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Abstract :  The study aimed to develop a structural model that explains the resource generation capability of school administrators in the 

context of emotional intelligence, collaborative leadership, and community engagement. It was conducted among school heads from various public 

elementary and secondary schools in Region X, Philippines, with a total of 550 respondents. Findings revealed that administrators demonstrated 

strong emotional intelligence, particularly in the areas of self-awareness, empathy, and social skills. In terms of collaborative leadership, school 

heads performed highly in dimensions such as trust-building, shared vision, and conflict management. Community engagement was also practiced 

to a satisfactory extent, especially in terms of inclusiveness and addressing barriers to stakeholder involvement. 

Furthermore, the study confirmed that emotional intelligence, collaborative leadership, and community engagement are significantly related to 

administrators' capacity to generate financial, human, and material resources for their schools. Among these, social skills (emotional intelligence), 

risk-taking and conflict management (collaborative leadership), and barriers and inclusiveness (community engagement) were found to be the 

most significant predictors of resource generation capability. 

As a result, the CIERG (Circle of Influence for Educational Resource Generation) Model was developed to provide a holistic framework that 

captures the critical interpersonal, strategic, and community-driven factors essential for enhancing school-based resource mobilization. The model 

may serve as a practical guide for leadership development and institutional planning within the education sector. 

 

Index Terms - Emotional Intelligence, Collaboration, Stakeholder Engagement, Resource Mobilization, Educational Leadership 

I. INTRODUCTION 

 

INTRODUCTION 

  In today’s increasingly complex educational landscape, the resource generation capability of school administrators has 

become an essential aspect of school leadership. Beyond financial literacy and technical management skills, effective resource 

mobilization is deeply tied to a leader’s ability to connect, inspire, and collaborate with various stakeholders. This highlights the 

growing importance of emotional intelligence (EI), collaborative leadership, and community engagement as core competencies in 

school administration. 

Emotional intelligence—defined through self-awareness, self-regulation, motivation, empathy, and social skills—has 

proven to be a vital factor in effective leadership. Administrators who possess high emotional intelligence are better equipped to 

handle interpersonal dynamics, build trust, and sustain strong relationships with stakeholders. As noted by Cerado and Abdullah 

(2015), emotionally intelligent leaders are more likely to demonstrate transformational leadership, which fosters collaboration and 

trust—qualities that are critical in generating resources for schools. Their ability to manage emotions, communicate effectively, and 
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resolve conflicts creates a positive and inclusive environment where teachers, parents, and external partners feel valued and 

empowered to contribute. 

Supporting this, Singh and Dali (2013) emphasized the importance of EI in enhancing social interactions and conflict 

resolution. Leaders with strong emotional awareness and empathy can foster a collaborative school culture, which not only boosts 

internal morale but also enhances the school’s credibility and appeal to potential supporters. Muring (2022) further emphasized that 

administrators with high emotional and social competence are often more resilient and committed to their duties. This commitment, 

in turn, motivates others to engage in collective efforts for resource generation. 

Equally important is the role of collaborative leadership. In an educational system that is increasingly dependent on 

teamwork and shared responsibility, collaborative leadership provides a framework through which school administrators can 

leverage the collective strength of their community. Jung, Kang, and Choi (2020) pointed out that empowering leadership fosters 

trust and shared decision-making—principles that are essential in building support for school initiatives. Alvarado-Alvarez et al. 

(2021) likewise highlighted the value of a shared vision and trust in managing school conflict and promoting organizational cohesion, 

both of which are crucial for sustainable partnerships. 

When leadership is shared and inclusive, as Fokina et al. (2023) observed, teams become more innovative and solution-

oriented. School administrators who involve teachers, staff, and external stakeholders in planning and decision-making processes 

open more avenues for resource generation—from grants and sponsorships to community fundraising events. Leaders who act as 

facilitators rather than sole decision-makers, as suggested by Mogaji and Dimingu (2024), create an environment where initiative 

is encouraged and innovative solutions can emerge. 

Community engagement also plays a central role in strengthening resource generation efforts. Administrators who actively 

involve families, local leaders, and organizations cultivate a supportive ecosystem around the school. Epstein (2018) emphasized 

that school-family-community partnerships build mutual trust and shared ownership, which are key in mobilizing resources such 

as financial aid, volunteer support, and advocacy. Miller, Lines, and Sullivan (2018) added that preparing school leaders to engage 

with community members can lead to the creation of more localized and responsive programs that thrive even amidst limited funding. 

Moreover, frameworks such as Cultural-Historical Activity Theory (CHAT), as discussed by Telles (2024), help align 

community engagement with broader goals such as diversity, equity, and inclusion—values that are increasingly prioritized by 

donors and government agencies. Involving community members in decision-making, as noted by Mirza (2025), also strengthens 

governance and increases stakeholder buy-in, both of which are essential in resource development. 

These soft skills—emotional intelligence, collaborative leadership, and community engagement—are not merely ideal 

traits, but practical tools for addressing the resource challenges schools face today. As the Philippine educational system continues 

to decentralize, the ability of school leaders to mobilize support and innovate within their contexts has become more important than 

ever. The Philippine Professional Standards for School Heads (DepEd Order No. 024, s. 2020) explicitly stress the need for 

competence in managing and generating school resources. However, the path to realizing this vision remains riddled with challenges. 

Despite policy efforts such as DepEd Memorandum No. 192, s. 2009—which calls for the creation of Resource 

Mobilization Committees—and the implementation of the Learning Resource Management and Development System (LRMDS), 

many administrators still struggle. As Abenoja (2021) noted, existing policies often fall short due to limited financial training, 

inflexible procedures, and systemic constraints. Ballada and Ballada (2019) also pointed out that school administrators frequently 

lack the professional development needed to fully engage in income-generating activities. 

The implementation of the K-12 Basic Education Program, as evaluated by Cerezo, Silleza, and Abocejo (2023), further 

revealed challenges in preparedness and execution, particularly in resource generation. Similarly, Ignacio, Cristobal, and David 

(2022) observed that administrative inefficiencies continue to hinder resource mobilization, affecting the country’s performance in 

global education benchmarks. 

Although some research has explored aspects of resource management—such as those conducted by Rosales (2023), 

Lacambra (2022), and Alojado & Simpron (2023)—most focus on how administrators manage existing resources. Very few studies 

delve into their capacity to generate new ones, especially in the context of basic education. This gap is crucial. As Hernando (2016) 

noted, the absence of resource-generation capabilities weakens leadership effectiveness. Mercado (2021) also emphasized that weak 

stakeholder engagement is a major obstacle in this area. 

Understanding and strengthening the resource generation capability of school administrators is, therefore, a necessary step 

toward improving school outcomes and sustainability. Leaders who are emotionally intelligent, collaborative, and community-

engaged are more likely to attract support, build partnerships, and create innovative solutions to financial challenges. Their efforts 

directly impact the quality of education offered, especially in public schools where funding is often limited. 

The intersection of emotional intelligence, collaborative leadership, and community engagement plays a pivotal role in the 

ability of school administrators to generate resources. By focusing on these human-centered competencies, educational institutions 

can empower leaders to build lasting support systems, increase school resilience, and improve overall performance. This study aims 

to explore how these factors contribute to the resource generation capability of school administrators, and how such capability can 

be further developed and sustained in the context of public education specifically school administrators across the seven (7) schools 

divisions within Region X-Northern Mindanao during the school year 2024-2025.  

 

NEED OF THE STUDY. 

  The significance of this study lies in its potential to provide valuable insights into the factors influencing the resource 

generation capability of school administrators. As school leaders, administrators play a crucial role in ensuring the effective 

management of resources that directly impact the quality of education. By exploring the impact of emotional intelligence, 

collaborative leadership, and community engagement on resource generation, this study could help school administrators better 

understand the key elements that contribute to their ability to mobilize resources effectively. 

