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ABSTRACT

This study determined the best fit model of quality of work life among teachers in Cluster
13 Division of Davao City. The descriptive-correlational design was utilized in this study. Data
were gathered through survey questionnaires and there were 150 teachers who were selected
using purposive sampling. Mean was employed in analyzing the levels of job satisfaction,
leadership behavior, organizational climate, and quality of work life. Pearson-product moment
correlation was used to analyze the relationships that exist among the variables. A Multiple
Regression Analysis was used to measure the influence of job satisfaction, leadership behavior,
and organizational climate on quality of work life. Furthermore, path analysis with structural
equation modeling was utilized to find the best-fit model of quality of work life. The results showed
that the teachers have high levels of leadership behavior, organizational climate, and quality of
work life, while the level of teachers’ job satisfaction was moderate. Moreover, only the leadership
behavior and organizational climate significantly predict teachers’ quality of work life while job
satisfaction does not significantly predict the quality of work life. Furthermore, the best-fit model
of quality of work life was Hypothesized Model 5 which passed all the goodness of fit indices.

Keywords: Job satisfaction, Leadership Behavior, Organizational Climate, Quality of work life,
Path Analysis, Philippines

INTRODUCTION

Quality of work life is one of the vital aspects to achieve the goals of the organization. It
plays a pivotal role in any organization that affects the employees’ and the organization’s
development. Those who enjoy their work are said to have a high QWL, while those who are
unhappy or whose needs are otherwise unfulfilled are said to have a low QWL (Indumathy &
Kalamraj, 2012). However, Chartered Institute of Personnel Development (CIPD) 2019 data
revealed that 22% of the employees said they often or always feel exhausted in their jobs or under
excessive pressure. It is worthwhile to mention that, if the employees of any concern are satisfied
in relation to their work-life quality, they can certainly produce good results (Yuh & Choi, 2017).
Organizations must provide resources needed by employees to apply quality of work life inside
the organization (Dechawatanapaisal, 2017).

Globally, according to a five-yearly study charting changes in the working lives of UK
nearly half or 46% the British workforce strongly agree that their jobs are intense compared to
less than a third or 32% who said the same back in 1992 (Lifesearch, 2019). In the 2017 Educator
Quality of Work Life Survey, teachers across the United States indicated that they experience a
high amount of stress and dissatisfaction while in school (American Federation of Teachers,
2017). Meanwhile, Dorji et al. (2019) investigated the QWL and well-being of school teachers in
Bhutan. The study found that teachers’ QWL and well-being were poor and were affected by a
number of variables.
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In the Philippines setting, various industries face many issues related to human resources
of which, Quality of Work Life is one of the concerns. Macairan (2019) investigated the QWL of
Public School Nurses in the Philippines. The study revealed that opportunities at work and social
integration are perceived to be of least quality aspects of the public school nurses’ work life. Public
school nurses must be provided with added opportunities for continuous professional
development and be given more chances for better social integration to further improve their
QWL. Meanwhile, a study conducted in Agusan del Sur aimed to determine public secondary
school teachers' quality of work life (QWL). The study revealed that the teachers have fair QWL
in terms of debt, second, employment, non-teaching commitments, health, and family obligations
but low QWL in terms of financial knowledge. Moreover, the study recommended that the
Department of Education provide intervention programs to improve teachers' quality of work life
(Canoy, 2018).

In the local setting, Bagtasos and Espere (2010) conducted a study to examine and
compare the quality of work life (QWL) of chosen public and private secondary school teachers
in Davao City in terms of pay, a secure and safe environment, the growth and development of
human capacities, social integration, the protection of rights, and the harmony of personal and
professional life. The study revealed that public school teachers consider their upgrading on
current trends as their first recommended improvement while those from private schools look at
remuneration as their priority. Thus, it is recommended that the Department of Education
(DepEd), as well as the private schools, shall increase the salary and benefits of teachers;
improve or provide physical facilities; upgrade the teachers professionally at least twice a year;
involve the teachers in the decision-making process; activate joint in partner with the stakeholders
(PTA/PTCA and Brgy. Officials); implement fair evaluations of the teachers’ promotions; work-life
initiatives and policies; and reduce workloads and working hours of teachers (Bagtasos & Espere,
2010).

