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  This study explores teachers' perspectives on their working environment and their 
superiors, emphasizing factors that influence job satisfaction and performance. Using a 
quantitative, descriptive research design, data was collected from 93 teachers in Seberang Perai 
Tengah District, Malaysia, via an online questionnaire. The findings indicate that most teachers 
are generally satisfied with their work environment, with supportive leadership, open 
communication, and professional development opportunities playing key roles. However, 
concerns regarding workload, stress levels, and limited involvement in decision-making persist. 

While teachers appreciate administrative recognition, there is room for improvement in fostering trust, 
inclusivity, and workload management. The study underscores the need for educational institutions to 
enhance leadership practices, reduce excessive workloads, and create a more collaborative and 
empowering environment to improve teacher well-being and retention.  
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1. Introduction  

In the educational landscape, the working 
environment and leadership play critical roles in 
shaping teachers' experiences. Teachers' 
perceptions of their workplace and their superiors 
significantly impact their job satisfaction, 
motivation, and overall performance. 
Understanding these perspectives is essential for 

creating an environment conducive to professional 
growth and effective teaching. 

Research by Abdul Muttalip, Amir, and 
Amat (2021) highlights the importance of 
supportive leadership and balanced workload 
management in influencing teachers' job 
performance. Supportive leaders who provide 
guidance, mentorship, and constructive feedback 
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foster a sense of trust and respect among teachers. 
This, in turn, encourages teachers to strive for 
excellence and remain dedicated to their roles. 

Moreover, open communication and 
collaboration are key components of a positive 
working environment. Schools that promote 
transparent communication and teamwork create 
a culture where teachers feel heard and valued. 
Effective communication between teachers and 
their superiors allows for the sharing of ideas, 
addressing concerns, and building a cohesive 
team. Peer observations and professional learning 
communities (PLCs) play a vital role in promoting 
collaboration and knowledge-sharing among 
educators. 

Professional development opportunities 
also significantly shape teachers' perspectives. 
Continuous learning and skill enhancement are 
crucial for teachers to stay updated with the latest 
educational trends and best practices. Schools that 
prioritize professional development create a 
dynamic environment where teachers feel 
supported in their growth and motivated to 
implement new teaching strategies. 

Balanced workload management is another 
critical factor affecting teachers' perceptions of 
their working environment. Excessive workload 
can lead to burnout and negatively impact 
teachers' performance. Schools that provide 
adequate administrative support and ensure a fair 
distribution of tasks help teachers focus more on 
their teaching responsibilities and less on 
bureaucratic duties. 

Recognition and appreciation foster a 
positive working environment. Schools that 
acknowledge and celebrate teachers' efforts and 
achievements boost morale and encourage 
continued excellence. Implementing recognition 
programs and offering incentives for outstanding 
performance can further enhance teachers' job 
satisfaction. 

Empowerment and autonomy also 
contribute to shaping teachers' perspectives. 
Involving teachers in decision-making processes 
and allowing them the autonomy to experiment 
with innovative teaching methods leads to a more 
engaging and effective learning experience for 
students. Teachers who feel empowered are more 
likely to take ownership of their professional 
growth and contribute positively to the school's 
success. 

In summary, the working environment and 
leadership significantly influence teachers' job 
satisfaction and performance. By focusing on 
supportive leadership, open communication, 
professional development, balanced workload, 
recognition, and empowerment, schools can create 
a thriving educational setting where both teachers 
and students excel. 
 
2. Research Background 

Understanding teachers' perspectives on 
their working environment and superiors is 
crucial for several reasons. Firstly, educators are 
the backbone of the education system, and their 
well-being and job satisfaction are directly linked 
to the quality of education they provide. Research 
by Abdul Muttalip, Amir, and Amat (2021) 
suggests that supportive leadership and balanced 
workload management significantly influence 
teachers' job performance. Creating a positive 
working environment not only benefits teachers 
but also contributes to the overall success of the 
school. 

