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Abstract

This study aimed to look at the possible prediction of alcloganizational culture on collaborative
governance in Santisimo Rosario Elementary Schoahslvared the following questions: To what extent is the level
of the school organizational culture in terms of pratess/ teacher collaboration,, affiliative collegigitself-
determination, and learning partnership?; to what exterg ietel of collaborative leadership governance in teins
valuing teachers’ ideas, trusting teachers’ professional judgments, exercising rewards system, collaborating with the
teachers, sharing responsibilities, protecting instruaiwh planning time, supporting risk-taking and innovation in
teaching, keeping the teachers informed, praising teachenmswahdng teachers in the decision-making process? and
is there a significant prediction between the orgaimmat culture and the collaborative governance of Sardisim
Rosario Elementary School? There were 20 teacher-resporsidedted ana descriptive research design was
employed. One-sample t-test and multiple regression analgsésused to answer the inferential questions.

Keywords: collaborative governance; organizationdiuce; collaboration; affiliative collegiality; setfetermination; partnership

1. Introduction

Organizational theorists have long reported thatqmagttentiorto organizational culture
isthe mostimportant action that a leader can perfe&ducational theoristshave likewise reported
that the principals’ impact on learning is mediated through the climate aire of the school
and is not a direct effect. Watson (2016) warned us fthiag iculture isnot hospitable to learning
then student achievement can suffBesnick (2017) reminded us that school principals are
responsible for establishiraypervasive culturef teaching and learning each school.

Organizational Culture, in simplest terms, is described as the people’s beliefs and perceptions of
their workplace (Sackney, 2018). Culture is a term that tdesapture the informal, implicit, often
unconscious side of any human organization. Schein (2016) defiltenle as a pattern of the group
learned assumptions that are taught to new memberse Bssumptions include the current and historical
decisions that are made within a group to solve probléthese decisions are based on institutional heroes
and traditional ways of handling decisions and situatigtisn a school setting. Cultureis the knowledge
and symbols that frame the interpretations and stdadafr appropriateness within a group or group
setting. A strong positive culture enables peopletolfettér about what they do, so they work harder.

Cultural literature has focusesh change, suggesting thah effective organization may be
defined as one which creates a culture that inspireeeitsbers to pursue continuous improvement through
change. This change has the capacity to make people pecacti creative problem-solvers. Leaders must
realize the power of culturewithin an organization. @izgtional culture has been identified as a critical
element, vital to successfully improving the teachind kearning in schools (Cansoy, 2017).
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Lakomski (2017) studied the claim that it is necessarshange an organization’s culture 271
to bring about organizational change and concludetdiieaeis a causal relationship between the
role of the leader and organizational learning. Taylor afdliams (2016) arguedthat as
accountability through tests has become a threAgdqrincipals neetb work on long-term
cultural goalsto strengthen the learning environment. They contenihed the concept of
instructional leader is too limited to sustain sashomprovement. He promoted the idea that
school principals servaschange agent® transform the teaching andlearning culture of the
school.

With this, the researcher sees the practices oktahers in his present working station and the
styles of governance that the principal employs. Téasli$ him to conduct this study on determining the
possible prediction that exist between the culture intiSeno Rosario Elementary School and the
governance that is employed by the principal.

1.1. Background of the study

The organizational culture of Santisimo Rosario Elsiengy School and the perception of teachers

in terms of Collaborative governance in the school weeebncern of the present study.

On Professional Collaboration as a dimension of school organizational culture, theentisituation
of the school in terms of professional collaboratemanifested in the way the teachers work together to
come up with projects and activities and to improwetdaching-learning process. For one, the assignment
of teachers as working committees for the school-basethgement validation is a manifestation of the
professional collaboration that exists. Moreover, tteetice of holding teaching demonstrations among
peers adds to this component of culture.

In terms of Affiliative Collegiality, as mentioned in the previous paragraph, teachers inlschoo
work together on different tasks and value the ideas ofener They engage in holding activities to enjoy
each other’s company.

On Self-Deter mination, teachers practice waiting for the school head toigisteuctions first in
everything they do in school. This is to make suretti@aschool head who is accountable for anything that
may arise in school is informed. This is a maniféstathat although there is an awareness of the vision
and mission of the school, teachers in school dieatitious in exercising assertive decision making.

In Learning Partnership, the partnership that exists between teachers and paasnigll as
other stakeholders, is evident in the school. Moregaaents have their knowledge of what is happening
in the school. They generally support the activitiess amdertakings of the school.

In terms of Collaborative Gover nance, of the most observable practices of governance in this
school is the protection of time for instruction and planning. This is manifested in the school heads’ practice
in monitoring the class and submission of observation tools and teachers’ accomplishments.

Given all these situations of the school organinai@ulture, the researcher aimed to study the
scientific evidence of the prediction of the organizadigractices and collaborative governance that exist
in Santisimo Rosario Elementary School.

1.2. Statement of the Research Problem

This study aimed to look at the possible prediction of dclwwganizational culture on
collaborative governance in Santisimo Rosario Elemei8ahpol, School Year 2020 - 2021.
Specifically, it seeks to answer the following questions

1.To what extent is the level of the school organizationkdure in terms of
1.1.Professional/ teacher collaboration;
1.2 Affiliative collegiality;
1.3.Self-determination; and
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1.4.Learning Partnership? s
2. To what extent is the level of collaborative leadg@rgioivernance in terms of:

2.1.Valuing Teachers’ Ideas;

2.2.Trusting teachers’ the professional judgments;

2.3. Praising teachers;

2.4. Involving teachers in the decision-making pracess

2.5.Allowing teachers to work together;

2.6.Keeping the teachers informed;

2.7.Rewarding teachers for new ideas and techniques;

2.8.Supporting risk-taking and innovation in teaching;

2.9.Protecting instruction and planning time; and

2.10. Encouraging teachers to share ideas?
3. Is there a significant prediction between the organizaltculture and the collaborative governance

of Santisimo Rosario Elementary School?

1.3. Hypotheses

Hol: The responses of the respondents do not vary sigrificeom each other as to perception of
Professional/teacher collaboration

Ho2: The responses of the respondents do not vary significiiom each other as to perception of
Affiliative Collegiality

Ho3: The responses of the respondents do not vary signifidaoith each other as to perception of Self-
determination

Ho4: The responses of the respondents do not vary significiiotn each other as to perception of
Learning Partnership

Ho5: Thereis no significant prediction of organizational culture on Valuing Teachers’ Ideas (CG1)

Ho6: There is no significant prediction of organizational culture on Trusting teachers’ professional
judgment (CG2)

Ho7: There is no significant prediction of organizatiotdlture on Praising teachers (CG3)

Ho8. There is no significant prediction of organizatioogture on Involving teachers in the decision-
making process (CG4)

Ho9: There is no significant prediction of organizatiooidlture on Allowing teachers to work together
(CG5)

Ho010: There is no significant prediction of organizatiooalture on Keeping teachers informed (CG6)

Holl. There is no significant prediction of organizationdture on Rewarding teachers for New ldeas
and Techniques (CG7)

Ho12: There is no significant prediction of organizatiooalture on Supporting risk-taking and
innovation in teaching (CG8)

Ho13: There is no significant prediction of organizatiooalture on Protecting instruction and
planning time (CG9)

Hol4: There is no significant prediction of organizatiooalture on Encouraging teachers to share
ideas (CG10)

1.4. Significance of the Study

This study may give the following the awareness in planaitorganizing seminars, training
and conferences to improve school heads responsgibiliti
Superintendents
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This study may yield vital information in identifying fmems/conflicts that arises in school 273
culture as well as solutions to social problems.
Principal

This study can help the school heads to have additidioahiation on the existing organizational
culture. Create a culture of learning throughout the darabwith that, they can adapt or modify different
practices that they can apply in their own school. 8icheads should understand good management
practices in order to create or improve employee/teachers’ productivity and performance, eliminate

redundancy, and increase education quality.

