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The study examines the mediation effect of  employee accountability on the relationship 
between working conditions and organizational health. The data were collected using a sur-
vey questionnaire on a sample of  311 elementary school teachers from public schools in 
North and South District of  Kiblawan, Davao del Sur. The study employed a correlational 
and causal approach using Path Analysis to determine the relationships between working 
conditions, organizational health, and employee accountability. Findings revealed that work-
ing conditions and organizational health are positively and significantly related. Moreover, 
there is also a significant and positive relationship between working conditions and em-
ployee accountability. Results also indicated that employee accountability and organizational 
health are significantly and positively related. Using the Path Analysis, the mediation model 
suggested that employee accountability partially mediates the positive relationship between 
working conditions and organizational health. Specifically, the total effect of  working condi-
tions on organizational health is mediated by or passes through employee accountability. The 
remaining is attributed to the direct impact of  working conditions or indirect effect through 
the mediation of  other variables that are not considered in the study.
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INTRODUCTION
A shifting and dynamic environment governs how public 
schools function, marked by technology advancements, 
growing social heterogeneity, and competitiveness, all of  
which contribute to the uneasiness felt by school leaders. 
Such changes invariably affect the interior dynamics of  
schools, thereby jeopardizing their organizational health. 
School leaders have a critical role in mitigating external 
effects and improving the organizational health of  their 
schools. In addition, Building effective relationships 
among staff  members, students, and local communities 
depends on the organization’s health. Creating productive 
workplace settings where employees feel at ease, safe, 
and motivated is crucial. (Hameiri, L., & Nir, A. 2016; 
MacNeil et al., 2009; Al-omari et al., 2020).
Significantly, like any social system, an organization 
needs to adapt to its environment to survive and grow. 
Organizational health plays a significant role in the 
behavioral effects of  any system. Employees who take 
pride in their work and who may freely go to work are 
in a healthy workplace-from the perspectives of  physical, 
psychological, security, belongingness, and meritocracy, 
valuing the beneficiaries’ knowledge, expertise, and 
personalities, development of  their potential, and 
completion of  tasks by metasystems. Schools must 
therefore maintain organizational health to enable a 
constructive working environment for instructors. A 
well-adjusted teacher is crucial for both the school and 
the children. The decision-makers and authorities must 
give the teachers a healthy workplace and supportive 
atmosphere. Adjustment and organizational health 
are closely related and dependent phenomena. In 
environments with robust organizational health, 

instructors can change their approaches and carry out 
their duties successfully (Jahed, 2007; Lenka, et al., 2017).
Research, moreover, one of  the characteristics most 
typically seen in successful institutions is a high level of  
employee collegiality. They repeatedly emphasized how 
important strong collegial ties are to the success of  school 
reform. However, several studies suggest that not every 
component of  teachers’ working conditions is the same, 
regardless of  where they are hired. And of  course, the type 
or location of  the school, teachers’ compensation may 
be lower than that of  other professions with comparable 
qualifications, and other aspects of  their working 
conditions, such as school safety, may differ greatly from 
one school to the next. Additionally, it is important that 
the group feels valued and cherished in their working 
environment for the organization to advance and for its 
people to be productive. According to a survey, an open 
school environment where administrators set an example 
of  being available for questions, problem-solving, 
and guidance is the best way to ensure a successful 
organizational climate and health. Teachers will respond 
with trust and loyalty in this environment. (Hanushek & 
Rivkin, 2007; Hashim, Tahir, & Musah, 2020).
The researcher is interested in examining whether 
employee accountability will moderate the relationship 
between public school teachers’ working conditions and 
organizational health in the aforementioned scenarios. 
There is existing literature on how organizational health 
is associated with working conditions. However, the 
majority of  the research was performed in a different 
industry and not in educational settings. The result of  this 
study will help improve the current working condition 
of  public school teachers and consequently enhance 
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the overall health situation of  an organization; hence, 
this study will produce new knowledge that has a direct 
application to the subject of  education.
The primary goal of  this study was to ascertain how 
employee accountability mediated the association 
between working conditions and organizational health 
for public elementary school teachers. The ensuing goals 
were created with more specificity:
1.To describe the level of  working condition of  public 
elementary school teachers in terms of:

1.1 Principal leadership,
1.2 Sense of  community and collegiality,
1.3 Teacher control in the classroom,
1.4 Student behavior.

2. To measure the organizational health of  teachers in 
public elementary schools in terms of:

2.1. Institutional integrity,
2.2. Collegial leadership,
2.3. Resource influence,
2.4. Teacher affiliation, and
2.5. Academic emphasis.

3. To measure the level of  employee accountability of  
public elementary school teachers
4.To assess the importance of  the connection between:

4.1 working condition and employee accountability
4.2 employee accountability and organizational health; and
4.3 working condition and organizational health.

5. To ascertain the importance of  mediation of  employee 
accountability on the relationship between working 
condition and organizational health of  public elementary 
school teachers.

LITERATURE REVIEW
This part provides substantial support for the research 
goals necessary for developing information in this report. 
Many approaches, viewpoints, hypotheses, facts from 
studies and publications, and insightful statements from 
many writers are pertinent to the study’s associated issues. 
The independent variable is working conditions with the 
indicators of  principal leadership, sense of  community 
and collegiality, teacher control in the classroom and 
student behavior (Ni, 2012). The dependent variable is 
the organizational health of  public school teachers with 
the indicators such as institutional integrity, collegial 
leadership, resource influence, teacher affiliation, and 
academic emphasis (Bradshaw et.al, 2009). The mediating 
variable is employee accountability (Leither, Morrison, & 
Kindem, 2004)

