Teacher’s satisfaction:
· Work life balance
· Monetary and non-monetary benefits and compensation
· Communication and Involvement
· School administrator’s support
4. school Performance (Key Performance Indicator):
· enrollment rate
· promotion rate
· repetition rate
· completion rate
· graduation rate
· drop-out rate
· retention rate
· cohort survival rate
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Figure 1. The Paradigm of the Study

Statement of The Problem

1. What is the profile of the respondent in terms of:

1.1. Age;

1.2. Gender;

1.3. Position;

1.4. Years of service; and

1.5. Highest Educational attainment?

2. What is the level of financial management practices of the Public High School with Fiscal Autonomy (Implementing Unit) taking into consideration the following;
2.1 Auditing procedures;

2.2 Financial records keeping practices;

2.3 Budget management; and

2.4 Financial controls?

3. Is there a significant difference on the extent of financial management practices of Public High School with Fiscal Autonomy (Implementing Unit) in the Division of Sarangani in terms of the following dimensions;
3.2. Auditing procedures, financial records keeping practices, budget management and financial controls; and
3.3. Respondents when grouped according to their profile?
4. What is the level of job satisfaction in Public High School with Fiscal Autonomy (Implementing Unit):

4.2. Work life balance;

4.3. Monetary and Non-Monetary Benefits and Compensation;

4.4. Communication and Involvement; and

4.5. School administrator’s Support?

5. Is there a significant difference on the level of job satisfaction of Public High School with Fiscal Autonomy (Implementing Unit)) in the Division of Sarangani in terms of:
5.2. Work life balance, monetary and non-monetary benefits and compensation, communication and involvement, and school administrator’s support; and
5.3. Respondents when grouped according to their profile?

6. What is the level of school performance (Performance indicators) of Public High School with Fiscal Autonomy (Implementing Unit) in terms of;
6.2. Enrollment rate;

6.3. Promotion rate;

6.4. Repetition rate;

6.5. Completion rate;

6.6. Graduation rate;

6.7. Drop-out rate;

6.8. Retention rate; and

6.9. Cohort survival rate?

7. Is there a significant difference in the level of school performance of the Public High School with Fiscal Autonomy (Implementing Unit) in the Division of Sarangani in terms of:
7.2. Enrollment rate, promotion rate, repetition rate, completion rate, graduation rate, drop-out rate, retention rate, and cohort survival rate; and
7.3. Respondents when grouped according to their profile?

8. Is there a significant relationship between:

8.2. Financial management practices;

8.3. Teachers’ satisfaction; and
8.4. School performance?

9. Based on the findings, what intervention program maybe proposed?


Hypotheses

The purpose of this research is to evaluate the following hypotheses using the prior questions as a base:
1. There is no significant difference on the extent of financial management practices of Public High School with Fiscal Autonomy (Implementing Unit) in the Division of Sarangani in terms of the following dimensions;
1.2. 	Auditing procedures, financial records keeping practices, budget management and financial controls; and

1.3. Respondents when grouped according to their profile.

2. There is no significant difference on the level of job satisfaction of Public High School with Fiscal Autonomy (Implementing Unit)) in the Division of Sarangani in terms of:
2.2. Work life balance, monetary and non-monetary benefits and compensation, communication and involvement, and school administrator’s support; and
2.3. Respondents when grouped according to their profile?

3. There is no significant difference in the level of school performance of the Public High School with Fiscal Autonomy (Implementing Unit) in the Division of Sarangani in terms of:
3.2. Enrollment rate, promotion rate, repetition rate, completion	rate, graduation rate, drop-out rate, retention rate, and
cohort survival rate; and

3.3. Respondents when grouped according to their profile?

4. There is no significant relationship between: Financial management practices; Teachers’ satisfaction; and School performance?

Chapter II

DESIGN AND METHODOLOGY

Research Method

Three main variables are involved in the study: 1) financial management practices, teacher job satisfaction, and school performance. The research design will examine groups of Public high schools with fiscal autonomy (implementing unit) in the Division of Sarangani, Department of Education, Region XII.
The financial management practices involve making financial decisions for both long-term and short-term goals in order to ensure that the return on capital exceeds the cost without assuming an excessive amount of financial risk. Operationally, this relates to the way the school uses its budget, namely the Maintenance and Other Operating Expenses that are directly allotted to the school by the Department of Budget and Management (DBM).
One definition of job satisfaction is the degree of happiness workers experience at work. Beyond their regular responsibilities, this includes their relationship with coworkers and bosses, their opinion of the organization's rules, and the effect their work has on their personal lives. Operationally, the job satisfaction of teachers is a key indicator of how they positively view their function as educators.
School performance (also known as key performance indicators) is a type of performance measurement that enables you to assess the performance of your institution, department, or organization and determine whether your strategy is on track. Operationally, it alludes to the school's key performance indicator (KPI),

which measures the institution's proficiency as a public academic institution. It addresses the schools' rates for enrollment, promotion rate, repetition rate, completion rate, graduation, drop-out rate, retention rate, and cohort survival.


Research Design

The research design will examine groups of Public Secondary schools with fiscal autonomy (Implementing Unit) in the Division of Sarangani. The study will focus on three variables: financial management practices, teachers job satisfaction and school performance. To explore the relationship between financial management practices, teacher’s job satisfaction, and school performance of public secondary school with fiscal autonomy (Implementing Unit), the study used a correlational approach. According to Leedy and Ormrod (2010), a correlational design is a type of descriptive quantitative research that involves examining potential relationships between variables. Correlation does not prove causation, just as it does not in causal-comparative research, but both research strategies are similar in that they are non-experimental.


Research Environment

Division of Sarangani where the research was undertaken is located at Sarangani Province, the southern part of the Philippines. Sarangani is a mixture of rich Filipino culture that continues to imbibe the values and traditions of its tri-people which consists of Christians, Muslims, and Lumads; living together in harmony and peace. The tribal villages are rich in cultural traditions which are

evident in their daily lifestyle and craftsmanship. Sarangani Province was established as an independent province in 1992 through Republic Act 7228 authored by former Representative James L. Chiongbian. This landmark legislation spurred development in the former third district of South Cotabato. Since Pre-Spanish time, Sarangani has been occupied by indigenous tribes and Muslim groups whose rich cultural heritage has meaningfully survived to this day. Sarangani is panoramic bedrock of mountains and cliffs overlooking the Mindanao Sea. It is endowed with rich marine life and agricultural lands. The Province has a total land area of 3,986.64 square kilometers which is 20.27% of the total land area of SOCSKSARGEN (Region XII). Among the seven municipalities comprising the Province, Malungon has the largest land area of
896.63 sq. km. or 22.49% of the total land area, followed by Glan with 697.60 sq. km., while Maitum, with only 324.35 sq. km is the smallest municipality with 8.14% share of the provincial land area. The topography is among the major challenges of the Division of Sarangani in the delivery of basic education services.

[image: ]

Figure 3. Map of the Study
Respondents
The school administrators and teachers of the Public High School with Fiscal Autonomy (Implementing Unit) of the Division of Sarangani was the study's target group. Due to the current pandemic, the respondents was chosen from the selected school in each municipality to make the study safer and easier for the researcher. The researcher visited these schools and collected the required data for the study because they are easily reachable by transportation. The respondents include: 1) Alabel National High School of the Municipality of Alabel, 2) Glan School of Arts and Trades for Glan, 3) James L. Chiogbina National School (TechVoc) for Kiamba, 4) Colon National High School for Maasim, 5) Malalag

National High School for Maitum, 6) Malapatan National High School for Malapatan, and for 7) Malungon is Malandang National High School.
In this study, Table 1 below shows the number of Public high school with fiscal autonomy in the Division of Sarangani. The sample size for the investigation is established via complete enumeration. Since the entire population is surveyed in a complete enumeration survey, sampling error in this sense is non-existent. However, non-sampling errors, which are those that mostly occur during the data collection and processing stages, are prevalent in both complete enumeration and sample surveys (Kumar, n.d).
Table 1: Distribution of Respondents by Municipality

	#
	MUNICIPALITY
	NAME OF SCHOOL
	School Administrators/Teachers

	1
	Alabel
	Alabel National High School
	91

	2
	Glan
	Glan School of Arts & Trades
	84

	3
	Kiamba
	James L. Chiongbian National High School
	53

	4
	Maasim
	Colon National High School
	41

	5
	Maitum
	Malalag National High School
	47

	6
	Malapatan
	Malapatan National High School
	45

	7
	Malungon
	Malandag National High School
	53

	TOTAL	414




Data Gathering Tools

The study involves a correlational study of three variables. To gather data and information about the study, a questionnaire was administered to the identified Public high school with fiscal autonomy (implementing unit) via their location and utilized google form of the survey questionnaire to their respective email addresses, if appropriate for safety and convenience. The Financial Management

Practices of Secondary Schools Questionnaire (FMPSSQ), created by Okeze, Okpe, and Ngwakwe (2018), and Munge, Kimani, and Ngugi (2016) are the sources from which the questionnaire for financial management practices was adapted. Two job satisfaction survey websites, sogosurvey.com and betterteam.com, were taken into consideration for the teacher's job satisfaction part. These questionnaires however, were modified to fit on the context of the study.


Data Gathering Instruments

The items are rated with a four-point scale response format, such as; Strongly Agree (SA) = 4 point, Agree (A) = 3 point, Disagree (D) = 2 point, Strongly Disagree (SD) = 1 point.
Part I, the respondents’ profile, will contain demographic inquires such as name of the school, position, gender, age, highest educational attainment, and years of service in the school. The first part of the questionnaire is to obtain an accurate picture of the individuals, their demographic and characteristic being studied.
Part II, the school performance which focuses on the Key Performance Indicators (KPI) was answered only by the school administrator. This part determined the performance of the school for three consecutive years which measures the effectiveness of financial management implemented by the school. Part III, the questionnaire proper for financial management practices is consist of 28-items relating to auditing practices, financial record keeping

practices, budget management, and financial controls. This part was used to obtain responses concerning the level of financial management implementation of the school that covers the sources and proper uses of funds.
Part VI, the questionnaire proper for school administrator and teacher job satisfaction composed of 28-items relating to work life balance, monetary and non-monetary benefits and compensation, communication and involvement, and school/district administrator’s support. This part was used to get responses on school heads and teachers’ perspective on their satisfaction working in their respective stations.
The adapted questionnaires found to be reliable having returned alpha coefficients greater than 0.7. yielded a reliability ratio of 0.74 and 0.75, and yielded a reliability ratio of 0.74 and 0.75, respectively.


