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ABSTRACT

The study was designed to assess the management competencies of Land
Transportation Office District Officers serving as the basis for a management
development program for district officers in Eastern Visayas. This study utilized the
descriptive development method of research using comparative and correlation
analyses. Corollary to this study, the researcher was able to develop a management
development program for five days which could be of help to the district officers for
better delivery services to the public. The management program is an offshoot of the
assessment of the management competency and management style of the district
officers. Since the results of the present study were moderately and highly competent,
the training program could help them strengthen their operational functions and
management style. Among the district officer’s related variates that correlated
significantly with their management style are: age and performance rating for autocratic;
sex and number of years in present position for compromiser; age and sex and present
position for executive; and sex for bureaucratic. The district officers need to undergo a
training program on management competencies and styles to enhance their
management and leadership effectiveness skills and help improve district performance.
A similar program should also be made available to qualified employees and may be
adopted as a basis for recruiting prospective district officers. Among the district

officer’'s related characteristics that influenced management competency were

educational qualification on four operational functional, age and number of years in

present position in terms of law enforcement.
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) Chapter 1

THE PROBLEM AND ITS SETTIRG

Introduction

-’ The advent of modern transportation facilities and

* 1increase in population paved the way for the acquisition
., of motor vehicle units not only for the affluent families
but likewise for the general public for their business
purposes or just for plain persconal taste and
® satisfaction. The growth of acquisition and ownership of
motor vehicles had widened the horizon and management

« * coverage of the Land fTransportation Office (LTO) Central
Office down to the District Office level to cater and
ahswer the needs of the clientele in the registration

process of their motor wvehicle units, the issuance of

. drivers and conductors? licenses and student driver’s

I

pe}mits to learners and likewise, +the adoptigns of

.
L 2
g

measures and system in controlling the clientele.

- 4
-2 e ot

& To ease the problem encountered by the Regional

a

©Office personnel in the registration process and in the

» E ]

issuance of drivers and conductors licenses, district

-

offices were mandatory ‘created to decongest the volume'of

L



transactions at the regional level. District Officers or
Supervising Transportation Regulation. Officers were
assigned to manage and supervise the personnel in serving
the needs of the general public at the LTO district
office level.

The Land Transportation Regional Office (LTRO) in
Eastern Visayas covers the provinces of Biliran, Leyte,
Southern Leyte, Samar, Eastern Samar and Northern Samar.

One LTO District Office is situated at Naval, the
capital town of the province of Biliran. Four District
Offices are situated in the province of Leyte, namely:
Tacloban City District Office, Carigara District office,
Ormoc City District Office, and Palompon District Office.
Three LTO Extension Offices are newly created to answer
the needs of the ever growing clientele. These were the
Tacloban City Extension Office, the Baybay Extension
Office, and the Tabango Extension Office. Two LTO
District Offices are situated at Maasin and Sana Juan,
Southern Leyte respectively.

The province of Samar has two District Offices
located in Calbayog City and in Catbalogan, Samar.

Eastern Samar has a lone District Office situated in the
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capital town of Borongan and an Fxtension 0ffice at
Guiuan, Bagtern Samar. Likewise, Northern Samar has a
lone LTO District Office in Catarman, with extension
offices situated at Laoéng and San Isidro.

Eastern Visayas caters to a large clientele for the
Land Transportation business since 1t is located at the
middle part of Luzon andrMindanao. Many land transporﬁ
operators compete for franchise approval that will grant
them the authority to legally operate their business in
the area. Hence, the presence of LTO district offices is
necessary in order to cope up with the ever increasing
volume of motor wvehicle registrants and the processing of
drivers and conductors’ licenses as well as the student’s
permit applications at the LTO district offices.

The seat of LTC Eastern Visayas Regional Office is
situated at the old Army Road in Tacloban City where the
offices of the Regional Director, Assistant Regional
Director, Administrative oOfficer, Chief of Operations
Division, Chief of the Financial and Accounting Division,
Legal Officer, Human Resources and Management Officer and

Planning Officer are located.
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The LTO Reglonal Office was created in 1978 with
Vicente E. Mate, dJr. as its first appointed Regional
Director. Its original office name was Land
Transpertation Commission of LTC.

In 1986, a reorganization tock place after the EDSA
Revolution when then President Corazon C. Agquine was
installed to power. The name of the office was changed to
Bureau of Land Transportation Office with Atty. Ramon G.
Cuyco as Regional Director. From then on, management of
the LTO both in Central Office and Regicnal Offices level
became so uptight due to power struggle wherein “survival
of the fittest and elimination of the unfit” appeared to
be the slogan of the process. Hence, personnel at the LTO
especially at +the district level who were the front
liners in the delivery of services to the general public
ware warned of the conseguences for misdeeds committed
against clients during business transactions at the LTO.

The problem of employees’ misdemeanors preoccupied
the LTO management that ©research studies on the
appropriate management style to be adopted by wvarious
district offices covering the LTO Regional Office

geographical area of responsibility were recommended to

%



ascertain the ccoperation of the rank-and-file employees
as well as the satisfaction of LTO clientele as regards
the operation process at the LTO district office level.

According to Manz (1995:38) a good manager manages
with a fﬁeling mind and a thinking heart. His charisma
should not be measured in terms of physical attributes,
but more of hi; moral wvalue. Like an orchestra, he 1s the
band leader, synchronizing the tunes of all the different
instruments to produce a beautiful piece of music, and
whenever there is discord, he immediately fixes it.

The competencies of district officers need to be
examined. The management competency along the four
operational functions such as registration, licensing,
law enforcement, adjudication of <cases and their
management styles need to be enhanced and strengthened by
the district officers.

It 1is in the light of the above idea that the
researcher considered it wise to conduct a study on
management competencies of LTO district officers in
Fastern Visayas as basis for a management development

program.



Statement of the Problem

This study was designed to ascess the management
competencies of Land Transportation Office District
Officers serving as basis for a management development
program for district officers in Eastern Visayas.

Specifically, the study attempted +to answer the
following guestions:

1. What 4is the ©profile of the District officers
relative to:

1.1 sex;

1.2 age;l

1.3 civil status;

1.4 educational attainment:;

1.5 number of employees supervised;

1.6 in-service training attended

1.7 years in present position

1.8 monthly income; and

1.9 performance rating

2. As perceived by the LTO rank-and-file employees and
its clientele, what is the level of management competency
of the district officers along the following operational

functions, namely



2.1 registration;

2.2 issuance of licenses;
2.3 law enforcement

2.4 adjudication of casess

3. Is there a significant difference between the
perceptions of the rank-and-file employees and their
clientele on the level of competency of LTO district
officers with —respect to the foregoing operational
functions?

4. As perceived by the rank-and-file employees and
their clientele, to what extent is the level of the
following management styles practiced by district
officers, viz:

4.1 autocratic;
4.2 compromiser;
4.3 executive;

4.4 developer; and
4.5 bureaucratic?

5. Is there a significant difference between the
perceptions of the two groups of respondents with respect
to the extent of management styles practiced by district

officers in the above mentioned problem?



6. Are the perceptions of the rank-and-file employees
and their clientele on management competency and styles
of the district officers relate significantly with the
following variables?

6.1 age;
6.2 sex;
6.3 civil status;
6.4 civil status;
€.5 in service training attended
6.6 years 1in present position
6.7 monthly salary; and

6.8 performance rating?

7. Based on the findings of this study, what management

development program can be evolved/developed?

Hypotheses

The following hypotheses were tested in the study:
1. There 15 no significant difference between the
perceptions of the rank-and-file employees and their
clientele on the management competency of district

offices along the following operational functions to wit:

1.1 registration;



1:2 issuance of licenses
1.3 law enforcement; and
1.4 adjudication of cases?

2. There is no significant difference between the
perceptions of the two groups of respondents with respect
to the management styles practiced by the district
officers namely:

2.1 autocratic;

2.2 compromiser;
2.3 executive;

2.4 developer; and
2.5 bureaucratic?

3. The management practices and styles perceived by the
rank-and-file employees with respect to the LTO District
officers perceptions do not relate significantly with the
following variables:

3.1 Age;

3.2 Sex;

3.3 Civil status;

3.4 Bducational attainment:

3.5 No. of émployees supervise;

3.6 In - service training attended; -
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3.7 No. of years in present position;
3.8 Length of service:
3.9 Monthly salary:;

3.10 Performance rating.

?heoretical Framework

This study is fortified and strengthened by the
theory that “a sound organization structure is imperative
in order to make possible a most effective management
job, because it creates the pattern that determines the
accountability, the relationships, and the performance of
2ll the members of management {Gutierrez et al., )" The
lack of sound management and organization structufe
causes many of the perplexing problems of management.
This structure refers to a clear cut statement of the
organization’s basic objectives, 1in developing an
adequate criteria for measuring the attainment of end
results desired and the evaluation on the effectiveness
of management performance.

This is further supported by France’s ({Trice,
1993:157) System Theory which states that the approach of

viewing the process of organizing is a system of mutually
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dependent wvariables consisting of individuals; for
organizations or arrangement of function; internal
organization; reciprocal pattern of behavior arising from
role demands of organization and role perception of
individual and physical envirenment in which the work is
performed linking these wvariables are communications and
balance for system parts maintained in harmonious set up
with each other that includes man, machine, and
interpersonal relationships.

The management of the Land Transportation District
offices in Eastern Visayas, is tantamount to its various
elements consisting of office personnel, 1ts in
individual functions, the behavioral aspects of the
personnel and their clientele. during their business
transactions; the physical conditions and locations of
the establishments where individual functions take place
as variables to constitute a system.

Thus along this line, management of an organization
carries with it the implementation of the policies, rules
and regulations which are imperative in carrying out its
objectives in its operatien process. Its operation is

governed by laws, rules and regulations having its own



12

purpose, goals and objectives, manned by employees who
act with in the guidelines of existing policies, rules
and regulations established by the LTO Central Office
with the direct supervision of the head of the agency who
has the over all command in the distriet level.
Management practices may wvary accordiﬁg to the needs of
circumstances, and the receptiveness of the rank-and-file
employees to the LTO Central Cffice policies.

Proper management most necessarily exists in the LTO
District Offices to attaiﬁ its desired objectives that is
to facilitate better, if not the best services for the
clientele satisfactions. One may find ne choice for
management is an indispensable factor in an organization
factor in the office operations process.

It d1is therefore imperative that LTO District
Officers must know their functions well and to be given
more time, properly perfermed to bring about better
service to the clientele so as to enhance development and
growth of the entire organization. In carrying out these
functions the officer must have in mind that there is no
one technique which is likely to be applicable in any

situation. He should always be open to an oﬁtion for the
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practices of contingency management, which act on
specific demand of ciréumstances rather than blindly
follow a set of hard rules and fast principles. He must
conform to the idea that in management although one
course of action may produce good results in one
situation, it may however utilize an entirely different

technigue which may be wiser under other circumstances.

Conceptual Framswork

The paradigm as presented in figure 1 shows the
correlates of the management styles, operational
functions and profile of district officers in terms of
age, sex, civil status, educational attainment, no. of
employees supervised, in-service training’s attended,
length of service, no. of years in present position,
monthly income and performance rating.

The top box portion represents the effective LTO
District Officers,! while the second box downward

represents the policy redirections.
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COMPETENT DISTRICT OFFICERS

;

MANAGEMENT DEVELOPMENT PROGRAM

T

FINDINGS AND IMPLICATIONS

T

District Offices District Offices District Officers
Mgt Competency Related Variants QOperational Function
Autocratic — Sex . Registration
Compromiser Age B Licensing

. Civil Status 4 Law enforcement
Executive
Bureaucratic Adjudication of
Developer application of cases

FN
CLIENTELE RANK FILE EMPLOYEES

LTO DISTRICT AND EXTENSION OFFICES IN EASTERN VISAYAS

Figure 1. The Conceptual Framework of the Study




The third box represents the respondents
perceptions. The inner circle represents the LTO District
Officers while the outer circle comprises the management
styles, operational functions and profile of the District
Officers. On the left side of the circle 1is a box
representing the rank-and-file employees, while the box
on the right side represents the clientele of the Land
Transportation Office. ©On the lower portion of said
paradigm is the representation of the District Offices in
Eastern Visayas.

In the course of this study, the data gathered from
the respondents  were statistically  analyzed  and
interpreted .as the bases in the .formulatian of policy
redirections to ensure attainment of the ultimate aim of

the study, wviz: effective LTO District officers.

Significance of the Study

This study is of paramount importance to a number of
groups for it involves an assessment of the management
competencies and styles of the heads at LTO district

offices in Eastern Visayas.
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It is further siﬁnificant as 1t assesses the
weaknesses of the management system on the part of the
LTO District Officer in coming up with the organization’s
standards that will necessitate measures ~ for the
enhancement of efficient service to the general public.
Likewise, it is significant both for the rank-and-file
employees and the clientele since it gave them a chance
to rate and evaluate the district officers level of
management competency in carrying out the day-to-day
activities at the LTO district offices in relation to the
management styles and operational functions of the
offices.

The study likewise helps determine the progress
being made by LTO district officers in their position as
managers.

Thus, this study determines which type of management
system has to ge modified and what policy redirections
have to be formulated to meet the needs of the general
public who are primarily affected by the District
Offices’ operations in the motor vehicle registration
“ process and in the issuance of drivers and conductor’s

licenses as well.
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The advent and  rapid evolution of modern
technologies has uplifted the development of the
community and suited to the needs of the inhabitants,
likewise  requirement  evaluation  through monitoring
system. Hence, it becomes imperative proper to upgrade
management practices in order to satisfy and answer the
needs of the clientele as well as the entire community
populations thereat. This seems to be a very tough
executive job requires management expertise but this must
be seriously carried out for the development and
improvement of  the socliety’s  awareness to  its
environment.

This study further provides vital information on how
district officers manage the district offices in Eastern
Visayas, and to what extent are their managemet styles
being accepted by their subordinates.

The findings of the study will alsc ascertain the
know how and capabilities of the LTO district officers,
thus providing the readers clear information on how these
offices are being managed by the heads assigned to said

funetionaries.
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The researcher likewise hopes that this study will
certainly dimprove the managerial skills of the LTO
district officefs through the developed training program
that will contribute to the better understanding of the
district officers of the skills and styles they ought to
possess, developing in them their skills and leadership
potentials weli as harnessing them to the fullest.

Finally, the results of this study may serve as
springboard for conducting similar studies in the other

parts of the region.

Scope and Delimitation

The primary concern of this study was to assess the
management competencies and styles of LTO District
Officers in Eastern Visayas as perceived by their rank-
and-file employees and clientele in order to develop a
Management Development Program for District Officers.

Particularly, the research environment of the study
included the :il LTO Dis?rict. Offices and* six Extension
Offices in the region, which are: Borongan district
office, Baybay extension office, Calbéyog district

L]

office, Catarman district office, Guizaun extension
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office, Lacang extension office, Maasin City district
office, Naval district * office. Ormoc City district
office, Palompon district office, San Isidro extension
office, San Juan district office, Taclocban Ci;y district
office, Tacloban City extension office, Tabango extensiog
office. ' ' .ot

The respondents of this study were randomly selected
rank and file employees and clientelg. AIl in® all, there
were 100 rank and file employees and 289 clienéalé.

The study was limited'%d the following variates: the
personal and professional characteristics of the district
officers, the management competency of the district
officers along them their operational functions such as
registration process, »issuance of licenses, law

‘enforcement and adjudication of apprehended cases and

their management styles c¢lassified as autocratic,

compromiser, executive, developer and bureaucratic.

The study was conducted during the third and fourth

guarters of fiscal year 2000.
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Definition of Terms

For better understanding, some terms used in this
study are hereby conceptually and operationally defined
in the light of what meanings authorities and this study
may have intended for them.

Adjudication of cases. In this study it refers to

the appraisal of wviolations imposed by Traffic Law
Enforcement Officer to those wviolators of the traffic
rules and regulations, whether the apprehension is wvalid
and thereby imposing the proper corresponding penalties
prescribed by the LTO office.

Administration. The term refers to the comprehensive

or over-all efforts to direct, gquide, integrate, and
associate human strivings to focus towards specific
purpose or end (Ordway, 1981: 3). In this study it refers
te the district offices of the Land Transportation Office
in Eastern Visayas.

Autocratic. As used in the study, it refers to the

head of an office who exercises full control over his

subordinates.

Bureaucratic. As used in the study, the term refers

to the head of an office who exercises a centralized
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system in running the affairs of an office through
departmentalization of the operational functions in his
efforts to carry out the activity in his office.

Compromiser. As used in this study, it refers to the

’

head of an office who wants to develop his subordinates
by giving them authority to do things that are so
important to the office operators, especially in his
absence from office as a form of training for the
subordinate’s future career.

Contreolling. As used in this study the term refers

to management function that requires the manager or the
head of an office to guide the employees of what to do.
It sees to it, that the work is carried out in terms of
performance standards which management has established.
The manager tries to know what is to happen so that he
can step in and make changes in the procedures if changes
are necessary to ensure that the cbjective is fulfilled.

Coordinating. As used in this study, it is a

management Ffunction wherein the manager ensures that the
organization’s work units cooperate with the other
segments as maximum assistance to the whole

organizational operations process.
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Directing. ©One of the management functions that
includes not only telling the employees of what to do,
but ensuring that they know what is expected from them
and helping transform vision and improve the development
of their skills. Foremost, it includes uplifting morale
te ensure that subordinates would do their best in any
assigned tasks.

District Officers. As used in this study the term

refers to LTO personnel who are heads of District Offices
who are responsible in implementing LTO policies at the
district level.

Education. As used in thié study the term refers to
a process of training as a means or acguiring knowledge
and the development of skills, mind and character through
formal schooling, with the end of influencing the learner

to change for the better.

Government. Generally, it. is defined as an

institution or an aggregate of Institution by which an
independent society makes and carries out those rules of
action which are necessary to enable men to live in a

» social state or which are imposed upon the pecple forming
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that society by those who possess the power or authority
of prescribing them (Martin, 1988:7).

Leading. As used in this study, the term refers to
cne of the management functions wherein the manager
initiates the move in performing tasks in the
organization which serves as guides, for the subordinates
to folleow.

LTO Central Office. As used in this study it refers

to the Land Transportation Central Office in Manila where
the policies and office rules and regulations are
formulated for the LTO Regional office té implement and
for the District offices to Execute.

LTO Regional Office. As used in this study it refers

to the Land Transportation Regicnal office, headed by the
Regional Director and Assistant Regional Director
respectively.

LTO District Office. This refers to the Land

Transportation District 0Office, headed by Supervising
Transportation Regulation Officer who executed the LTO
Central Office policies, rules and regulations pursuant
te the dimplementing guidelines through the Regional

Director’s office.
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Management. In general, the +term refers to the

direction, supervision and control of methods, money,
men, materials, machinery and maintenance, manufacturing,
marketing in an organized enterprise (Angeles and Garcia,
1981: 1). Specifically, the term refers to the executive
functions such as planning, organizing, staffing,
leading, directing, coordinating, reporting and to a
great extent it deals with the reporting of human,
financial and material resources.

Managerial Development Program. As used in this

study, the term refers to the management training program
developed based on the Ifindings of this study, and
contains training areas aimed to upgrade management
competencies and improve leadership styles of LTO
District Officers in Eastern Visayas.

Organizing. ©One of the management functions wherein

the manager has to decide what job will be created and
filled up with its duties and responsibilities attached
for the purpose of accomplishing its cbjectives.

Perception. Conceptually defined, the term refers to

the awareness or consciousness of a person to objects or

other data through the medium of senses (Ruch, 1983:
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294). As used in this study, the term refers to the
responses given by respondents concerning management
competencies and styles of LTO District Officers.
Planning. Conceptually  defined, the term refers to
the determination of a course of action to achieve
desired result. It is a process if thinking before doing
(Allen, 1986: 25). The term connotes a manager’s function
to decide what he wants to accomplfsh, setting a .short
and long range goals for his organization (Dale, 19%0:

5).

e Rank-and-File. Thils operationally refers to the
employeses in the organization of any government unit not
holding any managerial, supervisory or key positions.

Transparency. Conceptually, the term refers to a

full disclosure by the state of all its transactions as
mandated ;y law for examination purposes of the general
public (Art. 11, Sec. 28, New Constitution). It is the
policy of the state to provide information of all state
transactions involving public interest which the people
have the right to know particularly those dinvolving

expenditures of public funds, and other matters of public

CONcern.



Chapter 2

REVIEW OF RELATED LITERATURE AND STUDIES

This chapter presents a summary of selected related
literature and studies that provided the researcher with
better insights into the conduct of the present study. It
discusses the wvaricus literature and studies done in
relation to management practices and styles of managers

or heads of agencies.

Related Literature

Sutierrez et al (1975:34) claim that management is
as old as man and had its well-known beginning in the
dictator-slave, master-servant days. It has evolved wvery
slowly through the ages with few changes in its
dictatorial, authoritarian, and paternalistic techniques
which have been pioneered during the past 40 years for
the most parts of a limited number of successful
organizations in the United States of America, and in
some foreign countries. .

Just as an automobile is not the invention of any

one man but an aggregations of the invention of many, so
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this body of principles has been the contribution of a
number of men in the management field. Taylor (Drucker,
1971:362), one of ‘the pioneers, if not considered the
first authority to formulate principles of management,
explains that the fundamental principles of management
were developed through years of practical experience. He
opined that these principles can be applied in the
conduct of any business, large or small, parthership or
corporation, industrial or commercial, for they are based
upon the understanding of truth, that 4in their
fundamental objectives and ocoperations, all businesses are
alike. It is the application of these principles that
varies to suit the needs of the individual business
enterprise.

Morqcver, Tayior  {Drucker, 1975:374) adds that
managéaept in a real sense 1s a distinctive profession of
organizing and directing men, although 1its most
comprehensive meaning, is that management connotes- the
organization of materials, machines, eguipment and men
with the motive ;f effecting possible measures, for the

achievement of its desired results.
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Management success depends ‘largely on the eagerness
and cooperativeness of the employees, which plays a major
role in the attainment of the organizations objectives.
If faces various challenges that more measures are to be
undertaken in its course of operations to make it more
responsive to the growth of social and economic
development, especially at the Land Transportation
Office, that is being much expected by the clientele whe
are clamoring for an effective and prompt service when
they are processing motor vehicle registration
transactions as well as their Drivers and Conductors
licenses at said office.

Bartol (1998:34-36) said that there are five -jobs of
manage?ent, namely, (1) to wvisualize result; ({2) to
interpret customers needs and potential markets for its
organization’s  services and evaluate its  current
operating position, didentify and forecast significant
areas and trends, and problems related thereto, to
develop and establish objectives, peolicies, programs,
pbudgets and whatever other basic controls that are

necessary for governing an administration’s affairs
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effectively: (3) to attain result through pecple; (4} to
look for improvement:; and {5) to develop subordinates.