Working Conditions
Working conditions in schools are essential for student 
learning possibilities as well as teacher motivation, efficacy, 
and job satisfaction. Some of  the most crucial factors that 
guarantee the caliber of  teachers’ work include enough 
resources, a a manageable workload, collaboration for 
professional progress, collegial cooperation, managerial 
assistance, and opportunities for judgment, to mention 
a few. The study determined the social component to be 

the most important of  the seven categories of  teacher 
working conditions. As a result, the positive impacts of  
peer support, strong principal leadership, and a climate 
of  trust and respect in the classroom outweighed the 
negative effects of  material resources by almost two to 
one. (Bascia and Rottmann, 2011; Toropova et al., 2020).
On the other hand, regardless of  the proposed 
improvements, adequate working conditions are still 
required; ultimately, the effectiveness will depend partly 
on how the management improves it. Educators’ actions 
are closely related to their inner feelings and thoughts. 
The Thoughts and feelings of  educators are closely 
entwined with the workplace environment.
The few factors that work condition include can either 
positively or negatively affect how well even the most 
extreme employees perform. It is crucial to consider the 
physical environment in which workers work, as excessive 
heat and insufficient ventilation might have an impact on 
their productivity. (Leithwood, 2006; Ali, Ali, Adan, 2013; 
Maghanoy, 2021).
In addition, teacher job satisfaction was directly connected 
to their views of  their workload. However, it had nothing 
to do with the nature of  the teachers or the working 
environment. These results are consistent with those 
of  Skaalvik and Skaalvik (2016), who found that a high 
workload was not related to teacher self- efficacy views 
but was highly correlated with emotional exhaustion and 
motivation to quit teaching (Toropova et al., 2020).
As previously mentioned, various elements that influence 
a teacher’s general and daily job obligations are “working 
circumstances.” These factors may differ from the 
availability of  physical resources and the condition of  
structural and equipment to factors like student conduct, 
coworker camaraderie, and administrative backing, to 
name a few. The Netherlands, Poland, Estonia, France, 
and other nations have reported a correlation between 
poor working conditions and teacher resignations. 
Teacher burnout is a major factor determining teacher 
retention. 
It has been demonstrated that unfavorable working 
conditions,   such as a rising workload, work instability, 
and low position or reputation in the teaching profession, 
contribute to this problem, claiming that unfavorable 
working conditions might raise stress levels, which can 
result in physical illness. Such a condition can result in 
teacher attrition and negatively impact a teacher’s ability 
to accomplish their duties. (European Union, 2013; 
Hakanen et al., 2006; Geiger & Pivovarova, 2018).
Moreover, when instructors are surrounded by coworkers 
who share their core values and beliefs, they seem to be 
more likely to form productive teacher communities 
and work together to achieve their goals. It strengthens 
teachers’ ties to the institution and encourages them to 
continue working there. Additionally, good working 
conditions in educational institutions are crucial for 
higher-quality education. In other nations, elements like 
the working circumstances of  an organization, the role 
of  faculty retention as a mediator, and the impact of  
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employability on educational quality under the influence 
of  working conditions are key catalysts for development 
and growth. A nation’s professional development is based 
on a high-quality education, which is essential for national 
expansion and increased worldwide competitiveness 
(Budiharso & Tarman, 2020; Ni, 2017).
Furthermore, working conditions are essential for teacher 
retention because they have an effect on educators’ 
choices to remain in or leave the teaching career. New 
teachers must operate in an environment that supports 
those goals to teach, survive, and flourish. (Ingersoll, 
2012; Jimenez, 2017; Dissertations & Moore, 2019).
The latent construct comprises four factors: principal 
leadership, sense of  community and collegiality, teacher 
control in classroom, and student behaviour.
The first indicator is principal leadership. For the past 20 
years, educational research has backed the idea that good 
central leadership is the foundation of  a successful school. 
The efficacy of  the school is impacted by the indirect but 
positive impact of  the principal’s leadership on student 
outcomes. Principal leadership strategies also indirectly 
impact learning environments like classrooms and schools. 
Empirical facts make it abundantly clear that effective 
school leadership is required for the implementation of  
programs and policies intended to guarantee that schools 
achieve their desired objectives. (Hallinger 2018; Heck 
and Hallinger 2014; Kouzes & Posner 2013; Leithwood, 
Harris & Hopkins 2019; Martin, 2021).
Moreover, numerous leadership philosophies have 
been discussed as the best ones in support of  school 
expansion. Many proponents have produced empirical 
data to support the best practices of  the instructional, 
transformational, participatory, and distributed leadership 
philosophies essential to guiding schools to success. 
However, particular principal leadership strategies were 
more eager to increase classroom effectiveness. The 
research assumes that the level of  desired educational 
outcomes, which high-performing school indicators may 
gauge, can be influenced by the principal’s successful 
leadership techniques. (Bush, 2018; Gumus, Bellibas, 
Esen & Gumus, 2018; Martin, 2021).
Unquestionably, the principal’s leadership has an effect 
on the features of  the school, which ultimately has a 
favorable impact on the effectiveness of  the school. 
Different leadership theories were considered essential 
components for effective school leadership. Principals’ 
leadership behaviors may be influenced by their exhibited 
leadership styles. A principal may display more than one 
style of  leadership, which would affect the different 
leadership techniques they employ. (Gumus et al. 2018; 
Leithwood et al. 2019; Martin, 2021).
Significantly, by exercising instructional leadership, the 
school administrator is responsible for creating and 
maintaining a focus on learning throughout the school 
community. After that, the principal must carry out their 
responsibilities to lead, instruct, supervise, and create a 
positive work atmosphere. These are essential elements 
for the expansion and development of  the organization. 

