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ABSTRACT

This study examined the relationship among leadership support, decision-making participation, work
environment, and teaching performance of educators in one of the schools division in Negros Island Region.
Using a descriptive-correlational research design, the study involved 128 elementary school teachers selected
through total enumeration. Data were gathered through a validated researcher-made questionnaire. The findings
revealed that leadership support, decision-making participation, and work environment were all rated very high.
Teaching performance was rated outstanding. Results further showed significant relationships between
leadership support and teaching performance, decision-making participation and teaching performance, and
work environment and teaching performance. Although the relationships were weak, they indicate that
supportive leadership, active teacher involvement, and a positive work environment contribute to improved
teaching performance. The findings may serve as a basis for developing programs and policies that enhance
teacher effectiveness and overall school performance.

Keywords: Leadership Support, Decision-Making Participation, Work Environment, Teaching Performance,
Educators, School Leadership, Participatory Governance, School Climate.

INTRODUCTION

In the Philippines, teacher participation in decision-making has gained attention as an important component of
effective school management. Teachers bring valuable classroom-based insights that can enhance institutional
policies and practices. Studies show that involving teachers in decision-making increases their sense of
ownership, professional autonomy, and job satisfaction. However, despite its recognized importance, many
education systems still show limited teacher involvement in governance, creating a gap between policy and
practice (OECD, 2024).

The work environment also plays a significant role in shaping teaching performance. Both physical conditions,
such as facilities and instructional resources, and non-physical aspects, including collegial relationships and
organizational culture, influence teachers’ productivity and well-being. A supportive and positive work
environment can enhance motivation and performance, while a stressful or resource-limited environment may
lead to burnout and reduced teaching effectiveness (Kao et al., 2023).

In the Philippine context, leadership support is recognized as essential in improving educational quality and
teacher performance. School leaders are expected to guide teachers, manage resources, and promote professional
growth. However, challenges such as heavy workloads, limited resources, and inconsistent implementation of
shared decision-making practices continue to affect teachers’ performance. These realities highlight the need to
further examine how leadership and participation influence teaching outcomes within the national setting
(Yongco, 2026; Aquino, 2025).

At the local level, schools often experience varying conditions that impact educators’ daily work. Some teachers
may have limited access to instructional materials, professional development opportunities, or meaningful
participation in school decisions. These conditions can affect their motivation and effectiveness. Conversely,
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schools that foster supportive leadership, inclusive participation, and positive working environments tend to
produce more engaged and high-performing teachers.

Despite existing studies on leadership, work environment, and teacher performance, there is still a gap in research
that examines these variables collectively, particularly in localized contexts. Many studies treat these factors
separately, overlooking their combined influence on teaching performance. Thus, this study aims to explore how
leadership support, decision-making participation, and work environment interact to influence educators’
teaching performance, providing insights that may help improve educational practices and policies.

METHODOLOGY

This study adopts a quantitative, descriptive—correlational research design to explore how leadership support,
decision-making participation, and work environment relate to teaching performance among educators. The
respondents were the 128 elementary school teachers from the elementary schools of a certain cluster in a large
division in the Negros Island Region. Since the entire population was involved as respondents, total enumeration
was used and there was no need to determine a separate sample size.

Data were gathered using a researcher-made survey questionnaire divided into three parts: leadership support
covering three sub-variables (instructional support, professional development support, and administrative
support); decision-making participation including three sub-variables (involvement in school planning,
participation in policy formulation, and shared decision-making processes); and work environment focusing on
three sub-variables (physical working conditions, collegial relationships, and organizational support).
Respondents indicated their answers using a five-point Likert scale: (5) Strongly Agree, (4) Agree, (3) Neutral,
(2) Disagree, and (1) Strongly Disagree.

The research instrument underwent a content validation process involving five qualified evaluators, achieving a
Content Validity Ratio (CVR) of 1.00 for the questionnaires on Leadership Support, Decision-Making
Participation, and Work Environment, which confirmed that the instrument possessed satisfactory content
validity and indicated that the items were appropriate and essential for measuring the intended constructs.

Internal consistency was established through a pilot test conducted on 30 individuals who shared characteristics
similar to those of the target respondents but were not included in the actual study, yielding Cronbach's alpha
coefficients of 0.964 for leadership support, 0.948 for decision-making participation, and 0.950 for work
environment, demonstrating high reliability.