Teachers

This study may contribute useful insights to enable tteeadapt and adjust the school culture of
the school. Through this, they may improve themsedwebswork harmoniously with their superiors and
realize the importance of cooperation in an organiaatio

Students

This study can encourage them to be n active participhathiool and community. With the use
of adopted techniques in learning, they may be able to change.
Parents

This study can provide benefits to them including tlokitdren as to readiness to face those
changes in school culture aneee on the school administrators’ leadership styles and be knowledgeable
enough on the development of interpersonal skills.

Community

This study may benefit the community for them to bee a@bl utilize and upgrade learning for
global competition. It can be useful for them to share tiygierience to be a good motivator of different
skills.

Tothe Researchers
To future researchers, this study may offer literature idéhfys
that they may find useful in the conduct of their studies.

1.5. Scope and limitations of the Study

The study was conducted at Santisimo Rosario ElemeBtdrgols in the Division of San Pablo
City. The focus was on the school organizational cultumesth@ Collaborative Governance. The
respondents were 20 public school teachers, School Year2B2A0 It was conducted to identify the
existing school culture on the school collaborative gomece. To also find out what other means a school
principal may use or how they would strengthen and furthemeehtheir roles to ensure that the school
system would achieve its goals and objectives for theftherf the school community as a whole.

1.6. Definition of Terms

The following have been defined operationally for purposese$tudy.
Affiliative Collegiality. The support of other teachers and school staff cancalstribute to the success
of a teacher's classroom management planning and followetinro
Collaborative Governance. It is a management practice in which members of a ishigeteamwork
together across sectors to make decisions and keepriiization thriving. Embracing collaboration at
this high level also demonstrates to employees thgt the, should approach their work in a similar,
collective way

WWw.ijrp.org



Dexter F. Pagkaliwagan / International Journal of Research Publications (IJRP.ORG) @ JJ RP 'ORG
L ear ning Partner ship. It is the formation of a learning unit between two stisievho purposefully assist 274
each other to acquire the skills, knowledge, and attrib@issssary to attain one's learning goals. Learning
Partners actively, yet voluntarily, seek each otherditittte many aspects of their learning.
Mean Percentage Score (MPS). It indicates the ratio between the number of corretiywered items
and the total number of test questions or the percentagerectly answered items in a test.
Organizational culture. Itis the collection of values, expectations, and prastthat guide and inform the
actions of all team members. It is the collectionraits that make the school what it is. Culture isé
through consistent and authentic behaviors, not pressegleapolicy documents.
Professional/ Teacher Collaboration. share learning practices and experiences, support one amother
trying new strategies and teaching moves, a partmesponding to student and classroom data, and work
together to develop curriculum and implement new schochtiviés.
Self-Deter mination. It is the motivation and personality that concerngjes inherent growth tendencies
and innate psychological needs. It is concerned with ttevation behind choices people make without
external influence and interference.

2. Review of Related Literature

The review of related literature focuses on the disoassf the following variables: Professional
Collaboration, Affiliative Collegiality, Self-Determaiion, Learning Partnership and Collaborative
Governance.

The reason that organizations are created and dedel®pe act upon goal-oriented, specific
purposes to accomplish something together as a group. Thedamdividuals cannot accomplish some
things alone is the meaningful and purposeful reasorhéfarmation of groups or organizations to be
created and sustained. Once anorganization is formadiuaecbegins to form as well. Schein (2016)
explains that‘or ganizational culture is created by shared experience, but it is the leadeinitfates this
process by imposing hizr her beliefs, values, and assumpti@bshe outset” he further explained that
culture basically springs from three sources: (a) the fbelimlues and assumptions of founders of
organizations, (b) the learning experiences of group membtrsiagrganization evolves, (¢) new beliefs,
values and assumptions are brought in by new membelsashats. On the other hand, organizational or
school culture awareness assists in raising work vaagesrding to San Miguel and Pascual (2021). In
their study, 8 out of 15 work valuesnénagement, surroundings, associates, aesthetics, prestige,
independence, variety, and economic return) signifigantireased after that the respondents have been
introduced to the four dimensions of school culture: iddialism-collectivism, power distance,
uncertainty avoidance, and masculinity-femininity.

Professional collaboration has also been shown to have a significant positivecis®on with
both organizational commitment and teachers' jolsfaation, (Torres, D. G., 2019). Also, according to
Organisation for Economic Co-operation and Developn02(), Teacher collaboration is a crucial part
of a teacher’s professional practices. It needs to be supported in challenging learning environments, in
particular, and to be reinforced for the COVID-19 crigisaching and Learning International Survey
(TALIS 2018) finds that teacher collaboration is associatéa gvieater innovation (measured by the use
of cognitive activation practices) in the classroond higher levels of self-efficacy and job satisfaction
among teachers. Furthermore, Collaboration with colleagues allows teachers to learn from each other’s
expertise, share knowledge within their professional conityyuand, ultimately, improve the instruction
and support they canygi to their students. Based on the latest results from the OECD’s Teaching and
Learning International Survey (TALIS 2018), this Teaching in Focie$ $heds light on how collaboration
among teachers constitutes a key source of professiopport, especially for those teachers who work in
schools with a high concentration of students from sgcélt economically disadvantaged backgrounds.
Furthermore, professional collaboration among colleagaresict as a support system for teachers facing
the various challenges posed by working with students from segciwemically disadvantaged
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bakcgrounds. TALIS findings also indicate that professiontéboration is associated with higher use of 275
cognitive activation practices in the classroom, sualivaisg tasks that require students to think critically
or having students work in small groups to come up witlina golution to a problem. Lastly, the Centre
for Inclusive Education. (2021, February 1) mentioned a revielWweoDSE that took place in 2020, and
professional collaboration was raised as a driver fdusgive education during the public webinars that
took place. The last DSE review was in 2015 and the rfeport it was acknowledged that designing and
implementing reasonable adjustments requires “a high level of skill on the part of providers” (p. ii).

Teachers internationally report a lack of the requisimatedge and skills to effectively include students
with disability with the result that students may not necéhe adjustments they need when they need them,
leading to more serious difficulties over time.

