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ABSTRACT

This study attempted to assess the motivational styles of school
principals and their implications to the development of effective elementary
schools in Samar. As to the executive style, this was assessed by the principals
to be “often practiced” by the principals which obtained weighted means of
3.43 from the principals and 2.91 from the teachers. For the developer style of
motivation, the principals assessed themselves to have “often practiced” this
style while the teachers considered the principals to have “moderately
practiced” developer styles as evidenced by the obtained weighted means of
3.61 and 3.28 respectively. As revealed by the responses given by the
principals themselves and teachers, it can be said that the elementary school
principals in Samar Division employed varied motivational styles, with
deserter style as the least used. This is indicative of the ability of the school
principals to be able to shift from one motivational style to another as called
for by the situation they were in. For the recommendation, there is a need to
further reinforce the desire of principals to pursue professional advancement
to enhance their administrative and/or managerial skills. One way to do this
is by granting them scholarships to enable them to finish their graduate and
post-graduate courses. Food transportation as well as book allowances should
be afforded to them as one way of giving them incentive for their good

performance as principals.
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Chapter 1

THE PROBLEM: ITS BACKGROUND

Introduction

Motivation and management are regarded by. many as
synonynous, because when one tries to motivate, he performs
the task of management, and when he manages, he necessarily
motivates regardless of what stvle of motivation he emplovs.
However, if onge tries to manage but fails +to motivate
performance  and services delivery, then he cannot manage.
Management and motivation, therefore, should alwavs go
together in any organization. As enunciated by Drucker
{1284 ZI0&6-307) . "motivation is the flower of management.”

What motivation then is nesded fto obtain paalk
performance? The answer usually given by administrators or
managers is emplovee satisfaction, commonly called Job
satisfaction. But this is an almost meaningless concept.
Evern if it means somsthing, Jjob satisfaction would still not
be a sufficient motivation to fulfill the needs of an
agency orF institution, because it is one—-sided. A man may
e satisfied with his job because he finds fulfillment in
it, or his job permits him to get by. But h& may still be
dissatisfied because he is not contented with his cuwreent

level of responsibility, or because he wants to try a better

job, or he wants to improve his own work and that of his



group,  or  he wants to experience bigger challenges for a
common good. This kind of dissatisfaction iz the most
valuable attitude any agency can possess in its  emplovees,
and the most real sxpression of pride in their job and their
responsibility to their job.

Turban and Merideth (19853: 4-5) explained tha e pon -
sibility, therefore, not Job satisfaction, 1is ths best
motivation for it cannot be exchanged with money or any
material commodity. Monetary rewards or incentives are, of
COLLITSHE 4 important becausse they answer the immediate needs
and problems of employees, but they work negatively for the
emplovess  and  the manager. Material commodity motivates
only  where other factors have made the workesr  ready to
assums responsibility.

Acoording to the aforesaid authors, thers are four good

ways by which we can attempt to reach the goal of responsi-
blel workforce, and they are: (1) cargful placement, (2)
high standard of performance, (3 providing the workers with
necessary information to control themselves, and (4) provid-
ing opportunities for participation leading to  managerial
vision. Every manager is therefore responsible within his
authority for motivating his subordinates to be ~Esponsible
in motivating themselves.

Thwus, in sducational institutions particularly in the



elementary and high school, the key figure in management is
the school principal. In most instances, the succoess of the
principal  depends  greatly on his  attitudes towards his
superiors, his pesers, his subordinates, his clients, and his
style of motivation that go with the pesrsonal goals  that
are being pursued . Bucoesstul principals, through
introspective  study, wunderstand themselves, and apply this
self-knowledge to their interaction with superiors, peers,
subordinates, and clients. Treating people as  responsible
adults, understanding human needs, and providing & working
environmant in tune with this human needs are the basis for
effective mobtivaltion.

A school principal, therefors, must not only think of
the mission and goals of the institution and its programs
but must be greatly concerned with the expectations of the
work foroce, the clisnts, and the community of which he is an
integral part. His managerial ability determines the kind of
atmosphere observable in his agency., especially the
attitudes of the teachers, the parents, and the ey
officials in  the community. More often  than not, the
effects of his motivational stvle are reflected in  the
physical aspect of the institution and the community where
it iz located, including the beautification, Fealth  and

sanitation, and othsr tangible environmental conditions



within his managerial jurisdiction. The meritorious and
exemplary services of a principal are usually compensated
not only by praises from the people in the locality but also
by awards of recognition from higher authorities. Un the
cther hand, his failwres and shortcomings bscome his
haunting ghost most of the time. Bult the big guestion is,
"Why &are some principals effective in motivating people
while others are not?"

