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ABSTRACT

This study attempted to analyse the management capabilities of SUC’s
presidents in Eastern Visayas, investigating their strengths and weaknesses with
managerial attributes in order to provide a tool for effective management of educational
institutions. The descriptive-analytical research was used because it includes the
process of gathering, analysing, classifying and tabulating data, thereby making
adequate interpretation about them. Statistical results showed that the perceptions of
the five groups of respondents on management capabilities of SUC’s presidents with
respect to the seven managerial attributes differ significantly. On the relationships
between the seven managerial attributes and the personal profile of SUC’s presidents,
statistical results revealed that there is no significant relationship between the variables.
The findings revealed that the SUC’s presidents in Eastern Visayas exhibited high level
management capabilities with respect to the seven managerial attributes. It means that
the SUC’s presidents are highly capable in governing efficiently and effectively their
respective colleges and universities. Based on statistical computations, the first null
hypothesis is valid. So, it could be concluded that the perceptions of the five groups of
respondents are independent from one another. The personal characteristics of the
SUC’s presidents like sex, age, civil status, years of experience as manager and socio-
economic status have no significant relationship with the seven managerial attributes

with respect to the seven managerial attributes.
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Chapter 1
THE PROBLEM ABD ITS BACKGROUED

Introduction

The primary respensibility of educational wmenagers is
the creation of an affective school - a school where
meaningful Iearning takes place. To undertake thiz tasgk,
educaticonal managers need to understand the dimensiconsa of

effective schools and the factors that mold certain

. . , . . 1
institutions inte Tgchools worthy of emulstion.”™ Its

pogsibility is éertain if the educational manager possessed
managerial skills and is aware of his roles.

The job ©f the aschoel menager is the wmost exciting,
challenging, and rewarding career one can ever have.
Individuslas can, of course, make greater contributions to
aogciety on thelr own. But it i3z more likely that major
achievementzs will occur in managed organization - not only
gtate universities and colleges, but also businesses and
other agencies. A manager working within an organization

therefore has much greater chance to be involved in &

1Robert T. Borroumeo, Skrategies for Effective 5chool
Management {Quezon City: Pheonix Press, Inc. 1983%), p.

vii.




gignificant =and far reaching activity than an individual
working slone.

In sddition to being fun and rewarding, 2 managerisl
career is critically important. The prcblems our society
faces today and, meat likely, the problems it will face in
the foreseesble future, reguire both large and small scale
sclutions that colleges, universities and other agencies
can provide. The skills and abilities of every manager to
manage such problems as quality education, pellution, graft
and corruption, gverpopulatieon and poverty may  help
determine whether we& ¢an survive as & nation, cultures or
even species. The skills of organization managers will be

a vital factor in meeting society’s needs and challenges.

According teoe Dr. Teddy Geronimo,2 the “Philippine

achool system is & living organisﬁ, keenly sensitive to the
needs and demands of time. It is constantly, as a result
of changing conditions, teaching theories and technigues
are revigsed and modified from time to time following

scientific investigations, research and curriculum changes.

2Teddy Geronine, »improving Administration and
Supervigion” (Manila Bulletin, April 18, 1889}, p. G-20.



The teaching pergonnel are constantly added with
inexperienced and non-prefessionslly trained teachers that
it becomes inmperstive to have competent and efficient
gsupervisory force to take over and set the pace of the
educational thrusts.”

He stressed further that; gupervigion is & major tasks
of educational managers in all levels, and by all means.
They sghould be taught to supervise. They =hould have
knowledge and expertise to do their jobs efficiently and
effectively. Many come to the classreoom merely to check
the attendance, fill in the blanks on the inside cover of
the school register, pen a8 line or two of suggestions, see
if the buildings eand grounds are <¢lean and sanitary,
tarrying & little to see how students respond to their
teacher’s dquestions. Thiz is the commen scensrio in the
field of superviszion. There iz no resl effort on the part
of the superviscr to see the actuagl conditions in the
school in all azspects.

Former Undersecretary VYitaliano Bernardino, as cited
by Gerconime, pointed out that in all levelz of sachool

gsystem, the standards of education are affected by both the



low guality of teaching, and of administration and
supervision.

There iz s marked and noticeable deterioration in
quality in terms of students’ performance. While there are
many I[actors related to guality inside and outside school
gther than teachers, certainly no one ¢an deny the critical
role played by teachers in maintaining guality instruction.
In additicn, upgrading the managerial skills of educationsl
managers is needed  bhecause they =set the academic
atmosphere,

Republic Act No. 8282, otherwise known as “Higher
Education Modernization Act of 1997" was signed into law in
order to achieve a more coordinated and integrated system
of higher education: render it more effective in the
formulation and implementation of policies on  higher
educaition; provide for wmore relevant direction in their
governance; and ensure the enjoyment of academic freedom as
gueranteed by the Constitution.

In spite of the existence of this law, it is apparent

that the formulation and implementation of policies and

relevant direction in governance are still & problem. These



izsuezs in our educational syztem motivated the reszegrcher

to pursue this study.

Statement of the Froblem

This study seeks to decermine the management
capabilities of SUC's presidents 1in  Eastern Visaysas.
Specifically, it seeks answers to the following guestions:

1. What is the pfofil& of the SUCTs presidents in
Eagtern Vizayas ag to:

1.1. 8ex;

1.2. age:

1.3. marital status;

1.4. esducational attsinment;

1.5. vears of experience &3 manager;
1.6. soclio-economic status?

2. What are the menagerial capghilitiez of 5UC s
presidents in Eastern Visayaz as perceived by them, key
officials, teachersz, non-teaching personnsl, and students
with respect o the following attributes as:

Z.1l. Administrator;
2.2. Analyzer;

Z2.3. Communicator;



Coungelor:
Heeter;
Mentor;

Aspirer?

3. Are there szignificant differences in the perception

among the groups of respondents on the following attributes

831

3.1.

3.2.

3.7.

Administrator;
Analyzer;
Communicator;
Counselor;
Meeterp;
Mentor:

Aspirer?

4, I= there any zsignificant relationship bhetween the

geven aforementioned managerial attributes and the

following profile of the SUC’s presidents with regards to:

4.1.

4'2‘

4'3'

4.48

4.5.

HeX;
age:

marital status;
educational attainment;

vears of experience az manager;



4,6, gocio-economic SLatus?

Hypotheszas

Besed on the aforestated sgpecific dguestions, the
following null hypotheges of this study were drawn:

1. There is no significant difference in the perception
hetween the groups of respondents such asg, the 5SUCs
presidents, key officials, teachers, non-teaching
pergonnel, and students on the following sttributes as:

1.1. Administrator
1.2. Analyzer

1.3. Communicator
i.4. Counselor
1.5. HMeter

l1.6. Mentor

1.7. Aspirer

2. There is no significant relationship between the
SeVEeEn aforementioned managerial attributes and the
following profile of the SUC’s pregidents:

2.1. GSex
2.2. Age
2.3. Marital gtatus

2.4, . Bducational attalinment



Z2.5. Yesrs of experience as manager

2.%. Socic-economic status

Thaeoretical Framework

There are 3zeven managerial attributes that are used as

variables in thig study. The seven bazaic attributes, a3

- 3 _— .
suggested by Jaffee et. sl. are divided into two

categories: one that comprises competency factors and that
conmprise attitudinal factors. Competency factors involve
the exercising of skills sand sabilities. Thig category
includes the Administrator, the Analys=er, the Communicator,
the Counselor, and the Meester. Attitudinal factors are
azgociated with wants and desires, and needs. This
category includes the two remaining attributes; the Mentor
and the aAspirer. Jaffee bkelievey that the presence of the
aforementioned seven managsrial attributes in  a certain
manager will make hiz/her management effective.

This study is anchered on Robert L. Katz’s “Theory on
the Three Basic Types of Skills” -technical, human and

conceptual, which sre all needed by managers. He suggests

3Cabot L. Jaffee, et. al., The Art of Managing,
{Navotas, Metro Manila: Navotas Press, 1892}, P. 1.




that & “combination of these three skills is sssential ho
. R 4
gctive management.” Katz, cited by Stoner and Wankel,

explained that managers need enough technical skill “to
sccomplish the mechanice of the particular ijob” he or she
ig responsible for; they need enough human skills to work
with other organization members and lead their own groups;
they need enough conceptual skillz to recognize how the
various factors in a given situation are interrelated =20
that the actiong he or she tekes will be in the best
interest of the whole organization. The absence of any one
of the three bagic types of skills will affect the

effectiveness of management.

Conceptual Framework

The paradigm {Figure 1} on the succeeding page iz the
conceptual framework of the study. It serves as a guide of
the researcher in conducting the investigation.

The base consists of the rectangle containing the
State Colleges and Universgities in Eastern Visayas as the

reaearch environment. Above it are the SUC 3 presidents,

éJames A.F. Stoner and Charles Wankel, Management (New
Jergey: Printice Hall Inc., 1987}, p. 15.
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MANAGERIAL SKILLS AND
ABILITIES DEVELOPMENT
PROFILE OF ~. | RESULT OF | A MANAGERIAL
SUC’s / THE ATTRIBUTES
PRESIDENTS STUDY ‘I
/ \ ADMINISTRATOR
© SEX i \,
© AGE W '7 ANALYZER
© MATERIAL \
© EDUCATIONAL L/
ATTAINMENT MEETER
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EXPERIENCE MENTOR
AS MANAGER
© SOCIO-ECONOMIC ASPIRER
STATUS
T i
! KEY OFFICIALS, TEACHERS, NON-TEACHING PERSONNEL
SUC’s PRESIDENTS :

AND STUDENTS

=

VISAYAS

STATE UNIVERSITIES AND COLLEGES IN EASTERN

Figure 1.

The conceptual model of the study.
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key officials, Leachers, non-teaching personnel, and
students of the respective state colleges and univerzities
uzsed az respondents of this study.

The rectangle at the right side above the respondents
contalin the zeven managerial attributes such as;
Administrator, Anslyzer, Communicator, Counselor, HMeeter,
Mentor and Aspirse. These are the variables ussed to find
out the management capabilities of SUC'=z presidents in
Eastern Visayas.

The rectangle at the left side contains the profile of
50C's presidents to include gex, age, marital status,
educational attainment, years of experience a5 mansger, and
gocio-economic status. These variables were treated if
they have gignificant relation with the ssven managerial
attributes.

The relationship between the managerial attributes and
the variagtes was determined using appropriate gtatistical
tools. The results of the study nmay serve as inputs to

managerial skills and abilities development.

Significance of the Study

This reaearch was conducted because up Lo the present

no statisticasl record hes been e&stablished vet t£to  show



iz

management capabilities of SUC's president in Eastern
Vigayas with respect te the managerial attributes menticned
under the atatement of the preoblem. The researcher deemed
it to be timely and relevant because at present time, we
need highly trained, qualified and competent managers
who would be instrumental in achieving our goals and
agpirations for a2 highly developed az well as progressive
country.

With the aim of benefiting managers a8t different
levels pnot only in state celleges and univergities, but
alao in other educational institutions, government offices,
buginesses snd other corganizations - not only in the
region, but also in the entire c¢ountry -~ thisg particular

endeavor was undertaken.

Specifically, this study will help 5UC’'=s presidents to

find their mansgement gJguotient. The resultg of thizg study
will serve &3 a motivating force towards perscnal and
management transformation for them to reach the highest

levels of their careers and their lives ag managers.

To the Search Committee for SUC’'s presidenks. This

study could be a gulde 1in evalusting the management

capahilities of those who will aspire for the position.
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To the Board of Trustees. This undertaking may be used

as one ©of the teools in sn objective azelection process of

SUUC’ s presidents.

To 50C's faculiy and emplovees. Thozse who wish o

become manager; this research endesvor will provide them
with tools how to enhance various gttributes very essential
for effective management style.

To the students. This study will serve gs a reference

in management studies, serving as their own guiding post
in making themzelvez efficient and effective managers in
the future.

Finally, this will enhance and foster regponsible
menagement that ig very essential to economic and social

development of the country.

Scope and Delimitation

Thizs study primerily feocused on  analyzing the
management capabilities of SUC’s presidents in Eaatern
Yigavas. The analysis focused on their strengths and
weaknesses with respect to the seven mansgerial attributes
a= the variablez in finding out results, which will be the

inputs to manageriasl skills and sbilities development..
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There were 10 5UC’=z involved in this study, to wit:

1. Universgity of Eastern Philippines (UEP)
Catarman, N. Samar

2. Eastern Samar State College {RE35C)
Borongan, E. Samar

3. Leyte Ingtitute of Technology (LIT)
acloban City

4, Leyte Neoermal University {LHNU)
Taclohan Clity

5. Havael Institute of Technology (NIT)
Naval, Biliran

6. Palompon Institute of Technology {PIT)
Palompon, Leyte

7. Tiburcioc Tancince Memorisl Institute of Soilence
and Technology {TTMIGT)
Calbayog City

8. Visayas State College of Agriculture (VISCA)
Baybay, Levte

9. Southern Leyte College of Science and Technology
{SLCEC)
sugod, Southern Leyte

10. Tomas Opus Normal College (TONC)
Tomas Opus, Southern Leyte

The location of SUCT's respondents iz shown on the map

of Eastern Visayas {Figure 2}.

The researcher utilized five groups of regpondents &8s
gources of wvital information to determine the management

capabilities of 5UC’a presidents in Eastern Visayss. The
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.

€ - Locations of Respondent Institutions - v

UEP

\-';

Figure 2. The above map (Eastern Visayas ) shows the locations of the

respondent State Universities and Colleges (SUC's).
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first group was composed of 10 SUC’3 presidents. In the
second group were the key officials - wvice presidents,
deans and head of departments, which totaled to 8l. The
third group conzisted of 283 teachers. In the fourth group
were the non-teaching personnel, which totaled ‘to 195,
HMeanwhile, the fifth group consisted of 155 student leaders
elected to their respective student body governmentsz.

This study was conducted from 1999 to Z001.

Definition of Terms

In order to provide the readers a common fLrame of
reference, the following terms are defined a3 used in this
gtudy.

Administrator. & generic term referring to the person

respongible for the total administration of an educational
gyatem, institution, or division of either; may refer to
state superintendent or commissioners, city, country, or
district superintendents, principsals, deans, chancellors,
and presidents of state ¢olleges and universities.5

The Adminigtrator demonstrates behaviors sgsociated

5Carter Y. Good, Dictionary of BEducation (New York:
MeGraw-Hill Book Co., 1943}, p. 15.




with structuring tasks for onesgelf az well as for others
and e=ztsgblizhing courzez ¢f acticon in order to achisve

e Ty ey - T T T e - - i 4 A - W G :
anelyziz; & o<olumniszt or commentator who specializss in

interpreting social and political development.

The Analyzer demonstrates behaviors azZsocliated with

the ability to perceive and interpret information including

situation, =zeeing relationshipz, and reaching =zound and

ey
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Aapirer. One who a&aszpiresz; =esk= to attain or

. . _ ; . -
accomplizh zomething, es3pecially zomething high or great.

The Aspirer demonsatrates behaviors associated with

Jaffee, e2t. al., op. cit., p. 4.

q‘ .
"Philip Babhoook Fove, Webster’s Third New

International Dictionary (Mas=zachuzsets, USA: Meriam-
Webster Inc., 1835}, p. 77.
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gtriving for a goal. He constantly looks towards the
future and works towards a greater level of perfection,

higher posgition, or generally, a better position on the job

. . io
or in l1ife.

Attribute. A& trait, gquslity or chsracteristic that i=s

regarded g3 either present or absent in the person or thing

. 11
being measured.

Communigator. A perzon who works with or on methods

or devices used in communication or facilitating

communication.12

The Communicator demonstrates behaviorz assoclated
with the ability to be persuasive through either written or
oral communication. included arge some basic presentation
skills such as using the wvoice effectively, checzing =a
vocabulary appropriate for the audience, and using

effective nonverbal accompaniments such az hand gestures or

eye contact to emphasize issues or points of discussion.

105affee, et. al., op. cit., p. 7.
lﬁmm,cm cit., p.49.
gGove, op. Cit., p. 460.

Jaffee, et al., op. cit. p. 6.
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Counselor. An adviser or perscnal sp-ec:i.allj.st.1‘1

The Counselor demonstrates behaviors associated with
the ability o develop affective interpersonal
relationships. Included in this category are establishing
rapport, listening attentively, and displaying sensitivity
to chersfm

ffective Msnagement. Can be defined as meeting

organizational obiectives and preveiling over societal
expectations in the near future, adopting and developing in

the intermediate future, and surviving in the distant

16
future.

Key Qfficimalzs. Bre those instructorzs/professora who

are locally designated by the head of office to a position
in an office az =ztaff perscnnel of the c¢ollege or
university but has no definite tenure of office,

Management Capability. The ultimsve limit of an

individual’s possible development as determined at a given

MGood, op. cit., p.l56.
15 . c
Jaffee, et. al., op. cit., p. 5.

pobert Kreitner, Management (USA: Houghton Mifflin
Company, 1986}, p. 531.
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time, assuming optimum environment and training from that

time onwards.l?

Meeter. One who meets or attends a meet.ing.l3

The Meeter demonstrates behaviors agsociated with the
ability to influence others and contribute to the
attainment of group in face-to-face situations. Included
in this category are the abilities to gstate objiecgtives or
tazks to all concernsd, to inform others of what is
gxpected of them, to direct and coordinate others in the

group, and to let othars know of their iwportance to the
- 12
success of the task at hand.

Mentor. A close, trusted, and experienced counselor

or guide.zu

The Mentor demonstrates behaviors associated with
developing and nurturing other individuasls in order to
allow them to grow to their maximum level of effectivensas

in a given situation. Included in this attribute are the

17Good, op. ¢it., p.- 78.
i

1

8cove, op. cit., p.1420.
Eﬂaffee, et. al., op. cit., p. 6.
2uGove, op. cit., p. 1420.
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following abilities: evaluating other individusl’s
strengths and weaknesses, & willingness to work with them

and offer them opportunities o try things, and providing

feedback on the quality of their attempts.21

Non-Teaching Fersonnel, Employees of a school system

who have no dutiesg pertaining to instructicrn.22

Perception. Thiz referzs to the subject/respondents’

idesas, beliefs, views and feelings about the guality of
sgchool governance o¢btaining in the state universities and

colleges involved in the study which may be wvery high,

high, moderate, 1low O VeEry lGH.ES

Soccio-Bconomic Status. The level indicetive o both

the socisl and the economic poszitien of an individual ov
24
group.

Students. These refer to bonafide college students of

state universities and colleges.

21Jaffee, et. al., loc. cit., p. 152,
22e00d, op. Cit., p. 108.

231bid., p. 245.

241pid. p. 558.
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Teacher. A perzon emploved in an officisl capacity for
the purpose of guiding and directing the learning

experiences of students in state universities and colleges.



Chapter 2

REVIEW OF RELATED LITERATURE ABD STUDRIES

The regearcher patiently exhsusted =8l1ll1 means in
reviewing vital deocuments, unpublished theses,
dissertations, books, journals, magazines, newspapers and
other reading materisls availsble in the leocality to giwve

more meaning and substance to this particular study.

Felated Literature

The sgucceeding relsted litervature were reviewed
and made part of this study to supplement its contents and
give more subatance in order to make this study worthy and
meaningful.

1 . 39 ! - .
Stoner” defined “Managers” a3 organizational planners,

orgdanizers, leaders and controllars. Actually, every
manager -~ from the program director of a college club to
the chief exscutive of & multinaticonal corporation — takes
on & much wider range of reolesa to move the organization
towards itz stated objectives. Baged on the definition
above, below are more detailed discussionz of what

managers Jdo:

1 .
“Stoner et. al., op. cit., p. 6.
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1. Managers work with and through other people. The
term “people” include not only subordinates and

gupervisors but alsco other people/managers in  the

organization. “People als¢o include individuals outside
the organization - customers, clients, suppliers, union
repregentatives and 50 on. Thesge people and others

provide goods and services or use the product or services
of the organization. Menagerzs work with anyone =at any
level within or outside their organizations who can help
achieve unit or orgasnizational goals.

2. Managers are reaponaibl§ and accountable,
Managers are in-charge of seeing that gpecific tasks are
done sugcessfully. They are usually evaluated on now well
they arrange for these tasks to be accomplished. Managers
gre regponaible alac for the actione of theip
subordinates. The success or failure of subordinates is &
direct reflection of a manager’s success or failure,

311 members of a&n orgsnization including those who
are not managers are responsible for their particular

tasks. The difference ig thart managers are held
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or accountable, not only for their own work but also for
the work of others.

Because managers heve subordinates and other
regources to use in getting a job done, they are shle fto
accomplish mores than non-managers, whoe have only their own
efforts o rely on. This, of course, means that managers
are also expected to accomplish more than other members of
the organization; that is, they are held accountable for
greater achievement.

2. HManagers balance competing goals and get
priorities. At any given time, every manager faces a
number of organisationsl geoals, prcblems and needs -~ all
of which compete for the manager’s time and regources
{both human and material). Becauge such resources gre
alwayz limited, each mahnager must gtrike a balance betwesn
the wvarious goalg a&nd needs. Many managers, for example,
arrange esach day’'s taszks in order of priority - the most
important things are done right awsy, while the less
important tasks are looksd at later. In this way
managerial time iz used more effectively.

4. Managers must think analytically and conceptually.

To an analytical thinker, & manager must be able to break
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a problem down into its components, and then come up with
a feasible solution. But even more important, & manager
should be a conceptual thinker, able to view the entire
task 1in the abstract and relate it t©o other tasks.
Thinking about the particular task in relation to its
larger implications 18 noe simple matter. But it is
eggential if the manager is te work towards the goals of
the organization ag a whole, as well azg towards the goals
of an individual unit.

5. Mansgers are mediators. Organizations are made up
of people, and pecople disagree or dJuarrel. Disputesg
within & wunit or organizZation can lower morale and
productivity, &and they may become 50 unpleasgant or
digsruptive that competent emplovees decide to leave the
organization. 5uch occurrence hinder work towards the
goals of & unit or organization; thersfore, mMENsgers mMust
at all times, take on the role of manager as mediator and
iron out disputez before they get out of hand. Settling
quarrels requires gkills and tact; managers who are
careless in their handling of disputes may be chagrined to

find out that they have only made matters worse.
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6. Managers are politicians. This does not mean thah
the organization expects in managers to run for office
{unlesz that is the purpose of the organization). It
mesans, rather, that managers must build relationships, and
use persguasion and compromise tTo promote organizational
goals, Jjust as politicians do to move their programs
forward.

7. HManagers are diplomsats. They wmay serve as
official repregentativesy of their work  units in
organizational meetings. They represent the entire
organization as well as a pasrticular unit in dealing with
clients, customers, government officiglisz, and personnel of
gther organizations.

8. Managers are sgymbols. They personify, both for
organizational members =2nd for outside observers, an
organization’s sguccess and failure. Here, too, managers
may be held responsible for things over which they have
little contrel, and may be useful for the organizaticon to
hold them s8¢ responsible. The frequent dismissal of
managers of profesgional sports teams, to take just one

type of manager, often has symbolic importance.
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5. Managers make difficult decizionza. No organizsation
runs smoothly all the time., There is st the utmost, no
limit tgo the number and types of problems that may occur:
financial difficulties, problems with employess,; or
differences of opinion concerning organigation pelicy, ©o
name just a few. Managers are the people who are expected
to come up with solutions to difficult problems and to
follow through with their decisions even when doing so may
be unpopular.

. pd
Eatz, &8 cited by Sotoner et. al.,” an educator and

buginegs executive, nas identified these hagic types of
glkill=s - technicel, humsn and conceptual - which,
according to Katz, are needed by all managers:

1

Technical gkill is the ability to use the tools,
procedures and tTechnigues of a specialized field. The
manager needs enough technical skill “to accomplish the
mechanics of the particular job” he or ghe is responsible

for.

Z. Humesn slkill 4is  the =sbility to work with,

underatand, and mofivats other people, either as

21hid. p. 15.
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individual or as groups. Managers need enough of their
human relations skill to work with other organization
members and to lead their own work groups.

3. Conceptusl skill is the mental ability to
coordinate and integrate all the organization’s interests
and activities. It inveolves the manager’s ability to =ee
the organization as 8 whele and to understand how its
parts depend on each other, It alsoe involves the
manager’s sbility to understand how & change in any given
part can gffect the whole organization. A manager nesds
encugh conceptual skill to recognize how the wvarious
factors in a given situstion are interrelated, =o that the
gctions he or she takez will be in the best interests of

the total organization.

. . 3
Henry Mintzberg, &z cited by Stoner, et. al., made

an extensive survey govering sll kinds and levels of
management; factory foreman, sales manager,
adminiztrators, presidents and even streight gang lesadsrs.
He concluded that there iz conzidersble similsrity in the

keheavior of managers at a&ll  levels. All managers, he

31pbid. p. 186.
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argusd, nave formal guthority over their oW
organizational unitsg and derive status from that
authority. This =ztatuz csuszes gll managers to be involved
in interpersonal relations with gubordinates, peers and
superiors, who in turn provide managers with the
information they need to make decisions. Thege diiferent
aspects of a manager’s authority et all levels €0 be
involved in & series of interpersonsl, informational and
decisional reles, is what Mintzberg defined sz “organized
gets of behavior.”

1. The Manager’s Interpersonal Roles. Three
interperscnal reoles help the manager keep the orgenizstion
running smoothly. Thus, although the dutiesz as=sszociated
with these roles are often routine, the manager cannot
ignore them.

The first interpersonal role is that of Ffigurshead.
As head of unit, the wanager sSometimes acts as a
figurehead by performing certain ceremonial duties -
greeting visitors, attending a subordinate’s wedding,
taking costumers to lunch, and so on. Second, the manager
adopts the leader role -~ hiring, training, motivating and

encouraging emplovees. First-line managers, in particular,
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feed that effectivenesz on thia role 1is essentisl for
guccezsful job performance. Finally, the managsr must
rlay the interpersonal role of liaison, by dealing with
peopls other than subordinates or superiors {such az peers
within the organizaticon and suppliers or clients outsids
of it}.

2. The HManager’s Informetional Roles. Minteberg
suggests that receiving and communicating information are
perhaps the most important aspects of a manager’s Jjob. A
manager needs information in ordey to make the right
decigions, and octhers in the manager’ s unit or
organizaticn depend on the information they receive from
and transmit through the nanager.

There are three informational roles in which managers
gather and disgseminate information. The firat isg the
monitor rols. Az monitor, the manager constantly looks
for information that can he used to advantage.
Subordinates are questioned, and unsolicited information
ig also collected, usually through the manager’z system of
personal Ccontacts. The monitor ususlly enabkles the
manager +to be the best informed member of his or her

group. Secgond, in the dizseminator raoleg, the mansger
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digtributes o subordinastes important information that
would otherwise be inaccessible to thenm. Finally, 83 &
spokesperson, the manager transmits s5ome of the
information he or she has collected to individuals outgide
the units - or even coutzaide the organization. Keeping
superiors in thse organization sgatiafied by keeping them
well informed iz one important aspect of the role of
gpokesperson. Ancother aspect i3 communicating outside the
organization - when a company president makes a speech
before g group of consumer gdvocatea, for example, ofF when
g productlon manager suggests how & supplier should modify
a product.

3. The Hanagerfzs Decisional Role. 50 far, we have
geen the manager distributing to other people informetion
he or she has teken pains to collect. But, of information
is also “the basic input to decision making” for managers.

There are four decigional recles the manager sdopts.
In the role of entreprspnsur, the managers try to improve
the unit. For example, when the manager receives good
ideas, he or she launches a development projsct to make

that ides & reslity. Az an entreprensur, the wmanager

initistes chenge voluntarily. In the role of disturbance
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handisr, on the other hand, the manager responds to
gituations that are beyond his or her control, such as
strike, bankrupt customer, breach of contract, and the
like. As a resource allocator, the manager ig respongible
for decision how and to whom the regources of the
organization and the manager’s own time will be allocated.
In addition, the manager screens all important decisgions
made by others in the unit before they are out in effect.
The fourth and lazt decision role is that of
negotiator, a company president works out of deal with a
consulting firm: & production hesd drews up & cContract
with s supplier; an office manager irons cut problem with
& union repregentative. Managers zpend a great deal of
their time &3 negotiators, because only they have the

infoermation and suthority that negotiators require.
, . 4 .
According to Bateman snd Zeithanel,  to establish and

operate an effective c¢rganization, all mapsagers must
perform several major functions or activities. These

functions will ensble managers to create a positive work

*rhomes §. Bateman and Carl F. Zeithanel, Management:
function and Strategy (Burr BRodge, Illinois: Richard D.

Irwin, Inc., 1883}, p. l4.
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envircnment and provide the opportunities and incentives.
The key management functions include the fellowing:

i. Planning. Planning 1is anslvzing & sgituation,
determining the goals that will be pursued in the future,
and deciding in advance the actions that will be taken to
achieve theze gosls. Plans are developed for entirg
orgenizations, for specific work units, and for the
individusal manager and worker. These plans may cover long
periods of time or short time horizon. In each casge,
however, managerz are respongible for gathering and
analyzing the information on which plans are based,
getting the goals that will be achieved, and deciding what
needs to be done.

2. Organizing and Staffing. Although a8 good plan is
important, & manager usually cannot do the Gjob alone or
without adequate resources. Furthermore, the people and
tasks of the organizetion or work unit must be coordinated
in a8 wgy that allows the firm to be efficient and
effective. The second major management function,
organizing and staffing, includes the efforte of managers
o assemble the human, finsncial, physicel and information

resources needed tc complete the job and to group and



goordinate employees, tasks and resources for  maximum
3ucces3.

3. Leading. From the start, the importance of
creating 8 moetivating environment for employees was
emphasized. The leading function focuses on the manager’s
efforts +o 3stimulate high performance among emplovees.
This sctivity involves directing, mbti's.;a ting and
communicating with enployees, both az individuals and in
groups.

4. Contrelling. The previous three functionzs develop
plans t©o reach thoge goals, azsemble and organize the
resources needed in their pursuir, and direct and motivate
emplovees toward their realization. However, comprehsnsive
plans, s#0lid organizations, and outstanding leading
leaders do not guarantee a gure road Lo 3UCCESS. As =8
result, the fourth functien, controlling, enphagizes
evaluation and change.

When managers begin to implement tTheir plans, they
often find that things are not working out as planned.
The contrelling functions involve monitoring the progress
of the organization or the work unit toward goals and

organizations, taking corrective action. Successful
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organizations, both small and large, pay cloze attention
to how they are doing. They alsc take fast action when
problems arisze.

5 .
Covey sSuggests that certein managers must possess the

following seven habits to implement guality management:
Habit 1: Be Proactive - the principle of self-
awareness, personal vigion, and responsibility. Bro-
activity is more than being aggressive or assertive. it
ig both taking initiative &nd responding to outzide
gtimuli bazed on one’s principle (rather than on one’s
mood=s and emotions or the behavior of others). Pro-
activity rejects the view that people and organizations
are c¢ontrolled by genetic, historical or environmental
factors. Proactive people and organizationz are gelfl-
aware; accept responsibility for their own actions; don’t
blame and accuse others when things go wrong; work
continuously within their circle of influence, and change

and develop themselves first in order to have greater

5Stephen R. Covey, Principle-Centered Leadership (New
Yorlk: Rockfeller Center, 1882), p. 267.
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influence with oLhers. They envigion their capacity to
reject past behavicral scripting and to determine their
own destiny, to become exactly what they want to be. They
accept the challenges to assist others to do likewise.
Habit Z2: bBegin With The End In Mind - the principle
of leaderzhip and mis=ion. Leadership focuses more on
people than on things; on the long term rather than the
short term; on developing relationzghip rather than on
equipment, on values and principles rather than on

mizzion, purposgse, and direction rather than on methods,

technigues, and sSpeed. Developing & perscnsl and
organizational migsion statement -~ through spacial
processges to achieve maximum effectivenssa - i3 a key
implementaticon tool for applving this principle. The

management must demonstrate constantly its commitment to
this statement.

