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ABSTRACT 

	This study examined the relationship between organizational culture and the leadership competence of middle managers in State Universities and Colleges (SUCs) in Region XI. Utilizing a non-experimental quantitative method and a descriptive correlational design, the research was carried out in Davao del Sur and Davao Occidental during the first semester of School Year 2025–2026. Data were collected from 36 middle managers through an adopted survey questionnaire administered via Google Forms, using convenient sampling based on participants’ willingness to respond. Descriptive statistics, specifically mean and standard deviation, were used to determine the perceived levels of organizational culture and leadership competence, while Spearman’s rho was employed to test the significance of their relationship. Findings revealed that middle managers rated both organizational culture and leadership competence as high to very high across all dimensions, indicating a positive organizational environment and strong leadership practices. Moreover, results showed a statistically significant positive correlation between organizational culture and leadership competence, rs(34) = .345, p = .040, demonstrating that enhanced organizational culture is associated with greater leadership competence. The study underscores the crucial role of supportive and mission-oriented organizational cultures in fostering effective leadership among middle managers in higher education institutions.
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1. INTRODUCTION

Higher education institutions (HEIs) play a pivotal role in cultivating future leaders and advancing societal progress through instruction, research, and community engagement. These institutions strive to create environments that foster intellectual growth while equipping learners with competencies essential for navigating an increasingly complex global landscape (Baker, 2022). Effective leadership within HEIs is critical for achieving educational goals, ensuring institutional sustainability, and maintaining academic excellence. As Doulgerof (2023) emphasizes, institutional leaders are responsible for articulating strategic directions, fostering collaboration, and enabling adaptability in response to evolving educational demands.
Middle managers occupy a central position in this structure, bridging the gap between senior administrators and faculty members. Their leadership approaches, whether transformational, emphasizing vision and innovation, or transactional, prioritizing stability and operational efficiency—significantly shape organizational outcomes (Alsarrani et al., 2021; Bhana & Bayat, 2020; Reed et al., 2019). Alongside leadership, organizational culture and conflict management have emerged as key determinants of institutional effectiveness. A strong, supportive culture fosters collaboration, motivation, and shared purpose, whereas a weak or fragmented culture often results in diminished morale and disengagement (Faisal & Masroor, 2025). Similarly, conflict management practices influence interpersonal relationships, team cohesion, and overall productivity; when managed constructively, conflicts can enhance organizational learning and innovation (Karpenko et al., 2021; Gomathy, 2022).
Despite extensive global scholarship on leadership and organizational behavior, empirical studies examining the combined influence of organizational culture on leadership competence among middle managers in higher education institutions remain limited, particularly within the Philippine context. As Villena (2025) and Lee (2021) note, leadership effectiveness in Philippine HEIs is shaped by both cultural and interpersonal factors that affect managerial decision-making and employee engagement. However, the interrelationship among these constructs has yet to be fully explored. Addressing this research gap, the present study investigates the predictive relationship of organizational culture and conflict management toward the leadership competence of middle managers in higher education institutions. The findings are expected to contribute to the development of evidence-based leadership enhancement programs and to strengthen institutional governance and performance in Philippine higher education.
Hence, this study aims to determine how organizational culture serves as predictor of leadership competence among middle managers. Specifically, it seeks to answer the following questions:
1. What is the level of organizational culture as perceived by middle managers in terms of its key dimensions (support, mission, success, bureaucracy)?
2. What is the level of leadership competence of middle managers?
3. [bookmark: _Hlk214135599]Is there a significant relationship between organizational culture and the leadership competence of middle managers?
The results of this study are expected to offer empirical evidence on how organizational culture contributes to the development and manifestation of leadership competence among middle managers.

2. material and methods 

Discussed in this section are the research design, the research subjects, the research instruments, the research procedure in gathering of the data and the analysis of data to be used in the conduct of the study. “Quantitative research is defined    as    a    systematic    investigation    of phenomena by gathering quantifiable data and performing statistical, mathematical, or computational techniques.  