For the data collection process, the researcher first secured a formal letter of approval from the Schools Division
Superintendent before distributing the questionnaires to elementary school teachers. With the assistance of the
school administration, the questionnaires were personally distributed by the researcher and retrieved
immediately after the respondents had completed them. Before answering, the respondents were informed about
the purpose and significance of the study to ensure that they would provide honest and well-considered
responses. Once all responses were gathered, the data were systematically organized, tabulated, and prepared for
analysis.

These were then carefully examined to help address and answer the research questions of the study. The mean
was used to determine the level of leadership support as perceived by educators, the level of decision-making
participation of educators, the level of work environment of educators, and the level of teaching performance of
educators.

Spearman's Rank-Order Correlation Coefficient was used to determine the significant relationship between the
level of leadership support and the level of teaching performance of educators, the significant relationship
between the level of decision-making participation and the level of teaching performance of educators, and the
significant relationship between the level of work environment and the level of teaching performance of
educators.
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RESULTS AND DISCUSSIONS

Level of Leadership Support as

Perceived by Educators

Table 1. Level of Leadership Support as Perceived by Educators as a Whole and In Terms of

Instructional Support, Professional Development Support, and Administrative Support.

Leadership Support Mea SD Interpretati

n on
Instructional Support 0.4

4.72 1' Very High
The school head...

4.75 04 Very High
1. helps teachers improve teaching strategies and classroom practices. ' 3 cry Hig

4.76 04 Very High
2. provides guidance to improve student learning. ' 3 ety Hig

4.69 0.5 Very High
3. observes classes and provide constructive feedback. ' 0 cry Hig

4.73 0.4 Very High
4. addresses instructional concerns raised by teachers. ' 5 cry Hig

4.70 0.5 Very High
5. supports the use of effective and innovative teaching methods. ' 3 ety thg
Professional Development Support 0.3

4.80 5' Very High
The school head...

4.88 0.3 Very High
1. encourages teachers to attend seminars, trainings, and workshops. ' 2 cry Hig

4.80 04 Very High
2. provides opportunities to enhance professional skills. ' 0 ety Hig

4.77 04 Very High
3. supports teachers in pursuing further studies or certifications. ' 2 ety Hig
4. offers professional development activities that are relevant to teaching 4.76 2'4 Very High

needs.

4.77 04 Very High
5. motivates teachers to continuously improve their competencies. ' 3 ety Hig
Administrative Support 0.4

4.74 4' Very High
The school head...
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0.4 .
1. provides clear instructions regarding school policies and procedures. 477 2 Very High
2. ensures administrative tasks are well-organized and clearly communicated | 4.70 (1)'5 Very High
to teachers.
4.70 0-5 Very High
3. responds promptly to teachers’ concerns and requests. ' 1 ey Hig
4.70 0-5 Very High
4. supports teachers in managing workload and responsibilities. ' 3 ety Hig
4.81 0.3 Very High
5. treats teachers fairly and with respect. ’ 9 ey Hig
0.3 .
As 2 Whole 4.75 - Very High
Legend: (4.21-5.00)-Very High; (3.41-4.20)-High, (2.61-3.40)-Moderate; (1.81-2.60)-)-Low, (1.00-1.80)-
Very Low

Table 1 presents the level of leadership support as perceived by educators in terms of instructional support,
professional development support, and administrative support. Among the three dimensions, professional
development support obtained the highest mean (M = 4.80, SD = 0.35), interpreted as very high. This indicates
that school heads place considerable emphasis on enhancing teachers’ professional competencies and career
growth. The highest-rated indicator was encouraging teachers to attend seminars, trainings, and workshops (M
=4.88, SD = 0.32), followed by providing opportunities to enhance professional skills (M = 4.80, SD = 0.40).
These findings imply that school leaders recognize the importance of continuous learning and actively support
teachers in developing their knowledge and instructional capabilities. Such support may contribute to increased
teacher confidence, improved instructional practices, and greater readiness to address the evolving demands of
education.

These findings are consistent with the study of Kraft (2020), which found that leadership practices that prioritize
teacher learning and professional growth contribute positively to teacher effectiveness, instructional quality, and
school improvement.

