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Abstract—This study aimed to describe the level of operational factors of private higher
education institutions in Valencia City, Bukidnon. Specifically, it seeks to answer in terms of
technology adoption, resource management, and human resource practices, assess the level
of operational productivity of private higher education institutions in terms of resource use
and employee productivity, and examine the significant relationship between operational
factors and operational productivity of private higher education institutions. Using a
descriptive-correlational research design, one hundred respondents consisting of faculty and
staff from private higher education institutions in Valencia City, Bukidnon, were selected
through stratified sampling as respondents of the study and data were collected through a
researcher-made instrument survey questionnaire. Statistical analyses, including mean,
standard deviation, and Pearson Product Moment Correlation, were applied to measure the
significant relationship between operational factors of private higher education institutions.
The findings showed that technology adoption, resource management, and human resource
practices all obtained high overall mean scores interpreted as Excellent Implementation,
indicating favorable perceptions among respondents regarding institutional operational
practices. Likewise, operational productivity in terms of resource utilization and employee
productivity received high ratings interpreted as Outstanding Productivity, suggesting that
institutional resources and employee performance effectively support organizational
operations.

Index Terms—Operational Factors, Operational Productivity, Technology Adoption,
Resource Management, Human Resource Practices, Private Higher Education Institutions.
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I.  INTRODUCTION

Private colleges in Valencia City, Bukidnon significantly influence access to education for the
area’s underserved communities. The region’s rural setting creates difficulties, but it simultaneously
offers access, this is a strategic spot in Mindanao. These schools encounter many everyday
difficulties: funding gaps, old facilities, personnel burdened excessively, and outdated technology.
These limitations not only hinder operations, they reduce enrollment, lower program quality, and
slow down administrative duties just as the country asks for more skilled graduates. All relies on
how well these schools manage their resources, invest in people, improve their processes, and
introduce new technology. Focusing on these areas boosts student retention, reduces costs, and
increases the speed of their service delivery.

Despite how important these issues are, there is limited research currently accessible regarding what
really functions. This study explores how these factors drive productivity in private higher
education institutions in Valencia City. It offers practical recommendations which may assist these
institutions maintain stability while supporting broader reforms in the context of Philippine higher
education.

This study aimed to determine the significant link between operational factors and operational
productivity of private higher education institutions in Valencia City, Bukidnon. It focuses on
analyzing how technology adoption, resource management, and human resource practices relate to
resource utilization and employee productivity. Using a descriptive correlational approach
grounded in the Resource-Based View Theory, the research explores the statistical relationships
among these variables.

II. LITERATURE REVIEW

In order to give private higher education institutions practical knowledge into their operational
changes, the solution is to describe the relationship between operational factors and productivity
outcomes rather than proving causation. Operational aspects and productivity metrics are frequently
connected. According to Al-Mamun & Fazal, 2018, efficiency and customer satisfaction are
positively connected with the implementation of technology. However, because inefficiencies
lower overall production, resource waste has a negative correlation with resource utilization (Katua,
2016). Higher productivity levels are consistently linked to human resource management strategies
such employee engagement, motivation, and training (Borazon & Supangco, 2020). Operational
procedures and resource management have been proven to have a significant effect on private
higher education institutions performance in the Philippine environment, highlighting the
significance of investigating these linkages in Valencia City.

Moreover, Blended Learning (BL) has increasingly been utilized in higher education as it has the
advantages of both traditional and online teaching approaches (Poon 2016). According to Ghazal
et al. (2018) findings from prior studies indicated that blended learning approach enhances students’
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learning engagement and experience as it creates a significant influence on students’ awareness of
the teaching mode and learning background.

In another study, the Asian Productivity Organization (2017) emphasized that raising productivity
in higher education required strategic management of financial and human resources. The results
indicated that institutions implementing resource monitoring systems and performance evaluation
mechanisms improved institutional effectiveness and educational outcomes. The study
recommended continuous investment in resource planning and management practices.

Allui and Sahni (2016) stated that strategic human resource management practices significantly
improved employee performance and institutional effectiveness in higher education institutions.
The findings revealed that recruitment, training, compensation, and employee development
positively influenced organizational productivity and employee satisfaction. The study emphasized
that effective HR practices enhanced institutional competitiveness.