First and foremost, the school administrators themselves would benefit from the results of this study. By gaining a deeper 

understanding of how emotional intelligence, collaborative leadership, and community engagement influence their capacity to 

generate resources, administrators would be better equipped to improve their leadership practices. This study could provide them 
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with actionable insights to enhance their decision-making, foster stronger relationships with staff, and build more effective 

partnerships with the community, all of which are essential for improving resource mobilization in schools. 

Teachers could also benefit from the findings of this study. School administrators who are able to generate more resources 

through effective leadership and community engagement are better positioned to provide teachers with the necessary tools, training, 

and support to succeed in their classrooms. By addressing the challenges that school leaders face in resource generation, teachers 

would experience a more supportive and well-resourced teaching environment, which ultimately enhances their ability to deliver 

quality education. 

The students, as the ultimate beneficiaries of the educational system, would also benefit indirectly from this study. A school 

system with better resource generation capabilities ensures that students have access to improved learning materials, facilities, and 

extracurricular opportunities, all of which contribute to their overall development and academic success. As resource management 

practices improve, students could experience a more conducive learning environment that can lead to better educational outcomes. 

The Department of Education (DepEd) community as a whole would gain from the findings of this study. The insights 

derived from this research could offer valuable guidance for policy-making and the development of training programs for school 

administrators across Region X, and potentially other regions. By highlighting the critical factors that enhance resource generation, 

this study would help shape future leadership development initiatives, fostering a more efficient and resourceful education system 

that meets the needs of all stakeholders. 

Finally, this study could hold significant potential for school administrators, teachers, students, and the Department of 

Education. It would provide a comprehensive understanding of the factors that contribute to effective resource generation, ultimately 

leading to improved educational experiences and outcomes for all involved. 

Moreover, this study would be of great significance to future researchers. It could serve as a foundational reference for 

those who wish to examine similar themes in educational leadership and resource mobilization. Future researchers could use its 

conceptual framework, build on its methodology, or explore new variables and contexts based on its findings. In doing so, they 

would contribute to the continuous improvement and sustainability of educational systems through research-based practices and 

insights. 

 

RESEARCH METHODOLOGY 

 

3.1Population and Sample  

 

  The respondents of the study were the 550 school heads of the seven (7) schools divisions in Region X-Northern 

Mindanao for the school year 2024-2025. These include principals, head teachers, and school in-charges. The school heads rated 

themselves according to their resource generation capability, emotional intelligence, collaborative leadership, and community 

engagement. These respondents were chosen using a stratified random sampling method with proportional allocation, in which the 

study selected a proportionate number of respondents from each division to form a sample and perform random sampling 

proportionate to the size of that sample in the population, giving chosen respondents an equal chance of being included in the sample.  

 

3.2 Data and Sources of Data 

 

 This study employed a structured survey questionnaire, meticulously validated and pilot-tested, to assess the emotional 

intelligence, collaborative leadership, community engagement, and resource generation capability of school administrators. To 

ensure its contextual appropriateness and accuracy, the instrument underwent rigorous content validation by a panel of experts in 

educational leadership, research methodology, and school management. Their feedback guided revisions to the content, structure, 

and language of the tool. A pilot test was then conducted among a small group of school administrators and teachers in Wao, Lanao 

del Sur—a location selected for its proximity yet external relevance to Region X. This process helped refine the clarity and 

coherence of the items. The finalized instrument demonstrated high reliability across its components, with Cronbach’s Alpha 

coefficients ranging from 0.751 to 0.964. 

The questionnaire consisted of four main sections: Emotional Intelligence Scale: Adapted from the Schutte Self-Report 

Emotional Intelligence Test (SSREIT), this section measured emotional intelligence based on the Salovey and Mayer model. It 

included five dimensions: self-awareness, self-regulation, motivation, empathy, and social skills. Responses were recorded using a 

5-point Likert scale ranging from 1 (Strongly Disagree) to 5 (Strongly Agree). The section achieved a high reliability score with a 

Cronbach’s Alpha of 0.964. Interpretation of scores followed this scale: 4.51–5.00 (Very High), 3.51–4.50 (High), 2.51–3.50 

(Average), 1.51–2.50 (Low), and 1.00–1.50 (Very Low). 

Collaborative Leadership Scale: This section was adapted from the instrument developed by Samriangjit, Tesaputa, and 

Somprach (2016) to assess collaborative leadership among school administrators. It evaluated seven dimensions: trust, shared vision, 

commitment, collective decision-making, risk-taking, transforming change, and conflict management. Using a 5-point Likert scale, 

responses were interpreted as follows: 4.51–5.00 (Very Strong), 3.51–4.50 (Strong), 2.51–3.50 (Moderate), 1.51–2.50 (Weak), and 

1.00–1.50 (Very Weak). The section yielded a reliability coefficient of 0.751. 

Community Engagement Scale: Guided by the framework of Hart (2024), this section assessed community engagement 

through four key indicators: effectiveness, inclusiveness, sustainability, and barriers to engagement. A 5-point Likert scale was 

utilized, with interpretations ranging from 1 (Strongly Disagree) to 5 (Strongly Agree). Score ranges were categorized as follows: 

4.51–5.00 (Very High), 3.51–4.50 (High), 2.51–3.50 (Moderate), 1.51–2.50 (Low), and 1.00–1.50 (Very Low). The reliability of 

this section was supported by a Cronbach’s Alpha of 0.803. 

Resource Generation Capability Scale: Adapted from the study of Valenzuela and Buenvinida (2021), this section 

evaluated the capability of school administrators to generate and manage resources effectively. It covered financial management, 

staff mobilization, innovation and networking, and leveraging opportunities. Using the standard 5-point Likert scale, the score 

interpretations followed the same range as the community engagement scale. This section demonstrated strong internal consistency 

with a Cronbach’s Alpha of 0.825. 
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3.3 Theoretical framework 

  This study examines how Emotional Intelligence, Collaborative Leadership, and Community Engagement contribute to 

the Resource Generation Capability of school administrators, grounding its conceptual framework in well-established theories. The 

Resource Dependence Theory (Pfeffer & Salancik, 1978) serves as a key foundation, proposing that organizations must actively 

manage their external environment and establish strategic relationships to secure necessary resources. This theory emphasizes that 

schools, as open systems, are influenced by and dependent on their interactions with external stakeholders such as local governments, 

private donors, and community partners to address resource limitations. 

Complementing this is the Resource-Based View (RBV) Theory (Barney, 1991), which focuses on the internal strengths 

and capabilities of an organization. According to RBV, schools can enhance their capacity to generate and manage resources by 

investing in internal competencies such as leadership, staff development, and efficient resource utilization. This theory highlights 

the importance of harnessing internal assets to improve institutional sustainability and performance. 

The first major factor—Emotional Intelligence—is grounded in Goleman’s (1995) framework, which includes five key 

components: self-awareness, self-regulation, motivation, empathy, and social skills. Emotional intelligence plays a critical role in 

effective leadership, particularly in the context of building relationships, managing change, and fostering a positive school culture 

that supports resource generation efforts. 

The second factor—Collaborative Leadership—is based on Transformational Leadership Theory (Burns, 1978; Bass, 

1985), which emphasizes the role of leaders in inspiring and motivating others to work toward shared goals. This approach 

encourages participatory decision-making, open communication, and mutual accountability, all of which are essential in mobilizing 

both internal and external stakeholders to contribute to the school’s resource development initiatives. 

Finally, Community Engagement draws from both Social Capital Theory (Putnam, 1995) and Stakeholder Theory 

(Freeman, 1984). Social Capital Theory underscores the value of trust, networks, and social norms in facilitating collective action 

and cooperation, while Stakeholder Theory emphasizes the importance of involving all relevant parties in organizational decision-

making. Together, these theories advocate for inclusive, collaborative efforts that strengthen the school’s ties with the community, 

thereby enhancing its ability to access and sustain needed resources. 

  

3.4Statistical tools  

  The data were summarized, translated and analyzed using the following statistical tools: 

 

3.4.1 Descriptive Statistics 

 

  Descriptive statistics, particularly the mean, were used to determine the levels of emotional intelligence, collaborative 

leadership, community engagement, and resource generation capability of school administrators in the Department of Education, 

Region X for the School Year 2024–2025. 

