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Abstract

This study aimed to determine the workplace environment and work satisfaction experienced in
public elementary schools by mapping teachers’ performance and work-life balance of Tiaong II District
teachers. The research employed a quantitative research design. It was explicitly descriptive because it
identified current work environment conditions present in schools and the extent of work satisfaction
concerning their performance and views on the work-life balance of elementary teachers. Results showed
that the teacher—respondents perceived their work environment as to task design and technology, purpose
clarity, independence, performance feedback, rewards and recognition, training and consultation, and
physical environment is observed. However, the work environment as to organization culture is highly
observed. The teacher—respondents are mostly satisfied with subordinate cooperation, superior support, and
self-actualization. Meanwhile, the teacher—respondents are very satisfied with their peer relationship. The
teacher—respondents perceive the status level of teacher performance among elementary school teachers in
Tiaong II District regarding the teaching and learning process and curriculum implementation as very
satisfactory. On the other hand, they perceived the pupil’s outcome and professional development as
outstanding. The teacher respondents perceived work—life balance as to time management at work, time
management at home, and the nature of work as practiced. There is a significant relationship between work
environment factors and teacher performance as well as work-life balance. Work Satisfaction is
significantly related to teacher performance and work—life balance.

Keywords: work environment, work satisfaction, teacher performance
1. Introduction

A school might be considered an organization as a location fdrenal education occurs. This means
that as a social system, individuals interact to attain semabindividual objectives. In this regard, a school
must be a safe and orderly environment with a defined generas raordhappropriate school discipline.
The school must provide a conducive work environment where students almelseaay concentrate on
learning and teaching, respectively (Forsythe, 2016). For irstéemchers must have a staff area where
they may prepare their work before a session, and studentshawestomfortable chairs and desks for
writing and setting. The school is one of the most significantutisns created by humans. Cooperation,
engagement, involvement, and delegating responsibilitieseguéred in school. Nonetheless, the larger
the organization, the more formal and hierarchical it getsierarchical arrangement is exemplified by a
leader who directs other organization members, includingipsls, head teachers and teacinecharge
(TIC). This configuration is frequently linked with bureaary. Bureaucracy is an organizational
administrative chain with a well-defined line of authorhat ensures order and facilitates a chain of
command. Every employee in a hierarchy tends to ascend levét®f superior or administrative support
(Derrick, 2019).

As part of school’s dimension as an organization and bureaucracy, a teacher's work environment refers
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to the factors that create the setting in which theyoper their duties and influence their pupils or

colleagues. While certain components, such as the classrotw warnber of indoor plants, are visible,

others, such as school politics or a co-teacher whose persapaliityes do not fit the school's culture, are
more obscure. Teachers as professionals are greatly imigdigeir work environment because they must
perform their obligations within it (Gornyl, 2017). Typicallygathers must adapt to this workplace
characteristic. Compared to wealthy nations, emerging rsatirk environment practices are considered
substandard. Internationally, by definition, developing nataesfrequently characterized by low levels

of productivity, education, wages, and economic instability.

Another concern in any school organization is satisfaction, a persamk satisfaction may be
significantly influenced by his or her work environment. Thias¢ors are not exempted from affecting
how elementary school teachers accomplish their tasks and redlissisotomil-Deita (2022) asserts
that elementary school teachers are vital to reconstruttingducation system. The elementary teacher is
responsible for student instruction and administrative and aealetesponsibilities within the school
organization. They are also administrators' partners istesggstudents and other stakeholders. Elementary
teachers are an asset to the Department of Education. Asiswchiemocratic nation, they tend to be
motivated by various factors.

From this, the study aims to understand whether independent vanedrikssnvironment factors and
work satisfaction are significantly connected to dependeriablas, namely teacher performance and
perceived work-life balance.

2. Literature Review

2.1 On Work Environment

Cambridge (2022) stated that work independence in an environmesttoetbe desire or ability
to achieve things by oneself and make decisions without assistaimfkience from outside sources. In
the context of education, this phrase refers to the capdcityaohers to carry out the functions and
obligations assigned to them, such as dealing with a vafistyidents and maintaining class discipline.

Sachau (2017) said that the atmosphere, the social dynamit¢heatu/sical requirements of the
work environment all have a role. These factors have ttengia to have an impact on teacher health,
relationships at work, overall well-being, and teamwonke Qart of work environment is organizational
culture. According to SHRM (2022), a company's organizationaltateidecides how work is distributed
throughout the company. It enables a company to manage projeetisocatively within its unique
activities. This term is being used to refer to the orgdinizal culture of schools in the context of the
current study. It refers to allocating teaching responsésiland other ancillary duties across all elementary
school teachers.

2.20n Work Satisfaction

Hassard, Teoh, and Cox (2018) stated that numerous acaderthjosaatitioners have presented
their definitions of work satisfaction due to the prevalentavork satisfaction in occupational and
organizational psychology. Numerous academics and practitionerptesented their definitions of work
satisfaction. Nevertheless, the two definitions of work satisfathat are used the most frequently are as
follows: "the pleasant emotional state resulting from the aggdraf one's work as achieving or facilitating
the achievement of one's work values" and "the degree tchwigople like (satisfaction) or dislike
(dissatisfaction) their current work." Dissatisfaction, amather hand, is the opposite of satisfaction. This
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research is broken down into several categories, includidegacteklization, superior support, peer
relationships, and subordinate collaboration.

Meanwhile, superior or supervisor support comprised a third pavoK satisfaction. Arceo &
Chua (2022) found a significant relationship between teacher’s work commitment and the principal’s
organizational dynamics and stewardship. Their researchatedeto the present study because the
principal’s organizational dynamics and the part where they act as stewards are part of superior support.
Scontrino (2020) defines superior support, often known as supervisor sugpdine degree to which
leaders recognize the importance of the contributions madeibythgloyees and show concern for their
health and safety. The operational definition of this teefiers to the level of support provided to
elementary school teachers by head teachers and master teachers.

