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[bookmark: _Hlk227769826]ABSTRACT

[bookmark: _Hlk227772197]Low teacher work engagement is alarming. The influence of school head leadership practices and professional well-being on teachers work engagement was determined. A diagnostic research design was employed, and data from 210 elementary and secondary teachers selected through total enumeration were analyzed using multiple regression analysis. Results revealed that the factors of work engagement were found significant. Their combined contribution is strong (64%), thus fully supporting the Theory of Planned Behavior. Future studies may employ qualitative approaches to identify additional variables explaining teacher work engagement, while school leaders may strengthen leadership practices, enhance teacher well-being, and design supportive programs that reinforce professional identity, promote manageable workloads, sustain long-term commitment, and maximize teacher work engagement outcome. 
	

Keywords: Influence school head leadership practices, professional well-being, work engagement, public-school teachers


INTRODUCTION

The Problem and Its Scope

Low teacher engagement is a global problem that undermines education system sustainability. It leads to teacher attrition, weakens instructional quality, and destabilizes institutional resilience. Without engaged teachers, schools struggle to adapt to reforms, digital transitions, and equity demands (Kerkhof & Cloud, 2020).

Globally, teacher work engagement has become a central concern in education worldwide, as low engagement threatens both instructional quality and institutional resilience. Recent scholarship highlighted that teaching is among the most stressful professions, and disengagement among teachers has profound implications for educational systems globally (Dato & Bayani, 2023). Studies further emphasized that work engagement is a multifaceted construct tied to motivation, satisfaction, and productivity, and its decline poses risks to the effectiveness of schools across diverse contexts (Gavin & McGrath-Champ, 2024).

In the United States, low teacher engagement has been linked to declining job satisfaction and challenges in sustaining high-quality instruction (Wartenberget al., 2023). In the United Kingdom, disengagement among teachers has been reported as a growing issue, particularly in the aftermath of pandemic-related disruptions (Gavin & McGrath-Champ, 2024). Similarly, in Japan, studies highlighted that teacher disengagement contributes to reduced classroom effectiveness and difficulties in maintaining long-term teacher retention (Rhaman et al., 2024). 

In the Philippines, teacher work engagement has been identified as a critical issue affecting public-school performance. Research shows that while teachers demonstrate dedication, many experience challenges that reduce their vigor, absorption, and commitment to their work (Cadampog & Licaros, 2024). Another study emphasized that disengagement among Filipino teachers is a recurring problem, with implications for both individual well-being and institutional outcomes (Maquidato & Bayani, 2023). Low teacher engagement in SOCCSKSARGEN is a regional problem affecting both school-level research productivity and classroom interaction quality. This disengagement undermined teacher retention, instructional effectiveness, and the sustainability of education systems in the region. (Eguac & Pelones, 2024)

The consequences of poor teacher work engagement demand urgent reforms. Disengagement results in burnout, emotional exhaustion, and increased attrition, which disrupt school culture and heighten institutional costs from replacing experienced educators (Nwoko et al., 2023). Furthermore, disengaged teachers deliver weaker instruction and limited student support, diminishing learner motivation and academic achievement (Maquidato & Bayani, 2023). Despite growing evidence of the need for urgent reforms to address low teacher engagement and its implications for teacher retention, instructional quality, and institutional sustainability, limited research has systematically examined these impacts within specific regional contexts such as SOCCSKSARGEN, prompting. This study addressed the gap by examining how school head leadership practices and professional well-being influenced teacher work engagement. It was for this reason that this study was conducted.

Significance of the Study

This study is significant globally as it highlights the vital role of effective school head leadership in improving the quality of public education and contributing to the achievement of Sustainable Development Goal 4 on Quality Education. By examining how leadership practices influence teacher work engagement and professional well-being, the study supports efforts to strengthen teaching quality and increase the supply of qualified educators. In the national context, the findings may provide educational policymakers with evidence-based insights for developing leadership strategies and supportive practices that enhance teacher engagement, well-being, and retention in public schools. In the Philippine setting, the findings may provide valuable support to the Department of Education by offering empirical evidence that can inform policies and interventions aimed at enhancing teacher well‑being and strengthening their professional identity. At the institutional level, the results are valuable to Holy Cross of Davao College in strengthening leadership approaches, promoting teacher welfare, and improving instructional quality, thereby fostering a more motivated and productive teaching workforce. These effects of poor teacher engagement triggered the conduct of the study.