On discussions about Affiliative Collegiality, according to Betzler, Monika & Lschke, Jorg. (2021),
philosophical account of collegiality involves both degivgpand normative elements: it needs to establish
what qualifies two or more people as colleagues and dtsrteeexplain the potential value and normativity
of relationships between colleaguas. ‘uncollegial’ colleague is someone who refuses to accept that these
special reasons apply to her. Collegial relationshipdlailrish if colleagues accept that they have special
reasons to realize these relationship goods. Twresting conclusions that can be drawn from our account
are that one has to be proficient at one’s job to be a good colleague and that we are more likely to be better
colleagues if we regard the work we do as valuable. @lsymentioned that two collegial relationship
goods stand out in particular: collegial solidarity and egpll recognition. These goods are
multidimensional in the sense that they both have seaspacts which demonstrate in what ways collegial
relationships can flourish and hence be of particularev&ollegial solidarity is probably the more obvious
good that colleagues have a special reason to providenitsir relationship. An important dimension of
solidarity is assistance: when A shows solidarity Wétlthen A (attempts to) help B in a manner that is to
be specified because of their perceived similarity. How &xactleagues help each other depends on
which dimensions of sameness they share and what rireascolleagues in the first place. The second
important collegial relationship good is collegial recagnit colleagues are in a unigue position to assess
and validate their work-related experiences and abilifies difference between solidarity and recognition
is not always clear-cut: some cases of collegialgeition might also count as collegial solidarity, but
whereas solidarity is typically achieved while actorgbehaf of one’s colleague, recognition is brought
about by one’s behavior towards one’s colleague. Like collegial solidarity, collegial recognition concerns
work-related matters and is based on the shared fe#tatanake two people colleagues in the first place.
It also has several dimensions. Only colleagues can fully recognise each other’s professional skills, abilities
and contributions to common work-related goals, Moredvamis (2018) mentioned that Collegiality is
based on explicit policies and procedures through formaltstaescbut does not require collaboration to
adhere to expectations. At the optimal end of the gpectvas the collaborative culture, where career
learning occurred. Teachers in this type of environment seafegsional development opportunities,
demonstrate confidence in their professional abilitteslcome student data analysis, encourage team
teaching and open honest discussions where shared de@stomade.

On discussions about Self-deter mination, Cherry, K. (2021, March 15) said thadf-deter mination is

an important concept that refers to each person's akilityake choices and manage their own life. This
ability plays an important role in psychological heatik avell-being. Self-determination allows people to
feel that they have control over their choices aneklivt also has an impact on motivatiopeople feel
more motivated to take action when they feel that it do will affect the outcome. The concept of
self-determination has been applied to a wide variety edsaincluding education, work, parenting,
exercise, and health. Research suggests that having Hfigleteemination can foster success in many
different domains of life. Self-determination theory suggésit people are motivated to grow and change
by three innate and universal psychological needs. Self-datgrom can play an important role in how
people function in many different areas of their livelifg in control and intrinsically motivated can
help people feel more committed, passionate, interesied,satisfied with the things that they do.
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Furthermore,Kaplan, H. (2021) asserts that Self-Determination Theorphasizes the quality of 276
motivation and therefore refers to different types of mdtwa which are classified according to the
individual’s level of self-determination. The SDT distinguishes between diffetgpés of extrinsic
motivations along a continuum of internalization: Extinsotivation: The activity is performed due to
external pressures (e.g., hope for material rewards or desix®id punishment). Introjected motivation
The activity is performed due to internal pressure (thg.desire to win love or appreciation, or to avoid
rejection, feelings of guilt or shame, or the desire wsgnve self-worth). Identified motivation: The
individual acts out of identification with the value @hlavior, recognizing the importance of the activity
or understanding its connection to his or her goals. Integramotivation: The result of the full
internalization of extrinsic motivation. The individualrpeives the activity as congruent with his or her
identity and as relatively important for other activities

On Learning Partnership, a learning partner is an expert in the community or somebbaycan
help us take our learning from the classroom and appijoittihe real world. Learning partners also bring
their passion into the classroom. Learning partners ineteasher content knowledge (Minero, E. 2016).
The concept partnership is used to describe variousefayganizing the collaboration between a teacher
education institution and the schools where student teabhee their practicum. Ideally, partnerships are
intended to strengthen schools and teacher educatidutiosts. The partnership is a strategy to structure,
organize, strengthen and professionalize teacher eoicatihile simultaneously renewing teaching
practices in both institutions. In addition, there is arbiiom that partnerships should contribute to
teachers’ professional learning beyond initial teacher education. Staff atatarating universities is, for
instance, expected to mentor newly educated teacherandliigon is that all parties learn something new
through research collaboration while jointly investigatimglucational practices and planning
collaboratively instruction and supervision. Some studiescribe the collaboration between teacher
education institutions and local communities (NGOs allbasinesses), (Lillejord, S., & Barte, K., 2016).

Huanming (2021) mentioned that implementicallaborative governance is turning good
intentions and the formal respect of protocols intol realaboration. Collaborative governance
implementation requires leadership across an inter-argéomal and multi-actor environment.
Collaborative Governance is about identifying/being awdfdealing with the initial conditions of
collaboration and the broader context or system in whicksesectoral governance is situated. We seek
ways of structuring and institutionalizing the colledtion in smart and effective ways that are deemed
critical to achieving success and performance. Ttemfional and deliberative design and implementation
of Collaborative Governance arrangements can result frbee@er awareness of process and structure, as
well as requiring active and smart management strategieleadership roles to be used and played while
acknowledging the importance of being aware of downsidgss, rand constraints in doing so. Effective
Collaborative Governance must be accountable, it mustdepablic value and effective outcomes, and,
in many countries, it must be democratically legitimatoreover, Sackney (2018) mentioned that
principals who are assertive instructional leaders pterhigh expectations for students by continuously
focusing on instruction and emphasizing the importanceasfeanics and student achievement. They must
be excellent role models with a well-articulated missgbatement. Culture-changing leaders use the
collaborative process for decision-making and maintain agoing staff development program that
regularly receives and discusses staff performance. Tedseviors can positively change or enhaace
school’s culture and positively enhance student achievement.

2.1. Synthesis
The review of related literature and studies cited eobd the present study on the organizational
culture and organizational citizenship in order to brigltito in the development of an enhancement plan

to affect school performance. .
There were several studies that discussed the impormtéocganizational culture.
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On Organizational culture components, OECD states tio&43ional Collaboration is a crucia
part of teachers’ professional practices which needs to supported in challenging learning environments.

Affiliative Collegiality as highlighted by Betzer, Monika ahdschke Jorg stating that one has
to be proficient at one’s job to be a good colleague if we regard the work we do as valuable.

Self-determination was elaborated by Cherry K as an rirapb concept that refers to each
person’s ability to make choices and manage their own life.

Minero has pointed out that Learning partnership occurs whesxpert in the community can
help teachers take learning from the classroom and appty the real world.

Collaborative Governance was highlighted by Huaming sayiri@Ctléaborative Governance is
turning good intentions and the formal respect of protocolrgdbcollaboration.

