
CHAPTER II 

 

 

THEORETICAL  FRAMEWORK 

 

 This chapter presents the relevant theory, related literature and studies, conceptual 

framework, the hypothesis of the study and definition of terms. 

 

Relevant Theories 

 Notwithstanding the many studies and literatures conducted and written on 

“school effectiveness,” the term could not be defined and explained exactly. As Wyatt 

(1996) asserts, “the task of identifying effective schools is not an easy one, either 

conceptually, technically or politically.”  

 What then is an effective school? As the call for schools to perform better 

becomes more and more defeaning, it is important that the said question be answered. It 

is important to find out if effective schools really exist. And if they do, as to what makes 

them effective need to be determined. 

 Rare are literature and research outputs on the theoretical orientations of school 

effectiveness. But since schools are considered as organizations, this study relates certain 

organization theories to school effectiveness. 

 ‘Learning School’ and Organizational Theory. This school improvement 

approach revolves around the idea that schools, like their counterparts in business and 

industry, need to become ‘learning’ organizations. The proponents of this theory were 

Argyris and Schon. This learning organization thesis, according to Mosley and Rassool 

(1999),   is   much   cited   in   school improvement literature. The concept  of  the 

learning   organization   revolves   around   developing   strategy,   values,   views   of   its   
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environment,   and   understanding   of   its   own   competences    in    order   to make the  

organization more effective in terms of output (productivity gains and increased profits), 

efficient in terms of work process, and also cost-effective. Understanding the culture, 

communication and interaction within the organization define the learning system. 

Aiming to identify problems within the organization in order to self-correct, the learning 

process entails changing ways of thinking, seeing and acting by involving people with the 

organization in reflective inquiry. 

 This theory requires that a school, just like any organization, learn to be flexible 

and innovative if it desires to be effective. Flexibility and innovation entails that a school 

constantly analyzes its strengths, weaknesses, opportunities and threats in order to 

determine what necessary changes and paradigm shifts could be effected. It may require 

the discarding of traditional methods and values that may have been rendered obsolete 

and ineffective by the occurrence of rapid changes and technological advancements and 

the emergence of new and better ideas.  

 The relevance of this theory to the current study is established through certain 

independent variables that were hypothesized to be predictors of school effectiveness 

namely teachers’ commitment both to job and organization and principals’ leadership 

behavior. The prevailing culture in an organization is what its members and its leaders 

create it to be. How committed the teachers to their job and organization and in what 

manner their principals exercise their leadership behavior dictate the kind of culture that 

will develop in the organization.  

 Being the leader, it is the principal’s duty to evaluate the prevailing culture and 

establish an effective interaction and communication among the members of the school 

organization.  Expectedly,  the  principal leads in the identification of problems within the 
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organization and in effecting the needed changes.  

 Contingency or Situational Theory. Another theory that spouses breaking free 

from traditional methods that are proven ineffective and obsolete is the Contingency or 

Situational Theory. 

 This theory is also referred to as situational theory or contingent approach. It is 

taken as the perspective from which the optimal structure of an organization is seen as 

dependent on a number of other factors or conditions. These other factors are referred to 

as contingency factors. Contingency factors are rather a heterogeneous set of conditions 

both internal  and  external  to  the  organization.  These include age and size of the 

organization,  the complexity  of  the organization’s environment and the technology of 

the organization’s primary process (Houston and McIntire: 1997). 

 This theory calls that in the application of management concepts to solve 

problems and issues confronting the organization there is a need to break free from the 

rigidity of traditional approaches. With the emergence of new ideas and technology, 

organizations need to be flexible and determine whether the old ways and techniques are 

still applicable and practical. It is a must that whatever is appropriate and feasible be 

applied. 

 This theory is based on the belief that there cannot be universal guidelines which 

are suitable for all situations. Thus, there should always be contingency measures that are 

in place whenever a problem of a certain nature appears for the first time in an 

organization. 

 Gortner, Mahler, and Nicholson (1997) emphasize that organizational systems are 

inter-related with the environment. Thus, the contingency approach proposes that 

different environments require different organizational relationships for optimum 



 

13 

effectiveness, taking into consideration various social, legal, political, technical and 

economic factors.  

 As the theory suggests, a school can not afford to cling to traditional methods in 

its quest for school effectiveness. It is incumbent for a school to cope up with the current 

innovations and breakthroughs in the field of education.  

 This study acknowledges that both the school principal and the teachers (but more 

on the former) are responsible in making the aforementioned happen. Dynamic leadership 

(a leader who has more of the consideration dimension of leadership behavior than the 

initiating structure dimension) is needed. It is the leader with such kind of leadership 

orientation that can lead a school in breaking free from clutches of traditional methods. 

However, teachers with impeccable commitment to their job and to organization are 

needed to complement the efforts of a dynamic leader for the ones who directly 

implements innovations in the classrooms are the teachers. 

 Leadership behavior and teachers’ commitment to job and organization were 

hypothesized predictors of school effectiveness in this study. 

 Human Relations Theory. The human relations movement was spawned by the 

Hawthorne Experiment conducted by Elton Mayo, Fritz Roethlisberger and W. J. 

Dickson at the Western  Electric Company’s  Hawthorne Works near Chicago, Illinois 

during the 1920s. The said experiment was a pioneering endeavor to study factors 

affecting productivity. It was revealed that the attitudes employees had toward 

management, their work group, and the work itself significantly affected their 

productivity. 

 Human relations is the way people  communicate and interact with each other. 

Sherman,  Bohlander and Chruden (1999)   explain   that  human   relations  ability  is the  
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ability to work effectively with others. It includes the ability to understand feelings, 

attitudes, and motives; to communicate effectively; and to establish good relationships 

with others. As a theory,   the   human   relations   movement   focused  attention on the 

following: individual differences among employees and on the influence of informal 

groups may have upon employee performance and behavior; the need for managers to 

improve their communication and to be more sensitive to employee needs and feelings; 

and the need for providing a more participative and employee-centered form of 

supervision.    

 This study recognizes that in educational institutions the system of human 

relations is so complicated because of the diversity of stakeholders – students, parents, 

employees, administrators and the community. There’s too much interplay of individual 

differences in the process and the kind of human relations among the said stakeholders, 

most particularly that between the owners, administrators and the rank and file could 

dictate to a great  extent on the effectiveness of the school. Whether the organization 

would be productive and profitable or not depends on the prevailing relationships among 

the groups aforementioned – on how well the stakeholders manage their individual 

differences,  on how well the school owners and administrators communicate and attend 

to the welfare of the teaching and non-teaching personnel, and how well the school is 

supervised. 

 Systems Theory. In order to achieve effectiveness, all the components in an 

organization should work together as one. Thus, this study also relates the Systems 

Theory to school effectiveness. 

 This theory, according to Anderson (1998) considers the organization as an 

integral   purposeful    system   composed   of   a   set of inter-related  and  thus mutually- 
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dependent sub-systems. These sub-systems can have their own sub-sub-systems.  

 Anderson added that a system can be perceived as composed of some 

components, processes and goals. The components consists of five (5) basic, 

interdependent parts, namely: the individual;  the formal and informal organization; the 

patterns of behavior   emerging   from  role demands of the organization; the role 

comprehension of the individual; and  the physical environment in which individuals 

work.  The linking processes which are required to operate in an organized and correlated 

manner are communication, balance and decision making. The goals of an organization 

may be growth, stability and interaction.  

 It is evident that the theory’s  implication to management,  runs along the idea that 

each sub-system and the activities taking place therein directly or indirectly affects the 

entire system. This is so because  all the departments in an organization are 

interdependent. This makes proper coordination and consultation a necessity. A manager 

cannot afford to function by himself without concurring with all the respective 

stakeholders in the organization.  

 Clearly, this theory stresses that performance results from the aggregation of the 

efforts of all stakeholders in an organization to achieve its stated goals. It is the 

coordinated efforts of the members of the organization that makes the achievement of 

goals possible. Rather than dealing  separately with the various parts of the organization, 

one should look at an organization as a whole and as part of the larger environment. 

  Gibson, Ivancevich and Donnelly (1991) posited  that the systems theory enables 

us to describe the behavior of the organizations both internally and externally. Internally, 

we can see how and why people inside organizations perform their individual tasks and 

group tasks. Externally, we  can relate the transactions of organizations with other organi- 
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zations and  institutions. All organizations acquired resources from the larger 

environment of which each is a part, in turn, provide goods and services demanded by 

that larger environment. Managers must deal simultaneously with the internal and 

external aspects of organizational behavior. This essentially complex process can be 

simplified, for analytical purposes, by employing the basic concepts of systems theory.” 

 The theory just presented could be considered as the one most relevant to this 

study. All the hypothesized predictors considered in this study – school-related variables, 

teacher-related variables, and principal-related variables – are all component parts of the 

whole system called school. Only when these components are made to work efficiently 

that a school could hope to attain school effectiveness. 

 Alderfer’s ERG Theory of Motivation. ERG stands for three levels of needs, 

namely: Existence,  Relatedness and Growth. This theory is based on Maslow’s famous 

Hierarchy of Needs.  Gibson, Ivancevich & Donnelly (1991) stated that Alderfer agrees 

with Maslow that individual needs are arranged in a hierarchy. However, his proposed 

need hierarchy involves only three sets of needs namely: (1) Existence – needs satisfied 

by such factors as food, air, water, pay, and working conditions; (2) Relatedness – needs 

satisfied by meaningful social and interpersonal relationships; and (3) Growth – needs 

satisfied by an individual making creative or productive contributions. 

 There are similarities and differences between Maslow’s theory and that of 

Alderfer. Studies had shown that the middle levels of Maslow’s hierarchy have some 

overlap. Alderfer addressed this issued by reducing the number of levels to three. The 

ERG needs can be mapped to those of Maslow's theory as follows: Existence: 

Physiological and safety needs; Relatedness: Social and external esteem needs; and 

Growth: Self-actualization and internal esteem needs. Like Maslow's model, the ERG 
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theory is hierarchical - existence needs have priority over relatedness needs, which have 

priority over growth. 

 The following are the differences between the two theories: (1) Unlike Maslow's 

hierarchy, the ERG theory allows for different levels of needs to be pursued 

simultaneously; (2)  The ERG theory allows the order of the needs be different for 

different people; and  (3) The ERG theory acknowledges that if a higher level need 

remains unfulfilled, the person may regress to lower level needs that appear easier to 

satisfy. This is known as the frustration-regression principle. Thus, while the ERG theory 

presents a model of progressive needs, the hierarchical aspect is not rigid. This flexibility 

allows the ERG theory to account for a wider range of observed behaviors.    

 If the ERG theory holds, then unlike with Maslow's theory, managers must 

recognize that an employee has multiple needs to satisfy simultaneously. Furthermore, if 

growth opportunities are not provided to employees, they may regress to relatedness 

needs. If the manager is able to recognize this situation, then steps can be taken to 

concentrate on relatedness needs until the subordinate is able to pursue growth again         

(Mindtools: 2003). 

 The principal plays a vital role in effecting motivation among teachers. It is the 

supervisory/administrative skills of the principal that will come into play. Just like the 

Maslow’s theory, the ERG also gives emphasis on the amount of encouragement and 

support that the teachers need from their principal. The challenge to the principal is how 

he could effectively address the  concerns for satisfactory compensation and working 

conditions while thinking of ways establishing a good interpersonal relationships. For it 

is only when the principal accomplishes  the things aforementioned that the teachers 

would be creative and capable of making productive contributions.  

http://www.mindtools.com/pages/articles/newTMM_
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 Herzberg’s Two-Factor Theory. This theory was developed by Frederick 

Herberg.  Gibson, Ivancevich and Donnelly (1991) explained that  the two factors are the 

dissatisfiers-satisfiers, or the hygiene-motivators, or the extrinsic-intrinsic factors, 

depending on who is discussing the theory. 

 Although Herzberg is most noted for his famous 'hygiene' and motivational 

factors theory, he was essentially concerned with people's well-being at work. 

Underpinning his theories and academic teachings, he was basically attempting to bring 

more humanity and caring into the workplace. He and others like him, did not develop 

their theories to be used as 'motivational tools' purely to improve organizational 

performance. They sought instead primarily to explain how to manage people properly, 

for the good of all people at work.  Herzberg's research proved that people will strive to 

achieve 'hygiene' needs because they  are unhappy without them, but once satisfied the 

effect soon wears off - satisfaction is temporary. Then as now, poorly managed 

organizations fail to understand that people are not 'motivated' by addressing 'hygiene' 

needs. People are only truly motivated by enabling them to reach for and satisfy the 

factors that Herzberg identified as real motivators, such as achievement, advancement, 

development, etc., which represent a far deeper level of meaning and fulfilment. 

Examples of Herzberg's 'hygiene' needs (or maintenance factors) in the workplace are: 

policy; relationship with supervisor; work conditions; salary; company procedures;  

working conditions; job security; company procedures; quality supervision relationship 

with subordinates; personal life. Herzberg's research identified that true motivators were 

other completely different factors, notably:  achievement; recognition; work itself; 

possibility of growth; responsibility; and advancement (NetMBA: 2005). 

 This   theory  is  relevant  to the current study. One of the conjectures made in this 
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 study is that teachers’ commitment to job and leadership behavior are key elements in 

the school’s drive for organizational effectiveness. Teachers whose extrinsic and intrinsic 

needs are not satisfied would hardly develop commitment to job and organization. And it 

is through effective exercise of leadership behavior  that the principal ensures that these 

extrinsic and intrinsic needs of his subordinates are taken care of thereby ensuring the 

best performance from the teachers. 

 Theory G (German Culture Leadership Style). In Germany there’s a unique 

management style labeled as “Theory G.” Workman (2008) pointed out that countries 

around the globe tried to adapt  to what is known as the "German filter", which reflects 

Germany's nationalistic management methods. Some analysts refer to Germany's rule-

oriented, hierarchical focus on task accomplishment as an example of an Eiffel Tower 

management style. While it is true that German subordinates rarely disobey or openly 

question orders from higher level authority, corporate power structures in Germany are 

typically more flat than they are tall. That's because German businesses are collections of 

highly specialized teams. The country is known for its deliberate stodgy process of 

management by consensus. In Germany, jobs are well-defined while assignments are 

fixed and limited. The way in which Germans learn and work differs strikingly from 

other cultures. They know what they are supposed to do within an Eiffel Tower culture 

that is hierarchical, with orders coming down from the top with very little upward 

communication. 