2.3 Teacher performance

Law Insider (2022) states that the teacher's rating is thepanfice evaluation. As a criterion for
the teacher performance dimension, firsthand observatiamseaicher's practice (including materials and
other instructional artifacts) and walkthroughs are conduitea credentialed evaluator mainly master
teachers and head teachers. For this study, a teacher'snp@deris defined as the rating provided on their
individual performance and commitment review form (IPCR¥)the elementary school teachers who
worked throughout the school year S.Y. 2021-2022.

2.4 0On Work-life balance

Qualtrics (2021), the defined work-life balance as "the mirdtion of stress connected to work
and the construction of a consistent and sustainable stylerkingravhile maintaining health and well-
being." This definition is also applicable to the research stialywas just discussed. Also, work-life
balance, work-family conflict, family-work conflict, wib environment, and sentiments about work were
found to have a strong and substantial association. How oseafe®lit their work is the most important
element in determining their level of work-life balanceor® attitudes, a friendly work environment,
reduced work-family conflict, and reduced family-wodadict all led to a stable work-life balance for the
teachers, eventually resulting in work satisfaction (Pandu, 2@tl®Wgas observed that teachers have a
typically negative attitude toward pay-for-performance sgystelhe teachers were concerned that stress
levels would rise and morale and collaboration among temaheuld suffer. It was also considered a
negative effect to have pay-for-performance based on indivgtudents' achievements or the results of
standardized examinations (Russ, 2015).

Synthesis of the Reviewed Literature

Several assertions were synthesized in place of the examined literature studies to align them with
the objective of the current study. First, authors define the work environment factor as a wide phrase relating
to the teacher's office or school setting conditions. This concept parallels writers (Durré, 2018; Poh, 2017)
and international organizations (Integrity, 2016; European Environment Information and Observation
Network, and the International Labor Organization). Work environment factors can also be comprehended
via the previously identified aspects of work environment by Toropova (2021) which are organizational
culture, task design and technology, purpose clarity, independence, performance feedback, rewards and
recognition, and training and consultation and physical environment. Physical environment refers to the
visible part of the workplace, such as cubicles and offices. In contrast, occupational health and safety relates
to the well-being or health of an individual while performing a specific work or as part of a profession. In
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contrast, workload refers to the nature, quantity, and difficulty of the work associated with a work or
business.

3. Methodology

The research employed a quantitative research design. It was specifically a correlational and descriptive
in nature. On the other hand, this research was descriptive because it identified current work environment
conditions present in schools as well the extent of work satisfaction concerning their performance and views
on work-life balance of elementary teachers. Purposive sampling was used to select the respondents from
schools in Tiaong District II. The goal was to obtain a sample representing the desired population regarding
the specific attributes of interest, in this case, elementary teachers of Tiaong District II. One survey
questionnaire was used to come up with the data about work environment factors, work satisfaction, teacher
performance, and work-life balance. The survey was divided into four parts. The first part deal with the
work environment factors present in schools. The second part measured the extent of work satisfaction of
respondents, elementary teachers in Tiaong II. The third part collected teacher performance data and the
fourth part collected work-life balance data. The researcher reviewed literature about the subvariables of
work environment, work satisfaction, teacher performance and work-life balance. The literature served as
input to develop a survey questionnaire to target the research questions. The data that gathered from the
questionnaire was tallied, tabulated, and analyzed. For the inferential questions, Pearson Product- Moment
Correlation Coefficient was used to determine if there is a significant relationship between work
environment factors (X), work satisfaction (X) and teacher performance (Y1) and work-life balance (Y>).
The Pearson product-moment correlation is also referred to as the Pearson R test. It is a statistical tool that
aims to quantify the strength of the relationship between variables. To do that, one needs to utilize the
following formula to arrive at the coefficient values which can be between -1.00 to 1.00.

4. Result and Discussion

Table 1 Status Level of Work Environment as to Organization Culture

Indicators Mean SD VI
In school...
1. appropriate teacher loading processes
provided for teachers. 3.71 455 Highly Observed
2. teachers’ load and advisory are 3.52 501 Highly Observed
followed diligently.
3. project, programs, and activities (PPA 3.17 616 Observed
are divided accordingly to every grade
level.
4. ancillaries such as coordinator ship ar 3.42 .669 Observed

well defined and accepted by teacher:
5. meetings are properly announced to 3.81 .393 Highly Observed
coordinate school plans to all teacher:

Overall 3.5263 .34500 Highly Observed

Legend: 1.0-1.49 (Not Observed); 1.50-2.49 (Slightly Observed); 2.50-3.49 (Observed); 3.50-4.0
(Highly Observed)

Table 1 shows the data on work environment status as to organization culture of elementary

teachers in Tiaong, Quezon. It shows that Teachers’ appropriate workload is “Highly Observed”
with mean of 3.71 and sd of .455 since the schools of Tiaong Il District followed DepEd Memo no.
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291 s. 2008 which includes 6 hours actual teaching load and 2 hours to complete the workday may
be use in or outside the school premises. Supported by a study of Wang, Xu, and Liu (2021) found
that teacher workload was a significant factor in predicting teacher work satisfaction and intention
to stay in their current positions. In particular, teachers who reported having an appropriate
workload were more likely to be satisfied with their works and less likely to consider leaving.
Meanwhile ancillaries (m=3.42, sd=669) and division of activities to every grade level was
just only “observed” (m=3.17, sd=616) since some schools are small schools and task cannot be
divided by grade level. It can be supported by Wang, Huang, and Chen (2021) investigated the
relationship between teacher workload and the implementation of project-based learning in primary
schools in Taiwan. The authors found that teachers who perceived their workload as appropriate
were more likely to implement project-based learning effectively and with greater enthusiasm.
The data shows that the work environment status as to the organization culture of
elementary teachers in Tiaong, Quezon is "Highly Observed". This means that Tiaong II District
strictly followed giving teachers’ appropriate workloads, and project, programs and activities
(PPAS) division varies in each school, the same way with ancillaries. Meetings are properly
disseminated to all coordinators through group chats and relayed to each school’s group chat.

Table 2 Status Level of Work Environment as to Performance Feedback

Indicators Mean SD VI
In school...