2.3. Theoretical Framework

BEHAVIOR AND ARTIFACTS
visible manifestations
of organizational culture

ESPOUSED VALUES
formalized statements of
organizational culture

BASIC
ASSUMPTIONS
tacit suppositions
of organizational
culture

Figure 1: Three Levelsof Organizational Culture

Schein (2016) described three levels of organizationalreylbmeof whichis artifacts. Artifacts
refers to the concrete and easily observable thintisagdowvhen entering an organization. Artifacts evoke
an emotional sense and appeal to what one sees, hafaalsinSchein (2016) clearly distinguishes the fact
that it is dangerous to try to infer deeper assumptiams artifacts alone as the interpretations one has is
directly aprojection of one’s own feelings and reactions. Hence, the placement of artifacts at levelone, the
surface level, of the organization’s culture. The artifacts that exist in theganization’s environment are
the “climate” of the organization and are ambiguous.

Observers must gain evidence about why they exist béerartifacts become more clearly
understood by them. Oncan observer“lives” in the organization long enough and the greater
understanding of artifacts becomes apparent, then andharigdanan attempt be made to analyze the
espoused values and beliefs, which is the next levayaharational culture.
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Distinct from artifacts, Schein (2016) explained that espoudedsbend values @i organization 278
are what predict the behaviors that can be observedeasrtifacts level. The strategies, goals and
philosophies are the espoused values or justificationackionsthat take place in the organization. The
overt behaviors illustrate the espoused values to obselugrthere can be inconsistencies between some
of the espoused values and the visible behaviors. Hsemdor the inconsistencies is a deeper level of
thought and perception driving the overt behaviors. Inra&uly gain a more thorough understanding
of the organizational culture, one must decipher whajoisg on at the deeper levet underlying
assumptions.

The third and deepest level of organizational culturleaainderlying assumptions. Schein (2016)
defined underlying assumptions of organizational culturelas can be considered the “norms” or a set
of assumptions or expectations held by the members fug @r organization concerning what kind of
behavior is right or wrong, good or bad, appropriate or ingpiate, allowed or not allowed and are usually
not articulated spontaneously, but members can stateiftlasked to do so. For examgt®e should not
swear or use foul language in this group” or “we should get to meetings on time”. These assumptions
become taken for granted and are very powerful inan aa@#om. As new members become indoctrinated
they learn these assumptions and live by them as a phe ebcial unit of the organizatiofin fact, if a
basic assumption comes to be strongly held in a groumbers will find behavior based on any other
premise inconceivable” (Schein, 2016).

In addition to the three levels of organizational cultareglement of the work Schein did in the
field of organizational psychology became an integral parisofiteory on organizational culture. That
extension from earlier work is the elaboration oéintl integration and external adaptation dynamics and
how they are interdependent and manifestedrganizational culture. Internal integration and external
adaptation are what Schein (2016) described as the prolilerosganization faces. Problems of internal
integration deal with the organizations ability to man#gglf as a group. If it cannot, then it will not
survive. Some problems of internal integration are comiaoguage, consensoaisgroup boundaries (who
is in, whois out), consensusn power and status, consensus on intimacy or peer relatonsensus on
rewards and punishments and consensus on ideology. Thezatga must determine the soluticies
those problemin orderto survive internally. Problems of external adaptation famee that determine the
organization’s ability to survive in the environment. Problemgf external adaptation are strategy
development, goal development, means to accomplish godtsnpence measurement and correction or
remediation for not accomplishing goals. There will glsvhe elements beyond the control of the group
(i.e., political upheaval, weather, economic resourteg)will, to a degree, determine its fate. However,
solutionsto adaptation are criticébr it to survive.

The artifacts, espoused values and beliefs, and unugrigsumptions are thethree levels that
define an organizational culture. Organizational cultsitbat whichsolves the problems of an organization
but it is imperative to recognize and solve the problefristernal integration and external adaptation in
order for survival of the organization. Schein (2016¢ddhat‘perhaps most important of all, you begin
to realize that there is no right or wrong culture petter or worse culture, except in relation to what th
organization is trying to do and what the environmenttifch it ioperating allows”.

Schein (2016) claimed that one can study organizational cirtareariety of ways but the purpose
of the study must match the chosen method. The keypsotmerlyassess organizational culture without
flaw in order to truly make usaf the assessment.

In regard to the three levels of organizational culturéfaat$, espoused values and beliefs, and
underlying assumptions, he notes that one can gather mformand draw conclusions about
organizational cultte by observing and assessing the artifacts.

However, one can easily draw incorrect conclusions byauserving thertifacts ... on the other
hand, by digging deeper into the levels of organizational eultuthe key to proper assessment. One must
be a part of the organization before she or he canknadw and understand the culture, yet, as a researcher
it is imperative that a proper level of involvement witle subjects be maintaineBor example, “if we
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want tainderstand more of what is going on, we must get mordvievdhrough becoming a participant 279
or ethnographer, but we do not, in this role, want theestdbjto become too directly involved lest we
unwittingly change the very phenomena we are trying to study”. Schein noted that there are both
guantitative and qualitative methods of inquiry that canmatched with three levels of subject and
researcher involvement in order to assess organizatiotiate. However, he distinctly notes that a survey
cannot be used as questions are often not understootlibidual employees and it is not possible to
design a survey with enough questions to be all encaimgas gathering data (Schein, 2018)f we are
going to decipher a given organization’s culture, we must usea complex interview, observation, and joint-
inquiry approacln which selected membersof the group work with the outsidencover the unconscious
assumptions that are hypothesitetie the essencef theculture” (Schein, 2016).

Conceptual Framework
The conceptual framework provided consists of independergblesi and dependent variables
which were considered in the study.
Independent Variable Dependent Variable

Collaborative Governance

School Organizational e Valuing Teachers’ Ideas (CG1)
Culture S e Trusting teachers’ professional judgment
(CG2)

e Professional/ e Praising teachers (CG3)
Teacher ¢ Involving teachers in the decision-making
Collaboration process (CG4)

o Affiliative ¢ Allowing teachers to work together (CG5)
Collegiality . Keeping teachers informed ((;GG)

e Self- e Rewarding teachers for new ideas and

techniques (CG7)

Determination e Supporting risk-taking and innovation in

e Learning teaching (CG8)
Partnership e Protecting instruction and planning time
(CG9)

e Encouraging teachers to share ideas (CG1(

Figure 2. Research Paradigm of the Study
Figure 2. lllustrates the paradigm of the study. The independeiables are (1) Professional/
Teacher Collaboration, (2) Affiliative Collegiality, (3) Selfetermination, (4) Learning Partnership; and
the The dependent variable is (5) Collaborative Governance.