Data Collection Procedures

The Department of Education's Division office will be formally requested for permission to conduct the study through a formal letter of consent before the entire procedure begun. This is to request approval from the office for the study's chosen location, DepEd-Sarangani. A letter of authorization will also be given to the Division of Sarangani Office for approval of the conduct of data collection, in addition to letters for the district office and the principals of the sample Implementing Unit schools.
A letter of approval was secured from the Division Office of the Department of Education to ensure that proper authorities were informed and that the study

conducted is duly authorized by the higher office since the financial management practices and school performance was touched by the study. In addition, the respondents are assured of confidentiality and that the responses were only used to the extent of achieving the objectives of the study. No information related to resources in schools will be leaked out or used without the authority of the school. The researcher ensured that the findings of the research was only be used for enhancing knowledge in the area on financial management and school performance of the public secondary high school with fiscal autonomy (implementing units) of the Division of Sarangani.
Once the letter request has been accepted, the data collection was based on the province's geographic location. The survey questionnaires were distributed first to the municipalities of Alabel, Malapatan, and Glan, then to Maasim, Kiamba, and Maitum, and finally to the municipality of Malungon.
DepEd personnel continues to adhere to Alternative Work Arrangements (AWA) since the Inter-Agency Task Force for the Management of Emerging Infectious Diseases (IATF-EID) placed the Sarangani Province under Alert Level
2. (AWA). Therefore, the survey questionnaires were given to the designated Administrative Assistant in every IU school for the distribution of the questionnaire to the respondents and will be recovered on the agreed date of retrieval.
Lastly, the researcher properly checked the survey questionnaire if it is appropriately filled out and collected. The collected data were tallied, statistically processed, and analyzed.

Statistical Tool

All statistical calculations were performed on a computer using the Statistical Package for Social Sciences (SPSS) Software. Additionally, the data were encoded and put through a quantitative analysis. The data were assessed statistically using frequency counts, weighted means, the t-Test for Independent Sample test, and Pearson's r moment correlation. The Statistical Package for the Social Sciences program was used to apply the relevant computer-processed statistics to the data collected for this investigation (SPSS). The alpha level for all inferential statistics was fixed at.05.
The means and standard deviations were used to assess if the levels of financial management practices, work satisfaction, and academic achievement were homogeneous or heterogeneous for the descriptive analysis. The scale below was utilized, along with the appropriate descriptions and interpretations:


	Scale
	Description
	Verbal Interpretation

	4
	4.00 – 3.00
	Strongly Agree

	3
	2.99 – 2.00
	Agree

	2
	1.99 – 1.00
	Disagree

	1
	1.00 – 0.99
	Strongly Disagree





Frequencies. The frequencies were used to determine the number of respondents to specific independent characteristics of the sample size.

The Mean. The mean scores were used to determine the respondents’ levels of financial management practices, job satisfaction, school performance (key performance indicators).
For inferential analysis, t-Test for Independent Sample, and Pearson’s r were the inferential statistical tools employed.
t-Test for Independent Sample test. The T test was used to determine the significance of the differences in the respondents’ level of financial management practices, job satisfaction, and school performance when classified according to their profiles.
Pearson’s r was used to determine the relationship between the variables, such as respondents’ financial management practices, jobs satisfaction, and school performance.

Chapter III RESULTS AND DISCUSSIONS
This chapter presents the results of the data gathered, the analysis, and the study's interpretation.

Profile of the Respondents
The table 2 provides a profile of the respondents categorized by various factors. The entire group consisted of 256 individuals, with a breakdown of respondents based on age, gender, position, years of service, and educational attainment.
In terms of age, the majority of respondents fell into the 21-30 years old and 31-40 years old categories, comprising 31.3% and 34.8% of the total respondents, respectively. The 41-50 years old category accounted for 24.2% of the respondents, followed by 7.0% aged between 51-60 years old. A smaller proportion, 2.3%, consisted of individuals aged 61 years old and above. Interestingly, only one respondent was below 21 years old, making up a mere 0.4% of the total.
Regarding gender distribution, the majority of respondents were female, accounting for 74.2% of the total. Male respondents represented 25.8% of the sample.
When considering the position held by the respondents, the vast majority, 96.5%, were teachers. School administrators constituted only 3.5% of the respondents.

In terms of years of service, the largest proportion, 39.1%, had served between 0-5 years. Respondents with 6-10 years of service comprised 35.5% of the total. The categories of 11-15 years, 16-20 years, and 21 years and above accounted for 9.8%, 5.5%, and 10.2% of the respondents, respectively.
Regarding educational attainment, the majority of respondents, 53.1%, held a Baccalaureate Degree. Those who had completed the academic requirements for a Master's Degree made up 28.1% of the sample, while individuals who had obtained a full-fledged Master's Degree represented 15.2%. A smaller proportion, 3.1%, had earned units for a Doctorate Program, and only 0.4% were full-fledged Doctorate Degree holders.
In summary, the respondents in this study were primarily in the age range of 21-40 years old, with a significant representation of female participants. Most respondents were teachers, with varying years of service and educational attainments.

	Table 2 Profile of respondents
	
	

	Category
	f
	%

	Entire Group
	256
	100.0

	Age
	f
	%

	Below 21 years old
	1
	0.4

	21 – 30 years old
	80
	31.3

	31 – 40 years old
	89
	34.8

	41 – 50 years old
	62
	24.2

	51 – 60 years old
	18
	7.0

	61 years old and above
	6
	2.3

	Gender
	f
	%

	Male
	66
	25.8

	Female
	190
	74.2

	Position
	f
	%

	School Administrator
	9
	3.5

	Teacher
	247
	96.5

	Years of Service
	f
	%

	0 - 5 years
	100
	39.1

	6 – 10 years
	91
	35.5

	11 – 15 years
	25
	9.8

	16 – 20 years
	14
	5.5

	21 years and above
	26
	10.2

	Educational Attainment
	f
	%

	Baccalaureate Degree
	136
	53.1

	With MA Complete Academic Requirements
	72
	28.1

	Full-Pledge Master’s Degree Holder
	39
	15.2

	Earning Units For Doctorate Program
	8
	3.1

	Full-Pledge Doctorate Degree Holder
	1
	0.4




Level of financial management practices of the Public High School with Fiscal Autonomy (Implementing Unit) taking into consideration the Auditing procedures

Table 3.1 presents the level of financial management practices of a Public High School with Fiscal Autonomy, considering the auditing procedures. The table displays various categories and their corresponding means, which indicate the respondents' agreement or disagreement with each statement. Starting with the highest mean, the category "School financial records are audited for correctness"
obtained a mean of 3.41, indicating a strong agreement. This suggests that the

school's financial records undergo regular audits to ensure their accuracy and adherence to established financial practices.
Following closely with a mean of 3.33, both the categories "There is an internal auditor for the school" and "Audit reports are usually sent to the school" indicate a strong agreement. This implies that the school has an internal auditor responsible for conducting audits internally, and the audit reports are consistently shared with the school administration.
Next, the category "There is an external auditor for the school" with a mean of 3.25, again indicating a strong agreement. This suggests that an external auditor, likely an independent auditing firm, is involved in reviewing the school's financial records and providing an unbiased assessment of its financial management practices.
Moving further down the table, the category "Auditor's report serves as a corrective measure to defaulting principals" obtained a mean of 3.28, indicating a strong agreement. This implies that the auditor's report plays a vital role in addressing any financial misconduct or mismanagement by school principals, serving as a corrective measure to ensure accountability.
Lastly, the category "Publicity is always given to auditor's" received a mean of 3.18, again reflecting a strong agreement. This suggests that the school ensures that the auditor's work and findings are communicated publicly, promoting transparency and accountability in their financial management practices.

Considering the overall mean of 3.29 for all categories, it can be concluded that the respondents strongly agree with the financial management practices of the Public High School with Fiscal Autonomy. The school demonstrates a commitment to auditing procedures, both internally and externally, and utilizes audit reports as a means to address any financial irregularities. Additionally, the school emphasizes publicity surrounding the work of auditors, indicating a desire for transparency in financial matters.
Audit exercise could be carried out internally, externally or by the government through the Federal Inland Revenue Service (FIRS) as done in Nigeria. The reason for the internal audit is to maintain a robust internal control system, the shareholders’ and other stakeholders’ interests are usually considered through external review. In contrast, the government audit is carried out for tax purposes. Above all, the examination helps to maintain record keeping efficiency in an organization. It is also statutorily mandated that limited liability companies should have their accounts audited on an annual basis (CAMA, 1990:334; SOX Act, 2002:201) before the filing of tax returns which must be accompanied by an audit report from an independent auditor.

	Table 3.1 Level of financial management practices of the Public High
School with Fiscal Autonomy (Implementing Unit) taking into consideration the Auditing procedures

	Category
	Mean
	Description

	School financial records are audited for correctness
	3.41
	Strongly Agree

	There is internal auditor for school
	3.33
	Strongly Agree

	There is external auditor for school
	3.25
	Strongly Agree

	Audit reports are usually sent to school
	3.33
	Strongly Agree

	Publicity is always given to auditor’s
	3.18
	Strongly Agree

	Auditor’s report serves as corrective measure to defaulting principals
	3.28
	Strongly Agree

	Total
	3.29
	Strongly Agree




Level of financial management practices of the Public High School with Fiscal Autonomy (Implementing Unit) taking into consideration the Financial Record Keeping Practices

The table 3.2 presents the level of financial management practices of a Public High School with Fiscal Autonomy, specifically focusing on the Financial Record Keeping Practices. The mean scores for each category indicate the extent to which the school agrees with the statements regarding their financial management practices.
Starting with the highest mean, the category with the highest score of 3.34 is "Collection of fees are recorded class by class for easy classification." This suggests that the school strongly agrees that they maintain a systematic record of fees collected, ensuring easy classification based on different classes.

