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Abstract 

 

This study examined the relationship between organizational narcissism and organizational 

flexibility among public elementary schools in the Bambang II District for the academic year 

2025–2026. Guided by Narcissistic Personality Theory and Organizational Identity Theory, the 

investigation sought to determine whether narcissistic organizational tendencies influence the 

schools’ ability to adapt to internal and external demands. Using a descriptive–correlational 

research design, scientifically selected public elementary school teachers served as respondents. 

Data were collected through a standardized and pre-validated questionnaire and analyzed using 

descriptive statistics to measure perception levels, and Pearson product-moment correlation 

coefficient to determine the relationship between the two variables at the 0.05 level of 

significance. Results revealed that the respondents perceived organizational narcissism at a 

moderate level (grand mean = 2.76), particularly in the dimensions of inflated self-image and 

need for admiration. In contrast, organizational flexibility was rated high (grand mean = 3.61), 

with strategic and structural flexibility emerging as the most prominent dimensions. 

Correlational analysis showed no significant relationship between organizational narcissism 

and organizational flexibility (r = -0.139, p = 0.147), indicating that existing narcissistic 

tendencies are not strong enough to hinder institutional adaptability. Based on the findings, a 

management intervention titled “Adaptive Schools, Empowered Leaders: Fostering Flexibility 

and Resilient Culture” was developed to enhance flexibility while mitigating narcissistic traits 

through leadership development, collaborative practices, and strategic policy refinement. The 

study underscores the importance of strengthening adaptive mechanisms in schools and 

recommends replication in other educational contexts to validate cross-institutional relevance. 

 

Keywords: educational management intervention, organizational narcissism, organizational 

flexibility 
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Organizational narcissism and organizational flexibility of public elementary schools in 

the Department of Education Bambang II District 

 

1. Introduction 

In the dynamic landscape of modern organizations, adaptability and responsiveness to change have become 

indispensable qualities for sustained success. This capacity is often referred to as organizational flexibility, which 

encompasses the ability of an organization to modify its structures, strategies, and operations in response to internal 

and external environmental demands. According to Volberda (1996), organizational flexibility is a key determinant 

of organizational resilience, enabling institutions to survive and thrive amid complexity and uncertainty. In the 

educational sector, where change is both frequent and multi-dimensional, organizational flexibility becomes even 

more critical for institutional innovation, responsiveness, and sustainability. However, one psychological and 

cultural factor that may inhibit this flexibility is organizational narcissism. Rooted in psychological theory, 

organizational narcissism reflects a collective belief in the organization's inherent superiority, a desire for 

admiration, entitlement to special treatment, and a defensive stance against criticism (Brown, 1997; Stein, 2003). 

Narcissistic organizations often display excessive self-focus and resistance to change, perceiving feedback or 

reform efforts as threats to their identity. This mindset can severely limit their capacity to adapt or innovate, thereby 

undermining organizational flexibility (Chatterjee & Hambrick, 2007). 

Despite growing interest in psychological and cultural influences on organizational performance, there 

remains a noticeable gap in empirical studies exploring how narcissistic traits at the organizational level impact 

adaptability, especially in educational institutions. While existing literature has explored organizational narcissism 

in corporate and political settings, its implications for educational systems—where collaboration, learning, and 

responsiveness are vital—are underexamined. This study seeks to fill this gap by investigating the relationship 

between organizational narcissism and organizational flexibility within the educational sector. Anchored in 

Narcissistic Personality Theory and Organizational Identity Theory, this research posits that higher levels of 

organizational narcissism negatively affect organizational flexibility. Specifically, it examines how dimensions 

such as inflated self-image, need for admiration, entitlement, lack of empathy, and reactive defensiveness influence 

the organization's capacity to remain agile and responsive. By understanding this relationship, the study aims to 

provide valuable insights for educational leaders and policymakers on the psychological barriers to organizational 

change and offer strategies to foster a more adaptive and less self-defensive organizational culture. 

Organizational flexibility in education refers to an institution's ability to adapt its structures, policies, and 

practices to respond to changing educational demands, societal needs, and emerging global challenges. In a rapidly 

evolving educational landscape, this flexibility is essential for maintaining relevance, ensuring access, and 

promoting resilience. The COVID-19 pandemic highlighted the necessity of flexible educational systems that can 

transition seamlessly from traditional in-person instruction to remote or hybrid models (Bozkurt & Sharma, 2020). 

Flexibility allows educational institutions to realign curricula, integrate digital technologies, and accommodate 

diverse learner needs. Strategic and structural flexibility in education supports innovation and responsiveness, 

particularly in aligning institutional goals with global educational trends, such as sustainable development, digital 

literacy, and inclusive learning (UNESCO, 2020). Furthermore, curricular and instructional flexibility—

characterized by modular courses, flexible learning pathways, and the use of blended learning—empowers 

students to engage in personalized and self-paced education (Zhao, 2020). Such adaptability not only enhances 

learner engagement but also fosters equity and access for marginalized or non-traditional learners. 