2.1 Research Design

This study utilized non-experimental quantitative research approach utilizing descriptive correlational design. Quantitative research collects information from existing and potential customers using sampling methods and sending outline surveys, online polls, and questionnaires.   The   results   of   which   can   be depicted in the form of numerical” (Bunge, 1995).

This study is also descriptive in nature. “Descriptive research is defined as a research method that describes the characteristics of the population or phenomenon that is being studied. This methodology focuses more on the what of the research subject rather than the why of the research subject. The term descriptive research refers to the type of research questions, design, and data analysis that will be applied to a given topic. Descriptive statistics tell what us, while inferential statistics try to determine cause and effect” (Bunge, 1995). 

2.2 Research Locale

The geographic locations of this study were Digos City, Davao del Sur and Malita, Davao Occidental. 

2.3 Population and Sample

The sample for this study was chosen using convenient sampling. The study only included middle managers who expressed their willingness to participate. The respondents of this study voluntarily participated in the study by signing the Informed Consent Form. 

The study was conducted during the first semester of school year 2025-2026. The researchers utilized Google Forms to gather data from 36 respondents. 

2.4 Research Instruments

This study employed adopted questionnaires from Sashin and Rosenback (2013) for the Organizational Culture; and Kadri et al., (2022) for the Teacher Leadership Competence. A five-point Likert Scale was used in the study. 

2.5 Data Gathering Procedure

The researcher first secured permission to conduct the study by obtaining approval from the heads of the participating State Universities and Colleges (SUCs) in Region XI. After approval, the researcher distributed the standardized survey instruments measuring organizational culture and leadership competence to the identified middle managers through online forms, depending on the accessibility of the participants. Before answering, participants were informed of the study’s purpose, assured of confidentiality, and asked to provide informed consent.
Completed questionnaires were collected within the agreed timeline, monitored regularly to ensure a high response rate. After retrieval, the responses were organized, checked for completeness, and encoded for statistical analysis using appropriate descriptive and inferential tools to examine how organizational culture predicts leadership competence.
2.6 Data Analysis

The data collected were first checked for completeness and accuracy before being encoded into a statistical software program. Descriptive statistics, such as mean and standard deviation, were used to determine the level of organizational culture and leadership competence among middle managers in the participating SUCs in Region XI.
To examine the predictive relationship between organizational culture and leadership competence, the researcher used Spearman’s rho correlation to determine the strength and direction of the association between the variables. 

3. results and discussion

Presented in this section are the findings, analysis, and interpretation of data gathered in the study. The results are organized according to the research objectives, beginning with the level of organizational culture as perceived by middle managers, followed by the assessment of their leadership competence, and concluding with the analysis of the predictive relationship between the two variables. Statistical tools such as mean, standard deviation, Spearman’s rho. 

3.1 Level of Organization Culture as perceived by middle managers in terms of its key dimensions

The results in Table 1 indicate that middle managers perceive the organization’s culture positively, as shown by the consistently high mean scores across all dimensions. The Support Dimension shows mean ranging from 4.00 to 4.47, suggesting that collaboration, peer support, and communication are well-established. The relatively low to moderate standard deviations (around 0.560 to 0.986) indicate that most respondents share similar views, with only slight variations in how consistent support is experienced. The Mission Dimension has the highest mean scores (4.00 to 4.66), reflecting a very strong shared understanding of institutional goals and alignment of departmental work with the organization’s mission. Its low standard deviations (0.645 to 0.798) signify a high level of agreement among managers. The Success Dimension also records high means (4.14 to 4.39), showing that managers feel recognized, encouraged to grow, and supported in pursuing innovation. Standard deviations here are similarly low (0.645 to 0.798), indicating consistent perceptions across respondents. Lastly, the Bureaucracy Dimension has slightly lower but still high means (3.89 to 4.11), suggesting that while policies and formal procedures are clear, some bureaucratic processes may slow down certain functions. Its standard deviations (0.500 to 0.749) remain low, showing that managers generally agree in their assessments. Overall, the combination of high means and low standard deviations reflects a strong and consistently perceived organizational culture.