Habhit 3: Put Firgt Thing First - the principle of
managing time and pricorities around roles and gosels. Most
people and organizations approach time mansgement within
the context of prioritizing one’s schedules. It is much
more efifective té =zchedule one’s prigritieg that have been

identified in conjunction with key reles and goals and
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determined through gEsegsment of personnel and
organizational mission. Habit 3 appliez the principle of
implementing one’s action plan to achieve worthy purposes.
Az people learn to determine and schedule their
priorities, putting first things first, they become more
effective in both personal and business pursuits.

Habit 4: Think Win-Win - the principle of seeking
mutual benefit. In an interdependent relationship,
thinking win-win is essential to long term effectiveness.
It requires an sbundance mentality, an attitude that savs,
“There is enough for ail.” It cultivates the genuine
desire to gee the other party win as well, the orientation
that any relationship should sesk mutusl benefit for all
concerned.

The implementation of these principles may hbe
achieved through & win-win performance agreement among
individusls or organizatiocns. Any combinatiocn of
gtakeholders in an enterprise could enter into a win-win
performance agreement development through communication
and trust.

Habit bt Seeking First to Understand, Then to be

Underatood - the principle of emphatic communication.
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Through emphatic communication we dain not only glear
understanding of another’s needs, ideas and  basgic
paradigm, but also ssurance that we are accurately
understopd asg well. True emphsatic communication shares
faithfully not only words, idess and information, but also
feelings, emotions and sensitivities.

Habhit &: Synergize -~ the principle of creative
cooperation. The whole is greater than the sum of its
parts - attained through synergy, fostered and nurtured
through empovering management styles and supportive
gtructures and systenmns. In an environment of trust and
open communication, people working interdependently are
able to generate creativity, improvement and innovation
beyond the total of their individusl but sepsarate
capacities. As employeez and managers live the spirit of
win-wirn, practice emphatic communication, exhibit
trustworthiness, and build trusting relaticonships, synergy
becomes the fruit of zuch effortz — and with synergy comes
the crowning achievement of Total OQuality: continucus
improvement and constant innovation.

Habit 7: Sharpen the Ssw - the principle of

continuous improvement. People and organization have four
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mejor needs or characteristics: 1. phvsical; 2. economic:
3. intellectual; 4. emotional. Developing within human
being and organlizations conzistent commitment and
gontinued performance in refining and expanding their
abilities in thess four saress 1is the key to overall
gontinuous improvement in 81l other areas. Principle-
Centered Leadership focuses on how individusls and
organizationz are able to develop their sbilities and meet
their needs in these areas.

Learning, growing, developing new ¢apacities, and
expanding o©0ld onesgs are the procesgez through which
continued success in applying necessary principleg and
using needed tools iz made possgible. Applving Habin 7 is
the principle that enables maximum effectiveneszs in living

g1l the other habits.
“ o . . 4 .
The term management according to HMaquiso is
commonly talken in two conteXts: First, management a9 8

group of educational nmanagers, executives or

administrators, and second management &8s the act, art, or

6Melchizdek Maguiso, Educational Administration: A
Rational and Structural Approach (Metro Manila: National

Book Store, 1884}, pp. 43-44.
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manner of managing or handling, controlling and directing
educational processes.

When the reoles of educational administrators are
tranglated into functions and are exerciged through a
process, then management &8 an act in educational
adwinistration occurs. Contextuslly, therefors, managesment
in educationsl administration relates to an act in =8
process, as opposed to the executive position in
educational administration or to a group of managers in
the top, middle and lower administrative hierarchy.

The administrative act or process mansgement is
congidered, for all intents and purpoges. FThiz is =ac
becausge management a3 it goes through & procesz always
involves resgurces. Beople, materials and money &are
alvays invelved not to mention time and educational
concepts that must be deglt with as each step is brought
to the fore, gnelyzed with others, decided upon,
programmed, undertaken and finally evaluated if the
desired results have been realized as these were

gonceptualized and planned in the first place.
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In the words of France, “management 13  the

achievement of objectives by identifying and utilizing
human and material resources with efficiency,

effectiveness and competence.”

2
In support therefore, Andres agtated that management

iz achieving objectives through people. In Philippine
contekt, weatern management concepts have been found not
to work satisgfactorily with many organizations, like
educational institutions, in the sense that historically,
Filipinos, are people with many wvalues resulting £from
geveral waves of foreign invasgion. Andres urged the
Filipino educational manager to develop & management model
of his ownh environment compatible with his own context,
and in harmony with his wvalues. Accordingly, educational‘
management principles have to be retaught and directed
towards the Filipino's owh peculiarities, concern and

aspirations. As such, there is & need € examing vary

7Ernesta E. Franceo, Pinoy MHanagement (Metro Manila:
Havotas Press, 1986), p. &l.

BTomas Quintin Donato Andres, “Management System for
Vocational-Technical Schoeol”, The Philippine Jdournal, Vol.
EII, No. 4 4th Quarter, 1882, pp. ©-7.
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critically the features of Filipinoe values to discover our
management potentialities and weaknesses 3o that from such
study we may be able to draw the blueprint for the
management gystem for the Philippine educational
institutiong.

Educational managers must look deeply at  the
different dimengions of managing educational institutiocns,

to wit:
Gregorio and Gregoriog sx¥pressed that the sgchool

environment plays an important role in clagsroom teaching
and learning. In order to control learning and to make it
productive, the teacher must control the environment in
which it tekes place. The ¢laggroom environment muist be
controlled so that important factors become meaningful and
gtimulating aspects of daily instruction. They mentioned
four fundamental environments that reguire consideration
and control, namely: 1} the physical environment; 2} the
intellesctual envirenment; 3} the =ocial senvironment; 4}

the emotional environment.

Herman C. Gregorio and Cornelia C. (Gregorio,
Introduction to Education in Philippine 3Setting {Quezon
City: R.P. Garcia Publishing Co., 1978), pp. 850-81.




. 10 - . .
Sison e¥xplain that personnel management is g dynamic

management procezs oL ensuring that at g8ll times & company
or its unit has in ite employ the right number of people,
with the right skills and assigned to the right job whers
they can contribute most effectively to the productivity
and profitability of the company. In egasnce, management
miust decide in advance what szort of employees should be
hired and how this should be done. This iz especially
necessary here in  the Philippines where security of
employment and protection of employees are provided for in
our laws, patticularly the Lakeor Code of the Philippines
and its implementing rules and regulations. The cheoice of
good employees will help prevent perscnnel difficulties
and problemg when the company expands. Hence, the npeed
for a good recruitment and gelection program.

Layall.in his article “Education in Crisisg: Challenges

and Responses,” gqualifies that staff selection has to be

Wpepfacto 3., Sison, PFarzonnel and Human Resources
Management, (Quezon City: Rex Printing Ceo., 1581), p. 185.

Hiaime C. Laya, “Education in Crisisz: Challenges and
Responses,” EBducation and Culture Journal, Vol. 3, No. 3,
Vol. 2 Nos. 1 & 2, April-December, 1985, p. 6.
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on the basgis of the proper criteria, that iz
gualification, potential, experience and not on the basis
of zome eXtraneoug conzideration, If at all there are
digtrict supervigors, principals, superintendents and
other guthorities concerned who make a choice on the basis
other than professional criteris — we musSt put & stop to
thiz most insidiocus form of corruption and destruction
that Dbreeds disgillusiommsnt for everyone concerned.

Employees need %o be trained and retrained in order
o contribute to the productivity and success of the
organization. ©One of the best incentives for emplovess to
give them maximum effort and loyelty to the firm iz the
recognition of the reward for good performance. There are
a number of wayvg by which good performance may be
rewarded. Among these are galary increasg, gpecial
commendations, and promotion to higher positicns, as =&
reward for proven skill and ability 1s obviously an
effective way to keep good men in the firm.

Meanwhile, Gregoriolz adds that financisl management

of a school suggests a scientific system of fund sourcing

IEGEEEGriD, op. Cit. pp. 4435-446.



46

and fund uvilization.

It dealz with the revenuez and expenditures of the =zchool
system and their impact on the economy of the community or
the clientele, which it serves.

Pudget preparation is one of the major activities in
financial management. During thiz phase, it i= important
for one te consider the leéal basis, assessment of needs,
budget policy and programz of the school during a given
period. The legal basiz for =ztate collegez is  the
charter. For DECS szupervisea 3zcheools, needs to refer to
environmental considerations in and out of school and the
ceurrent trends, e.g. increase in  student population.
Prioritization of the programfactivities/projects of the
school during a& given period i3 necessary in budget
preparation.

Gregorio lizts BOmMe bagic principles in the
administration of schocl financing as follows:

1. Careful planning should precede the expenditure
of any public fundg for education. Blanning is & basic
principle of =chool administration and supervision.

Adeguate planning of educationsl program iz guite
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diffieult when the amount of school appropriation is not

certain.
2. The school support must be determined by its
nature. Since education in the Philippines i3 a gtate

function, the wealth of the state must be used to educate
its children. The support should bhe the general ta¥ation
of 8ll and not the fees paid by parents of the children
being sducated.

3. School  funds should be used for  the
accomplishment of educaticonsal aimg and cobjectives as
provided for in the Constitution. Educationsl sims are
fundamental to s=chool administration and supervision,
egpecially the general aims of educaticn formulated by the
Board of National Education (BNE).

4., Sufficient school funds should be made available
to malke poggible the equalization of educational
oppertunity throughout the country. Since we recognize
the need for an educated citigenry in a democracy, we must
provide eqgualization of opportunity for all children of
sgchool age in this country.

5. 5School finange should be related to the total

national income and to the asmount of money spent for other
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provincial, city or municipal proijects. The school
administrators, as they plan the school budget in terms of
available funds, should evaluate carefully the financial
relationship of,one form of school expenses with another.

b, All citizens should realize that added services
in education are costly and therefore require increased
revenue. The quality of education in all levels should be
mede adsquate to meet the needs of a democratic nation.
Supervised work and project should be made availsble to
all school children.

7. School funds should be determined wisely and
gconomically. Funds should be administered economically to
ensure & greacer equalization of educational opportunities
and to mest the purpose of democratic idesls gz envisioned
in the Constitution.

Gl‘:egcn*:ic&:'“‘3 also argues, that it 1is the school

administrator’s is task to provide the school system with
adequate plant and eguipment to facilitate instruction.
He iz respongible for the acquisition and utilization of

gchool eguipment and supplies. He, therefore, has to

Brhid. pp. 414-415.
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study the needs of the s8chool, redquesting necessary
egquipment and suppliez to keep the adminiztration and
supervision of the school at its highest efficisncy.

Every manager applies different styles of menagement
in increasing productivity. Most wmanagers have learned
better technigques of motivating employees to work more
gfficientiy and effectively. Heore are some styles, which
explain the factors reasponzible for emploveeg’ efficiency:

Andres®®stresses that a public gcheool administrator in

the Philippines - <the principal, district supervisor,
superintendent of schoola, or director for that matter hasz
the alternative of managing school affairs either through
dictation and command, or through the sxerciss of
democratic lesdership. It is & strong temptation for him
to opt in fsvor of the first alternative because he 1is
vested by law with the reguisite asuthority and power and
because it is relatively easier to do so. Furthermore, in
the final anslysis, he iz the one responsible for the
succesz or failure of the educational enterprise he

administers, and is accountasble for the proper and lawful

1iﬁndres, op. Cit., p. 44
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exercizse of the functions not only of his office but
thege of his subordinstes. Thig responsibkbility and
accountability exist irrespective of the style of his
administration.

15

Andres poses the question on how a Filipino manager

manages and what style he uses., He argues that whether s
Filipino manager is “locally assembled or made in USA,
once he asets his foot on Filipino so0il with Filipino
workers, he had no other alternative but o manage using
Filipino values. One Filipino +wvalue iz bahkhala or
pagwawalang bahala. This is & value, which underlinez the
egcapist nature of the Filipino personality. Bahala is
generally manifeated negatively 8 pasensiyva and
pagbitimpi (resignation to an acceptance of failure and
shortcomings); suerfe (relating every thing to fatej; over
dependence on suthority; regiliency or capacity to adopt
to misfortunes with tendency to return to old ways and
forgotten lessons of past mwmisfortunes; pagtitiis (to
endure a hard life without complaint and with complete

resignation to such fate). Pagwawalang-bahala i3 alao

B1hig.



al

counter-productive manifestved in the form of the manana
habit (putting off <£for 1later what can bhe done now):
Filipino time {the propensity to be late for
appointments) ; ningas-cogon {the tendency for sudden
outhurst of enthusiasm at the start of any endeavor
feollowed by an eguslly abrupt lozss of interest, mixing of
pleasure with work or businesz leading to a failure in
distinguishing one from the other).

15

Az viewed by Franco, “Finoy Managewment” is not found

in any textbook or in clasgsroom lectures. Yet, it is =&
part of the lazy block where power plays are made up and
decisions are blocked out, communication linez opened or
bottled up, and commitments offered or withdrawn. He
identified four general styles of “Pinoy Management” as
management by kavod; mehagement by libro; Management by
luyzof; &nd wygnayan management. The first refers to the
realist manager. In English, kayod meang to work hard
like a dog. The manager of this type works day in and day
out fired by an inner =2eal that does not make any

difference between working days, Sundays and Helidays.

¥rrnsto A. Franco, Pinoy Managemeni. {Metro Manilia:
Navotas Press, 1886}, pp. 3-8.
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The sgecond type is the idealist manager. The idealist
manager ig a highly trained professional who prefers

American Management styles with a1l its technical jargon

and sophisticated tools of management. The third is the
oOpportunist manager. In Englisgh, iluset refers to
shortcocutz, brikery and rule breaking. This tvpe o©f

manager often wants the least hardship and sweat, psaying
off problems and taking =hortcouts. The fourth is the
reconciler manager. In English wgnavan is & movement to
interceonnect and interrelate with other elements to
comprige & whole. It seeks synergy, optimizing the use of
different components - money, people, materisls, machine,
information, energy, &tc. 50 that something more powerful,
innovative, and useful can emerge. It ig the coordinator,
supreme of all the elements that make up business - goals,
technical aystem, 3tructure, payvchosocial culture, and
people.

Broblem= in management &are unavoidable. Sometimes,

the anawer tO management problema  is depends  or
contingent. Franco likewise believes that there is ne
gingle formula for a successful mansgement. There are

times when one must be systemetic, personalistic,
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guantitative, or intuitive. It iz for the msnager to suit

hiz style to his management functions.

Eelated Studies

A number of studies undertaken in the region that
have bearing on the present study were reviewed to give

more meaning and ideas on this investigation.

28

Guerrs in her dissertation found out that private

high scheools and colleges seldom perform functions in the
category of interpersgonal management style. It was also
found out that quality of performance of regspondent
schools generally belong to the =zame level a2 the varied
management functions. It shows that frequency and quality
performance have the same management style, whieh isg the
traditional type of management. The groups of respondents

have different perceptions about the periormance of varied

management functions. The teachers’ work attitudes and
job satisfaction level were on the average. The
EGLetecia R. Guerra, “Menagement Style on the

Quality of School Governance in Selected Private High
School and Ceolleges in Eastern Visayas, Philippines.”
(Unpublished Dissertation, Samar State Folytechmic
College, Catbelogen, Samar, 1980).
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management styls has no significant relastionship to staff
development and physical plant and facilities.

The aforecited =study bearg resemblance to the present
study because it desls with the management style on the
gquality of school governance, which is also the focus of
the gtudy. However, the regearch environments of the
aforcited study are the selected private high schools and
colleges in Eastern Visayas. Yheress, the study was
conducted in SUCs in Fastern Visayas.

The atudy of Bulut®’ on the “Management of Fighery

Schoels in FEastern Visasvas” reveals that the extent of
management 18 high. Thers is a high degree of correlation
between exXtent and guality of management. There is
significant difference in the perception scorez of the
edministrators, head teachers, classroom teachers and
students. Furthermore, there iz & significant difference

in the management style of administrators among fishery

schools in Eastern Vizayas.

posario  A. Bulut, “HManagement of Fishery
Schooels in Eastern Visayas.” {(Inpublished
Digsertation, Samar State Polyrtechnic College,

Catbalogan, Ssmar, 19%1).
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The gtudy of Bulut isg similar to the present study in
the sense that it focused on the management s3system of
fishery school in Eastern Visayas as perceived by group of
respondents. The present study is also dealing with the
perceptions o©f respondents on the management capabilities
of SUC’s presidents in Eastern Visgayas.

Quitalig’522 “Hanagement Styles of Newly
Nationalized High Schools in Samar: A Basis for
development Plan” found out that there are 2% =zchool
hends, 282 fasculty, and 8,585 students in the 29 newly
nationalized high schools in the Division of Samar.
There is a gignificant difference in the perception of
the respondents on  the management of personnel,
curriculum and instruction, and student population.

There iz a centralized approach used/adapted by the DECS,
Divigion Office in the operation of the figcal resources
of the 29 newly nstionalized high schools. The

perceptions of the three groups of respondents did not

EThelma C. Quitalig, “Management System of Newly
Nationsalized High School in Samsar: A Bagis for
Development Pleam.” {Unpublished Dissertation, Samar
State Polytechnic College, Catbalogan, Samar, 1883).
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show any significant difference on =zchool profile.

The foregoing study is related to the present study
in the sense that, the aforecited study and the present
gtudy deal with eadministrative leaderghip and management
capabilities of educational managers. However, the
research envirenments of the present study are the SUCs in
Eastern Visayas.

hpaciblezB also found out that the secondary
administrators in the Division of Samar proved to
discharge their functions of meaking deci=siocns in theix
regpective schoolsa. Their decision-making Ifreguency as
perceived by themselves and by their teachers is “often.”
With the findings that the self-concept of the s=econdary
school administraters i1is positive, he concluded that
gchool adminigtrators are emotionally and psyvchologically
capable of managing their regpective schools.

The sgtudy abo?e has resemblance to this study in

terms of variates used &g correlates to degisgion-making

EgMaurito Z. Apacible, “Administrative Decisgion-
Making and other Correlates to Self- Concept of Secondsary
gchool Administrators” ({Unpublished Dissertation, Samar
State Polytechnic College, Catbalogan, Samar, 1588).

-
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and seli-concept. The varistes were used in this study to
determine their relationships with the seven managerial
attributes of 5UC’s presidents.

25

Reyes, &= cited by Dacutansan, investigated the

performance of principels and found out that their
perzonal and professional gqualifications made  them
competent in application of their democratic
administrative principles while performing their
functions. The knowledge and competence of the teacher
were the bases 1in their satisfactory fating during the
SULVeY.

The foregoing study is related to the pressnt study
because personal and profesgsional gualificationz and the
variates were used in the study. However, the above-cited
study focused on the effectivenssz of modern educational
managers. The later deals with the management capabilities

of SUC™3 presidents.

2rpicilla M. Dacutanan, “The Effectivenesz of Modern
Managers of Selected Private Elementary Scheools in Normal
Univergity” (Unpublished Master’s Thesis, Leyte Normal
Univergity, Tacloban City,1292).

o
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Quinay;zs conducted his study on correlates of

managerial competence o©of academic managers of SUCs in
Region II. The gelf-rating of top, middle and low level
academic managers revealed that they were highly competent
schoeol managers. They rated themselves proficient in their
management sStyles with respect to planning, informing,
communicating, time management and delegating. He also
pointed out that the length of administrative and numbers
of in-service trainings on management were not correlates
of management function. On tThe other hand, educational
attainment and managerial competence were positively
correlated.

The study of Quinoy beara gimilarity with the present
study. Aside from the fact that both were conducted in
S8UCs=, variables like administrative  experience and
educational attainment were alse emploved by both studies,

correlating them with managerial competence and

capabilitieg.

25Reynaldo Q. Quinoy, “Correlates of HManagerial of

Top, Middle, and Low Level Acedemic HManagers of 3State
Colleges and Universities in Region II” (Unpublished

Diggertation, 1998).
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25

Cabaluna’s study on “Cgpability Demandz of the

Learning Action Cell ({LAC): Input to Staff Development
Program” reveasled that the capability level of the LAC
leaderz on Content, Pedagogy, Communication, Management
and HMaterial Resources 13 competent a3 rated by the
regpondents. The study s&lse shows that there 13 no
gignificant difference in the perception of both
reapondents con LAC leaders’ content expertise az well as
in materiagl regourses  oXpertise. The significant
differences were in their perceptions on  leaders’
pedagogical, communication and management sXpertise.

Since both of the sgstudies focused on determining the
capabilitiez of educational leadersz, it is deemed that the
aforecited stud? i=z related to the present study. However,
the former deals with the capability of the LAC lesders,
the latter deels on the managesment capabilities of 5UC's

presidents.

*®Elena B. Cebslunsa, “Capability Demands of the

Learning Action Cell (LAC): Input to Staff Development
Program” (Unpublished Dizszertation, Leyte Institute of

Technology, Tacloban City, 1884;.
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Bemeio, in his study on “Management Valuss as

Predictors of Educational Productivity” found out that of
29 respondent gchoel administrators in Region VIII, 100
percent were high in scientific, 28 or 86.55 percent were
high in technical, 2§ or 89%.66 percent were high in
ethical and asesthetic and 20 or 6&8.97 percent were high in
political wvalue gaystem. On the other hand, 4 or 13.74
percent were average in political, 3 or 10.34 percent were
average in ethical and 1 or 3.45 percent were average in
technical and aesthetic wvalue. It is only in aesthetic
and political valugs where 2 or &.9 percent and 5 or 17.24
percent ot the respondent school administrators,
regpectively showed low levels of value commitments. The
school administrators in the regioﬁ are committed to
management values at high lavel.

Among the five management value components -
scientific, ethicgael, technical and political wvalue entered
a8 the best predictors of student’s performance and

teacher’s job content satisfaction.

“Tantonio A. Remejo, “Management Valuss ag Predictors
of Educational Preoductivity” {Unpublished Dizsertation,
Leyvte Ingtitute of Technolegy, Tacloban City, 1983}.
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The sabove-cited study bears similarity with the
prezent study because it deals on management valuesz, which
are part of the present study under the wvarigble of
Administrator, which iz uged to determine the management
capabilities of SUCYs presidents on educational
productivity.

The study of Raga?a on human relations among teachers

and administrators and organizational preductivity
indicates the human relations of teachers and
administrators ©of secondary agricultural gschool in Leyte
and Biliran dis very satisfactory. The level of
organizsational productivity in terms of teacher
development disclosed a8 moderately high level on
profes=iongal and ecepcmic development, while in social and
political development dis high level. However, a8
profegzional relation of teachers and adwministrators was
not significantly related to professionsl, econpomic and

political development.

BEflida C. Baga, “Humen Relations Among Teschers and

administrators and Organizationsl Productivity of
Secondary Agricultural Schools in Leyte and Biliran”
{Unpublished Master’s Thegis, Leyte Institute of
Technology, Tacloban City, 1554).
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The abovementioned =ztudy is related to the this
gtudy, in the sense that relationships between teachers
and administrators dincluding organizational productivity
are part of the indicators under the Counzelor and Mentor
managerial attributes on the management capabilities of
SUCf =g presidents.

22

Catalogo™ s gtudy on “Profesgional Growth &s It

Relates to Supervisory Functions of Elementary School
Administrators” showed among the 5 gupervisory functions
identified, only three were given more attention by school
administrators are: inspection, guidance and evalustion.
According to the teachersgs? perception -~ evaluation and
regearch were not =3¢ much given attention. The study
further revesled that on the whole, there was §no
gignificant relationz between the status of professicnal
growth of gcheool adminigtrators and the extent to which
they carried out their supervigory functions. There were

only two functions which showed significant relationship

2 rancisco C. Catalogo, “Brofegeicnal Growth As It
Relates to Supervigory Functions of Elementary School
Adminigtrators” {Unpublished Master’s Thesis, Levte
Institute of Technolegy, Tacloban City, 1998).
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and these are evaluation and resesrch.

The aforcited =tudy and the pregent study have
parallel distinction because both study deal with the
supervigory functions of scheocl administrators as it
relates to their personal characteristics. However, the
former focused on elementary school administrators while,

the latter iz the JUCTs presaidents.



Chapter 32

METHODOLOGY

Thisg chapter presents the research design,
instrumentation, respondents of the study, vaelidation of
the instrument, sampling procedure, data gathering and

statistical treatment used in the analysiz of data.

Rezaarch Degign

This study iz & descriptive-analytical research that
involves the processes of gathering, analyzing, claessifying
and tabulating data, thereby making adequate
interpretations about them.

Questionnaire and unstructured interview aschedule were
the main instruments used in gathering the pertinent data.
The guestionnaires were administered to  the SUC" 3
ﬁresidents, ey officials, teachers, non-teaching
pergonnel, and students of 5UCs in Eaztern Visayag, This’
study is concerned with the present status of managenent
capabilitie=z of SUC’s presidents in the region. This was
undertaken to assess the gtrengths and weaknesges of the
presidents on their management capabilities with respect to

the following attributes: 1) the Administrator, 2) the



Analyzer, 3) the Counselor, 4) the Communicator, 5) the
Meeter, ©) the Mentoer, and 7) the Aspirer.

The descriptive method ©f research was used in order
to asgcertain facts that prevail among and between
variables, which were made as bassz for drawing conclusions

and presenting recommendations.

Insgtrumentaktion

In thiz study, guestionneire and unstructured
interview were utilized in gathering pertinent datsa.

Ouestionnaire. The questionnaire was uged bhecause it

gatherz data faster than =any other methed. Since the
regpondents are very literate, the guestionnaire was deemed
gz the most appropriste instrument in gathering datsa.
Rezpondents could read and answer the questionnaire with
egse. There were two sets of questionnaires used in this
study. The Ffirat set of quegtionnaire was designed to
elicit responses from the SUC’s presidents in Eastern
Vigavas {=ee Appendix E) compoged of two parts. Part I is
dezigned to determine the respondents’ profile Part II
of the questionnaire s=ought to draw out the wnanagement

capabilities of SUC’s presidents in Eastern Visayas. This
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part has seven managerisl attributes to be messured such
as: the Administrator, the Analyzer, the Communicator, the
Counselor, the Mentor, the Meeter, and the Aspirer. The
gsecond set was for the key officials, teachers, and non-
teaching personnel. {(gsee Appendix F).

Each one contained sets of dquegtions answered by the
rezgpondents by putting check marks on the spacez provided
for. The regponsges were measursed according to the level of
gatisfaction as perceived by the respondents using the 5-
point gcale. The =scale was divided inte five levels of
qualities with corresponding weights. Thus, “Very High
Level” haz & weight of 5; “High Level,” 4; “Modarate Level”
3; “Low Level,” 2; and “Very Low Level,” 1.

The guestionnaire was developed through reading and
studying samples of guestionnaires from related studies, in
congultation with some p2ople knowledgeable in preparing
ocne. The guestionnaire was so degigned to ensure that there
were egnough items to collect data from in all aspects of
the problems, and toe answer all the specific gueations
under the =ztatement of the problem. The prepared

guestionnaire wag submitted to nis adviger for c¢orrection
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and after which it waz submifted to the members of the
panel in the pre-oral defense for suggestions and approval.
After the approval of the Panelists it wazs finalized and
validated.

Interview. The unstructured interview was emploved as
one of the instruments to ascertain understanding of
respondents on unclear and seemingly ambiguous gquestions in

the gquestionnaire that needed clarification.

Yalidation of the Instrument

The research ingtruments initially formulated were
gubjected to a dry run to test the validity and relisbility
of the guestionnaire. The dry run was conducted in Samar
State Polyvtechnic College (S5PC), Catbalogasn Samar on
September 5, 1998 the College President spproved it.

The researcher chose the students a=2 respondent= in
the dry vrun of the questionnalilre &z they have the lowest
degree in educaticonsl attainment among the groups of
reapondents.

During the dry run, the researcher noted that the last
student regpondent finished answering the dguestionnaire in

25 minutes. For purposes of improvement and modification,
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the students were asked afterwards if all the items in the
gquestionnaire are clear and unequivocal to them; if the
number of items are adequate enough to collect data in all
agpects of the sgeven menagerial sttributes; 4if =all the
items are objective and not biaged except for few
unavoidable easy guestions; if all are relevant to the
regsearch problem; and if the gquestionnaire is not too long
for purposes of modification and improvement.

To ascertain the consistency of the responses elicited
from the student respondents, pilot testing was done twice
with time intervention of 20 minutes. Responses for the
try-outs was receorded, tallied and proceszed. The FPearson-
Prod&ct Moment Correlation Coefficient was computed to
determine the relationship between the respeonses of the
first and second try-outs. The computed Pearscn r {see
Appendix H) was 0.83, indicating that the instrument’s
degree of religbility wag fairly high and therefore
adequate for individuasl measurements ag indicated in Table

1.

Sampling Procedure

There were ten (10) respondent-zchools for this study,
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namely: University of Eastern Philippines {UEP) in
Catarmanf Northern Samsr, Tigurcio Tancince Memorial
Institute of 5Science and Technology (TTMIST) 4in Calbayog
City, Eastern Samar State College (ESSC) in Borongan,
Eagtern Samar, Leyte Institute of Technology (LIT) in
Taclcocban City, Leyte Normal University (LNU} in Taclobsan
City, MNaval Institute of Technology (NIT) in Biliran,

Leyte, Visayas State College of Agriculture (VISCA) in

Baybay, Leyte, Palempon Institute of Technology (PIT) in
Palompon, Leyte, Southern Levte College of Science and
Technoleogy (SLCST) in Sugod Southern Leyte, and Tomas Opus
Normal College {(TONC) in Tomas ©Opus, Southern Leyte. All
the JUCg in the region were ¢hosen 83 regpondents of the
study in order to have equal representation in drawing up
the final samples of the study. Samar State Peolytechnic
College (S58PC} in Catbalogan, Samar was not included in the
reapondent schools because it was utilized &z the pilot
schoel in the dry run of questionnaires.

Moreover, the prospective stakeholders  coming from
egach school were categorized into five groups. The first
group comprises the SUCTs presidents. The second group isg

a mix of key officiasls to include vice-presidents, deans
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and department heads. The third group is composed of
teachers. The non-teaching personnel reprezented the
fourth. The students fall in the fifth group, represented

by students leaders elected to the highest position in the

Supreme Htudent Council.
In determining the sample size for the group of
teachers and non-tesaching personnel, the Sloven’s formula

of computing size of sample, 83 cited by Calderon,l et.,

al. was adopted and uged.

1+HNe?
where!

n = the size of the semple

N the gize of the population

e = the margin of error

YJose F. Calderon and Expectacion C. Gonzaless, HMethods
of Bessarch and Thesis Writing (Valenzuela, MM: 24K
Printing Co., 1993}, p. 176.
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T¢ determing the fiqal samples, pure random sSampling was
employed since the population ¢f the students is large,
diverse and scattered over large geographical areas,
contacting all of them would be time consuming. For this
reagon, the resgearcher employed the total enumeration
sampling technigue. The student leaders were chosen on the
basiz of their knowledge of information desired. The same
gampling technique was uzed in selecting samples for the

ey officials® group.