Studies have shown that teachers who feel 
supported and valued tend to have higher levels of 
job satisfaction, leading to improved teaching 
practices and better student outcomes. Teaching is 
a demanding profession, and without proper 
support, teachers are at risk of burnout, which can 
result in high turnover rates and disrupt the 
learning process. Identifying factors contributing 
to teacher stress and addressing them through 
supportive leadership and workload management 
can help prevent burnout and retain experienced 
educators. Additionally, teachers' perspectives 
provide valuable insights into the effectiveness of 
professional development programs. 
Understanding their needs allows schools to 
design targeted training sessions, leading to 
continuous professional growth and improved 
teaching quality. Building a collaborative culture 
that promotes open communication and teamwork 
enhances the overall effectiveness of the education 
system. 

Listening to teachers' perspectives also 
helps identify disparities or challenges faced by 
marginalized groups within the school community. 
Addressing these issues through inclusive policies 
ensures equal opportunities for all teachers to 
succeed. 
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3. Problem Statement 
A positive and supportive working 

environment is essential for teachers' job 
satisfaction and performance. However, many 
educational institutions struggle to provide such 
an environment, leading to high teacher turnover, 
burnout, and diminished job satisfaction 
(Ingersoll & Smith, 2003; Skaalvik & Skaalvik, 
2018). These challenges underscore the need to 
explore teachers' perspectives on their working 
environment and the role of their superiors in 
fostering a conducive atmosphere for professional 
growth and well-being. 

High teacher turnover disrupts students' 
learning experiences and places additional 
burdens on remaining staff. Identifying the factors 
contributing to job dissatisfaction can help schools 
implement strategies to improve teacher retention 
(Borman & Dowling, 2008). Teachers who feel 
supported and valued by their superiors 
demonstrate higher levels of motivation, resulting 
in improved teaching practices and better student 
outcomes (Tschannen-Moran & Hoy, 2001). 
Excessive workload is a primary factor leading to 
teacher burnout. Understanding teachers' 
perspectives on workload allows schools to 
develop effective workload management 
strategies that ensure teachers' well-being and 
productivity (Skaalvik & Skaalvik, 2018). 
Additionally, providing adequate mental health 
support fosters a positive working environment 
and encourages teachers to remain in the 
profession while maintaining high-quality 
teaching standards (Richards, 2012). 

Schools can design professional 
development programs tailored to teachers' needs, 
ensuring continuous growth and skill 
enhancement (Guskey, 2002). Institutions that 
emphasize lifelong learning create a dynamic and 
motivated teaching workforce that stays updated 
with the latest educational methodologies (Fullan, 
2014). Encouraging transparent communication 
between teachers and their superiors cultivates a 
school culture where educators feel heard and 
respected (Bryk & Schneider, 2002). 
Collaborative environments enable teachers to 
share best practices and resources, enhancing the 
overall effectiveness of the education system 
(Hargreaves & Fullan, 2012). 

Examining teachers' perspectives helps 
identify disparities and challenges faced by 

marginalized groups within the school community. 
Addressing these issues promotes inclusivity and 
equal opportunities for all educators (Nieto, 
2010). Implementing policies based on teacher 
feedback ensures a supportive and equitable 
environment for all staff members (Gay, 2018). In 
conclusion, this research is vital for understanding 
and addressing the challenges faced by teachers in 
their working environment. By focusing on 
teachers' perspectives, schools can create a 
supportive and inclusive setting that enhances job 
satisfaction, performance, and overall educational 
quality. 
 
4. Importance of the Study 

This research underscores the importance 
of teachers' perspectives on their working 
environment and superiors in shaping their job 
satisfaction and performance. By addressing key 
factors such as leadership, workload management, 
professional development, and collaboration, 
schools can foster a positive and supportive 
educational environment. Understanding and 
responding to teachers' needs ultimately leads to 
better educational outcomes for both teachers and 
students. 
 
5. Research Objective 

This study aims to examine teachers' 
perspectives on their working environment and 
the role of their superiors in influencing job 
satisfaction and performance. 
 
6. Methodology 
6.1. Research Design 

This study employs a quantitative research 
method and adopts a descriptive research design 
to explore teachers' perspectives on their working 
environment and their superiors. A descriptive 
design was selected as it is suitable for observing, 
documenting, and describing a phenomenon 
occurring in its natural setting without any 
manipulation or control. This approach allows for 
an objective and systematic analysis of teachers' 
experiences, perceptions, and attitudes. 
 