The next highest mean score of 3.28 is for the statement "Income and expenditure statement of the school is always prepared and filed accordingly." This indicates that the school demonstrates strong agreement in consistently preparing and filing income and expenditure statements, showcasing their commitment to maintaining financial transparency. Continuing down the list, the category "Purchases are backed up with allocation in incur expenditure" receives a mean score of 3.24. This implies that the school strongly agrees with the practice of ensuring that all purchases are supported by appropriate allocations in the expenditure records, thereby promoting accountability and preventing financial irregularities.
The mean score of 3.19 is assigned to the category "Register of school fees show the amount of collection paid to government." This demonstrates a strong agreement by the school to maintain a register that accurately reflects the amount of fees collected and paid to the government, ensuring compliance with regulations and transparency in financial transactions.
Next, with a mean score of 3.17, the category "Record of collection is made monthly and posted to cash" indicates the school's strong agreement to maintain monthly records of fee collections and promptly update the cash book accordingly.
The category "Collection is posted to cash book regularly" follows with a mean score of 3.15, indicating that the school consistently updates the cash book with the recorded collections on a regular basis.

With a mean score of 3.13, the category "There is provision for imprest account book" suggests that the school acknowledges the importance of having an imprest account book, which helps maintain a systematic record of funds reserved for specific purposes.
The statement "Records of collection are made daily and posted to cash book" receives a mean score of 3.12, indicating that the school strongly agrees with the practice of recording daily collections and promptly updating the cash book accordingly.
Slightly lower in mean score, the category "List of student debtors is prepared periodically" has a mean score of 3.05, suggesting that the school still demonstrates a strong agreement in periodically preparing a list of students who have outstanding debts.
Lastly, the total mean score for all the categories combined is 3.18, indicating a strong overall agreement regarding the financial management practices related to record keeping in the Public High School with Fiscal Autonomy.
The Public High School with Fiscal Autonomy exhibits strong financial management practices in terms of record keeping. They prioritize maintaining detailed records of fee collections, posting them regularly to the cash book, preparing income and expenditure statements, and ensuring purchases are appropriately allocated. They also maintain registers to track fees paid to the government and periodically prepare lists of student debtors. Overall, the school

demonstrates a commendable commitment to maintaining accurate financial records and promoting transparency in their financial management practices.
According to Eloho (2016) stated that the misuse, poor and inaccurate record keeping of account information to misjudge the financial condition of SMEs and make poor financial decisions. Because of these issues SMEs have to face many difficulties to succeed and raise funds or borrowings. At worst, this sector could eventually face failure and bankruptcy. Within the context of educational institutions, Munetsi (2011) as cited in Muhaswa (2020) emphasizes that proper record management serves as a fundamental pillar for the effective delivery of public services. It is crucial for school administrators to maintain consistent updates to the institution’s database, ensuring the accuracy and accessibility of records.


	Table 3.2 Level of financial management practices of the Public High
School with Fiscal Autonomy (Implementing Unit) taking into consideration the Financial Record Keeping Practices

	Category
	Mean
	Description

	Collection of fees are recorded class by class for easy classification
	3.34
	Strongly Agree

	Records of collection are made daily and posted to cash book
	3.12
	Strongly Agree

	Collection are posted to cash book regularly
	3.15
	Strongly Agree

	Record of collection are made monthly and posted to cash
	3.17
	Strongly Agree

	Register of school fees show the amount of collection paid to government
	3.19
	Strongly Agree

	List of students’ debtors are prepared periodically
	3.05
	Strongly Agree

	There is provision for imprest account book.
	3.13
	Strongly Agree

	Purchases are backed up with allocation in incur expenditure
	3.24
	Strongly Agree

	Income and expenditure statement of the school is always prepared and filed accordingly
	3.28
	Strongly Agree

	Total
	3.18
	Strongly Agree




Level of financial management practices of the Public High School with Fiscal Autonomy (Implementing Unit) taking into consideration the Budget Management

Table 3.3 presents the level of financial management practices of Public High Schools with Fiscal Autonomy, with a focus on budget management. The table displays various categories along with their respective means and descriptions. The categories are arranged in descending order, from the highest mean to the lowest mean, with the total mean provided at the end.

At the top of the list, with a mean of 3.39, is the category of "Public secondary schools set SMART objectives" which indicates a strong agreement among the schools. This suggests that these schools are actively involved in setting specific, measurable, achievable, realistic, and time-bound objectives, demonstrating a high level of financial management practice.
The next category, with a mean of 3.38, is "Public secondary schools keep records of all expenditures." This signifies a strong agreement among the schools in maintaining comprehensive records of their expenses. Keeping track of expenditures is crucial for financial planning, monitoring, and reporting, allowing the schools to make informed decisions and ensure effective resource allocation.
Following closely behind is the category of "Public secondary schools identify the source of finances" with a mean of 3.37. This indicates that the schools strongly agree on the importance of identifying the sources of their finances. This practice demonstrates a responsible approach to financial management by ensuring transparency and accountability.
Moving down the list, the category of "Public secondary schools keep monthly records of income generated" receives a mean of 3.30. This suggests a strong agreement among the schools in maintaining regular records of their income. By closely monitoring their income, the schools can have a clear understanding of their financial status and make informed decisions accordingly.
The categories of "Budget making is guided by clear goals" and "Schools clearly outline the expected expenditures of the school" receive means of 3.32 and

3.26, respectively. These indicate that the schools strongly agree on the importance of setting clear goals and outlining expected expenditures during the budget-making process. This practice helps in aligning financial plans with the overall objectives of the schools and ensures effective utilization of resources.
The category "Public secondary schools outsource professional input in budget making" receives a mean of 3.25. Although slightly lower than the other categories, it still reflects a strong agreement among the schools. This suggests that the schools recognize the value of seeking external expertise in the budget-making process, which can contribute to more accurate financial planning and decision-making.
Finally, the category with the lowest mean of 3.23 is "The expected finances are matched with expected expenditures." While slightly lower, it still indicates a strong agreement among the schools. Matching expected finances with expected expenditures is a crucial aspect of financial management, ensuring that the schools operate within their financial means and avoid any potential deficits.
Overall, the total mean of 3.31 indicates a strong agreement among the Public High Schools with Fiscal Autonomy regarding their financial management practices. These schools exhibit commendable financial discipline and responsibility, as evidenced by their strong agreement in various categories related to budget management.
Their adherence to practices such as setting SMART objectives, identifying financial sources, keeping records of income and expenditures, and seeking

professional input in budget-making highlights their commitment to effective financial management and the responsible use of resources.
Budget, as defined by Musaazi (1982), represent a comprehensive financial plan that facilitates the realization of educational objectives. Roe (1961) further elucidates the concept, describing the educational budget as a mechanism for translating educational needs into a financial plan. This plan is then presented to the public in a manner that conveys the community’s willingness to provide both financial and moral support for an entire year of educational programming. Notably, Sato (2012) underscores the pivotal roles of school manager, highlighting how budget planning is influenced by their accumulated experience and effective management skills.


	Table 3.3 Level of financial management practices of the Public High School with Fiscal Autonomy (Implementing Unit) taking into consideration the Budget Management

	Category
	Mean
	Description

	Public secondary schools set SMART (specific, measurable, achievable, realistic and time-bound objectives.
	3.39
	Strongly Agree

	Public	secondary	schools	keep	monthly records of income generated
	3.30
	Strongly Agree

	Budget making is guided by clear goals
	3.32
	Strongly Agree

	Public secondary schools identify the source of finances
	3.37
	Strongly Agree

	The expected finances are matched with expected expenditures
	3.23
	Strongly Agree

	Schools clearly outline the expected expenditures of the school
	3.26
	Strongly Agree

	Public secondary schools keep records of all expenditures
	3.38
	Strongly Agree

	Public secondary schools outsource professional input in budget making
	3.25
	Strongly Agree

	Total
	3.31
	Strongly Agree




Level of financial management practices of the Public High School with Fiscal Autonomy (Implementing Unit) taking into consideration the Financial Controls

Table 6 presents the level of financial management practices of a Public High School with Fiscal Autonomy, considering various aspects of financial controls. The table displays the mean scores for each category, ranging from the highest mean to the lowest mean, as well as the total mean.

The category with the highest mean score is "Control activities enable better employability of available resources" with a mean of 3.23. This indicates that the school strongly agrees that their control activities effectively optimize the utilization of their resources, ensuring efficient and effective financial management.
Following closely with a mean score of 3.22 is the category "There is assessment of risks involved in the management of finances." This suggests that the school is highly aware of the risks associated with financial management and takes appropriate measures to evaluate and mitigate those risks.
The next two categories, "There is monitoring of how finances are utilized by all involved departments and persons" and "The control environment in our schools is ample for the management of finances," both have a mean score of
3.21. This implies a strong agreement that financial monitoring is practiced throughout various departments and individuals, and that the control environment within the school provides a suitable framework for effective financial management.
The category "There is effective communication across all pertinent departments and stakeholders’ relative to sourcing and uses of finances" follows with a mean score of 3.19. While slightly lower than the previous categories, it still indicates a substantial agreement regarding the importance of communication among relevant parties concerning the acquisition and allocation of finances.
Finally, considering the total mean score for all categories, it also stands at 3.21, reflecting a general consensus of "Strongly Agree" across the financial management practices evaluated. This suggests that the Public High School with

Fiscal Autonomy demonstrates a solid foundation in financial controls and practices, which are considered effective in managing their financial resources.
The table highlights the Public High School's strong adherence to financial controls and practices. The categories, from highest mean to lowest mean and the total mean, indicate a positive perception and implementation of financial management strategies within the school. These findings affirm the school's commitment to optimizing resource utilization, assessing financial risks, maintaining a conducive control environment, promoting effective communication, and overall fostering a strong financial management system.
Financial management plays a crucial role in the efficient operation of educational institutions. This essential activity encompasses a range of processes, including strategic planning, resource allocation, financial monitoring, and control, all aimed at attaining organizational goals and objectives. By employing effective financial management practices, schools can exercise control over their financial activities, such as fund procurement, optimal fund utilization, meticulous accounting, timely payments, and comprehensive risk assessment. Nobanee and Abraham (2015) assert that financial management in schools covers all aspects related to monetary matters, ensuring smooth and sustainable functioning of the institution.