At the human resource level, organizational flexibility involves equipping educators with professional 

development opportunities to adapt to new pedagogical approaches and digital tools (Trust & Whalen, 2020). 

Flexible leadership also plays a pivotal role, enabling school administrators to make informed and context-

sensitive decisions during times of uncertainty (Netolicky, 2020). Organizational narcissism in educational 
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institutions refers to a collective overvaluation of self-image, institutional prestige, and perceived superiority that 

often overshadows stakeholder needs and educational integrity. This phenomenon is commonly reflected in the 

overemphasis on institutional branding, global rankings, and external validation, sometimes at the expense of 

student-centered teaching and meaningful academic engagement (Brown, 2018). Educational organizations 

exhibiting narcissistic traits often pursue prestige-driven goals, such as expanding campuses or aggressively 

marketing programs, not primarily to improve learning outcomes but to enhance their image. 

Stein (2019) argues that narcissistic tendencies within academic institutions can lead to strategic decisions 

that prioritize visibility and status over internal well-being and ethical accountability. This is evident in policies 

that neglect faculty welfare, ignore student feedback, or resist constructive criticism. Furthermore, when leadership 

reinforces a culture of perfectionism and elitism, it can suppress innovation, marginalize dissenting voices, and 

foster toxic work environments (Gabriel, 2020). In a study on higher education governance, Hatcher (2021) 

observed that institutions with narcissistic orientations often frame challenges as external threats, reinforcing an 

"us versus them" mentality. Such defensiveness hampers institutional learning and creates barriers to transparency 

and collaborative reform. Additionally, the obsession with maintaining a flawless image can lead to ethical lapses, 

such as data manipulation, grade inflation, or exclusionary practices under the guise of excellence. Therefore, 

organizational narcissism in education undermines the core mission of academic institutions—to serve learners, 

promote knowledge, and foster inclusive intellectual growth. Cultivating self-awareness, ethical leadership, and 

stakeholder dialogue is essential to counterbalance narcissistic tendencies and restore institutional humility and 

integrity. 

This research aligns with the United Nations Sustainable Development Goals (SDGs), particularly SDG 4: 

Quality Education and SDG 16: Peace, Justice, and Strong Institutions. By examining how psychological and 

cultural dynamics, such as organizational narcissism, affect an institution’s capacity to adapt and innovate, the 

study contributes to the goal of fostering inclusive and resilient education systems. Organizational flexibility is 

crucial in ensuring that public elementary schools remain responsive to changing pedagogical needs, societal 

expectations, and crises such as pandemics or natural disasters. Moreover, understanding and addressing 

organizational narcissism promotes transparent, accountable, and participatory school leadership—key elements 

of SDG 16. This research provides actionable insights for educational policymakers and administrators to nurture 

adaptive, collaborative, and reform-ready institutions that are better equipped to deliver high-quality education for 

all, thereby contributing to long-term sustainable development in the local context. 

It also aligns with the National Research Agenda for Teacher Education (NRATE) under several key thematic 

areas. Most notably, it supports Theme 1: Teacher Quality and Professional Development, by investigating internal 

organizational traits that influence institutional adaptability and responsiveness—both of which directly affect the 

working environment and leadership dynamics that shape teacher performance. Furthermore, the study addresses 

Theme 4: Governance and Management in Teacher Education, as it explores how organizational narcissism impairs 

collaborative decision-making, innovation, and strategic responsiveness in schools. The study also indirectly 

contributes to Theme 5: Teacher Education and the Changing Environment, by emphasizing how psychological 

and cultural factors impact an institution’s ability to respond to the rapidly evolving educational landscape. By 

generating empirical insights into how public schools can become more agile and less self-defensive, this research 

supports evidence-based improvements in leadership, organizational culture, and educational governance 

consistent with NRATE priorities. Furthermore, it aligns closely with DepEd’s priorities on School Governance 

and Management and Education Leadership and Development. By examining how organizational traits affect the 

ability of schools to adapt and respond to changes, the study contributes to improving organizational effectiveness 

and institutional capacity, which are critical for enhancing school performance and learning outcomes. 

Additionally, the study addresses the DepEd agenda's focus on creating enabling environments for learners 

and teachers by identifying psychological and cultural barriers such as organizational narcissism that hinder 

collaborative leadership and innovation. Understanding these factors helps guide policies and programs toward 

fostering a more supportive, responsive, and flexible educational system, thereby supporting DepEd’s mission to 
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provide quality, inclusive, and relevant education nationwide. This research thus supports evidence-based 

interventions aligned with the DepEd Research Agenda to promote resilient and adaptive public schools. Finally, 

the study directly supports the Nueva Vizcaya State University’s commitment to community-focused and 

responsive research that addresses local educational challenges. By investigating organizational dynamics within 

public schools, the study advances NVSU’s priority to enhance educational quality, leadership, and management 

in the region. 