1. teachers are provided appropriate 3.50 501 Highly Observed
feedback by their head teachers or
teachern-charge at the end of quarter
observations.

2. timely classroom observation is 3.28 .662 Observed
scheduled for each elementary teache

3. appropriate feedback is provided inth  3.30 .667 Observed
form of positive criticisms.

4. teachers are given advice on how to 3.21 .636 Observed
improve strategies through teacher
conferences.

5. teachers are given suggestions on ho  3.49 .698 Observed

to pursue professional development
depending on their strengths or
weaknesses.

Overall 3.3542 54497 Observed

Legend: 1.0-1.49 (Not Observed); 1.50-2.49 (Slightly Observed); 2.50-3.49 (Observed); 3.50-4.0
(Highly Observed)

The Table 2 shows the mean data for the subcomponent of the work environment called
performance feedback. Teachers are provided appropriate feedback (m=3.50, sd=.501) by their
head teachers or teacher-in-charge at the end of quarterly observations is “Highly Observed”.
DepEd Order no. 2 s. 2015 requires 2 classroom observations in the school year 2022-2023,
including post-conference with the teacher and his/her observer. Effective feedback from
supervisors is important for teacher development and student learning. This can be seen through
the results of Tiaong II elementary teacher’s results of COTs. The observer maybe the School Heads,
Head Teachers, Master Teachers, or Teachers-in-Charge that would give them feedbacks (m=3.30,
sd=.667) regarding their classroom observation regarding IPCRF Mov’s that is also “observed”.

Teachers are advised on how to improve strategies through teacher conferences (m = 3.21,
sd=.636) in Table 2 is “observed” since Tiaong II teachers benchmarks the advice given to them
to improve their strategies. With this, a study published in the Journal of Teacher Education found
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that teachers valued specific, actionable feedback focused on their teaching practice (Miles, Ruzek,
& Cooper, 2019). Suppose the feedback provided during teacher conferences was not specific,
actionable, or focused on teaching practice. In that case, it may not have been as helpful or valued
by teachers. Classroom observation tools should be properly explained to elementary teachers
through post-conferences.

Table 3 Extent of Work Satisfaction as to Peer Relationships

Indicators Mean SD VI
| as an elementary teacher feel satisfied whe
am able to:
1. show willingness to work with 3.51 501 Very Satisfied

colleagues or other teachers of differe
personalities.

2. display respectfulness of other teachers’ 3.70 .258 Very Satisfied
rights.

3. model a friendly attitude towards my 3.70 460 Very Satisfied
co-teachers.

4. work effectively in team-teaching 3.70 458 Very Satisfied
strategies.

5. allow brainstorming and exchange of  3.70 470 Very Satisfied
ideas in terms of learning and
instruction.

Overall 3.6659 .43950 Very Satisfied

Legend.: 1.0-1.49 (not Satisfied), 1.50-2.49 (rarely Satisfied); 2.50-3.49 (Mostly Satisfied),; 3.50-
4.0 (Very Satisfied)

Table 3 contains the data about the extent of peer relationship to measure work satisfaction.
The overall mean is interpreted as “Very Satisfied” since Tiaong II District caters Teachers
Induction Programs, Team building such as GAD, Teachers’ Day Celebration, In-service trainings
and more. Each school also celebrates Teachers day, Summer Outing, and different ways to tighten
the strength of each member. This is supported by a research on the importance of teamwork and
collaboration in education published in the Journal of Educational Research and Practice found that
teamwork and collaboration are critical for improving student outcomes and teacher work
satisfaction.
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Table 4 Extent of Work Satisfaction as to Self-Actualization

Indicators Mean SD VI
| as an elementary teacher feel satisfied whe
am able to:
1. target all competencies related in the  3.27 .660 Mostly Satisfied

subjects assigned.
2. promote positive discipline in all my 3.48 501 Mostly Satisfied

classes.

3. help all pupils, whether slow or fast 3.50 501 Very Satisfied
learners with their needs.

4. integrate life experiences in my lessor 3.60 492 Very Satisfied

5. pursue appropriate professional 3.60 492 Very Satisfied
development activities.

Overall 3.4905 .37216 Mostly Satisfied

Legend: 1.0-1.49 (not Satisfied), 1.50-2.49 (rarely Satisfied), 2.50-3.49 (Mostly Satisfied),; 3.50-
4.0 (Very Satisfied)

Table 4 shows the data on the extent of work satisfaction of elementary teachers as to self-
actualization. The District Il Teachers were “Strongly Satisfied” by helping all pupils, whether slow
or fast (m=3.50, sd=.501), integrate life experiences (m=3.60, sd=.492), and pursuing appropriate
professional development activities (m=3.60, sd=.492). Tiaong II Teachers try their best to give
intervention Programs such as Project Ready Plus for Reading and Project APFFO for numeracy.
Aside from that, some pursue different professional development activities that can enrich their
skills through enrolling in Master’s Degrees and other training in Tiaong II District.

Target all competencies related to the subjects assigned (m=3.27, sd=.660) is “Mostly
Satisfied”. Tiaong II District elementary teachers could explain it is satisfied when they are
expected to target all competencies related to the subjects they have been assigned. Tiaong II
teachers have accomplished the target competencies every quarter so that the MPS for each subject
could be computed and evaluated.

Table 5 Extent of Teachers’ Performance as to the Teaching and Learning Process

Indicators Mean SD VI
| as an elementary teacher:

1. prepare lesson plans with appropriate  3.47 501 Very Satisfactory
objectives, activities & instructional

materials

2. facilitates individual/group activities 3.56 497 Outstanding
throughout the year.

3. structure and maintain a classroomth  3.39 .489 Very Satisfactory
is conducive to learning

Overall 3.4767 .46061  Very Satisfactory

Legend: 1.0-1.49 (Poor), 1.50-2.49 (Unsatisfactory); 2.50-3.49 (Very Satisfactory); 3.50-4.0
(Outstanding)

Table 5 shows the elementary teacher's performance level as to the teaching and learning
process. Facilitates individual/group activities throughout the year (m=3.56, sd=.497) is
“Outstanding” according to teachers. This indicates that teachers are performing this aspect of
teaching well as seen in their group activities. This can be supported by Brouillette, Lefebvre, and
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Brosseau-Liard (2019) examined the impact of teacher behaviors on student engagement in the
classroom and found that teachers who provided opportunities for students to engage in individual
or group activities had higher levels of student engagement.