3. Methodology and Statistical Treatment

When it comes to solving social and economic issuesiraptbving the standard of living,
collaborative governance has received a lot of attentitirei@1st century. When multiple stakeholders are
involved in collaborative governance, they all bring a unisgteof skills and perspectives to the table. A
better way to explain it is that this form of governmentlive®bringing together a wide range of stakeholders
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and governmental entities in a single forum to reach coltedeisions. Rather thanyielg on a single group . 280
of experts to solve a problem, collaborative governanagves bringing together a variety of stakeholders
from a variety of fields to work together on coming ughveiblutions that draw on the distinct strengths and
views of each group.
This chapter presents the research design, respondents of theatopling technique, data

gathering procedure, research instrument and statisgedinent utilized in conducting the research.
3.1. Research Design

The study used the descriptive research design throsgivey questionnaires and
documentary analysis. Survey method of research will bizadtito describe and interpret. Gay and
Airasian (2012) said that descriptive research determines and descrbevdli things are and may
compare how subgroup view issues and topics. The descriptitleodhés useful for investigating a
variety of educational problems and issues. Typical deserigtudies are concerned with the assessment
of attitudes, opinions, preferences, demographics, peaciied procedures.

According to Zulueta (2012) mentioned that descriptive rekesgeks to provide about one or
more variables. It is used to answies question “what exists?” This question can be answered in one or
two ways using quantitative methods or qualitative methods.

This study aimed to determine the prediction of the schogdnizational culture dimensions to
collaborative governance in Santisimo Rosario Elementaryobcho

3.2. Sample and Sampling Technique

In this studytotal population sampling was used. TPS is a type of purpsaivgling where the whole
population of interest (i.e., a group whose membershalle a given characteristic) is studied. In practice,
total population sampling is done when the target groum&l and set apart by an unusual and well-
defined characteristic.

In this study, 100 % distribution of samples to teachieBantisimo Rosario Elementary Schools in
the Division of San Pablo City as respondents. Trad tespondents were twenty (20).

3.3. Research Procedure

The researcher prepared his dissertation title proadtal it has been presented to his adviser for
approval. Then he began to make his chapters 1 to 3€$barch proposal was presented to his adviser
for some technical assistanceto further improvemertisofesearch study. When it was approved the
researcher constructed some self-made questionnaires ftattdnhe needed to gather for his study.

When the proposal was being checked and already appfogg the researcher secured permit to the
office of the principal before the data needed were gadhé\fter the researcher received the approval
from the office of the principal, he conducted his stualy personally distributed the questionnaires.

After the questionnaires were accomplished, the resehs tallied and tabulated. These data became
the bases of analysis and interpretation for final stépshwvas the summary of findings, conclusion and
recommendation ready for the final defense of the rasesudy.

3.4. Research Instrument
The instrument used was the questionnaireadapted @oumert (1996) and Wagner
(2006). The questionnaire was composed of simple clogedequestions eliciting the status of the

school organizational culture. This survey measures thndéural behaviors: professional
collaboration, affiliative and collegial relationshipsid self-determination/efficacy. It was designed for
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teachers and administrators, with self-report statesrmeured on a 5-point Likert scale based on the  2g1
frequency of occurrence. (Wagner, 2006, p. 43).

The instrument used the Likert scale system to find audl to asses the existing

organizational culture.

Range Numerical Verbal Interpretation
4.01-5.00 5 Always Observed
3.01-3.99 4 Often Observed
2.01-2.99 3 SOmetimes Observed
1.01-2.99 2 Rarely Observed
0.01-0.99 1 Never Observed

In addition, teacher-made questionnaire was used astrument to gather adequate data
and information in this study.

In the selection of the instruments to be used in thdystthe researcher ensured that the
instruments chosen are suitable and appropriate by cangidigre literacy level of the targeted
respondents and their availability. Questionnaires arefvieiv schedules were therefore used as
instrumentdor data collection.

3.5. Statistical Treatment

In order to answer the specific problem in this study, theviiohg statistical treatment were used.

Mean and standard deviation was used to determine the extent level of the school’s organizational
culture of Santisimo Rosario Elementary School inDhesion of San Pablo.

One sample t-test was used to determine the agreefmespondents in each indicator for school
organizational culture.

To find out the significant predictions between the school’s organizational culture and the school
collaborative governance, Regression analysis was ajiplied computation.

W a + box
a 1'1-E::!=1-'\::E:!=11|- _”E:r':= I!E—:LJ' i
nE Y XE NN, X )
ra - » e Tar
o T Rii=a MV 2l X 2li=a Vi
- T - Ti - =
-"‘!'-EL-'—J_-I.-‘: I:I: _e'—lx.:}
L - —
r= Vi (g — X))
"Iy & TR . o
re i=1 X i=1 :'c.,-_]

4. Presentation, Analysis and I nter pretation of Data

This portion of the study highlights the findings thedtult from the investigation. Tables were used to
depict the data in an interesting manner, followed by ingegipon and analysis.

WWw.ijrp.org



Dexter F. Pagkaliwagan / International Journal of Research Publications (IJRP.ORG) f.\ JJRP'ORG
ISSN: 2708-3578 (Online)

Table 1: Extent Level on Perception on Organizational Culturein termsof Professional 282
Collaboration

One-Sample Statistics

Std. Std. Error
N Mean  Deviation Mean

PTC1 20 4.0000 .64889 14510

PTC2 20 4.1500 81273 .18173

PTC3 20 3.9500 .68633 15347

PTC4 20 3.8000 .69585 .15560

PTC5S 20 4.1000 .64072 14327

PTC6 20 3.8000 1.05631 .23620

PTC7 20 4.0500 .82558 .18460

PTC8 20 3.3000 1.03110 .23056

PTC9 20 4.1000 .64072 14327

PTC1 20 3.7000 .86450 119331

0

One-Sample Test
Test Value = 3.5
95% Confidence Interval of
Significance the Difference
One-Sided Two-Sided Mean
t df p p Difference Lower Upper
PTC1 3.446 19 .001 .003 .50000 .1963 .8037
PTC2 3.577 19 .001 .002 .65000 .2696 1.0304
PTC3 2.932 19 .004 .009 .45000 .1288 7712
PTC4 1.928 19 .034 .069 .30000 -.0257 .6257
PTC5 4.188 19 <.001 <.001 .60000 .3001 .8999
PTC6 1.270 19 1110 219 .30000 -.1944 .7944
PTC7 2.979 19 .004 .008 .55000 .1636 .9364
PTC8 -.867 19 .198 397 -.20000 -.6826 .2826
PTC9 4.188 19 <.001 <.001 .60000 .3001 .8999
PTC1 1.035 19 157 314 .20000 -.2046 .6046
0
Note: Crit. Value= 2.093

Sig. = 0.05

The table shows the extent level on perception on org@niaatulture in terms of professional
collaboration. The t-values of each indicator presehtther the responses are near or far from the mean.
Using the Critical Value for t-distribution for 19 responte( t=2.093) , if the value of t is more than the
critical value then it is significantly far from threean and there is no conclusive agreement among the
respondents. In this table, indicators 1,2,3,5,7 and $ignéficantly far from the mean. However, the
indicators 4, 6 and 10 having the t-value%.928, 1.270 and 1.035 respectively are all less than the CV
value 2.093, therefore the responses to these indiG@mot far from the mean hencetherespondents
arein agreement of what they are saying.