According to Agasisti (2016), the productivity and efficiency of public higher education institutions
were greatly influenced by effective resource utilization. The findings indicated that institutions
maximizing financial and operational resources achieved higher institutional productivity and
sustainability.

Additionally, Menezes (2018) explained that work environment significantly influenced employee
productivity in universities. The study found that supportive workplace conditions, effective
communication, and positive organizational culture improved employee performance and job
satisfaction.

III.  MATERIALS AND METHODS

Research Design

This study employed a descriptive correlational research design to investigate the relationships
between operational factors; technology adoption, resource management, human resource practices
and operational productivity; resource utilization and employee performance in Private Higher
Education Institutions in Valencia City, Bukidnon. A descriptive-correlational design is being used
in the present study to allow the researchers to describe the present state of the factors and the
outcomes of productivity within private higher education institutions. This design allowed the
researchers to study the statistical associations of the variables without any manipulation. The
descriptive part of the design aimed to develop an accurate depiction of the way private higher
education institutions in Valencia City, Bukidnon, presently use of technology, manage their
resources, and execute their human resource management practices and how these practices relate
to resource management and employee productivity. The correlational part of the design aimed to
establish if the factors of institutions operations significantly relate to institutions outcomes.

This quantitative approach described variable levels using means and standard deviations while
examining statistical associations via Pearson's correlation coefficient, without implying causality.
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Participants / Respondents

The subject respondents of the study include a total of one hundred (100) consisting of
administrative personnel, faculty, and staff from private higher education institutions in Valencia
City, Bukidnon. Firstly, these individuals were selected because they are directly involved in
operational decision-making, including adopting new technologies, managing resources, and
overseeing human resources. Consequently, as primary decision-makers, they are considered the
most suitable sources of information regarding operational factors and productivity outcomes in
their businesses.

Data Gathering Procedure

The data gathering process followed a systematic and ethical approach to meet institutional
guidelines. First, the researchers prepared and sent a formal request letter to the President of IBA
College of Mindanao, Inc. The letter explained the objectives, significance, and method of the
research to gain institutional approval. Once the researchers have the President's endorsement, the
researchers coordinated with other private higher education institutions in Valencia City, Bukidnon,
to ask for permission to conduct the study.

After receiving approval from private higher education institutions, the researchers reached out to
the institutions Research Director’s Office officials to gain access to the respondents. They clearly
outlined the purpose and scope of the study to ensure transparency and encourage cooperation. This
coordination helped create a schedule for distributing and collecting the research instruments.
Next, the survey questionnaires were given to the respondents selected through stratified random
sampling. Before handing out the instrument, the researchers explained the study’s objectives,
procedures, and expected duration. They obtained informed consent from each participant,
highlighting that participation is voluntary and that respondents can withdraw at any time without
penalty.

Respondents have enough time to complete the questionnaire, ensuring they can provide thoughtful
and accurate responses. The researchers were available during this process to clarify any questions
while avoiding any influence on the participants’ answers. After completion, the researchers
collected and reviewed the questionnaires to ensure all responses are complete and consistent.

Statistical Analysis

To ensure a systematic analysis and a clear interpretation of the data, appropriate statistical tools
were used for each problem statement. The choice of statistical methods depended on the nature of
the variables and the study's goals. To answer in Problem 1, which seeks to determine the level of
operational factors among private higher education institutions in Valencia City, Bukidnon, the
mean and standard deviation were used. The mean provided the average responses of the
respondents, while the standard deviation measured how much their responses vary. These statistics
clearly described the overall level of community preparedness. For Problem 2, which aimed to
determine the level of operational productivity, the mean and standard deviation were used. These
tools helped the researcher assess the average perception of respondents about public safety
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initiatives and determine how consistent their responses are. And for Problem 3, which investigates
whether a significant relationship exists between operational factors and operational productivity,
the Pearson Product Moment Correlation was also used. All hypotheses were tested at a 0.05 level
of significance to determine if there is statistical significance and to guide decision-making
regarding the null hypotheses.

