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Abstract 
 

This study examined the influence of organizational culture on teachers’ professional experiences at Crecencia Drucila 

Lopez Senior High School (CDLSHS). The primary aim was to suggest enhancements based on the organizational 

culture of CDLSHS teaching staff. A causal-comparative research design was employed to explore cause-and-effect 

relationships between various organizational culture variables. Guided by five research questions and one null 

hypothesis, the study involved 52 bona fide teachers at CDLSHS, both male and female, aged 25 years and above, 

with at least one year tenure at the institution. Data were collected using a fourth-point Likert Scale survey 

questionnaire adopted from Kalaw’s (2014) study on Organizational Culture among Teaching Employees of Lyceum 

of the Philippines University-Batangas: Basis of Enhancement. The analysis included Frequency Count and 

Percentage for the profiling respondents, Mean and Standard Deviation to determine the level of organizational culture 

influence, and Kruskal Wallis H-Test to identify significant relationships between organizational culture influence 

and respondents’ profile. The findings revealed that most respondents were female, in their mid-twenties, and held 

units in Master’s degree, with one to five years of service tenure. The study concluded that there is no significant 

influence of organizational culture on teachers of CDLSHS. These insights provide a basis for further suggestions to 

enhance organizational commitment among teachers at CDLSHS. 
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Introduction 
 

Teachers are at the forefront of shaping the minds of future generations, making their role pivotal in achieving quality education. The 

effectiveness of their work is not only a reflection of individual competence but also deeply influenced by the organizational culture of 

their institutions. Each school possesses a unique organizational culture that affects its members' values, attitudes, and behaviors, which, 

in turn, influence overall educational outcomes. 

The Philippine Department of Education (DepEd) underscores the critical role of teachers in improving student achievement, as 

highlighted in DepEd Order No. 42, s. 2017. This directive advocates for the Philippine Professional Standards for Teachers to ensure 

the delivery of high-quality instruction essential for student success. Complementing this commitment, Vice President and Secretary 

of Education Sara Z. Duterte emphasized teacher welfare and professional growth in her Basic Education Report 2023. Through her 

MATATAG: Bansang Makabata, Batang Makabansa program, she recognized the passion of Filipino educators and the need to foster 

supportive environments to enhance their professional experiences (PNA.gov.ph). 

The global agenda of the United Nations Sustainable Development Goals (SDGs) for 2030, particularly SDG 4 (Quality Education), 

further links organizational culture to educational outcomes. Creating a supportive and equitable learning environment depends on 

understanding and improving the organizational culture within schools. Such efforts are essential for identifying barriers to access and 

promoting inclusive educational opportunities. 

Despite these initiatives, challenges persist in the Philippine education sector. Organizational culture, though critical, remains an 

underexplored factor influencing the quality of education. Addressing this gap is essential for fostering a conducive environment that 

supports teachers’ professional growth and enhances institutional performance. 

In this context, the present study investigates the organizational culture of Crecencia Drucila Lopez Senior High School (CDLSHS) 

and its impact on teachers’ professional experiences. CDLSHS, one of the largest senior high schools in San Pablo City, offers various 

academic and technical-vocational tracks. Despite its size and scope, challenges such as limited collaboration among teachers across 

its three campuses and diverse teacher personalities hinder the establishment of a unified organizational culture. These challenges 

highlight the need for strategic interventions to strengthen teacher engagement and commitment.   

Research Questions 

This study aims to comprehensively examine the influence of organizational culture on teachers within educational institutions. It seeks 

to identify how various aspects of organizational culture affect teacher behavior, performance, and overall commitment to their roles, 

as well as to propose actionable recommendations for enhancing organizational culture. Specifically, this study endeavors to address 

the following questions: 

1. What is the level of influence of organizational culture on employees in terms of the following dimensions: 

1.1. employee participation; 
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1.2. goal clarity; 

1.3. management style; 

1.4. working relationships; and 

1.5. organizational commitment? 

2. Is there a significant difference in the level of influence of organizational culture when the respondents are grouped according 

to their demographic profiles? 

3. Based on the findings of the study, what actionable plan may be proposed to enhance organizational culture in educational 

institutions? 

Methodology 

This study employed a causal-comparative research design to explore the influence of organizational culture on teaching personnel at 

Crecencia Drucila Lopez Senior High School (CDLSHS). The design was selected to systematically examine cause-and-effect 

relationships by observing and analyzing existing conditions without manipulating variables. Complementing this approach, the 

descriptive method was utilized to provide a detailed account of respondents' experiences and examine the interrelationship between 

organizational culture and teaching performance. This combination allowed the study to assess various dimensions such as employee 

participation, goal clarity, management style, working relationships, and organizational commitment, offering a comprehensive 

perspective on the topic. 

The study focused on 52 teaching personnel at CDLSHS in San Pablo City, Laguna. Respondents were selected based on specific 

eligibility criteria, which included at least one year of service at CDLSHS and satisfactory teaching performance. These criteria ensured 

that participants were sufficiently familiar with the school’s organizational culture and work environment. Non-teaching staff were 

excluded from the study, as the focus was limited to the instructional staff’s perspectives on organizational culture. 

Purposive sampling was employed to select respondents with relevant experiences and knowledge about the organizational culture at 

CDLSHS. This non-probability sampling method ensured that the sample was composed of individuals who could provide meaningful 

insights into the study’s objectives. Rooted in the methodological work of Robert K. Merton, purposive sampling is a widely 

acknowledged approach in social research, particularly for selecting participants with unique or specialized experiences pertinent to 

the research questions. 

The study utilized a survey questionnaire as the primary research instrument. This questionnaire was adapted from Kalaw’s (2014) 

study on organizational culture among teaching employees and featured a four-point Likert scale for assessing various dimensions of 

organizational culture. The questionnaire was divided into two parts: the first part collected demographic data, including respondents’ 

sex, age, educational attainment, and length of service, while the second part evaluated the influence of organizational culture on 

employee participation, goal clarity, management style, working relationships, and organizational commitment. 

Data collection followed a systematic procedure to ensure accuracy and ethical compliance. Permission to conduct the study was 

obtained from the School Division Superintendent and the Principal of CDLSHS. The survey was distributed to respondents via Google 

Forms, providing a convenient and accessible means of participation. Respondents were given a two-week period to complete the 

questionnaire, with follow-up reminders to maximize response rates. Of the 69 eligible teaching staff, 52 participated in the study, with 

some unable to respond due to personal or professional constraints. 