Data Gathering

Through the recommendation of S5PC's Dean of Graduate
Studies, permizzion of the pregidents of different SUC's in
Eastern Visayas was gought 3o that the researcher could
administer the qguestionnaire to their key officials,
tesachers, non-teaching personnel, and students. The
questiconnaires were brought to each respondent’s school.

To Tacilitate the retrieval of the guestionnaires from
the different school respondents, the regearcher regquested
the help of both teaching and non-teaching personnel in
every =school respondent. After three days, the researcher

went back to the schools to personally collect the
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guegtionnaires, and undertakes interviews asg well,
.Lconducting follow-ups to ensure 100 percent retrieval.
During the retrieval of the questionnaire, the 10 SUCs
pregidents returned the guestionnaire with complete
information desired. Meanwhile, the 120 key officiaels only
28 % or 91 wvielded the guestionnaire with complete
information. There were 358 teachers chosgsen as sanmple, out
of which 26% or 285 returned completed guestionnsires. Out
of the 260 non-teaching personnel selected as sample, only
25% or 1%& responded completely. The 203 student
regpondents, 24% or 155 of which returned the guestionngire

with a complete data {see Appendix H).

Statistical Treatmenkt of Data

The data gathered were tallied, organized, interpreted
and presented in tabular form.

The statistical teool utilized for determining the

2 .
reliability of the instrument was Pearson r , to wit:

“plan T. Graham,  Statistics  (Illinois, USA: WNTC
Publishing, 1993), p. 190. |
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N ZEY-{EX) {BY)

\/ [N EX®—(EX)%] [N EY>-(3Y0}°]

Where: ryy = correlation coefficient between X & Y

IE = sum of the values in the first set of
independent variables

Y = gum of the values in the sgecond set of
independent variables

DAY = gum 0f the product of X & Y

N = Number of cases

In evalusting the computed r, the Table of Reliabiliiy
Cosfficient suggested by Fhel” was utilized as reflected in
Table 1.

On the profile of SUC'z presidents, the Measure of
Central Tendency gsuch as the Mean was used and computed.
However, to determine the proportion of SUCs pregidents in

terms of sex, fregquency counts with their freguency percent

3R. L. Ebel, Heasuring Educatiocnal Achievement,

{Eaglewood Cliffs, New Jersey: Prentice-Hall, Inc,. 1865},
D. 242,
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Table 1

Table of Reliability Cosefficient

Reliability Degre= of Reliability
Cosfficient

0.95 - (.55 Yery High

0.80 - 0.54 High

0.80 - 0.88 Fairly high, adeguate for

individual measurements

0.70 — 0.75 Rather low, adequate for group
Measurements

below (.70 Low, entirely inadeguate for
individusl messurements
although u=eful for group
average and school surveys

wag used.

There are ©wo null hypotheses formulated in this
study. To test the first null hypothesis that states
“There is no significant difference in the perception of

five groups of rezpondents on managerial attributes of
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Table 2

Computational Formula for DOne-way AHOVAZ

Source Sum of Squares Mean Sguare Computed
of df (5%) (M3} F
Variance
{5V}
KE
Between S5 P= = CF S5B MSE
Groups k-1 M5B = —— F=—
Ng k-1 MSW
-y 2
Within = y_j =W = Z& - CF SSW
Groups MSW =
N-k
Z:Xij2
88T = = CF
N-1 n
Total
Where:

kK — refers o the number of groups compared
ng — refers to the number of cases/subjects in the group
H - refers to the total number of cases

X — i3 & random variasble that refers to the responses
of the respondents



CF - refera to the correlsation factor of the values to

3
{(E£)

Il

SUC? 3 presgidents,” the analysis of Variance {ANGVA}4 for

One~-way Classification was utilizsd.

The computed F-value st o = .05, with k-1 sand HN-k
degreegz of [reesedom. If Fe proved o be greater than or
equal to the oritical F value, the corresponding null
hypothesgis will be rejected. {Otherwise, the hypothesis
will be accepted.

Hypotheses rejected with the uze of One-Way ANOVA

required further tests to compare the group means and

differences with the use of 5Scheffe’s test, Fij,s

The following formulas for Scheffe’s test was used:

X - %)
Fig =
Sw {1 + 1)
1, D=

%w.3. Popham and K.A. Siroynik, Educational 5Statistics
Use and Interpretation, (2** ed.: New York: Harper and Row

publisherz, Inc., 1973}, pp. 166-170.

3Thid. p. 180.
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whepre:

Fij - refers to the computed Scheffe’s F-value
®i - refers to the mean of group I
*3 - refers to the mean of group 3

% - refers to the computed mean sguare value from
the ANOVA table

. - _ .
i - refers to the number of cases for group 1

nj — refers to the number of cases Lor group ]

The =zecond null hypothesis, which states, “There is no
significant relationship between the SeVen managarial

attributes and the personal profile of SUCT3 presidents” was

, . , — ]
tesgted using the artial Correlation Coefficient to
determine the relationship existing between the twoe aects of

independent varisbles with the following formula:

tﬁ’r‘?.ornstil.ci E. Walpole, Introduction to Statistics {New
York: Mac Millan Publishing Co., Inc., 1982), p. 381.
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Cyg = Lyl

iz =

=

122}

4

V{1 -

whepre:

iz — correlation coefficient between two variables
ryp — refers to the first independent variable
rez — refers to the second independent variable

T interpret the obtained wvalues for corrvelation

coefficient, the following table may be used:

Yalue Interpretation
0.00 to +0.20 Negligible Correlation
+0.21 to +0.40 Low or Slight Correlation
+0.41 to +0.790 Marked/Mcderate Correlation
+0.71 to +0.80 High Correlation
+0.81 to +0.95 Very High Correlation
+1.00 Perfect Correlation

The regearcher gl=o emploved gomputer-generated

computation of One-Way Analysis of Variance and Partial
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Correlation Coesfficient for testing the £first sasnd =escond

null hvpotheses, respectively.



Chapter 4

PRESERTATION, ABALYSIS ARD INTERPRETATION OF DATA

This chapter pregents, analyzes and interpretz the.
data gathered with the use of the gquestionnsires and
unstructured interviews. Thiz chapter further includes the
profile of SUC’s prezidentsz in Eastern Visayas and their
managenent capabilities with respect Lo the geven
managerigl attributes such as BAdwministrator, Analyzer,
Commmunicator, Counselor, Meeter, Menter and Aspirer.
Included too i3 the relationship of the aforecited
managerial attributes with the profile of the SUCYs
presidents.

PFrofile of 5UC" s Presidentzs in
Eastern Vizavas

Through aurvey guestionnaire and ungtructured
interviews, the necessary information about the profile of
SUCTs presidents in Eastern Visayas was gathersed and
determined according to the following chsracteristics: sex,
age, wmaritsl status, educaticonal attainment, vears 1in
experience as manager, and S0Clo-eCOnomic status in terms

of their monthly groszs income and membership of civiec/non

civic organizations in the community.
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Table 3

Profile of 50U’z Presidents in Rastern Visayas

Socio - Econonic
L

Satus
80C' s Years of Honthly Hembership
Fres. Harital  Edurational Experience Groxw of Civia/
Code Jex  Age Status  Attaivmesnt Az Manager Income Hon~civie
Ho, Organization
Ph.L.
1 H 54 marrised {Bduc’l. Hgt) 24 wyrs. 310,060~ i1
Fh.D.
Z g 6L married {Educ’ ] Mgt} 2% yes. 25,000~ 4
Fh.D.
3 M 82 marrisd {Far. Hgt.} 20 yres, 35,000~ i
Fh.D.
4 M 58 marriad {Agei. Hgt} 25 yrs. 40,000~ 11
Th.D.
5 F &0 marzied {Educ’l Mgt} 23 yrs. 45,000~ 15
Ed.D. <
& H o8 marcied {EBduc’ 1l Adm} 32 yrs, 20,600~ 7
Eh.D.
7 M . 63 married {Educ’l Mgt} 20 yes. 35,000~ 10
Bh.D.
5 H 1) marriad {Educ* 1 Mgt} 27 yes. 40, 000- 14
Eh.D,
2] M 505 married {Educ’ 1l Mgi} 7 yeo. 25, 000- &
DFA
10 M B2 marriad {Fublic Mgt} 15 yrs. 40,000~ 15
Toral 5059 231 265000~ 100
Mean 50.9 23.1 25, 500~ 10
Az gleganed in Table 3, there iz only one female amona
the 8UC's pregidents in Eastern Visavyasz, As o©f this

writing, the oldest among them iz &6 years old (President
No. B} while the youngest is 56 (President no.9). The
gverage age of the SUC’s presidentz is &0.5% or &1 years.
They are all married. A3 to educational attainment, all of

them obtained the highest degree in  educsation and
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management - Doctor of Philosgophy, Doctor of educstion,
major in Educaticonal Management, and Doctor of Public
ﬁdminiétration, major in Public and Fer=onnel
Administration. The breakdown 13 as follows: geven
finished ©Doctor of Philosophy, major in  Educational
Management, one was conferred Doctor of Education with the
same major of the former, and two finished Docter of Public
Administration, major in Personnel and Public Management.
The table also shows the maturity of the SUC’s presidents’
p¥perience &8 manager except for one, President no. 8, who
hag only geven vears o©of eXperience, the lowest among them.
President Ho. 7 meanwhile logged on 35 vears of experience,
the highest in the list. 0On soclio-economic status, the
average monthly income of the §UC'a presidents is
P36, 500.00. Individually, Presidené No. 5 has the biggest
monthly gross income in the amount of P45,000.00, followed
by Pregident Hbs. 4, 8 and 10 who heve a monthly gross
income of PQG,DQ0.0Q. Bresgident Nes. 2, 3, 7 and 9 earned
P35,000.00 monthly gross income while Pregident Ho. 1, only
P30,000.00,the lowest. President Hes. 5 and 10 were menbers
of 1% organizgations, thus, active in Joining different

organizations. President No. 2 iz & little bit passive in
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participating and joining civic &nd non-civic orgapizstions

keing a member of conly four corganizations.

Management Capability of SUC =z Presidents
In EBa=ztern Visavas as Administrator

The five groups of respondentz namely: the SUC’s
presidents, ey offigigls, teachers, non-teaching
personnel, and students azgessed the management
capabilities of SUC’s presidents as Administrator.

Az Parceived by 5UC's Presidents. In Tabhle 4, <the

SUC s presidents perceived themselves as having very high
level Gg nine indicators, high level on five indicators
while moderate oh one indicator {No. 10). Among the 15
indicators, No. 15 (“Acts with the highest moral values in
the servicé and in the community well-being”}] was rated the
highezt with &8 mean of 4.580., The lowest iz No. 10 “Acts as
s figurehead by performing certein ceremonial duties”
having & mean o¢f 2.70 and interpreted az moderate level. On
the whole, the SUC’s presidentz rated themselves high on
their management c<apability a8z Administrator based on the

ocbtained grand mean, which is 4.45.
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4

Management Capabilities of 3UC = Presidents as Administrator
as perceived by Themzselves

Responsas intar-
pret-
tndicators 5 4 5 5 Total | Mesn | stion
1. Demonsirates behavior associated with
structuring tasks for oneself as well 55 for
others, g 4 - - 10 480 M-
2. Estahblishes courses of actien in order to
schieve specific results, 7 2 - - 10 470 v
3. Delegates authority to others and
astablishes system by which people are
held scoountable to their performance. a 4 - - 10 480 ML
4, Establishes menitering system for evary
achvity/preject and parformancea of
employees o accomplish objectives, 2] 2 3 - 10 4.20 HL
8. Manages himselihersalf as well as others
by sefting up systems through which kasks
can be acnomplished in the most effective VHL
function. ) g - - 10 4.80
Rules with flexikility than rigidity. 5 4 1 - 10 4.40 HL
Coordinates reseurces and clarifies group
abjectives to achieve harmonious
gtrmosphere in the workplace, g g - - 10 4.50 HL
8. Directs and confrals respurces both peaple
and materials. 4 g - 1 10 4.00 HL
8. Sees fo if that everything is done in
apeprdance with the rules that have been
given. 8 2 i 1 10 4.30 HL
10. Acts a5 a figure-head by performing
pertain ceremonial duties. 2 1 2 2 10 2.70 ML
414, Fosters an organizational culiure oriented
to performance. i 7 2 - - 10 4.70 :ﬂ'i
12. Devates more time to hisfher dulies. 7 2 - - 10 4.70
13. Practices and initistes raising tha genersl
Ethical standard and conception of
social justice. 7 3 - - 1 470 VAL
14, Establishes policies, condifions and
methods of industry that shall conduce to VHL
cpmmen well-baing. g 2 - - 10 4.80
15, Aots with the highest meoral values in the
service and in the community weli-being. x] 1 - - 10 480 2 VHL
TOTAL OF THE MEANS . 868.70
GRANLD MEAN 445 HL
“
LEGEND: 4.5 - 5.00 Very High Level {WHL)
3.51-4.80 High Lewvel {HL.).
2.51-3.50 Maoderate Level (i)
1.81-250 Laow Level . SHLY
1.00 — 1.50 Very Low Level fViL)
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Ag Perceived by Rey Officials. Table 5 shows that

the key officiala have a high level perception on the
management capability of SUC’ g presidents after rating all
of them az having high level ?n the 15 indicators. In all
indicators, HNo. 3 has highest mean of 4.09% with the
perception that SUC’3 presidents “Delegatez guthority to
others and establishes szyvstem by which people are held
accountable to their performasnce.” Nos. 12 and 15Y Devotez
more time €0 his/her duties,” and “Acts with the highest
moral wvalus in the 3ervice gnd in community well being,”
hawve the lowest mean of 3.80. SGince the computed grand
mean iz 3.77, the 5UC's presidents g2 far as the key
officigls are concerned, posgess high level capsbility on

the managerial attribute az Adminizatrator.

As Perceived by Teachers. Table & reveals that the

teachers perceived & high level management capability of
SUC’=2 presidents as Administrator in all indicators exHcept
indiecator ne. 8 which was rated only as moderate. With =
mean of only 3.42, HNo. 8 “Directs and controcl resources,

both pecople and materisls” is obviously the lowest rating

from among the 15 indicators.
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5

Management Capabilities of S5UC’s Presidents as Administrator

as perceived by Eey Officials

Responses Inter-
pret
indicstors 5 a 3 5 1 Total | Mean | alion
1. Demonstrates behavior associated with
structuring tasks for sneself as well as for
othars. 22 3 ‘7T - g1 378 HL
2. Establishes courses of achen in erder fo
achieve specific results. 24 45 14 L5} 1 a1 3.85 HL
2. Delegates authority to others and
. establishes system by which peeple are
held acceuntabla te their performance. 34 24 0 3 - 81 4,08 HL
4. Establishes monitaring system for every
activity/project and performance of
emplayees to acocomplish objectives, 24 o4 24 8 - &1 3.80 HL
5. Manages himselffferself as well a5 others
by selling up systems through which fasks
can be agcomplished in the mast effective
function, 17. 43 23 8 - a1 2,76 HL
8. Rules with flexibility than dgidity. 18 48 28 3 - &/ 3.68 HL
7. Caordinat=s resources and olatifies group
objectives fo achieve harmonious
atrnasphere in the workplace. 17 47 22 5] - a1 3.84 HL
8. DBirects and corfrols resources both people
and materials, 18 a7 13 16 1 a1 .86 HL
8. Sees io it that evarything is dene in
accordance with the rules that have heen
giver, Z2 s 18 1% 2 31 388 HL
10. Acts as a figurehead by performing
certain ceremonial duties, 8 5843 g o 4 &1 2.70 HL
14. Fosters an organizational culfure oriented
to performance. 13 an 28 10 - 2y 2.82 HL
12. Devotes more time to his/her duties. 15 44 13 18 - g1 3.80 HL
13. Practices and iniiates raising the gensral
sthical standard and conceplion of
social justice, g 85 18 8 - B1 377 HL
14. Establishes policies conditions, and
methods of industry that shall conduce to 17 43 14 14 - a1 3.78 HL
common wal-being.
16. Acts with the highest moral values in the
service and in the community well-being. 25 28 1 7 12 a1 2.80 HL
TOTAL OF THE MEANS 58.58
GRAND MEAN 3.77 HL
LEGEND: 4.41--5.00 Very High Leval (VHL)
3.51-4.50 High Level {HL)
2.51-3.50 Moderate Level {ML)
1.59 — 2.60 Lavy Level (LL)
1.00 - 1.50 Very Low Level (VLL)
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Managemeni Capabilities of S5UY{’=2 Presidents az Administrator
as Perceived by Teachers

Responses inter
nref-
Indicators 5 4 5 5 4 Total | Mean | afion
1. Dameonstrates behavior associated with
structuring tasks for eneself as well 35 for
athers. 48 428 a8 8 1 283 379 HL
2. Establishes courses of action in order {o
achieve specific resulls. B2 127 o3 30 4 283 3.78 HE
3. Delegates authority to others and
establishes system by which pecple ars
heid accountable to their performance. 66 77 00 35 5 282 380 HL
4. Establishes menitoring systam Far avary
activiby/project and performanca of
ermployses to actomplish objeciives. 47 N0 79 41 8 283 3.58 HL
5. Manages himselherself as well as others
by setfing up systemns through which tasis 230 120 104 28 - 282 3.52 HL
can be aceomplished in the most effective
function.
8. Rules with flexibility than rigidity. 40 137 71 42 3 28% 358 HbL
7. Coordinates resources and clarifies group
obieclives to achisve harmenious g5 B85 22 42 2 283 2.88 HL
atmesphere in the weriplace.
8. Directs and controls rescuress both peaple
and maierials. 42 100 77 64 - 282 B4z L
8. Sees o it that everything is done in
aceordance with the rules that have been
oiver, 21 123 0o 2w/ 3 283 354 HL
0. Arts as a figurehead by performing
cerialn ceremonial duties. 80 912 8% 83 5 283  3.80 HL
1. Fosters an organizational cufture orianted
o parformance, 28 ds4 102 18 1 283 2.80 HL
12. Devates mere time o hisfher dulies 2 0z 114 2 2 282 2.57 Hi
12. Practices and initiates raizing the general
gthical standard and concepiion of
social justice, 54 138 70 2 3 283 378 HL
14. Establishes policies condifions, and
methods of industry that shall conduce 1o 31 128 a8 33 2 283 354 HL.
corwnan well-being
16. Aets with the highest moral values in the
service and in the cemmunity well-being. 86 128 87 i - 283 379 HL
TOTaL OF THE MEANS 8419
GRAND MEAN 261 HL
LEGEND: 4.51 - 5.00 Very High Lavel (VHL)
3.51-4.50 High Level (HL)
2.81-3.40 foderate Levsl (ML)
1.51 - 2.60 Low Level {LL)
1.00 —1.50 Very Low Level {VLL)
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However, among the indicatorz rated ag high level, HNos. 1
and 2 have the highest mean of 2.7%. These two focus on the
capability that “Demonatrates behavior associated with
structuring tasks for one =2elf a5 well as for others” and
“Eatablishes coursges of action in order to achieve apecific
results, respectively. The lowest are Nos. 4 and 5
“Eztablishes monitoring system for every activity/project
and performance of employees to accomplish objectives” and
“Manages himgelf/heraelf as well as others by setting up
strategies through which tasks can be accomplished in the
mozt effective function” having a mean of 3.53. The

computed grand mean 2.681 indicates 8 high level capsbility

of SUC’=s presidents in this area of managerial attribute.

As Perceived by Non-Teaching Personnel. Table 7 glszo

dizclozes that the nanagemnent capability of QUCr =
presidents as Adwdanistrator i3 high, a3 perceived by the
ncn-teaching perscennel having a grand mean of 3.B5. This
interpretation was intensified by the reapondents’ high
level assessment in all 15 indicators.

But even if all the indicators were rated high, thesre

were varied computed means as reflected in the table. The
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Tahls 7

Management Capabilities of 8UC’s Presidents as Administrator
az perceived by Hon-Teaching Perszonnal

Responses inter-
pret
Indicators 5 a 5 5 " Total | Mean | alion
1. Demonstrates behavior associated with
structuring tasks for oneself as well as for
others. \ 38 104 48 4 - 188 3.2 HL
2. Establishes courses of action in order to
achiave specific results. 42 d2d 25 3 i 198 4.04 HL

Dealegates autharity tn others and

astablishes system by which people are

held accountable to their performance. 45 ag 48 3 1 195 2.83 HL

4. Establishes monitoring system for avery
setivity/oroject and performance of
ermployesas 1o acoormplish objectives.

8. Manages himseli/herself as well as others
by selting ug systems through which tasks
can be accomplished i the most effective
funelien. 24 g0 88 2 @6 374 HL

8. Rules with flexibility than rigidity. 21 8a il3] 10 - 186 3.72 HL

7. Coordinates resources and clarifies group
ohjentives to achieve harmeornious

o

HL

[
]
[du]
-
1w
ja]
L
-}
=

g7 53 3]

¥l

atmosphere in the wirkplace. 72 84 58 7 4 186 347 HL
8. Directs and conirols resources both peopde
and materials, 44 892 58 2 2 166 2.85 HL

8. Sees to it that everyifing is done in
accordance with the rules that have been

given. 28 103 44 o] 2 186 3.84 HL
10, Acgts as a figurehead by performing

cartsin cerernonial dulies. 40 &8 54 P i 188  3.89 HL.
14. Fosters an organizational culhure eriented

i performance. 18 185 57 1 4 186 373 HL
12, Devoles mare time te his/her dufies. a2 111 27 5 1 168 4.06 HL

12. Praplices and initiates raising the general

ethical standard and conception of
spcial justice. £ g4 57 i 2 196 274 HL

14. Establishes policies, conditions and
methods of industry that shall conduce o 21 123 28 2 2 158 281 HL
conunen well-haing.

18. Arts with the highest meral valuas in the

sarvice and in the community well-heing. 52 08 22 11 3 196 3288 HL
TOTAL OF THE MEANS 57.7%
GRAND EiEAN 288 HL
LEGEND: 4.51 - 500 Vary High Level (VHL)
3.51 —4.50 High Leval {HL}
2.51 - 3.50 fdoderste Lavel (ML}
i.51 - 2.80 Low Level (LL)

4.00 —1.50 Very Low Level {VLL)
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highest iz indicator no. 12 with & mean of 4.06. This is
the capability that “Devotes more time to his/her duties”
while, No.7, the lowest “Coordinates regources  and
clarifies group objectives to achieve harmonious atmosphere

in the work place,” hasz a mean eguals to 3.67.

As Perceived by Students. The students also have the

same perceptions as the key cfficials. As Table B shows,
the studentg assesgssed their pregident a8 having = high
level of capability as Administrator, rating them highly in
all the 15 indicators, with &8 grand mean of 3.85. Among
the 15 indicators, two have the game highest computed mean
equal to 4.14. These are indicators no. 5 and no. 15
{(“Manages himself/herself as well as others by setting up
gaystem through which tasks can be accomplished in the most
effective functions” and “YaActes with the highest moral
values in the 8service and in the community well-being”
regpectively}. Indicator No. 2 has the lowest mean equal to
3.47, it pertains to the c¢apability that “Establishes
courses of action in order to achieve specific results.

Based on the pergeptions of the groups of respondents,

the SUC’s presidents are capable teo perform their function
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Management Capabilities of SUC’s Presidents az Administrator

a3 Perceived by Students

Respanses Inter-
pret-
Indigators 5 4 3 5 1 Total | kean { alien
1. Demanstratzs behavior assooiated with
struchuring tasks for oneself as well as for
gthars, 3% 104 10 4 1 155 4.08 HL
2. Establishes courses of action in order to
achieve specific results. 44 81 21 4 8 185 347 HL
3. Delegates authority to others and
establishes system by which people are ’
held acoountable to their parformance. 64 42 4z (5] 1 185  4.06 HL
4. Establishes manitoring system for avery
activity/project and performance of
employees to accomplish objectives, &7 70 20 7 1 185  4.00 HL
5  Manages himselffherself as well as others
by selting up systems through which tasks
can be accomplished in tha most effective
function. 52 74 24 2 1 B8 4.4 HL
8. Rulas with fexibility than rigidity. 20 75 47 2 1 198  3.85 HL
7. Coordinates resources and clarifies group
ohjaclives io achieve harmenious
atmosphere in the workplacea. 1§ 107 28 3 1 185 285 HL
8. Directs and controls rescurces both people
and materials, 28 it~} 43 2 1 155 3.02 HL
82, Eees {o it that everyihing is done in
accordance with the rules that have been
given. 44 73 28 8 i 1656 387 HL
10. Acls a5 a figurehead by performing
certain ceremeonial dulies. 26 80 35 12 1 185 298 HL
11. Fosters an organizational cutture oriented
to performance. 18 a0 63 8 2 1568 3.54 HL
12. Devoles more ime to his/her dufies. g2 g 17 0 10 195  2.80 HL
13. Praclices and inifiales raising the genaral
athinal standard and conception of
sooial justice, 18 85 58 11 5 185 3.51 HL
14. Establishes policies, conditions and
methods of industry that shall conduce to 18 88 26 4 10 185 358 HL
comman well-being. .
16, Apts with the highest moral values in the
servioe and in the cormunity walk-being. 43 o4 16 1 1 185 444 HL
TOTAL OF THE MEANS B7.76
SRAND MEAN 385 HL
LEGEND: 4.51 -5.00 Very High Level {WvHLY
2.01-4.50 High Lavel {HL)
2.51-38.80 Moderate Lavel (ML)
1.54 = 2.80 Low Lave! fLL}
1.80-1.50 Very Law Leaval {WLL)
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a8 Adwministrator.

Management Capabilitiez of EUC'= Presidents
In Eastern Visayas az Analyzer

The five groups of regspondents such as the SUC's
presidents, key officials, teachers, non-teaching
personnel, and students agzessed the management

capabilities of SUCT3 preaidents as Analyzer.

A= Perceived by SUL’s Presidents. A cursory glance at

Tahle 9, gshows that the 8UC’s presidents perceived
themsgelves a2 very high on two indicators, and high on the
other 13 indicators. The two indicators that were rated
very highly are indicatorz HNos. 5 and ©& “Generates and
identifies salternatives decisions when necessary” and
“Eatablishes sgtrategies to implement decisions,” with the
game mean of 4.70. In the 13 highly rated indicators left,
there are eight having & mean of 4.50, which are Nos. 2, 3,
4, 7, 9, 10, and 1l2. The lowest iz No. B with a mean of
4,10, This function “Sees the =zsparate part of the problem”
is also deemed the lowest among the 15 indicators. On the
whole, the SUC's pregidents possessed a8  high lewvel
management capability as Analyzer based on the obtained

grand mean, which is 4.43.
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Table 5
Hanagement Capabilities of SUC’s Presidents as Analyzer
as Pergeived by Themselves
Responses inter-
pret-
Indicators 5 4 5 2 1 Total | Mean | ation
1. Shows zbility to perceive and interpret
information. 4 a - - - 10 440 HL
2. ldentifies crifical elements or essential
factors in a situstion. L] a] - - - 10 4.50 HL
3. Sees relationship belween various pieces
of information . 5 5 - - - 10 4.50 HL
4. Has ability te give sound and {ogical
Conclusions based on available & § - - - 10 4.50 HL
information.
5. Generates and identifies alternative
detisions when necessary. 7 2 - - - 10 470 VL
G, Estabiishes sirategies te implement
decisions. 7 2 - - - 10 470 VL
7. Evaluates available information. i} 4] - - - 10 4.50 HL
8. Sess the separate parls of the problems. 4 5 - - 1 10 4.10 HL
8. DBraws appropriate conclusions. 5 5 - - - 10 4.50 HL
18. Follews necessary courses of action
under the circumsiances ] 5 - - - 10 4.50 HL
11. Screens all important dacisions on time
made by others before they are put inta
effact. 2 i 1 - - 168  4.20 HL
12. Sesks not enly to be undarstood but to
understand. 8 g - - - 10 4.580 HL
12. Gathers feedback before making decisions. 2 8 - - - 10 4.20 HL
14. Determines strengths and weaknesses of
awn management. 4 {] - - - 10 440 HL
15. Draws differences belween superiority and
quality in dealing people fram within and
outside the schaool. 3 7 - - - 10 4.30 HL
TOTAL OF THE MEANS 86.50
GRAND MEAN 443 HL
LEGEND: 4.51-5.00 Very High Level {VHL)
3.581-4.50 High Leve! (HL}
2.51 - 3.50 Moderzate Level {ML)
1.51 - 2.50 Lo Level {LL}
1.00 - 1.50 Vary Low Level {VLL)
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As Perceived by Eesy Officials. Table 10 shows that

the key officialzs perceived their superior highly on 11
indicatora and moderate on the other 4 indicators. Among
the 15 indicators, No. 2 (“Identifies critical elements or
exzential factors in & situation”™} haz the highesat wmean of
3.73 while No.13 has the lowest computed mean of 2.32. This
refera to the capsbility “Gathers feedback before making
decisions.” The obtained grand mean of 3.54 reveals that
the BUC 3 presidents were perceived  highly on  the
managerigl asttribute ag Analyser.

Az Perceived by Teachers. A3 gleaned in Table 11, the

teacherg haeve high level perceptions of their presidents in
12 dindicatorz {from HNos. 1 to 12). The 1last three
indicators were rated moderately. Among the 15 indicators
under managerial attribute a2 Analyzer, HNo. 1 hs=2 the
highest computed mean, which ig 2.73., Thiz pertains to the
function “Shows ability to  perceive and interpret
information.” No. 14 has the lowest compugéd mean of 2.33,
it ig “Determines strengths and weaknesses of own
management.” Obviously, the management capability of SUC g
presidents as Analyzer is high, as revealed by the grand

mean of 3.55.