IV.  RESULTS AND DISCUSSION

Table 1 shows that the overall mean for the respondents’ distribution on the level of operational
factors as regards to technology adoption is 3.40, with a standard deviation of 0.76, described as
Strongly Agree and interpreted as Excellent Implementation. The result indicates that respondents
generally perceive the institution as effectively implementing technology in its operations. The
relatively moderate standard deviation suggests that respondents' perceptions are fairly consistent.
This further implies that technology adoption has become integrated into institutional processes and
contributes positively to operational efficiency and educational activities.

Among all survey statements, the highest mean score is 3.64 with a standard deviation of 0.72 for
the statement, "Digital tools help make tasks easier and faster." This is described as Strongly Agree
and interpreted as Excellent Implementation. The result indicates that respondents strongly
recognize the benefits of digital tools in improving efficiency and simplifying tasks within the
institution. The relatively low standard deviation suggests that respondents have similar perceptions
regarding the usefulness of technology in daily activities. The study's conclusions are corroborated
by a study by Venkatesh et al. (2016), which highlighted that people are more inclined to embrace
and use technology when they believe it will improve job performance and lessen the effort needed
to finish tasks. According to their research, a key factor affecting technology adoption and usage is
performance expectancy, or the conviction that technology increases productivity and work
efficiency.

Meanwhile, the lowest mean score of 3.19 with a standard deviation of 0.81 was observed in the
statements, "Training is provided on how to use new systems or tools" and "The systems used are
reliable and rarely have problems." These were described as Agree and interpreted as Adequate
Implementation. Although the results remain positive, the lower mean values suggest that
respondents perceived these areas less favorably compared to other indicators. The slightly higher
standard deviation indicates greater variation in respondents' opinions. The findings of the research
are further supported by Tarhini et al. (2017), who noted that system quality and training have a
significant effect on user acceptance and technology adoption in educational institutions. According
to the study, users are more likely to successfully adopt and use technological systems when they
receive sufficient training and when those systems exhibit dependability and usability.
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Table 1
The Level of Operational Factors as regards to Technology Adoption.
Statements Mean Standard Description
Deviation
The institution uses up-to-date technology in its daily 3.40 0.74 Agree
operations.
Technology is used in both office work and academic 3.48 0.77 Strongly
activities. Agree
Digital tools help make tasks easier and faster. 3.64 0.72 Strongly
Agree
The institution keeps up with new technology when 3.29 0.73 Agree
needed.
Training is provided on how to use new systems or tools.  3.19 0.81 Agree
The systems used are reliable and rarely have problems. 3.19 0.77 Agree
Technology helps improve communication within the 3.44 0.81 Strongly
institution. Agree
Systems and data are used to help in planning and decision-  3.46 0.72 Strongly
making. Agree
Online platforms make services more convenient. 3.46 0.76 Strongly
Agree
The institution regularly improves its technology. 342 0.80 Strongly
Agree
Overall 3.40 0.76 Strongly
Agree

Legend: 1.00-1.75 Strongly Disagree/Deficient Implementation, 1.76-2.50 Disagree/Limited
Implementation, 2.51-3.25 Agree/Adequate Implementation, 3.26-4.00Strongly Agree/Excellent
Implementation

Table 2 presents the overall mean of 3.44 with a standard deviation of 0.73, which is described as
Strongly Agree and interpreted as Excellent Implementation. The result indicates that respondents
generally have positive perceptions regarding the operational factors related to resource
management in the institution. The findings suggest that the institution effectively manages and
utilizes its resources to support operational activities. Furthermore, the standard deviation shows
that respondents' responses are relatively consistent, indicating similar views regarding the
institution’s resource management practices.

Among all the survey statements, “Equipment and materials are used properly” obtained the
highest mean score of 3.54 with a standard deviation of 0.69, which is described as Strongly Agree
and interpreted as Excellent Implementation. This indicates that respondents strongly believe that
the institution properly utilizes its equipment and materials in carrying out its operations. The
relatively low standard deviation suggests that respondents have similar perceptions regarding the
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proper use of institutional resources. The study by Aithal and Aithal (2016), which emphasized
how efficient use of institutional resources greatly enhances operational efficiency and
organizational effectiveness, supports the findings. According to the study, organizations are more
likely to increase productivity and improve service quality if they effectively manage and make
the most of their resources, equipment, and facilities. The researchers went on to say that effective
resource management enables organizations to reduce waste and maximize available resources in
order to successfully accomplish their goals.