In terms of administrative support, the dimension obtained a mean of 4.74 (SD = 0.44), interpreted as very high.
Educators generally agreed that school heads effectively manage school operations while assisting teachers. The
highest-rated indicator was treating teachers fairly and with respect (M =4.81, SD =0.39), followed by providing
clear instructions regarding school policies and procedures (M = 4.77, SD = 0.42). These results suggest that
teachers value leadership characterized by fairness, transparency, and effective communication. When
administrative processes are organized and clearly communicated, teachers may experience reduced work-
related stress and become more focused on instructional responsibilities. The findings further imply that
supportive administrative leadership contributes to a positive organizational climate and stronger teacher morale.

This result supports the findings of Hallinger (2020), who emphasized that effective school leadership promotes
organizational stability, teacher satisfaction, and improved educational outcomes through supportive
administrative practices.

Meanwhile, instructional support obtained a mean of 4.72 (SD = 0.41), also interpreted as very high. Teachers
perceived that school heads actively support instructional improvement and student learning. Among the
indicators, guiding to improve student learning received the highest rating (M = 4.76, SD = 0.43), followed
closely by helping teachers improve teaching strategies and classroom practices (M = 4.75, SD = 0.43).
Addressing instructional concerns raised by teachers (M = 4.73, SD = 0.45) also received a very high rating.
These findings indicate that school heads are actively engaged in instructional leadership and are responsive to
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teachers’ instructional needs. Such practices may strengthen teachers’ instructional competence, encourage the
use of effective teaching approaches, and ultimately enhance student learning outcomes.

The findings align with the study of Robinson (2021), which highlighted that instructional leadership remains
one of the strongest predictors of improved teaching performance and student achievement.

Overall, leadership support obtained a mean (M =4.75, SD = 0.37), interpreted as very high. This indicates that
educators strongly perceive their school heads as supportive in providing guidance, resources, and assistance
necessary for effective teaching and professional growth. The findings suggest that school leaders play a
significant role in fostering a positive work environment that promotes teacher effectiveness and commitment.

The findings revealed that educators perceived leadership support as very high across all dimensions, with
professional development support emerging as the most highly rated area. This suggests that school heads are
viewed as effective leaders who provide meaningful support in instructional, professional, and administrative
aspects of teachers” work. The results further imply that sustaining strong leadership practices may strengthen
teacher motivation, enhance professional competence, and contribute to a more productive and effective learning
environment.

The findings support the study of Leithwood (2020), which emphasized that supportive leadership positively
influences teacher commitment, professional growth, and school effectiveness. Similarly, the result is consistent
with the work of Grissom (2021), who found that leadership support significantly contributes to teacher
performance, job satisfaction, and organizational success. These findings suggest that maintaining strong and
supportive school leadership is essential in promoting teacher development, instructional excellence, and overall
school improvement.

Level of Decision-Making Participation of Educators

Table 2. Level of Decision-Making Participation of Educators as a Whole and in terms of Involvement in
School Planning, Participation in Policy Formulation, and Shared Decision-Making Processes.

Decision Making Participation Mea SD 1nterpretat
n ion
. . 0.4 .
Involvement in School Planning 4.69 8 Very High
1. The teachers are involved in planning school programs and activities. 473 2.4 Very High
2. The teachers are consulted in developing school goals and plans. 466 2.5 Very High
3. The teachers are encouraged to share ideas during planning meetings. 470 2.5 Very High
4. The teachers’ inputs are reflected in school plans. 466 8.5 Very High
5. The teachers actively participate in setting school priorities. 4.69 (1).5 Very High
Participation in Policy Formulation 4.64 (2).5 Very High
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6. The teachers are involved in creating or revising school policies. 463 3.5 Very High
7. The teacherg are given the opportunity to express their opinions on school 468 0.5 Very High
rules and guidelines. 2
8. The teachers’ perspectives are considered in policy decisions. 456 2.6 Very High
0. The teachers are informed and consulted before new policies are 459 0.5 Very High
implemented. 5
10. The teachers’ feedback is valued in policy formulation. 479 (2).5 Very High
Shared Decision-Making Processes 4.59 2.5 Very High
6. Thq t;achers work together with school leaders in making important 468 0.5 Very High
decisions. 3
7. The teachers engage in collaborative decision-making rather than top-down 464 0.5 Very High
processes. 3
8. The teachers share responsibility for decisions that affect the school. 4.48 (9).6 Very High
9. The teachers feel a sense of ownership over decisions made in the school. 460 3.5 Very High
10. The ‘teachers strengthen trust with school leaders through shared decision- 453 0.7 Very High
making. 6
0.5 .
As 2 Whole 4.64 0 Very High
Legend: (4.21-5.00)-Very High; (3.41-4.20)-High, (2.61-3.40)-Moderate; (1.81-2.60)-)-Low; (1.00-1.80)-
Very Low

