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ABSTRACT

This study endeavored to determine the management practices and
leadership styles of school heads and their influence on teachers’
organizational commitment in the Second Congressional District of Samar for
school year 2015-2016. The descriptive-correlational research design was
employed in this study. It identified the profiles of the school head-
respondents and teacher-respondents, their perceptions of the management
practices and leadership styles of school heads, and the organizational
commitment of teacher-respondents. After which, the perceptions of the two
groups of respondents along management practices and leadership styles
were compared. The coefficients of correlation between leadership style of
school head-respondents and the number of teachers supervised were 0.195
and 0.675; 0.259, and 0.575 for years in service, and 0.062 and 0.895 for place
pf assignment. The p-values were greater than the 0.05 significance of the
hypothesis, “There are no significant relationship between school head-
respondents’ leaderships styles and number of teachers supervised; years in
service; and place of assignment”. Of the three, the school head-respondents’
personal variates, only school head-respondents year in service was
significantly related with aligning performance for success through planning,
organizing, and delegating; relationship/valuing diversity; and
communication; but not with adaptability; conflict management/problem
solving; and organizational awareness/strategic thinking and decision-

making. For the recommendation, based on the finding that school heads and
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the teachers had different perceptions regarding some of a school head’s
management practices, it is suggested that the school heads be honest with

their actions to gain the teachers’” commitment to the school organization.
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Chapter1

THE PROBLEM AND ITS SETTING

Introduction

The world is now in a period of rapid change that what is new and relevant
today might turn out to be obsolete and irrelevant just a few days after tomorrow.
Change is now so fast that those institutions or organizations that cannot adjust
accordingly are doomed to cease.

The days of an employee working for a company for several years seem to
be a thing of the past. It is uncommon for an employee to remain at a company for
more than five years. Based on a survey from the Bureau of Labor Statistics (BLS),
tenure varies by age and the workforce landscape. The results report that the
“Median employee tenure was generally higher among older workers than
younger ones. For example, the median tenure of workers ages 55 to 64 [was 10.4
years] in January 2014, was more than three times that of workers ages 25 to 34
years [averaging a tenure of 3.0 years].” Although companies cannot fully prevent
employee turnover, they can take steps to reduce their turnover rate and increase
employee engagement.

Based on the Bureau of Labor Statistics (BLS) survey results, 30 percent of
the respondents said they did not quit their job, they quit their manager. As the
saying goes, “People leave people, not jobs.” The employee-manager relationship

is one of, if not the most, important relationships within an organization.



Employees cannot seem to find the door fast enough when they have to deal with
poor management or leadership. It is important for managers and employees to
communicate because management must know the cause of the issue before they
can come up with a solution. Knowing the causes of employee turnover is
pertinent, if a company wants to develop a strategy that will entice employees to
stay long-term.

The education sector, which is in the forefront in the battle for the country’s
dream of industrialization, is not spared from this current phenomenon. It must
be able to withstand the tremendous pressure exerted from all directions. Let us
consider private school teachers moving to public schools because of teaching
opportunities. Because there are many more public than private schools, there are
a great number of teaching positions available in the public sector. When searching
in the public school systems, applicants can first consider location and
demographics in their search for a job. There is also a good chance of finding the
desired grade level or subject area position.

Teachers looking to move into administrative roles also will find more
opportunities in the public school systems. On the other hand, private schools can
offer greater flexibility to teachers. Private institutions make their own budget and
staffing decisions, so working part time or sharing a position can be an option.
Also, most private schools do not require that teachers hold state certification.

Those entering teaching as a second career find it much easier to move into the



profession. This also means that private school teachers do not need to satisfy
professional development requirements for maintaining certification.

The teachers in today’s workforce want to develop themselves into the best
that they can be. They want to expand and polish their skills, abilities, and
experiences. Teachers who feel restrained or get bored will eventually start
looking outside of the institution to fulfill their advancement needs. This boredom
is also a result of poor job fit and can be avoided using effective recruitment and
hiring processes (Goldsmith, 2008).

Full-time teachers are the forefront employees of any educational
institution, and they have a direct impact on the successful implementation of the
vision, mission, and goals of the institution. It is imperative to understand
potential factors influencing organizational commitment because decreased levels
of commitment have been linked to lower productivity and stagnated creativity.

Education in the 21st century is impacted by technology, politics, and the
economy. Preparing students becomes a daunting task for educators including the
teachers who deliver the content and the principals or school heads who work
with the teachers, students, parents, and the community. Improvements in
student achievements are recognized as the foremost objective of school reforms
and restructuring efforts (Ewing, 2011).

The demands for continuous improvement in public schools have increased
over the decades, especially with the implementation of the K to 12 basic education

curriculum. At the forefront of every implementation and improvement are the



teachers. These can only be attained by dedicated teachers who are committed to
the organization.

Every school exists as an organization which consists of teachers with
formally assigned roles who work together to achieve the organization’s goals.
The school head is the person responsible for accomplishing the organization’s
goals, who does so by managing the efforts of the organization’s people. School
heads should use different management and leadership styles to increase the level
of commitment of their employees. According to Newstrom & Davis (1993),
leadership style is the manner and approach of providing direction, implementing
plans, and motivating people. As seen by the employees, it includes the total
pattern of explicit and implicit actions performed by their leader. The first major
study of leadership styles was performed in 1939 by Kurt Lewin who led a group
of researchers to identify different styles of leadership (Lewin, Lippit, White,
1939). This early study has remained quite influential as it established the three
major leadership styles: Authoritarian or autocratic - the leader tells his or her
employees what to do and how to do it, without getting their advice; participative
or democratic - the leader includes one or more employees in the decision making
process, but the leader normally maintains the final decision making authority;
and delegative or laissez-fair (free-rein) - the leader allows the employees to
make the decisions, however, the leader is still responsible for the decisions that

are made.



Management practices in every organization can improve employee
productivity and even increase the level of organizational commitment. Studies
consistently show that a disturbingly high number of non-management employees
are disengaged, not working at full productive capacity. The following are
management practices that can take to improve productivity by putting employees
in a more productive mindset: Provide meaningful feedback in a constructive
manner on a regular basis where feedback is a foundational management skill; the
ability to provide regular, helpful feedback to employees in a manner that
encourages, not discourages, and is a cornerstone of effective
management; Respect employees as individuals, in addition to the job they
do. Respect can be a simple but powerful motivator.

When employees feel genuinely respected, they are much more likely “to
go the extra mile” to help an organization succeed and provide support for
employees when it is genuinely needed (Happock, 2006). Valued support can take
many forms: equipment when existing is outdated or inefficient; emotional
support in the face of unfair criticism; flexible support for a reasonable level of
work-life balance; Management support in times of need will not be forgotten; it
builds employee goodwill and loyalty. Do not be emotionally stingy. There is
nothing for management to gain by withholding praise and recognition when it is
warranted. A recent employee study this research came across indicated that
recognition is often a more powerful motivator than money. While this may well

be less true at senior levels as financial rewards escalate, this post is focused on



general employee commitment, where the broadest gains can be made.

When employees are committed to the organization, they will deliver
higher levels of performance. Highly committed employees can help an
organization achieve much more each year than employees with average or low
commitment. The following are strategies on how to improve employees’
organizational commitment: Analyze what an individual's level of commitment is
based on the performance. Employee commitment is related to the important
factor of job satisfaction. If an employee has a low level of commitment, he is likely
not performing at his best and could become an example of employee turnover.

When employees leave, the organization loses out; there are high costs to
replace employees and temporary impacts on production; Look for causes of
employee dissatisfaction among the direct reports and find ways to reduce or
eliminate them; Create ideal job conditions for an employee, so that an employee
will feel committed to the organization, satisfied with the job and motivated to
perform at or above the minimum level of performance. This begins with
recruitment (Wiener, 2010). Hire a well-qualified person who is matched to a
clearly-defined job description and induct him successfully into the organizational
culture. Provide tools for an individual to succeed. A worker will take a job
because an employee finds a satisfactory level of compensation and benefits in
exchange for the work he must do; Offer training, coaching and motivational
incentives to keep an employee satisfied. Acknowledge that an employee may stay

with the organization even if he is dissatisfied with some aspects of the job. His



motivation varies, reflecting varying levels of performance. If he is committed, he
may remain employed longer than it is expected; Develop him as an asset, such as
by giving him increasingly challenging tasks, allowing him to become more
influential and derive intrinsic benefits from his position and keep an ongoing
dialog with him to understand what motivates him and adjust his development
plan to help him achieve his goals inside the organization (Loui, 2005).

Organizational commitment focuses on teachers’ commitment to the
organization. Many factors influence employee commitment. These include
commitment to the manager or school head, occupation, profession, or career
(Meyer, 2007).

In explaining the significance of organizational commitment, Morrow
(2013) mentioned that organizational commitment is the most maturely developed
of all the work commitment constructs. Studies have linked organizational
commitment to measures of effectiveness. (Summers, 2007) for instance, found
that commitment was significantly related to trust, job involvement, and job
satisfaction. Angle (2011) uncovered a relationship between commitment and
turnover. Wiener (2010) reported positive correlations between commitment and
job performance.

The level of teachers’ commitment is considered to be a key factor in the
success of any educational undertaking as it heavily influences teachers’
willingness to engage in cooperative and critical practice. To sustain energy and

enthusiasm for the work, teachers need to maintain their personal commitment to



the job. This concept of ‘commitment’, as an investment of personal resources, has
long been associated with the professional characteristics of a teacher.

At the center of school improvement is the school heads or principals whose
efforts hold the greatest accountability for the success of their students. School
communities and educational leaders continue to demand more accountability
from school heads as instructional leaders because of the decline in student
achievement, as measured by international achievement tests like the Trends in
International Mathematics and Science Survey (TIMMS) where the Philippines
ranked 23 out of 25 participating countries (de Leon, 2011).

Robbins and Judge (2014) noted in their research that the greatest impact
on school success can be determined through the management practices and
leadership of school heads. Based on their meta-analysis of more than 69 studies,
that included 2,802 schools examining effective school management and
leadership, they synthesized the six most popular theories on school leadership:
transformational, transactional, total quality management, servant, situational,
and instructional. They derived 21 management responsibilities that can increase
the principal’s influence on school improvement.

School heads have a small to moderate influence on student achievement;
however, this influence is largely indirect via the competencies and commitment
of their teachers (Ovando, 2007). The trend in most school systems is that the
school head is required by the systemic authorities to improve student learning.

School heads who can develop positive relationships among teachers may increase



student achievement. According to Ginsberg (2012), one essential component in
maintaining effective schools is with effective management practices and strong
leadership.

Effective management and leadership should take into account people. The
need for effective interaction between the staff and the leader in a school system
cannot be over-emphasized when one considers the fact that no school
improvement can be treated effectively without the involvement of all concerned
(Stacey, 2013). Leaders are always being watched and judged; employees have
keen eyes and are keen data sharers. When leadership is “walking the talk,” it will
be quickly noted - but so will “talking the walk” without actually walking it.