However, several variables might have attributed to the 
issues in how principals handled instructional leadership 
(Özdemir, Şahin, and Öztürk 2020; Martin, 2021; 
Neumerski et al. 2018).
Furthermore, in an educational setting, principal 
leadership is quite important. The school administrator 
manages the entire institution’s operations. The 
principal is the person in charge of  making school-
related decisions. A school’s principal is in command 
of  everything. The school’s management and other 
operations are always the principals’ responsibility. The 
principal is immediately responsible for directing the 
instructors’ efforts toward the organization’s objectives. 
His attitude toward instructors fosters a healthy working 
connection. A positive environment emerges when the 
principal employs the appropriate leadership styles for 
the personnel. For effective education, the teacher and 
principal are the most critical factors of  quality (Mehrotra, 
2005; muhammad et al., 2020).
Besides, the principal’s management has the ability 
to impact teacher performance improvement or level 
of  performance. This demonstrates that a teacher’s 
effectiveness will not emerge on its own, but will 
necessitate the principal’s active engagement as a 
leader, and a leadership role approach to improve 
teacher effectiveness in carrying out their obligations 
(Muhammad & Yaumi, 2015). Principals can perform 
their professional leadership obligations and provide a 
positive example for teachers, which will serve as a high- 
performance encouragement for teachers to improve 
their classroom performance (Hartinah et al., 2020).
The second indicator is sense of  community and 
collegiality. Collegiate environments were defined as 
having a sense of  community, formal and reciprocal 
contacts, a large number of  teaching and scholarly 
colleagues, social and intellectual support of  the highest 
caliber, and easy access to new faculty offices. Collegiality 
can also be communicated through actions, products, 
and other actions that exhibit the values and principles 
of  a collegial environment. Additionally, these actions 
show the fundamentals of  collegiality, which are actions 
performed in front of  and alongside peers. (Ortquist-
Ahrens & Torosyan, 2009).
The third indicator is teacher control in classroom. A 
classroom manager is essential to the success and efficiency 
of  schooling. A teacher often controls and supervises 
classroom activities while creating a physical setting and 
a psycho-social environment. Because the instructor does 
not know how to use excellent classroom management, 
the classroom management frequently causes the teacher 
to feel discouraged, gloomy, and like giving up when s/
he is teaching the kids. A classroom manager is essential 
to the success and efficiency of  schooling. The teacher 
in a classroom is in a more powerful position than the 
students. At school, the teacher is crucial, especially for 
students learning English as a second language (Megawati 
et al., 2020).
Moreover, the teacher’s approach is a factor that will affect 
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how well she manages the class. As a result, the teacher 
must be adept at imparting students’ knowledge and 
practical classroom management skills. Since the teacher 
organizes, arranges, executes, and evaluates instruction, 
they are the most crucial component. By helping them 
develop into capable teachers who can attain the desired 
learning outcomes, the teacher seeks to guide the pupils 
in achieving their educational objectives. A classroom 
is considered a space for socialization, shared learning, 
and academic instruction. As a result, the instructor 
might work to encourage respect among the students. 
Encourage the pupils to support one another without 
using force and to share their information, attitudes, 
experiences, and happiness. (Benlahcene et al., 2020; 
Javaid et al., 2020; Megawati et al., 2020; Weber, 2014).
Lastly, classrooms are dynamic civilizations in which 
teachers and students coexist and interact. Teachers 
are the managers of  their classrooms, and their 
leadership abilities profoundly impact the performance 
of  connections among students and teachers, as well 
as interactions between and among students. These 
contacts, both educational as well as non-instructional, 
have a substantial impact on students’ intellectual and 
social growth in a certain teacher’s classroom (Ratcliff  et 
al., 2010).
The last indicator is student behaviour. One of  the 
many things that have changed in the educational 
environment is a child’s behavior. How students respond 
in class could affect on how well they perform on a test. 
Numerous research has been conducted to determine the 
benefits and drawbacks of  teachers’ various classroom 
management techniques. Emotional behavior therapy 
is well-liked because it promotes learning and improves 
connections between students and teachers. It seems 
that teachers who don’t have a lot of  confidence in their 
ability to teach well typically have false beliefs and too 
or unhealthily negative emotions. (Kirkpatrick & Waring 
Tiedeman, 2019; Warren & Hale, 2016).
Significantly, teachers frequently act out these 
thoughts, feelings, and behaviors. Teachers who display 
inappropriate negative emotions in the classroom find it 
challenging to establish trusting relationships with their 
students, impart instruction, and control the classroom, 
frequently reinforces their sense of  efficacy. Teachers’ and 
students’ performance improves as they become more 
conscious of  their learning environment. Students can 
create connections and see the impact of  their learning 
when teachers provide the right learning environment. A 
student may be acting out or inappropriately for various 
reasons. Their family life and the multiple events they 
observe or encounter outside of  school may be significant 
factors in their behavior. There are lots of  young people, 
especially students, who struggle with anxiety and sadness 
for a variety of  reasons. (Kirkpatrick & Waring Tiedeman, 
2019; Warren & Hale, 2016).
On the other hand, reacting to a troublesome learner 
conduct is said to be one of  the most challenging aspects 
of  teaching, especially for rookie teachers. Disruptive 

and off-task behavior is a problem for all students, but 
especially for those who have or are at risk of  developing 
emotional and behavioral issues.(EBD; Gage et al., 2018; 
Kauffman & Landrum, 2018; Westling, 2010).
Lastly, students’ actions and attitudes in the context of  
the new normal affect how they learn. The adjustment 
shows how they behave and think as they know in the 
new normal process as opposed to traditional learning. 
The students’ conduct and attitudes are indicative of  
the future and potential directions, various results, 
and implications of  the new regular courses and the 
learning process for advanced technology in enhancing 
engagement and communication in the learning process. 
It helps students support their new typical classes and 
learning perspectives, where it’s critical to understand 
how to improve them. (Purwanto et al., 2019; Mallillin et 
al., 2021)
Overall, for the department leaders, This research 
serves as a wake-up signal for employers to explore a 
more systematic approach to work circumstances and 
encourage employee motivation levels. Considering 
variables other than the physical aspects of  the working 
environment would increase employee happiness, which 
will improve business performance.