Table 1. Level of Organizational Culture 
	PARTICULARS
	MEAN
	STD. DEVIATION
	DESCRIPTION

	Support Dimension
	
	
	

	1.My colleagues openly share ideas and resources to help each other succeed.
	4.42
	0.692
	High

	2.I feel supported by my peers when I encounter professional challenges.
	4.47
	0.560
	High

	3.There is a strong sense of teamwork and collaboration in our department.
	4.33
	0.586
	High

	4.Management encourages open communication and feedback among staff.
	4.03
	0.910
	High

	5.Our institution provides adequate resources for professional development and support.
	4.00
	0.986
	High

	6.We celebrate each other's successes and provide constructive feedback for improvement.
	4.33
	0.632
	High

	Mission Dimension
	
	
	

	1.I clearly understand the mission and vision of our institution.
	4.61
	0.668
	Very High

	2.Our department's goals are well-aligned with the overall institutional objectives.
	4.50
	0.645
	Very High

	3.There is a shared commitment among staff to achieve our educational mission.
	4.28
	0.649
	High

	4.The institution effectively communicates its strategic priorities to all employees.
	4.00
	0.645
	High

	5.I believe my work contributes meaningfully to the institution's mission.
	4.56
	0.692
	Very High

	6.We regularly review our progress towards achieving our shared goals.
	4.39
	0.798
	High

	Success Dimension
	
	
	

	1.Achievements and contributions of staff are recognized and celebrated.
	4.31
	0.668
	High

	2.Our institution emphasizes high-quality outcomes and continuous improvement.
	4.39
	0.645
	High

	3.There are clear performance expectations and opportunities for growth.
	4.25
	0.649
	High

	4.The institution invests in professional development to enhance staff capabilities.
	4.39
	0.645
	High

	5.We are encouraged to learn from mistakes and apply new knowledge.
	4.25
	0.692
	High

	6.Innovation and creativity are valued in our pursuit of success.
	4.14
	0.798
	High

	Bureaucracy Dimension
	
	
	

	1.Clear rules and procedures guide our daily operations.
	3.89
	0.609
	High

	2.Decision-making processes often involve multiple layers of approval.
	4.03
	0.654
	High

	3.Adherence to formal policies and regulations is strongly emphasized.
	3.97
	0.652
	High

	4.Communication often follows strict hierarchical channels.
	4.00
	0.500
	High

	5.There is a clear chain of command within the institution.
	3.94
	0.609
	High

	6.Processes for change or innovation tend to be slow due to formal procedures.
	4.11
	0.749
	High




Overall, the results indicate that the institution’s organizational culture is highly developed, characterized by strong mission awareness, supportive teamwork, recognition of success, and structured administrative systems. These findings imply that middle managers generally perceive their organizational environment as conducive to collaboration, goal achievement, and professional growth, though continuous improvement in communication and empowerment mechanisms would further enhance cultural strength and effectiveness (Ferine et al., 2021).

3.2 Level of Leadership Competence of Middle Managers

The findings shown in Table 2 presents that middle managers consistently rate their instructional leadership practices highly, as reflected in the generally high mean scores across all four dimensions. Fostering a Collaborative Culture reports very high means ranging from 4.19 to 4.58, indicating strong promotion of teamwork, shared decision-making, and open communication. The low standard deviations (0.500 to 0.749) suggest that respondents share similar perceptions of collaboration within their teams. In Modeling Leadership Attributes and Skills, the means remain high (4.28 to 4.61), demonstrating that managers see themselves as ethical, trustworthy, and capable of motivating colleagues. Standard deviations here are also low (0.549 to 0.798), reflecting consistent agreement among participants. The dimension on Facilitating Improvements and Establishing Standards shows slightly lower but still high means (3.94 to 4.36), indicating that managers actively support instructional development and performance standards. Standard deviations (0.845 to 0.924) are somewhat higher, signaling more varied experiences in this area. Lastly, performing as a Referral Leader demonstrates high to very high means (4.03 to 4.50), meaning colleagues frequently seek guidance from the managers and benefit from their mentoring. The standard deviations (0.604 to 0.971) show moderate consistency in responses. Overall, the strong means and mostly low standard deviations indicate that instructional leadership behaviors are not only present but are also perceived consistently across respondents.