As observed by the researcher, all principals have a
COMIMDN goal in  achieving commendable resul ta, mast
particulariy the development and progress of the school.
They only differed in the style of motivation to tickle the

L 3
human resources into action that could generate positive

results. ‘Un his part, being a principal himself, he noted
that his styles of motivation varied depending on what is
called for by the situation as well as the characteristics
and nature of his subordinates.

It is in this context that the researcher was motivated
to  conduet  this study, the results of which may help
redirect the motivational styles of school principals, head

teachers and community leaders, thereby improving Life in

their school and their community.

Statement of the Probléem

This study attempted to assess the motivational styles
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of school principals and their implications the development
of effective elementary to schools in Samar. Specifically,
it sought answers to the following guestions:
1. What is the profile of slementary school principals
and teachers in selected schools in Samar with respect to:
1.1 &age and seuy
1.2 givil statusy
1.3 educational nqualificationi and
1.4 length of service?
2a As perceived by the principals themselves as  well
as their twachers, to what extent do the elementary school
principals practice the feollowing motivational stylss:
‘é.l attocratic styley

e
2-

3

benevolent—autocratic styles
2.% bursaucratic style;
2.4 compromiser style;

2.5 executive styley

2.4 developer styley
2.7 missionary styles and
2.8 deserter style?
Ha Is there a significant difference between the

perceptions of the two groups of respondents on the extent

to which the school principals practice the eight identified

motivational style?



4. What are the problems esncountered By the
school principals and the teachers relative T the
motivational styles of the principals?

S What solutions are suggested by the two groups of
respondents relative to the problems they sncountersd?

b. What implications for school development can be

drawry from the findings of the study?

Hypothesis

Based on the aforestated specific questions, the
following hypothesis was drawn and tested:

1. There is no significant difference between the
perceptions of the principals and the teachers on the estent
to which they practice the following motivational styles:

1.1 autocratic style:
1.2 benevolent-autocratic style;
i.% bureauncratic style;

1.4 compromiser styleg

1.5 executive styles
1.4 developer stylej
1.7 nmissionary style; and
1.8 deserter style.

Thecretical Framework

This study is anchored on Theory X and Y propounded by



MeBregor (198l: 251) which stipulates the motivational
styles of managers based on their assumptions about people.
Theory X assumes thats: 1) the average human being has an
inherent dislite for work and will try to avoid it if
possible; 2) because of dislike of work, most people must be
coerced, controlled, directed and threatened with punishment
to make them perform seffectivelvy: 3) the average person
lacks ambition, avoids responsibility and sesks security and
econcmic rewards above all else; 4} most people lacks
creative ability and are resistant to changey and 5) since
people are self-centered, they are not concernsd with other
goals of the organization.

Hence, managers who believe in this theory consider
that their role in an organization is to coerce and control
employeas.

Meanwhile, whan theorvy Y is used by managers, .they
assums  that their managerial role in an organization
includes development of their employees to their full
potentials. Subordinates are treated as mature and
responsible  individuals., Under thizs theory, some of the
assumptions include the following: 1) the axpenditurse of
phvsical and mental effort in work is as natural as play and
rests 2) people will esxercise self-direction and sSelf-—-

control in the service objectives to which they are



committed: ) commitment to obhjective is a funection of the
rewards  associated with achievementy 4) the average person
learns, under proper conditions not only to accept but to
seek responsibility; and 5) the capacity to exercise a
relatively high degree of imagination, ingenuity and
creativity in the solution of organizational programs, is
widely, not narrowly distributed in the population
{McBregor, 17981l: 126).

Hence in theory Y, more participation is better, that
the degres of participation which will be suitable depends
upon & variety of factors, including the problems or issues,’
the attitudes and past experiences of the subordinates as
well as the manager’'s skills. One of the major purposes of
the use of pakticipation is to encouwrage thes growth of
subordinates which includes their ability to accept respon—
sibility. Thus, the superior will be concerned to pick
appropriate problems or issues for discussion and decision.
Viewed thus, participation is not a panacea, & manipulative
device, a gimmick or -z threat. Whan ussd wisely and with
understanding, it is a natural concomittant of management by
integration and self-control (MacBregor, 1981l: 126).

Therefore, -~managerial leadership may be effective
through motivation by objectives and permitting subordinates

to experience personal satisfaction (Chruden and Sherman,



1980 284) .

Another theory utilized as anchorage of this study
refers to the sight motivational stvies identified by Reddin
and Hicks (1984: &68),, vir: 1) autocratic, 2) benevelent~
awtocratic, 3) bureaucratic, 4) compromiser, 3) executive,
&) developer, 7) missionary, and 8) deserter. These styles
manifest as one closely and continuously observe the

actuations of the manager.