	Table 3.4 Level of financial management practices of the Public High School with Fiscal Autonomy (Implementing Unit) taking into consideration the Financial Controls

	Category
	Mean
	Description

	There is monitoring of how finances are utilized by all involved departments and persons
	3.21
	Strongly Agree

	Control activities enable better employability of available resources
	3.23
	Strongly Agree

	There is assessment of risks involved in management of finances.
	3.22
	Strongly Agree

	The control environment in our schools is ample for management of finances.
	3.21
	Strongly Agree

	There is effective communication across all pertinent departments and stakeholders relative to sourcing and uses of finances.
	3.19
	Strongly Agree

	Total
	3.21
	Strongly Agree




Significant difference on the extent of financial management practices of Public High School with Fiscal Autonomy (Implementing Unit) in the Division of Sarangani in terms of dimension

The table 7 presents the results of a study on the extent of financial management practices in Public High Schools with Fiscal Autonomy in the Division of Sarangani, focusing on different dimensions. The researcher examined various aspects such as auditing procedures, financial records keeping practices, budget management, and financial controls. The mean scores for each dimension were calculated and compared to determine if there were significant differences.
The findings indicate that there were significant differences in the extent of

financial management practices across all dimensions. In terms of auditing

procedures, the mean score was 3.29, and the analysis revealed a significant F-value of 29.380 with a p-value of .000, indicating a highly significant result. This suggests that Public High Schools with Fiscal Autonomy in the Division of Sarangani differ significantly in terms of their auditing procedures.
Similarly, the financial records keeping practices dimension had a mean score of 3.18, and the statistical analysis showed a significant F-value of 62.756 with a p-value of .000. This outcome implies that there are notable variations in financial records keeping practices among the schools studied.
The dimension of budget management yielded a mean score of 3.31, and the statistical analysis revealed a significant F-value of 67.013 with a p-value of
.000. This signifies that there are significant differences in budget management practices among the Public High Schools with Fiscal Autonomy in the Division of Sarangani.


Lastly, the financial controls dimension obtained a mean score of 3.21, and the statistical analysis resulted in a significant F-value of 48.944 with a p-value of
.000. This indicates that there are substantial discrepancies in financial controls among the schools under consideration.
In all dimensions, the null hypothesis (Ho) was accepted, suggesting that there were significant differences in the extent of financial management practices among the Public High Schools with Fiscal Autonomy in the Division of Sarangani. These findings highlight the need for targeted interventions and improvements in

financial management practices to enhance accountability, transparency, and efficiency within the schools.
Prior to 1994 various systems in education lacked both financial and management accountability and can be ascribed to the problem of over centralisation of control and limited legitimacy of the provincial education authorities (Thurlow & McLennon, 2003:3). The last ten years have seen major changes in the nature of governance of schools. As a result of new legislation in South Africa, such as the Schools Act, considerably more authority and responsibility for decision-making has been devolved to the school level than was previously the case. There is a move towards self-managing schools regarding authority and responsibility to make decisions related to the allocation of resources, including finances. Mestry (2006:27) states that, according to the Schools Act, the governance of a public school is vested in the SGB that stands in a position of trust towards the school.

	Table 4.1 Significant difference on the extent of financial management
practices of Public High School with Fiscal Autonomy (Implementing Unit) in the Division of Sarangani in terms of dimension

	Category
	Mean
	F
	Sig.
	Decision
	Interpretation

	Entire Group
	3.24
	52.023
	.000
	Significant
	Reject Ho

	Auditing Procedure
	3.29
	29.380
	.000
	Significant
	
Reject Ho

	Financial records keeping practices
	3.18
	62.756
	.000
	Significant
	
Reject Ho

	Budget Management
	3.31
	67.013
	.000
	Significant
	Reject Ho

	Financial Controls
	3.21
	48.944
	.000
	Significant
	
Reject Ho




Significant difference on the extent of financial management practices of Public High School with Fiscal Autonomy (Implementing Unit) in the Division of Sarangani in terms of Profile

Table 4.2 presents the results of a statistical analysis examining the significant differences in the extent of financial management practices among Public High Schools with Fiscal Autonomy (Implementing Unit) in the Division of Sarangani, based on different profile variables. The table provides information on the F-values, significance levels (Sig.), decision outcomes, and interpretation of the findings.
Regarding the age variable, the calculated F-value of 1.693 is statistically significant at the 0.05 level (Sig. = 0.005). Consequently, the null hypothesis (Ho) is rejected, indicating that there is a significant difference in the extent of financial management practices based on the age of the individuals involved. However, without  additional  information  about  the  specific  age  groups  and  their

corresponding mean scores, it is difficult to discern the direction or nature of this difference.
On the other hand, the gender variable yields an F-value of 1.268, which is not statistically significant (Sig. = 0.122) at the specified level of significance (0.05). As a result, the null hypothesis is accepted, indicating that there is no significant difference in the extent of financial management practices between different genders within the Public High Schools with Fiscal Autonomy.
Similarly, the position variable has a calculated F-value of 0.817 with a corresponding significance level of 0.809. Since this value is above the predetermined threshold of 0.05, the null hypothesis is rejected. Consequently, no significant difference in the extent of financial management practices is observed based on the positions held within the implementing units.
Likewise, the years of service variable exhibits an F-value of 1.246, which is not statistically significant (Sig. = 0.140) at the 0.05 level. Hence, the null hypothesis is rejected, indicating that there is no significant difference in the extent of financial management practices based on the length of service.
Finally, the educational attainment variable shows an F-value of 1.457, which is statistically significant (Sig. = 0.033) at the specified significance level. Consequently, the null hypothesis is rejected, implying that there is a significant difference in the extent of financial management practices based on the educational attainment of the individuals involved. However, further analysis or information regarding the specific educational levels and their associated mean scores would be necessary to gain a deeper understanding of this difference.

Based on the findings presented in Table 8, age and educational attainment appear to have a significant impact on the extent of financial management practices within Public High Schools with Fiscal Autonomy in the Division of Sarangani. However, there is no significant difference observed based on gender, position, or years of service. These results provide valuable insights for educational administrators and policymakers in devising targeted strategies to enhance financial management practices within the education system.Chisholm, Motal and Vally (2003:246) state that although decentralisation allows school stakeholders to participate at a level in which they can have direct impact on matters that concern them, it also allows different capacities and inequalities of power and influence at that level to be expressed more strongly. According to Mestry (2006:28), management of school finances is an integral part of effective school management and it is essential that school principals and members of the SGB are trained to deal with these financial issues

	Table 4.2 Significant difference on the extent of financial management practices of Public High School with Fiscal Autonomy (Implementing Unit) in the Division of Sarangani in terms of Profile

	Category
	F
	Sig.
	Decision
	Interpretation

	Age
	1.693
	.005
	Significant
	Reject Ho

	Gender
	1.268
	.122
	Not Significant
	Accept Ho

	Position
	.817
	.809
	Not Significant
	Accept Ho

	Years of Service
	1.246
	.140
	Not Significant
	Accept Ho

	Educational Attainment
	1.457
	.033
	Significant
	Reject Ho




Level of job satisfaction in Public High School with Fiscal Autonomy (Implementing Unit): in terms of Work Life Balance


Table 5.1 presents the level of job satisfaction in a Public High School with Fiscal Autonomy, specifically focusing on the aspect of work-life balance. The table lists various categories along with their respective means and descriptions.
Among the categories with the highest mean scores is "My job positively contributes to my overall happiness" with a mean of 3.31, indicating a strong agreement among respondents. This suggests that the individuals in this work environment find their job fulfilling and it positively impacts their overall well-being.
Following closely behind is the category "Co-workers positively contribute to my work environment" with a mean of 3.35. This implies that the respondents highly appreciate the supportive and collaborative atmosphere fostered by their colleagues, which contributes to their satisfaction in the workplace.
Next, the statement "I am able to maintain an appropriate and healthy balance between my work and personal commitments" with a mean of 3.20. This

indicates that the respondents feel they are successful in achieving a desirable equilibrium between their professional and personal lives, allowing them to meet their obligations outside of work effectively.
The category "I plan to stay at my current job for the foreseeable future" also receives a mean score of 3.20. This demonstrates a strong intention among the respondents to continue their employment in the organization, indicating a sense of job security and contentment with their current position.
In terms of slightly lower mean scores, the statement "My supervisors/managers positively contribute to my work environment" with a mean of 3.18, implying that while the respondents generally agree that their supervisors and managers have a positive impact on the work environment, there may be room for improvement in this aspect.
The category "I leave every day at generally the same time" receives a mean score of 3.03. This suggests that while respondents mostly agree that they are able to leave work consistently at a similar time each day, there may be occasional variations or instances where they have to stay beyond their regular hours.
Lastly, the category "I leave my work at work" receives a mean score of 2.75, indicating agreement among the respondents. However, the relatively lower mean score suggests that there may be instances where they find it challenging to completely detach themselves from work-related matters outside of their designated work hours.

The overall mean for all the categories in this table is 3.14, reflecting a strong agreement among the respondents regarding their satisfaction with work-life balance in the Public High School with Fiscal Autonomy. While there are a few areas where improvements could be made, the generally positive responses indicate a favorable work environment that contributes to the overall job satisfaction and contentment of the employees.
A study by Aviva has been causing a bit of a stir recently. It revealed that, since the pandemic, people have become more focused on work-life balance than salary. Aviva says, “More workers said they were attracted to their current role for the work-life balance (41%) than the salary (36%). This is a switch in rankings compared to 2019, before the pandemic.” Work plays a significant part in all our lives. Our earnings ensure that the lights stay on, there’s food on the table and the rainy-day pot is full. With the looming cost of living crisis and energy bills playing on everyone’s minds, no one is underplaying the importance of earning enough to make a living... it just makes achieving work-life balance that little bit harder.