On the other hand, the structure and maintain a classroom conducive to learning (m=3.39,
sd=.489) is “very satisfactory” which suggests a conducive classroom to learn in Tiaong II District.
It may be seen to some schools of Tiaong II District, that put efforts in repairs and renovation to
achieve a conducive classroom set up and this is supported by the study of Alzahrani (2021) that
the relationship between classroom environment and student learning outcomes and that a
classroom environment that is conducive to learning, such as having appropriate lighting,
temperature, and furniture, positively impacted student learning outcomes.

Table 6 Status Level of Teachers’ Performance as to Professional Development

Indicators Mean SD VI
| as an elementary teacher:
1. attend appropriate work- related 3.80 .398 Outstanding

seminars and trainings
2. assigned by and diligently implement  3.27 .790 Very Satisfactory
school policies and procedures

3. conducts action research related to 3.67 471 Very Satisfactory
school concerns/problems within a ye.
Overall 3.5810 .39518 Outstanding
Legend: 1.0-1.49 (Poor); 1.50-2.49 (Unsatisfactory), 2.50-3.49 (Very Satisfactory); 3.50-4.0
(Outstanding)

Table 6 contains the data about teachers’ performance as to their professional development.
Attending appropriate work-related seminars and trainings (m=3.80, sd=.398), has an
“Outstanding” verbal interpretation since the District II of Tiaong strictly followed “Attendance is
a must” virtue that happens during the 5-day in-service training of teachers which also suggests
that teachers value and prioritize attending such events as a means of enhancing their professional
skills and knowledge concerning DepEd Order No. 34, s. 2022 titled “School Calendar and
Activities for the School Year 2022-2023”, the Midyear In-Service Training scheduled last
February 6-10, 2023. According to a study by Cho and Lewis (2021), teacher professional
development that includes opportunities for collaboration and support from colleagues can have a
positive impact on teacher attitudes, knowledge, and practice and could suggest that these events
offer teachers a chance to engage with peers, share ideas and best practices, and build supportive
relationships that enhance their professional development.

On the other hand, “assigned by and diligently implement school policies and procedures"
with the mean of 3.27, which Tiaong II District could associate persevere implementation of school
policies and procedures through the execution of memorandums given by their superiors. Sato and
Hiramatsu (2020), teachers reported feeling more motivated to engage in professional development
when they clearly understood how it related to their students' learning outcomes.

Conducts action research related to school concerns/problems within a year (m=3.67.
sd=.471) is “Very Satisfactory” and is associated by Tiaong II Districts way of gathering the
research coordinator each school and provides guidelines in making action research that can address
school concerns and problems.

Overall, the mean score of 3.5810 suggests that the teacher’s performance is “Outstanding”
since Tiaong II elementary teachers actively seek opportunities to develop their skills and
knowledge and are likely committed to ongoing learning and growth in their profession.

Table 7 Correlation between Work Environment Factors and Teacher Performance
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Teacher Performance
\évaglgrgnwronment TE:;?A?EQ& Pupil’s Professional Curriculum
Process Outcomes  Development Implementation
Organizational Culture 317+ 291** - -
Task Design and - - - -
Technology .330 412 AT71 .359
Purpose Clarity - .265** - .196**
Independence - - - -
Performance Feedback  -.241** - -.203** -.213*
Rewards and "
Recognition i 153 i i
Training and - - - .
Consultation 428 .530 A75 412
Physical Environment .581** H4T7** .675%* .842**

**Correlation is significant at the 0.01 level (2-tailed).
*Correlation is significant at the 0.05 level (2-tailed).

The table shows the correlation values between work environment factors and teacher
performance. It displays a significant relationship between work environment factors and teacher
performance. Tiaong II teachers’ performance regarding the teaching and learning process is related
to the organizational culture with correlation coefficients of .317. This implies that Tiaong II
District teacher’s performance which involves the teaching and learning process is associated with
organizational culture and can be seen through their Teacher’s Club Organization. The atmosphere
exhibited in the organization is related to the teacher’s performance.

Teaching and learning processes are also associated with task design and technology
related to Tiaong II's endorsement of Microsoft technology-free software and encouraging the
integration of ICT tools during class. At the same time, the availability of technology has a
relationship with teachers’ performance. Meanwhile, there is a relationship between training and
consultation and the teaching and learning process (.428), as well as the physical environment
(.581). Tiaong II District elementary teachers feel they have a good working relationship with their
head teachers and principal as part of training and consultation since they were given a post-
conference after classroom observation during IPCRF implementation. At the same time, these
elementary teachers believe that favorable conditions exist in their classrooms and offices, which
could be related to their performance.

Regarding work environment factors and pupil’s outcomes, a relationship was also found
between training and consultation and physical environment with coefficients of .530 and .547. It
can be inferred that elementary teachers in Tiaong District II believe that the technical assistance
for teaching and learning they get from their head teachers or principal is associated with pupils'
performance. One example is the webinar teachers attended about the use of Google not only as a
search engine but there’s a lot more. On the other hand, they also believe that the current state of
the classrooms affects student performance, as can be seen through Tiaong II District's efforts in
repairing and renovating the classroom to achieve a conducive physical environment. The district
emphasized proper budget allocation for repairs.

Moreover, a significant relationship was found between work environment factors —
training and consultation, physical environment and the teacher performance dimension called
professional development (.475 and .675) Tiaong II teachers believe that the training and
consultation that they receive from their head teachers or principals during learning action cells or
class observations positively affects their professional development as teachers that may relates to
In-service training, Lac Session per subject and ELLN for the primary teachers. On the other hand,
they also believe that the current state of their classrooms and faculty rooms also has contributed
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to their growth as a teacher that’s why Tiaong II teachers find their way to make their classroom
feels home through decorations and all.