Kimber, (2003), found some gender inequity among principals. Female
principals were less influential than male principals in school management, “in
decision-making positions in schools, female teachers are less influential than male
teachers, and they are often assigned more private and caring tasks such as pupil
welfare and school cleanliness while male teachers do more public work such as
chairing meetings and making examination arrangements.” According to Meyer
(2007), teachers’ dissatisfaction included “corruption and nepotism and
poor leadership.” Another factor included poor school management (leadership),
“de-motivating factor, identified as such by nearly 70% of teachers and over half of
all male and female participants”. Moreover, Meyer (2007) reported that none of
the school principals whom he interviewed had actually applied for their jobs;

“most were appointed by the Provincial Office.” Teachers cited the problems with
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School Directors as de-motivating factors: “partiality, nepotism, favoritism, and
focusing on Ministry guidelines rather than actual teachers’ problems.”

Despite a growing number of studies examining the indirect influence of
school heads on student achievement, there is still much to know concerning the
management practices and leadership styles of school heads and how they
influence teachers’” organizational commitment. In order to achieve this, school
heads need to be aware of their management practices and leadership styles to
maximize their effectiveness. A promising contribution is the examination of the
indirect relation between management practices and leadership styles of school
heads and teachers’ organizational commitment.

In the light of the above information, there is therefore an urgent need to
investigate the influence of management practices and leadership styles of school
heads on teachers’ organizational commitment in the Second Congressional

District of Samar.

Statement of the Problem

This study endeavored to determine the management practices and
leadership styles of school heads and their influence on teachers” organizational
commitment in the Second Congressional District of Samar for school year 2015 -
2016.

Specifically, the study sought answers to the following questions:

1. What is the profile of the school head-respondents with respect to:
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1.1 number of teachers supervised;
1.2 years in the service, and
1.3 place of assignment?
2. What is the profile of the teacher-respondents with respect to:
2.1 age and sex;
2.2 civil status;
2.3 educational attainment;
2.4 years of teaching experience, and
2.5 performance rating?

3. What are the management practices of school heads as perceived by
school head-respondents themselves and the teacher-respondents along the
following:

3.1 adaptability;

3.2 aligning performance for success through planning, organizing,
and delegating;

3.3 building relationships/valuing diversity;

3.4 communication;

3.5 conflict management/ problem solving;

3.6 developing others/coaching;

3.7 ethics, and

3.8 organizational awareness/strategic thinking and decision-

making?
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4. Is there a significant difference in the management practices of school
heads as perceived by the school heads and the teacher respondents?
5. Is there a significant relationship between the management practices of
the school heads along the eight components and their profile?
6. What are the leadership styles of school head-respondents as perceived
by themselves and their teachers in terms of:
6.1 autocratic;
6.2 democratic, and
6.3 laissez-fare?
7. Is there a significant difference between the perceptions of the two
groups of respondents on the leadership styles of school heads along:
7.1 autocratic;
7.2 democratic, and
7.3 laissez-faire?
8. Is there a significant relationship between the leadership styles of school
head-respondents and their profile?
9. What is the level of organizational commitment of teacher-respondents?
10. Is there a significant relationship between the teacher-respondents’
organizational commitment and the school heads:
10.1 management practices along the eight dimensions and

10.2 leadership styles?
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Hypotheses

Based on the aforementioned questions, the following hypotheses were
tested in this study:
1. There is no significant difference in the management practices of school
heads as perceived by the school heads and the teacher respondents.
2. There is no significant relationship between the management practices of
the school heads along the eight components and their profile.
3. There is no significant difference between the perceptions of the two
groups of respondents on the leadership styles of school heads along:
3.1 autocratic;
3.2 democratic, and
3.3 laissez-faire.
4. There is no significant relationship between the leadership styles of
school head-respondents and their profile.
5. There is no significant relationship between the teacher-respondents’
organizational commitment and the school heads’:
5.1 management practices along the eight dimensions and

5.2 leadership styles.

Theoretical Framework

This study is anchored on a new theory in school management, Theory of

Positive Containment by Almusaileem (2012:47). This new theory in school
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management is based on the notion of positive containment which benefited from
the integration of the main two patterns of leadership, i.e., the democratic and the
authoritarian. In this theory, the school principal has to deal with one external and
five internal circles of positive containments. The principal has to deal with his
school staff in an open friendly democratic spirit. However, he has to practice the
role of the good tyrant who depends on implicit bargaining with his school staff.
In other words, when they perform his orders as stated, they will be rewarded.
However, when they do not follow the orders, they will be held accountable. The
study concludes with several expected outcomes as a result of theory
implementation and this supports the principle of human relations in school work
and works on involving everyone in school tasks no matter how small their job
titles are.

This study is also anchored on Contingency Theory of Leadership Style by
Fiedler, House and Vroom. According to this theory, no single best leadership
style exists. Rather, the most effective leaders are said to engage in behaviors
reflecting characteristics of the situations they are in, including the types of
subordinates, tasks, decisions, and organizations involved.

The general tenet of the contingency theory is that leadership effectiveness
is dependent on the leader’s diagnosis and understanding of situational factors,
followed by the adoption of the appropriate style to deal with each circumstance.
However, in an apparent return to the “one best way of leadership”, recent studies

on leadership have contrasted transactional leadership with transformational
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leadership. Transactional leaders are said to be ‘instrumental” and frequently focus
on exchange relationship with their subordinates (Bass and Avolio, 1993:89). In
contrast, transformational leaders are argued to be visionary and enthusiastic,
with an inherent ability to motivate subordinates (Howell and Avolio, 1993:871).
Although the brief summary above indicates that research into leadership has
gone through periods of skepticism, recent interest has focused on the importance
of the leadership role to the success of organizations. Fiedler (1996:212), one of the
most respected researchers on leadership, has provided a recent treatise on the
importance of leadership by arguing that the effectiveness of a leader is a major
determinant of the success or failure of a group, organization, or even an entire
country. Indeed, it has been argued that one way in which organizations have
sought to cope with the increasing volatility and turbulence of the external
environment is by training and developing leaders and equipping them with the
skills to cope (Leithwood, K., Jantzi, D., & Steinbach, R., 1999:93). These claims are
based on the assumption of a direct link between leadership and organizational
performance.

This study is also anchored on the Side-bet Theory of Becker (Powell and
Meyer, 2003:372). This theory holds that individuals are committed to the
organization as far as they hold their positions, irrespective of the stressful
conditions they experience. However, should they be given alternative benefits,
they will be willing to leave the organization.

According to Becker’s theory, the relationship between employee and
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organization is based on the “contract” of economic exchange behavior,
committed employees are committed because they have totally hidden or
somewhat hidden investments, “side-bets,” they have made by remaining in a
given organization. If someone leaves, the investments of “side-bet” will be
claimed hardly. The term “side-bets” refer to the accumulation of investments
valued by the individual.

The theory approach was one of the earliest attempts to study a
comprehensive conceptual framework about organizational commitment from the
perspective on the individual's relationship with the organization. Becker's
approach claimed that there is a close connection between organizational
commitment and employees’ voluntary turnover behavior. In fact, it identifies
organizational commitment as a major predictor in the explanation of voluntary
turnover. This contention was supported by the later research that followed
Becker's theory (Trice, 2009:485).

While the “side-bet” theory was abandoned as a leading commitment
theory, the close relationship between organizational commitment and turnover
as advanced by Becker affected most of the later conceptualizations of
commitment and established turnover as the main behavior that should be
affected by organizational commitment. Commitment should be measured by
evaluating the reasons, if any, that would cause a person to leave his organization.
Becker's approach and the scales that were assumed to represent it were adopted

by later research as the approach to conceptualize and examine commitment to the
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organization and/or to the occupation.

The study is also anchored on the Trait Theory of Leadership by Allport
(Hogan, 2004:892). The theory explained that traits refer to repetitive patterns in
a person’s behavior and the trait approach attempts to explain people’s behavioral
trends in terms of certain strengths of traits that they retain.

According to Allport, leaders like middle level managers are fundamentally
different from followers due to some common leader traits. In other words, leaders
are born with natural talents of great leadership, so they cannot be made. Leaders
are not also different from followers in terms of physical height, outgoing
personality, and ambitions, leading people tend to be more hardworking,
conscientious, friendly, and willing to take responsibility more so than others.

De Vries (2003:39) claimed that such leader characteristics increase a
group’s goal achievement possibility. However, this cannot be completely
guaranteed. Numerous researchers have maintained the position that leaders are
not different from followers. Effective middle level managers should have traits
such as excellent communication ability, energy and initiative, self-confidence,
outcome orientation, and negotiating ability to gain the respect and trust of his or

his subordinates.

Conceptual Framework of the Study

The schematic diagram represented by Figure 1 is the conceptual

framework of the study.
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At the base of the schema are the respondents of the study, the research
environment and the time frame during which the study was conducted. This
study involved school heads and secondary school teachers of the Division of
Samar during the school year 2015-2016.

The base frame is then connected by an upward arrow to the next two
bigger boxes representing the profile of both school head-respondents and
teacher-respondents. In between the two boxes is a box partitioned into three
sections which represent the main variables of the study - management practices
of school heads and leadership styles as perceived by both school head-
respondents and teacher-respondents, and organizational commitment of teacher-
respondents.

The two boxes representing the profiles of the respondents are connected
by two-way arrows through the smaller box at the center. These connections
comparison in perceptions of the two groups of respondents along management
practices and leadership styles of school heads; correlation between management
practices and profile variates of school head-respondents; correlation between
leadership styles and profile variates of school head-respondents; and correlation
between organizational commitment of teacher-respondents, and management
practices and leadership styles of school heads.

The two boxes are connected upward to a smaller box representing the
findings and recommendations of the study. The same box is connected by a

broken arrow downward representing the feedback mechanism of the study and
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then to the upper most box representing the goal of the study which is effective

school heads and productive teachers.

Significance of the Study

This dissertation was conducted because the researcher believed that the
result of this dissertation would prove beneficial to the following stakeholders:

The School Heads. The findings of this study would be useful to school

heads in terms of how to deal with their subordinates to be able to work effectively
as managers and leaders and enhance the organizational commitment of their
teachers and staff.

The Teachers. The result of this study would benefit the teachers for them

to be aware of what management practices and leadership styles best influence
them to be committed to their school and immediate superior.

The Students. Since the learners are the very reason for the existence of the

schools, the results of this study would directly benefit them. When school heads’
management practices and leadership are appreciated by their teachers, then
teachers become committed, dedicated and motivated in their teaching. As a
result, there are improvements in their teaching effectiveness which will benefit
the students, school heads and even the teachers themselves. They would be
challenged and even inspired to do even better in their studies.

The Parents. The findings of this study would provide awareness of the

role of parents/guardians in the educative processes and factors that would
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enhance improved performance of their children’s work in school.

The City and School Division. The city division office would benefit from
the study as they would be made aware of its role in the pursuance of academic
freedom and academic excellence.

The City/School Division Superintendent. The results of the study would

serve as basis for an intervention program to improve the management practices
and leadership of school heads. In this way, the division can show its support to
the school heads which would result to effective school management and
leadership that would positively result in improved school head, teachers and
students school performance.