This result is also supported considering the Sig. valu®bf 0 the value of Sig. is less than 0.05
then it is significantly far from the mean and theredsconclusive agreement among the respondents. In
this table, indicators 1,2,3,5,7 and 9 are signifigdiatl from the mean. However, thadicators 4, 6 and
10 having theSig. values 0.069, 0.219 and 0.314 respectively are all greater than 0.05 , therefoge th
responses to these indicators acé far from the mean hence the respondents are in agreement of
what they are saying.
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Lastly, this result is confirmed considering the 95% @fmfce Interval of Difference, if the 23
interval includes O ( ranging from negative to positivenber) then it is not significantly far from the
mean and therefortdne respondents are in agreement of what they are saying. The table still shows ,
theindicators4, 6 and 10 having thenter valsranging from negative values of lower limit and positive
values of upper limit.

This shows that theespondents are in agreement that the school practices the following:
Indicator 4: The student behavior codea resultofcollaboration and consensus among stailicator
6: Teachers have opportunities for dialogue and plannimgagrade and subjectadicator 10: Teachers
are generally aware of what other teachers are teaching.

According to Torres, D. G. (2019), “Professional Collaboration” items are distinct from items in
the distributed leadership measure addressing cotiibor and shared responsibility because they
document frequencies of specific activities undertaken bjageacwvhereas the distributed leadership items
address the general culture of the school. Profedsamilaboration has also been shown to have a
significant, positive association with both organizatiocommitment and teachers' job satisfaction.

Table 2. Extent Level on Perception on Organizational Culturein terms of Affiliative Collegiality

One-Sample Statistics

Std. Std. Error
N Mean Deviation Mean

ACS1 20 3.6500 .67082 .15000

ACS2 20 3.8000 1.05631 .23620

ACS3 20 4.3500 .74516 .16662

ACS4 20 3.9500 .82558 .18460

ACS5S 20 4.3000 57124 12773

ACS6 20 3.8000 6777 .17168

ACS7 20 4.3000 .65695 .14690

ACS8 20 4.3500 .67082 .15000

ACS9 20 4.4500 .60481 13524

ACS1 20 4.5000 .60698 13572

0

One-Sample Test
Test Value = 3.5
95% Confidence Interval of
Significance the Difference
One-Sided Two-Sided Mean
t df p p Difference Lower Upper
ACS1 1.000 19 .165 .330 .15000 -.1640 4640
ACS2 1.270 19 110 219 .30000 -.1944 7944
ACS3 5.101 19 <.001 <.001 .85000 .5013 1.1987
ACS4 2.438 19 .012 .025 .45000 .0636 .8364
ACS5 6.263 19 <.001 <.001 .80000 .5327 1.0673
ACS6 1.747 19 .048 .097 .30000 -.0593 .6593
ACS7 5.446 19 <.001 <.001 .80000 4925 1.1075
ACS8 5.667 19 <.001 <.001 .85000 .5360 1.1640
ACS9 7.025 19 <.001 <.001 .95000 .6669 1.2331
ACS1 7.368 19 <.001 <.001 1.00000 7159 1.2841
0
Crit. Value= 2.093
Sig. = 0.05
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The table shows the extent level on perception on ordamiah culture in terms of affiliative  2g4
collegiality. The t-values of each indicator presentstinrethe responses are near or far from the mean.
Using the Critical Value for t-distribution for 19 respontie( t=2.093) , if the value of t is more than the
critical value then it is significantly far from thmean and there there is no conclusive agreement among
the respondents. In this table, indicators 3,4,5,7, anard Gignificantly far from the mean. However,
indicators 1, 2 and 6 having the t-value4.000, 1.270, and 1.747 respectively are all less than the CV
value 2.093, therefore the responses to these indicagorstdar from the mean hence the respondents
arein agreement with what they are saying.

This result is also supported considering the Sig. valu®bf 0.the value of Sig. is less than 0.05
then it is significantly far from the mean and thereasconclusive agreement among the respondents. In
this table, indicators 3,4,5,7,and 10 are significantlyfriam the mean. Howeveimdicators 1, 2 and 6
having theSig. values 0.671, 1.056 and 1.747 respectively are all greater than 0.05, therefore the
responses to these indicators apg significantly far from the mean hence the respondents are in
agr eement with what they ar e saying.

Lastly, this result is confirmed considering the 95% @amfice Interval of Difference, if the
interval includes O ( ranging from negative to positivenber) then it is not significantly far from the
mean and therefortde respondents ar e in agreement with what they are saying. The table still shows
thatindicators1, 2 and 6 having theéntervalsranging from negative values of lower limit and positive
values of upper limit are not significantly far from the mean

This shows that theespondents ar ein agreement that the school practices the followinindicator
1: Teachers and staff tell storiescefebrations that support the school’s values|ndicator 2: Teachers and
staff visit/talk/meet outside the school to enjoy each other’s companylndicator 6: There is a rich and
robust tradition of rituals and celebrations includindidays, special events and recognitioh goal
attainment.

According to Betzler, Monika & Ldschke, Jorg. (2021), collegiaktionships will flourish if
colleagues accept that they have special reasons liveré@ese relationship goods. Two interesting
conclusions that can be drawn from our account are that one has to be proficient at one’s job to be a good
colleague and that we are more likely to be better apllesif we regard the work we do as valuable.

Table 3. Extent Level on Perception on Organizational Culturein terms of Self-Determination

One-Sample Statistics

Std. Std. Error
N Mean Deviation Mean
SD1 20 4.0500 .68633 15347
sD2 20 4.3500 .58714 .13129
SD3 20 4.1500 48936 .10942
SD4 20 4.1000 .55251 12354
SD5 20 4.0500 .75915 .16975
SD6 20 4.4500 .75915 .16975
SD7 20 4.4500 .51042 11413
SD8 20 4.4000 .59824 13377
SD9 20 4.5000 .51299 11471
SD10 20 4.5500 .51042 11413
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Test Value = 3.5

95% Confidence Interval of

Significance the Difference
One-Sided Two-Sided Mean
t df p p Difference Lower Upper
SD1 3.584 19 <.001 .002 .55000 .2288 .8712
SD2 6.474 19 <.001 <.001 .85000 5752 1.1248
SD3 5.940 19 <.001 <.001 .65000 4210 .8790
SD4 4.857 19 <.001 <.001 .60000 3414 .8586
SD5 3.240 19 .002 .004 .55000 1947 .9053
SD6 5.596 19 <.001 <.001 .95000 .5947 1.3053
SD7 8.324 19 <.001 <.001 .95000 7111 1.1889
SD8 6.728 19 <.001 <.001 .90000 .6200 1.1800
SD9 8.718 19 <.001 <.001 1.00000 .7599 1.2401
SD10 9.200 19 <.001 <.001 1.05000 .8111 1.2889

Crit. Value= 2.093
Sig. = 0.05

The tables show the extent level on perception on org@omal culture in terms of self-
determination. The t-values of each indicator presghether the responses are near or far from the mean.
Using the Critical Value for t-distribution for 19 respontie( t=2.093) , if the value of t is more than the
critical value then it is significantly far from the nmeand there is no conclusive agreement among the
respondents. In this tablall indicators are sgnificantly far from the mean. Thisimpliesthat in all
of theseindicators of self-determination, thereisno conclusive agreement among respondents.