Specifically, this research aligns with the College of Teacher Education’s research agenda to promote effective 

school governance, educational leadership, and professional development among teachers and administrators. 

Understanding how narcissistic organizational behaviors impact flexibility provides actionable insights to improve 

institutional culture and collaborative decision-making, which are crucial for delivering relevant and inclusive 

education. Moreover, the study’s focus on adaptability and psychological factors in school organizations supports 

the CTE’s goal to develop innovative strategies and interventions that empower educators and leaders in Nueva 

Vizcaya, contributing to the overall mission of producing competent and socially responsible education 

professionals.  

Public elementary schools in Bambang II District face numerous challenges that affect their organizational 

effectiveness and educational outcomes. Among these are frequent changes in policies, limited resources, and 

varying community demands, which require schools to be flexible and adaptive. However, anecdotal evidence and 

preliminary observations suggest that some schools struggle with rigid structures and resistant mindsets, impeding 

their ability to respond effectively to change. Additionally, issues related to leadership styles and organizational 

culture, such as tendencies toward organizational narcissism—manifested as overconfidence, entitlement, and 

defensiveness—may undermine collaboration and openness to innovation. These concerns create barriers to 

implementing reforms and improving school performance. Such challenges necessitate an empirical investigation 

into how organizational flexibility and narcissism interplay within the district’s schools. Understanding these 

dynamics is essential to developing interventions that enhance adaptability, foster positive organizational culture, 

and ultimately improve educational delivery and student success in Bambang II District. Hence, this research 

investigation 

2. Related Literature 

This study is anchored on Narcissistic Personality Theory and Organizational Identity Theory, both of which 

provide a solid foundation for examining how psychological and cultural dynamics shape institutional adaptability 

in public schools. Narcissistic Personality Theory, derived from the work of Freud and further developed by 

Kernberg (1975) and Kohut (1971), characterizes narcissism as an inflated self-image, a strong need for admiration, 

a sense of entitlement, and low empathy—traits that can also manifest at the organizational level. Organizational 

narcissism, as conceptualized by Brown (1997), refers to a collective belief in the organization’s superiority and 

an aversion to criticism, potentially undermining responsiveness to change. Chatterjee and Hambrick (2007) argue 

that such narcissistic tendencies can lead to strategic rigidity and reduced adaptability, thereby impeding 

innovation and reform efforts in institutional settings. 

Complementing this framework, Organizational Identity Theory (Albert & Whetten, 1985) posits that 

organizations develop a collective identity that guides behavior and decision-making. When this identity becomes 

overly rigid or idealized—as is common in narcissistic organizations—it can obstruct the flexibility needed to 

respond to environmental changes (Gioia, Schultz, & Corley, 2000). In the context of educational institutions, 

where collaboration, feedback, and reform are vital, a narcissistic identity may hinder the development of adaptive 

strategies. Therefore, the interplay of organizational narcissism and identity informs this study’s analysis of how 

public elementary schools in Bambang II District navigate change and innovation. Together, these theories 

highlight the psychological and structural barriers to organizational flexibility and justify the investigation into 

how narcissistic traits influence institutional behavior in education. 
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Organizational narcissism, serving as the independent variable of this study, refers to the collective 

manifestation of narcissistic traits at the institutional level. This construct extends beyond individual pathology, 

encompassing behaviors and attitudes expressed through organizational culture, leadership, and decision-making. 

Rooted in psychoanalytic theory (Freud, 1914; Kohut, 1971), organizational narcissism has evolved into a 

recognized dynamic within organizations that are excessively self-admiring, entitled, and resistant to external 

feedback (Brown, 1997; Chatterjee & Hambrick, 2007). It has become particularly relevant in public sector 

institutions such as schools, where openness to reform, collaboration, and feedback is essential for effectiveness 

and sustainability. 

In the context of this research, organizational narcissism is examined in terms of how it affects the dependent 

variable—organizational flexibility. As the independent variable, organizational narcissism is conceptualized 

through five key dimensions: inflated self-image, need for admiration, sense of entitlement, lack of empathy, and 

defensiveness toward criticism. Each of these dimensions plays a role in shaping the organization's ability—or 

inability—to remain open, adaptable, and responsive. The first dimension, inflated self-image, pertains to an 

organization's exaggerated sense of its own importance, achievements, or superiority. Braun (2019) noted that 

institutions with inflated self-perception often disregard feedback, assume infallibility, and make risky decisions 

under the assumption that their status ensures success. This overconfidence can hinder critical reflection and 

continuous improvement, particularly in educational settings. 