Among the factors that may contribute to teachers’ work productivity are Leadership
behavior, Job Satisfaction, and Turn-over Intention of teachers. It is shown in the findings of
Bhavani and Jegadeeshwaran (2014) that there is a positive impact of job satisfaction on quality
of work life. Job satisfaction and quality of work life need to be addressed positively to keep the
employees motivated to contribute to the organizational effectiveness and growth. Meanwhile, the
study of Barzegar et al. (2012) divulged a strong positive correlation between leadership behavior
and QWL. Moreover, Cheewaprakobkit and Chulapetch (2020) revealed that employees were of
the opinion that leadership had a direct impact on their quality of working life. Erturk (2022)
teachers perceptions of Job Satisfaction and Turn over intention and moderate and should be
taken into account, despite the low likelihood of teachers quitting their jobs.

Meanwhile, the previous studies put focused on the bivariate association between job
satisfaction and quality of work life (Navidian et al., 2014; Jabeen et al., 2018) and leadership
behavior and quality of work life (Barzegar et al., 2012). However, the researcher has not come
across a study that determines the combined influence of job satisfaction and leadership behavior
as predictors of work performance. Moreover, most of the studies conducted are focused on other
groups of professionals like industry workers (Maulidhina, 2019; Samuel & Mariadoss, 2021) and
allied health employees (Kelbiso & Woldie, 2017; Akter et at., 2018). Hence, less has been done
among teachers.

With this scenario, there is a need to conduct a study about the interrelationship of job
satisfaction, leadership behavior, and turnover intention and its effect on the effectiveness of
teachers’ work lives. In this way, the result can be adopted by the schools and concerned
agencies forpolicy-makingg and guidelines to further improve the quality of work life of teachers.
Moreover, the findings of this study could also be presented in a district and cluster meeting,
research conference, local, national, and international research presentation. This study will be
conducted in public secondary schools in Davao City during the school 2022-2023.
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FRAMEWORK

This study is anchored on the propositions of Job Satisfaction by Hoppock (1935),
Leadership Behavior by Scott & Spaulding (1972) and Quality of Work Life (Walton, 1973).

The balance between work and other personal responsibilities, the organization’s social
responsibility, and the necessity of reconciling production with QWL are precisely what determine
the quality of work life (Walton, 1973). The task, the physical work environment, the social
environment inside the company, the administrative system, and the interaction between life on
and off job are all relevant factors in a person’s quality of work life (Cunningham & Eberle,1990)
. In relation to this study, this administrative factor is referring to the leadership behavior.

Individuals obtain leadership positions by a variety of paths and exhibit a variety of styles
in those roles, making leadership behavior complicated and studyable from a psychological,
sociological, or behavioral science perspective (Scott & Spaulding, 1972). Assessing leadership
behavior involves obtaining evidence on perceptions and expectations that associates of the
leader have rather than focusing entirely on what he does (Evenson, 1959). Leadership style can
influence employees’ organizational citizenship behavior as well as their trust and contentment
with the company (Podsakoff, 1990). Job satisfaction, on the other hand, refers to any set of
psychological, physiological, and environmental factors that lead a person to genuinely claim that
he or she is content with his or her job (Hoppock, 1935). Although there are numerous external
factors that can affect job satisfaction, this approach maintains that is is an internal concept that
has to do with how the person feels. Job satisfaction is thought to be a sensation that results from
the belief that one’s work satisfies both their physical and psychological demands (Aziri, 2008).
In accordance with this, the current study holds that job satisfaction is a factor that is connected
to the quality of the working environment.

METHOD
Research design

This quantitative study used the descriptive-correlational research design. The procedure
for gathering, evaluating, interpreting, and documenting a study's findings is known as quantitative
research. (Creswell, 2003). On the other hand, descriptive research provides an accurate status
of a phenomenon by describing the relationship among variables (Johnson & Christensen, 2000).
According to Gay et al., (2006), correlational research design refers to the examination of the
correlation between two or more variables in which the variables do not affect each other.

Respondents

The teachers of Cluster 13 in public schools in Division of Davao City were the
respondents, particularly secondary school teachers. A total of 150 teachers were surveyed using
the random sampling technique.