Table 10

Management Capabilities of S5UC’s Presidents as AnalyzZer

az Perceived by Koy Officials

g5

RHesporisas Inter-
prat-
indicaters 5 A 3 o 1 Total | Mean § alien
1. Shows ability to perceive and interpret
information. 14 35 37 4 1 19 as3 HL
2. ideniifies critical elements or essential
factors in a stustion. 13 51 16 5 3 81 3.73 Hb
3. Sees relstionship bebveen various pieces
of informaiion . 13 45 25 4 3 21 368 HL
4. Has ability to give sound and legical
Conclusions hased on avallable
information. . 17 38 28 4 4 a1 .85 HL
8. Generates and identifies alternative
decisions when nesessary., 20 35 23 7 4] 81 3.62 HL
§. Establishes sirategies to implemeant
decisions. 14 25 20 12 10 =l 354 HL
7. Evalustes available informaten. 17 44 17 g i 2k | 3.88 HL
8. Sees the separste parts of the problams. g 44 25 2 5 91 3.438 HL
8. Draws appropriate conclusions. 13 41 24 3 5 a1 2.54 HL
10. Follows necessary courses of aclion
under the oircumstances 17 28 30 3 ] 81 3.83 HL
11. Sereens all important decisions on time
made by others before they are put inte 13 38 21 14 a 81 3.44 ML
effsot, 1
12. Seeks nat only fo ke understocd but to K
understand. 5 41 34 3 8 31 32.35 HL
13. Gathers feedback before making
decisiens. 7 28 21 24 - 21 3.32 HL
14, Determines strengths and wesknesses of *
oM managament. 10 &2 24 44 8 81 2.587 HL
18. Draws differences between superisrty and
quality in dealing peaple from within and
autside the school. i8 34 22 10 a 81 3.54 HL
TOTAL OF THE MEANS 52.80
GRAND MEAN 354 HL
LEGEND: 451 -5.00 Very High Level {WHL)
2.81-4.480 High Level {HL)
259 -850 fModerate Lavel (ML)
1.681 - 2.50 Low Level {LL)
1.80-1.50 Very Low Level {(VLL)



Table 11

HManagement Capabilitiesz of 5UC’z Presidents as Analyzer

az Perceived by Teachers

Responses inter-
pret-
indicators 5 4 3 5 1 Total | Mean | ation
1. Shows ability to pereesive and interpret
infarmatian. 43 132 a6 12 - 283 373 HL
2. ldenfifies crilical elements or assential
factors in a situation. 47 147 g8 12 5 283 3.8 HL
2. Sees relstionship between various pisces
of information . 28 113 121 13 2 28% 388 HL
4. Has ahility to give sound and logical
Cenclusions based an available
information. 45 87 00 2| 12 283 347 HL
8. Geperates and identifies allernative
decisions when necessary. 46 1068 124 4 4 283 385 HL
8., Establiishes siralegies io impiemant
decisions. 48 117 B2 18 g 283 3.63 HL
7. Evalustes available information. a4 110 141 13 5 283 2.82 Hi.
8. Sees the separste parts of the problerms. 25 129 197 27 - 283 3582 Hl.
8. Draws appropriate conclusions. 30 131 80 32 - 283 3.56 HL
18. Follows necessary courses of aclion
undar the cirocumstances 18 48 eiz} 18 - 283 32457 HL
11. Sereens all important decisions en time
made by others hafore they are pubinto
effact. 48 88 122 28 - 283 354 HL
12, Seeks not enly to be undersined but to
understand. 53 g7 113 1% 4 283 363 HL
13, Gathers feedbachk beforg making
decisions. 48 BB a8 38 7 283 347 HL
4, Determines strengths and weaknesses of
own management. 31 822 128 28 7 283 333 HL
15. Draws differences befweaen superiority and
quality in desling people from within and
outside the schaoal. 81 110 0o 28 5] 283 244 HL
TOTAL OF THE MEANS 52.22
GRAND MEAN 2.8 HL
LEGEND: 4.51-500 Very High Level {VHLY
3.51-4.80 High Lavel [HL}
251 -3.80 Mederstz Level (ML)
1851 -2.50 Low Level (LL)
1.80 - 1.50 Very Low Lavel {VLL})
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Az Perceived by Hon-Teaching Per=zonnel. Table 12

discleoses that the management capabilitiez of SUC’=
preaidentz are high because in all the 15 indicators, they
were rated highly by the non-teaching personnel. No., 4
(“Hag ability to give sound and logical conclusions based
on avallable information”) hags the highest computed mean of
3.82. No.10 (“Feollows necessary courses of action under the
circumstances”} has the lowest computed mesn of 3.54.
Hence, the SUC's presidents were perceived highly on the
management capability a3 Analyzer as evidenced by the

computed grand mean, which iz 3.70.

Az Perceived by Students. Table 13 shows that the

students’ asgegsment of thelr presgidents is high in sll the
15 indicators. The indicator with the highest mean of 4.22
is Ne. 5 {“Generates and identifies alternstive deciasions
when necessary”™). The loweat iz dindicater No.2 with =a
computed mean of 3.88, it is “Identifies critical elements
or epsentiml factors in a8 situation.” The gtudents
therefore have high level perceptions on the management
capability of SUC's presidents a3 Analvzer based on the

obtained grand mean of 3.93.



Table 12

Managament Capabilitiesz of 5UC’s Presidents as Analyzer
ag Perceived by Hon-Teaching Perzonnel

a8

Responsas Inter-
pret-
Indicators 5 A 5 o 4 | Tetal | Mean | ation
1. Shows ability to perceiva and interprat
informatian. 43 o8 42 1% 2 185 384 HL
2. lderdifies crilical slements or essantial
factors in a situation. 18 103 3] 10 2 186 280 HL
3. Sess relslionship between various piaces
of information . 22 117 53 1 2 196 378 HL
4. Has ability to give sound and logical
Conclusions based on available
infarmation. 47 82 52 4 1 198 aE2 H
8. Generates and idantifies alfernative
desisions when necessary. 21 08 56 2 1 198 383 HL
8. Establishes sirstegies to implement
decisions. 24 108 &8 4 1 196 3265 HL
7. Evsluates avsilable informeation. 19 a8 87 g 3 185 3.82 HL
8. Sees the separate parls of the problems. 12 108 84 12 2 186 288 HL
8. Draws sppropriste conclusions, 28 87 81 8 1 188 288 HL
10. Follows necessary courses of action
under the circumstances 19 T3 a5 4 1 185 .54 HU
14. Seoreens all important decisions en Hme
made by others before they are put into
affect, 18 185 &5 5} 2 a5 3.867 HL
12, Seeks not only to be understoed bt o
understand, 46 80 B5 13 1 186 380 HL
13, Gathers feedback before making
decisions. 28 g7 &1 18 1 188 384 HL
. Determines strengths and weaknesses of
own managetment. 31 &8 B8 4 1 198 378 HL
18. Draws differences behween superiority and
guality in dealing people from within
and outside the school. 12 124 a0 B Z 196 88 HL
TOTAL OF THE MEANS 8554
GRAND MEAN 370 HL
LEGEND: 4.51-500 Very High Lavel {WHL)
2.51-4.560 High Lavel (HL)
281 —2.80 Moderate Lavel (ML)
1.81 -2.50 Low Level (LL}
1.00 — 1.50 Very Low Level (VLL)
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Table 13
Management Capabilitiez of 5UC’s Presidents as Analyzer
a2 Perceived by Students
Responses fnter-
pret-
indicatars 5 a 3 5 1 Total | Mean | ation
1. Bhows sbility i perceive and interpret
information. 10 108 34 5 - i85 278 HL
2. ldeniifies critical elaments or esgantisl
factors in a situation. 20 T2 B0 - 3 165  3.88 HL
2. Sees relatinnship belween various pieces
of information . 27 83 80 3 2 185 3.71 HL
4. Has ability fo give spund and logical
Conclusions based on avsilable 34 87 23 10 1 155 3.62 HL
information.
8. Generates and identifies alfernative
decisions when necassary. 65 70 13 3 4 1886  4.22 HEL
6. Eslablishes skrategies to implemant
decisions. 43 78 25 3 g 185  3.89 HL
7. Evaluates available information. 22 g8 24 2 - 155  3.88 HL
8. 5Sees the separale paris of the preblems. 24 101 23 3 4 18556  3.88 HL
8. Draws appropriate conclusions. 1 112 28 - 2 155  3.83 HL
7. Follows necessary courses of action
under the circumstances 35 85 a8 3 3 165 2.84 HL
5. Socrzens all important decisions on tima
made by others before they are put inte 45 85 20 2 2 188  4.07 HL
affect,
12. Seeks not orly to be understood but to
understand. 46 88 18 2 3 1568 4.1 HL
13. Gathers feedback befere making
decisions. 27 101 22 4 i 1898 3.89 HL
14. Determines strengths and weaknasses of
oW management. 35 21 33 2 3 1585  3.82 HL
18. Draws differences between superiorty and .
guality in dealing people from within &8 &8 20 7 23 158 4.02 HL
and oulside the school.
TOTAL OF THE MEANS 08.84
GRAND MEAN 382 HC
LEGEND: 4.51-500 »  Very High Level {VHLY
2.51-4.80 High Leval (HL)
2581~ 3.50 Moderate Lewvel (L)
181 -2.50 Low Lavel {LL}
1.00 ~ 1.50 Yeary Low Level {VLL)
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The agseszsment of the five groups of respondents on
this particular managerial attribute of SUC’s3 presidents is
high. Therefore, the respondents regarded them with a high
ability to perceive and interpret information; identify
criticgl elements, and relationships as essential factors
in reaching sound and logicsl decisions.

Management Capabilities of UC’'s Presidenks
In Bastern Visayas as Communicator

The management capsbilities of SUC's presidents az
Communicator were aggezged by the. five groups of

regpondents to include the 5SUCY presgidents, key officials,

teachers, nen-teaching perseonnel, and studenta.

A5 perceived by SUC’s Presidents. Table 14 reveals

that the SUC’s presidents’ personal asgsessment i3 very high
in s8ix indicgators, and high in the nine other indicators.
Nes. 6, 8 and 10 show the highest mean, which is 4.80. They
refer to the indicators - “Looks for information that can
be used to sadvantage,” T“Digtributes to subordinates
important information that would otherwise be in accessible
0o them,” and “Transmits necessary information o
gubordinates collected from outside.” The lowest mean of

3.80 iz true in HNo. 9 {“Collects unsolicited information”).



Table 14

Management Capabilities of SUC' = Presidents as Communicator

as Perceived by Themselves

Responseas inter-
prat-
indicators 5 4 5 2 Total | Mean | afion
1. Bhows ability to persuade through either
wirittan or ors! communicaton. 2 7 1 - 10 4.10 HL
2. Uses good veice inflecten when spealing. 2 6 2 - 10 4.00 HL
3. Chooses vocshulary appropriate o the
audience, 2 g i - 40 4.20 HL
4. Uses effective non-verkal communicalion
such as hand gesture or eye contact o
emphasize issues or points of discussion, 4 3 3 - 10 4.10 HL
5. Integrates the materisls around them and
chooses the most effective words and
phrases whether to an audience of
thousand and single individual. 5 4 1 - 18 4.40 HL
8. Looks for informalion that san be used o
advantage. 8 2 - - 10 480 VL
7. Talks cordially., 8 4 - - 10 4.80  WVHL
g, Diglributes te suberdinates important
informsation that would othensise be in
accessible to them. 2] 1 - - 10 480 VY
8. Collects unsalicited information. 4 1 g - i0 .80 "
10. Transmits necessary informatien o
subordinates collected from outside. g 2 - - 10 480 VHL
11. Cemmunicates plans to others to be
carried out. 8 1 1 - 10 470 Vit
12..Beeks to clarify ideas befors
communicating. 4 g - - 10 4.40 HL
12. Communicates for tomorrow as well as
today. 4 B - - i0 4.40 HL
14, Examines the true purpose of each
communication. 4 5 - - 10 440 HL
186. Asks questions to follow-up
communication. 5 3 2 - 10 4.30 HL
TOTAL OF THE MEANS £65.80
GRAND MEAN 4.28 HL
LEGEND: 4.51-8.00 Very High Level (WHL)
2.51--4.90 High Leval {HL)
2.61 -3.50 Moderaie Level {hiL)
1.61—2.50 Low Level (LL)
4.00 — 1.50 Very Low Lavel fVLL)
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The grand mean of 4.39 shows high level on the capability

of SUC’s presidents as Communicator.

As Perceived by Rey Officials. Table 15 discloses

that the key officials rated them moderstely in indicator
No. 1. However, in the 14 other indicators from Nos. 2 to
13, high level perception was registered with respect to
the management capability of SUC = presidents as
Communicator. Among the 15 indicators, Neo. 5 has the
highest mean of 3.84, it is ™ Integrates the wmaterials
around them and chooses the most effective words and
phrases whether to an audience of thousand or sgingle
individual.” No.l1 has the lowest mean of 3.48, it is “Shows
gbility to perguade through either written or oral
communication.”

Bazsed on the computed grand mean of 3.70. the S{UC's
presidents were highly perceived on the managerial

attribute as Communicator.

Az Perceived by Tesachers. Takhle 16 shows that the

teachers have & high level perception on 13 indicators and
moderate in two others. The wmean of 3,82 is the highest
mean cbtsined under No.2, [“Usez good voice inflection when

gpeaking”). The lowest mean iz 3.45, which apeaks for No.
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Management Capabilities of S5UC's Presidents as Communicator

as Perceived by Key Officials

Responses Inter-
pret-
Indicaters 5 4 5 5 " Total | K=an | atien
1. Shows ability to persuade through sither
written ar oral communication. 20 20 22 13 81 248 haL
2. Uses good voice inflection when speaking. 21 32 25 12 1 a1 2.68 HL
3. Chooses vacabulary appropriate to the
audience. 25 28 20 17 1 a1 3.65 HL
4. Uses sffective non-verbal communiestion
supeh as hand gesture or eys contact to
emphasize issuss or points of discussion. 24 21 28 7 1 81 377 HL
. Inlegrates the matsrials arcund them and
chooses the most effective words and
phrases whether o an audisnce of
thousand and single individual, 27 26 35 2 1 a1 3.84 HL
8. Looks for informsation that can be used to
advantape. 21 25 32 2 g a1 .80 HL
7. Talk cordially. 23 38 21 7 4 21 3.74 HL
B. Distributes to suberdinates important
information that would otherwise be in
atoessible to tham. 18 48 14 7 1 a1 2.80 HL
§. Collects unsolicited infarmatian, 2 23 21 g g a1 3.85 HL
10, Transmils necessary information to
subordinates collected from outside. 11 ag 4 g 1 91 3.52 HL
11. Cemmunicates plans to others to be
carried ouf, 25 30 28 ] 1 a1 3.78 HL
12. Seeks to clarify ideas before
communicaling. 24 a0 28 7 1 Q1 2.76 HL
43, Communicates for tomorrow a5 well as
today. 15 38 24 13 - &1 3.683 HL
14. Examines the true purpess of each
communication. 21 232 28 7 1 81 3.72 HL
18. Asks questions o follow-up
communication. 21 22 20 7 9 g1 272 HL
TOTAL OF THE MEANS 55.51
GRAND MEAN 370 HL
LEGEND: 4,51 -48.00 Very High Level {VHLY
3.51-4.50 High Level {HL)
2.51-3.60 Mederste Level (ML)
1.61 - 2.50 Low Level (LL)
1.00 - 1.50 Very Loy Lavel {VLL)



Table 15
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Management Capzbilities of SUC’s Presidents as Communicator

as Perceived by Teachers

Responses Inter-
) prek
Indicators 5 4 3 5 Total | Mean | ation
1. Shows zhility to persuada through sither
writien or oral communication. 40 160 G0 25 282 3.67 HL
2. Uses good voica inflection when spesking. 50 182 83 16 282 282 Hi.
3. Chooses vocahulary appropriate to the
audience, 36 18 g1 234 283 340 HL
4. Usesg effective non-verbal communicatian
guch as hand gesture or eye contact o
emphasize issues or points of diseussian. 28 163 86 18 283 388 HL
8. Integrates the materials around them and
chooses the most effective words and
phirases whather to an audience of
thousand and single individual. a8 180 81 18 283 3.68 HL
B. Looks for information that can be used ta
advanrtage. 41 145 75 21 283 372 HL
7. Talk cordially. 43 185 83 18 283  3.81 HL
8. Disiributes to subordinates important
information that would otherwise be in
accessible to them. 41 108 77 58 283 345 ML
9. Collects unsolicited infermation. 43 100 100 40 2832 2.52 HL
10. Transmits necessary infarmation to
subardinates collected from outside. 54 g8 8e 41 283 3.55 HL.
1. Communicates plans to others to be
carried out. 87 107 g7 32 283 367 HL
12. S=sks to clarify Ideas bafore
commuricating. 23 137 88 34 282 3.52 HL
13. Communicates for lomorrow as weli as .
today. 41 125 568 29 283 3863 HL
14, Examines the true purpose of each
communication. 41 100 00 42 283 2.50 ML
15. Asks guestions to follov-up
sommunication, 85 100 an 20 283 3.88 HL
TOTAL OF THE MEANS 54.50
GRAND MEAN 282 HL
LEGEND: 4.51 - 5.00 very High Level {vHL)
3.51-4.80 High Level {HL)
2.51-3.50 Moderate Leval (ML)
1.51-2.40 Low Laval (LLY
1.00 - 1.50 Very Low Lavel {VLL)
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g, {“Distributes to subordinateg important information that
would otherwise be in accessible to them’). Hence, the
SUC’s presidents have pergeived high level capsbhility on
the managerial sattribute as Communicator, not only because
of the marks of the indicators but on the computed grand

mesn 0f .63 83 well.

Az Perceived by Hon-Teaching Per=zonnel. The non-

teaching personnel show their perceptions on the management
capability of 5SUC’s presgidents &z Communicator &s high in
the sense that high level perceptionsz were recorded in all
of the indicators on  the managerial attribute a3
Communicator az shown in Table 17.

In the table, it is clearly seen that indicator No. 7
was rated the highest with a mean of 4.00 it refers to the
capability to “Talk cordially.” The lowest has &8 mean of
3.67 that belongs to No. 4, (“Uzes effective non-verbal
communication such ag hand gesture or eye contact to
emphasige issues or points of discussion.”) Since the grand
mean i3 3.79, it indicatez that the perception of non-
teaching personnel iz high a3 well.

As Perceived by S5tudents. Teble 18 reveals the szame

result as the prewvious table. The students’ perception is



Table 17

Management Capabilitiez of 5UC’s Prasidents as Communicator

a8 Perceived by Hon-Teaching Personnel

Responses Intar-
pret-
Indicators 5 4 3 o 4 Total | Mean | stion
1. Shows sbility to persuade through either
written or eral cermmunication. 30 111 45 6 4 108 3.80 HE
2. Uses good voice inflection when spealing, a3 a7 54 10 2 188 2768 HL
3. Choosas vocabulsry appropriate to the
audisnce, 51 aa A6 ] L] 196  3.80 HL
4, Uses effective non-verbal communication
such as hand gesture or eve contact to
emphasize igsues or points of discussion. 34 a5 652 g 5] ‘186 3.87 HL
§. Integraies the matarials around them and
cheeses the most effzctive werds and
phrases whether io an audience ef
thousand and single individual. 24 112 44 7 g 186  3.69 HL
§. Looks far informatien that can be used to
atvantage. 20 89 7 20 10 188 261 HL
7. Talk cordially. 58 103 28 B 3 188  4.00 HL
8, Distributes to subordinstes important
information that would othenwise be in
aceessible {o them. 53 78 58 g 3 188 3.88 HL
8. Collects unselicited information. a7 72 78 7 2 188 3.88 HL
10. Transmits necassary information io
subordinates collectad fram outside. 27 108 a0 11 il 196 288 HL
11. Communicates plans te others te be
carried out. 48 77 58 10 3 188  3.80 HL
12. Seeks to clarify ideas hefore
communicating. a8 101 48 g 3 108 3.81 HL
13. Communicates for tomorrow as well as
teday. a7 85 42 g 2 186  2.89 HL
14. Examines the true purpose of each
cormmunication. 38 108 4 14 3 198 3.82 HL
15. Asks guestions to follow-up
communication 34 114 a2 12 4 188  3.67 HL
TOTAL OF THE MEANS 56.82
GRAND MEAN 3.78 HL
LEGEND: 4.51-5.00 Very High Lavel (VHL)
3.51-4.50 High Level (HL)
251 - 3.50 Moderate Level (ML
1.61 -2.50 Lovy Leval {LL)
4.00—-1.680 Very Low Level (VL)
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Management Capabilities of S5UC’'s Presidents as Communicator

as Perceived by Students

Raespanses intar-
i pret-
indicaters 5 4 5 o Total | Mean | ation
1. Shows ability io persuade through sither
written or oral communication. 83 B1 28 1 155 417 HL
2. Uses good voice inflection when spaaking. 48 58 I8 g 485 387 HL
8. Chooses vocabulary appropriate to the
audienca. 449 45 50 10 155  3.85 HL
4, Uses effective nen-verbal cormunicstion
such as hand gesture or eys contact fo
emnphasize issues or points of discussion. 42 82 29 12 155 383 H.
5. [ntegrates the materals around thern and
chooses the most effective words and
phrases whether to an audience of
thousand and single individual. 25 &8 ] 8 185 3.78 HL
8. Looks for information that can be used to
advantage. a7 79 26 3 185  3.87 HL
7. Talks gordially, 28 f2i] 27 8 186  3.85 HL
8. Distributes to subordinates important
infermation that would otherwise be in
accessible to tham. 47 falal 42 7 185  3.86 HL
8. Collects unsalicited information. 22 76 48 i] 155 2.70 HL
10. Transmits necessary informalion to
subordinates collected from outside. 38 &7 42 7 155 3.88 HL
11. Communicates plans to othars to be
carried out. 24 21 43 7 185 279 HL
12. Seeks to clarify ideas before
comrunicating. 27 87 37 4 155  2.88 HL
12. Communicates for tomoerrow as well as
today. 52 B3 i) ) 185 4.04 &+ HL
14. Examines the trus purpose of each
cammunication. 35 88 24 g 158 3.82 HL
18. Asls questions {o follow-up
commurication, 22 a2 28 1 185 3.97 HL
TOTAL OF THE MEANS 5B.25
GRAND MEAN 3.88 HL
LEGEND: 4.51-§.00 Very High Leval {VHL}
3.51-4.50 High Lavsl {HL)
2.51-3.580 Moderate Level (LY
1.81 - 2,50 Low Level (LL)
1.00 - 1.50 Very Low Level [VLL}
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high level on the management capability of 5UC’= presidents
as Communicator, with high level assessments in all the 15
indicatorsa. However, +the highest mean iz 4.17 under
indicator no. 1, which “Shows ability to persuade through
either written or oral communication.” Ne. 8 has the
lowest computed mean of 3.70 it “ecollects unsolicited
information.” The grand mean is 32.89% is within the high
level range in the table of interpretation. Therefore, high
level responses were recorded in all 15 indicators. Lt was
further intengified by the computed grand mean, which is
3.89.

The 3UCT 3 presidents are highly competent
communicators based on the above perceptionz of the group
of respondents. Thiz meanz that the SUC’s presidentg zhow

ability to persuade through either oral or written

communication.

-

Management (apabilities of 5UC’s Presidents
In Bastern Visavas as Counselor

The five groupg of respondents such &8s the SUC'g
prezsidents, key officials, teachers, non-teaching
pergonnel, and students aggessged the managemnent

capabilities of SUC’s presidents as Counselor.
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Az Perceived by SUC's Presidents. The SUC's3

pregidents’ assesament of their own management capasbility
g Counselor i= very high, as shown in Table 15. The SUC’s3
pregidents rated themzelves very high in seven indicators
and high on eight others. Nos. & and 7, (“Displays
openness to  the views and opinion of others™ and
“Encourages others to eXxpress their ideas and feelings”)
have the highest mean of 4.80, which iz interpreted &3 a8
very high level of perception. The mean of 4.10 is an
agagesament value to No.l1lZ2 {“Stavs cloge to emplovees and
remedies problems a3 they ariges”) which has the lowest
mean among the 15 indicators. The computed mean also shows

very high level, which ig 4.32.

Az Perceived by Rey Officials. Table 20 discloses ithe

high level perceptions on the management capability of
SUC’s presidents a3 Counselor. Key officials rated tThem
high in 13 indicaters and mederate in two others. The
highest mean 1lies within the 13 indicatorz rated highly,
specifically HNo. 2, which has & mean of 4.00, it
“Egtablisheg rapport with others.” The lowest mean falls
on No. 10 {“Pregents feedback without damaging other self-

ezteem”), which ig 3.41. The obtained grand mean of 3.&7



Table 18

Management Capabilities of S5UC’s Presidents as Counselor

as Perceived by Themselves
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Responses Inter
pret-
Indicators 5 4 3 Total | dean | alion
1. Develops desirable interparsanal
relafionship. 4 B - 10 4.40 HL
2. Establishes rapport with others. ol ) - 16 450 HL
3. Always available to others when need
arises. 3 7 - 10 4.30 HL
4. Demonsirates concern with other problems. 5 5 - 10 4.580 HL
5. Listen aterntively and displays sensitivity to VHL
othars. ] 4 - 10 4.80
8. Displays openness to the views and
opinion of others, g 2 - 10 ago VAt
7. Encourages others fo sxprass their ideas VHL
and feelings. B 2 - 10 4.80
8. Helps others to think thing through. & 4 - 10 450 VH-
B, Discusses problems objectively. §] 4 - 10 480 VAL
10. Presents feedback without damaging
vthars self-esteem. 5 ta) - 10 4.50 HL
11, Actively and intentionally molivates
subordinates. 5 ] - 10 4.80 HL
12. Stays close o employees and remedies 2 7 1 10 4.140 HL
problems as they arise.
13. Recognizes the employees have different VHL
motives and shilities, 7 3 - 10 4.70
14, Prefers win-win soiulien in dealing with 4 Eat 1 10 4.30 HL
oanflict.
18. Demenstrates both friendliness and VHL
fairness to subordinates. 5] 4 - 10 4.80
TOTAL OF THE MEANS B87.80
GRAND MEAN 4.52 WHL
LEGEND: 4.51 -5.00 Very High Level (VHL)
3.51 —-4.80 High Leve! {HL)
2.51-3.80 Moderate Level (ML)
1.51 - 2.50 Lowt Level (LL)
1.00-1.50 Very Low Lavel {vLL)
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Management Capabilities of SUC’s Presidents as Counselor

as Perceived by Eay Officials

Hesponses [rier-
prat-,
Indicators 5 4 5 2 Total | Mean | alien
1. Develaps desirable interpersonal
relationships. 24 41 22 2 21 3.85 HL
2, Esiablishes rapport with others. 21 23 24 2 81 4.00 HL
3. Always available to others when need
arises. 12 43 22 3 81 3.70 HL
4. Demonsirates concern with other problems. 25 34 24 g 91 384 HL
B. Listen attentively and displays sensitivity to
pthars, 31 22 32 2 91 s HL
8. Displays openness to the views and
opinion of others. 28 27 18 12 81 2.85 HL
7. Encourages others to express their ideas
and feslings. 22 28 28 12 81 3.84 HL
8. Helps cthers to think things through. 15 235 23 17 a1 3.51 HL
8. Discusses problems objectively. 24 20 28 3 a1 3.88 HL
40, Presenis feedback without damaging
cthar's self-astasm. 24 21 20 20 21 3.41 ML
11. Actively and intentionally molivales
subordinates. 18 32 38 132 81 3.80 HL
12, Btays close o employess and remedies
problems as they arise. 18 35 25 1& 81 3.57 HL
13. Recognizes the employess have different
metlivas and abilities. 24 20 19 17 a1 2.64 HL
14, Prefers win-win solution in dealing with 41 32 25 12 81 3.44 HL
canflict.
15 Dempnstrates both friendliness and faimess
o subordinates. 13 38 28 10 o1 3.57 HL
TOTAL OF THE MEANES 55.00
GRAND MEAN 387 HU
LEGEND: 4.91-5.00 Very High Level {VHL)
3.51-4.50 High Level (HL)
2.51-3.50 Wioderate Level (L)
1.51 - 2.50 Love Leval (i)
1.00 — 1.80 Very Low Level {VLL)
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reveals that the key officisls have high level perceptions

on this managerisl asttribute.

&g Perceived by Teachers. Table 21 indicates the

high 1level perceptions of teacherz on the mansgement
capability of SUC’s presidents as Counselor in 13
indicators, and moderate in two others. 2among the 15
indicators, No. 12 (“Stays close to employees and remedies
problems as they arise’”) has the highest mean of 3.79. No.
10, (“Presents feedback without damaging other gelf-
egteam”) has the lowest mean of 3.45. The grand wmean of
3.54 indicates that a high level perception exists on the
SUC’s presidents’ managerial attribute as Counselor.

Asgs Perceived by Hon-teaching Personnel. Az shown in

Table 22, the non-teaching personnel have a high level
perception on the management capability of SUC’s presidents
as Counselor. The assessment i3 high all throughout the 15
indicators on this managerial attribute., However, even if
thiz particular group of respondents rated &ll of the 15
indicetors high, the computed mean o¢f each indicator
varies. Na. 2 (“Establishes rapport with otherz”} has the

highest mean of 3.25. No. 8 (“Helps other to thiﬂk things



Table Z1

Management Capshilities of SUC’'=2 Presidents as Counselor

as Perceived by Teachers

1313

F_EESDDHSEE inter-
pret
Indicators 5 4 3 3 1 Total | hdean | sion
1. Develops desirable inferpersonal
relationiships. 58 a2 g2 24 - 282 384 HL
2. Establishes rapport with sthers. &7 a8 Q2 33 ] 283 258 HL
3. Always available to others when need 45 104 1512 43 2 283 3.52 HL
arises.
4. Dempnstrates concern with other problems. 45 24 112 28 2 283 358 HL
8. Llistens altentively and displays sensilivity
o others. B84 g8 121 20 - 283 3.50 HL
8. Displays openness io the views and
opinion of others. 43 104 02 24 il 283 35bB3 HL
7. Encourages ethers to express their ideas
and feelings. 83 110 28 31 - 283 385 HL
2. Helps others to think things through. 45 108 07 23 - 283 382 HL
9. Discusses problems nbjectively. 44 104 01 22 2 282  3.85 HL
10. Fresents feedback without damaging
pthar's salf-rsteem. 45 102 20 448 7 2|2 345 ML
11. Actively and intentionally motivates
subordinates. 43 112 85 33 - 283 3.08 HL
12. Stays close to employees and remedias
problems as they arise. 38 102 80 42 10 283  3.78 HL
13. Recognizes the amployees have different
mafives and ahilities. 35 108 12 18 8 28% 3.481 HL
14. Prefers win-win selution in dealing with 50 101 a5 27 10 283 354 HL
conflict.
15. Demonsirates both friendliness and
faimess to subordinates. 48 53 j00 37 20 283 344 HL
TOTAL OF THE MEANS 53.20
GRAND BEAN 3584 HL
LEGEND: 4.1 -5.00 Very High Lavel {WHL)
3.51 —-4.80 High Leval (HL)
2.51-3.480 fioderate Leve! {ML}
1.51 - 2.50 Low Level (LL}
1.00-1.50 Very Low Level (VLL)



Table 22

Management Capabilities of S5UYC’s Presidents as Counselor

88 Perceived by Hon-Teaching Perszonnel

iig

Responsss Inter-
pret-
Indicators 5 4 4 o 1 Total | Mean | afion
1. Develops desirable interpersonal
relationships. a0 84 40 11 1 186  3.82 HL
2. Establishes rapport with others. 852 78 28 15 1 196  3.85 HL
3. Always available to others when need
arises, 45 100 30 18 2 188  3.86 HL
4. Demonstrates concern with other problems, 23 81 49 20 3 186  3.87 HL
8. Listens attentively and displays sensitivily
te sihers. 41 515 g6 2o 3 188  3.62 HL
8. Displays openness to the views and
opinion of others, 32 108 &2 8 4 183 3.75 HL
7. Encourages others io express their ideas
and feelings. 54 82 43 14 3 186 287 HL
8. Helps cthers to think things through. 23 103 44 24 2 188 2.681 HL
8. Discusses problams objechively. 51 102 24 12 8 186 383 HL
40. Presents feedback without damaging
othar's self-esteam. 24 g2 58 22 2 186  3.63 HL
11, Acfively and irterfionally rofivates
subordinates. 24 33 a7 23 6 196  3.83 HL
42. Stays ciose to employees and remedies
problems as thay arises. 28 118 28 91 3 igg  3.79 HL
13. Recognizes the employees have different
motives and abilifies. 268 101 41 24 4 198  3.682 HL
14, Prefars win-win solution in dealing with 20 80 47 18 2 188 374 HL
confiict.
18, Dernonstrates both friendliness and
faimess {o subordinates. 48 &8 28 22 4 196  3.80 HL
TOTAL OF THE MEANS 53.20
GRAND MEAN 3.54 HL
LEGEND: 4.51 =500 Very High Levei (wHL)
2.51-4.50 High Level {HL}
2.81-3.80 Moderate Level £l )
1.81 -2.50 Low Level (L)
1.60~1.80 Very Low Lavel (VLL)



115

through”) has the lowest mean of 3.61. The computsd grand
mean is 3.54. Therefore, the capsbhility of SUC’s president
a3 Counselor is high level as far as the perception of the
non-teaching personnel ig concernsd.