The DepEd Key Officials. The results of the study would serve as eye

opener to DepEd key officials regarding intrinsic factors that affect the
performance of teachers and the effectiveness of school heads. As such, the results
could help to supporting the needs of school heads in managing and leading the
school to gain the commitment of teachers like sending school heads to
professional trainings or the department itself will conduct or sponsor this kind of
activities.

The Future Researchers. The result of this study would serve as

springboard for sequel or parallel studies. Moreover, this study could serve as a
source of literature among researchers who intend to pursue similar studies in the

future.
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Scope and Delimitation of the Study

This study is delimited to the management practices and leadership styles
of secondary school heads and their influence on their teachers’ organizational
commitment in the secondary schools of the Second Congressional District of
Samar. In terms of management practices, the study focused on practices such as
adaptability; aligning performance for success through planning, organizing, and
delegating; building relationships/valuing diversity; communication; conflict
management/problem solving; developing others/coaching; ethics, and others
organizational awareness/strategic thinking and decision-making. The focus of
leadership style was on autocratic, democratic and laissez-faire. The profile of
school head-respondents were delimited to the number of teachers supervised,
years in the service, and place of assignment, while that of the teacher-respondents
were delimited to age and sex, civil status, educational attainment, years of
teaching experience, and performance rating. The respondents were limited to the

full time teachers and school heads including officer-in-charge.
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Figure 2. Map of Second Congressional District of Samar Showing the Locations
of the School of the Different Municipalities Covered in the Study
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There were 60 respondent-schools, 60 school heads and 301 teachers
involved in the study that were sampled. All the 60 schools in Second
Congressional District of Samar were covered as shown in figure 2.

The study was conducted during school year 2015 - 2016.

Definition of Terms

The following terms were used in this study and are defined here
conceptually and operationally to facilitate understanding among the readers:

Adaptability. In the field of organizational management, it refers to an
ability of a person to change something or oneself to fit to occurring changes
(Robbins and Judge, 2014). As used in this study, it refers to the ability of a school
head to adapt and implement changes in the educational system and his/her
willingness to be assigned to other schools and other characteristics as measured
by the research questionnaire.

Aligning Performance for Success through Planning, Organizing, and

Delegating. From the word “align”, it means to place in a straight line; to bring
into agreement (Webster’s Universal Dictionary, 2009). To bring into cooperation
or agreement along planning, organizing, and delegating with a particular group,
party, and cause. In this study, it refers to that management practice of school
heads ability to bring different issues to an agreement on unified stand in order to
get the best for the organization through the management function of planning,

organizing and the tool of delegation.
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Autocratic Leadership. It refers to a leadership style where the manager

retains most authority for him/herself and makes decisions with a view to
ensuring that the staff implements it (Robbins and Judge, 2014). It is a kind of
leadership where the principal has the full authority for every action and decision
of the school staff including the teachers.

Building Relationships/Valuing Diversity. It is the ability of the manager

to share responsibility and accountability by allocating decision making authority
and responsibility among the personnel; to identify the sequence of tasks and the
resources needed to achieve a goal, and prioritize key action steps; and monitor
and evaluate social, fiscal, and political trends that affect plans and prepares
strategies to deal with problems or drastic changes (Maxwell, 2001).

Communication. It refers to the manner of conveying information clearly

and concisely either verbally or in writing to ensure they understand the
information and message ((Stoner, 1992). In this study, it refers to the way
principals send information that is clear and precise to the teachers.

Conflict Management/Problem Solving. This involves designing effective

strategies to minimize the dysfunctions of conflict and maximize the constructive
functions of conflict in order to enhance learning and effectiveness in an
organization (Maxwell, 2001). As used in this study, it is a set of skills possessed
by the principals in dealing with conflict as it arises in all aspects of their lives in

the school organization.
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Democratic Leadership. This refers to a leadership style where the major

focus of the manager is sharing the decision his or her subordinates (Robbins and
Judge, 2014). In this study, it is a leadership style in which the principal shares
any action or decision to his or her teachers.

Developing Others/Coaching. It is the character of a manager to actively

assist and support the development of their staff’s skills and abilities so they can
fulfill current or future job/role responsibilities more effectively (Townsend,
2005:82). In this study, it refers to the way school principals provide guidance,
feedback, and clarification of expectations to the teachers.

Ethics. It refers the personality of a person to tell the truth and honesty with
moral perspective in all his or her transactions (Yukl, 1989). In this study, it refers
to the principals’ actions to adhere to a set of core values that are exercised in
decision making and other actions.

Laissez-fair leadership. In this leadership style, the manager delegates

almost all authority and control to subordinates; there is no person of authority in
the organization (Robbins and Judge, 2014:252). As used in this study, it refers to
the style of leadership employed by the school head where he or she leads the
school organization indirectly, he or she does not make decisions; rather he or she
abides by popular decisions.

Leadership. John C. Maxwell (2001) defines leadership as influence. It is
not about titles, positions, or flow charts. It is about one life influencing another.

In addition, is the ability to lead, inspire and influence others with integrity and
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trust (Townsend, 2005). In this study, it refers to the manner by which a secondary
principal exerts influence over his/her secondary teachers and inspires, motivates
and directs their activities to achieve group or organizational performance for
the realization of the educational secondary school’s present goals.

Leadership Style. It refers to the style of providing direction, implementing

plans, and motivating people (Yusuf, 2012). In this study, it refers to the ability of
the school administrators in handling the organizations specifically in the school.
It is the conduct and approach of providing direction, implementing plans and
motivating people using either singly or a combination of autocratic, democratic
or laissez-fair leadership style.

Management. It refers to the art of getting things done through people

(Robbins and Judge, 2014). In this study, management refers to the process of
coordinating the resources of the school, so as to achieve the primary goals of
educational secondary education.

Management Practices. It refers to the way a person exercises his or her

management style (Deal and Peterson, 2000). As used in this study, it refers to the
abilities, skills and strategies used by school administrators in leading and
managing the school along adaptability, aligning performance for success through
planning, organizing, and delegating; building relationships/valuing diversity;
communication;  conflict = management/problem  solving;  developing

others/coaching; and ethics.
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Organizational Awareness/Strategic Thinking and Decision-Making. It

refers to the ability of managers to obtain information, identify key issues and
relationships, and commit to a course of action to achieve a long-range goal or
vision after developing alternatives based on logical assumptions, facts, available
resources, constraints, and organizational values (Koontz, O’Donnell and
Weihrich, 1994). The same definition is adapted by the present study.

Organizational Commitment. It refers to the relative strength of an

individual’s identification with and involvement in a particular organization
(Porter and Smith, 2010). As used in this study, it refers to teachers” attachment to
the school organization, characterized by an intention to remain in it; an
identification with the values and goals of the schools; and a willingness to exert
extra effort on its behalf as measured by the Organizational Commitment
Questionnaire.

School Head. It refers to a person whose job is to manage a company,

school, or other organization (Merriam-Webster, 2012). As used in this study, it
refers to the school principals, head teachers, teacher-in-charge of the Second
Congressional District of Samar with at least one (1) year in their present position
or designation.

Student. It refers to a learner, or those who attends an educational
institution (Wikipedia, n.d.). In this study, these are those who are officially

enrolled as secondary students or those of Grades 1 - 12 in the K to 12 Program.
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Teacher. It refers to all persons engaged in teaching and those who
transmit learning to the students/pupils in the classroom and are under the
supervision of the school head (Wikipedia, n.d.). In this study, these are those who
are engaged in the teaching-learning activities on full-time basis in secondary

schools.



Chapter 2

RELATED LITERATURE AND STUDIES

This chapter presents the related literature and studies, which helped the
researcher in the conceptualization of this study. The researcher referred to several
sources such as books, periodicals, journals, magazines and internet. Likewise,
dissertations and theses published and unpublished that are related to this study
were reviewed. These references gave valuable insights to make the conduct of

this study more substantive, informative and comprehensive.

Related Literature

What is leadership? What is management? “Most definitions of leadership
reflect the assumption that it involves a social influence process whereby
intentional influence is exerted by one person [or group] over other people [or
groups] to structure the activities and relationships in a group or organization”
(Yukl 2002).

Leadership is regarded as the single most important factor in the success or
failure of institutions such as schools (Hoy & Miskel, 2001). In contemporary
affairs, governments or companies that prosper are said to enjoy good leadership,
whereas in those that fail, the leader is to blame (Campbell, et al., 1983:89). Getting
the job done and done well requires good leadership and good management

(Locke, et.al., 1991).

30
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On the other hand, Cuban (1988) as cited in Goldsmith (2008) said that
“managing is maintaining efficiently and effectively current organizational
arrangement. While managing well often exhibits leadership skills, the overall
function is towards maintenance rather than change”. Further, he said “I prize
both management and leading and attach no special value to either since different
setting and times call for varied responses”.

Though the terms leadership and management are often used
interchangeably, there are certain fundamental differences between these two. As
Burns (2000) pointed out, leadership does not necessarily take place within the
hierarchical structure of the organization and there is a clear implication that
leadership is not part of the job, but a quality that can be brought to a job.

Hollingsworth (1989) listed at least six fundamental differences between
management and leadership. To him a manager administers, but a leader
innovates; a manager maintains, a leader develops; a manager focuses on systems
and structures, a leader focuses on people; a manager relies on control, but a leader
inspires trust; a manager keeps an eye on the bottom line, a leader has an eye on
the horizon; and finally, a manager does things right, a leader does the right thing.

According to Maxwell (2005), leadership is a process of influencing and
supporting others to work enthusiastically toward achieving objectives. It is the
critical factor that helps an individual or a group identify its goals, and then
motivates and assists in achieving stated goals. It is the only means through which

a company can change into a learning organization. Maxwell further teaches that
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the traditional view of leaders who set goals, makes decisions, and directs the
troops reflects an individualistic view. He further points out that leaders are
designers, teachers and stewards; leaders need to build a shared vision, help
people see the whole system, work together, design the horizontal structure,
initiates change, and expands the capacity of people to shape the future, and
leaders who understands that the learning organization can help other people
build it.

Education is the best achievement an individual can attain. It is an
important aspect of human life. Thus, leadership in the aspect of education is
being looked into since its success is dependent largely on how it is brought about.
The educational leadership style is very important because this will answer
concerns of students, educators and even the society, as a whole. There are several
educational leadership styles and it is important that an individual understands
these types individually pertaining to the methods and what can be achieved from
these styles. Some of them would try a single method and some a combination.
Using this method is also one way of figuring out what works best for the
organization or community (Santos, E. 1999). These styles are based on the
understanding that certain characteristics, such as physical energy and or social
interaction play a part in the way education is imparted. The educational
leadership style is meant to strengthen the performance of education leaders to
bring about improvement on student’s achievement. The leadership aspect is very

vital for teachers and students to improve their performance to the maximum
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level.

Bass (2000), in his early efforts to understand leadership success, focused
on the leader’s personal characteristics or traits. He stated that traits are the
distinguishing personal characteristics of a leader, such as intelligence, values, and
appearance. The early research focused on leaders who had achieved a level of
greatness and, hence, was referred to as the great man approach. The idea was
relatively simple: find out what made these people great, and select future leaders
who already exhibited the same traits or could be trained to develop them. In
addition, to personality traits, physical, social and work-related characteristics
have been studied.