Statement of the Problem

This study aimed to determine the significance of the influence of school head leadership practices and professional well-being on the work engagement of public-school teacher. Specifically, it aimed:
1. [bookmark: _Hlk161173688]To describe the levels of perceived school head leadership practices in terms of leading strategically, managing school operation and resources, focusing on teaching and learning, developing self and others and building connections; professional well-being in terms of perspectives, self-management, supports, meaningfulness, self-core, practice competence and professional development; and work engagement of public-school teachers in terms of shared value, leadership, communication, feedback and recognition, work environment and career growth and training opportunities.
1. To determine the significance of the relationship between perceived school head leadership practices, professional well-being, and the work engagement of public-school teacher and the;
1. To determine the significance of the individual and combined influence of perceived school head leadership practices and professional well-being on the work engagement of public-school teacher. 

Hypotheses

Ho1. School head leadership practices and professional well-being do not significantly correlate with work engagement of public-school teacher.
Ho1. School head leadership practices and professional well-being do not significantly influence work engagement of public-school teacher.
Ho3. School head leadership practices and professional well-being do not have a significant combined influence work engagement of public-school teacher.

Theoretical Framework and Conceptual Framework
	
This study is anchored on the Theory of Planned Behavior, an extension of the Theory of Reasoned Action developed by Ajzen and Fishbein (1980) and Fishbein and Ajzen (1975), which posits that a central factor in human behavior is the individual intention to perform a given action. The theory explains that a person intention to perform a behavior is the strongest predictor of that behavior, and this intention is determined by three core factors: attitude, subjective norms, and perceived behavioral control.

In this study, the perceived school head leadership practices, indicated by leading strategically, managing school operations and resources, focusing on teaching and learning, developing self and others, and building connections, together with perspectives, self-management, supports, meaningfulness, self-care, practice competence, and professional development, are aligned with the subjective norms component of the Theory of Planned Behavior. Meanwhile, the dimension of professional well-being, expressed through supports, meaningfulness, self-care, competence, and opportunities for professional development, strengthens teacher capacity to sustain engagement, aligns with the perceived behavioral control component of the theory. Finally, teacher work engagement, reflected in motivation, retention, and instructional effectiveness, is defined as the outcome variable of the theoretical framework.






















 Teachers Work Engagement
· Shared Values
· Leadership
· Communication
· Feedback and Recognition,
· Work Environment and
· Career growth and training opportunities.

 Professional Well-Being 
· Perspectives
· Self-management
· Supports
· Meaningfulness
· Self-care
· Practice competence and
· Professional development


 School Heads Leadership Practices 
· Leading strategically
· Managing school operation and resources
· Focusing on teaching and learning 
· Developing self and others, and 
· Building connections






	







            










                                 
                                             




Figure 1. Conceptual Framework of the Study







METHOD

This chapter includes the research design, locale of the study, sample and sampling technique, data gathering technique, data analysis technique, and ethical consideration

Research Design

	This study employed a diagnostic research design, which emphasizes identifying the causes of a phenomenon, examining relationships among variables, and generating insights that guide solutions or interventions. As a quantitative approach, diagnostic research design relies on numerical data to analyze patterns and relationships, making it suitable for this study since it moves beyond description to uncover underlying causes providing a strong foundation for evidence-based decision-making in education and organizational studies (Almeida & Monteiro, 2022). A diagnostic approach was employed to explore how teacher workload and professional identity act as underlying factors shaping the fulfillment of job satisfaction, thereby offering evidence-based insights for educational practice (Bauer, 2020; Fan, 2021; Galeos, 2021; Sun et al., 2022).

Locale of the Study

The study was conducted in the Elementary and Secondary schools under Glan II District, Division of Sarangani, located in the municipality of Glan, Sarangani Province, SOCCSKSARGEN Region. The district is composed of 11 public elementary and secondary schools that cater to basic education learners in different barangays. The locale was selected due to its accessibility to the researcher and the availability of respondents who meet the criteria of the study. The Glan 2 district also provides a suitable setting for examining teacher work attitude in relation to school leadership and professional development practices.  

Sample and Sampling

A total of 210 active public-school teachers from the Elementary and Secondary schools under the Department of Education for School Year 2025-2026, Glan II District Division of Sarangani, were included in this study, all with at least three years of teaching experience. These teachers are currently employed in 11 public elementary schools within the district and are actively involved in classroom instruction. 
Given the relatively small and accessible population, the study utilized total enumeration sampling. This approach involves including every member of the population, thereby ensuring full representation of the group. To ensure fair representation, total enumeration was employed. Total enumeration means including every member of a defined population in a study, and it is most useful when the population is small, well‑defined, and manageable. It ensures complete coverage, eliminates sampling bias, and provides comprehensive data for decision‑making. It is particularly suitable when the population size is manageable, allowing researchers to collect comprehensive and accurate data without the need for selective sampling.  Among its key advantages are the elimination of sampling bias, enhanced accuracy of findings, and the assurance that all relevant participants are represented in the study (Babasola et al., 2024). Only regular teachers with at least one year of service were included to guarantee that responses reflected meaningful professional experience.
Data Gathering Technique
The survey technique was used in gathering data. Survey technique is a systematic method of collecting information from respondents through structured questionnaires to obtain measurable data on specific variables. It is applied when standardized responses are needed from a defined group and is advantageous because it allows efficient data collection, produces quantifiable results, and ensures uniformity in responses (Sheikh et al., 2024).