	Table 5.1 Level of job satisfaction in Public High School with Fiscal Autonomy (Implementing Unit): in terms of Work Life Balance

	Category
	Mean
	Description

	My job positively contributes to my overall happiness.
	3.31
	Strongly Agree

	My supervisors/managers positively contribute to my work environment.
	3.18
	Strongly Agree

	I leave my work at work.
	2.75
	Agree

	I am able to maintain an appropriate and healthy balance between my work and my personal commitments
	3.20
	Strongly Agree

	I leave every day at generally the same time
	3.03
	Strongly Agree

	Co-workers positively contribute to my work environment.
	3.35
	Strongly Agree

	I plan to stay at my current job for the foreseeable future.
	3.20
	Strongly Agree

	Total
	3.14
	Strongly Agree






Level of job satisfaction in Public High School with Fiscal Autonomy (Implementing Unit): in terms of Monetary & Non-Monetary Benefits And Compensation
The table 5.2 presents the level of job satisfaction among employees in a Public High School with Fiscal Autonomy, specifically in terms of monetary and non-monetary benefits and compensation. The data is categorized based on different statements related to job satisfaction, and each statement is assigned a mean score. The mean score reflects the average level of agreement or satisfaction expressed by the respondents.

Starting with the highest mean score, the statement with the highest level of agreement among the employees is "I am confident that the school's Individual Performance Commitment and Review Form (IPCRF), which is necessary for promotion, was fair" with a mean score of 3.03, indicating a strong agreement. This suggests that the employees generally perceive the promotion process as fair and transparent, contributing positively to their job satisfaction.
The second-highest mean score is for the statement "I can count on the stability of my regular monthly pay" with a mean score of 3.02, again indicating a strong agreement. This implies that the employees have a high level of confidence in receiving their regular monthly salary, which adds to their sense of stability and job satisfaction.
The next statement, "I appreciate how the school gives out allowances or other financial aid for extracurricular activities," has a mean score of 2.87, indicating agreement. This suggests that the employees generally value the school's support in terms of providing allowances or financial aid for extracurricular activities such as school projects, seminars, and other initiatives, contributing positively to their job satisfaction.
Moving on, the statement "Working for DepEd, I can count on sufficient retirement pension in the future" also has a mean score of 2.87, indicating agreement. This indicates that the employees feel confident that their employment with DepEd will provide them with an adequate retirement pension in the future, which contributes to their overall job satisfaction.

The statement "My salary ensures a satisfactory standard of living" follows with a mean score of 2.83, indicating agreement. This implies that while employees feel their salary allows them to maintain a satisfactory standard of living, there may be room for improvement to further enhance their job satisfaction in terms of financial compensation.
The statement "I am satisfied with the DepEd's salary, benefits, and allowances" receives a mean score of 2.73, indicating agreement. While employees generally express satisfaction with the salary and benefits provided by DepEd, the slightly lower mean score suggests that there may be some room for improvement to enhance their overall satisfaction in this area.
Lastly, the statement "My salary is in accordance with the requirements of the job" has the lowest mean score of 2.76, indicating agreement. This implies that employees generally feel that their salary aligns with the job requirements, but there may be a scope for further examination to ensure that the compensation adequately reflects the demands of their roles.
Considering the overall mean score of 2.87, it can be concluded that the employees, on average, express agreement regarding their job satisfaction in terms of monetary and non-monetary benefits and compensation. However, the scores indicate that there are certain areas where improvements can be made to enhance the overall job satisfaction of the employees in the Public High School with Fiscal Autonomy.
Rewards encompass both monetary and non-monetary aspects, contributing to the overall satisfaction and motivation of employees. Monetary

rewards serve to directly enhance employees’ satisfaction by providing financial incentives. On the other hand, non-monetary rewards play a vital role in recognizing employees’ contributions, serving as a powerful motivational tool. The recognition bestowed upon employees through non-monetary rewards fosters a sense of engagement and commitment to their work. (Burgess & Ratto, 2003, as cited by Waqas, 2014).

	Table 5.2 Level of job satisfaction in Public High School with Fiscal Autonomy (Implementing Unit): in terms of Monetary & Non-Monetary Benefits And Compensation

	Category
	Mean
	Description

	I can count on the stability of my regular monthly pay.
	3.02
	Strongly Agree

	I am satisfied with the DepEd’s salary, benefits and allowances.
	2.73
	Agree

	I am confident that the school's Individual Performance Commitment and Review Form (IPCRF), which is necessary for promotion, was fair.
	3.03
	Strongly Agree

	I appreciate how the school gives out allowances or other financial aid for extracurricular activities (school activities, seminars and the initiated school projects)
	2.87
	Agree

	My salary ensures satisfactory standard of living.
	2.83
	Agree

	Working for DepEd I can count on sufficient retirement pension in the future.
	2.87
	Agree

	My salary is in accordance with the requirements of the job.
	2.76
	Agree

	Total
	2.87
	Agree



Level of job satisfaction in Public High School with Fiscal Autonomy (Implementing Unit): in terms of Communication And Involvement

The table 5.3 provides an overview of the level of job satisfaction in a Public High School with Fiscal Autonomy, specifically focusing on the aspect of Communication and Involvement. The data is presented in terms of mean scores and the corresponding descriptions of each category.
Among the various factors contributing to job satisfaction, the employees strongly agreed that they receive straightforward and honest information from management, with a mean score of 3.04. This indicates a high level of transparency and trust in the communication between the employees and the management team.
Furthermore, the employees expressed a strong sense of involvement in decision-making processes that affect their job, with a mean score of 3.05. This suggests that their opinions and perspectives are valued, fostering a sense of empowerment and ownership within the organization.
The category with the highest mean score of 3.51 is related to the employees' understanding of the company's mission, vision, values, and objectives. This indicates that the school has effectively communicated its organizational goals and principles, allowing employees to align their work with the overall mission of the institution.
Moreover, the employees reported having the opportunity to provide feedback and input for key decisions, as indicated by a mean score of 3.07. This

highlights a culture of inclusivity and open communication within the school, where employees feel their voices are heard and valued.
The mean score of 3.00 for the category "Communication between departments is well coordinated" suggests that the school has established effective channels of communication and collaboration across different departments. This coordination likely contributes to the smooth functioning of the organization, enabling efficient workflow and teamwork.
The employees also indicated that they are kept informed about the happenings within the company, with a mean score of 3.03. This suggests that the school provides regular updates and keeps its employees well-informed, promoting transparency and a sense of connectedness to the larger organization.
Lastly, employees expressed a mean score of 3.14 for "I get the information I need to coordinate my work with others," indicating that they feel adequately supported with the necessary information to carry out their tasks and collaborate effectively with their colleagues.
Overall, the total mean score of 3.12 suggests that the employees in this Public High School with Fiscal Autonomy are highly satisfied with the level of communication and involvement within the organization. The school demonstrates a commitment to transparency, involvement, and information sharing, which likely contributes to a positive work environment and employee engagement.
Strong evidence has been found to support the true impact of appealing incentives on the overall performance of employees in the workplace. The study

conducted by Saeed et al. (2013) attempts determine the full impact of frequent evaluations of performance, benefits and incentives on the levels of enthusiasm of the worker. Self- administered questionnaires have been shared in different Pakistani banks to prove or disprove this hypothesis. 200 respondents were involved in the study and a sampling process has been used to record the results. Results of this study show that incentives offered by a company definitely plays a major role in boosting employee's motivation and will to work.

	Table 5.3 Level of job satisfaction in Public High School with Fiscal Autonomy (Implementing Unit): in terms of Communication And Involvement

	Category
	Mean
	Description

	The information I receive from management is straightforward and honest
	3.04
	Strongly Agree

	I am involved in making decisions that affect my job
	3.05
	Strongly Agree

	I have a clear understanding of the company’s mission, vision, values and objectives
	3.51
	Strongly Agree

	I have the opportunity to provide feedback and input for key decisions
	3.07
	Strongly Agree

	Communication between departments is well coordinated
	3.00
	Strongly Agree

	I am kept informed about what is going on in the company
	3.03
	Strongly Agree

	I get the information I need to coordinate my work with others
	3.14
	Strongly Agree

	Total
	3.12
	Strongly Agree



Level of job satisfaction in Public High School with Fiscal Autonomy
(Implementing Unit): in terms of School/District Administrator’s Support

The table 5.4 presents the level of job satisfaction in a public high school with fiscal autonomy, specifically focusing on the school/district administrator's support as perceived by the employees. The mean scores for each category, ranging from "My school/district head affirms support in every undertaking that occurs in the workplace" to "My school/district head communicates clearly and frequently with me," are provided to gauge the level of agreement among the respondents.
The category with the highest mean score is "My school/district head gives full trust and confidence on every task assigned to me," with a mean of 3.24. This indicates that the employees strongly agree that their school/district head trusts their abilities and provides them with the necessary autonomy to complete their assigned tasks.
Close behind is the category "My school/district head offers suggestions to improve the quality of work," with a mean score of 3.19. This suggests that the employees highly value the input and guidance provided by their school/district head in enhancing the quality of their work.
The next category, with a mean score of 3.16, is "My school/district head provides me with continuous feedback to help me achieve the goals." This indicates that the employees perceive their school/district head as actively engaging in their professional growth by offering regular feedback to assist them in achieving their goals.