 German organizations rely heavily on formal qualifications in deciding how to 

schedule, deploy and reshuffle personnel. Companies manage their human resources 

through   assessment   centers, appraisal systems, training, development programs and job 

rotation.    These   procedures   help   to ensure that a formal hierarchical and bureaucratic 
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 approach work well. When changes need to be made, the German culture is often ill-

equipped to handle the complex burdens that a rule-based Eiffel Tower bureaucracy 

demands. Manuals must be rewritten, procedures changed, job descriptions altered, 

promotions reconsidered and qualifications reassessed. 

 Generally, German managers are slow to accept changes partly because of 

Germany's strong aversion to risk. Also, Germany is the world's number one exporter 

noted for precision engineered products. Germans strongly believe that their processes 

have been proven superior, and it's hard to argue with their successes. 

 Systems integrators that they are, Germans have evolved a unique leadership and 

motivation style that integrates the features that most closely fit with the strongest 

German cultural characteristics. Therefore, German leadership and motivation style 

synthesizes the most pertinent characteristics from authoritative Theory X (because 

Germans like to be directed and to them job security is primary), paternalistic Theory Y 

(because Germans exercise high self-control and that no threats of punishment are 

required to ensure task completion) and participative Theory Z (because Germans are 

motivated by a strong commitment to be part of a greater whole in general and that 

through teamwork they derive self-satisfaction while contributing to their company’s 

success). 

 This theory is relevant to the current study. One of the conjectures  made in this 

study is that leadership behavior plays a significant role in the attainment of 

organizational effectiveness. The initiating structure dimension of leadership behavior 

corresponds to the adherence of Theory G to the assumption that workers like to be 

directed   and   that job security to them is important. On the other hand, the consideration 

dimension agree to the assumptions of Theory G that workers need not be threatened in 
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any way for them to accomplish tasks given and that they derive satisfaction in 

contributing to their company’s success. 

 

Related Literature 

 The following reviews helped the researcher in the development of this study. 

Organizational Effectiveness/School Effectiveness  

 Organizational effectiveness is the concept of how effective an organization is in 

achieving the outcomes the organization intends to produce.  

 Organizational  effectiveness  is  an  abstract  concept  and   is basically 

impossible to measure. Instead of measuring organizational effectiveness, the 

organization determines proxy    measures   which   will be used to represent 

effectiveness. Proxy measures used may include such things as number of people served, 

types and sizes of population segments served, and the demand within those segments for 

the services the organization supplies (Wikipedia: 2007).   

 Organizations are said to be effective if they are able to achieve their goals. It is 

important that an organization establishes goals and work hard in the pursuance of such 

goals.  

 Sergiovanni (1997) defines an effective school as one whose students achieve 

well in the basic skills as measured by standardized tests. Student achievement in the 

basic skills is undoubtedly the most popular criterion for defining an effective school. A 

reason for this is the ease with which one is able to define and measure school 

effectiveness. 

 The   foregoing   is   a unidimensional approach in the measuring school effective-  

ness.  Critics   of   the  said approach have this to say, “Focusing exclusively on academic  

 

http://en.wikipedia.org/wiki/Effectiveness
http://en.wikipedia.org/wiki/Outcome
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achievement ignores the relationship between achieving effectiveness in academic 

outcomes and achieving effectiveness among other dimensions like citizenship training 

and the development of self-esteem, independence training, and the development of self-

discipline.” Conversely, the advocates of this unidimensional approach readily admit that 

schools   have   other   purposes and goals but nonetheless they argue that a school unsuc- 

cessful in teaching most students the basic skills is not effective at all. 

 Nkata’s (2006) opined that every organization, to exist must have goals that are 

pursued in order to be achieved. The goals must be structured in terms of the reasons for 

which the organization exists. These goals inform the cultural domain which refers to the 

measures that can be used to shape the organization’s culture in a way that is supposed to 

be  effectiveness  enhancing.  Direct measures refer to attempts to deal directly with 

cultural  aspects  while  indirect  measures  refer  to  cultural implications of the structural  

innovation. The goals also inform the way the organization is structured both at strategic 

and operational management levels. They inform the structure of the technologies of 

social control (policies, rules and regulations). Goals are also set to be achieved in a 

particular environment   (organizational  environment).  Such environment must favor the 

existence of the organization. The way the organization is structured is much influenced 

by the cultural and environment domains. In other wards for any organization to survive 

and be effective it must accommodate, in its structure, the environment  domains   which 

support the existence of the organization. 

 Several techniques are employed in the pursuance of organizational effectiveness. 

Through the years, organizational theorists have envisaged different ways of ensuring 

productivity in organizations. 

 Drucker (1995)   maintains   that    there   have   been  major   school management  
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techniques as there are today – benchmarking, downsizing, total quality management, re-

engineering and many others.  Each is sure to be a powerful tool assigned primarily to do 

differently what is already being done.  In most cases, the right things are being done but 

failed because the organization ‘no longer fits reality.’  People are often blamed when 

organization failed. Other factors that may lead to organizational failure are arrogance, 

sluggishness, bureaucracy and the likes.  The said factors may justify explanation for the 

failure of organizations  but rarely relevant and correct because it is reality that has 

changed but the theories and principles of organization, beliefs and attitudes of the people 

have not changed with it.” 

 Drucker  also added that organizational effectiveness is not likely to get away 

because the construct of organizational effectiveness lies at the center of the 

organizational  models.    The need to demonstrate the structural system makes the notion 

that effectiveness is a central empirical issue. 

 The major challenge for an organization, as Genck (1994) pointed out, is the 

comprehension of the present and the future realities.  The effectiveness of an individual 

group and organization is determined by unarticulated perhaps unconscious, unexamined 

process which pervade and  invade our thinking with remarkable subtlety which are 

visible neither to the observers.” 

 In order to achieve the leading-edge, Jusayan (2000) opines that an organization 

must focus on its organizational effectiveness puzzle, similar to the one shown in Figure 

1, whether the needs center on a particular piece or the entire thing. 

 An organization should always aim to complete strategic-level projects, 

implement  key systems and methods, produce lasting and measurable results or optimize 

work   force and organizational performance. In order to achieve the preset organizational   
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goals,  management  should   always   have   the  right people, resources, processes, and 

culture. It must  be  able to identify emerging trends in technology in order to improve its 

processes or production. It must set cost-effective primary and secondary resources and 

must be able to accelerate the implementation of readily available resources including 

institutional   policies   and   strategies   and   to use benchmarking  as an effective tool of  

productivity. 

 

 

  

 

 

 

  

Figure 1. Organizational Effectiveness Puzzle 

 Effectiveness has been operationally viewed in terms of productivity. Kast and 

Rosenweig (1991) believed that organizations have to be effective if they are to meet the 

needs of society.  They must  provide a satisfactory quality of life.  High productiveness 

is a prerequisite to having the necessary resources available to enhance the quality of 

worklife. 

 According to Van Kesteren (1996), organizational effectiveness is the degree to 

which an organization, on the basis of competent management, while avoiding 

unnecessary exertion, in the more or less complex environment which it operates, 

manages to control internal organizational and environmental conditions, in order to 

provide,  by  means of its own characteristic transformation process, the outputs expected  

by external constituencies.  

 It is clear from such definition that the school effectiveness is primarily seen as an 
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issue for individual schools. It is the business of every school to ensure effectiveness and 

such is measured through the kind of outputs – the graduates – they produce. 

 Gibson, Ivancevich and Donnelly (1991) made a claim that there are three (3) 

perspective on effectiveness that can be identified namely,  individual effectiveness, 

group effectiveness, and  organizational effectiveness. The most basic level – individual 

effectiveness, they asserted, emphasizes the task performance of specific employees or 

members of the organization while group effectiveness is simply the sum of the 

contributions of all its members. He also added that organizations consist of individuals 

and groups; therefore, organizational effectiveness consists of  individual and group 

effectiveness. However, organizational effectiveness is more than the sum of individual 

and  group   effectiveness.  Through   synergetic   effects, organizations are able to obtain  

higher levels of performance than the sum of their parts. In fact, the rationale for 

organizations as means for doing the work of society is that they can do more work than 

is possible through individual effort. 

 Organizational effectiveness include the ability to identify the right things to do 

(right products and services to offer, appropriate technology to exploit, best procedures 

and standards to introduce, and to find, recruit and retain people with appropriate skills) 

Effectiveness, therefore, comprises the ability to adapt to changing circumstances. 

Planning, implementing, and coping with change will be one of the main challenges 

facing managers today (Carnall: 1995). 

 Taylor (1995) emphasizes that the development of the effective schools process 

has   proceeded   from  the  dynamic interactions of the following correlates: (1) A clearly  

stated and focused mission on learning for all. The group (faculty, administration and 

parents)   shares   an   understanding   of   and   a   commitment  to the instructional goals,  
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priorities, assessment procedures, and personal and group accountability. Their focus is 

always, unequivocally, on the students; (2)  A safe and orderly environment for learning. 

The school provides a purposeful, equitable, businesslike atmosphere that encourages, 

supports, allows mistakes, and is free of fear. School is a place that does no harm to 

developing psyches and spirits; (3) Uncompromising commitment to high expectations for 

all. Those who are leaders empower others to become leaders who believe and 

demonstrate that all students can attain mastery of essential skills. This commitment is 

shared by professionals who hold high expectations of themselves; (4) Instructional 

leadership. Although initially coming from a principal, teacher or administrator, the goal 

is to include all participants as instructional leaders as their knowledge expands as a 

results  of staff development. New insights excite and inspire. In the accountable learning  

community everyone is a student and all can be leaders; (5) Opportunity to learn is 

paramount. Time is allocated for specific and free-choice tasks. The learning process is 

created by those closely involved with students, understanding that every child’s learning 

process in unique and that every child’s life experience is valuable to the learning 

process; (6)  Frequent monitoring of progress. Effective schools evaluate the skills and 

achievement of all students and teachers. No intimidation is implied. Rather, monitoring 

often is individualized and long-term, with improvement in learning as the goal; and (7) 

Enhanced communication. Efforts to improve and expand communication between home, 

school, and community extend the learning community beyond the classroom walls. The 

community at large, especially parents, is given the opportunity to become true partners 

in  the   learning   process,  not  only as guides but as participants. Learning for all means,  

simply, all. 

 Organizational   theorists   agree   that   effectiveness   of   organization  cannot be 
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 described in a straightforward manner. It is assumed that the explanation or 

interpretation of the concept   in   question   depends  on  the  orientations  and the 

specific interests of the group answering the question.  Thus, Scheerens (2000) presented 

different theoretical models of organizational effectiveness that may cater to the different 

orientations and specific interests of groups that may pose the question on organizational 

effectiveness. 

 The said theoretical models are as follows: Economic Rationality, The Organic 

System Model, The Human Relations Approach of Organizations, The Bureaucracy, and 

the Political Model of Organization.  

 Economic Rationality. In economics, concepts such as effectiveness and 

efficiency are related to the production process of the organization. Put in a rather 

stylized form, a production process can be summed up as a “turnover,” or transformation 

of “inputs” into “outputs.” Inputs into a school or school system include pupils with 

certain given characteristics and financial and material aids. Outputs include pupil 

attainment at the end of schooling. The transformation “process” or “throughput” within 

a school can be understood  as  all the instruction methods, curriculum choices,  and  the 

organizational pre-conditions that make it possible for pupils to acquire knowledge. 

 The above-mentioned economic definition of effectiveness is derived  from the 

idea that organizations function rationally – that is to say, with certain goals. Goals that 

can be operationalized as outputs to be pursued are the basis for choosing effect criteria 

(effect criteria being the variables used to measure effects, i.e. student achievement, well-

being of the pupils, and others). There is evidence of economic rationality whenever the 

goals are   formulatedd   as   outputs   of   the   primary  production process of the school. 

In  the  functioning  of  the  school  as a whole, other, different, goals can also play a part, 
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such as having a clear-cut policy to increase the number of enrollees. Even with regard to 

this type of objective, a school can operate rationally, although it falls outside the specific 

interpretation given to economic  rationality.  Effectiveness as defined in terms of 

economic rationality can also be identified as the productivity of an organization. 

 Scheerens conceded that when compared to  other organizational models, the 

economic rationality model may be dismissed as both simplistic and out of reach. 

 The Organic System Model. According to the organic system model, 

organizations can be compared to biological systems which adapt to their environment. 

Scheerens said that the main characteristic of this approach is that organizations are 

considered to interact openly with their surroundings. Thus, they need not be passive 

objects of environmental manipulation but can themselves actively exert influence on the 

environment. It is worth mentioning that  this viewpoint is mainly concerned with the 

organization’s survival in what is a sometimes hostile environment. It implies that 

organizations must be flexible, namely to secure essential resources and other inputs. 

Thus, according to this model, flexibility   and   adaptability   are   the   most important 

conditions for effectiveness, i.e. for  survival. School effectiveness may then be measured 

in terms of yearly intake, which, could, in part, be attributed to intensive canvassing of 

school-marketing. 

 Obviously, the organic system model is inclined toward inputs. However,  this 

does not necessarily exclude a concern for satisfying outputs. This may be the case in 

situations where the environment makes the availability of inputs dependent on the 

quantity  and/or quality of previous achievements (output). 

 The   Human  Relations   Approach   of   Organization.    If   in   the   open-system  

perception  of  organizations  there  is  an  inclination  towards the environment, in the so- 
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called human relations approach, Scheerens explained that the eye of the organization 

analyst is focused inward. This fairly classical school of organizational thought has to a 

certain extent remained intact, even in more recent organizational characterizations. 

Scheerens cited Mintzberg’s  concept  of  the  professional  bureaucracy  where   some 

aspects of the human relations approach are present, namely the emphasis on the well-

being of the individuals within the organization, and the importance of consensus and 

collegial relationships as well as motivation  and human resource development. From this 

perspective, job satisfaction of workers and their involvement within the organization are 

appropriate criteria from measuring the most desired characteristics of the organization. 