The second dimension, need for admiration, is characterized by a compulsive drive to be recognized and 

praised by stakeholders. Fatfouta (2019) explained that narcissistic organizations invest heavily in public image 

and symbolic achievements rather than focusing on authentic growth. This leads to a disproportionate emphasis 

on branding and external recognition, rather than pedagogical quality or stakeholder satisfaction. Entitlement, the 

third dimension, refers to the belief that the organization deserves special treatment and is exempt from the norms 

and rules that apply to others. Morf and Rhodewalt (2020) pointed out that entitled organizations often reject 

accountability mechanisms, expect leniency from oversight bodies, and perceive critical feedback as unjustified 

attacks, further deepening organizational rigidity. A fourth key aspect is lack of empathy, which manifests as an 

inability or unwillingness to consider the perspectives and needs of others, including students, teachers, and 

community stakeholders. Ong et al. (2020) highlighted that this lack of empathic concern can result in authoritarian 

management styles and exclusionary decision-making processes that alienate members of the school community. 

Finally, organizational narcissism includes defensiveness and aggression toward criticism. Giacalone and 

Promislo (2019) emphasized that narcissistic institutions react with hostility to negative feedback, avoiding 

introspection and often targeting critics instead of addressing underlying issues. This defensiveness inhibits 

learning and adaptation, making the organization resistant to necessary change. It is noted by the current researcher 

that organizational narcissism, as the independent variable in this study, is a critical psychological and cultural 

construct that can significantly impair organizational learning and adaptability. Understanding its dimensions and 

implications is essential for promoting healthier, more responsive educational environments. 

Organizational flexibility serves as the dependent variable in this study, particularly within the context of 

public elementary schools in the Bambang II District. Organizational flexibility in the context of education is 

increasingly seen as a cornerstone of institutional resilience, particularly in response to rapid societal, technological, 

and policy changes. Adapted from Volberda’s (1996) foundational work, organizational flexibility in education 

refers to an institution’s capacity to swiftly and effectively modify its administrative systems, academic programs, 

and instructional delivery methods to ensure ongoing relevance, innovation, and quality learning outcomes. This 

flexibility is crucial as educational institutions contend with global disruptions, such as pandemics, digital 

transformation, and evolving workforce demands. 

Strategic flexibility in education involves the ability of schools or universities to realign long-term goals and 

directions in response to macro-level shifts, such as internationalization, technological advancement, and the 

United Nations’ Sustainable Development Goals (SDGs). As highlighted by Sharma and Sharma (2020), strategic 
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flexibility allows educational leaders to reassess priorities and reconfigure institutional missions to stay 

competitive and socially responsive. For instance, integrating digital literacy and sustainability into institutional 

goals represents a strategic pivot aligned with global educational reform. Structural flexibility refers to the capacity 

to reconfigure governance models, departmental structures, and organizational processes to become more agile 

and responsive. In educational settings, this may include forming interdisciplinary units, merging departments, or 

establishing inclusive councils for collaborative decision-making. According to Kamal et al. (2021), flatter and 

decentralized structures enhance communication and foster innovation, allowing educational institutions to act 

quickly when challenges arise. 

Curricular flexibility is the extent to which academic programs can be revised, diversified, or modularized to 

meet evolving learner and industry needs. With the rise of lifelong learning and interdisciplinary education, 

flexibility in curricula has become a defining feature of quality educational institutions. As Yang and Li (2019) 

observe, institutions that adopt flexible curricula—such as hybrid majors or elective-rich general education 

programs—are more likely to produce adaptive, employable graduates. Instructional flexibility involves adapting 

pedagogical delivery methods based on learner needs and contextual demands. The COVID-19 pandemic 

underscored the importance of this dimension, prompting schools to transition to remote or blended learning 

environments. As noted by Trust and Whalen (2020), teachers’ ability to shift between synchronous and 

asynchronous modalities is a hallmark of instructional flexibility and is essential for sustaining educational access 

and continuity. 

Human resource flexibility encompasses efforts to continuously train and retool educators and administrators 

so they can navigate changes in content, pedagogy, and technology. Educational institutions must build teacher 

capacity to respond to diverse learner profiles and evolving teaching tools. Zehir et al. (2019) emphasize that 

investment in professional development enhances not only teacher performance but also the institution’s overall 

adaptability. Technological flexibility is the integration and adaptive use of digital platforms for instruction, 

assessment, and administration. Schools that leverage learning management systems, cloud-based tools, and 

mobile applications demonstrate high levels of technological readiness. According to Khan et al. (2021), 

institutions with strong digital infrastructure and technology integration are more resilient in the face of disruptions. 

It is noted that organizational flexibility is a multi-dimensional construct that allows educational institutions 

to remain effective and sustainable amid change. By strengthening structural adaptability, strategic responsiveness, 

operational agility, and cultural openness, public elementary schools can better serve their communities and fulfill 

their educational mandates in an increasingly complex world. Therefore, understanding the dynamics that enhance 

or impede organizational flexibility is crucial for educational leaders, policymakers, and stakeholders. 