Organizational Health
The school, which is recognized as a critical social 
institution and among the essential aspects in identifying 
learner’s academic achievement, will only be able to 
fulfil its obligations if  they have thriving organizations, 
communication, employee competence, workforce, 
management skills, employee self-esteem, workplace, 
employee cooperation and understanding of  the 
organization’s mission, demographic and education-
related traits in the workplace. Finally, professional 
improvement development will all have an impact on 
employee behaviour. Thus, a healthy school also has 
characteristics like protection from excessive parental 
and environmental pressure, evolving administration, 
becoming goal and connection focused, supporting 
teachers and providing them with guidance to improve 
their performance, managers who can all involvement 
directors and act independently, students who are highly 
motivated to participate in academic activities, and 
teachers who get along well with one another and have 
mutual respect for one another. (Adler, et al., 2003; Dan 
& Ye 2020; Maundu, 2020).
Moreover, good leadership elevates a school to the 
forefront of  the human capital industry, which is a critical 
component of  the educational process not simply in 
theory but in the practical application and design of  tools 
to assess organizational health in educational institutions. 
Generally, the concept of  organizational health has 
progressed in schools, in particular, to bring about 
the necessary changes in organizational performance 
(Connors, Douglas, Jensen-Doss,A., Landes, Lewis, 
McLeod, & Lyon, 2020).
Additionally, we can get a complete picture of  an 
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organization’s health thanks to the novel idea of  
organizational health. Employees in thriving firms are 
dedicated, accountable, and productive, and perform 
well. Organizational health motivates and interests people 
more to boost productivity. Organizations must have all 
of  their components properly operating if  they are to 
grow continuously, adapt to change, and be successful. 
The concept of  organizational health stands out when 
the organization is seen from this angle (DOĞANAY & 
DAĞLI, 2020; Pordeli & Vazifeh, 2017).
On the other hand, The idea of  organizational health 
considers how well an organization works with all of  
its internal parts and environment and how well it can 
carry out its mission. The physical state of  the external 
structure, the instruments necessary to achieve its goals, 
the level of  senior management communication, and the 
capacity for problem-solving, development, growth, and 
innovation are all addressed by organizational health. For 
an organization to be deemed healthy, it must continue 
operating for an extended length of  time within its own 
confines. A long-lasting organization that continuously 
improves and increases its capacity for survival and 
success is considered healthy (DOĞANAY & DAĞLI, 
2020).
The first indicator is institutional integrity. It pertains to 
the truthfulness of  an establishment or the rest of  the 
public administrative structure, where honesty is defined 
as the institution’s healthy operation and suitability 
for its purpose, as well as its coherence and legitimacy. 
Individual and institutional integrity and the connections 
between these issues must be thoroughly understood to 
understand institutional integrity. Organizations should 
indeed uphold their own moral fortitude amidst any 
possible problems with employees’ personal values or 
any flaws in character that could motivate them to flout 
institutional rules. Therefore, there may be a disagreement 
between these different sorts of  reliability and conflict 
between promoting personal integrity and developing 
incorruptible institutions and processes (Braithwaite, 
2020; Seibel, W. 2020).
Moreover, to ensure the employees act ethnically and 
with integrity in the private sector. The methods used 
to ensure integrity range from emphasizing conformity 
to legal requirements to adopting “soft” strategies that 
centre on upholding moral standards. A person’s value 
system provides a framework within which they can act 
in predictable and consistent ways. A value system can 
develop and evolve, but it must maintain its integrity if  
those who support the values account for and resolve 
the inconsistencies. One essential aspect of  a consistent 
framework is its avoidance of  any unjustified exceptions 
for a specific person or group— the concept of  double 
standards effectively destroys a person or group’s integrity 
label (Vevere, & Svirina, 2020; Wong & Ng, 2020).
The second indicator is collegial leadership. It equally 
distributes authority and power among a group of  co-
workers. A collegial approach is characterized by a setting 
where you and your staff  collaborate to find solutions 

to issues. As the company’s leader, you should take steps 
to make employees feel at ease discussing opposing 
viewpoints. Therefore, there may be a disagreement 
between these different sorts of  reliability and conflict 
between promoting personal integrity and developing 
incorruptible institutions and processes. Workers work 
together to jointly identify, evaluate, and resolve issues 
without conflict (Holmes, 2020).
On the other hand, the improvement of  teacher 
professionalism, professional development, quality 
of  schools, quality of  work life, and school culture, 
disposition, and accomplishment are the most significant 
benefits of  collegiality among teaching staff  (Hashim, 
Tahir, & Musah, 2020).
Furthermore, collegiality is a significant part of  teacher 
professional development and a means of  increasing 
teacher expertise. Many believe that the traits and actions 
associated with teacher individualism, seclusion, and 
privatism threaten or imped their professional progress. 
Schools have been seen as the finest settings for the staff  
to advance their knowledge and career, and institutions 
have begun to organize differently to give teachers more 
possibilities to learn together. Collegiate settings establish 
a collaborative environment that encourages teacher 
innovation and enthusiasm while providing ongoing 
professional development assistance. 
Many educators have endorsed teacher development 
and improvement strategies based on continual collegial 
involvement and support. It has been proposed that 
teacher cooperation could alter how children are 
educated. Thus educators must encourage ollaboration 
and emphasize their shared interests. Many good 
instructors go unnoticed because of  privatism’s rules, but 
teachers that work in collaborative settings are more open 
to innovative concepts, teaching strategies, and resources 
(Tran, Truong, Dinh, Do,Tran, & Phan, 2020).
Besides, teachers who work in a supportive environment 
are more committed to their company and line of  work. 
Teachers who worked together reportedly felt more 
devoted to their objectives and students. Collegiality is 
also observed to influence teachers’ motivation, career 
commitment, and willingness to change classroom 
practice (Fader, 2020).
Significantly, collegiality encourages organized support 
for inexperienced educators.it prevents beginning teachers 
from having to learn by trial and error in their first few 
years of  teaching. Camaraderie unites new and experienced 
educators in the classroom, boosting the competency and 
self-assurance of  the latter. When compared to other 
schools, institutions with a strong collaborative culture 
and collegial climate had lower attrition rates. (Meisner, 
2020). Establishing teamwork societies based on the 
values of  confidence, responsiveness, and togetherness 
is necessary to promote change in schools (Wong & Ng, 
2020).
The third indicator is resource influence. Resources 
are the material and immaterial assets that a company 
utilizes to select and carry out its strategies. The internal 
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resources of  various businesses in the same industry 
are frequently diverse. One of  the main obstacles to 
successfully implementing a strategy is poor leadership 
in utilizing resources, which leads to failing organizations. 
A well-crafted plan, a robust and effective talent pool, 
and human resources are all essential components of  a 
successful system. (Cater, T. and Pucko, D. 2010; Rose, 
R.C., Abdullah, H. and Ismad, A.I. 2010; Mwai et al., 2018)
The fourth indicator is teacher affiliation. Another 
significant aspect that influences whether teachers’ 
performance increases or decreases is their motivation to 
an affiliate. The instructor’s performance will be better 
if  the teacher feels motivated to continue and is content 
with the work that is being done; conversely, a teacher’s 
performance will suffer if  their desire to affiliate is low. 
When situations are favorable, teachers will consistently 
engage in actions that have positive outcomes. In 
contrast, those who engage in activities that have dire 
consequences are more likely to stop doing what is good 
(Hartinah et al., 2020).
Therefore, creating a positive environment will impact on 
sustainable behavior due to the teaching. The governance 
of  the principal and the work environment, both of  which 
have a significant direct or indirect impact, positively 
influence on the performance of  qualified instructors. 
However, the organization’s commitment to the 
effectiveness of  competent teachers is not significantly 
impacted by a desire to affiliate. Additionally, the affiliation 
motivation of  teachers has a similar impact on their 
performance. Thus, it can be said that effective teacher 
performance appears to be influenced by competent 
principal leadership, favorable work conditions, and high 
teacher affiliation motivation (Hartinah et al., 2020).
The last indicator is academic emphasis. It refers to 
the degree to which teachers value helping all students 
achieve their educational goals. The Educational focus is 
a school’s effort to promote academic achievement and 
excellence. Students are driven to succeed academically, 
high expectations are set for them, and the environment is 
orderly. Academic emphasis has been accurately assessed 
using a subtest of  the Organizational Health Inventory. 
(Hoy & Miskel, 2005; Rapanta, Botturi, Goodyear,Guàrdia 
& Koole, 2020; Tiznado, Clark, & McDowd, 2020).
To sum it up, the process of  increasing organizational 
health uses data to support leaders in enhancing 
their learning environments and, eventually, student 
achievement. Maintaining a highly qualified team is 
essential to giving all students a successful educational 
experience. Therefore, the first step in developing an 
organization where teachers desire to stay is to understand 
why they decide “to teach elsewhere.”.