The organizational theorists who share this view regard these criteria as effectiveness 

criteria. 

 The Bureaucracy. Scheerens mentioned that the essential problem with regard to 

the administration and structure of organizations, in particular organizations such as 

schools which have many relatively autonomous sub-units, is how to create a harmonious 

whole. A means for this can be provided through appropriate social interaction and 

opportunities for personal  and professional development. A second means is provided by 

organizing, clearly defining and formalizing theses social relations. The prototype of an 

organization in which positions and duties are formally organized is the “bureaucracy.” 

From this perspective , certainty and continuity of the existing organizational structure is 

the effectiveness criterion. It is well-known that bureaucratic organizations tend to 

produce more bureaucracy. The underlying motive behind this is to ensure the 

continuation or, better still, the growth of one’s own department. This continuation 

motive can start operating as an effect criterion in itself. 

 The Political Model of Organizations.   Certain  organizational theorists have seen 
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organizations as political battlefield. According to this view, departments, individual 

workers and management staff use official duties and goals in order to achieve their own 

hidden – or less hidden agenda. Good contacts with powerful outside bodies are regarded 

as very important for the standing of their department or of themselves. From a political 

perspective  the  question   of   effectiveness   of  the   organization as a whole is difficult 

to answer. A more relevant question is the extent to which internal groups comply with 

the demands of certain external interested parties. In the case of schools, these bodies 

could be school governing bodies, parents, and/or the local business community. 

 In ending, Scheerens pointed out that there are differences between these five 

views on organizational effectiveness. With regard to the economic rationality and the 

organic system models, the management of the organization is the main actor posing the 

effectiveness question. As far as the other models are concerned, department heads and 

individual workers are the actors that seek to achieve certain effects. 

 Students’ Performance. The criterion of achievement is the ability to do a 

certain learning  activities  and  mastery  criteria  are  used to determine whether a task is 

well  performed by the students.  It was explained by Dela Cruz (2004) that many 

students fail because they do inefficient work and have never learned how to study 

effectively.  Likewise, he stressed that important skills for their studies have to be learned 

and practiced.  Furthermore, students who put in more classroom hours and work to a 

more regular program of study have better achievement.  As effective study techniques 

like note taking, making plans, using the library and schedule for solving problems 

should have to be practiced. 

 The  average  grade  obtained by the students in all subjects does not only indicate 

his   intellectual   capability   but  also his potential for development, as the future man of  
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every country.  Combs (1997) contended the rating remains as one of the predictors of 

individual success later in life.  This concept tends to suggest that academic performance 

is valid indicator of knowledge, skills and information acquired by the individual in 

subjects taken which are useful for future needs.  It therefore, follows that the rating 

reflected in the students’ report card are predictors of productivity and learning of the 

students. 

 Academic performance reflects the productive integration of students’ interests.  

The teacher and the students are actors in the drama of lesson, textbooks and blackboards.  

Along the same vein, Heck (1995) wrote that academic performance does not depend 

largely in the efforts and perseverance of the students, rather on both the teaching-

learning process and the effort showed by the teachers and the principal.  The true 

measure of the student academic achievement becomes meaningful only after rewarding 

instructional process. 

 Kelley (1990) establishes that achievement signifies a person’s ability to 

accomplish.  Measuring this ability means an assessment of a learner’s “accomplishments 

and attainments in school subjects which are outcomes of instruction in the school 

situation.” 

 Achievement is said to be affected by various factors in a child’s environment, so 

much so that people brought up in a poor environment tend to achieve poorly in school.  

Vernon (1995) clarifies that “While those who grow in more ideal situations or setting 

conducive to development and learning tend to do better.  Some of these factors include 

nutrition and health, sensory-motor stimulation, language and child-rearing practices.  A 

knowledge   of   these  factors is of great value since often enough, variations on a child’s 

learning  and  scholastic  performance are attributed almost entirely to his/her experiences 
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 in school.   A  theorist   in school effectiveness pointed out that when a child enters the 

school, certain elements are already at play working to affect that child’s scholastic 

performance and achievement. 

 Achievement Test. In measuring the effectiveness of schools, the most effective 

criterion is the output of the school which in turn could be measured through the average 

achievement of students. 

 Through assessment of the performance and achievement of its students, the 

effectiveness and efficiency of the teaching-learning process in a school system is 

determined. This makes assessment very essential. 

 Generally, assessment involves a two-step process. The first step is measurement, 

and the second step is judgment. Measurement which is basically qualitative requires a 

series of tests to generate data. On the other hand, judgment, which is subjective, is based 

on the output of measurement, and are made to tell something about the adequacy of 

performance. This is usually carried out in the context of instructional objective. 

 The assessment of students’ achievement over a given period is usually performed  

using  a   standardized test which is administered once at the end of the said period. 

Ornstein  (1990)  defined  standard  test as an instrument that contains a set of items that 

are administered and measured according to uniform scoring standards. To obtain 

normative data, the test should be pilot-tested and administered to representative 

population of similar individuals. For this reason, standardized tests usually have high 

reliability coefficients and good validity because unreliable or invalid test items have 

been eliminated during the pilot testing. The normative data obtained are useful in 

interpreting   individual  test scores and in ranking individual scores within a comparative  

population.  
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 According  to  Stanley (1994), standardized test has both advantages and 

limitations. As to reliability, standardized test is of high reliability attaining up to 85% or 

more for comparable forms. Its high reliability, however, does not guarantee its validity. 

In terms of curricular validity, it fits typical situation provided competent persons make 

careful selection. Oftentimes, however, it is inflexible since it is too general in scope to 

meet local requirements fully. Statistically, standardized tests have high validity, but 

oftentimes, its criteria are inappropriate, thus the size of coefficients depends upon the 

range of ability in the group tested. 

 Some of the advantages of a standardized test considering its usability are the ease 

of administration, scoring and interpretation. It is easily administered because it has 

definite rules, keys, etc., and largely routine. Also, interpretation is easy because it has 

adequate norms and has provisions for comparison. On the other hand, some of its 

limitations are that its manual requires careful study and is sometimes inadequate, manual 

scoring is time consuming, and norms are often confused with standards. Sometimes, 

norms are defective and lacking  for various types of schools and levels of ability. 

 Ornstein mentioned that one of the types of standardized test is the achievement 

test. Its use has increased considerably in recent years, and now, it has replaced the 

intelligence test,  another  type  of  standardized  test, as the primary source of 

information for educators about students and how they perform in comparison to each 

other and to students elsewhere. There are three (3) types of achievement tests namely, 

survey or general achievement test, diagnostic test, and competency test. 

 The primary consideration in testing students’ achievement is the selection of the 

appropriate tests. Popham (1990) listed several criteria for this purpose. Popham’s criteria 

for    the    selection    of    appropriate    achievement    test   are  as follows: (1) It should  
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correspond with the course objective, and capable of assessing important knowledge, 

concepts and skills of the course; (2) It has the capacity to cover the major course 

objectives and contents; (3) Test items should correspond to behavior or performance 

levels consistent with the course level; (4) Its results should fit its pre-determined 

purpose; (5) It should be reliable; (6) It has re-test potential; (7) It should be valid; (8) It 

should have minimum bias; (9) It should be appropriate  to pupils; (10) It has the 

potential to improve learning; (11) The test should be easy to administer; and (12) It 

involves acceptable levels of testing cost. 

 An achievement test is designed to determine what knowledge and skills students 

have learned and acquired. Thus, testing is very important. Such importance was once 

underscored through the No Child Left Behind (NCLB) program in the United States of 

America. Guilfoyle (2006) pointed out that if a roomful of educators will be asked which 

word or phrase best sums up the NCLB, some educators would say accountability. Others 

might propose student achievement, proficiency, or raised expectations. But perhaps the 

most accurate word to encapsulate the United States’ most ambitious federal education 

law – which proposes to close achievement gaps and aims for 100 percent student 

proficiency by 2014 – is testing. 

 Guilfoyle  also reiterated that only multiple measures of achievement can provide 

an accurate picture of student learning and success. 

 According to Ingebo (1990), Achievement testing serves many purposes: assess 

level of competence; diagnose strength and weaknesses; assign grades;  achieve 

certification or promotion; advanced placement/college credit exams; curriculum 

evaluation; accountability, and informational purposes. 

 Under  the  No  Child  Left Behind, achievement tests have taken on an additional  
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role of assessing proficiency of students. Proficiency is defined as the amount of grade-

appropriate knowledge and skills a student has acquired up to the point of testing. Better 

teaching practices are expected to increase the amount learned in a school year, and 

therefore  to  increase  achievement  scores,  and  yield more proficient students than 

before (Wikipedia: 2007).  

 But there are quarters who questioned the wisdom of current achievement tests. 

One of them is  Dr. W. James Popham, an Emritus Professor in the UCLA Graduate 

School of Education and Information Studies. In his article “Why Standardized Tests 

Don’t Measure Educational Quality,” he stressed that classrooms and curriculums can 

differ in what is taught and at what level it is taught, which makes it difficult for test 

writers to make tests completely fair for everyone. Some studies gather that as much as 

fifty percent of materials on standardized tests may not be sufficiently covered by the 

textbooks   students   use.   This   gap   demonstrates testing companies’ nearly 

impossible    task  of   finding the similar elements of various textbooks and 

incorporating them into an hour-long test that acts as more than just a basic knowledge 

examination. 

 Critics of achievement tests believe that the overriding principle  society  need to 

hold onto is that tests are not the only means for determining a child’s performance in 

school. It is important to look at not only the tests themselves but also a myriad of other 

factors.   Grades,   the   amount  of  effort  being put forth by the child, the student’s 

natural ability, child’s ability to apply what he learns, and his eventual pursuit of more 

learning, are some things that can also be considered. The score in a  test score is only 

one tool by which we can assess education. Because without tests, an education can still 

be valued; but apart from an education, tests have no value. 
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Profile of the School-Respondents   

 The RVM schools in Luzon were profiled in terms of the following: school-

related variables like class size, number of enrollees, class size, school fees, physical 

plant and facilities, library resources, level of accreditation and school environment; 

teacher-related variables like educational attainment, length of teaching service, 

commitment (commitment to job and organization); and administrator-related variables 

like educational attainment, supervisory/administrative experience and leadership 

behavior (consideration and initiating structure). 

School-Related Factors 

 Class Size. One  of the factors that may possibly contribute to school 

effectiveness is the teacher-student ratio. It is no secret that the smaller the class, the 

better for both the teacher  and  the  students.  Normally,  over-achieving classes are 

attributed to small classes and  more experienced teachers.  Both research and common 

sense will suggest that smaller classes offer teachers the chance to devote more time to 

each student so as to improve their learning (Biddle and Berliner: 2002). 

 According to Biddle and Berliner, there are two concepts that explain why a small 

class size have such impressive effects on the academic performance of students 

particularly in  the early grades. The first theory is anchored on the teacher while the 

other one on class environment and student conduct.     

 Biddle and Berliner note that most experts focus on the teacher, reasoning that 

small classes work their magic because the small class context improves interactions 

between the teacher and individual students. In the early grades, students first learn the 

rules of standard classroom culture and form ideas about whether they can cope with 

education. Many students have difficulty with these tasks, and  interactions with a teacher  
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on a one-to-one basis—a process more likely to take place when the class is small—help 

the students cope. In addition, teachers in small classes have higher morale, which 

enables them to provide a more supportive environment for initial student learning. 

Learning how to cope well with school is crucial to success in education, and those 

students who solve this task when young will thereafter carry broad advantages—more 

effective habits and positive self-concepts—that serve them well in later years of                                                                                                            

education and work.          

 The concept also suggests a caution. Students are likely to learn more and develop 

better attitudes toward education if they are exposed to well-trained and enthusiastic 

teachers, appropriate and challenging curriculums, and physical environments in their 

classrooms  and  schools  that  support  learning.  If  conditions  such  as  these  are  not 

also present, then reducing class size in the early grades will presumably have little 

impact. Thus, when planning programs for reducing class size, it is important to consider 

also about the professional development of the teachers who will participate in them and 

the educational and physical contexts in which those programs will be placed.               

 The other concept intended to explain class size effects focuses on the classroom 

environment and student conduct rather than on the teacher. Discipline and classroom 

management problems interfere with subject-matter instruction. Theories in this group 

argue that these problems are less evident in small classes and that students in small 

classes are more likely to be engaged in learning. Moreover, teacher stress is reduced in 

small classes, so teachers in the small class context can provide more support for student 

learning. Studies have also found that small instructional groups can provide an 

environment for  learning   that  is  quite  different from that of the large classroom.  

Small instructional groups can create supportive contexts where learning is less competi- 
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tive and students are encouraged to form supportive relationships with one another.                    

 Concepts such as the aforementioned suggest that the small class environment is 

structurally different from that of the large class. Less time is spent on management and 

more time is spent on instruction, students participate at higher levels, teachers are able to 

provide more support for learning, and students have more positive relationships. Such 

processes should lead both to greater subject-matter learning and to more positive 

attitudes about education among students, with more substantial effects in the early 

grades and for those groups that are traditionally disadvantaged in education.        

 Moraleda (1992) affirmed evidence that small educational institutions can 

maintain order which result to better achievement.  The teacher in small classes feel they 

belong and are less prone to stress while teachers with big classes are characterized with 

low morale.   

 But while in progressive countries like the United States of America they are 

trying to reduce class size in their schools, in the Philippines the opposite is happening. 

Bartolome (2003) said that under Section 2, Article XIV of the 1987 Constitution, the 

ideal classroom-student ratio is 1:39. He continued that this scenario became worse in 

1988 and 1989 with a ratio of 1:50 due to the implementation of a nationalized, locally 

funded high school under EO 1890 and RA 9162. Nowadays, in public schools, there are 

classes that have more than 50 students. 