The same author further emphasized, that management
compromised three major phases which are the management
of money, of things, and of people. To accomplish every
part of the program, decisions are wvery necessary to
carry out its purpose for the realization of its
objectives.

Bethel and Newsfrom {1990:30) maintain that
mandgement is a unique occupation. It is a process of
obtaining, deploying, and utilizing a variety of
essential resources to support of the organization
ok;jectives. They admit that the most important resources
of an organization are its employees. On the part of the
manager, he devotes a large portion of the efforts to
planning, organizing, staffing, activating, “and
controlling the work of the human resource. One clear
distinction between 2 manager and the employees is that
the manager directs the works of the others, rather than
performs the work himself.

Riccuci (1992: 137), on the other hand, states that

"{ﬁgjority of the managers are caring and thoughtful in



their approaches to the challenges they faced in their
desire to achieve the quality management which are
necessary .for the SuUCcess of management in any
organization. The typical recommendations for improvement
of management quality focus on modifying the selection
criteria for new managers and by providing more
trainings, particularly trainings that are tailored to
manager’s needs (U. S. Merit System Protection Board,
1992a).

DiPadova and Paerman (1993:211) stressed that as
m{age;s move up the ladder from first-line supervisor to
middle or upper management positions their definitions of
their managerial skills likewise changes. Some say that
there is a division of labor, with first-line supervisors
focusing more on the internal roles and higher-level
managers having more external 'problems and
responsibhiliities. But others helieve that gach role
applies to all level of supervisions, though the exact
nature of the work will change.

Paerman and Peter (1991:43) likewise affirmed that

in comparing the managers at different ievels, some may

guestion on the different roles that must be emphasized



at the different supervisory levels. Differences in the
complexity of the role definitions at the different level
of supervision should likewise be studied and
distinguished in order to arrive at a wvalid explanation
for a correct answer to the issue. A c¢lear finding is
that, in almost every set up of an organization, the
external, entrepreneurial, innovative roles are seen more
centralized to mid and upper-level managers than to
first-level supervisors.

However, some managers are limited by orderly narrow
views of their roles. They may be unaware of the full
range of management responsibility or they choose to
ignore parts of the job that they find more difficult or
distasteful, thus limiting their effectiveness. Analyzing
Further how managers deal with problem employee 1is very
much complex because this is one area wherein the
different factors we have been considering will come
together, where we can look simultaneously at the effects
of the civil service rules and regulations, of the
organizational environment, of the budget, and of

manager’s own perceptions and skills levels.



Franklin and Ban {1994:211) point out that the
Natiégg; Performance Review envisions a reward) system
based on measurable outcomes, but many organizations will
find this very difficult to implement. The conflicts
between the different strands of reforms may also cause
implementation problems, such as between the call for
budgetary deregulation including the abolition of
personnel ceilings to cut over excess employvees.

Total Quqliby Management sends very mixed messages
to managers about who they wvalued and what role thesy are
to play. At the extreme, it is based on a wvalue system
that sees most people as wanting to do good work but are
being hampered by management. Problem enmployees are
sometimes caused by poor management in an organization.
Many may thrive on the challenges of a more participative
workplace while others will continue to be problem
employees. Many of the wvalues espoused by the proponents
of culture change are directly antithetical to some
agencies traditional values. Organizations that already
have some elements of an adhocracy culture will find it
easier to move to the fluid decentralized entreprensurial

style advocated by the process. But those with the most
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traditieonal hierarchy culture are likely to find this a
very different system. Further, managers are used to
defining their roles as largeiy or entirely internal will
have trouble taking on the role envisioned by the
raforms. |

Most workers on culture change see that management
is a multi-step process involving considerable effort
over a long period of the time and with a considerable
risk of failure. Simply offering. trainings on new
approaches is unlikely to change behavior or underlyving
culture values; it must be accompanied by changes in thg
organization’s reward system or incentive structure.

Management is simply the art of getting things done.
It has been observed that an office which is badly
managed simply goes wild and lead on to bankruptcy.
Hence, its functions which encompasses the selection,
training and supervision of the activities of an
efficient staff, with gualified understudies who can
assume supervisory positions in the case of promotion or
vacancies occur. It likewise include the executive
function of maintaining a high level of individual and

group morale through consistent application of the office
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personnel policies and effective management operation
process.

Personnel management must deal with the present and
be concerned with the future. It must build programs that
solve problems in the framework of today and tomorrow,
But if it i1is to perform its tasks effectively as
possible, it must alsc aware of the past. Forces and
factors, and experiences in the past have their impact
upon the present and future. It has three human aspects,
namely: Dimension of human factor; human aspect of
motivation: and human aspects of executive behavior.

Under human factor, it is said that personnel
management seeks, as to help bulld effective and
satisfied working team. All executives in their personnel
responsibilities must therefore give due consideration to
the technical skills required of people, which is
considered the factor in production aspect.

Personnel management as a specialized organizational
unit or as a part every executive Jjob must assume
responsibility for the appropriate utilization of people
in an organization. In this part therefore, attention is

directed to some key and tasks of utilization.
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The concept of personnel management relative to the
meaning of the terms labor and personnel must be made
clear. To some, labor is meant cooperative workers, while
others use personnel to mean higher level of employees or
as a more euphonious term for labor. But however, the
same may be used interchangeably as the human factor in
the business enterprise.

The responsibility of performing functions to
achieve desires results has been placed upon management.
The primary responsibility for personnel management in a
company must be in its top management.

The President, subject to the approval of the Board
of Directors, must be assigned the tasks of setting the
tone of human relations 1in establishing the broad
objectives, plans, and policies of personnel management,
by way of assignment to various subordinates executives
the tasks they are to carry out; of coordinating
. personnel efforts, and checking to- ascertain if the
personnel plans are executed.

Indeed, management is always the key factor for the
success of any organization whereby constituting two or

more persons engaged in a systematic effort to produce
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goods and services. Hence, the effectiveness and
efficiency of managers guality should ways be considered
for the smooth operation and success of an organization
for the accomplishment of its desired objectives.

Management in an organization is indispensable in
nature and thus invelves massive planning on the part of
the manager to carry out the decisions. Deciding what to
do and make the people move in an organization constitute
planning which is an essence in the management process.
It is likewise considered as a system which the parts or
subsystems of an corganization must interrelate and are
independent on each other.

Further, it 1s emphasized that the success of an
organization depend largely on the management system, and
the application of the same in any organization s
contingent upon the situational circumstances; the
competence and resources of the organization; the mission
or purpose of the organization; the values and leadership
styles of the top managemeﬁt COoncern.

The role. of human resocurce management has at no

. times been more demanding and more responsive to the
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challenges of the nation’s struggle for industrial growth
and economic development than at present.

The increasing demand of a modernizing society fro
the effective drafting of manpower administration into
the management system, Thus, to'speed up the process of
growth, both in the public and private secters the
judicious management of people become an urgent matter.
This requires the commitment to the system, of leaders in
government and business enterprises, the training of the
executives and the development of the employees and
workers. The goals are not only to maximize economic
growth and development, but also to attain further
enrichment of the work condition and life of its
personnel.

An employee must therefore, dealt with as a human
being as well as a technical factor. Human beings
manifest themselves through interactions as well as
individual actions. Human aspects are subjective and
changeable, qualitative, and dynamic, varying with
cultural and personal backgrounds, ecconomic events, and
with passage of time; indeed a complex of perplexing

forces.
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Bartol (1998:127) stressed that management is the
pfég;;; of achieving organizational geoals by engaging in
the four major management functions of planning,
organizing, leading and contrelling. She  further
emphasized that management is an ongoing activity,
entails in reaching important goals and invelves knowing
how to perform the major functions of management.

Planning which is among the executive Ffunctions is
to mean the job or making things happened that would
otherwise not .occur. It is likewise an intellectual
process, the conscious determination of courses of
action, the basing of decision on purpcse, facts, and
considered estimates.

Improvement din an organization may be @ left
continuous planniAg. Modern personnel management must
rely upon the formal programs of development for all
kinds and all levels .of employees. The development of the
worker at the machine or the person in the executive
chalr are the concern of perscnnel management through
training, education and communication.

A training program has a much better chance of being

effective if it is well organized. To begin with, one
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person or unit in the crgénization should be made
responsible for training. A basic aspect of training is
the selection of trainable persons. Employees may be
selected for various types of training by havihg detailed
knowledge of- their past experience and training. The
selection and training of dinstructors is likewise
significant. Here 1is an excellent opportunit; for
supervisors. The supervisor who becomes skilled in
training methods can demonstrate to employees interest in
their welfare,

Education (know why) as well as training {know how)
is essential to effective performances by well - adjusted
people. Education must be concerned with understanding,
perceptions, and attitudes of” people at all
organizational levels. Operative employees, tend to work
more effectively when they feel +that management’s
objectives are significant and fair, when they understand
what management is doing, and when they agree that
management practices are justifiable. And executives in
turn can lead more effectively when they understand the
motives, expectations and thinking of the employees.

Though such natural understanding comes appreciation for
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each other’s interest and problems, adjustment in their
thinking and actions, and fair compromises in their plans
and interactions. Further, management cannot do an
effective Job of educating employees if it is not
knowledgeable about the thinking and attitudes of said
employees. {

Executive development dis a program by which
executive capacities to achieve desired objectives are
increased. Executive capacities implies consideration for
various personal abilities, potential as well as current
jobholders, and all managerial levels. Desired objectives
likewise imply consideration for the goals of the
organization, of the executives and of those being
managed. And the term increase implies that a change must
occur in the executive and subsequently in all
subordinates of the whole institution or-enterprise.

The significance of executive development is of the
encouraging aspects of perscnnel management which is the
role given to executive development at all levels from

supervisory to top management. The system has Dbeen

increasingly recognized that executives, managers, and

*
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supervisors at all levels can benefit from trainings and
development.

On the theory of morale development, in essence it
is conditional by a group’s understanding of the relation
bétween personal interests. It is develop out of a mutual
satisfaction of interests. Good morale has some very
important results for management and employees.
Management finds that subordinates are willing to follow
their requests and commands with enthusiasm and respect.
Indeed, work is done without the need of command or
supervision. This is a very pleasant condition for the
executive who find that employees will work hard in the
face of difficulties.

In line with the skills, resources, and management
commitment, the ability of the organization to develop
and implement a strategy and the commitment of operating
mangers toward achieving a successful strategy are
important success determinants. For instance, when the
management of an organization aecides to enter a mature-
product market, it is essential to evaluate the skills
and resources required to successfully launch this new

venture. Even a large firm with substantial resources may
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lack the necessary skills teo complete, when entering a
product-market that is new to the firm. The willingness
of the management team to favorably support the strategy,
is likely very important.

Even management of supply and procurement system in
any private and government organizations is also an
important factor in the study so as to find out the
method used in the procurement and utilization of assets,
supplies and materials that are of great value to the
whole operations process in any organization, which form
part of every executive’s functions.

The organization structure must specify three areas
of command and responsibilities for the preparation,
execution, and control of personnel functions. First, the
personnel duties and responsibilities of each member of
the management team must be specified. Second, the role
of staff personnel must be established, designating over
what functions they have authority and which of their
services are subject to approval by line executives. And
third, the relationship between the line employees, and

executives needs to be c¢learly indicated as to their
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specific areas of authority, —responsibilities and
conditions of cooperation and consultation.

Further, Bartol (1998: 219) explained that planning
is the process of setting geals, and deciding how best to
achieve them. To achieve that goal, an intensive efforts
will be made to understand the customer so it is possible
to respond to genuine needs to breakthrough products and
services.

To attain the +various objectives of personnel
management, the efforts of numerous people in a company
must be effectively coordinated. An appropriate
operational organizational must therefore be designed and
maintained. Such an organization would include the system
and procedures which incorporate the wvarious functions to
be performed and the organizational structures of
authority, responsibility, relationship of the persons
who perform the functions.

Organizing on the other hand consist of proper
delegation of power or authority. There must be unity of
command which means that duties, responsibilities and
authority to accomplish a particular functions should

come from a single superior to a single subordinate in
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order to have a satisfying result. A limited number of
persons reporting directly to one executive is advisable.
The larger the number, the more difficult it is to
supervise.

Organizing according to her, . 1s the management
function that focuses on allocating and arranging human
and non-human resources do that plan can be carried out
successfully. Through the organizing functions, the
managers determine which tasks are to done, how tasks can
be combined into specific jobs, and can be grouped into
various units that make wup the structure of the
organization. Staffing dJobs will individuals who can
successfully carried out plans is also part of the
organizing function.

Personnel problem must not only spell out needed
functions but must also established them into organized
responsibility patterns. A sound personnel procedure is
the basic tool for getting work done, that is
accomplishing the objectives. The broad function of
hiring, for example, to be effective must consist of an

orderly seguence of a number of detailed functions.
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The management of personnel has to be taken on an
increasing importance as companies have grown in size.
Information data and flows haﬁe to be increased to such
an extent that decision making.in personnel matters would
be obstructed without carefully designed and integrated
procedures.

As to human aspects of motivation, perhaps it is
considered as the most unique aspect of human factor.
People, undoubtedly more than any other living creatures,
are captains of their own destiny. They can wvary the
intensity of their efforts over a wide range, how they
apply technical skills depends upon their motivations
partly a financial matter and alsc a human matter.

As to human aspects of Executive’s behavior, it is
said that in dealing with 4individual and groups, an
executive affects people not only be the functions
performed, but also by acts, demeanor and appearance of
great significance 1in affecting individual and group
reaction is the set of attitude an executive holds
towards how the organization should be operated.

Thus holding conferences is a cooéerative efforts,

and the most effective technique for improving condition,
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increasing productivity and raising the morale of the
group. The main concern of management is the end result
of productivity which always carries with it the
effectiveness of the whole process.

On coordinating, which is, alse one of the
management’s function involve cooperating with all other
units in the organizational set up as reguired for the
most effective operation of the organization. It also
covers the reporting of results of organizational unit to
the supervisor and drawing attention to problems or
obstacles he has enceountered or even anticipates
encountering the same.

Leadership must see to it that all employees must
appreciate the total value of unity in order to solidify
the strength of the group for the purpose of achieving
the goal and objectives of the organization. This may
however, lies on the capability and ability of the
manager in arriving to this point of decision wherein all
personnel including himself are the beneficiaries of said
success.

Hence, leading which is one of the four major

management function involves influencing others te engage
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in the work behavior necessary to reach organizational
goals. It includes communicating with others, helping to
outline a vision of what could be.accomplished, providing
direction and motivating organizational members to put
forth the substantial effort reéquired. This function also
includes encouraging the necessary levels for change and
motivation.

Controlling is alsc one of the four management
functions aimed to regqulate ;rganizational activities to
that actual performance conforms to the expected
organizational standards and goals. To do the necessary
process of regulating, the managers need to monitor
ongoing activities, compare the results with expected
standards or progress towards goals, and take corrective
action as needed.

On the other hand, controlling embodies measurement
of performance against predetermined objectives. It
includes the gathering and analyzing of relevant facts
and adjustments of plans as reguired. The manager
controls his operations to achieye maximum effectiveness,

holding cost down to a minimum and not in excess of he

approved budget.



48

Evaluation of employees is cone of the most universal
practices of management. It i1s applied formally or
inférmally to all employees, operative, technical,
professional, and executive. Many companies use formal
plans primarily in connection with the operative
employees. Some management have been forced to give up
formal plans in favor of the security plan, for
determining rewards and privileges.

People do not come complete into an organization.
They learn to adjust to a new environment, increase and
sharpen the skills they have, become understanding
participants in organizational endeavor, and meet the
challenges of changing conditions.

In managing role and rank, to some cases should be
even relatively distributed to responses for an agency,
as a whole must mask significant differences among sub-
groups  and par£icularly among supervisors at the
different levels.

Management styles maybe autocratic or dictatorial
type; democratic or participative type; The laissez-faire
or the free-reign type. The autocratic or dictatorial

type of management refers to the system wherein the head
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of an agency uses authority and title to hide certain
shortcomings because he feels insecure. He is domineering
towards staff and co-workers, but submissive towards his
superior. The autocratic leader is rigid and reluctant to
delegate staff subordinates to participate in policy and
decision-making matters.

The democratic or participative type of management
is characterized by the leader’s candor for the
achievement of goals set by the group. He maximizes all
the communications and encourages open inquiries,
discussion and disagreement. Under this type of
management both the executives and their subordinates are
involved in the process of deliberating process which are
of u;cmost importance to the operations in the office,
before a final decision is undertaken for the purpose of
arriving to a particular decision that would be
beneficial both to +the general public and employees
concern. |

This type of management is likewise similar to the
concept of Management By Objective wherein the superior

and the subordinateés will discuss the goals and

*
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objectives of he organization, hence, open system
organizes external factors that provides direct actions.

The Laissez-Faire of the Free-reign is the type of
management which is characterized by the leader’s system
of management by giving complete freedom to group’s or
individual decisions, with the leader minimum
participation for the entire directions. This type of
management is premised on the belief that the members of
the group possesses the ability to solve the problems and
to determine their goals.

Every organization is composed of two basic
elements: People and their functional task which must go
hand-in-hand in the course of operation process in an
organization.. These two are inseparable for no cbjective
will be achieved without performing a task the barrier
and the path of good management 1s often the human
element, which 1s so variable and scmetimes so
unreliable. It is this wvariable element which requires
the closest consideration from management, and
understanding which can be brought about by slide rule

management or by wholly guided textbooks principles. This
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is so because human resource is the one responsible for
the accomplishment of the job.

Relationship between the executives and rank - and
— file employees must be always be smooth enough to
ascertain the flawless activities undertaken in the
operation process. Hence, leadership in an organization
should be taken into account that subordinates who are
considered the working elements in the enterprise should
be properly treated by letting them understand the tasks
assigned to them and the importance of the achievement
contributed to the success of the management in an
organization.

Since man is gregarious, he finds satisfactions and
feeling of belonging of being a member of a group. He
feels helpless in isolation. For indeed, no man is an
island by himself. Man’s desire for group membership,
however i1s not <condition alone by his gregarious
ginstinct. It can be for some other purposes. For man
realizes that alone, his voice would not amount to
anything. It would only be, “drop in the bucket”, as the

saying goes. BecalUse man realizes the need for unity, he
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is compelled to join. others, for man is also aware that
in ™unity there is strength.”

Therefore, employees organizations are strongly
encouraged to seek the improvement of employees morale.
And a good management musﬁ support this program because
employees who have high morale have a good performance in
their assigned tasks for they are well motivated in
carrying gout their functions that will certainly
produced a good result which will bolster to the
management success.

The salaries of the employees in an organization has
something to do with an effective management. Salaries
are a system of remunerating human resources in the
government. While for the majority of the employees, it
is the most important factor in acquiring employment or
occupation, for some distinct individuals and groups, the
money side may not rate that high. The same may still
does matter, but perhaps more paramount to their utmost
consideration is job best opportunity for self-
improvement. The determination of wages and salaries has
always been subject to many elements that includes cost.

of living, inventory of employees’ reqguirement, need for
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manpower, wage and salary standards, and analysis of the
structure and utilization of manpower.

Consistent wage and salary relationships are wvital
to the achievement of individual and group effort in the
organizaéion. Employs who are contented with their
salaries are no problems in an organization for they
themselves, initiates for the lively operatien in the
system which is a wvital factor to the management success,
hence objectives are easy to achieve.

However, when there 1is no fairness in salary scales
distributions, the manger will feel an unusual
cooperation from his subordinate in the day to day
activities undertaken in the office which only dindicate
of the failure in the management system.

On the other hand, “Real Executive” says Barnard,
(19?5: 61) former President of the New Jersey Bell
Company, and noted authority on management, “sets up
factors, and maintain the system of cooperative effort,
and then guides and stimulates and energizes the group in
its effort to work together within the system”.

Thus, when the executives moves from managing

persons over to stimulating, energizing and guiding them
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he will éet large results than when he seeks primarily to
think wup 2all the solutions himself. Consultative
management furnishes the executive with the decisions
which he needs for changing his emphasis from managing
persons to maintaining a system of cooperative effort
where each person manages more and more of his own
effort.

The ability and capacity of every manager ' or
administrator is being gauge by the success of an
organization he managed. Thus, to be an effective
manager, he must possess the ability to choose
appropriate goals and achieve them. And to be an
efficient manager, he must likewise possess the ability
to make the best use of available resources in the
process of achieving goals.

On the other hand, managers are classified into
First-Line Managers of First-Line Supervisors, Middle
Managers and Top Managers.

First-lLine Managers are those at the least level of
the hierarchy, who are directly responsible for the work
of operating employees. They often have titles that

include the word “supervisor”. They are extremely
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important to the success of an organizations because they
have the vresponsibilities of seeing the day to day
operations will run smoothly in pursuit of the
organizational goals, because they work at the interface
between management and the rest of the work force, they
can easily find themselves in the middle of conflicting
demands. At the same time, the power of the First-Line
Superviéors has been gradually eroding of such factors as
Union influence, the increasing educational 1level of
workers, the trend toward work teams, and the growing use
of computers to ftrack many activities formally regulated
by First-Line Managers.

Middle managers are located beneath the top levels
of the hierarchy who are directly responsible for the
works of managers at the lower levels. The managers for
whom they are directly responsible may be other Middle
managers or First-Line managers. Sometimes, middle
managers also supervise operating personnel, such as
Administrative Assistants and Specialists (e.g.,
engineers or financial analysts). Many different titles
are used for Middle managers, including ™“Managers”,

“pirector of?”, “Chief”, “Department Head”, and “Division
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Head”. Middle mangers are mainly responsible for
implementing overall organizational goals are achieved as
expected.

Top managers are those at the top levels of the
hierarchy who are ultimately responsible for the entire
organization. They are few in number, and their typical
titles include “Chief Executive Officer” {CEO)
“President”, “Executive Vice President”, Executive
Director”, ™“Senior Vice President”, and, sometime “Vice
President.” Top level managers are often referred to as
executives, although the term “executive” is also
sometimes used to include the upper layers of middle
managers as well. They have direct responsibility for the
upper layer of middle managers. They technically oversee
the overall planning for the organization, work toc some
degree with middle, managers in implementing that
planning, and maintain overall planning over the progress
of the organization.

Managers are likewise classified dinto functional
managers, General managers, and Project managers
respectively. Functional; mangers are those who have

responsibility for a specific specialized area of the
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said organization concerned and supervised mainly
individuals with expertise and training in that area.

General managers are those who have the
responsibility for the whole organization or a
substantial sub-unit that includes most of the common
specialized areas.

Project managers are those responsible for the
different projects undertaken by tﬁe management. The
success or failure of said projects lies on them.