Regarding work environment factors, a significant relationship was found between purpose
clarity and teacher performance dimension — curriculum implementation. From this, it can be
inferred that Tiaong II teachers still need to pursue sessions or seminars regarding the curriculum
that can be seen through their In-service Training as mandated by the DepEd. Also, a significant
relationship between task design and technology and curriculum implementation was seen. Tiaong
II teachers may need to improve on task design and technology integration to achieve enhanced
teaching strategies, which can be implied on some of Tiaong II District classroom that are still not
reachable with Wireless Fidelity signals and do not have smart television for their classrooms. On
the other hand, the relationship between training and consultation, physical environment with
curriculum implementation was found to be strong with coefficients of .412 and .842. It can be
inferred Tiaong II elementary teacher’s strongly believes in the value of training and consultation
to improve their pedagogy. Tiaong II District teachers consulted to their heads to know a good
approach that can be use inside the classroom, the last LAC Session included this topic happened.
At the same time, they strongly believe that the state of classrooms has strong connections with the
success of curriculum implementation. It can be seen if the classroom does not have a Wi-Fi signal
yet and too small to have different activities that Tiaong II teachers may try.

Table 8 Correlation between Work Environment Factors and Work-life balance

Work-life Balance
Time Management Time Management

Work Environment

Factors at Work at Home Nature of Work
Organizational Culture 261** .269** -
Task Design and 3gk DG1** 55
Technology

Purpose Clarity 572** .595** .560**
Independence - .150** .664**
Performance Feedback .250** .295** .582**
Regards and 369 410+ 617
Recognition

Training and 3120 356+ 494
Consultation

Physical Environment .204** .181* 524

**Correlation is significant at the 0.01 level (2-tailed).
*Correlation is significant at the 0.05 level (2-tailed).

Table 8 show the correlation values between work environment factors and work-life
balance. The results provided suggest that there is significant relationship between work
environment factors (Organizational Culture, Task Design and Technology, Purpose Clarity,
Independence, Performance Feedback, Rewards and Recognition, Training and Consultation, and
Physical Environment) and work-life balance (Time Management at Work, Time Management at
Home, and Nature of Work). This implies that Tiaong II elementary teachers work-life balance was
associated by the mentioned work environment factors that can be seen through their LAC Sessions,
In-service Trainings, Webinars about ICT tools, Classroom Observation post conferences, Loyalty
Awards, Farewell Parties, and Classroom repairs and renovation. Meanwhile, there is no significant
relationship regarding Independence and time management at work and organizational culture and
nature of work.

Having the above mentioned, it can be said that Tiaong Il teachers may achieve work-life
balance through a supportive work environment at home and work. Another is that, webinars about
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ICT are available at Tiaong II District and teachers are encouraged to use PowerPoint during SLAC
and ELLN sessions. Purpose Clarity is also associated with work-life balance since Tiaong 11
teachers seem to be aware of what they want as individuals by the numbers of graduates of Master’s
Degree and passers of NQUESH for head teachers. Performance feedback also helps Tiaong II
elementary teachers achieve a work-life balance since they can have a basis of what to improve
more, which can also be a means of a support from their head. Loyalty awards are also given to
teachers of Tiaong II, a farewell and appreciation party was also given to retirees and those who
transferred to other school as rewards and recognition for being a part of the school. Aside from,
that, trainings and consultation were also given to teachers individually depending on their needs.
As to physical environment, each school finds its way to achieve a more comfortable classroom set
up, and repairs are also encouraged to each school of Tiaong II.

Table 9 Correlation between Work Satisfaction and Teacher Performance

Teacher Performance

Teaching &

Work Satisfaction Learnin Pupil’s Professional Curriculum
Procesg Outcomes  Development Implementation

Subordinate 717% 582+ 703 825+

Cooperation

Peer Relationship .588** .604** .520%* .365%*

Superior Support .250** A45%* 284 .268**

Self-Actualization .691** .683** 761%* .760**

**Correlation is significant at the 0.01 level (2-tailed).
*Correlation is significant at the 0.05 level (2-tailed).

Table 9 show the correlation values between work satisfaction and teacher performance.
The data suggests a significant relationship between work satisfaction and teacher performance. It
implies that Tiaong II teachers’ performance is associated with work satisfaction as Southern Luzon
University endorsed Practice Teachers to each school for Subordinate Cooperation. It can also be
seen that Tiaong II elementary teachers has a good peer relationship since each schools provide
team building activities and Gender and Development seminars. The District Supervisor and school
heads also support teachers about their undertakings that may improve their teaching performance.
It can also be related to the number of Master’s Degree graduates and teachers promoted yearly. It
also implies a teacher work satisfaction, self-actualization, is associated with teachers performance.
Tiaong II teachers received awards like Loyalty Award, bonuses and incentives that may also make
them feel satisfied after they performed a task or duty.

Also, these studies provide strong support for the statement that there is a significant
relationship between work satisfaction and teacher performance and suggest that improving teacher
work satisfaction in Tiaong Il may lead to improved teacher performance and student outcomes
that may be seen during the SMEPA presentation every quarter that includes the MPS per subject,
the reading and numeracy progress and teachers distinct practices inside the classroom.
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Table 10 Correlation between Work Satisfaction and Work-life balance
Work-life Balance

Work Satisfaction Time Management Time Management

at Worgk at Hon?e Nature of Work
Subordlngte ) i e
Cooperation
Peer Relationship - - -
Superior Support A419** A34** .640**
Self-actualization - - .328**

**Correlation is significant at the 0.01 level (2-tailed).
*Correlation is significant at the 0.05 level (2-tailed).

Table 10 show the correlation values between work satisfaction and work-life balance. The
data suggests a significant relationship between subordinate cooperation and nature of work that
can be seen during the Final Demonstration of Practice Teachers from Southern Luzon State
University as a cooperating teacher. Giving them the assistance and proper advice regarding the
nature of work as a teacher could make them feel satisfied as they allotted time during the
presentation. The superior support is associated by time management at work, at home and nature
of work utilizing School heads dividing task and creating TWG for some activities, allowing
teachers to follow the 6 hours actual teaching time and 2 hours can be done at school or home.
Meanwhile, self-actualization is correlated to nature of work with a coefficient of .328. Tiaong II
teachers feel satisfied after performing their school activities and paperwork at school or home.