 Section 50 of the 8th Edition of the Manual of Regulation for Private Schools 

stipulates that the enrollment and class size in every subject of each private school shall 

be determined  by the school taking into account the total absorption capacity of its 

facilities, the levels of instruction, the nature of the subject, and such other factors as may 

be  conducive to the teaching-learning process.   
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 Sarmiento (1995), in the annotations he provided to the said section of the 

Manual, explained that DECS naturally expects enrollment in all approved courses to be 

kept to a size that promotes teaching efficiency. If the 7th Edition of the Manual set a 

limit to the number of students per class (Kindergarten – 30 children; Primary – 52 

pupils; Intermediate – 52 pupils; Secondary – 45 students in the 1st year and 50 students 

in the higher years; and College – 50  students  in  recitation  classes  and  45  students in 

laboratory classes), the 8th Edition no longer strictly provides for the maximum number 

of students per class. Rather, it leaves this matter to the discretion of the school 

administrators who are, after all, in the best position to estimate reasonable class size, 

considering their knowledge of the school’s facilities, the level of instruction offered, the 

nature of the subjects and other factors. 

 Number of Enrollees. The enrollment in a school is an important factor related to 

the performance of the school as an organization.  One prevailing notion in the academe 

is that as enrollment increases, it goes to show that parents and students are confident that 

the school is performing well; that their children are in good hands and may develop 

according to their expectations. 

 Having a bigger number of enrollees would also mean a more stable source of 

funds for school operations. It would mean better salaries for teaching and non-teaching 

personnel, better technology, facilities, and equipment and learning materials for the 

students.   Thus,   many   are   thinking   that   the bigger the number of enrollment the 

more effective is the school. 

 But do schools with bigger sizes (there are more enrollees) perform better than the  

ones with smaller number of students? Or is it more beneficial for students when there 

are fewer enrollees in a school? 
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 Nathan and Thao (2007) explained that the positive effects of small schools have 

been known for years but it was not until the last decade that it was convincingly 

established that there exists a strong relationship between higher academic achievement 

and lower number of students in schools. It was noted that the value of small schools in 

increasing achievement, graduation rate, satisfaction, and improving behavior has been 

confirmed with clarity and a level of confidence rare in the annals of education research. 

 Smaller schools, on average, can  provide a safer place for students, a more 

positing and challenging environment, higher achievements, higher graduation rate, fewer 

discipline problems, and much greater satisfaction for parents, teachers and students. 

 In an article posted in a website, Jimerson (2006) pointed out that there is a battle 

going on out there, and it’s not pretty and certainly not rational. Across the country, states 

are pushing to close their small rural schools with the mistaken hope of saving money. 

This struggle is currently happening in almost all regions of the country and includes 

states as diverse as Arkansas, Iowa, Kentucky, Maine, Nebraska, South Carolina, and 

South Dakota. What is especially irrational about this trend is that these efforts persist in 

spite of overwhelming evidence that smaller schools are beneficial for kids. For example, 

research evidence documents that when socioeconomic factors are controlled, children in 

smaller schools: (1) are more academically successful than those in larger schools; (2) 

have higher graduation rates; (3) are more likely to take advanced level courses; and (4) 

are more likely to participate in extra-curricular activities.  

 In addition,   small  schools  are frequently the glue that binds together small com- 

munities, serving as their economic and social hub. Small villages that lose their schools 

lose more than a building—they lose their collective cultural and civic center.  

 The battle is even more illogical when compared with the opposing trend in urban  
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areas, where reform efforts concentrate on breaking down dysfunctionally large schools 

and forming new smaller learning communities. Urban educators, recognizing the proven 

advantages of small schools, are actively pursuing a “smaller is better” model. Some of 

these efforts are state-supported, while others are financed through private sources. The 

Bill and Melinda Gates Foundation, for example, has pumped millions into these urban 

reform strategies.  

 School Fees. Funds, undeniably, are very important in the existence of any 

organization. Indeed, without funds, an organization can not operate. 

 Public schools receive funds from the government. If the Constitution will be 

strictly followed, the public schools should receive the highest allocation from the 

national budget. Conversely, funding of private schools  come from the school fees their 

students pay.  These school fees maybe classified as tuition fees and miscellaneous or 

other fees. 

 Sarmiento (1995), in the annotations following Section 99 of the Manual of 

Regulations for Private Schools, 8th Edition, identified the  possible sources of funds in 

private schools aside from school fees. The said sources are the following: capital 

investments (capital placed in any undertaking involving a common stock partnership, 

corporation, or other judicial entity or association); equity contributions (contributions to 

the   total   stock   of   a  corporation  or partnership, including retained earnings); passive  

investments (income derived from interest, rent, dividends, royalties and the like);  

auxiliary enterprise (residence halls, dining halls, student hospitals, student unions and 

bookstores); and other sources (grants or legacies, donations, gifts, bequests or devises 

received by the school). 

 School   fees   directly   affect   the   effectiveness  of  schools  whether private  or  
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public. The perceived deterioration of public education in the Philippines  is due to 

insufficiency of funds.  Not  enough  classrooms  can  be  built,  so  classes  are held even 

in corridors of the schools; not enough teachers can be hired, so  teachers are forced to 

handle teaching loads more   than   what   they   could   effectively   handle;  and not 

enough technology-enhanced methodologies can be introduced, so the teachers can not 

innovate.  

 But funding is more crucial on the part of private schools because they are on 

their own. Their operation is largely dependent on the school fees they  collect from their 

students and the funds that may come from other sources. Whether or not private schools 

would be effective in carrying out avowed visions and missions will depend largely on 

the funds they have in their coffers.  

 Mueller and Price (1996) stressed that one of the narrowest views of effectiveness 

defines it as ‘the financial viability of an organization. An organization that is financially 

viable can pay its bills as they are due, and the more effective organization will be if they 

have funds in reserve. Proponents of this view state that, though narrow, it is very useful 

because it overcomes the limitations of the wider idea of the goal approach. For example, 

the measurement of financial viability is relatively easy, compared with the measurement 

of managements’ real goals. Return on assets and return on equity are straightforward, 

readily   available   measures  of   financial   viability   for   business  firms. Non-business  

organizations have similar measures: educational institutions can measure financial 

viability as revenue per student; government agencies can measure it as revenue per 

employee. The idea that organization effectiveness can be simply defined and easily 

measured has considerable appeal. 

 A   school   must  therefore  evaluate  if the school fees they are collecting and the  
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funds they are receiving from other sources would really make its operation financially 

viable. Funds are needed to purchase instructional and even non-instructional materials, 

to provide teaching and non-teaching personnel with sufficient salaries and benefits, and 

to finance the needed improvement in physical plant and facilities.  

 Accreditation Level. If a school desires to meet standards of quality over and 

above the minimum required for government recognition,  the use of the mechanism of 

voluntary accreditation is encouraged. The foregoing is what Section 28 of the Manual of 

Regulations for Private Schools (8th Edition) provides. 

 A literature on accreditation the US government posted in its website explains that 

accreditation   is   a   process   of   external   quality  review. Accrediting agencies 

develop standards of excellence in areas such as faculty, curriculum, administration, and 

student services. Institutions and  programs  that  meet  the standards and that are granted 

accreditation continue on a path toward ongoing improvement. 

 What can be considered as the ultimate goal of accreditation is to ensure that the 

education   provided   by   educational  institutions  meets acceptable levels of quality. So  

stringent are the standards set by accrediting bodies that when a school is granted 

accreditation it is perceived to be an effective school and that parents will not go wrong 

should they entrust the education of their children in that school. 

 In a PAASCU primer, accreditation is explained as a concept, a process, and a 

status.  As a concept, accreditation is based on self-regulation which focuses on 

evaluation and the continuing improvement of educational quality. It is also a process by 

which institutions or programs continuously upgrade their educational quality and 

services through self-evaluation and the judgment of peers. Accreditation is also a status 

granted   to   an   educational   institution   or   program  which meets commonly accepted  
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standards of quality or excellence.  

 The basic characteristics of accreditation, as explained in the said primer, are the 

following: its prevailing sense of volunteerism; its strong tradition of self-regulation; its 

reliance on evaluation techniques; and its primary concern with quality.  

 Both the Department of Education and the Commission on Higher Education 

recognizes the Federation of Accrediting Agencies of the Philippines (FAAP) as the 

agency to certify, pursuant to its general or common standards, the accredited status of 

schools and their programs. The three (3) recognized accrediting agencies  now under 

FAAP are the Philippines Accrediting Association of Schools, Colleges and Universities 

(PAASCU), the Philippine   Association   of   Colleges   and   Universities   Commission   

on  Accreditation (PACUCOA) and the Association of Christian Schools and Colleges 

Accrediting Agency (ACSCAA). 

 Accredited RVM schools  (and those currently undergoing accreditation) pursue 

their   accreditation   through   PAASCU   which   currently handles most of the member- 

schools of the Catholic Educational Association of the Philippines.   

 There are also international accrediting organizations and agencies such as the 

International Network for Quality Assurance Agencies in Higher Education (INQAAHE), 

the North Central Association Commission of Accreditation and School Improvement 

(NCA CASI) the Asia-Pacific Quality Network (APQN), the Council for Higher 

Education Association (CHEA), and the Commission on Recognition of Postsecondary 

Accreditation (CORPA) (EducationUSA: 1999).  

 The North Central Association Commission of Accreditation and School 

Improvement (NCA CASI) discuss what benefits students, schools, parents and the 

general public can derive from accreditation. 

 

http://educationusa.state.gov.accred.htm/
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 Benefits to Students. The following are the possible benefits students can derive 

from accreditation: (1) Increase Performance – Accreditation focuses a school on 

improving learning for all students; (2) Transfer of Credits – Accreditation eases the 

transition of students as they move from one accredited school to another; and (3) Access 

to Program and Scholarship – Accreditation can also benefit students as they participated 

in specific sports program, apply for federal grants or scholarships or pursue admission to 

college that require student to come from regionally accredited school. 

 Benefits to Parents and the General Public. Accreditation assures parents and the 

public   that   the   school   is   focused on raising student achievement, providing a safe 

and enriching learning environment and maintaining an efficient and effective operation. 

Accreditation extends across state lines, assuring parents and the public that their school 

adheres to high quality standards based on the latest research and successful professional 

practice. 

 Benefits  to  School Boards.   NCA   CASI   accreditation   focuses   all schools on 

improving student performance and, most importantly, provides a proven resource to use 

in raising student achievement. NCA CASI accreditation also provides school boards 

with independent, non-governmental validation that the schools they oversee are 

effectively using public funds to deliver quality education services to their students. In 

addition, NCA CASI  accreditation   is   a   cost-effective  way to engage all of the 

schools  in a district in a coherent school improvement process and align local, state, and 

federal requirements. 

 Benefits to School. Accreditation provides educators with a proven process for 

raising student achievement. Educators from accredited schools benefit from multiple 

sources  (publications, manuals, software, professional development, and conferences) all  
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of which assist them in school improvement. Accreditation provides educational leaders 

at all levels with deserved recognition for  going above and beyond the minimum to 

demonstrate their ongoing commitment to quality and success for all students (NCA 

CASI: 1999).       

 As provided in the Manual of Regulations for Private Schools, 8th Edition, the 

levels of accreditation are as follows: Level 1 (Applicant) – Which refers to 

institutions/programs which have at least undergone a preliminary survey visit and are 

certified by the FAAP as capable   of   acquiring   accredited   status,  within one or two 

years. No special benefits are provided for this level; Level 2 (Accredited Status) – 

Which refers to institutions/programs which  have  at least been granted initial accredited 

status by any of the member agencies of the FAAP, and whose status  is certified by the 

latter; and Level 3 (Reaccredited Status) – Which refers to institutions/programs which 

have been reaccredited and which have met the additional criteria or guidelines set by the 

FAAP for this level.                                                           

 An   accrediting  agency may provide additional levels beyond Level 3 for its own  

purposes.     

 School Environment. One of the factors that greatly contribute to school 

effectiveness is school environment . Lackney (1999) asserts that the location of schools 

is of critical importance if they are to be sustainable for effective teaching and learning.”  

 School environment or location has been  viewed differently in several studies  on 

school effectiveness. There were studies where location is taken purely in the  

geographical context – whether  the school is located in a barangay, in a town or in a city, 

or   whether  the school is near or far from the students’ residence. But there were also 

studies  where  location,  as a variable,  was analyzed in the context of environment of the  
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school. 

 In this study, location is considered in the context of environment of the school, 

whether or not that environment is conducive to learning or not. 

 The   Philippine   Accrediting   Association  of   Schools,  Colleges  and 

Universities (PAASCU) has set a criteria as to where ideally a school should be located 

which they (the PAASCU) referred to as “site.” In the category of physical plant the 

accrediting   association   recommended   that   the  site should be located in a wholesome 

environment, free of moral and physical hazards and unsanitary conditions.   

 It is important that a school should be situated in an environment that is free from 

any form of distraction that may affect the academic performance of students. Thus, the 

PAASCU, in their accreditation instrument,  set the following questions that must be 

considered in the evaluation of the site where a school is located. The questions are as 

follows: (1) How wholesome  is  the  site  from  the  educational,  moral  and  cultural  

points  of   view?; (2) How satisfactory are the conditions in relation to health and 

safety?; (3) How adequate is the site in terms of present and prospective needs of the 

school?; and (4) How accessible is the site to its clientele? 

 The World Health Organization (WHO) advocates healthy physical school 

environment. WHO prepared a document  entitled “The Physical School Environment-

An Essential Component of a Health Promoting School” to help individuals, 

communities, school officials, and governments improve the health of children by 

reducing their exposure to environmental hazards. 

 WHO defines a health-promoting school as “one that constantly strengthens its 

capacity as a healthy setting for living, learning and working.” Provisions for safe and  

sufficient  water,  sanitation,  and  shelter  from  the  elements  are  basic  necessities of a  
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healthy physical learning environment. 

 A healthy school environment can directly improve children’s health and effective 

learning  and   thereby   contribute   to   the   development   of  healthy adults as skilled 

and productive members of society (WHO: 2003).  

 Lackney (1999) mentioned that the Science community has accepted the fact that 

prolonged  exposure  to  high-intensity  noise   in   community   or   work settings is often 

 harmful to the health and behavior of large segments of the exposed populations. He 

emphasized that noise in the learning environment can originate from within as well as 

outside the school building and that both forms of noise can have major affects on student 

behavior and in some cases achievement.  