Instruments

The study used survey questionnaires adapted and modified from different studies and to
fit into the context of the respondents of this study. The instrument is divided into four parts such
as Job Satisfaction, Leadership Behavior, Organizational Climate, and Quality of Work Life of
teachers.
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Statistical Tools

Mean and Standard Deviation were used to determine the level and standard deviation
of Job Satisfaction, Leadership Behavior, Organization Climate and Quality of Work Life of
teachers.

Pearson Product Moment Correlation will be utilized to determine the relationships of
Job Satisfaction, Leadership Behavior, organizational climate and Quality of Work Life of
teachers.

Multiple Regression Analysis will use to measure the influence of Job Satisfaction,
Leadership Behavior and Organizational Climate influence the Quality of Work Life of teachers.

SEM Path Analysis will be employed to assess the interrelationships of the variables. In
evaluating the goodness of fit of the models, the following indices will be computed: CMIN/DF,
Tucker-Lewis Index (TLI), Comparative Fit Index (CFI), and Root Mean Square Error of
Approximation (RMSEA) and P of close Fit (PCLOSE)

RESULTS AND DISCUSSION

Level of Job Satisfaction

Table 1 shows the level of job satisfaction of teachers in Cluster 13 Division of Davao City.
The level of teachers’ job satisfaction contains eight indicators, namely pay, promotion,
supervision, fringe benefits, operating condition, coworkers, nature of work, and communication.
It garnered an overall mean of 3.19 and a standard deviation of .293. The SD results range from
.386-.973 which denotes that the respondents’ answers are not so dispersed from one another.
In terms of pay, the teachers of cluster 13, Division of Davao City exhibit the highest mean in |
feel | am being paid a fair amount for the work | do with the mean of 3.92 described as high.

Table 1
Level of Job Satisfaction
Job Satisfaction Mean| SD | Descriptio
n
Pay
| feel | am being paid a fair amount for the work | do. 3.92 | .898 High
Raises are too few and far between. 3.57 | .669 High

| feel unappreciated by the organization when | think about

what they pay me.

| feel satisfied with my chances for salary increases. 3.62 | .808 High

Category Mean 3.52 | .445 High
Promotion

2.95 | .936 | Moderate

There is really too little chance for promotion on my job. 3.60 | 866 High

Those who do well on the job stand a fair chance of being

3.51 | .801 | High

promoted.

People get ahead as fast here as they do in other places. 3.49 | .702 High

| am satisfied with my chances for promotion. 3.23 | .837 | Moderate
Category Mean 3.46 | .426 | Moderate

Supervision

My supervisor is quite competent in doing his/her job. 4.19 | .69 High
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My supervisor is unfair to me. 2.03 | .908 Low
My supervisor shows too little interest in the feelings of 263 | 945 | Moderate
subordinates
I like my supervisor 3.80 | .803 High
Category Mean 3.16 | .416 | Moderate
FRINGE BENEFITS

I am not satisfied with the benefits | receive. 2.35 | .852 Low

The benefits we receive are as good as most other
organizations offer.

3.42 | .688 | Moderate

The benefit package we have is equitable. 3.55 | .574 High
There are benefits we do not have which we should have 3.79 | .821 High
Category Mean 3.28 | .386 | Moderate
Operating Condition

Many of our rules and procedures make doing a good job 3.66 | .758 High
difficult.

My efforts to do a good job are seldom blocked by red tape. 2.27 | .963 Low

I have too much to do at work. 3.83 | .847 High

| have too much paperwork. 3.45 | .973 | Moderate
Category Mean 3.31 | .528 | Moderate

Coworkers

| like the people | work with. 411 738 High

| find | have to work harder at my job because of the
incompetence of people | work with.

2.13 | 1.04 Low

| enjoy my coworkers. 3.95 | .771 High
There is too much bickering and fighting at work. 1.83 | .878 Low
Category Mean 3.01 | .542 | Moderate

Nature of work

. . . 1.85 | .954 Low
| sometimes feel my job is meaningless

| like doing the things | do at work. 3.58 | .762 High

| feel a sense of pride in doing my job. 3.50 | .918 High

My job is enjoyable. 3.39 | .741 | Moderate

Category Mean 3.08 | .552 | Moderate
Communication

Communications seem good within this organization. 3.84 | .751 High

The goals of this organization are not clear to me. 2.19 | .900 Low

| often feel that | do not know what is going on with the

T 2.44 | 959 Low
organization.