Tannenbaum and Schmidt (1973) indicated that leadership could be a
continuum reflecting different amounts of employee participation. Thus, one
leader might be autocratic (boss-centered), another democratic (subordinate-
centered), and the third, a mix of the two styles. One way to approach leader
characteristics is to examine autocratic and democratic leaders. An autocratic
leader is one who tends to centralize authority and rely on legitimate, reward, and
coercive power. A democratic leader delegates authority to others, encourages
participation, and relies on expert and referent power to influence subordinates.

Blake and Mouton (1991), enunciated the Managerial Grid. They tried to
show an individual’s style of leadership on a 9,9 grid consisting of two separate
dimensions, concern for production and concern for people which are similar to

the concept of employee-centered and production-centered styles of leadership as
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mentioned earh’ef. The grid has nine possible positions along each axis creating a
total of eighty-one possible styles of leader behavior. The managerial grid thus
identifies the propensity of a leader to act in a particular way. The (9,1) style is
known as task management which focuses wholly on production. Managers with
this style are exceptionally competent with the technicalities of a particular job, but
are miserable failures in dealing with people. The (1,9) style in contrast emphasizes
people to the exclusion of task performance and is known as country club style of
management. The ideal style of leadership, as envisioned by the theory of
managerial grid is the (9,9) style or team management style where there is
maximum concern for both people and production. The research evidence in favor
of the view that managers perform best under (9,9) style is however scanty.
Fiedler (1977) developed the first, and perhaps most popular, situational
theory, “Contingency Theory of Leadership Effectiveness”. This theory explains
that group performance is a result of interaction of two factors. These factors are
known as leadership style and the situational favorableness. In Fiedler's model,
leadership effectiveness is the result of the interaction between the style of the
leader and the characteristics of the environment in which the leader works. The
first major factor in Fiedler’s theory is known as the leadership style. This is the
consistent system of interaction that takes place between a leader and work group.
"According to Fiedler, an individual's leadership style depends upon his or her
personality and is, thus, fixed". In order to classify leadership styles, Fiedler has

developed an index called the least-preferred coworker (LPC) scale. The LPC scale
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asks a leader to think of all the persons with whom he or she has ever worked, and
then to describe the one person with whom he or she worked the least well with.
House (1996) offered in the recent time, as one of the most appreciated
theories of leadership, the path-goal theory, which is based on the expectancy
theory of motivation. According to this theory, the effectiveness of a leader
depends on the following propositions: leader behavior is acceptable and
satisfying to followers to the extent that they see it as an immediate source of
satisfaction or as instrumental to future satisfaction; leader behavior is
motivational to the extent that (1) it makes the followers’ needs satisfaction
contingent or dependent on effective performance, and (2) it complements the
followers” environment by providing the coaching, guidance, support, and
rewards necessary for realizing the linkage between the level of their performance
and the attainment of the rewards available. The leader selects from any of the
four styles of behavior which is most suitable for the followers at a given point of
time. These are directive, supportive, participative, and the achievement-oriented
according to the need and expectations of the followers. In other words, the path-
goal theory assumes that leaders adapt their behavior and style to fit the
characteristics of the followers and the environment in which they work. Actual
tests of the path-goal theory provide conflicting evidence, and, therefore, it is
premature to either fully accept or reject the theory at this point. Nevertheless, the
path-goal theory does have intuitive appeal and offers a number of constructive

ideas for leaders who lead in a variety of followers in a variety of work
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environments.

Hersey and Blanchard’s (1985) approach focuses a great deal of attention
on the characteristics of employees in determining the appropriate leadership
behavior. The point of Hersey and Blanchard is that subordinates vary in
readiness level. People is low in task readiness, because of little ability or training
or insecurity, need a different leadership style than those who are high in readiness
and have good ability, skills, confidence, and willingness to work. According to
Hersey and Blanchard, the following are the typical management practices: (1)
Adaptability, (2) Aligning performance for success through planning, organizing
and delegation, (3) Building relationships/Valuing diversity, (4) Communication,
(5) Conflict management/Problem solving, (6) Developing others/Coaching, (6)
Ethics, (7) Functional technical skills, (8) Organizational awareness/Strategic
thinking and decision-making.

The principal has always been looked up as a leader. Complex
organizations such as schools need principals with leadership characteristics to
play an active role in steering the organization towards excellence. According to
Bush & Middlewood (1997), outstanding leadership has invariably emerged as a
key characteristic of outstanding schools. There is no doubt that those seeking
quality in education must ensure its presence and the development of potential
leaders must be given high priority.

Deal and Peterson (1998) and Lashway (2003), state that effective principals

need to be well organized, passionate and creative leaders. Stolp & Smith (1994),



37

also states that school principals have to be both managers and leaders. Asleaders,
they have to promote a vision expressing the central values of the school. As
managers they develop structures and policies that help to institutionalize the
vision. Klinsontoron (2005) also examined the competencies of effective
principals. They stated that all principals need to develop essential competencies
required for effectively accomplishing their roles.

According to Reichheld (2006), the principals provide valuable insights into
their daily practices that foster an environment which is supportive of high-
student achievement. These practices are categorized in developing personnel and
facilitating leadership, responsible delegation and empowering team, recognizing
ultimate accountability, communicating and rapport, facilitating instruction, and
managing change.

Research done by Raju and Srivastava (2014) found that there were
significant differences within the execution behavior of principal instructional
leadership, teachers’ commitment and job satisfaction in effective and less effective
schools. Moreover, there is a significant correlation between instructional
leadership styles of principal within the teachers’ job satisfaction and commitment
in effective schools. The principals had practiced and implemented eleven job
functions of instructional leadership. Monitoring student progress was the most
dominant function implemented, followed by framing school goals, maintaining
high visibility, developing and enforcing academic standards (Scott, 2006).

Harris and Muijs (2003) found that students’ achievement gains were
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found to be related with five factors at the school level: the principals’ human
resource leadership style and four dimensions of organizational culture. The
principal as a leader should be able to implement the most suitable leadership
styles that suit his school most. It is important for the principal to possess the
ability and capacity in balancing the relationship between productivity and
educational objectives along with coping with the stress (Yusuf, 2012). The school
principal must develop his or her leadership capacity in developing the styles of
leadership and management techniques in order to ensure job satisfaction and
effective teaching instructions among teachers.

The research done by Sammons et al (2011) found that leadership affects
directly and indirectly on a range of school and classroom processes and effects
indirectly on improvements in schools” academic results.

Pearce (2007) found that direction setting, developing people and
redesigning the organization were practices common to successful principals in all
contexts, including those in challenging, high-poverty schools. These practices
manifested varied changes in relation to national context and tradition.
Distributed teacher leadership and professional self-renewal emerged as process
central to sustaining success. = A change in organizational governance was
necessary to allow these processes to continue over time.

On the other hand, organizational commitment is widely described in the
management and behavioral sciences literature as a key factor in the relationship

between individuals and organizations. For example, Raju and Srivastava (2014)
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described organizational commitment as the factor that promotes the attachment
of the individual to the organization. Employees are regarded as committed to an
organization if they willingly continue their association with the organization and
devote considerable effort to achieving organizational goals.

The above authors further argued that the high levels of effort exerted by
employees with high levels of organizational commitment would lead to higher
levels of performance and effectiveness at both the individual and the
organizational level.

The concept of organizational commitment has grown in popularity in the
literature on industrial and organizational psychology (Cohen, 2003). Early studies
on organizational commitment viewed the concept as a single dimension, based
on an attitudinal perspective, embracing identification, involvement and loyalty.
According to Steers (2007) an attitudinal perspective refers to the psychological
attachment or affective commitment formed by an employee in relation to his
identification and involvement with the respective organization.

Reichers (2006) further described organizational commitment as “an
attachment to the organization, characterized by an intention to remain in it; an
identification with the values and goals of the organization, and a willingness to
exert extra effort on its behalf”. Individuals consider the extent to which their own
values and goals relate to that of the organization as part of organizational

commitment; therefore, it is considered to be the linkage between the individual

employee and the organization.



40

As there seems to be considerable evidence that committed employees are
more valuable than those with weak commitment, researches have focused on the
identification of organizational factors that can be managed in order to foster
employee commitment. A search of the extensive literature reveals a long list of
factors that are associated with the development of organizational commitment.

Mowday (20098) has categorized these factors into four major categories of
variables: personal characteristics, job characteristics, work experiences and
structural characteristics. Other organizational factors that have been suggested
to influence organizational commitment include organizational size,
organizational culture, leadership style, and human resources management
practices that influence salary, career prospects and possibilities for further
education. Among these, are some factors such as organizational culture,
leadership style, and human resources practices, which could be deliberately
manipulated by organizations to influence the levels of organizational
commitment in their employees.

The importance of organizational characteristics in the creation and
maintenance of employee work attitudes such as organizational commitment has
been recognized by authors like Pfeffer (2008).  The author argued that
organizations that pursue a strategy of increasing employee commitment gain a
competitive advantage over other organizations that do not follow a similar
strategy. In his book, “The Human Equation: Building Profits by Putting People

First”, Pfeffer said that firms that pursue high involvement, high performance and
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high commitment management practices produce superior economic returns over
time. He supports this viewpoint by identifying a set of seven management
practices that he believes lead to organizational outcomes related to higher
economic returns. These are: (1) employment security; (2) selective hiring; (3) self-
managed teams and decentralization of decision making; (4) high compensation
contingent on performance; (5) employee training; (6) reduced status differentials
and (7) information sharing. He referred to these management practices as people-
centered strategies and states that people-centered strategies are an important
source of competitive advantage, as they cannot be easily imitated.

Allister (2012) showed through Multiple Regression Analysis that human
resources systems (HRM) were significantly associated with variation in steel
mini-mills” performance. Pearce (2007) found that organizational investments in
employees is associated with significantly higher levels of employee affective
commitment as well as higher levels of organizational citizenship behavior,
greater intention to stay with the organization and fewer unexcused absences.
Whitener (2010:318), using hierarchical linear modeling, found that employee’s
commitment is significantly related to both actual and perceived HRM practices
such as internal promotion, training opportunities and employment security.

The above authors suggest that adopting an integrated set of human
resource management practices focusing on commitment can produce high levels
of employee affective commitment and subsequent organizational performance.

However, the linkage between human resource management practices and
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individual level employee commitment need further exploration by researchers.

On the other hand, several authors have associated leaders’ characteristics
with the development of either organizational commitment or trust. Townsend
(2005) believed that vision, empathy, consistency and integrity in a leader could
foster the development of trust. They also indicate that leaders generate and
sustain trust by acting in ways that produce constancy, congruity, reliability and
integrity. Kerfoot (2008) adds to these availability and accessibility,
communicating with candor and a willingness to invest in employees.

According to the HRM philosophy, organizational commitment is the joint
responsibility of line managers and the human resources department (Matthews,
2010). The way leaders behave as they practice the organization’s human resources
policies can influence employee’s behavior. The interpersonal treatment
employees receive from their supervisors such as adequately considering their
view points, supporting their personal biases, explaining their decisions and
providing feedback timely and applying decision-making criteria consistently
could have strong effect on the employee’s perceptions of fairness.