Az Perceived by Students. Table 23 shows that the

studentz have a high level percepticon on the mansgement
capability of B8UC’s presidents as Counsgselor, with a
computed dgrand mean of 2.87. The table alzso indicateg the
glear perception of the respondents, &g the assegsment is
high in sll the 15 indicators. Although the 15 indicetors
have the same gusalitative wvalue, their dguantitative wvalue
differs. The highest mean of 4.11 lies under indicator no.
15 (“Demon=ztratex both <friendliness and <fairnessz to
subordinates”). The lowest mean of 3.68 is with No. 14,
which “Prefers win-win solution in dealing with conflict.
The regpondents have & high level perception on the
management capability of SUC’s presidents as Counselor. It
means that the SUC’s presidents are deemed to posgesz the
ability to develop effective relationships, establish
rapport, listen attentively, and display sensitivity %o

others.



Teble 23

Management Capabilities of 5UC'z Presidents as Counselor

az Perceived by the Studenis

Responses Inter-
pret-
Indicators 5 a 3 5 1 Teotal | Mean | afion
1. Develops desirable interpersanal
relationships. 26 85 48 g - 188  3.88 HL
2. Esteblishes rapport with others. 20 3% 5% 2 1 188 3.81 ML
3. Always available to others when need
arises. 71 24 28 14 2 185 387 ML
4. Demonsirates concemn with other problams. 37 74 33 1 - 186  3.88 HL
5. Listens aitentively and displays sensitivity
te others. 31 70 51 2 - 185  3.83 HL
8. Displays openness to the views and
ppinion of others. ag g4 20 3 - i85 4.01 HL
7. Enopurages others io express their ideas
and feslings. a7 78 28 2 - i85 4.04 HL
8. Helps others to think things thraugh. 42 g1 45 Ei - 165 3.88 HL
g. Discusses problems objectvely. 49 85 24 4 g gisia 3.88 HL
40. Presents feedback without damaging
other's salf-esteam. 5 20 45 4 1 158  3.87 HL
14. Achively and irterdionally motivates
subgcrainates. 15 x| 32 4 1 185 3.85 HL
12. Stays close o employees and remadiss X
problems as they arise. 12 81 44 2 1 185 377 HL
12. Recognizes the employvess have different
rotives and ahiliies. 21 21 43 g 4 188 370 HL
14, Prafers win-win salution in deafing with 25 48 g0 3 2 155 3.G8 ML
confiot.
"15. Demaonstratas beth friendliness and L
fairness to subordinates. 50 B0 20 2 3 155 4.1
TOTAL OF THE MEANS 58.10
GRAND BEAN 387 HL
LEGEND: 4.6891-5.00 Very High Level (VHL)
3.51 —4.60 High Level {HL)
2.51-3.50 Moderate Level (L)
1.51 —~ 2.50 Low Laval (LL)
1.00~1.50 Very Low Level (VLL)
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Management Capability of SUC’s Presidents
in BEastern Visavaz as Meelher

The management capability of SUC's presidents as
Mezeter were assegged by the five groups of respondents
namely; the 5UC's presidents, key officisls, teschers, non-
teaching personnel, and students.

As Perceived by 5UC’s Presidents. In Tahle 24, the

SUCf3 presidents have a very high lewvel perception of
themzaelves asg Meeter in 10 indicators, and high in the
other five. aAmong the 10 indicators that haeve wvery high
level marks, the highest computed mean is 4.70; the lowest,
4.80. In cthe f{ive indicators that were rated high, the
highest mean 18 4.50 and the lowest is 4.00.

On the whole, among the 15 indicators included in this
particular managerial attribute, No=z. 3, 6, 13 and 15 have
the highest computed wmean of 4.70. The lowest is No. §
{(“Comgg into meeting with prepared but flexible agenda”),
with a mean of only 4.00. Hence, bassed on the computed
grand mean of 4.55 the 5IC7a presidents have & very high
level of management caepability as Mester.

Az Perceived by Bey Offigials. Table 25 indicates the

assesgment of the key officigls on the management

capabllities of 5UC /= presidents s Meeter. The key



Table 24

Management Capabilities of SUC's Presidents as Meeter

az Ferceived Ly Themselves

Responses Inter
prek
indicstors g 4 3 Total | kMean  ation
1. Shows ability te influsnce sthers io
confribute fo the attsinment of group goals
in face-to-face situstion. 3 7 - 10 4.30 HL
2. Shows ahility to state akjsctives or tasks to
all concarned. 5 4 - 10 4.80 Mt
3. Shows ahility to inform others of what is
expected of them. 7 2 - 10 470 VHL
4. Directs and goordinates others in the
group. B a - 10 480 VAL
5. Let others know of their impoertance to the
success of the tasks at hand. 8 & - 10 4.80 VHL
8. Helps others in the group to sat and clarify
goals. 7 3 - 10 470 VL
7. Deals with othars in the group consistent
with their needs and abiliies. 5 5 - 10 450 HL
8. Holds cneself responsible for the guality
and quartity of wark, 8 4 - 0 480 VHL
8. Cemes inte mestings with prepared but
flexible agenda. 4 4 1 10 4.00 HL
10. Evaluates and freats other group members
as individuals consistent with their own 8 ) - 10 4.80 HL
goals and neads,
1. Altampts to participate fully and sets high
standard of performance for the group
output. g8 4 - 10 40 VTt
12. Aids the greup in seting and measuring
chjectives consistent with its resourcas. 3 5 - 10 4.50 HL
13. Seeks cooperstion of amployees in
irnproving the scheol output. 7 3 - 10 470 VL
94, Deals with people othar than subordinates
such as parents, clients, suppliers, visiters VHL
and other people outside the school. g 4 - 10 4.80
18. Gives rewards related te perfermance not
fo seniorify or non-rmarit based
consideration. 7 3 - 10 470 g
TOTAL OF THE MEANS 88.20
GCRAND MEAN 4588 HL
LEGEND: 4.581-5.00 Very High Leval {¥HL)
2.51-4.50 High Level {HL)
251 -3.40 Mederate Level (ML)
1.81-2.60 Low Level {LL)
1.00-1.80 Very Low Level {VLL)
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25

Management Capabilitiez of SUC’ = Presidents as Heeter

as Perceived by Eey Officials

Responses Inter-
pret-
indicators 5 a 3 5 1 Totat | Mean | alion
1. SBhows shility to influence others to
contribute to the altsinment of group gosls
in face-to-face situation. 24 4 a0 2 1 21 3.88 HL
2. Shaws zbility to state objsctives ar tasks io
gl concarned. 2 37 30 2 1 a1 3.82 HL
3. Shows ability to infarm others of whatis
expected of them. 22 235 31 2 1 a1 3.82 HL
4. Directs and coordinates others in the
group. 20 38 22 12 1 81 3.68 HL
5. Let others know of their impoertance te the
sunpass of the tasks at hand. 23 a8 21 7 1 81 3.84 HL
B, Helps others in the group to set and clarify
goals, 14 43 28 7 1 81 3.88 HL
7. Deals with othars in the group consistant
with their needs and abiliies, g 44 21 14 3 81 3.48 ML
3. Holds oneself responsible for the quality
and guartiby of work. 18 22 31 7 5] a1 3.52 HL
8. Comes into meelings with prepared but
flexible agenda. 14 35 28 12 1 a4 2.85 HL
10. Evaluates and freats other group members
as individuals consistent with their own
goals and needs. g a7 27 7 1 81 3.82 HL
1. Alternpts to parlicipate fully and sets high
standard of performance for the group
output. 18 a7 25 i2 1 81 .80 HL
12, Aids the group in selling and measuring
oblectives consistant with its resaurces. 18 38 25 12 1 21 3653 HL
13. Seeks cooperafion of employsss in
impreving the scheeol output. 23 42 23 2 1 &1 2.82 HL
14, Deaals with people sther than suberdinates
such as parents, clients, suppliers, visiters
and other people autside the school. 14 25 33 5] 114 81 3.85 HL
15. Gives rewards related fs performance not
to semiorily or non-merit based
consideration. g 24 28 2 11 81 3.28 BAL
TOTAL OF THE MEANS 54.94
GRAND MEAN 3.868 HL
LEGEND: 4.51-5.00 Veary High Level {vHL)
251 -4.50 High Level {HL)
Z2581-3.400 Moderats Level (ML)
1.51-2.480 Low Lavel (LL}
1.00 —1.50 Very Low Leval {WLL)
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Oofficials have & high level perception in 13 indicators snd
moderate in twe others., TNo. 132 {“Seeks cooperation of
employees in providing the school output”) has the highest
computed mean of 3.82. HMeanwhile, the indicator that bears
the lowegt mesn is No. 15, (“Gives rewards related to
performance, not to genlority or non-merit-baged
consideration”) which hazs & mean of 3.2%. In conclusion,
the BUC's pregidents have perceived high level of
management capability as Meeter based on the computed grand
mean of 3.66.

As Perceived by Teachers. The teachers’ assessment on

the management caﬁabilitiea of 5UC7=z presidents as Meeter
i2 high, 83 gleaned in Table £6, wherein the teachers have
a high level perception in 811 the 15 indicators, with a
grand mean of 3.%4. In the table, the qualitative values of
aggegament in these 15 indicators are the game. However,
the computed wmean differsz from each other., Neo. 11
{ ‘Attempt® to participate fully and sets high standard of
performance for the group output”) has the highest mean of
3.80. HNe. 7 {“Deals with others in the group consistent
with their needs and abilities™) has the lowest mean of

3.51.



Table 2§

Pt
I
ey

Management Capabilitises of 5UC' s Presidentz as Meehter

as Perceived by Teachers

Responses Inter-
pret-
Indicatars 5 a 3 5 1 Total | Mean | slion
1. Shows ability io influence athers in
oconfribute o the sfisinment of group goals
it face-to-face situstion. 48 120 71 445 - 283 3.50 HL
2. Shows shility to state objectives or tasks to
all cencernad. 24 117 a7 15 8 82 372 HL
3. Shows ability fo inform others of what is
expectad of them. 52 153 80 41 1 282 357 HL
4. Dirests and coordinates others in the
graun. 45 {25 Ba 23 1 283 3.87 HL
&. Let others know of their imporiance to the
success of the tasks at hand. 58 100 as 38 1 28% 3.61 HL
8. Helps others in the group to set and clarify
goals, 38 115 64 28 1 2083 3.588 HL
7. Deals with others in the greup oconsistent
with their needs and abiliies. 22 M8 183 24 7 283 2.51 HL
8. Holds oneself responsible for the quality
and quantity of worls, 23 182 75 22 1 283 388 HL
8. Comes into meetings with prepared but
flevible agenda. 38 180 71 22 1 283 3.72 HL
10. Evaluastas and treats ofher group members
as individuals consistant with their own
goals and needs. 3z 137 85 18 3 283 383 HL
14, Altempts to participate fully and sets high
standard of perfermance for the group
output, 42 13 gz 17 1 283 390 HL
12. Aigs the group in sefting and measuring
ohjeciives consistant with its resources, 33 140 83 11 i 283 3.68 HL
13. Seeks cosperation of employees in
trnproving the schoo! output. 70 110 B3 33 2 283 375 HL
14, Deals with people other than subordinates
suech as parents, clients, suppliers, visitors
and other people outside the schoel. B8 123 £4 32 4 282 2.88 HL
15. Gives rewards related ie performance not
te seniority or non-merit basad
consideration. 3% 102 08 3B 32 282 354 HL
TOTAL OF THE MEANE 54.65
GRAND MEAN 3.8 HU
LEGEND: 4.51-5.00 Very High Lavel {VHL}
351-4.480 High Level {HL)
2581 -3.00 hModerate Leval £ML)
1.51 - 2.50 Low Leavel {LL)
1.60 ~ 1.50 Yery Low Level {VLL)
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Az Perceived by Hon-Teaching Personnsl. Table 27 alszo

reveals the high Jlevel perceptions by the non-teaching
personnel on the management capability of SUC’s presidents
a3 HMeeter. They have high level assessment in all the 15
indicators with a grand mzan of 3.77.

No. 13, {“Seeks cooperation of emplovees in improving
the school putput”) posted the highest mean of 2.94 while
No. 12, {(“Aids the group in esetting and measuring
objectives conzigtent with its resocurces’) has the lowest
mean of 3.64

As Perceived by Students. The studentz have a high

level perception in 14 of the indicators, except for one
that was moderate, with & computed grand mean of 3.587.
Hence, the managemsnt capability of SUC's presidents asz
Megter iz high a8 perceived by the students a3 shown in
Table 2Z28. The table also reveals that the highest mean of
4.26 belongs to No. 13 which “Seeks cooperation of
emplovees in improving the school output.” The lowest mean
of 3.50 is reflected of No. 1%, which "“Gives rewards

related to performance, not to senicority or non-merit-based

consgideration.”™
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Management Capabilities of SUC’s Presideniz as HMeeter

as Perceived by Bon-Teaching Perzgnnel
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Responses {nter-
prat-
indicators 5 1 a 2 p Total | Mean ; afion
1. Showys abifity to influsnoe ofhers {o
contribute to the sitsinment of group gosls
in Tape-tn-face situation, 24 "7 26 12 8 198 385 HL
2. Shows sbility io state objectives ortasks o
sl nencarned. 24 117 37 iz 5 188 372 HL
3. Shows abilily to inform others ef what is
sxpected of them, 24 422 28 11 - 188 3.8 HL
4. DCirects and coordinates others in the
groug. 1 117 44 14 - 186 374 HL
§. Let pthers know of their importance fo the
supcess of the tasks at hand. 23 127 32 2] g 185 3.78 HL
8. Helps others in the group te set and clarify
poals. 31 114 41 7 3 186  3.B3 HL
7. [Deals with gthers in the group consistent
with their ne=ds and ahilitiss. 20 168 34 2 2 186 3.83 HL
3. Holds oneself responsible for the quality
and guantity of waork. 32 143 37 10 3 196 383 HL
9. Comes inte mestings with prepared but
flaxible agenda. 27 g9 atal 13 2 138 3.89 HL
10, Evaluates and freats ofher group members
as individuals consistent with their ewn
goals and needs. 17 108 53 13 4 186  3.63 HL
i1, Altempts to parlicinaie fully and sets high
standard of performance for the group
output. 2B 115 37 14 2 186 3.78 HL
12, Alds the groug in selting and measuring
objectives consistent with its resaurces. 28 83 70 12 2 189 3.64 HL
13. Sesks cooperafion of employees in
improving the school output. 47 104 28 7 2z 1856 3.54 HL
14, Deals with people other than suberdinates
sueh as parents, clients, suppliers, visitors
and other people outside the school. 42 og 37 48 4 488 383 HL
15, Gives rewards related te performancs not
te senierity or non-merit based
consideration. 40 =151 44 24 2 196 370 HL
TOTAL OF THE MEANS 58.50
GRAND MEAN 277 HL
LEGEND: 481 -5.00 Yary High Level {VHL]
3.51-4.50 High Level {HL}
2.81-3.50 Moderate Level {ML)
1.61-2.50 Low Level {LL})
1.00 — 1,50 Very Low Level {VLL})
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HManagement Capabilities of SUC’s Presidents as Meeter

as Perceived by the 5tudents

Responsas inter-
pret-
Iindieators & 4 5 2 1 Totzl | Mean | ation
1. Shows abiliy ie influence others o
contribute to the aftainment of group goals
in face-fo-face situation. 84 &1 23 4 3 165 415 HL
2. Shows ability fo stale ohjectives orfasks to
all congerned. L) 2 20 4 1 188 4.0 HL
3. Shows ahility to inform others of what is
eypected of them. 43 B4 25 2 1 165 4.07 HL
4. Direets and eoordinates others in the
Group. 83 a1 17 3 9 1|s 4417 HL
§. Let others know of thelr importance o the
success of the tasks af hand. 23 86 22 B 5 188  4.08 HL
G. Helps ethers in the group to set and dlarify
goals. 31 39 2¢ 2 i 155 4.0 HL
7. Deals with others in the group consistant
with their needs and abilitizs. 21 109 20 5 1 155  3.82 HL
8, Holds onesself responsible for the guality .
and quantity of wark. 31 88 32 a - 155 3.85 HL
8. Comes into meetings with prepared but
fiexible agenda. 40 72 22 g 3 i85  3.23 HL
10, Evaluatas and treats other group members
as individuals consistent with their own
gosls and needs. 15 81 59 5 - i85  3.08 HL
11, Altempis fo participate fully and sets high *
standard of performance far the group
ouput, 25 81 24 3 1 186  4.02 HL
42. Aids the group in selling and measuring
ohjectives consistent with its resources. 17 g8 55 a - i85 3.82 HL
12. Seeks cooperstion of employess in
improving the school oulput. 78 49 23 g 4 185 4.28 HL
14. Deals with peeople other than subordinates
such as parents, clients, suppliers, visitors
and other people outside the seheal. 41 71 35 & 3 185  3.82 HL
15, Gives rewards related to perforrnance not
te senjority or non-mearit based
considerstion. 18 75 40 18 5 188 2.50 ML
TOTAL OF THE MEANS 50.55
GRAND MEAN 287 HL
LEGEND: 4.51-500 Yery High Level {VHL)
2.51-4.40 High Level (HL)
261-3.80 Meoderate Level (ML}
1.81 - 2.50 Low Lavel {LL)
1.00--1.80 Very Low Level (VLL
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The respondents have & high level perception on the
manasgerial attribute as Meeter possesssd by the SUC’'s
presidents. It means that the SUC’s presidents are
effective in dealing with people other than subordinates.

Management Cabilities of SUC’'5 Presidents
in Ea=stern Vizayas as Mentor

The management capabilities of SUC’g presidents as
Menteor were assessed by the five groups of respondents =zuch
as the SJSUC’s presidents, key officials, teachers, non-
teaching perscnnel and students.

Az Perceived by SUC’s Presidents. Table 29 shows the

assessment of SUQ’s prasidents on their management
capagbilities sz Mentor. The SUC’s presidents have a very
high level perception in 11 indicators, and high in the
remaining four.

Among the 15 indicators, two have the highest computed
mean of 4.80. These are Neos., 2 and 4 {(“Shows willingness
to work with subordinates” and “0Offers other opportunities
to try things and provide feedback on the guality to their
attemptx.”). The lowest computed mean of 4.30 was found in
No. &, “Continuouzly regsearches for lesrning situation and

opportunities that will allow them to grow.” On the whole,



Takhle 25

Management Capabilities of SUC’s Presidents as HMentor

ds Perceived by Themselves

Responses tnter
prek
Indicators 5 4 3 Total | Mean | atien
1. Devalops and nurtures ether individuals in
order to aflow them to grow to their VHL
maximum leval of effectivenass. 7 ) - 10 4,70
2. Evsluates other Individusls' strengths and
weaknesses. 7 2 - 10 470 VAL
3. Bhows willlngness to work with
subordinates. 8 2 - 10 480 VAL
4. Offers olher opportunities to try things and
provides feedback on the quality of their VHL
attempts. 7 1 2 10 4.80
8. Gives feedback continuausly, nat only on
results, but also on how peeople are
accomplishing their tasks. i} 4 - 10 g0 M
8. Centinuously researches for leaming
situations and opportunities that will alfow L
them to grow. 3] 1 2 10 41,30 ‘
7. Develops another by establishing a close
and rusting relationship. 8 4 - 10 480 VH-
8. Establishes an enviranment in which the
individual feels comforiable making VHL
decisions and taking tasks. 7 3 - 4103 4.70
8. Undersiands hisfher own strengths and
weaknesses before attempling o modify VHL
those of others. . g 4 - 10 4.80
10. Designs jabs that offer challenges and
variety. 5 5 - 10 450 HL
14. Bupports scholarships, fellowship program
to emplovees, both local and internationat VHL
leved, 7 3 - 10 4.70
12. Discusses with subordinstes the
importance of cooperativism and VHL
productivity for the situation’s welfare. 7 2 - 10 4.70
13. Tries to be helpful and do a littie someihing
extra for the employees whan hefshe can. 8 4 - 10 4y VML
14. Prometes intimacy with one ancther. i g - 10 4.50 HL
15. Supports employ=es, parents and alumni
assooiation as pariners with the simto
improve curriculum. ] & - 10 4.50 HL
TOTAL OF THE MEANS 88.20
GRAND MEAN 4.89 VHL
LEGEND: 4.51-6.00 Very High Lavel {VHL)
3.81-4.480 High Level (HL)
2.51-2.40 WModerate t aval (ML)
1.51 - 2.50 Low Leval {LL}
1.00-1.50 Very Low Leval (VLL)
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the grand mean is 4.6l, indicating & very high level of
capability possessed by the 5SUC’z presidents in this

particular attribute.

Az Perceived by Eey Officials. Tapble 30 reveals that

the key officigls have high level perceptions on the
managerial attribute as Menter 1in 11 indicetors and
moderate in four others. Hence, with the grand mean of
3.62, the key officials perceived highly of wmanagement
capabilities of SUCYs presidents as Mentor.

The highlight in thisz table is that Ne¢.ll, the
indigator that “Supports scholarship, fellowships program
to employees, both local and international lewvel” hag the
highest obtained mean of 3.82, No.H, which *“Continuougly
regearches for learning situstion and opportunities that
will allow them to grow” has the lowest computed mean of
3.26.

Az Perceived by Teachers. Table 31 reveals that the

teachers have 11 high level and 4 moderate level
perceptions on the management cepabilities of SUC's
pre=zidents as Mentor.

One of the striking findings in this table is

indicater Neo. 11, with the highest mean of 2.86, which



Tehie 30

Management Capabilities of SUC’s Presidents as Mentor

as Perceived by Key Officials
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Hesponses Inter-
pret-
indicatars 5 4 3 5 Total | Mean | stion
1. Develops and nurtures other individuals in
erder to allow them to grow to their
raximum level of affectivenass. 21 25 18 18 21 387 HL
2, Bvaluates other individuals' strengths and
wiealknessas, 8 40 24 18 a1 344 ML
3, Shows wilingness to work with
subordinates. 18 38 20 12 a1 3.88 HL
4. Ofifers vther opportunities to try things and
provides feedback on the quality of their
attempts. 19 3B 28 7 =L 274 HL
8, Gives feadhack continuously, not only on
results, but also an how people are
accomplishing their tasks, 21 28 28 13 a1 358 HL
§. Centinuously researches for learning
situations and opporturities that will allow
thimrm to grow, 20 28 23 18 a1 3.26 WL
7. Develaps another by estsblishing a close
and trusting relafionship. 18 3 21 18 81 352 HL
8. Establishes an environment in which the
individual feels comfortable making
decisions and taking fasks. 0 38 27 13 2 348 ML
8. Understands hissher own strengths and
weaknesses befere atternpling to medify
those of others. 4 32 23 20 81 3.38 ML
10. Designs jobs that offer challenges and
variaty. 2% I8 22 18 81 358  HL
14. Supports schelarships, fellowship program
to employees, both loeal snd internstions! *
level, 28 35 18 7 g1 382 HL
13. Dispusses with subordinates the
importance of cooparativism and
productivity for the situation's welfare. 19 a0 14 7 81 3287 HL
13. Tries to be helpful and do a liifle something
extra for the employees when hefshe can. 20 38 28 g a4 377 HL
14. Promotes intimacy with ane anothar. 18 40 20 14 g1 362 HL
18. Supperts employees, parents and alumni
association as pariners with the aim o
irnprove curriculum. 20 44 20 g 81 377 H
TOTAL OF THE MEANS 54.65
GRAND MEAMN 2.62 HU
LEGEND: 451 -500 Veary High Leval {VHL)
2.81-4.50 High Level {HL)
2581 -3.50 MModerate Leavel (L)
1.81 - 2.50 Low Level fLL)
1.00 - 1.80 Very Low Level {VEL)



Table 31

»

Management Capabilities of 5UC's Presidents az Mentor
as Perceived by Teachers

Hesponses brter
pret-
Indicators 5 4 3 2 1 Total | Mean | slion
1 Develops and nurlures athar individuals in
ordar to allow them to grow to their
maximum level of effectiveness. 55 102 102 23 1 282 286 Hi.
2. Evaluates other individuals' slrengths and
weaknesses, 28 117 92 325 1 283 348 il
3. Shows willlngness to wark with
subordinates. 28 M5 0% 3B 2 83 347 ML
4, Offers other opportunities to try things and
provides feedback on the guality of their
attempts. 33 160 118 28 2 283 244 ML
5. Gives feedhack continuously, not enly en
results, but alse on how peaple are
accomplishing their tasks. 45 184 1058 31 1 283 358 HL
8. Continuously researches for learning
situations and epporiunities that will allow
them to grow. a5 121 114 13 - 283 2.83 HL
7. Develops another by establishing a close
and frusting retatienship. 37 120 185 18 3 283  3.80 HL
8. Eskablishes an environment in which the
individual feals comfortable making
decisions and taking tasks. 24 124 g7 25 2 283 248 fL.
8. LUnderstands hisfher own strengths and
weaknesses befere stampting io rmodify
those of others. 48 113 2g 24 - 8% 268 HL
10. Designs jobs that affer challenges and
variaty, 27 118 s 22 - 283 280 HL
11. Supparts scholarships, feflovwship program
to employess, both local and internatienal
fevel. 74 120 g4 25 - 283 386 HL
12. Discusses with subordinates the
importance of conperativism and
productivity for the situatien’s welfare. 64 108 g5 22 3 283 266 HL
13, Tries fo be heipful and do 3 litle something
extra for the employess when he/shea can. 48 17 100 18 1 283 3.68 HL
14. Promotes inlimacy with ene another. 22 1232 M8 24 - 283 3.8 HL
15. Supporis employees, parenis and alumni
assooiation as pariners with the aim o
improve curriculum, 50 15 180 14 4 283  3.88 HL
TOTAL OF THE MEANS 53.82
GRAND MEAN 358 HL
LEGEND: 4.51-5.00 Very High Level fVHL)
2.51-4.80 High Leval {HLY
2.81-3.50 hModerzte Level (ML)
1.5 - 2.50 Low Level (LL}
1.00-1.50 Very Low Level {VLL)
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“Supporta scholarships, fellowships oprogram to employees
both lececal and international level” it is  =slzc  the
indicator with the highest mean in Table 31. No. £, which
“Establizhes an environment in which the individual feels
comfortable making decisions and taking tesks,” has the
lowezt computed mean of 3.46. On the whole, the grand mesn
is Z2.58, which indicgates & high level of management
capability of SUC’3 presidents as Mentor.

Az Perceived by Hon-Teaching Fersonnel. As shown in

Table 32, the non-tesching persgsonnel have 14 high level and
one moderate level perceptions on the management
capabilities of SUC’s presidents as Mentor. among the 15
indicator=, No. 12 (“Discusses with subordinates the
importance of cooperativism and productivity for the
ingtitution’s welfsre”}) has the highest wmean equal to 4.12.
No. 10 (“Depigngs Jjobg what offers challenges and variety”)
iz lowest, with a mean of only 3.10.

The grand mean of 3.75 shows the totsl perceptions of
the non-teaching personnel that the 5UC’s presidents have
high level capabilities in this particular attribute.

&= Perceived by Students. Table 33 gontains the

percepticons of student=s on the menagement capabilitvies of



Table 32

Management Capabilitiez of SUC’s Presidents as Mentor

as Perceived by Hon-Teaching Fersonnel

ook
L
[t

Responses Inter-
pret-
Indicators 5 a 3 3 i Total | Mean | alion
1. Devalaps and nurures other individuals in
order to allovr them te grow to their
raxiruim level of effactiveness, &0 84 37 25 - 186 3.85 HL
2. Evaluates other individuals' strengths and
wasknassas, 22 8B 58 14 2 88  3.82 HL
3. Shows wilingness to work with
subsordinates. 43 87 40 25 1 188 3,74 HL
4. Offers other opporunities to Iy things and
praovides feedback on the quality of their
ahempts. 31 113 24 17 1 186 380 HL
H. Gives feedback cortinuously, not only on
results, but also on how people are
accomplishing their tasks. 30 o4 56 16 - 186  3.70 HL
8. Continuously researches for learning
situations and appertunities that wilt allow
them fo grow. B1 82 a3 12 ! 198 387 HL
7. Develops another by establishing & close
and trusting relstionship. 22 103 48 23 - 186 383 HL
8. Es=iablishes an envdronmant in which the.
individual feels comfortable making HL
decisions and taking tasks. 17 112 44 22 1 186 2.582
8. Understands his/her own strengths and
weaknesses before attempling to modify
those of others. 18 118 47 8 - 188  2.68 HL
10. Dasigns jobs that offer challenges and
variety. 17 128 40 12 1 186 3.0 ML
11. Supports scholarships, Tellowship program
to employess, bath Incal and infematienal
laval. 57 g3 24 12 - 188  2.89 HL
12. Discusses with subordinates the
imporiance of cooperativism and
productivity for the situation’s welfare. g4 og 32 4 - 185 442 HL
12. Tries {o be helpful and do 3 litle somathing
axira for the employess when hafshe can. 40 84 50 15 - 188 3.80 HL
14. Promotes intimacy with one another. 33 87 a0 13 128 3.68 HL
18. Supports employeses, parents and alumni
association as pariners with the aim o
improve curriculum. 48 107 24 14 2 1898  3.85 HL
TOTAL OF THE MEANS 58.26
GRAND MEAN 375 HL
LEGEND: 4.51 -5.00 Very High Level {WHL)
3.51 - 4.580 High Leval {HL)
2.51-3.60 Maodarate Level fL)
1.81 -2.580 Low Leval (LL)
1.00-1.80 Very Low Level {VLL}



Table 33

Managoement Capabilities of SUC’z Presidents azs Mentor

as Perceived by 5tudents
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Responses Inter-
" pret-
Indicators 5 A 3 5 Total | Mean | ation
1. Develops and nuriuras other individuals in
order io allow them to grow o their
maxirmum level of effectiveness. 85 ilE 30 4 188 411 HL
2. Bvaluates other individuals' strengths and
waknaesses. 18 88 44 & 188 3.7 HL
2. Shows willingness to wark with
subordinates. 34 81 20 B 185  2.85 HL
4. QOffers other opportunities o try things and
pravides feedback on the quality of Hheir
stterpls. 7 120 18 a 168 3.84 HL
5. Gives feedback continuously, net only on
results, but also on how people are
aceomplishing their tasks. 21 103 23 il 185  3.86 HL
8. Conlinuously researches for leaming
situations and opportunities that will allow
them o grow. 48 46 53 7 155  3.86 HL
7. Devslops another by establishing a class
and frusting relationship. 28 &4 a7 5 155  3.8B8 HL
8, Establishes an envirenment in which the, .
individual feels comfortable making
decisions and taking tasks. 22 B 54 8 195  3.84 HL
3. Understands his/her own strengths and
weaknassas bafore altempling to modify
those of others. 22 81 45 8 185 375 HL
10. Designs jghs that offer challenges and
variaty. 37 81 27 10 158 3.84 HL
14. Supports scholarships, fellowship program
to employees, boih local and internaticnal
leval, 50 72 27 2 185  3.58 HL
1Z. Discusses with subordinates the
importance of copperstivism and
productivity for the situation’s welfare. 45 88 19 3 185  4.14 HL
13. Tries to be helpful and do 3 lile something
exitra for the employees wher hefshe can, 24 88 a8 8 186 385 HL
14. Promotas intimacy with one ansthar. 15 70 48 17 165 351 HL
158. Supports employees, parents ard alumni
association as pariners with the aim to
improve curriculum, 82 55 38 1 156 4.08 HL
TOTAL OF THE MEANS 57.66
GRAND MEAN 284 HE
LEGEND: 4.51 - 5.00 Veary High Level {VHL)
3.51-4.50 High Level {HL)
2.51-3.090 hModerate Level (ML)
1.51 - 2.50 Low Level (LL}
1.00 - 1.60 Veary Low Leval (VLL)
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SUC’ =z presidents az Mentor. In all the 15 indicators, the
students perceived them highly. Both the non-teaching
perzonnel and atudents gave the highest mean on no. 12,
which “Discusges with subordinates the importance of
cooperativism and preductivity for the institution’s
welfare,” it ha&s the highest mean of 4.14 while No. 14
{(“Promotes intimacy with one another”} has the lowsst mean
of 3.51. The grand mean equal to 3.84 is clasgified as high
level.