With respect to my study on the “MANAGEMENT OF LAND
TRANSPORTATION DISTRICT OFFICES IN EASTERN VISAYAS” its
purpose 1is to find out of what type of management being
adopted by the District Officer at the LTO District
Office in carrying out the day-to-day activities when
they are delivering public service to the clientele.

Public office being a public trust must always
adhere to the utmeost clamor of the clienteie from the LTO
office personnel of giving a prompt and effective service
to them so as to achieve the goal and objectives of the
organization.

Management of all LTO District Offices are wvested on

‘the District Officer who are cloth with authority and who
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can adopt their own styles of management technique for
them to achieve the goal and objectives in their day-to-
day operationfs process and in enforcing guidelines
relative to the implementation of rules and requlations
as well as the policies issued be the Land Transportation
Central office.

A sound deveiopment at the Land Transpogtation
District Transportation Offices depends largely on the
management system adopted by District Officer assigned in
carrying out its gargantuan tasks to meet the needs of
the clientele being serves. This 1s always through the
assurance of proper sources in terms of monéy, materials
and people.

Thus, the management of all LTO District Offices in
Eastern Visayas 1s g¢gird towards the common goal of
promoting the fullest and sound development of these
offices for purpose of self-reliance in the decision-
making and in the formulations of solutions that will
outright answer problem that may arise within the area of
responsibility, especially in dealing with clientele who
are considered the indispensable factor in the existence

of the Land Transportation Office.
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A sound and healthy relaticnships between the Land
Transportation District Offices personnel and the people
around them should always be the common goal and
objectives of the management which will depend on the
heads of these agencies and the type of management system
they are undertaking.

Thus in carrying out the operations of an office the
choice lies on its head of what particular type of
management he or she will adopt to ascertain a sound
relationship between them and the subordinates to have a
harmonious cooperation within the organization, so as to
successfully achieve the goals and objectives as
envisioned in the program of an office.

The Land Transportation District Office in Eastern
Visayas are manned by personnel who are Civil Service
Eligibles appointed either by the Secretary of the
Department of Transportation and Communications or
directly by his Excellency, President of the Phiiippines
for those who are occupying the level II positions. For
level I positions, they are appointed by the Regional
Directeor in each region. However, these are all attested

by the Civil Service Commission through the CSC Regicnal
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Director, Their tenure in office are protected by the
Civil Service Law under its security of tenure and cannot
be removed from office unless there are valid causes that
will constitute valid reasons for there removal thereat.

Indeed, LTO District Offices management ate guided
by rules, laws and regulations. Policies and guidelines
are being fermulated by the LTO Central Office as guides
in carrying out the duties and functions of LTO District
Offices in  directing and  supervising for their
subordinates. Once they failed to follow the directives,
they are liable to their superiors'for failure to achieve
the goal and objectives set forth by the Office top
management.

Changes at +the helm of leadership at the LTO
District Offices depends on the new set up of personnel
who comprise the top management level at the LTO Regional
Office with the approval of the Central o0ffice, This
usually happens when they are eager enough to institute
reforms in the regional level for possible impressive
nationwide changes in the organization, and this process
never exempt any employee regardless of his creed and

status in his profession.
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Management in the Land Transportation District
Offices is simply a plain application of the bureaucratic
of centralized system implementation of government’s
formulated policies through the LTO Central Office and
for the Regional Cffice to implement and executed at the
LTO District Offices level.

The creation of the LTO District Offices owed to the
Land Transportation Central Office in Manila which has
the full authority to create the same and derived its
power from general laws, likewise from its own formulated
policies, rules and regulations with support of the
mother office, the Department of Transportation and
Communications.

These district offices have more or less complete
governmental Iframework, where the District officer or
head of the agency is appointed. The same are created to
implement administrative policies and undertake the
functions of Motor Vehicle Registration process, issuance
of Drivers and Conductors licenses, and to implement R.A.
4136 otherwise known as the Traffic Code of the
Philippines in the line with the infractions and other

violations committed by the motorists while operating
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their motor wvehiecle units on the highways with the end of
protecting lives and properties to satisfy the need of
the general public in the process if delivering public
service.

Said management in the LTO District Offices are
rigidly supervised by the Supervising . Transportation
Requlation O©Officers who are cleoth with authority to
implement measures and peolicies issued by the Department
of Transportation and Communications and the LTO Central
Office itself.

The Land Transportation District Offices in Eastern
Visayas has only toc depend upon on the policies, rules
and regulations issued by the LTO Central Office for
implementations and executicons which sometimes negates
the wisdoms of +the Regional Director and the District
Offices Heads in formulating ¢ their own measures that
would enable them to cope up with exigencies arising
within their area of responsibilities. Centralization of
the Land Transportation Office formulation of policies,
rules and regulations sometimes hampers the very
objective of the organization. Hence, immediate responses

to the problems arising in the LTO District oOffices
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oftentimes can’t even considered for an outright solution
for the officer concern. Thus, measures relative to this
situation should be given a great importance if only to
appease the public clamor of the ineffective services
rendered to them by the LTO field perscnnel in line with
thelr business transactions in said office. The same must
be given a paramount attention to alleviate the untoward
sentiment from the clients.

Though the LTO District O©Offices are revenue
collecting agencies the same don’t have the authority to
second even a single centaveo for any outright improvement
in the office and said collected amount 1is directly
transmitted to LTC Central Office through the National
Treasurer of the Philippines. Said procedure makes the
LTO District Officers handicapped in its desire to
initiate improvement to the office in their capacities as
heads of the agencies due to the financial constraints
brought about by said existing policies undertaken by the
Central Office.

LTO Central Office maintained and wields the supreme
power to supervise overall Regional Offices which in turn

have the full authority and contrel over the District
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Offices. It likewise prescribes the detail of work to be
done and the procedure to be followed by the Regional and
District Offices.

The management of LTO District Offices are subject
to more or less continuous supervision and control by the
Regional Office top management personnel in order  to
provide wvalid information on policies of administration,
and to ascertain that guidelines are all strictly observe
and followed by the office personnel in said
organization.

Management, particularly in the government sector
always adhere to the saying that “Public Office is a
Public Trust”, therefore any employee regardless of his
position must render service to the public above himself
and this can be attained only with the presence of an
effective management in an organization.

Thus, as a dozer, Mayor Jaime Fresnidi of Muntinlupa
City reminded his City Hall employees that public office
is a public trust and that they are accountable to the
people. He emphasized that they should follow the City’s
Credo which says that “as public servants we must at all

times be ready and willing to provide assistance through
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efficient, honest, fast and highly innovative
professional services.”

As government employees, we are duty bound and
mandated by law to give out best performance to the
public. We cannot afford to be lax in our duties, for it
is our prime goal to be the most efficient servers, he

stressed (Philippine Star, January 11, 2000).

Related Studies

This section reviews some related studies conducted
and considered relevant and pertinent to the present
study. These cited studies will provide the researcher
more inputs in the systematic and efficient conduct of
this study.

g’fg;lazér (1993) din his <research entitles ™The
Management Functions and Operational Decision of Public
and Private agencies™ tried to investigate that
management 1s a phenomenon in itself, a system process
universally known as an instrument in the human effort to
maximize the results of endeavor, agency or
organizational objectives. From the finding of the study

it is a process of accomplishing task effectively.
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Management has inherent functions, essentials which
sequential of rules and principles as to be systematic of
interaction toward a desired outcome. Consequently this
management  functions, wviz, principles -are evolved
flexible and fluid of adjustments as well as dynamic of
change and contingencies. On this premise, this study has
emerged from three distinct functions of Planning,
Budgeting and Human Resource Development along with the
operational decisions encompassing toward action
implementation. The functions chosen are distinctly non-
seguential but t relevant as essentials to every
management operational basis of resources and purpose.

lut (1991} dinvestigated the extent of management
and the gquality of management of-- fishery school in
Eastern Visayas along five dimensions namely:
instruction, pers;;;el, finance, physical facilities and
style management. Based on the findings of the study she
recommended the Ffolleowing: The scheool administrators
should aim to equally manage the physical facilities and
the school personnel along with the other dimensions in
the school system to the highest extent and to the

highest gquality as the quality of the instructiocnal
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output depends so much on the preparedneés and competence
of. the human resources of the school and the adequacy and
functionality of the =school’s facilities. Moreover,
workable policies could be formulated by policy makers
and concerned authorities for school administrators to
institute so that deficiencies could be corrected and
institutional cbjectives could be better attained through
improved management services.

erra {1990) in her study entitled *“Management
Styles On The Quality Of School Governance In Selected
Private High Schools And Colleges In Eastern Visayas”,
tried to assess the plight of operation 1in said
gstablishments «o find out whether the same can cope up
the challenges of the rapid changes and complexities of
the present society’s demand in order to acquire better
education that will promote better life and economy of
the people in the community. She concluded that based
from the findings of this study, the respondents schools
seldom perform functions in the category of
entrepreneurial management style. It was also found out
that quality of. performance of respondents schools

generally belong to the same level among the varied
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management functions. It shows that frequency and gquality
performance have the same management style which is the
traditional type of management. The six group of
respondents namely the board of trustees, owners,
stockholders, administrators, teachers and students have
different perceptions about the performance of varied
management functions. The. teacher’s mark attitude and
their mark satisfaction level were on the average. The
management style has no significant relationship to staff
development and physical planned and faclilities
development.

’,/Fggela (1998) in his thesis entitled “Management
Competence Of Secondary Level Manager Of The 8" Infantry
Division, Philippine Army In Eastern Samar” mentioned
that 1like any other dinstitution or organization, the
Philippine Army particularly the Infantry Battalion in
Eastern Samar are managed or commanded by a Manager which
in this case, the Battalion Commander. Findings revealed'
that the battalion commander delegates authority to
supordinate commander and a staff who assist him in the
performance of some of his duties to ensure efficient

management and control of- the unit. The commander
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discharges his responsibility through an established
chain of command. This is usually carried out by staff
officers who have specific areas of responsibilities, who
at the same time expected to possess thorough knowledge
and understanding of the commander’s concept and mode of
operations to be able to act with complete confidence in
his absence.

//,f?ébilada (1998) in his thesis “Predictors of
Managerial Performance and Productivity of Elementary
School Administrators Policy Options,” found out that the
functions of administration is exhibited in its complex
from in the management of a school where several types of
activities are involved . and specialization of work
appears. In its broadést sense, school administration
means setting things done in the effort to educate the
children. Hence, an administrator should get invelved in
planning, organizing, directing, coordinating and
contrelling all phases of the activities in the school so
as to provide a desirable and productive school
environment fér the pupils. Administration involves as
array of human and materials elements which may be

structured to effect harmonious and productive
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relationships as a sound climate for the education
process.

jzrglores (1998) in her study “The Performance And
Management Styles Of Teachers In Science And Health In
The Central And Barrio Schools In The Division Of
Biliran: Bases for a proposed Program For Science and
Health,” found out that learning to be effective, the
teacher must discover the point of refersnce that would
conseqguently bring about the demands of a scientific
literate society to strengthen science instruction, for
the purpose of pinpointing competent teachers who could
be relevant in harmony with the contemporary science
‘education. Furthermore, she stressed that the researcher
should know how teachers perform their teaching process
in Science and Health on the basis of what management
style they Iwill be using in order to obtain the sound
cooperation in moving towards the desired result. she
revealed that all managers develop a style of moving or
motivating. subordinates. Teachers can be motivated the
way how these styles of management that can determine the

achievement of the goals of science and health teaching.



////Aienoguin (1997} in his thesis entitled “The
Managerial Competence Of Schools Administrators In The
Nationalized Secondary Schools In The Division 0Of
Biliran: Basis For An Improved Educatibnal Management”,
pointed out that people constitute an organization’s most
important and wvital factor in its success or failure,
while the human factor determines both its input and
output, it is also its most-significant inputs and output
in many instances. Thus, he emphasized that the place of
organization cbjectives are largely attributed to the
successful human  resource management. Likewise he
stressed out that not only as sophisticated management
recognizing that the people element is a significant
resource, if not a single most important resources being
employed, but to admit also that is the least understood
and worst managed of the employed in the public and
private sectors. .

He pointed out that manger play a vital role in the
effective and efficient wmanagement system of any
organization. The necessity of a sound management is

deeply felt becanse of its wvalue in the achievement of

i
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the organizational objective aimed in  overceming
éttendant organizational problems.

viero (1997} in his thesis entitled “The
Administrative And Supervisory Styles ©f Secondary
Schools Administrators: Basis For Policy Redirection,”
pointed out that the Philippine educational system is
facing a crucial stage in its effort to make education
more effective and relevant to the goals of the HNew
Republic. He emphasized further that the Department OFf
Education, Culture and Sports has prepared a
comprehensive program of educational vreforms to be
carried out by the schools. It started with the
elementary through the Program For Decentralized
Education {(PRODED) and the Secondary Education
Development Program. {SEDP) for the high school. He
revealed that the weakest link in the educational system
is the secondary education which is attributed by several
reasons, for this failure. And these are the results in
national tests as the consegquence of a poor academic
instructions, likewise the poor administrative and

supervisory styles of the school administrators.
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///?he study of Mana (1999) entitled ™“Supervisory
Practices Of Vocational School Administrators of Northern
Samar Division: An  Appraisal” revealed that the
supervisory practices of vocational school administrators
and principals in the division of Northern Samar relative
to their functions as not only planners, organizers,
leaders and controllers, but more than these, they have
reoles tom play as follows: 1) Managers work with and
through people by working with anyone at any level,
-within or outside their organization; 2) Managers who are
responsible and accountable superiors, responsible for
the actions of their subordinates, 3) Managers, in charge
of seeing to it that tasks are accomplished. 4) Managers
who ‘balance competing goals and set priorities. 5)
Managers who think analytically and conceptually, by
braking problems into components and viewing the entire
tasks, and 6) Managers, who make difficult decisions, who
act as mediators, politicians, diplomats and who
represents the entire organization.

Sierto (1993) in his dissertation entitled “Tﬁe
M ﬁgement Of Local Government In Northern Samar: Input

To Policy Re-Direction,” stressaed that the sources of any
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organization depends largely on how well it is being
manage. Be 1t a public or private enterprise, small or
large, such as a church, a university or a small local
government unit, the same management plays a major role
‘Af only to attain the organization’s objéctives. In the
light of the findings derived érom the study, the
following conclusions were deduced: there is no
significant difference between the perception of tﬁe key
officials and the rank-and-file on the five management
functions which are planning, organizing, directing,
coordinating and budgeting. On the controlling functions
howe%er there is a significant difference in the
perception between the key officials and the rank-and-
file. The perceptions of the respondents on some
management practices are influenced by age  and
experience. But perception is not associated with other
personal variables such as sex, educational attainment,
civil status, religion and position.

//nggda (1992} in his dissertation entitled “The
Management In Administrative and Supervisory Functions: A
Proposed Reference Model For Secondary School Managers”,

aimed to evolve a reference model on time management for
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Secondary School Managers 1in the Administrative and
Supervisory functions of planning and organizing work,
utilization and management of resources, problem analysis
and decision making, instructional leadership and
personnel management, reports and statistics management,
public relations and community invelvement, and their own
professional development.

Findings showed +that all the secondary school
managers spent 40 hours a week on official time in the
performance of their administrative and supervisory
functions, with 22% of it spent in planning and
organizing work, 15% in utilization and management
resources, 14% in instructional leadership and personnel
management, 12% in public relations and community
development, 11% in reports and statistics management,
and 11% in their own professional development. Along this
line, differences of one hour and few minutes were noted
in the time management of the school managers when these
were grouped according to their sex, age, educational’
attainment, length of service, type of school they
supervised, type of their managerial position, size of

staff administered and managed, the presence or absence
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of supervisory designates in their school, and the size
of their student population, but these differences were
found not statistically significant. Between school
managers and their teachers, +the differences in the
reported time management of the subject school managers
were only significant in the functions of planning and
organizing work, a difference of about two hours. Thus,
the significant difference between the time management of
the subject school managers and the time management
implied from the performance appraisal system for key
officials (PASKO) suggests the need or these subject
school managers to manage their time more effectively.

The foreqoing review of related studies indicate the
influence of similarities of its purpose with the present
study in its search to find out what type of management
is being undertaken in carrying out day-to-day activities
of office transactions.

The étudies made by Guerra, Flores and Caviero, have
the same bearing with the present study as they
purportedly manifests for the management styles being
undertaken in carrying out the daily activities in their

business operations of the organization. Although the
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study of Guerra was conducted in private schoeol, both
studies of Flores and Caviere were conducted in public
schools.

Whereas the studies of Salazar and Palada are
similarly related with the present study in terms of
managerial and supervisory functions, but the three
studies differ from each other as Salazar study generally
cover both public and private agencies, while that of
Palada cope up with an Educational Institution in
particular while the present stﬁdy‘ refers to a public
agency only.

The'study of Panela, on the other hand, introduces
the Management In Military Infantry Division by means of
the process of Chain Of Commands in carrying out the day-
to-day activities in office 1in the performance of
specific functions. The same has a similar management
concept in carrying out the affair of the office, but it
differ from the present study as it is a non-military
organization.

Likewise the studies of Pabilada, Genoguin and Mana
have similarly the same bearing with the present study

purporting on the management practices being undertaken
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and how the capabilities of its management affect the
success 1in attaining its objectives, but differs in the
area of coverage as the present study is all about the
LTO organization while the former were all conducted in
Educational Institution.

The study of Macapafias (1998) is quietly unique in
nature for it invelves the management in Information
Technology in his desire to avail with the knowledge and
know how of the advent of technology which is now the
primary objective of every organization in its desire to
immediately facilitate the status of every matter
information’s availability which i3 covered by the
transactions, but it differs from the present study of it
especially treat the management styles of every LTO
District Officers in carrying out the day-to-day activity
operations in their offices.

The foregoing related studies, may somehow provide
valuable and relevant information as well as a clear
directions to the proper conduct of the study in
providing in rationalizing the warious factors identified

and brought out as resources in the present study in the
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light teo influence the interests of the readers on the
importance of managerial skills of every manager in line
with his capabilities for the purpose of achieving the
goal of the organization’s objective.

Much more, these aforementioned studies may serve as
the  basis of students’ interests in the course of
acquiring information covered by the different areas of
management system, and prove for themselves that the
success in human endeavor just lies at the.tip of their
fingers by way of a sound management system being adopted

either for themselves or for the organization they

belong.



Chapter 3

METHODOLOGY

This chapter describes the research methodology
applied in this study which includes research design,
instrumentation, wvalidation of the instrument, sampling
procedures, date gathering procedures and statistical

treatment of data.

Research Design

This study utilized the descriptive development
method of research using comparative and correlation
analyses. A survey gquestionnhaire was employed as main
toel for gathering the data for the study. The
questionnaire was designed in accordance with the
objectives of the study, and included variables such as
some operational practices namely registration process,
licensing, law enforcement, and adjudication of cases. It
also included wvariables on management styles being
practiced by district officers such as autecratic,

compromiser, executive, developer and bureaucratic.
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permissions from the LTO Regional Director, District
Officers and Officers-In-Charge of +the LTO District
Offices with respect to the conduct of survey were
secured. Thereafter, the survey questionnaires were
administered to the respondents of the study.

Buring the conduct of the survey, the researcher
have to interpose clarifying questions to respondents for
confirmation of some responses in order to eiicit further
information relative to the management system at the LTO
District and Extension Offices in Eastern Visayas.

Significant differences in the perceptions of
respondents and the relationships and influances'of some
variables on other variables were statistically tested.
Corresponding statistical tools like weighted mean, t-
test and Pearson product moment correlation were applied
in the analysis and interpretation of data "to provide
bases for accepting or rejecting the hypotheses in this

study.

Instrumentation

The instruments used in the study were researcher-

devised questionnaire/checklist and documentary analysis.
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They were designed to elicit vresponses abhout the
perceptions of the respondents on areas of interest to

the study.

The Questionnaire. Part I was designed to elicit

personal infeormation or profile about the respondents.
The profile included data on sex, age, civil status,
educational attainment, number of employees supervised,
trainings attended, years in present position, monthly
income and performance rating.

Part 1II was designed to find out the management:
competencies of district officers along the following
operational functiens, namely, registration process,
issuance of licenses, law enforcement and adjudication of
cases, using a five-point Likert scale of extremely
competent, wmoderately competent, slightly competent and
not competent with assigned weights of 5, 4, 3, 2, and 1,
" respectively. ‘

Part III solicited perceptions on the management
styles of district officers, namely: autocratic,
compromiser, executive, developer and bureaucratic using

a five-point Likert scale of always, often, sometimes,
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seldom and never with assigned weights of 5, 4, 3, 2, and
1 respectively.

Documentary Analysis. In order to have reliable data

cn the number of vyears on the present position of the

district officers, +the services vrecords of these
respondents were Jlooked into. The number of employees
supervised, monthly income and performance ratings of the
district officers were likewise looked into. The
researcher availed of these records from the record

officer of each district.

YValidation of the Instrument

The questionnaires were subjected to wvalidation to
ensure its answerability, obijectivity, understandability,
and to check the flaws in the items and directions
therein.

First, it was subjected to expert validation or face
validation. The researcher consulted his advisor and
research professor who are knowledgeable in research
development. Local government managers were likewise
sought for their comments -and suggestions as input to

possible revision and improvement.
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Second, the guestionnaires were pre-tested twice
with a one-week interval among the employees of the LTO
Regional Office covering the Administrative Division,
Operations Divisien, Financial and Accounting Division,
whose persconnel were not included in the final process of
the distributions of gquestionnaires for the responses
towards their perceptions of management competency and
management styles of district officers. Results of the
test were recorded and analyzed to find out if there were
items that needed to be changed, revised or deleted. The
finalized form of the dinstrument was reproduced and

distributed te the identified respondents.

Sampling Procedures

The survey covered the provinces of Biliran, Leyte,
Southern Leyte, Samar, Eastern Samar, and Northern Samar.
There are eleven LTO district offices and six Extension
Offices that comprise the Land Transportation District
Offices in Eastern Visayas. The respondents of the study
were the rank-and-file employees of the LTO district

offices and thelir clientele.
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In the case of selecting the clientele-respondents,
random sampling was applied. In determining the samples,

Sloven’s formula (Pagoso et.al 1985:18) was vused as

follows:
N
n= o
1 + Ne®
Where:
n = refers to the size of the sample
N = refers to the total population of the
target gqroup
e = refers to the desired margin of error

after desired sample size was determined, samples were
drawn by a random sampling method with the use of lottery
technique without replacement. This meant that the number
éf population had one chance only of being chosen as
sample respondents.