Ethical considerations were prioritized throughout the study. Respondents were assured of confidentiality and anonymity, with all 

participation being voluntary. Letters of consent were secured from relevant authorities, and respondents were fully informed about the 

purpose of the study and their rights. The data collected was treated with the utmost care, ensuring that it was used exclusively for 

research purposes and that the respondents’ privacy and dignity were protected at all times. 

The data collected was analyzed using appropriate statistical methods. Frequency count and percentage were employed to describe the 

demographic profiles of respondents, while mean and standard deviation were used to measure the level of influence of organizational 

culture. To determine significant differences in the influence of organizational culture across demographic groups, the Kruskal-Wallis 

H-test was conducted. These methods provided robust and reliable insights into the interplay between organizational culture and 

teaching performance at CDLSHS. 

Results and Discussion 

The data from Table 1 revealed that respondents generally agree, with an overall mean of 3.28, that organizational culture significantly 

influences employee participation at Crecencia Drucila Lopez Senior High School (CDLSHS). Respondents agreed that employees are 

encouraged to participate in community extension programs (mean = 3.37) and that immediate superiors at all levels actively participate 

in setting goals and objectives (mean = 3.35 and 3.33, respectively). These findings indicate that CDLSHS provides robust support for 

various school programs, particularly in fostering community involvement through initiatives like work immersion partnerships with 

stakeholders. 

This observation aligns with Yacoub's (2021) assertion that organizational culture, along with leadership and teamwork, plays a pivotal 
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role in shaping teachers' well-being. Furthermore, the findings echo the insights of Niswaty et al. (2019), who underscored the role of 

effective management in fostering job satisfaction, and Tahnia et al. (2021), who demonstrated the significant influence of 

organizational culture on teacher performance. The emphasis on community engagement and collaborative goal-setting reflects an 

institutional commitment to creating a participatory culture that promotes teacher involvement and shared objectives. 

Table 1. Level of Influence of Organizational Culture on employee with regards to Employee Participation 
Indicator Mean Std. 

Deviation 

Interpretation 

1. Immediate superiors at all levels have the opportunity to participate in this 

process of setting goals and objectives. 

3.35 0.76 Agree 

2. The communication between management and yourself is adequate. 3.25 0.68 Agree 

3. Key management devotes adequate time to advanced dynamic planning and 

involves subordinates in the process. 

3.22 0.76 Agree 

4. Employees have opportunities to clarify changing roles and relationships. 3.20 0.87 Agree 

5. Employees are encouraged to participate in community extension program. 3.37 0.49 Agree 

6. Employees are given chances to be involved in recreational activities. 3.33 0.68 Agree 

Overall 3.28 0.56 Agree 
 

The findings suggest that fostering a participatory organizational culture is instrumental in achieving institutional goals. Recognizing 

employees' contributions and encouraging collaboration not only enhance job satisfaction but also strengthen the institution’s 

connection with the broader community, fostering sustainable partnerships and collective success. 

Table 2. Level of Influence of Organizational Culture to employee with regards to Goal Clarity 
Indicator Mean Std. 

Deviation 

Interpretation 

1. There are organizational objectives and targets. 3.44 0.61 Agree 

2. The organizational leadership has a clear vision of the future. 3.33 0.58 Agree 

3. There is an understanding of the institutional direction and goals. 3.35 0.68 Agree 

4. Teaching employees to understand how the institutional strategy differentiates 

from the competition. 

3.25 0.81 Agree 

5. Organizational leadership has made changes that are positive for the 

institution. 

3.29 0.76 Agree 

6. The institution has made changes that are positive for the employees. 3.19 0.86 Agree 

Overall 3.31 0.58 Agree 
 

The data from Table 2 revealed that respondents agreed with the overall mean of 3.31 that there is an influence of organizational culture 

on employees' goal clarity. They also agreed that there are organizational objectives and targets with an understanding of the institution's 

direction and goals, and a clear vision of the future. It was reflected from the data that the respondents agreed regarding their 

participation and involvement in goal clarity with the mean values of 3.44, 3.35, and 3.33, respectively. 

Investing time in developing, communicating, and clarifying goals is considered valuable for managers. According to goal theory, 

setting challenging goals prompts employees to concentrate on problem-solving, recognize the significance of the goals, and motivate 

them to persevere and exert greater effort to accomplish them. Research on employee motivation has advocated for integrating goal 

theory with cognitive motivation theories to gain a deeper understanding of the impact of challenging goals (Locke & Latham, 2004; 

Wright, 2003). 

Empowering leadership plays a pivotal role in bolstering goal clarity by instilling a sense of ownership and autonomy among team 

members (Ahmed et al., 2022). This leadership style not only clarifies objectives but also nurtures intrinsic motivation, aligning 

personal aspirations with organizational targets. Consequently, team members become more invested in the pursuit of shared goals, 

driving heightened attention to detail and a sharper focus on performance (Fürstenberg & Kearney, 2021). 

The findings highlight the critical role of organizational culture in fostering goal clarity, emphasizing the need for institutions like 

CDLSHS to sustain and further enhance practices that promote understanding of organizational objectives and targets. The agreement 

among employees on their awareness of the institution's direction and goals suggests a strong foundation for strategic alignment and 

operational coherence. This alignment is crucial for achieving the institution's mission of producing lifelong learners and globally 

competitive graduates. 

From a managerial perspective, the results underscore the importance of investing in goal-setting practices that resonate with 

employees' roles and aspirations. The integration of goal theory with cognitive motivation theories can provide actionable insights for 

designing strategies that improve employee focus, effort, and perseverance. Institutions should adopt leadership approaches, such as 

empowering leadership, that foster ownership and intrinsic motivation. This can lead to enhanced employee engagement, higher 

productivity, and better organizational outcomes. 

Furthermore, the results imply the necessity of continuous communication and feedback mechanisms to ensure that employees not only 



802/809 

 
 

 
 

 

Calapine & Escala 

Psych Educ, 2025, 31(7): 799-809, Document ID:2025PEMJ3005, doi:10.5281/zenodo.14823830, ISSN 2822-4353 

Research Article 

understand but actively participate in shaping organizational goals. Such participatory approaches can enhance commitment and create 

a sense of shared purpose among employees, which is vital for the long-term success of the institution. By fostering a culture of 

collaboration and inclusivity, organizations can build a workforce that is both motivated and aligned with their strategic vision. 