6.2. Sampling Technique and Participants 

A simple random sampling technique was 
used in this study. In a simple random sample, 
every member of the population has an equal 
chance of being selected, ensuring fairness and 
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reducing selection bias. A total of 93 teachers 
participated in the study, encompassing all 
teachers within a school in Seberang Perai Tengah 
District, Penang, Malaysia. This diverse sample 
ensures that the collected data reflects a broad 
spectrum of teacher experiences and insights, 
contributing to the reliability and validity of the 
findings. 
 
6.3. Data Collection Method 

The primary data collection instrument 
used in this study was an online questionnaire 
created using Google Forms. The questionnaire 
was designed by the researcher and underwent a 
validation process with the approval of three 
experts. Based on expert feedback, necessary 
modifications and improvements were made to 
enhance the clarity, relevance, and accuracy of the 
instrument. 

The structured questionnaire was designed 
to capture teachers' views on leadership, 
workload, communication, professional 
development, and job satisfaction. Google Forms 
was chosen due to its accessibility, efficiency, and 
ability to facilitate large-scale data collection. The 
decision to use this platform was based on the 
following factors: 
 Ease of Access: Google Forms is 

accessible from any internet-enabled 
device, allowing respondents to complete 
the questionnaire at their convenience. 

 Efficiency: The platform enables seamless 
dissemination, collection, and storage of 
responses, streamlining the data 
collection process. 

 Anonymity: Respondents were assured of 
confidentiality, promoting honest and 
candid responses. 
The questionnaire consisted of multiple-

choice and Likert scale items to capture a 
comprehensive view of the respondents' 
perspectives on their working environment and 
the role of their superiors in influencing job 
satisfaction and performance.  
 
6.4. Data Analysis 

Upon collection, the responses were 
analyzed using both descriptive and inferential 
statistics. Descriptive statistics, including 
percentages and mean scores, were used to 
summarize and interpret data trends, providing a 

clear overview of teachers' responses to each 
questionnaire item. Inferential statistical methods 
may also be employed to identify significant 
relationships and patterns within the data, further 
strengthening the study's conclusions and 
implications for improving teachers' working 
environments and leadership practices within 
schools. 
 
7. Findings 
7.1. Demographic Information 

Table 1 below shows that a total 93 
teachers were involved as respondents in this 
study. 29 respondents (31.18%) were male 
teachers and 64 respondents were female teachers 
(68.82%).  
 

Table 1: Respondents Based on Gender 

Gender Number Percentage 

Male 29 31.18% 

Female 64 68.82% 

Total 93 100% 

 

7.2.TheIssue Related to Working Environment 
This study involved 93 teachers, and the 

findings regarding their working environment are 
as follows. A total of 23 respondents (25.7%) 
reported being very satisfied with their current 
working environment, while 67 respondents 
(72.0%) stated they were satisfied. One 
respondent (1.1%) was uncertain about the 
working environment, and another respondent 
(1.1%) reported being very dissatisfied. 

Regarding the teaching load, 2 respondents 
(2.1%) felt their teaching load was very heavy, 
while 12 respondents (12.9%) considered it 
heavy. A majority of 65 respondents (69.8%) 
believed their teaching load was neither heavy nor 
light, 14 respondents (15.0%) described it as light, 
and 1 respondent (1.1%) stated it was very light.In 
terms of clerical workload, 1 respondent (1.1%) 
reported it as very heavy, 12 respondents (12.9%) 
found it heavy, and 65 respondents (69.8%) felt it 
was moderate. Additionally, 14 respondents 
(15.0%) considered the clerical workload light, 
while 1 respondent (1.1%) found it very light. 
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Stress levels at the workplace were also 
assessed. One respondent (1.1%) experienced 
very high stress levels, 18 respondents (19.4%) 
reported high stress levels, and 58 respondents 
(62.4%) found their stress levels to be moderate. 
Meanwhile, 15 respondents (16.1%) felt their 
stress levels were low, and 1 respondent (1.1%) 
stated their stress levels were very low. 

Participation in work groups and 
committees varied among respondents. A total of 
85 respondents (91.4%) actively participated in 
school working groups or committees, while 8 
respondents (8.6%) were not active. At the district 
education office level, 31 respondents (33.3%) 
were active in district-level working groups or 
committees, whereas 62 respondents (66.7%) 
were not. 