Work assignments are not fully explained. 2.38 | .960 Low
Category Mean 2.71 | .566 | Moderate
OVERALL 3.19 | .293 | Moderate

Level of Leadership Behavior

Table 2 shows the level of leadership behavior of Cluster 13 Division of Davao City. The
leadership behavior contains two indicators such as consideration and initiating structure. The
overall mean is 3.63 while its standard deviation is .351 which ranges from .354-.875 which
denotes that respondents answers are closer to one another.

In terms of consideration, it shows the highest mean in the aspect of is friendly and
approachable with a mean of 4.11. This indicates that the individuals being evaluated perceive
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the person or group being considered as friendly and easy to approach. The description of high
suggests a strong positive sentiment among the individuals being evaluated in terms of their
perceived approachability and friendliness. This behavior is associated with positive interpersonal
relationships, trust, and open communication in the workplace. Eisenbeiss et al., (2008) study has
shown that leaders who are perceived as friendly and approachable are more likely to create a
positive work environment and foster employee satisfaction and engagement.

Table 2
Level of Leadership Behavior
Leadership Behavior Mea | SD | Descriptio
n n
Consideration
Gives advance notice of changes. 3.59| .813 High

Does little things to make it pleasant to be a member of the 349 801l Moderate

group.
;%Orrlif):r? for the personal welfare of individual group 352 739 High
Refuses to explain his/her action. 2.85| .865| Moderate
Acts without consulting the group. 2.56| .945| Moderate
Treats all group members as his/her equals. 3.71| .708 High
Is willing to make changes. 4,11 .719 High
Is friendly and approachable. 3.82| .875 High
Puts suggestions made by the group into operation 3.67| .720 High
Category Mean 3.48| .354| Moderate
Initiating Structure
Makes his/her attitudes clear to the group. 3.85| .789 High
Tries out his/her new ideas with the group. 3.59| .696 High
Assigns group members to particular tasks. 3.87| .720 High
Schedules the work to be done. 4.12| .658 High
Maintains definite standards of performance. 3.63| .671 High
Encourages the use of uniform procedures. 3.81| .763 High

Makes sure that his/her part in the group is understood by
group members.
Asks that group members follow standard rules and

3.95| .736 High

3.80| .724|  High

regulations.

Lets group members know what is expected of them. 3.66| .740 High
Decides what shall be done and how it shall be done. 3.56| .728 High
Category Mean 3.78| .442 High

OVERALL 3.63| .351 High

Level of Organizational Climate
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The table 4 presents the result of level of quality of work life of teachers in cluster 13 Division of
Davao City. There are seven indicators of work performance namely working condition, use of
capacities at work, opportunities at work, social integration at work, constitutionalism at work,
occupied space by the work in life and social relevance and importance of work. The overall mean
is 3.94 while the standard deviation is .297 which ranges from .368-.781. This denotes that the
respondent’s response is all clustered to the mean.

Within the category of working conditions, the item | feel satisfied with the use of
technology in the work | do stands out with the highest mean of 4.26. This indicates that teachers
in Cluster 13 Division of Davao City have a strong positive sentiment and satisfaction with the use
of technology in their work. They perceive that the technology provided to them enhances their
work experience and contributes to their overall satisfaction. On the other hand, the lowest mean
is associated with the aspect | am satisfied with the safety equipment, individual and collective
protection provided by the workplace with a mean of 3.63. Although it is the lowest mean within
the category, it is still described as moderate.

Table 3.
Level Organizational Climate
Organizational Climate Mea | SD |Descriptic

n n

Providing Structure

| give clear assignments to group members. 4.05 1 .726 High

I make the goals of the group clear to everyone. 3.95 | .632 High
%irrr:]pbheizi.ze the overall purpose of the group assignment to group 4.08 | 650 High
Igroelljg.group members understand their purpose for being in the 401 | 675 High
I help group members understand their roles in the group. 4.08 | .662 High
Category Mean 4.03 | .403 High

Clarifying Norms

| emphasize starting and ending group meetings on time. 381 .598 High

I model group norms for group members. 3.69 | .612 High
| demonstrate effective communication to group members. 3.87 | .669 High
| encourage group members to agree on the rules for the group. 3.73 | .620 High

| expect group members to listen when another group member is
talking.

