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ABSTRACT 

This study determined the school heads’ change management practices, school culture, and 

performance in the Schools Division of Antique, Philippines, during School Year 2025–2026. 

Using a descriptive-correlational research design, the study was conducted from March to 

April 2026 among 365 randomly selected teachers. The sample size was determined through 

Slovin’s formula, while stratified proportionate random sampling was employed to ensure 

representative participation. The study examined school heads’ change management 

practices, school culture, and performance in relation to respondents’ age, sex, highest 

educational attainment, length of service, and type of school. Data were gathered using 

validated questionnaires on school heads’ change management practices and school culture, 

while school performance data were obtained from the 2025 School-Based Management 

(SBM) ratings. Descriptive statistics such as frequency, percentage, and mean were used, 

while t-test, Analysis of Variance (ANOVA), and Linear Regression Analysis were utilized 

to test significant differences and influence at .05 level of significance. Statistical analyses 

were performed using SPSS. Findings revealed that as to change management, the school 

head mostly practiced involving teachers and staff in planning and decision-making, 

facilitating monitoring and evaluation of implemented changes, and ensuring alignment of 

changes with the school’s vision, mission, and long-term goals. Respondents assessed the 

school culture as “Very Positive” and school performance as “Developing.” No significant 

differences were found in respondents’ assessments of school heads’ change management 

practices, school culture, and performance when grouped according to demographic and 

professional characteristics. Moreover, school heads’ change management practices and 

school culture did not significantly influence school performance. 
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INTRODUCTION 

The rapidly changing educational landscape has compelled school leaders to adopt effective 

change management practices to address emerging challenges, policy reforms, technological 

advancements, and the increasing demands for quality education. School heads play a crucial 

role in guiding schools through change by establishing a clear vision, fostering collaboration, 

and ensuring the successful implementation of innovations. According to Blaya and Guhao 

(2026), effective change management among school heads significantly contributes to 

organizational adaptability and the successful adoption of educational reforms. Similarly, 

Jamal et al. (2026) emphasized that educational leadership serves as a catalyst for 

organizational change, enabling schools to respond effectively to evolving educational needs 

and environmental demands. 

School culture is another essential factor that influences the overall performance of 

educational institutions. It encompasses the shared beliefs, values, norms, and practices that 

shape the behavior of school personnel and learners. A positive school culture fosters 

collaboration, trust, commitment, and professional growth, which contribute to improved 

teaching and learning outcomes. Labindao (2024) found that leadership effectiveness and 

workplace culture are significantly related, highlighting the importance of school leaders in 

creating an environment conducive to educational success. Moreover, Remandaban et al. 

(2026) noted that collaborative school cultures strengthen organizational capacity and support 

continuous improvement efforts. Consequently, understanding the relationship between 

school heads’ change management practices and school culture is essential in explaining 

variations in school performance. 

In the Schools Division of Antique, school heads continue to face challenges associated with 

implementing educational reforms, adapting to new policies, improving instructional quality, 

and achieving desired school performance indicators. The Department of Education's 

initiatives on school governance, performance management, and continuous improvement 

require school leaders to effectively manage change while cultivating a positive 

organizational culture. Although studies in the division have examined leadership 

effectiveness and workplace culture (Labindao, 2024), limited empirical evidence exists 

regarding how school heads’ change management practices influence school culture and 

performance. Considering the diverse contexts of schools within the division, there is a need 
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to investigate these variables to provide a clearer understanding of the factors that contribute 

to organizational effectiveness and improved school outcomes. 

 

Statement of the Problem 

This study aimed to determine the school heads’ change management practices, school 

culture and performance in the School Division of Antique, Philippines for School Year 

2025-2026. 

Specifically, this study sought answers to the following questions: 

1. What are the school heads’ change management practices as assessed by the respondents 

when taken as a whole and when classified according to age, sex, highest educational 

attainment, length of service and type of school? 

2.  What is the school culture as assessed by the respondents when taken as a whole and when 

classified according to age, sex, highest educational attainment, length of service and type of 

school? 

3.  What is the school performance as assessed by the respondents when taken as a whole and 

when classified according to age, sex, highest educational attainment, length of service and 

type of school? 

4.  Are there significant differences in the school heads’ change management practices as 

assessed by the respondents when classified according to age, sex, highest educational 

attainment, length of service and type of school? 

5.  Are there significant differences in the school culture as assessed by the respondents when 

classified according to age, sex, highest educational attainment, length of service and type of 

school? 