For the second category of respondents - the rank
and file employees, total enumeration was employed. This
was considered in order to get wviable and reliable
perceptions relative to the management competency and
style of district officers. The number of respondents is

indicated in the Appendix.
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Data Gathering Procedures

As a gesture of courtesy, the researcher sought
permission from LTO Regional Birector in Eastern Visayas
to allow him to field and administer the research
instruments to the intended respondents. The formal
communication explained the nature and objective of the
study. After the permission from the official concerned
was granted, the questionnaires were distributed to the
respondents with instructions on how to accomplish the
same.

One month after the pre-oral examination, the
researcher wvisited the district offices to determine the
list of clientele. He likewise coordinated with the
district officers regarding the sampling scheme and the
procedure of the administration of the survey
questionnaire to the two groups of target respondents,
namely, the clientele and the rank-and -file employees.

Moreover, the researcher évailed of the records from
the record officer of each district regarding the number
of employees supervised, monthly income and performance

rating of the district officers.



The researcher personally administered the
instrument to the respondents. However, in order to
facilitate gathering of data, the services o©of research
assistants were resorted to. The four-week field work by
the researcher greatly facilitated the methods of data
collection in the 17 district offices. Problem associated
with survey research was that, of the 103 rank-and-file
employees given the questionnaires, three employees did
not return the —research instruments. out of 340
clientele, 289 questionnaires were retrieved. The
fesearcher obtained 88 percent return of accomplished
questionnaires from all the district offices.

After the retrieval of the survey questionnaires,
responses were sScored, tallied, tabulated, analyzed,

presented in proper tables and interpreted.

Statistical Treatment of Data

The following statistical techniques and methods
were used to ensure accuracy and in-depth analysis of
data.

Percentage. This is a numerical analysis to describe

or compare magnitudes to every step of category in the



88

requency distribution in relation teo the total number of
items respondents under study.

Weighted Mean. As a measure of central tendency the

weighted‘ mean was employ;ed to determine the perceptions
of the respondents on the management competency and
styles being practiced the agency heads in carrying out
the dally activity in the office. The weighted point
score for each item in the rating scale was obtained by
multiplying the frequency by the point assigned for the
item. The weighted point score for each item was computed
by dividing the total item weighted point score by total
frequency. The range of mean weighted point score of
respondents’ responses to their district officers was
interpreted with the use of the following tables:
Table 1

The Range of Mean Weighted Point Score Interpretation

Mean Weighted Point Score Qualitative Interpretation
4.51 - 5.00 Extremely Competent/Always
3.51 - 74.50 Highly Competent/Often
2.51 - 3.50 Moderately Competent/Scometimes
1.51 - 2.50 Slightly Competent/Seldom

1.00 - 1.50 Not Competent/Never




89

The t-test for Independent Samples. This

statistical tool, as suggested by Pagoso and Garcia
{1985: 202), was used to test hypothesis numbers one and
two of the study which focus on comparing the perceptions
of the c¢lientele and rank-and-file employees on the

management competency styles of the district officers, to

wit:
i — X»
r o=
(Ni~-1) 81° + (N, — 1) 82° 1 + 1
s Ny + N — 2 N4 Na
Where:
t = refers to the computed t-value

¥X; = refers to the mean of the district officers
respondent’s perceptions

refers to the mean of the employees

el
i

respondent’s perceptions

N1 = refers to number of cases for the district
officers group

Ny = refers to the number of cases for the
Employees group

8.2 = refers to the variance of the district
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Officers respondent’s perceptiens which is
equal to

N: O %% - (D Xy)?

Ny (M -1)
S,° = refers to the variance of the smployees
respondent’s perceptions which is equal to

Ny O X? = (0 Xp)°

N2 (N2 -1)

Coefficient of Correlation. To test the

relationship between the perception of the rank-and-file
employees on management competency and styles of the
district officers and each of the managerial variables
{profiley}, the researcher applied the correlation

analysis.

t - test. To test for the significance of the

coefficient of correlation between a set of paired
variables, the Fisher’s t - test (Walpole, 1982 : 383)

formula was used.

O\[T0. .0

;] 1 ~ rt

t
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Where r refers to the coefficient of correlation
between two variables and N refers to the total number of

paired variables.



Chapter 4

PRESENTATION, -ANALYSIS AND INTERPRETATION OF DATA

. The data gathered from respondents, the subsequent
statistical treatment and analyses, and the corresponding
interpretation of the findings are presented in this
chapter. The data consist of management competency,
operational functions, and management styles of district
officers as perceived by the clientele and rank-and-file
employees.

Profile of the LTO
District Officers

This section discusses the personal ‘and professional
characteristics of the district officers in relation to
_ their sex, age, civil status, éducational attainment
member of employees supervise, 1n-service training
attended, length of service, member of years on present

position, monthly income and performance rating.

Sex and Age. Table 3 presents the sex and age

distribution of the LTO district officers as reflected by
the said table, majority of the district officers were

males with 82.3 percent and the remaining 17.6 percent
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The data indicate the dominance of the

males LTO district officers in Eastern Visayas.

Table 2

Sex and Age Distribution of LTO
District Officers

Age Groups Male sexFemale Total Percent
26 ~ 30 1 0 1 ' 5.88
31 - 35 2 0 2 11.76
36 - 40 0 1 1 " 5.88
41 - 45 1 1 2 11.76
46 - 50 2 0 2 11.76
51 - 55 1 0 1 5.88
56 - 60 5 0 5 29.41
61 - 65 2 1 3 17.65
Total 14 3 17 106.00
Percent 82.39 17.65 100.00

Mean 49.76 - 43.88 50

SD 10.28 4.92 11.2




The data ;ikewise favealed that the age groups of 26
- 30, 36 ~ 40, and 51 -~ 55 years old were represented by
one district officer per age group. Two district officers
or 11.76 percent for the age of groups 31-35, 41-45, and
46-50. Five district officers or 29.41 percent for the
age of groups 56-60, and three district officers or 17.6
percent for the age of group of 61-65.

The mean age was pegged at 50.0 vyears with a
standard deviation of 11.2 years.

The data above signified that the district officers
are mostly between 51 and 65 years of age, expectedly
matured and responsible for the Qosition they handle.

Civil Status. The data on the civil status of the

district officers are contained in Table 3.

The respondents are predominantly married,
comprising 88.23% of the total district officers, while
one is widow and the other one single, collectively
comprising 11.76% or 5.88% percent each of them widow and

single. .
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Table 3

Civil Status of LTO District 0fficers

Civil Status Frequency Percent
Married 15 88.24
Widow , 1 5.88
Single 1
Total 17 100.00

Educational Attainment. Table 4 presents the

profile of LTO District Officers in terms of educational
attainment. Thirteen or 76.47 percent district officers
possess bachelor’s degrees; two or 11.76 percent are
holders of master’s degrees, and one or 5,88 percent each
had h@»cqu?\lor’s degreehwith I\‘d?%units and master’s degree
with doctoral units. The data imply that the District
Officers are not conscious of the value of professional
upgrading as evidenced by majority of the respondents

without MA units.
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Table 4

Educational Attainment of LTO
Digtrict OFficer

Educational Attainment Frequency Percent
BS Bachelor’s Degree 13 - 76.48
BS w/ Master’s Degree 1 5.88
!Master's Degree 2 | 11.76
Master’s w/ Doctoral Units 1 5.88
Total 17 100.00

In-Service Trainings. Table 5 reflects the din-

gervice trainings attended by the district officers. It
is significant to note that 7 or 41.18 percent of the
district officers and 11-15 trainings; 5 or 29.41 percent
had 16-20 trainings; 3 or 17.65 percent had 6-10
trainings and 2 or 11.76 percent had 1-5 trainings. The
average number of trainings as district officer had was
12 trainings. This showed that the district offices in

this study were updated on matters related to their work.
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Table 5

In-Service Trainings attended by the
LTO District oOfficers

Humber of Training’s Frequency Percent
1-5 2 11.76
6 - 10 3 17.65
11 - 15 7 41.19
16 - 20 . 5 29,41
Total 17 100.00
Mean 12

Length of Service. Table 6 depicts the number of

years of work experience of the district officers. It
appears that 5 or 29.41 percent of them had work
experience from 26-30 years; 4 or 23.53 percent had 6-10
years of work experience and the remaining 2 or 11.76
percent with 21-25 years work experience. The average
number of vyears of work experience of the group was
'pegged at 18 vyears with SD of 7.8 vyears. The data
indicate that District Officers had work experience for

guite a longer of time.
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Table 6

Length of Services of LTO District 0fficers

Length of Services

{In years) Freguency Percent

6 - 10 4 23.53

11 - 15 3 17.65

16 - 20 3 17.65

21 - 25 2 11.76

26 - 30 5 29.41
Total 17 100.00
Maan 18

Standard Deviation 7.8

Years in Present Position. Table 7 depicts the

profile of LTO district officers as regards their number
of years in present position. The data show that nine or
52.94 percent have been in their present position from
one to five years; three or 17.65 percent with 16 to 30
vears; two or 11.76 percent with 6 - 10 years and with 21
- 25 years in present position while one (5.88%) has been

a district officer in the 11 - 15 year-bracket.
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Table 7

Years in Present Position of LTO
District Officers

Years in Present Frequency Percent
Position '
1-5 o 52.94
6 - 10 2 11.76
11 - 186 1 5.88
16 - 20 3 A 17505
21 - 25% 7% R 11.76
Total . 17 100.00
Mean 7
Standard Deviation 7.6

The average years in present position of the group
was pegged at seven with 8D of 7.6 years.

When these figures are seen against their reported
total years of work experience, it is obvious that most
of them have had work experience other than as district

officers.
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Monthly Income. The monthly income of distriect

officers are reflected in Table 8.

A class examination of the data in the table clearly
reveals that a bigger portion of the District Officers
consisting of eight (47.06%) have family incomes ranging
from P16,000 to P20,000. This is followed by six (35.29%)
district officers whose family incomes range from fll,OOO

to P15,000.

Table 8

Monthly Income of LTCO District Officers

Monthly Income Frequency Percent
P11, 000.00 ~ P15, 000.00 6 35.29
P16, 000.00 - P20, 000.00 8 47.06
P21, 000.00 - P25, 000.00 3 17.65
Total 17 100.00
Mean 17,000.00

Standard Deviation 3,496.00
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The remaining three (17.65%) district officers have
salaries ranging from P21, 000 to P25, 000. The data
further indicate that the mean monthly income of the
district officers was PhP 17, 000 with SD of P2, 496.

Performance Rating. Table 9 presents the profile of

LTO district officers in terms of their performance
rating. Fifteen or 88.23 LTO district officers had very
satisfactory performance rating and one each district

officer with excellent and satisfactory performance

rating.
Table 9
Performance Rating of LTO District Officers
Performance Rating Fregquency Percent
Excellence 1 5.88
Very Satisfactory 15 88.23
Satisfactory 1 5.88

Total 17 100.00
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Management Competency of LTO
District Officers on Motor
Vehicla Registration.

The management competencies of LTO District Officers
on motor wvehicle registration was assessed by the two
groups of respondents such as the clientele and the rank
and file employees.

The perceptions of the two groups of respondents
were elicited and qualified in terms of the management
competency of district officers on their operational
functions - 5 for extremely competency (EC}, 4 for highly
competent (HC),3 for moderate competent (MC), 2 for
slightly competent (SC), and 1 for not competent (NC).

As perceived by c¢lientele. The discussion relates

and focuses to the respondent’s perceptions on the
operational function of district officers specifically
motor vehicle registration. The responsés, welghted mean
and interpretation are presented in Table 10.

The ratings of the samples on rank-and-file
employees on the motor vehicle regis£ration ranged from
.3.32 to 4.05 with a grand mean of 3.53 implying the
district officers are highly competent in%wperfqgm%?g

A \

" L] \‘
their functions. Y
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Management Competency of LTO District O0fficers on Motor
Vehicle Registration As Perceived by Clientele

Motor Vehicle Rating , Intepr-
Registration TOTAL | WM | pre-
. b a4 |31 2 1 l tation
1.He always sees to it that
all the requirements in the
registration process are (50) (B8) (45) (18) (8} ({1BT)
present. 10 17 1% 9 6 87 3.28 MC
2. He always gees to it that
vehicles are inspected to (30) (B4) (7)) (16} (4) (137)
ascertain its road 6 21 1% 8 4 58 3.29 MC
worthinegs while in
operation
3. He does not want to (65) (116) (33) (12) (228B)
delay facilitation of 13 29 11 s z Bl 3.73 HC
office transactions.
4. Be always adviges the
respondents on the impor- (45) {(48) (30) (12) (3) (138)
tance of the requirements 9 12 10 6 3 40 3.45 MC
for the immediate facilita-
tion of the registration process.
b

5. Be is very knowledgeable
in the motor vehicle Regis- (60) (148) (27) {20 (5) (260)
tration process documents 12 37 s 10 & 73 3.58 HC

GRAND MEAN 3.6 MC
Legends

Scale Interpretation

4.51 - 5.00 Extremely Comnpetent (EC)

3.51 - 4.50 Highly Competent {(BC)
2.51 Moderately Competent (MC)
1.51 Slightly Competent {5C)
1.00 - 1.50 Not Competent {NC)

I
D ()
"
wn n
oo
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The rank-and-file employees can provide the office in
which they are familiar and concerned.

As Perceived by Rank—~and-File. The perceptions of

the rank-and-file as regards the competency of LTO
District Officers on Motor Registration is reflected in
Table 11.

The <©ratings of the samples on rank-and-file
employees on the motor vehicle registration ranged from
3.32 to 4.05 with a grand mean of 3.5 implying that the
district officers are highly competent in performing
their functions. The rank-and-file employees can provide
vehicle information regarding operational functions of
the office in which they are familiar and concerned.
Management Competency of LTO District

officers on lssuance of Drivers
and Conductors Licenses

This portion of the manuscript discusses the
perceptions of the clientele and rank-and-file employees
relative to the competency of district officers on

Issuance of drivers and conductors licenses.
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Management Competency of LTO District 0fficers on Motor
Vehicle Registration As Perceived by Rank & File

Employees
Motor Vehicle Rating Inter-
Registration ] ' TOTAL | WM | pre-
5 | 4 |3 l 2 I 1l tation

1.He always sees to it that
all the requirements in the
registration process are (15) (40} {15) {(0) (&) (72)
pregent., 3 10 5 2 0 20 -3.60 aC
2. Be always asees to it that
vehicles are inspected to (10) (36) (18) (B} (1) (73)
asgertain its road 2 8 6 4 1 22 3.32 MC
worthiness while in
operation
3. He does not want to (20 (20) (B) (6) (2) {54)
delay facilitation of 1 5 2 3 2 16 3.37 MC
office transactions.
4. He always adviszses the
respondents on the impor- ({(30) {(44) ({9) (2) (D) (85)
tance of the requirements 5 11 3 1 0 4.05 BC
for the immediate facilita-
tion of the registration process.
5. He is very knowledgeable
in the motor vehicle Regis-{20) (24) (18) (&) (2) (0}
tration process documentz 12 37T 9 1o 5 73 3.33 MC

GRAND MEAN 3.53 MC
Legend:

Scale Interpretation

4.51 - 5.00 Extremely Competent (EC)

3.51 - 4.50 Highly Competent (HC)

2.51 — 3.50 Moderately Competent (MC)

1.51 - 2.50 51lightly Competent (s

1.00 ~ 1.50 Not Competent (NE)y

N

Yy
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A8~ perceived by Clientele. It can be gleaned from

the data' on Table 12 that the ratings of the Clientele
ranged from 3.48 to 3.77 with a grand mean of 3.54. This
could mean that the district officers are highly
competent with regards to the issuance of drivers and
conductors licenses.
Table 12
Management Competency of LTO District OLficers on the

Issuance of Driver’s and Conductor’s License=s as
Perceived by Clientele

Igsuance of briver’s and conductor’a Rating Intar-
Licanges Total| W |prata-
3 4 3 2 1 tion
3.1 He mesz to it that all
the applicants for gaid {25} (116} (25} (14) (3) (1BS5)
licenses ara gualified. ] 29 8 K 3 53 3.48 Mo

3.2 Ba sees to it that
the applicante can both {35} (120} (27Y (14} (5) {201}
passes the written 2 12 4 3 1 58 3.46 Mo
and practical exsmination
administerasd by the office.

3.3HEm geex to it that all {50} (132} (24 (12) {1) (219}
applicants would undergo 10 33 8 6 1 58 3.77 HC
seminar on traffic rules and
ragulation before thay aroe
allowad to take the
axamination.
3.4%icenses applications are {30y (108} (15) {18y {2y (173)
proparly processed. [ 27 5 5 2 45 3,53 HC
2.5 Production of the licensae (60} (128) (30} {23} (5) (247
Identification Cards 12 32 10 12 5 71 3.48 Mo
GRAND MEAN 3.54 HC
Legend:
Scale Interpretation
4,51 - 5.00 Extremely Compstent (BC}
3.51 - 4,50 Highly Competent (BC)
2.51 - 3.50 Modaraetaly Competent (MC2)
1.51 - 2.50 Slightly Ccmpstent {sc)
1.00 - 1.50 Not Compatent {NC)
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As perceived by rank and file employees. Table 13

presents the management competency of LTO district
officers on the operational functions in line with
issuance of drivers and conductors licenses as perceived

by the rank-and-file employees.

Table 13

Management Competency of LTO District Officers on the
Issuance of Driver’s and Conductor’s Licenses as
Perceived by the Rank-and-File Employees

Tasuance of Privex’s and Conductorfs Rating Inter—
Licen=es Total] W | preta-
5 I 4 | 3 l 2 xl tion

3.1 He mesm to it that al)

the applicants for said (23} (60) (9) {2y (1} (97}

licenmes are gualified. 5 15 3 1 1 25 3.88 BC
3.2 He seag to it that

the applicants can both {10} (48) (12} (6) (1} {77

passes the written 2 12 q 3 1 22 3.50 n

and practical examination

adminigtored by the office.
3.3Ho sees te it that all {15) (32) (D) (2} [[)] {66}

applicants would underge 3 8 3 1 0 22 3.69 MC

seminar on traffic rules and

ragulation befores they are

allowad to taks the

examination.
3.4Licensexs application= are (20) (52) (12) {2) (0) (Be)

properly processed. 4 13 4 1 0 22 3.90 EC
3.5 Produttion of the license (10} (407 (3) {2) {1y (586)

Ydontification Cards 2 190 1 1 1 15 3.73 HC

GRAND HMEAN 3.714 HC

Lagend:
Scale Intorpretation

4,51 - 5.00 Extremely Compstent {EC)

3.51 - 4.50 Highly Competant {ac)

2.51 - 3.50 Moderately Competent (MC)

1.51 - 2.50 Slightly Competent {sC}

1.00 - 1.50 Not Compstent {NC)
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out of the 5 indicators on management competency of
the LTO District Officers on the issuance of the said
licenses, respondent rank-and-file employses perceived
them as highly and moderately competent, with the
following weighted mean such as 3.88, 3.50, 3.69, 3.90
and 3.73 »respectively, with a grand mean of 3.74,
indicating that the LTO District Officers are highly
competent on said functions.
Management Competency of LTO

District Officers on
Law Enforcement

The management competency of district officers on
law enforcement was assessed by two groups of respondents
namely, the clientele and rank-and-file employees.

As perceived by the clientele. Table 14 indicates

the assessment of the clientele on management competency
of district officers on law enforcement. It can be
gleaned from the data that the ratings of the clientele
ranged from 3.66 to 3.92 with a grand mean of 3.78. This
could mean that the distri® office¥®y afe highly

N X
sﬁgompetent in so far as law enforcement is concerned. It

is significant to note that the clientele rated the five
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indicators highly competent which may be attributed to

strict law enforcement employed by district officers.

Table 14

Management Competency of LTO District Officers on Law
Enforcement as perceived by the Clientele

I Rating Inter-
Lav Enforoment Total WM pre—
I 5 I 4 l 3 l 2 I 1 I tation

3.1 He iz vary knowledgeabls

in law anforcemant {50) {156} {15} (12} (5) {238)

funetions, 10 38 5 6 5 BS 3.66 HC
3.2 Ha ias very strict on law (55} (124) (18) () (1) . (204}

enforcement 11 31 6 3 1 52 3,92 M

3.3He always wanta that sver
violators should be
appraisaed of the violations (25} (152) {27} (8} [2) f214)
they committed befors they 5 38 L] 1 2 58  3.69 HC
are ixzsued with a Tempo-
rary Operater’es Permit or TOP

3.4 Hs alwaya ses to it that
ever apprehension should
bs iszue with a TOP in
lieu of the confiscated
Driver’s, Conductor’s
liconges and Plat muvber
of the subjoct vahicle

(35) {140 (27} (6} (2} {210}
7 35 -] 3 2 56 3.775 HC

3.5 Ho makss sure that svery
apprehesnsion iz always

{45) {160} (15} (6} {1} (227}
accounted for. 8 40 5 3

1 58 3.91 HC

GRAND MEAN 3.74 HC
Legend:
Scale Interpretation
4,51 - 5,00 Extromaly Competent (EC)
3.51 - 4.50 Bighly Conpstent {HC)
2.51 - 3.50 Moderataly Compatent (HC)
1.51 - 2.50 glightly Compstent {sc)
1.00 - 1.50 Not Compatant {NC}



110

As perceived by the rank and file employees. Table

15 indicates the assessment of the rank and Ffile

employees on the management competency of district

officers on law enforcement.

Table 15

Hanagement Competency of LTO District OfLficers on Law
Enforcement as Perceived by the
Rank and File Emplovees

Ratinge Total | WM | Intar-
Law Enforcemant prata-
5 d 3 2 1 tion
3.1 He iz very knowledgeable
in law enforcement (20 £52) (&) (2) (e} (B0)
functions. 4 13 2 2 20 2065 4.00 He
3.2 He is very strict on law {18y (60} (3) (4} (48] (83}
enforcamant 3 15 1 z 1 22 3.77 HC

3.3 He always wanta that avar
violators should be
apprai=zed of the violations (10} (36} (6} (4} {1 (57}
they committed hafore they 2 -} 2 2 1 16 3.56 HC
are issusd with a Temporary
Opsrator’s Permit or TOP

3.4 Hs alwayz ses to it that
sver apprehension should
bhe igsus with a TOP in
liou of the confiscated {15y (56) (6) {4} (1) (821
Priver’s, Conductcor’sa 3 13 2 2 1 22 3.72 HC
licongos and Plat numbser
of the subject vehicls

3.5 He makasa surs that avary

apprehension is always (155 (48) (12} (2} (O} (77
accounted for, 3 12 4 1 ¢] 20 3.8 ° EC
GRAND MEAN 3.4 HC
Lagand:
Scalae Interpretaticn
4.51 ~ 5.00 Extremely Compatent (EQ)
32.51 ~ 4.50 Highly Compatent {HC)
2.51 - 3,50 Modurately Competent {(MC)
1.51 - 2,50 Slightly Competent {9c}
1.00 - 1.50 Not Competent {NC)
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It can be gleaned from the data that the ratings of
the respondents ranged from 3.78. This could mean that
thé district officers are highly competent on law
enforcement. It is significant to note also that the
respondents rated the fine indicators highly competent
which may be attributed to strict law enforcement
employed by the district officers.