Employee Accountability
Modern public administration systems are founded on 
the tenet that it is essential to hold public employees 
accountable to ensure that public organizations 
operate as planned and reflect democratic principles. 
By implementing accountability-inducing activities, a 

business can foster and sustain employee responsibility or 
perception of  being held answerable. Employee conduct 
at work may directly depend on how much they absorb 
the expectations resulting from these macro aspects. 
Employee accountability has a significant impacts both 
work perspective and fulfillment (Hall et al., 2017; Han & 
Perry, 2020b; Han & Robertson, 2021; Velotti & Justice, 
2016).
Moreover, accountability is a crucial element of  every 
high-functioning workplace. According to a research by 
the US Office of  Personnel Management, accountability 
in the workplace leads to better competency, increased 
dedication to the task, boosted morale, and higher levels 
of  workplace satisfaction. Accountability also encourages 
creativity since employees are more committed to the 
company’s long-term success. Employee accountability 
has been a prominent field of  academic study, particularly 
in enterprise and practical psychology (Dubnick & 
Frederickson, 2011; Hall, Frink, and Buckley 2017).
On the other hand, to understand the government 
service and how it affects the field, public administration 
researchers have increasingly emphasized merging 
psychology and the discipline.Employees who believe 
they are accountable anticipate their contributions, 
mistakes, and actions will be recognized and associated. 
Employees who believe that an accountability system is 
in place expect that others will be able to see their work-
related activities (Grimmelikhuijsen et al. 2017; Han & 
Perry, 2020).
Additionally, specific empirical research has used 
measures with only one dimension that accurately 
captures numerous abstract dimensions of  individual 
accountability, which has hampered our knowledge of  
employee accountability. Most multidimensional scales 
used in psychology and general administration comprise 
various indicators that only fully represent one facet 
of  personal responsibility. The need for measurement 
exists for each structural model related to employee 
accountability several different observable indicators to 
be fully understood. A concept’s improper height can 
provide inaccurate findings, inappropriate conclusions, 
and inconsistent empirical outcomes across investigations. 
(Hall, Frink, and Buckley 2017; MacKenzie, Podsakoff, 
and Podsakoff, 2011).
Additionally, Public companies have also adopted 
accountability-inducing tactics such as incentives and 
penalties, disclosing, assessment, and evaluation systems, 
as well as specific job definitions and standards, since it 
has been proven that accountability is an effective tool 
for managing the workforce when participating in such 
transparent and accountable activities, employees feel 
responsible for their actions because they are motivated 
to do so by either external or internal factors, such as 
their beliefs and personalities (Romzek 2014; Han & 
Perry, 2020).
Further, Employee accountability is influenced by various 
factors, including corporate ethics or standards, leadership 
style, and human resource procedures. Responsibilities is 

https://journals.e-palli.com/home/index.php/ajmri


Pa
ge

 
23

4

https://journals.e-palli.com/home/index.php/ajmri

Am. J. Multidis. Res. Innov. 1(4) 228-243, 2022

crucial for businesses that provide services to the public 
sector. The definition says guilt that accountability is 
“becoming made responsible for one’s conduct, and it is a 
core feature of  how organizations operate.” Stakeholders 
and the general public are adamant that public sector 
service organizations provide quality service and 
performance (Biswas, 2012; Mtsweni et al., 2020).
On the other hand, according to popular thinking in 
modern governance, holding people accountable for 
their behaviors is an effective way to regulate behavioral 
outcomes. By internalizing regulations and expectations 
from external sources, public companies require that 
its employees regard themselves as accountable for 
their activities. However, there is little research on the 
micro foundational principles of  public employees’ 
personal responsibility experiences in the field of  public 
administration (Han & Perry, 2020; Velotti and Justice 
2016).
Significantly, employee responsibility is the expectation of  
being asked to defend a decision or to remain silent before 
an influential audience or shareholders before a judgment 
call. This idea expresses the employees’ responsibility to 
respond to their management or any other stakeholder 
when necessary and their particular interpretation of  this 
responsibility. The employee’s accountability for their 
actions at the individual level and at this point, in contrast 
to what is observed at the organizational and group level, 
shows how much they have internalized the expectations 
towards themselves. Employee performance, behavior, 
and attitudes inside the organization as well as the overall 
effectiveness of  the managerial practice, are impacted by 
employee accountability on a micro level. Accountability 
aids in the efficiently using resources in public 
administration and is quantifiably effective in terms of  
the outcomes it will yield (Han & Perry, 2019; Han & 
Perry, 2020; Hall, Frink & Buckley, 2017; Martirosyan, 
2020; Velotti & Justice, 2016).
Finally, employees who take responsibility for their 
actions anticipate that their contributions, mistakes, or 
activities will be recognized and associated with them. 
The expectation is based on a straightforward inquiry: 
“Who did it? ”. Employees who voluntarily act to 
create results are more likely to believe that their actions 
are directly related to them. Individuals who join an 
organization take on shared responsibility for the group’s 
objective. Because the task given to them is their own and 
because it is typical to follow organizational standards, 
employees can experience a sense of  accountability in 
the workplace. When an employee takes on a leadership 
position, even when not taking any direct action, they 
may feel responsible (Han & Perry, 2020).
Overall, employees who are held accountable make 
important contributions to the management process, 
performance, job satisfaction, and decreased workplace 
stress. In this setting, it is thought to be crucial that 
managers give employee accountability for the efficiency 
of  public administration, sound governance, and efficient 
use of  public resources the attention it deserves.