6.  Are there significant differences in the school performance as assessed by the respondents 

when classified according to age, sex, highest educational attainment, length of service and 

type of school? 

7.  Do school heads’ change management practices and school culture significantly influence 

school performance? 

 

METHODOLOGY 

The study employed a descriptive-correlational research design to determine school heads’ 

change management practices, school culture, and performance in the Schools Division of 

Antique, Philippines, for School Year 2025–2026. The respondents were 365 randomly 

selected public elementary school teachers from three clusters. Stratified proportionate 
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random sampling was used, with the clusters serving as strata and a fishbowl technique used 

to select respondents from participating schools. Data were gathered through a four-part 

questionnaire. Part I obtained respondents’ age, sex, highest educational attainment, length of 

service, and type of school. Part II contained 15 items on school heads’ change management 

practices adapted from Mohd Suid and Mohd Noor (2024), rated on a three-point scale. Part 

III contained 15 items on school culture adapted from Lumanas, Sarillana, and Cayogyog 

(2024), rated on a five-point scale. Part IV obtained the schools’ 2025 School-Based 

Management ratings as the measure of school performance. Five experts evaluated the 

instrument for content and face validity using the Good and Scates criteria. Pilot testing 

among 30 teachers outside the final sample yielded Cronbach’s alpha coefficients of .902 for 

change management practices and .919 for school culture, indicating high reliability. After 

permission was obtained from the Schools Division Superintendent and the public schools 

district supervisors, the questionnaires were personally distributed and retrieved. The data 

were tallied, analyzed, and interpreted using SPSS. Frequency and percentage described the 

respondents’ profile; mean determined change management practices, school culture, and 

school performance; t-test examined differences for variables with two categories; analysis of 

variance examined differences according to highest educational attainment; and linear 

regression analysis tested the influence of change management practices and school culture 

on school performance. All inferential tests used a .05 level of significance. 

 

RESULTS AND DISCUSSIONS 

This chapter presents the findings of the study. It presents the descriptive and inferential data 

including their respective analyses and interpretations. 

School Heads’ Change Management Practices as Assessed by the Respondents When 

Taken as a Whole 

The school heads’ change management practices as assessed by the respondents when taken 

as a whole were determined by computing the mean scores. 

When taken as a whole, the school heads’ change management as assessed by the 

respondents mostly practiced the following: Involves teachers and staff in planning and 

decision-making when introducing changes (M=2.89), Facilitates the monitoring and 

evaluation of the effectiveness of implemented change (M=2.88) and Ensures that changes 

align with the school’s vision, mission, and long-term goals (M=2.88). 

This result means that all school heads have employed the structured approaches and 

strategies to guide, implement, and sustain change effectively within their school. This is 
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indicated by involving teachers and staff in planning and decision-making when introducing 

changes, facilitating the monitoring and evaluation of the effectiveness of implemented 

change, and ensuring that changes align with the school’s vision, mission, and long-term 

goals. 

This is consistent with the findings of Sanglitan (2025) who reports that school heads’ change 

management was “always practiced”. 

Table 1 below presents the data. 

 

Table 1. School Heads’ Change Management Practices as Assessed by the Respondents 

When Taken as a Whole. 

Change Management Practices Mean Description 

Clearly communicates the need for change before implementing any 

new policy or practice. 
2.82 

Mostly 

Practiced 

Involves teachers and staff in planning and decision-making when 

introducing changes. 
2.89 

Mostly 

Practiced 

Provides adequate resources (time, materials, training) to support the 

change process. 
2.78 

Mostly 

Practiced 

Provides timely updates and information about the progress of 

changes. 
2.81 

Mostly 

Practiced 

Gives opportunities to teachers and staff to feedback about changes 

and their impact. 
2.82 

Mostly 

Practiced 

Supports and encourages adaptation (e.g. Flexible schedules or 

methods) to facilitate smooth change. 
2.81 

Mostly 

Practiced 

Addresses resistance or concerns about change openly and 

constructively. 
2.79 

Mostly 

Practiced 

Facilitates the monitoring and evaluation of the effectiveness of 

implemented change. 
2.88 

Mostly 

Practiced 

Makes adjustments or refinements when a change does not work as 

intended. 
2.80 

Mostly 

Practiced 

Promotes a culture of continuous improvement and openness to 

innovation. 
2.85 

Mostly 

Practiced 

Provides professional development (training, workshops) to help 

teachers adapt to changes. 
2.75 

Mostly 

Practiced 

Fosters collaboration among teachers and staff to implement change 

collectively. 
2.84 

Mostly 

Practiced 

Is transparent about why changes are needed, how they will be 

implemented, and expected outcomes. 
2.82 

Mostly 

Practiced 



Copyright@    Page 6 

International Journal Research Publication Analysis 

 