Management Competency of LTO

District Officers on Adjudication
of Apprehension Cages

As Perceived by the Clientele. Table 16 indicated

the assessment o©of the  respondents on management
competency of district officers on adjudication ‘of
apprehension cases. It can be gleamed from the data that
the ratings of the respondents ranged from 3.47 to 3.62
which means moderately competent and highly competent
respectively. Taken as whole, the grand mean posted at
3.56 which means that the district officers are highly
competent on adjudication of apprehension cases. The
positive perception of the respondents can be attributed

to just, fair and honest decision employed by the
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district officerS in the adjudication of apprehension

cases.
Table 16
Management Competency of LTO District Officers on
Adjudication of Apprehension Cases as
Perceived by the Clientele
Adjudication of Ratings Inter-
Appranension casss ' ' Total | W | pre-
5|u|3|2}1 tation
4.1 He im just in the
appraisal of apprehendsd {55} {140} (51 {12} {3} . {Z61)
cages 11 35 17 3 3 72 3.62 ]
4.2 Hs always see to it that t45) (148) (57) (10} (4 {264)
the viplations imposed o 37 19 5 4 74 3.77 HC
by the apprehending officers
are wvalid.

4.3 He always sea to it that the
violators iwposzed are the
actual cffenses at ths tima {75) (124} (39} {22 (7} (26T
of apprehension 15 3 i3 1 7 77T 3.47 MC

4.4 He always makes a fair decieion
in imposing the penalty for {35} (140} (27 (6} 12} (210}
evary violations, T 35 a 3 2 56 3.75 BC

GRAND MEAN 3.56  HC
Lagend: i
Boale Interpretation
4,51 - 5.00 Extremely Competent {EC)
3.51 ~ 4.50 Bighly Competent {HC)
2.51 - 3.50 Moderatcly Competent (M0}
1.51 ~ 2.50 flightly Competent {8¢)
1.00 - 1.50 Not Competent (HC)
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As perceived by the rank and file employees. Table
17 indicates the aséessment of the respondents on
management competency of district officers on
adjudication of apprehension cases. It can be ¢gleamed
from the data that the ratings of the respondents ranged
from 3.80 to 3.95 which means highly competent. Taken as
a whole, the grand mean posted at 3.88 which means that
the district officers are highly  competent on
adjudication of apprehension cases. The consistent
agreement of the respondents with the indicators used in
evaluating the competency of the district officers on
adjudication of apprehension cases may be due to the fact
that the respondents can be provide reliable information
regarding operational function of the office in which
they are familiar and concerned.
Comparison of Perceptions of the

Respondents Relation to the

Operational Functions of LTO
District Officers

Table 18 summarizes and compares the perceptions
of the clientele and rank and file employees on the

operational functions of
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which means highly competent. Taken as a whole, the over-
all weighted mean posted at 3.62 which means that the
district officers are highly competent on their

operational functions.

Table 17

Management Competency of LTO District Officers on
Adjudication of Apprehension Cases as Perceived
by Rank and File Employees

Adjudination of Ratings Total] WM | Inter-
pre-

Apprahensiocn Casag 5 4 3 2 1

4.1 Ho is just in tha

appraisgal of apprshended [25) (56} {9) (4} (1) (95}

cagas 5 14 3 2 1 25 3.80 HC
4.2 Ho always smes to it that {15y (68) £31  (4) {0) (90}

the violations imposed 3 17 1 2 0 23 3.91 HC

by the apprehending cfficers

are valid

4,3 He zlways =ee to it that the
viclators imposed ars the
actual offenses at the tims {30} (408} {6y (2} {1 {B7)
of apprehension 6 12 2 1 1 22 3.95 HC

4.4 He always makes a fair
decigion in imposing the .
ponalty for every viclation (25) (80) (6) (4) {1y (116}
5 20 2 & 1 39 3.86 HC

GRAND MEAN . 3.68 HC
Lagand:
fBcale Interpretation
4.51 - 5.00 Extramely Compatent (EC)
3.51 - 4.59 Highly Competent {HC)
2.51 - 3.50 Moderately Competent (MC)
1.51 - 2.50 8lightly Competent {8c)
1.00 - 1.50 Not Competent (HC)
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Table 18

Comparisons of Perceptions of the Clientele and Rank
And File Employees on the Operational Functions
0f LTO District Officers

1LT0 Operational Funoctions Clientale Rank & File
. Interprataticn WM i Interpretation
1. Motor vehicle
registrations 3.46 MC 3.53 BC
.
2. Issuange of Drivers &™ T ~ ey |
Conductors. Licenses. 3.54 HC 3.74 HC
3. Law enforcement 3.78 HC 3.78B Bc
4. Adjudication of
apprehension cases 3.56 BC 3.808 HC
Grand Mean 3.58 BC 3.73 BC
Combinsd Mean 3.62

Computed t — value = 1.56

Critical t - value = 2.45 A=0.06, dif = 6
Evaluation = Accept HO

The mean difference on the operational functions
of the officers as perceived by the clientele and rank
and file employees was 0.14. Testing this observed
difference using the t-test for independent or

uncorrelated means, the computed t-values was 1.56 which
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proved lesser than the critical t-values of 2.45 at 0.05
level of significance with df = 6. Thus, the hypothesis
which states that the perceptions of the two groups of
respondents relative to the operational functions of the
district officers do not differ significantly was
accepted. It means that the opinions of the clientele and
rank and file employees were the same. It implied that
the two groups of respondents perceived the operational
functions of the district officers similarly on the same
degree that is highly competent.

Management Style of

District O0fficers
Ag Autooratic

The extent in which LTO District Officers exhibit
auntocratic style in the course of their functions was
assessed by the two groups of respondent. The perceptions
of the <clientele and the —rank-and-file employees
quantified in terms of the extent to which the autocratic
styles were practiced using the following scale values,
namely: 5 for always (A), 4 for often (0), 3 Ifor

Sometimes (8s), 2 for seldom {Sm) and 1 for never (N)}.
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.As perceived by the clientele. Table 19 indicates

the assessment of the clientele on the extent to which
autocratic style of management is employed by the
District Officers. The data show that the ratings of the
respondent ranged from 2.73 to 2.87 which means sometimes
practiced by the district officers. Taken as a whole, the
grand mean was posted at 2.77 which means that the
district officers sometimes practiced autocratic type of
management. As assessed by the clientele, sometimes the
district officers puts the immediate task before other
considerations and people must he' controlled, directed
and threatened with punishment to get them to produce.

As perceived by the rank and file employees. It can

be gleamed from the data on table 20 that the ratings of
the respondents ranged from 2.75 to 2.94 which means that
the indicators were sometimes practiced by the district
officers. Taken as a whole, the grand mean posted at 2.82
which means that the officers sometimes practiced
autocratic type of management. The rank and. file
employees as well as the clientele gave more or less the
same perceptions on the autocratic styles of management

of the district officers.
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Autocratic Type of Management being Practiced by LTO
District Officers as Perceived by the Clientele:

\‘t‘ﬁ’b‘ .\.\ . \!-:
L Y "
Auntooratic Indioators Total | WM Inter-
5 [ 3 2 1 jprata-
tion
1.1 Put= the immediste
Task hafore all othar (25) | (48)| {386) | (18) ] (3I2}} (13T
Considoarations. 5 1z| 12 8 12| 49 Z.79} B8
1.2 Hag no concarna for
relaticnahip and has
littls confidance in {10} | (40)] {45) | (14)| (&) } (115}
other psople 2 10 15 ki 6 40 Z2.87 53-]
1.3 He is feared and
dislike by the
employees and they (15} | {44) | (39)] (20} | (12) | (120}
only worksd when 3 11 13 5 12 44 12.73] 8=
he applies direct
prassures.
1.4 Hs belimves that
most pesople must
ha controllaed, (2o) | 48) | {33) | t24) ({12 | {127)
diroctad and ) 12 11 7 12 46 2.76 B3
threatenad with
punighmant to get
thom to producs
1.5 Hs belisves that
a subordinates job {25) | (60) | t48);(26) ] (13) | (172}
i® to follow orders, 5 15| 16 13 3 13 62 | 2.77] &8s
nothing more,
1.6 He thinks= hiz job
is to gensrate fear
and immediate {10} | (52)F (45) | {12)] (12)) (131}
actions. 2113 |15 3 12 48 2.73| s=
Total Average 2.77| 8=
Logend:
Scale Interpretation
4.51 -~ 5,00 Always (A}
3.51 - 4.50 Often (0}
2,51 - 3.50 Sometimes (B1=)
1.51 - 2.50 Seldom {Sm)
1.00 - 1.50 Never (N}
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Table 20

Autocratic Type of Management being Practiced by LTO
District Officers as Perceived by the
Rank—-and-File Employees

Ratings nter
AUTOCBATIC INDICATORS Total| W% | pre-
5 ) 4 3 2 1 [tation
1. Autocratic
1.1 Put= ths immediate
Task bofors all other (103 | (123} (18) | (B) (2} {50)
Corngiderations. 2 3 [ 4 2 17 2.94] Sso

1.2 Has nv cencercns for
rolationship and has
little confidence in {5} (20)f (9 (6) (4} {144
other psople 1 5 3 3 4 60 2.75| gs

1.3 He iz feoared and

‘ disliked by tho
amployees and they only {10) | (16} |(25) [ (&) (4) {51}
workad when hs applies 3 4 ] 3 4 16 2.87] 8s
direct prasguras.

1.4 He bhelisvss that most
psople must be controlled
directed and threatenad {5) {20} ) {12) (6} {3} [£1:3]
punishment to get 1 5 4 3 3 16 2.87 EBs
them to produce

1.5 He belisves that
a subordinates job iz to (15) { (20} | {®) (6} (6) | t56)
follow orders, nothing more| 3 5 3 3 6 20 2.80) €&s

1.6 He thinks hiz job
is to generats fear and
immediate actions {5} (12}] (4 {4} (31} (36}
1 4 1 2 13 2.76 Ss

Total Average 2.82| 88
Legend:
gcals Interpretation
4,51 - 5.00 Always (73]
3.51 -~ 4.50 often (1))
2.51 - 3.50 Bomatimes (S
1.51 - 2.50 Baldom (&)
1.00 - 1.50 Naver (N}
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Management Styles of District
Ofificers as Compromiser

The management style of district officers as
compromiser were assessed by twe groups of respondents
namely the clientele and the rank and file employees. The
perceptions of the, two .groups gof respondeg&;“:were
elicited™and. qualified in terms of the extent t; which
the style was practiced.

Az perceived by the clientele. Data shown in Table

21 are the responses of the respondents relative to the
extent to which the district officers practice
compromiser style of management. It is significant to
note that the respondents assessed the officers with more
or less the same ratings. The ratings of the respondents
ranged from 2.68 to 2.87 which means that the five
indicators were sometimes practice by the district
officers.

Taken as a whole, the grand mean posted at 2.77,
indicating that in general, the clientele deemed that the
district officers sometimes practice compromiser style of

management.
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Table 21

Compromiser Type of Management Being Practiced by the LTO
District Officers as Perceived by the Clientele

Ratings Total WM | Inter-
INDICATORS prata-
5 d 3 2 1 tion

2. Compromi=er

2.1 He recognizes the advantage
of baing orientsd to both
tacks and relationship,
but is incapable or
unwilling te integrate (353 | (403 (32} | (403§ (7) | {161}
these ideas and maks - 7 19 13 201 7 57 2.82| 8=
aound dasisions.

2.2 He tries to maximize
inmadiate problems
rathor than maximize {25) | {52)] i51) {34y} (B) | {170)
long-term production. 5 13 | 17 17 a 60 2.94] @s

2.3 He attewptz for those
people who can influsnce

his career as happy {353 | t48}} (66) (28)| (B) | (185)
az possibls, 7 12 22 1 14 8 63 2.84) 8=
2.4 Hs would not condone
very poor performance and
shows that hes doss expsct
high performance (203 | (523| (63) | (22)] (9) | {166}
production. 3 13 21 1) o &8 2.86| 8o
2.5 Ho ig convincad that
optinum production is a
draam that any plan must {20}] (48) | (45) | (26) (7 | {146}
ba & saries of compromise 4 12 | 15 13 7 51 2.896; E=
Total Average 2.77] 88
Legend:
Bealoe Intecpretation
4.51 - 5.00 Always (3]
3.51 - 4.50 Oftan [€a1]
2.51 - 3.50 Scmetimog {11
1.51 - 2.50 Seldom {8
1.00 - 1.50 Navar M



122

As perceived by rank and file employees. Data shown

in Table 22 are the responses of the respondents relative
te the extent to which the district officers practice
compromiser style of management. It is significant to
note that the respondents assessed the officers with more
or less equivalent ratings on five indicators. The
ratings of the respondents ranged from 2.53 to 2.72 which
implies that the indicators were sometimes practice by
the district officers.

Taken as a whole, the grand mean posted at 2.64
indicating that in general, the rank and file employees
deemed that the district officers sometimes practiced
compromiser style of management. The two groups of
respondents gave more or less the same perceptions on the
compromiser style of management of the district officers.

Management Styles of District
Officers of Executive

The management styles of district officers or
Executive were assessed by two groups of respondents

namely the clientele and the rank and file employee.
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“~Table 22

. Compromiser Typé& -of Management Being Practiced by
LTO District Officers as Perceived by
Rank and File Employees

COMPROMISER INDICATORS * TOTAL ] WM | preta-
tation

Z.Compromisar

2.1 ¥He recognizes the
advantage of being
orientad to both basks
and relationship, but is
incapeble or unwilling to
integrate this idwas and {25) ieyi (18) | {10} | (7 {69)
make sound decisions 5 2 5 7 25 |2.72] o=
gound deeizions,

2.2 Hs triem to maximize
immediate problems
rathsr than maximize (153§ (16)]| (6) | (20}] {®) i53)
long-term production. 3 4 2 & 20 2.65| Ss

2.3 He attempts for those .
paople who can
influence his carser {5) {16)] (18)] (&) (43 {38}
az happy &= possible. i 4 6 3 4 18 2.72] &=

2.4 He would not condone
very poor performance
and shows that he doss
oxpoct high performanca {10} {ay | (8) | {10} (&) { (39)
production. 2 2 2 5 4 15 2.52 Be

2.5 He is convinced that
optimum produstion is
a dream that any plan

must be a geries of {10} § (20} | (12)) (B) ; () (97}

compromisg. 2 5 4 4 K 22 2.59 Bz
Total Average 2.64| Ss
Lagand:

Scale Interpretation

4,51 - 5.00 Always (A}
3.51 ~ 4,50 Cften {0}
2.51 - 3.50 Sometimes {8=)
1,51 - 2.50 Seldom (8}
1.00 - 1.50 Never (M}
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The perceptions of the two groups of respondents were
elicited and gquantified in terms of the extent to which
these styles were practiced.

As perceived by the clientele. Data shown in Tablae

23 are responses relative to the extent to which the
district officers practice executive style of management.
The ratings of the respondents ranged from 2.64

to 2.74 which implies that the five indicates were
sometimes practice by the district officers. The grand at
2.69 signifies that the district officers sometimes
practice the executive style of management.

Ag perceived by the rank-and-file employees. Data

shown in Table 24 are the responses of the respondents
relative to the extent to which the district officers
practice executive style of management. It is significant
to note that the respondents assessed the officers with
more or less equivalent ratings of the respondents ranged
from 2.52 to 2.81 which indicates that the four
indicators, 3.1 to 3.4 were sometimes practiced by the

district officers.



125

Table 23

Executive Type of Management being Practiced by
LTO District Officers as Perceived by Clientele

Ratings Total] WM Inter

EXRCUTIVE INDICATORS pra-
tation

5 ] 3 2 1
3. Executive
3.1 Hs is ons who sees hi=
job is getting the best {35) [(48) ] {30} | {24} ]{16) | {153}
of others. 71|12 16 12 16 57 2.68 Be

3.2 He mevs high performance
But recogmizes that

he will have to treat {40) | (60)} (368 | i20) 1(17) | (161}
everyons a little B | 15 1z 14 t 17 66 2.74 s
differaent.
2.3 Ha attamptzs For thoase Y
peeplea who can influsnca NZ5} ] (SE¥Ri4B) | (18)| (15)] (158} S,
nis careds &s.bhappy 5 13 18 s 15| 58 2.72 Ba
ag poggible,
3.4 He aroussg participation
and by it cbtain= (15) | (44); (57) § (18) | {14}] (148)
comuitmont ., 3 i1 ]| 1o L 14 | 56 2.64 B
3.5 ¥He weolcomes disagresmsnt
and conflict owver (2023 (807 { (45} (24) | (11} | (140)
tasks problems, 4 10 151 12 11 52 |2.88 83
Total Average 2.88 13
Lagand:
Bcale ) Interpretation
4.51 - 5.00 Always {&}
3.51 ~ 4.50 often {0}
Z.51 - 3.50 dometimes (8s)
1.51 - 2.50 Seldom {Sm)
1.00 - 1.50 Haver (§.1]
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Indicators ditems 3.5 1imply that the distinct
officers seldom practice the executive style of
management. However, taken as a whole, the grand mean
posted at 2.65 indicating that in general, the rank-and-
file eméloyees perceived that the district officers
sometimes practiced executive style of management.

Table 24
Executive Type of Management being Practiced by LTO

District Officers as Perceived by
Rank-and-File Employees

Ratings Total] WM Ent.ar-—-
EXECUTIVE INDICATORS reta—
5 d 3 ]2 i tation

3. Executive
3.1 He is one who sees hia job iz|(10) | {26) | (&) | (10} | (D) {63)
getting the bhest of others 2 7 2 5 a 25 2.52 Sa

3.2 He setz high performance but
recognizes that he will have
to treat everyons a little | {10} | (20} (1B} (6) |i6) (60)
different. 2 5 8 3 & 22 2.73 8s

3.3 He attempts for those poople
who can influsnce his careex (15 | (32} (911 12y | ¢B) (76)
3 ] a

as happy as possible. 3 8 26 z2.Nn g8s
3.4 Ho arvuses participation and [ ({15} (16} (15 (B} | (5} |[{59)
by it cbtains comnitment. 3 1 5 3 5 21 2.61 s
3.5 He walcomes disagrasmant and § (0} (4) (3% (2) | €1} (10§
conflict over tasks precblems O 1 1 1 1 4 2.5 8=
Total Average 2.65 <13
Leygend:
Scale Interpretation
4,51 - 5,00 Always f1)
3.51 - 4,50 often {s)]
2.51 - 3.50 Somat imas {8=2)
1.51 - 2.50 Sgldom {Sm)

1.00 - 1.50 Never {N)
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Thus, the two groups of respondents gave more or
less the same perceptions on the executive style of

management of the district officers.

Management Styles of District
Officers as Developer

The management style of district offiers as
developer were assessed by two groups of respondents
namely the clientele and rank-and-file employees. The
perceptions of the two groups of respondents were
elicited and quantified in terms of the extent to which
these styles were practiced.

As perceived by the clientele. Data shown in Table

25 are the reéponses of the clientele-respondents
relative to the extent to which the district officers
practice the developer style of management.

The ratings of the respondents ranged from 2.75 to
2.93 which indicate +that the five indicators were
sometimes practiced by the district officers. The grand
mean of the responses of the respondents which was pegged

at 2.85 implies that the developer style of management.
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Developer type of Management being practiced
By the LTO district officers as perceived

By the clientele

DEVELOPER INDICATORS Ratings rotal WM Intar—
5 [ 3 2 1 pretation
sy
4. Davaeloper o \q.\ Ny, N
4.1 ona who plates
Tmplicit trusta in {50) (64} (78) {20) (&) {219)
Paople. 10 16 26 11 g 6B 3.22 23-]
4.2 ¥He seos hiz job as
primarily concerned (35) (48} (42) (32} 13) {160}
with developing 7T 12 14 16 3 52 3.08 s
others.,
4,3 He =pends a lot of
time with subordinates (40} (42% (60) (i6) {4} {162}
and give them as many 58 14 20 ®© 4 54 2.38 Sk
coapenaibilitiea am.
he can
4.4 Ha baliasvas that
pen want to exsrcias {65} (6D (63§ (18} (8) (210}
galf~- control and golf~ 13 15 21 9 q 62 3.39 8s
direction and thay sasck
rogpongibilities.
4,5 He bslieves that
what iz hard for many
managecs to believe, thgt
intelligence, imaginatidn
and creativity are {50} {48) (57) (22) 13y (174)
widely distributed 10 12 17 11 3 53 3.28 Sx
in the population and
are not hald solely by
MANAGers.
Total Average 3.27 8
Legend:
Scale Interpretation
4.51 - 5.00 Alwayes (A)
3.51 - 4,50 often (o)}
2.51 - 3.50 Sometimes {8=)
1.51 - 2.50 Seldom (5m)
1.00 - 1.50 Navar N}
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As perceived by the rank-and-file employeeg. Data

shown in Table 26 are the responses of the respondents
relative to ‘the extent to which the district officers
practice developer style of management.

It is dinteresting to note that the respondents
assessed the officers with more or less eguivalent
ratings on four indicators with ratings of the ranged
from 3.12 to 3.63 with only indicator item 4.13 having a
higher equivalent rating of 3.63.

However, taken as a whole, the group mean posted at
2.83 sigﬂifies that in general, the rank-and-file
employees perceived that the district officers sometimes
practiced developer style of management. Thus, the two
groups of respondents gave more or less the s-ame
perceptions on the developer style of management of the

district officers.
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Table 26

Developer type of Management being practiced
By the LTO district officers as perceived
By the rank-and-file employees

Indicators

Ratings Tatal W |Inter

Pre-

ta~
tion

4, Daveloper

4.1

4.2

4.3

4.4

4.5

Cne who places
implicit trustx in
people.

Ha gees hig job as
primarily conternad
with daveloping
tha talenta of othera.

He spend= a lot of
time with subordinatses
and give them as many
responsibilities as he can.

Ha belisves that
mwen want to sxercise self-

125)
5

(25)

(20}

{30)

contrel, and sslf-directioh &

and thay seek rasponsi-
hilitias.

Ha beliavaa that
what iz hard for many
managara to ballova, that
intelligence, imagination
and creativity ars widaly
distributed. in-the
population and ars, not
held saolsly by managere.