 He  also  pointed  out   the  following:   that  exposure  to  traffic noise at 

elementary schools also has been associated with deficits in mental concentration, 

making more errors on difficult tasks, and greater likelihood of giving up on tasks before 

the time allocated has expired; that there is an increasing evidence of noise effects on 

human performance that persist outside of the noisy environment; that one of the deficits 

in achievement scores of children attending noisy schools is that noise interferes with the 

teaching-learning process, thus resulting in a cumulative and progressive deficit; and that 

noise decreases teaching time for forcing teachers to continuously pause or by making it 

difficult for the student and teacher to hear one another. 

 Physical Plant and Facilities.    It   is   a   general   rule   that the physical plant 

and facilities of the school is such that it is adequate for the attainment of the objectives 

of the school. The physical plant  includes site, campus, buildings, equipment and the 

offices or venues for the other services rendered by the school. 

 Can  school  buildings  and  classrooms  actually have a substantive impact on the  

http://www.who.int/school_youth_health_media/en/physi-%20cal_sch%20_environment.pdf


 

49 

learning process that occurs within them?  The foregoing is seemingly a simple question 

yet very essential. And that very question motivated the Tennessee Advisory Commission 

on Intergovernmental Relations to evaluate how school facilities affect education 

outcomes  (Young: 2003). 

 The  said Commission worked so hard to find the answer to the said question for 

the following reasons: (1) the  growing  evidence of a correlation between the adequacy 

of a school  facility  and  student  learning; and (2) if facilities do affect the learning 

process and school administrators and policy makers are not taking this into account, it is 

possible that the money  allotted  for  education  are not being spent as effectively as they 

could be. 

 The following is the executive summary of the said report. “There is a growing 

evidence of correlation between the adequacy of a school facility  and student behavior 

and performance. Almost all of the studies conducted over the past three decades, 

including two between the condition of a school, classroom, and student achievement. In 

general, students attending school in newer, better facilities score five to seventeen points 

higher on standardized tests that those attending in substandard buildings. 

 School facility factors such as building age and condition, quality of maintenance, 

temperature, lighting, noise, color, and air quality can affect student health, safety,  sense 

of self, and psychological state. The research has also shown that the quality facilities 

influences citizen perceptions  of schools and can serve as a point of community pride 

and increased support for public education. 

 The influence of the physical built environment is often subtle, sustained and 

quite difficult to measure with precision. But we all know from personal experience that 

setting  do make a difference. Most people concede that their inner feelings upon entering  
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a cathedral are different from the feelings they experience entering a cafeteria or a 

parking garage. Individuals associate various feelings with their settings. The relationship 

among the actual, the experienced and the perceived physical environment are a 

somewhat neglected, but nonetheless important,  area of study. 

 Of  special  importance  is the effect that facilities have on time in learning, which 

is universally acknowledged as the single most critical classroom variable. Every school 

year,   many     hours     of   precious   and   irreplaceable   classroom   time  are lost due 

to lack   of  air  conditioning,  broken  boilers,  ventilation  breakdowns,  and other 

facilities-related  problems.  No one knows the extent of those occurrences in 

Tennnessee. 

 The TACIR report also identified the physical characteristics of schools that 

directly or indirectly affect learning. These physical characteristics are as follows: 

external physical (building foundation and structure, exterior walls, roof, windows, age 

of building, maintenance,   school    grounds);  internal   physical  (doors,  floors, interior 

walls, ceiling, HVAC system, electrical and plumbing, lighting, maintenance, lockers, 

storage space); security and safety (security guards, weapons screening, ingress and 

egress, fire control, emergency lighting, school order and discipline); ambience, 

environmental health (air circulation/ventilation, indoor air quality, radon, asbestos and 

lead paint, cleanliness, material safety –lab chemicals, cleaning supplies); physical 

classroom (lighting, acoustical quality, internal and external noise, temperature control, 

design/arrangement); psychological (color schemes, graffiti, peeling paint, crumbling 

plaster, condition of restrooms, broken windows, privacy, size of school, sense of 

emotional well-being); and instructional (teacher, principal, science lab, computers, 

access to library, curriculum, class size, time in learning).  
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  Library Resources. The library and its resources are very important in achieving 

organizational   effectiveness in schools. It is one area that should not be taken for 

granted if, indeed, school administrators intend to optimize the potentials of their 

students. 

    The   Philippines   Accrediting  Association   of Schools, Colleges and 

Universities (PAASCU) have set a criteria for  to be adhered to by schools seeking 

accreditation.  

 The PAASCU declared that the high school library and audio-visual center is not 

a mere  storage  for  books,  but  a dynamic institution for teaching the love and use of 

books, and other instructional materials. The accrediting agency added that to be really 

effective, the library  must  be  vitally correlated  with the objectives of the school. There- 

Therefore, provision should be made for the early orientation of the student to the library 

and audio-visual center. They also identified the main functions of the high school library 

and audio-visual center. Such functions includes the following: to assist effectively in the 

school programs as it strives to meet the educational demands of the students, by 

providing its appropriate   educational  materials   and  services;   to  motivate, stimulate 

and improve the reading habits of students so that they may grow in critical judgment and 

appreciation; to meet the research needs of the students, according to their level of 

maturity, especially the gifted ones; to encourage faculty participation in the selection 

and use of all types of library and audio-visual materials needed in the classrooms and 

laboratories; to train students in the use and care of valuable library audio-visual 

materials, so that in later years they will be able to use larger libraries and be owners and 

users  of books in their homes; and to provide the technical and specialized study 

materials needed to keep the faculty abreast in the teaching field. 
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Teacher-Related Variables 

 Educational Attainment.  The quest for effectiveness in schools begin with the 

hiring of competent faculty members. No matter how good the physical plant and 

facilities, without faculty members who are academically and professionally prepared, a 

school can not hope to achieve effectiveness. An oft-repeated phrase goes “A competent 

faculty member is essential  for a good school.” 

 A teacher gains competence through his education and training. It is his academic 

preparation that prepares him for mentorship. Thus, the minimum requirement as far as 

educational attainment is concerned is a degree in Education.  

 Barr (2004) noted that success in teaching should be judged by upward mobility 

as degree earned.  A teacher can stay renewed and effective in his performance with the 

help of good supervision, meaningful work, and the self-learning that can take place 

beyond a professional master’s or doctor’s preparation.  Barr said that few would agree 

that there is a growing expectation of doctoral study for both advancement and credibility 

in elementary or secondary education. 

 Barr enumerated his assertions on the issue of educational qualification: (1) a 

current job could be retained without a doctorate degree, promotions from within is one 

way that someone without a doctorate can advance; (2) many mid-management and 

upper-management positions in most institutions are not available without the doctoral 

credential; and (3) prospective doctoral students without prior experience in higher 

education may find the degree alone insufficient for obtaining an administrative position 

in higher education. 

 Indeed, classroom effectiveness is   associated   with   teacher’s  human capital 

attributes,  commonly  referred   to  as teacher quality. Teacher quality could be measured  
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using a number of indicators, including teacher educational attainment. The existing 

research suggests that in general, higher levels of teacher education are associated with 

higher overall classroom quality, more positive teacher behaviors in the classroom, and 

greater gains in cognitive and social development in children.  

 According to Arnheem (1999), the importance of education is not as the sole 

determinant  of job performance,   but as one of  the essential components in the develop- 

development of a competent worker. It is an on-going process that demands a 

commitment from different schools to keep education programs, of the highest quality 

and reflective of the needs of the people. It is important to note that this vision 

emphasizes that the purpose of having good education and high standard of education 

programs is to provide better services to people who wants to learn. 

  Length of Teaching Service.  Educators  agree that the length of service of a 

teacher is important in   the   development   of   good  teaching.  It is believed that the 

more experienced the teacher, the more is his knowledge of the subject. And with more 

knowledge, there will be a wider range of ideas that he can share in classroom 

discussions (Potter and Kirby: 2004). 

 It is true that information gathered in the undergraduate course may not be enough 

to provide Education students with all the necessary information they need when they 

eventually become a teacher. Additional  information may be taken from seminars, 

workshops and the like. But what makes the a young teacher eventually an expert in his 

profession is the number of years he will be spending in the profession. 

 Willis (2004) said that not all teachers who decide to leave the profession are 

unsuited for the job. Some depart because they become discouraged and frustrated with 

the   demands   of   the   job,   and   the conditions under which they work.  Some of these  
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individuals could have been successful and effective teachers if the conditions in the 

schools in which they worked had been less difficult or if support and assistance had been 

provided. 

 Schermerhorn, et. al. (1997) agrees with the assertions of experts that teachers 

move through stages of concerns as experience is gained. Concerns about how other see 

them as teachers was thought to be higher among beginning teacher. With more 

experience gained, there is a decrease in self-concerns and increase in concern with 

teaching tasks. 

 Educators believe that at the beginning, teachers’ concerns  and needs differ from 

those  of experienced teachers. Beginners worry about  discipline and student control, 

being liked by students , and being liked by other teachers. They are particularly fearful 

of parents and express concern about their self-adequacy, about subject matter adequacy, 

and about being evaluated.  

 Commitment to Job and Organization. Commitment of teachers to their job is 

an indispensable element of school effectiveness. The fulfillment of the goals and 

objectives of an academic organization hinged so much on the degree of commitment of 

the teachers to their job.  

 Hubberman (1993) said that teacher commitment has been identified as one of the 

most critical factors for the future success of education and schools. Teacher commitment  

is closely connected to teacher’s work performance and it has an important influence in 

student achievement. Many times it was proven that better performance of students in 

their academic undertakings was a result not of the educational attainment and length of 

teaching experience of their teachers but of the unwavering commitment of the teachers 

to their profession. 
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 According to Schermerhorn, et. al. (1997), commitment refers to the degree to 

which a person strongly identifies and feels a part of the organization. An individual who 

has high organizational commitment is considered very loyal; an individual who is highly 

involved in a job is considered very dedicated to it. 

 Competitive   advantage   could   be   created   out   of   high    performance.    

High performance require high levels of commitment. While jobs are designed to be 

broader and teams, rather than individuals, are the units that are held accountable for 

performance in the commitment   model,   it   is the individual from whom all good 

results come because often associated with early stages of individual and organizational 

change is explanation of basic premises or assumptions held by individuals (Payne: 

1996). 

 In sociological term, Kantes (1994) defines commitment as “the attachment of the 

self requirements of social relations that are seen as self-expressive”.  Commitment limits 

self-interest to social requirements. A person is committed to a relationship or to a group 

to the extent that he sees it as expressing or fulfilling some fundamental part of himself, 

he is committed to the degree that he perceives no conflict between its requirements and 

his own needs; he is committed to the degree that he can no longer meet his needs 

elsewhere.  When a person is committed, what he wants to do is the same as what he has 

to do and thus he gives to the group what he needs to maintain itself, at the same time, he 

gets what he needs to nourish his own sense of fulfillment. 

  Commitment is an attribute that makes the professional maintain a strong 

membership in the organization. This refers to the individual’s willingness to devote 

energy and  loyalty  to  the   organization   and   maintain   emotional   bond   with 

organization and willingness to follow rules and norms governing behavior.  
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Principal-Related Variables 

 Educational Attainment.  The  responsibilities the principal carries on his 

shoulder   are   definitely   hard   and   complicated.   The   principal   is tasked to exercise  

educational leadership and carry out a definite program of progressive development in all 

significant aspects of school operations. Thus, an applicant for the position (Principal), as 

provided in the Manual of Regulations for Private Schools (8th Edition), should at least be 

a Master’s degree holder and have at least five (5) years of relevant teaching or of 

administrative experience.  

 The educational attainment is a primary consideration for whoever will take an 

educational leadership position, most particularly for a sensitive post like that of a 

principal.  

 Vermont (2003) said that it is accepted in the academic community that the higher 

the   education   one gets the more authoritative he becomes in his chosen field.  

Becoming   authoritative  does  not  mean  becoming  autocratic  but   turning   to be 

more confident of one’s capabilities. The training one gets for continuous schooling will 

make one more knowledgeable and skillful. Such knowledge and skills are the factors 

that build one’s confidence and take on the challenges that a leadership position may 

bring.                                                                                                                        

 But not just about anyone who may have earned a Master’s degree and have at 

least five years of relevant teaching experience should qualify as a principal. It is 

important that certain parameters be set in the selection of who becomes a principal. The 

organizational effectiveness  of  a  school  relies  so  much  on the kind of leadership that 

the principal is capable of manifesting. And the most important role of the principal is his 

instructional leadership because what the things he does in the implementation of the 
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curriculum is what  would directly affect the academic performance of the students. 

(NASBE: 1999). 

 In the United States of America, there are schools districts that require candidates 

for principalship to have undergone a university-based principal preparation program 

before they could be assigned or hired as principals or school administrators.  

 In the report aforementioned it was also mentioned that in North Carolina, the 

General Assembly has funded a scholarship program for highly-qualified individuals to 

become school principals. The said program is called North Carolina’s Principal Fellows 

Program. Those who are qualified to enroll in the program is given $20,000 per year for 

two years of full-time study to complete the Master of  School Administration degree at 

one of nine participating public universities.   

 At Bank Street College of Education in New York City, the Principals’ Institute is 

a highly competitive Master’s program leading to New York State administrative 

certification. The institute requires candidates to complete rigorous course work that is 

led by  both  academic  faculty  and  practicing New York City administrators. 

Candidates must also  complete  a  full-time  half-year internship. The  program includes 

regular site visits to diverse schools across the city and guest speaker sessions that  may 

include business leaders, representative of community organizations, and New York City 

school Board Members. In addition, a candidate must complete a final project in which 

they design their own schools.  

 Supervisory/Administrative Experience. As previously mentioned, becoming a 

principal is a difficult job. It is important that a principal is equipped with the necessary 

knowledge, skills, and training in order to succeed in leading the school towards the 

attainment of its goals and objectives.  
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 A lot is required from a school principal.  Portin, et. al.,   (2003) identified the 

seven common functions of leadership evident in all types of schools and performed by 

someone in each of them. Obviously, it is the principal who should perform these 

functions of leadership. These common functions of leadership are: Instructional 

Leadership (assuring quality instruction, modeling teaching practice; supervising 

curriculum, and assuring quality of teaching resources); Cultural Leadership (tending to 

the symbolic resources of the school – traditions, climate, history, etc.); Managerial 

Leadership (tending to the operations of the school – its budget,  its schedule, its 

facilities, safety and security, and transportation;  Human Resource Leadership 

(recruiting,   hiring,   firing,   inducting   and   mentoring   teachers    and   administrators, 

developing leadership capacity and professional development opportunities); Strategic 

Leadership (promoting a vision, mission, goals and developing a means to reach them);  

External Development Leadership (representing the school in the community, developing 

capital, public relations, recruiting students, buffering and mediating external interests, 

and advocating for the school’s interests); and Micropolitical Leadership (buffering and 

mediating internal interest, maximizing financial and human resources). 