 

3.4.2 Correlation Analysis  

 

 The Pearson Product Moment Correlation was employed to examine the degree and direction of the relationship between 

emotional intelligence, collaborative leadership, and community engagement in relation to the resource generation capability of 

school administrators. 

 

3.4.3 Regression Analysis  

  

Multiple Regression Analysis was utilized to determine which of the independent variables—emotional intelligence, 

collaborative leadership, or community engagement—singly or in combination, significantly influence the resource generation 

capability of school administrators. 

 

3.4.4 Path Model Analysis  

 

 Path Analysis was conducted to determine the best-fitting model that explains the direct and indirect effects of emotional 

intelligence, collaborative leadership, and community engagement on the resource generation capability of school administrators. 

This analysis allowed for the evaluation of the strength and structure of interrelationships among the variables in the proposed 

conceptual framework. 

  

IV. RESULTS AND DISCUSSION  
 

4.1 Results of Descriptive Statics for the emotional intelligence of school administrators 

 

 Based on the results presented in Table 4.1, school administrators obtained an overall mean score of 4.44 in emotional 

intelligence, which corresponds to a descriptive rating of Agree and a qualitative interpretation of High. This suggests that the 

respondents possess a well-developed level of emotional and interpersonal competence, equipping them with the capacity to lead 

effectively and mobilize resources for their respective institutions. Among the five domains assessed, the two highest-rated 

indicators were self-awareness, with a mean of 4.47, and empathy, with a mean of 4.46. These results indicate that administrators 

demonstrate a strong internal understanding of their emotions, values, and behavior, along with a keen ability to understand and 

relate to the emotions of others—traits that are foundational for fostering trust and collaborative leadership within school 

communities 
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Table 4.1: Mean Scores of emotional intelligence of school administrators. 

LEGEND: 

Range Descriptive Rating Qualitative Interpretation 

4.51- 5.00 Strongly Agree Very High 

3.51- 4.50 Agree High 

2.51- 3.50 Moderately Agree Moderate 

1.51-2.50 Disagree Low 

1.00-1.50 Strongly Disagree Very Low 

 

These findings are supported by Estrellan and Loja (2021), who emphasized that interpersonal dimensions of emotional 

intelligence, such as empathy and self-awareness, are significant predictors of effective leadership behaviors in schools. In a similar 

vein, Goleman and Boyatzis (2017) affirmed that self-awareness, empathy, and social skills are central components of emotionally 

intelligent leadership, which enable leaders to build rapport and maintain strong, ethical decision-making practices. Furthermore, 

Desti and Shanthi (2015) concluded that administrators who exhibit strong self-awareness and empathetic understanding are more 

likely to navigate bureaucratic systems successfully and mobilize the support necessary for school improvement. 

Conversely, the domains with the lowest ratings, though still falling within the High range, were motivation and social 

skills, with means of 4.43 and 4.41 respectively. These scores imply that while administrators show sufficient drive and 

interpersonal effectiveness, there remains room for growth in sustaining internal motivation and strengthening relational dynamics, 

particularly in managing teams and fostering collaborative efforts. This observation aligns with the findings of Viscarra et al. (2017), 

who noted that motivation and social skills are strong predictors of job performance, and emphasized the need for continuous 

development in these areas to maximize leadership efficacy. Serrat (2017) similarly identified empathy, self-awareness, and social 

skills as foundational for effective leadership, underscoring that while current scores reflect strength, enhancing these skills could 

further optimize school administrators’ capacity to manage teams and resolve conflicts. Supporting this, Chernis and Adler (2023) 

validated the predictive power of social competence in leadership performance. Although social skills received the lowest mean in 

the present study, the score still reflects a significant strength; however, as this domain is critical for building networks and 

stakeholder management, it warrants further attention. 

Additionally, broader leadership implications of emotional intelligence were affirmed by Sergio et al. (2015), who 

established its strong correlation with adaptability and leadership effectiveness, particularly in culturally diverse school 

environments. Lievens and Chan (2017) likewise emphasized the interconnectedness of emotional and social intelligence in 

navigating high-stakes professional settings, reinforcing the current study’s results that highlight administrators’ ability to manage 

relationships and institutional demands. These findings are further substantiated by Go et al. (2020), who concluded that educators 

with high empathy and relational competence are more likely to succeed in fostering collaborative school environments and securing 

external support. 

Moreover, the potential for continued development of emotional intelligence was emphasized by Kotsou et al. (2019), who 

demonstrated that competencies such as motivation and interpersonal skills can be improved through targeted training and 

interventions. This is relevant to the present findings, as the slightly lower ratings in motivation and social skills may be addressed 

through professional development programs focused on these competencies. Likewise, Mayer, Salovey, and Caruso (2016) 

highlighted the importance of managing emotions and forming emotionally intelligent relationships, which aligns with the high 

performance of administrators in empathy and self-awareness observed in the current study. 

 

4.2 Results of Descriptive Statics for the Level of collaborative leadership of school administrators  

 

 Table 4.2 reveal that the overall mean score for school administrators’ level of collaborative leadership is 4.46, which 

corresponds to a descriptive rating of Agree and a qualitative interpretation of High. This indicates that, on average, the school 

administrators in the study consistently demonstrate a high level of collaborative leadership across the measured indicators. Among 

the seven indicators assessed, commitment emerged as the highest-rated dimension with a mean score of 4.49, closely followed by 

shared vision with a mean score of 4.48. These results suggest that school administrators are strongly dedicated to their roles and 

responsibilities and that they are effective in fostering a shared vision among stakeholders—both of which are foundational to 

building a collaborative school culture. These findings align with the study by Samriangjit et al. (2016), which emphasized that 

leaders who exhibit strong commitment and share a unified vision with their teams are more likely to promote a culture of 

collaboration and collective responsibility within educational institutions.  
On the other hand, the lowest-rated indicators were conflict management, which received a mean score of 4.41, and risk 

taking, with a mean score of 4.42. While still falling under the High category, these slightly lower scores may suggest areas where 

administrators feel less confident or may encounter more challenges. Managing conflicts and embracing risk are often complex 

processes that require emotional regulation, sound judgment, and interpersonal sensitivity. This is consistent with findings from 

Hart (2024), which noted that while school leaders are generally effective in fostering inclusive community engagement, they often 

face barriers in addressing conflict constructively and navigating uncertainty—both of which can hinder collaboration. 

 

 

INDICATORS MEAN Descriptive Rating Qualitative Interpretation 

self – awareness 4.47 Agree High 

Empathy 4.46 Agree High 

Self – regulation 4.43 Agree High 

Motivation 4.43 Agree High 

social skills 4.41 Agree High 

Overall Mean 4.44 Agree High 
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Table 4.2: Mean Scores of overall collaborative leadership of school administrators 

LEGEND: 

Range Descriptive Rating Qualitative Interpretation 

4.51- 5.00 Strongly Agree Very High (VH) 

3.51- 4.50 Agree High (H) 

2.51- 3.50 Moderately Agree Average (A) 

1.51-2.50 Disagree Low (LI) 

1.00-1.50 Strongly Disagree Very Low (VL) 

 

  The results can also be interpreted in light of emotional intelligence. According to the SSREIT framework, emotional 

intelligence components such as self-awareness and empathy are crucial in handling interpersonal conflicts and taking calculated 

risks. Thus, the slightly lower scores in conflict management and risk taking may reflect areas where emotional intelligence 

development could further enhance collaborative leadership. Supporting this interpretation, the study of Goleman (1995) on 

emotional intelligence highlighted the necessity of self-awareness and empathy in managing group dynamics and facilitating 

change—skills that are crucial when resolving conflicts and encouraging innovation within school communities. 