{10}

(20}

{24)

(24}

£28)

{16}
~ 4

(21) jt2) ji1) | (69}
1| 18 3.63 ga

(1B) § {6} | (2) | {35)
1] 3 2

2z | 3.420 | &s

{18)| (6) 2} (75}
§ 2 2 19 3.4z 8

(18) | (6)] {(2})] {84}
6 3 2 24

3.50 O

(15) | (8} (1) (50} 1%
5 -™~.8 i~ 16 3.12 gs

Total Average

3.41 8s

Lagend:

-
n
-
1
™
1))
[=)

Ly
o
(=]
T
=
mn
[=]

Intecpretation

Alwaye (A}
oftan {0j
Somet iwes {8=)
Saldom (Em)
Never (M
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Management Style of District
Officers a=s Bureaucratic

The management styles of the district officers as
Bureaucratic were assessed by two groups of respondents,
namely the clientele and the rank-and-file employees. The
perceptions of the two groups of respondents were
elicited and gualified in terms of the extent of which
these style were practiced.

As perceived by the clientele. Data shown in Table

27 are the responses of the respondents relative to the
extent which district officers practice the Bureaucratic
style of management.

The ratings of the respondents ranged from 3.44 to
3.63 indicating that the three of the five indicators
were often practiced by the distriet officers. The grand
mean of responses of the respondents posted at 3.53
signifies that the district officers often practiced the

Bureaucratic style of management.
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Table 27

Bureaucratic type of Management being practiced
By the LTO district officers as perceived
By the colientele

Ratinga Total] WA Interpro-
Tnaicators ST T T 3 T T tation
5. Bureaucratic
5.1 Hao ig affective and $75] (68)] (58) | (1s){ (b {214}
follows the managsrial 15 17| 1B g 1] 59| 3.63 o]

roles

5.2 Ho maintain an air
of interest and got less (203 (60} (66} (16} {1} ] (193)
personally involved with 10 15 22 6 |1 55| 3.51 o}

problems.
5.3 Hs regard himself as (S5¢ (64) | (69) | 112)) (2)] (202}
Efficient. (11} 16 23 6 2} 58 3.48 o

5.4 Ho follows the
organizaticonal rules, {70] (B8O} (57) t{16) ] (1}| 2z24)
goas through the right 4 20| 19 B 1| 82 3.61 2]
channala, is a sticklarg for
details and follows orders
exactly.

5.5 He bselisves that
spund and mature
relationships re difficult [(S0)| (64){ (54} [(20} {{1){ ({163}

10 16 1 55

, to achieve and that long 18 | 10 3.44 =1
run planning is not really
a good idea.
Total Avarags 3.52 0
Tagend:

Scale Interpretation
4.5%1 -~ 5.00 Always (X
3.51 - 4.50 often (o)
2.51 - 3.50 Bomatimes (9=}
1.51 - 2.50 Baldom (Sm)
1.00 - 1.50 Navsr (M)
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As perceived by the rank-and-file employees. Data

shown in Table 28 are the responses of the respondents
relative to the extent to which the district officers
practice Bureaucratic style of management.

It is dinteresting to note that the respondents
assessed the officers with more or less equivalent
ratings of the ranged from 3.48 to 3.78 and a total
weighted mean of 3.79 s=ignifying that the district
officers often practice the Bureaucratic style of
management.

Comparigon of the Respondents’ Perceptiong

Relative to the Management-Styles “«.
*~ Of LTO District Officers ’

Table 29 presents the summary of the perceptions of
the clientele and rank-and-file employees on the
management styles of district officers.

It can be gleaned from the table that the combined
mean ratings of the clientele was 3.01. On the same table
the combined mean ratings of the rank-and-file employees
was 3.04. taken as a whole, the overall weighted mean

posted at 3.03
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Table 28

Bureaucratic type of Management being practiced
By the LTO district officers as perceived
By the rank-and-file employees

Indicators Ratings Total | WA |[ntarpre

§. Bureaucratic

5.1 He is wffective and {30} (28y ({27 | 12} (0 (87)
follows the managerial 6 7 a 1 0 23 3y D
roles
5.2 He waintain an air
of interest and get less {2m {{32) (14) [i2) {0} (73}
personally involved with 5 8 T 1 0 20 3.4§ Bo
problama.
5.3 He rogard himgelf ag (151 (36) (34} (M (0} (70}
EBfficiant. 3 -] a8 G o 20 3.74 o
5.4 Ha follows the
organizational rules, (203 ) (24) {24) 2 (0} (70}
gomse through the right 4 ] a 11 0 19 3.8 o]

channals, iz a sticklecs for
details and follows orders
exactly.

5.5 Ha halisves that
sound and mature
ralationghips ra difficult | (25) 1{20} (AR} () {0} [65)
5

to achiave end that long 5 6 1 o 17 3.83 o
run planming is not really
a good idoa.
Total Average 3.7 o
Lagend:
Scale Intorpretation
4.51 ~ 5.00 Alwaya (4}
3.51 - 4.50 ’ Oftan {0
2.51 - 3.50 Somatiman [£=13)]
1.51 - 2.50 . Saldom {Sm)

1:00 1.50 Never (N}
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which means that the district officers sometimes
practiced the different management styles as stipulated
in this study.

The mean difference in the management styles of the
district officers as perceived by the clientele and rank-
and-file employees was 0.03. Testing this observed
difference using the t-test for independent or
uncorrelated means, the completed t value was 0.16, which
proved lesser than the critical t value of 2.31 at 0.05
level of =ignificance with df equals 8. thus, the
hypothesis which stated that the perceptions of the two
groups of respondents relative to the management styles
of the district officers do not differ significantly was
accepted. It means that the opinions of the clientele and
rank-and-file employees were the same. It implied that
the two groups of respondents perceived the management
styles of the district officers similarly on the same

degree.



Comparigon of the Perceptions of the Clientele

Table 29

And Rank and File Employees on the

Management Styles of LTO
District Officers

136

Rank-and-File Clientele Overall | Interpre-
Management Style hmm:pﬂe Mean tation
WM ) (ation WM nh?pre
tation

1. Autocratic 2.97. 8s +2.82 8s5~|2.80 Ss
2. Compromiser 2.86 Ss 2.64 Ss { 2.75

3. Executive 2.69 sSs 2.65 8s | 2.67 Ss
4. Developer 3.19 Sz 3.41 Ss 3.30 Ss
5. Bureaucratic 3.53 o 3.70 0 | 3.62 0
Grand Mean 3.01 S5 3.04 3s | 3.03 Ss

Correlational Analysis Between Management

Competency of LTO District

Officers and the Variates

The coefficient of correlation between the district

officers competency operational functions and selected

variates were computed using the Pearson product moment
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formula to determine if there exist a significant
relationship between the variables involved. To determine
the significance of the relationship between the
variables involved, the Fisher’s t-ratio for testing the
significance of a coefficient of correlational was used.
Correlational Analvsis Between Management

Competency of District officers

On Motor Vehicle Registration
And Selected Variates

The computed coefficient of correlation (r) between
the competency of district officers motor vehicle
registration and their age was -0.09. This denotes
negligible relationships between these twoe variables. The
computed t value was 0.35. The tabular value of t at 05
level of significance and 15 degrees of freedom (df) was
1.75. Since the computed t value of 0.35 falls in the
acceptance region because it is less than the critical
value of 1.75 the null hypothesis is accepted which
states that “there is no significant relationship between
the competency of district officers on motor vehicle

registration and their age.”
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Table 30

Pearson r Correlation between the Management
Competency of Ristrict Officers on
Motor Vehicle registration
And Selected Variates

Variatas Computed c:np;;ted Evaluation
T

Age -0.08 0.35 NS

Sex - 40.05 0.19 NS

Civil Status -0.02 0.06 N8

Educaticnal

Attaimment 0.48 2,12 =1

No. of Employeos

Supsrvrissed ~0.0B 0.31 NE

In-Secviee Training  0.05 0.18 N8

No. of Ysars in

Present Position 0.25 1.00 N8

Honthly Incoms -0.14 0.55 NS

Performance Rating 0.32 1.31 NS

Tebular t value for = .05 and df = 18 = 1.78
Laegend:
N8 = Not Bignificant
8

= Bignificant
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This implies that the district officers competency
on motor wvehicle registration were not influenced by
their age.

In relating the district officer’'s management
competency on motor wehicle registration with their sex,
the computed correlation coefficient posted at 0.03
denoting a negligible correlation. Using the Fisher’s t
to test its significance, the computed t-value resulted
to 0.12 which was numerically lesser than the critical t
value of 1.75 at 0.05 level of significance with 15 df.
Therefore, there was evidence to accept the hypothesis
which state that “there is no significant relationship
between the district officers competency on motor vehicle
registration with their sex.” It meant that the district
officers’ sex did not affect their operational function
on motor wehicle registration.

Between the district officers competency on motor
vehicle registration and their civil_statug, the computedﬁ%

“r. registered -0:02 dénoting a negligible relationship. To
test the significance of the computed r, Fisher’s t was
employed with yielded a t wvalue of 1.75, it turned out to

be lesser at .05 level of significance with 15 df.
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Therefore, the hypothesis which stated that “there is no
significant relationship between the district officers
competency on motor vehicle registration with their civil
status” was accepted. It implied that the district
officer, whether he was married, single widow/er or
separated had nothing to do with the district officer’s
operational function.

The computed r in correlating district officers
competency on motor wvehicle registration and -their
educational attainment turned out to be 0.48 which
denoted a moderate substantial correlation. The test of
significance revealed a computed t value of 2.12 which
was greater than the tabular value of 1.75 at .05 level
of significance with 15 df. The hypothesis, therefore,
which stated that “there is no significant relationship
between the district officers competency on motor vehicle
registration and their educational attainment” was
rejected. This finding indicated that somehow the
district officers’ competency on motor vehicle
registration was affected by their educational

attainment.
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In terms of district officers’ competency on motor
vehicle registration and the number of employees they
supervise, the correlation coefficient was -0.08 which
denoted a negligible relationship. Using the Fisher’s t
to test its significance, the results revealed a computed
"t wvalue of 0.31 which was evidently 1lesser than the
tabular t wvalue of 1.75 at .05 level of significance with
15 df. In this case, the hypothesiz that “there is no
significant reliationship between the district officers
competency that the number of employees they supervise”
was accepted. It implied that the number of employees
they supervise did not affect their operational function
on motor vehicle registration. It meant further that the
district officer needs competence, more or less. Nor does
his needs for this competencies became greater or lesser.

Considering trainings attended and the district
officers competency on motor vehicle registration, the
correlation coefficient was pegged at 0.05 denoting a
negligible relationship. Hence, when the computed r was
tested for its significance using the Fisher’s t, the
computed t wvalue of 0.1%9 was lesser than the tabular

value of1.75 at .05 level of significance with 15 df.
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This connotes therefore, the acceptance of the null
hypothesis.” It meant that attendance in seminars did not
necessarily make the district officer competent in his
work. -

Between the district officers competency on motor
vehicle registration and their experience in their
present position, the correlation coefficient was 0.25
which denoted a low correlation coefficient was 0.25
which denoted a law correlation. Using the Fisher’s t to
test its significance, the computed t wvalue posted at
1.00 was lesser than the tabular value of 1.75 at .05
level of significance with 15 df. This led to the
acceptance of the  hypothesis that “there is no
significant relationship beiween the district officers
competency on motor vehicle registration and their
experience”. It ‘meant “that the “length of time that the
dis{:rict officer manages office did not anyway make him
more effective and competent.

The. computed coefficient of correlation between the
district officers competency on motor vehicle
registration and their monthly income was -0.14. This

denotes low relationship between these two variables. The
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computed t value was 0.55. The computed t value of 0.55
is smaller than the tabular wvalue of 1.75 at .05 level of
significance at 15 df. This connoted therefore, the
acceptance of the null hypothesis. This implies that the
district officers monthly income is not related to or it
does not influence their competency. Competence does not
necessarily depend with the salary one is receiving.

As regards the district officers’ competency and
their performance rating, the correlation coefficient was
0.32 denoting a low correlation. When tested for its
significance, the Fisher’s t wvalue was pegged at 1.31
which was lesser than the tabular t value of 1.75 at .05
level of significance with 15 df. It 1led to the
acceptance of the hypothesis that ‘there is no
significant relationship between the -district officers
competency on motor <vehicle registration and their
performance rating.” High performance rating does not
indicate that the district officers were competent and
had lesser or no need for enhancement of training.
Correlation Analysis Between Management

Competency of District Officexrs on

Igssuance of Licenses and
Selacted Variates
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The computed r in the correlating district officers
competency on issuance of licenses and their age turned
out to be 0.15 which denoted a negligible relationship.
The test of significance revealed a computed t value of
0.5% which was lesser than the tabular value of 1.75 at
.05 level of significance with 15 df. The hypothesis,
therefore, which stated that ™“there is no significant
relationship between the district officers competency on
issuance of licenses and their age” was accepted. This
implies that the district officers competency on issuance
of licenses were not influenced by their age.

As regards the district officers’ competency on
issuance of licenses and their sex, the correlation
coefficient was -0.37 denoting a low correlation. whén
tested for its significance, the Fisher’s t wvalue was
pegged at 1.54 which wag lesser than the tabular t value
of 1.75 at .05 level of significance with 15 df. It led
to the acceptance of the hypothesis that “there is no
significant relationship between the district officers
competency on issuance of drivers licenses and their sex.

It meant the district officers sex could not be
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considered to have affected their competencies on the
issuance of licenses. .

Between the district officers competency on issuance
of licenses and their civil status, the computed r
registered 0.02 denoting a negligible relationship. To
test the significance of the computed r, Fisher’s t was
employed which yielded a t value of 0.08. Comparing this
with the tabular t wvalue of 1.75, it turned out to be
lesser at .05 level of significance with 15 df.
Therefore, the hypothesis which stated that “there is no
significant relatiopship. between .the district &fficers .
competency on issuance of licenses with their civil
status” was accepted. It implied that the district
officers, whether he was married, single or widow/er had
nothing to do with the district officer’s operationél
function.

The computed coefficient of correlation betweén the
district officers competency on issuance of licenses and
their educational attainment was 0.53. this denotes a
moderate relationship between these two variables. The
computed t wvalue was 2.42. The tabular value of t at .05

level of significance and 15 df was 1.75. Therefore,
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there was evidence to reject the hypothéses which stated
that “there is no significant relationship between the
district officers competency on issuance of drivers and
conductors 1licenses with their educational attainment”.
This implied that the district officers competency on
issuance of licenses were influenced by their educational
attainment.

Table 30

Pearson r Correlation Between the Management Competency
of District Officers on Issuvance of Licenzes
And Selected Variates

variates Computad c«:tputnd Evaluation
r

Age -0,17% 0.59 NS
Sex -0.37 1.54 us
Civil Status =0.02 .08 NS
Bducational

Attainment 0.53 2 .'42 3 8
No. of Employsas

Supsrviged ~0,04 0.16 neg
In-gervice Training 0.02 ; 0.8 NS
No. of Years in

Pragont Position 0.27 1.08 Ng
Monthly Income -0.06 0.23 NS
Ferformance Rating 0.04 0.16 NS

Tabular £ value for r =& 05 and df = 15 = 1.75
Lagend:

NB Not Bignificant

"

8 Significant
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Another pair of variates that was correlated was the
district officers competency on issuance of licenses and
the number of employees  supervise. The computed
correlation coefficient posted at -0.4 denoted low
correlation. Using the Fisher’s t +to test its
significance, the computed t wvalue resulted to 0.16 which
turned out to be lesser than the tabular t wvalue of 1.75
at .05 level of significance with 15 df. Thus, the
hypotheses that “there is no significant relationship
between the district officers competency on ilssuance of
licenses and the number of employees they supervise” was
accepted. It indicated that the number of employees the
district officer does not necessarily affect his
competency. It meant further, that the number of
employees supervised did not necessarily- mean that the
district officers need competence, more or less, nor does
his needs for this competencies became great or less.
There are instances that the more employees an office
have, the better is the performance of that office
because “many hands make work Ilighter” s=o to speak.

Certainly there are offices where the office staff is
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lean but cohesive, working harmoniously and easier to
direct.

The relationship between the district officers
competency on issuance licenses and the seminars they
attended, the computed correlation coefficient posted at
0.02 denoting a low correlation, To test its
significance, Fisher’s t was utilized. It turned out that
the computed t value of 0.8 was lesser than the tabular t
value of 1.75 at .05 level of significance with 15 df.
Therefore, the hypothesis that “there is no significant
relationship between thé district officers competency on
issuance of licenses and the seminars they attended” was
accepted. It meant that attendance in seminars did not
necessarily make the district officers moge competent ip™
his work. s

Coné?fciering experience and the district officers
competency_ on issuance of licenses, the coxﬁputed
correlation coefficient was -0.27 denoting an negligible
relationship. Hence, when the computed r was tested for
its significance using the Fisher’s t, the computed t
value of 1.09 was numerically lesser than the tabular

value of 1.75 at .05 level of significance with 15 df.
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This connotes therefore, the acceptance of +the null
hypothesis. It meant that the length of time that a
district officer manéges office did not in any way make
him more effective and competent.

Another data shown in Table 31 is the relationship
between the district officers competenq} and their
monthly income. Computing the correlation coefficient, it
resulted to an r of -0.06 which denoted a low
correlation. Using the Fisher’'s t to test dits
significance, the obtained t wvalue of 0.23 was lesser
than the tabular t wvalue of 1.75 at .05 1level of
significance with 15 df. This led to the acceptance of
the hypothesis which stated that “there is no significant
relationship between the district officers congpetenc;y on
issuance of licenses and their monthly income”. This
implies that the district officers’ monthly income is not
related to or it does not influence their competency.
Competence does not necessarily go with the salary, one
is receiving.

On the relationship between the district officers
competency and their performance rating, the computed

coefficient of correlation was -0.04. This denotes a
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negligible relationship between these two variables. The
computed t value of 0.16 is lesser than the tabular value
of 1.75. Therefore, the null hypothesis “there 1is no
significant relationship between the district officers
competency on issuance of licenses and their performance
rating” was accepted at .05 level of significance with 15
df .

Correlational Analysis Between Management

Competency of District Officers on
Law enforcemant

The computed coefficient of correlation between the
district officers competency on law enforcement and their
age was -0.43. This denotes a negligible relationship
between these two variables. The computed t wvalue was
1.84. The tabular wvalue of t at .05 level of significance
and 15 df was 1.75. It led to the acceptance of the
hypothesis that “there 4is no significant relationship
between the district officers competency on law
enforcement and their age.” This implied +that the
district officers’ competencies were not influenced by

their age.
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In relating the district officers management
competency on law enforcement with their sex, the
computed correlation coefficient posted at 0.02 denoting
a negligible correlation, using the Fisher’s t to test
the significance, the computed t-value resulted to 0.96
which was numerically lesser than the critical t wvalue of
1.75 at .05 level of significance with 15 df. Therefore,
there was evidence to accept the hypotheses which stated
that “there is no significant relationship between the
district officers competency with their sex.” It meant
that the district officers’ sex did not affect their
operational function.

Between the district officers’ competency on law
enforcement and their civil status,  the computed r
registered*-0.84 denoting a negligible relationship. To
test the significance of the computed r, Fisher’s t was
employed which yielded a t value of 1.40. Comparing this
with the tabular t wvalue of 1.75, it turned out to be
lesser at .05 level of significance with 15 df.
Therefore, the hypotheses which stated that “there is no
significant relationship between the district. officers

competency on law enforcement with thelr civil status”
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was accepted. It implied that the district officer,
whether he was married, single, widow/er or separated had
nothing to do with the district officer’s operational

function.

Table 32

Pearson r Correlation Between the Management
Competency of District Officers on Issuance of
Licenses and Selected Variates

Variates Computed Camputed Evaluation
r t

Age -0.43 1.94 8
Sex -.24 26 NG
Civil Status ~0.34 1.40 N3
Bducational

Attainment 0.50 2.42 8
No. of Employasas

Superviged -0.13 0,51 NB
In-Service Training 0.35 1.45 Ng
No. of Yearms in

Presont Position 0.489 2.12 2
Monthly Income ~0.14 1.64 NS
Performance Rating 0.32 3.50 ]

Tabular £ value for » » .08 and df = 15 = 1,75
Lagands:
N8 = Not Significant

8 = Sigmificant
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The computed 1in correlating district officers
competency on law enforcement and their educational
attainment turned out tec be 0.50 which denoted a moderate
or substantial correlation. The test Af significance
revealed a compiled t value of 2.24 which was greater
than the tabular wvalue of 1.75 at .05 1level of
significance with 15 df. The hypothesis, therefore, which
stated that “there is ne significant relationship between
the district officers competency on law enforcement and
their educational attainment” was rejected. This finding
indicated that somehow the district officers. competency
on law enforcement was affected by their educational
attainment.

In terms of district officers competency on law
enforcement and the number of employees they supervise,
the correlation coefficients was -0.13 which denoted a
negligible relationship. Using the Fisher’s t to test to
its significance, the results revealed a computed t value
of 0.51 which was evidently Jlesser than the tabular t
value of 1.75 at .05 level of significance with 15 df. In
this case, the hypothesis that “there is no significant

relationship between the district officers competency and
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the number of employees they supervise” was accepted. It
implied that the number of employees they supervise did
not affect their operational function on law enforcement.
It meant further, that the number of employees supervised
did not necessarily mean that the district officer needs
competence, more or less. Nor does his needs for his
competencies became greater or lesser.

Considering training attended and the district
officers competency on law enforcement, the correlation
coefficient was pegged at -0.35 denoting a negligible
relationship. Hence, when the computed r was tested for
its significance using the Fisher’s t, the computed t
value of 1.45 was lesser than the tabular value of 1.73%
at .05 level of significance with 15 df. This connotes
therefore, the acceptance of the null hypothesis. It
meant that attendance in seminars did not necessarily
make the district officers competent in his work.

Between the district officers gompetency on law’s
enforcement &@nd their “experiencer in their present
position, the correlation coefficient was -0.49 which
denoted a low correlation. Using the Fisher’s t to test

its significance, the computed t value posted at 2.12 was



155

higher than the tabular wvailue of 1.75 at .05 level of
significance with 15 df. This led to the rejection of the
hypothesis that ™“there is no significant relationship
between the district officers competency on law
enforcemept and the experience”. It meant that the length
of time that a district officer manages office did in any
way make him more effective and competent.

The computed coefficient of correlation between
district officers competency on law enforcement and their
monthly income was -0.39. This denoted law relationship
between these two variables. The compiled t wvalue was
1.64. The computed t value of 1.64 was smaller than the
tabular value of 1.75 at .05 level of significance at 15
df. This connotes therefore, the acceptance of the null
hypothesis. This implies that the district officers
monthly income is not related to or it does not influence
their competency. Competence does not necessarily go with
the salary, one is receiving.