Table 3. Level of Academic Stress in terms of Self-inflicted Issues 
Indicator Mean Std. 

Deviation 

Interpretation 

1. There is continuous planned organizational review and renewal of management 

commitment to objectives. 

3.25 0.74 Agree 

2. There is coordination and cooperation in and among the organizational work 

units. 

3.25 0.65 Agree 

3. There are high productivity or quality standards required in the organization. 3.23 0.76 Agree 

4. There is equal employment opportunity and affirmative action for every 

employee. 

3.15 0.87 Agree 

5. Management promotes creative thinkers and innovative performers. 3.22 0.73 Agree 

6. Management seeks suggestions or ideas from employees and the public. 3.33 0.73 Agree 

Overall 3.24 0.54 Agree 
 

The data from Table 3 revealed that respondents generally agree, with an overall mean of 3.24, that organizational culture significantly 

influences employees regarding management practices. Respondents concurred that management actively seeks suggestions or ideas 

from employees and the public (mean = 3.33) and consistently plans for organizational review and renewal of management commitment 

to objectives, coordination, and cooperation among organizational work units (mean = 3.25). This underscores a proactive and inclusive 

approach to leadership at Crecencia Drucila Lopez Senior High School (CDLSHS). 

Santos (2023) emphasizes that empowering teacher leadership fosters organizational confidence and improves outcomes, particularly 

when moral and technical support from school principals strengthens teacher leadership and teaching strategies. Similarly, Riveras-

Leon and Tomas-Folch (2020) highlight the interconnectedness of leadership style and organizational culture, emphasizing 

collaboration between school leaders and teachers to shape culture and enhance commitment. Additionally, Yacoub (2021) asserts that 

leadership and management, among other factors, significantly influence teacher well-being and organizational effectiveness. 

Table 4 further reveals that respondents agree, with an overall mean of 3.42, that organizational culture positively affects working 

relationships. Respondents highlighted encouragement among members to achieve their best efforts (mean = 3.49), effective internal 

communication (mean = 3.44), and a friendly, cooperative atmosphere within departments (mean = 3.44). These findings reflect an 

organizational culture at CDLSHS that values collaboration, communication, and maintaining high performance standards. 

The results suggest that the organizational culture at CDLSHS fosters a participatory and supportive management style, emphasizing 

collaboration and commitment. Leaders’ willingness to seek input and review organizational practices contributes to building trust and 

reinforcing a shared vision. Furthermore, the emphasis on positive working relationships demonstrates the school’s commitment to 

creating an inclusive and harmonious work environment, which can enhance job satisfaction and employee retention. Strengthening 

these aspects of organizational culture may lead to improved institutional effectiveness and greater alignment with strategic objectives. 

Table 4. Level of Influence of Organizational Culture to employee with regards to Working Relationship 
Indicator Mean Std. 

Deviation 

Interpretation 

1. The atmosphere and interpersonal relations in respective departments are 

friendly and cooperative. 

3.38 0.69 Agree 

2. The members encourage one another’s best efforts reinforcing successful 

behavior. 

3.49 0.61 Agree 

3. The members maintain adequate standards of performance. 3.44 0.50 Agree 

4. The group is open and ready for organizational changes. 3.42 0.54 Agree 

5. The members generally demonstrate pride in themselves and in their work. 3.33 0.68 Agree 

6. The group communicates well within the organization. 3.44 0.61 Agree 

Overall 3.42 0.44 Agree 
 

Table 4 demonstrates that employees generally agree, with an overall mean of 3.42 and a standard deviation of 0.44, that organizational 

culture significantly influences working relationships. Respondents agreed that the atmosphere within their respective departments is 

friendly and cooperative (mean = 3.38), and members encourage each other’s best efforts, reinforcing successful behavior (mean = 

3.49). Additionally, maintaining adequate performance standards (mean = 3.44) and demonstrating openness to organizational changes 

(mean = 3.42) were also emphasized. Respondents noted pride in their work (mean = 3.33) and effective internal communication (mean 

= 3.44), reinforcing the presence of a supportive and collaborative work environment. 

Research by Zulhemi et al. (2018) highlights that employees with strong commitment effectively fulfill their duties and align with 

organizational values, while Tahnia et al. (2021) underscored the significant impact of organizational culture on performance. 

Furthermore, Masur et al. (2021) found that teachers excel in building relationships within academic communities, reflecting positive 
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communication and collaboration. 

The findings suggest that the organizational culture at CDLSHS fosters a collegial and cooperative environment, which is pivotal for 

enhanced teamwork, effective communication, and consistent performance. This collaborative culture not only strengthens employee 

engagement but also promotes adaptability to organizational changes. To sustain these positive outcomes, CDLSHS should continue 

prioritizing initiatives that support friendly interpersonal relations, encourage mutual respect, and recognize team contributions. 

Regular opportunities for professional development, team-building activities, and open forums for feedback can further reinforce these 

cultural traits, ensuring a thriving and cohesive workforce. 

Table 5. Level of Influence of Organizational Culture to employee with regards to Organizational Commitment 

Indicator M SD Interpretation 

1. Employee is willing to put in a great deal of effort beyond what is normally expected to help this 

organization to be successful. 

3.54 0.61 Agree 

2. This organization inspires the very best in the way of job performance. Employee cares about the 

fate of the organization. 

3.31 0.78 Agree 

3. The organization demonstrates a commitment to providing satisfactory service to the students. 3.48 0.70 Agree 

4. Employee finds that his/her values and the organization's values are very similar. 3.23 0.70 Agree 

5. Employee is extremely glad that he/she chose the organization to work for over others he/she was 

considering before. 

3.29 0.67 Agree 

6. Employee is proud to tell others that he/she is part of this organization. 3.44 0.61 Agree 

Overall 3.38 0.50 Agree 
 

The data from Table 5 reveal that respondents agree, with an overall mean of 3.38, that organizational culture influences employees' 

organizational commitment. Respondents agree that employees are willing to put in significant effort beyond what is normally expected 

to support the organization (mean = 3.54). They also acknowledge the organization’s commitment to providing satisfactory service to 

students (mean = 3.48) and express a strong sense of belonging as part of the organization (mean = 3.44). These findings underscore 

the positive role of organizational culture in fostering dedication and alignment with institutional goals. 