The 5UC’s presidents were highly perceived by the
group of respondents on their management capablility as
Mentor. Such rezult revealed that the subjects demonstrate
good behavicor 83 mentor, nurturing individuslis in their
regpective schoolz and allowing them to grow to their
maximum level of erffectiveness.

Management Capabilitiez of EUC’g Pragidents
In Bastern Vizsayas as Aspirer

The management capabilities of SUC’=s presidents as
Agpirers were asgsseszsed by the five groupsa of respondents,

to wit: the SUC’g presidents, key officials, teachers, non-

teaching perscnnel, and students.
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As Perceived by SUC'= Presidents. Table 34 discloses

that the 35UCs preasidents have & very high level perception
of their capabilitiezs az Aspirer in 14 indicatora,'and one
high in the remaining one. The SUC'=2 presidents believe
themselves that they possess the quaelities under No. 14
that “Sets an example bv working hard on himself/herself.”
This particular indicator has the highest mean of 4.80. The
loyest mesn equal to 4.40 belongs to Ho. 8, which
“Continuously asksz guestions and sgesarches for slternative
anawers.,” The grand mean of 4.6§7 1z considersd & wvery high
level.

Az Perceived by Key Officialz. The key cfficials have

high level perceptionz on the msnagement capabilities of
SUC's presidents &3 Aspirer. This group of respondents
azzeaged them hignly in &1l the 15 indicators, cobtaining o
grand mean of 3.87 gz zhown in Table 35,

Among the 15 indicators with high level marks, Nos. 5
and 13 (“Willingnesz to work” and “Aim= to be comparative
to all other educstional administrator”) have the highest
mesn of 3.9%7 while, Nc.ld4d {(“Setz an example by working hard

himself/herzeli”) has the lowest mean of 3.71.



Tahle 34

HManagement Capabilities of 5UC’s Presidents as Aspirer

as perceived by Themzelves
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Responises inter-
pret-
indicaters 5 4 a 2 Total | Mean | ation
1. Stives for goal, il 4 - - 10 480 VAL
2. Looks toward the fulure. & 4 - - 10 480 ML
2. Works toward 5 grester level of perfection. 7] 4 - - 10 480 ML
4, ‘Works toward a higher position on the job VHL
or in life. i 4 - - 10 4.60
8. Dermonsirates wilingness to worls. 7 3 - - 40 470 VL
8. Focuses on & geal te stain great VHL
achievemnsent. 7 3 - - 10 34.70 )
7. Gains pleasurs from hisfher achiavemant... 7 3 - - 10 470 VHL
8. Continupusly asks guestions and searches HL
for alternztive answer. & 4 1 - 10 4.40
9. Tries ta be better in hisfher position. ] 4 - - 10 480 VHL
180, Aspires toward perfection in rmanagerial VHL
situation, & 4 - - 10 2.87
11. Shows craativity and visien. g 2 - - 0 480 ML
12. Works with the value of efficiency and VEL
effertivenass. 8 2 - - 10 4.80
13. Aims to be comparative with all cther VHL
educational administrator. 8 2 - - 0 4.80
;Id. Sats an example by working hard on VHL
himself/herself. 8 i - - 10 4.60 )
15, Tries to get what he or she asks from VHL
higher suthoriby. B 4 - - 10 4.60
TOTAL OF THE MEANS 70.00
GRAND MEAN 4.87 VHL
{ EGEND: 4.91~5.00 Vary High Level {VHL)
3.81-4.560 High Level (ML)
2.51 -3.50 Moderate Level (L)
1.51-2.50 Low Level {LL}
1.00~1.50 Very Law Level {VLL}



Table 35

Management Capabilities of SUL’= Presidents as Aspirer

as Perceived by Kgy 0fficials

Responses inter-
pret
{ndicators 5 a 3 2 Total | Mean | afien
1. Blrives for goal. 23 a0 28 - a4 3.85 Hi.
2. Looks toward the future. 23 45 18 5 81 375 Hi.
3. VWaorks oward a gresier level of perfaciion, 24 44 18 g 81 3.88 HL
4. “Works toward a higher position on the job
or in lifa, 24 43 18 5 g1 3.95 HL
8. Demonsirates willingness fo wark. 24 40 27 - a1 3.97 HL
8. Focuses on a goal to attein great
achisvement. 21 43 28 - 94 3.81 HL
7. Gains pleasure from his/her achievement. .. 18 51 12 10 g1 3.85 HL
8. Conlinuously asks questions and searches '
for alternative answer, 21 37 28 g 21 381 HL
8. Tries to be belter hisfher position. 18 43 24 & 81 2.54 HL
10. Aspires toward perfection in managerial
stiuation. 22 41 23 5 81 2.088 HL.
11. Bhows creativity and vision. 28 35 12 15 g1 284 HL
12, Waerks with the valus of efficiency and
effectivensss. 2z 36 23 10 &1 377 HL
12, Aims to be comparative with all other
educational administrator. 28 43 18 a &1 3.87 HL
14. Sets an axample by warking hard on
himselfifherself. 22 26 18 15 21 371 HL
15. Tries to gat what he or she asks fram
highar authority. 26 42 18 1 | 2.87 HL
TOTAL OF THE MEANS 58.88
GRAND MEAMN 387 HL
LEGEND: 4.59 - 5,00 Very High Level £YHLY
3.51 —-4.680 High Level (HL}
251 -3.50 Moderate Lavel L)
.61 -2.50 Low Level {LLy
1.00 - 1.60 Very Low Level {VLLY
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As Perceived by Teacherz. With high level perceptions

in all of the 1& indicators, the teachers demonstrate the
gsame perceptionz as the key o©officialzs  involved, as
indicated in Table 3%. The teachers gave alzsc the highest
mean to No. 13, (“aims to be¢ comparative to all other
educational administrator”) with 3.97. No. 8
{“Continuously azks guestions and ssarches for alternative
answer”y has the lowest computed mean of 3.53. Of course,
there iz & high level percepticon on the management
capabilities of 5SUC'3 presidents as Aspirer, with 8 grand
mean of 2.30.

A=z Perceived by Non-Teaching Personnel. Table 37 also

reveals that  the management capabilities of SUC s
presidents &s Aspirer is high, &% manifested by the non-
teaching personnel rating them with high level marks in ail
the 15 indicators.

However, while all indicators were gualitatively high,
the guantitative computation differs. No. 12 (“Works with
the wvalue of efficiency and eifectiveness”) was assessed
with the highest mean of 4.22. No. 8, {(“Continuously asks
gquestions and searches £for alternative answer”) has the

lowest mean eduals to 2.86. The computed grand mean is



Table 3%

Hanagement Capabilities of 5UC' s Presidents as Aspirer

a8 Perceived by Teachers

Responses tnter-
pret-
indicators 5 4 5 3 " Total | Mean | =fion
1. Strives for goal. a1 84 47 1 283 388 HL
2. Looks toward the fulure. 88 407 85 22 1 283 3.82 HL
3. Works toward & greater lavel of perfection. 7 28 1032 14 1 283 3.80 HL
4. Works toward & higher pesitien an the jeb
or in lifa. 88 08 il 21 - 282 383 HL
8, Demonstrates willingness to worl, 71 112 70 22 - 283 3.80 HL
8. Foecuses on a goal to stiain grest
achisvemsnt. 27 104 G0 2 1 282 .87 HL
7. Gains pleasure fram hisfher achievernent... &7 127 58 28 2 288 381 HL
8. Corlinuously asks questions and searches
for atternative answer. a5 89 00 30 8 293 353 ML
g, Tries o be belier in his/her position. W 118 73 24 1 283 a3 HL
10, Aspires toward perfaction in managerial !
situalion, 57 104 83 a7 2 283 388 HL
11. Shows crealivity and vislon. B4 410G 78 233 1 28% 370 HL
:i?_. Yorks with the valug of efficiency and
sffactivansass. 59 148 K 31 | 283 3N HL
12. Aims to he comparative with alt other
educational administrator. o g7 61 23 1 283 387 HL
14, Sats an example by working hard on
himselfhersalf. 69 135 58 25 1 283 384 HL
15, Tries to gel what he or she asks from
higher autharity. 75 420 B85 21 2 288 257 HL
TOTAL OF THE MEANS 57.05
GRAND MEAN 380 HL
LEGEND: 481 - 500 Yery High Level {WHL)
3.581-4.50 High Lavel {HL)
2.81-3.50 Modersbe Level (kL)
1.51 ~2.50 Low Laval (LL}Y
4.00 - 1.80 Very Low Level (vLL)



Tahle 37

HManagement Capabilitiez of 5UC’= Prezidents as Aspirer

as Perceived by Hon-Teaching Personnel

132

Responses {ntar-
) pret-
Indicators 5 a a 9 Total { Mean | ation
1. Sirivas for goal. 7 74 40 3 196 441 HL
2. lLooks toward the Ruture. Y6 BB 30 2 198 421 HL
3. Works loward a greater level of perfection. 78 77 30 11 128 413 HL
4. Waorks toward a higher positicn on the job 47 400 49 - 185 388 HL
or in life.
&, Demonshrates willingness to work, 88 &80 23 10 186 4.08 HL
8. Focuses on a goal io attain great 48 83 42 g 18d 388 HU
achiavement.
7. Gains pleasure from histher achievement... 87 &4 3 4 85 444 HL
8. Continuously asks questions and searches 26 124 43 3 196 386 HL
for alternstive answer,
8. Tries {o be belter in hisfher position. B 92 33 3 188 442 HL
10. Aspires toward perfection in managerial BB &3 38 ] 196 387 HL
situalion.
91, Shows creativity and vision. 54 a0 a3 5 198 382 HL
12. Waorks with the value of efficiency and « 73 88 25 1 198 422 HL
effactiveness.
13, Alms to be comparative with all other 4 g5 43 g 186 2388 HL
educational administrator...
4. Sets an example by working hard on 81 82 4an 3 198 380 HL
himself/herself.
15. Trias to get what he or she asks from B0 85 a7 2 188 441 HL
higher authority.
TOTAL OF THE MEANS 60.68
GRAND MEAN 408 HL
LEGEND: 4.81 -5.00 Very High Level {VHL}
3.51 ~4.6D High Lewvel {HL)
2.61 - 3.50 Moderate Level (ML)
1.581 - 2.60 Low Lavel (ELY
1.00 - 1.80 Very Low Leval (VLL)
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equal to 4.05. Therefore, the management capability of
SUC’s presidents &2 Aspirer is alzo high.

25 Perceived by Students. Tahle 38 shows that out of

the 15 indicators, the 3tudents hsve a wvery high level
perception on two indicators, and just high in 13 others.
Among the 15 indicators, No. 1 {“Strives for goal”™) has the
highest mean equal te 4.%1 while the lowest, 3.72 is of
Neo.? {(“Gains pleasure from his/her achisvement.”) On the
whole, the management cepsbilities of SUC's presidents as
Agpirer is highly perceived bagsed on the grand mean of

4.24!

Perceptions of the Five Groups of Respondentis
gn the Management Capabilities of 5UC s
Presidents as Administrator

Inasmuch &2 there are vatriations in the guantitative
agsegsments of the respondents, the Aanslysis of Variance
for One-way Clazzification was emploved and the reaults are
reflected in Table 39%. It can be noted from the =zaid tabkble
that the weighted means are more varisble between groups as
indicated by its mean sqguare of 1.54¢l5 than within groups,
which has & corresponding mean sguare of 0.0789, giving s

ratioc or computed F-value of 19.585. Given the pre-set



Table 238

Management Capabllities of 5UC' sz Presidents as Aspirer

az Percelived by Students
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Responses Inter
pret-
Indicators 5 4 3 5 Totsl | Mean | afion
1. Strivas for goal. 118 23 12 3 185 4.1 V-
2. Looks toward the future. 107 37 7 5 155 4.80 VH-
3. Works toward = greater level of perfection. 8% 38 33 - 155 432 HL
4. Werks toward a higher position an the jeb
or in iife. a8 42 23 10 185 4.04 HL
5. Demonsiratas wilingness to work. ag 58 18 2 188 4.24 HL
8. Foouses on a goal to aflain great
achisvernant. a3 44 18 2 85 447 HL
7. Gains pleasure from hisfher achievement.., 41 48 43 18 188  3.72 HL
8. Conlinuously asks questions and searches
for altermalive anzwer. 18 100 31 5 155 385 Hi
B. Tries to be belier in histher position. 24 29 18 8 185  4.02 HL
10. Aspires toward perfection in managerial
situation. 235 BY 28 - 155 3.88 HL
11. Shows creativiby and vision. 78 B0 12 4 186  4.38 HL
'12. ‘Works with the value of efficiency and
effectivensss, 77 59 14 - 188  4.21 HL
13. Aims to be comparative with all other
educational administrators... 78 58 18 ~ 185  4.28 HL
14. Setz an example by working hard on
himseli/herseif. 84 28 21 2 188 444 HL
15. Tries to get what he or she asks from
higher authority. B0 it} 22 8 185 444 HL
TOTAL OF THE MEANS 63.68
GRAND MEAN 424 HL
LEGEND: 4.51-5.00 YVery High Level {VHL)
3.51—-4.40 High Level (HL}
2.51 -3.50 Moderale Level (ML)
151 -2.50 Low Level fLL)
1.00 - 1.50 Wery Low Level (VLL)
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probability which iz likewise the level of gignificance o =
0.05 and degrees of freedom at 4 and 70, the former proved
to be much higher than the latter, leading to the rejection
of the null hypothesis which statez that “There iz no
significant difference in the perceptions amcng the groups
oL respondents asuch as SUC’s presidents, key officisls,
teachers, non-teaching persoconnel, and students on the
management capability as aAdministrator.”

With the significant difference between the
guantitative Asgeasments of these five groups of
regpondents, SGcheffe’s test was alze utilized to find out
which group pairs have significant differencesz, az zhown in
Taeble 40. Az glegned in the 3said teble, the pairg of
presidents and key officiasls, presidents and teachers,
presidents and neon-teaching personnel, presidents and
students, key officisls and teachers, teacherz and non-
teaching personnel, teachers and students - have F values
of &7.4904%, 78.88734, 57.89479, 11.40884, -20.91255 and-
20,91255, regpectively. They are greater than the critical

F which i 10.1s. Thu=, =&all the seven pairs of



Table 25
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ANOVA Table for Comparing the Perceptionsz of the Five
Groups of Respondentz on the Management Capabilities
of 5U0C's Presidents as Administrator

Source of Sum of df Mean Computed Tabular Evaluation
Variation dquaces Squares 3 E
Between

Groups 6.1845 4 1.54615 l9.585 2.54 Jignificant
Within

Group= 5.52 70 0.078%9
Totsl 1r.71 74

Table 40

Posteriori Test of Comparison on the Percephtions of the
Five Groups of Hespondentz on the Management Capabilities

of SUC’ s Presidents As Adminiztrabor

Group= Scheffe’'= Tabular | Evaluation
Conparad Meanm Diffarence= PF-Value= YValue
B and K 4.48 £ 3_.75 g.71 57 .49049 10.18 Simificant
B and T 4.46 £ 2.63 0.83 785.85%7324 Bignificant
P and NT 4.458 & .85 0_51 57.8584789 Significant
P =nd 8 4_45 5 3.84 0.51 57.89478 Significant
KO and T J.75 * 3.63 0.1z ii.40584 Jignificant
KO zind NTT 3.75 & 3.85 -0.1 ~-3_545703 Not
Bignificant
FQ and 2 2.75 & 2.85 -0.1 -2_505702 Not
S8ignificant
T and NT 2.82 & 3.85 ~0.22 -20.91285 Significant
T and 3 3.63 5 3_85 -0.22 =-2Z0.91255 Jignificant
Mot
NT and 2 2.85 £ 3.85 ¢ c Fignificant
Legend: P —~ President KO — Eay Officiznl=s

T — Teachers
3 — Students

NT -~ Non—~Teaching
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regpondents varied in  their sassignment of 3calez  in
azsessing the management capabilitiesz of S5SUC’z preaidents
in Eazstern Visayas &3 Administrator.

While the aforecited pairs msde their observations
independently, tThree pairs namely: key officials and non-
teaching personnel, key officials and students, and non-
teaching perzonnel and students, have F-values of -
9.505703, -9.505703 and 0 respectively. They are lesg than
the critical F-value of 10.16. Therefore, these pairs have
the geme perceptions on the management capabilities of
5UC s presidents as Adminiztrator.

Perceptions of the Five Groupz of Bespondents

on the Management Capabilities of 5UC’s
Prezidentz az Analyzer

Table 41 reveals the computed F of 111.7954 at .05
lavel of significance and the degrees of fresdom 40 and 70,
between groups and within groups respectively. Since the
computed F is grester than the tabular F of 2.54, this
leads to the rejection of the null hypothesis; “There 1s no
gignificant difference in the perceptions among the ive
groups of reszpondents on the management capabilitiez of

SUC’s Presidents as Analyveer.” It means that the five



Table 41

ARIWA Table for Comparing the Perceptionz of the Five
Groups of Respondentz on the Management Capabilities
of 5UC’s Prezidents as Analyzer

Souprees of Sum of df Mean Computed Tabular Braluation
Variancea Sgquares Square F oy
Between

Group= 5.3048 4 2.0782 1l1L..7954 2.54 Fignificaunt
Within

Froups= l.30 70 0.018871
Tobal a.5% 74

Table 42

Posteriori Test of Comparison on the Ferceptions of the
Five Groups of Respondents on the Management Capabilities
of SUC’' s Presidentz az Analyvzer

BESups gcheffe’'s | Tabularx
Compared Mear= Differmnces E-ralue Value Evzluation
B and KO 4.43 & 252 0.5 263 .4859 18.16 Significant
Pand T 4.432 § 3.58 g.4as6 255.3828 Significant
P and NT 2,43 5 3.70Q a.73 284 _B14E Significant
B and 3 4.43 & 3.88 0.5 20L.8277 Significant
KO and T ¥.52 & 3_55 -0.0& -8.077140% HNet
Significant
EO and NT 2.52 £ 2.70 ~0_17 -6 _855432 Hignificant
EO mnd 3 2.5% £ 3.93 -0_4 —-161_5422 Significant
T mud NT 3.55 B 3.70 -0.15 —E0.574338Z Significant
T and 3 2.35 & 3.82 -0_38 —~153_4851 Bignificant
NT and § 3.70 & 2.583 -0.23 —82.89575 Bignificant
Legend: P — Prezident KO - Fey Officials

T - Teachers
3 ~ Students

NT — Non Teacrhing
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groups of regpondents have differsnt perceptions on  the
management capahilities cf the SUC's presidents a3
Analyzer.

Table 42 showg thse computsed Scheffe’s F-valus
indicating which pairs ameng the 10 pairs of respondent
lies the szignificant differsnce in thelir perceptions on
managenent capabilities as Analyzer. It ig ¢lear in the
table that only the pair of key officials and teachers
demonstrates no gignificant difference in their perceptions
on.management capabilities of SUCT'3 presgidents a8 Analyzer
a8 evidenced by the computed F of -8.077109, which is
lezger than the tebular F-value of 10.1s. This meanz that
the sbovementioned peir of respondents manifested the =ame
aggegsment on  the management capsabilities of SUCs
pregidents &z Analyzer. The other pairz of respondents
showed different observationg with  their  respective
computed F-valuez greater than the critical F-value of

10.16.

Perceptions of the Five Groups of Bespondents
On the Management Capabilitiez of 5UC's
Presidents as Dommunicator

It can be found in Table 43 that the null hypothesis,



Table 43

ia7

ABOVA Table for Comparing the Perceptions of the Five
Groups of Respondents on the Management Capabilitles
of 5UC’ s Presidents a2 Communicator

Source of | Sum of af Mean Computed Tabular | Evaluation
Variancs Zguarses Sgunrse F E
Betw=an

Broups 8. 4761 4 1._268025 50.70463 Z2.54 S3ignificant

70 0.027

Within 1.a3

Broups
Total 7.87 T4

Table 44

Fosteriori Test of Comparizon on the Perceptions of the
ive Groups of Respondents on the Management Capabilities
of SUC’s Presidents As dommunicator

Zroups Seheffal = Tabulae

Compared Means Differencoes Eegalue Value Eraluation
B and KO 4_39 & 3.70 g.69 1891.6687 183.168 Jignificant
P and T 4.39 & 3,83 g.78 211.1r1i1 ignificant
B apd HT 3,38 5 279 0.6 158.56587 Significant
P zad 3 4. 38 § 3.88 0.& 138.3089 Bignificant
EO amd T 2.70 &8 2.863 0.07 15.449444 Significant
O and NT .70 & 2.79 -0.49 -25 . 0ggad Sigunificant
ECQ and 5 2.70 £ &.88 -0.149 ~852_T77778 Gigmificant
T zand HNT 2.63 5 2.78 ~0_.18 —-44_44444 Jignificant
T and & .83 5 3.8% -0 .28 —1Z . E2EE2 Significant
HT and 8 3.789 5 2.88 -0.1 -27.77778 Significant
Legand: P — Pre=zident= O = ¥ey Officials=

T — Teachers
g — Sendents

NT — Hon—Teaching
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“There iz no significant difference in the perceptions
among the five groups of respondents on the management
capabilitiss of SUC’s3s presidentz as  Communicator” was
rejected, As reflected in the zaid table, the computed F-
value of 50.70463 at 0.05 level of significance and degrees
of freedom, 4 and 70, between groups and within groups
respectively, proved t©o be greater than the g¢riticel F-
value of 2.54.

Likewise, Table 44, the Posteriori Test of Comparison
among the ten pairings of respondents on their perception
on  the management capabilitiegs of SUC'z prezidents as
Communicator, revealed a sgignificant difference. The said
table discloseg Scheffe’s F-values of the 10 pairs greater
than the tabular F-value of 10.16. The result can be
attributed in the varistion o©f their assessments and
observationa on the management capabilities of 5UC's
pregidents as Communicator.

Perceptions of the Five Groups of Respondents

On the Management Capabilities of SUC's
Prezidentz as Counselor

In Table 45, it can be found that the null hypotheszis,

“There iz neo significant difference in the perceptions
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ANDVA Table for Comparing the Perceptions of the Five
Groups of Respondents on the Management Capabilities
of SUC’ =z Presidentz as Counselor

Jource of Sun of df Mean Computed | Tabular | Evaluation
Variancee Squares= Squarse )5 F
Petween

Groups §.7007 3 2.175175 10 .58768 2 .54 Significant
Within

Gronp= l.48 70 0.021143
Total ic.i18 74

Table 46

Posteriori Test of Compariseon on the Ferceptions of the
Five Groups of Respondents on the Management Capabilities
of SUC’s Presidents A= Counselor

Bronps Mean= Differsnces Scheffe’ = Tabular | Evaluation
Compared P-value F-ralue

E and KG 4_52 & 2.817 0.85 301 5581 16_15 Fignificant
Fand 7T 4.52 5 23.55 0.97 344.1343 Significant
P apd NT 4.52 & 3.76 0.78 2689._.5631 Significant
P and § 4.52 & 2.87 0.85 230 .60855 Significant
FO and T 2.67 & 3.58 g.i2 42 57332 Bignificant
KO and NT 23.87 & 3.78 -0.08 =-31.523989 Significant
ED and & 2.B67 & 2.87 -g.2 -7G.955853 Bigmificant
T and NT 2.33 & 2.786 -0.21 -74._56033) Significant
T and 3 2.55 k 3.87 —0.32 -~112_5289 Fignificant
NT and 3 3.78 & 3.487 -o.11 —39._02554 Jignificant
Lesgperic : B — Pramidentc KO — Key Official=

T — Teachers
g ~ Students

NT — Hon-Teaching
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among the five groupz of reapondents on the management
capabilities of SUC’s presidents in Eastern Visayas &3
Counselor” was rejected. The ANOVA table revealed that the
computed F-value of 102.87%9 at 0.05 level of gignificance
and degreesz of freedom, 4 and 70, bhetween groups and within
groups, respectively is greater than the g¢ritical F-value
of 2.5%4. Thus, the difference in their percepticons is
significant.

Likewise, Table 46, Scheffe’s table, shows <the 10
pairings of the five groupsz of resgpondents who h&ave Shown
independent perceptions among each other becsuse their
computed F-valuea &gre greater than the tabulsr F-value of
10.16. Hence, there is a s=ignificant difference in the
perceptions among the five groups of respondents on the
management capabilitiez of 5UC’s presidents as Counselor.
Perceptions of the Five Groups of Respondents

On the Management Capability of 5UC'=
Presidentz az Mseter

Table 47 di=zcloses the comwputed F-value of 86.18006 at
.05 lewvel of significance and degrees of freedom of 4 and
70, between groups and within groups, respectively. It is

greater than the critical F-value of Z2.54. This result
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ABNWA Table for Comparing the Perceptions of the Five
Groups of Bespondents on the Management Capabilities
of 5UC’z Presidents as Heeter

Source of Jum of af Mean Computbtad | Tebular Evaluation
Varciance Squares Jquare F F
Betwaen

Froups §.4z22 2 2.1088 46.18008 2.54 Zignificant
Within

GFroups 1.71 70 D._0244z28
Totsl lo.1s T4

Teble 48

Posteriori Test of Comparison on the Perceptions of the
Five Groups of respondents on the Management Capabilities
of 5UC’ =2 Presidents as Meeter

Group= Scheffe's Tabular | Evaluation
Compared Means Differences F-value F
P and EO 2.55 & .66 0_88 2732408 10.18 Bignifivant
P and T 4_55 5§ S.564 0.91 275 .3811 Bignificant
P and NWT 4_.55 &8 2_.77 0.78 229.4585 Significant
B and 3 1.55 & 3.87 G_58 178 _6871 Sigunificant
EQ and T 2.8 & 3.64 0.02 §.140243 Not
Significant

EQ and HT 3.688 & 3.77 ~0.11 —-33.77134 Significant
KO and 8 2.66 & 3.87 -0.21 -95 17377 Sigmificant
T and HNT 3.64 & 2.77 -0.13 -29.811585 Significant
T znd 8 3.8¢ 5 2.57 -0.382 —-l0i_314 Bignificant
Mt and 3 377 B 287 ~0.2 -5l.40243 Jignificant
Legend: P - Pre=xident KO — Rey Officials

T — Teachers NT — NHen~Teaching

8 — Students
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leads to the rejection of the null hypothesis that “There
iz no significant difference in the perceptions of the five
groupz of respondents on the management capshilities of
SUC’'s presidents. The SUC's presidents, key officials,
teachers, non-teaching personnel, and students demeonstrate
varied and independent assessments on  the management
capabilities of JUC = presidenté in Eastern Visayas.

Table 48 shows where the significant difference of the
respondents’ perceptions lies. It c¢can be noted in
Scheffe’s Table that among 10 pairings of respondents, only
the pair of the key officials and teacherz showed no
significant differsnce in their perceptions in the senge
that the computed F-value of 6.140242 is lessger than the
tabular F-value of 10.15. Meanwhile: the other pairs of
regpondents ghowed gignificant differesnces in their

perceptions because their respective computed F-value were

greater than the critical vaiue of F.

Perceptions of the Five Groups of Respondents
On the Management Capabilities of 5U0C s
Praesidents as Mantor

Table 49 and Table 50 show gimilar regults sz that of

Table 47 and Teble 48, which rejected the null hypothesis.
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Table 49

ARIWA Table for Comparing the Perceptions of the Five
Groups of Respondents on the Hanagement Capabilities
of ZUC’ = Presidentz as Hentor

Bource of Sum of daf Mean Computad Takbular Evaluation
Variance Squares dgquarce E F
Batween
Groups= 10.E892 5 2.648 85.814981 2.54 Bignificant
Within
Groups 2.18 10 0_030857
Total 12 .75 74
Table 50

Posteriori Test of Comparizon on The Perception of the Five
Groups of Respondents on the Management Capabilities of
Ui 2 Presidents az Mentor

Groups dcheffe’= | Tabulax Evaluation
Compared Means Differences F-raluas F
P and EO i.81 & J.62 g.99 240 . 8251 ip. 18 Significant
B and T 4 81 g 2_.59 l1.02 247 _81%4 Significant
P and NT 3.6l 5 3.75 0.86 208.0287 Significant
P and B 4.6l £ 2.64 G.77 187 .1536 Significant
EQ and T I.82 & 2.58 g._03 T.EeL Net

Significant

KO and NT F.6Z2 & .75 -0_13 —-31.58737 ignificant
KO and 8 2.62 & 2.584 -Q_22 ~53.47247 igmificant
T and NT 3.58 & 3.75 -0.186 -28.684907 3ignificant
T and 3 2.58 5 R.84 -0.2E —-B0.756417 Zignificant
HT and 3 2.75 & 2.64 -0.0& -21.8751 Jignifizant
Legend: P = President RO = Rey Official=

T — Teachers
5 - Ztudents

T — Hon—Teaching
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In this particular vresult, the computed F-value of
85.81481, &3 reflected in the ANOVA table st .05 level of
gignificance and degrees of freedom of 4 between groups and
70 within greoups, iz greater than the critical F-value of
2.534. In effect, the null hypothesiz that “There i® no
significant difference in the perceptions between the five
groups of respondents on the management capabilities of
SUC’s presidents ag Mentor” was rejected. Hence, the five
groups of regpondents perceived differently on  the
management capabilities of SUC'z presidents in Eastern
Viaayas on the mansgerial attribute as Mentor.

Scheffe’s F-valuss in Table 50 show that the
gignificant differsnce in the perceptions of respondents
lieg in the nine pairs of respondent except one - the key
officials and teachers - which s2zhowed no gignificant
difference in their perceptions because, the computed F-
value of 7.2817 is lesser than the tabular F-value of
10.15. Therefore, both groups of key officials sand
teachers gave the same agsessment on SUCTs presidents on

thelr management capabilities as Mentor.
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ANOYA Table for Comparing the Perceptions of the Five
Groups of Respondents on the Management Capabilities
of BUC’= Prasidents as Aspirer

Source Sum of df Mean Computed | Tabular | Braluation
of Squares Square F F

Vaciance
Betwmen

GFroups 7.2158 4 l._80348 74270249 £.54 Zignificant
Within

Froups 1.7¢ 70 0.024288
Total §.91 74

Table 52

Pogteriori Test of Comparison on the Perceptions of the
Five Groups of Rezpondents on the Management Capabllities
of SUC’s Prasidents Az Aspirsr

Group= Jcheffm' = Tabulax

Comparesd Means Differences F-ralu= I Evzluation
P and XO 4.67 & 3.87 c.8 24%_0558 10.18 Signifieant
P and T 4.67 & 3.80 o.87 2B88.567338 Jignificant
P and NT 4_867 & 4.08 0.82 181 .4853 Fignificant
P and 8 4.67 & 4.24 0.43 1322 .79Z6 Fignificant
KO and T 4.87 & 3.80 a.a7 21.81%29 igmificant
KO and NT 2,87 5 405 -0.18 —-55_58758 Figmificant
KO and & .87 & 4.24 -0.37 -114 _2H/34 Gignificant
T znd NT 2.80 r 4.0B -o.25 -77.20437 Significant
T and § 3.80 & 4_24 -3.44 -135.8808 Significant
T and 8 4.058 5 4.24 ~o. 18 —-85.87578 dignificant
Legand : P — President EDO — Key Officials

T — Tegchers
3 - Students

NT ~ Nos-Teaching
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Percaeptions of the Five Groupz of Respondents
On the Management Capabilities of 5UC s
Fresidents as Aspirer

Table 51 obvicuzly reveals the significaent difference
in the perceptions of the five groups of respondents on the
management capsbilities of B5SUC’s presidents in Eastern
Visayas a3 Azpirer. The evidence is in the ARNOVA table
where the computed F wvalue of 74.27824, at 0.05 Jevel of
gignificance and degress of Tresdom of 4 and 70 between
groups and within groups respectively, is greaster than the
tabular value of F, which is Z2.54. This result proved that
the mill hypothesis “There is no significant difference in
the perceptions between the five groupz of respondents on
the management ¢apabilitiez of SUC’s president in Eastern
Visaeyas as Aspirer” was rejected. In as much as the
regpondents belong to different categories, they have
manifested different perceptions on the management
capabilities of SULC’sz presidents as Aspirer.