 With such  magnitude of functions, it is required that a principal should have 

sufficient supervisory experience.  

 It could be construed from the foregoing that it is difficult to entrust the 

principalship of a school to a neophyte in the field. While it may be true that an 

individual can undergo training and credential program for principalship, such training 

and short program can not supplant actual supervisory experiences.   

  Heck, Larsen and Marcoulides (1990) explained that how principals govern 

school   directly   affects   their   implementation of key instructional leadership behaviors  
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within their work structure, such as school climate and school educational organization, 

which then influence student achievement. As schooling becomes and remains the 

predominant formal mechanism through which citizens are formed, socialized and 

prepared for roles in the political, cultural, and economic arenas of adult life, the 

governance of the school becomes increasingly important. Thus, the role of the principal 

as a supervisor is very important. 

 Leadership Behavior. For an organization to succeed, an effective leader is 

needed. Leadership  is  a key component in the achievement of organizational 

effectiveness. 

 Leadership  is  commonly defined as the art or process of influencing other people  

so that they contribute willingly and enthusiastically toward group goals. A somewhat 

more complex but challenging definition of leadership, according to Tappen (1990)  is 

“The ability to translate intention into reality and to sustain it and that it is a purposive 

(goal-oriented) behavior involving an exchange with other  people.”  

 Tappen said that there are several theories on leadership behavior and styles. 

Included among the said theories are “Trait Theories.”  Leaders are said to be born and 

not made. Trait theories assume that a person must have certain innate abilities, 

personality traits, or other characteristics in order to be a leader.  

 The “Behavioral Theories” which is sometimes called  the functional theories of 

leadership classify leaders according to their individual styles.  The autocratic leader 

commands and expects compliance, is dogmatic and positive, and leads by the ability to 

withhold or  give   rewards and punishment.  He maintains strong control over the people 

in the group. The democratic or participative leader consults with subordinates on 

proposed  actions  and   decisions  and encourages participation from them.  The free-rein  
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leader (laissez-faire) uses his or her power very little, if at all, giving subordinates a high 

degree of independence in their operations. 

 The use of any style will depend on situation. It recognizes that which style of 

leadership is appropriate depends on the leader, the followers, and the situation. 

 According to Koontz and Weilhrich (1990), the most important elements that may 

influence a manager’s style can be seen along a continuum as (1) the sources operating 

on the manager’s personality, including his or her value system, confidence in 

subordinates, inclination toward leadership styles and feelings of security in uncertain 

situations: (2) the forces in subordinate (such as their willingness to assume 

responsibility,   their   knowledge   and experience, and their tolerance for ambiguity) that  

will affect the manager’s behavior; and (3) the forces in the situation, such as 

organization values and traditions, the effectiveness of subordinates working as a unit, the 

nature of a problem and the feasibility of safety delegating the authority to handle it, and 

the pressure of time.  

 Bass (1990) pointed out that the effectiveness of the leader is determined by the 

presence of observable change in the behavior of the followers.  This observed change 

results from motivational changes and from the leader’s initiating structure into the work 

situation. In a formal organization, leaders use such things as promise of reward, support, 

consideration, and the like in order to motivate.  He calls this motivational aspect of 

leadership a variation along a dimension of consideration.  Bass suggest this way of 

accomplishing successful leadership, which he calls as “making others more able to 

overcome the obstacles thwarting goal attainment. 

 Stogdill (1990) emphasized the critical importance of roles in the phenomenon of 

leadership.   He listed three factors that are important in shaping the expectations defining  
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an individual’s role in a group.  Firstly, the status and function of the position occupied 

by the individual.  Secondly, the demands made upon the individual by his group due to 

the variations in the group’s structural and operational requirements; and thirdly, the 

perceptions of the group members concerning the kind of person the individual is.  The 

leadership role can emerge out of these contributing factors. 

 Bennis (1991) contends that leadership is a requirement for the effectiveness of 

any organization at anytime.  He says that for an organization to be effective, it must be 

simple and  that  its  people  must  have   self-confidence  and  intellectual self-assurance.  

Insecure managers, according to him, creates complexity. 

 He further explains that one of the prerequisites   to be a successful leader   is   the 

ability to accommodate the pressures of a competitive world.  He must possess the 

qualities that would allow him to work well with different people with different values, 

needs and goals.  Moreover, the leader should know that values shape leadership.  High 

moral and ethical  standards  are   essentials.  These   do no change from one job to 

another.  Honestly, truthfulness, integrity, unselfishness are very important traits of an 

effective leader.  Leaders should also understand the needs of people who depend on 

them.  Trust, mutual respect and credibility are qualities that must be fostered at all times. 

 Leadership in the context of the principal-teacher relationship was discussed by 

Graves (1992).  According to him, the principal and the teachers should seek a thorough 

understanding of their respective rights and duties.  They must show a real desire and 

effort to cooperate and should cultivate a high sense of loyalty toward each other.  The 

principal interprets the curriculum and outlines the plan but leaves it to the teachers to 

carry it out.  The teacher must, however, look to their principal for leadership, 

interpretation of objectives, and coordination of their efforts since each teacher deals only  
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with a cross section of the work and must not be isolated.  But the principal should not 

exercise   his  authority   at   every   turn   and expect the teachers to follow him 

woodenly but should inspire them through leadership and encourage them to think for 

themselves. 

 Marquez (1995) said that the leadership role or function involves the motivation, 

direction, supervision, guidance and evaluation of others for the purpose of 

accomplishing a task.  The task may be something that the group wishes to do, or more 

typically, it is assigned by the organization of which the group is a part.  The leader is 

normally expected to   make decisions  for members of his or her group that determine 

the group actions.  The effectiveness of a leader is usually measured on the basis of rating 

given by immediate supervisors   or   whenever possible, by measuring the performance 

of the leader’s group. 

 

Related Studies 

 The review of the following studies related to predictors of organizational 

effectiveness in schools provided the researcher with a lot of insights.  

School-Related Variables and Organizational Effectiveness 

 Barton (2004) identified certain factors that correlate with student achievement 

among minority students in North Carolina. The said factors are classified as follows: 

“before and beyond school” and “in school.”  Under the first classification are the 

following: birthweight, lead poisoning, hunger and nutrition, reading to young children, 

television watching, parent availability, student mobility and parent participation. Rigor 

of the curriculum, teacher experience and attendance, teacher preparation, class size, 

technology-assisted  instruction,   and   school   safety   are   the  ones  put under the 

second classification. 
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 He added that among the school factors that are associated with achievement, the 

reader may be looking for such factors as the quality of leadership, pedagogy, and 

professional development. Although other researches in these areas may well establish a 

relationship, the researcher did not find that his study establishes a consensus on those 

factors. 

 Unlike the study aforementioned, the present one did not look into the possible 

effects of student-related (like birthweight, hunger and nutrition and others) and parent-

related factors (parent availability and parent participation) to organizational 

effectiveness.  Conversely, while the present study included principal-related factors as 

independent variables, the other one did not. Both studies however, considered the 

influence of school-related and teacher-related  factors where specific variables like 

teacher experience, teacher preparation and  class size and their effects on the 

performance of students where commonly scrutinized. 

 Stockard and Mayberry (1992) found that the quality of a physical plant or 

environment  is related to non-cognitive outcomes, such as better attitudes toward school.  

These outcomes may eventually relate to higher academic achievement. They concluded 

that human nature makes people feel better about themselves when their surroundings are 

pleasant. Students who have better attitudes usually learn more and work harder. 

 A good school facility, Cash (1993) emphasized, supports the educational 

enterprise. Research have shown that clean air, good light, and a small, quiet, 

comfortable, and safe learning environment are important for academic achievement. 

While factors such as student socioeconomic status and parental involvement are among 

the most important predictors of student academic performance, they would mean 

nothing if the condition and adequacy of school facilities are not taken care of – hence 
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improving school facilities offers a feasible opportunity for improving academic 

performance. 

 Similarly, in this study evaluated also was how the physical plant and facilities of 

the school influenced the outcome of students’ performance. The current study also 

hypothesized that physical plant and facilities are predictors of organizational 

effectiveness. 

 Cotton (1996) performed a comprehensive study on the number of enrollees in a 

school and its effect on the performance of students. Her study was entitled “School Size, 

School Climate and Student Performance.”  Cotton’s findings seem to favor the 

maintenance of a smaller number of enrollees in a school. The following list highlights 

the major points she established in  her paper: (1) Academic achievement in small 

schools is at least equal—and often superior—to that of large schools; (2) Student 

attitudes toward school in general and toward particular school subjects are more positive 

in small schools; (3) Student social behavior—as measured by truancy, discipline 

problems, violence, theft, substance abuse, and gang participation—is more positive in 

small schools; (4) Levels  of  extracurricular  participation  are  much  higher  and more 

varied in small schools  than  large  ones,  and  students  in  small schools derive greater 

satisfaction from their extracurricular participation; (5) Student attendance is better in 

small schools than in large ones; (6) A smaller percentage of student drop out of small 

schools than large ones; (7) Student have a greater sense of belonging in small schools 

than in large ones; (8) Student academic and general self-concepts are higher in small 

schools than in large ones; (9) Interpersonal relations between and among students, 

teachers, and administrators are more positive in small schools than in large ones; and 

(10)  Teacher   attitudes  toward  their  work  and their administrators are more positive in  
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small schools than in large ones.  

 Cotton,  however,   pointed out that there is no clear agreement among researchers  

and educators about what constitutes a small school or a large school although many 

researchers, however, indicate that an appropriate and effective size is 300-400 students 

for an elementary school and 400-800 students for a secondary school. 

 Cotton’s study and the current one both hypothesized that class size is a predictor 

of effectiveness of schools. Both studies maintained that the number of students 

comprising  a class can affect the academic performance of students. 

 Lackney (1999) considered the school size (number of enrollees) in her study. She 

mentioned about the now  classic big school, small school study conducted by Roger 

Barker and Paul Gump in 1964 which pointed out that  small schools, in comparison with 

large schools, offer students greater opportunities to participate in extracurricular 

activities and to exercise leadership roles. In particular, participation in school activities, 

student satisfaction,  number  of  classes  taken, community employment, and 

participation in social organizations were all superior in small schools relative to large 

schools.  

 Lackney also  revealed  that a review of over 300 subsequent studies indicated 

that small schools also have lower incidence of crime levels and less serious student 

misconduct.       

 An  archived  information  from  the  Internet  enumerated  findings  of  past  

studies conducted    on   class   size   and   student   performance.   One such study was 

the one conducted  by  Smith  and  Glass  in  1999.  The  said researchers published a 

meta-analysis combining the results of 77 empirical studies pertaining to the relationship 

between   class   size  and achievement, and soon followed it with a second meta-analysis  
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analyzing the relationship between class size and other outcomes. Overall, they found 

that small classes were associated with higher achievement at all grade levels, especially 

if students were in the small classes for more than 100 hours, and if student assignment 

was carefully controlled. They found that the major benefits of reducing class size 

occurred where the number of students in the class was fewer than 20. In their second 

study, they concluded that small classes were superior in terms of students' reactions, 

teacher morale, and the quality of the instructional environment. 

 Another study presented in the article was the one made by Slavin in 1999. Slavin 

employed a best evidence synthesis strategy to analyze empirical studies that met 3 

specified criteria: a study was included only if class size had been reduced for at least a 

year,   classes   of less than 20 students were compared to substantially larger classes, and  

students in the larger and smaller classes were comparable. Slavin found that reduced 

class size had a small positive effect on students that did not persist after their reduced 

class experience. 

 The article also cited the study made by Ferguson on 1990. More positive 

conclusions have been drawn from Ferguson’s analysis of a substantial database about 

the Texas education system. Using data from more than 800 districts containing more 

than 2.4 million students, he found significant relationships among teacher quality, class 

size, and student  achievement. For  first  through  seventh  grades,   using   

student/teacher  ratio as a measure of class size, Ferguson found that district student 

achievement fell as the student/teacher ratio increased for every student above an 18 to 1 

ratio. Measures of teacher quality (that is, teacher literacy skills and professional 

experience) were even more strongly related to higher student scores. 

 The  studies  aforementioned  and  the current one are the same in articulating that 
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school size or number of enrollees is positively correlated to organizational effectiveness, 

that the number of enrollees may affect the academic performance of students in a 

particular school. However, unlike the studies cited, in this study, the effect of number of 

students on organizational effectiveness was considered in combination with the effects 

of other variables (US Government: 2008). 

 Cebedo (2000) stressed that in order to carry out the thrust of the private schools, 

sufficient funds should be made available at any given time. These are necessary to cover 

the cost for the acquisition of school equipment and facilities, and to meet up-to-date 

payment of the salaries and benefits of employees. The latter is a need that is 

incontestable. Primarily, people work to earn a living and pay is the strongest incentive of 

man. Better pay for teachers would result in better performance and would redound to 

student’s learning. 

 The woe that continue to plague the Philippine education is financing. This is true 

to both the public and private schools. Bulac (1994)  expressed that the lack of sources of 

income to meet budgetary needs will paralyze the school’s operations. On the other hand, 

an institution that is adequately funded can employ good teachers, acquire good facilities 

and construct big and modern buildings. 

 Bulac further cited that the schools beleaguered with lack of funds for school 

development  will struggle for survival. Financing the private schools has been a problem 

to the school administrators. Though there are private schools which are well-funded by 

both local  and foreign sources, these schools are few in number. Likewise government 

subsidies are  enjoyed only by a few schools. 