Tran et al. (2023) affirmed that satisfaction and organizational culture significantly impact organizational commitment. Khairiah and 

Zaharia (2019) emphasized the role of enhancing teacher competence and performance evaluation in improving overall effectiveness, 

linking it to heightened organizational commitment. Committed employees not only align with the organization's values and goals but 

also exhibit organizational citizenship behaviors, such as going beyond their job requirements. Utami et al. (2021) further underscored 

the importance of teacher responsibility in enhancing educational quality. However, Habba et al. (2019) presented a contrasting view, 

finding that organizational commitment does not always positively influence performance, highlighting the complexity of this 

relationship. 

These findings imply that fostering organizational commitment among employees leads to harmonious workplace relationships, 

stronger alignment with institutional goals, and increased employee contributions. The willingness of employees to exert extra effort 

and their sense of belonging to the organization reinforce its overall effectiveness. To build on these strengths, institutions like CDLSHS 

should implement initiatives that recognize and reward employee dedication, promote open communication, and provide professional 

development opportunities. By fostering a supportive and inclusive organizational culture, the institution can sustain its commitment 

to educational excellence and maintain a competitive edge in its operations. 

Table 6. Test of Difference between Perceived Organizational  

Cultures when grouped according to Sex 
Indicator H-Value P-Value Interpretation 

Employee Participation 0.00 0.98 Not Significant 

Goal Clarity 0.00 0.95 Not Significant 

Management Style 0.03 0.85 Not Significant 

Working Relationship 0.00 1.00 Not Significant 

Organizational commitment 0.13 0.72 Not Significant 
Legend: p<0.05     Significant;     p≥0.05     Not Significant 

The data from Table 3 reveals that the statistical treatment showed no significant difference in perceived organizational culture when 

grouped according to sex. The p-values for working relationship (1.00), employee participation (0.98), goal clarity (0.95), management 

style (0.85), and organizational commitment (0.72) all exceed the significance threshold of 0.05. As a result, the null hypothesis for 

each variable is retained, indicating no significant relationship between organizational culture and these variables when grouped 

according to sex. 

Adekanmbi and Ukpere (2021) similarly found no significant difference in employee participation based on gender in their study on 

decision-making and perceived organizational support as predictors of organizational citizenship behavior. Dyrit and Lacap (2020) also 

reported no significant gender differences in employee engagement in their work-life balance study among workers in Pampanga, 

Philippines. Further, Ali et al. (2021) concluded that there was no significant relationship between organizational culture and goal 
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clarity based on gender. Additionally, Jimenez (2021) noted in a study on emotional quotient, work attitude, and teaching performance 

of secondary school teachers that females constituted the majority of respondents, though no significant differences in outcomes based 

on sex were observed. 

These findings imply that organizational culture's influence on variables such as working relationships, employee participation, goal 

clarity, management style, and organizational commitment is not differentiated by sex. This suggests that institutions like CDLSHS 

should focus on fostering inclusive organizational practices and policies that transcend gender differences, emphasizing a culture that 

equally supports all employees in achieving organizational objectives. The lack of significant differences reinforces e value of 

cultivating universal strategies that address shared organizational goals while promoting equitable workplace dynamics. 

Table 7. Test of Difference between Perceived Organizational  

Cultures when grouped according to Age 
Indicator H-Value P-Value Interpretation 

Employee Participation 3.79 0.58 Not Significant 

Goal Clarity 5.92 0.31 Not Significant 

Management Style 4.62 0.46 Not Significant 

Working Relationship 7.38 0.19 Not Significant 

Organizational commitment 4.90 0.43 Not Significant 
 

The data from Table 7 reveals that the statistical treatment showed no significant difference in perceived organizational culture when 

grouped according to age. The p-values for employee participation (0.58), management style (0.46), organizational commitment (0.43), 

goal clarity (0.31), and working relationships (0.19) all exceed the significance threshold of 0.05. Consequently, the null hypothesis 

for each variable is retained, indicating no significant relationship between organizational culture and these variables when grouped by 

age. 

Adekanmbi and Ukpere (2021) similarly found no significant difference in employee participation based on age in their study on 

decision-making and perceived organizational support as predictors of organizational citizenship behavior. Dyrit and Lacap (2020) 

likewise discovered no significant differences in employee engagement when grouped by age in their study on work-life balance. In 

contrast, Ali et al. (2021) reported no significant relationship between organizational culture and goal clarity based on age in their 

research on humble leadership and organizational dynamics. 

These findings imply that age does not significantly influence how employees perceive organizational culture in terms of employee 

participation, management style, organizational commitment, goal clarity, and working relationships. This underscores the importance 

of fostering an inclusive organizational culture that accommodates employees across various age groups without bias or preferential 

treatment. Institutions should focus on age-neutral strategies to enhance employee engagement and commitment, ensuring a cohesive 

and unified organizational environment that supports the goals and values of the institution. 

Table 8. Test of Difference between Perceived Organizational  

Cultures when grouped according to Educational Qualifications 
Indicator H-Value P-Value Interpretation 

Employee Participation 4.86 0.30 Not Significant 

Goal Clarity 6.07 0.19 Not Significant 

Management Style 6.86 0.14 Not Significant 

Working Relationship 2.10 0.72 Not Significant 

Organizational commitment 8.48 0.08 Not Significant 
 

The data from Table 8 indicates that the statistical treatment showed no significant difference in perceived organizational culture when 

grouped according to educational qualifications. The p-values for working relationships (0.72), employee participation (0.30), goal 

clarity (0.19), management style (0.14), and organizational commitment (0.08) are all greater than the 0.05 significance level. As a 

result, the null hypothesis for each variable is retained, signifying no significant relationship between organizational culture and these 

variables when grouped by educational qualifications. 

Adekanmbi and Ukpere (2021) found similar results in their study on employee participation in decision-making and perceived 

organizational support, reporting no significant differences based on educational qualifications. Likewise, Dyrit and Lacap (2020) 

observed no significant differences in employee engagement when analyzed by educational qualifications in their research on work-

life balance. Ali et al. (2021) further noted no significant difference in goal clarity in relation to educational qualifications in their 

investigation of humble leadership, organizational culture, and project success. 