The above interpretation is further boosted by the
results shown in Table B52. The Scheffe’s table reveals
that sll the 10 pasirings of respendents yield a computed F-
value greater than the tabular F-value of 10.16. Hence,

all the paira of respondents have different attitude in



Table 53

Correlational Analysis Between the Managerial Attribute of
SUC’ =2 Preszidents as Adminigtrator and the Variates

Wariates Fig Interpresation Pigher’= Critical Eraluation
t-ralue t-ralu=
Bax -0.14 Negligible -0, 408 2.308 Not
Correlation Zignificant
Age a.27 Low or 3light 1.1306 Mot
Correlation Fignificant
Civil Statum G 0 Not

Significant

Educational 1] o Mot
Cualification Jignificant
Yeaar=s of -0.07 Hegligible —-0.187 Hot
Expericnce Correlation Significant
Income 0.25 Low or 3light 0_7as Hotb
Correlation Jignificant
Membarzhip -0.18 Hegligikle -0.549 ot
in Organs_ Corralation Gignificant

their perceptionz on the managemsnt capabilities of 3UC's
presidents as Aspiresr.
Correlational Analyvsis Between the Managerial

Attribute of S5UC's Presidents as
Administrator and the Variates

Table 53 disclosez the computed Fisher’s t-value
betwesen the Administrator attribute and the wvariates such

a3 sex, age, eEperience, income and membership in different



organization=z az equal te -0.408, 1.13§, -0.187, 0.735 and
-0.548, respectively lesser than the c¢ritical t-value of
2.306 at o = 0.05 level of significance and degree of
freedom equal to 8, leading to the acceptance of the null
hypothesis that “There 1z no significant relationship
between the managerial attribute az Administrator and the
perzonal profile of SUC s presidents.”

Although the obtained values of correlation
coefficient of wvariates of a&ge and income egqual to .37 and
.25 rezpsctively, there iz only low and slight correlation.
Therefore, the demographics of age and income do nok
significantly affect the capsbility of SUC’s presidents sa

Administrator,

Correlational Analysis Betwesn the Managerial
Attribute of SUC’ g Presidents as

Analyzer and the Variates

Table 54 shows &8 mederate gorrelation between the
attribute Analy¥er and experience, Analyzer and membership
in organization, with obtained rjpz-values of 0.59 and -0.55;
regpectively. However, the computed Fisher’s t-value

between Analy=zer and the variates such as sex, equals to

0.1; age, -0.15, civil stetus, O0; educational attainment, O
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Table 54

Correlational Analysis Betwesn the Managerial Attribute of
SUL’ s Presidentz as Analyzer and the Variates

Waristes Fip Interpretation | Fisher’s | Critical Eraluation
T-ralue t—r=alus
Sex 0.1 Hegligible §6_2835 2 .208 Mot
Correlation Zignifivant
Age -8.15 Hegligible —-0.437 Hot
Corepslstcicon Significant
Cirvil Status a 1] ot
Significant
Educational G 1] Not
Brotainnent Significant
Yaarz of b_&% Moderate 2.07 Hot
Bxperience Corralation Significant
Incomea -0_1%7 Hegligible 0.473 Nox
Correlation dignificant
Menbership -0.55 HModerate 1.452 Hot
In Corcelation Jignifizant
Organdaat—
ion

and membership in organization, -0.55 with a .05 level of
gsignificance and degree of freedom egqual to 8 are lesser
than the critical t-value egual te 2.306. Hence, the pull
hypothesisg, that “There iz no significant relationship
between the managerial sttribute a3 Analyzer and the

personal profile of SUC s presidents” was accepted.
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Therefore, Sex, age, civil atatusg, educational
gualification, experience, income and membership have no
relative efifect on the anagemant capability of SUCTs

prezidents as Analyzer.

Correlational Analysis Betwesn the Managerial
Attribute of SUC,s Presidents as

Communicaktor and the Variates

Az gleansd in Table 55, the computed Fisher's t-value

between the Communicator attribute and the varistes zuch as

Sex, equal to -0.5; age, -0.327; civil =status and
educational attainment, T eXperience, 1.173; incone,
0.263; and membership in organizations, -0.711, are

legzer than the critical t-value of 2.308 at g equal to
0.05 level of zignificance and degrese of freedom equsel to
8. These results turned out to accept the null hypothesis,
stating “There is no¢ gignificant relationship between the
managerial sasttribute a3 Communicator snd the personal
profile of SUC"=z presidents.” Although the obtained wvalues
of correlstion coefficients between communicator and
g¥perience, communicator and membership in organizations

equal to 0.38 and -0.24 respectively, there iz but low and

glight correlation. Hence, the sgaid wvariates have
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Correlational Analysis Between the Managerial Attribute of
5UC7 =2 Presidents as Communicator and the Variates

12 Fimherfs | Critical
Variates Interpretation Evaluation
t-value £ vTalus=
Jex -0.17 Negligible ~-0_5 2.306 Not
Cozrrelation Significant
Age -0 12 Hegligible -0._327 Hot
Correlation Significant
fivil Status 1] a Hot
Significant
Educational
Abbainment 1] g Hot
Significant
Years of 0_28 Low or Slight l.17z2 Not
Experciencs= Correlation Jignificant
0.0%8 Negligible 0.262 Mot
Incomne Correlation Bignificant
Hember=zhip ~0._24 Liow or Slight 0.711 Hot
in Coreelation Fignificant
Organisat—
ion
influence to SUCfz presgidents 83 good and effective

communicators.
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Correlational Analysis Between the Managerial Attribute of
5UC’s Presidents as Counselor and the Variates

VYariates 1o Interpretation Fizher's Critical Evaluation
tvalue t-ralue
Bex ~0_08  Negligible —0.224 2_308 Hot
Correlation Significant
hge -0.26 Low or 8lighe  ~0.747 Mot
Correlation Jignificant
Ciril Statu= o 1] Hot
Zigmificant
Educational a 0 Not
Attainment Jigrificant
fears of 0.148 Magligible g.55 Not
Fxperisnce Coremlation Significant
Low or Slight Not
Incorme 0.95 Correlastion 1.08% Significant
Membeeship Negligible _ . N?t o
In -0 _2d Correlation g._8s8& Jignificant
Crganizat—
ion
Correlational Analysis Between the Managerial
Attribkute of BEUL’ =z Presidenkts as
Coun=zelor and the Variates
Table 56 discloses the acceptance of the null
hypothesgiz that “There iz no significant relationship

between the managerial attribute az Counselor and the
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personal profile of 3JUC’s prezidents.” In the said table,
the respective computed t-valuez between counselor and the
variates are lesser than the critical t-valus of 2.3206 st «o
ggual to 0.05 level of significance and degrese of freedom
equal to 8. Even if the obtained ry; between counselor and

ge 15 0.256; counselor and income, 0.36, show relationzhip

iz only & low or slight correlation. Furthermore, it also
shows that the capability of 3[UC’'s presidents asg Counselor
ig net affected by their pergonsl characteristics.
Correlational Analvsis Between the Managerial

Attribute of SUC’'=s PFresidents asz
Mester and the Variates

"

Although Table 57 revesls the wvalus of correlation
coefficient rl2 i3 equsl to -0.45 between Meeter and
mermbership in organizations (which shows wmarked/moderate
correlation), the computed Fisher’s t-value between the
managerial attribute asz Meszter and the wvariates manifested
the aceeptance of the null hypothesis that “There is no
gignificant relationship between the managsrial attribute
as Meeter and the perscnsl profile of SUC = presgidents.”

The computed Fisher’z t-value between the attribute as
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Table 57

Correlational Analysiz Between the Managerial Attribute of
SUC'=s Presidentz as Meeter and the Variates

Ty Fimhor's= Critical
Variates Interpretation { s—value t—valua Evaluation
Hegligibl
Sax o1 Cag lflt_e -0.275 2.306 Not
) prrelstion Jignificant
NHegligible
-_ =
age ~-0._07 Correlation G-207 N?t ‘s
Fignificant
Civil o 0 Not
Sratu= Significant
Neot
Eduncational o g Biguificant
Atiainment
Low or #light 1 Mot
Yeats.uf 0o_3g forrelation -2 .
Experience Significant
Hegligible 5
Taemme a.oL Correlation -04
Net
Fignificant
Membarship
n Maderatel —1_ 44z Hot
=0.45 Correlation Tienifi
Organis=t— dagnificzaat

ion=

Meeter and the wvaristez agre lesgsger than the critical t-
value of Z.30¢ at o eqgual to 0.05 level of gignificsnce and
degree of freedom egqual to 8. Hence, regardlesz of gex,

sge, marital status, educational attainment, experience,
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ingome and membership in organizations, the SUC =
presidents performed better as Meeter.
Correlational Analysisz Between the Managerial

Attribute of SU0'z Prezidents as
Mentor and ths Variates

Table 58 cleariy shows the computed Fisher’s t-value
between the mansgerial sttribute ss Mentor snd the varistes
guch as sex equal to -0.1922; age, 0.041; civil status and
educational attainment, 0; experience &% manager, 1.241:
income, 0.373, and membership in organizations, egual to
1.843, at o equal to 0.05 level of significance and degree
of freedom equal to B, are leszer than the critical t-value
of 2.306. These results fto the accepitsnge of the null
hypothegig, "There 1is no significant relationship between
the managerisl attribute as Mentor and the personal profile
of SUC's presidents.” However, by leooking at the
correlation coefficient between mentor and wembership in
organizations, the cbtained 1 of -0.5%7, sgshows that there
i3 8 certaln degrese of relationship between the two
variables, but it iz cnly marked/moderate correlation.

Thu=, being a good Mentor ig not influenced by sex,
age, maritasl status=, educational attainment, experiencs,

income and membership in organizations.
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Correlational Analysis Between the Managerial Attribute of

UG s Presidents as Mentor and the Variates

Variztes L2 Interpretation Fisher's Critical | Evaluation
t-ralue t—ralus=
Bex -0.87 Hegligible —-0.l1sg 2._308 Not
Corralation Significsnt
Brem ~0.01 Negligible —-3.041 Hot
Correlation dignificant
Cirvil Statum o g Hot
Significant
BEducational
Attainnent 0 0 Hot
Bignificant
Years of
Experisnce 0.2 Nagligible 1.241 Hot
Corz=lation Significant
Income
~0_13 Hegligible -0.2373 Hot
Correlation ignificant
Manbership
In
Organisat— ~0.5%7 Moderatea ~1.943 Not
ion Correlation Gignificant
Correlational Analysis the Betwesn Managerial
Attribute of 5U{’s Presidents as
Aspirer and the Variates
It can be noticed in Table 59 that the computed

Figher’s

t-value between

the

managerial

attributes &3
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Table 55

Correlational Analysis Between the Managerial Attribute of
SUC’ s Presidents ag Aspirer and the Variates

Variates =Lz Interpretation | Fisher's | Critical | Evaluxtion
t-ralue t—valus

-0.07 Hegligihle =-0.192 Z.306 Hot
Bex Corzelation Significant
Hegligible Hot
Age -0.01 Corr=lation -0.041 Zignificant
Not
Civil Htatum ] 0 Bignificant
BEdueational Not
Attainment 0 D Significant
Moderate
Years of Correlation Het
Experisnce 0.27 1.12 Significant
Negligible ot
Income o.13 Correlation 0.3%2 Jignificant
Membership
In Moderabe Mot
Crganizat— -0 .52 Correlation ~1.%0 Significant
iom
Aspirer and the varigtes such ag sex, -0.192; age: - 0.041;

civil s=tetus and educational attainment, 0; exXperience,
1.12; income, 0.373; and membership in organizations, -1.70
- at 0.05 level of significance and degree of freedom egual
to B are legser than the critiesl t-value of 2.306. Hence,

the null hypothesis that states “There is no =2ignificentc
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relgtionship between the nmanagerial athribute a3 Aapirer
and the perscnal profile of SUCTz preszidents” was accepted.

Although the wvalus of riz between &aspirer and

e¥xperisnce, aspirer and membership in organization, are
0.37 and -0.52, respectively, the relationship bestween the
said wvariables is only a low and moderate correlation.
Therefore, the capability of BUC’z presidents as Aspirer is
not influenced by their personal characteristics such as

gexH, age, marital atatus, educational attalnment,

experience, income and membership in organizations.



Chapter &

SUMMARY OF FIRDIRGS, CONCLUSIORS AND RECOMMENDATIDES

1

This chapter presents the summary of findings,

conclusions and recommendations of the study.

Summary of Findings

1. Among the 10 SUCs presidents of the respondent
scheools in Eazstern Viszayas, only one is femsle; the rest
gre males.

‘2. The oldest among the SUC’g presidents is 66 years
old; the wvyoungest, is 56. The average age is 60.9 vesrs
old. A1l the 10 presidents are married.

3. OQut of the 10 SUC’s pregidentsz in Eastern Viaayas,
seven finished Doctor of Philosophy, major in BEducational
Management, only ohne was conf&tréd Doctor of Education with
the game major of the former, and two finished Doctor of
Public Administration, major in Personnel; and Public
Management.

4. With regards to administrative experience, 30
vears is the longest experience and 7 years, the shortest.

5. Ten B2UC’s presidents have an average monthly

grogs income of PB3®,500.00. Among them, the highest
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menthily gross income i P45,000.00r the lowesgt, P30,000.00.
Az to the membership of 5SUC's presidents in different
civic/non-civic organizations, affiliation in i3
organizationsz iz the highest. The lowest iz 4.

B. The kevy gfficials, teachers, non-teaching
rergonnel, and studentg have high level perceptionz on the
management capabilities of SUC’'s presidents in Eastern
Visayas &8s Administrator as disclosgsed by the computed grand
means of 3.77, 3.81, 3.85 and 3.85, regpectively. The
SUC?’s prezidenta also perceived themselves highly on their
capability on mansgerial attribute &3 Administrator as
indicated by the grand mean of 4.45.

7. The 3UC’s presidents perceived highly of their own
management caepability asz Analyzer, as shown by the grand
mean of 4.43. Likewise, key officiaels, teachers, non-
teaching personnel, and students have the =zame perceptions
88 indicated by the respective grand means, to wit: 3.54,
3.55, 3.70 and 3.82.

8. The management capability of SUC’s presidentz as
Communicator is high az perceived by the key officisls,

teachers, non-teaching personnel, and students a8 indicated
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by the grand means of 3.70, 3.63, 3.79 and 3.89
respectively. The SUC’s presidents also perceived the same
on their own capability as Communicator as justified by the
computed grand mean of 4.39.

8. The 5UC’'s presidents perceived themselves highly
on their management capability as Counselor &s indicated by
the grand mean of 4.52. Alsp, the key officials, teachers,
non-teaching personnel, and satudents have the sane
percepticnz as that of the SUC’'s presidents, with ogrand
means of 3.67, 3.54, 3.54 and 3.87 respectively.

10. The SUC’s presidentg have very high level
perceptions on their own management capability as Meeter as
shown by the grand wmean of 4.55. However, key officials,
teachers, non-tesching personnel, and students have high
level perceptionz on their manegerial attribute &g Meetsr,
83 revealed by their grand means of 3.v6, 3.64, 3.77 and
3.97 respectively.

11. The key pfficials, teachers, non-teaching
personnel, and students have high level perceptions on the
Mentor managerial attribute possessed by the SUC s
presidents as disclosed by their respective grand meansg, to

wit: 3.62, 3.58, 3.75 and 3.84. Meanwhile, the SUC s
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pregidents perceived themselves very highly on their own
management capabkility as Mentor as indicated by the grand
mean of 4.61.

12. The SJUC's presidents perceived themselves wvery
highly on their own management capability &g Aspirer as
indicated by the grand mean of 4.67. But key officisals,
teachera, non-tesching personnel, &nd students have high
level perceptions only on their manageriasl attribute as
Aspirer azs revealed by the grand means of 3.87, 3.80, 4.05
and 4.24 pegpectively.

13. Since the computed F-value of 19.595 at o eguals
to 0.05 level of significance and degrees of freedom, 4 and
70, iz greater than the tabular wvalus of F of 2.354, the
null hypothesis which states that “There are no gignificant
differences in the perceptions among the five groups of
regspondents  on  the management capabilities of 3JUC’3
presidents a2 Administrator” was rejected. Mereover,
further comparison by Schaffer’s teat leads to  the
conclusion that of the 10 peirings of respondents, three
paire demonstrated ne =zignificant difference in their

perceptions on management capabilities of SUC’s presidents
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88 Administrator. The pairg of kevy officials and non-
teaching perazconnel, key officialz and students, non-
teaching personnel and students, have their corresponding
F—-value of -5.305%703, -9.505703 and ¢ rezapectively.

14. The null hypothesis that “There are no significant
differences in the perceptions of the five groups of
respondents on  the management capsbilities of SUC's
presidents a2 Analyzer” was rejected as revealed by the
computed F-velue of 111.79%54 - a8t (.05 level of
significance and degrees of freedom 4 and 70 between groups
and within dgroups regpectively - 1is greater than the
tabular F-value of 2.54. Hence, the perceptiong of the
five groups of respondents differ gignificantly from each
other. Scheffe’s test was utilized to find where the
gignificant difference lies among the ten pairings of
respondents. Only the pair of key officimlz and teachers
showed no zignificant difference in their perceptions as
shown by the obtained F-value of ~8.077109, which 1i= lesser
than the tabular F-value of 10.16. Therefore, the two
groups of regpondents have the same perceptions on the

management capabilities of 53UC s presidents as Analyzer.
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15. The computed F-value of 50.704863 - at o eqgual to
0.05 level of significance and degrees of freedom, 4 and
70, between groups and within groups reepectively - is
greater than the critical wvalue of F at 2.54. Therefors,
the null hypethesis, “There isg no gignificant difference on
the perceptions of the five groups o©of respondents on the
management capabilities of SUC = presidents as
Communicator” was rejected. Further test using Scheffe’s
test revealed that the computed F-value of a8ll the ten
pairs of respondents are greater than the tabular F-velue
of 10.1%. Hence, the regpondents showed independent
a&3se3sment on the management capabilities of 5BUC'=
pregidents as Communicator.

15. With the use of one-way ANOVA, the computed F-
value of 102.878%9% - at o equals to 0.05 level of
gignificance and degrees of freedom of 4 (between groups)
and 70 {within groups} -is greater than the tabular F-value
which is 10.18, lesding to the rejection of the null
hypothesig that “There are no gignificant differences in
the perceptionz of the five groups of respondents on the

management capability of SUC’3 presidents ag Counselor.”
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Scheffe’s test has shown independent perceptions among the
five groups of respondents because the computed F-value of
the ten pairs of respondents is greater than the tabular F-
value of 10.1so.

17. The computed F-value ¢f 86.18008 - at o eguals to
0.05 level of significance 4 and 70 degrees of freedom -~ is
greater than the tsbular F-value of 2.54. Hence, the null
hypothesi=z, ™There 1is no significant difference in the
perceptions of the five groups of resgspondenta on  the
management capabilities of SUL's presidents asg Meeter” was
rejected. To find out which pair of regspondents besr
gignificant difference, the Scheffe’s teat was uged,
revealing nine out of the ten pairings of respondents
ghowing gignificant difference in their perceptions. The
exception - the key officisls and teachers - showed no
gignificant differsnce as evidenced by the computed F-value
of 6.140243, which is lesser than the tabular F-value of
10. 1s.

18. Utilizing one-way ANCVA, the computed F-value of
85.81481 being greater than the critical F-value of 2Z.534 &t
¥ equals to 0.05 level of significance 4 and 7 degrees of

freedom - leads to the rejecticn of the null hypothesis,
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“There iz no =zignificant difference in the perceptions of
the five groups of respondents on the management
capabilitiea of SUC’z presidents as Mentor.” Scheffe’s
test was uged to find which pair among the ten pairings has
a szignificant difference. The pair of key officiasls and
teachers have the same perceptions through the computsd F-
value of 7.2917 which iz lesser than the tabular wvalue of F
at 10.16.

19. The null hypothesis, that “There iz no =ignificant
difference in the perceptions of the five groups of
regpondents  on  the management capabilities of SUC s
prezsidents a3z Aspirer” was rejected by the computed F-value
of 74.27824 utilizing one-way ANOVA. It turned out to be
greater than the c¢ritical F-value of 2.54 at o egual to
0.05 level of gignificance and degreega of freedom, 4 and
70. Moreover, the regult of Scheffe’s test revesled that
the ten pairings of respondents cobtained a computed F-value
greater than the c¢ritical F-value of 10.ls6. Hence, the
five groups of respondents showed significant difference in
their perceptions on the management capabilities of 5SUC s

presidents as Aspirer.

20, The Fisher’s t-value between the aAdministrator



fauds
w]
]

attribute and the variates such 83 sex, age, exXperience,
income and membership in organizations are equal to -0.406,
1.13%, -0.187%, 0.735 and -0.54% regpectively. It is sero
for the civil status and educationsl attainment. They are
lesger than the critical t-valus of 2.306 at o = 0.05 level
of asignificance and degres of freedom equsl to 8, leading
to the acceptance of the null hypothesis that “There'is no
significant relationghip between the managerial attribute
a2 Administrater and the personal profile of SUC's
pregidents.”

21. The computed Fisher’s t-values between Analyvzer
and the variates =zuch as: sex equals te 285, age egqualg to
0,487, c¢ivil gztatug equals to ¢, educational attainment
equals to 0, ex¥perience equaels to 2.041, income edquals to -
0.473 and membersghip in &an orgsnizations equals to -1.453
at o eguals Lo 0.05 level of significsnce and degree of
freedom egqual to B -~ are lesser than the critical t-value
gqual to 2.306. This implies thst the null hypethesis that
“There is ne significant relationship between  the
menagerial attribute 83 Analyzer and the perszonal profile
of SUC’'s presgidents” waz accepted. Therefore, gex, age,

civil status, educaticonal attainment, experience, income
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and membership in orgenizations have no relative effect on
the management capability of SUC’s presidents as Analyzer.

ZZ. The computed Fisher’s t-values between the
Communicator managerisl sttribute snd the varistes such as:
ag® equals to -0.5, age equals to -0.327, c¢ivil status and
educational attainment equals to 0, experience eguals to
1.173, income equals to 0.283, and membership in
organizations equals to -0.711, are lesser than the
critical F-value of 2.306 at o equal to 0.05 level of
gignificance and degrese of freedom equael to 8. Thege
regults led to the acceptance of the null hvpothesis that
“There iz no gignificant relationship between  the
managerial attribute a3 Communicator and the persongl
profile of the S5UC’s presidents.”

23. The computed Fisher’s t-value digclogez the
acceptance of the null hvpothesisg, “There i3 no significant
relationship between the managerial attribute as Counselor
and the personal profiie of SUC'2 president” because the
regpective t-values between the Counselor managerial
attribute and the wvariastezs are lesser than the criticel t-

value of 2.3086 gt 0.05 level of significance gnd degree of

freedom equal to B.
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24. Although the obtained wvalue for correlation
coefficient vy, iz -0.45 between mester and membership in
organizations, it only =showed moderate correlation. The
computed Fisher’s t-velue between the mansgerial attribute
a3 Me=ter and the varistez led to the gcgeptance ,0f the
null hvpothesis that "There is no significant relationship
between the mansgerial attribute as Meeter and the personal
profile of SUC’sz prezidents.” The computed Fisher’s -
values between The said wvariates are lesser than the
critical t-value of 2.30% at 0.05 level of gignificance and
degree of freesdom egual to 8.

25, The computed Fisher’s t-valuss betyeen The

managerial attribute asz Mentor and the wveristes such as:

sew = -0G.182, age - 0.041, c¢ivil statuz and educstional
attainment = 0, eX¥perience as manager = 1.241, income = -
0.373, and membership in organizations = -1.543 - at 0.05

level of significance sand degree of freedom equal to 8 -
are lesser than the critical t-value of 2.306. These
statistical results led to the ascceptance of the null
hypothesis that “There 1is no gignificant relationship
between the managerial attribute & mentor and the personal

profile of GUC’s presidents.”
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26. The computed Fisher’s t-values between the Aspirer
managerial attribute snd the variates such as: Sex =
-0.152, age = -=0.041, ¢ivil status and educational
gttainment = 0, experience = 1.12, income = 0.373, and
membership 4in organizationz = 1.70 at (.05 level of
gignificance and with & degree of freedom egual to 8 - are
lezser than the critical t-value of 2.306. Hence, the null
hypothesis, “There is no significant relationship between
the managerial attribute 83 Aspirer and the persconal

profile of SUC’'s pregidents” was accepted. Although the

obtained wvalues of riz betwesn Aspirer and experiencs,

-

Aspirer and membership in organizations are 0.37 and -0.52,
the relationship among the wvarisbles is only low o

moderats correlation.

Conclusions

In the light of the foregoing findings, the following
conclusions were drawn:

1. 3Ameng the 10 SUC’s presidents of Eastern Visayas
only one iz female. The oldest is 66 vyears old and the
youngest, 56. All of them are married and are holders of

doctorate degrees., With regards to administrative
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experience, 30 wyears is the longest and 7 vears, the
shortest. Their gverage monthly gross inconme is
P36,500.00. They are also members of some civic/non-civic
organizations, with the highest number of affiliation
pegged at 15 dfganizations, gnd the lowest, 4. It is
therefore concluded that the SUC’s presidents of Eastern
Visayaz are highly dqualified te hold their posgitions asg
SUC’ =2 presidents. !

2. The findings revealed that the SUC's pregidents in
Eastern Visayses have high level perceptions on their own
management capabilities with reapect to the following
managerial attributes, to wit: as Administrator, as
Analyzer, &= Communicator, a=z Counselor, as Meeter, as
Mentor, and as Aspirer. It means that the SUC's presidents
are highly capable in governing efficiently and effectively
their resgpective colleges and universities.

2. Baged on =ztatistical computation, the first null
hypothesis was accepted. It iz therefore concluded that
the perceptionsg of the five groups of respondents, namely:

SUCT2 presidents, key officials, teachers, non-teaching

personnel, and gtudents are independent from esch other.
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4, The persconal characteriatics of S5UC’s presidents
like @=ex, age, civil @sztatus, educational attainment,
administrative experience, and soclio-economic status have
nc signifigant relationship with respect to the seven
managerial attributes ag Administrator, Analyzer,

Communicator, Counseler, Meeter, HMentor, and Aspirer.

Recommendations

Although a8 =a result of this sgtudy, the SUC’'s
presidents in Eastern Visayas have high level perceptions
on their own menagewent capabilities, the researcher humbly
recommends that in all management levels, every manager
specially in educational institutions should:

1. Undesrtake & pericdic self-agsessment on management
styles and capabilities in order to find out the areaz
where one 1s weak or strong.

e Always 3strive to develep ones own ability to a
greater degree and gtrive for a higher level of performance
in key aress where one is concerned.

3. Develop certain attributes necessary for
effective management, make written Development Planz - a

listing of strategieg for each attribute to be developed to
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engure effective management in governing state universities
and cclleges in the country.
4. It i=s further recommended that a study should be

undertaken on management capabilities - a model for

effective management.
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APPERDIX A

SAMAR STATE POLYTECHNIC COLLEGE
Catbalogan, Jamar

January 27, 1888

The Dean of Graduate Jtudies
Samar State Polytechnic College
Catbalogan, Samar

{Through Channel}

Madan,

In my desire to start writing my disgsertation, I have the
honoer +to submit for vour approval one of the following
regearch problems, preferably problem number 1:

1. MANAGEMERT CAPFABILITIES (OF 5UC’ s PRESIDENTS

2. MAHAGFMERT DOF TECHEICAL-VOCATIORAL SCHOOL OF S5AMAR

3. SECOEDARY  SCHOOLS  DRAHIREG  TRACHEERS' COMPETEECES @
IRPUTE TO & PROPOSED MODEL FDOR S5TAFF DEVELOPMERT

I hope for vyour early and favorable action on this

matter.
Very truly yours,
{5GD.} GEHARG J. OSIAS
Eesearchey
APPROYVED:

{SGD.} RIZALINA M. URBIZTONDO, Ph.D.
Dean, Graduate 3tudies
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APPEHEDIX B

SAMAR STATE POLYTECHNIC COLLEGE
Catbalogan, Samar

COLLEGE OF GRADUATE STUDIES

APPLICATION FOR ASSIGHMEET OF ADVISER

NaME: Ugias, Genaro Javier
Surname First Hame Middle HName

CAMDIDATE FOR DEGREE: Doctor of Philogophy

ARE2 OF GPECIALIZATION: Educaticnzal Management

TITLE OF PROPOSED DISSERTATION: Perceived Capsbilities of
SUC’s Presidents: Inputs to Effective Management

(SGD.) GENARD J. OSIAS
Applicant

Dr. Luisito M. Quitalig
Name of Designated Adviser

APPROVED:

{(3GD.) RIZALINA M. URBIZTONDO
Dean, Gradumste Studisg

CONFORME:

{5GD.) LUISITO M. QUITALIG, Ph.D.
Adviger
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APPEHDIX C

SAMAR STATE POLYTECHNIC COLLEGE
Cdtbalogan, Samar

August 3, 1898

The Degn of Graduate Studies
Samar State Folytechnic College
Catbalogan, Samar

Madam,

I have the honer to apply for Pre-Oral Defense of my
digsertation proposal entitled “MANAGEMENT CAPARILITIES OF
SUC’=s PRESIDENTS™ on August 19, 1998.

In thiz connection, I a&m submitting herewith five copies
of my digsertation proposgal for distribution to the Dean and
the Fanel Members.

I hope for vour favorasble action on this matter.

YVery truly vyours,

{5GD.) GENARO J. 0OGBIAS

Recommending Approval:

{5GD.) LUISITO M. QUITALIG, Ph.D.
Advizger

APPROVED:

{(3GD.) RIZALINA M. URBIZTONDO, Fh.D.
Dean, Graduate Studies



APPERDIX D
SAMAR STATE POLYTECHNIC COLLEGE
Cathalogan, Samar
March 5, 2001

The Dean of Graduate Studies
Samar State Polytechnic College
Catbalogan, Samar

Madan,

I have the honor to apply for an Oral Defense of my
digsgertation entitled “MANAGEMENT CAPABRTILITIES OF SUCs
PRESIDENTS: INPUTS TO EFFECTIVE MANAGEMENT on March 17, 2001.

In thiz connection, I am submitting herewith five copies
of my di=sertation proposal for distribution to the Dean and

the Panel Members.

I hope for your favorable sction on this matter.