Conceptual Framework

Figure 1 presents the schematic diagram of the
conceptual framawork giving an idea or a picture of what the
study is all about. It illustrates, among others, the
resegarch  environment or the physical and geographical
coverage of the study which embraces the complete slementary
schools in  the Division of Samar as depicted in  the base
Trames., The second frame shows the subiect of the study
which is the management styles of school principals as
perreived by the principals themselves and the teachers
under their supervision, which are shown in the smaller
frames. The two groups of respondents were made to assess
the extent +to which the principals practice the eight
identifisd motivational stvles, namely: 1) auntocratic, 2)
benevolent-autocratic, I} bureaucratic, 4) compromiser,

5) exgcutive, &) developer. 7)) missionary, and B) deserter.
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The upparmost  frames present the expected managemnent
redirections that may be instituted by the school
administration in order to attain the ultimate goal of the
study which is effective elementary schools. The arrows
painting upward show the movemsnt of the schema from the
jump—off point towards the goal of the study. The double
arrowheads betwesn the two boxes labeled “principals" and
"teachers" depicts the comparison 6f the responses of the
two giroups of respondents while the two-way arrow connecting
management redirections and the research environment shows
the feedback mechanism to snswe the attainment of the

uwltimate aim of the study, viz: effective slementary schools.

Significance of the Study

This 5tgdy on the motivational or sanagement styles of
school principals arnd  their implications to school
development was undertaken by the researcher in order to
gather inputs to management redirections towards & better
‘institutimnal climate imading to effective sthool
development in the division of Samar.

The findings of this study are expected to benefit the
elementary schools, principals, the teachers, the pupils
and their parents, and the community where they belong in

terms of pleasant and favorable organizational climate and




wholesomne . environment. Also, future researchers will  bene-

fit from the findings of this study as herein discussed.

To the elementary schools. The schools in gensral, are

the recipients of the fruits and outcomes of the wholesome
atmosphere ameng the school personnel in terms of physical

development, social transformation and economic advancement.

To _the pirincipal. As the top manager of the school,
the principal will greatly benefit from the resulits of this
study by knowing how to get the best results out of the
meager resources put into the system. He can also maximize
the talents  and capabilities of his subordinates for the
attalnment of  dnstitutional goals  and ohisctives by
applving the most appropriate management style which will
influence the greater number of people at the right time and
place. He will likewise gain some insights into the needs
and problems of the teachers. the parents, the pupils, and
the entirg community and thus become supportive of whatever

undertaking that may contribute to school development.

T the teachetrs. The findings of this study will

undoubtedly benefit the teachers by making them aware of
their respecitive duties and responsibilities towards pupil
development, curriculum development, facilities development,

and professional enhancement. In so doing, they will be



=
i

encouraged to gxHercise wholesones public relations,
professional ethics, and moral and spiritual values, thus
serving as the right model and paragon of virtues to  their

pupils and their parsnts.

To the pupils. The right image that will be manifested

by parents and school personnel as offshoots of the results
of this study will become guiding light of school pupils  in
their guest for krnowledge and wisdom. The mutual
relationship among the principal, the teachers, the parents
and the people in the community will have & positive impact
on the peace of mind and emotional stability of the school

children.

Jo  the parents. The parents will be encouranged to be

supportive and cooperative in all endeavors of the school to
develop its human and material resouwrces in accordance with
the program  thrusts of the local, regional; and national
government. This cooperative efforits towards the common
good will manifest the right image of & dedicated father or
mother of school childesn thus making  them  froitful  and

productive members of a democratic society.

To the community. Effective school development will

ultimately redound to community development — the ultimate

goal of education. Hence, the community where these schools
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arg located will enjoy the fruits of the educational

gservices delivery undertaken by the schools.

To futwre researchers. Future researches who are
13

interested to conduct study of similar nature will find this

study a rich and valuable sowrce of information which will
guide them in terms of methodology to be used and variables

to be considered.

Scope_and Delimitation

This study focused on the motivational styles of school
principals and their implications fto school development. It
covered 10 complete elementary scheols in the division of
Samai . These completes slemshntary schools were selected on
the basis of their geographical conditions, such  as, two
from the islands, two from the coastline; two from the
carling, two from the riverside, and two from the inland.
The reason for this is that the resources that contribute to
school development ars different.

The study involved two groups of respondents —  the
glemsntary school principals and their teacher-subordinates.
On  the whole, there were 139 respondsnts of this study
broken down as follows: 10 principals and 129 teachers.