Tiaong II District finds its way to promote work-life balance by dividing the task to the
number of teachers and creation of team working group. DepEd also address teachers as solo parent
and also teacher’s health well being by annual x-ray and laboratory. Mental health webinars are
also given. Teachers tend to have a higher probability of reaching work-life balance. Adequate
support from superiors such as constant technical advice from head teachers and principals
concerning how they manage time at work, at home and their general perception of the nature of
their work as teachers.

5. Conclusion
Based on the findings posited in the study, it concluded that:

There is a significant relationship between work environment factors and teacher performance as to
task design and technology, training and consultation, physical environment as to teaching and learning
process, pupil’s outcome, professional development, and curriculum implementation except independence,
organizational culture as to teaching and learning process and pupil’s outcome, purpose clarity as to pupil’s
outcome and curriculum implementation, performance feedback as to teaching and learning process and
professional development, and curriculum implementation rewards and recognition to teaching and learning
process and pupil’s outcome. Thus, the null hypothesis is partially sustained. There is a significant
relationship between work environment factors and work-life balance except organizational culture to
nature of work and independence to time management at home. Thus, the null hypothesis is partially
sustained. There is a significant relationship between work satisfaction and teacher performance. Thus, the
null hypothesis is not sustained. There is a significant relationship between work satisfaction and work-life
balance as to subordinate cooperation and self — actualization to nature of work, superior support to time
management at work, at home and nature of work. Thus, the null hypothesis is partially sustained.

6. Acknowledgement

WWw.ijrp.org



ABHEGAIL P. ANGLO/ International Journal of Research Publications (IJRP.ORG) @ IJRP .ORG

3578 (Online)

198

This work was supported by Laguna State Polytechnic University — San Pablo Campus.
References

Adeyemo, K.S., Sehoole, C. and Cueno, C.G. (2015) The Use daiVork Enrichment Technique for
Decision-Making in Higher Education: The Case of the Philippit$es. Journal of Human
Resource Management, 13, a645.
https://doi.org/10.4102/sajhrm.v13i1.645

Alufohai, P. J., & Ibhafidon, H. E. (2015). Influence of Educsitage, marital status and gender on office
work efficiency. Asian Journal of Social Research, 3(4); 66.

Angeles, V. P., Saludo, A., Virtus, L., & Tun, W.M. (2015). W/satisfaction and Performance Level of
Teachers of Ajinomoto Philippines corporation Lucena Branch. -LPaguna Business and
Accountancy Journal Vol. 1 No.2.

Arceo, Joel M., and Elisa N. Chua. "Organizational Dynamig$ Stewardship in Promoting Innovative
Work Behavior and Commitment at Work." Internationalrdal of Academe and Industry
Research, vol. 3, no. 3, Sep. 2022, pp. 65-86, doi:10.53378/352917.

Baluyos, G., Rivera, H. and Baluyos, E. (2019) Teachers” Work Satisfaction and Work Performance. Open
Journal of Social Sciences, 7, 206-221. doi: 10.4236/jss.2019.78015.

Banlasan. P.J.N. (2015). An Investigation on the effect ofiPalyActivities (Zumba) on the Work
Performance of Nurses. Laguna State Polytechnic University (LSPU). Master’s Thesis.

Barnett, J., & McCormick, J. (2018). The impact of leadershigacher efficacy and engagement: A study
of the relations between school principals, school culture andeeaork satisfaction in Cyprus.
Journal of Educational Administration, 56(1), 2-22.

Basnagoda, A. (2019) Work-life Balance Questionnaire.
https://www.academia.edu/4280265/WLB_Questionnaire

Blackman, H.D.E. (2018). Teacher Disengagement: is there Evidémac&rowing Problem? Handbook
of Business Strategy, Vol-7(1), 2125.

Blumenthal, D. (2016). The Problem with Organization DesRart 6 Nature of Work. Retrieved from
https://medium.com/nature-of-work/the-natufework-6e4d40754ce2 on November 6, 2022.

BusinessDictionary.com (n.d). Work Environment. Retrieved from
http://www.businessdictionary.com/definition/work-environment.mmDecember 1, 2022.

Cambridge Dictionary (2019) “Workload” Retrieved from
https://dictionary.cambridge.org/us/dictionary/english/workloadNovember 6, 2022.

Carandang, G.M.C. (2015). Distributed leadershipesiyhn alternative way to improve Teacher’s Work
Performance in AITE. Laguna State Polytechnic University. Master’s Thesis.

Cheung, R. T. P., & Tang, Y. (2021). Enhancing teacher mativaind work satisfaction: The roles of
positive work environment factors. Journal of Education and V\3#,), 57-76.

WWw.ijrp.org



ABHEGAIL P. ANGLO/ International Journal of Research Publications (IJRP.ORG) @ IJRP .ORG

3578 (Online)

199

Chumacera. C.J. (2016). A Qualitative Perspective: Loced Bad the Work Performance of Teachers in
a Milling Company. Laguna State Polytechnic University (LSPU).

Churchwell, M.S. (2016) A Study of Factors That Influence K\@atisfaction of Teachers at a Southeast
Christian School (Order No. 10587683).
https://search.proquest.com/docview/1886443023?accountid=149218

Correll, R. (2019). What |Is Occupational Health and SafetyRetrieved from
https://www.verywellhealth.com/whag-occupational-health-and-safety-4159865 on November
6, 2022.

Darwin Digital Solutions (2022). What is Rewards & RecognifR&R)? https://explore.darwinbox.com
» hr-glossary

Demir, M., Karanci, A. N., & Cifci, S. D. (2021). Worlkily conflict and work-family facilitation: The
roles of perceived organizational support and gender. Currerid?sgy, 40(2), 676-685.