Moreover, the data reinforce the interconnectedness of collaborative leadership and community engagement. As shown in the 

research of Hart (2024), collaborative leadership that is marked by a strong commitment and shared vision contributes positively to 

community involvement and resource mobilization. However, for collaboration to be sustained and transformative, school leaders 

must also be capable of navigating conflicts and initiating change through risk-taking strategies, as emphasized in Samriangjit et 

al.'s (2016) study. 

 

4.3 Results of Descriptive Statics for the Level of community engagement of school administrators     

 

Table 4.3: Mean Scores of overall community engagement of school administrators.  

 
LEGEND:   

Range Descriptive Rating Qualitative Interpretation 

4.51 – 5.00 Strongly Agree Very High (VH) 

3.51 – 4.50 Agree High (H) 

2.51 – 3.50 Moderately Agree Moderate (M) 

1.51 – 2.50 Disagree Low (L) 

1.00 – 1.50 Strongly Disagree 
Very Low (VL) 

 

  Based on the data presented in Table 4.3, the overall mean score for the administrators’ level of community engagement 

is 4.46, which falls under the descriptive rating “Agree” and corresponds to a “High” qualitative interpretation. This suggests that, 

overall, school administrators demonstrate a commendable level of community engagement in their respective institutions. Among 

the four indicators, the highest-rated is Inclusiveness of community engagement initiatives, with a mean score of 4.52. This is 

interpreted as “Strongly Agree” and “Very High,” indicating that administrators are highly committed to ensuring that various 

stakeholders are included in school programs and decision-making processes. The second highest-rated indicator is the 

Effectiveness of community engagement, which received a mean score of 4.47, interpreted as “Agree” and “High,” implying that 

administrators perceive their community engagement strategies to be working effectively and achieving desired outcomes. 

On the other hand, the indicator with the lowest mean score is Sustainability of community engagement practices, which 

garnered a mean score of 4.37. Although it still falls under the “Agree” and “High” categories, it indicates a relatively lesser strength 

in maintaining long-term community engagement. The next lowest is Barriers and challenges in community engagement, with a 

mean score of 4.40. Despite being rated “High,” this suggests that school administrators are aware of and affected by certain 

limitations and obstacles that impact the depth and continuity of their community engagement efforts. 

Variables Mean Descriptive Rating Qualitative Interpretation 

Commitment 4.49 Agree  High 

Shared vision 4.48 Agree High 

Trust 4.47 Agree High 

Collective decision making 4.45 Agree High 

Transforming change 4.45 Agree High 

Risk taking 4.42 Agree High 

Conflict management 4.41 Agree High 

Overall Mean 4.46 Agree High 

INDICATORS MEAN Descriptive Rating Qualitative Interpretation 

Inclusiveness of community engagement initiatives 4.52 
Strongly 

Agree 

 Very  

High 

Effectiveness of community engagement 4.47 Agree High 

Barriers and challenges in community engagement 4.40 Agree High 

Sustainability of community engagement practices 4.37 Agree High 

Overall Mean 4.46 Agree High 

http://www.ijrti.org/


    © 2025 IJNRD | Volume 10, Issue 4 April 2025 | ISSN: 2456-4184 | IJNRD.ORG 
  

IJNRD2504485 International Journal Of Novel Research And Development (www.ijnrd.org) 
 

 

e754 

c75

4 

These findings are supported by Hart (2024), who emphasized that meaningful community engagement requires long-term 

commitment and sustainability. The slightly lower score in sustainability may reflect existing challenges such as limited resources, 

shifting priorities, and stakeholder fatigue, which are among the barriers commonly identified by Hart. The score of 4.40 under 

barriers and challenges supports this notion, indicating that administrators are not only aware of such issues but also experiencing 

them in practice. 

Similarly, the results affirm the study of Samriangjit et al. (2016), which highlighted that collaborative leadership—marked 

by trust, shared vision, and inclusive decision-making—enhances the effectiveness of community engagement. The high scores in 

inclusiveness (4.52) and effectiveness (4.47) reflect this, showing that administrators who practice collaborative leadership are 

likely to succeed in fostering strong relationships with their communities. 

Moreover, the findings are aligned with the emotional intelligence framework from SSREIT, particularly in the domains 

of empathy and social skills. High levels of inclusiveness and effectiveness suggest that administrators are applying emotional 

intelligence in their leadership approaches, enabling them to build rapport, understand community needs, and communicate 

effectively. These competencies are crucial for nurturing trust and cooperation among diverse stakeholders, thereby reinforcing the 

strength of the results. 

 

 

4.4 Results of Descriptive Statics for the level of resource generation capability of school administrators  

 

Table 4.4: Mean Scores of school administrators’ overall resource generation capability. 

LEGEND:  

 Scale/Range Descriptive Rating Qualitative Interpretation 

4.51 – 5.00 Strongly Agree Very High (VH) 

3.51 – 4.50 Agree High (H) 

2.51 – 3.50 Moderately Agree Moderate (M) 

1.51 – 2.50 Disagree Low (L) 

1.00 – 1.50 Strongly Disagree Very Low (VL) 

 

Table 4.4 demonstrate that the school administrators’ overall level of resource generation capability is rated as high, with 

an overall mean score of 4.44. This result signifies that, on average, administrators exhibit a strong capacity in effectively generating 

and managing resources across key areas essential for institutional development and sustainability. Among the four major indicators, 

the highest-rated dimension is Financial Management, which received a mean score of 4.48. This is closely followed by 

Management of Staff, with a mean score of 4.44. These findings suggest that school administrators are particularly competent in 

handling financial resources, including planning, allocation, and utilization, as well as in managing personnel to maximize 

productivity and institutional efficiency. This high level of competence in financial and staff management reflects a strong 

administrative foundation necessary for achieving educational goals. 

The two relatively lower-rated indicators, although still classified as high, are Innovation and Networking, with a mean 

score of 4.40, and Leveraging Emerging Opportunities, with a mean score of 4.39. These scores imply that while administrators are 

competent in these areas, there may be more variability or constraints in their ability to consistently engage in innovative practices 

and establish expansive networks or seize emerging opportunities compared to their performance in financial and personnel 

management. 

These findings are consistent with the study of Rios (2024), which emphasized the critical role of school heads in effective 

resource management, particularly in ensuring teacher performance and efficient use of available resources. Rios highlighted that 

proactive school heads tend to have stronger outcomes in financial planning and staff development—findings that align with the 

high mean scores in Financial Management and Management of Staff in the present data. 

Moreover, the study by Parinasan, Rosal, and Kilag (2024) reinforces the importance of collaborative leadership and 

innovative governance in overcoming resource constraints within the public sector. Although administrators in this study 

demonstrated relatively lower performance in Innovation and Networking and Leveraging Emerging Opportunities, the findings of 

Parinasan et al. underscore that collaborative approaches—especially through stakeholder partnerships—can enhance these areas. 

Thus, the slight dip in these indicators suggests a potential opportunity for professional development in building stronger external 

linkages and adopting innovative practices to maximize institutional gains. 

Similarly, the insights from Chadee, Sharma, and Roxas (2017) provide additional relevance, particularly in the domains 

of innovation and resource leveraging. Their study in the private sector context illustrated how online service providers were able 

to generate growth through strategic collaboration and innovation. Applying these findings to the educational setting, it becomes 

evident that school administrators who enhance their innovation capacity and networking abilities could potentially unlock 

additional pathways for resource generation, especially when drawing from cross-sectoral partnerships and digital technologies. 