The statement, “Resources are shared fairly among departments,” obtained the lowest mean score
of 3.33 with a standard deviation of 0.79, which is described as Agree and interpreted as Excellent
Implementation. Although the result remains positive, it received a comparatively lower rating
than the other indicators. The higher standard deviation suggests slight differences in the
respondents’ perceptions regarding the fairness of resource distribution among departments.
Mhlanga and Moloi's (2020) study, which brought out the importance of fairness and strategic
institutional resource allocation in enhancing organizational effectiveness and operational
performance, corroborates the study's conclusions. According to the study, fair and transparent
resource distribution fosters efficiency and teamwork while assisting institutions in meeting the
diverse needs of various departments.

Table 2
The Level of Operational Factors as regards to Resource Management.
Statements Mean Standard = Description
Deviation
Resources are given based on what the institution needs 3.39 0.77 Agree
most.
Budget planning supports daily operations. 3.38 0.73 Agree
Facilities are well-maintained and usable. 3.44 0.71 Strongly
Agree
Equipment and materials are used properly. 3.54 0.69 Strongly
Agree
The use of resources is regularly checked. 3.48 0.72 Strongly
Agree
Resources are used in a way that supports smooth 3.52 0.70 Strongly
operations. Agree
Purchasing processes are organized and clear. 3.42 0.73 Strongly
Agree
Available resources are used as much as possible. 3.46 0.71 Strongly
Agree
Resources are shared fairly among departments. 3.33 0.79 Agree
Planning is done to make sure resources last long-term. 3.47 0.72 Strongly
Agree
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The Level of Operational Factors as regards to Resource Management.

Statements Mean Standard Description
Deviation
Overall 3.44 0.73 Strongly
Agree

Legend: 1.00-1.75 Strongly Disagree/Deficient Implementation, 1.76-2.50 Disagree/Limited
Implementation, 2.51-3.25 Agree/Adequate Implementation, 3.26-4.00Strongly Agree/Excellent
Implementation

Table 3 shows the overall mean of 3.42 with a standard deviation of 0.75, which is described as
Strongly Agree and interpreted as Excellent Implementation. This result indicates that respondents
generally have positive perceptions regarding the institution’s human resource practices. The
findings suggest that the institution effectively carries out human resource activities such as
recruitment, employee support, performance evaluation, and workplace management. The
relatively close responses of the respondents, as indicated by the standard deviation, imply that
there is a common perception among them regarding the effectiveness of the institution’s human
resource practices. Human resource practices are important in ensuring that employees are
provided with the support, guidance, and opportunities needed to perform their roles effectively.
The positive overall result suggests that the institution recognizes the importance of managing its
workforce in achieving organizational goals and maintaining operational efficiency.

Among all survey statements, “The institution hires qualified employees” received the highest
mean score of 3.57 with a standard deviation of 0.69, which is described as Strongly Agree and
interpreted as Excellent Implementation. This indicates that respondents strongly believe that the
institution prioritizes hiring competent individuals who possess the necessary qualifications and
skills required for their assigned positions. The relatively low standard deviation suggests that
respondents share similar perceptions regarding the institution’s recruitment process. The result
may indicate that the institution follows specific standards and qualifications during the hiring
process to ensure that employees are capable of performing their responsibilities effectively.
Recruiting qualified employees is an important aspect of human resource management because it
helps improve productivity and supports the institution's ability to meet its objectives. In addition,
Singh (2019) stated that hiring qualified employees significantly improves organizational
productivity, service quality, and operational performance. Competent employees possess the
necessary knowledge and skills to perform work responsibilities effectively, contributing to
institutional success. This supports the present findings where respondents strongly agreed that the
institution hires qualified employees.

The statement, “Salary and benefits match the work being done,” obtained the lowest mean score
of 3.18 with a standard deviation of 0.84, which is described as Agree and interpreted as Adequate
Implementation. Although respondents still agreed with the statement, the lower mean score
compared to the other indicators suggests that compensation and benefits may be an area requiring
further attention. The higher standard deviation also indicates some variation in respondents’
perceptions, suggesting that experiences and opinions regarding compensation may differ among
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employees. Some respondents may perceive that their salaries and benefits appropriately
correspond with their responsibilities, while others may feel that their compensation does not fully
reflect their workload or job demands. According to Kim (2022), salary and benefits significantly
affect employee motivation, job satisfaction, and work performance. Employees who perceive
compensation as fair are more likely to remain productive and committed to their responsibilities.
This supports the present study where salary and benefits received the lowest mean score among
the indicators.