METHODOLOGIES
This study used a descriptive correlational technique of  
research, a non-experimental quantitative research design, 
to collect data, ideas, facts, and information relevant to 
the subject study.
Descriptive non-experimental correlational design 
controlled the extent of  a relationship between two 
or more variables (Goertzen, 2017). In this study, the 
correlation method is the best design to meet the study’s 
objectives and determine whether the hypothesis is 
accepted; if  the significance value is more significant than
.05, then, it means that Ho is born and Ha is accepted. 
Hypothesis testing determines if  the correlations can be 
strong or weak (Creswell, 2012).
The research is descriptive because it evaluated working 
conditions, organizational health, and employee 
accountability among Kiblawan North and South District 
public elementary schools. It is correlational because 
it looked at the relationship between variables like 
working conditions, organizational health, and employee 
accountability and used a survey questionnaire to gather 
the primary data. Investigating the link between working 
conditions and organizational health; the link between 
employee accountability and working condition; the link 
between employee accountability and organizational 
health; and the mediating effect of  employee accountability 
on the relationship between working condition and 
organizational health among public elementary schools in 
the Municipality of  Kiblawan. Medgraph was employed 
in determining the mediation.

RESULTS AND DISCUSSION
Level of  Working Condition of  Public Elementary 
School Teachers
The level of  working condition among the public 
elementary school teachers is depicted in Table 1. Overall 
level is high with mean score of  4.16 and an acceptable 
standard deviation of  0.463. Three of  the four identified 
indicators namely Teacher Control in Classroom (mean 
= 4.43, standard deviation = 0.422), Principal Leadership 
(mean = 4.34, standard deviation = 0.528), and Sense of  
the Community and Collegiality (mean = 4.27, standard 
deviation = 0.478) scored very high. Meanwhile, Student 
Behavior scored as high with mean score of  3.61 and SD 
of  1.019. We can infer that the working conditions for 
teachers are excellent or extremely acceptable.

Level of  Organizational Health of  Public Elementary 
School Teachers
Presented in Table 2 is the level of  Organizational 
Health of  the public elementary school teachers. The 
Overall mean result is 3.78 with an acceptable standard 
deviation of  0.376. The mean score falls under high level 
range. Moreover, the listed indicators such as Collegial 
Leadership, Teacher Affiliation, Resource Influence, 
Institutional Integrity, and Academic Emphasis have 
means of  4.19, 4.07, 4.03, 3.40 and 3.23 respectively 
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Table 1: Level of  Working Condition
Indicators SD Mean Descriptive Level
Principal Leadership 0.53 4.34 Very High
Sense of  Community and Collegiality 0.48 4.27 Very High
Teacher Control in Classroom 0.42 4.43 Very High
Student Behavior 1.02 3.61 High
Overall 0.46 4.16 High

which are considered of  high level. All the above means 
have standard deviation of  below 1.0 which is acceptable. 
The results suggest that overall, the organizational climate 

of  the public school teachers is highly positive or very 
healthy.

Table 2: Level of  Organizational Health
Indicators SD Mean Descriptive Level
Institutional Integrity 0.70 3.40 High
Collegial Leadership 0.50 4.19 High
Resource Influence 0.48 4.03 High
Teacher Affiliation 0.46 4.07 High
Academic Emphasis 0.97 3.23 High
Overall 0.38 3.78 High

Level of  Employee Accountability of  Public Elementary 
School Teachers
Table 3 summarizes the level of  Employee Accountability 
of  the public elementary school teachers. Most of  the 
attitudes determining employee accountability depicted 
high levels (ranging from 3.51 to 3.93), such as belief  on 
their performance evaluation process, taking ownership 

on the outcome of  their work and adherence to the 
school’s policies and procedures. Overall mean score is 
3.72 with an acceptable standard deviation of  0.433, score 
of  which is also considered high. The scores affirm that 
there is high sense of  accountability among the public 
elementary school teachers.

Table 3: Level of  Employee Accountability
Items SD Mean Descriptive Level
What I do is being noticed by others in my organization. 0.66 3.81 High
Believing that if  I make a mistake, I will be caught. 0.77 3.62 High
Being constantly watched to see if  I follow my organization’s policies and procedures. 0.69 3.86 High
Believing that anyone outside my organization can tell whether I’m doing well in my job. 0.80 3.67 High
Believing that my errors can be easily spotted outside my organization. 0.87 3.37 Moderate
People outside my organization are being interested in my job performance. 0.72 3.70 High
The outcomes of  my work are being rigorously evaluated. 0.62 3.95 High
My work efforts are being rigorously evaluated. 0.65 3.93 High
Expecting to receive frequent feedback from my supervisor. 0.73 3.63 High
Not being able to easily get away with making a false statement to justify my 
performance.

0.99 3.51 High

Always being required to follow strict organizational policies or procedures. 0.68 3.73 High
Not being allowed to make excuses to avoid blame in my organization. 0.83 3.51 High
Believing that if  I perform well, I will be rewarded. 0.69 3.69 High

Believing that good effort on my part will ultimately be rewarded. 0.70 3.83 High
Believing that if  I do my job well, my organization will benefit from it. 0.63 3.93 High
Overall 0.43 3.72 High

Correlation Between Working Condition and 
Organizational Health of  Public Elementary School 
Teachers
In Table 4, it can be seen that overall, the relationship 
between Working Condition and Organizational Health 
generated r-value of  0.695 signifying positive relationship 

and with p-value of  <0.05, the relationship is significant 
at 0.05 and 0.01 levels of  significance. It can also be 
observed that most associations between indicators 
of  both variables generated positive results, which is 
consistent with the overall values.
Principal Relationship has positive correlation with 
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Institutional Integrity (r-value=0.217), Collegial 
Leadership (r-value=0.780), Resource Influence (r-value 
=0.665), Teacher Affiliation (r-value=0.272), and 
Academic Emphasis (r-value = 0.195)	 . With 
all p-values equivalent to 0.000, the relationships are 
significant. Overall r-value is 0.627 with p-value of  <0.05 
showing positive relationship that is also significant.
Sense of  Community and Collegiality have positive 
correlation with Institutional Integrity (r-value= 0.215), 
Collegial Leadership (0.557), Resource Influence 
(r-value= 0.441), Teacher Affiliation (r-value=0.381), and 
Academic Emphasis (r-value=0.220) and the relationships 
all proved to be significant at 0.05 and even at 0.01 levels 
of  significance.
Teacher Control in Classroom also has positive 
relationship with Institutional Integrity (r-value= 
0.227), Collegial Leadership (r-value=0.479), Resource 
Influence (r-value=0.272), Teacher Affiliation (r- value 

