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ABSTRACT

This study investigated the relationship between the organizational health of schools and teacher
performance in selected public elementary schools in Valenzuela City for the School Year 2025-2026.
Utilizing a descriptive-correlational research design, data were collected from 175 respondents, including 8
principals, 42 master teachers, and 125 teachers. Results indicated that organizational health is “Very
Evident” across all dimensions, while teacher performance consistently reached the “Always” level in areas
such as subject mastery and instructional delivery.

Statistical analysis revealed no significant difference in organizational health perceptions based on school
size, suggesting standardized policy implementation across the division. Importantly, a significant positive
relationship was established between organizational health and teacher performance, confirming that a
healthy school environment—characterized by institutional integrity and supportive leadership—is
associated with higher instructional effectiveness. While challenges like insufficient resources and heavy
workloads were identified as slightly evident, the schools demonstrated high resilience.

The study culminated in the development of a School Organizational Health Sustainability Framework
designed to institutionalize best practices in leadership, resource management, and professional
collaboration to ensure long-term educational excellence.

Keywords: Organizational Health, Teacher Performance, Valenzuela City Public Schools
INTRODUCTION

This chapter presents the introduction, review of related literature and studies, theoretical framework,
conceptual framework, statement of the problem and hypotheses, significance of the study, scope and
delimitation, and definition of terms used in the study.

In an era marked by rapid change, increasing complexity, and persistent challenges in education,
organizational health has emerged as a critical factor in determining the effectiveness and sustainability of
schools. Organizational health refers not only to the visible structures and systems within an institution but
also to the underlying capacity of the organization to function efficiently, adapt to change, and sustain
growth over time. A healthy organization is characterized as durable, resilient, and capable of maintaining
high levels of performance despite external and internal pressures.

Organizational health is defined as the ability of an organization to align its members around a shared vision,
respond effectively to change, and build resilience necessary to achieve its goals (Feder, 2024; Susinowitz,
2023). The concept was first introduced in the educational context by Matthew Miles in 1965, who
emphasized that successful school improvement efforts must focus on strengthening the internal health of
the organization (Hernandez & Zamora, 2018).
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In the school setting, organizational health operates across three levels of influence: technical, managerial,
and institutional. The technical level focuses on the teaching—learning process; the managerial level involves
administrative and leadership functions; and the institutional level reflects the school’s relationship with its
external environment (Raharja et al., 2025). When these levels function harmoniously, schools are better
positioned to achieve both their instrumental goals (student learning outcomes) and expressive goals (values
formation and positive school culture) (Mehta et al., 2013).

However, despite its importance, many schools continue to experience issues that indicate weak
organizational health. These include poor communication between administrators and teachers, lack of
instructional support, unclear policies, low staff morale, and insufficient professional development
opportunities. Such conditions often lead to teacher burnout, low motivation, and decreased teaching
effectiveness.

Studies have shown that schools with strong organizational health foster higher levels of teacher well-being,
engagement, and optimism (Laranjeira & Querido, 2020; Avalos-Gonzales & Reyes, 2022; Skaalvik, 2020).
Conversely, poor organizational conditions contribute to dissatisfaction, absenteeism, and high turnover
rates among teachers (Toropova, 2021). These issues ultimately affect teaching performance, which
encompasses a teacher’s ability to effectively plan instruction, demonstrate content mastery, apply
appropriate teaching strategies, manage the classroom, and assess student learning (Dela Rosa & Vargas,
2021).

Recent local studies further highlight persistent challenges affecting organizational health. For instance,
Dilangalen et al. (2025) identified workload, inadequate compensation, limited resources, and weak
administrative support as major factors contributing to teacher dissatisfaction in public schools. These
challenges reflect systemic issues that weaken organizational health and hinder the delivery of quality
education.

Background of the Study

The effectiveness of any educational institution is largely influenced by the health of its organization and the
performance of its teachers. A school with strong organizational health fosters a supportive and
collaborative environment where teachers are motivated, productive, and committed to achieving
educational goals. This includes clear leadership direction, open communication, high morale, and efficient
management of resources.

In the context of the Philippine education system, improving organizational health is closely aligned with the
thrusts of the Department of Education (DepEd), particularly in enhancing instructional quality and
promoting teacher efficiency. Instructional quality depends heavily on the conditions in which teachers
operate, while teacher efficiency is influenced by the level of organizational support, leadership
effectiveness, and availability of resources. Thus, strengthening organizational health is essential in
achieving DepEd’s goal of delivering quality, accessible, and relevant education.

Despite ongoing reforms and initiatives, several real-world challenges continue to affect public schools.
Teachers often experience heavy workloads, limited instructional materials, insufficient professional
development opportunities, and inconsistent administrative support. These issues contribute to declining
motivation and reduced teaching performance. Moreover, global and national assessments, such as the
Philippines’ performance in international large-scale assessments, have highlighted concerns regarding
student achievement, which may be linked to underlying organizational issues within schools.

Teacher demotivation has become a growing concern, as reflected in declining performance indicators,
increased stress levels, and reduced job satisfaction. When teachers feel unsupported and overburdened,
their ability to deliver high-quality instruction is compromised. This situation not only affects individual
teacher performance but also undermines the overall effectiveness of the school.

While numerous studies have examined teacher performance and job satisfaction, there remains a significant
research gap in exploring organizational health as a central factor influencing teaching performance,
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particularly within the local public school context. Much of the existing research focuses on isolated
variables such as leadership, workload, or compensation, without fully examining how these factors interact
within the broader framework of organizational health.

This gap suggests that organizational health remains an underexplored yet critical construct in understanding
school effectiveness. Despite improvements in policies and programs, there is limited empirical evidence
that comprehensively examines how organizational health influences teachers’ performance in public
schools.

Hence, this study aims to address this gap by investigating the relationship between organizational health
and teaching performance. By doing so, the study seeks to provide valuable insights that can guide school
leaders, policymakers, and stakeholders in developing strategies to strengthen organizational health, improve
teacher efficiency, and ultimately enhance instructional quality in schools.

Review of Related Literature

This section reviews related literature and empirical studies on organizational health in schools, its key
components, and its relationship with teacher performance. It also examines relevant challenges,
demographic influences, and recent studies. The review is organized into three sections: (1) Organizational
Health in Schools and Its Components; (2) Teacher Performance and Its Dimensions; and (3) Empirical
Studies on Organizational Health and Related Variables.

Organizational Health in Schools and Its Components

Organizational health in educational institutions refers to the school’s capacity to function effectively, adapt
to internal and external changes, and sustain a positive and productive work environment that supports
teaching and learning. It encompasses structural, relational, and cultural dimensions that collectively
influence the overall functioning of the school (Feder, 2024; Susinowitz, 2023).

Recent scholarly works emphasize that organizational health extends beyond operational efficiency,
highlighting its role in fostering teacher well-being, collaboration, and institutional resilience (Borralho et
al., 2025; Raharja et al., 2025). In the educational context, a healthy organization is one in which leadership
practices, interpersonal relationships, and academic priorities are aligned toward the achievement of shared
goals.

Consistent with the Organizational Health Inventory for Elementary Schools (OHI-E), this study adopts five
core dimensions of organizational health: institutional integrity, collegial leadership, resource influence,
teacher affiliation, and academic emphasis.

Institutional Integrity

Institutional integrity refers to the school’s ability to maintain its core educational mission and values
despite external pressures and demands. It involves adherence to ethical standards, transparency in decision-
making, and accountability in governance (Paclit et al., 2022; Raharja et al., 2025).

In recent educational research, institutional integrity is viewed as a critical determinant of stakeholder trust
and organizational credibility. Schools that demonstrate strong institutional integrity are better able to resist
undue influence from external groups, such as political entities or community pressures, thereby ensuring
that decisions remain aligned with educational objectives (Camp et al., 2024).

However, empirical studies have revealed that institutional integrity remains a challenge in many public
schools, where administrators often face competing demands from parents, local officials, and other
stakeholders (Lopez, 2024). These pressures may compromise decision-making processes and weaken
organizational stability.
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Collegial Leadership

Collegial leadership is characterized by participative decision-making, shared responsibility, and
collaborative relationships between school leaders and teachers. It emphasizes mutual respect, trust, and
open communication within the organization (Zulkifly et al., 2023; Mooney et al., 2022). Contemporary
studies highlight that collegial leadership significantly contributes to teacher empowerment, job satisfaction,
and organizational commitment. When teachers are actively involved in decision-making processes, they are
more likely to demonstrate higher levels of engagement and accountability (Roudini, 2025).

Moreover, collegial leadership fosters a culture of inclusivity and shared vision, which is essential in
promoting organizational coherence and improving school performance. Conversely, authoritarian
leadership styles have been associated with low morale and reduced teacher motivation (Mania, 2021).

Resource Influence

Resource influence pertains to the ability of school leadership to secure, allocate, and manage resources
effectively to support instructional processes. These resources include financial support, teaching materials,
infrastructure, and human capital (EImi & Mugwe, 2024). Recent studies in the Philippine context reveal
that inadequate resources remain a persistent barrier to achieving organizational health. Issues such as
insufficient instructional materials, overcrowded classrooms, and limited access to technology hinder
effective teaching and learning (Dilangalen et al., 2025).

Effective resource influence, therefore, is essential in ensuring that teachers are equipped with the necessary
tools to perform their duties efficiently. School leaders who demonstrate strong resource management
capabilities contribute significantly to improved instructional quality and teacher performance.

Teacher Affiliation

Teacher affiliation refers to the degree of collaboration, trust, and professional interaction among teachers
within the school. It reflects the strength of collegial relationships and the presence of a supportive
professional community (Garcia-Martinez et al., 2021). Recent literature underscores the importance of
teacher affiliation in promoting professional learning communities (PLCs), where teachers engage in
collaborative planning, peer observation, and reflective practices (Wijarwadi et al., 2025). Such
collaborative environments enhance instructional practices and contribute to continuous professional
growth.

However, the absence of strong teacher affiliation may lead to professional isolation, reduced morale, and
limited sharing of best practices. Thus, fostering positive interpersonal relationships among teachers is a key
element of organizational health.

Academic Emphasis

Academic emphasis refers to the extent to which a school prioritizes academic excellence and maintains
high expectations for student achievement. It involves clarity of goals, focus on instructional tasks, and a
culture that values learning (Anderson, 2024).

Empirical studies indicate that schools with strong academic emphasis tend to achieve better student
outcomes, as teachers and students are aligned toward clear academic goals (Zaw et al., 2021). Academic
emphasis also reinforces accountability and encourages teachers to maintain high standards of instruction.
Nevertheless, maintaining academic emphasis can be challenging in contexts where teachers face heavy
workloads and limited support. Balancing academic expectations with available resources remains a critical
issue in many public schools.

Teacher Performance and Its Dimensions

Teacher performance is a multifaceted construct that encompasses the competencies, behaviors, and
practices of teachers that contribute to student learning and educational outcomes. It is commonly assessed
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through several key dimensions:
Mastery of Subject Matter

Mastery of subject matter refers to the depth and breadth of teachers’ knowledge in their respective
disciplines. Teachers with strong content knowledge are better able to deliver accurate and meaningful
instruction, address misconceptions, and facilitate higher-order thinking (Dela Rosa & Vargas, 2021).

Instructional Delivery

Instructional delivery involves the strategies and methods used by teachers to facilitate learning. Effective
instructional delivery includes clarity of explanation, use of diverse teaching approaches, and active
engagement of learners. Recent studies highlight the importance of learner-centered and differentiated
instruction in improving student achievement and engagement (Avalos-Gonzales & Reyes, 2022).

Classroom Management

Classroom management refers to the ability of teachers to create and maintain an environment conducive to
learning. It includes managing student behavior, organizing classroom activities, and ensuring discipline.
Research suggests that effective classroom management is influenced by both teacher competence and
organizational support systems (Toropova, 2021).

Assessment and Feedback

Assessment and feedback involve evaluating student performance and providing constructive feedback to
enhance learning. Effective assessment practices enable teachers to monitor progress and adjust instruction
accordingly. Studies indicate that timely and meaningful feedback significantly improves student learning
outcomes and motivation (Brata, 2025).

Professional Development

Professional development refers to ongoing opportunities for teachers to enhance their knowledge, skills,
and competencies. It includes training programs, workshops, and collaborative learning experiences. Recent
research emphasizes that continuous professional development is essential for maintaining high levels of
teacher performance and adapting to educational reforms (Dilangalen et al., 2025).

Empirical Studies on Organizational Health and Related Variables
Organizational Health and Teacher Outcomes

Numerous studies have established a significant relationship between organizational health and teacher-
related outcomes. Crosby (2022) found a strong positive correlation between organizational health and job
satisfaction among faculty members. Similarly, Borralho et al. (2025) reported that organizational health is
positively associated with teacher well-being and negatively associated with stress and burnout.

These findings suggest that a healthy organizational environment plays a crucial role in enhancing teacher
motivation, engagement, and overall performance.

Organizational Health and School Effectiveness

Organizational health has also been linked to broader school outcomes, including student achievement and
social development. Hernandez and Zamora (2018) found that schools with higher levels of organizational
health demonstrated improved student performance. Furthermore, Aziz and Rashid (2024) reported a
significant positive relationship between organizational health and students’ social development,
highlighting its impact on both academic and non-academic outcomes.
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Long-Term Maintenance of Organizational Health

Recent developments in educational management emphasize that achieving organizational health is only the
first step; the greater challenge lies in sustainability. According to Feder (2024), sustainable organizational
health requires institutionalizing practices that allow the school to remain resilient against fluctuating
external pressures and internal staff turnover. This shift from ‘enhancement’ to 'sustainability’ ensures that
high-performing schools, such as those in urban divisions, maintain their ‘technical core' efficiency over
several school years

Challenges in Organizational Health

Despite its recognized importance, several challenges hinder the development of organizational health in
schools. These include excessive workload, inadequate resources, limited administrative support, and
ineffective communication systems. Such challenges contribute to teacher dissatisfaction, decreased
motivation, and reduced teaching effectiveness (Dilangalen et al., 2025). Addressing these issues is essential
for improving organizational health and achieving educational goals.

Demographic Variables and Organizational Health

Demographic variables such as age, gender, educational attainment, and length of service have been found
to influence perceptions of organizational health. Studies suggest that experienced teachers tend to exhibit
higher organizational commitment and adaptability, while differences in gender and age may affect
workplace interactions and experiences (Shahraki-Sanavi et al., 2025; Son Hing et al., 2023). Understanding
these demographic influences is important in designing targeted interventions to improve organizational
health across diverse teacher populations.

Synthesis

The reviewed literature establishes organizational health as a multidimensional construct essential for
institutional resilience. While dimensions like collegial leadership and academic emphasis are well-
documented, there is a lack of localized evidence on how these factors collectively sustain teacher
performance in highly urbanized Philippine divisions. Current studies often isolate variables; however, this
research synthesizes these elements through the lens of Herzberg’s Two-Factor Theory and Systems Theory
to explain the symbiotic relationship between a healthy school environment and optimal instructional output.

While existing studies have explored organizational health in relation to variables such as job satisfaction,
commitment, and student outcomes, there remains a limited body of research examining its direct
relationship with teacher performance, particularly in the context of public elementary schools in the
Philippines.