Regarding interest in administrative roles, 
89 respondents (95.7%) were not interested in 
transitioning to administrative positions in the 
near future, while 4 respondents (4.3%) expressed 
an interest in doing so. Additionally, 30 
respondents (32.3%) planned to pursue higher 
education, 16 respondents (17.2%) intended to 
continue their studies within the next two years, 
and 47 respondents (50.5%) had no plans for 
further studies. 

 

7.3. The Issue Related to Superiors 

In terms of their superiors, teachers shared 
their perspectives on various administrative 
aspects. A total of 60 respondents (64.6%) felt 
that administrators frequently considered 
committee opinions on relevant matters, while 18 
respondents (19.4%) stated that administrators 
occasionally considered committee opinions. 
However, 15 respondents (16.0%) reported that 
administrators rarely took committee opinions 
into account. 

Openness and trust from administrators 
were also assessed. A total of 34 respondents 
(36.5%) rated the openness and trust from 
administrators as excellent, while 56 respondents 
(60.0%) rated it as average. Three respondents 
(3.5%) rated it below average. 

Regarding involvement in policy-making, 
27 respondents (29.0%) stated that the school 
administration very often involved teachers in 
formulating policies related to their work, 39 
respondents (42.0%) felt that the administration 

regularly involved teachers in policy-making, and 
27 respondents (29.0%) reported that the 
administration rarely sought teachers' input in 
policy-making. 

Recognition of teachers' performance was 
another important aspect. A total of 36 
respondents (39.0%) reported that the 
administration very often recognized teachers' 
outstanding performance, while 34 respondents 
(36.5%) stated that the administration always 
acknowledged excellent performance. Meanwhile, 
22 respondents (23.5%) rated the 
administration’s recognition of teachers’ 
performance as average, and 1 respondent (1.0%) 
felt that the administration did not give 
recognition to outstanding performance. 

The findings indicate that most teachers 
are generally satisfied with their working 
environment, though some challenges remain, 
such as teaching and clerical workloads and stress 
levels. The majority of the teachers are actively 
involved in school committees but are less 
engaged in district-level workgroups. 
Additionally, a significant number of teachers do 
not have immediate plans to transition into 
administrative roles or further their studies. 
Regarding superiors, while most teachers feel 
their opinions are considered in decision-making, 
some perceive a lack of involvement in school 
policy formulation. There is also room for 
improvement in how administrators recognize 
teachers' contributions and foster a culture of 
trust and openness. 

 

8. Discussion 
The findings of this study provide valuable 

insights into teachers' perspectives on their 
working environment and their superiors. Overall, 
a majority of the respondents expressed 
satisfaction with their current working conditions, 
with 72.0% reporting that they were satisfied and 
an additional 25.7% being very satisfied. This 
indicates a generally positive perception of the 
working environment. However, a small fraction 
of respondents (1.1%) expressed dissatisfaction, 
highlighting that there may still be underlying 
concerns that need to be addressed. 

One of the key aspects of teachers' working 
conditions is their workload. Most teachers 
reported a moderate teaching load (69.8%) and 
clerical workload (69.8%), suggesting that the 



International Conference on Education 5.0: Enabling Aspects and Trajectories                ISSN: 2583-7354    
                                                                                                                                                                                                      

© 2025                                                    Volume: 04 Special Issue: 02 | February -2025                                             Page 75 

workload is generally manageable. However, a 
significant portion of teachers still found their 
workload heavy (12.9% for both teaching and 
clerical tasks). This implies that there are 
opportunities to improve workload distribution, 
possibly through better resource allocation and 
support mechanisms to reduce clerical burdens. 

Workplace stress is another important 
concern. While the majority of teachers (62.4%) 
reported moderate stress levels, a notable portion 
(19.4%) experienced high stress, and 1.1% even 
reported very high stress. This suggests the need 
for initiatives to improve teacher well-being, such 
as stress management programs, better 
administrative support, and efforts to enhance 
work-life balance. 

Teachers' involvement in school-related 
activities was found to be high, with 91.4% 
actively participating in school committees or 
working groups. However, participation at the 
district level was significantly lower (33.3%), 
indicating that teachers may face barriers to 
engagement beyond their immediate school 
environment. Factors such as workload, time 
constraints, or lack of incentives could be 
contributing to this limited involvement. 

Regarding career aspirations, an 
overwhelming majority (95.7%) of teachers were 
not interested in transitioning to administrative 
roles, suggesting a strong preference for staying in 
teaching positions. Additionally, while some 
teachers (32.3%) planned to pursue higher 
education, more than half (50.5%) had no plans 
for further studies, which may have implications 
for professional development opportunities. 