As regards the district officers’ competency and
their performance rating, the correlation coefficient was
-0.67 denoting a substantial or moderate correlation.

When tested for its significance, the Fisher’s t wvalue
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was pegged at 3.05 which was very much higher then the
tabular t value of 1.75 at .05 level of significance with
15 df. It led to the rejection of the hypothesis that
“there is ﬁo significant relationship between the
district officers competency and their performance rating
does indicate that the district officers were competent
in enforcing laws related to land and transportation.

Correlational Analysis Between Management
Competency of District Officers on

Adjudication of Apprehension Casgaes
And Selected Variates

The computed r 1in correlating district officers
competency on adjudication of apprehension cases and
their age turned out to be -0.03 which denoted a
negligible relationship. The test of =significance
revealed a computes t value of 0.12 which was lesser than
the tabular value of 1.75 at .05 level of significance
with 15 df. The hypothesis, therefore, which stated that
“there 18 no significant relationship between the
district officers competency on issuance of licenses and
their age” was accepted. This implied that the district
officers competency on adjudication of apprehension cases

were not influenced by their age.
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As regards the district officers competency on
adjudication of apprehension cases (aac) and their sex,
the correlation coefficient was -0.67 denoting a low
correlation. When tested for its significance, the
Fisher’s t value was pegged at 3.50 which was lesser than
the tabular t value of 1.75 at .05 level of significance
with 15 df. It led to the acceptance of the hypothesis
that ‘there is no significant relationship between the
district officers competency on adjudication of
apprehension cases and their sex. It meant the district
officers sex could not be considered to have affected
their competencies on this operational function.

Between the district  officer competencyt§mp§
adjudication on appréhension “~cases ~and their Tcivil
status, th; computed r registered 0.07 dencoting a
negligible relationship. To test the significance of the
computed r, Fisher’s t was employed which vielded a t
value of 0.27. Comparing this with the tabular t value of
1.75, it turned out to be lesser at 0.05 level Of
significance with 15 df. Therefore, the hypothesis which
stated that “there 1is no significant relationship between

the district officers competency on adjudication of
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apprehension cases with their civil status” was accepted.
It implied that the district officer, whether he was
married , single, widow/er had nothing to do with the
district officer’s operational function.

The computed coefficient of correlation between fhe
district officers competency on  adjudication of
apprehension cases and their educational attainment was
0.46. This denotes a moderate relationship between the
two variables. The computed value was 2.01. The tabular
value of t at .05 leﬁel of significance and 15 df was
1.75. Therefore, there was evidence to vreject the
hypothesis which stated that “there is no significant
relationship between the district officers competency on
adjudication of apprehension cases with their educational
attainment.” This implied that the district officers’
competency issuance of licenses were influenced by their
educational attainment.

Another pair of variates that was correlated was the
district officers’ competency on aac and the number of
employees supervised. The computed correlations
coefficient posted at -0.02 denoting low correlation.

Using. the Fisher’s t to test its significance, the
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computed t value resulted to 0.08, which turned out to be
lesser than the tabular t wvalue ofl1.75 at .05 level of
significance with 15 df. Thus, the hypothesis that there
is no significant relationship between the district

officers competency on adjudication of apprehension cases

Table 33

Pearson r Correlation Between the Management Competency
of District Officers on Adjudication of Apprehension
Cases And Selected Variates

Variates Camputed c:l.éputad Evaluation
T

Age ~0.03 0,12 N8
Sax -.08 .31 NE
Civil Status -0.0% 1.27 N8B
Bducational .
Attaimment 0.46 2.01 8
No. of Employass
Supsrvisad -0.02 0.08 NB
In-Service Training -0.06 Q.23 N3
¥o. of Years in
Prasent Position -0.36 1.49 N8
Monthly Tncomwo ~0,08 0.31 N8
Yorformance Rating -0.10 0.39 Ng

Mabulay £ valua for » = .05 and of » 25 = 1. 75
Legand:
NS = Not Significant

8 = Bignificant
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and the member of employees they supervise was accepted.
It indicated that the member of employees under the
district officers does not necessarily affect his
competency. It meant further, that the member of
employees su.pervised did not necessarily mean that the
district need competence, more or less. Nor, does his
needs for these competencies became greater or less.
There are instances that the employees on office have,
the better in the performance of that office “many hands
make-work lighter” so to speak. Certainly these are
offices where the staff is less but cohesive, working
harmoniously and easier to direct.

The relationship between the district officers
competency on aac and the seminars they attended, the
computed correlates: coefficient ptsted 0.06 “denoting a
low conditions. To test its significance, Fisher’s t was
utilized. It turned out that the computed t value of 0.23
was lesser than the tabular t value of 1.75 at .05 level
of significance with 15 df. Therefore, the hypothesis
that “there is no significan{: relationship between the
distriet offices competency on aac and the seminars they

attended was accepted/ it meant that the attendance in
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seminars did not necessarily make the district officers
more competent in his work.

Considering experience and the district officers’
competency on aac the computed correlation coefficient
was -0.36 denoting an impossible relationship. Hence,
when the computed t was tested for its significance using
the Fisher’s test, the computed t wvalue of 1.75 at 0.05
level of =significance with 15 df. This *© comments
therefore, the acceptance of the null  hypothesis. It
meant that the length of time that a district officer
manages office did not in any way make more effective and
competent.

Another data shown in table 35 is the relationship
between the district officers’ competency and their
monthly income. Computing the correlation coefficient, it
resulted to an a of -0.08 which denoted negligible
relationship using the fisher’s t test its significance,
the obtained t value of 0.31 was lesser than the tabular
t value of 1.75 at .05 level of significance with 15 df.
This led to the acceptance of the hypothesis, which state
that there is no significant relationship between the

district officers’ competency on aac and their monthly
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income is not related to or it does not influence their
competency. Competence does not necessarily go with the
salary, one is receiving.

On the relationship between the district officers’
competency on aac and their performance rating, the
computed coefficient of correlation was -0.10. This
denotes a negligible relationship between these two
variables. The computed value of 0.39 is lesser than the
tabular wvalue of 1.75. Therefore, the null hypothesis
that there is no significant relationship between the
district officers competency on aac within performance

rating it was accepted at .05 level of significance with

15 df.

Relationship between the Management
Styvles and some District
Officers-related Variates

Included in this study 4is the objective of
ascertaining the extent of relationship between the
management styles and some district officers related
characteristics such as age, sex, civil status,
educational attainment, number of employees supervise,

in-service training, years in present position, monthly
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income and performance rating. The results of the
correlation are found I Tables 34-38.

Autcoratic Style. Relating this management style

with the district officers sex, civil status, and
educational attainment, the correlation coefficient
resnlted to 0.13, .08 and .07 vrespectively denoting
negligible relationship. When tested for its significance
using the Fisher’'s t, the computed t wvalue of .51, .31
and .27 respectively proved lesser than the tabular value
of 1.75 at .05 level of significance with the df equals
15. Thus the hypothesis.which stated that ther& is no
significant relationship Eetween the district officers
autocratic style of managemenf and their sex, civil
status and educational attainment were accepted. Thus, it
could be said that sex, civil status and educational
attainment did not have anything to do with the district

officers.
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Pearson r Correlation Between the Management

Style of District Officers as Autocratic
and Selected Variates

variates Computed Cmp:tnd Evaluation
r

Aga -D.05D 1.84 8

S6x -.13 .96 NEB

Qivil Status -0.08 1i.40 N2

Educational

Attainment .07 2.24 =}

No. of Employess

Supervized -0,37 0.51 e

In-Service Training  -D.22 1.45 NS

No. of Yoars in

Present Pogition ~-0,49 2.12 8

Monthly Incoma -D.14 1.64 NE

Performance Rating ~-0.32 3.50 -]

Tabular € valua for r & .05 and df = 15 = 2,75

Legend:

N8 = Not Sigmificant

8 = pignificant

adoption of the autocratic style of management. Being

highly qualified

officer could become an autocratic manager,

did

not guarantee

district

although ha

was knowledgeable and conversant in his work, due to his

high educational qualification.
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In relation to number of employees supervise, in-
service training, years in present position and monthly
income, the correlation coefficient posted at -.37, -.22,
~.39 which indicated a slight relationship. Being a
negative values, it implied that the relationship between
the district officers autocratic manaéement style and the
above wvariates were inversely proportional. Méaning, the
increase of one variates corre'spondents to the decrease
on the autocratic management style of the district
officer or wvice wversa. Testing its significance, the
Fisher’s t wvalue of 1.54, .87, 1.64 and 1.59 were
numerically lesser than the tabular t wvalue of 1.75 at
.05 level of significance with 15 df. Therefore the
hypothesis that there is no significant relationship
between the autocratic style of management and the
district of.fir;ers number of employees supervise, in-
service training, years in present position and monthly
income was accepted. It indicated that the number of
employees supervise had nothing to do with the district
pfficers practice of the autocratic style of management.
Moreover, the district officers did not become autocratic

simply because they had acquired a lot of expertise due
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to training’s they had attended. The number of years as
district officers did not in any influence him to
practice the autocratic style of management.

The correlation coefficient between autocratic style
of management and district officers age and performance
rating resulted to a computed r of -.05 and -.77
respectively denoting moderate and high correlation
respectively. The value of being negative meant that the
relationship between them was inversely proportional.
Using the Fisher’s t to test its significance, the
computed t wvalue of 2.24 and 4.67 proved numerically
éreater than the critical value of 1.75 at .05 level of
significance with 15 df. Hence, the hypothesis that there
is no sgignificant relationship between .the autocratic
style of management and district officers’; age and
pecformance rating werdrejected: This finding implied
that‘this style of management was influenced by district
officers age and performance rating. It revealed that the
older the district officer, the more he becomeé
autocratic in his management style. Perhaps this is due
to the fact that as district officers grow in age, they

acquire more knowledge in their work experience and
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believe that they are better and more conversant than
their subordinates and hence, the tendency to be
autocratic in his dealing them.

Compromiser Style. Relating this management with the

district officers age, civil  status, educational
attainment; number of employees supervise, 1n-service
training’s attended, monthly dincome and performance
rating, the correlation coefficient resulted to -0.31, -
0.27, -0.10, -0.37, -0.36, -0.20 and -0.24 respectively
denoting slight relationship. When tested for its
significance using the Fisher’s t, the computed t wvalue
of 1.26, 1.09, .39, 1.54, 1.49, 0.79, and 0.96
respectively prove lesser than the tabular value of 1.75
at 0.05 level of significance with df equals 15. Thus the
hypotheses which stated that there is no significant
relationship between the district officers compromiser
style of management and their age, «c¢ivil status,
educational attainment, number of employees supervise,
in-service trainings attended, monthly income and
performance rating were accepted. The computed r with a
positive sign, it implied that the relationship existing

between them was directly proportional. With a negative
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sign, it implied that the relationship existing between
them was inversely proportional.

The findings implied that the district officers use
of this style was not influenced by his age, it indicated
further, that as the district officers grew in age, he
tend not to resort to this style of management. Relating
this management style with his civil status, it implied
that the district officers being compromiser on his
management style was not influenced by his civil status.
Anyone, whether he 1is married, single or widow/er could
be compromiser at anytime as the situation required. Even
with the high educational qualification of the district
officer, it did not affect his employment of the
compromiser style. To be compromiser did not necessarily
mean that the district officer must have master’s degree
or whatever. In relation to the number of employees being
supervised, it implied that the use of this style was not
determined by the number of employees being supervised.
In relation to the training attended, it implied that the
use of compromiser style of management was somehow not
influenced by the training’s attended by them. In

relation to the monthly salary of the district officer,
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it meant that the salary deoes not in any-way affect his
management style. A district officer may be affluent over
the rest but he may not be skilled in managing the
office, hence, his management style may not be good or
better. Good district officer does notmygeceésarily' go

with the salary, one>is receiving.

Table 35

Peargon r Correlation Between the Management
Style of District Officers as Compromiser
and Selected Variates

Variates Camputed Cu.putadt Evaluation
r

Age -5.31 1.26 N8
Sex 0.59 2.83 8
Civil Status ~0.27 1.08 NS
Educational
Attainment .10 .39 N8
No. of Employeos
Supexrviges + ~0.37 1.54 NS
In-Service Training -0.36 1.49 N8
No. of Years in
Present Position -0.51 2.30 8
Monthly Incoms -0.20 79 NS
Performance Rating -0.24 .96 N8

PTshular t value for r = .05 and df = 15 = 1,75
Lagend:

NS Not Significant

8 fignificant
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Executive Style. Relating this management style with

the district officers age and sex, the correlation
coefficient resulted to .79 and .46 respectively
indicating significant relationship. When tested for its .
significance using the Fisher’s t, the computed t wvalue
of 4.99 and 2.01 vrespectively proved higher than the
tabular wvalue of 1.75 at .05 level of significance with
df equals 15. Thus, the hypothesis which stated that
there is no significant relationship between the district
officer’s executive style of management and their age,
and sex were rejected. Thus, it could be implied that the
said age and sex have something to do with the district
officers adoption of Executive style of management. It
will also construed that being highly qualified for the
position will guarantee that a district officer could
adopt an executive type of management, as he is
knowledgeable and conversant in his work, due to his
educational background.

In relation to «civil status and educational
attainment, the correlation coefficient posted at .22 and
.29 indicated a slight significant relationship. However,

in relation to no. of employees supervise, in-service
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training, number of years in present position, length of
service, monthly income and performance rating with
correlation coefficient posted at' -0.28, -~0.24,, -0.40, -
0.23 and -0.25 indicates a slight relationship. 'Being in
negative wvalues, it thus implied that the relationship
bhetween district officers’ executive style of management
and the foregoing variates were inversely proportioned.
This simply means that the increase of one variate
corresponds to the decrease on the executive style of
management of the district officer or vice versa.

Testing its significance, the Fisher’s t wvalue of
1.13, .96, 1.69, .93 and 1.00 were numerically lesser
than the tabular t wvalue of 1.75 at .05 1level of
significance with 15 df. Therefore the hypotheses that
there is no significant relationship between the
executive style of management and the district officers’
number of employees supervise, in-service training,
number of years in present position, length of service,
monthly income and performance rating were accepted. It
only indicates that the number of employees supervise
have nothing to do with the district officers practice of

the executive style of management. However, the district
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officers cant become an executive in character because
they had acquired enough a lot of experience and
expertise due to training they had attended. The-.pumber
.. .of years as “district officers did not in any way

influence them to practice the executive style of

management.

Developer style. To relate this management style

with the district officers age, sex, civil status, number
of employees supervise, in-service training, no. of vyear
in present position and performance rating the
correlation coefficient resulted to 0.22, 0.21, 0©.21,
0.40, 0.20, 0.16 and 0.12 respectively, indicating
significant relationship.

When tested for its significance using the Fisher’s
t, the computed value of 0.87, 0.83, 0.83, 1.69, 0.79,
0.63 and 0.47 were lesser than the tabular value of 1.75
at .05 level of significance with df equals 15. Thus, the
hypothesis which stated that -there is no significant
relationship between the developer style of management

and the district officers’ variates was accepted.
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Pearson r Correlation Between the Management

Style of District Officers as Executive
and Selected Variates
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Variates Computed Computed Evaluation
r t

Aga .18 4.59 8

Sex A6 2.01 8

Civil Status .22 .87 N8

Educational

Attainment .28 1.17 NS

No. of Employses

Supervieed -0.26 1.13 NS

In-Service Training -0.24 .96 g

No. of Years in

Present Position -D.4D 1.69 ng

Monthly Incoma -0.23 .92 NB

Performance Rating -0.25 1.00 N8

Tabular ¢t velue for r = .05 and df = 15 = 1. 75

Lagand:

1]

NS

B

gignificant

Not Bignificant
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Hence, it could be asserted tha-t the above foregoing
variates do not have something to do with the district
officers practice of the Developer style of management.
It could be further understoed that being highly
gualified for the position will be guarantee that a
district officer could adopt a Developer style of
management, as he knowledgeable and conversant in his
endeavor, due to his high educational attainment.

In relation to educ;ational attainment and monthly
income with correlation coefficient posted at -0.15 and -
0.14 respectively only indicates a slight relationship.
However, being 1in negative values, the same only implies
that the relationship between the district officers
developer style of management were inversely
proportioned. It only prc;ved that the increase of one
variate corresponds to the decrease on the developer
style of management of the district officer or vice
versa.

Testing its significance, the Fisher’s r value of
0.59 and 0.55 respectively were numerically lesser than

the tabular t wvalue of 1.75 at .05 level of significance
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with 15 df. Therefore, the hypothesis that there is no
"significant relationship between the Developer style of
management and the district office.r:s educational
attainment and monthly income were accepted. It further
indicate that the educational attainment and monthly
income have nothing to do with the district officers
adoption of developer style of management.

Although these two wvariates have negative wvalues,
they do not affect in anyway to the district officers
adoption of the developer style of management in the
office.

Bureaucratic style. Relating this management style

to the district officers sex, the correlation%coe:‘fficient
resulted to .71  which indicates a significant
relal:ionship. When tested for is significance using the
Fisher’s t, the computed value of 3.90 proved higher than
the tabular wvalue of 1.75 at .05 level of significance
with df equals to 15. Thus, the hypothesis which stated
that there is no significant relationship between the
district officers bureaucratic style of management and

their sex, was rejected.



176

Table 37

Pearson r Correlation Between the Management
Style of District Officers as Developer
and Selected Variates

variates Caaputed c«nip;utad Evaluation
h

Aga .22 .87 HS
gax .21 .83 NS
Civil Status .21 .83 NS
Educational

Attainment -.15 .59 He
No. of Employses

Bupervisad =40 1.69 N3
In-Pervice Training 20 .79 N3
No. of Years in

Pregent Position .16 .63 ]
Monthly Incoma -.14 .55 NS
Parformance Rating .12 .27 N8

Tabuler t velue for r = .05 and df = 15 = 1.75
Ieagend:
NS = Not Significant

8 = BSignificant

Hence, it could be stated that the sex has something
to do with the district officers adoption of bureaucratic
style of management. It can also implied that being
highly qualified for the position will guarantee that a

district officer could adopt a bureaucratic style of
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management, as he is well verse and conversant in his
work due to his high educational attainment.

In relation to age, educational attainment and
number of employees supervise, the correlation
coefficient posted .02,, .05 and .05 respectively
indicated a slight significant relationship. However,
number of years in present position, monthly income and
performance rating with correlation coefficient posted at
-.01, -.12, .34, -.22 and -.18 indicated a slight
relationship only. Being in negative wvalues, it thus
implied that the relationship between the district
officers bureaucratic style of management and the
foreqoing variates were inversely proportioned. Meaning
that the increase of one variate corresponds to the
decrease on the bureaucratic style of management of the
district officer or vice versa.

Testing its significance, the Fisher’s t wvalue of
.04, .08, 1.40,, .86 and .71 were numerically lesser than
the tabular wvalue of 1.75 at .05 level of significance
with 15 df. Therefore the hypothesis that there is no
significant relationship between the bureaucratic style

of management and the district officers civil status, in-
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service training, no. of years in present position,
monthly dincome and performance rating were accepted.
Hence, it can be proven that the civil status has nothing
to do with the district officers practice of the
bureaucratic style of management.

It can be noted likewise that out of nine wvariates
under the bureaucratic style, only one variate which is
sex has significant relationship between the district
officers adoption of bureaucratic style of management,
while all the rest were not significant.

Table 33

Pearson r Correlation Between the Management Style of
District Officers as Bureaucratic & Selected Yariates

Variates Camputed cu.p:.:l:ad Evaluation
r

kg .02 .08 N8
Sex Nkl 3.99 5]
civil Btatus .01 .04 “y NS
Educational Attaimment' .05 e L] . NB

«. No. of Ewployeas

- * Supervised .05 .19 NE
In-Service Training .02 .08 NS
No. of Years in
Fresent Position -.34 1.40 Ng
Monthly Income ~.22 .86 s
Performance Rating -.18 -7l N8

Tabnlar ¢t value for » = .05 and of « 15 = 1. 75

Legend: N8 = HNot Significant 8 = gignificant



Chapter 5

SUMMARY OF FINDINGS, CONCLUSIONS AND
RECOMMENDATIONS

This chapter contains the summary of findings,

conclusions and recommendations of the study.

Summary of Findings

The findings of the study are herein presented vis-a-
vis the specific questions and null hypotheses already
stated.

Based on the data gathered, the following results were
obtained:

1. The average age of the LTO district officers in
Eastern Visayas was 50 years with a standard deviation
of 11.2 vyears. Majority of the district officers were
male comprising 82.35 percent and the remaining 17.65
percent were females. Of the 17 district officers,
88.23 percent were married, while only 5.88 percent
were either widower or single. As regards educational
qualification, majority of +them were holder of
bachelor’s degrees compromising 76.47 percent. The

average number of trainings a district officer has was
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12 trainings-while the average number of years of work
experience of the officer in his present position was
7 years with a standard deviation of 7.6 years. The
monthly income of the officer was P17,000 with a SD of
P2,496. In terms of performance rating, the distriet
officers obtained very satisfactory rating.

The clientele and rank and file employees assessed the
management competency of the district officers on
their operational functions namély motor vehicle
registration, as “moderate competent” as ewvidenced by
the grand means of 3.46 for the clientele rating and
“highly competent” as evidenced by the grand mean of
3.53 for the rank and file employees rating.

Both gqroups of respondents assessed the management
competency of the district officers on their
operational functions namely issuance of drivers and
conductors licenses, law enforcement, and adjudication
of apprehension case as ™ highly competent” as
evidenced by their grand means representing the
clientele and rank and file employees ratings; viz:

3.54 and 3.74 for issuance of licenses; 3.78 and 3.78



181

for law enforcement and 3.56 and 3.88 for adjudication

of apprehension cases.

In comparing the perceptions of the clientele and rank

and file” - employees - relative to the management

competency by district officers, the computed t value
was 1.56 which was lesser than the critical t value of

2.45 at .05 level of significance with df=6. Thus, the

hypotheses comparing these two variates was accepted.

The relationship between management competency of

district officers and each of the selected variates

are described below:

5.1 The study showed a direct law relationship between
sex, training attended, years in  present
position, performance rating and the district
officers operational function on motor wvehicle
registration. There is a negative non-significant
correlation between age, civil status, number of
employees supervise, monthly income and the some
operational function. There is a significant
relationship between educational qualification

and the district officers operational function on
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motor vehicle registration as manifested by a
correlation coefficient of 0.48 and at wvalue of

2.12.