Thus, this study seeks to address this gap by investigating how organizational health influences teacher
performance. The findings are expected to contribute to the development of evidence-based strategies aimed
at improving school organizational conditions, enhancing teacher effectiveness, and ultimately promoting
quality education.

Theoretical Framework

Organizational health is viewed as the organization’s ability to adapt, survive, and grow by maintaining,
attaining, and demonstrating these three models of internal alignment, quality of execution, and capacity for
renewal. A healthy organization is able to respond effectively to both internal and external changes in the
environment. Systems theory sees organizations that are healthy as dynamic and interconnected systems
such as financial performance, management processes, and human factors. It suggests a holistic approach in
achieving the desired healthy state. Simply put, key theoretical underpinnings view a health organization as
a social system which exercises its core functions like adaptation to change, goal attainment and relationship
teachers’ well-being and overall school performance and sustainability.
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This study is anchored on the premise that organizational health significantly influences teachers’
performance through the interaction of structural, relational, and motivational factors within the school
environment. The framework integrates Systems Theory, the Organizational Health Theory (Hoy &
Hannum; OHI Model), and Herzberg’s Two-Factor Theory, providing a multidimensional explanation of
how school conditions affect teacher outcomes. The theoretical frameworks of organizational health are
focused on three aspects: Organizational Health Index (OHI), Miller's Definition, and Hoy and Hannum’s
Framework. OHI assesses organization's health through three dimensions such as internal alignment
(cohesion and clarity), quality of execution (efficiency and effectiveness), and capacity for renewal
(adaptation and innovation).

Miller’s definition conceptualizes organizational health as the ability of the school organization not only to
survive but also evolve or grow and adapt in a changing environment. Hoy and Hannum's framework
concentrate on the ability of the organization to exercise its basic functions of a social system such as
adaptation, attainment of goals, integration, and response to pressure.

Collegial
Leadership

Institutional
Integrity

Organizational
Health of
School

Academic
Emphasis

Resource
Influence

Teacher
Affiliation

Figure 1. The Interconnectedness of the Components of Organizational Health of School

The present study subscribes to the theory that organizational health is the ability of an organization to adapt,
survive, and evolve amidst various challenges and difficulties under five interlinking dimensions also called
components which are as follows: (1) institutional integrity, (2) collegial leadership, (3) teacher affiliation,
(4) resource influence, and (5) academic emphasis (Mania 2021).

In this study, the term organization is used to refer to a school operating in the community under the
leadership of school principal and master teachers which here after is referred to as school leaders who
guide, motivate, and exert their influence to teachers, students and non-teaching staff to pursue the
attainment of the school’s vision, mission, goals and objectives towards the delivery of quality basic
education.

Institutional integrity is the school's ability to cope and withstand difficulties and uncertainties obtained in
the environment and at the same time maintain its educational integrity by becoming immune from narrow,
vested interests of certain community groups such as broadcast, printed, and social media.

Collegial leadership refers to the collective behavior of school principal and master teachers characterized
by friendliness, support, openness, and collaboration setting high performance expectations from teachers
and students.

Resource influence describes the school leader’s ability to affect the action of superiors i.e. supervisors and
schools’ division superintendent to benefit teachers and students in terms of adequate classroom supplies
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and instructional materials acquisition. Teacher affiliation refers to cohesiveness, a collective sense of
friendliness, openness, partnership, enthusiasm, trust and collaboration among fellow teachers.

Academic emphasis refers to the school's concern on high academic achievement of both the school and the
students through the provision of favorable learning environment (Zaw et al., 2021). The goal of the school
is to perform with excellence in various national and international tests such as those in the National
Achievement Test and PISA (Programme for International Student Assessment), a worldwide study by the
Organization for Economic Cooperation and Development (OECD) of 15-year-old students' performance in
reading, mathematics and science literacy.

Hygiene Factors Motivation Factors
Job Dissatisfaction Job Satisfaction
Policies Achievement
Relationship with Peers Recognition
Physical Workplace Advancement
Working Conditions Work Itself
Salary ) Responsibility
Job Security Growth Opportunities
Status
Supervision

Figure 2. Herzberg’s Motivation — Hygiene Theory

Herzberg's two factor theory also known as Herzberg's motivation- hygiene theory proposes that job
satisfaction is brought about motivation factors, such as achievement, recognition, advancement, work itself,
responsibility, and growth opportunities. On the other hand, job dissatisfaction is influenced by hygiene
factors, such as policies, relationships with peers, physical workplace, working conditions, salary, job
security, status, and supervision (Nickerson, 2025) According to this theory, both motivation and hygiene
factors are necessary to create a productive work environment.

Improving motivation increases job satisfaction of employees. Improving the hygiene factors decreases job
dissatisfaction. Job dissatisfaction is the state where an employee does not feel content in their job. Too
dissatisfaction. Employees have expectations of what their job should be like. When these expectations are
not met, it brings feelings of disappointment, bitterness, and lack of interest, leading to job dissatisfaction
(Nickerson, 2025).

Job satisfaction, on the other hand, is defined as the level of contentment experienced by employees in their
work roles, which significantly influences their performance and efficiency It is influenced by motivation
factors, such as achievement, recognition, advancement, responsibility, and growth opportunities. These
motivators or motivation factors are also called satisfiers while hygiene factors are known as dissatisfiers.
Dissatisfiers are aspects of a job that, when absent, can lead to employee dissatisfaction, but do not
necessarily motivate employees when present (Nickerson, 2025).

Improving dissatisfiers, such as providing better working conditions or increasing salary can help reduce
employee turnover and absenteeism but will not necessarily lead to higher levels of employee motivation
and engagement.
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Focusing on improving dissatisfiers alone is not enough to enhance employee motivation, and performance,
organizations must also address motivation factors, such as opportunities for growth and meaningful work
(Sa'adan et. al., 2023).

Meanwhile, satisfiers are factors that contribute to job satisfaction and motivation. These are intrinsic
elements of the job itself that fulfil an employee's higher level needs and lead to positive feelings about
work. They are intrinsic factors within the job itself, such as achievement, recognition, the work itself,
responsibility, advancement, and growth opportunities. Satisfiers are associated with long-term positive
effects on employee attitudes and performance. Providing opportunities for satisfiers, such as autonomy,
skill development, and meaningful work can contribute to greater employee engagement and retention
(Misner, 2025).

Conceptual Framework

The present study adopts the conceptual framework of Zaw et al. (2021), which views organizational health
as operating across three interrelated levels: technical, managerial, and institutional. The technical level
focuses on the teaching-learning process, the managerial level on internal administration, and the
institutional level on safeguarding the school from external pressures. Together, these levels enable the
school to function effectively, address challenges, and achieve its vision and mission.

This study is guided by the Input—Process—Output (IPO) research paradigm, as shown below.

Health

Institutional Integrity

Drawing out findings
from the study

+ Collegial Leadership
+ Resource Influence . .
+ Teacher Affiliation Making conclusions
+ Academic Emphasis .
Makin
C. Level of Teacher 'Ng .
recommendations
Performance

INPUT PROCESS OUTPUT
f' :e:pmdems Profile Administration of *+ Organizational Health
g Questionnaire Enhancement Guide for
+ Gender
. . . DepEd Elementary
+ Position Designation .
«  Highest Educational Analysis of Collected Schools
gn Data using Statistical
Attainment Treatment
+* Number of Years in
Service .
+ Size of School Assigned rsz{pzrzéatmn of Data
B. Level of Organizational ¥

Figure 3. Conceptual Framework of the Study

The Input — Process - Output paradigm is a conceptual framework that breaks down a research study in
three basic components: Inputs (data or variables fed into the Process (actions performed in the Inputs), and
Output (result or outcome produced by the system).

The Inputs of the present study include the respondents’ demographic profile. (age, sex, position title,
highest educational attainment and number of years in the service), level of organizational health of school
in terms of (1) institutional integrity, (2) collegial leadership, (3) resource influence, (4) teacher affiliation,
and (5) academic emphasis, and level of teacher performance in terms of (1) Mastery of Subject Matter,
(2) Instructional Delivery, (3) Classroom Management, (4) Student Assessment and Feedback, and (5)
Professional Development.
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The Process of the present study Involves the following activities: (1) administration of survey
guestionnaires on the sampled respondents, (2) analysis of the data collected utilizing appropriate statistical
tools such as weighted mean, standard deviation, One - Way ANOVA (Analysis of Variance), and Pearson -
Product Moment Correlation or simply Pearson r. (3) interpretation of data analyzed, and (4) drawing out
findings from the study, (5) making conclusions, and (6) making necessary recommendations.

The output of the present study is a proposed School Organizational Health Sustainability Framework for
the sampled schools, based on the study’s findings and recommendations. The results of the Organizational
Health Inventory for Elementary Schools will identify key areas for improvement to further strengthen and
enhance the level of organizational health in schools.

The review of related local studies yielded the absence of such study that aims to determine the level of
organizational health of schools and its relationship with the level of teacher performance. Hence, the need
to undertake this study is imperative.

Statement of the Problem

This study aims to determine the relationship between the level of organizational health of schools and the
level of teacher performance in selected public elementary schools in the Division of Valenzuela City in the
School Year 2025-2026. Specifically, it seeks to answer the following questions:

1. What is the demographic profile of the respondents in terms of:
1.1 Age,
1.2 Gender,
1.3 Position Designation,
1.4 Highest Educational Attainment,
1.5 Number of Years in the Service, and
1.6 Size of School Assigned?
2. What is the level of organizational health of the schools in terms of:
2.1 Institutional Integrity,
2.2 Collegial Leadership,
2.3 Resource Influence,
2.4 Teacher Affiliation, and
2.5 Academic Emphasis?
3. What is the level of teachers’ performance in terms of:
3.1 Mastery of Subject Matter,
3.2 Instructional Delivery,
3.3 Classroom Management,
3.4 Student Assessment and Feedback, and

3.5 Professional Development?
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4. Is there a significant difference in the level of organizational health of schools when respondents
are grouped according to the size of school assigned?

5. Is there a significant relationship between the levels of organizational health of schools and the
level of teacher performance?

6. What challenges are encountered by the respondents in promoting organizational health in
schools?

7. Based on the results of the study, what School Organizational Health Sustainability Framework
may be developed?

Hypotheses

H,1: There is no significant difference in the level of organizational health of schools when respondents
are grouped according to the size of school assigned.

H,2: There is no significant relationship between the level of organizational health of schools and the level
of teacher performance.

Significance of the Study

The findings of this study are expected to provide meaningful contributions to various stakeholders in
education, particularly in strengthening organizational health and improving teacher performance in public
elementary schools.

DepEd Schools Division Office of Valenzuela. This study will provide empirical evidence that may guide
the Schools Division Office in strengthening its Continuous Improvement (CI) processes, particularly in
designing and implementing data-driven interventions to enhance organizational health in schools. It may
also serve as a basis for developing teacher welfare programs, leadership development initiatives, and
policies that promote supportive school environments.

School Leaders. This study will help school leaders enhance their understanding and practice of collegial
leadership, resource management, and organizational support systems. The findings may serve as a guide in
strengthening school-based management practices that foster a healthy organizational climate aligned with
the school’s vision, mission, and goals.

Teachers. This study will benefit teachers by increasing their awareness of how their instructional practices,
professional engagement, and collaboration contribute to the overall organizational health of the school. It
will also encourage reflective practice that may lead to improved teaching performance and professional
growth.

Learners. This study will indirectly benefit learners by promoting a more effective and supportive school
environment. A healthier organizational climate is expected to enhance instructional quality, academic
emphasis, and teacher effectiveness, which may contribute to improved learning outcomes and academic
achievement.

Local Government Units (LGU). This study will serve as a reference for Local Government Units in
providing targeted support to public schools. It may guide LGUs in extending financial assistance,
improving school facilities, and supporting programs that enhance teacher welfare and instructional
resources, thereby strengthening school organizational health.

Community. This study will strengthen school-community partnerships by highlighting the importance of
shared responsibility in supporting education. Active community involvement may contribute to improved
school climate, better teacher morale, and enhanced learning support for students.
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Government Stakeholders / DepEd Officials. This study will provide additional insights for policymakers
and education officials in designing seminars, workshops, and capacity-building programs aimed at
improving organizational health across schools. It may also serve as a basis for strengthening policies related
to leadership development, teacher support systems, and school effectiveness.

Future Researchers. This study will serve as a valuable reference for future researchers who wish to
explore organizational health, teacher performance, and related variables. It may also provide baseline data
and methodological guidance for similar studies in different educational contexts.

Scope and Delimitation

This study dealt with two important concerns in education: organizational health and teacher performance. It
involved school leaders and teachers in selected public elementary schools in the Schools Division of
Valenzuela City during the School Year 2025-2026.

The study employed a quantitative descriptive research design using two survey questionnaires to measure the
level of organizational health of schools and teacher performance. Organizational health was measured using
five components, namely: institutional integrity, collegial leadership, resource influence, teacher affiliation,
and academic emphasis. Teacher performance included the following dimensions: mastery of subject matter,
instructional delivery, classroom management, student assessment and feedback, and professional
development.

The study was limited to the administration of two survey questionnaires for data collection, which were
purely quantitative in nature. Other data collection techniques such as interviews and documentary analysis
were not undertaken.

Definition of Terms

The terms used in this study are conceptually or operationally defined below for better understanding of this
research project.

Academic Emphasis. This term refers to one of components of organizational health which describes the
school's utmost focus and concern for high academic achievement of students who study hard, collaborate
with other learners, and respect other students who obtain good grades. (looti, 2025) (Raharja et al., 2025)

Classroom Management. This term refers to one of the components of teacher performance which includes
organizing productive learning environment, establishing clear rules, procedures, and expectations, fostering
positive teacher - student relationships, and utilizing strategies to reduce disruptions and maximize learning
engagement. (Sales et al., 2021)

Collegial Leadership. This term refers to one of the five components of organizational health wherein the
behavior of the school principal is friendly, supportive, open, and guided by norms of equality. (looti, 2025)
(Raharja et al., 2025)

Hygiene Factors. This term refers to those elements that contribute to the maintenance of the school
organization such as policies, relationship with peers, physical workplace, working conditions, salary, job
security, status, and supervision (Nickerson, 2025).

Institutional Integrity. This term refers to one of the five components of organizational health wherein the
school protects its teachers and non-teaching staff from unreasonable community and parental demands and
is not vulnerable to narrow vested interests of community groups. The school is able to cope adequately and
successfully with destructive outside forces. (looti, 2025) (Raharja et al., 2025)

Instructional Delivery. This term refers to one of the five components of teacher performance whose
primary goal is to ensure that teachers have the necessary knowledge and skills to differentiate
instruction and incorporate technology into lessons. (Umaha et al., 2025)
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Job Dissatisfaction. This term refers to the level of discontent of teachers in their work roles that is
influenced by poor policies, poor relationships with peers, poor physical workplace, poor working
conditions, insufficient salary, lack of job security, poor status and poor supervision of school. (Nickerson,
2025).

Job Satisfaction. This term refers to the level of contentment of teachers in their work roles that is
influenced by motivation factors such as achievement, recognition, advancement, work itself, responsibility,
and growth opportunities. (Nickerson, 2025)

Large-sized School. This term refers to a type of school category where a school is composed of 81 to 120
teachers. (DepEd Memorandum No. 43, s. 2017)

Master Teacher. This term refers to an experienced and highly competent teacher who demonstrates
advanced instructional skills, exemplary classroom practice, and leadership in teaching and learning. Master
Teachers often serve as mentors, coaches, and instructional leaders who support the professional growth of
other teachers, contribute to curriculum development, and assist in improving school-based instructional
programs and learner outcomes.