The study waszs undertaken during SY 1998-1999.
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Definition of Terms

To provide a common frame of reference for the readers
to clearly understand the concepts presented in this study,
the following terms are herein defined conceptually and
operationally.

Administration. This term refers to the process of

overseeing the affairs of an institution for the attainment
of its goals  (New Webster Dictionary, 1995: i1}).
Specifically in this study, this term refers to overseeing
the affairs of complete elementary schonls in the division
of Samar)in mrder‘tm achiave development of these schools.
Autocratic Styile. This term refers to a stvle of
motivation emploved by & tough manager who puts task and
arganizational objectives before all eother considerations
Bven to  the extent of threatening subordinates with
punishment (Reddin and Hicks, 1984: 8). Operationally, this
referse to the’style of motivation of & strict slementary
school principal who makes a decision by himself and simply

announces it to his teacher—-subordinates for implementation.

Benevolent—Autocratic Sivie. In gensral, this term

refers to the motivational style used by one wha is lighter
than dictatorial in getting the job done but he is ambitious
and self-committed (Reddin and Hicks, 1984: 8). Im  this

study., this refers to an lementary school principal who has
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an implicit or hidden troust in his own sound methods  and
procedures, believing that he is effective in obtaining

results for the school he manages.

i

T

Bureaucratic Style. In gsneral, this term refers to a

sty le  of motivation wsed by one who is steict in following
managerial and organizational rulss and regulations although
he shows interest in elther task or relationship and cares
less  about problems on performance and output (Reddin and
Hicks, 1984: 14).

-

Compromiser Stvle. This term refers to & style of

motivation applied by one who recognizes  both  task and
relationship and  subscribed to shorb—-term orientation  to
minimize immediate problems (Reddin and Hicks, 1984: 105,

Deserter Stvyle. Both in conceptual and  opsrational

terms, this refers to the style of sotivation undertaken by
ore who iz ineffective not only because he lacks interest in

aricd relationship but also remains  wuninvolved in

it

all ismsuess in the organization (Reddin and Hicks, 198435 11).

Developer Style. Gemnerally, this term refers to  the

of  mobtivation wtilized by one who is  oreative, who

cr Bidden trust oin psople by giving them as

1984

ddin and ik

as he can |

Effective. Generally, this appliss to the guality of a




perzon who acconplishes a task regardless of cost (Kast  and
Rozsenswelg, 1984: 3035). Im this study, this term refers to
the atbtribute of an slementary school principal who attains
developmaent of hiz school regardless of the costs  incurred
i the process.

Effective elementary school. Opsrationally, this term

refers to schools catering to elementary pupils that is able
to provide guality sducational services.

Efficiency. Conceptually, this term m=ans the guality

of  management which intends to accomplish a task with the
least eupense of time, money and effort (Hast and Rozenweiq,
1984: Z05).,

Executive Stvile. In general, this term refers to the

motivational style used by one who subsoribes to  a high
standard of performance, who motivates well his subordinates
and  commits himself to task and relationship (Reddin  and
Hicks, 1284: 13).

High Authorities. Conceptually, this term refers fto

persons or  officials ocoupying positions above a cited
position  in the hisrarchy (Bove, 1982: 1102). As uwused in
this study, it appliss to those higher than the principal,
mamely s district SLURBrvisors, division SUDErViISOrS,
assistant schools division superintendent, the division

asupsrintendent, etc.
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Hygiene factor. This term refers to the snvironmental

factors such as but not limited to, material re;umeration
like pay, interpersonal relations, supervision, working
conditions, status and security (Flippo., 1984: ZBZ2).

Job Satisfaction. In gensral, this term pertains to

the level of contentment on  ths part of an employves
resuliting from variows interest or attitude towards his  job
(Terry, 1285y 534) . As used in this study, this refers to
the contentment of the elementary teachers as emanating from
the motivational styles used by their principals.

Leadership. Eoth  in the conceptuzal  and operational

terms, leadership means the art of influencing others Lo
work  cooperatively or effectively towards a common goal

{Bopd., 1993 F13).

Management. Im a broader sense, this term means the
process by which an organized or coopsrative group dirscts
action towards a common goal (Jucius, 19753 &). In  this

study , this means  the principals’ process  of attaining
school development through his teacher-subordinates and  the
available material resources in the school.

Missionary Style. Conceptually and operationally, this

tarm refers to the motivational stvyles applied by one who is
a kindly soul, who puts relationship above all else, bubt is

weak , sasy-going and ineffective since he presumes that all
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pecaple are mature responsible adults who are self-motivated
(Reddin and Hicks, 1984: 20).