Following that is the category "My school/district head affirms support in every undertaking that occurs in the workplace" with a mean score of 3.15. This implies that the employees strongly agree that their school/district head consistently supports them in all their endeavors within the workplace.
The mean score of 3.14 is observed for the category "My school/district head maintains open communication with subordinates to discuss issues that affect them." This suggests that the employees perceive their school/district head as fostering an environment of open communication, where they can freely discuss issues that impact their work.
The category "My school/district head make me feel contented working under his/her supervision" follows with a mean score of 3.12. This indicates that the employees generally feel content and satisfied working under the supervision of their school/district head.
Lastly, the category "My school/district head communicates clearly and frequently with me" has the lowest mean score of 3.08. Although this mean score is slightly lower compared to the other categories, it still reflects a generally positive perception of the school/district head's communication style, albeit with some room for improvement.
Overall, the total mean score for all the categories combined is 3.15, indicating a strong agreement among the employees regarding the support provided by their school/district head. This suggests that the employees perceive a positive and supportive working environment, characterized by trust, open

communication, feedback, and suggestions for improvement, ultimately contributing to their overall job satisfaction in the public high school with fiscal autonomy.
Educational reform developments in Canada and elsewhere are setting bold goals for student learning. Recent research literature suggests that while many factors contribute to achieving these goals, what teachers know and are able to do is one of the most important factors influencing student learning (Darling-Hammond & Sykes, 1999; Fullan, Hill & Crevola, 2006; Wilson, Floden & Ferrini-Mundy, 2001). Teachers are the ones responsible to work creatively with their students, to translate and shape curricular goals and theoretical notions into effective classroom and school-wide practices, and to provide an environment for effective learning. Current literature also stresses that the act of teaching is becoming increasingly complex and that highly competent teachers continue to learn, are adaptive, build up a sophisticated pedagogical repertoire, and are able to apply a range of practices for varying purposes that incorporate and integrate different kinds of knowledge, used in various combinations flexibly and fluently (Bransford, DarlingHammond & LePage 2005; Cole & Knowles, 2000; Darling-Hammond, 1998; Turner-Bisset, 2001).

	Table 5.4 Level of job satisfaction in Public High School with Fiscal Autonomy (Implementing Unit): in terms of School/District Administrator’s Support

	Category
	Mean
	Description

	My school/district head affirms support in every undertaking that occur in the workplace.
	3.15
	Strongly Agree

	My school/ district head maintains open communication with subordinates to discuss issues that affect them.
	3.14
	Strongly Agree

	My school/ district head gives full trust and confidence on every task assigned to me.
	3.24
	Strongly Agree

	My school/ district head provides me with continuous feedback to help me achieve the goals.
	3.16
	Strongly Agree

	My school/ district head make me feel contented working under his/her supervision.
	3.12
	Strongly Agree

	My school/ district head offers suggestions to improve the quality of work.
	3.19
	Strongly Agree

	My school/ district head communicates clearly and frequently with me
	3.08
	Strongly Agree

	Total
	3.15
	Strongly Agree




Significant difference on the level of job satisfaction of Public High School with Fiscal Autonomy (Implementing Unit)) in the Division of Sarangani in terms of Dimension

The table 6.1 presents the results of a study conducted on the level of job satisfaction among Public High Schools with Fiscal Autonomy in the Division of Sarangani, focusing on different dimensions. The entire group of participants reported an average job satisfaction score of 3.07. The statistical analysis revealed significant differences in job satisfaction across various dimensions.

In terms of work-life balance, the participants reported a mean score of 3.14. The analysis showed a significant difference (F = 11.757, p < .001), indicating that there are variations in job satisfaction related to work-life balance among the participants. However, further investigation is needed to determine the specific factors contributing to this difference.
The dimension of monetary and non-monetary benefits and compensation yielded a mean score of 2.87. The analysis indicated a significant difference (F = 14.320, p < .001), implying that job satisfaction related to financial rewards and benefits varies among the participants. Additional research could be conducted to identify the specific aspects of compensation that are influencing this disparity.
Communication and involvement, another dimension of job satisfaction, received a mean score of 3.12. The statistical analysis demonstrated a significant difference (F = 23.022, p < .001), suggesting variations in job satisfaction related to communication and involvement among the participants. Further exploration is necessary to understand the specific factors contributing to this discrepancy.
Regarding school administrators' support, the participants reported a mean score of 3.15. The analysis revealed a significant difference (F = 18.912, p < .001), indicating that job satisfaction associated with support from school administrators varies among the participants. It would be valuable to conduct further research to identify the specific elements of support that are impacting this difference.
Overall, the findings from this study highlight significant differences in job satisfaction among Public High Schools with Fiscal Autonomy in the Division of Sarangani across multiple dimensions. These results indicate that there are

variations in the levels of satisfaction related to work-life balance, monetary and non-monetary benefits, communication and involvement, as well as school administrators' support. Understanding these variations can inform strategies and interventions aimed at enhancing job satisfaction and ultimately improving the overall work environment for educators in these schools.
Job Satisfaction is the amount of pleasure or contentment associated with a job. Workers will have high job satisfaction when they have positive attitudes towards the job such as the work itself, recognition, and opportunity for advancement (Dubrin as cited by Tatar, 2020). It also refers to the set of favorable or unfavorable feelings with which employees view their work. Further, it is where an individual is evaluated from his point of view, on feelings and emotions about his job and work experience (Cotiangco, 2017). With its simplest definition, job satisfaction is the designation of how happy a worker is with his job.

	Table 6.1 Significant difference on the level of job satisfaction of Public High School with Fiscal Autonomy (Implementing Unit)) in the Division of Sarangani in terms of Dimension

	Category
	Mean
	F
	Sig.
	Decision
	Interpretation

	Entire Group
	3.07
	17.757
	.000
	Significant
	Reject Ho

	Work Life Balance
	3.14
	11.757
	.000
	Significant
	Reject Ho

	Monetary and non-monetary benefits and compensation
	2.87
	14.320
	.000
	Significant
	Reject Ho

	Communication and involvement
	3.12
	23.022
	.000
	Significant
	Reject Ho

	School Administrators Support
	3.15
	18.912
	.000
	Significant
	Reject Ho




Significant difference on the level of job satisfaction of Public High School with Fiscal Autonomy (Implementing Unit)) in the Division of Sarangani in terms of Profile

The table 6.2 presents the results of a statistical analysis examining the level of job satisfaction among Public High Schools with Fiscal Autonomy in the Division of Sarangani, specifically focusing on different profiles of the respondents. The analysis considers variables such as age, gender, position, years of service, and educational attainment.
When looking at the variable of age, the findings indicate a statistically significant difference in job satisfaction levels among the respondents (F = 1.882, p < .001). This result suggests that the age of the respondents plays a role in their level of job satisfaction. However, the specific nature of the difference is not mentioned, so further investigation would be needed to understand the relationship between age and job satisfaction.

In terms of gender, the statistical analysis shows that there is no significant difference in job satisfaction levels (F = 1.198, p = .172). This means that gender does not appear to have a notable influence on job satisfaction among the respondents.
Similarly, the variable of position also does not demonstrate a significant difference in job satisfaction levels (F = 1.198, p = .052). This suggests that the position held by the respondents does not significantly impact their level of job satisfaction.
On the other hand, the analysis reveals a significant difference in job satisfaction based on years of service (F = 2.424, p < .001). This finding implies that the duration of service in their current role or within the organization has a significant effect on job satisfaction levels. However, without further information, it is challenging to determine the specific nature of this relationship.
Lastly, the variable of educational attainment does not exhibit a significant difference in job satisfaction levels (F = 1.134, p = .252). This suggests that the level of education achieved by the respondents does not have a substantial impact on their job satisfaction.
The analysis reveals that age and years of service have a statistically significant influence on job satisfaction among Public High Schools with Fiscal Autonomy in the Division of Sarangani. On the other hand, gender, position, and educational attainment do not significantly affect job satisfaction levels. These findings provide valuable insights for educational policymakers and administrators seeking to understand and improve job satisfaction among staff members in similar

educational settings. Further research and exploration are recommended to gain a deeper understanding of the factors influencing job satisfaction in the context of public high schools with fiscal autonomy.
Teachers’ job satisfaction was defined by Chakravorty as cited by Saracanlao (2015) as the fit between the abilities and skills of an individual, teaching demands, and requirements, including the holistic morale and positive effects. He also stressed that teaching is a career that mentors pursue by which better performance can be attained if the feeling of fulfillment is acquired. Fulfillment as an aspect of performance is anchored on a combination of needs, values, and talents. Satisfaction in one's career is the result of the attainment of values compared to one's needs. It is an attitude about a job or career. Among teachers, this fulfillment is important because it affects the behavior of teachers toward the school administration and organization.



	Table 6.2 Significant difference on the level of job satisfaction of Public High School with Fiscal Autonomy (Implementing Unit)) in the Division of Sarangani in terms of Profile

	Category
	F
	Sig.
	Decision
	Interpretation

	Age
	1.882
	.000
	Significant
	Reject Ho

	Gender
	1.198
	.172
	Not Significant
	Accept Ho

	Position
	1.198
	.052
	Not Significant
	Accept Ho

	Years of Service
	2.424
	.000
	Significant
	Reject Ho

	Educational Attainment
	1.134
	.252
	Not Significant
	Accept Ho



Level of performance (Performance indicators) of Public High School with Fiscal Autonomy (Implementing Unit) in terms of School

Table 7 presents the school performance indicators for a Public High School with Fiscal Autonomy over three consecutive school years: SY 2018-2019, SY 2019-2020, and SY 2021-2022. These indicators provide insights into the performance and progress of the school in various areas.
Firstly, the Enrollment Rate indicates the percentage of students enrolled compared to the ideal capacity of the school. Over the three years, the enrollment rate showed fluctuations, with a significant increase from 121.85% in SY 2018-2019 to 174.06% in SY 2019-2020, followed by a slight decline to 163.60% in SY 2021-2022. The overall average enrollment rate stands at 153.17%. These figures suggest fluctuations in student enrollment and demand for the school's programs.
Secondly, the Promotion Rate signifies the percentage of students who successfully advance to the next grade level. The data demonstrates consistent performance in this area, with rates ranging from 92.80% in SY 2018-2019 to 98.52% in SY 2021-2022. The total average promotion rate for the period is 94.81%, indicating a generally high level of student progression within the school.
The Repetition Rate reflects the percentage of students who repeat a grade level. The school has experienced a decline in repetition rates over the years, from 3.33% in SY 2018-2019 to 1.58% in SY 2021-2022. The overall average repetition rate is 3.05%, indicating a positive trend in minimizing grade-level repetition within the school.