As Table 2 presents the level of decision-making participation of educators in terms of involvement in school
planning, participation in policy formulation, and shared decision-making processes. Among the three
dimensions, involvement in school planning obtained the highest mean (M = 4.69, SD = 0.48), interpreted as
very high. This indicates that teachers are highly engaged in planning school programs, activities, and priorities.
The highest-rated indicator was teachers being involved in planning school programs and activities (M = 4.73,
SD = 0.46), followed by teachers being encouraged to share ideas during planning meetings (M = 4.70, SD =
0.55). These findings imply that school leaders recognize the value of teacher participation in the planning
process and provide opportunities for educators to contribute to the direction of the school. Such involvement
may strengthen teachers’ commitment to school initiatives and foster a stronger sense of responsibility toward
achieving institutional goals.

This finding supports the study of Berkovich (2021), which emphasized that teacher involvement in school
planning enhances organizational commitment, collaboration, and the successful implementation of school
programs.
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In terms of participation in policy formulation, the dimension obtained a mean of 4.64 (SD = 0.52), interpreted
as very high. Teachers generally agreed that they are given opportunities to participate in developing and
reviewing school policies. The highest-rated indicator was teachers’ feedback being valued in policy formulation
(M =4.72, SD =0.52), followed by being given opportunities to express opinions on school rules and guidelines
(M = 4.68, SD = 0.52). Although all indicators received very high ratings, the consideration of teachers’
perspectives in policy decisions (M = 4.56, SD = (0.64) obtained the lowest mean within the dimension.
Nevertheless, the result indicates that teachers perceive school leaders as open to consultation and feedback
during policy development. This may contribute to policies that are more responsive to the needs of educators
and the school community.

These findings are consistent with the study of Nguyen (2022), which found that teacher participation in policy
development promotes transparency, acceptance of policies, and stronger organizational trust.

For shared decision-making processes, the mean score was (M =4.59, SD = 0.55), interpreted as very high. This
suggests that collaborative decision-making practices are evident within the school. The highest-rated indicator
was teachers working together with school leaders in making important decisions (M = 4.68, SD = 0.53),
followed by teachers engaging in collaborative decision-making rather than top-down processes (M = 4.64, SD
=0.53). The lowest-rated indicator was teachers sharing responsibility for decisions that affect the school (M =
4.48, SD = 0.69), although it remained within the very high category. These findings indicate that teachers
perceive a strong partnership between faculty members and school leaders in addressing school concerns and
making significant decisions. Such collaboration may strengthen trust, improve communication, and create a
greater sense of ownership among educators.

The findings support the work of Harris (2020), who emphasized that shared decision-making fosters
professional collaboration, strengthens trust, and enhances school effectiveness by involving teachers in
leadership processes.

Overall, decision-making participation obtained a mean (M = 4.64, SD = 0.50), interpreted as very high. This
indicates that educators perceive themselves as actively involved in important school decisions and
organizational processes. The findings suggest that schools promote a participatory culture where teachers are
encouraged to contribute their ideas, insights, and expertise in matters affecting the institution.

The findings revealed that educators perceived their level of decision-making participation as very high, with
involvement in school planning emerging as the most highly rated dimension. This indicates that teachers are
actively engaged in shaping school programs, policies, and decisions. The results further suggest that
maintaining inclusive decision-making practices may strengthen teacher empowerment, increase organizational
commitment, and promote a collaborative school culture.

The findings support the study of Leithwood (2021), which highlighted that participative leadership practices
encourage teacher engagement, professional commitment, and school improvement. Similarly, the results are
consistent with the study of Torres (2022), which found that schools that involve teachers in decision-making
processes tend to experience stronger collaboration, greater trust, and higher organizational effectiveness. These
findings suggest that encouraging meaningful teacher participation in school decisions remains essential in
building a positive, responsive, and productive educational environment.