Table 2. Level of Teacher Leadership Competence 
	PARTICULARS
	MEAN
	STD. DEVIATION
	DESCRIPTION

	Fostering a Collaborative Culture
	
	
	

	1.I actively encourage my colleagues to work together on common goals.
	4.53
	0.609
	Very High

	2.I promote shared decision-making processes within our team/department.
	4.47
	0.654
	High

	3.I create opportunities for colleagues to share their expertise and ideas.
	4.56
	0.652
	Very High

	4.I foster an environment where colleagues feel comfortable expressing their opinions.
	4.58
	0.500
	Very High

	5.I facilitate discussions that lead to consensus among staff members.
	4.47
	0.609
	High

	6.I champion initiatives that enhance cooperation and mutual support among teachers.
	4.19
	0.749
	High

	Modeling Leadership Attributes and Skills
	
	
	

	1.I consistently demonstrate professionalism and ethical conduct in my role.
	4.50
	0.609
	Very High

	2.I effectively communicate expectations, feedback, and important information to my colleagues.
	4.36
	0.762
	High

	3.I am a reliable and trustworthy individual whom colleagues can depend on.
	4.61
	0.549
	Very High

	4.I actively seek out and incorporate feedback to improve my leadership practices.
	4.28
	0.779
	High

	5.I inspire and motivate colleagues to strive for excellence in their teaching.
	4.36
	0.798
	High

	6.I maintain a positive attitude and approach challenges with a solutions-oriented mindset.
	4.44
	0.695
	High

	Facilitating Improvements and Establishing Standards
	
	
	

	1.I actively contribute to and guide curriculum development initiatives.
	4.06
	0.893
	High

	2.I help establish clear and achievable performance standards for teaching and learning.
	4.11
	0.854
	High

	3.I support my colleagues in implementing new instructional strategies and technologies.
	4.36
	0.867
	High

	4.I facilitate professional learning communities that focus on improving educational practices.
	4.17
	0.845
	High

	5.I provide constructive feedback to colleagues to help them enhance their teaching effectiveness.
	4.08
	0.906
	High

	6.I regularly assess the impact of new programs or practices on student learning outcomes.
	3.94
	0.924
	High

	Performing as a Referral Leader
	
	
	

	1.My colleagues often approach me for advice or guidance on educational matters.
	4.08
	0.806
	High

	2.I actively mentor less experienced teachers, offering support and sharing best practices.
	4.03
	0.971
	High

	3.I advocate for the professional growth and development of my colleagues.
	4.50
	0.737
	Very High

	4.I connect colleagues with relevant resources, training, or opportunities for advancement.
	4.42
	0.604
	High

	5.I represent the needs and interests of my colleagues in institutional discussions.
	4.08
	0.806
	High



The findings indicate that middle managers display high to very high leadership practices across all dimensions, a result consistent with literature emphasizing the role of supportive organizational cultures in cultivating effective leadership. Kara (2022) notes that collaborative, success-oriented cultures enhance teacher leadership, reflected in the respondents’ strong performance in fostering collegial relationships. Their high ratings in modeling leadership attributes also align with Andrade-Zambrano and Ureta-Alvear’s (2021) assertion that cultures grounded in professionalism, ethics, and continuous improvement strengthen leadership competence. The respondents’ active involvement in facilitating improvements and supporting instructional initiatives echoes Guinot et al.’s (2018) view that organizational trust and learning environments positively influence leadership behavior. However, relatively lower ratings in promoting structured cooperative initiatives, evaluating program outcomes, and mentoring new teachers correspond with challenges highlighted in Philippine literature, such as unclear leadership frameworks and limited mentoring systems (Alegado, 2018; Perez & Lumaad, 2021; Tarraya, 2023). Overall, the synthesis affirms that while leadership competence is strong, organizational mechanisms requiring systematic collaboration, evaluation, and mentoring remain essential areas for reinforcement.