Table 3
The Level of Operational Factors as regards to Resource Management.
Statements Mean Standard Description
Deviation
The institution hires qualified employees. 3.57 0.69 Strongly
Agree
Training and development are regularly provided. 3.31 0.78 Agree
Employee performance is reviewed regularly. 3.46 0.74 Strongly
Agree
Salary and benefits match the work being done. 3.18 0.84 Agree
Job roles and responsibilities are clearly explained. 3.52 0.69 Strongly
Agree
Leaders support employee growth and development. 3.47 0.74 Strongly
Agree
The workplace environment is positive and supportive. 3.54 0.71 Strongly
Agree
Communication within the institution is clear. 3.40 0.76 Agree
Employee concerns are handled properly. 3.36 0.80 Agree
Policies are applied fairly and consistently. 3.43 0.75 Strongly
Agree
Overall 342 0.75 Strongly
Agree

Legend: 1.00-1.75 Strongly Disagree/Deficient Implementation, 1.76-2.50 Disagree/Limited
Implementation, 2.51-3.25 Agree/Adequate Implementation, 3.26-4.00Strongly Agree/Excellent
Implementation

Table 4 presents the summary of the respondents' assessment of the operational factors of the
institution in terms of Technology Adoption, Resource Management, and Human Resource
Practices. The overall mean of 3.42 with a standard deviation of 0.75 is interpreted as Strongly
Agree and described as having Excellent Implementation. This result indicates that the respondents
generally perceived that the institution effectively implements operational practices that support
its daily functions and organizational objectives. The relatively low standard deviation suggests
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that the responses were consistent among the respondents. Among the operational factors,
Resource Management obtained the highest mean score of 3.44 with a standard deviation of 0.73,
interpreted as Strongly Agree and described as Excellent Implementation.

This finding suggests that the institution effectively manages its resources through proper
allocation, utilization, monitoring, and planning. The result implies that respondents recognized
the institution's efforts in ensuring that resources are available and utilized efficiently to support
operational activities. Effective resource management contributes to organizational sustainability
and enhances the institution’s ability to achieve its goals. Human Resource Practices ranked
second with a mean score of 3.42 and a standard deviation of 0.75, interpreted as Strongly Agree
and described as Excellent Implementation. This indicates that the institution demonstrates
effective practices in hiring qualified personnel, providing training opportunities, evaluating
employee performance, and maintaining a supportive work environment.

The finding shows that employees perceive human resource policies and practices as beneficial to
their professional growth and organizational performance. Strong human resource practices are
essential in fostering employee motivation, commitment, and productivity. Meanwhile,
Technology Adoption obtained the lowest mean score of 3.40 with a standard deviation of 0.76,
although it still falls within the Excellent Implementation category.

Table 4
Operational Factors Summary Table
Operational Factors Mean Standard = Description
Deviation

Resource Management 3.44 0.73 Strongly

Agree
Human Resource Practices 342 0.75 Strongly

Agree

Technology Adoption 3.40 0.76 Agree
Overall 342 0.75 Strongly

Agree

Legend: 1.00-1.75 Strongly Disagree/Deficient Implementation, 1.76-2.50 Disagree/Limited
Implementation, 2.51-3.25 Agree/Adequate Implementation, 3.26-4.00Strongly Agree/Excellent
Implementation

Table 5 presents the overall mean of 3.48 with a standard deviation of 0.72, which is described as
Strongly Agree and interpreted as Outstanding Productivity. The result indicates that respondents
generally have positive perceptions regarding operational productivity in terms of resource
utilization within the institution. The findings suggest that resources are effectively managed and
utilized to support daily operations and institutional activities. The standard deviation also shows
that the responses of the participants are relatively close to one another, indicating consistency in
their perceptions regarding the institution’s use of resources. Effective resource utilization is
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important because it allows institutions to maximize available resources while minimizing
unnecessary waste. The overall result suggests that the institution demonstrates efficient practices
in handling and managing resources to improve productivity and support organizational
performance.