Therefore, organizations that have supervisors who treat employees fairly
as they enact procedures and HR practices could increase their employee’s trust in
the organization and supervisors, which will in turn positively affect the levels of
organizational commitment.

Relatively, there is still very limited research that supports the argument

that organizational characteristics such as the leadership style practiced and the
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HRM practices can affect the level of trust and organizational commitment within
organizations. Given this situation, it is imperative that more research is done
around this area. The present study therefore aims to determine the relationship
between organizational factors such as human resource management practices
and leadership style with the level of organizational commitment of academics.

It is stated by Kyriakides (2005) that the answer to the question of employee
commitment, morale, loyalty and attachment may consist not only in providing
motivators, but also to remove demotivators such as styles of management not
suited to their context and to contemporary employee aspirations. A management
style that encourages employee involvement can help to satisfy employee's desire
for empowerment and demand for a commitment to organizational goals.

Wiener (2010) argued that more flexible and participatory management
styles can strongly and positively enhance organizational commitment.
Organizations need to ensure that their management strategies are aimed at
improving employee commitment rather than compliance.

On the other hand, the study of leadership has been an important and
central part of the literature on management and organization behavior for several
decades. Indeed, no other role in organizations has received more interest than
that of the leader. Research has also linked organizational commitment to
leadership styles. Berkes (2009) discovered that employees who were allowed to
participate in decision-making had higher levels of commitment to the

organization. Summers (2007) found that when employees were treated with
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consideration, they displayed greater levels of commitment. Allen (2005) reported
positive correlations between the leadership behaviors of charisma, intellectual
stimulation, individualized consideration, contingent reward, continuance, and
normative commitment. Organizational commitment provides a broad measure
of the effectiveness of leadership behaviors. This relationship offers a way to
further explore the subject of leadership.

All the aforecited literature provided the researcher important inputs in
coming up with the different areas that were considered in the evaluation of this

study.

Related Studies

The following items are some of the related studies, which show similarities
to this study.

Palencia (2015) conducted a study entitled, “Executive Leadership and
Organizational Culture of SUCs in Region VIII”. Primarily, the study was aimed
at determining the profile characteristics, leadership styles of chief executives
(President), second-timer executives (Vice-Presidents, College Deans, Campus
Directors, and Directors), and the lower level executives (Unit Heads and
Chairperson) and the organizational culture of the ten State Universities and
Colleges (SUCs) in Region VII including their leadership styles and the job
satisfaction of faculty members. The study revealed that leadership was

significantly related with leaders’ innovation, research publication and search
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engine used.

The study of Palencia bears similarity with the present study because the
two studies involved leadership styles as anchorage of their research study.
However, the two studies differed in the inclusion of other research variables like
leaders’ innovation which was not treated in the present study.

A study was conducted by Boller (2015) entitled, “Leadership Styles of
Middle Level Managers and Job Satisfaction of Faculty in SUCs: Basis for the
Selection of Leaders”. The results of the study revealed that most middle
managers were exercising transformational leaderships.

The study of Boller is similar to present study in the sense that both studies
treated leadership styles as one of the main variables of the two studies. However,
the two studies differed in some aspects like the inclusion of organizational
commitment in the present was not treated in the study of Boller and the type of
leadership which focused on transactional-transformational leadership contrary
to the present which was on the autocratic, democratic and laissez-faire leadership.
Moreover, the respondents of Boller's study were middle managers from state
colleges and universities while the present were public secondary school heads.

Napire (2013), in his study entitled, “Adversity Quotient and Leadership
Style in Relation to the Demographic Profile of the Elementary School Principals
in the Second Congressional District of Camarines Sur”, the following conclusions
were identified: 1) Majority of elementary school principals in the Second

Congressional District of Camarines Sur demonstrated the democratic style of



46

leadership. Principal I with four years and above experience as principal
who were females, middle-aged, married, and finished masteral degree
dominated the three leadership styles; 2) Sex, age, civil status, length of service
as principal, highest educational attainment, and position had no significant
relationship with leadership styles of elementary school principals; 3) The
Adversity Quotient (AQ), control, ownership, reach, and endurance dimensions
scores of the elementary school principals was within the “below average”
range with mean score lower than the standard mean scores for each
dimension; 4) Sex, age, civil status, length of service as principal, highest
educational attainment, and position were not significantly related to the
Adversity Quotient, control, ownership, reach, and endurance scores of
elementary school principals; 5) Leadership styles were not significantly related to
the Adversity Quotient, control, ownership, reach, and endurance scores of
elementary school principals; 6) No significant interrelationship existed between
demographic profile, leadership style and adversity quotient; 7) Pointers for the
improvement of leadership style and adversity quotient were put forward not
only for principal themselves, but also to DepEd, Camarines Sur and the colleges
and universities offering graduate programs.

Based on the findings of the study, the following were recommended: 1) the
awareness of different leadership styles and their appropriate application in
different types of schools with different goals which provided a more focused

perception of the needs of teachers and students in their organization; 2) the
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insignificant relationship of the demographic profile and leadership style
confirmed that there was a consistency of leadership style preferences of the
elementary school principals that they had to maintain it; 3) the present level of
Adversity Quotient and CORE dimension scores among principals must be
improved since most of them obtained “below average” to “low” ratings and this
could be done through stress management training workshop; 4) the insignificant
results on the relationship between demographic profile and adversity quotient
scores and their dimensions would require more management trainings to be
offered to the principals to meet the changing needs of education with the
understanding that the most effective leaders display characteristics of responding
most effectively to adversities; 5) the insignificant outcomes of the relationship
between leadership style and Adversity Quotient and CORE skills could not be
discounted and DepEd may consider the possibility of integrating adversity
quotient in their job description to improve school leaders manner of facing
difficulties; 6) a model that best-fit for the interrelationship among demographic
profile, leadership style and adversity quotient be developed to determine the
predictive variables of adversity quotient, and 7) pointers from the study can be
codified for use in the formulation of policies relative to the organization and
operation of the schools.

Napire suggested for future researches to include: 1) government agencies
as well as other organizations may duplicate this study in evaluating performance

of their middle level managers, 2) curriculum developer may include and consider
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the present study in developing a curriculum in the graduate program, and 3)
further study be conducted to determine the best-fit model for the
interrelationship among demographic profile, leadership style and adversity
quotient.

The study of Napire has similarity with the present study in the sense that
both are concerned with the leadership styles of school administrators though they
differ in their reference. The former is concerned on the significance of
interrelationship among demographic profile, leadership style and Adversity
Quotient, while the present study is on the leadership styles and management
practices of secondary school heads, its effect on teachers’ organizational
commitment.

Moore (2012) did a study entitled, “Ethical Climate, Organizational
Commitment, and Job Satisfaction of Full-Time Faculty Members”. The purpose
of this quantitative study was to better understand the relationship of perceived
ethical climate on the organizational commitment and job satisfaction of full-time
faculty members in institutions of higher education. Analysis of data gathered
found significant differences in self-reported levels of organizational commitment
and job satisfaction for full-time faculty members with regards to type of perceived
ethical climate (i.e. egoism, benevolence, and principled). Results of this study also
indicated that gender differences play a significant role in the self-reported level
of organizational commitment. Females reported higher levels of organizational

commitment than their male counterparts. There was no significant difference in
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the self-reported levels of job satisfaction based upon gender differences. Finally,
the results of the study included a significant and positive correlation between the
total organizational commitment scores and the total job satisfaction scores of
respondents.

The study of Moore is very much similar to the present study since the main
variables involved in both studies pertained to organizational commitment and
teachers. In a sense, the two studies differed in focus. The study of Moore was
concerned on the relationship between organizational commitment and job
satisfaction while the present study tried to determine if management practices
and leadership styles of school heads influence teachers’ organizational
commitment.

Gehlawat (2012) made a study entitled, “Organizational Commitment in
relation to Job Satisfaction and Work Motivation of Secondary School Teachers
Working in Different Types of Schools”. The study was planned to ascertain the
effect of type of schools, job satisfaction, work motivation, gender and teaching
experience on the organizational commitment of the teachers. The findings of the
study reported significant main effects of type of schools and gender on the
organizational commitment of the teachers whereas the triple interaction effect of
the variables type of schools, job satisfaction and gender on organizational
commitment was found to be non-significant. Significant interaction effects of type
of schools and job satisfaction; job satisfaction and gender, and type of schools and

gender were found on the organizational commitment of the teachers. On
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exploring the effect of type of schools, work motivation and teaching experience
on the organizational commitment, work motivation and teaching experience
were found to have a significant main effect on the organizational commitment of
the teachers. The study further revealed a significant double interaction effect of
work motivation and teaching experience on the organizational commitment of
teachers.

The study of Gehlawat is deemed similar to the present study since both
study involved organizational commitment of teachers. The difference between
the studies though is on other variables used like work motivation and job
satisfaction which were not considered in the present study but instead, on
management practices and leadership styles.

The findings of Suraya and Yunus (2012) in their study entitled, “Principal
Leadership Styles in High-Academic Performance of Selected Secondary Schools
in Kelantan Darulnaim”, suggested that most of the teachers had positive views
towards the principal leadership styles in enhancing teaching-learning process in
their schools. It was also identified that there was a sense of awareness and
consciousness among teachers on the role of principal in ensuring and
determining academic excellence. The principal was generally perceived to
display a high degree of transformational leadership, especially in the domain of
inspirational influence, which ranked highest in terms of frequency of occurrence.
This was followed by the leadership attributes of intellectual stimulation and

charisma, which were also displayed rather in frequently, or at least, sometimes.
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Comparatively, the principals’ individualized consideration was the least
observed behavior. Perhaps, this can be explained by the notion that was humanly
impossible and unworkable for one person (the principal himself) to give
individual attention to every teacher in the school in every area of need.
Conclusively, strong principal leadership was perceived to be one of the most
important contributory factors to a school’s success. Other important factors
included a more disciplined environment, better academic approach in teaching
and learning process, teachers’ dedication and cooperation, team spirit, good
teacher-student relationship, students’ improved attitude towards education, and
the emphasis on the importance of the national language.

The study of Suraya and Yusuf has similarity with the present study in the
sense that both are concerned with the leadership styles of secondary school heads
though they differ in their variable. The former is concerned on the leadership
styles to obtain high academic performance, while the present study was
concerned both on the leadership styles and management practices of secondary
school heads their impact to teachers’ commitment as a classroom teacher.

Manaog (2011) did a study entitled, “Background Characteristics,
Empowerment, and Professional and Organizational Commitment of the Faculty
of State Universities in Region VIII” for the purpose of determining the
relationships between organizational commitment with background
characteristics and empowerment. Results revealed that background

characteristics such as gender, educational attainment, and self-esteem were not
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related to organizational commitment.

The above study is related to the present study in terms of the variable on
organizational commitment. The two studies differ in that the other variables such
as empowerment and professional commitment were not treated in the present
study.