 

Change Management Practices Mean Description 

Ensures that changes align with the school’s vision, mission, and 

long-term goals. 
2.88 

Mostly 

Practiced 

Empowers personnel to lead certain change initiatives. 2.82 
Mostly 

Practiced 

Overall Mean 2.83 
Mostly 

Practiced 

 

Scale of Means: 2.34–3.00 Mostly Practiced; 1.67 – 2.33 Practiced; 1.00 – 1.66 Least 

Practiced. 

 

School Culture as Assessed by the Respondents When Taken as a Whole 

The school culture as assessed by the respondents when taken as a whole was determined by 

computing the mean scores. 

When taken as a whole, the school culture as assessed by the respondents is “Very Positive” 

with obtained overall mean score of 4.70. A scrutiny of the means in the same table reveals 

that respondents obtained a highest mean score in the indicators “Learners’ well-being (not 

just academic performance) is a priority” (M=4.83), “Physical environment supports good 

teaching and learning” (M=4.78), and “Continuous improvement and learning for teachers 

and staff are prioritized” (M=4.77) described as “Very Positive” while they obtained the 

lowest mean score in the indicators “There is open and honest communication among school 

heads, teachers, and staff” (M=4.50), “Teachers and staff trust and support one another” 

(M=4.57) and “There are clear and shared values that guide everyday practices” (M=4.61) 

described also as “Very Positive.” 

This result means that all schools have set of shared beliefs, values, norms, practices, 

traditions, and interpersonal relationships that shape the social and educational environment. 

This is indicated by prioritizing learners’ well-being, physical environment supports good 

teaching and learning and prioritizing continuous improvement and learning for teachers and 

staff. 

This finding support the study of Labindao (2024) that workplace culture was perceived as 

“very good”. 

Table 2 presents the data. 
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Table 2. School Culture as Assessed by the Respondents When Taken as a Whole. 

Category Mean Description 

Teachers and staff trust and support one another. 4.57 
Very 

Positive 

There is open and honest communication among school heads, 

teachers, and staff. 
4.50 

Very 

Positive 

There are clear and shared values that guide everyday practices. 4.61 
Very 

Positive 

Policies and decisions are made with input and participation from 

teachers and staff. 
4.66 

Very 

Positive 

Collaboration and teamwork among teachers staff are encouraged and 

practiced. 
4.71 

Very 

Positive 

Safe and respectful environment for learners and staff are provided. 4.75 
Very 

Positive 

Innovation and new ideas (e.g., new teaching methods, programs) are 

welcomed and supported. 
4.76 

Very 

Positive 

Continuous improvement and learning for teachers and staff are 

prioritized. 
4.77 

Very 

Positive 

Learners’ well-being (not just academic performance) is a priority. 4.83 
Very 

Positive 

Physical environment supports good teaching and learning. 4.78 
Very 

Positive 

Traditions, rituals, or shared practices contribute to a sense of 

belonging and community. 
4.64 

Very 

Positive 

Changes in curriculum, policy, teaching methods are implemented in 

ways that respect the school’s values and community. 
4.73 

Very 

Positive 

Teachers and staff feel committed to the school’s mission, vision, and 

long-term goals. 
4.76 

Very 

Positive 

There is fairness in how people are treated — regardless of role, 

experience, or background. 
4.67 

Very 

Positive 

The environment promotes inclusion and respect for diversity. 4.76 
Very 

Positive 

Overall Mean 4.70 
Very 

Positive 

 

Scale of Means: 4.21–5.00 Very Positive; 3.41 – 4.20 Positive; 2.61 – 3.40 Slightly Positive; 

1.81-2.60 Negative; 1.00 – 1.80 Very Negative 
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School Culture as Assessed by the Respondents When Classified According to Age, Sex, 

Highest Educational Attainment, Length of Service and Type of School 

The school culture as assessed by the respondents when classified according to age, sex, 

highest educational attainment, length of service and type of school was determined by 

computing the mean scores. 

When classified according to age, both young (M= 4.67) and old (M=4.72) respondents 

assessed the school culture as “Very Positive”. 

When classified according to sex, both male (M= 4.65) and female (M=4.71) respondents 

assessed the school culture as “Very Positive”. 