Mastery of Subject Matter. This term refers to one of the five components of teacher performance
wherein the teacher has deep understanding and command of a specific topic, allowing learners to apply
knowledge effectively in various contexts. (Bueno, 2023)

Medium-sized School. This term refers to a type of school category where a school consists of 41 to 80
teachers. (DepEd Memorandum No. 43, s. 2017)

Mega-sized School. This term refers to a type of school category where a school consists of 121 and above
teachers. (DepEd Memorandum No. 43, s. 2017)

Motivation Factors. This term refers to those elements that can contribute to higher job satisfaction and
desire to attain an optimal level of performance, such as achievement, recognition, advancement, work itself,
responsibility, and growth opportunities. (Nickerson, 2025)

Motivation - Hygiene Theory. This term refers to a concept suggesting that job satisfaction is influenced
by two factors: motivation factors and hygiene factors which are necessary to create a productive work
environment. (Nickerson, 2025)

Organizational Health. This term refers to the ability of a school to effectively cope with operational
challenges and sustain performance. It includes five components: institutional integrity, collegial leadership,
teacher affiliation, resource influence, and academic emphasis (looti, 2025; Feder, 2024; Crosby, 2022;
Susinowitz, 2023).

Professional Development. This term refers to teachers’ participation in training and learning activities
aimed at enhancing professional knowledge and skills in response to evolving educational demands
(Williams, 2024).

Resource Influence. This term refers to one of the five components of organizational health which
describes the principal's ability to affect the action of superiors for the benefit of teachers who are given
adequate classroom supplies and other instructional materials which are easily acquired. (Mania, 2021).

School Leaders. This term refers to individuals in formal administrative positions such as principals, head
teachers, and other school administrators who are responsible for providing instructional leadership,
managing school operations, implementing policies, and fostering a positive school climate that supports
both teacher performance and student learning outcomes.

Small-sized School. This term refers to a type of school category where a school is composed of 40 and
below teachers. (DepEd Memorandum No. 43, s. 2017)
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Student Assessment and Feedback. This term refers to one of the five components of teacher performance
wherein evidence of student academic performance is collected via formative and summative evaluation.
Feedback is information teachers offer in the form of supportive prompts and evaluative comments. (O’
Donovan, 2024).

Teachers. This term refers to professional educators who are responsible for planning, delivering, and
assessing instruction in the classroom. Teachers facilitate learning, manage classroom environments, support
student development, and engage in continuous professional development to improve instructional
effectiveness and learner achievement.

Teacher Affiliation. This term refers to one of the five components of organizational health wherein a
teacher has a sense of friendliness and strong relationship with the school. Teachers feel good about each
other and at the same time have a sense of accomplishment from their jobs. They are committed to both their
students and their colleagues. They find ways to accommodate the routine, accomplishing their jobs with
enthusiasm. (Mania, 2021)

Teacher Performance. This term refers to the teacher's behavior in the process of learning from planning
learning, carrying out learning activities, and assessing learning outcomes. It involves 5 components, to wit:
mastery of subject matter, instructional delivery, classroom management, student assessment and feedback,
and professional development. (Destari, 2024)

METHODOLOGY

This chapter presents the research methodology, including the research design, locale, participants, sampling
technique, research instruments, data collection procedures, ethical considerations, and statistical tools used
for data analysis.

Research Design

The study utilized a quantitative research methodology to systematically analyze and interpret numerical
data. Specifically, it utilized a descriptive-correlational research design. The descriptive component was
used to describe the existing conditions of the variables under investigation, while the correlational
component was used to determine the degree and direction of relationship between the level of
organizational health and teacher performance (Fraenkel, Wallen, & Hyun, 2019).

The study described the respondents’ demographic profile in terms of age, gender, position designation,
highest educational attainment, number of years in service, and size of school assignment. It also examined
the level of organizational health of schools in terms of institutional integrity, collegial leadership, teacher
affiliation, resource influence, and academic emphasis, as well as the level of teacher performance in terms
of mastery of subject matter, instructional delivery, classroom management, student assessment and
feedback, and professional development.

Furthermore, the correlational analysis was used to determine whether a significant relationship existed
between organizational health and teacher performance among the selected public elementary school
teachers in the Division of Valenzuela City.

Research Locale

This study was conducted in the Schools Division Office of Valenzuela City, which comprised 42 public
elementary schools and 26 public secondary schools, including both junior high school and senior high
school institutions. The Division Office is located at Pio Valenzuela Street, Marulas, Valenzuela City, Metro
Manila.

The Schools Division of Valenzuela City served a large school population, consisting of approximately
76,947 elementary learners (Kindergarten to Grade 6), 55,520 junior high school learners (Grades 7 to 10),
and senior high school learners (Grades 11 to 12). The division is composed of 33 barangays and is situated
in a highly urbanized area in Metro Manila.
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Figure 4. Map of Valenzuela City

Geographically, Valenzuela City is bordered by Obando and Meycauayan City in Bulacan to the north,
Navotas City to the west, Malabon City to the south, and Quezon City to the east. Based on the 2020 census,
the city had a total population of 714,978, representing approximately 5.30 percent of the population of the
National Capital Region, making it one of the most populous cities in Metro Manila.

The selection of this locale was deemed appropriate for the study due to the diversity of schools, large
teacher population, and varying organizational contexts that provide a suitable setting for examining the
relationship between organizational health and teacher performance.

Sampling Procedure

This study employed a purposive sampling technigque, a non-probability sampling method where participants
were selected based on specific characteristics relevant to the study. The primary characteristics considered
were the school size and the designation of respondents, which included school principals, master teachers,
and classroom teachers.

To ensure adequate representation and improve the validity of the findings, the study adopted a census
approach for all available school leaders (principals and master teachers). In addition, 125 classroom
teachers were selected as respondents from the identified public elementary schools in the Schools Division
of Valenzuela City. Proportionate sampling was applied among teacher respondents across different school
categories to ensure balanced representation.

The schools were categorized according to size based on the number of teachers: mega schools (121 teachers
and above), large schools (81-120 teachers), medium schools (41-80 teachers), and small schools (40 and
below). Respondents were drawn from these categories to ensure representation across different school
sizes.

This approach is consistent with Creswell and Creswell (2018), who emphasized the importance of
appropriate sampling strategies, including census and proportionate sampling, to strengthen validity and
reliability in quantitative research designs.

Participants of the Study

The participants of the study were selected through a combination of purposive sampling and proportionate
stratified random sampling. The study involved eight (8) public elementary schools in the Schools Division
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of Valenzuela City, categorized according to school size: Mega (121 teachers and above), Large (81-120
teachers), Medium (41-80 teachers), and Small (40 teachers and below).

From the identified schools, all eight (8) school principals were included in the study. In addition, master
teachers and regular teachers were selected proportionately across schools to ensure fair representation of
each school size category. A total of forty-two (42) master teachers and one hundred twenty-five (125)
teachers were selected as respondents.

The selection of master teachers and teachers was done using a fishbowl technique. Separate boxes were
prepared for master teachers and teachers. Each box contained rolled paper slips with the names of qualified
participants per school.

The boxes were thoroughly mixed, and draws were conducted until the required number of participants per
category and per school was completed.

The final distribution of respondents is presented below:

School Size Name of School Principal |Master Teachers
Teachers |(Proportionate)

Mega (121+) Malinta Elementary School (168) 1 9 30

Mega (121+) Silvestre Lazaro Elementary School (122) |1 7 22

Large (81-120) |Gen. T. De Leon Elementary School (120) |1 8 22

Large (81-120) |Canumay West Elementary School (86) 1 6 15

Medium (41-80) |Caruhatan East Elementary School (65) 1 4 12

Medium (41-80) |Andres Fernando Elementary School (63) |1 4 11

Small (40 below) |Caruhatan West Elementary School (38) |1 3 7

Small (40 below) |Coloong Elementary School (32) 1 1 6

Total 8 42 125

Research Instrument

The present study utilized three sets of survey questionnaires to collect the necessary data, namely: Set A —
Survey Questionnaire on the Demographic Profile of the Participants, Set B — Survey Questionnaire on the
Level of Organizational Health of the School, and Set C — Survey Questionnaire on Teacher Performance.
These instruments were used to gather relevant information from school leaders and teachers regarding
school organizational health and teacher performance in public elementary schools in the Schools Division
of Valenzuela City.

Set A — Demographic Profile of the Participants

Set A was designed to gather the demographic characteristics of the respondents. It included items on age,
gender, position designation, educational attainment, number of years in service, and size of school
assignment. Participants were asked to check the category that best described them. For instance,
respondents aged 30-39 checked the corresponding age bracket provided in the questionnaire. This section
was used to describe the profile of the school leaders and teachers included in the study.

Set B — Level of Organizational Health of the School

Set B consisted of 25 items designed to measure the level of organizational health of the school. It was based
on a 4-point Likert scale with the following descriptors: 4 — Very Evident, 3 — Evident, 2 — Slightly Evident,
and 1 — Not Evident. The instrument assessed five dimensions of organizational health, namely: Institutional
Integrity (5 items), Collegial Leadership (5 items), Resource Influence (5 items), Teacher Affiliation (5
items), and Academic Emphasis (5 items).

This questionnaire was a modified version of the Organizational Health Inventory—Elementary (OHI-E). The
original instrument was designed to assess the overall organizational climate and functioning of schools. The
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researcher modified the instrument to ensure alignment with the context of public elementary schools in the
Schools Division of Valenzuela City, to update the indicators based on current school

practices, and to improve relevance to local educational conditions while maintaining the original construct
of organizational health.

Set C — Teacher Performance

Set C consisted of 25 items intended to assess the performance of teachers. It was divided into five subtests
representing key dimensions of teaching performance, namely: Mastery of Subject Matter (5 items),
Classroom Management (5 items), Student Assessment and Feedback (5 items), Professional Development
(5 items), and Instructional Delivery (5 items). It used a 4-point Likert scale with the following options: 4 —
Always, 3 — Often, 2 — Sometimes, and 1 — Never.

This instrument was adapted and modified from the questionnaire developed by De La Rosa and Vargas
(2021). The adaptation was necessary to align the indicators of teacher performance with current teaching
standards, DepEd expectations, and the specific context of public elementary school teachers in Valenzuela
City. The modification ensured that the instrument remained valid and relevant while reflecting the actual
performance domains observed in schools.

Content Validation of the Instruments and Pilot Testing

All three sets of questionnaires underwent content validation to ensure validity, clarity, and appropriateness
of the research instruments. The validation was conducted by three experts in the field of education,
specifically one Public Schools District Supervisor (PSDS), one School Head, and one Master Teacher.
These validators were selected based on their expertise in school leadership, instructional supervision, and
classroom practice, ensuring that the instrument was reviewed from both managerial and instructional
perspectives.

A Content Validation Sheet developed by the researcher and adapted from Gomito (2024) was used as the
evaluation tool. The validation criteria included: (1) clarity of directions and items, (2) presentation and
organization of items, (3) suitability of items, (4) adequacy of content, (5) attainment of purpose, (6)
alignment with objectives, and (7) appropriateness of scale and rating system. Each validator reviewed the
questionnaire carefully and provided comments and suggestions for improvement. Necessary revisions were
incorporated based on their recommendations to enhance the clarity, relevance, and validity of the
instruments.

After the validation process, the instruments were subjected to pilot testing to determine their clarity,
consistency, and reliability. The pilot testing was administered to respondents who had similar
characteristics to the actual participants but were not included in the final sample. This process ensured that
any ambiguous or confusing items were identified and revised prior to the actual data collection.

To establish the internal consistency of the instrument, a reliability analysis using Cronbach’s Alpha was
conducted after pilot testing. The analysis covered 58 items with 34 valid cases, focusing on the constructs
of organizational health of schools and teacher performance in selected public elementary schools in the
Division of Valenzuela City for School Year 2025-2026.

The results revealed a Cronbach’s alpha coefficient of 0.907, indicating excellent internal consistency of the
instrument. Furthermore, the Cronbach’s alpha based on standardized items yielded a value of 0.926, which
further confirms the strong reliability of the scale. These results suggest that the items consistently measure
the intended constructs and remain highly reliable even after standardization.

The validated and pilot-tested instrument demonstrated both strong content validity and high reliability.
Therefore, the questionnaire is considered a valid and reliable tool for assessing the level of organizational
health of schools and teacher performance among respondents in the selected public elementary schools in
the Division of Valenzuela City.
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Data Gathering Procedure

After the validation of the research instruments, the researcher secured permission from the Schools
Division Office of Valenzuela City through a formal request letter addressed to the Schools Division
Superintendent. The request sought approval to conduct pilot testing and the administration of survey
questionnaires in selected public elementary schools within the division. Upon approval of the permit,
another request letter was submitted to the principals of the schools where the pilot testing was conducted.

Following the completion of pilot testing and the establishment of the reliability of the instruments, the
researcher coordinated with the concerned school principals, master teachers, and teachers. The purpose of
the coordination was to formally explain the objectives of the study, the data gathering procedures, and the
ethical considerations involved in the research.

After securing cooperation from the schools and participants, the researcher personally distributed and
administered the three sets of survey questionnaires, namely: Set A — Demographic Profile of the
Participants, Set B — Level of Organizational Health of the School, and Set C — Teacher Performance. The
questionnaires were administered to the selected school leaders and teachers based on the sampling
procedure.

Once the respondents accomplished the questionnaires, the researcher retrieved all instruments immediately
to ensure a high retrieval rate and completeness of data. Along with the questionnaires, the duly signed
informed consent forms indicating voluntary participation in the study were also collected.

The responses were then organized, tallied, and encoded for statistical analysis. Quantitative data were
obtained in the form of raw scores, which represented the total points accumulated by each participant based
on their responses to the Likert-scale items. These raw scores were computed per item, per subscale, and for
the overall instrument scores. After scoring, all data were systematically tabulated. Categorical variables
such as age, gender, position designation, educational attainment, and number of years in service were coded
numerically to ensure confidentiality and ease of data processing. Each participant was assigned a unique
identification code to protect their identity and maintain anonymity.

Finally, the encoded data were subjected to appropriate statistical treatments aligned with the research
problems of the study. These included frequency and percentage for the demographic profile, weighted
mean and standard deviation for descriptive analysis, independent samples t-test to determine significant
differences in terms of gender, one-way analysis of variance (ANOVA) for differences across other profile
variables, and Pearson Product-Moment Correlation Coefficient (Pearson r) for testing relationships among
variables.

Statistical Treatment of Data
The gathered data of the study were subjected to the following statistical tools for data analysis:

Frequency Count and Percentage. These were used to describe and present the demographic profile of the
respondents in terms of age, gender, position designation, educational attainment, number of years in
service, and size of school assignment.

Weighted Mean. This statistical tool was used to determine the level of organizational health of the school
and the level of teacher performance among the respondents based on their responses to the survey
guestionnaires.

Independent Samples t-test. This was used to determine whether there is a significant difference in the
level of organizational health and teacher performance when respondents are grouped according to gender.