= 0.199), and Academic Emphasis (r-value=0.319). All 
relationships proved to be significant at 0.05 and 0.01 
levels of  confidence.
Student Behavior have positive relationships with 
Institutional Integrity (r-value=0.470, p-value=0.000), 
Collegial Leadersip (r-value=0.169, p-value=0.000), 
Resource Influence (r-value= 0.207, p-value
=0.000), and Academic Emphasis (r-value=0.401, p-value 
= 0.000), and all correlations are evidently significant at 
0.05 and even at 0.01 level of  significance. It, however, 
has no correlation with Teacher Affiliation as data analysis 
produced r-value of  -0.004, and with p-value of  0.946, it 
is statistically not significant.
Overall, the findings offer convincing evidence to 
disprove the null hypothesis, which holds that there is no 
substantial association between public school teachers’ 
working conditions and organizational health.

Table 4: Significance of  the Relationship between the Working Condition and Organizational Health
Organizational Health

Working Condition Institutional 
Integrity

Collegial 
Leadership

Resource 
Influence

Teacher 
Affiliation

Academic 
Emphasis

Overall

Principal Leadership .217* 
(0.000)

.780* 
(0.000)

.665* 
(0.000)

.272* 
(0.000)

.195* 
(0.001)

.627* 
(0.000)

Sense of  Community and 
Collegiality

.215* 
(0.000)

.557* 
(0.000)

.441* 
(0.000)

.381* 
(0.000)

.220* 
(0.000)

.549* 
(0.000)

Teacher Control in 
Classroom

.227* 
(0.000)

.479* 
(0.000)

.272* 
(0.000)

.199* 
(0.000)

.319* 
(0.000)

.495* 
(0.000)

Student Behavior .470* 
(0.000)

.169* 
(0.000)

.207* 
(0.000)

-.004
(0.946)

.392* 
(0.000)

.476* 
(0.000)

Overall .427* 
(0.000)

.567* 
(0.000)

.479* 
(0.000)

.220* 
(0.000)

.401* 
(0.000)

.695* 
(0.000)

*Significant at 0.05 significance level.
Correlation Between Working Condition and Employee 
Accountability of  Public Elementary School Teachers
The relationship between Working Condition and 
Employee Accountability was tested for significance. 
Table 5 shows Overall r-value is equivalent to 0.465 
which signifies positive association between Working 
Condition and Organizational Health. The relationship 
also proved significant with p-value of  <0.05 that is it 
is significant at 0.05 level of  significance and even at 
0.01. Furthermore, Principal Leadership also has positive 
relationship with r-value of  0.309 which is significant at 
0.05 and even at 0.01 level of  significance having p-value 
of  0.000. Likewise, Sense of  Community and Collegiality, 

and Employee have positive correlation as can be seen in 
r-value equal to 0.333, and the relationship is significant 
at both 0.05 and 0.01 levels of  significance following the 
p-value generated at 0.000. The same is true for Teacher 
Control in Classroom with r-value of  0.360 and p-value 
of  <0.05. Student behavior is also positively related with 
Employee Accountability as can be noted in resulting 
r-value of  0.381 (p=0.000) and with p-value at 0.000, the 
association is significant.
The statistical figures provide enough data to refute the 
null hypothesis, which claims there is no meaningful 
connection between Working Condition and Employee 
Accountability of  public school teachers, because the 

Table 5: Significance of  the Relationship between the Working Condition and Employee Accountability
Working Condition Employee Accountability Overall
Principal Leadership .309*(0.000)
Sense of  Community and Collegiality .333*(0.000)
Teacher Control in Classroom .360*(0.000)
Student Behavior 0.381*(0.000)
Overall .465*(0.000)
*Significant at 0.05 significance level.
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resulting Overall p-value equivalent to 0.000 means that 
there is less than 5% and even less than 1% probability 
that the null hypothesis is correct.

Correlation Between Employee Accountability and 
Organizational Health of  Public Elementary School 
Teachers
Table 6 provides the relationship between Employee 
Accountability and Organizational Health of  Public 
Elementary School Teachers. The overall r-value is 0.635, 
and the p-value is less than 0.05, showing that there is 
a significant positive correlation between the variables 
when examined at the 0.05 level of  significance. It is also 
even significant at 0.01 level of  significance.
When Employee Accountability’s relationship with 
Institutional Integrity was tested, it revealed that the two 
have a positive correlation based on r-value of  0.498, 
and with p-value of  <0.05, the relationship proved to be 

significant at 0.05 and also at 0.01 level of  significance. 
Further, statistics show that Employee Accountability 
also has positive correlation with Collegial Leadership 
which produced r-value of  0.252 and p-value of  <0.05 
signifying the correlation as significant in both 0.05 and 
0.01 levels of  significance. 
The case is the same for Resource Influence (r-value 
=0.369, p-value=0.000), Teacher Affiliation (r-value= 
0.326, p- value = 0.000), and Academic Emphasis (r-value 
=-0.398, p-value=0.000). All relationships, similarly, 
show statistical significance at 0.05 and 0.01 levels of  
significance.
The null hypothesis, which claims that there is no 
significant association between Employee Accountability 
and Organizational Health and public school teachers, is 
rejected in light of  the findings, given the p-values at 0.05 
and the strong evidence against it.