Department of Labor and EmploymentBureau of Working Condition (2016). Amended Occupational
Safety and Health Standards. Retrieved from
http://www.oshc.dole.gov.ph/images/Files/OSH%20Standards%202017.pdf

Derrick, F. (2019). Peer relationships. Peer Relations Resdatps://www.encyclopedia.com

England, E.S. (2016) The Relationship among Reasons Teachers HEred?aafession, Work Satisfaction,
and Encouraging Future Teachers (Order No.
10106054).https://search.proquest.com/docview/17911422767accountid=149218

Esguerra, D.J. (2018). DepED urged to lighten teacher wosklf@kbwing suicide reports. Philippine
Daily Inquirer. August 27. https://newsinfo.inquirer.net/1025288/depgddto-lighten-teacher -
workloads-following-suicide-reports (accessed on November 28, 2022).

Forsythe, G.L. (2016) Spirituality and Work Satisfaction: A r€ational Study of Elementary School
Teachers (Order No. 10239617).
https://search.proquest.com/docview/1853947059?accountid=149218

Gornyl, A. (2017). The use of working environment factors asr@itn assessing the capacity to carry out
processes. MATEC Web of Conferences 94, 79406011.

Gulnaz, F., Alfagih, A.M. and Mashhour, N.A. (2015) ParadigmtSAifCritical Appraisal of Traditional
and Innovative Roles of an English Teacher in Saudi ELT ClassroomsryTéued Practice in
Language Studies, 5, 934-946.
https://doi.org/10.17507/tpls.0505.07

Farzeen, M., Ahmad, A. & Anwar, N. (2017). Relationship ameaik satisfaction, attitude towards work
and organizational commitment. Journal of Management Infod/do. 3, 1-4.

Flanagan, J. (2016). Six ways environmental factors can inflteacher performance. Retrieved from

http://ingenuityatwork.com/six-ways-environmental-factors-can-influenaeter-
performance/#.XBEUAmMgzblU on November 6, 2022.

WWw.ijrp.org



ABHEGAIL P. ANGLO/ International Journal of Research Publications (IJRP.ORG) @ IJRP .ORG

3578 (Online)

200

Ghavifekr, S. and Pillai, N.S. (2016) The Relationship bketwSchool’s Organizational Climate and
Teacher’s Work Satisfaction: Malaysian Experience. Asia Pacific Education Review, 17, 87-
106.https://doi.org/10.1007/s12564-015-9411-8

Goebel, B. L. & Cashew, V. M (1979). Age, sex and attractiveamsactors in efficiency ratings of clerics.
A developmental study. Journal of educational psychology, 71, 646-653.

Good Therapy (2019). Workplace Issues. Retrieved from https://gewdtherapy.org/learn-about-
therapy/issues/workplace-issues on November 6, 2022.

Hassard,J., Teoh, K. and Cox, T. (2018) Modified JCM Model ahdravork satisfaction theories.
Birkbeck University of London, United Kingdom.

Hassard, J. Teoh, K. & Cox, T. (2018). Work satisfaction: tksodnd definitions. Retrieved from
https://oshwiki.eu/wiki/Work_satisfaction:_theories_and_definitiorefiiition_of work_satisfa
ction on November 6, 2022.

Huda, S., Laju, I.LK. and Suwiyadi, S. (2018) The Influentélotivation Work and Competence on
Performance of Mathematics Teachers with Innovation as Intexyeviariable. International
Information Institute (Tokyo) Information, 21, 539-546.
https://search.proquest.com/docview/2038674868?accountid=149218

Huntington, K.L. (2019). The relationship between trust, HRM pmestand firm performance,
International Journal of Human Resource Management. 16(9): 2800-

Insider. (2019). Pay and Allowances. https://www.lawinsider/dationary/pay-and-allowances

International Labor Organization (n.d.) Working Conditions. Retrieved from
https://www.ilo.org/global/topics/working-conditions/lanrgn/index.htm on November 6, 2022.

Integrity (2016). Working Conditions. Retrieved from
http://www.waterintegritynetwork. net/imtoolbox/satisfactavgrk-environment-conditions/  on
November 6, 2022.

Jang, S. J., & Han, J. S. (2020). The impact of work-lifarmd on work burnout: A Korean sample. Social
Indicators Research, 148(2), 541-558.

Judge, T. A,, Thoresen, C. J., Bono, J. E., & Patton,.@®&L7). The work satisfactiejob performance
relationship: A qualitative and quantitative review. PsychokddBulletin, 143(4), 376-407.

Khairunnisa, K. (2018). Task design for improving students’ engagement in mathematics learning. Journal
of Physics: Conference Series. 948. 012012. 10.1088/1742-6596/948/1/012012.

Kim, S., Kim, J., & Lee, S. (2019). Work-life balance an) jsatisfaction among elementary school
teachers: The moderating effects of social support. Journal oftiwhel Research, 112(2), 209-
222.

Lewis, J. (2019). Nature of work. https://smallbusiness.chron.@iorérworkvs-level-work-33710.html

Law Insider. (2022). Teacher performance. https://www.lawarstom/dictionary/teacher-performance

WWw.ijrp.org



ABHEGAIL P. ANGLO/ International Journal of Research Publications (IJRP.ORG) @ IJRP .ORG

3578 (Online)

201

Long, C. (2018). To control and build trust: How managers use organabtontrols and trust-building
activities to motivate subordinate cooperation. https://dgilér1016/j.a0s.2018.05.006

Magbool, S. (2017) Interrelationship between Collective TeachécaE§f and Work Satisfaction of
Teachers at Secondary Schools. NUML Journal of Critical Inquifh, 180-
196.https://search.proquest.com/docview/2011249258?accountid=149218

Matson, B.D. (2018) A Study of Teachers’ and Principals’ Beliefs about Leadership Behaviors in Relation
to School Performance (Order No. 10840434).
https://search.proquest.com/docview/2089412269?accountid=149218

MBA Skool (2019). “Career Development”. Retrieved from https://www.mbaskool.com/business-
concepts/human-resourclhsterms/1779-career-development.html on November 6, 2022.