 

 

4.5 Results of Correlation between the Independent Variables and the Dependent Variable    

 

 

 

INDICATORS MEAN Descriptive 

Rating 

Qualitative 

Interpretation 

Financial Management 4.48 Agree  High 

Management of staff 4.44 Agree High 

Innovation and Networking 4.40 Agree High 

Leveraging Emerging Opportunities 4.39 Agree High 

Overall Mean 4.44 Agree High 
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Table 4.5: Correlation of the Variables    

 

 
** p<0.01,  NS = Not Significant 

 

  Table 4.5 shows that emotional intelligence (EI) emerged as a significant factor influencing the resource generation 

capability of school administrators. All five dimensions of EI—self-awareness (r = .637, p < 0.01), self-regulation (r = .648, p < 

0.01), motivation (r = .619, p < 0.01), empathy (r = .655, p < 0.01), and social skills (r = .687, p < 0.01)—exhibited moderate to 

strong positive correlations with resource generation. Notably, social skills and empathy had the strongest relationships, indicating 

that administrators who are emotionally attuned and capable of fostering interpersonal relationships are more effective in mobilizing 

and managing resources. These findings corroborate the assertions of Goleman and Boyatzis (2017), who emphasized the critical 

roles of social awareness and self-regulation in enhancing leadership performance. In the same vein, Mayer et al. (2016) and Salovey 

and Grewal (2005) posited that emotionally intelligent leaders are better equipped to handle complex interpersonal dynamics, which 

significantly contributes to strategic resource generation. Moreover, Rios (2024) highlighted that emotional intelligence empowers 

school leaders to respond to demanding situations with empathy and clarity, thereby fostering trust, cooperation, and collective 

effort—key elements in resource-building initiatives. 

Equally important is the role of collaborative leadership, which also demonstrated a strong positive relationship with 

resource generation capability. Among the seven dimensions analyzed, conflict management (r = .738, p < 0.01) and transforming 

change (r = .721, p < 0.01) showed the most substantial correlations, followed by risk-taking (r = .677, p < 0.01), collective decision-

making (r = .660, p < 0.01), commitment (r = .645, p < 0.01), shared vision (r = .629, p < 0.01), and trust (r = .608, p < 0.01). These 

results suggest that administrators who can navigate disagreements constructively and lead institutional change with confidence are 

more effective in generating resources. The findings align with the work of Samriangjit et al. (2016), who underscored the 

importance of collaborative leadership practices in educational environments. Goleman and Boyatzis (2017) further supported this 

by asserting that leadership grounded in trust and commitment facilitates sustained organizational growth. Additionally, the 

prominent roles of conflict management and adaptability lend credence to Chernis and Adler’s (2023) assertion that effective 

educational leadership necessitates emotional competence and strategic responsiveness to change. 

Furthermore, community engagement was found to be a crucial enabler of resource generation among school leaders. The 

dimensions of effectiveness (r = .698, p < 0.01), overcoming barriers (r = .667, p < 0.01), inclusiveness (r = .654, p < 0.01), and 

sustainability (r = .629, p < 0.01) all exhibited strong and significant correlations with the ability to secure and manage resources. 

These findings underscore the value of fostering inclusive, effective, and sustainable community partnerships, which serve as vital 

sources of both financial and non-financial support. Hart (2024) emphasized that robust community collaboration enhances 

institutional development and capacity-building efforts. Similarly, Chadee et al. (2017) and Parinasan et al. (2024) highlighted that 

active stakeholder involvement is indispensable for the successful implementation of school-based programs and initiatives. Taken 

together, these findings reinforce the idea that a school leader’s ability to engage meaningfully with the community significantly 

contributes to the school’s capacity to generate essential resources. 

 

4.6 Results of Regression Analysis Among the Variables     

 

The regression analysis examined the predictive power of collaborative leadership, community engagement, and 

emotional intelligence on the resource generation capability of school administrators. The model yielded a correlation 

coefficient (R) of 0.608, indicating a moderate to strong relationship between the independent variables and the dependent 

variable. The coefficient of determination (R² = 0.369) further revealed that approximately 36.9% of the variance in resource 

generation capability is explained by the model, while the remaining 63.1% is attributed to other factors not included in this 

study. 

 

 

VARIABLES CORRELATION COEFFICIENT ® P-VALUE 

Emotional Intelligence .778 .000** 

Self-Awareness .639 .000** 

Self-Regulation .662 .000** 

Motivation .626 .000** 

Empathy .613 .000** 

Social Skills .734 .000** 

Collaborative Leadership .809 .000** 

Trust .505 .000** 

Shared Vision .629 .000** 

Commitment .579 .000** 

Collective Decision-Making .699 .000** 

Risk-Taking .725 .000** 

Transforming Change .721 .000** 

Conflict Management .738 .000** 

Community Engagement .793 .000** 

Effectiveness .659 .000** 

Inclusiveness .683 .000** 

 Sustainability .662 .000** 

Barriers and Challenges .685 .000** 
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Table 4.6: Regression Analysis Among the Variables   

 

The regression equation formulated is: 

Y1 = 0.726 + 0.149 X1 + 0.195X2 + - 0.189X3 + 0.151X4 + 0.165X5 + 0.114X6   + 0.095X7 + 0.130X8 + 0.065X9   

Where: 

Y1 = Resource generation capability        

X1 = Conflict management (Collaborative Leadership) 

X2 = Transforming change (Collaborative Leadership) 

X3 = Trust (Collaborative Leadership) 

X4 = Risk – taking (Collaborative Leadership) 

X5 = Barrier and challenges (Community Engagement) 

X6 = Inclusiveness (Community Engagement) 

X7 = Effectiveness (Community Engagement) 

X8 = Social skills (Emotional Intelligence) 

X9 = Self – regulation (Emotional Intelligence) 

  

The results reject the null hypothesis that no variable, either individually or collectively, significantly predicts the resource 

generation capability of school administrators. This implies that higher levels of collaborative leadership, community engagement, 

and emotional intelligence are associated with enhanced capacity to secure, manage, and sustain financial and material resources 

for school development. 

Within the scope of collaborative leadership, transforming change (β = 0.236, p = 0.000) and risk-taking (β = 0.192, p = 

0.000) emerged as significant positive predictors. These findings suggest that administrators who embrace institutional change and 

take calculated risks are more adept at mobilizing innovative strategies for resource development. This is consistent with Samriangjit 

et al. (2016), who emphasized that change-oriented leaders are well-positioned to attract partnerships and implement transformative 

initiatives. Similarly, Kanesan and Fauzan (2019) assert that proactive leadership fosters external support and sustainable school 

growth, while Hart (2024) highlights the value of strategic risk-taking in exploring alternative financial avenues. 

Conversely, trust (β = −0.222, p = 0.000) exhibited a significant negative effect. Although trust is foundational in collaborative 

leadership, this outcome suggests that excessive reliance on interpersonal trust without strategic financial planning may limit 

resource generation. This aligns with Samriangjit et al. (2016), who noted that while relational trust is valuable, leadership 

effectiveness depends equally on performance-based outcomes. Mpuangnan and Roboji (2024) similarly warned that prioritizing 

relational harmony at the expense of innovation and accountability can hinder institutional advancement. 

In terms of community engagement, barriers and challenges (β = 0.213, p = 0.000) and inclusiveness (β = 0.133, p = 0.000) 

significantly predicted resource generation capability. This indicates that administrators who proactively address barriers to 

engagement and foster inclusive decision-making are more successful in securing community and stakeholder support. These results 

echo the assertions of DeWitt (2016), Pagaura (2020), and Kanesan and Fauzan (2019), who emphasized that overcoming 

engagement obstacles and promoting participatory practices bolster institutional credibility and investment. Furthermore, 

effectiveness (β = 0.071, p = 0.022), although showing a smaller effect size, still had a significant positive impact, suggesting that 

efficiently managing available resources enhances the administrator's credibility and potential to attract additional support. Serrat 

(2017), Torrentira (2018), and Sharma and Adeoye (2024) support this view, stating that institutional efficiency in resource use 

builds trust and sustainability in resource generation efforts. 

In the area of emotional intelligence, both social skills (β = 0.130, p = 0.000) and self-regulation (β = 0.065, p = 0.023) 

had statistically significant positive effects on resource generation capability. These findings indicate that emotionally intelligent 

administrators—particularly those who exhibit strong interpersonal competencies and effective emotional control—are more 

capable of mobilizing and sustaining resources. This supports the argument made by Goleman and Boyatzis (2017) that social skills 

enhance relationship-building, while self-regulation promotes strategic decision-making under pressure. Rios (2024) further asserts 

that emotionally competent leaders foster trust and collaboration, which are essential in resource mobilization efforts. 