One-Way Analysis of Variance (ANOVA). This was used to determine whether there are significant
differences in the level of organizational health and teacher performance when respondents are grouped
according to other demographic variables such as age, position designation, educational attainment, number
of years in service, and size of school.
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Pearson Product-Moment Correlation Coefficient (Pearson r). This was used to determine whether a
significant relationship exists between organizational health of the school and teacher performance.

Ethical Considerations

This study addressed ethical considerations based on key research principles that guided the design and
conduct of the study. These included voluntary participation, informed consent, anonymity, confidentiality,
potential for harm, and results communication (Bhandari, 2024).

Voluntary Participation. Participation in the study was completely voluntary. Respondents were free to
decide whether to participate without any form of pressure or coercion. They were also allowed to withdraw
from the study at any time without penalty and without the need to provide any reason.

Informed Consent. Informed consent was obtained from all participants prior to data collection.
Participants were provided with sufficient information regarding the purpose of the study, procedures,
possible risks, and expected duration of participation. They were asked to sign a consent form, which was
properly stored in a secure and locked location.

Anonymity. Anonymity of respondents was ensured by withholding any personal identifying information
such as names, contact numbers, addresses, emails, photographs, or videos. Each participant was assigned a
numerical code for data processing purposes.

Confidentiality. Confidentiality of data was strictly maintained. All collected information was kept secure
and was accessible only to the researcher. Electronic files were password-protected, and all identifying
information was removed in the presentation of results. The data privacy policies and protocols of the
institution were strictly observed.

Potential for Harm. The study carefully considered all possible risks to participants and ensured that
appropriate measures were implemented to minimize them. Possible risks included psychological discomfort
(such as anxiety or stress), social risks (such as embarrassment or stigma), physical harm, and legal risks
such as breach of privacy. The study was designed to ensure that no harm would be inflicted on the
participants throughout the research process.

Results Communication. The dissemination of results was conducted with honesty, accuracy, and integrity.
Proper citations were observed to avoid plagiarism and research misconduct. Plagiarism, defined as the use
of another person’s work without proper acknowledgment, was strictly avoided. The findings of the study
were reported in a truthful and transparent manner.

RESULTS

This chapter presents the results, analysis, and interpretation of the data gathered in the study. It examines
the relationship between organizational health and teacher performance in selected public elementary
schools in the Division of Valenzuela City. The findings serve as the basis for developing a Stakeholders’
Engagement Framework to enhance organizational practices and teacher performance.

The Demographic Profile of the Respondents

Table 1.1 Demographic profile of the respondents in terms of Age

Age Frequency Percent
20-29 11 6.3
30-39 57 32.6
40-49 47 26.9
50-59 49 28.0

60 and above 11 6.3
Total 175 100
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Table 1.1 presents the demographic profile of the respondents in terms of age. The data reveal that the
largest group of respondents belongs to the 30-39 age bracket, with 57 respondents (32.6%). This is
followed by those aged 50-59, with 49 respondents (28.0%), and those aged 40-49, with 47 respondents
(26.9%). Meanwhile, both the 20-29 and 60 years old and above groups have the smallest representation,
with 11 respondents each (6.3%).

These findings indicate that the majority of the respondents are within the mid-career to late-career stages of
their profession. This suggests that most teachers, master teachers, and school heads have already gained
considerable experience and professional maturity, which may contribute to more informed perspectives and
reliable responses in the study.

According to Organisation for Economic Co-operation and Development (2021), teachers in the mid-career
stage tend to demonstrate higher levels of instructional competence, classroom management, and
professional confidence due to accumulated experience. Similarly, UNESCO (2023) emphasized that
experienced teachers play a crucial role in maintaining teaching quality and improving student outcomes, as
they possess deeper pedagogical knowledge and stronger adaptability in diverse classroom situations.

Table 1.2 Demographic profile of the respondents in terms of Gender

Gender Frequency Percent
Male 30 17
Female 145 83
Total 175 100

Table 1.2 presents the demographic profile of the respondents in terms of gender. The data indicate that the
majority of the respondents are female, with 145 respondents (83%), while 30 respondents (17%) are male.

These findings suggest that the teaching workforce among the respondents is predominantly female,
reflecting the long-observed trend in the basic education sector where women comprise the majority of the
teaching profession.

This result is supported by Garcia et al. (2021) found that the dominance of female teachers in schools is
associated with nurturing roles traditionally linked to the profession, as well as higher female participation in
education-related careers in the Philippines.

Table 1.3 Demographic profile of the respondents in terms of Position Designation

Position Designation Frequency Percent
School Head 8 4.6
Master Teacher 42 24
Teacher 125 71.4
Total 175 100

Table 1.3 presents the demographic profile of the respondents in terms of position designation. The data
reveal that the majority of the respondents are teachers, comprising 125 respondents (71.4%). This is
followed by master teachers, with 42 respondents (24%), while school heads represent the smallest group
with 8 respondents (4.6%).

These findings indicate that most of the respondents are classroom teachers, who are directly involved in the
delivery of instruction and implementation of school-based programs. This distribution suggests that the data
primarily reflect the perspectives of personnel who are actively engaged in day-to-day teaching activities,
with a smaller representation of instructional leaders and school administrators.

This result aligns with the report of the Department of Education (2022), which emphasizes that classroom
teachers constitute the largest workforce in public schools, as they are the primary implementers of
curriculum delivery and learning interventions. Similarly, the UNESCO (2021) highlights that teachers
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make up the core workforce in education systems globally, while leadership positions such as school heads
and master teachers remain a smaller but critical group responsible for instructional supervision and school
management.

Table 1.4 Demographic profile of the respondents in terms of Highest Educational Attainment

Highest Educational Attainment | Frequency Percent
Bachelor’s Degree 33 18.9
With Master's Units 83 47.4
Master's Degree 43 24.6
With Doctoral Units 5 2.9
Doctorate Degree 11 6.3
Total 175 100

Table 1.4 presents the demographic profile of the respondents in terms of highest educational attainment.
The data show that the majority of respondents have pursued postgraduate studies, with 83 respondents
(47.4%) having master’s units, followed by 43 respondents (24.6%) who already hold a master’s degree.
Respondents with a bachelor’s degree comprise 33 (18.9%), while those with doctoral units and a doctorate
degree account for 5 (2.9%) and 11 (6.3%) respondents, respectively.

These findings indicate that most respondents have attained a high level of educational preparation,
suggesting that the workforce is academically qualified and engaged in continuous professional
advancement. This level of educational attainment reflects a strong commitment to professional growth and
capacity building among educators.

A study by Shahraki-Sanavi, A. et al. (2025) found that higher educational attainment is associated with
improved organizational health, as more educated employees demonstrate better knowledge and practices in
managing occupational stress and maintaining mental well-being. Similarly, Sponselee, H. et al. (2022)
emphasized that employees with higher education levels tend to be more engaged, productive, and
responsive to organizational development initiatives, contributing to overall institutional effectiveness.

Table 1.5 Demographic profile of the respondents in terms of Number of Years in the Service

Number of Years in Service | Frequency Percent
1-5 years 17 9.7
6-10 years 40 22.9
11-15 years 34 194
16-20 years 31 17.7

21 years and above 53 30.3
Total 175 100

Table 1.5 presents the demographic profile of the respondents in terms of number of years in service. The
data show that the largest group of respondents has 21 years and above in service, comprising 53
respondents (30.3%). This is followed by those with 6-10 years of experience, with 40 respondents (22.9%),
and those with 11-15 years, with 34 respondents (19.4%). Respondents with 16-20 years in service
represent 31 (17.7%), while those with 1-5 years comprise the smallest group, with 17 respondents (9.7%).

These findings indicate that a considerable proportion of the respondents are highly experienced
professionals, suggesting that many have long-standing exposure to teaching, school management, and
implementation of educational programs. This level of experience implies that respondents are likely to
possess strong practical knowledge, institutional understanding, and professional competence.

UNESCO (2022) emphasizes that experienced educators play a critical role in sustaining teaching quality
and mentoring younger teachers, thereby strengthening overall school effectiveness.
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Table 1.6 Demographic profile of the respondents in terms of Size of School Assigned

Size of School Assigned Frequency Percent
Small (Below 40 teachers) 20 114
Medium (41-80 teachers) 33 18.9
Large (81-120 teachers) 50 28.6
Mega (Above 121 teachers) 72 41.1
Total 175 100

Table 1.6 presents the demographic profile of the respondents in terms of the size of school assigned. The
data indicate that the largest proportion of respondents is assigned to mega schools, with 72 respondents
(41.1%) working in schools with more than 121 teachers. This is followed by those assigned to large schools
(81-120 teachers) with 50 respondents (28.6%), medium schools (41-80 teachers) with 33 respondents
(18.9%), and small schools (below 40 teachers) with 20 respondents (11.4%).

These findings suggest that a considerable number of respondents are working in larger school
environments, which may imply greater exposure to complex administrative systems, wider learner
populations, and more demanding instructional supervision responsibilities. Teachers and school leaders in
larger schools are often required to manage more diverse needs, coordinate with multiple stakeholders, and
adapt to more structured organizational systems.

This classification of schools follows the guidelines set by the Department of Education Memorandum No.
43, s. 2017, which categorizes schools as small (40 teachers and below), medium (41-80 teachers), large
(81-120 teachers), and mega (121 teachers and above) based on teaching personnel size.

The Level of Organizational Health of the Schools

Table 2.1

Level of organizational health of the schools in terms of Institutional Integrity

School Leaders Teachers

Indicators WM SD VI R WM SD VI R

1. The school protects teachers from

unreasonable demands of parents and 390 030 VE 35 394 023 VE 1
community members.

2. The school follows established policies
when responding to external requests.

3. The school supports teachers in
handling community pressure 388 033 VE 5 387 038 VE 4
professionally.

4. The school upholds its policies even
when facing public pressure.

5. The school demonstrates honesty and
transparency in its public dealings. 392 027 VE 2 391 028 VE 2

Average Weighted Mean 3.91 0.30 VE 3.90 0.33 VE

394 031 VE 1 386 040 VE 5

390 030 VE 35 390 036 VE 3

Legend: 1.00 - 1.74 Not Evident (NE); 1.75 - 2.49 Slightly Evident (SE); 2.50 - 3.24
Evident (E); 3.25 - 4.00 Very Evident (VE); Weighted Mean (WM), Standard Deviation
(SD); Verbal Interpretation (VI); Rank (R)

Table 2.1 presents the level of organizational health of the schools in terms of Institutional Integrity as
perceived by School Leaders and Teachers.

For the School Leaders, the highest weighted mean was obtained by the indicator, “The school follows
established policies when responding to external requests,” with a weighted mean score of 3.94 (SD =
0.31), interpreted as Very Evident (VE). This indicates that school leaders strongly perceive consistent
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adherence to established policies in dealing with external stakeholders, with a relatively low SD showing
close agreement among respondents.

On the other hand, the lowest weighted mean was obtained by “The school supports teachers in handling
community pressure professionally,” with a weighted mean of 3.88 (SD = 0.33), although still interpreted as
Very Evident (VE), suggesting slightly more variation in perceptions regarding direct support mechanisms
provided to teachers in managing external pressures. These findings imply that while school leaders
demonstrate strong adherence to established policies, there is still a need to further strengthen direct support
systems to help teachers effectively manage community pressures.

For the Teachers, the highest weighted mean was obtained by the indicator, “The school protects teachers
from unreasonable demands of parents and community members,” with a weighted mean score of 3.94 (SD
= 0.23), interpreted as Very Evident (VE). The low SD indicates strong agreement among teachers that
schools actively protect them from undue external demands. Meanwhile, the lowest weighted mean was
obtained by “The school follows established policies when responding to external requests,” with a
weighted mean of 3.86 (SD = 0.40), still interpreted as Very Evident (VE), but with a relatively higher SD,
suggesting more variation in teachers’ perceptions of policy enforcement in external transactions.

These findings imply that teachers generally experience a strong sense of protection from external pressures;
however, the variation in responses regarding policy enforcement suggests the need for more consistent and
clearly communicated implementation of school policies across all schools.

The average weighted mean for School Leaders is 3.91 (SD = 0.30), while for Teachers is 3.90 (SD = 0.33),
both interpreted as Very Evident (VE). This implies that while institutional integrity is generally strong and
consistently observed across schools, there is still a need to further strengthen uniform implementation of
policies and enhance support mechanisms for teachers. Ensuring clearer communication and more consistent
enforcement of guidelines may help minimize perception gaps between school leaders and teachers, thereby
reinforcing trust and strengthening organizational cohesion.

This aligns with Hoy and Hannum’s OHI Model, where institutional integrity serves as a 'shield' protecting
the technical core from outside vested interests.

The findings are supported by the Organization for Economic Co-operation and Development (OECD,
2022), which emphasizes that strong institutional integrity in schools is reflected in consistent policy
implementation, ethical governance, and protection of educators from undue external influence. Likewise,
UNESCO (2023) emphasizes that school with strong governance and integrity foster safe, stable, and
supportive environments for teachers, thereby enhancing instructional quality and overall organizational
effectiveness.

Table 2.2 Level of organizational health of the schools in terms of Collegial Leadership

Indicators School Leaders Teachers

WM|SD |[VI |[R |[WM|SD |VI |R

1. The school head clearly communicates school goals | 3.90 [0.30 | VE |4 [394 |025|VE |1
and expectations.

2. The school head considers different viewpoints before | 3.88 | 0.39 | VE |5 [3.89 |0.34|VE |2
making decisions.

3. The school head treats teachers fairly and with respect. | 3.94 | 0.24 | VE |25|3.78 |0.46 | VE | 4

(6}

4. The school head listens to teachers’ concerns with | 3.96 | 0.20 | VE |1 3.74 | 0.48 | VE
openness.

5. The school head recognizes teachers’ good |3.94 |0.24|VE |25|3.87 |0.36|VE |3
performance.

Average Weighted Mean 3.92 10.27 | VE 3.84 10.38 | VE

Legend: 1.00 - 1.74 Not Evident (NE); 1.75 - 2.49 Slightly Evident (SE); 2.50 - 3.24 Evident (E); 3.25 - 4.00
Very Evident (VE); Weighted Mean (WM); Standard Deviation (SD); Verbal Interpretation (VI); Rank (R)
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Table 2.2 presents the level of organizational health of the schools in terms of Collegial Leadership as
perceived by School Leaders and Teachers.

For the School Leaders, the highest weighted mean was obtained by the indicator, “The school head listens
to teachers’ concerns with openness,” wWith a weighted mean score of 3.96 (SD = 0.20), interpreted as Very
Evident (VE). The very low SD indicates a strong convergence of responses among school leaders.
Meanwhile, “The school head considers different viewpoints before making decisions” obtained the lowest
weighted mean of 3.88 (SD = 0.39), though still interpreted as Very Evident (VE), indicating slightly more
variability in perceptions regarding participatory decision-making. The findings imply that school leaders
demonstrate strong collegial leadership, particularly in openness and communication. However, the lower
rating on considering different viewpoints suggests a need to further strengthen participatory decision-
making practices to ensure more inclusive leadership.