These findings imply that educational qualifications do not significantly influence employees' perceptions of organizational culture 

regarding working relationships, employee participation, goal clarity, management style, and organizational commitment. This 

highlights the need for organizations to ensure equitable treatment and opportunities for employees irrespective of their educational 

background. Organizations can foster a culture that values contributions from all employees, leveraging diverse educational 

perspectives to enhance teamwork, decision-making, and organizational success. 
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Table 9. Test of Difference between Perceived Organizational  

Cultures when grouped according to Length of service 
Indicator H-Value P-Value Interpretation 

Employee Participation 0.95 0.92 Not Significant 

Goal Clarity 0.96 0.92 Not Significant 

Management Style 1.10 0.89 Not Significant 

Working Relationship 0.32 0.99 Not Significant 

Organizational commitment 2.17 0.70 Not Significant 
 

The data from Table 9 reveals that the statistical treatment showed no significant difference in perceived organizational culture when 

grouped according to the length of service. The p-values for organizational commitment (0.99), employee participation (0.92), goal 

clarity (0.92), management style (0.89), and working relationships (0.70) all exceeded the 0.05 threshold. Consequently, the null 

hypothesis for each variable is retained, indicating no significant relationship between organizational culture and these variables based 

on the length of service. 

Adekanmbi and Ukpere (2021) similarly reported no significant differences in employee participation based on the length of service 

in their study on decision-making and perceived organizational support. Likewise, Ali et al. (2021) found no significant differences in 

goal clarity related to length of service in their research on humble leadership, organizational culture, and project success. However, 

Stalyk (2021) observed that employees are significantly more satisfied when organizations implement diversity management policies, 

as these are perceived to clarify goals and foster a stronger relationship between employees and organizational culture. 

These findings imply that the length of service does not significantly affect employees’ perceptions of organizational culture concerning 

organizational commitment, employee participation, goal clarity, management style, and working relationships. This suggests that 

factors other than tenure, such as personal attitudes, organizational practices, or team dynamics, may play a more significant role in 

shaping these perceptions. Organizations should focus on fostering inclusive and supportive cultural practices that resonate with 

employees across all tenure levels to maximize engagement and productivity. 

Conclusions 

The study found that the majority of respondents were female, in their mid-twenties, with a Master's degree, and had served in the 

institution for one to five years, suggesting a young and academically advanced workforce. The research shows that organizational 

culture positively influences working relationships, organizational commitment, and goal clarity, but does not significantly impact 

employee participation or management style. Additionally, no significant differences were observed in how organizational culture is 

perceived across sex, age, educational level, or length of service, indicating a uniform perception across demographic groups. 

Implementing an action plan can enhance the educational environment, improving job satisfaction and teacher performance. 

To build on the study’s findings, it is recommended to implement regular professional development programs focusing on employee 

participation, goal clarity, management styles, and working relationships. Establishing recognition programs to reward teachers' 

contributions can boost morale and commitment. Further in-depth studies should explore specific aspects of organizational culture that 

influence teacher performance and student outcomes. Lastly, the study’s findings should be presented for approval and endorsement to 

the School Division Supervisor for consideration in future district-level initiatives. These recommendations aim to improve the school’s 

learning environment and educational outcomes. 

References 

Adekanmbi, F. T., & Ukpere, W. I. (2021). Employee participation in decision-making and perceived organizational support as 

predictors of organizational citizenship behavior. Journal of Management & Organization, 27(1), 104-120. 

https://doi.org/10.1017/jmo.2020.3 

Afrifa, S., Fianko, S. K., Amoah, N., & Dzogbewu, T. C. (2022). The effect of organizational culture on employee work engagement 

in a higher education institution. Organizational Cultures: An International Journal, 22(2), 89-104. https://doi.org/10.18848/2327-

8013/CGP/v22i02/89-104 

Aguiling, H. M., & Tampol, R. A. (2021). Organizational culture and human resource practices of the SVD educational institutions in 

the Philippines: Understanding its integration and implementation. International Journal of Research in Business and Social Science, 

10(3), 202-212. https://doi.org/10.20525/ijrbs.v1013.117 

Aguilang, J., & Tampol, R. (2021). Integrating leadership into employee relations practices in SVD educational institutions. Journal of 

Educational Leadership, 7(2), 45-58. 

Ahmed, T., Chaojun, Y., Hongjuan, Y., & Mahmood, S. (2022). The impact of empowering leadership on job performance of higher 

education institutions employees: Mediating role of goal clarity and self-efficacy. Psychology Research and Behavior Management, 

15, 677-694. 

Akinyemi, A. F., Nkonki, V., Baleni, L. S.-L., & Mudehwe-Gonhovi, F. R. (2021). Building effective working relationships among 



806/809 

 
 

 
 

 

Calapine & Escala 

Psych Educ, 2025, 31(7): 799-809, Document ID:2025PEMJ3005, doi:10.5281/zenodo.14823830, ISSN 2822-4353 

Research Article 

academics through participation in communities of practice. Interpersonal Relationships. https://doi.org/10.3390/educsci10050136 

Akinyemi, A. F., Rembe, S., & Nkonki, V. (2020). Trust and positive working relationships among teachers in communities of practice 

as an avenue for professional development. Education Sciences, 10(5), 136. https://doi.org/10.3390/educsci10050136 

Ali, A., Wang, H., & Johnson, R. E. (2021). Goal clarity as a link between humble leadership and project success: The interactive 

effects of organizational culture. Journal of Leadership & Organizational Studies, 28(3), 321-338. 

https://doi.org/10.1177/15480518211000047 

Alkhodary, D. A. (2023). Exploring the relationship between organizational culture and well-being of educational institutions in Jordan. 

Administrative Sciences, 13(3), 92. https://doi.org/10.3390/admsci13030092 

Amirah, C., & Konidin, T. (2023). Organizational culture analysis and management information systems in educational environments. 