 

4.7 Results of path model analysis     

 

Structural Model 5 on Emotional Intelligence, Collaborative Leadership, and Community Engagement on Resource Generation 

Capability of Administrators,  represent the fifth variation of the  hypothesized structural model, incorporating refinements based 

Model 

UNSTANDARDIZED 
COEFFICIENTS 

STANDARDIZED 
COEFFICIENTS 

T SIG. B 
STD. 

ERROR BETA 

(Constant) .726 .091  7.997 .000 
Collaborative Leadership      
    Conflict Management .149 .029 .175 5.166 .000 
    Transforming Change .195 .026 .236 7.602 .000 
     Trust  -.189 .024 -.222 -7.800 .000 

      Risk – Taking .151 .027 .192 5.675 .000 
Community Engagement      
     Barrier and Challenges  .165 .022 .213 7.429 .000 
     Inclusiveness .114 .026 .133 4.435 .000 
     Effectiveness .059 .026 .071 2.291 .022 
Emotional Intelligence      
     Social Skills .130 .026 .168 4.931 .000 
     Self - Regulation  .065 .021 .089 3.158 .002 

R = 608i R2 = .369                           F = 48.077                                    P = 0.000 
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on empirical data, theoretical adjustments, or modifications to improve model fit. This version was the result of iterative testing, 

where previous models were adjusted by adding or removing variables, refining latent constructs, or modifying paths based on 

statistical results and theoretical justifications. 

 

 

Structural Model 5 

 
LEGEND:    

EMINT 

AWA_EI 

SER_EI 

MOT_EI 

EMP_EI 

SOC_EI 

Emotional Intelligence 

    Self - Awareness 

     Self - Regulation 

     Motivation 

     Empathy 

     Social Skills 

COME 

EFF_CE 

INC_CE 

SUS_CE 

BAC_CE 

 

Community Engagement 

      Effectiveness 

      Inclusiveness 

      Sustainability  

      Barrier and Challenges  

        

CLEAD 

TRU_CL 

SHA_CL 

COM_CL 

CDM_CL 

RIS _Cl 

TCH _Cl 

CON _Cl 

 

Collaborative Leadership 

     Trust 

      Shared Vision 

     Commitment 

     Collective Decision Making 

     Risk Taking 

     Transforming Change 

     Conflict Management 

REGEN 

FMA_RG 

MSR_RG 

 

IGE_RG 

 

LER_RG 

 

 

Resource Generation Capability  

      Financial management 

      Management of staff for resource            

          mobilization  

      Innovation and networking for    

           resource generation  

       Leveraging emerging opportunities  

           for resource generation 

       

 

Figure4.7.1 Structural Model 5 on school administrators’ resource generation capability 

 

Table 4.7.1 presents the standardized estimates of direct, indirect, and total effects of collaborative leadership, community 

engagement, and emotional intelligence on resource generation capability. These estimates provide insights into how these latent 

variables contribute to resource generation. 

 

Table 4.7.1. Standardized direct, indirect, and total effect estimates on resource generation capability model 5 

LATENT VARIABLES DIRECT 

EFFECT 

INDIRECT 

EFFECT 

TOTAL EFFECT 

Collaborative Leadership 0.410 0.000 0.410 

Community Engagement 0.281 0.000 0.281 

Emotional Intelligence 0.194 0.000 0.194 

 

Collaborative leadership (CLEAD) has a direct effect of 0.410 on resource generation capability (REGEN), indicating a 

moderate but substantial influence on the ability to mobilize resources. Community engagement (COMEN) has a direct effect of 

0.281, suggesting that while it plays a role in resource generation, its impact is relatively lower than that of collaborative leadership. 

http://www.ijrti.org/


    © 2025 IJNRD | Volume 10, Issue 4 April 2025 | ISSN: 2456-4184 | IJNRD.ORG 
  

IJNRD2504485 International Journal Of Novel Research And Development (www.ijnrd.org) 
 

 

e758 

c75

8 

Meanwhile, emotional intelligence (EMINT) exhibits the weakest direct effect at 0.194, implying that its influence on resource 

generation is minimal in comparison to the other two variables. 

Since all indirect effects are zero, the relationships between these variables and resource generation capability are purely direct, 

with no mediating influences observed in the model.  

 

Table 4.7.2 presents the standardized regression weights in Structural Model 5, illustrating the relationships between 

collaborative leadership (CLEAD), emotional intelligence (EMINT), and community engagement (COMEN) with resource 

generation capability (REGEN), along with their respective measured variables. The findings indicate that collaborative leadership 

and community engagement play a more substantial role in resource generation capability, while emotional intelligence has a 

relatively lower impact. Resource generation capability (REGEN) was influenced by collaborative leadership (B = 2.484, β = 0.410), 

community engagement (B = 1.542, β = 0.281), and emotional intelligence (B = 0.400, β = 0.194). These results suggest that while 

all three latent variables contribute to resource generation, collaborative leadership exhibits the strongest effect. 

 

Table 4.7.2. Standardized regression weights in structural model 5. 

Variables

  
  B S.E. C.R. BETA P 

REGEN <--- COMEN 1.542   .281  

REGEN <--- CLEAD 2.484   .410  

REGEN <--- EMINT .400   .194  

MSR_RG <--- REGEN .185   .956  

FMA_RG <--- REGEN .187   .958  

SUS_CE <--- COMEN 1.000   .882  

INC_CE <--- COMEN .975 .027 35.690 .892 *** 

EFF_CE <--- COMEN .999 .026 37.842 .884 *** 

RIS_CL <--- CLEAD 1.000   .824  

CDM_CL <--- CLEAD 1.001 .041 24.504 .825 *** 

COM_CL <--- CLEAD .985 .042 23.374 .805 *** 

SHA_CL <--- CLEAD 1.003 .042 24.066 .810 *** 

SOC_EI <--- EMINT .386   .890  

SER_EI <--- EMINT .372   .830  

AWA_EI <--- EMINT .346   .822  

LEGEND:    

EMINT 

AWA_EI 

SER_EI 

MOT_EI 

EMP_EI 

SOC_EI 

Emotional Intelligence 

    Self - Awareness 

     Self - Regulation 

     Motivation 

     Empathy 

     Social Skills 

COME 

EFF_CE 

INC_CE 

SUS_CE 

BAC_CE 

 

Community Engagement 

      Effectiveness 

      Inclusiveness 

      Sustainability  

      Barrier and Challenges  

        

CLEAD 

TRU_CL 

SHA_CL 

COM_CL 

CDM_CL 

RIS _Cl 

TCH _Cl 

CON _Cl 

 

Collaborative Leadership 

     Trust 

      Shared Vision 

     Commitment 

     Collective Decision Making 

     Risk Taking 

     Transforming Change 

     Conflict Management 

REGEN 

FMA_RG 

MSR_RG 

 

IGE_RG 

 

LER_RG 

 

 

Resource Generation Capability  

      Financial management 

      Management of staff for resource            

          mobilization  

      Innovation and networking for  

           resource generation  

       Leveraging emerging  

           opportunities for        resource  

            generation 

       

 

The measured variables for REGEN—management of staff for resource mobilization (MSR_RG) and financial 

management (FMA_RG)—showed high beta weights of 0.956 and 0.958, respectively, indicating their critical roles in resource 

generation capability. Collaborative leadership (CLEAD) had a strong influence on risk-taking (RIS_CL), collective decision-

making (CDM_CL), commitment (COM_CL), and shared vision (SHA_CL), with beta weights ranging from 0.805 to 0.825. The 

critical ratio (C.R.) values for these variables further confirm their strong statistical significance (p < 0.001). 

Community engagement (COMEN) significantly impacted effectiveness (EFF_CE), inclusiveness (INC_CE), and sustainability 

(SUS_CE), with beta weights of 0.884, 0.892, and 0.882, respectively. The high critical ratio values for inclusiveness (35.690) and 

effectiveness (37.842) reinforce their significance (p < 0.001). 