For the Teachers, the highest weighted mean was obtained by the indicator, “The school head clearly
communicates school goals and expectations,” with a weighted mean score of 3.94 (SD = 0.25), interpreted
as Very Evident (VE). This suggests that teachers strongly perceive clarity and consistency in
communication from school heads. On the lower end are “The school head treats teachers fairly and with
respect” (M = 3.78, SD = 0.46) which, although still Very Evident, indicate comparatively lower ratings and
greater variability in responses. The results imply that teachers generally perceive strong leadership in terms
of communication and goal clarity. However, the relatively lower and more varied ratings on fairness and
respect indicate the need for more consistent and equitable leadership practices to strengthen trust and
collaboration.

The average weighted mean for School Leaders is 3.92 (SD = 0.27), while for Teachers it is 3.84 (SD =
0.38), both interpreted as Very Evident (VE). This indicates that collegial leadership is strongly observed in
schools, characterized by clear communication, fairness, recognition, and participatory leadership practices.
However, the slightly lower weighted mean and higher standard deviation among teachers suggest
variability in how these practices are experienced across respondents.

The finding is supported by Robinson (2021) emphasized that collegial and distributed leadership practices
strengthen trust, collaboration, and collective responsibility among teachers when school leaders actively
involve teachers in decision-making, demonstrate relational trust, and recognize professional contributions.

Table 2.3 Level of organizational health of the schools in terms of Resource Influence

Indicators School Leaders Teachers

WM|SD |VI |R [WM|SD |VI |R
1. The school head can influence higher authorities to support|3.76 [0.48|VE |1 |3.92 |0.27|VE |4
school needs.

2. Instructional materials are provided when needed. 3.66 |0.48|VE |3.5/3.90 |0.31|VE |5
3. Office supplies are available to support teaching tasks. 3.66 |0.52|VE [3.5{3.93 |0.26|VE |3
4. Teachers receive basic classroom resources when requested. 3.72 |0.45|VE |2 [3.94 |0.25|VE |15

5. School requests for resources are acted upon in a timely|3.64 |0.53|VE |5 [3.94 [0.25|VE |1.5
manner.
Average Weighted Mean 3.69 |0.49|VE 3.92 |0.27|VE

Legend: 1.00 - 1.74 Not Evident (NE); 1.75 - 2.49 Slightly Evident (SE); 2.50 - 3.24 Evident (E); 3.25 - 4.00
Very Evident (VE); Weighted Mean (WM); Standard Deviation (SD); Verbal Interpretation (VI); Rank (R)

Table 2.3 presents the level of organizational health of the schools in terms of Resource Influence as
perceived by School Leaders and Teachers.

For the School Leaders, the highest weighted mean was obtained by the indicator, “The school head can
influence higher authorities to support school needs,” with a weighted mean score of 3.76 (SD = 0.48),
interpreted as Very Evident (VE). This indicates that school leaders perceive a strong capacity to mobilize
support from higher authorities, with a moderate SD suggesting some variation in responses. Meanwhile, the
lowest weighted mean was obtained by “School requests for resources are acted upon in a timely manner,”
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with a weighted mean of 3.64 (SD = 0.53), also interpreted as Very Evident (VE), indicating comparatively
lower and more dispersed perceptions regarding the efficiency of resource response and allocation
processes.

The findings imply that school leaders have a strong perceived ability to influence higher authorities for
resource support. However, the lower rating and higher variability in timely resource allocation suggest the
need to strengthen coordination and efficiency in resource mobilization processes to ensure more consistent
and timely responses to school needs.

For the Teachers, the highest weighted mean was obtained by the indicators “Teachers receive basic
classroom resources when requested” and “School requests for resources are acted upon in a timely
manner,” both with a weighted mean score of 3.94 (SD = 0.25), interpreted as Very Evident (VE). This
suggests that teachers strongly perceive timely access to classroom resources and responsiveness to their
requests, with very low SD values indicating strong agreement among respondents. On the lower end are
“Office supplies are available to support teaching tasks” (M = 3.93, SD = 0.26) and “Instructional
materials are provided when needed” (M = 3.90, SD = 0.31), both still interpreted as Very Evident (VE),
indicating slightly less but still strong perceptions of resource availability. The results imply that teachers
generally experience strong access to classroom resources and timely support for instructional needs.
However, slight variations in responses indicate the need to sustain and further improve consistency in the
availability and distribution of instructional materials and office supplies across schools.

The average weighted mean for School Leaders is 3.69 (SD = 0.49), while for Teachers is 3.92 (SD = 0.27),
both interpreted as Very Evident (VE). This indicates that resource influence is generally strong in schools,
particularly in terms of responsiveness to teachers’ needs and availability of instructional support materials.
However, the lower weighted mean among school leaders and relatively higher SD suggest more varied
perceptions regarding resource mobilization and allocation efficiency, especially in influencing external
support and ensuring timely delivery of resources.

From a Systems Theory perspective, this result highlights the effectiveness of the 'managerial level' in
controlling internal administration and securing the necessary 'inputs' for the 'technical level' to function
efficiently.

This finding aligns with the study of Raharja et al. (2025), which found that while schools may generally be
classified as having “healthy” organizational systems, gaps may still exist in resource sufficiency and access
to instructional materials. Their study emphasized that even in well-functioning school systems, limitations
in resource provision—such as instructional materials and learning tools—can still occur, affecting the
overall efficiency of instructional delivery and organizational support systems.

Table 2.4 Level of organizational health of the schools in terms of Teacher Affiliation

Indicators School Leaders  |Teachers

WM [SD |[VI |[R|{WM |SD |VI |R
1. Teachers work collaboratively with one another. 3.80 |0.40 [VE |2 |3.91 |0.28 |VE |2
2. Teachers maintain respectful professional relationships. 3.76 |0.48 |[VE |4 |3.94 |0.23 |VE |1
3. Teachers support each other in accomplishing school tasks. 3.82 |0.39 |[VE |1 |3.82 |0.41 |VE |5
4. There is trust among teachers in the school. 3.70 |0.51 |VE |5 |3.85 |0.36 |VE |4
5. Teachers demonstrate commitment to students’ learning. 3.78 |0.42 |VE |3 |3.90 |0.31 |VE |3
Average Weighted Mean 3.77 |0.44 | VE 3.88 |0.32 | VE

Legend: 1.00 - 1.74 Not Evident (NE); 1.75 - 2.49 Slightly Evident (SE); 2.50 - 3.24 Evident (E); 3.25 - 4.00
Very Evident (VE); Weighted Mean (WM); Standard Deviation (SD); Verbal Interpretation (VI); Rank (R)

Table 2.4 presents the level of organizational health of the schools in terms of Teacher Affiliation as
perceived by School Leaders and Teachers.

For the School Leaders, the highest weighted mean was obtained by the indicator, “Teachers support each
other in accomplishing school tasks,” with a weighted mean score of 3.82 (SD = 0.39), interpreted as Very
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Evident (VE). This indicates that school leaders strongly perceive a culture of mutual support among
teachers in accomplishing school-related responsibilities, with a relatively low SD suggesting fairly
consistent responses. Meanwhile, the lowest weighted mean was obtained by “There is trust among teachers
in the school,” with a weighted mean of 3.70 (SD = 0.51), although still interpreted as Very Evident (VE),
indicating comparatively weaker perceptions and greater variability regarding interpersonal trust within the
faculty.

The findings imply that school leaders recognize strong collaboration and mutual support among teachers.
However, the lower perception of trust and higher variability suggest the need to further strengthen team-
building initiatives and foster a more trusting and cohesive faculty environment.

For the Teachers, the highest weighted mean was obtained by the indicator, “Teachers maintain respectful
professional relationships,” with a weighted mean score of 3.94 (SD = 0.23), interpreted as Very Evident
(VE). This suggests that teachers strongly perceive respectful and professional interactions among
colleagues, with a very low SD indicating strong agreement among respondents. This is followed by
“Teachers work collaboratively with one another,” with a weighted mean of 3.91 (SD = 0.28), and
“Teachers demonstrate commitment to students’ learning,” with a weighted mean of 3.90 (SD = 0.31), both
interpreted as Very Evident (VE), reflecting a strong culture of collaboration and shared responsibility for
learner outcomes. On the lower end are “There is trust among teachers in the school” (WM = 3.85, SD =
0.36) and “Teachers support each other in accomplishing school tasks” (WM = 3.82, SD = 0.41), though
still Very Evident, indicating slightly lower and more varied perceptions in areas involving trust and mutual
support.

The results imply that teachers experience strong professional relationships, collaboration, and commitment
to learners. However, the relatively lower ratings on trust and mutual support indicate the need to further
enhance interpersonal trust and reinforce a deeper sense of collegial solidarity among teachers.

The average weighted mean for School Leaders is 3.77 (SD = 0.44), while for Teachers is 3.88 (SD = 0.32),
both interpreted as Very Evident (VE). This indicates that teacher affiliation is strongly manifested in
schools, characterized by collaboration, professionalism, shared commitment, and collegial relationships.
However, the slightly lower weighted mean among school leaders and the relatively higher standard
deviation in some indicators suggest that perceptions of trust and internal support may still vary, indicating
areas for further strengthening of collegial bonds within the faculty.

This finding is supported by the study of Viviane Robinson (2021), which emphasizes that strong
professional relationships among teachers, grounded in trust, collaboration, and collective responsibility, are
essential elements of effective school improvement. Robinson highlights that when teachers work
collaboratively and maintain positive collegial relationships, schools are more likely to experience improved
instructional practice, stronger professional learning communities, and enhanced student outcomes.

Table 2.5

Level of organizational health of the schools in terms of Academic Emphasis

Indicators School Leaders Teachers
WM SD VI R WM SD VI R

1. The school prioritizes activities that
improve student academic performance. 3.84 037 VE 45 3.91 028 VE 2

2. The school provides remedial

programs for struggling learners. 388 033 VE 3 394 023 VE 1

3. The school monitors students’

completion of academic tasks. 3.84 037 VE 45 382 041 VE 5

4. The school recognizes students who

excel academica”y' 3.92 0.27 VE 1 3.85 036 VE 4

5. Academic excellence is reflected in the

school’'s programs and priorities. 3980 030 VE 2 390 031 VE 3
Average Weighted Mean 3.88 0.33 VE 3.88 0.32 VE

Legend: 1.00 - 1.74 Not Evident (NE); 1.75 - 2.49 Slightly Evident (SE); 2.50 - 3.24
Evident (E); 3.25 - 4.00 Very Evident (VE); Weighted Mean (WM); Standard Deviation
(SD); Verbal Interpretation (VI); Rank (R)
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Table 2.5 presents the level of organizational health of the schools in terms of Academic Emphasis as
perceived by School Leaders and Teachers.

For the School Leaders, the highest weighted mean was obtained by the indicator, “The school recognizes
students who excel academically,” with a weighted mean score of 3.92 (SD = 0.27), interpreted as Very
Evident (VE). This indicates that school leaders strongly perceive that academic achievements of students
are consistently recognized, with a relatively low SD suggesting close agreement among respondents.
Meanwhile, the lowest means were obtained by “The school prioritizes activities that improve student
academic performance” and “The school monitors students’ completion of academic tasks,” both with a
weighted mean of 3.84 (SD = 0.37), still interpreted as Very Evident (VE), indicating slightly lower but
consistent perceptions regarding structured academic monitoring and prioritization of academic activities.

The findings imply that school leaders strongly promote academic excellence through recognition of student
achievement and prioritization of academic activities. However, the slightly lower ratings on monitoring
academic tasks suggest the need to further strengthen systems for tracking student performance and ensuring
consistent academic follow-through.

For the Teachers, the highest weighted mean was obtained by the indicator, “The school provides remedial
programs for struggling learners,” with a weighted mean score of 3.94 (SD = 0.23), interpreted as Very
Evident (VE). This suggests that teachers strongly perceive the presence of support systems for learners who
are academically at risk, with very low SD indicating strong consensus among respondents. This is followed
by “The school prioritizes activities that improve student academic performance,” with a weighted mean of
3.91 (SD = 0.28), interpreted as Very Evident (VE), reflecting strong agreement that academic improvement
is a priority. On the lower end are “The school monitors students’ completion of academic tasks” (WM =
3.82, SD = 0.41) and “The school recognizes students who excel academically” (WM = 3.85, SD = 0.36),
though still Very Evident, indicating slightly lower and more varied perceptions in monitoring and
recognition practices.

The results imply that teachers perceive strong academic support, particularly through remedial programs
and prioritized academic activities. However, variations in responses on monitoring and recognition
practices indicate the need for more consistent implementation of academic monitoring systems and
recognition strategies across schools.

The average weighted mean for School Leaders is 3.88 (SD = 0.33) and for Teachers is 3.88 (SD = 0.32),
both interpreted as Very Evident (VE). This indicates that academic emphasis is strongly embedded in
school practices, policies, and culture. Schools demonstrate a balanced focus on improving academic
performance, providing remedial support, and maintaining programs that promote excellence. However,
slight variations in standard deviations suggest differences in how consistently these practices are
experienced, particularly in monitoring academic tasks and recognizing student achievement.

This finding is supported by the study of Hernandez and Zamora (2018), which found a significant positive
relationship between organizational health and student achievement. Their study emphasized that stronger
goal focus, effective problem-solving, and cohesive school environments contribute to higher academic
performance. This implies that when schools maintain a strong academic emphasis within a healthy
organizational structure, student achievement is more likely to improve and be sustained over time.

The Level of Teachers’ Performance

Table 3.1 Level of teachers’ performance in terms of Mastery of Subject Matter

Indicators School Leaders |Teachers
WM|SD |VI|IR |WM|SD |VI|R
1. The teacher explains lesson content accurately and clearly. 3.96 [0.20|A |1.5/3.94 |0.23]A |1
2. The teacher provides relevant examples and real-life applications. [3.88 |0.33|A |5 [3.86 |0.40|A |5
3. The teacher answers students’ questions confidently. 3.92 |0.27|A |4 |3.87 |0.38]A |4
4. The teacher simplifies complex concepts for better understanding. [3.96 |[0.20|A |1.5]3.90 |0.36|A |3
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5. The teacher demonstrates strong content knowledge of the subject|3.94 |0.24|A |3 |[3.91 [0.28|A |2
area.
Average Weighted Mean 3.93 |0.25|A 3.90 [0.33|A

Legend: 1.00 - 1.74 Never (N); 1.75 - 2.49 Sometimes (S); 2.50 - 3.24 Often (O); 3.25 - 4.00 Always (A);
Weighted Mean (WM); Standard Deviation (SD); Verbal Interpretation (VI); Rank (R)

Table 3.1 presents the level of teachers’ performance in terms of Mastery of Subject Matter as perceived by
School Leaders and Teachers.

For the School Leaders, the highest weighted mean was obtained by the indicators, “The teacher explains
lesson content accurately and clearly” and “The teacher simplifies complex concepts for better
understanding,” both with a weighted mean score of 3.96 (SD = 0.20), interpreted as Always (A). The very
low SD indicates a strong convergence of responses, suggesting that school leaders consistently observe
teachers demonstrating clarity and effectiveness in delivering instruction. Meanwhile, the lowest weighted
mean was obtained by “The teacher provides relevant examples and real-life applications,” with a weighted
mean of 3.88 (SD = 0.33), although still interpreted as Always (A), indicating slightly more variability in
how contextualization strategies are perceived.