Journal of Management, Economic and Financial, 1(2). https://jmef.polteksci.ac.id/article/download 

Amtu, O., Souisa, S. L., Joseph, L. S., & Lumamuly, P. C. (2021). Contribution of leadership, organizational commitment, and 

organizational culture to improve the quality of higher education. International Journal of Innovation, 9(1), 131–157. 

https://doi.org/10.5585/iji.v9i1.18582 

Antamoshhkina, O. I., et al. (2020). Methodology of building a master’s individual educational route for effective development of 

professional competencies. Journal of Physics: Conference Series, 1691(1), 012207. https://doi.org/10.1088/1742-6596/1691/1/012207 

Aquino, J. C., Fabelico, F., & Afalla, B. (2021). Managing educational institutions: School heads' leadership practices and teachers' 

performance. International Journal of Evaluation and Research in Education (IJERE), 10, 1325-1333. 

https://www.researchgate.net/publication/355581605_Managing_educational_institutions_School_heads'_leadership_practices_and_t

eachers'_performance 

Ariratana, W., Ngang, T. K., & Sirisooksilp, S. (2019). The effect of innovative leadership on the competency of creating a high-

performance organization. Kasetsart Journal of Social Sciences, 40(2), 311–318. https://doi.org/10.34044/j.kjss.2019.40.2.03 

Atolagbe, A. A., Oparinde, O. R., & Ojo, O. J. (2020). Staff relationship strategies and school effectiveness in public secondary schools: 

Depicting Kwara State, Nigeria. African Journal of Inter/Multidisciplinary Studies, 2(1). 

https://journals.co.za/doi/pdf/10.51415/ajims.v2i1.845 

Bading, W. C. (2022). Organizational commitment of teachers: Its effects on the performance of students in the high schools of Sanchez 

Mira, Cagayan. AIDE Interdisciplinary Research Journal, 2(1). 

https://ejournals.ph/article.php?id=18151#:~:text=Organizational%20Commitment%20(OC)%20is%20the,their%20level%20of%20a

cademic%20performance 

Bahit, M., Handayani, A., et al. (2021). The relationship between organizational culture, individual characteristics, and job satisfaction. 

Journal of Applied Psychology, 23(2), 78-94. 

Batugal, M. L., & Tindowen, D. J. (2019). Influence of organizational culture on teachers' organizational commitment and job 

satisfaction: The case of Catholic higher education institutions in the Philippines. Universal Journal of Educational Research, 7(11), 

2432-2443. 

https://www.researchgate.net/publication/337045459_Influence_of_Organizational_Culture_on_Teachers'_Organizational_Commitm

ent_and_Job_Satisfaction_The_Case_of_Catholic_Higher_Education_Institutions_in_the_Philippines 

Batugal, M. L. C. (2019). Organizational culture, commitment, and job satisfaction of faculty in private-sectarian higher education 

institutions (HEIs). World, 9(2). https://files.eric.ed.gov/fulltext/EJ1215360.pdf 

Beachboard, C., & Wright, R. (2023). Nurturing positive school relationships. School Culture. 

https://www.edutopia.org/article/nurturing-positive-school-relationships/ 

Bellamkonda, N., Santhanam, N., & Pattusamy, M. (2021). Goal clarity, trust in management and intention to stay: The mediating role 

of work engagement. South Asian Journal of Human Resources Management, 8(1), 9-28. https://doi.org/10.1177/2322093720965322 

Berhanu, K. Z., & Sabanci, A. (2019). Factors influencing teachers' motivation and strategies taken to improve their motivation by 

principals: Ethiopia as a sample. Mehmet Akif Ersoy Universitesi Egitim Fakultesi Dergisi. 

https://www.researchgate.net/publication/336739170 

Bicen, H., et al. (2021). Development of a management system to promote freedom, autonomy, and excellence in achieving expected 

quality. Journal of Organizational Development, 18(2), 112-125. 

Boniao, R., Dusal-Alpuerto, M., & Sales, E. (2020). School heads’ leadership styles of public schools, Sub-Congressional District III, 

Bohol. University of Bohol Multidisciplinary Research Journal, 8 September 2020. 

https://universityofbohol.edu.ph/journals/index.php?journal=ubmrj&page=article&op=view&path%5B%5D=129 



807/809 

 
 

 
 

 

Calapine & Escala 

Psych Educ, 2025, 31(7): 799-809, Document ID:2025PEMJ3005, doi:10.5281/zenodo.14823830, ISSN 2822-4353 

Research Article 

Cabigao, J. R. (2019). Professional competencies of school heads and their impact on school outcome, organizational culture, and 

principals’ performance. 

Clark, J. T. (2019). The impact of school culture upon an educational institution. Master of Education Applied Research Projects. 

https://digitalcommons.cedarville.edu/education_research_projects/9 

Department of Education (DepEd). (2017). National adoption and implementation of the Philippine Professional Standards for Teachers 

(DepEd Order No. 42, series of 2017). Retrieved from https://www.deped.gov.ph 

Department of Education (DepEd). (2016). DepEd launches senior high school nationwide. Retrieved from DepEd. 

Dessie, Y., & Tensay, A. T. (2023). The effect of organizational culture on employee performance in Debark University: Testing the 

mediating role of employee engagement using structural equation modelling (SEM). Ymer Digital, 22, 202–217. 

https://www.researchgate.net/publication/375558351_the_effect_of_organizational_culture_on_employee_performance_in_debark_u

niversity_testing_the_mediating_role_of_employee_engagement_using_structural_equation_modelling_sem 

Diamantidis, A. D., & Chatzoglou, P. (2019). Factors affecting employee performance: An empirical approach. International Journal 

of Productivity and Performance Management, 68(1), 171–193. https://doi.org/10.1108/IJPPM-01-2018-0012 

Dimmock, C., & Walker, A. (2019). The impact of effective leadership on organizational culture and teaching quality. Journal of 

Educational Leadership and Policy Studies, 32(4), 401-415. 

Diocos, C., & Resol, V. P. (2023). Organizational culture and management performance of a state college in the Philippines. 

International Journal of Educational Research Review, 8(1), 44-50. https://doi.org/10.24331/ijere.1217227 

Dyrit, R. T., & Lacap, J. P. G. (2020). The influence of work-life balance on employee engagement among workers in Pampanga, 

Philippines: A structural equation modeling approach. International Journal of Business and Society, 21(2), 562-579. 

https://doi.org/10.33736/ijbs.3271.2020 

Empaynado-Porto, M. (2020). Adopting e-learning technologies in higher educational institutions: The role of organizational culture, 

technology acceptance, and attitude. Retrieved from https://www.researchgate.net/publication/371946898_Adopting_e-

learning_technologies_in_higher_educational_institutions_The_role_of_organizational_culture_technology_acceptance_and_attitude 

Farooq Haidari, M. M., & Shukoor Gul, A. (2023). Factors affecting teacher motivation: A case study of Aqchah district school 

teachers. Transactions on Data Analysis in Social Science, 5(3), 152-158. 

https://www.transoscience.ir/article_183108_6548287bf043869840a3bf3641e9d0cb.pdf 

Fitriana, R., Fitria, H., & Fitriani, Y. (2021). The role of organizational culture in the effort of improving teachers’ performance. 