3. Methodology 

Research Design. This study employed a quantitative descriptive-correlational design to examine the 

relationship between organizational flexibility and organizational narcissism among public elementary schools in 

Bambang II District for SY 2025–2026. Consistent with Creswell (2018), the quantitative approach enabled the 

systematic collection and analysis of numerical data to measure variables objectively and identify statistical 

associations. The correlational method was appropriate because it allowed the researcher to determine the extent 

of the relationship between the two constructs without manipulating any conditions in the natural school setting. 

This design supported objectivity, reliability, and generalizability, and provided empirical bases for interpreting 

organizational behaviors within public elementary institutions. 

Research Environment. The study was conducted in DepEd–Bambang II District, Municipality of 

Bambang, Nueva Vizcaya, under the Schools Division Office of Nueva Vizcaya. The district, headed by the District 

Supervisor, oversees 15 public elementary schools, comprising 281 teachers and 3,224 learners. These 

schools—differing in size, location, and demographic composition—offer a diverse and contextually rich 

environment to analyze organizational dynamics. The district’s active participation in regional and national 
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educational initiatives provided an ideal setting for assessing organizational adaptability and leadership-related 

behaviors. 

Respondents. A total of 112 teachers participated in the study, representing 72.25% of the district’s 155 

teacher population. The sample size was determined using Slovin’s Formula with a 5% margin of error to ensure 

representativeness. Respondents were proportionately distributed across all schools. 

Sampling Procedure. A stratified random sampling technique was used. Teachers were grouped according 

to their schools (strata), after which simple random sampling was employed within each stratum. Ethical protocols 

were strictly observed, including informed consent, voluntary participation, confidentiality, and secure data 

handling. Participants were assured that they could withdraw at any time without penalty. 

Research Instruments. Two validated instruments were utilized: 

 Organizational Flexibility Descriptive Questionnaire (Santos, 2024) – a 36-item tool measuring six 

dimensions of organizational flexibility, with a reliability coefficient of 0.876. 

 Organizational Narcissism Benchmark Scale (Lopez & Reyes, 2019) – a 30-item instrument 

assessing five components of organizational narcissism, with a reliability coefficient of 0.835. 

Both questionnaires used a five-point Likert scale (5 = Always to 1 = Never). Verbal descriptors for grand means 

followed standard ranges (Very High to Very Low). Prior to distribution, both tools were reviewed by a panel of 

examiners for clarity and contextual appropriateness. 

Data Gathering Procedure. Permission to conduct the study was secured from the Schools Division 

Superintendent, with endorsement from the College of Teacher Education. Coordination with the District 

Supervisor enabled organized distribution of the questionnaires. Before data collection, an orientation was 

conducted to explain the research purpose, procedures, and ethical safeguards. Data were gathered with full respect 

for confidentiality, anonymity, and the emotional well-being of participants. 

Statistical Treatment - Data were analyzed using the following: 

 Mean – to determine the levels of organizational flexibility and organizational narcissism. 

 Pearson r – to assess the significance and strength of the relationship between the two variables. 

Correlation coefficients were interpreted using Garrett and Woodworth’s (1973) scale. All hypotheses were 

tested at the 0.05 level of significance. 

4. Results and Discussion 

Problem 1. What is the level of organizational narcissism among public elementary schools in Bambang II 

District along the dimensions of inflated self-image, need for admiration, entitlement and arrogance, lack of 

empathy, and reactive defensiveness? 

Table 2 
Mean and qualitative description of organizational narcissism as perceived by the respondents (n=112) 

Organizational Narcissism Area Mean Qualitative Description 
Inflated Self-Image 3.16  Moderate  
Need for Admiration 3.08 Moderate  
Entitlement and Arrogance 2.83 Moderate 
Lack of Empathy 2.43 Low 
Reactive Defensiveness 2.31 Low 
Grand Mean  2.76 Moderate  

 

The data reveal that the respondents generally perceived the level of organizational narcissism in their 

institution as moderate (grand mean = 2.76). Among the five dimensions assessed, “Inflated Self-Image” (M = 
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3.16) and “Need for Admiration” (M = 3.08) obtained the highest mean scores, both interpreted as moderate, 

indicating that the organization tends to project a positive but somewhat overstated image of itself and exhibits a 

noticeable desire for external validation, praise, and recognition. This suggests that self-promotion and reputation 

management are visible aspects of its culture, although not to an extreme extent. “Entitlement and Arrogance” 

registered a moderate rating as well (M = 2.83), implying that there are occasional manifestations of self-

privileging attitudes or perceived superiority, though these tendencies are not deeply entrenched. In contrast, “Lack 

of Empathy” (M = 2.43) and “Reactive Defensiveness” (M = 2.31) were both rated low, indicating that respondents 

do not strongly associate the organization with emotional disengagement or dismissive reactions to criticism. This 

reflects a relatively acceptable degree of openness to stakeholder concerns and feedback. Taken together, the 

findings imply that while elements of organizational narcissism are present—mostly centered on image-building 

and the pursuit of external admiration—these tendencies are tempered by the organization’s capacity for feedback 

reception and concern for others. Thus, the organizational climate does not exhibit extreme narcissistic traits but 

demonstrates moderate self-focus without severely compromising empathy or accountability. 