The study also examined teachers' 
perspectives on their superiors. The majority of 
teachers (64.6%) felt that administrators 
frequently considered committee opinions, 
indicating a level of inclusivity in decision-making. 
This suggests that, in general, the school 
leadership values collective decision-making and 
engages teachers in administrative processes. 
Which is a strong culture of participatory 
decision-making within the school. However, 18 
respondents (19.4%) felt that administrators only 
occasionally take committee opinions into 
account, this response suggests that while 
consultation does occur, it may not always be 
consistent or effective across all decisions or 
committees. Some teachers might feel that their 
input is considered selectively or only in specific 

situations, which could lead to uncertainty about 
the role of committees in the decision-making 
process.  

A possible explanation for this perception 
is that these respondents do not hold formal 
positions as committee members or unit heads, 
roles that typically require direct involvement in 
decision-making processes. As a result, they may 
not have as many opportunities to witness or 
engage in these discussions, leading to a sense 
that their perspectives are not actively sought or 
considered. This disparity in perception highlights 
a potential communication gap between 
administrators and general teaching staff. While 
committee members and unit heads are more 
likely to be directly involved in consultations with 
administrators, other teachers may feel excluded 
from decision-making processes, even if their 
input is indirectly represented through committee 
discussions. This could lead to feelings of 
disengagement or uncertainty about how 
decisions are made at the administrative level. 
However, 16.0% of respondents reported that 
administrators rarely took committee input into 
account, suggesting room for improvement in 
fostering a more participatory approach. 
Meanwhile, a minority of respondents (15 
teachers [16.1%]) reported that administrators 
rarely consider committee opinions. This 
perception indicates gaps in communication or 
transparency regarding how administrative 
decisions are made. It could also suggest that, in 
some cases, administrators make unilateral 
decisions without adequately engaging 
committees, potentially leading to frustration 
among staff members who feel excluded from 
important discussions. 

Openness and trust in administrative 
leadership received mixed responses. 36.5% rated 
it as excellent. Strong Positive Perception more 
than a third of respondents feel that school 
administrators demonstrate a high level of 
openness and trust. This indicates that these 
teachers experience transparent communication, 
fair decision-making, and a supportive leadership 
style. When administrators actively engage with 
staff, value their input, and communicate openly 
about decisions, it fosters a culture of mutual 
respect and collaboration. The majority Perceive 
Trust as Average (60.0%). The fact that the 
majority of teachers rate trust and openness as 
average suggests a neutral or inconsistent 
experience. Some teachers may feel that 
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administrators are open in certain areas but less 
communicative or approachable in others. This 
could indicate a need for more proactive 
engagement, where administrators consistently 
seek feedback, clarify decision-making processes, 
and address concerns in a more open manner. 
And 3.5% considered it below average. Although 
only three respondents rated openness and trust 
as below average, it is still important to 
understand their concerns. These teachers may 
feel that administrators do not sufficiently engage 
with staff, lack transparency in decision-making, 
or do not foster a trusting work environment.  
While this represents a small portion of 
respondents, it suggests that some teachers may 
feel disconnected or overlooked in administrative 
interactions.  

These results suggest that while a 
significant number of teachers perceive 
administrators as open and trustworthy, there is 
room for improvement in fostering a more 
transparent and trusting leadership culture. The 
results indicate that while a majority of teachers 
view administrators as open and trustworthy, 
there is room for improvement in consistency and 
engagement. By enhancing transparency, 
fostering open dialogue, and addressing the 
concerns of all staff members, administrators can 
further build a school culture rooted in trust, 
collaboration, and shared leadership. 