When classified according to highest educational attainment, respondents who are holder of 

bachelor’s degree (M=4.67), master’s degree (M=4.73) and doctorate degree (M=4.77) 

assessed the school culture as “Very Positive”. 

When classified according to length of service, both respondents with short (M= 4.72) and 

long (M=4.69) length of service assessed the school culture as “Very Positive”. 

When classified according to type of school, both respondents who came from central (M= 

4.63) and non-central (M=4.71) schools assessed the school culture as “Very Positive”. 

This result means that regardless of age, sex, highest educational attainment, length of service 

and type of school, respondents of this study believe that all schools have set of shared 

beliefs, values, norms, practices, traditions, and interpersonal relationships that shape the 

social and educational environment. 

The study of Viray-Castillejos (2025) aligns with the above findings who rated organizational 

culture as very high. 

Table 3 presents the data. 

 

Table 3. School Culture as Assessed by the Respondents When Classified According to 

Age, Sex, Highest Educational Attainment, Length of Service and Type of School. 

Variables Mean Description 

Age   

Young 4.67 Very Positive 

Old 4.72 Very Positive 

   

Sex   

Male 4.65 Very Positive 
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Variables Mean Description 

Female 4.71 Very Positive 

   

Highest Educational Attainment   

Bachelor’s Degree 4.67 Very Positive 

Master’s Degree 4.73 Very Positive 

Doctorate Degree 4.77 Very Positive 

   

Length of Service   

Short 4.72 Very Positive 

Long 4.69 Very Positive 

   

Type of School   

Central 4.63 Very Positive 

Non-Central 4.71 Very Positive 

   

Scale of Means: 4.21–5.00 Very Positive; 3.41 – 4.20 Positive; 2.61 – 3.40 Slightly Positive; 

1.81-2.60 Negative; 1.00 – 1.80 Very Negative 

 

School Performance as Assessed by the Respondents When Taken as a Whole and 

When Classified According to Age, Sex, Highest Educational Attainment, Length of 

Service and Type of School 

The school performance as assessed by the respondents when taken as a whole and when 

classified according to age, sex, highest educational attainment, length of service and type of 

school was determined by computing the mean scores. 

When taken as a whole, the school performance as assessed by the respondents is 

“Developing” with an obtained overall mean score of 2.05. 

When classified according to age, young (M= 1.97) respondents assessed the school 

performance as “Beginning” while old (M=2.06) respondents assessed the school 

performance as “Developing”. 

When classified according to sex, both male (M= 2.06) and female (M=2.02) respondents 

assessed the school performance as “Developing”. 
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When classified according to highest educational attainment, respondents who are holder of 

bachelor’s degree (M=2.01) and master’s degree (M=2.06) assessed the school performance 

as “Developing” while respondents who are holder of doctorate degree (M=1.97) assessed the 

school performance as “Beginning”. 

When classified according to length of service, both respondents with short (M= 2.02) and 

long (M=2.03) length of service assessed the school performance as “Developing”. 

When classified according to type of school, both respondents who came from central (M= 

2.16) and non-central (M=2.01) schools assessed the school performance as “Developing”. 

This result means that regardless of age, sex, highest educational attainment, length of service 

and type of school, respondents of this study believe that schools have developing structures 

and mechanisms with acceptable level and extent of community participation that impact on 

the learning outcomes. 

The study of Yanoc (2024) runs counter the above findings who revealed that school 

performance was “beginning”. 

Table 4 presents the data. 

 

Table 4. School Performance as Assessed by the Respondents When Taken as a Whole 

and When Classified According to Age, Sex, Highest Educational Attainment, Length of 

Service and Type of School. 

Variables Mean Description 

   

As a Whole 2.05 Developing 

   

Age   

Young 1.97 Beginning 

Old 2.06 Developing 

   

Sex   

Male 2.06 Developing 

Female 2.02 Developing 

   

Highest Educational Attainment   

Bachelor’s Degree 2.01 Developing 
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Variables Mean Description 

Master’s Degree 2.06 Developing 

Doctorate Degree 1.97 Beginning 

   

Length of Service   

Short 2.02 Developing 

Long 2.03 Developing 

   

Type of School   

Central 2.16 Developing 

Non-Central 2.01 Developing 

   

 

Scale of Means: 4.01–5.00 Advancing; 3.01– 4.00 Maturing; 2.01 – 3.00 Developing; 1.00-

2.00 Beginning 

 

Differences in the School Heads’ Change Management Practices as Assessed by the 

Respondents When Classified According to Age, Sex, Length of Service and Type of 

School 

As reflected in Table 5, no significant differences existed in the school heads’ change 

management practices as assessed by the respondents when classified according to age, t= -

1.234, p > .05, sex, t= .867, p > .05, length of service, t= -.549, p > .05 and type of school, t= 

-1.038, p > .05. Thus, the null hypothesis which states that there are no significant differences 

in the school heads’ change management practices as assessed by the respondents when 

classified according to age, sex, length of service and type of school was not rejected. 