Category Mean 3.89 | .382 High
Building Cohesiveness

4.33 | 549 High

| encourage group members to listen and to respect 4.32 | .511 High

| encourage group members to respect each other’s differences 4.18 | .560 High

| encourage group members to accept each other as
unigue individuals.

| help group members build camaraderie with each other. 4.08 | .670 High
Category Mean 4.23 | .370 High

4.34 | 528 High
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Promotional Standard of Excellence

| encourage group members to work to the best of their abilities. 4.02 | .704 High

I make a point of recognizing people when they do a good job. 4.20 | .602 High
| promote standards of excellence. 4.28 | .581 High
| give group members honest feedback about their work. 4.12 | 644 High

| show group members who are not performing well how to
improve the quality of their work.

Category Mean 411 | .352 High
OVERALL 4.06 | .295 High

3.96 | .633 High

Level of Quality of Work Life

The table 4 presents the result of level of quality of work life of teachers in cluster 13 Division of
Davao City. There are seven indicators of work performance namely working condition, use of
capacities at work, opportunities at work, social integration at work, constitutionalism at work,
occupied space by the work in life and social relevance and importance of work. The overall mean
is 3.94 while the standard deviation is .297 which ranges from .368-.781. This denotes that the
respondent’s response is all clustered to the mean.

Table 4

Level of Quality of Work Life

Quality of Work Life Mean | SD | Descriptio
n

Working Condition

| am satisfied with my work journey (quantity of work hours). 407 617 High

| am satisfied with my workload (amount of work). 3.91 | .644 High

| feel satisfied with the use of technology in the work | do. 4.26 | .649 High

| am satisfied with the healthiness (e.g.: cleaning, lighting, noise
etc.) of my workplace.

| am satisfied with the safety equipment, individual and
collective protection provided by the workplace.

Category Mean 3.94 | .405 High

Use of Capacities at Work

3.81 | .708 High

3.63 | .781 High

| am satisfied with the autonomy (opportunity to make 3.67 | .549 High
decisions) that | have worked with.
| am satisfied with the importance of the task/work/activity that |

3.85 | .610 High

do.

| am satisfied with my performance evaluation and/or received

feedback (have knowledge of how good or bad is my 3.87 | .616 High
performance at work).

Category Mean 3.80 | .380 High

Opportunities at Work

| am satisfied with my professional growth opportunity. 3.75 1590 High

| am satisfied with the training | had. 3.77 | .548 High
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| feel satisfied with the situations and the frequency in which
layoffs occur in my workplace.

Category Mean 3.71 | 436 High
Social Integration at Work

3.61 | .712 High

| feel respect to the variety of religious beliefs, sexual
orientations, races etc. in my workplace.

| feel satisfied with my relationship with my colleagues and
leaders in my workplace.

4.31 | 601 High

4.01 | .680 High

| feel satisfied with the commitment of my colleagues to work. 3.97 | .665 High
\IN?)rrT:(satlsﬁed with the appreciation of my ideas and initiatives at 3.96 | 590 High

Category Mean 4.07 | .448 High
Constitutionalism at Work

| am satisfied with the workplace for its respect for workers’

rights.

| am satisfied with my freedom of expression (opportunity to

give my opinions) in your workplace.

| feel satisfied with the norms and rules at my workplace. 4.18| .602 High

| feel sat_lsﬁed regardmg_ the respect for individuality (individual 424| 620 High

and particular characteristics) at my workplace.

Category Mean 4.15| .446 High
Occupied Space by the Work in Life

4.13| .648 High

4.05| .688|  High

| am satisfied with the influence of work on my family 4.09| .688 High
life/routine.

I am satisfied with the influence of work on my possibility of 383! 679 High
leisure.

| am satisfied with my work and rest schedules. 3.73| .765 High
Category Mean 3.89| .495 High

Social Relevance and Importance of Work

| feel satisfied regarding my pride to do my job. 385| 659 High
| feel satisfied with the image that this workplace has in the
society.

| am satisfied with the community integration (contribution to
society) that the workplace has.

| am satisfied with the services provided of the workplace. 3.86| .567 High

| am satisfied with the human resources policy (the way the
workplace treats employees) that the workplace uses.