This highlights the need for administrators 
to strengthen trust and communication with 
teachers to create a more supportive work 
environment. Teacher involvement in policy-
making showed a relatively positive trend, with 
71.0% of respondents stating they were either 
very often or regularly included in decision-
making. The fact that 42.0% of respondents feel 
regularly involved and 29.0% feel very often 
involved suggests that the administration 
acknowledges the importance of teacher 
participation in shaping policies related to their 
work. This indicates a generally collaborative 
approach, where teachers’ insights and 
experiences are valued in decision-making. 
Schools that prioritize teacher involvement in 
policy-making tend to have more effective and 
well-received policies, as teachers are the ones 
implementing these decisions in the classroom. 
However, 29.0% felt that they were rarely 
involved, indicating that some teachers may feel 
excluded from key policy discussions. Increasing 
transparency and engagement in policy decisions 

could enhance teacher satisfaction and morale. 
The fact that 29.0% of the respondents feel rarely 
involved highlights a gap in engagement. This 
could be due to a lack of formal mechanisms for 
gathering teacher input, inconsistent consultation 
processes, or a perception that administrators 
make final decisions without adequate teacher 
participation. Some teachers, especially those who 
do not hold leadership roles or are not part of 
decision-making committees, may feel excluded 
from policy discussions. 

Finally, recognition of teachers' 
performance was generally positive. These results 
indicate that while a majority of teachers (75.5%) 
perceive strong administrative recognition of 
their efforts, nearly a quarter (23.5%) feel that 
recognition is only moderate, and a very small 
minority (1.0%) believe it is lacking. The fact that 
75.5% of teachers believe their efforts are either 
very often or always acknowledged is a positive 
sign.  This suggests that the school administration 
has established a culture of appreciation and 
encouragement, which can boost teacher 
motivation and morale. Recognizing outstanding 
performance fosters a positive work environment, 
leading to higher job satisfaction and productivity 
among teachers. 23.5% of the respondents rated 
the recognition as average, indicating that some 
teachers may feel appreciation is inconsistent or 
not as prominent as it could be. This suggests that 
while recognition exists, it may not always be 
equally distributed, visible, or meaningful to all 
staff members. Teachers who perceive 
recognition as “average” might feel that only 
certain individuals receive acknowledgment, or 
that recognition is too general and lacks personal 
significance. 

Only one respondent stated that the 
administration does not recognize outstanding 
performance. Although this represents a small 
percentage, it highlights the need to ensure all 
teachers feel valued and acknowledged for their 
contributions. This suggests that while many 
teachers feel valued, further efforts can be made 
to ensure that all teachers receive appropriate 
recognition for their hard work and dedication. 

9. Conclusion 
This study reveals that teachers generally 

have a positive perception of their working 
environment and superiors, with high levels of 
satisfaction and moderate workload perceptions. 
However, stress levels, workload concerns, and 



International Conference on Education 5.0: Enabling Aspects and Trajectories                ISSN: 2583-7354    
                                                                                                                                                                                                      

© 2025                                                    Volume: 04 Special Issue: 02 | February -2025                                             Page 77 

limited participation at the district level suggest 
areas for improvement. Moreover, while many 
teachers feel that their opinions are considered in 
decision-making and that their performance is 
recognized, there is still room to enhance 
administrative openness, trust, and inclusivity in 
policy formulation. 

Administrators should focus on reducing 
excessive workloads, improving stress 
management initiatives, and providing more 
opportunities for professional growth. 
Additionally, fostering a more transparent and 
participatory leadership style could further 
improve teachers' morale and engagement. 
Strengthening recognition programs and ensuring 
that all teachers feel valued for their contributions 
will also be crucial in maintaining a motivated and 
productive teaching workforce. By addressing 
these concerns, educational institutions can create 
a more supportive and efficient working 
environment for teachers, ultimately benefiting 
both educators and students alike. 

The findings indicate a generally positive 
perception towards the school administration’s 
leadership practices, particularly in decision-
making, policy involvement, openness, and 
recognition. However, the presence of mixed 
responses in several areas highlights key 
opportunities for improvement. The findings also 
suggest that administrators do engage with 
committee opinions in decision-making, but 
perceptions differ depending on a teacher’s level 
of involvement in these processes. The overall 
findings suggest that the administration has a 
relatively strong foundation in participatory 
leadership. However, there are areas where some 
teachers feel less engaged, less valued, or less 
included in decision-making and recognition 
processes. A one-size-fits-all approach to 
leadership may not be sufficient, as different 
teachers have different expectations and levels of 
engagement. While the survey results indicate a 
generally positive administrative culture, there is 
an opportunity to make leadership practices more 
inclusive, transparent, and responsive to all 
teachers. Strengthening decision-making 
participation, trust-building efforts, and teacher 
recognition programs will help create an even 
more engaged, motivated, and high-performing 
school environment. 
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