In this study, three adapted survey questionnaires were used. The first instrument, adapted from Atienza (2018), measured school head leadership. It consists of 34 items with a Cronbach alpha of 0.875. The second instrument adapted from Stewart (2018), assessed teacher continuing professional well-being. It consists of 34 items with a Cronbach alpha of 0.897. The third instrument, adapted from Schaufeli and Bakker (2004), evaluated teacher work engagement. It contains 40 items with a Cronbach’s alpha of 0.866.

Data Analysis Technique 

In this study, the data analysis techniques used were descriptive, correlation, and regression analyses. Descriptive analysis is used to organize and summarize data in order to clearly present patterns and characteristics of the variables being studied. In this study the mean and standard deviation statistical tools were used.  Moreover, correlation analysis determines the strength and direction of the relationship between variables, while regression analysis examines the predictive influence of independent variables on a dependent variable. The Pearson product-moment correlation coefficient was the statistical treatment used under this analysis technique (Rizk, 2023). Furthermore, multiple linear regression analysis was used to examine the combined and individual effects of the independent variables on the dependent variable, allowing the researcher to identify significant predictive and assess the extent to which these variables explain variations in the outcome of the study (Roustaei, 2024) The unstandardized beta coefficient was the statistical treatment used under this analysis technique.
The matrix presenting the scale, descriptive level, and corresponding interpretation for each study variable is provided, specifically used to describe school head leadership practices and professional well-being on work engagement of public-school teachers.


	Scale 
	Level 
	Heads Leadership Practices
	Well-Being                       
	 Teacher Work Engagement

	1.00 – 1.74
	very low
	Very low
	Very Poor
	Very Weak

	1.75 – 2.49
	Low
	Low
	Poor
	Weak

	2.50 – 3.24
	High
	Good
	Good
	Strong

	3.25 – 4.00
	very high
	Very Good
	Very Good
	Very Strong



Standard Deviation Value Ranges and Interpretation
	Range
	Description
	Interpretation

	SD ≤ 0.50
	High Consistent Responses
	Strong and uniform perception

	SD = 0.51 – 1.00
	Moderate Consistent Responses
	Acceptable consistency

	SD = 1.01 – 1.50
	Low Consistent Responses
	Differing views or experiences

	SD > 1.50
	Very Low Consistent Responses
	High variability and lack of consensus



In this study, the significance of the correlation is tested at 0.05 confidence level. The following standard measure for the interpretation scale of r-value was used:
	Computed r
	Descriptive Interpretation

	+/-1.00
	Perfect Correlation

	Between +/- 0.75 - +/- 0.99
	High Correlation

	Between +/- 0.51 - +/- 0.74
	Moderately High Correlation

	Between +/- 0.31 - +/- 0.50
	Moderately Low Correlation

	Between +/- 0.01 - +/- 0.30
	Low Correlation

	0.00
	No Correlation



The following scheme for Beta (β) coefficient strength, as proposed by Cohen (1998) and Hair et al. (2019), was used:
	Β Value Range
	Strength of the Relationship

	+/- 0.00 – +/- 0.09
	Very Weak

	+/- 0.10 – +/- 0.29
	Weak

	+/- 0.30 – +/- 0.49
	Moderate

	+/- 0.50 – +/- 0.69
	Strong

	+/- 0.70 and above
	Very Strong



Ethical Consideration

This study strictly adhered to established ethical standards to safeguard the participation of public-school science teachers and to ensure the validity and trustworthiness of its findings. It followed the protocols of the Holy Cross of Davao College – Society for Moral Integrity and Legal Ethics (SMILE) and complied with the Data Privacy Act of 2012, thereby ensuring the responsible handling of personal information (Cheng, 2021). Ethical clearance was secured prior to data collection, and coordination with school administrators was undertaken to minimize disruption of teaching responsibilities.	

RESULTS

Included in this chapter are the results of the descriptive, correlation, and the regression analyses.  Also, the summary of findings is presented. 

Descriptive Result

Table 1 is the descriptive statistics table of the study variables, including school head leadership practices, professional well-being of public-school teacher, and teacher work engagement. Moreover, it contains the standard deviation (SD), the mean, and the corresponding descriptive level.