 Private educational institutions depend largely on the amount of fess they collect 

from   the   students.    The  school   fees  usually   charged   by the school, are mainly the 
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tuition, matriculation, athletic, medical-dental, laboratory and other fees depending on  

the types of services offered by the school. It is only through these revenues that private 

schools exists; hence, the collection policies must be functional in order to meet the needs 

of the school and sustain its operation.  There is a need for schools to be financially 

viable in order for them to attain organizational effectiveness. 

 The studies aforementioned and the current one commonly hypothesized that 

school fees are predictors of organizational effectiveness in schools, that the success of 

the schools in effecting the best academic performance from their students hinged on the 

availability of funds which they can use in providing the students with the best materials 

and facilities and in the hiring of the most qualified teachers. 

Teacher-Related Variables and Organizational Effectiveness 

 The   impact  of teacher education on early childhood education was studied in the 

United States. The study claimed that the key question for early childhood education 

policy is the extent to which classroom quality could be improved by raising 

requirements for teacher educational qualifications. Studies generally find a positive 

relationship between teacher’s educational attainment and classroom quality, but 

conventional reviews do not provide estimates of outcomes that are comparable across 

studies. The study (a meta-analysis) was conducted to provide a quantitative synthesis of  

research findings on the relationship of teacher educational attainment and measures of 

classroom quality and child development in center-based early childhood care and 

education  (ECE) settings.  

 The primary focus of the study was whether completion of a bachelor’s degree 

has a  positive impact on ECE outcomes. The analysis indicated that effects on quality 

outcomes from teachers with a bachelor’s degree (the treatment group) were significantly 
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different from those teachers with less education (the comparison group). In standard 

deviation units, the average effect was .16 standard deviations (p < .05) higher for 

teachers with a bachelor's  degree  than  for  their  non-bachelor’s   degree  counterparts  

(NIEER: 2007). 

 Educational attainment is one of the best measures of student achievement.  

Quality of education in any institution depends on the quality of its faculty.  For this 

reason the government prescribes that the teachers at the tertiary level must have a 

Master’s degree in the  field  in   which   they   teach.  Unfortunately  only  about  one  

third  of  college faculty members in the Philippines have there credentials.  Through 

masterals and doctoral studies , in addition to short-term local and foreign training 

programs, this is ensure that the level of teaching and research competencies will rise to 

its competitive level, thus, strengthening student’s performance who will be adequately 

prepared to face the global innovative trends vital for development and progress.  

Furthermore, the report also presents that Science and mathematics subject comprise 

about one-fifth of the Engineering curricula.  In most Engineering  school,  especially  the  

larger  ones,  these  subjects  are  taught  mainly by the Engineering faculty. Many of 

these are Engineering graduates who have not had further studies in Science and 

Mathematics beyond the Bachelor’s level.  To increase their level of instructional 

competence in terms the subject knowledge in Science and Mathematics taught in the 

Engineering curricula, there is a need for a faculty development program to target these 

faculty members (PCER: 2000).  

 Attrition is an important problem in any occupations, including teaching.  Data 

that were cited by Potter and Kirby showed that about 20% of new teachers left after one 

year in the classroom.  The researchers estimated that only about 30%  of the men and 
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50% of women would be teaching 5 years after entering the profession.  Some people 

who leave teaching do so because  they  decide  that  they  are not temperamentally or 

intellectually suited  for   the  job,    whereas  others depart because they are discouraged 

by what they perceived as a lack of success in thee classroom. 

 Nielsin (2005) opines that academically able teachers are more likely to leave the 

profession as compared to those with less academic ability.  The loss of able employee is 

always a source of concerns to employers.  The question is whether more of these capable 

teachers  would   be   retained   in   teaching   if   they were provided with the support and 

assistance needed in order for them to feel successful in their work. 

 Feynman’s (2004) identified the ten most frequently perceived problems by 

teachers in their schools.  These are as follows: (1) classroom discipline, (2) motivating 

students (3) dealing with individual differences, (4) assessing student’s work and 

relations with parents, (5) organization of class work and insufficient materials and 

supplies, (6) dealing with problems of individual students, (7) heavy teaching-load 

resulting in insufficient preparation time, and (8) relations with colleagues. 

 The first indicator of teaching performance is commitment. Ornstein (1993), as 

cited by Dela Paz (2002), posited that commitment is of paramount importance especially 

in learning institutions. It is not mere compliance to an assigned task but an internal value 

of performing the job well because of the professional’s commitment to his functions in 

the organization. 

 In education, teachers are those who help students to learn, often in school. The 

objective is typically a course of study, lesson plan, or a practical skill including learning 

and thinking skills. The different ways to teach are often referred to as the teacher’s 

pedagogy. When  deciding  what  teaching  method to use, a teacher will need to consider 
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their learning goals as well as standardized curriculum as determined by a relevant 

authority. The teachers should be able to deal with students with different abilities and 

should be able to deal with learning disabilities. 

 And such difficult tasks can be performed only by teachers with a strong sense of 

commitment. 

 Day (2002), as cited by Balite (2007), when a person makes a decision to be a 

teacher, he should have personal commitment to his task and should  have a generous and 

magnanimous  heart.   He   should   also   be   aware  that teaching is a vocation. If these 

are present, the teacher will appreciate teaching and not its returns or benefits. 

 Teaching is a complex and demanding profession. To sustain their energy and 

enthusiasm for the work, teachers need to maintain their personal commitment to the job. 

The  concept  of commitment, as investment of personal resources, has long been 

associated with professional characteristics of teachers. 

 The effect of the teacher’s commitment is so encompassing in an school 

organization for it is not only school effectiveness that it may affect but also other areas 

in a school setting. This was what Joffres and Haughey (2001) pointed out in their study. 

They noted that  teacher commitment is crucial to effective schools, teacher satisfaction 

and retention.  Research findings suggested that low levels of commitment may result in 

decreased student achievement tests particularly in the key subject areas English, Math 

and Science, higher teacher absenteeism, and increased staff turnover. 

 However, the said researchers  emphasize that their findings are far from 

consistent partly because of methodological issues and partly because of the limitations 

of the existing theoretical frameworks that guided most of the research on commitment. 

As   a  result, there  are  still  many  unanswered questions about the factors that influence  
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from teachers' commitments. 

 Similarly, this study also evaluated how teachers’ educational qualifications, 

lentgh of teaching service and commitment affect organizational effectiveness as 

measured in terms of students’ academic performance. The similarity ends there though 

because while in this study the effects of teachers’ educational qualifications, length of 

teaching service,  and teachers’ commitment on the students’ academic performance are 

measured in combination with one another and with other variables, the studies 

aformentioned focused only on how singly teachers’ educational qualification and 

teachers’ commitment affect organizational effectiveness. 

Principal-Related Variables and Organizational Effectiveness  

 Gundlach, et. al.,  (2004) revealed that most of the principals who served as 

respondents in his study on principal roles admitted that regardless of their training,  they 

learned the skills they need on-the-job. 

 Preparation for being a successful principal seems to be a collection of experience 

and opportunities, rather than just a credential program. It must be noted that all the 

principals involved in the study had come through some university-based principal 

preparation of certification program and most said they graduated from what might be 

termed as “traditional programs.” When asked to describe what best prepared them for 

handling some complex challenges, the most frequent answer was simply experience. 

Having been “around the block” a time or two and having dealt with complex challenges 

in the past all contributed to their artful exercise of diagnosis and interpretation. Few 

cited any formal preparation as a source of this skill – this was especially the case the 

more time had elapsed since their initial principal preparation. 

 Mentorship  and  collegial  relationships  with  other  principals  were identified as  

 



 

73 

sources of their skills in supervision.   

 When it comes to the seven core areas of leadership, the principals claimed that in 

their   training, emphasized only were instructional and managerial functions. They never  

touched on the more complex combination of leadership skills use in the core areas. They 

got to complete their orientation with the seven core areas of leadership when they were 

actually supervising already. 

 Mielcarek (2003) presented the major theories that have informed the various 

conceptualization of leadership over the years. 

 One   approach   to   the study of leadership that Mielcarek mentioned is through 

the organizational ideologies that came one after the other namely: the scientific 

management movement (where the role of the leader was to establish performance 

criteria to ensure the attainment of the organizational goals, the worker was simply a tool 

of production); the human relations movement (where the worker’s growth and 

development  was the focus of attention); the bureaucratic movement (where the role of 

the leader was depersolnalized by freeing the organization form the effects of any one 

individual ruler and the functioning of the organization was made to rely instead on 

systems that were supposed to ensure effectiveness in its operation); and the open 

systems movement (where the view of organizational leadership which again placed the 

individual at the center of the organization). 

 Another one was the systematic effort at understanding leadership focused on the 

individual traits  of leaders. Inquiry into this approach sought to answer questions about 

the universal traits of the great leaders. The findings for these early studies were so 

inconsistent and the list of identified traits so long as to serve no practical purpose. 

Consequently,   research   into the trait theory was all but abandoned until recently. Based 
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on the analysis of the  extant  literature  on  leadership  traits  and  characteristics,  there  

were five major traits common to great leaders: intelligence, self-confidence, 

determination, integrity, and sociability. 

 It was claimed in the study that recent studies of leadership traits were really an 

extension and refinement of the charismatic leadership theory. The said theory explains 

that charismatic leaders exhibited high levels of self-confidence and dominance, are 

convinced of the moral righteousness of their beliefs, and needed to have influence over 

others. 

 The next one was the attempt to understand leadership  not in terms of traits but 

behaviors.  The  first  major  investigation  into  leadership  behavior,  also called 

leadership styles, was conducted more than six decades ago by researchers in the Bureau 

of Business Research, Ohio State University. Those studies made identified two distinct 

dimensions of leadership: task behavior and relationship behavior. The task behavior 

which were referred to as “initiating structure” focused on behaviors such as organizing 

work, allocating responsibilities and scheduling work activities. The relationship 

behaviors called “consideration” included behaviors such as building mutual respect and 

trust between   leaders   and   subordinates.     The    said  studies led to the development 

of the Leadership Behavior Description Questionnaire (LBDQ), which is an assessment 

instrument for the identification of the leadership orientation of the leader and remains 

one of the most popular tools for measuring leadership behavior. The LBDQ paved the 

way to the development of the so-called Leadership Grid, initially called the managerial 

grid. The Leadership Grid was an attempt to improve the LBDQ. 

 The last one was an attempt to shift focus from leadership styles and behaviors. 

Researchers began concentrating on the effects of situational variables on leadership 
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styles. Emerging  from  this  new  thinking  are  the  contingency models and situational 

leadership theories that focus on the relationship between the leadership style and the 

readiness of the subordinates.  

 The contingency models include the following: Least Preferred Co Worker (LPC) 

Theory (where the effectiveness of the leader is viewed as a function leader behaviors 

and contextual factors); Path-goal Theory (that proposes that subordinates’ performances, 

perception of work goals, personal goals, and paths to goal attainment are influenced by 

leadership behavior); Decision Making Model (that seek to prescribe the most leadership 

style to a given situation and focuses on the extent to which subordinates should be 

involved in the decision-making.  

 Similar to the current study, the following studies evaluated how school-related, 

teacher-related and principal-related variables in combination affected organizational 

effectiveness. 

 This study and the one made by Barrieta (1990) both investigated effectiveness of 

schools as organizations. The parallelisms between the said studies extends to the fact 

that both studies were made in schools ran by religious congregations. The one which 

Barrieta conducted was intended to determine the factors that relate to school 

effectiveness of the Notre Dame secondary schools in Regions XI and XIII. It attempted 

to answer the question: What are the factors associated with school effectiveness? 

 The following are the findings of the said study: (1) Of the administrator factors, 

status (religious/lay) of the principal is highly associated with NDEA Mathematics, 

Science and English scores but not of NDEA Social Studies scores.  Sex of the principal 

is also a function  of  NDEA  Science  scores;  (2) None   of the student variables 

associated   with   the   criterion  variables;  (3)  Of   the   student variables, college bound  
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associated with NDEA Mathematics scores while father’s education is a function of the 

NCEE; (4) Of the school variables, type of school (exclusive/coeducational) is highly 

associated with NDEA Mathematics, Science, English, and Social Studies scores but not 

with the NCEE.  Library holdings and social climate predict NDEA Science score while 

tuition and other fees is a determinant of NDEA English scores; (5) Status of the 

principal, type of school, and college bound are predictors of NDEA Mathematics scores; 

(6) Status of the principal, tuition and other fees, type of school and library holdings are 

determines of NDEA English scores; (7) Status of the principal, type of school, library 

holdings, social climate, and sex of the principal are predictors of NDEA Science scores; 

(8) The only determinant of NDEA Social Studies scores is type of school 

(exclusive/coeducational); (9) Father’s education is significantly associated with the 

NCEE; (10) Type of school (exclusive/coeducational) is the best predictor of NDEA 

Mathematics, Science, English, and Social Studies scores. 

 She concluded that to some extent, school effectiveness is a function of some 

factors which could be classified as administrator, student, and school factors. While 

some of the factors cited in the study relate significantly with measures of school 

effectiveness, other factors did not show any association with school effectiveness. Of the 

four sets of factors, school and student factors are significantly associated with school 

effectiveness. Teacher factor variables do not influence school effectiveness. Knowledge   

of   the   factors   that   relate   with   school   effectiveness   will     help the   

administrators   provide   and   improve on those factors that are within their control.  

      The organization effectiveness of the twenty-one technical education institutes 

under the  Technical-Vocational Education Project of the Department of Education, 

Culture and Sports was investigated by Parcon (1991).  
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 This study and that by Parcon hypothesized that faculty factor educational 

qualification and school factors like funding and physical plant and facilities are vital in 

the performance of the school as an organization. 

 The following were the findings in his study: (1) The faculty factors educational 

qualification and career saliency exerted positive influence on all five indicators of 

organizational effectiveness.  Industrial experience exerted positive influence on 

employment rate, industrial linkages, and research studies but was not associated with 

enrolment rate and graduation rate; (2) The school factor  accreditation status exerted 

positive influence on industrial linkage only and was not associated with all other four 

indicators of organizational effectiveness. Funding exerted positive influence on all 

indicators of organizational effectiveness except graduation rate.  Typology exerted 

positive influence on research studies, negative influence on enrolment rate, graduation 

rate and employment rate, but was not associated with industrial linkage.  Physical 

facilities exerted positive influence on industrial linkage, and research studies, negative 

influence on employment rate and enrolment rate; but was not associated with graduation 

rate.  Tools and equipment exerted negative influence on enrolment rate, graduation rate, 

and employment rate but was not associated with industrial linkage and research studies; 

and  (3) The community factors  accessibility exerted negative influence on enrolment 

rate,  industrial  linkage,  and research studies but was not associated with graduation rate  

and employment rate.  Economic status exerted positive influence on employment rate, 

industrial linkage, and research studies, but was not associated with enrolment rate and 

graduation rate. 