The findings imply that school leaders consistently observe strong mastery of subject matter among
teachers, particularly in explaining lessons clearly and simplifying complex concepts. However, the lower
rating on providing real-life examples suggests the need to further support teachers in enhancing
contextualized and application-based instruction.

For the Teachers, the highest weighted mean was obtained by the indicator, “The teacher explains lesson
content accurately and clearly,” with a weighted mean score of 3.94 (SD = 0.23), interpreted as Always (A).
This suggests that teachers strongly perceive themselves as consistently delivering accurate and clear
instruction, with a low SD indicating strong agreement among respondents. This is followed by “The
teacher demonstrates strong content knowledge of the subject area,” With a weighted mean of 3.91 (SD =
0.28), and “The teacher simplifies complex concepts for better understanding,” with a weighted mean of
3.90 (SD = 0.36), both interpreted as Always (A), reflecting high confidence in subject mastery and
instructional competence. On the lower end are “The teacher answers students’ questions confidently” (WM
= 3.87, SD = 0.38) and “The teacher provides relevant examples and real-life applications” (WM = 3.86,
SD = 0.40), though still Always, indicating slightly lower and more varied perceptions in terms of
responsiveness and contextualization of lessons.

The results imply that teachers perceive themselves as highly competent in delivering accurate and clear
instruction with strong subject knowledge. However, the slightly lower and more varied responses on
responding to students’ questions and providing real-life applications indicate the need to further strengthen
instructional responsiveness and contextualization strategies.

The average weighted mean for School Leaders is 3.93 (SD = 0.25), while for Teachers is 3.90 (SD = 0.33),
both interpreted as Always (A). This indicates that teachers demonstrate a very high level of performance in
terms of mastery of subject matter, characterized by strong content knowledge, clarity of instruction, and the
ability to simplify complex concepts. However, the slightly higher standard deviation among teachers
suggests some variability in how consistently these practices are experienced, particularly in the use of real-
life applications and in responding to student inquiries.

These high-performance ratings can be interpreted through Herzberg’s Two-Factor Theory. Content mastery
and instructional clarity represent 'motivation factors' such as achievement and the ‘work itself," which lead
to higher levels of teacher contentment and efficiency.

This finding is supported by John Hattie (2023), who emphasized that teacher subject matter expertise and
clarity of instruction are among the most significant factors influencing student achievement. Hattie
highlights that when teachers possess deep content knowledge and can effectively explain concepts and
connect them to meaningful contexts, students demonstrate better understanding, engagement, and academic
performance.
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Table 3.2 Level of teachers’ performance in terms of Instructional Delivery

Indicators School Leaders Teachers

WM |SD |VI|R |WM |SD |VI|R
1. The teacher implements well-prepared lesson plans. 3.98 [0.14 |A [15]3.94 [0.25 |A |1
2. The teacher uses varied questioning techniques. 3.98 [0.14 |A [15(3.89 |0.34 |A |2
3. The teacher uses audio-visual materials when appropriate. 3.92 |0.27 |A |4 [3.78 |0.46 |A |4
4. The teacher engages learners through interactive strategies. 3.80 |0.40 |A |5 |3.74 |0.48 |A |5
5. The teacher adjusts strategies based on learners’ needs. 3.94 10.24 |A |3 |3.87 |0.36 |A |3
Average Weighted Mean 3.92 10.24 |A 3.84 |0.38 |A

Legend: 1.00 - 1.74 Never (N); 1.75 - 2.49 Sometimes (S); 2.50 - 3.24 Often (O); 3.25 - 4.00 Always (A);
Weighted Mean (WM); Standard Deviation (SD); Verbal Interpretation (VI); Rank (R)

Table 3.2 presents the level of teachers’ performance in terms of Instructional Delivery as perceived by
School Leaders and Teachers.

For the School Leaders, the highest weighted mean was obtained by the indicators, “The teacher implements
well-prepared lesson plans” and “The teacher uses varied questioning techniques,” both with a weighted
mean score of 3.98 (SD = 0.14), interpreted as Always (A). The very low SD indicates a strong convergence
of responses, suggesting that school leaders consistently observe teachers demonstrating preparedness and
effective questioning strategies in their instructional delivery. Meanwhile, the lowest weighted mean was
obtained by “The teacher engages learners through interactive strategies,” with a weighted mean of 3.80
(SD = 0.40), although still interpreted as Always (A), indicating comparatively lower and more varied
perceptions regarding the use of interactive, learner-centered approaches.

The findings imply that school leaders consistently observe strong instructional delivery practices among
teachers, particularly in lesson planning and use of questioning techniques. However, the lower rating on
interactive strategies suggests the need to further support teachers in adopting more learner-centered and
engaging instructional approaches.

For the Teachers, the highest weighted mean was obtained by the indicator, “The teacher implements well-
prepared lesson plans,” with a weighted mean score of 3.94 (SD = 0.25), interpreted as Always (A). This
suggests that teachers strongly perceive themselves as consistently preparing structured and organized
lessons, with a relatively low SD indicating agreement among respondents. This is followed by “The
teacher uses varied questioning techniques” with a weighted mean of 3.89 (SD = 0.34) and “The teacher
adjusts strategies based on learners’ needs” with a weighted mean of 3.87 (SD = 0.36), both interpreted as
Always (A), reflecting effective instructional practices and adaptability. On the lower end are “The teacher
uses audio-visual materials when appropriate” (WM = 3.78, SD = 0.46) and “The teacher engages learners
through interactive strategies” (WM = 3.74, SD = 0.48), though still Always, indicating slightly lower and
more varied perceptions in the use of multimedia resources and interactive teaching strategies.

The results imply that teachers perceive themselves as highly effective in planning lessons, using
questioning techniques, and adjusting instruction based on learners’ needs. However, the lower and more
varied ratings on the use of interactive and multimedia strategies indicate the need to strengthen the
integration of technology and more engaging classroom activities.

The average weighted mean for School Leaders is 3.92 (SD = 0.24), while for Teachers is 3.84 (SD = 0.38),
both interpreted as Always (A). This indicates that teachers demonstrate a very high level of performance in
instructional delivery, characterized by effective lesson planning, use of questioning techniques, and
adaptability to learners’ needs. However, the slightly lower weighted mean and higher standard deviation
among teachers suggest variability in the consistent use of interactive and multimedia strategies in classroom
instruction.

The finding is supported by John Hattie (2023), who emphasized that effective instructional delivery—
particularly clear lesson structure, strategic questioning, and adaptive teaching—has a strong impact on
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student learning outcomes. Hattie highlights that engaging instructional practices and responsive teaching
strategies significantly enhance student understanding, participation, and academic achievement.

Table 3.3

Level of teachers’ performance in terms of Classroom Management

School Leaders Teachers
WM SD VI R WM SD VI

390 030 A 25 392 027 A 4

Indicators

1. The teacher organizes the classroom
to support learning.

2. The tegcher sets clear behavioral 386 035 A 50 390 031 A 5
expectations.
3. The teacher builds positive 390 030 A 25 393 026 A 3

relationships with learners.
4. The teacher maintains a safe and

motivating learning environment. 392 027 A 10 394 025 A 15
5. The teacher applies classroom rules
Average Weighted Mean 3.89 0.31 A 3.92 0.27 A

Legend: 1.00 - 1.74 Never (N); 1.75 - 2.49 Sometimes (S); 2.50 - 3.24 Often (0O); 3.25 -
4.00 Always (A); Weighted Mean (WM); Standard Deviation (SD); Verbal Interpretation
(VIl); Rank (R)

Table 3.3 presents the level of teachers’ performance in terms of Classroom Management as perceived by
School Leaders and Teachers.

For the School Leaders, the highest weighted mean was obtained by the indicator, “The teacher maintains a
safe and motivating learning environment,” With a weighted mean score of 3.92 (SD = 0.27), interpreted as
Always (A). The low SD indicates close agreement among school leaders, suggesting that teachers
consistently create a conducive and supportive classroom environment. Meanwhile, the lowest weighted
mean was obtained by “The teacher sets clear behavioral expectations,” with a weighted mean of 3.86 (SD
= 0.35), although still interpreted as Always (A), indicating slightly more variability in how consistently
expectations are established and communicated.

This implies that school leaders recognize strong classroom management practices among teachers,
particularly in maintaining a safe and motivating learning environment. However, the lower rating on setting
clear behavioral expectations suggests the need to further support teachers in strengthening classroom
discipline strategies and consistency in rule communication.

For the Teachers, the highest weighted mean was obtained by the indicators, “The teacher maintains a safe
and motivating learning environment” and “The teacher applies classroom rules fairly to all students,” both
with a weighted mean score of 3.94 (SD = 0.25), interpreted as Always (A). This suggests that teachers
strongly perceive themselves as consistent in ensuring a positive classroom climate and fairness in rule
implementation, with very low SD indicating strong consensus. This is followed by “The teacher builds
positive relationships with learners” with a weighted mean of 3.93 (SD = 0.26), and “The teacher organizes
the classroom to support learning” with a weighted mean of 3.92 (SD = 0.27), both interpreted as Always
(A), reflecting effective classroom structuring and positive interpersonal relationships. On the lower end is
“The teacher sets clear behavioral expectations” (WM = 3.90, SD = 0.31), though still Always, indicating
slightly lower but still strong and consistent perceptions in setting expectations.

This implies that teachers demonstrate strong self-efficacy in managing classrooms, especially in fostering
positive relationships and fair implementation of rules. However, the slightly lower rating on establishing
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clear behavioral expectations indicates the need to further refine consistency in classroom rule-setting and
communication with learners.

The average weighted mean for School Leaders is 3.89 (SD = 0.31), while for Teachers is 3.92 (SD = 0.27),
both interpreted as Always (A). This indicates that teachers demonstrate a very high level of performance in
classroom management, characterized by maintaining a safe and motivating environment, fostering positive
relationships, and implementing fair classroom rules. The relatively low standard deviations suggest
consistent experiences among respondents, although minor variations exist in setting behavioral
expectations.

This overall finding is supported by Marzano (2021), who emphasized that effective classroom
management—particularly establishing clear expectations, maintaining a positive learning environment, and
building strong teacher-student relationships—significantly enhances student engagement and academic
achievement.

Table 3.4

Level of teachers’ performance in terms of Student Assessment and Feedback

School Leaders Teachers

Indicators WM SD VI R WM SD VI R

1. The teacher identifies students’ strengths

and |earning gaps' 388 033 A 2 391 028 A

2. The teacher uses formative and summative

assessments. 390 030 A 1 394 023 A 1

3. The teacher provides feedback to improve

student performance_ 380 045 A 5 382 041 A 5

4. The teacher reflects on teaching strategies

based on assessment results. 384 037 A 4 385 036 A 4

5. The teacher communicates students’

learning needs to parents when needed. 386 035 A 3 390 031 A 3
Average Weighted Mean 3.86 036 A 3.88 032 A

Legend: 1.00 - 1.74 Never (N); 1.75 - 2.49 Sometimes (S); 2.50 - 3.24 Often (O); 3.25 -
4.00 Always (A); Weighted Mean (WM), Standard Deviation (SD); Verbal Interpretation
(VI); Rank (R)

Table 3.4 presents the level of teachers’ performance in terms of Student Assessment and Feedback as
perceived by School Leaders and Teachers.

For the School Leaders, the highest weighted mean was obtained by the indicator, “The teacher uses
formative and summative assessments,” With a weighted mean score of 3.90 (SD = 0.30), interpreted as
Always (A). The relatively low SD indicates consistent perceptions among school leaders that teachers
regularly employ appropriate assessment strategies. Meanwhile, the lowest weighted mean was obtained by
“The teacher provides feedback to improve student performance,” with a weighted mean of 3.80 (SD =
0.45), although still interpreted as Always (A), indicating comparatively lower and more varied perceptions
in the provision of feedback to learners.

This implies that school leaders observe strong implementation of assessment practices among teachers,
particularly in the use of formative and summative assessments. However, the lower rating on providing
feedback suggests the need to further strengthen instructional supervision and support systems that promote
timely, specific, and actionable feedback to students.

For the Teachers, the highest weighted mean was obtained by the indicator, “The teacher uses formative and
summative assessments,” With a weighted mean score of 3.94 (SD = 0.23), interpreted as Always (A). This
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suggests that teachers strongly perceive themselves as consistently applying appropriate assessment
methods, with a very low SD indicating strong agreement among respondents. On the lower end are “The
teacher reflects on teaching strategies based on assessment results” (WM = 3.85, SD = 0.36) and “The
teacher provides feedback to improve student performance” (WM = 3.82, SD = 0.41), though still Always,
indicating slightly lower and more varied perceptions in reflective practices and feedback provision.

This implies that teachers demonstrate strong use of assessment tools in evaluating student learning.
However, the lower and more varied ratings on feedback provision and reflective practices indicate the need
to further enhance consistency in giving meaningful feedback and using assessment results to improve
teaching strategies.

The average weighted mean for School Leaders is 3.86 (SD = 0.36), while for Teachers is 3.88 (SD = 0.32),
both interpreted as Always (A). This indicates that teachers demonstrate a very high level of performance in
student assessment and feedback, characterized by the consistent use of assessment tools, identification of
learners’ strengths and gaps, and communication of learning needs. However, the relatively higher standard
deviations in some indicators suggest variability in how consistently feedback and reflective practices are
implemented across classrooms.

This finding is supported by John Hattie (2023), who emphasized that effective assessment and timely
feedback are among the most powerful influences on student learning. Hattie highlights that when teachers
use assessment data to inform instruction and provide meaningful feedback, it significantly improves student
achievement and supports continuous learning development.

Table 3.5 Level of teachers’ performance in terms of Professional Development

Indicators School Leaders Teachers

WM |SD |[VI|R 'WM|SD |VI|R
1. The teacher pursues further studies to improve | 3.64 |048 | A |35|3.66 049 | A |3
competence.
2. The teacher attends seminars and workshops. 372 |050]|A |2 |370 |052|A |2
3. The teacher participates in webinars and online learning | 3.60 | 0.57 | A |5 |[351 [062|A |5
opportunities.
4. The teacher reads professional materials to improve | 3.64 | 056 | A |3.5]|3.64 |[053|A |4
practice.
5. The teacher seeks mentorship or professional guidance. |3.74 |049| A |1 371 |[049 A |1
Average Weighted Mean 3.67 1052 A 3.65 053 | A

Legend: 1.00 - 1.74 Never (N); 1.75 - 2.49 Sometimes (S); 2.50 - 3.24 Often (0); 3.25 - 4.00 Always (A);
Weighted Mean (WM); Standard Deviation (SD); Verbal Interpretation (VI); Rank (R)

Table 3.5 presents the level of teachers’ performance in terms of Professional Development as perceived by
School Leaders and Teachers.

For the School Leaders, the highest weighted mean was obtained by the indicator, “The teacher seeks
mentorship or professional guidance,” with a weighted mean score of 3.74 (SD = 0.49), interpreted as
Always (A). This indicates that school leaders perceive teachers as actively engaging in mentorship and
professional collaboration, with a moderate SD suggesting some variation in responses. Meanwhile, the
lowest weighted mean was obtained by “The teacher participates in webinars and online learning
opportunities,” with a weighted mean of 3.60 (SD = 0.57), although still interpreted as Always (A),
indicating comparatively lower and more varied engagement in online professional learning.