The above findings indicate that respondents have similar assessment of the school heads’ 

change management practices regardless of their age, sex, length teaching experience and 

school location. 

This finding means that demographic and professional characteristics did not significantly 

differ how teachers evaluated the manner in which school heads planned, communicated, 

implemented, and monitored changes within their schools. The consistency in assessments 

implies that school heads demonstrated relatively uniform change management practices that 

were experienced and perceived similarly by teachers across different groups. Consequently, 

the finding reflects a shared understanding among respondents that the school heads exhibited 
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similar practices in managing organizational change, regardless of variations in personal or 

workplace characteristics. 

This is consistent with the findings of Euraoba, Vibal, and Cerbo (2025) that no significant 

differences were found in the school heads’ change management practices when the 

respondents were grouped as to profile variables such as age and length of teaching 

experience. 

 

Table 5. Significant Differences in the School Heads’ Change Management Practices as 

Assessed by the Respondents When Classified According to Age, Sex, Length of Service 

and Type of School. 

Variables Mean t-test value p-value Remarks 

Age     

Young 2.80 -1.234 .218 Not Significant 

Old 2.84    

     

Sex     

Male 2.86 .867 .386 Not Significant 

Female 2.82    

     

Length of Service Length of Service Length of Service   

Short 2.81 -.549 .583 Not Significant 

Long 2.83    

     

Type of School Type of School Type of School   

Central 2.78 -1.038 .300 Not Significant 

Non-Central 2.83    

 

p >.05, Not Significant 

 

Differences in the School Heads’ Change Management Practices as Assessed by the 

Respondents When Classified According to Highest Educational Attainment 

Table 6 shows that no significant differences existed in the school heads’ change 

management practices as assessed by the respondents when classified according to highest 

educational attainment, F = .711, p > .05. Thus, the null hypothesis which states that there are 
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no significant differences in the school heads’ change management practices as assessed by 

the respondents when classified according to highest educational attainment was not rejected. 

The above findings indicate that respondents have similar assessment of the school heads’ 

change management practices regardless of their highest educational attainment. 

This finding indicates that teachers' educational attainment, whether they possessed a 

bachelor’s degree, a master’s degree, or a doctoral degree, did not significantly differ their 

perceptions of how school heads managed change within their schools. The consistency in 

their assessments means that the school heads’ change management practices were perceived 

similarly across different educational groups. This may further indicate that the change 

management practices of school heads were visible, relevant, and uniformly experienced by 

teachers, regardless of their academic backgrounds. As a result, the finding reflects a shared 

recognition among respondents that school heads’ change management practices were 

generally consistent and not dependent on the teachers’ level of educational attainment. 

 

Table 6. Significant Differences in the School Heads’ Change Management Practices as 

Assessed by the Respondents When Classified According to Highest Educational 

Attainment. 

Variables Sum of Squares 
F-

value 

p-

value 
Remarks 

Highest Educational 

Attainment 

Highest Educational 

Attainment 
   

Between Groups .152 .711 .492 
Not 

Significant 

Within Groups 38.753    

Total 38.905    

 

p >.05, Not Significant 

 

Differences in the School Culture as Assessed by the Respondents When Classified 

According to Age, Sex, Length of Service and Type of School 

As reflected in Table 7, no significant differences existed in the school culture as assessed by 

the respondents when classified according to age, t= -.866, p > .05, sex, t= -.829, p > .05, 

length of service, t= .637, p > .05 and type of school, t= -1.072, p > .05. Thus, the null 

hypothesis which states that there are no significant differences in the school culture as 
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assessed by the respondents when classified according to age, sex, length of service and type 

of school was not rejected. 

The above findings indicate that respondents have similar assessment of the school culture 

regardless of their age, sex, length of service and type of school. 

This finding means that these demographic and professional characteristics did not 

significantly differ how teachers perceived the values, norms, relationships, and working 

environment within their schools. The uniformity in their assessments means that the 

prevailing school culture was consistently experienced and observed by teachers across 

different groups, whether they were young or old, male or female, with short and long length 

of service, and regardless of the type of school in which they served. This consistency may 

reflect the existence of shared practices, expectations, and organizational values that fostered 

a common understanding of the school environment among respondents. Consequently, the 

finding means that the school culture was sufficiently established and evident to be perceived 

similarly by teachers despite differences in their personal and professional backgrounds. 