Among all survey statements, “Proper use of resources helps improve overall performance”
obtained the highest mean score of 3.59 with a standard deviation of 0.67, which is described as
Strongly Agree and interpreted as Outstanding Productivity. This result indicates that respondents
strongly recognize the importance of resource utilization in improving institutional performance.
The relatively low standard deviation indicates consistency in the respondents' answers, suggesting
that most respondents share the same view regarding the impact of resource utilization on
productivity. The result highlights that efficient use of available resources contributes significantly
to achieving better work outcomes and organizational effectiveness. Daft (2019) explained that
proper use of organizational resources improves overall institutional performance by increasing
efficiency and supporting the achievement of operational goals. Effective resource utilization
allows organizations to improve productivity and service quality. This supports the findings where
respondents strongly agreed that proper use of resources improves overall performance.

The statement, “Time is used wisely during work hours,” obtained the lowest mean score of 3.38
with a standard deviation of 0.76, which is described as Agree and interpreted as Outstanding
Productivity. Although the result still reflects a positive perception, it received a relatively lower
rating compared to the other indicators. The standard deviation indicates some variation in
responses, which may suggest that respondents have different experiences regarding time
management practices within the institution. While many respondents believe that work hours are
utilized effectively, some may perceive areas where time management could still be improved.
According to Claessens et al. (2019), effective time management is essential in improving
productivity and work efficiency. Poor time allocation may affect task completion and operational
effectiveness within organizations. This supports the present findings where time utilization during
work hours obtained the lowest mean score.

Table 5
The Level of Operational Productivity as regards to Resource Utilization.
Statements Mean Standard = Description
Deviation
Resources are used properly in daily work. 3.56 0.68 Strongly
Agree
Facilities are used effectively for different activities. 3.50 0.70 Strongly
Agree
Budget is used in a way that improves results. 3.44 0.73 Strongly
Agree
Work processes help avoid wasting resources. 3.41 0.74 Strongly
Agree
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The Level of Operational Productivity as regards to Resource Utilization.

Statements Mean Standard Description
Deviation

Equipment is used properly to complete tasks. 3.52 0.69 Strongly
Agree

Different departments work together to use resources 3.46 0.73 Strongly
better. Agree
Time is used wisely during work hours. 3.38 0.76 Agree

Resources are given based on priority needs. 3.47 0.72 Strongly
Agree

The use of resources is regularly checked for effectiveness. = 3.43 0.74 Strongly
Agree

Proper use of resources helps improve overall performance.  3.59 0.67 Strongly
Agree

Overall 3.48 0.72 Strongly
Agree

Legend: 1.00-1.75 Strongly Disagree/ Poor Productivity, 1.76-2.50 Disagree/ Inadequate
Productivity, 2.51-3.25 Agree/Satisfactory Productivity 3.26-4.00Strongly Agree/Outstanding
Productivity

Table 6 presents an overall mean of 3.55 with a standard deviation of 0.69, which is described as
Strongly Agree and interpreted as Outstanding Productivity. The findings indicate that respondents
generally have highly positive perceptions regarding employee productivity within the institution.
The result suggests that employees are able to perform their responsibilities effectively and
contribute positively to organizational performance. The relatively low standard deviation also
indicates that respondents have similar perceptions regarding employee productivity, showing
consistency in their responses. Employee productivity plays an important role in organizational
success because it directly influences the quality of work output, efficiency in completing tasks,
and the achievement of institutional objectives. The overall result suggests that the institution
maintains productive employees who are capable of meeting expectations and supporting the
institution's operational performance.

Among all survey statements, “Teamwork helps in completing tasks” obtained the highest mean
score of 3.62 with a standard deviation of 0.65, which is described as Strongly Agree and
interpreted as Outstanding Productivity. This result indicates that respondents strongly recognize
the importance of teamwork in improving employee productivity and completing work
responsibilities effectively. The relatively low standard deviation indicates consistency in
responses, suggesting that respondents have similar perceptions regarding the positive impact of
teamwork within the institution. Effective teamwork allows employees to share ideas, divide
responsibilities, and work together toward common goals, which can improve work performance
and productivity. Robbins and Judge (2019) emphasized that teamwork improves employee
productivity, communication, and task completion. Employees who collaborate effectively are
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more capable of achieving organizational goals and maintaining operational efficiency. This
supports the findings where teamwork obtained the highest mean score.