3.3 Significant relationship between organizational culture and the leadership competence of middle managers

As presented in Table 3, Spearman’s rank-order correlation was conducted to examine the relationship between organizational culture and organizational management. The analysis revealed a positive, statistically significant correlation between the two variables, ρ = .345, p = .040, with 34 degrees of freedom. This indicates that higher perceptions of organizational culture are associated with higher levels of organizational management. Although the correlation is moderate in strength, it suggests a meaningful relationship between the two constructs.



Table 3. Significance of the Relationship between Organizational Culture and Teacher Leadership Competence
	Variables
	Spearman’s rho 
	df
	p-value

	Organizational Culture and Teacher Leadership Competence
	0.345
	34
	0.040*


Level of Significance= 0.05
The findings reveal that organizational culture and teacher leadership competence are significantly related, although the strength of the association is low to moderate. The positive direction of the correlation suggests that when the organizational culture within the institution is perceived to be supportive characterized by clear mission, involvement, consistency, and adaptability, teachers are more likely to demonstrate stronger leadership competencies.
This means that environments where values are shared, communication is open, and expectations are clear tend to cultivate teachers who are capable of effective decision-making, collaboration, problem-solving, and guiding colleagues or students. The result supports existing literature arguing that a healthy organizational culture fosters professional growth and empowers teachers to assume leadership roles.

The study’s finding that organizational culture is significant, though moderately, related to teacher leadership competence reinforces extensive literature asserting that supportive, collaborative, and mission-driven environments play an essential role in shaping teachers’ leadership behaviors. Prior studies emphasize that when schools cultivate shared values, open communication, and consistent expectations, teachers are more likely to demonstrate strong decision-making, collaboration, problem-solving, and influence—components central to effective leadership (Kara, 2022; Andrade-Zambrano & Ureta-Alvear, 2021). Although the correlation in this study is not strong, its significance aligns with research showing that culture serves as an enabling condition that fosters professional growth and empowers educators to assume leadership roles, even as individual factors and contextual dynamics also shape leadership outcomes (Guinot et al., 2018; Hidayat et al., 2020). Consistent with Philippine and regional studies noting the influence of organizational values, recognition, and relational norms on teacher leadership (Bongco & Ancho, 2019; Purwadi et al., 2020), the findings highlight the continued importance of strengthening cultural dimensions—such as clarity of mission, collaboration, and adaptability—to enhance teachers’ leadership capacities within educational institutions.

4. Conclusion

4.1 Conclusion

The findings of the study reveal that middle managers in State Universities and Colleges (SUCs) in Region XI perceive both the organizational culture and their leadership competence to be high across all measured dimensions. Organizational culture is characterized by strong support systems, clear mission alignment, recognition of success, and well-established bureaucratic structures. Similarly, leadership competence is reflected in middle managers’ consistent ability to foster collaboration, model professional skills, facilitate instructional improvements, and serve as referral leaders. The study also found a positive and statistically significant relationship between organizational culture and leadership competence (ρ = .345, p = .040), indicating that a supportive and mission-driven organizational culture contributes to stronger leadership behaviors among middle managers. Although the correlation is moderate, the results affirm that organizational culture plays an important role in shaping effective leadership practices within higher education institutions.

4.2 Recommendations

Based on the study’s findings, the following recommendations are offered:
1. Strengthen collaborative structures by enhancing shared decision-making activities, team-building initiatives, and regular communication forums to further reinforce the positive support culture already present.
2. Enhance leadership development programs focusing on mentoring, instructional leadership, and performance monitoring to further elevate middle managers’ competencies, especially in areas with slightly lower ratings such as program evaluation and mentoring novice staff.
3. Review organizational procedures to ensure that bureaucratic processes do not hinder innovation or timely decision-making. Streamlining approval workflows can help improve efficiency and responsiveness.
4. Sustain mission alignment efforts by regularly communicating strategic goals and recognizing contributions that support institutional objectives, ensuring that staff remain engaged and motivated.
5. Develop systematic mentoring and coaching systems that empower middle managers to support colleagues more effectively, enhancing their roles as referral leaders within the institution.
6. Encourage continuous professional learning through targeted training, workshops, and collaborative learning communities aimed at improving teaching and leadership practices.
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