Emotional intelligence (EMINT) was associated with social skills (SOC_EI, β = 0.890), self-regulation (SER_EI, β = 

0.830), and self-awareness (AWA_EI, β = 0.822), suggesting that these components are vital in emotional intelligence development. 

The squared multiple correlations indicate that resource generation capability (REGEN) accounted for 78.3% of the variance, 

highlighting the strong predictive capacity of collaborative leadership and community engagement. Financial management 

(FMA_RG) and management of staff for resource mobilization (MSR_RG) exhibited the highest squared multiple correlations at 

0.919 and 0.914, respectively, reinforcing their significance in resource generation capability.  
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The model fit indices in table 4.7.3 confirm that Structural Model 5 provides an acceptable fit to the data. The chi-square 

to degrees of freedom ratio (CMIN/DF) is 1.242, which falls within the acceptable threshold of <2, indicating a well-fitting model. 

Furthermore, the p-value of 0.141 exceeds the recommended threshold of >0.05, further supporting the model’s adequacy. 

The Goodness-of-Fit Index (GFI = 0.963) surpasses the ideal benchmark of 0.95, while the Adjusted Goodness-of-Fit Index (AGFI 

= 0.852) is close to the acceptable threshold. The Normed Fit Index (NFI = 0.967), Tucker-Lewis Index (TLI = 0.954), Incremental 

Fit Index (IFI = 0.977), and Comparative Fit Index (CFI = 0.964) all exceed the recommended cutoff of 0.95, further confirming 

the model’s strong fit. 

 

Table 4.7.3 Goodness-of-fit indices of school administrator resource generation capability in structural equation model 5 

 

Additionally, the Root Mean Square Error of Approximation (RMSEA = 0.023) is well below the acceptable limit of <0.05, 

reinforcing the model’s excellent fit. The probability of close fit (PCLOSE = 0.995) suggests a high probability that the model 

closely represents the observed data. 

This structural model meets all the standard criteria for a well-fitting model, indicating that the proposed relationships 

among collaborative leadership, emotional intelligence, community engagement, and resource generation capability are well-

supported by the data. This model is called CIERG. The Circle of Influence for Educational Resource Generation (CIERG) Model 

presents a comprehensive and empirically validated framework that illustrates the multidimensional factors influencing the capacity 

of school administrators to generate and mobilize resources. Conceptualized as a circular structure, the model highlights the fluid, 

interdependent relationships among Collaborative Leadership, Emotional Intelligence, and Community Engagement, which 

collectively shape the Resource Generation Capability at the center. Validated through structural equation modeling (SEM), the 

CIERG Model captures both theoretical grounding and practical relevance in educational leadership and resource sustainability. 

At its core, the CIERG Model emphasizes that effective resource generation is not merely a function of administrative control but 

is shaped by strategic leadership, emotional competence, and meaningful engagement with the broader community. Each of the 

three outer domains—Collaborative Leadership, Community Engagement, and Emotional Intelligence—draws strength from 

foundational theories and empirical studies, reinforcing the model’s robustness and applicability. 

The Collaborative Leadership (CLEAD) is guided by Leadership Theory (Northouse, 2021) and the Full Range Leadership 

Model (Bass & Avolio, 1994), the Collaborative Leadership component underscores the administrator's role in fostering shared 

vision, collective decision-making, commitment, and risk-taking. Among the three outer domains, collaborative leadership emerges 

as the strongest predictor of resource generation, as it enables school leaders to cultivate inclusive environments, harness stakeholder 

contributions, and sustain strategic partnerships. 

Empirical studies support these theoretical claims. Alda, Boholano, and Dayagbil (2020) demonstrated that effective school 

administrators utilize collaborative governance structures to address institutional needs and secure critical resources. Cheng (2022) 

further emphasized that collaborative leadership fosters resilience by nurturing trust, adaptability, and transformational change 

within educational organizations. 

Community Engagement (COMEN) within the CIERG Model draws theoretical support from the Stakeholder Theory 

(Freeman, 1984), Organizational Change Theories (Van de Ven & Poole, 1995), and the Diffusion of Innovations Theory (Rogers, 

2003). It encompasses three critical subdomains: effectiveness, inclusiveness, and sustainability—each representing key dimensions 

of participatory and decentralized governance. 

Community engagement facilitates co-ownership of educational initiatives, thereby enabling schools to tap into localized 

knowledge and social capital. Gera (2016) emphasized the importance of participatory mechanisms in governance, while Balderas 

et al. (n.d.) highlighted the power of community-led initiatives in strengthening service delivery. The case of the Lumad alternative 

school model (Magdadaro & Sacramento, 2022) illustrates how locally grounded educational frameworks can enhance institutional 

resilience and sustainability through community-driven resource mobilization. 

  The Emotional Intelligence (EMINT) dimension is rooted in the Emotional Intelligence Theory (Salovey & Mayer, 1990; 

Goleman, 1995), Learning Theories (Schunk, 2012), and Social Learning Theory (Bandura, 1986). This domain emphasizes self-

awareness, self-regulation, and social skills as foundational competencies for school leaders. 

These emotional and interpersonal skills enable school administrators to navigate complex social dynamics, foster trust-based 

relationships, and sustain a culture of empathy and inclusion. Uy, Sasan, and Kilag (2023) noted that emotionally intelligent leaders 

were better equipped to manage organizational crises during the COVID-19 pandemic, while Lindsey et al. (2018) highlighted 

emotional intelligence as a key enabler of cultural proficiency and stakeholder engagement in diverse educational settings. 

At the heart of the Elevating Education: The Triple Influence Model for Resource Generation  lies Resource Generation 

Capability, conceptualized across four essential mechanisms: Financial Management and Acquisition (FMA_RG), Managing Staff 

for Resource Mobilization (MSR_RG), Innovation and Generative Engagement (IGE_RG) and Leveraging Emerging Resources 

(LER_RG). This central domain is supported by Transformational Leadership Theory (Burns, 1978), which advocates for visionary 

and proactive leadership. It underscores the administrator’s capacity to initiate strategic change, align resources with institutional 

goals, and respond effectively to emerging challenges. 

STANDARD INDICATORS STANDARD VALUE MODEL 1 FIT VALUE 

CMIN/DF < 2.0 1.242 

p-value > 0.05 0.141 

GFI > 0.95 0.963 

NFI > 0.95 0.967 

TLI > 0.95 0.954 

CFI > 0.95 0.964 

RMSEA <0.05 0.023 
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Studies by Barrot, Llenares, and Del Rosario (2021) and Baticulon et al. (2021) have shown how school leaders mobilized financial 

and digital resources to sustain learning continuity during the pandemic, further affirming the model’s practical implications in real-

world educational contexts. 

Fig. 4.7.2. Elevating Education: The Triple Influence Model for Resource Generation illustrates a holistic and empirically 

grounded conceptual framework that emphasizes how three interrelated constructs—Collaborative Leadership, Community 

Engagement, and Emotional Intelligence—contribute to strengthening school administrators' Resource Generation Capability. In 

the figure, each construct is symbolized by a vibrant hot air balloon: Collaborative Leadership, grounded in Transformational 

Theory (Burns, 1978); Community Engagement, guided by Social Capital Theory (Putnam, 1995) and Stakeholder Theory; and 

Emotional Intelligence, based on Goleman's (1995) framework. These balloons metaphorically uplift the school structure, 

highlighting the dynamic and synergistic role of these constructs in enhancing school operations and strategic growth. At the core, 

the school structure is depicted as being fueled by the administrators' Resource Generation Capability, which encompasses the 

ability to  

 
 

                                  Fig 4.7.2. Elevating Education: The Triple Influence Model for Resource Generation 

acquire, manage, and sustain financial, human, social, and material resources. These sub-variables are critical engines 

driving the stability, innovation, and continuous development of the school. The three hot air balloons further enhance and 

elevate this capability, signifying that the collaborative power of leadership, community engagement, and emotional 

intelligence amplifies the administrators’ effectiveness in generating and utilizing resources. Ultimately, the model conveys 

that it is through the integration of these elements that schools can deliver inclusive, equitable, and high-quality education 

grounded in sustainable and innovative practices. 