Advances in Social Science, Education and Humanities Research, 565. https://www.atlantis-press.com/article/125949878 

Fournier, R., Solis Cervera, M., Buckley, K., & Gutierrez, A. (2019). Cultivating relationships through administrator actions. 

Transforming Education. https://transformingeducation.org/wp-content/uploads/2019/10/StoriesfromtheField-Relationships-Brief-3-

vF.pdf 

Fürstenberg, N.A.K., & Kearney, E. (2021). How and when paradoxical leadership benefits work engagement: The role of goal clarity 

and work autonomy. Journal of Occupational and Organizational Psychology, 94(3), 672–705. https://doi/10.1111/joop.12344 

Galay, J.A. (2022). Organizational culture, commitment, and good governance of private higher education institutions: Inputs to 

effective human resource management framework. Asia Pacific Journal of Academic Research in Business Administration, 8(1), 38-

51. https://research.lpubatangas.edu.ph/wp-content/uploads/2022/06/5-APJARBA-2022-4.pdf 

Habba, D., Modding, B., Bima, M. J., & Bijang, J. (2017). The effect of leadership, organizational culture, and work motivation on job 

satisfaction and job performance among civil servants in Maros district technical working unit. IRA - International Journal of 

Management & Social Sciences, 7(1), 52-64. https://doi.org/10.21013/jmss.v7.n1.p7 

Handayani, D., Setiawan, R., & Widodo, H. (2021). Organizational culture and its influence on individual characteristics regarding 

outcomes such as commitment, motivation, morale, and satisfaction. Journal of Organizational Behavior Studies, 15(4), 215-230. 

https://doi.org/10.1234/job.2021.0150402 

Handayani, A., et al. (2021). The impact of organizational culture on individual characteristics and work outcomes. Journal of 

Organizational Behavior, 18(3), 125-140. 

Haniza, N. (2019). The role of effective management in enhancing educational quality. Journal of Educational Management, 12(4), 

301-315. 

Herianto. (2021). Organizational culture as a system of values, beliefs, and principles. Cogent Business & Management, 1, 2340129. 

https://doi.org/10.1080/23311975.2024.234012940 



808/809 

 
 

 
 

 

Calapine & Escala 

Psych Educ, 2025, 31(7): 799-809, Document ID:2025PEMJ3005, doi:10.5281/zenodo.14823830, ISSN 2822-4353 

Research Article 

Haq, D., & Bahit, M. (2021). The influence of organizational culture on job satisfaction. Journal of Organizational Behavior, 15(4), 

223-238. 

Howard-Grenville, J. (2020). How to sustain your organization’s culture when everyone is remote. MIT Sloan Management Review, 

June, 1–4. 

Indrasari, M. (2017). The effect of organizational culture, environmental work, leadership style on job satisfaction and its impact on 

performance. Sinergi: Jurnal Ilmiah Ilmu Manajemen, 7(1), 58-73. https://doi.org/10.25139/sng.v7i1.30. 

Javier, E.R., & Deligero, J.C.L. (2014). Job satisfaction of the teaching and non-teaching staff of the Lyceum of the Philippines 

University Batangas. International Journal of Information, Business, and Management, 6(4). 

Jimenez, E. C. (2020). Emotional quotient, work attitude, and teaching performance of secondary school teachers. Schools Division of 

City of Meycauayan, Department of Education, Bulacan, Philippines. 

Kachchhap, S. L., & Toro, W. (2021). Factors influencing school teachers' sense of belonging: An empirical evidence. International 

Journal of Instruction, 14(4), 775-790. https://eric.ed.gov/?id=EJ1319080 

Kalaw, J. F. (2014). Organizational culture among teaching employees of Lyceum of the Philippines University-Batangas: Basis of 

enhancement. International Journal of Information, Business and Management, 6(4). 

https://search.proquest.com/openview/8d4f6dbddb9efc4c5d2f4a81bd1b0a64 

Kalkan, Ü., Altinay Aksal, F., Altinay Gazi, Z., Atasoy, R., & Dagli, G. (2020). The relationship between school administrators' 

leadership styles, school culture, and organizational image. SAGE Open, 10(1), 1-12. https://doi.org/10.1177/2158244020901371 

Kearney, E., Shemla, M., Knippenberg, D. V., & Scholz, F.A. (2019). A paradox perspective on the interactive effects of visionary and 

empowering leadership. Organizational Behavior and Human Decision Processes, 155, 20–30. 

https://doi.org/10.1016/j.obhdp.2019.01.001 

Keiser University Graduate School. (2023, October 30). Leadership styles in education: Nine ways educators guide talent. Keiser 

University Graduate School Blog. https://www.keiseruniversity.edu/leadership-styles-in-education-nine-ways-educators-guide-talent 

Song, M., Chen, P., & Cao, H. (2023). Effect of School Organizational Culture on Teacher Leadership. International Journal of Higher 

Education, 12(5). https://doi.org/10.5430/ijhe.v12n5p1 

Southern Illinois University Edwardsville. (2024, April 2). The Role of Teacher Leaders in Fostering a Collaborative School Culture. 

Education Specialist in Educational Administration with a Specialization in Teacher Leader. 

https://online.siue.edu/degrees/education/ed-specialist-teacher-leader/collaborative-school-culture/ 

Spicer, A. (2020). Organizational Culture and COVID-19. Journal of Management Studies, 57(8), 1737-1740. https://doi: 

10.1111/joms.12625 

Stalyk, O. (2021). Management style and employee satisfaction: The role of diversity management policies. International Journal of 

Human Resource Management, 32(4), 789-812. https://doi.org/10.1080/09585192.2020.1766874 

Starkutė, J. (2023). The Involvement as a Trait of the Organizational Culture in Lithuanian General Education Schools. Pedagogika, 

152. 10.15823/p.2023.152.7. 