This is consistent with the findings of Estrella (2023) who found that the extent of practice of 

school culture did not significantly vary across several faculty profile variables, including sex 

and length of service. 

 

Table 7. Significant Differences in the School Culture as Assessed by the Respondents 

When Classified According to Age, Sex, Length of Service and Type of School. 

Variables Mean t-test value p-value Remarks 

Age     

Young 4.67 -.866 .387 Not Significant 

Old 4.72    

     

Sex     

Male 4.65 -.829 .408 Not Significant 

Female 4.71    

     

Length of Service Length of Service Length of Service   

Short 4.73 .637 .525 Not Significant 

Long 4.69    

     



Copyright@    Page 15 

International Journal Research Publication Analysis 

 

 

Variables Mean t-test value p-value Remarks 

Type of School Type of School Type of School   

Central 4.63 -1.072 .284 Not Significant 

Non-Central 4.71    

 

p >.05, Not Significant 

 

Differences in the School Culture as Assessed by the Respondents When Classified 

According to Highest Educational Attainment 

Table 8 shows that no significant differences existed in the school culture as assessed by the 

respondents when classified according to highest educational attainment, F = .885, p > .05. 

Thus, the null hypothesis which states that there are no significant differences in the school 

culture as assessed by the respondents when classified according to highest educational 

attainment was not rejected. 

The above findings indicate that respondents have similar assessment of the school culture 

regardless of their highest educational attainment. 

This finding indicates that teachers’ academic qualifications did not significantly shape their 

perceptions of the values, norms, relationships, and overall environment within their schools. 

Whether the respondents held a bachelor’s degree, a master’s degree, or a doctoral degree, 

they viewed the school culture in a comparable manner. This consistency in perception means 

that the school culture was experienced uniformly across teachers with varying levels of 

educational attainment. Consequently, the finding reflects a common understanding and 

experience of the school culture among respondents, regardless of differences in their 

educational attainment. 

This aligns with the findings of Vuković et al. (2022) who revealed that socio-demographic 

variables, such as level of education and length of service, were not closely related to 

teachers’ assessments of school culture. 
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Table 8. Significant Differences in the School Culture as Assessed by the Respondents 

When Classified According to Highest Educational Attainment. 

Variables Sum of Squares F-value p-value Remarks 

Highest Educational 

Attainment 

Highest Educational 

Attainment 
   

Between Groups .392 .885 .414 
Not 

Significant 

Within Groups 80.235    

Total 80.627    

 

p >.05, Not Significant 

 

Differences in the School Performance as Assessed by the Respondents When Classified 

According to Age, Sex, Length of Service and Type of School 

As reflected in Table 9, no significant differences existed in the school performance as 

assessed by the respondents when classified according to age, t= 1.513, p > .05, sex, t= 1.513, 

p > .05, length of service, t= 1.513, p > .05 and type of school, t= .232, p > .05. Thus, the null 

hypothesis which states that there are no significant differences in the school performance as 

assessed by the respondents when classified according to age, sex, length of service and type 

of school was not rejected. 

The above findings indicate that respondents have similar assessment of the school 

performance regardless of their age, sex, length of service and type of school. 

This finding means that these demographic and professional characteristics did not 

significantly differ how teachers evaluated the overall performance of their schools. 

Regardless of whether the respondents were young or old, male or female, with short and 

long length of service, and regardless of the type of school where they were assigned, they 

shared comparable perceptions regarding the performance of their schools. The consistency 

in their assessments means that indicators of school performance, such as academic 

achievement, program implementation, leadership effectiveness, and organizational 

outcomes, were evident and experienced similarly by teachers across different groups. 

Consequently, the finding reflects a common view among respondents that the school 

performance was generally consistent and recognizable, irrespective of variations in their 

personal and professional backgrounds. 

This is consistent with the findings of Yanoc (2024) that no significant differences were 

found in the school performance when the respondents were classified according to age. 
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Table 9. Significant Differences in the School Performance as Assessed by the 

Respondents When Classified According to Age, Sex, Length of Service and Type of 

School. 