Problem 2. What is the level of organizational flexibility exhibited by the public elementary schools in 

Bambang II District along the dimension of strategic flexibility, structural flexibility, curricular flexibility, 

instructional flexibility, human resource flexibility, technological flexibility? 

Table 3 
Mean and qualitative description of organizational flexibility as perceived by the respondents (n=112) 

Organizational Flexibility Area Mean Qualitative Description 
Strategic Flexibility 3.66  High  
Structural Flexibility 3.66 High  
Curricular Flexibility 3.53 High 
Instructional Flexibility 3.64 High 
Human Resource Flexibility 3.64 High 
Technological Flexibility 3.57 High 
Grand Mean  3.61 High  

 

The results on organizational flexibility yielded a grand mean of 3.61, qualitatively described as high, 

indicating that the respondents perceive their schools as highly adaptive and capable of responding effectively to 

varied educational demands and institutional challenges. This high overall rating reflects an organizational climate 

that values responsiveness, continuous adjustment, and contextualized decision-making in pursuit of educational 

effectiveness. The highest mean scores were recorded for Strategic Flexibility (3.66, high) and Structural 

Flexibility (3.66, high), suggesting that the schools demonstrate a strong capacity to shift strategic priorities and 

realign organizational frameworks when necessary. This implies that school leadership shows readiness to 

recalibrate directions, policies, and initiatives in order to remain relevant and responsive to changing conditions in 

the educational landscape. 

Close behind are Instructional Flexibility (3.64, high) and Human Resource Flexibility (3.64, high), which 

indicate that schools allow teachers significant latitude in adapting instructional methods, learning materials, and 

pedagogical approaches to meet learners’ diverse needs. At the same time, the deployment and development of 

personnel are managed with adaptability, providing room for differentiated roles, reassignments, and capacity-

building opportunities. This combination strengthens teacher empowerment and supports improved learning 

outcomes. Technological Flexibility (3.57, high) further reflects the schools’ willingness to integrate emerging 

technologies into instructional and administrative functions. The high rating suggests that digital tools and 

platforms are embraced not only as supplementary resources but as integral components of modern education 

delivery. 

Finally, Curricular Flexibility (3.53, high)—though the lowest among the dimensions—still reflects a strong 

level of adaptability. This indicates that while curricular frameworks are generally guided by national or regional 

standards, schools have the capacity to contextualize implementation, incorporate localized content, and adjust 

delivery based on learners’ needs and situational factors. It is observed by the current researcher that the 

consistently high ratings across all dimensions demonstrate that the schools possess a well-developed adaptive 



 
Organizational narcissism and organizational flexibility of public elementary schools in the DepEd Bambang II 

International Journal of Research Studies in Education 321 

orientation. This suggests an educational environment that is proactive rather than reactive, open to innovation, 

and capable of evolving alongside emerging pedagogical, structural, and technological demands. Such flexibility 

serves as a critical foundation for sustaining school effectiveness, resilience, and long-term development. 

Problem 3. What is the perception of the respondents of their organizational harmony along the Problem 3. Is 

there a significant relationship between the perceived organizational narcissism and organizational flexibility of 

the respondents? 

Table 4 
Correlation coefficient between the dimensions of organizational narcissism and organizational flexibility as 
perceived by the respondents (n=112) 

Organizational Narcissism Correlation Coefficient p-value Statistical Inference  
Inflated Self-Image -0.072  0.451 Not Significant  
Need for Admiration -0.073 0.444 Not Significant  
Entitlement and Arrogance -0.161 0.089 Not Significant  
Lack of Empathy -0.165 0.082 Not Significant  
Reactive Defensiveness -0.125 0.189 Not Significant  
Overall Correlation  -0.139 0.147 Not Significant  

 

The correlational analysis sought to determine whether a significant relationship exists between organizational 

narcissism and organizational flexibility as perceived by the respondents. The overall correlation result revealed a 

coefficient of r = -0.139 with a p-value of 0.147, which is not statistically significant at the 0.05 level. This indicates 

that organizational narcissism, taken as a whole, does not meaningfully relate to or predict the extent of 

organizational flexibility among the respondent group. In practical terms, the level of narcissistic tendencies within 

the organization does not appear to hinder nor facilitate adaptive change, operational responsiveness, or 

institutional openness in a measurable way. 

This finding is particularly noteworthy in light of contemporary literature associating narcissistic 

organizational culture with rigidity, authoritarianism, and negative climate outcomes (Giessner & van Quaquebeke, 

2019). While several scholarly analyses suggest that narcissistic leadership can constrain collaborative innovation 

and weaken organizational trust (Braun, 2017), the present result implies that such tendencies are either 

inadequately strong to affect organizational functioning, or that mitigating institutional factors—such as shared 

governance, distributed authority, or professional standards—buffer their effects. According to Hochwarter (2020), 

the observable impact of narcissistic climates often depends on their embeddedness in everyday decision-making 

structures. When institutional norms counterbalance individual ego-oriented patterns, their behavioral effect 

diminishes. This seems to explain why the respondents in this study reported no statistically significant connection 

between narcissism and flexibility. 