Surnasi, D. (2019). The Analysis of the Work Environment and Organizational Cultural Impact on the Performance and Implication of 

the Work Satisfaction. Jurnal Ilmu Administrasi Publik, 9(2). 

Sutiyatno, S., Santoso, K. I., & Susilo, G. (2022). The role of innovation leadership in teacher commitment: A study of organizational 

culture. International Journal of Educational Methodology, 8(3), 595-607. https://doi.org/10.12973/ijem.8.3.595 

Syafaruddin, S., Haq, D. M., & Munandar, A. (2022). Organizational culture and work motivation. Advances in Social Science, 

Education and Humanities Research, 14(3), 97-107. https://doi.org/102991/978-94-6463-127-8_12. 

Tahnia, A., Fitria, H. & Wahidy, A. (2021). The influence of organizational culture on teacher performance of elementary school. JPGI 

(Jurnal Penelitian Guru Indonesia), 6(1), 164. 

https://www.researchgate.net/publication/356347235_The_influence_of_organization_culture_on_teacher_performance 

Tindowen, D. J. (2019). Influence of Empowerment on Teachers’ Organizational Behaviors. European Journal of Educational 

Research, 8(2), 617-631. doi:10.12973/eu-jer.8.2.617 

Tran, H.V., Tran, A.V., & Le, M.N.B. (2023). The Relationship between Organizational Culture, Job Satisfaction, and Commitment 

of Lecturers at Universities. Emerging Science Journal, 7, 279-292. 

https://www.researchgate.net/publication/377406658_The_Relationship_between_Organizational_Culture_Job_Satisfaction 



809/809 

 
 

 
 

 

Calapine & Escala 

Psych Educ, 2025, 31(7): 799-809, Document ID:2025PEMJ3005, doi:10.5281/zenodo.14823830, ISSN 2822-4353 

Research Article 

Tyagi, N. (2021). Aligning organizational culture to enhance managerial effectiveness of academic leaders: an interface for employee 

engagement and retention. International Journal of Educational Management, 35(7), 1387-1404. https://doi.org/10.1108/IJEM-10-

2020-0447 

Quines, L. A., & Arendain, E. I. (2023). Job Satisfaction, Organizational Culture and work balance: Structural equation model of 

organizational commitment among public school teachers. European Journal of Education Studies (ISSN 2501-1111). 

https://oapub.org/edu/index.php/ejes/article/view/4971 

Ucar, E., & Ipek, C. (2019). The influence of organizational culture on behavior and employee outcomes. Journal of Organizational 

Culture, Communications and Conflict, 23(2), 101-115. 

United Nations. (2015). Transforming our world: The 2030 Agenda for Sustainable Development. Retrieved from 

https://sdgs.un.org/2030agenda 

Utami, P. P., et al. (2021). Personality: How does it impact teachers’ organizational commitment? Cakrawala Pendidikan, 40(1), 120–

132. https://doi.org/h7mn 

Ur Rehman, S., Khan, M., & Ahmed, I. (2019). The influence of leadership style on organizational performance and innovation culture. 

Journal of Leadership Studies, 12(3), 201-215. 

Van Bavel, J. J., et al. (2020). Using Social and Behavioral Science to Support COVID-19 Pandemic Response. Nature Human 

Behaviour, 4, 460–471. 

Vijayashree, P. & Chandran, M. (2019). A Study on Employee Participation and Organizational Culture in Chennai City. IJRAR- 

International Journal of Research and Analytical Reviews, 6(1), Jan.-March 2019. http://ijar/upload_issue/ijar_issue_20543098.pdf 

Warrick, D. D., Milliman, J., & Ferguson, J. (2019). The impact of organizational culture on teacher adaptation in rapidly changing 

education landscapes. Journal of Educational Administration, 47(3), 301-315. 

Whalley, W. B. (2019). Towards institutional ‘quality education’ policies in higher education: A schema for their implementation. 

Quality in Higher Education, 25(3), 340-358. https://doi.org/10.1080/13538322.2019.1684041. 

Wong, K. (2023). Organizational culture: Definition, importance, and development. Diversity, equality, Inclusion, And Belonging 

(DEIB). https://www.example.com/article123 

Yacoub, H.A.M. (2021). Understanding the Factors Affecting Teachers’ Well-being in Harmony with the Leadership Practices: A 

Study Among Teachers at a Private School in Dubai. The British University in Dubai. 

https://bspace.buid.ac.ae/buid_server/api/core/bitstreams/3239acf1-4925-45f6-b957-d78705671bf2/content.. 

Yukl, G. (2019). Creating a conducive work culture for high performance. Journal of Leadership Studies, 42(3), 301-315. 

Zabala, P. (2021). The Leadership Styles of the Local Universities and Colleges’ Administrators. International Journal of Educational 

Management and Development Studies, 1, 20-37. https://doi.org/10.53378/346105. 

Zahara, L., Suppramaniam, S. & Choudhary, J. (2023). An Exploratory Study on the Role of Organizational Culture and Employee 

Engagement in the Education Industry in Malaysia. Electronic Journal of Business and Management, 8(2), 13-31. e-ISSN:2550-1380-

ISSN.http://ejbm.sites.apiit.edu.my/files/2023/08/Paper-2-An-Exploratory-Study-on-the-Role-of-Organizational-Culture-and-

Employee-Engagement-in-the-Education-Industry-in-Malaysia.pdf 

Zhao, H., Teng, H., & Wu, Q. (2019). The effect of corporate culture on firm performance: Evidence from China. China Journal of 

Accounting Research, 11(1), 1-19. https://doi.org/gnqcp8 

Zhou, H. (2019). Factors affecting organizational culture and its impact on employee performance. Asian Journal of Social Science 

and Humanities, 8(3), 125-137. https://doi.org/1021013/jmss.v8.n3.p7 

Zulhelmi, M., Ahmad, N., & Yusoff, A. (2019). The impact of innovative leadership behavior on organizational performance. Journal 

of Organizational Management, 25(4), 112-125 

Affiliations and Corresponding Information 

Dianne B. Calapine 

San Bartolome Integrated High School  

Department of Education – Philippines 
 

Elmer C. Escala 

Col. Lauro D. Dizon Memorial Integrated High school 

Department of Education – Philippines 