5.2 There is no significant relationship between age,

5.3

sex, civil status, number of employee supervise,
trainings  attended, <vyears in the present
position, monthly income, performance rating and
the district officers operational function on
issuance of drivers and conductors licenses.
However, there is a significant relationship
between educational qualification and the
district officers competency on issuance of
1icenses as reflected by a correlation
coefficient of 0.53 and 5 computed t wvalue of
2.42.

The study showed no significant relationship
between sex, civil status, number of employee
supervise, training attended, monthly income and
the district officers competency on law
enforcement. But, there is a sifnificant

relationship between age, educational attainment,



183

number of vyears in present position and
performance rating and the district officers
competency on law enforcement.

5.4 The study showed no significant relationship
hetween age, sex, civil status, number of
employee supervise, trainings attended, number of
years in present position, monthly income,
performance rating and the distriect officers
competency on adjudication of apprehension of
cases. However, there exist a significant
relationship between educational attainment and
district officers competency on adjudicatien of
apprehension of cases as manifested by a
correlation coefficient of 0.46 with a computed t
value of 2.01 at .05 level of significance with
15 df.

6. The relationship between the management styles and
some district officers’ related variates are described
as follows:

6.1 There is a negative non-significant, low to

moderate  relationship between the district
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officers autocratic style of management and sex,
civil status, educational attainment, number of
employees supervise, training attended, years in
present position and monthly income. However,
there is negative significant relationship
between the district officers autocratic style of
management and their age and performance rating.
There is a moderate relationship between the
district foicers‘compqgmiser style of thandgement
and ftheir sex and number of years in present
position. The correlation coefficient of 0.59 and
-0.51 respectively are significant at 0.05 level.
However, there is no gignificant relationship
between the district officers compromiser style
of management and their age, civil status,
educational attainment, number of emplayees
supervise, training attended, monthly income and
performance rating.

There is a direct and moderate relationship
between the district officers executive style of

management and their age and sex as reflected by
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a correlation ceoefficient of 0.79 and 0.46 and s
computed t wvalue of 4.99 and 2.01 respectively.
There is no significant relationship between the
district officers executive style of management
and their civil status, educational attainment,
number of employees supervise, training attended,
vears in present position, monthly income and
performance rating.

The Study. showed no significant relationship
between the district officers developer style of
management and their age,6.5 There is a direct
and high relationship between the district
officers bureaucratic style of management and sex
with a correlation coefficient of 0.71 and a
computed t wvalue of 3.90 at 0.05 level of
significance. There is no significant
relationship between the district officers
bureaucratic style of management and their age,
sex, civil status, educational attainment, number

of employees supervise, training attended, number
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of years in present position, monthly income and
performance rating.

6.5 Corollary to this study, the researcher was able
to develop management development program for
five days which could be of help to the district
officers for better delivery services to the
public. The management program is an offshoot of
the agsessment of the management competency and
management style of the district officers. Since
the results of the present study were moderately
and highly competent, the training program could
help them strengthen their operational functions

and management style.

Conclusions

The following conclusions were drawn on the bases of
the findings of this study:

1. A typical LTO district officer in Eastern Visayas
during the fiscal year 2000-2001 is 50 years old, married,
a bachelor’s degreé o, 12 in-service training attended, 7
years in present position, ﬁith monthly income of P17,000

and has a very satisfactory rating.
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2. The district officers are “moderately competent” in
motor wvehicle registration and possessed “high competence”
on the issuance of drivers and conductors licenses, law
enforcement and adjudication of apprehension cases as
perceived by the clientele and rank and file employees.

3. There are no significant differences on the
perceptions of the clientele and rank and file employees
relative to the management competency of the district
officers along the four operational functions such as motor
vehicle registration, issuance of licenses, law enforcement
and adjudication of apprehension cases.

4, Among the district cfficers’ related
characteristics that influenced management competency were
educational qualification on *four opérational functional,
age and number of years in present position in terms of law
enforcement.

5. All the identified variates that did not correlate
with management competency of the district officers are
sex, sex, civil status, educational attainment, number of
employees supervise, training attended, number of years in

present position, monthly income and performance rating.
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Further, the degree of neéd for these competencies is not
necessarily influenced by the foregoing district officers’
related variates.

6.Among the district officers related variates that
correlated significantly with their management style are:
age and performance rating for autocratic: sex and number
of years in present position for compromiser: age and sex
and present position for executive; and sex for
bureaucratic.

7. The district officers need to undergo a training
program on management competencies and styles to enhance
their management and leadership effectiveness skill and
help improve district performance. A similar program should
also be made available to qualified employees and may be
adopted as basis for ©recruiting prospective district

officers.

Recommendations

In the light of the findings and conclusions of the
study, the researcher recommends the following:
1. To improve the district officers competencies from

moderate and high competent to extremely competent, LTO
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Region 08 should provide a Managerial In-service Training
Programs with emphasis on the enhancement of district
officers competencies in their operational functions and
management style. Likewise, qualified personnel should be
given a similar program to prepare them for promotion to
district officer.

2. In as much that educational qualification
correlates significantly with competency, district officers
and future district officers should be encouréged through
incentive to grow professionally by pursuing graduate
studies.

3. Another study of this kind may be conducted to
correlate the management competency/ leadership skills and
.pérsonality traits in order to know other factors that
would make successful and effective managers in which the
respondents are not only limited to LTO officials but also
those coming from other agencies of the government.

4. A follow-up study may be undertaken to analyze the
effect of the Management Competency Training Program among

the district officers.



Chapter 6

A TRAINING PROGRAM DESIGN FOR
LTO DISTRICT OFFICERS
Rationale

The training program is designed to reorient LTO
district officers on the different operational functions
and management styles that they can adopt in managing
the operations of their respective district offices.
This is of great importance since LTO district officers
have certain requirements and expectations from his
subcrdinates: The style of managing or leading his staff
and personnel will affect ultimately the king of effort
or output each personnel puts forth.

Everyone is in a continuous process of growing and
developing e&en outstanding managers do. The data
glicited by the two instruments - Management competency
on operational functions and Management styles
apparently project highly and moderately competent
indices about the district officers inveolved in this
study. The areas where the respondent scored the lowest

were used as bases for designing an enhancement program
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for district officers. Such areas lay in motor wvehicle
registration. However, based on the researcher’s
interview and observations, there is really a need of
the district officers and future district officers to
enhanced in their competencies on operational functions
such as motor vehicle registration, issuance of
licenses, law  enforcement  and  adjudication  of
apprehension of cases as well as their management
styles.

Considering that the district officers were
generally rated moderately and highly competent by their
clientele and rank and file employees, one cannot agree
with a general observation that performance evaluation
may not be reliable because self-evaluation instruments
vield higher ratings than actual performance. In this
case it was found out. by the rgsearcher.t?at & general
enhanéement ‘on these competencies can be made to the
district officers although they were rated high in four
operational functions and management styles. It is
because everyone is in continues process of growing and

developing even outstanding managers do.
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Objectives

At the end of the five-day training, the LTO
district officers are expected:
1. To improve skill competency along their four
operational functions and management styles.
2. To acquire skills in conducting action research
particularly along the following topics:
2.1 Need for action research as a tool to
solving management problems
2.2 Meaning, nature, characteristics of
action research
2.3 identifying potential action research on
leadership style problems
2.4 Research  designs / process and
procedures
2.5 Instrumentation
2.6 Validating research instrument
2.7 Writing the action research proposal
2.8 Writing the action research report

2.9 Research development
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Training Program Content

Based on the objectives of the training program,
the different operational functions and management
styles ate outlined. These are presented in a matrix in
order to include the specific objectives, strategies
used, and the time allocation for the different
activities. Table I shows a training program design for

LTO district officers in Eastern Visayas.

Rasources
A. Human Resources
Personnel: Role / Function
Training team: To write / develop and
facilitate
The topics/ Learning
experiences

LTO Central / Regional Office : To help in the easy
absorption by

the participants
during training .

program exercise

Targeted LTO district officers : To provide
facilitate like:
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In Eastern Visayas - Comfortable /
decent venue .
- Equipment / tools

B. Instructional Material

Item : Quantity
Pentel pen 20 pieces
Chalk 2 boxes
Writing board 2 pleces
Carteolina ‘ 40 pieces
Bond paper 2 reams
Hand outs
* Leadership style,
Administrative Kits 36 pieces
* Supervisory style,
Supervisory Kits 36 copies

C. Fiscal Management
Proposed budget for a four-day training program for
LTO district officers in Eastern Visayas:
a. Board and Lodging
Three (3) members of the
training team at PBO0.0@

pesos per head per day P 3,600.00



b.

Transportation Allowance
Three (3) members of the
training team at P20,000
pesos per head
Materials

Pentel pen (12 pcs.)
Chalk { 2 boxes)
Cartolina (24 pes.)

Bond Paper {3 reams)
Hand outs (36 copies)
Certificate (36 copies)

Miscellaneous expenses

Honoraria of Resource Speakers

Strategy of Implementation

A. Pre-Implementation Activities

1. Conference with the

P20.00

80.00
200.060
390.00
800.00

706.00

195

24,000.00

3,000. 00

LTO Regional Director in

Easter Visayas should be arranged to make him realize

the need for such a training and funding program.
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2. Seek official permission and funding from the
LTO Central office for the conduct of this training
program. A memorandum will be submitted to be
disseminated to the field regarding the following:
a. Schedule for the conduct of training
program.
b. participants who will attend the training
program
¢. Venue for the training program
3. Conference with the members of the training team
to appraise them of the training objectives.
4. Preparation/construction of needed instructional
materials.
B. Delivery Mechanism
This will be in five-day ¢training program to be
conducted at the Regional Office for its delivery
mechanism, groups dynamic and other methodologies will
encourage and stimulate the participants to see the
relationship and effects on them.
The district officer will be given one week before

the seminar-workshop. The suggested time table for the
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training program could be made flexible such that longer
periods of training could be adopted, when needed.

In the type of group related activities, invitation
of a resource person or professional who has expertise
and experience on the subject matter can be made to
enrich the session. As culminating and enrichment
activities, field +frips to the outstanding district
officers can be arranged and organized to reinforce and
supplement one {1) learning.

The seventeen (17) LTO district and extension
offices in Eastern Visayas are as follows.

Composition of LTO District and Extension offices

1. Baybay Extension Office

2. Borongan District Office

3. Calbayog, City District Office
4. Carigara District office

5. Catbalogan District Office

6. Catarman District Office

7. Guiuan Extension Office

8. Laoang Extension Office

9. Maasin City District Office
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10. Naval District Office

11. Ormoc City District Office

12. Palompon District Office

13. San Juan District Office

14. Tabango Extension Office

15. Tacloban City District Office
16. Tacloban City Extension Office

Evaluation

The evaluation dinstrument will "~be developed
cooperatively of the training team. The evaluation will
focus on:

a. Training program design

b. Instructional effectiveness

c. Extent of participant’s learning
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Reading No. 1

MOTIVATION

A manager or any head of an office can inspire,
encourage and impel to make reguired action if he has
the ability to understand the individual motives of his
subordinates.

Thus, motivation to the employees is an important
factor that may be employed by any leader of an
organization so as to aroused the interests of his
subordinates in order to carry out an over all
participations of the whole members of the group for the
purpose of achieving the goals and objectives of the
organization.

Motivating the employees on the concept of money
value, salaries or wages in relation to their positions
will have a positive reactions on their parts as it will
be cleared in their mind that a higher salary reflects
to a higher position and precisely with a bigger
privileges in the group ameng members of the

organization.
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To the management, as. well as to the workers,
therefore the point of reference or departure is the
rate or salary of job. The wage level of an office or
company in the private industry compared to the same
offices of the same nature or level of other companies
in industry provides a point factor for society. Thus,
wage differentials performs a social function as they
help in determining social status within the wok group.

This points coincides with Chamberlain’s opinion:
Although often there are characteristics of the jobs
themselves, which makes certain jobs more prestigious
than others, the wage rates attaching to them in part
gymbolize and in part create the social distinctions in
the group.

The workers interests in wage rates is based not
only on what they sténd for; Where they rank him
relative to others in the social scale.

Wwhat is more important therefore, “It is not the
absolute level of the wage, but its level relative to
the wage rates of others with whom the worker thinks he

should be compared. “For strong social relations are
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built up around existing wage differentials. Thus, aone
job may be regarded as better than another simply
because it is paid more. The question, however, whether
it is worth more or not may be more important to the job
analyst than to the workers. Thus, the prestige, of a
promotion secured after many vyears of waiting can be

destroyed by re-evaluation of jobs.

Leveriza, Jose P. D.P.A. “Personnel Administration In
the Government”™
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Reading 2
VALUE FOCUS: RECOGNITIOR

Introduction

Man needs recognition. A manger or head of an
office as a human being always wanted to be recognized
and respected. He wants that for every action he should
be admired by his peers. He should always be noticed for
every undertaking he does with favorable acceptance from
the member Qf the group.

Objective: At the end of the activity, vyou are
expected to acquéint yvourself with the four LTO
Operational functions, wviz:

1. Motor vehicle registration

2. Issuance of Licenses

3. Law Enforcement

4. Adjudication of apprehension cases

Period: 5 hours and 25 minutes

Materials: Manila paper, Chalk and Chalkboard,

Whiteboard,

Board marker, Projector and

Handouts on Motor Vehicle Registration process.
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PROCEDURE
Activity: 1. Display the Manila paper on the chalkboard
indicating the motor

vehicle registration requirements.

1.1 Explain to the participants the
importance of said requirements in
the Motor Vehicle Registration
process.

1.2 Write +the disadvantages if the
motor  vehicle will not be
registered on time.

2. Write 4 alternatives your co-employees say
about your
accomplishment less or great.
3.A1low time for sharing with one another
within the group.
Analysis:
1.Hoe did you feel when somebody did not
recognize your work, less or great?
2. Can you work without recognition? Why? And

How?
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3. What implications to vyour work did the
activity gave?

4, Did you learn? What are those?

Abstraction:

1. Lecturrete: “A systematic, serious and
ccntipual effort to place people right,
“Dhucher said, “is a pre-requisites to his
motivation.”

2. Reading: “Morale in both in index of a sound
employment situation and a positive means of

building an efficient organization.”
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Reading No. 3

VALUE OF RECOGNITION
Recognition: this is an act intended by anybody or any
agency to any individual who excel on the performance of
his prescribed tasks and functions relative to this jeb
in a form of rewards in terms of what ever distinction
that may be awarded to him in the future.

This i1s the usual practice of our LTO Regional
Office No. 8 at Tacloban City where the Regional
Director have to choose the peak performer o the year
among the employees in Region 8 we celebrated the
Christmas Party participated by the employees as a token
to his rare achievement in his career. The award which
may be in terﬁs of cash is a form of recognition to the
employee of his peak performance by the top management
in helping him built up his image in the recognitien
where he belongs.

And in turn, this citation or award given teo an
employee will serve as a tool to his promeotion, which

only indicates that the recognition given to him by the
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management had been greatly wvalued in terms of his
timely promotion in the organization.
Rewards:

Classical theories of motivation contend that the
behavior of individuals 1is motivated by the desire to
gain rewards and to aveid punishments. More so, these
types of motivation enables the individual to control
and discipline  himself 1in adjusting the call of
circumstances surrounding the atmosphere of the group
where he belongs.

In the field of business, rewards for efficient and
peak performance and increased in productivity may come
in a number of forms, one of which is promotion in rank
and .salary. Another is just an act of appreciation,
citing for the achievement of an individual. However,
seniority and across-the-board promotions work as a
disincentive to many deserving employees, especially
when promotions are made other than on the basis of

merit.

Source: Northeott, C.H. “Personnel Management: Principles and
Practices”™ 3¢ ed. London: Sir Isaac Pitman & Sons, Ltd., 1993.
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Reading NO. 4

A WIINER’S BLUEPRINT FOR ACHIEVEMENT

Believe while others are doubting.
Plan, while other playing.

Study, while others are sleeping.
Decide while others are delaying.
Prepare, while others are dreaming.
Begin, while others are wishing.

Save, while others are wasting.
listen, while others are talking.
Smile, while others are pouting.
Commend, while others are criticizing.

Persist, while others are gquitting.

William Arthur Ward
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Appendix A

Republic of the Philippines
SAMAR STATE POLYTECHNIC COLLEGE
Catbalogan, Samar

July 11, 1558

DR. EUSEBIO T. PACOLOR

Dean of Graduate Studies

Samar State Polytechnic College
Catbalogan, Samar

Sir:

In my desire to start writing my thesis proposal, I
have the honor to submit for approval one of the
following research problem, preferably number 1:

1, “THE MANAGEMENT OF LAND TRANSPORTATION DISTRICT
OFFICES IN REGION 8: ITS IMPLICATION TO POLICY RE-
DIRECTION™

2. “EEFECT OF REGIONAL LEVEL PRODUCTION OF LAMINATED
DRIVERS AND CONDUCTOR LICENSES CARD IN THE LAND
TRANSPORTATION OFFICE”

3. "CONVERSIN OF LTO SAN ISIDRO EXTENSION OFFICE INTO
AN LTO REGULAR AGENCY™

Anticipating your most faverable approval on this
behalf.

Respectfully yours,

(SGD} JAIME B. HABORG
{Researchex)

* APPROVED:

(SGD) EUSEBIC T. PACOLOR, Ph. D.
Dean, Graduate & Post-—-Graduate Studies
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Appendix B

Republic of the Philippines
SAMAR BSTATE POLYTECHNIC COLLEGE
Catbalogan, Samar
SCHOOL OF GRADUATE STUDIES

APPLICATION FOR ASSIGNMENT OF ADVISER

NAME : NABONG JAIME BACUETES
{Surname} {First Name) (Middle Name)
CANDIDATE FOR DEGREE: Ph. D.

AREA OF SPECTALIZATION: EDUCATIONAL MANAGEMENT

TITLE OF PROPOSED THESIS/DISSERTATION: “MANAGEMENT OF
LAND TRANSPORTATION DISTRICT OFFICES IN REGION 8: ITS
IMPLICATION TO POLICY RE-DIRECTION"

(8GD.) JAIME NABOKG
Applicant

(SGD.) EUSEBIO T. PACCLOR, Ph. D.
Neme of Designated Adviser
APPROVED:

(SGD.) EUSEBIO T. PACOLOR
Dean,; Graduate Studies

In 3 coples: 1% copy — for the Den
2% copy — for the Adviser
F¢ copy - for the Applicant



Appendix C

Distribution of Respondents
Per LTO District Offices

Rank~and
LTO District Offices File Clientele Total Percentage
1. Borongan District Office 7 17 24 6.17%
2. Babay Extension Office 3 15 18 4.63%
3. Calbayog, District Office 9 23 32 B.23%
4. Carigara, District Office 6 17 23 5.91%
5. CatbaloganDistrict Office 6 17 23 5.91%
6. Catarman District offices B 17 25 6.43%
7. Guiuvan Extension Cffice 3 10 13 3.34%
B. Laoang Extenszion Office 3 10 13 3.34%
9. Maasin City District Office g 25 34 B.74%
10. Naval District office 5 17 22 5.66%
11. Ormoc City District Officel3 27 40 10.28%
12. Palompon District Offices 15 20 5.14%
13. SanIsidro Extension Office 2 10 1z 3.08%
14. San Juan District Office 4 15 18 4.88%
15. Tacloban City District Office 12 27 39 10.03%
16. Tabango Extension Office 2 10 12 3.08%
i7. Tacloban City Extension Office 3 1% 20 5.14%

TOTAL 100 289 389 100%
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CURRICULUM VITAE

Name : Jaime B. Nabong

Address : Guindapunan, Catbalogan, Samar
Place of Birth : Calbiga, Samar

Date of Birth : October 10, 1943

Present Position: Supervising Transportation

Requlation Officer
Station : LTO, Naval District Office
Naval Biliran

Civil Status : Married

EDUCATIONAL BACKGROUND

Primary Calampong Barrio School
Calampong Pinabacdao, Samar
1954-15964

Elementary Calbiga Central Elementary School
Calbiga, Samar
1958-1964

Secondary Samar School o6f Arts And Trades
Catbalcgan, Samar
1960-1964

College Toledo Junior College
Toledo City

AB Units Araneta University Foundation
Caloocan City, 1966

AB Units Samar College
Catbalogan City, 1972



AB Graduate

BSC Units

LLB Graduate

Checker

Tractor
Operator

Chief of
Police

Accounting
Clerk

Clerical Ailde

Gzraduate
with Honors

Sacred Heart College
Catbalogan City, 1978

Leyte Colleges
Tacloban City, 1978

Leyte Colleges
Tacloban City
1980 - 1985

POSITIONS HELD

Atlas Consolidated Mining and
Development Company
Toledo City, 1966

Atlas Consolidated Mining and
Development Company
Toledo City, 1966

san Jose De Buan, Samar
1869 -~ 1974

Agricultural Credit Administration

Catbalegan Agency
Catbalogan City, 1979

Sangguniang Panlalawigan
Catbalogan City, 1879

HONORS AND AWARD RECEIVED

Primary and Elementary
Education, 1958 and 1960
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Furniture and
Cabinet Maker
of the Year samar School of Artgs and Trades, 1964

Law Enforcer
of the Year LTQ Region 8
Taclecban City, 1590

Top Grosser
of the Year LTO 8an Isidro Extension office
S8an Isidro, Northern Samar

Top Law Enforcer
of the Year LTO San Isidro Bxtension Office
San Isidro, Northern Samar

TRAINING / SEMINAR AND WORKSHOPS
OJT on Apprehension and Reporting System

On The Law Enforcement And Adjudication of
Apprehension Case held in LTQ Central Office,
East Avenue Quezon City, Nov. 15-31, 1991

Trainors Training Methodology Course held in DILG
Function Room, Department of Interior and
Lacal Government Office, Ormoc City, Nov. 24-25,
1999

Seminar Workshop on How To Combat Crime
In The Locality held at camp Lucbhan Maulong,
Catbalogan, Samar

The New Concept of Motor Vehicle Registration held at
Las Arenas, Tacloban City

Tow To Inspect The Delivery of Materials held at COA
Training Center Candahug, Tacloban City
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L)

Driver’s Examination Seminar Workshop held at LTO
Tacloban City

FY

Driver’s Preventive Seminar Workshop held at Camp
Maulong, Catbalocgan, Samar

Director’s Confarence Workshop held in Iba Zanbales
Regional Conference Workshop on Personnel

Administration held at GS8IS Conferance Room,

Tacloban City June 23, 1992 ’
" o
Crientation Seminar On Traffic Rules & Regulations
{MC-89-105)held at LTO Region 8, Tacloban City, May
10, 1991

Administrative Discipline And Investigation Techniques
Seminar held at LTO Central Office% May 25-27

CO-CURRICULAR ACTIVITIEDS

Vice President

For Visayas Administrative Discipline And
Investigative Technigues Seminar
1993 officer

Vice President Graduate And Post Graduate
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