The dimensional analysis further clarifies this pattern. The first dimension, Inflated Self-Image, yielded a 

correlation coefficient of r = -0.072 with a corresponding p-value of 0.451, which is not statistically significant. 

This suggests that an organization’s tendency to overestimate its capabilities or portray itself as superior does not 

directly diminish its operational flexibility. Research by Kark and Liviatan (2018) indicates that inflated self-

perception in organizations becomes harmful only when it translates into restrictive leadership practices or 

institutional neglect of feedback. In some contexts, positive illusion can even reinforce confidence and strategic 

resilience, mitigating possible negative effects (Sedikides et al., 2019). However, the weak and non-significant 

negative relationship observed implies no clear evidence of either advantage or drawback within the current 

organizational setting. 

The second dimension, Need for Admiration, likewise showed a minimal and nonsignificant correlation (r = 

-0.073, p = 0.444). This dimension reflects the organizational desire to be praised, validated, or held in high esteem 

by internal or external stakeholders. Although previous studies emphasize that admiration-seeking organizations 

may prioritize image over innovation, thus weakening long-term adaptability (Campbell & Miller, 2018), the data 

reveal no such effect in this particular sample. This supports the possibility that symbolic validation is not 

inherently harmful unless it displaces developmental priorities or evidence-based practices. As Smith (2021) 
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explains, some admiration-oriented organizations sustain flexibility by aligning impression management with 

strategic reform, thereby neutralizing potential dysfunction. 

The third dimension, Entitlement and Arrogance, showed a comparatively stronger, though still non-

significant, negative relationship (r = -0.161, p = 0.089). While not meeting the threshold for statistical significance, 

it is nonetheless suggestive of a mild trend whereby entitlement-based beliefs could be associated with less 

adaptability. Entitlement predisposes organizations to assume superiority and expect special treatment, which can 

undermine adaptive responsiveness (Nevicka et al., 2018). Although the present data fall short of significance, the 

directional tendency is consistent with theoretical literature that links arrogance to resistance to change or 

diminished institutional humility (Hodzic et al., 2020). If entitlement were more pervasive, it might exert a stronger 

influence on organizational flexibility. 

The dimension Lack of Empathy similarly yielded a moderately negative but statistically nonsignificant 

relationship (r = -0.165, p = 0.082). Empathy is widely regarded as a foundational competency in socially 

responsive and people-centered workplaces (Clark et al., 2019). Empathetic organizations cultivate participatory 

processes, shared emotional intelligence, and broader stakeholder alignment, all of which promote flexibility 

(Carroll & Levy, 2020). Conversely, low empathy can foster detachment, disengagement, or dismissiveness toward 

employee concerns, resulting in organizational stagnation. While the present study does not confirm this 

statistically, the observed direction of association is still theoretically meaningful. This subtle pattern aligns with 

findings by Eisenbeiss et al. (2018), who argue that subclinical levels of narcissistic detachment may not 

immediately manifest as rigidity but may gradually erode adaptability over time. 

The last dimension, Reactive Defensiveness, demonstrated a correlation of r = -0.125, with a p-value of 0.189, 

also not statistically significant. Reactive defensiveness occurs when organizations respond to feedback or 

criticism with justification or avoidance rather than constructive adaptation. This trait is closely associated with 

fragile organizational ego structures (Wink, 2020). While the correlation is mild, its negative direction supports 

the argument that defensive cultural postures inhibit flexibility by discouraging organizational learning processes. 

Garza and Eggen (2021) note that defensiveness narrows institutional openness and impedes experiential reflection, 

both of which are central to adaptive functioning. Nevertheless, the absence of significance implies that such 

reactions are either episodic or remain insufficiently influential to affect organizational adaptability at a systemic 

level. 

Altogether, the results collectively indicate that none of the narcissism dimensions demonstrate a statistically 

significant relationship with organizational flexibility. However, the directional trend—negative across all 

subdomains—suggests that although not yet impactful in a measurable way, narcissistic cultural patterns may still 

pose latent risk factors for organizational rigidity when left unchecked. The very presence of slightly negative 

correlations is consistent with theoretical frameworks linking narcissism to control orientation, ego-preservation, 

and resistance to feedback (Braun, 2017; Nevicka et al., 2018). Organizational flexibility is generally supported 

by humility, shared accountability, interpersonal trust, and openness to learning (Carroll & Levy, 2020). 

Narcissistic traits, in contrast, reinforce self-protection over adaptive change. Although the relationships in this 

study are not statistically strong enough to confirm causality, the trends support ongoing scholarly observations 

that narcissistic value orientations are incompatible with collaborative, resilient, learning-based organizational 

cultures. 