Table 6: Significance of  the Relationship between the Employee Accountability and Organizational Health
Organizational Health

Employee 
Accountability

Institutional 
Integrity

Collegial 
Leadership

Resource 
Influence

Teacher 
Affiliation

Academic 
Emphasis

Overall

Overall .498* (0.000) .252* (0.000) .369* (0.000) .326* (0.000) .398* (0.000) .635* (0.000)
*Significant at 0.05 significance level.*

Mediating Effect of  Employee Accountability on 
the Relationship Between Working Condition and 
Organizational Health of  Public Elementary School 
Teachers
Presented in Table 7 are the p-values of  each causal 
relationships. It can be noted that all paths, Path A, Path B 
and Path C, discussed above wherein positive relationships 

were established among the three are all significant at 0.05 
level of  significance. Further, the standard deviations of  
each path proved to be within acceptable range. The 
result shows that it is partially mediated.
The results also affirmed that Employee Accountability 
is a mediating factor present on the relationship 
between Working Condition and Organizational Health. 

Table 7: Mediating Effect : Path Analysis (Partial Mediation)
ESTIMATES

PATH Unstandardized Standardized SE C.R. P
WC-->EA .436 .465 .047 9.258 ***
EA-->OH .345 .397 .035 9.873 ***
WC-->OH .415 .511 .033 12.695 ***

Empirically, the mediating effect of  the Employee 
Accountability is statistically significant at 0.05 level 
of  significance. This highlighted by decrease in the 
correlation coefficient between Working Condition and 
Organizational Health from 0.695 (Table 6) to 0.415, 
and even with the reduced figure, it is still statistically 
significant. It can therefore be deduced that the mediation 
is partial. Specifically, a fraction of  the total effect of  
Working Condition on Organizational Health is mediated 
by Employee Accountability that is the influence of  
Working Condition is transmitted through an intervening 
factor which is Employee Accountability. This influence 
is considered as indirect effect. The remaining impact 
on Organizational Health can either be direct effect or 
indirect by variables that are excluded in the scope of  this 
study.
Based on the model, 0.415 is the extent of  direct effect 
of  Working Condition on Organizational Health with 

respect to the intervening factor which is Employee 
Accountability. The indirect effect, which can be derived 
from multiplying the coefficients of  Path A and Path 
B (0.44 x 0.34), 0.15, is the magnitude of  the effect 
between Work Condition and Organizational Health 
that was transmitted to Employee Accountability. 
Diving the indirect effect 0.15 by the total effect 0.695 
generates a result of  0.216 or 21.6%. It can therefore be 
interpreted that 21.6% of  the total effect of  Working 
Condition on Organizational Health is mediated by 
Employee Accountability, and the remaining 78.4% of  
the total effect could be a combination of  direct effect or 
intervened by extraneous factors.

X =WORKING CONDITION (WC)
Y = ORGANIZATIONAL HEALTH (OH)
M = EMPLOYEE ACCOUNTABILITY (EA)
Figure 3 illustrates the path diagram of  the relationships 
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of  working condition, organizational behavior and 
employee accountability based on the results after the 
conduct of  Path Analysis. There are three paths that are 
identified in the model. Path A is the causal relationship 
of  Working Condition to Employee Accountability. 
Path B describes the direct relationship between 
Employee Accountability and Organization Health. 
Path C defines the direct connection between Working 
Condition and Organizational Health. The model also 
shows that Working Condition has an indirect effect on 
Organizational Health through Employee Accountability. 
In other words, Employee Accountability is a mediating 
variable for the effect of  Working Condition on 
Organizational Health.
The path coefficients indicate the direct effect of  one 
variable on the other. In this case, the influence of  the 
level of  Working Condition on the level of  Employee 
Accountability (Path A), the effect of  the level of  
Employee Accountability on Organizational health 
(Path B), and finally, the impact of  the level of  Working 
Condition on Organizational Health (Path C).
It can be noted that a coefficient of  0.44 was generated 
between Working Condition on Employee Accountability 
denoting that the former has positive effect on Employee 
Accountability. This suggests that desirable working 
condition motivates employees to feel accountable of  
their responsibilities as such in return. It can also be 
construed that the size of  effect of  Working Condition 
on Employee Accountability is 44%.
A coefficient of  0.34 was calculated between Employee 
Accountability and Organizational Health, which likewise 
means that Employee Accountability is positively 
related to Organizational Health. This implies that as 
employees in an organization become more accountable, 
the organizational health becomes more desirable. It 
also suggests that the extent of  impact of  Employee 
Accountability on Organizational Health is 34%.
The resulting coefficient between Working Condition and 
Organizational Health is 0.41, which similarly indicates 
positive connection between the two constructs such that 

Figure 3 Regression Weights on the Mediating Effect of  
Employee Accountability on the Relationship between 
Working Condition and Organizational Health

the presence of  better working conditions increases the 
level of  organizational health. This can also be interpreted 
that Working Condition has 41% magnitude of  influence 
on Organizational Health.

CONCLUSIONS
The research aimed to ascertain how employee 
accountability mediated the link between working 
conditions and organizational health. The findings 
indicate that elementary school teachers in public schools 
are in good working conditions. In the same manner, 
their employee accountability is also high. The result 
parallel the Job Demand-Control Model (JDCM) theory 
which states that satisfaction arises when the workplace 
energizes inherently inspirational traits in the employees, 
causing them to perform better at work. Finally, the 
organizational health of  the school teachers is also high. 
This is in line with the Parsonian theory, which states that 
a successful school is one where there is coordination at 
all levels. Working conditions and employee accountability 
are positively related, and the relationship is significant. 
There is also a significant positive correlation between 
employee accountability and organizational health. 
The relationship between working condition and 
organizational health is substantial and positive. The 
findings provided evidence to affirm the mediating effect 
of  employee accountability such that 21.6% of  the total 
impact of  working conditions on organizational health is 
transmitted through employee accountability. 78.4% of  
the real influence of  working condition on organizational 
health is possible through the effect or is mediated by 
another component that was not considered in the study.
The study supports the claim of  Vesey and Ford (2019) 
that social forces, interpersonal relationships, rules, 
organizational policies, and other environmental elements 
make up the workplace environment, all of  which 
influences the employees’ perception of  accountability. 
Increased sentiments of  responsibility are encouraged 
by a positive work environment, and as feelings of  
accountability rise, so does the effort that individuals put 
into their jobs. As a result, both the amount and quality 
of  work output rise. Conversely, unfavourable working 
conditions prevent employees from demonstrating their 
strengths and reaching their maximum potential. (Raziq 
and Maulabakhsh, 2015). A high level of  employee 
productivity translates to better employee engagement, 
building an even better positive culture that leads to a 
healthy and sustainable organization.
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