Based on the findings of the study of Canivel (2010), on Principals’
Adversity Quotient (AQ): Styles, Performance and Practices, the following
conclusions were drawn: (1) The adversity quotient profile measured the
principals’ adversity quotient to improve oneself in dealing with difficulties
encountered in school; (2) The four dimensions of AQ measure exactly the AQ of
an individual. The more control one had, the more one had to take positive action.
Origin and ownership stood for blame and accountability. The reach dimension
evaluated how far hardship affected one’s life and endurance took action on how
adversity last; (3) The AQ of principals in Rizal was not generally far behind the
standards provided by Stoltz in 2009; (4) The principal respondents preferred
participating leadership styles followed by selling and delegating as against telling
leadership styles; (5) If one wanted to succeed as leader, one must not stick with
only a single leadership style, but made use of other styles that may fit the
situation; (6) The AQ was very important for a principal to succeed in his/her
performance and practices in school; (7) The principals were mostly at age 50
years old, female, married, with continuing studies, served as faculty for 21

years and held the principalship for less than 5 years; (8) Though the principals’
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AQ resulted in a very weak or no relationship with leadership style still the
researcher believed that AQ had something to do with leading, and (9) The
researcher held that her school visitations to gather and interview her respondents
she had noted the exemplary characteristics of principals.

The study of Canivel is comparable with the present study in the sense that
both studies evaluated the leadership styles of school heads, however, they differ
in their reference. The former assessed the adversity quotient of the leadership
style, performance and practices while the present study evaluated the leadership
styles and management practices and its effect to teachers’ organizational
commitment.

The study of Conul (2010), entitled, “Background Characteristics and
Leadership Skills of Principals and Academic Performance of Senior High School
Students in the Division of Ormoc City”. The study revealed that these factors, the
background characteristics and the leadership skills had no significant
relationship with academic performance of the students. This implied that these
two independent variables did not predict the academic performance of the
students. Low correlations were established. This was maybe due to the small
sample size for only 9 principals were studied. It was recommended that a bigger
sample size be considered by future researchers.

However, the results also showed the level of leadership skills of the
principals and the academic achievement of the students in a given test. For this,

the group concerned will have to focus in strengthening the principals” leadership



54

skills and improve areas where the management function is quite wanting. This
could also be an eye opener to the administrators in Ormoc City Division to
supervise classroom instruction and curricular activities rigidly, aiming at the
improvement of the students” academic performance.

Furthermore, the demographic profile of the principal-respondents
suggested that most of the principals of the secondary schools in Ormoc City
Division had taken graduate studies and graduates of master’s degree in
education. Only one principal was a doctorate holder while majority were master’s
degree holders.

The above study is related to the present study in terms of one of the
variables used, both were focused on the leadership style. It differed on the
respondent aspect, the former used the student-respondents, while the present
study used the teacher-respondents. The former was concerned on the leadership
styles to obtain students’ high academic performance, while the present study was
concerned both on the leadership styles and management practices of secondary
school heads its influence to teachers’ commitment in the organization.

From the study of Raagas (2008), entitled, “Predictors of Teachers
Performance” he found out that one of the predictors of the teachers’ performance
was the leadership style practiced by the administrators, from the supervisors to
the school heads. The teachers aimed to excel in their performance, however it was
suppressed by the autocratic and demanding attitudes of the superiors. Moreover,

there was the dependency relationship between the attitude of the superiors and
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the performance of the teachers.

From the findings of the study, Raagas recommended that the superior
consider humanism in dealing with their subordinate-teachers. While teachers
aimed to professionally grow in the teaching profession, superior must support
them and even encourage them through advance education.

The two studies are related since both delved on the performance of the
teachers as influenced by the leadership styles practiced by the school heads. They
differ however in the scope of the study. The former considered influence of all
superiors or administrators as the predictors of teachers’ performance, while the
present study considered the level of performance of school principals in relation
to principals’ profile.

McMahon (2007) conducted a study entitled, “Organizational
Commitment, Relationship Commitment and Their Association with Attachment
Style and Locus of Control”. This exploratory study determined if individuals
commit to their organizations as they do to partners in their personal relationships,
and if dimensions of each commitment are related to attachment style and locus
of control. Results revealed that age and locus of control were related to affective
commitment, and age remained a significant predictor of affective commitment
when locus of control was held constant.

The study of McMahon is related to the present study because they
involved organizational commitment as one of the variables. However, the

previous study was after the association between organizational commitment and
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commitment to relationship between partners while the present study was on the
influence of management practices and leadership styles on organizational
commitment.

In the light of the findings of the study of Cajurao (2006), entitled,
“Professional Opportunities: Their Implications to Teachers Performance in the
State Colleges in Samar”, he concluded that the professional opportunities in some
state colleges in the Province of Northern Samar were given only to a selected few,
particularly to those who were close to the administrators. In further conclusions,
he stated that professional opportunities given by the administrators did not
significantly affect the teachers’ performance.

In relation to the conclusions derived by Cajurao, he recommended the
following: 1) equal in the giving of the professional opportunities in state colleges
must be observed by the administrators to maintain a favorable atmosphere and
to uphold the morale of its personnel; 2) state colleges should continue giving
professional opportunities not only to upgrade competence and improve
performance, but also for professional growth which was necessary in the
accreditation of the institution, and 3) in order to synchronize the system of giving
professional opportunities in the state colleges, a personnel development program
was recommended for implementation.

The study of Cajurao is in parallel with the present study in the sense that
both studies delved on the teachers’ performance, however, they differ in the

variable of the study. The former considered the professional opportunities and
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their implications to teachers’ performance, while the present study considered
the leadership styles and its impact to teachers’ level of commitment.

De Vera (2006) in his study entitled, “The Personality Traits and
Professional Competencies of Administrators in Hindang District, Leyte Division
as Perceived by their Teachers”, revealed the following findings: 1) in-service
training program imbued the ability to both the administrators and the teachers
for the improvement of classroom activities; 2) cultural and professional societies
improved teaching competencies, and 3) summer and vacation classes stimulated
self-improvement of teaching.

The study of De Vera is parallel to this present study for the reason that
both studies attempted to assess performance, but because the former study
delved on the attitudes and competencies of the administrators and the present
study on the extent of leadership style practiced by secondary school heads and
its influence to the commitment of the teachers, they differed from each other.

The above-cited literature and studies were instrumental in helping the

researcher in gaining insights as to the processes that were involved in this study.



Chapter 3

METHODOLOGY

This chapter presents the research design, instrumentation, validation of
instrument, the sampling procedure, data gathering procedure and the statistical

treatment of data.

Research Design

The descriptive-correlational research design was employed in this study. It
identified the profiles of the school head-respondents and teacher-respondents,
their perceptions of the management practices and leadership styles of school
heads, and the organizational commitment of teacher-respondents. After which,
the perceptions of the two groups of respondents along management practices and
leadership styles were compared.

The study then employed correlational analysis to determine the
relationships between management practices and profile variates of school head-
respondents, and the relationship between management practices of school heads
and the organization commitment of the teacher-respondents.

Frequency counts, percentages, weighted means, t-test for independent
samples, chi-square test, and Pearson- product- moment correlation coefficient

were utilized to analyze the data statistically.

58
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Instrumentation

This study made use of a questionnaire to gather the necessary data to
answer the specific questions. The questionnaire consisted of three parts for the
school head-respondents and four parts for the teacher-respondents.

For the school head-respondents, Part I solicited information regarding the
number of teachers supervised, years in the service, and place of assignment. Part
II was composed of several indicators intended to determine the management
practices of school heads along the eight domains. Each indicator was responded
using the following scales: 1= almost never true, 2 = seldom true, 3 = occasionally
true, 4 = frequently true and 5 = almost always true. The indicators were
formulated by the researcher based on her readings of the literature. Part III was
a leadership style inventory consists of 30 indicators which were developed by
Georgia’s Leadership Institute for School Improvement (2007). Each indicator was
responded to using the following scales: 1 - Almost Never True, 2 - Seldom True,
3 - Occasionally True, 4 - Frequently True and 5 - Almost Always True.

For the teacher-respondents, Part I sought personal information such as
age, sex, civil status, educational attainment, years of teaching experience and
performance rating. Part Il and Part III consist of indicators intended to determine
the perceived management practices along the eight domains and leadership
styles of school heads, respectively. The indicators for the management practices
were parallel to that of the indicators for school head-respondents including the

responses. Part IV pertained to the level of organizational commitment. In this
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part, the researcher used the Organizational Commitment Questionnaire by
Mowday (2009). The said questionnaire consisted of 28 indicators where each
statement was on a 5-point scale with scale point anchors labeled as: 1 = almost
never committed, 2 = slightly committed, 3 = moderately committed, 4 = very

committed and 5 = almost always committed.

Validation of the Instrument

The researcher drafted the questionnaire and to ensure validity, said
questionnaire was presented to one member of the panel committee and to her
adviser. After integrating the comments and suggestions, printed were 15 copies
of the questionnaire for the school head-respondents and 15 copies of the
questionnaire for the teacher-respondents. The questionnaire was personally
delivered and administered to 15 school heads and 225 teachers from 15 schools
in Calbayog City Division, Calbayog City. The said questionnaires were also
retrieved personally by the researcher and the retrieval of the accomplished
questionnaire took the researcher three days which included the administration.
After a week, the same questionnaires were administered again to same school
heads and teachers.

The data collected were encoded in Microsoft Excel and using test-retest,
the Pearson Product Moment Correlation coefficient obtained was 0.91 interpreted

as reliable for group research.
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Sampling Procedure

The respondents obtained the list of all public secondary high schools
including the number of teachers and the names of the school heads from the
Samar Division Office, Catbalogan City Division Office, assigned to public
secondary high schools of Samar Division including Catbalogan City Division as
reflected in Appendix A. The letter also solicited the Schools Division
Superintendents and school heads to administer the questionnaires as part of the
conduct of the study.

A total of 60 school heads coming from 60 schools were taken as samples
and a population of 320 male teachers and 875 female teachers for a total of 1195
teachers. The actual sample size was reduced to 84 male teachers and 217 female
teachers for a total of 301 respondents after employing stratification and Yamane's

formula (1967).

Data Gathering Procedure

After determining and identifying the school heads and number teacher-
respondents, the researcher personally delivered, administered and retrieved the
accomplished questionnaires. Data gathering started during the first week of
January 2016 and it took the researcher three weeks to field the questionnaires
including the retrieval, starting December 21, 2015 to February 2016.

From the retrieved questionnaires, the data were encoded in Microsoft

EXCEL in preparation for the statistical analysis. Statistical analysis was done at
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the Graduate School Statistical Center of the Samar State University (SSU),

Catbalogan City.

Statistical Treatment of Data

The data collected were encoded and tabulated accordingly and had
undergone the following descriptive and inferential statistical tests.

Chi-square test. This was used to determine the difference between the

school head-respondents and the teacher-respondents of the leadership styles of
school heads.

Frequency Count and Percentage. This was used in reporting the profile of

the school head-respondents in terms of the number of teachers supervised, years
in the service, and place of assignment. On the part of the teacher-respondents,
the same was used in reporting age, sex, civil status, educational attainment, years
of teaching experience, and performance rating.