Table 1: Descriptive Statistics (n=210)
	Variables
	N
	Standard Deviation
	Mean
	Descriptive Level

	School Head Leadership Practices
	210
	.10
	3.48
	Very High

	     Leading Strategically
	210
	.23
	3.35
	Very High

	     Managing School Operations and
     Resources
	210
	.14
	3.33
	Very High

	     Focusing on Teaching and Learning
	210
	.15
	3.54
	Very High

	     Developing Self and Others
	210
	.16
	3.57
	Very High

	     Building Connections
	210
	.38
	3.60
	Very High

	Professional Wellbeing of Public-School Teacher
	210
	.08
	3.60
	Very High

	     Perspective
	210
	.21
	3.70
	Very High

	     Self-Management
	210
	.31
	3.52
	Very High

	     Supports
	210
	.17
	3.66
	Very High

	     Meaningfulness
	210
	.21
	3.52
	Very High

	     Self-Care
	210
	.21
	3.53
	Very High

	     Practice Competence
	210
	.38
	3.61
	Very High

	     Professional Development
	210
	.24
	3.64
	Very High

	

Teacher Work Engagement
	210
	.09
	3.53
	Very High

	     Shared Values
	210
	.25
	3.46
	Very High

	     Leadership
	210
	.13
	3.66
	Very High

	     Communication
	210
	.15
	3.69
	Very High

	     Recognition
	210
	.26
	3.31
	Very High

	     Work Environment
	210
	.23
	3.35
	Very High

	     Career Growth and Training
     Opportunities
	210
	.14
	3.73
	Very High



[bookmark: _Hlk227746684]Specifically, the table shows that the school head leadership practices variable obtained a mean of 3.48, which is described as very high, indicating that school head leadership is excellent. All indicators likewise attained very high levels. The standard deviation of 0.10 implies that the responses have high consistency. Moreover, for professional well-being variable obtained a mean of 3.60 described as very high, indicating that the professional well-being is excellent. All of the indicators gained very high level. The standard deviation of 0.08 implies that the responses have high consistency. Ultimately, the teacher work engagement variable obtained a mean of 3.53, also described as very high, showing that teacher engagement is very strong. The standard deviation of 0.09 implies that the responses have high consistency. 

The comparative analysis shows that while school head leadership, professional well-being, and teacher work engagement are all consistently rated at very high levels, professional well-being emerges as the strongest dimension, slightly surpassing leadership and engagement. Teacher work engagement, though still very high, reflects relatively less favorable conditions compared to leadership and well-being, suggesting it requires more sustained attention to maintain long-term stability.




Correlation Results
 	
Table 2 is the correlation result between predictive variables and criterion variables. It also contains the r-value, the p-value, the decision for the hypothesis, and the corresponding interpretation.

Table 2: Correlation Table (N=210) 
	 
Variables
	Teacher Work Engagement

	
	r- value
	p-value
	Decision on
H0
	Interpretation 

	School Head Leadership Practices
	   .328
	         .000
	      Reject H0
	Moderately low positive correlation

	Professional Wellbeing of Public-School Teachers
	    .054
	         .440
	       Accept H0
	Low positive non-significant correlation


Level of Significance: 0.05, Decision Rule: Reject H₀ if p < 0.05 

Specifically, the table shows that the correlation between school head leadership practices and teacher work engagement obtained a p-value of 0.000, which is lower than the 0.05 level of significance; hence, the null hypothesis was rejected, indicating that the relationship is statistically significant. The r-value of 0.328 indicates a moderately low positive correlation. This implies that as school head leadership practices increase, teacher work engagement also increases. In contrast, the relationship between professional well-being and teacher work engagement obtained a p value of 0.440, which higher than 0.05 level of significance; thus, the null hypothesis was accepted. This indicates that the correlation is statistically not significant. The r value of 0.054 suggests that the correlation is low. This implies that change in professional leadership is no corresponding change between professional well-being and teacher work engagement.

The results indicate that stronger school head leadership is significantly linked to higher teacher engagement, showing that effective leadership plays a crucial role in motivating teachers. In contrast, professional well-being shows only a low, non-significant relationship with engagement, suggesting it does not directly influence teacher commitment in this context. 

Regression Analysis

Table 3 presents the regression analysis of predictive variable on the criterion variable. It includes the coefficients (β), the t-values, the p-values, the decisions on the hypotheses, and the corresponding interpretations.