Level of Work Environment of Educators

Table 3. Level of Work Environment of Educators as a Whole and in terms of Physical Working
Conditions, Collegial Relationships, and Organizational Support

Work Environment Mea SD Interpretati
n on
. . .. 0.6 .
Physical Working Conditions 4.51 0 Very High
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1. The glassrooms and facilities are safe and conducive to teaching and 439 0.7 Very High
learning. 3
2. The teachers have adequate teaching materials and resources. 453 2.6 Very High
3. The school environment supports comfort and productivity for the 4.49 0.7 Very High
teachers. 3
Table 3 continuation
4. The physical facilities are well-maintained for effective use. 455 2.6 Very High
5. The tqachers working space allows them to perform their duties 461 0.6 Very High
effectively. 3
Collegial Relationships 4.64 2.4 Very High
11. The teachers treat each other with respect. 467 2.5 Very High
12. The teachers demonstrate a spirit of cooperation and teamwork. 464 8.5 Very High
13. The teachers feel comfortable seeking help or advice from colleagues. 468 (3).5 Very High
14. The. teachers build positive relationships that contribute to a healthy work 459 0.5 Very High
environment. 5
15. The teachers support one another professionally and personally. 463 (3).5 Very High
Organizational Support 4.63 2.4 Very High
11. The school values the teachers’ contributions and efforts. 463 (3).5 Very High
12. The teachers feel recognized for the work they do. 461 2.5 Very High
13. The school provides support when the teachers face work-related 465 0.4 Very High
challenges. 9
14. The school policies promote the teachers’ welfare and well-being. 462 (3).5 Very High
15. The organization creates a supportive and motivating environment for the 4.62 0.5 Very High
teachers. 3
4.60 0.4 Very High
As a Whole o y I8
Legend: (4.21-5.00)-Very High, (3.41-4.20)-High, (2.61-3.40)-Moderate; (1.81-2.60)-)-Low, (1.00-1.80)-
Very Low
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Table 3 presents the level of work environment of educators, among the three dimensions, collegial relationships
obtained the highest mean (M = 4.64, SD = 0.48), interpreted as very high. The relatively low standard deviation
suggests that teachers’ responses are closely clustered around the mean, indicating a shared perception of strong
collegial support. In particular, feeling comfortable seeking help or advice from colleagues (M = 4.68, SD =
0.53), treating each other with respect (M = 4.67, SD = 0.58), and supporting one another professionally and
personally (M =4.63, SD = 0.53) received the highest ratings.

These findings imply that teachers consistently experience positive professional relationships, teamwork, and
collaboration within the school. This supports the study of Skaalvik and Skaalvik (2021), which emphasized that
strong collegial relationships contribute to teacher well-being, job satisfaction, and reduced workplace stress.

In terms of organizational support, the dimension obtained a mean (M = 4.63, SD = 0.48), interpreted as very
high. The low standard deviation indicates a relatively uniform perception among teachers regarding the support
they receive from the school. Teachers generally agreed that the school provides assistance when they face work-
related challenges (M =4.65, SD = 0.49) and values their contributions and efforts (M =4.63, SD = 0.53). These
results suggest that organizational support is consistently experienced across respondents, contributing to teacher
motivation, commitment, and job satisfaction.

This finding aligns with the study of Collie (2021), which found that strong organizational support is linked to
higher teacher engagement and effectiveness.

For physical working conditions, the dimension obtained a mean (M =4.51, SD = 0.60), interpreted as very high.
The slightly higher standard deviation compared to the other dimensions suggests more variation in teachers’
perceptions of physical facilities and resources, although responses still generally fall within a positive range.
The highest-rated indicator was having a working space that allows teachers to perform their duties effectively
(M =4.61, SD = 0.63), followed by well-maintained physical facilities (M = 4.55, SD = 0.67). These findings
imply that while most teachers perceive the physical environment as adequate and supportive, some differences
in experiences may exist regarding facilities and resources.

The level of work environment of educators was generally rated very high, with an overall mean (M = 4.60, SD
= 0.49), indicating that teachers perceive their workplace as supportive, collaborative, and generally consistent
across respondents, with minimal variation in their responses.

Overall, the findings revealed that the work environment of educators was rated very high across all dimensions,
with relatively low standard deviations indicating generally consistent responses among teachers. This suggests
that the positive work environment is widely experienced, particularly in terms of collegial relationships and
organizational support, while physical conditions show slightly more variability. The results further imply that
maintaining strong collaboration, institutional support, and improved facilities may further enhance teacher well-
being and performance.

The findings support the study of Skaalvik and Skaalvik (2021), which emphasized that a stable and supportive
work environment contributes to teacher well-being and reduces burnout. Similarly, Collie (2021) found that
positive school climates characterized by strong relationships and organizational support promote teacher
engagement and effectiveness. These findings highlight the importance of sustaining a consistent and supportive
work environment to enhance teacher satisfaction and overall school performance.