In summary, this correlation analysis reveals that organizational narcissism, when measured within the 

sampled context, has not yet matured into a disruptive or detrimental institutional pattern capable of undermining 

organizational flexibility. The weak, non-significant correlations imply that compensating organizational 

mechanisms—such as leadership accountability, peer collaboration, policy frameworks, or professional norms—

likely buffer and regulate ego-based tendencies before they interfere with adaptive functioning. Nonetheless, 

emerging literature cautions that narcissistic traits often evolve progressively and can become more damaging 

when institutional safeguards deteriorate (Giessner & van Quaquebeke, 2019). The subtle negative trends observed 
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here thus underscore the importance of maintaining a culture of reflection, empathy-based decision-making, and 

open systems governance to forestall potential long-term risks. 

Problem 4. Based on the findings of the study, what management intervention could be developed to sustain 

organizational flexibility and mitigate organizational narcissism? 

The findings of the study provided the foundation for developing the topics and course content included in the 

training design, which serves as the management intervention crafted by the researcher. Specifically, the 

benchmark statements across the various dimensions that received the lowest mean scores were identified as 

priority areas for improvement and served as the basis for content development. These included: the revision of 

long-term strategic plans in response to national and international policy shifts; openness to revising institutional 

hierarchy to enhance decision-making; provision of multiple options for students to customize their academic 

pathways; equipping instructors to effectively transition between face-to-face, online, and blended teaching modes; 

openness to hiring multidisciplinary professionals to strengthen academic flexibility; and the integration of online 

assessment tools into regular academic practices. These six benchmark statements directly informed the 

formulation of course topics, ensuring that the training intervention targets specific areas where schools 

demonstrated limited flexibility or responsiveness. By aligning the course content with these identified gaps, the 

intervention is designed to enhance institutional adaptability, instructional innovation, and strategic responsiveness, 

thereby addressing key areas for organizational improvement. 

In the context of organizational narcissism, the dimensions with the highest mean scores—namely, inflated 

self-image and need for admiration—were identified as priority areas for the development of training topics. 

Focusing on these two dimensions will provide targeted strategies aimed at reducing the prevalence of narcissistic 

tendencies within schools. By addressing behaviors related to self-aggrandizement and excessive desire for 

recognition, the intervention seeks to promote a culture of humility, collaborative decision-making, and empathetic 

leadership, thereby fostering a healthier organizational climate conducive to flexibility, inclusivity, and effective 

institutional functioning. 

5. Conclusions 

 The respondents perceived the level of organizational narcissism in their schools as moderate, 

suggesting that while self-enhancing behaviors and the desire for recognition are present, they are not 

dominant enough to adversely affect the organizational climate. 

 The organizational flexibility of the schools is perceived to be high, indicating that these institutions 

demonstrate strong adaptability in terms of strategic planning, structural arrangements, instructional 

practices, human resource deployment, technological integration, and curriculum responsiveness. 

 The findings revealed no significant relationship between organizational narcissism and organizational 

flexibility, implying that the existing level of narcissistic tendencies does not appear to hinder the 

school’s capacity to adapt to institutional and environmental changes. 

 In response to the salient findings and identified areas for development, the researcher designed a 

management intervention titled “Adaptive Schools, Empowered Leaders: Fostering Flexibility and 

Resilient Culture”, aimed at further strengthening school responsiveness while mitigating tendencies 

that may impede collaborative and growth-oriented organizational practices. 

Recommendations 

 Strengthen value-based leadership orientations to gradually reduce manifestations of organizational 

narcissism by promoting humility, shared accountability, and ethical self-reflection among school heads 

and administrators. Leadership workshops and coaching sessions emphasizing servant leadership, 

collaborative governance, and stakeholder inclusivity may be integrated into existing school-based 
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development programs. 

 Sustain and institutionalize current practices on organizational flexibility by reinforcing mechanisms 

that support adaptive decision-making, innovative instructional delivery, and responsive resource 

allocation. Schools should regularly review their policies and operational frameworks to ensure they 

remain aligned with emerging educational demands. 

 Enhance teacher and staff capacity-building programs by providing continuous professional 

development focused on flexible pedagogy, technological integration, and context-sensitive curriculum 

implementation. These initiatives should prioritize practical skill-building and application for different 

learning modalities and diverse learner needs. 

 Establish monitoring and evaluation systems to track organizational responsiveness and leadership 

behaviors over time. Feedback loops involving teachers, students, parents, and community stakeholders 

should be formalized to ensure that policy adjustments and innovations reflect grounded institutional 

realities. 

 Replicate the study in different educational districts or institutional settings to validate the findings 

across wider contexts and further examine whether the absence of a significant relationship between 

organizational narcissism and flexibility holds in other environments. This will contribute to the broader 

body of knowledge in organizational behavior within the education sector and support benchmarking 

for continuous improvement. 
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