Motivation. Generally, this term refers to any goal-
directed behavior of a person as the smplovees incentives and
technigues to arouse interest in undertaking any course of
action towards the attainment of a desired goal (Good, 1973
N In this study, *this term refers to the eight
motivational stvles identified by Reddin and Hicks which are
the prospective motivational styles of the elemsntary school
principals.

Motivational stvle. This term refers to the technigus
usad by principals in relating to their teacher—-subordinate.
In this study, this was categorized into eight namely:
antocratic, benevolent-autocratic, hureaucratic,
compromiser, executive, developer, missionary and deserter
styles.

Ferformance. Conceptually, performance means the
outputs and/or accomplisbments as distinguished from one’s
potentials {(GBopod, 1973: Z20}). Operationally, +this term
means the accomplishments of both the elementary school
principals and teachers in relation to school development.

Policies. Both in  the conceptual and operational
standpoint, this term refers to general statements used as

guides for people in an organization as they perform  their

job (Terry, 1985: 441}).



Chapter 2
REVIEW OF RELATED LITERATURE ANMD STUDIES

This chapter discusses in detsil the ideas and
information gathered from various sources which are relevant
to the problem, especially on the major variables involved
in  the study. These ideas and information are classified
into two main headings, as follows: (1) related literature,
otherwisae known as conceptual literature; and (2) related
studies or ressarch literaturs. The Ffirst classification
are obtained from books, periodicals, documents, and
speechés, while the second are lifted from the findings of
completed researches, like thesis; dissertations and other

unpublished works.

Related Literature

Various +tvpes of institutions have tried +to motivate
workers by applying Herzberg’'s extrinsic motivation,
including the use of force or fear. He said that the most
straight forward way to keep workers moving towards the
desired direction is to use force. He also said that "many
managers fTesl that the surest and quickest way of getting
people to work is to kick them in the pants" {(Herzberg, et.
al., 1982: 88-82).

Meanwhile, a guite different theory on motivation is
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talled the Two-factor theory which referred to motivational
factors and hygiene or maintenance factors. Thee
motivational factors according to Bausner and Savderman
(1980: 496-498) referred tor 1) achievement, 2) recogni-
tion, 33 participation and 4) growth. fichievement is a
femling of personal accomplishment or the feeling of having
done a job well. Recognition, on one hand, refers to the
state of being recognized for doing a job well such as being
canplimented by the boss or receiving reward, promoftions or
salary increase., Moreover, participation refers to being
perasonally involved in one’s work; having some responsiblli-
ty for making decisions about one’s job and finally, growth
applies to challenges of the job itself; and the chance +to
learn skills, acguire knowledage, achieve development and
advancemant. e more varied tasks are included in the Jjob
under the job enrichment program, the work is made oore
interesting and challenging, the Jjob becomes more satisfying
and the emplovees become productive.

The hygiene or maintenance factors which motivate
emplovess to work are company policy and administration,
supervision, interpersonal relations and working conditions.

This two~factor theory indicates that when emplovees
feml good about their job, they are motivated to work
because they found the job challenging and satisfying. When

people do not feel good of the working condition they becoms
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disgatisfied and productivity decreases.

Another theory snunciated by Maslow (198Z: 280)  known
as  Humarn MNesd Approach which takes into account pther
factors atiecting motivation on the job. When our physical
need for air, water, food shelter and clothing are satis-—
fiesd, weg sseh security as were as physical safety. Social
needs for companionship and acceptance are the next to  be
fulfilled. When we have been accepted by the groups we then
seek to gain their respect and ouwr own, by developing our
talents in a manner useful and appreciated by the group.
The highest level of our needs—-self-actuslization can never
be completely fulfilled because no one ever develops abili-
ties tm'their fullest capacity.

The theory of HMaslow deal on  human  behavior  and
motivation that give interest to the worksyr and empluyée in
doing their work enthusiastically, in the same manneyr that a
teacher, when properly motivated, will learn to have
interest din  their teaching profession and ensure guality
educational services to their pupil-clientele.