This implies that school leaders perceive teachers as actively engaging in professional development,
particularly through mentorship and professional guidance. However, the lower ratings on participation in
webinars and online learning suggest the need to further encourage and support teachers in maximizing
digital and self-directed professional development opportunities.
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For the Teachers, the highest weighted mean was obtained by the indicator, “The teacher seeks mentorship
or professional guidance,” with a weighted mean score of 3.71 (SD = 0.49), interpreted as Always (A). This
suggests that teachers recognize the importance of mentorship in improving their professional competence,
with a moderate SD indicating some differences in experiences. On the lower end are “The teacher reads
professional materials to improve practice” (WM = 3.64, SD = 0.53) and “The teacher participates in
webinars and online learning opportunities” (WM = 3.51, SD = 0.62), though still Always, indicating
comparatively lower and more varied participation in self-directed and online professional development
activities.

This implies that teachers value mentorship and recognize its role in improving their professional
competence. However, the relatively lower and more varied participation in reading professional materials
and attending online learning activities indicates the need to strengthen engagement in self-directed and
technology-based professional development.

The average weighted mean for School Leaders is 3.67 (SD = 0.52), while for Teachers is 3.65 (SD = 0.53),
both interpreted as Always (A). This indicates that teachers demonstrate a very high level of performance in
terms of professional development, characterized by active participation in seminars, pursuit of further
studies, and engagement in mentorship. However, the relatively higher standard deviations suggest
noticeable variability in how consistently teachers engage in different forms of professional learning,
particularly in online and self-directed activities.

This finding is supported by Linda Darling-Hammond (2022), who emphasized that continuous professional
development—especially through collaboration, mentoring, and sustained learning opportunities—is
essential in improving teaching quality and student outcomes. Darling-Hammond highlights that while
teachers often engage in professional learning, variations in access and participation, particularly in
emerging formats such as online learning, can influence the overall effectiveness of professional growth.

The Significant Difference in the Level of Organizational Health of Schools

Table 4

Test of Significant Difference in the Level of Organizational Health of Schools When
Respondents are Grouped According to Size of School Assigned

ss ss p-

Variable (Between) (Within) df F value Decision Interpretation
:Ef;gﬁ'ltt';”a' 0102 9327 3,171 063 0.599 reﬁ:gttao Not significant
o ahp 006 12197 3,171 028 0838 20 Notsignificant
Resource 0313 13818 3,171 1.29 0.279 reszgttao Not significant
ity 0241 13736 3,471 1 03 L3I Notsignificant
Eoirie 068 2485 3,171 156 0202 [0 Notsignificant

Table 4 presents the test of significant difference in the level of organizational health of schools when
respondents are grouped according to size of school assigned. The findings show that all computed F-values
across the five dimensions—Institutional Integrity, Collegial Leadership, Resource Influence, Teacher
Affiliation, and Academic Emphasis—are not significant, as all p-values are greater than the 0.05 level of
significance.

This indicates that there is no significant difference in the level of organizational health when respondents
are grouped according to school size assigned. The results suggest that respondents, regardless of the size of
the school they are assigned to, have similar perceptions of organizational health across all dimensions.

Page 5358 www.rsisinternational.org


https://rsisinternational.org/journals/ijriss
https://rsisinternational.org/journals/ijriss
http://www.rsisinternational.org/

INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (1JRISS)
ISSN No. 2454-6186 | DOI: 10.47772/1JRISS |Volume X Issue XXVI June 2026 | Special Issue on Education

The findings imply that school size does not significantly affect how respondents perceive organizational
health. This suggests that whether assigned to small or large schools, respondents experience similar levels
of institutional integrity, leadership practices, resource influence, teacher affiliation, and academic emphasis.
The similarity in perceptions may be attributed to standardized administrative systems, uniform policies, and
consistent implementation of organizational practices across schools regardless of size.

This implies that organizational health in schools is largely consistent across different school sizes,
reflecting effective standardization of policies and practices. School leaders may therefore focus on
sustaining these uniform systems while also ensuring that school-specific needs, particularly in larger
schools with more complex demands, are adequately addressed. Strengthening contextual support while
maintaining standardized practices may further enhance organizational effectiveness across all school types.

This finding is supported by Johnson and Perez (2022), who found that school size had no significant effect
on teachers’ perceptions of organizational climate and effectiveness. The study explained that despite
differences in student population and staffing levels, schools often follow uniform administrative guidelines,
which leads to similar perceptions of organizational health among personnel.

Similarly, Miller et al. (2023) reported that school size was not a significant determinant of organizational
behavior or employee perception in public education settings. Their findings suggest that centralized
management systems and standardized DepEd-like policies contribute to consistent organizational
experiences regardless of school classification or size.

The Significant Relationship between the Level of Organizational Health

Table 5 Correlation analysis between teacher performance and the different dimensions of organizational
health

Teacher Performance vs Organizational Health Pearson |p- Remarks Decision
r value

Mastery of Subject Matter vs Institutional Integrity 0.553 0.00 |Significant Reject Ho
Mastery of Subject Matter vs Collegial Leadership 0.260 0.00 |Significant Reject Ho
Mastery of Subject Matter vs Resource Influence 0.287 0.00 |Significant Reject Ho
Mastery of Subject Matter vs Teacher Affiliation 0.311 0.00 |Significant Reject Ho
Mastery of Subject Matter vs Academic Emphasis 0.185 0.01 |Significant Reject Ho
Instructional Delivery vs Institutional Integrity 0.320 0.00 |Significant Reject Ho
Instructional Delivery vs Collegial Leadership 0.481 0.00 |Significant Reject Ho
Instructional Delivery vs Resource Influence 0.234 0.00 |Significant Reject Ho
Instructional Delivery vs Teacher Affiliation 0.308 0.00 |Significant Reject Ho
Instructional Delivery vs Academic Emphasis 0.246 0.00 |Significant Reject Ho
Classroom Management vs Institutional Integrity 0.224 0.00 |Significant Reject Ho
Classroom Management vs Collegial Leadership 0.138 0.07 |Not Significant |Fail to reject

Ho
Classroom Management vs Resource Influence 0.620 0.00 |Significant Reject Ho
Classroom Management vs Teacher Affiliation 0.413 0.00 |Significant Reject Ho
Classroom Management vs Academic Emphasis 0.039 0.61 |Not Significant |Fail to reject

Ho
Student Assessment & Feedback vs Institutional Integrity |0.192 0.01 |Significant Reject Ho
Student Assessment & Feedback vs Collegial Leadership |[0.148 0.05 |Significant Reject Ho
Student Assessment & Feedback vs Resource Influence [0.427 0.00 |Significant Reject Ho
Student Assessment & Feedback vs Teacher Affiliation |0.646 0.00 [Significant Reject Ho
Student Assessment & Feedback vs Academic Emphasis |0.190 0.01 |Significant Reject Ho
Professional Development vs Institutional Integrity 0.144 0.06 [Not Significant |Fail to reject

Ho
Professional Development vs Collegial Leadership 0.204 0.00 |Significant Reject Ho
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Table 5 presents the correlation analysis between teacher performance and the different dimensions of
organizational health. The computed Pearson correlation coefficients between teacher performance
indicators—mastery of subject matter, instructional delivery, classroom management, student assessment
and feedback, and professional development—and the organizational health dimensions—institutional
integrity, collegial leadership, resource influence, teacher affiliation, and academic emphasis—reveal that
most relationships are statistically significant, with correlation strengths ranging from weak to strong.
Specifically, mastery of subject matter showed significant positive correlations with institutional integrity (r
= 0.553, p = 0.00), collegial leadership (r = 0.260, p = 0.00), resource influence (r = 0.287, p = 0.00), teacher
affiliation (r = 0.311, p = 0.00), and academic emphasis (r = 0.185, p = 0.01).

Instructional delivery also demonstrated significant positive relationships with institutional integrity (r =
0.320, p = 0.00), collegial leadership (r = 0.481, p = 0.00), resource influence (r = 0.234, p = 0.00), teacher
affiliation (r = 0.308, p = 0.00), and academic emphasis (r = 0.246, p = 0.00).

For classroom management, significant correlations were found with institutional integrity (r = 0.224, p =
0.00), resource influence (r = 0.620, p = 0.00), and teacher affiliation (r = 0.413, p = 0.00). However, no
significant relationships were observed with collegial leadership (r = 0.138, p = 0.07) and academic
emphasis (r = 0.039, p = 0.61).

In terms of student assessment and feedback, significant relationships were identified with institutional
integrity (r = 0.192, p = 0.01), collegial leadership (r = 0.148, p = 0.05), resource influence (r = 0.427, p =
0.00), teacher affiliation (r = 0.646, p = 0.00), and academic emphasis (r = 0.190, p = 0.01).

Lastly, professional development showed a significant relationship only with collegial leadership (r = 0.204,
p = 0.00), while its relationships with institutional integrity (r = 0.144, p = 0.06) were not statistically
significant.

Since the majority of p-values are less than the 0.05 significance level, the null hypothesis (Ho) is rejected in
most cases, indicating that there is a significant relationship between organizational health and teacher
performance across several dimensions. However, a few relationships—particularly involving classroom
management and professional development—were found to be not significant, suggesting that not all aspects
of teacher performance are equally influenced by organizational health factors.

Overall, these findings imply that a healthier organizational environment—characterized by strong
institutional integrity, supportive collegial leadership, adequate resources, and positive teacher
relationships—is associated with better teacher performance. Stronger correlations, such as those between
classroom management and resource influence (r = 0.620) and between student assessment and teacher
affiliation (r = 0.646), highlight the critical role of resources and collegial support in enhancing teaching
practices.

The presence of these significant correlations empirically supports Systems Theory, which views the school
as a dynamic and interconnected system. The data confirms that when 'management processes'
(organizational health) are strong, they directly and positively influence the 'output’ of the 'human factors'
(teacher performance).

Kutsyuruba and Walker (2021) emphasized that organizational health factors such as collegial leadership,
institutional integrity, and teacher affiliation contribute to a more productive teaching environment, which in
turn improves teacher effectiveness and student learning outcomes.

Moreover, a study by Torres (2022) revealed that teacher collaboration and professional relationships
(teacher affiliation) significantly influence instructional quality and assessment practices, supporting the
strong correlations found in this study, particularly in student assessment and feedback.

In addition, Skaalvik and Sidsel (2022) found that school climate variables such as leadership support and
resource availability are positively associated with teachers’ motivation, professional development, and
classroom effectiveness, reinforcing the importance of organizational health in shaping teacher performance.
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&

The Challenges Encountered by the Respondents

Table 6

Challenges encountered by the respondents in the promotion of organizational health of
schools

School Leaders Teachers
WM SD VI R WM SD VI R

188 0.77 SE 1 242 091 SE 15

Indicators

1. Insufficient school resources and
materials

2. Large class size and high teacher
workload

3. Limited support from external 18 078 SE 25 231 095 SE 4
stakeholders

4. Delays in approval of school requests. 45 071 NE 9 208 1 SE 85

1.72 086 NE 4 242 114 SE 15

5. Inadequate funding for school 17 071 NE 5 217 0968 SE 7

programs

6. Communication gaps between school

7. Resistance to change among some

school personne| 162 081 NE 65 208 104 SE 85

8. Limited parental involvement in school

activities 152 068 NE 8 23 106 SE b5

9. Time constraints due to multiple school

10. Administrative workload affecting

instructional |eadersh|p 162 067 NE B85 22 1.06 SE 3]
Average Weighted Mean 1.66 0.73 NE 2.24 1.02 SE

Legend: 1.00 - 1.74 Not Evident (NE); 1.75 - 2.49 Slightly Evident (SE); 2.50 - 3.24
Evident (E); 3.25 - 4.00 Very Evident (VE); Weighted Mean (WM); Standard Deviation
(SD); Verbal Interpretation (VI); Rank (R)

Table 6 presents the challenges encountered by the respondents in the promotion of organizational health of
schools. The average weighted mean of 1.66 (Not Evident) for school leaders and 2.24 (Slightly Evident) for
teachers indicates that the identified challenges are generally perceived as minimal by school leaders and
slightly evident by teachers. This suggests that while challenges exist, they are not strongly affecting the
promotion of organizational health, although teachers experience them to a greater extent than school
leaders.

Among the indicators, the top challenge for both groups is “Insufficient school resources and materials” with
a weighted mean of 1.88 (SE) for school leaders and 2.42 (SE) for teachers, ranked first. This highlights that
lack of resources is the most notable concern in promoting organizational health. For teachers, this is tied
with “Large class size and high teacher workload” (2.42, SE), indicating that workload and class size are
equally pressing concerns.

Other prominent challenges include “Time constraints due to multiple school responsibilities” (1.80, SE;
2.34, SE) and “Limited support from external stakeholders™ (1.80, SE; 2.31, SE), suggesting that both time
management and external collaboration present moderate difficulties in maintaining organizational health.
Additionally, teachers perceived “Limited parental involvement in school activities” (2.30, SE) and
“Administrative workload affecting instructional leadership” (2.20, SE) as notable concerns, reflecting the
broader scope of responsibilities and stakeholder engagement challenges.
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On the other hand, several indicators were interpreted as Not Evident (NE) among school leaders, including
communication gaps, delays in approval, and limited parental involvement, indicating that these are not
considered major barriers from the leadership perspective. However, teachers rated all indicators as Slightly
Evident (SE), implying that they experience these challenges more consistently in their day-to-day
functions.

Overall, the findings suggest that while respondents encounter some challenges in promoting organizational
health—particularly related to resources, workload, time constraints, and stakeholder support—these are
generally slight to minimal. The difference in perception between school leaders and teachers further implies
that operational challenges are felt more strongly at the classroom level. Despite these constraints, schools
appear to maintain organizational health, indicating resilience and the ability to manage existing challenges
effectively.

According to Herzberg’s Motivation-Hygiene Theory, the identified challenges—such as insufficient
resources and high workload—fall under 'hygiene factors' (dissatisfiers). While these are currently only
‘Slightly Evident,' the theory posits that if these hygiene expectations are not continuously met, it can lead to
‘feelings of disappointment, bitterness, and lack of interest' among teachers.

The findings of this study are supported by, Kraft and Simon (2021) found that limited school resources,
heavy workload, and time constraints are among the most common challenges faced by teachers, which can
affect instructional quality and overall school functioning. Their study highlights that even when challenges
are only moderately perceived, they still influence teachers’ daily practices and well-being.

Similarly, OECD (2021) reported that large class sizes, administrative workload, and insufficient support
systems remain persistent issues in many schools worldwide. These challenges, although sometimes rated as
manageable, can cumulatively impact teacher effectiveness and school organizational health.

SCHOOL ORGANIZATIONAL HEALTH SUSTAINABILITY FRAMEWORK

|. Rationale

The results of the study reveal that both organizational health and teacher performance in the Schools
Division of Valenzuela City are at optimal levels. Furthermore, statistical findings indicate that school size
(small to mega schools) does not significantly affect these conditions. This suggests that the existing
standardized systems, leadership practices, and policy mechanisms of the Department of Education (DepEd)
are effectively implemented across varying school contexts.

Given these findings, the need is not merely for improvement but for sustainability and institutionalization
of best practices. Sustaining these high levels is essential in addressing long-term and emerging challenges
such as:

Increasing teacher workload

Large class sizes

Resource limitations and delays

Expanding administrative and stakeholder demands

This framework is therefore designed to ensure that schools maintain a healthy organizational climate that
continuously supports teacher performance, professional well-being, and learner achievement over time.