Category Mean 4.01| .368 High
Overall 3.94| .297 High

3.83| .599 High

421| 594|  High

4.31| .569 High

Within the category of working conditions, the item | feel satisfied with the use of
technology in the work | do stands out with the highest mean of 4.26. This indicates that teachers
in Cluster 13 Division of Davao City have a strong positive sentiment and satisfaction with the use
of technology in their work. They perceive that the technology provided to them enhances their
work experience and contributes to their overall satisfaction. On the other hand, the lowest mean
is associated with the aspect | am satisfied with the safety equipment, individual and collective
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protection provided by the workplace with a mean of 3.63. Although it is the lowest mean within
the category, it is still described as moderate.

Relationship between the Independent
Variables and Quality of Work Life

Table 5 shows the relationship between job satisfaction, leadership behavior,
organizational climate, and quality of work life of teachers. The results show that all the
independent variables have a significant relationship with the quality of work life of teachers
(p<.05).

Table 5. Relationship between the Independent Variables
and Quality of Work Life

INDEPENDENT VARIABLES Quality of Work Life
R p-value Remarks
Job Satisfaction . 355" .000 Significant
Leadership Behavior . 581" .000 Significant
Organizational Climate 571" .000 Significant

Influence of Job Satisfaction,Leadership Behavior and Organizational Climate on the
Quality of Work Life of Teachers

Table 6 presents the results of regression analysis which purpose is to show the significant
predictors of quality of work life. The findings suggest that the work life of teachers is notably
affected by organizational climate, as evidenced by its prominent coefficient. Furthermore,
leadership behavior also exerts an impact on the work life of educators.

Table 6. Influence of Job Satisfaction,Leadership Behavior and Organizational
Climate on the Quality of Work Life of Teachers

Independent Variables Unstandardized Standardized t p-value | Remarks
Coefficients Coefficients
B Std. Error Beta

(Constant) 1.396 .285 4.891| .000
Job Satisfaction 062 | 075 061 822 | 412 | o N
Leadership Behavior Significant
Organizational Climate .285 .077 .337 3.696 | .000 S_lgn.|f.|cant

.322 .088 .319 3.636| .000 Significant

Note: R=.632, R-square=.399, F=32.312, P<.05

CONCLUSION
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The level of job satisfaction in Cluster 13 Division of Davao City is moderate. In particular, the
teachers of cluster 13 Division of Davao City seldom exhibited pay, promotion, supervision, fringe
benefits, operating condition, coworkers, nature of work, and communication. This means that the
teachers in Cluster 13 Division of Davao City seldom exhibited job satisfaction.

The teachers of Cluster 13 Division of Davao City has a high level of leadership behavior. This
denotes that the teachers oftentimes manifested leadership behavior. In other words, the teachers
of Cluster 13 Division of Davao City had a positive response in leadership behavior in terms of
consideration and initiating structure.

The level of organizational climate of Cluster 13 Division of Davao teachers have high level in
terms of providing structure, clarifying norms, building cohesiveness and promotional standard of
excellence. This indicates that teachers of Cluster 13 Division of Davao City oftentimes exhibited
organizational climate.

The level of quality of work life of cluster 13 Division of Davao City teachers was high in terms
of working condition, use of capacities at work, opportunities at work, social integration at work,
constitutionalism at work, occupied space by the work in life and social relevance and importance
of work. This denotes that teachers of cluster 13 Division of Davao City oftentimes exhibited
quality of work life.

There was a significant relationship between leadership behavior, organizational climate and
quality of work life of cluster 13 Division of Davao City.

Among the three independent variables, only leadership behavor and organizational climate
significantly predicted teachers’ quality of work life while the job satisfaction does significantly
predicted teachers’ quality of work life. This implies that leadership behavior and organizational
climate can improve better the quality of work life of teachers while the job satisfaction does not
contribute to the teachers work performance.

The best fit model is hypothesized model 5. The model shows that leadership behavior and
organizational climate had significant direct effect on quality of work life while job satisfaction did
not have direct effect on quality of work life. This implies that quality of work life is a factor that
explains the relationship of leadership behavior and organizational climate on the quality of work
life of teachers.
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