Table 3: Regression Table

                                                             Teacher Work Engagement (DV)
	Variables
	Unstandardized Coefficients
	
Standardized Coefficients
	T
	Sig.
	Decision on Ho
	Interpretation

	
	B
	Std. Error
	Beta
	
	
	
	

	(Constant)
	3.987
	.285
	___
	14.010
	.000
	Reject Ho
	Significant

	
School Head Leadership Practices
	.322
	.058
	.379
	5.590
	.000
	Reject Ho
	Significant

	Professional Wellbeing of Public-School Teacher
	   .187
	.075
	.168
	2.480
	.014
	Reject Ho
		



	      Significant





Model Summary:  R = .36; R² = 0.134; F (2,207) = 15.967; p = 0.000  
 Level of Significance: 0.05; 
Decision Rule: Reject H₀ if p < 0.05 

Specifically, the influence of school head leadership practices on teacher work engagement obtained an unstandardized beta coefficient value of 0.322 indicating a weak influence. The corresponding p-value is 0.000, which is below the 0.05 level of significance; thus, the null hypothesis was rejected. This indicates that school head leadership practices have a statistically significant influence on teacher work engagement. This implies that an increase in effective school head leadership practices is associated with a corresponding increase in teacher work engagement. Similarly, the influence of the professional well-being of public-school teachers on teacher work engagement obtained an unstandardized beta coefficient of 0.187 indicating a weak influence. The corresponding p-value is 0.000, which is below the 0.05 level of significance; hence, the null hypothesis was rejected. This indicates that professional well-being has a statistically significant influence on teacher work engagement. This implies that improvements in teacher well-being are associated with a corresponding increase in their engagement at work.
Moreover, school head leadership practices and professional well-being are combined, they obtained a p-value of 0.000 below the 0.05 level of significance, leading to the rejection of the null hypothesis. This means that the combined influence is statistically significant. The R-squared value of 0.134 or 13.4% indicates that a portion of the variation in teacher work engagement can be explained by these two variables, while the remaining 86.6% of the variance is attributed to other variables not included in the study.
The comparative analysis revealed that both school head leadership practices and professional well-being exert statistically significant but relatively weak influences on teacher work engagement, with leadership showing a stronger effect than well-being. When combined, their influence remains significant, yet a large portion of the variance is explained by other factors, highlighting the importance of exploring additional dimensions that shape teacher engagement.


Summary of Findings

Based on statistical results, it specifically was found that:

0. School head leadership practices significantly correlates with work engagement of public-school teachers.
0. Professional well-being does not significantly correlate with work engagement of public-school teachers.
0. School head leadership practices significantly influence work engagement of public-school teachers.
0. Professional wellbeing significantly influences work engagement of public-school teachers.
0. School head leadership practices and Professional Well-being when combined significantly influence work engagement of public-school teachers.


DISCUSSIONS

In this chapter, the correlational and the regression result of study are discussed. The conclusions and recommendations based on the results and discussion are also presented.
[bookmark: _Hlk227759542]School Head Leadership Practices and Work Engagement Correlation
The finding of this study reveals that school head leadership practices, professional well-being, and teacher work engagement were all perceived at very high levels indicates that teachers view their school leaders as effective in guiding and managing school functions. This finding supports the study of Nguyen et al. (2023), asserting that effective school leadership contributes to positive school climates that strengthen teacher commitment and engagement. Likewise, this finding agrees with Nwoko et al. (2024), who emphasized that supportive leadership and strong well-being systems significantly enhance teacher professional motivation and active participation in school responsibilities. In contrast, current  finding negates the study of Collie (2020), reporting that teacher engagement is not always determined solely by leadership and well-being, as personal motivation, professional identity, and individual values may also shape how teachers engage in their work. identity, and personal values may also influence how teachers engage in their work.
Professional Well-being of Public-School Teacher and Teacher Work Engagement Correlation
The finding of this study reveals that school head leadership practices are significantly related to teacher work engagement which indicates that effective leadership strengthens teacher motivation and active participation in their professional roles. The current finding agrees with the study of Hallinger and Wang (2023), reporting that supportive leadership enhances teacher engagement. Likewise, the current finding affirms Liu et al. (2024), who explained that positive leadership practices improve teacher professional involvement. In contrast, this current finding contradicts the study of Sehanovic et al. (2025) arguing that leadership support may not always directly increase engagement when other workplace pressures affect teacher professional commitment.
Teacher Work Engagement as Predicted Influence of School Head Leadership Practices and Professional Well-being of Public-School Teacher
The finding of this study reveals that school head leadership practices and professional well-being significantly influence teacher work engagement when combined indicates that both leadership and professional support are important in shaping teacher commitment to their work. This current finding support with the study of Nguyen et al. (2023), asserting that effective leadership fosters a culture of engagement in school. Likewise, affirms Kim and Lee (2024), who agreed that supportive organizational practices strengthen professional commitment and work engagement. In contrast, this current finding disagrees with Sehanovic et al. (2025), who argued that engagement may also be affected by individual and psychological factors beyond leadership and workplace conditions, indicating that personal motivation remains an important factor in teacher engagement.

Conclusion

Based on the findings, it was concluded that school head leadership and professional well- being significantly influence teacher work engagement. When combined, these variables moderately influence (36%) on teacher work engagement among public school teacher. This finding fully supports the Theory of   Planned Behavior which posits that a central factor in human behavior is the individual intention to perform a given action. The theory explains that a person intention to perform a behavior is the strongest predictor of that behavior, and this intention is determined by three core factors: attitude, subjective norms, and perceived behavioral control.