This result is also supported considering the Sig. valu®bf #.the value of Sig. is less than 0.05
then it is significantly far from the mean and theredsconclusive agreement among the respondents. In
this tableall indicators are significantly far from the mean thus supporting the inter pretation there
is no conclusive agreement among the respondents

Lastly, this result is confirmed considering the 95% @mmfce Interval of Difference, if the
interval includes 0 ( ranging from negative to positivenber) then it is not significantly far from the
mean and therefortdne respondents are in agreement of what they are saying. The table still shows ,
all inidcators having thimtervals not ranging from negative values of lower limit and positive values
of upper limit are significantly far from the mean

This shows that there i® conclusive agreement among the respondentsin all theindicators
presented in Self-Deter mination

According to Cherry, K. (2021), self-determination is an ingodr concept that refers to each
person's ability to make choices and manage their d@n This ability plays an important role in
psychological health and well-being. Self-determinatibows people to feel that they have control over
their choices and lives. It also has an impact on mativatpeople feel more motivated to take action
when they feel that what they do will have an effectte outcome.
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Table 4. Extent Level on Perception on Organizational Culturein termsof Learning Partnership 286
One-Sample Statistics
Std. Std. Error
N Mean  Deviation Mean
LP1 20 4.2500 71635 .16018
LP2 20 4.4000 .59824 13377
LP3 20 4.4000 .50262 11239
LP4 20 4.1000 .55251 .12354
LP5 20 4.1500 .93330 .20869
LP6 20 4.4000 .68056 15218
LP7 20 4.4000 .59824 13377
LP8 20 4.6000 .50262 11239
LP9 20 4.4500 51042 11413
LP10 20 4.6000 .50262 11239

One-Sample Test
Test Value = 3.5
95% Confidence Interval of

Significance the Difference
One-Sided Two-Sided Mean
t df p p Difference Lower Upper
LP1 4.682 19 <.001 <.001 .75000 4147 1.0853
LP2 6.728 19 <.001 <.001 .90000 .6200 1.1800
LP3 8.008 19 <.001 <.001 .90000 .6648 1.1352
LP4 4.857 19 <.001 <.001 .60000 .3414 .8586
LP5 3.115 19 .003 .006 .65000 .2132 1.0868
LP6 5.914 19 <.001 <.001 .90000 .5815 1.2185
LP7 6.728 19 <.001 <.001 .90000 .6200 1.1800
LP8 9.787 19 <.001 <.001 1.10000 .8648 1.3352
LP9 8.324 19 <.001 <.001 .95000 7111 1.1889
LP10 9.787 19 <.001 <.001 1.10000 .8648 1.3352

Crit. Value= 2.093
Sig. = 0.05

The tables show the extent level on perception on arghoinal culture in terms of Learning
Partnership. The t-values of each indicator presentshehtite responses are near or far from the mean.
Using the Critical Value for t-distribution for 19 responte( t=2.093) , if the value of t is more than the
critical value then it is significantly far from the nmeand there is no conclusive agreement among the
respondents. In this tabla) indicators are significantly far from the mean. This implies that irall of
theseindicator s of self-determination, thereis no conclusive agreement among respondents.

This result is also supported considering the Sig. valu®bf #.the value of Sig. is less than 0.05
then it is significantly far from the mean and theredsconclusive agreement among the respondents. In
this tableall indicators are significantly far from the mean thus supporting theinter pretation there
is no conclusive agr eement among the respondents

Lastly, this result is confirmed considering the 95% @tamfce Interval of Difference, if the
interval includes 0O ( ranging from negative to positivenber) then it is not significantly far from the
mean and therefortde respondents are in agreement of what they are saying. The table still shows ,
all inidcators having thintervals not ranging from negative values of lower limit and positive values
of upper limit are significantly far from the mean
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This shows that there i® conclusive agreement among the respondentsin all theindicators™ 287
presented in Self-Deter mination
According to Minero, E. (2016, April 19), a learning partneansexpert in the community or
somebody who can help us take our learning from the clamssaod apply it into the real world. Learning

partners also bring their passion into the classra@arning partners increase teacher content knowledge.

Tableb. Extent Level on Perception on Organizational Culturein termsof Collaborative
Governance

One-Sample Statistics

Std. Std. Error
N Mean Deviation Mean

CL1 20 3.9000 71818 .16059

CL2 20 4.1000 64072 14327

CL3 20 4.4000 .50262 .11239

CL4 20 3.9000 .78807 17622

CL5 20 4.1500 58714 .13129

CL6 20 4.0000 56195 .12566

CL7 20 3.9500 75915 .16975

CL8 20 4.1500 67082 .15000

CL9 20 3.8500 193330 .20869

CL10 20 4.1500 67082 .15000

One-Sample Test
Test Value = 3.5
95% Confidence Interval of
Significance the Difference
One-Sided Two-Sided Mean
t df p p Difference Lower Upper

CL1 2.491 19 .011 .022 40000 .0639 .7361
CL2 4.188 19 <.001 <.001 .60000 .3001 .8999
CL3 8.008 19 <.001 <.001 .90000 .6648 1.1352
CL4 2.270 19 .018 .035 40000 .0312 .7688
CL5 4.951 19 <.001 <.001 65000 3752 .9248
CL6 3.979 19 <.001 <.001 .50000 .2370 .7630
CL7 2.651 19 .008 .016 45000 .0947 .8053
CL8 4.333 19 <.001 <.001 .65000 .3360 .9640
CL9 1.677 19 .055 .110 .35000 -.0868 .7868
CL10 4.333 19 <.001 <.001 65000 .3360 .9640

Crit. Value= 2.093
Sig. =0.05

The tables show the extent level on perception on orgional culture in terms of collaborative
governance. The t-values of each indicator presenthehthe responses are near or far from the mean.
Using the Critical Value for t-distribution for 19 respontie( t=2.093) , if the value of t is more than the
critical value then it is significantly far from theean and there there is no conclusive agreement among
the respindents. In this tablmost indicators are significantly far from the mean. However,only
indicator 9 having the t-valud..667 is| less than the CV value 2.093 , therefore the responsemst

WWw.ijrp.org



Dexter F. Pagkaliwagan / International Journal of Research Publications (IJRP.ORG) @ IJ RP 'ORG
indicator isnot far from the mean hence the respondents arein agreement of what they are saying~ g8
about thisindicator.

This result is also supported considering the Sig. valu®bf .the value of Sig. is less than 0.05
then it is significantly far from the mean and thereasconclusive agreement among the respondents. In
this table,most indicators are significantly far from the mean. However, only indicator Shaving the
Sig. value 0.110is greater than 0.05 , therefore the responses to thisindisnot significantly far from
the mean hence the respondentsare in agreement of what they are saying.