The statement, “Productivity is maintained at a consistent level,” obtained the lowest mean score
of 3.46 with a standard deviation of 0.73, which is still described as Strongly Agree and interpreted
as Outstanding Productivity. Although the result remains highly positive, it received the lowest
score among the indicators presented. The standard deviation suggests slight variations in
respondents’ perceptions, which may indicate that some respondents experience differences in
maintaining productivity levels over time. Factors such as workload, changing responsibilities,
and work-related challenges may influence consistency in productivity. According to Muda et al.
(2018), maintaining consistent productivity may become challenging due to workload demands,
changing responsibilities, and workplace conditions. Continuous support and professional
development are important in sustaining employee performance over time. This supports the
findings where maintaining productivity at a consistent level obtained the lowest mean score.

Table 6
The Level of Operational Productivity as regards to Employee Productivity.
Statements Mean = Standard Description
Deviation

Tasks are completed on time. 3.55 0.69 Strongly
Agree

Work output meets expected quality. 3.57 0.67 Strongly
Agree

Work contributes to the institution’s goals. 3.60 0.66 Strongly
Agree

Tasks are done efficiently. 3.53 0.69 Strongly
Agree

Initiative is shown in completing work. 3.50 0.71 Strongly
Agree

Productivity is maintained at a consistent level. 3.46 0.73 Strongly
Agree

Employees adjust well to changes in work. 3.48 0.72 Strongly
Agree

Teamwork helps in completing tasks. 3.62 0.65 Strongly
Agree

Work performance contributes to institutional success. 3.58 0.67 Strongly
Agree

Efforts are made to improve performance over time. 3.59 0.66 Strongly
Agree

Overall 3.55 0.69 Strongly
Agree

Legend: 1.00-1.75 Strongly Disagree/ Poor Productivity, 1.76-2.50 Disagree/ Inadequate
Productivity, 2.51-3.25 Agree/Satisfactory Productivity 3.26-4.00Strongly Agree/Outstanding
Productivity
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Table 7 presents the summary of respondents’ assessment of operational productivity among
private higher education institutions in Valencia City, Bukidnon. The overall mean score of 3.52
and standard deviation of 0.71 indicate that respondents strongly agree that their institutions
exhibit a high level of operational productivity, which is interpreted as Outstanding Productivity.
This suggests that the institutions are effective in maximizing available resources and maintaining
employee efficiency to achieve organizational objectives.

Among the indicators, Employee Productivity obtained the highest mean score (M = 3.55, SD =
0.69), indicating that employees consistently perform their responsibilities efficiently, demonstrate
commitment to their work, and contribute positively to institutional performance. The low
variability in responses further suggests a strong consensus among respondents regarding the
productive performance of employees.

Meanwhile, Resource Utilization recorded a mean score of 3.48 (SD = (0.72), which is likewise
interpreted as Outstanding Productivity. This finding implies that institutional resources, including
facilities, equipment, finances, and other operational assets, are effectively managed and utilized
to support organizational functions. Respondents perceive that resources are allocated
appropriately and are used in a manner that promotes efficiency and productivity.

The findings reveal that private higher education institutions have successfully maintained
productive operations through effective resource management and a highly performing workforce.
The consistently high ratings across both indicators suggest that these institutions have established
operational practices that support efficiency, effectiveness, and the achievement of institutional
goals. Such outcomes may contribute to improved service delivery, enhanced organizational
performance, and sustained institutional competitiveness.