Variables Mean t-test value p-value Remarks 

Age     

Young 1.97 -1.067 .287 Not Significant 

Old 2.06    

     

Sex     

Male 2.06 .374 .709 Not Significant 

Female 2.02    

     

Length of Service Length of Service Length of Service   

Short 2.02 -.123 .902 Not Significant 

Long 2.03    

     

Type of School Type of School Type of School   

Central 2.16 1.211 .227 Not Significant 

Non-Central 2.01    

 

p >.05, Not Significant 

 

Differences in the School Performance as Assessed by the Respondents When Classified 

According to Highest Educational Attainment 

Table 10 shows that no significant differences existed in the school performance as assessed 

by the respondents when classified according to highest educational attainment, F = .230, p > 

.05. Thus, the null hypothesis which states that there are no significant differences in the 

school performance as assessed by the respondents when classified according to highest 

educational attainment was not rejected. 

The above findings indicate that respondents have similar assessment of the school 

performance regardless of their highest educational attainment. 

This finding indicates that teachers’ academic qualifications did not significantly shape their 

perceptions of how well the school performed in terms of achieving its goals, implementing 

educational programs, and delivering quality learning outcomes. Whether the respondents 
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held a bachelor’s degree, a master’s degree, or a doctoral degree, they shared comparable 

views regarding the overall performance of their schools. Consequently, the finding reflects a 

common perception among respondents that the school performance was generally consistent 

and recognizable, indicating that educational attainment did not create significant differences 

in how school performance was evaluated. 

This is inconsistent with the findings of Yanoc (2024) that significant differences were found 

in the school performance when the respondents were classified according to highest 

educational attainment. 

 

Table 10. Significant Differences in the School Performance as Assessed by the 

Respondents When Classified According to Highest Educational Attainment. 

Variables Sum of Squares F-value p-value Remarks 

Between Groups .272 .230 .795 Not Significant 

Within Groups 214.300    

Total 214.572    

 

p >.05, Not Significant 

 

Influence of School Heads’ Change Management Practices and School Culture on 

School Performance 

The Linear Regression Analysis (a=.05) was utilized to determine the influence of school 

heads’ change management practices and school culture on school performance. 

As shown in Table 11, school heads’ change management practices have no significant 

influence on school performance with obtained R value of .040 and R2 value of .000. This 

explains that only 4.00% of the variances in school performance is attributed by school 

heads’ change management practices (F = .005, p > .05) while 96.00% attributed by factors 

other than school heads’ change management practices. 

This result indicates that school heads’ change management practices have no significant 

influence on school performance. 

This finding means that variations in how school heads planned, communicated, 

implemented, and monitored organizational changes were not directly associated with 

corresponding differences in the school performance. In other words, improvements or 

variations in school performance may not be solely attributable to the change management 

practices of school heads, but could instead be influenced by other factors such as teacher 
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competence, availability of resources, stakeholder support, learner characteristics, policy 

implementation, and external environmental conditions. The result further means that while 

effective change management remains an important leadership function, its impact on school 

performance may not be sufficiently strong on its own to produce measurable differences in 

outcomes. Therefore, enhancing school performance may require a more comprehensive 

approach that integrates change management with other organizational, instructional, and 

contextual factors. 

This corroborates the findings of Euraoba et al. (2025) that while school heads demonstrated 

strong change management practices, these did not significantly influence school 

performance. 

Likewise, school culture has no significant influence on school performance with obtained R 

value of .015 and R2 value of .000. This explains that 1.50% of the variances in school 

performance is attributed by school culture (F = .082, p > .05) while only 98.50% is attributed 

by factors other than school culture. 

This result indicates that school culture has no significant influence on school performance. 

This finding means that variations in the school's values, norms, relationships, beliefs, and 

organizational climate were not significantly associated with differences in the school 

performance. In other words, schools with more favorable perceptions of school culture did 

not necessarily demonstrate higher school performance compared to those with less favorable 

perceptions. This result further means that while a positive school culture contributes to a 

supportive and collaborative working environment, it alone may not be sufficient to directly 

affect measurable indicators of school performance. Other factors, such as leadership 

effectiveness, teacher quality, instructional practices, resource availability, learner 

engagement, parental involvement, and external support systems, may play a more substantial 

role in influencing school performance. Therefore, the finding indicates that improving 

school performance requires a multifaceted approach that goes beyond strengthening school 

culture and addresses various organizational and educational factors that collectively 

contribute to school success. 

This corroborates the findings of De la Cruz (2022) who found that no strong statistical 

evidence showed that culture significantly predicted school performance. 

Table 11 presents the data. 
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Table 11. Summary of the Linear Regression Analysis on the Influence of School Heads’ 

Change Management Practices and School Culture on School Performance. 