 He concluded that the organizational effectiveness of the technical education 

institutes  is related to faculty, school, and community factors. Among the faculty factors,  
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educational qualification and career saliency of faculty members exerted strong positive 

influence in the organizational effectiveness the said institutions. Among the school 

factors, funding exerted strong positive influence on the organizational effectiveness of 

the institutions while accreditation had the weakest influence. No marked influence was 

exerted by the community factors on the organizational effectiveness of the institutions. 

 The faculty factors were the strongest determinants of organizational 

effectiveness of the institutions, while the community factors were the weakest. 

 A study, similar to this one,  which tried to determine the effects to school 

performance of factors like the administrative experience of the school administrator and 

teaching experience and educational qualification of teachers is the one conducted by Lee 

(2001). She studied the  factors related to the organizational performance of secondary 

trade schools in Region III and came out with the following conclusions: (1) Among the 

administrative-related factors, age and administrative experience are inversely and 

significantly related to organizational performance.  It is implied as age increases, their 

performance tended to decrease: (2) Among the faculty-related factors, only educational 

qualifications stood out to have significant to organizational performance which means 

the higher the educational qualification, the organizational performance tended to 

increase.  On the other hand, age, academic rank and teaching experience did not have a 

significant relationship with organizational performance: (3) Among the student-related 

factors, only NSAT results showed significant association with organizational 

performance.  The GPA did   not   manifest  a  conclusive  significant  relationship with 

organizational performance: (4) Lower enrolment tended to indicate increasing 

organizational performance: (5) The organizational performance tended to increase as the 

number   years   in   operation  decreases: and (6) Significantly, funding tended to have an  
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inverse but significant relationship with organizational performance.   

 The trend deserves a serious examination on the part of the school administrators 

to single out the factors which also contribute to lower performance that ride with 

funding. 

 The study conducted by Nepomuceno (2001)  has also semblance to the current 

study. 

 The said  study was undertaken in order to answer the following questions: 1. 

What is the organizational effectiveness of the Marinduque  State College School of 

Education from School Year 1993 to 2000 in terms of enrollment/graduation rates, 

percentage of passing of the graduate in the PBET/LET, and Job satisfaction; 2. What is 

the degree of agreement or disagreement of respondents on the following indications – 

objectives, admission requirement, adequacy of physical facilities, library, cost of tuition 

fee, retention policy, practicum, and curriculum; 3. What is the effect of the input 

variables on the organizational effectiveness of the MSC School of Education. 

 It was hypothesized in the study that the indicators of effectiveness such as 

enrollment, graduation ratio, percentage of passing of the graduates in the licensure 

examination for teachers and job satisfaction of the graduates as teachers are not 

significantly affected by the input  variables such as; goals, cost of tuition fee, retention, 

practicum, curriculum, faculty-student ratio, methods of teaching, requirements for 

graduation and professors. 

 In the light of the findings, the study concluded  that the objectives set by the 

Marinduque State College, School of Education negatively affects the job satisfaction of 

graduates. Thus the hypothesized effects upon variables to the organization effectiveness 

of the college is confirmed in the study. 
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 On the whole, the findings indicate that the input variables such as goals, 

admission requirements, physical facilities, library, cost of tuition fee, retention, 

practicum, curriculum, faculty-student ratio, method of teaching, requirement for 

graduation and professors did not come out as significant predictors of organizational 

effectiveness. This implies that the variables that impinge on school effectiveness are 

limited.  

 To describe the school and classroom-level variables that are expected to work in 

education and reflect on the ways in which policies may enhance school effectiveness 

was one of the aims of the study conducted by Scheerens (2000).  

 This study and that by Scheerens are similar for both investigated the many 

factors that contribute to school effectiveness. In addition to the aforementioned, the 

study has the following aims: to provide a conceptual basis for defining school 

effectiveness; to review the   available   research evidence in terms of the relationships 

between particular malleable conditions and educational achievement; to reflect upon the 

theoretical models used to explain why certain factors are supposed to work and  look at 

which of these models could yield practicable levers for enhancing school effectiveness; 

and to indicate practical applications of the school effectiveness knowledge base for 

educational planners. 

 Scheerens came out with three (3) conclusions that stood out when the concept of 

school effectiveness was analyzed and the available research evidence is reviewed. The 

said conclusions  are as follows: (1) empirical school-effectiveness research addresses 

important areas of school functioning in its focus on those modes of schooling that make 

a discernible difference in the value-added performance of schools in traditional basic 

subject matter areas; however, there is not a complete coverage of all relevant educational  
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goals and criteria of organizational effectiveness; (2) although results indicate that 

malleable conditions closer to the primary process of instruction and learning have a 

more substantial impact than more distal factors, this should not discourage efforts from 

above-school levels to improve schooling, particularly when these are designed as 

indirect measures to improve conditions for effectiveness within schools; (3) despite 

consensus in the more qualitative reviews of the research evidence, quantitative research 

syntheses and international comparative studies show considerable uncertainty on the 

generalizibility and the actual effect sizes of the factors that are considered to work; this 

leads to the recommendation that educational planners do not use this set of factors as a 

uniformly prescriptive blueprint of what should happen in schools.    

 

Conceptual Framework 

 

 Just like any other research, this one is anchored on a particular theory upon 

which a scientific investigation is based. 

 Exhibited in Figure 2 is the conceptual paradigm or model used in studying the 

predictors of organizational  effectiveness of RVM schools in Luzon. The paradigm 

which is divided into two (2) sections show that the central focus of the research is the  

effectiveness   of   RVM   schools   in   Luzon.   The   dependent   variable organizational   

effectiveness is the variable of primary interest in this study. It has always been through 

testing that effectiveness of  schools  were measured.  Many   studies   have   proven  that 

in measuring the effectiveness of schools, the most effective criterion is the output of the 

school which in turn could be measured through the average achievement of students. 

Thus in this study, the organizational effectiveness of RVM schools is measured through 

the  performance  of   students   in   the   RVM   Achievement Test in the following areas:  
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FIGURE  2 

 

A Conceptual Model of the Study 
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English, Science and Math. 

 Fifteen (15) independent variables, classified into three (3) groups  (Section 1 of 

Figure 2) are used in the attempt to explain the predictors of organization effectiveness. 

The independent variables which are all parts of the profile of the RVM schools are 

subdivided into school-related variables, teacher-related variables and principal-related 

variables.  

 The characteristics of the school-related variables considered in this study are 

location, number of enrollees, class size, school fees, physical plant and facilities,  library 

resources and level of accreditation. The variables aforementioned contribute greatly in 

the achievement of school effectiveness.  

 This study hypothesized that schools located in the most ideal of sites, where the 

ambience  stimulates learning, where safety and health of  students are assured, and 

where there are no distractions produce students who perform better as compared to those 

enrolled in schools located in areas not conducive to learning. Another conjecture made 

in this study is that number of enrollees   is   a   vital   predictor   of effective 

performance. While it may be true that in the private  education  sector,   when   a school 

consistently draw big enrollment it indicates the kind of confidence its clientele have on 

the   quality   of   its   education. However, it does not mean that the bigger the number of  

enrollees, the better is the academic performance of the students. When there are a fewer 

number of students  greater are their opportunities in school.   They   could   be   more   

easily   involved   in   school  activities because  of lesser competition. Also, safety and 

discipline becomes less of a concern when students in a school is fewer.  This  study also 

hypothesizes that as the number of students in a class increases the more that a teacher 

needs to stretch his capabilities and maximize his potentials to ensure that all students and  
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their  varied needs are attended and catered to. A teacher shepherding to a smaller 

number of students in a class results to better achievement. The other productive offshoot 

of a bigger school population is the stable  source of funding. An organization needs 

funding to finance its operations. Thus, the tuition and other fees collected by the school 

are significant in its operations. The higher the fees collected the better for the school 

organization because it would enable them to finance construction and to purchase the 

required facilities, equipment and supplies and to adequately compensate the teachers. 

And this would redound to school effectiveness for when the required facilities, 

equipment and supplies are in place and when having been adequately compensated the 

teachers deliver optimal performance, the academic performance of students is affected 

positively. Sufficient funds would enable a school to invest in its physical plant and 

facilities and library resources which are all important for academic achievement. Their 

existence are intended to supplement instruction for school effectiveness does not rest 

only on the pedagogical skills of the teachers.  

 This study hypothesized as well that accreditation contributes greatly in the 

attainment  of  school effectiveness. The different areas of school operations are 

scrutinized when undergoing the process of accreditation. So stringent are the standards 

that  when a school gets accredited it implies that the over-all system of the school is such  

that it is hospitable to learning. 

 In this study the teacher-related variables that are included are educational 

attainment, teaching experience and job commitment. Teaching experience and 

commitment are essential components of school performance. This study hypothesizes 

that the more experienced the teacher, the more is his knowledge of the subject and the 

better   are  his pedagogical skills. Also, the more committed is he to his organization and  
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to the profession, the higher is the degree of the level of his performance in the 

classroom. With more teaching experience and a greater degree of commitment, the 

teacher makes a vital contribution to higher academic achievement among students. 

 The principal-related variables that were included in this study are educational  

attainment, supervisory experience and leadership  behavior. Supervisory/administrative 

experience is an equally important criterion when appointing a somebody to the position 

of principalship. It is hypothesized that the more supervisory experience a principal has, 

the more effective is the school when academic achievement of the student is used as a 

criterion. Aside from the supervisory experience,  the leadership style of the principal is 

another vital predictor of school performance. When the principal is capable of 

influencing his subordinates so the latter contribute willingly and enthusiastically toward 

the goals of the schools school effectiveness is easily achieved.  

 For educational attainment as characteristics of both the school principals and the 

teachers, this study hypothesized that the higher one climbs in the ladder of educational 

attainment, the more he becomes knowledgeable and skillful in his field and the more he 

can  contribute  to  school   effectiveness. When   a school principal and a classroom 

teacher decide to invest on continuous educational training,  they can supervise more 

innovatively and teach more proficiently, respectively, because of their constant exposure  

to the latest trends and innovations in the field. 

 

Hypotheses of the Study 

 

1. The profile of the RVM schools as embodied by school-related, teacher-

related and principal-related variables have no significant effects on the 

organizational effectiveness  of RVM schools in terms of the students’ 

performance in the RVM Achievement Test in English. 



 

86 

2. The profile of the RVM schools as embodied by school-related, teacher-

related and principal-related variables have no significant effects on the 

organizational effectiveness  of RVM schools in terms of the students’ 

performance in the RVM Achievement Test in Math. 

3. The profile of the RVM schools as embodied by school-related, teacher-

related and principal-related variables have no significant effects on the 

organizational effectiveness  of RVM schools in terms of the students’ 

performance in the RVM Achievement Test in Science. 

 

Definition of Terms 

 

 Presented below are terms defined in accordance with the context of this study. 

 

 Class Size. A term referring to the number of students assigned to a particular 

classroom. 

 Commitment.  It  refers  to  the  sense  of  belongingness  and loyalty to job and  

organization. For the purpose of this study, commitment consisted of two aspects namely, 

commitment to job and commitment to organization. 

 Commitment to Job.  It refers to the extent of commitment of the teachers to 

their profession as measured through the Teacher Commitment Questionnaire. 

 Commitment to Organization.  It refers to the extent of commitment of the 

teachers to their school as measured through the Teacher Commitment Questionnaire.  

 Consideration. This pertains to a leader behavior that indicates friendship, trust, 

warmth, interest, and respect in the relationship between the leader and members of the 

work group. 

 Educational Attainment. The  term refers to the degree or degrees completed 

by the high school principals and the teachers serving as respondents in this study.  
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 Initiating Structure. This refers to any leader behavior that delineates the 

relationship between the leader and the subordinates, and at the same time, establishes 

defined patterns of organization, channels of communication and methods and 

procedures. 

 Leadership Behavior. A term referring to the characteristics or manners in which 

the leader behaves while attempting to carry out their responsibilities. The two 

dimensions of leadership behavior as considered in this study are initiating structure and 

consideration. 

 Length of Teaching Service. This refers to the number of years a particular 

teacher has been teaching his/her subject in an RVM school and in other schools. 

 Level of Accreditation. In this study, the term  refers to the accreditation status 

of the respondent-schools, whether or not each school has been granted an accreditation 

at a certain level by the Philippine Accrediting Association of Schools, Colleges and 

Universities (PAASCU).  

 Library Resources. These are books/print materials and non-print materials that 

are available in the school library. 

 Number of Enrollees.   The   total   population   of   students    in    each   of   the  

respondent-RVM schools. 

 Organizational Effectiveness. The term refers to the measurement of how 

effective are the RVM schools in achieving their goals and objectives. In this study, the 

organizational  effectiveness  of RVM schools is measured in terms of the performance of  

students in the RVM achievement tests in the subject areas English, Math and Science. 

 Physical Plant and Facilities. This term specifically refers to the following: 

campus, buildings, classrooms, laboratories, audio-visual rooms, offices, facilities for 
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special services (clinic, guidance and canteen)  and auditorium/gymnasium/covered 

court. 

 RVM Achievement Tests. The tests in the subject areas English, Math and 

Science administered to Basic Education students of RVM schools at the end of a school 

year in order to measure the students’ extent of learning. 

 School Environment. This refers to the areas where the RVM schools are 

specifically located and the prevailing conditions in the said areas that may affect the 

safety, health and concentration of the students  

 School Fees. These are the tuition, miscellaneous and other fees that the RVM 

schools collect from their students.  

 Supervisory/Administrative Experience. As used in this study, the term refers 

to the number of years a particular high school principal have been serving as a principal, 

whether in an RVM school or in other schools. 
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