Very truly yours,

{3GD.) GEMARQ J. O3IA5

Recommending Approvals

{(5GD.) LUISITO M. QUITALIG, Ph.D.
adviser

APPROVED:

(3GD.} EUSEBIO T. PACOQLOR, Ph.D.
Dean, Graduste 3tudies
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APPERDIX E

RESEARCH QUESTIDHEAIRE
(FOR 3UC'3z PRESIDENTS;

The Presidents

Dear S5ir/Hadsm:

The undersigned researcher iz pregently writing his
digssertation entitled “Perceived Caepebilities of B3BUC’'z
Pregidents: Inputs to Effective Management.” In this study,
the profile of S5UC’s presgidents are the variables involved as
imputs in conducting the investigations, Hence, vour valuable
cooperation 1z =zolicited and honest responses sre earnestly
enjoined in sccomplishing the herewith attached Personal Data
Statement. Please feel agsurzd that vour anonymity and the
information you will give will bs treated with the strictest
confidentiality.

Thank .you +very much for your support and sincere
cooperation.

Very truly yours,

{2GD.) GENARO J. OSIAS
Begearcher
PART I. PROFILE OF RESPONDENT
Direction: PFlease supply the information asked for.

Sex: Age: Marital Status:

Lducational Attainment:
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Years of Experience gg Manager: &. Government:
b. Private:

Socic-Economic Stetus:

&. Occupation of Spouse: Monthly Salary:

b. OQther zourceg of family income:

C. Eatimated monthly income derived from other sources
of income:

d. Membership in civic/non-civic and other organizations

Name of Orgenization Inclusive Date Position
Of Membership

PART IT. MANAGERIAL ATTRIBUTES

Instruction: Plesse indicate wyour honest perception about
the lewvel of vyour management capabilities
as pregident on managerial attributes by
putting check mark (/) in the sappropriate
column of the five (%) peoint rating zcale,
The rating svstem ig shown below:

5 - Very High Level {VHL}
4 - High Level (HL)
3 - Moderate Level {ML}
2 — Low Level {LL}
1

~ Vepry Low Level {VLL)



Managerial Attributes

Level OF
Managemsnt
Capabilities

A, ADMINISTRATUR

Demonstrates behavior associated with
structuring taszla for oneself as well

ae for others.

Establishes courses of action in
order Lo achieve apecific rezults.

Delegates muthority to others and
egstablishes =vstem by which peopls
are held accountable to their
performance.

Egtablishes wmonitoring system for
activities/projects and performance of
employeses to sccomplish objectives.

Mangges himself/herself as well as
others by sgetting up systems through
which tasks can be gccomplished in
meat effective fazhion.

Rules with flexibility than rigidity.

Coordinates resources and clarifies
group objectives to achieve harmoniocus
gtmosphere in in the work place.

Directs and controls resources, both
people and materials.

Seesx to 1t that everything is done in
accordance with the rulez that have been
laid down and the ingtructions that have
given.

{3} {4) (32} (1)

(YCX 000
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Managerial Attributes (5} {(4) (3 (2} {1}

10. Acts as a figurehead by performing
certain ceremoniel duties. S T T D TR A A

11. Fosters an organizational culture
oriented to performance. (YO 3030303

12. Devotes more time to his/her duties. Eyl sy 30 3¢}

13. Practices gnd initiates raising the
general ethical standard and conception
of sccial justice. (YO y Oy Yo )

14. Eatsblishes policies, conditicons, and
methods of industry that shall conduce
to common well-being. Yy (YO Yy Yyo )

15. Actg with the highest moral valuss in
the service and in the community
well-being. (0 0y}

B. Analyzer

1. Shows ability to perceive and interpret
information. O T G I T O I |

2. Identifies critical elements or egsential
factors in & aitustion. E 30 30 30 34 )

2. Seez relationship among various plieces
of information. Yy ) 3¢ 3¢( )

4. Hasz sbility to give zsound and logical
conclusions based on availsble information.{ Y{ Y{ 3y { 3 { )

&, Geneprates and identifies alternative
decigions when necessary. SRR

5, Esteblishes strategies to implement
decizicns. Yoy {0}



Managerial Attributes
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{5) {4) (3) {2} (1)

10.

1l.

12.

13.

14.

15,

Evaluates svaileble information.
Sees the zeparate parts of the problems.
Drawz appropriate conclusions.

Follows necessary courses of action
under the circumstances.

Screens all important decisions on time
made by others before they are put into
effect,

Seeks not only to be understeod but to
understand.

Gathers feedback before making degisiona.

Determines strengths and weaknesges of
OwWn management.

Draws differences between superiority
and guality in dealing with people from
within and eoutside the school.

Crerrrl)
(300t

X0y OOy o)

POy 0oy

E3Y OO0 ()

ey 0y

{

1Yy e)

YO0

Communicator

Showz ability to persuade through
either written or oral communication.

HUegez good volce inflection when spesaking.

Chooses vocabulary sppropriate to the
audisnce,

Uzes non-verbal communication such as
hand gesture oy eye contact to emphasize
issues or points of discussion.

Ey Y0y {)

Yy eye )

(300330}

(Yoo )i
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{5} (4) (3) (2) (1)

5. Integrates the materials around them

and chooges the most effective words and

phrages, whether to an audiesnce of

thousand or gingle individual. (YO Yo yoxyg)
6. Looks for information that can be used

to advantage. {30030 ()
7. Talks cordially. Cre 0y 30)
d. Distributes to subordinates important

information that would otherwises be

inacegessible to them. Y0y 0 Y0 Y0
. Collects unsolicited information. Yy Yy Oy )y( )
10. Trensmits necessary information to

subordinates collected from cuside. 10 yC 0 YO
11, Communicates plans to others to be

carried out. 3OO0 30
12. Seeks to clarify ideas before

communicating. SO EEDEADEED NS
13. Communicates for teomorrow a3 well as for

today. O I B O N
14. Examines the true purpose of each

communicsation. (Y 0Y0 Y0 )
15. Asks questions to follow-up communication. ( }{ }( }{ }{ )
D. <ounselor
1. Develops desirgble interpersonal

relationship. YOy 00y
2. Establishes rapport with others. (O T A N O T N O
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10.

11.

12.

13.

14.

15.

Managerial Attributes
Is always available to others when need
arises.
Demonstrates concern for other problems.

Listens atteantively and disgplays
zensitivity to others.

Dizplays openness to the views and
epinions of others.

Encourages others to express their ideas
feelings.

Helps others to think things through.
Dizcusges probhlems objectively.

Prezents feedhack without damaging others
self esteen.

Actively and intenticnally motivates
subordinates.

Stays close to employees and remedies
problema g3 they arige.

Recognizez that employees have different
motives and abilities.

Prefers win-win sclution in decisions
conflict.,

Demonstrates both friendliness and
fairness to subordinates.

200

(3) (4) (3} {2) (1)

()

i

H

)}

)

3o

YO
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{3} (4} (3) (2) {1)

Ll

La

10.

11.

Meeter

Showsz ability to influence others to
contribute to the sttainment of group
goals in face-to-face gituation.

Shows ability to state objectives or
tasks to all concesrned.

Showg ability to inform others of what
ig expected of then.

Directa and coordinatesa others in the
group.

Let others know of their importance to the
succesg of the task at hand.

Helps others know in the group to set and
clarify goals.

Deals with others in the group consistent
with their needs and abilities.

Holds oneself resgponsible for the guality
and quantity of work.

Comesg into meeting with prepared but not
flexible agenda.

Evaluates and treats other group members
as individuals consistent with their own
goals and needs.

Attempts to participate fully and sets
high standards of performance for the
group output.

. hids the group in setting and messuring
objectives congistent with their resources.

) (

M

1

3

M

W

1

3

} <

e

W

b

I

M

3

JEd

y O

PO

yO)



Managerial Attributes
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(5) (4) {3) (2) {1}
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Seesls cooperation of employees in
improving the school output.

Desls with people other than zubordinates
such &3: parents, c¢lients, suppliers,
vizitors and other people outzide the
school.

. Gives rewsards related to performances,

not to asniority or non-merit-hased
congideration.

EXe Yoy

. Hantor

1.

Develops and nurtures other individuals
in order to allow them to grow to their
maximum level of effectivensss.

Evaluates other individusl’s atrengths
and weagknesges.

Shows willingness to work with
subordinates.

Offerg other opportunities to try things
and provides feedbsck on the quality to
their attempts.

Givea feedback continuously, not only on
regults, but also on how people are
accomplishing thelir tasks.

Continuocusly researches for learning
gituation and opportunities that will
allow them Lo grow.

Develops ancother by establishing & close
and trusting relationship.
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Managerial Attributes

202

(3) (4} {3} {2) (1)

10.

11.

13.

Establishes an environment in which the

Individual feels comfortable msking
decigiona and taking taslks.

Understands his/her own strengths and

limitations before attempting to modify

those of others.

Designs a job that offers challenges and

variety.

Supports scholarships, fellowships
programs to employess both local and
international level.

Discusges with subordinates the
importance of cooperativism and
productivity for the institution’s
welfare.

Tries to be helpful and does a little
something extra or the emplovees when
he/she can.

Promotes intimscy with one another.

Supports employees, parents, and alumni
aggociation as partners with the aim to

Iimprove curriculum.

Crer 0y
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Aspirer
Strives for goal.
Looks toward the future,

Works toward a greater level of
Ferfection.
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Managerial Attributes
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{53 {4) {3) (2} (1)

10.

lll

12.

13.

15.

Works toward & higher position on the
job or in life.

Demonstrates willingness to worlk.

Focuses on a goal to attain great
achievement.

Gains plessure from his/her achievement.

Continuously askz guestions, zearches
for slternative answer.

Tries to be better in his/her
achisvenent.

Appliesz toward perfection in managerisgl
gitustion.

Showz creativity and vision.

Works with efficiency and effectiveness.

Aims to be comparative to all other
educational administrators.

Sets an exsnmple by working hard
himgeif/herself.

Tries to get what he/she asks for from
higher asuthority.

{
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Suggestions and Recommendation:

Pleage specify other managerial attributes and dualities
that the SUC’s president must possess.




APPERDIX F

RESEARCH QUESTIOEBAIRE
(FOR KEY OFFICIALS, TEACHERS, NON-TEACHING PERZONNEL, AND
STUDENTS)

Dear Rezpondents,

The undersigned researcher 1is pregently conducting his
digsertation entitled “Management Capsbilities of SUC’'s
Presidents: Inputs to Effective Mansgement.” In connection
with this, pleaze bhe informed that vou were chosen as &
regpondent in this study. Hence, your valuable c¢ooperation is
golicited and heonest response 13 earnestly enjoined in
accomplishing the herewith sattached guestionnaire. Bleage
feel assured that your anonymity and the information vou will
give will be treated with the strictest confidentiality.

Thank wvou very wmuch f£or <vyour gupport and 8Sincere
cooperation.

Yery truly vours,

{5GD.) GENARO J. QSIAS
Regearcher

MANAGERIAL ATTRIBUTES

Instruction: Please indicate your honest perception about
the level of management capabilitiss of
your president on managerial attributes by
putting check mark (/) in the appropriate
column of the five ({5) point rating scale.
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The rating system i1s shown below:

5 - Very High Level
4 - High Level

3 - Medergte Level
2 — Low Level

1 - Very Low Level

(VHL)
{HL)
(ML}
{LL}

(VLL)

Level 0Of
Management
Capabilities

H.

ADMIBTSTRATIR

Demonstrates beshavior associated with
structuring tasks for oneaelf az well
gz for others.

Eztgblizhes courges of action in
crder to achisve specific resulrts.

Delegates authority Lo others and
establishes gystem by which people
are held accountsble to their
performance.

Establighes wmonitoring system for svery
activities/projects and performance of

employees to accomplish objectives.

Manages himgelf/herself sz well as
others by setting up aystems through
which tasks can be accomplisghed in
most effsotive fashion.

Rules with flexibility than rigidity.

-ty
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Managerisl Attributes {5) {4) 13) {2) (L)

7. (Coordinates resources and clarify
groups’ objectives to achieve harmonious
atmeaphers in in the work place. SRR R

8. Directs and control resources, both
people &and materials. 10y 0y y( )

9. ©Seeg o 1t that evervihing is done in
accordance with the rules that have bsen
laid down snd the instructions that have

givern. (YOY0) (i)

10. Acts as a figurehead by performing
certain ceremonial duties. DI A I

11. Fgoasters an organisational culture
oriented to performance. { Yy 3030 ¥y )

1Z2. Devotes more time to hiss/her duties. Yy Yy ey}

13. Practices and initiates raising the
general sthical standard and conception
of gogisl justice, (YO Yy o000

14. Esteblishes policies, conditions, and
metheds of industry that shall conduce
to common well-being. C3 0303030}

15, Acts with the highest moral values in
the geprvice and in the community
well-being. 303030003

1. Analyzer

1. Shows shility to perceive and interpret
infoermation. tYyoyo Yy Yo
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10.

11.

13.

14.

15.

Managerial Attributes
Identifies critical slements or esgsentigl
factors in & situation.

Sees relationship between various pieces
or information.

Has ability to give sound and logical

Generates and identifies alternative
decgisions when necessary.

Establishes strategies to implemsnt
decisions.

Evaluates available information.
Sees the separate parts of the problems.
Drawz appropriate conclusions.

Follows necessary courses of action
under the clircumstances.

Screens all important decisions on time
made by others before they are put into
effect.

Seels not only to be understood but to
underztand.

Gathers feedback before making decisions.

Determines strengths and weaknesses of
oWn management.

Drawa differences between superiority
and quality in dealing with pecple from
within and outside the school.

208
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Managerial attributes

(5) {4) (3} (2) (1)

ey
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11.

12.

13.

Communicator

Shows ability to persuade through
gither written or oral communication.

Uges good veoice inflection when spesking.

Chooses vocabulary appropriate to the
gudience,

Uges non-verbal communicstion such as
hand gesture or eve contact to emphagize
ig=ues or points of discussion.

Integrates the materisls arcund them
and cheooses the most effective words and
phraszes, whether to an audience of
thousand or gingle individual.

Looks for information that can he used
to advantage.

Talks cordially.

Distributes t¢ subordinates important
information that would otherwise be
ingccessible to them.

Collects unscolicited information.

Transmits necesss
11

v information to
subordinates co s

[
ected from outside.
Communicates plans to others to be
carried out.

Seeks o clarifyv ideas hefore
communicating.

Communicates for tomorrow 2z well ag
today.
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Managerial Attributes

Examines the true purposge of each
comnuinication.

. Agksz questions to follow-up communication.

210

{2) {4) {3) {2) (1)

10.

11.

(=3
N

Counselor

Develops desireble interpersconal
relationship.

Establishes rapport with others.

Is always available to others when need
arises.

Demonstrates concern for other problems.

Listen attentively and displays
gensitivity to others.

Displavs openness to the views and
opiniona of others.

Encourages others to eXpress thelr idess
feelings.

Helps others to think things through.
Discusgsses problemg cbijectively.

Bresents feedback without dameging others
gelf ezteenm.

Actively and intentionally motivates
subordinates.

. Stavs close to emplovess and remedies

problems as they arise.
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13.

14,

Managerial Attributes
Becognizes that employees have different
motives and abilities.

Prefers win-win golution in decisions
conflict.

M

==

11

{3) {4} (3) (2} (1)

)

15. Demonstrastes hoth [riendliness and

fairness to subordinates. CYyOYO YL 20
L. Mester
1. Showes ekility to influence others o

contribute to the attainment of group

goals in face-to-face situation. (YE YO Yo 30
2. Shows ability to state objectives or

tagks to all concerned. YO YE 3¢ )Y ( )
3. Shows gkility to inform others of what

ig expected of them, (Y0YO Y0 )¢}
4, Directs and coordinates others in the

group. Yoy yoyi)
2. Let others know of their importance to the

success2 of the task at hand. {fy0yU Y0y
§. Helps othepr know in the group to et and

clarify goals. (y 034003 0)
7. Deals with others in the group consistent

with their needs and sbilities. [ T G O G O N O
8. Holds onesgelf responsible for the quality

and quantity of work. A T S I A I A B
8. Comes into meeting with prepared but not

flexibkble sgenda.

M



Managerial Attributes

11.

13.

Evaluates and treats other group members
a2 individuals consistent with their own
goals and needs.

Artempts to participate fully and sets3
high standards of performance for the
group output.

Aids the group in setting and measuring

chijectives consistent with their resources.

Seeks cooperation of employees in
improving the school output.

Deals with people other than subordinates

_83uch as: parents, clients, guppliers,

visitore and other people outside the
achool.

Gives rewards related te performance,
not to seniority or non-merit-based
consideration.

AR

O 000

YOYE )

ey

YEYE 0D

YLy OO

F. Mentor

Develops and nurtures other individuals
in order to allow them to grow Lo their

marimum level of effectivenexs.

Evalustes other individusl’'s strengths
and weaknesses.

Shows willingness to work with
subordinates.

Offers other opportunitieg to try things
and provides fesdback on the guality to
their attempts.
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Managerial Attributesg

Cfy

13.

14.

15.

Gives feedback continuously, not only on
results, but alzso oh how people are
accomplighing their tasks.

Continuously researches for learning
gituation and opportunities that will
gllow them to grow.

Develops another by establishing & close
and trusting relstionship.

Extablishes an environment in which the
individusl feels comfortable making
decisions and teling tasks.

Undergtands hig/her own strengths and
limitationa before attempting to modify
thoze of others.

Designz & job that offers challenges and
variety.

Supports schelarships, fellowships,
programs to emplovees both local and

interpnaticnal level.

Digcugses with subordinates the
importance of cooperativism and
productivity for the institutien’s
welfare.

Trieg to be helpful and does 8 little
something extra ILor the employees when
he/sghe can.

Promotes intimacy with one another.

Juppoerts emplovees, parents, and alumni
aggociation a3 partners with the aim to

improve curriculum,
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Manageriasl Attributes

214

(5] (4} (3} (2} {1)

S

M.

10!

11.

12.

1a.

Aspirer
Strives for goal,
Looks toward the future.

Works toward 8 grester level of
perfection.

Worlks toward a higher position on
the job or in life.

Demonstrates willingness to work.

Focuses on & goal to attain gresat
achievement.

Gains pleasgure from his/her achievement.

Continuously asks questions, searches
for alternative anawver.

Tries to be better in his/her
achievement.

Aspires toward perfection in managerial
situation.

Showz creativity and vision.

Works with efficiency and eiffectiveness.

. Aims to be comparative to all other

educational administrators.

Sets an example by working hard on
himself/herself.

Tries to get what he/she asks for from
higher suthority.
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suggestions and HEscommendation:

Please specify other masnagerial attributes and quslities
that the SUC =3 president must podsess.
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APPERDIX G

Computation of Pearson Product-Moment Correlation Coefficient
on the RBelationship of the First and Second Test of
Cuestionnaire

Formula:

B BXY — (ZX) {5Y)

/

\/ 182 - @ETE B - (@]

[12 {192.82)-(48.086)

12(195.76°) ~ (48.06)°][12{198.88%) - (48.8)]

2345.12-2345.33

\/,[2313.84—2309.?6}{2385.55—2381.44]

3.78

\g/ {4.0B) (5.12)




L
wJ
1

4.57

gy = (.83

With ©py = 0.83 it can be said that the gquestionnaire i3
adaquats for individual measurement &z reflected in the table
of relisbility.
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Sample 5ize of the Respondent Categorized

Into Five Groups

State Groups of Total
Univergitieg/Colleqgesn Hespondents Ho Sauple Size
Tomas Opus Normal Prasident 1 1 (1)
College (TONC) Fey Officials 3 3 {3
Teachars 44] 20% 1o £€10)
Hon-teaching
Parsonnel 20 0% ig (8)
Student leaders 15 15 (15}
Southern Leyte State Fresident 1 1 (1}
College of Sciencs Eey Offiecials 7 7 (73
and Technology Taachars 108 20% 20 {24)
{ELECET) Non-teaching N
Parzsonnel 50 50% 25 (Z2)
Student leadersy 20 15 (15)
Esstern Samar State President 1 1 (1
College (EKSSC) Kev Officials i0 7 £7)
Teachers 110 20% 22 (1%
Mon-taaching
Parsonnal 30 RO% 15 {11)
S8tudent leaders 18 16 (1a}
Tibureio Tancineo President 1 1 (1)
Memorial Institute of Fey Officials 1z 1ag {18}
Science and Technology Teachers 14p 20% 28 {158)
{TTMIST) Non—t=aching
Perzonnel 30 B0% 15 £7)
Student leaders Zo 146 (18)
Leyte Normal President 1 1 (1)
University {LNU) ey Officisls 7 33 (8)
Teachers 150 20% 30 {15)
Hon-teaching
Personnel 41 E0% 20 (15)
Student leadersg 25 25 (12)
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Sample Size cont’d.

Gtats Sroups of Total
Universitias/Collages Raspondents Beo. Sample Bize
Naval Institute of Fresidenk 1 1 £1}
Technology (NIT) Key Officials 11 11 (%)
Teachars 125 20% 25 (18}
Non-teaching
Ferzonnel 30 50% 15 (12
ftudent leaders 20 24 {19)
Palompon Institute of President 1 1 £1}
Technology (PIT) Key Officisals 13 13 (8)
Teachers iRl 20% 20 {20)
Hon-teaching
Perzonn=l EQ 50% 25 (19)
Student leadars 15 15 {8}
Leyte Institute of Fregident 1 1 (1)
Technology (LIT) Koy COffivials 16 1§ (8)
Tegchers 285 20% E3 {43}
Hon—-teaching
Parzonnel &0 E0% 20 {27}
Ztudent leaders 20 20 {15)
University of Eaztern Fragident 1 1 {1}
Philippines (UER) ey Dfficials 20 20 {14)
Teachars 475 20% 35 {70)
Non-tesching
Personnel 80 50% 40 (19)
Student leaders 25 28 {19}
Vigayas State College President i 1 {1)
of Agriculture {(VISCR) Key Officials 22 22 {18)
Teacharsg 275 20% 55 (43)
Non—teaching
Perzonnel 130 EO% &5 {5&)
Student lesaders 25 Z5 {19}
TOTARL President 1o 14 (10)
Key Officials 120 120 (%1)
Teachaers 175 20% 358 {283
Noan—teaching
Paersonnel 520 50% 260 {196)
Student leaders 203 203 (155)

Slovan’'z formule was uged +to determine the gample zize for the
group of teachers and non-teaching personnel. For the group of SUC s
presidents, Key officials end student leaders, total enumeration was
employed .



Name
Home address

Address in
Catbhalogan

Blace of Birth
Date of Birth

Work Station

Civil Status

Elementary

Secondary

College

Graduate Studies

CURRICULUM VIT2ZRE

GENARD J. QOSIAS
BORONGAN, EASTERM SAMAR

S3EC COMPOUND, CATBALOGAN, 3SAMAR

: GAMAY, NORTHERN SAMAR

SEPTEMBER, 15, 1961

JAMAR STATE POLYTECHNIC COLLEGE
Catbalogen, Samar

MARRIED

EDUCATIONAT, BACKGROURD

a

Gamay Central Elementary School
Gamay, HNorthern Samar

Gala Vocational School
Gamgy, Northern Samar

Bachelor of Science in Industrial
Educstion
Major: Technical Drafting

Leyte Ingstitute of Technology
Tacloban City

Master of Education

Major: Administration and
Supervigion

Samar State Polytechnic Colliege

Catbalogan, Samar
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Post Graduate : Doctor of Philogophv
Major: Educaetional Management
Samar State Polytechnic Collegs
Catbalogan, Samar
CIVIL SERVICE ELIGIBILITY
Profegsional Boasrd Exsmination for Teachers, Tacleobkan City,
October 26, 1988
POZITIORS BELD

Asgistant Professzor III : Samar 3tste Polytechnic College
Catbalogan, Samar

Tegcher-In ~Charge : Samar Stave Polytechnic College-
Bazey Campus
Bagey, Samar



Table

LIST OF TABLES AND FIGURES

1. Reliability Coefficient. . . .

2. Computational Formuls for
One-Wav ANOVA. . - . .

3. Profile of SUC’3 Fresidents
in Eastern Vizayas. . . . .

4, Management Capsbilities of
SUC"s Presidents as Administrator
g8 Perceived by Themselves . .

5. Management Capabilities of
SUCTs Presidentz as Administrator
23 Perceived by kKey Officials. .

6. HManagement capabilities of
BUCfs Presgidents az Administrator
a8 Perceived by Teachers. . .

7. Management Capsbilities of
’ SUC?= Presidents as Administrator

az Perceived by Hon-teaching Personnel.
8. Management Capabilities of

SUC’s Presgidents as Adminlistrator

gs perceived by 3tudents . .

S. HMenagement Capsbilities of
SUCT=s Presidents as Analyzern
ag Perceived by Themselveg . .

10. Management Capabilitiss of
SUCFf3 Pregidents as Analyser
ag perceived by KHey Officials .

11. Management Capabilities of
SIC's Presidents a3 Anslyzer
as Berceived by Teachers

12. Management Capabilities of
SUC7g Presidents &3 Analy=er
a5 Perceived by Non-teaching Personnel

Page

74

75

gl

84

86

88

93

a5

98



Table

13.

lq.

15,

16.

17.

18.

15.

Management Capabilities of
SUCT e Presidents as Analyzer
Az Perceived by Students. . .

Management Capabilities of SUC’s
Pregidents as Communicator
28 Perceived by Themselves .

Management Capabilities of SUC’s
Presidents as Communicator
a3 Perceived by Key Officials. .

Management Capsbilities of SUC’s
Presidents asg Communicator
as Perceived by Teachers. . .

Management Capabilitiez of SUC =
Pregidents ag Communicator

as Perceived by Non-Teaching Personnel.

Management Capabilities of GUC's
Presidents as Communicator
ay Pereeived by Students. .

Management Capabilities of JUC' =
Pregidents as Counselor
a8 Perceived by Themselves. . .

. Management Capabilities of SUC’ s

Dresidents as Counselor
ag Perceived by KHey Officials.

. Management Capsbilities of BUC's

Presidents as Counselor
as Perceived by teachers. . .

Management Capabilities of S5UC's

Prezidents ag Counselor
as Perceived by Hon-teaching Personnel

Page

59

101

103

104

108

107

110

111

11z

114



Takhle

23.

24.

27.

28.

29.

0.

Management Capabilities of SUC s
Eresidents s Counselor
gz Perceived by Studentsz.

Management Capsbilities of SUCT 3
Presidents as Meeter
8% Perceived by Themselves. .

. Mansgement capabilities of SUC =

Fresidents as Meeter
a3 Perceived by Key Officials.

Management Capabilities of 3UC7 s
Presidents as Meeter as Perceived
by Teachers . . . -

Management Capabilities of 3UCY =
Pregidents as Meeter as Perceived
by NHon-Teaching Perzonnel

Manegement (Capabilities of J3UC 3
Erezidents s Meeter as Perceived

by Students . . . .

Manegement Capebilitie= of GUL7z
Prezidents as Mentor as Perceived
by Themzelvesz . .

Management Capaebilities of 5UC =
Presidents a3z Mentor as Perceived
by Key Officials . . .

Management Capabilities of SUCT =
Pregidents as Mentor az Percoeived
by Teachers . - . .

Management Capabilities of SUC 2
Presidents as Mentor sz Perceived
by Mon-teaching Personnel .

Page

116

118

iis

124

128

125

131



Takble

33.

34.

36.

37.

38.

358.

40.

4.

Management Capabilities of SUC s
Preaidents as Mentor as Perceived
by Students . . . . .

Management capabilities of SUC’s
Preaidents az Aspirer as Perceived
by Themselves . . .

. Management Capabilities of SUC’s

Pregidents as Aspirer as Percgeived
by Hey Officials . . . .

Management Capabilities of SUC’s
Pregidents gz Aspirer ag Perceiwved

by teachers. . . .

Management Capabilities of SUC'=
Breaidents a9 Aspirer as Perceived
by NMon-teaching Personnel .

Management Capabilities of SUC =
Presidents as Aspirer ag Perceived
by Students . . . . .

ANCVA Table for Comparing the
Perceptionz of the Five Groupszs of

Respondentz on the Mansgement Cspabilities

of SUC's Presidents as Administrator.

Pogtericri Test of Comparison on the
Perceptions of the Five Groups of

Respondents on the Management Capabilities
of SUC’=s Presidents as Administrator.

ANOVA Table for Comparing the
Perceptions of The Five Groups of

Bezpondents on the Management Capabilities

of SUC 3 Presidents as Analyzer.

Page

136

138

139

141

143

145



Table

43.

44,

45.

6.

47.

48.

49,

Pogteriori test of Comparison on the
Perceptions of the Five Groups of
Rezpondents on the Management Cgpabilities
of SUC’g Presidents as Anslyzer.

ANOVA Table for Comparing the
Perceptions of The Five Groups of
Respondents on the Management Capabilities
of 3UC"s Presidents as Communicator.

Posteriori Test of Comparison on the
Ferceptions of the Five Groups of
Respondents on the Management Capabilities
of SUC’s Presidents as Communicator.

ANQVA Table for Comparing the
Perceptionz of The Five Groups of
Regpondents on the Management Caepabilities
of SUC’s3 Presidents az Counselor. . .

Fosteriori Test of Comparison on the
Perceptions of the Five Groups of
Respondents on the Management Capabilities
of 5UC’=s Presidents as Counselor. .

ANQVA Table of Comparing the
Perceptions of the Five Groups of
Regpondents on the Management Capabilities
of SUCTs Presidents as Meeter. . .

Posteriorli test of comparison on the
Perceptions of the Five Groups of
Respondents on the Manzsgement Capabilities
of SUC’s Presidents ag Meeter, . .

ANOVE Table for Comparing the
Perception=s of the Five groups of
Respondents on the Mansgement Capabilitiesz
of SUC’s Presidents az Mentor. . .

Page

145

147

147

149

1495

151

151

153



Table

50.

21,

52.

23,

54.

55.

56.

57.

Posteriori Teat of Comparison on the
Perceptions of the Five Groups of
Reaspondents on the Management Capabilities
of SUC’s Presidents as Mentor. . .

ANOVE Table for Comparing the
Perceptions of The Five Groups of
Regspondents on the Management Capabilitiesz
of S5UC’s3 Presidents as Aspirer. . .

Posteriori Test of Comparison on the
FPerceptions of the Five Groups of
Respeondents on the Management Capabilities
of SUC’s Presidents as aspirer.

Correlational Anslysis Between
Managerigl Attribute of SUC =
Preaidents &g Administrator and
the Variates. . . . . . .

Correlational Analysis Between
Managerial Attribute of 3UCTs
Pregidents a8 Analyzer and
the Variates. . . . . . .

Correlaetional Analyais DBetween
Managerial Attribute of 3UC s
Presidents as Communicator and
the Variatesz. . . ‘ . . .

Correlational Analysis Between
Managerisl Attribute of JUC’s
Pregidents as Counselor and
the Variates. . . . . . .

Correlational Analysis Between
Mansgerial Attribute of 5UC's

Presidents as Meeter and
the Variates. . . . . . .

Page

155

155

157

155

161

162

1o4



Table

reg
)
[ Lt}
s

58, Correlatiocnzl Analysis Between
Managerisl aAttribute of 3UC’'s
Prezidents a2 Mentor and
the Variatesz. . - . . . . 166

58, Correlational Analysis Between
Managerial Attribute of SUCT =
Prezgidents as Aspirer and

the Variates. . . . . . . 187
Figure Page
1. The Conceptusl Model of the Study. . . 10

Z. Map of Eastern Visavas. . . . . 15