The Completion Rate represents the percentage of students who successfully complete their education within the expected timeframe. The data shows a decline in completion rates over the three years, starting from 67.04% in SY 2018-2019 and reaching 57.95% in SY 2021-2022. The total average completion rate stands at 65.27%, suggesting a challenge in ensuring students graduate within the expected time frame.
On the other hand, the Graduation Rate indicates the percentage of students who successfully graduate from high school. Despite a decrease from 76.70% in SY 2018-2019 to 57.95% in SY 2021-2022, the school experienced a significant surge in graduation rates, reaching 99.50% in SY 2021-2022. The average graduation rate for the period is 90.98%, reflecting a generally high success rate in high school completion.
The Drop-out Rate represents the percentage of students who leave school before completing their education. The school has consistently maintained low drop-out rates, with a slight increase from 2.54% in SY 2018-2019 to 0.12% in SY 2021-2022. The overall average drop-out rate is 1.26%, indicating a commendable effort in retaining students within the school.
Moreover, the Retention Rate signifies the percentage of students who remain enrolled in the same school. The data indicates consistent retention rates, with values ranging from 88.69% in SY 2018-2019 to 95.82% in SY 2021-2022. The average retention rate is 91.48%, indicating that the school has been successful in maintaining a high percentage of enrolled students throughout the
years.

Lastly, the Cohort Survival Rate indicates the percentage of students who progress from a particular grade level to the next without repetition or dropping out. The data reveals a gradual increase in cohort survival rates over the years, from 73.57% in SY 2018-2019 to 81.15%
For Caballero et al. (2007), performance involves meeting goals, achievements and objectives set in the program or course that a student attends. These are expressed through grades which are the result of an assessment that involves passing or not certain tests, subjects or courses. On their part, Torres and Rodríguez (2006 quoted by Willcox, 2011) define academic performance as the level of knowledge shown in an area or subject compared to the norm, and it is generally measured using the grade point average.

Table 7 The level of school performance (Performance indicators) of Public High School with Fiscal Autonomy (Implementing Unit) in terms of Performance
	PERFORMANCE INDICATORS per SCHOOLS SUMMARRY
for SY 2020-2021
	
	Percentage
	

	Indicators
	SY 2018-
2019
	SY 2019-2020
	SY 2021-
2022
	Total Average

	Enrollment Rate
	121.85%
	174.06%
	163.60%
	153.17%

	Promotion rate
	92.80%
	93.11%
	98.52%
	94.81%

	Repetition rate
	3.33%
	4.23%
	1.58%
	3.05%

	Completion rate
	67.04%
	70.83%
	57.95%
	65.27%

	Graduation rate
	76.70%
	96.76%
	99.50%
	90.98%

	Drop-out rate
	2.54%
	1.12%
	0.12%
	1.26%

	Retention rate
	88.69%
	89.92%
	95.82%
	91.48%

	Cohort Survival rate
	73.57%
	71.34%
	81.15%
	75.35%



Significant difference in the Level of performance (Performance indicators) of Public High School with Fiscal Autonomy (Implementing Unit) in terms of Dimension

The table 16 provides an overview of the significant differences in the level of performance indicators among public high schools with fiscal autonomy, based on various dimensions. The dimensions considered include enrollment rate, promotion rate, repetition rate, completion rate, graduation rate, drop-out rate, retention rate, and cohort survival rate.
Upon analyzing the data, it is evident that there are statistically significant differences in the performance indicators across all dimensions. The significance level (Sig.) for each dimension indicates the probability that the observed

differences occurred by chance. In this case, all dimensions show a significant difference with p-values less than 0.05.
The null hypothesis (Ho) states that there is no significant difference in performance indicators among public high schools with fiscal autonomy. However, due to the rejection of the null hypothesis (Reject Ho) in all dimensions, the researcher can conclude that there are indeed significant differences in the performance indicators.
In terms of enrollment rate, promotion rate, completion rate, graduation rate, drop-out rate, retention rate, and cohort survival rate, the observed differences are statistically significant, as indicated by the low p-values (below 0.05). This implies that public high schools with fiscal autonomy exhibit varying levels of performance in these areas.
Furthermore, the repetition rate also shows a significant difference among public high schools with fiscal autonomy. This suggests that some schools are more successful in avoiding students from repeating grades compared to others.
The retention rate and cohort survival rate stand out with particularly high F-values and low p-values, indicating a significant disparity in student retention and the ability of schools to ensure the progress of students from one grade to the next. These dimensions are crucial for assessing the effectiveness of high schools in providing continuous education and keeping students engaged.
Overall, the table highlights the substantial differences in performance indicators among public high schools with fiscal autonomy across multiple

dimensions. These findings emphasize the importance of further investigating the factors influencing these variations and implementing strategies to address the areas where schools are underperforming.	The academic performance involves factors such as the intellectual level, personality, motivation, skills, interests, study habits, self-esteem or the teacher-student relationship. When a gap between the academic performance and the student’s expected performance occurs, it refers to a diverging performance. An unsatisfactory academic performance is the one that is below the expected performance. Sometimes it can be related to teaching methods. (Marti, 2003, p. 376).


	Table 8.1 Significant difference in the Level of performance (Performance
indicators) of Public High School with Fiscal Autonomy (Implementing Unit) in terms of Dimension

	Dimension
	F
	Sig.
	Decision
	Interpretation

	Enrollment Rate
	1.023
	.000
	Significant
	Reject Ho

	Promotion rate
	1.456
	.006
	Significant
	Reject Ho

	Repetition rate
	2.555
	.002
	Significant
	Reject Ho

	Completion rate
	2.001
	.000
	Significant
	Reject Ho

	Graduation rate
	1.487
	.001
	Significant
	Reject Ho

	Drop-out rate
	2.369
	.000
	Significant
	Reject Ho

	Retention rate
	5.022
	.000
	Significant
	Reject Ho

	Cohort Survival rate
	4.064
	.000
	Significant
	Reject Ho



Significant difference in the Level of performance (Performance indicators) of Public High School with Fiscal Autonomy (Implementing Unit) in terms of Profile

Table 8.2 presents the results of an analysis examining the significant differences in the level of performance indicators of public high schools with fiscal autonomy based on various profile factors. The analysis focused on five categories: age, gender, position, years of service, and educational attainment.
In terms of age, the statistical analysis yielded a test statistic of 1.447, with a corresponding p-value of .023. Although the p-value is below the conventional threshold of .05, indicating some evidence of a difference, the result was deemed not significant. Therefore, the null hypothesis (Ho) was accepted, suggesting that there is no significant difference in performance indicators based on age.
Similarly, the analysis of gender revealed a test statistic of 2.336, but with a p-value of .140. Since the p-value exceeds the critical threshold, the result was considered not significant, leading to the acceptance of the null hypothesis. This suggests that there is no substantial difference in performance indicators based on gender.
The category of position demonstrated a test statistic of 0.145 and a p-value of .450. With the p-value exceeding the significance level, the result was deemed not significant, and the null hypothesis was accepted. Therefore, the position held within the school, such as teacher or administrator, does not significantly impact the performance indicators.

Regarding years of service, the analysis produced a test statistic of 2.658 and a p-value of .056. Although the p-value is close to the conventional threshold, it did not meet the criteria for statistical significance. Thus, the null hypothesis was accepted, indicating that the length of service does not lead to a significant difference in performance indicators.
Finally, the analysis of educational attainment generated a test statistic of 1.369, with a p-value of .075. Although the p-value is slightly higher than the customary threshold, it does not reach statistical significance. Consequently, the null hypothesis was accepted, suggesting that the educational attainment of individuals does not significantly impact the performance indicators.
In this regard Llorente (2013) states that improving the educational situation implies to implement, strengthen and apply in all the educational centers, all the various measures that have been proven useful when dealing with diversity: such as splitting, individualized tutoring, the Initial Professional Qualification Program (IPQP), school activities programs, interdisciplinary and/or globalizing methodological proposals such as working in areas or projects, intervention of two teachers in a classroom at the same time, classroom organization in cooperative groups, mediation, negotiation and commitments, coordinating support teams, banks of resources and material, the lack of concentration of disadvantaged students in the same classroom or educational center

	Table 8.2 Significant difference in the Level of performance (Performance indicators) of Public High School with Fiscal Autonomy (Implementing Unit) in terms of Profile

	Category
	F
	Sig.
	Decision
	Interpretation

	Age
	1.447
	.023
	Not Significant
	Accept Ho

	Gender
	2.336
	.140
	Not Significant
	Accept Ho

	Position
	0.145
	.450
	Not Significant
	Accept Ho

	Years of Service
	2.658
	.056
	Not Significant
	Accept Ho

	Educational Attainment
	1.369
	.075
	Not Significant
	Accept Ho




Significant relationship between Financial management practices, School Performance and Teachers Satisfaction

The table 9 presents the results of a study investigating the relationship between financial management practices, school performance, and teacher satisfaction. The study utilized statistical measures such as r-values and p-values to assess the significance of these relationships.
The first relationship examined was between financial management practices and teacher satisfaction. The r-value of .351* indicates a positive and significant relationship between these variables. Furthermore, the p-value of .000 suggests that this relationship is highly unlikely to occur by chance alone. Therefore, the null hypothesis (Ho) can be rejected, meaning that financial management practices have a significant impact on teacher satisfaction. This implies that effective financial management practices within a school can contribute to higher levels of teacher satisfaction.
Next, the relationship between financial management practices and school performance was explored. The r-value of -.132 indicates a negative correlation between these variables, although it is not statistically significant. The associated p-value of .151 suggests that the observed relationship could plausibly occur by

chance. Consequently, the null hypothesis (Ho) is accepted, indicating that financial management practices do not have a significant influence on school performance. However, it is important to note that the negative correlation implies that schools with better financial management practices tend to exhibit slightly lower levels of performance.
Finally, the relationship between teacher satisfaction and school performance was examined. The r-value of -.080 suggests a weak negative correlation between these variables, but it is not statistically significant. With a p-value of .384, the observed relationship could reasonably occur due to chance alone. Consequently, the null hypothesis (Ho) is accepted, indicating that there is no significant association between teacher satisfaction and school performance. Therefore, the study did not find evidence to support the notion that higher levels of teacher satisfaction directly lead to improved school performance.
The findings from this study highlight the significance of financial management practices in influencing teacher satisfaction within schools. However, no significant relationships were found between financial management practices and school performance, as well as between teacher satisfaction and school performance. These results suggest that other factors beyond financial management and teacher satisfaction may play a more prominent role in determining school performance. Further research is necessary to explore additional variables and potential underlying factors that contribute to school performance.