Recommendations

Based on the conclusion, future studies may explore other variables not included in this research to explain the remaining 64% of the variance in teacher work engagement. Qualitative approaches may be used to uncover themes and sub-themes that may later be developed into variables and their corresponding indicators. In addition, school leaders may implement leadership practices and enhance teacher well-being initiatives to foster higher levels of work engagement and design programs that reinforce teacher professional identity, promote manageable workloads, sustain long-term teacher commitment and maximize engagement outcomes.
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Questionnaires
Influence of School Heads Leadership Practices and Professional Well-Being on Work Engagement of Public-School Teachers
General Instructions:
The survey instrument requires you to honestly assess the Leadership Practices of your school head, Professional well-being, and Work Engagement. There is no right or wrong answer. Kindly, check (✓) the space provided in each item which closely corresponds to what you think in general. Please do not leave any question item unanswered. All responses will be treated with strict confidentiality. Your identity will not be recorded, and the information you provide will be used solely for research purposes. Only the researchers will have access to the data, and results will be reported in aggregate form to ensure that no individual can be identified.

PART I – School Heads Leadership Practices
Instructions: For every given statement, indicate your level of agreement regarding the learning action cell practices in your school. Please refer to the 4-point Likert Scale below:
Source of Items: Atienza, Evelyn M. (2018). Effective Instructional Leadership as Perceived by    School Managers. http://ccs.adnu.eduph/era/displayETD.php?id

4 – Strongly Agree
3 - Agree
2 - Disagree
1 – Strongly Disagree

	[bookmark: _heading=h.9r3ush5r2ly]A. Leading Strategically

	My school Head…..
	4
	3
	2
	1

	1. communicates the DepEd vision, mission, and core values to the wider school community to ensure shared understanding and alignment of school policies, programs projects and activities.
	
	
	
	

	2. develops and implement with the planning team school plans aligned with institutional goals and policies
	
	
	
	

	
3. undertakes policy implementation and review in the school to ensure that operations are consistent with national and local laws, regulations and issuances. 
	
	
	
	

	4. utilizes relevant research findings from reliable sources in facilitating data-driven and evidence-based innovations to improve school performance
	
	
	
	

	5. implements programs in the school that support the development of learners.
	
	
	
	

	6. utilizes learner voice, such as feelings, views and/or opinions to inform policy development and decision-making towards school improvement.
	
	
	
	

	7. utilizes available monitoring and evaluation processes and tools to promote learner achievement. 
	
	
	
	

	B. Managing School Operations and Resources

	My school Head…..
	4
	3
	2
	1

	1. utilizes school data and information using technology, including ICT, to ensure efficient and effective school operations.
	
	
	
	

	2. manages finances adhering to policies, guidelines, and issuances in allocation, procurement, disbursement, and liquidation aligned with the school plan
	
	
	
	

	3. oversees school facilities and equipment in adherence to policies, guidelines and issuances on acquisition, recording, utilization, repair and maintenance, storage and disposal
	
	
	
	

	4. supervises staffing such as teaching load distribution and grade level and subject area assignment in adherence to laws, policies, guidelines and issuances based on the needs of the school.
	
	
	
	

	5.ensures school safety for disaster preparedness, mitigation and resiliency to ensure continuous delivery of instruction
	
	
	
	

	6. manages emerging opportunities and challenges to encourage equality and equity in addressing the needs of learners, school personnel and other stakeholders.
	
	
	
	



	C. Focusing on Teaching and Learning

	My school Head…..
	4
	3
	2
	1

	1.assists teachers in the review, contextualization & implementation of learning standards to make the curriculum relevant for learners.
	
	
	
	

	2. provides technical assistance to teachers on teaching standards and pedagogies within and across learning areas to improve their teaching practice.
	
	
	
	

	3. uses validated feedback obtained from learners, parents and other stakeholders to help teachers improve their performance
	
	
	
	

	4. utilize learning outcomes in developing data-based interventions to maintain learner achievement and attain other performance indicators
	
	
	
	

	5. provide technical assistance to teachers in using learner assessment tools, strategies and results consistent with curriculum requirements to ensure accountability in achieving higher learning outcomes
	
	
	
	

	6. manages a learner-friendly, inclusive and healthy learning environment
	
	
	
	

	7. ensures integration of career awareness and opportunities in the provision of learning experiences aligned with the curriculum.
	
	
	
	

	8. implements learner discipline policies that are developed collaboratively with stakeholders including parents, school personnel and the community
	
	
	
	

	D. Developing self and others

	My school Head…..
	4
	3
	2
	1

	1. sets personal and professional development goals based on self-assessment aligned with the Philippine Professional Standards for School Head
	
	
	
	

	2. applies professional reflection and learning to improve one’s practice.
	