Mbon, U.F. (2017) Head Teachers’ Managerial Behavior and Teachers’ Task Performance in Public
Primary Schools in Calabar-South Local Government Area, QRo&s State, Nigeria. Global
Journal of Educational Research, 16, 163-169.
https://doi.org/10.4314/gjedr.v16i2.11

Mc Colum, G. (2020). Training and Consultation. https://wwwpglaegotiations.com/

Morgan, G.C. (2015). Attitudinal Organizational Commitment Wtk Performance: A Meta-Analysis.
Journal of Organizational Behavior, 23, 2566.

Nanzushi, C. (2015). The Effect of Workplace Environment On Tedebdormance In The Mobile
Telecommunication. Retrieved PDF on November 6, 2022 from
http://erepository.uonbi.ac.ke/bitstream/handle/11295/93719/.

Oluremi, F. (2015) Attitude of Teachers to Students with Spligatls in Mainstreamed Public Secondary
Schools in Southwestern Nigeria. The Need for a Change.
https://goo.gl/5DQuUAwW

Pandu, A. (2017) Sources Accountable for Work Life Stakdlitong Married IT Women Teachers and
School Teachers in Chennai. Journal of Organisation andahluBehavior, 6, 29-37.
https://search.proquest.com/docview/2024131836?accountid=149218

Park, H. J., & Kim, M. (2020). The relationship between jobs&attion and teacher effectiveness: The
mediating effects of teacher efficacy and organizati@mmhmitment. Journal of Educational
Administration, 58(6), 719-738.

Pellegrino, A. (2015) Pre-Service Teachers and Classroom ythemerican Secondary Education, 38,
62-78.
https://search.proquest.com/do.Mcview/722356586?accountid=149218

Puertollano, M.D. (2015). Work Environment Factors and the WRekformance of Teachers in
McDonalds, Tiaong, Quezon. Laguna State Polytechnic University. Master’s Thesis.

Poh, M. (2017). 5 Characteristics of A Positive Work Environment.trieved from
https://www.hongkiat.com/blog/positive-working-environment/.

Qualtrics. (2021). Work Life Balance - What it Means and Whdtters. https://www.qualtrics.com

WWw.ijrp.org



ABHEGAIL P. ANGLO/ International Journal of Research Publications (IJRP.ORG) @ IJRP .ORG

3578 (Online)

202

Raza, A., Ahmed, M., Naz, A., & Ramzan, M. (2022). Effedtploysical environment on teaching
performance and students’ outcomes in primary schools of Pakistan: Moderating role of
organizational climate. Educational Research and ReviEi($), 1-12.

Razig, A. & Maulabakhsh, R. (2015). Impact of Working EnvironnmnWork satisfaction, Procedia
Economics and Finance, Volume 23, page 717-725.

Rofcanin, Y., Las Heras, M., Bakker, A. B., & Bal, P. (4019). Linking work-life balance support to
employee well-being and job performance: The role of jobad®ls and job resources. Journal of
Vocational Behavior, 110, 59-70.

Russ, R.D. (2015) Teacher Attitudes Regarding Performance-BRagd (Order No. 3707142).
https://search.proquest.com/docview/1696057914?accountid=149218

Sachau, D.A. (2017)Resurrecting the Motivation-Hygiene Theorszldiéeg and the Positive Psychology
Movement. Human Resource Development Review, 9, 387-400.

Salingkat, S. (2017) Evaluation of Certified Teachers’ Performance at SMPN 6 Luwuk, Banggai Regency,
Indonesia. International Journal of Education & Literacy Studies, 24-31.
https://doi.org/10.7575/aiac.ijels.v.5n.4p.24

Sasson, R. (2021) What is clarity of purpose? https://www.sumessousness.com/blog/goal-
setting/clarityef-purpose-and-howe-developit

Sandler, A.G. (2017). Control the Factors that InfluencecAaa Success. Managing the Hispanic
Workforce Conference. Cornell University and Pennsylvania Staiteersity.

Song, J.H., Bae, S.H., Park, S. and Kim, H.K. (2018) émflial Factors for Knowledge Creation Practices
of CTE Teachers: Mutual Impact of Perceived School Support, Dramstional Leadership, and
Work Engagement. Asia Pacific Education Review, 14, 467-482.

Stearns, E., Banerjee, N., Moller, S. and Mickelson, RRB15) Collective Pedagogical Teacher Culture
and Teacher Satisfaction. Teachers College Record, 117, 17-18.
https://search.proquest.com/docview/1695777475?accountid=149218

Stoll-Lollis, C. (2015) Exploring Principal Leadership Behasiand Their Impact on Teacher Work

Satisfaction in  Southern Tulare County, California (OrdeNo. 3739366).
https://search.proquest.com/docview/1749706944?accountid=149218

Tompkins, C. (2017). 10 Most Common Problems in the Workplacehtm to fix them. Retrieved from
https://glassmagazine.com/article/retail/10-most-common-prabigorkplace-1716934.

Toropova, A. (2018). Teachers’ Job Satisfaction and the importance of school Working Environment.
https://tandfonline..Volume 73, issue 1.

World Health Organization (n.d.) “Occupational health”. Retrieved from
https://www.who.int/topics/occupational_health/en/ on Noversh&022.

WWw.ijrp.org



ABHEGAIL P. ANGLO / International Journal of Research Publications (IJRP.ORG) @ IJRP .ORG

08-3578 (Online)

203

Xu, Y., Chen, H., & Chen, C. (2021). The impact of selfsalization on job satisfaction and work-life
balance: Evidence from China. Journal of Business Research, 1228378

Yan, X., & Cui, S. (2021). Work satisfaction and teachergoernce: A study of primary and secondary
school teachers in China. Asia Pacific Education Review, 22(2)2287-

Zabat, M.D. (2016). The Construction and Implementation of IPCRF to Improve Public School Teacher’s
Performance in Tiaong, Quezon. Laguna State Polytechnietdity (LSPU). Master’s Thesis.

WWw.ijrp.org