Lastly, this result is confirmed considering the 95% @fmice Interval of Difference, if the
interval includes 0 ( ranging from negative to positivenber) then it is not significantly far from the
mean and thereforthe respondents are in agreement of what they are saying. The table still shows
that only thendicators9 having thentervalsranging from negative values of lower limit and positive
values of upper limit is not significantly far from the mean

This shows that theespondents are in agreement that the school practices|ndicator 9:
Administrators protect instruction and planning

Culture-changing leaders use the collaborative proceseéision making and maintain an on-going
staff development program that regularly receives and discgss# performance. These behaviors can
positively change or enhanaeschool’s culture and positively enhance student achievement (Sackney,
2018).

REGRESSION EQUATIONS
Table6. CG1: VALUING TEACHERSIDEAS: REGRESSION ANALY SIS

Model Summary
Change Statistics

R Adjusted R Std. Error of R Square F Sig. F
Model R Square Square the Estimate Change Change dft di2 Change
1 8792 72 760 .35211 J72 61.044 1 18 =.001
2 910 .845 827 .29912 .073 7.942 1 17 .012

a. Predictors: (Constant), ACS4
b. Predictors: (Constant), ACS4, PTC4

ANOVA?
Sum of Mean
Model Squares df Square F Sig
2 Regression 8.279 2 4139 46.265 <.001¢
Residual 1.521 17 .089
Total 9.800 19

a. Dependent Variable: CL1
b. Predictors: (Constant), ACS4
c. Predictors: (Constant), ACS4, PTC4

Coefficients?
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig
2 (Constant 214 410 522 .608
)
ACS4 618 .098 710 6.294 =.001
PTC4 328 116 318 2818 012

a. Dependent Variable: CL1

Looking at Model No. 2 for CGB4.50% change in CG1 can be accounted to the predictors of
Organizational Culture PTC and AC at <.001 p-valu&llef significance. Specifically, this change is
true to the indicatorBTC 4 (p=<.001)and AC4 (p=.012).

PTC4: The student behavior codea resuliofcollaboration and consensus among staff.
AC4: Our school schedule reflects frequent communication oypidies for teachersand staff
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However, based on this model, Learning Partnership anéD8tdfmination are not significant 289
predictors of Valuing Teachers (CG1)

DERIVED REGRESSION EQUATION
CG 1: Valuing Teachers |deas= 0.214 + 0.328 (PTC4) + 0.618 (AC4)

Table7. CG2: TRUSTING TEACHERS PROFESSIONAL JUDGEMENT REGRESSION
ANALYSIS

Model Summary
Adjusted R Std. Error of the
Model R R Square Square Estimate
8 .999n 999 998 03040
i. Predictors: (Constant), PTC5, STUP4, PTC3, STUP3, STUPZ2, PTCS,
ACCST7, ACCS8, STUP10

ANOVA2
Model Sum of Squares df Mean Square F Sig
8 Regression 7.790 8 .974  1053.863 000
Residual 010 11 001
Total 7.800 19

a. Dependent Variable: CL2
i Predictors: (Constant), PTC5, STUP4, PTC3, STUP3, STUP2, PTC6, ACCS7, ACCSS

Coefficients?
Standardized

Unstandardized Coefficients Coefficients

Model B Std. Error Beta t Sig.

8 (Constant) 479 078 6.344 000
PTCS 1.598 031 1.598 51.210 000
STUP4 861 024 743 35.947 000
PTC3 -.509 024 -.545 -20.833 000
STUP3 -.709 032 -.541 -22.018 000
STUP2 -.069 021 -.063 -3.227 008
PTCB -.130 010 -.215 -13.031 000
ACCST -.340 033 -.349 -10.329 000
ACCS8 172 023 180 7626 000

a. Dependent Variable: CL2

Looking at Model No. 8 for CG19.9% change in CG1 can be accounted to the predictors of
Organizational Culture PTC , AC and SD at <.001 p-vadéwel of significance. Specifically, this change
is true to the indicatorBTC 5 (p=.000) , SD4 (p=.000), PTC3 (p=.000), SD3 (p=.000), SD2 (p=.008),
PTC6 (p=.000), AC7 (p=.000) and AC8 (p=.000)

PTCS5: The planning and organizational time allotted tahess and staff is used to plan as collective
units/teams rather thaaseparate individuals.

SD4: Members of our school community seek to define thblpno/issue ratherthan blame others.

PTC3: Teachers and staff are involved in the decision-makimgess with regard tomaterials and
resources.

SD3: Members of our school community seek alternatives ablems/issues rather than repeating what
we have always done.

SD2: School members are interdependentvalue each other.

PTCB6: Teachers have opportunities for dialogue and planning agiads gnd subjects.

ACT7: Teachers trust each other.

ACS8: Teachers are willing to help out whenever theia psoblem.
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However, based on this model, Learning Partnership is nighéicant predictor of Trusting 290
teachers professional judgment (CG2)
In the regression equation, PTC3, SD3, SD2, PTC6, and AlJ7awahg negative coefficients
were inversely related to CG2 which were considerdsbtareas of concern that needed immediate strong

intervention to turn it into a positive effect.

Derived Regression Equation
CG 2: Trusting teacher s professional judgement= 0.479 + 1.598 (PTC5) + 0.861 (SD4) - 0.509
(PTC3) - 0.709 (SD3) - 0.069 (SD2) - 0.130 (PTCE6) - 0.340 (AC7)+ 0.172 (AC8)

Table8. CG3: PRAISING TEACHERS: REGRESSION ANALYSIS

Model Summary
Adjusted R Sid. Error of the

Maodel R R Square Square Estimate
8 997" 994 980 05029
h. Predictors: {Constant), STUPT7, LP7, LP2, LPS, LP5, ACCS6, PTCS,
STUP3
ANOVA?
Model Sum of Squares df Mean Square F Sig.
2 Regression 4772 8 97 235888 000
Residual 028 11 003
Total 4.800 19

a. Dependent Variable: CL3
i. Predictors: (Constant), STUP7, LP7, LP2, LP%, LP5, ACCS6, PTCS, STUP3

Coefficients®

Standardized
Unstandardized Coefficients Coefiicients
Maodel B Std. Error Beta t Sig.
8 (Constant) -1.332 204 -6.527 000
STUPT 1.811 105 1.339 17.215 000
LP7 715 053 851 13.522 000
LP2 =721 076 -.558 -9.489 000
LP9 -.249 064 -.253 -3.878 003
LP5 -.355 .042 -G89 -8.440 000
ACCS6 139 032 212 4.344 2001
PTCY -.236 .039 -301 -6.098 2000
STUP3 A74 054 169 3.246 008

a. Dependent Variable: CL3

Looking at Model No. 8 for CG39.4% change in CG3 can be accounted to the predictors of
Organizational Culture PTC, AC, SD and LP at <.QBt%alue/ level of significance. Specifically, this
change is true to the indicat@B7 (p=.000) , L P7 (p=.000), L P2 (p=.000), L P9 (p=.003), L P5 (p=.000),
ACS6 (p=.001), PTC9 (p=.000) and SD3 (p=.008)
SD7: Teachers support the mission of the school.
LP7: Parents and guardians know what is going on in the school.
L P2: Parents trust teachers’ professional judgments
LP9: Community members (like the alumni, LGU and/or othersppert teachers contributing to their
success with students.
L P5: Parents and guardian