	
	
	

	3. participates in professional networks to upgrade knowledge and skills and to enhance practice.
	
	
	
	

	4. implements the performance management system with a team to support the career advancement of school personnel, and to improve office performance.
	
	
	
	

	5. implements professional development initiatives to enhance strengths and address performance gaps among school personnel.
	
	
	
	

	6. implements professional development initiatives to enhance strengths and address performance gaps among school personnel.
	
	
	
	

	7. implements laws, policies, guidelines and issuances on the rights, privileges and benefits of school personnel to ensure their general welfare
	
	
	
	

	8. implements a school reward system to recognize and motivate learners, school personnel and other stakeholders for exemplary performance and/or continued support.
	
	
	
	

	E. Building Connections

	My school Head…..
	4
	3
	2
	1

	1.builds constructive relationships with authorities, colleagues, parents and other stakeholders to foster an enabling and supportive environment for learners.
	
	
	
	

	2.manages school organizations, such as learner organizations, faculty clubs and parent-teacher associations, by applying relevant policies and guidelines to support the attainment of institutional goals
	
	
	
	

	3.exhibits inclusive practices, such as gender sensitivity, physical and mental health awareness and culture responsiveness, to foster awareness, acceptance and respect
	
	
	
	

	4.communicates effectively in speaking and writing to teachers, learners, parents and other stakeholders, through positive use of communication platforms, to facilitate information sharing, collaboration and support
	
	
	
	

	5.initiates partnerships with the community, such as parents, alumni. authorities, industries and other stakeholders, to strengthen support for learner development, as well as school and community improvement
	
	
	
	



PART II – Professional Well-Being of Public-School Teachers
Instructions: For every given statement, indicate how often you demonstrate the following Professional well-being of public-school teachers. Please refer to the 4-point Likert Scale below:
Source of Items: Beigi, M., Shirmohammadi, M., & Stewart, J. (2018). Flexible work arrangements and work–family conflict: A Meta synthesis of qualitative studies among academics. Human Resource Development Review, 17(3), 314-336. 

4 – Strongly Agree (SA)
3 – Agree (A)
2 – Disagree (D)
1 – Strongly Disagree (SD)

	A. Perspective

	As a teacher, I…..
	4
	3
	2
	1

	1. feel energized and look forward to my workday. 
	
	
	
	

	2. manage the emotional demand of the classroom effectively and often feel calm.
	
	
	
	

	3. feel a strong sense of purpose and enjoyment in my interactions with students, families, and school colleagues.
	
	
	
	

	4. feel supported and capable when adapting to new curriculum, policies or administrative changes.
	
	
	
	

	5. clearly prioritizes the well-being and needs of students and their families.
	
	
	
	



	B.  Self-management

	As a teacher, I…..
	4
	3
	2
	1

	1.consistently allocate time during the workday specifically
	
	
	
	

	2.take regular meaningful breaks that allow me to rest and recharge during the school day.
	
	
	
	

	3.adequately equipped and organized to support my physical and mental comfort.
	
	
	
	

	4.consistenly maintain a clear boundary between my work life and limiting work communication outside of contract hours.
	
	
	
	




	 C. Supports

	As a teacher, I…..
	4
	3
	2
	1

	1. have clear policies and procedures that support my work.
	
	
	
	

	2. am helpful and debriefing available.
	
	
	
	

	3. have the tools and resources to do a good job.
	
	
	
	

	4. laugh and having fun at work.
	
	
	
	

	5. have personal and social supports.
	
	
	
	



	D. Meaningfulness

	As a teacher, I…..
	4
	3
	2
	1

	1.am feeling safe (physically, culturally and psychologically).
	
	
	
	

	2. work that fits in well with lifestyle.
	
	
	
	

	 3.am being myself at work. 
	
	
	
	

	4.have energy for work.
	
	
	
	

	5. have values that are aligned with the organization and the profession
	
	
	
	



	E.  Self-Care

	As a teacher, I…..
	4
	3
	2
	1

	1. am taking time at work to talk with co-workers
	
	
	
	

	2. work that meets my needs
	
	
	
	

	3. have regular breaks from work, including a longer one annually.
	
	
	
	

	4. am being fit and healthy
	
	
	
	

	5. am earning sufficient money for my needs
	
	
	
	

	
	
	
	
	




	F. Practice Competence

	As a teacher, I…..
	4
	3
	2
	1

	1. am being clear about my role and responsibilities. 
	
	
	
	

	2. am achieving planned outcomes with those I work with. 
	
	
	
	

	3. am contributing to prevention, social justice and social change.
	
	
	
	

	4. am working professionally, ethically.
	