This necessitates the need to investigate and address the issue of school head teachers’ job satisfaction. However, there is a paucity of studies that have investigated the head teachers’ job satisfaction worldwide in general and in Saudi Arabia in particular as has been noted by Gaziel (1986), Johnson and Holdaway (1994) and Alagabary (2003). This is also the more recent view of Oplatka and Mimon (2008), and has been confirmed by the efforts of this researcher, who traced only four such studies in the Saudi educational context.


	Table 9 Significant relationship between Financial Management practices, School Performance and Teachers Satisfaction

	
	r-value
	p-value
	Decision
	Interpretation

	
Financial management practices and Teachers Satisfaction
	

.351*
	

.000
	

Significant
	

Reject Ho

	Financial management practices and School performance
	
-.132
	
.151
	Not Significant
	
Accept Ho

	Teachers Satisfaction and School performance
	-.080
	.384
	Not Significant
	
Accept Ho





Intervention program maybe proposed to improve the work performance of the teachers.

To improve the work performance of teachers, an intervention program can be designed to address various aspects of their professional development. Here's a proposal for an intervention program: Conduct regular workshops to enhance

teachers' skills and knowledge in areas such as instructional strategies, classroom management, assessment techniques, and effective use of technology. These workshops can be led by expert educators, education consultants, or experienced teachers. Encourage teachers to engage in peer coaching and collaboration. Pair experienced teachers with novices or those seeking improvement to provide personalized guidance and support. This collaboration can foster a culture of continuous improvement through the sharing of best practices, lesson observations, constructive feedback, and joint planning. Establish a mentoring program where experienced teachers are assigned as mentors to new or struggling teachers. The mentors can offer guidance on effective teaching methods, curriculum planning, and classroom management. Regular meetings and observations can be organized to assess progress and provide targeted support. Work with each teacher to set individualized professional goals aligned with their specific needs and aspirations. These goals can focus on areas such as student engagement, differentiation, formative assessment, or integrating technology. Regular progress assessments can be conducted to track growth and provide necessary resources and support. Train teachers on analyzing student data and using it to inform their instructional practices. This training should emphasize the use of formative assessments and data-driven decision-making to identify student needs, differentiate instruction, and monitor progress. Providing teachers with tools and resources for data analysis can contribute to evidence-based teaching practices. Recognize the importance of teacher well-being and work-life balance. Implement strategies to reduce workload, such as streamlined

administrative processes or adequate planning time. Offer support services like counseling or stress management workshops to address emotional well-being. A supportive and positive work environment can positively impact performance. Establish a system for regular feedback and evaluation of teachers' performance. This can include classroom observations, peer reviews, and student feedback surveys. Providing constructive feedback and recognizing their achievements can motivate teachers and encourage professional growth. Ensure teachers have access to relevant teaching resources, materials, and technologies to enhance their instructional practices. Allocate funds for professional development opportunities, subscriptions to educational journals, and attendance at conferences, allowing teachers to stay updated with current research and trends.

Chapter IV

CONCLUSIONS AND RECOMMENDATIONBS


Conclusions

It has been the intention of this dissertation to shed some light on the complex relationship on Financial Management Practices, Job Satisfaction, And Performance of Public Secondary Schools in The Division of Sarangani.
1. The majority of respondents in this study are female teachers in their mid-thirties who hold a Baccalaureate degree. Furthermore, most of the teachers have less than five years of service, highlighting the prevalence of early-career educators within the sample.
2. The Public High School with Fiscal Autonomy (Implementing Unit) exhibits a high level of financial management practices, as evidenced by the overwhelmingly positive responses categorized as "strongly agree." Specifically, this is observed across dimensions such as auditing procedures, financial record-keeping practices, budget management, and financial controls.
3. The financial management practices of the Public High School with Fiscal Autonomy (Implementing Unit) vary significantly based on the profile variable. Notably, dimensions such as auditing procedures, financial record-keeping practices, budget management, and financial controls demonstrate substantial differences.
4. The overall level of job satisfaction among employees at the Public High School with Fiscal Autonomy (Implementing Unit) is notably high, with "strongly agree"
being the dominant response category. This positive sentiment extends to

dimensions such as work-life balance, monetary and non-monetary benefits and compensation, communication and involvement, as well as school administrators' support.
5. Job satisfaction levels within the Public High School with Fiscal Autonomy (Implementing Unit) differ significantly across dimensions, including work-life balance, monetary and non-monetary benefits and compensation, communication and involvement, and school administrators' support. These differences are further highlighted when respondents are grouped based on their respective profiles.
6. The performance level of public high schools with fiscal autonomy is reported as "Very Satisfactory" across various indicators, namely school enrollment rate, promotion rate, repetition rate, completion rate, graduation rate, dropout rate, retention rate, and cohort survival rate.
7. The performance level of public high schools with fiscal autonomy significantly varies across different schools, indicating disparities in their achievements.
8. The relationship between financial management practices and teacher satisfaction is generally significant, while there is no significant difference between financial management practices and teachers' satisfaction with school performance.
9. School Performance through targeted interventions and monitoring should be crafted. By these three factors simultaneously, public secondary schools with fiscal autonomy (Implementing Unit) can aim towards achieving their desired outcomes and delivering better educational experiences for students, job satisfaction, and performance measures.

Recommendations

Based on the given research conclusions, here are the recommendations for each number:
1. To better support early-career educators, it would be beneficial to provide targeted professional development programs and mentorship opportunities for female teachers in their mid-thirties with less than five years of service.
2. Given the high level of financial management practices at the Public High School with Fiscal Autonomy, it is recommended to continue reinforcing these practices and ensuring that proper training and resources are available to maintain effective auditing procedures, financial record-keeping practices, budget management, and financial controls.
3. As the financial management practices vary based on the profile variables, it is suggested to conduct further analysis to identify the specific factors influencing these differences. This could involve evaluating the impact of education level, years of service, or other relevant variables on financial management practices, and implementing targeted interventions accordingly.
4. Building upon the notable high level of job satisfaction among employees, it is important to sustain and reinforce the positive aspects of work-life balance, monetary and non-monetary benefits and compensation, communication and involvement, and support from school administrators. Regular feedback mechanisms and continued support should be in place to maintain and enhance job satisfaction levels.

5. To address the differing levels of job satisfaction across various dimensions, it would be beneficial to conduct further research to identify the specific factors contributing to these differences. Once the factors are identified, targeted measures can be implemented to improve satisfaction levels in specific areas for different employee groups.
6. Given the reported "Very Satisfactory" performance level of public high schools with fiscal autonomy, it is recommended to continue maintaining and enhancing the indicators such as school enrollment rate, promotion rate, repetition rate, completion rate, graduation rate, dropout rate, retention rate, and cohort survival rate. Regular monitoring and evaluation can help identify areas for improvement and develop strategies to ensure sustained performance.
7. Policymakers and education authorities focus on understanding the factors that contribute to the varying levels of performance among public high schools with fiscal autonomy. This understanding will enable them to develop targeted interventions and support systems to enhance school performance. Furthermore, sharing best practices and fostering collaboration among high-performing schools can help create a positive impact on overall education outcomes.
8. To improve the overall performance of public secondary schools, it is recommended to implement effective financial management practices, prioritize job satisfaction among teachers, and focus on enhancing school performance. By ensuring that financial management practices are in place, schools can allocate resources efficiently and effectively. Additionally, prioritizing job satisfaction among

teachers can lead to a happier and more motivated workforce, which in turn can positively impact teaching quality and student outcomes.
9. A concerted effort should be made to continuously improve school performance through targeted interventions and monitoring. By addressing these three factors simultaneously, public secondary schools can aim towards achieving their desired outcomes and delivering better educational experiences for students.
10. Here are some recommendations for future researchers:

Conducting a more comprehensive analysis of the relationship between financial management practices, job satisfaction, and performance of public secondary schools in the Division of Sarangani would be beneficial. This could involve a longitudinal study or a mixed-methods approach to gain a deeper understanding of these variables.
Comparing the financial management practices, job satisfaction, and performance of public secondary schools in the Division of Sarangani with schools in other divisions or regions would provide valuable insights into the variations and factors that contribute to success. Exploring the differences between well-performing and underperforming schools could be particularly insightful.
Investigating the causal relationships between financial management practices, job satisfaction, and performance is crucial. Future researchers could use experimental designs or quasi-experimental methods to establish causality and examine the impact of interventions or changes in financial management practices on job satisfaction and performance.

Assessing the effectiveness of specific interventions aimed at improving financial management practices, job satisfaction, and performance would be useful. Researchers could implement and evaluate interventions, such as training programs for school administrators or implementing new financial management systems, to measure their impact on job satisfaction and school performance.
Examining potential mediators and moderators that might influence the relationship between financial management practices, job satisfaction, and performance could add depth to the research. For example, factors like leadership style, teacher motivation, or community involvement could be explored as potential mediators or moderators of the relationship.
Cross-Sectional and Longitudinal Studies: Conducting both cross-sectional and longitudinal studies would provide a more comprehensive understanding of the dynamics between financial management practices, job satisfaction, and performance. Cross-sectional studies can help identify associations, while longitudinal studies can show trends and changes over time.
Augment quantitative research with qualitative approaches, such as interviews or focus groups, to gain a deeper understanding of stakeholders' perspectives and experiences in relation to financial management practices, job satisfaction, and performance.
Replicating the study in different contexts or settings would increase the generalizability of the findings. Replication studies can help validate or challenge the initial results and contribute to building a broader knowledge base in this area.

The results of this study provide a foundation for future research. Further investigations should explore a broader range of variables and consider different contexts to gain a comprehensive understanding of the factors that influence school performance. Additionally, longitudinal studies can help identify causal relationships and provide insights into the long-term effects of financial management practices and teacher satisfaction on school outcomes.
The findings from this analysis provide valuable insights, but there is a need for more in-depth research to explore the specific factors contributing to job satisfaction in public high schools with fiscal autonomy. Conducting surveys, focus groups, or interviews with employees can help uncover additional factors and identify areas for improvement. This ongoing research will provide a more comprehensive understanding of job satisfaction and guide future initiatives to enhance employee well-being and organizational effectiveness.
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