Another  important aspect of motivating workers is  to
delve dinto buman relation strategy. In here, supervisors
sheild  use many  technigues which include among others
incentive plans, awards and special recognition, ceremonies

as well as stimulating workers’ curiosity or desire to be
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282) . Supervisors’ ability to

an

creative  (Likert, 1941

elicit oreativity among his subordinates will  conseguently

il

enable them to perform at their optimum  capability  and
redound to effective sechool development.,

A smignificant approach imn motivating workers is to  let

them krnow the desired outcome. This approach is more of an
sxplanation of behavior and motivation rather  than a
concrete plan for motivating behavior which is  called
"Freferance-Expectation Approach" propounded by VYroon (15

- 8 person may believe that a particular owtcoms 1S

very important, but unless personal actions can bring  the
desired  result, the more mobtivation will there Dbe. This
further cén:ur'ad the importance of dealing with  human
behavior  and attitude to awaken the worker’'s curiosity and

abivity.

and Ehan (12&65: 282) stressed that money is  also

an  important motivator. They said that monsy is  something
like magic in  our spcietvy. From all  sides, people are
ercouragad to collect as much of it as they can. Bub if we
look  desper and closer, it is not money itsslf that people
are striving for, but the things money can bring — security,

independence, social status and a sense of accomplishment.

i

Furthermore, the aforssaid avthors said that money, to be an

effective motivator must have the following conditions: 13

the amount  of salary  dnorease  must  be  perceived an
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substantial  enough to justify additional work effort; 21
The salary Incrsase must be peroeived as directly related to
increased performancey; 3D the salary increasse must  be
peroceived  as eguitable by other group members, sven  those
not henefitting thamselves: and 4) the emploves must  be
peroeived  that he or she is physically and psycochologically
capable of parforming the additional work reguired Lo 2arn
the additional salary. This ideasa adbere to mobivational
pehavior  with the use of money as motivator. Gpecifically
amormg the subjiects of this study, teachsr-subordinates may
cooparate with their principals and with higher authorities
hecausse they want to  bhe recommended for promotion to
incregase their salaries. Conseguently, this cooperation
could alszo redound to more sffective participation on  their
part  and sventually, effective school development will
CITELLE

AT treseed earlisr, motivation may slicit coreativity

i

AN subordinates. Motivation, w0 Koonts, etl. al.
(1%74: ZRI-226) sugpested is somstimes percelived as the key

Yl it g s

to creativity, and thers is often the mistakern notion  that
managing itself tends to stifle it by placing heavy demands
o conformity. Creativity will likewise prompt employees to
undertake innovations which will make wuse of present
Lrowledge in & combimation to solve a problem that has never

besn 5] vedd before. Ik im



widely agreed that creativity arises when there is a problem
to be solved and the problem is seen in the highesst of the
critical variables involved and their relationships.

In encouraging creativity within an  enterprise there
are bwo things to be recognized, as followss 1) creativity
iz ot as somstimes thought, a rare guality, although so-
cially  significant creativity is a much more rare achisve-
menty  and 2 creativity is largely a matter of placing a
person in an envivronment where he can be creative, where he
can  recognize the existence of problems and wherea he will
have organizational authority and resowrces to solve them -
the freesdom to innovate and create.

Sohulsr (1983 16) saild that after emplovees are on the
job, it  becomes necessary to determine how well they are
doing  and to reward them if they are doing well. It they
are not doing well, it bscomes necessary to determine  why.
This will indicate if there is a necessity to change to
reward structure. Moreover, it will also indicate that
emploves training or re-training is needed or that some type
of motivation should be enhanced and provided. This
involves incorporating two activities, such as: 1) apprals-
ing and evaluating employee behavior and 2) analyzing and
motivating emploves behavior.

Although  performance appraisal can be painful to both

supervisor and employee, it is a c©ritical and important



activity. It is sspecially critical since legal complisnce
dictate that emplovment decision should be made or the basis
of performance.

Foar the supsrvisor  or  manager Lo proper Ly and
appropriately  motivate his subordinate, it is  buat  fitting
that he knows all the possible wants of his employvee.
Flippo (1980: Z241-3241) statsed 10 smploves wants. These are:
1)y pay which will help in satisfying physiological, security
and egoistic mesds:; 2) security of jobs since threats  from
techhnological changs may inevitably dislodge one  from  his
present  dobi; 3) congenial associates which issues from  hhe

sgoial nesds of gregariousnsss and acceptance, 4) credit for

work dons which smanates from the sgoistic classification of
rnesds and  can be supplisd by managemsnt through  verbal
praiss of sxcellent work, monetary rewards for suggestions
and public recognition throunh awards, releasss in employee
mewspapers  and the likey 5) a meaningful job which results
from  both the meed of recognition and drive towards self-
Frealization and achievement; &) opportunity to advance which
i influenced by  oultural traditions of fresdom and
opportunity: 7)1 comfortable, safe and atitractive working
condition which rests upon multiple nesdsy; B) competent  and
fair leadership which issues from physiological and security

nesds, and ensures that the organization and its iobs will

[
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continue  to sxist: P reasonable orders  and  direction -
related  to the requirements of the situation., capable of
Being executed, complete but not unnecessarily detailed and
given in  a manner that stimulate acceptance; and 10) =&
asocially relevant organization which issuess  from sel f-
@alosn, and lives a hioghly challenging responsibility  upon
the organization’ s managemsnt.