Predictor R R² 
Adjusted 

R² 
F p 

SE 

B 
Beta t 

p 

(coefficient) 

Change Management 

Practices 
.040 .000 -.003 .005 .943 .009 .004 .072 .943 

School Culture .015 .000 -.003 .082 .775 .024 .086 .286 .775 

 

CONCLUSIONS 

1.  All school heads in the Schools Division of Antique have employed structured approaches 

and strategies to guide, implement, and sustain change effectively within their school. 

2.  All schools in the Schools Division of Antique have set of shared beliefs, values, norms, 

practices, traditions, and interpersonal relationships that shape the social and educational 

environment. 

3.  Schools in the Schools Division of Antique have developing structures and mechanisms 

with acceptable level and extent of community participation that impact on the learning 

outcomes. 

4.  Teachers in this study have similar assessment of their school heads’ change management 

practices regardless of their age, sex, highest educational attainment, length of service and 

type of school. 

5.  Teachers in this study have similar assessment of their school culture regardless of their 

age, sex, highest educational attainment, length of service and type of school. 

6.  Teachers in this study have similar assessment of their school performance regardless of 

their age, sex, highest educational attainment, length of service and type of school. 

7.  School performance is not significantly influenced by school heads’ change management 

practices and school culture. 

 

RECOMMENDATIONS 

1.Higher officials of the Department of Education may provide sustained professional 

development programs focused on strategic leadership, organizational change, innovation 

management, conflict resolution, and stakeholder engagement to strengthen school heads’ 

change management practices. They may design capacity-building initiatives that equip 

school heads with the necessary knowledge and skills to effectively plan, implement, 

monitor, and sustain educational reforms and school improvement programs. Moreover, 

higher officials may establish a comprehensive mentoring and coaching system wherein 
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experienced education leaders guide school heads in addressing challenges related to change 

implementation. 

2.School heads may foster an environment characterized by trust, collaboration, inclusivity, 

and shared responsibility among all stakeholders to cultivate positive school culture. They 

may promote open and transparent communication by regularly engaging teachers, learners, 

parents, and community members in meaningful dialogue and decision-making processes. 

School heads may also encourage teamwork and professional collaboration through learning 

action cells, peer mentoring, and collaborative planning activities that strengthen collegial 

relationships and collective commitment to school goals. 

3.School heads may adopt data-driven leadership practices that focus on continuous 

monitoring, evaluation, and improvement of educational outcomes to improve school 

performance. They may regularly analyze school performance indicators, assessment results, 

and organizational targets to identify strengths, address areas for improvement, and formulate 

responsive intervention programs. School heads may also foster a culture of accountability, 

collaboration, and shared responsibility by actively involving teachers, parents, learners, and 

community stakeholders in school planning and decision-making processes. 

4.School heads may continuously develop their leadership competencies through 

participation in advanced training, seminars, workshops, and professional learning programs 

related to organizational change, strategic planning, and educational leadership. They may 

strengthen their ability to lead change by establishing a clear vision, effectively 

communicating goals and expectations, and actively involving teachers and other 

stakeholders in the planning and implementation of school improvement initiatives. They 

may also conduct regular assessment of change efforts through monitoring, evaluation, and 

feedback mechanisms to identify challenges, measure progress, and make informed 

adjustments to their strategies. 

5.Teachers may actively promote positive relationships, collaboration, and mutual respect 

among colleagues, learners, parents, and other stakeholders to help enhance their school 

culture. They may contribute to a supportive and inclusive learning environment by 

demonstrating professionalism, ethical behavior, and a commitment to the well-being and 

success of all learners. Teachers may also encourage learner participation, celebrate diversity, 

and model values such as respect, accountability, and cooperation within and beyond the 

classroom. 

6.Teachers may continuously improve the quality of instruction and demonstrating a strong 

commitment to learner achievement and holistic development to enhance school 
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performance. They may employ effective, innovative, and learner-centered teaching 

strategies that address diverse learning needs and promote active engagement in the 

classroom. Regular assessment of learner progress and the use of data-driven interventions 

may enable teachers to identify learning gaps and implement appropriate measures to 

improve academic outcomes. 

7.Future researchers may conduct further investigations on school heads’ change 

management practices, school culture, and school performance. The results may provide 

empirical evidence and baseline data that can be utilized to validate, compare, or extend 

existing knowledge in the field of educational leadership and school improvement. Future 

scholars may also replicate the study in different educational settings, regions, or school 

levels to determine the consistency and generalizability of the findings across various 

contexts. 
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