	
	
	

	5. am being accountable professionally.
	
	
	
	



	G. Professional Development

	As a teacher, I…..
	4
	3
	2
	1

	1. am getting regular helpful supervision.  
	
	
	
	

	2. am having regular opportunities for learning and development.  

	
	
	
	

	3. am being professionally connected.  
	
	
	
	

	4. am getting regular constructive feedback.  
	
	
	
	

	5. am having goals or direction for my career.  
	
	
	
	



PART III – Level of Teachers’ Perception on the Factors of Engagement  
Instructions: For every given statement, indicate how often you demonstrate the following Professional well-being of public-school teachers. Please refer to the 4-point Likert Scale below:
Source of Items: Schaufeli, William B., and Arthur B. Bakker. 2004. “Job demands, job resources, and their relationship with burnout and engagement: a multi-sample study.” Journal organizational behavior, Vol. 25, 293-315. 
4 – Strongly Agree
3 - Agree
2 - Disagree
1 – Strongly Disagree


	A. Shared Values

	As a teacher, I…..
	4
	3
	2
	1

	1. meet the needs of students is one of our school’s top priorities.
	
	
	
	

	2. am courteous when working with others (parents, students and colleagues).
	
	
	
	

	3. expects all teachers to share ideas to improve performance. 

	
	
	
	

	4. feel comfortable sharing ideas and opinions with my principal and my colleagues.
	
	
	
	

	5. am motivated to contribute more than what is expected of me.
	
	
	
	

	6. am passionate towards duties and work assignments are developed.
	
	
	
	



	B. Leadership

	As a teacher, I…..
	4
	3
	2
	1

	1. observe that the school principal’s behavior consistent with their policies 
	
	
	
	

	2.  believe the school principal makes good decisions most of the time.
	
	
	
	

	3. see that my  principal demonstrates strong management skills.
	
	
	
	

	4. feel I can rely on my principal for support when to addressing problems or issues.
	
	
	
	

	5. enjoy the professional relationship I have with my principal.
	
	
	
	

	6.  trust my principal to make decisions that are in the best interest of the students. 
	
	
	
	

	7.perceive that my principal maintains high expectations for all teachers.
	
	
	
	



	C. Communication

	As a teacher, I…..
	4
	3
	2
	1

	1. believe I can contribute in decision making in our school. 

	
	
	
	

	2. can effectively communicate to my co-teachers on important issues that affect me or the school. 

	
	
	
	

	3. find that my principal is willing to listen to new ideas.
	
	
	
	

	4. feel the principal clearly explains the reasons behind decisions on key issues.
	
	
	
	

	5. observe that the principal actively seeks suggestions from the teachers regarding decisions that affect them.
	
	
	
	

	6. receive clear direction and expectations of my job performance form the principal.
	
	
	
	

	7.attend meetings held by the principal to disseminate information and to address important issues regularly.
	
	
	
	



	D. Recognition

	As a teacher, I…..
	4
	3
	2
	1

	1. am appreciated for the extra time and effort I spent in co-curricular activities.
	
	
	
	

	2. receive recognition for my active participation in extra-curricular activities.
	
	
	
	

	3. receive constructive feedback from my principal to help improve my work performance.
	
	
	
	

	4. view negative feedback as a challenge to improve my professional performance
	
	
	
	

	5. see that the  school recognizes teachers for their high  quality work and accomplishments.
	
	
	
	

	6. am encouraged and expected to give feedback to improve our school.
	
	
	
	



	E. Work Environment

	As a teacher I…..
	4
	3
	2
	1

	1. believe work is distributed fairly in our school. 

	
	
	
	

	2. work in an environment where there is mutual respect among all teachers, staff, and administrators. 

	
	
	
	

	3. observes that my principal implements policies fairly in our school.
	
	
	
	

	4. am allowed by my principal to make decisions about how to do my work.
	
	
	
	

	5. feel my principal creates a professional work environment.
	
	
	
	

	6. am encouraged by my principal to collaborate with other teachers and staff.
	
	
	
	

	7.experience professional jealousy and factions in school.  
	
	
	
	



	F. Career growth and training opportunities

	As a teacher I…..
	4
	3
	2
	1

	1. find the training offered by our school helps me to be effective in my job.
	
	
	
	

	2. receive opportunities and support for my professional growth and improvement.
	
	
	
	

	3. believe the  LAC sessions and conferences are effective in my professional development.  
	
	
	
	

	4.see that there are leadership opportunities for me in our school.
	
	
	
	

	5. feel the school encourages continued education and professional growth.
	
	
	
	

	6. agree that my work experience in our school has improved my teaching performance.
	
	
	
	

	7.benefit from summer team building activities and semestral in-service trainings for my professional growth.
	
	
	
	











	