Among the three domains, Collaborative Leadership emerges as the most significant force, represented by the largest 

balloon. Anchored in Leadership Theory (Northouse, 2021) and the Full Range Leadership Model (Bass & Avolio, 1994), 

this construct emphasizes a shared vision, mutual trust, empowerment, and collective decision-making. It promotes risk-

taking and distributed accountability—conditions essential for effective resource mobilization. The sub-variables—trust 

and commitment, shared vision, collective decision-making, and risk-taking—serve as catalytic factors that foster alignment, 

innovation, and active stakeholder engagement. Empirical studies by Alda, Boholano, and Dayagbil (2020) affirm that 

school administrators who build strategic partnerships and encourage inclusive governance are more capable of generating 

and sustaining critical resources. Cheng (2022) likewise highlights how collaborative leadership enhances institutional 

adaptability and resilience through transformational practices. 
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Community Engagement, represented by a moderately sized balloon, plays a critical and complementary role in the model. 

Drawing from Stakeholder Theory (Freeman, 1984), Organizational Change Theories (Van de Ven & Poole, 1995), and the 

Diffusion of Innovations Theory (Rogers, 2003), this construct underscores the importance of grassroots participation and 

shared accountability in school development. 

         The sub-variables—effectiveness, inclusiveness, and sustainability—reflect the capacity of communities to co-create 

value and support school initiatives. Research by Gera (2016) and Balderas et al. (n.d.) demonstrates how participatory 

governance and community-led programs enhance service delivery and institutional legitimacy. Moreover, the Lumad 

school model (Magdadaro & Sacramento, 2022) exemplifies how community-based education promotes local resource 

utilization and strengthens cultural relevance. 

Emotional Intelligence, the third domain and smallest of the three balloons, provides the interpersonal and intrapersonal 

competencies that enable the successful enactment of both collaborative leadership and community engagement. Informed 

by Emotional Intelligence Theory (Salovey & Mayer, 1990; Goleman, 1995), Learning Theories (Schunk, 2012), and Social 

Learning Theory (Bandura, 1986), this construct encompasses self-awareness, self-regulation, empathy, motivation, and 

social skills. These competencies enhance administrators’ ability to manage relationships, navigate complex organizational 

dynamics, and make emotionally attuned decisions. Findings by Uy, Sasan, and Kilag (2023) show that emotionally 

intelligent leaders are more resilient and responsive during crises, such as the COVID-19 pandemic. Similarly, Lindsey et 

al. (2018) highlight emotional intelligence as a critical asset for leaders working within culturally diverse and rapidly 

changing educational environments. 

At the center of the Triple Influence Model is Resource Generation Capability, operationalized through four mechanisms: 

Financial Management and Acquisition (FMA_RG), Managing Staff for Resource Mobilization (MSR_RG), Innovation and 

Generative Engagement (IGE_RG), and Leveraging Emerging Resources (LER_RG). These components are grounded in 

Transformational Leadership Theory (Burns, 1978), which advocates for visionary, proactive, and strategic leadership 

practices. Studies by Barrot, Llenares, and Del Rosario (2021) and Baticulon et al. (2021) emphasize that school leaders who 

creatively mobilized financial and technological resources were instrumental in maintaining learning continuity and 

institutional stability amid educational disruptions. 

 

 

V. CONCLUSIONS AND RECOMMENDATIONS  

 

  Based on the findings previously stated, the following conclusions are derived:  

   

After carefully analyzing the different factors that affect the resource generation capability of school administrators, the 

researcher identified key areas that strongly influence their ability to gather and manage resources for their schools. 

The results show that school administrators generally have a high level of emotional intelligence, particularly in areas like 

self-awareness, self-regulation, motivation, empathy, and social skills. Among these, social skills stood out as the strongest. This 

means administrators are good at building connections, communicating clearly, and working well with others—skills that are very 

important when trying to gain support and secure resources. 

In terms of collaborative leadership, administrators also scored highly across different areas such as trust, shared vision, 

commitment, decision-making as a team, taking risks, leading change, and handling conflicts. Of these, conflict management had 

the highest impact. This shows that when administrators know how to resolve issues fairly and effectively, they are better able to 

create a working environment that encourages teamwork and attracts more resources. 

When it comes to community engagement, administrators also performed well. They involve different members of the 

community, manage programs efficiently, and keep their efforts going despite challenges. The findings show that their ability to 

overcome barriers and promote inclusiveness plays a big part in getting the support they need from the community. This proves that 

working closely with parents, local leaders, and other partners makes a big difference in gathering resources. 

Overall, the administrators showed a strong capability in resource generation, particularly in managing funds, guiding staff, 

building networks, and making use of opportunities. Their skills in these areas help their schools grow and perform better. 

The study also found that emotional intelligence, collaborative leadership, and community engagement are significantly 

related to resource generation capability. Because of this, the first hypothesis (Ho1), which says that there is no connection between 

these factors and resource generation, is rejected. The results clearly show that administrators who are emotionally intelligent, lead 

collaboratively, and work closely with the community are more successful in generating resources. 

Moreover, the study identified specific factors that best predict resource generation capability. These are transforming 

change and risk-taking under collaborative leadership, barriers and challenges and inclusiveness under community engagement, 

and social skills under emotional intelligence. Therefore, the second hypothesis (Ho2), which says that no single or combination of 

variables can predict resource generation capability, is also rejected. 

Using further analysis, the best-fitting model was identified, showing that a combination of the factors mentioned above 

gives a clear picture of how administrators can improve their resource generation capability. All statistical indicators showed that 

the model fits well. So, the third hypothesis (Ho3), which claims that no model can best explain resource generation capability, is 

rejected. 

From these results, the researcher developed the Elevating Education: The Triple Influence Model for Resource Generation. 

This model explains that resource generation capability can be improved through the combined influence of emotional intelligence, 

collaborative leadership, and community engagement. The model can be used as a guide in training programs, leadership 

development, and school improvement planning. It aims to help school leaders build stronger support systems, make better decisions, 

and ensure the long-term growth and sustainability of their schools. 

 

Furthermore, the institutionalization of Elevating Education: The Triple Influence Model for Resource Generation as a 

framework for planning and assessing school leadership practices could greatly benefit educational management systems. Regional 

http://www.ijrti.org/
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and division offices may adopt the model to guide performance evaluation, training design, and policy formulation related to school-

based resource generation. In doing so, the model could serve as a strategic reference for identifying leadership strengths and areas 

for improvement. 

Another important recommendation is to cultivate evidence-based decision-making among school leaders. Administrators 

could be trained in basic research, project proposal writing, budgeting, and monitoring and evaluation to enhance their competence 

in planning and implementing resource-generating projects. Such technical skills would support data-driven initiatives that are both 

effective and sustainable. Equally important is fostering a school environment that encourages innovation and calculated risk-taking. 

Recognizing and incentivizing successful income-generating ventures or community partnerships would promote creativity and 

initiative among school leaders. 

To widen resource opportunities, schools are also encouraged to actively establish partnerships with local government 

units, private institutions, civic organizations, and alumni associations. Building and maintaining such networks could provide 

schools with access to a broader range of financial, material, and technical resources. Moreover, documenting successful practices 

and disseminating them to other schools may foster a culture of collaboration and knowledge sharing across the education sector. 

These recommendations underscore the critical role of emotional intelligence, collaborative leadership, and community 

engagement in strengthening school administrators' resource generation capability. However, to further verify and authenticate the 

findings of this study, future researchers may consider conducting longitudinal, comparative, or mixed-method studies in different 

educational contexts. Such endeavors could deepen understanding, validate the model, and offer new insights that would benefit 

policy and practice in educational leadership. 
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