Mean. This statistical measure was used to determine the quantitative
characteristic on age, years of service, teaching experience and performance rating.

Weighted means. This was used to determine the management practices of

school heads and organizational commitment of teacher-respondents.

t-test for independent samples. This was used to test the significant

difference in perceived management practices between the school head-
respondents and teacher-respondents.

Pearson r. This was employed to determine the relationships between
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paired variables like profile and management practices, management practices

and leadership style, and management practices and organizational commitment.

Values of r

+0.00-%0.20

+0.21-+0.40

+041-+0.70

+0.71-+£0.90

+091-+0.99

+1.00

Interpretation
Negligible Correlation
Low/Slight Correlation
Marked /Moderate Correlation
High Correlation
Very High Correlation

Perfect Correlation

Moreover, statistical tests of data were facilitated using the Statistical

Package for Social Scientists (SPSS) at 0.05 significance level, two-tailed.



Chapter 4

PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA

This chapter presents the pertinent data gathered, the analysis done as well
as its corresponding interpretation of data gathered in connection with the specific

questions posed in the study.

Profile of School Head-Respondents

The profile of the school head-respondents in terms of number of teachers
supervised, years in service and place of assignment are presented and discussed

below.

Number of Teachers Supervised. Table 1 gives the number of teachers

supervised by school head-respondents.

Table 1

Number of Teachers Supervised

Number of Teachers f Percent

> 40 5 8.3
37 - 40 2 3.3
33 -36 3 5.0
29 - 32 6 10.0
25-28 3 5.0
21-24 3 5.0
17-20 5 8.3
13 -16 15 25.0
9-12 11 18.3

5-8 7 11.7
Total 60 100.00
Mean 23 teachers

SD 2 teachers

64
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As can be gleaned from the Table, 15 or 25.0% of the school head-
respondents were supervising 13-16 teachers. This was followed by 11 or 18.3%
of them supervising 9-12 teachers. More than 40 teachers were the highest number
of teachers under the supervision of 5 or 8.3%. The lowest number of teachers
supervised was 5-8 teachers by seven or 11.7% of the school head-respondents.

The mean number of teachers supervised was 23 teachers with a standard
deviation of 2 teachers.

Years in Service. Table 2 shows the distribution of school head-

respondents in terms of number of the years of service.

Table 2

Years in Service

Years in Service f Percent
41 - 45 1 1.7
36 - 40 0 0
31-35 4 6.7
26 - 30 6 10.0
21 -25 18 30.0
16 - 20 8 13.3
11-15 8 13.3

6-10 6 10.0
1-5 8 13.3
<1 1 1.7
Total 60 100.00

Mean 18.02 yrs
SD : 9.62 yrs

About 18 or 30.0% of the school head-respondents had been in service for
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21-25 years. Next were 8 or 13.3% of them had been in the service for 16-20 years,
11-15 years and 1-5 years, respectively. The longest year of service was 41-50 years
by one or 1.7% of the school head-respondents. The shortest length of service was
below 1 year by one or 1.7% of the school head-respondents.

The mean length of service was 18.02 years accompanied by a standard
deviation of 9.62 years.

Place of Assignment. Presented in Table 3 is the distribution of school

head-respondents according to their place of assignment.

Table 3

Place of Assignment of School Head-Respondents

Place of Assignment F Percent
Upland 13 21.7
Lowland 28 46.6
Coastal 19 31,7
Total 60 100.00

Revealed in Table 3 were 28 or 46.6% of the school head-respondents who
were assigned in lowland schools, 19 or 31.7% in coastal areas and 13 or 21.7 in

upland schools.

Profile of Teacher-Respondents

This section presents the profile variates of the teacher-respondents along
age, sex, civil status, educational attainment, years of teaching experience and

performance rating.
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Age and Sex. Table 4 shows the distribution or school head-respondents
according to their age and sex. About56 or 18.6% of the teacher-respondents
were 33-36 years old consisting of 21 or 7.0% males and 35 or 11.6% females. Next
were 42 or 14.0 % at aged between 25-28 years old composed of 13 or 4.3% of the

males and 29 or 9.6% of the females. The oldest was 61-65 years old by three or

Table 4

Age and Sex Distribution of Teacher-Respondents

Respondents' Category

Age

(in yrs) Male Female Total  Percent
F Percent I Percent
61 - 64 2 0.7 1 0.3 3 1.0
57 - 60 1 0.3 9 3.0 10 3.3
53 - 56 4 1.3 9 3.0 13 43
49 -52 4 1.3 14 4.7 18 6.0
45 - 48 8 2.7 21 7.0 29 9.6
41-44 8 2.7 22 7.3 30 10.0
37 -40 7 2.3 24 8.0 31 10.3
33 -36 21 7.0 35 11.6 56 18.6
29-32 6 2.0 34 11.3 40 133
25-28 13 43 29 9.6 42 14.0
21-24 8 2.7 16 53 24 8.0
NS 2 0.7 3 1.0 5 1.7
Total 84 27.9 217 72.1 301 100.00
Percent 27.91 33.22 72.09 100.00
Mean 36.67 yrs 37.43 yrs 37.22 yrs

SD 9.93 yrs 9.86 yrs 9.87 yrs
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1.0% of the teacher-respondents made up of two or 0.7% males and one or 0.3%
female. The youngest were 21-24 years old by 24 or 8.0% of the teacher-
respondents. However, five or 1.7% of the teacher-respondents did not reveal
their age.

The mean age of the teacher-respondents was 37.22 years with a standard
deviation of 9.87 years.

Civil Status. Table 5 reflects the distribution of teacher-respondents in
terms of their civil status. As can be gleaned from the Table 5, 196 or 65.1% of the
teacher- teacher-respondents were married, 84 or 27.9% were still single, 11 or
3.7% were widow(er) and six or 2.0% were separated from their partners. Four of

1.3% of the teacher-respondents did not indicate their civil status.

Table 5

Civil Status of Teacher-Respondents

Civil Status f Percent
Single 84 27.9
Married 196 65.1
Separated 6 2.0
Widow/er 11 3.7
Not Specified 4 1.3
Total 301 100.00

Educational Attainment. The distribution of teacher-respondents with

regards to their educational attainment is provided in Table 6. One hundred sixty-

three or 54.2% of the teacher-respondents had earned units in masteral programs;
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71 or 23.6% were BEED and BSEd graduates, and 48 or 15.9% were masteral
graduates. Still on educational attainment, nine or 3.0% were doctoral graduates
and masteral CAR holders, respectively. One or 0.1% of the teacher-respondents

however, did not indicate his or her educational attainment.

Table 6

Educational Attainment of Teacher-Respondents

Educational Attainment f Percent
Doctoral Units 9 3.0
Masteral Graduate 48 15.9
Masteral CAR 9 3.0
Masteral Units 163 54.2
BEED/BSED Graduate 71 23.6
Not Specified 1 0.3

Total 301 100.00

Performance Rating. Table 7 shows the performance rating of the teacher-

respondents for the past three years. As can be gleaned from the entries of Table
7, the performance ratings of the teacher-respondents for the last three years is

very satisfactory. Only a few had satisfactory and outstanding performance.
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Table 7

Performance Rating of the Teacher-Respondents
for the Past Three Years

Pesformance Rating Year1 (2012-2013) Year?2 (2013-014) Year 3 (2014 - 015)

f Percent F Percent f Percent
Satisfactory 0 0.00 2 0.66 3 1.00
Very Satisfactory 262 87.04 247 82.06 225 74.75
Outstanding 34 11.30 29 9.63 19 6.31
Not Specified 5 1.66 23 7.64 54 17.94
Total 301 100.00 301 100.00 301 100.00

Management Practices of School Head as Perceived by
School Head-Respondents and Teacher-Respondents

The different management practices of school heads as perceived by school
head-respondents and teacher-respondents along the domains of adaptability;
aligning performance for success through planning, organizing, and delegation;
building  relationships/valuing  diversity; = communication;  conflict
management/problem solving; developing others/coaching; ethics; and
organizational awareness/ strategic thinking and decision making are presented
in several tables in the succeeding pages.

Adaptability. Table 8 reflects the weighted mean of the indicators used to
determine the perceptions of school head-respondents and teacher-respondents

along the management practice of adaptability.



Table 8

Management Practices of the School Heads as Perceived by
School Head-Respondents Themselves and the

Teacher-Respondents along Adaptability

71

School Head Teacher
Indicators Weighted Inter- Weighted Inter-
Means pretation Means pretation
1. T readily adapt changes in the 445 HP 450 VHP
educational system. ) E
2. I am not hesitant to implement new 450 HP 448 HP
ideas about effective management. [ '
3. I am willing to be assigned to other 408 HP 402 HP
schools. ' L
4. I maintain effectiveness  when 418 HP 430 HP
experiencing change. i L
5. I am optimistic and have the courage to 498 HP 433 HP
take calculated risks. ' |
6. Iam tolerant of ambiguity. 3.88 HP 3.88 HP
7. Iam flexible, open and receptive to new 467 VHP 445 HP
ideas and approaches. ’ !
8. Irespond positively to change,
embracing and using new practices or
values to accomplish goals and solve e e bk gl
problems.
9. Iadaptapproaches, goals, and methods
to achieve solutions and results in 4.40 HP 4.39 HP
dynamic situations.
10. Icope well and help teachers deal with
the ongoing demands of change; see
and show teachers the benefits of oo i g B
change.
11. Irecover quickly from setbacks, and
finds alternative ways to reach goals or 4.37 HP 432 HP
targets.
12. Imanage change in a way that reduces
the concern experienced of teachers and 4.33 HP 4.26 HP
clarifies priorities when leading change.
CGeand Mean 4.35 HP 431 HP

Legend: 4.51-5.00 Very Highly Practiced (VHP)
3.51-4.50 Highly Practiced (HP)
2.51-3.50 Moderately Practiced (MP)
1.51-2.50 Slightly Practiced (SP)
1.00-1.50 Not Practiced (NP)
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Table 8 shows that both the school head-respondents and the teacher-
respondents had different perceptions of the management practice along
adaptability particularly on indicator 1, (I readily adapt changes in the educational
system) which was perceived by the school head-respondents at 4.45 and
interpreted as “highly practiced”, the teacher-respondents’ 4.52, and interpreted
as “very highly practiced”. Indicators 7 which said “I am flexible, open and
receptive to new ideas and approaches” was perceived by the school head-
respondents at 4.67, and interpreted as “very highly practiced”. This perception
was negated by the teacher-respondents at a weighted mean of 4.45 and
interpreted as “highly practiced” only. The same perception of “very highly
practiced” was also the rating given by the school head-respondents of indicator
8 (I respond positively to change, embracing and using new practices or values to
accomplish goals and solve problems) at 4.52 and indicator 10 (I cope well and
help teachers deal with the ongoing demands of change; see and show teachers
the benefits of change) at a rating of 4.55. These two indicators (8 and 10) were
perceived by the teacher-respondents at 4.44 and 4.32 interpreted as “highly
practiced”. The rest of the indicators (2, 3, 4, 5, 6, 9, 11 and 12) obtained a weighted
mean rating of 3.51-4.50 by both groups of respondents which was interpreted as
“highly practiced”.