Table 7
Operational Productivity Summary Table
Operational Productivity Mean Standard = Description
Deviation
Resource Utilization 3.48 0.72 Strongly
Agree
Employee Productivity 3.55 0.69 Strongly
Agree
Overall 3.52 0.71 Strongly
Agree

Legend: 1.00-1.75 Strongly Disagree/ Poor Productivity, 1.76-2.50 Disagree/ Inadequate
Productivity, 2.51-3.25 Agree/Satisfactory Productivity 3.26-4.00Strongly Agree/Outstanding
Productivity

Table 8 presents the correlation between operational factors and operational productivity in terms

of resource utilization and employee productivity. The results show that all computed p-values are
greater than the 0.05 level of significance, indicating that there is no significant relationship
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between the variables. Technology adoption showed weak positive relationships with both
resource utilization (r = .186, p = .612) and employee productivity (r = .241, p = .502). Resource
management also showed positive relationships with resource utilization (r = .408, p = .241) and
employee productivity (r = .376, p = .285), but these were not significant. Human resource
practices obtained r = .298 (p = .404) for resource utilization and r = .628 (p = .052) for employee
productivity, which also remained not significant. The findings imply that operational factors such
as technology adoption, resource management, and human resource practices do not have a
significant relationship with operational productivity in terms of resource utilization and employee
productivity. Although positive relationships were observed, they were not statistically significant.
Therefore, the results suggest that operational productivity may be influenced by other factors not
included in the study. The study of Al-Omari and Okasheh (2017), which highlighted that
employee productivity and organizational performance are influenced by multiple interacting
factors rather than a single operational component, supports the current study's findings.
Workplace conditions, organizational environment, management support, and employee-related
factors may all have an impact on productivity outcomes, according to the researchers.

Table 8
Variables Resource Utilization Int Employee Productivity Int
r-value p-value r-value p-value
Technology Adoption 186 612 NS 241 502 NS
Resource Management 408 241 NS 376 285 NS
Human Resource 298 404 NS .628 .052 NS
Practices

Correlation is significant at the 0.05 level (two tailed).
NS = Not Significant

Table 9 presents the relationship between operational factors and operational productivity. The
computed r-value of .214 indicates a weak positive relationship between the variables. However,
the p-value of .553 is greater than the 0.05 level of significance, indicating that the relationship is
not statistically significant. Therefore, the null hypothesis (Ho) was accepted. This means that
operational factors do not show a significant relationship with operational productivity among the
respondents.

The findings imply that operational factors may not significantly influence operational
productivity in the institution. Although a positive relationship was observed, it was not strong
enough to establish statistical significance. This suggests that other factors not included in the
study may also affect operational productivity.

The findings of the study are supported by the study of Pawirosumarto et al. (2017), which stated
that organizational productivity and employee performance are influenced by various interrelated
factors, including leadership, work environment, motivation, and organizational support systems.
The researchers emphasized that although operational practices may contribute to productivity, the
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presence of multiple influencing variables may reduce the direct impact of a single factor on
organizational outcomes. The study further explained that productivity is a multidimensional
concept that cannot be solely explained by operational indicators. This supports the findings of the
present study wherein operational factors demonstrated a weak positive relationship with
operational productivity but did not show a statistically significant association.

Table 9
Variables r-value p-value | Decision on Ho | Interpretation
Operational Operational Not
perationa perationa 214 553 | Accept Ho o
Factors Productivity Significant

Correlation is significant at the 0.05 level (two tailed).
NS = Not Significant

V. CONCLUSION

Based on the findings of the study, it is concluded that private higher education institutions
demonstrate effective implementation of operational factors and maintain satisfactory levels of
operational productivity. The institution appears to effectively utilize technology, manage
resources, and implement human resource practices that support its daily functions and activities.
Despite the positive perceptions regarding these operational factors, the statistical analysis showed
that they do not significantly influence operational productivity when examined independently.
The study concludes that private higher education institutions in Valencia City, Bukidnon
demonstrate a high level of operational productivity in terms of resource utilization and employee
productivity. Respondents perceived that institutional resources are effectively allocated,
monitored, and utilized to support daily operations, while employees consistently perform their
duties efficiently and contribute to the achievement of organizational goals. The overall ratings of
Outstanding Productivity indicate that the institutions have established effective practices that
promote efficient resource use and high employee performance.

The study concludes that there is no significant relationship between operational factors and
operational productivity among private higher education institutions in Valencia City, Bukidnon.
Although technology adoption, resource management, and human resource practices were
positively perceived and showed weak positive correlations with resource utilization and employee
productivity, the relationships were not statistically significant. Therefore, the null hypothesis was
accepted. This suggests that operational productivity may be influenced by other organizational and
environmental factors not included in the study, such as leadership, work environment, employee
motivation, and institutional support systems.
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