Level of Involvement Level of Teaching Performance of Educators

Table 4. Level of Teaching Performance of Educators.

Teaching Performance f Mean SD Interpretation
Outstanding 111

4.67 0.17 Outstanding
Very Satisfactory 17
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Satisfactory 0
Unsatisfactory 0
Poor 0
Total 128
Legend:(4.5-5.0)-Outstanding; (3.50-4.49)-Very  Satisfactory;(2.50-3.49)  Satisfactory (1.50 - 2.49)

Unsatisfactory,(1.00 — 1.49)-Poor

Table 4 presents the level of teaching performance of educators. The distribution of responses shows that the
majority of educators were rated outstanding (f=111), while (f=17) were rated very satisfactory. No educators
were rated satisfactory, unsatisfactory, or poor. The overall mean score (M =4.67, SD = 0.17) is interpreted as
outstanding, indicating that educators consistently demonstrate exceptional performance in carrying out their
instructional duties and professional responsibilities.

The findings suggest that educators possess a high level of competence, commitment, and effectiveness in
teaching. The very small standard deviation further indicates that performance ratings are relatively consistent
among educators, reflecting a uniformly high standard of teaching across the schools involved in the study. This
may be attributed to teachers’ dedication to instructional excellence, adherence to professional standards, and
active engagement in activities that support student learning and development.

The results also imply that school leaders and educational institutions have established supportive conditions
that enable teachers to perform at their best. Effective instructional supervision, continuous professional
development opportunities, and collaborative school environments may have contributed to the outstanding
performance ratings obtained by the educators. Maintaining these practices is important to sustain high levels of
teaching quality and ensure continuous improvement in educational outcomes.

These findings further suggest that teachers are not only meeting but exceeding the expected standards of
performance. As a result, learners are more likely to benefit from well-prepared instruction, effective classroom
management, and meaningful learning experiences. Nevertheless, continuous monitoring, recognition programs,
and professional learning opportunities should remain a priority to preserve and strengthen the culture of
excellence among educators.

The findings are consistent with the study of Skaalvik and Skaalvik (2021), which emphasized that teachers who
experience professional support, positive working conditions, and strong motivation tend to demonstrate higher
levels of performance and instructional effectiveness. Similarly, the results support the findings of Collie (2021),
who reported that supportive school environments and opportunities for professional growth contribute
significantly to teacher effectiveness, job satisfaction, and overall performance. These findings indicate that
fostering a supportive and growth-oriented educational environment remains essential in sustaining outstanding
teaching performance and promoting educational excellence.

Relationship Between Leadership Support and Teaching Performance of Educators

Table S. Relationship Between Leadership Support and Teaching Performance of Educators.

. Test Statistics .. .
Variable p-value Decision for Ho Interpretation

(5)

Leadership Support

VS. 0.207 0.019 Reject Ho Significant

Teaching Performance
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The Table 5 presents the relationship between leadership support and teaching performance of educators using
Spearman’s rho correlation. The analysis yielded a correlation coefficient of (r_s = 0.207) with a p-value of
0.019. Since the p-value is less than the 0.05 level of significance, the null hypothesis was rejected. This indicates
that there is a significant relationship between leadership support and teaching performance.

This finding implies that leadership practices in schools contribute to shaping the working conditions that enable
teachers to perform effectively. Supportive leadership behaviors such as mentoring teachers, providing timely
feedback, encouraging participation in training, and addressing instructional concerns help build teachers’
confidence and improve their instructional practices. However, the weak correlation also suggests that teaching
performance is influenced by other factors beyond leadership support, such as teacher competence, motivation,
classroom environment, and access to resources.

The results further suggest that schools should continue strengthening leadership support systems while also
considering other dimensions that affect teacher performance. A balanced approach that combines effective
leadership, continuous professional development, and a supportive organizational environment may lead to more
sustained improvements in teaching performance.

This finding is consistent with the study of Leithwood et al. (2020), which emphasized that school leadership
has a measurable impact on teacher effectiveness by shaping the conditions for teaching and learning. Similarly,
the result supports the findings of Grissom, Egalite, and Lindsay (2021), who reported that effective leadership
practices contribute to improved teacher performance, instructional quality, and overall school success. These
findings highlight the importance of sustaining strong leadership support as part of broader efforts to enhance
educational outcomes.