The overall perception of both respondents of the study was the same along

the management practice of adaptability between the school head-respondents
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and the teacher-respondents as evidenced by a grand mean of 4.35 and 4.31
and interpreted as “highly practiced”.

Aligning Performance for Success through Planning, Organizing, and

Delegation. In Table 9 are presented the weighted means of the indicators
intended to measure the perceptions of the school head-respondents and the
teacher-respondents of the management practice pertaining to aligning
performance for success through planning, organizing, and delegation.

Of the twelve indicators pertaining to aligning performance for success
through planning, organizing, and delegation, three indicators obtained weighted
mean ratings of 4.51-5.00 interpreted as “very highly practiced”, from school-head
respondents. However, a lower level of performance was perceived by the
teacher-respondents at a value of 3.514.50 interpreted as “highly practiced” only.
These were indicator 3 (I create a learning environment for all teachers) at 4.53
from the school head-respondents and 4.32 from the teacher-respondents, and
indicator 4 (I share responsibility and accountability by allocating decision making
authority and responsibility among teachers) at 4.63 and 4.38, respectively. The
remaining indicators obtained the weighted means of 3.15-4.51 from both groups
of respondents interpreted as “highly practiced”.

The overall perceptions of the two groups of respondents as to aligning
performance for success through planning, organizing, and delegation was the
same as supported by grand means of 4.37 and 4.26 which fell in the 3.15-4.50, thus

interpreted as “highly practiced”.
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Table 9

Management Practices of the School Heads as Perceived by School
Head-Respondents Themselves and the Teacher-Respondents
Along Aligning Performance for Success through Planning,
Organizing, and Delegation

School Head Teacher
Indicators Weighted Inter-  Weighted  Inter-
Means pretation Means  pretation

1.  Ifocus and gulde teache;rs in accomplishing 445 HP 432 HP
work operations and objectives.

2. I scope out length and difficulty of tasks/
projects and establish an approach to achieve 423 HP 4.26 HP
school goals.

3. I create a learning environment for all 453 VHP 432 HP
teachers.

4. I share responsibility and accountability by
allocating decision making authority and 4.63 VHP 4.38 HP
responsibility among teachers.

5. I measures performance against school goals 440 HP 496 HP
and evaluate results.

6. I provide timely guidance, feedback, and 437 HP 424 HP

clarification of expectations.

7. Ifocus and g_uide teachers in agcomp]ishing 445 VHP 432 Hp
work operations and school objectives.

8. I identify the sequence of tasks and the
resources needed to achieve a goal, and 445 VHP 427 HP
prioritize key action steps.

9.  Iseek and use teachers” input about critical

actions, timelines, sequencing, scope, 417 Hp 418 HP
methodology, expected outcomes, and
priorities.
10. I create realistic schedules for projects and
follow them and evaluate progress against 4.30 HP 420 HP

schedule and goal.
11. I monitor and evaluate social, fiscal, and
political trends ‘Fhat affect school plans and 423 HP 417 HP
prepares strategies to deal with problems or
drastic changes
12. I evaluate proposed actions and timelines
against school mission qnd values and 428 HP 419 HP
integrate the current plan with other plans as
needed to achieve the overall mission.

Grand Mean | 437 | HP | 426 HP

Legend: 4.51-5.00 Very Highly Practiced (VHP)
3.51-4.50 Highly Practiced (HP)
2.51-3.50 Moderately Practiced (MP)
1.51-2.50 Slightly Practiced (SP)
1.00-1.50 Not Practiced (NP)
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Building Relationships/Valuing Diversity. The weighted means of the

different indicators for the management practice along building relationships/valuing
diversity from both groups of respondents are given in Table 10.

Of the eleven indicators, six indicators showed a difference in perceptions between
the school head-respondents and the teacher-respondents. These were indicators
2 (I appreciate and leverage the capabilities, insights and ideas of teachers,
weighted mean = 4.57); 3 (I have the ability to collaborate, motivate, and work
effectively with teachers, weighted mean = 4.55); 5 (I maintain an open,
approachable manner, and treat teachers fairly and respectfully to preserve
teachers’ self-confidence and dignity, and shows regard for their opinions,
weighted mean = 4.68); 7 (I build rapport by listening to, discussing and
negotiating with, and rewarding, encouraging, and motivating teachers, weighted
mean = 4.57); 9 (I celebrate school success and achievement and support the good
ideas of teachers, weighted mean = 4.52), and 10 (I promote the contributions and
accomplishments of teachers to those concerned, weighted mean = 4.60) with
the weighted means falling between 4.51-5.00, thus interpreted as “very highly

practiced” by the school head-respondents.

Against this perception of the school heads, the teacher-respondents rated
the same indicators between 3.51-4.50 and interpreted as “highly practiced”. The
rest of the indicators were rated by the two respondents as between 3.51-4.50 and

is interpreted as “highly practiced”.
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Table 10

Management Practices of the School Heads as Perceived by School
Head-Respondents Themselves and the Teacher-Respondents
Along Building Relationships/Valuing Diversity

School Head Teacher
Indicators Weighted Inter- | Weighted | Inter-
Means pretation Means pretation

1. I seek, develop and utilize collaborative
relationships to facilitate the 448 HP 4.34 HP
accomplishment of work goals.

2. I appreciate and leverage the capabilities,
insights and ideas of teachers.

3. I have the ability to collaborate, motivate,
and work effectively with teachers.

4. I advocate and take actions to increase
diversity in the school. e L i e

5. I maintain an open, approachable manner,
and treat teachers fairly and respectfully to
preserve teachers’ self-confidence and
dignity, and shows regard for their opinions.

6. Iseek and consider ideas of teachers who
are reluctant to express their points of view
and anticipate and recognize the concerns 4.45 HP 4.22 HP
of other teachers, even if those concerns are
not openly expressed.

7. Ibuild rapport by listening to, discussing
and negotiating with, and rewarding, 4.57 VHP 4.32 HP
encouraging, and motivating teachers.

8. I seek to resolve confrontations and
disagreements constructively and focus on
the situation, issues, or behaviors, rather Sait s et B
than on the teacher.

9. Icelebrate school success and achievement
and support the good ideas of teachers. .52 VHE e S

10. I promote the contributions and

4.57 VHP 4.29 HP

4.55 VHP 4.40 HP

4.68 VHP 4.34 HP

accomplishments of teachers to those 4.60 VHP 4.29 HP
concerned.
11. I demonstrate a balance between building
rapport and getting the work done inside the 447 HP 4.32 HP
school.
Grand Mean 4.52 VHP 4.31 HP

Legend: 4.51-5.00 Very Highly Practiced (VHP)
3.51-4.50 Highly Practiced (HP)
2.51-3.50 Moderately Practiced (MP)
1.51-2.50 Slightly Practiced (SP)
1.00-1.50 Not Practiced (NP)
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As a whole, the two groups of respondents differed in their perceptions on
the management practice along building relationships/valuing diversity. To the
school head-respondents, they perceived it as “very highly practiced” supported
by a grand mean of 4.52. To the teacher-respondents, on the other hand, their
grand mean was 4.31 and interpreted as “highly practiced”.

Communication. Table 11 reflects the perceptions of the two groups of

respondents on the management practices of school heads along communication
in terms of the weighted means of the indicators.

Of the nine indicators for the management practices along to
communication, four indicators revealed a difference in perceptions between the
school head-respondents and the teacher-respondents. The four indicators
obtained a weighted mean rating from the school head-respondents at 4.51-5.00,
interpreted as “very highly practiced”. On the other hand, same indicators
obtained the weighted mean ratings of 3.51-4.50 from the teacher-respondents and
interpreted as “highly practiced”.

The indicators were indicator 1 (I convey information clearly and concisely
to teachers either verbally or in writing to ensure they understand the information
and message) at a weighted mean of 4.62 from the school head-respondents and
4.32 from the teacher-respondents; indicator 3 (I listen and respond appropriately
to the needs of teachers) at 4.55 and 4.22; indicator 5 (I present information among
teachers clearly, concisely, and logically; and focus on key points) at 4.57 and 4.35,

and indicator 6 (I give teachers time to process information and ask questions
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Table 11

Management Practices of the School Heads as Perceived by School
Head-Respondents Themselves and the Teacher-Respondents

Along Communication
| School Head Teacher
Indicators Weighted Inter- Weighted Inter-
Means pretation Means pretation

1. I convey information clearly and
concisely to teachers either verbally or

in writing to ensure they understand 62 YL i =
the information and message.

2. I present information suited to the
characteristics and needs of the 4.50 HP 4.27 HP
teachers.

3. Ilisten and respond appropriately to 455 VHP 4.2 HP

the needs of teachers.

4. I use correct vocabulary and grammar
and avoid slang and offensive 4.35 HP 4.30 HP
language when talking with teachers.

5. I present information among teachers
clearly, concisely, and logically; and 4.57 VHP 4.35 HP
focus on key points.

6. I give teachers time to process
information and ask questions during 4.67 VHP 4.34 HP
meetings.

7. Iread teachers” actions, and adjust
tone and style accordingly.

8. T use plain talk to explain complex or
technical concepts; and vary content,
style, and form to suit the subject, the 4.50 HP 4.34 HP
purpose, and the needs of the
teachers.

9. Icapture and hold teachers” attention,
and use language, inﬂecﬁon', pauses, 422 HP 4.3 HP
and body language for increased
impact.

4.37 HP 4.22 HP

Grand Mean 4.48 HP 4.29 HP

Legend: 4.51-5.00 Very Highly Practiced (VHP)
3.51-4.50 Highly Practiced (HP)
2.51-3.50 Moderately Practiced (MP)
1.51-2.50 Slightly Practiced (SP)
1.00-1.50 Not Practiced (NP)
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during meetings) at 4.67 and 4.34. In the remaining indicators, both groups of
respondents rated the indicators at 3.51-4.50 which meant that both groups had
“highly practiced” perceptions on communication.

The overall perceptions of the two groups of respondents were the same
along the management practice of communication which is “highly practiced” as
supported by the grand means of 4.48 and 4.29.

Conflict Management/Problem Solving. Presented in Table 12 are the

weighted means and corresponding interpretations as to the perceptions of the
two groups of respondents on the management practice along conflict
management and problem solving. Inspection of the table reveals that all eight
indicators used to measure the perceptions of the school head-respondents and
the teacher-respondents on the management practice along conflict management
and problem-solving obtained the weighted mean ratings between 3.51-4.50,
interpreted as “highly practiced”.

The overall perceptions of the two groups of respondents were the same
which was “highly practiced” as supported by the grand means of 4.12 and 4.21

which were within the 3.51-4.50 interpretation range for “highly practiced”.
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Table 12

Management Practices of the School Heads as Perceived by School
Head-Respondents Themselves and the Teacher-Respondents
Along Conflict Management/Problem-Solving

School Head Teacher

Indicators Weighted  Inter- Weighted  Inter-
Means  pretation  Means pretation

1. I identify problems, determine possible
solutions, and actively work to resolve
issues by focusing on listening and
understanding.

2. I make excellent at honest analysis of
conflicts among teachers.

3. I equitably create common agreemen