I1. Conceptual Foundation
This framework is anchored on the following principles:

« Organizational Health Theory — Schools function effectively when leadership, relationships, and
systems are aligned
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e Herzberg’s Two-Factor Theory — Sustaining performance requires maintaining “hygiene factors”
to prevent dissatisfaction

o DepEd School-Based Management (SBM) — Emphasizes shared governance, accountability, and
continuous improvement

e Curriculum Framework — Prioritizes foundational skills and efficient teaching-learning processes.
I11. Core Sustainability Pillars
1. Institutional Integrity — “The Policy Shield”

Goal: To protect the instructional core from unnecessary external pressures and ensure alignment with
DepEd mandates.

Key Strategies:
o Institutionalize a Unified Policy Response Checklist
« Align all school decisions with DepEd policies and standards
« Strengthen school head authority in managing external demands
Expected Outcome: A stable and protected teaching-learning environment
2. Collegial Leadership — “The Participatory Anchor”
Goal: To sustain trust, collaboration, and shared accountability among school personnel.
Key Strategies:
e Implement a Quarterly Leadership Feedback System
« Strengthen Learning Action Cell (LAC) as a decision-making platform
e Promote transparency and open communication
Expected Outcome: Responsive, inclusive, and participatory school leadership
3. Resource Influence — “The Efficiency Engine”
Goal: To ensure efficient, transparent, and equitable resource allocation.
Key Strategies:
« Develop a Digital Resource Tracking System
o Implement a 3-5 day processing protocol for requests
e Monitor equitable access across personnel
Expected Outcome: Reduced delays and improved resource satisfaction among teachers
4. Teacher Affiliation — “The Collegial Bond”
Goal: To sustain professional collaboration and positive working relationships.
Key Strategies:

o Institutionalize peer observation and coaching cycles
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e Conduct regular grade-level planning sessions
« Strengthen mentoring systems
Expected Outcome: A collaborative and supportive professional culture
5. Academic Emphasis — “The Excellence Standard”
Goal: To maintain a strong and consistent focus on student achievement.
Key Strategies:
e Implement Data-Driven Instruction (DDI)
e Conduct monthly assessment reviews
« Align instruction with the Enhanced K-12 Curriculum
Expected Outcome: Improved learner performance and instructional quality
IV. Teacher Performance Sustainability Component
To sustain the high level of teacher performance, the framework emphasizes continuous support systems:
1. Instructional Delivery
e Sustain interactive, learner-centered strategies
o Integrate ICT in teaching
o Utilize LAC sessions for best practice sharing
2. Classroom Management
« Standardize classroom rules and expectations
e Use visible rule templates
« Reinforce positive discipline
3. Professional Development
o Develop Individual Development Plans (IDPs)
e Encourage continuous training and online learning
Overall Outcome: Consistent demonstration of high teaching standards aligned with DepEd expectations
V. Challenge Mitigation Strategies
1. Workload and Load Balancing
« Implement digital task management systems
o Rationalize ancillary functions

o Monitor teacher workload distribution
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2. Resource Limitations and Stakeholder Engagement

o Strengthen Adopt-a-Classroom Program

o Engage LGUs, NGOs, and private partners

e Align partnerships with SIP priorities
Outcome: Reduced teacher burden and increased resource support
VI. Implementation and Monitoring Framework

A. Core Sustainability Pillars

Pillar Key Strategies  |Outputs Indicators (MOVs) | Timeline |Responsible
Institutional |Policy checklist,|Standardized Compliance reports  |Quarterly |School Head,
Integrity alignment decisions PSDS
Collegial Feedback system,|Participatory Feedback reports, | Quarterly |School Head
Leadership |LAC leadership LAC minutes

Resource Digital tracking |Efficient allocation|Request logs, [Monthly | Admin Staff
Influence turnaround time

Teacher Peer collaboration |Strong teamwork |Observation  reports,|Monthly | Teachers
Affiliation LAC outputs

Academic Data-driven Improved Assessment reports Monthly | Teachers
Emphasis instruction outcomes

B. Teacher Performance Component

Area Strategies Indicators Timeline Responsible
Instruction ICT, LAC Lesson plans, observations | Monthly Teachers
Management | Rules standardization | Observation reports Quarterly Teachers
Development | IDPs, training Certificates, IDPs Annual Teachers

C. Challenge Mitigation

Area Strategies Indicators Timeline Responsible
Workload Task system Workload reports | Quarterly School Head
Resources Partnerships MOAs, donations | Annual School Head

VII. Integration to DepEd Systems
This framework shall be integrated into:
« School Improvement Plan (SIP)
e Annual Implementation Plan (AIP)
e Results-Based Performance Management System (RPMYS)
e School-Based Management (SBM) practices
Monitoring shall be conducted by:
e School Heads

e Public Schools District Supervisors (PSDS)
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DISCUSSION

This chapter presents the summary of findings from the gathered and analyzed data, the conclusions drawn
from the findings, and recommendations offered by the researcher in the light of the findings and
conclusions.

Summary

This study was to determine the relationship between the level of organizational health of schools and
teacher performance in selected public elementary schools in the Schools Division of Valenzuela City
during the School Year 2025-2026. The findings are presented according to each sub-problem. A Proposed
Organizational Health Enhancement Guide was developed based on the results of the study.

1. Demographic Profile of the Respondents

1.1 Age. The largest proportion of respondents belongs to the 30-39 age group (32.6%), followed by those
aged 50-59 (28.0%) and 40-49 (26.9%). Only 6.3% are aged 20-29 and 60 and above. This indicates that
most respondents are in the mid- to late-career stage.

1.2 Gender. The majority of the respondents are female (83%), while 17% are male. This reflects the
dominance of female teachers in the basic education sector.

1.3 Position Designation. Most respondents are teachers (71.4%), followed by master teachers (24%), while
school heads comprise 4.6%. This shows that the study is largely represented by classroom teachers.

1.4 Highest Educational Attainment. Most respondents have postgraduate education, with 47.4% having
master’s units and 24.6% holding a master’s degree. This indicates that respondents are academically
qualified and engaged in professional development.

1.5 Number of Years in Service. The largest group has 21 years and above in service (30.3%), followed by
6-10 years (22.9%) and 11-15 years (19.4%). This indicates that most respondents are experienced
educators.

1.6 Size of School Assigned. Most respondents are assigned to mega schools (41.1%), followed by large
(28.6%), medium (18.9%), and small schools (11.4%). This suggests that many respondents are working in
large school environments.

2. Level of Organizational Health of the Schools

2.1 Institutional Integrity. Both School Leaders (M = 3.91) and Teachers (M = 3.90) rated institutional
integrity as Very Evident. This indicates strong adherence to policies, transparency in governance, and
protection of teachers from external pressures.

2.2 Collegial Leadership. School Leaders (M = 3.92) and Teachers (M = 3.84) rated collegial leadership as
Very Evident. This suggests strong leadership practices characterized by communication, fairness,
recognition, and participatory decision-making.

2.3 Resource Influence. Teachers (M = 3.92) rated resource influence higher than School Leaders (M =
3.69), both interpreted as Very Evident. This indicates that resource availability and responsiveness are
strongly observed, although perceptions differ on resource mobilization and external support.

2.4 Teacher Affiliation. Teachers (M = 3.88) and School Leaders (M = 3.77) rated teacher affiliation as Very
Evident. This reflects strong collaboration, professional relationships, and shared commitment among
teachers, with slight variation in perceived trust and support.

2.5 Academic Emphasis. Both School Leaders and Teachers obtained the same weighted mean (WM =
3.88), interpreted as Very Evident. This shows that schools strongly prioritize academic performance,
remedial support, and recognition of student achievement.
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3. Level of Teachers’ Performance

3.1 Mastery of Subject Matter. Both School Leaders (M = 3.93) and Teachers (M = 3.90) rated mastery of
subject matter as Always. This indicates a very high level of content knowledge, clarity of instruction, and
ability to simplify concepts among teachers.

3.2 Instructional Delivery. School Leaders (M = 3.92) and Teachers (M = 3.84) rated instructional delivery
as Always. This suggests effective lesson planning, use of questioning techniques, and adaptability to
learners, with slight variation in the use of interactive and multimedia strategies.

3.3 Classroom Management. Teachers (M = 3.92) and School Leaders (M = 3.89) rated classroom
management as Always. This reflects strong classroom organization, positive learner relationships, and
consistent implementation of fair and supportive discipline.

3.4 Student Assessment and Feedback. Teachers (M = 3.88) and School Leaders (M = 3.86) rated
assessment and feedback as Always. This indicates consistent use of assessments, identification of learner
needs, and provision of feedback, with slight variation in reflective practices.

3.5 Professional Development. School Leaders (M = 3.67) and Teachers (M = 3.65) rated professional
development as Always. This shows active engagement in training, seminars, and mentorship, although
participation in online and self-directed learning is comparatively lower.

4. Significant Difference in Organizational Health When Grouped by Size of School Assigned.

There is no significant difference in all dimensions of organizational health when grouped according to
school size assigned (p > 0.05). This suggests that school classification does not influence perceptions of
organizational health.

5. Relationship between Organizational Health and Teacher Performance

The results of the Pearson correlation analysis show that there is generally a significant relationship between
organizational health and teacher performance across most dimensions.

Mastery of Subject Matter shows significant positive relationships with all organizational health dimensions,
with the strongest correlation with Institutional Integrity (r = 0.553, p < 0.05), indicating that better
organizational systems are associated with higher content mastery.

Instructional Delivery is also significantly related to all organizational health dimensions, with the strongest
relationship with Collegial Leadership (r = 0.481, p < 0.05), suggesting that supportive leadership enhances
teaching effectiveness.

Classroom Management is significantly related to Institutional Integrity (r = 0.224), Resource Influence (r =
0.620), and Teacher Affiliation (r = 0.413), but not significantly related to Collegial Leadership (p = 0.07)
and Academic Emphasis (p = 0.61). This indicates that resource support and collegial relationships are more
influential in classroom management.

Student Assessment and Feedback shows significant positive relationships with all organizational health
dimensions, with the strongest correlation with Teacher Affiliation (r = 0.646, p < 0.05), highlighting the
importance of collegial support in assessment practices.

Professional Development shows a significant relationship only with Collegial Leadership (r = 0.204, p <
0.05), while its relationship with Institutional Integrity is not significant (p = 0.06), indicating a more limited
association compared to other performance areas.
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6. Challenges Encountered in the Promotion of Organizational Health

The overall results show that challenges are Not Evident for School Leaders (M = 1.66) and Slightly Evident
for Teachers (M = 2.24), indicating that these are generally minimal but more experienced by teachers.

The most prominent challenge for both groups is insufficient school resources and materials (SL =1.88; T =
2.42), followed by large class size and high workload (SL = 1.72; T = 2.42 for teachers), indicating resource
and workload constraints as the main concerns. Other slightly evident challenges include time constraints
due to multiple responsibilities (SL = 1.80; T = 2.34) and limited support from external stakeholders (SL =
1.80; T = 2.31). Teachers also noted limited parental involvement (2.30) and administrative workload
affecting instructional leadership (2.20) as additional concerns.

Meanwhile, school leaders generally rated most other challenges as Not Evident, particularly
communication gaps and delays in approval, while teachers consistently rated all indicators as Slightly
Evident.

7. Proposed School Organizational Health Sustainability Framework

The findings of the study indicate that both organizational health and teacher performance in the Schools
Division of Valenzuela City are at optimal and consistently high levels across schools. Moreover, statistical
results reveal that school size does not significantly influence these conditions, suggesting that standardized
systems, leadership practices, and policy implementation of the Department of Education (DepEd) are
effectively carried out across different school contexts.

Despite these positive outcomes, the study highlights the need to sustain and institutionalize existing best
practices rather than merely introduce improvements. This is necessary to ensure that schools remain
resilient in the face of persistent and emerging challenges, such as increasing teacher workload, large class
sizes, resource limitations, and growing stakeholder demands.

The results further emphasize that maintaining organizational health requires continuous strengthening of
leadership, efficient resource management, collaborative professional culture, and sustained focus on
academic excellence. Additionally, while teacher performance is high, ongoing support in instructional
delivery, classroom management, and professional development remains essential to preserve consistency
and quality over time.

Overall, these findings justify the development of a School Organizational Health Sustainability Framework
that focuses on maintaining high performance levels, reinforcing effective systems, and providing structured
strategies to address long-term challenges while ensuring continuous school improvement.

Conclusions
Based on the foregoing findings, the following conclusions are hereby drawn:

1. The respondents are mostly experienced female teachers in mid- to late-career stages, primarily occupying
teacher positions, with a high level of postgraduate education and are commonly assigned in large or mega
schools.

2. The level of organizational health in schools is very evident across all dimensions, indicating strong
institutional integrity, collegial leadership, resource influence, teacher affiliation, and academic emphasis.

3. Teachers demonstrate a very high level of performance (Always) in mastery of subject matter,
instructional delivery, classroom management, student assessment and feedback, and professional
development.

4. There is no significant difference in all dimensions of organizational health when grouped according to
the size of school assigned. This implies that school size does not significantly influence the level or
perception of organizational health, indicating that existing systems and practices are consistently
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implemented across schools regardless of their classification.

5. There is a significant positive relationship between organizational health and teacher performance,
indicating that better organizational health is associated with higher teacher performance.

6. Challenges in promoting organizational health are generally slight to minimal, with the most common
issues being insufficient resources, workload, class size, time constraints, and limited stakeholder support,
more evident among teachers than school leaders.

Recommendations
Based on the findings and conclusions of the study, the following recommendations are hereby offered:

1. Teachers. Teachers are encouraged to further strengthen their instructional practices by enhancing the use
of interactive strategies, ICT integration, and consistent classroom management techniques. They should
also actively engage in continuous professional development through seminars, webinars, and collaborative
learning activities to sustain and improve their high level of performance.

2. School Heads and Instructional Leaders. School administrators are encouraged to sustain and
strengthen organizational health by promoting participatory leadership, ensuring consistent policy
implementation, and improving communication and feedback mechanisms. They should also provide
stronger instructional support, mentoring, and monitoring to enhance teachers’ instructional delivery and
professional growth.

3. Department of Education (DepEd). DepEd is encouraged to address key challenges identified in the
study, particularly on resource provision, workload management, and class size. Strengthening policies on
resource allocation, digital learning support, and teacher workload distribution will further enhance
organizational health and teacher performance.

5. Parents and Community Stakeholders. Parents and stakeholders are encouraged to actively participate
in school activities and strengthen collaboration with teachers and school leaders. Increased engagement and
support can help address gaps in learner support, resource mobilization, and school-community partnerships.

6. School Governance and Support Units (Division/Local Government Units). LGUs and education
support units are encouraged to strengthen partnerships with schools by providing additional resources,
infrastructure support, and learning materials. Collaborative programs such as school adoption initiatives
and resource-sharing mechanisms should also be enhanced.

7. Future Researchers. Future studies are encouraged to explore other variables affecting organizational
health and teacher performance, such as leadership styles, school culture, and student outcomes, and to
conduct similar studies in other divisions for broader validation of results.
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