Relationship Between Decision-Making Participation and Teaching Performance of Educators

Table 6. Relationship Between Decision-Making Participation and Teaching Performance of Educators.

Variable ;1;6;‘[ Statistics p-value Decision for Ho Interpretation
S

Decision Making

Participation

Vs 0.133 0.009 Reject Ho Significant

Teaching Performance

Table 6 presents the relationship between decision-making participation and teaching performance of educators
using Spearman’s rho correlation. The analysis yielded a correlation coefficient of (r s = 0.133) with a p-value
of 0.009. Since the p-value is less than the 0.05 level of significance, the null hypothesis was rejected. This
indicates that there is a significant relationship between decision-making participation and teaching performance.

This finding implies that participatory leadership practices can enhance teachers’ sense of ownership and
professional responsibility. However, the weak correlation also suggests that decision-making participation
alone is not sufficient to strongly influence teaching performance. Other factors such as instructional
competence, leadership support, workload, and access to resources may also play a more dominant role in
shaping performance outcomes.

The results further suggest that schools should continue promoting inclusive and collaborative decision-making
processes while also strengthening other supporting factors that directly influence teaching effectiveness.
Encouraging meaningful teacher involvement in school governance may help sustain motivation and
professional engagement, but it should be complemented with targeted training, instructional support, and
continuous performance monitoring.
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This finding is consistent with the study of Leithwood et al. (2020), which emphasized that participative
leadership contributes to improved teacher engagement and school effectiveness, although its impact is often
mediated by other organizational and instructional factors. Similarly, Harris and Jones (2020) found that
collaborative leadership practices enhance teacher commitment and professional engagement, which can
indirectly support instructional performance and school improvement.

Relationship Between Work Environment and Teaching Performance of Educators

Table 7. Relationship Between Work Environment and Teaching Performance of Educators.

. Test Statistics .. .
Variable p-value Decision for Ho Interpretation

(75)

Work Environment

VS. 0.143 0.011 Reject Ho Significant

Teaching Performance

Table 7 presents the relationship between work environment and teaching performance of educators using
Spearman’s rho correlation. The analysis yielded a correlation coefficient of (rs = 0.143) with a p-value of 0.011.
Since the p-value is less than the 0.05 level of significance, the null hypothesis was rejected. This indicates that
there is a significant relationship between work environment and teaching performance.

This finding implies that improving the work environment can contribute to enhancing teacher performance,
even if the effect is indirect or limited in strength. When teachers feel comfortable, respected, and supported in
their workplace, they are more likely to demonstrate higher levels of motivation, engagement, and instructional
effectiveness. However, the weak correlation also suggests that teaching performance is shaped by multiple other
factors such as leadership support, professional development, and individual teacher competence.

The results further suggest that school administrators should continue strengthening workplace conditions by
promoting a positive organizational climate, reducing unnecessary workload stress, and ensuring that teachers
have access to sufficient instructional resources. While improving the work environment alone may not fully
guarantee high teaching performance, it plays an important supporting role in overall teacher effectiveness.

This finding is consistent with the study of Bakker and Demerouti (2020), which emphasized that a healthy work
environment contributes to employee engagement and performance by reducing job demands and strengthening
available resources. Similarly, Collie (2021) found that supportive school environments are linked to higher
teacher well-being, engagement, and instructional effectiveness, which ultimately influence teaching
performance. These findings highlight the importance of maintaining a positive work environment as part of
broader efforts to enhance teacher performance and educational outcomes.

CONCLUSIONS

Based on the findings of the study, the following conclusions were drawn:

The school heads consistently provide strong instructional, professional, and administrative assistance that
enhances teacher confidence and effectiveness.

Teachers are highly involved in decision-making processes, showing strong participation in school planning,
policy formulation, and shared governance, which strengthens their sense of ownership and responsibility.

The work environment of educators is very favorable, characterized by strong collegial relationships, solid
organizational support, and adequate physical working conditions that promote a positive school climate.
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Teachers demonstrate outstanding teaching performance, reflecting high levels of competence, commitment, and
consistency in delivering effective instruction.

The stronger leadership support is associated with better teacher performance in the classroom.
Teacher involvement contributes to performance but is not the sole influencing factor.

A positive and supportive school environment contributes to improved teaching outcomes, even if its effect is
limited in strength.
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