Moreover, aside from finding out the different needs of

Fid enplovess, the manager should also be knowledgeable  of

the different effects of motivation. Sison (1981: 4204213
discussed the following effects: 1) esmnployvees who  are
fficiently motivated move and act to follow the direction

A

dezmired by managemsnt, 2) mobtivated smploveess achiseve high
output and produce good guality products and services, 3

emple who are properly motivated are more caretul in the

use and care of machines and equipment, avold or  prevent
accidents  and minimize or prevent losses or waste, 4)  that
gmplovess accept willingly the changes made by management
provided that the changes to be made have been previously
explained to and understood by them and proper training is
provided to adiust them to the changej; 5) motivated
gmplovess willingly respond in times of energencies or
during  rash periods or occasions requiring special  effort,

overtime ang  the like, and &) motivated employess do not

contribute to problems on personnsel discipline.
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avold thess deterrents - part of this process is considered

motivational approach.

Related Studies

Several studies on motivational styles and  vrelated
subjects  werse  conducted and generated results  which wers
found to be valuable to the present study.

Caveiro (1997) conducted & study on "The Administrative
and  Supsrvisory Styles of Ssecondary School Administrators:
Fasis for Policy Redirections" whesre he stressed that
gquality sducation is dependent on the quality of  leadership
and new managemsnt styles emploved among administrators and

soucation officials. Fersonal integrity and professional

arnd credibility  are

competencs, efficiency, effectivensss
the oriteria which make an sducational leader acceptable.
Added  to this is a management style which is  consultative
and  participatory in decision-making. It was found out  in
this study, that secondary school principals in the division
of  Samar  shift from ons  supsrvisory  style  to another,

depending  on the situation the principal faced. It was

sted that the principals in  the secondary

m

therefors sugg
schools  of the division be more oriented on the different
SBLURErYiIsory styles to enbance their effectiveness in

educational management.

Caveiro's study has semblance with the present study



since they both dealt with management styles and that both
studies were conducted in the division of Samar. Howsver,
they differed on: the level of schools managed by their
principal-—-respondents inasouch  as the former fooused on
&ecmmdary school principals while the present study fooused
on elemsntary school principals.

In t s mame year, HBarug (1997 appraised the

supsarvisory  practices of district supsrvisors of  Southern

HH

Levte Division relative to their functions as basis  for
proposals for improvement. The ressarcher emnphasized that
i sducation, the purpose of supsrvision is to stimolate
teachers  and pupils toward autilization of betisr teaching—
lsarning procedures. The entire supervisory activity should
be directed, therefore, towards ths dimprovement of the total
teaching-learning procedures  and  the total setting Tor
learning. It was revealed in Barug s study that supervision
practices of the target population covers: L)the formulation
of the aims, objisctives and the purposss to be achisved, 2}
the seslection and organization of subject matter to  he
taught, 2) the placement of the teachers, 4) the selection
of  methods and technigques by which the subjiects are to  be
taught, and 3) the evaluation of the child’ s growth and the
improvemnsnt of the teachers.

The study of Barug bears similarity with  the present

study inasmuch as both are descriptive in nature and delved
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into management in the sducational setting. However, they
ciiffered on two major aspects, as follows: 1) the research
environment -~ while Barug’' s study was conducted  in Levie
Division, the present study was conducted in SZamar divisiong
and  2) the foocus of the study since thes former focoused on
the supervisory practices of district supesrvisors while the
present study focused on the motivational stvles of elemsnt-
ary school principals.

Fada CiZe

9
(S]]
i,
mp
i
lj‘i
54
a

on the "Extent of Supervision

Schonl  Administrators  in Area 111, Leyte Division: Their

Coryrelates"” emnphasized that improved techniques and
practices of supsrvision shouwld be adopted by school

administrators in the schools where they are assigned. This
recommendation dis intendesd to improve thelr supervision and
eventually improve the performance of teachers in Arsa TI11
of Levite Division.

The results of the study of FPada reinforced the study
conducted by EBetonio (1987) where based on the results of

his study entitled "Options for Improving Supervision Based

an the Ferceived Supervisory Functions of School
Administrators", he stressed  that freguent wvisits and

SURE Y Lsnry inspections to different schools must be
conductsd  as often as administrators can do. He continued
that there must be a closer supervision on the part of the

zrhool  administrators  to guide, direct and  encourage the



teachers  fTor an effective tesching-learning output. This
can  be done  through establishing good rapport, mutual
understanding, wnity and cooperation in working with  their
school family — the t=achers.

The studies of Fada and Betonlo are similar to  the
present shudy since  theilr studies ware o supsrvisory
practices and Tunctions of school administrators which are
related to the foocus of this study - motivational styles.
Howsver, thse two studiss differed from this study  inasmuch
azm  thelr research enviconment was the division of Leyvte
while this study focused in the division of Samar.
Morsover, Fada s  stuwly  was correlational  in nature and
Hetonio s study was developmental. The present study, on
the other hand, utilized & descriptive - canparative
research desian.

£ mtudy conducted by Mabini (1984) on the evaluation of
the performance of  the college teachers of Samar State
Folyvitechnic College revealed thalt there was a relationship
hetwesen educational gualificeation and performance ratings of
teachers. She further cited other variables that affect the
performance  of teachers such as teaching sxperiences, age
level and subjects handled.

The study of Mabini is related to the present study

.

her study was concerned of teachers’ performance

inasmuch

whioh iz alzo  ths secondary concern of  this study.



Moraover, both studies are descoriptive in nature. On  the

other hand., Mabini's study considered a state college as its
e o h ernvironment  while fthis study  considered the
compleate elenentary schools in the division of Samar.

Caiso  (1983) in her study on thse "BEvaluation of the

Ferformance Ratings of the Fublic Elemsntary School Teachers

of La Trinidad District," revealed the following findingss:
i Therae were no  "outstanding” nor "satisfactory”
ratings of  teachers, that more of  their ratings were

concentrated on the "very satisfactory" category and only

few were given "unsabtisfactory” ratings; and
2 There was no significant relationship betwsen ths

parformance ratings and educational gualifications of these

temachers.

1989}

& =similar study was  conducted by Montedo
entitled "Educational Dualification and Job Ferformance  of
Fublic FElemsntary School Teachsrs in Catbalogan  Central
School"  which revealed zseveral findinpgs related to  this
study as follows:

s The teachers were sefficient workers ss suggested by
their performance ratings as evidenced by the fact that they
were rated by their supesrvisors as "oubstanding" or  Yvery
"msatisfactory" nor

satisfactory". Mone of them wers rated

"unsatisfactory",
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o Thare was a significant relationship betwesan
educational qualification and job performance of teachsrs.

professionally, they likewise

fs teachers upgrade themsslve
improve their competencies in the teaching-lsarning process;
and

o The teachsrs werse aware of the improvements  on

their profession after they obtained wunits in graduate

i
b

widies.  This motivated most of them to grow professional-

The study of Caiso and Monteio have ssmnbhlance with  the

present study inasmuch as these studies touchead (1p] Job

nerformance  which are indicators of motivation. However,
these studies differed from the present study  inasmuch  as

They weres correlational types of descriptive ressarch  whils
the present study was more of a descriptive — comparative

type of ressarch.

Arambala f L8595 conducted a mtudy entitled
"Frofessional Upportunities: Their Implications to

Teachers Ferformance in State Collsges in Samar”, it was
revealed in his study that: 1) professional opportunities in
ong of bthe state colleges he considered as  respondent-HLUC
weare given only to selected few, particularly to those who
W close to  bEhes administrators; 21 professional

ppportunities in another SUCZ he considered as a respondent-

SUD were esqually distributed among the teachers and  other
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paErsonnsl regardless of their relationship with the

administrators;  and 2 professional opportunities did not
significantly affect teachers’ performance.

He further suggested fhat egquality in the giving of

Lo sional opportunities to SUC personnel must be done and
maintain favorable atmosphers in the giving of professional
opportunities to SUD personnel. It was also suggested that
a personnel  development program  for state coolleges  be
developad and implemented.

The study of Bonoan {19%4) entitled "Technology

Education Courses, Selected Factors and Job Relevance

3

revealsd  that the average number of trainings participated
i by owvocational and technical teachers was 1,320 for the
last five yvears which implied that the training of teachers
was  wvery  low, He added that the rueful state of the
teachers’ training deserved atbtention and consideration of
administrators, particularly the state colleges ard

in Region YILL. Hence, there was a

]

wniversity  president
felt need to intensify personnel development.

The study of Arambala and Bonoan are similar  to  the
present  study since professional opportunities az well as
ioh relevance are  considered motivational approachas.
Meanwhile, Arambala’ s study differed from the present study
zince the previous study was correlational in nature while

the present study was descriptive-comparative research.



Bonoan's  study delved into factors affecting Technology
Education courses which were beyond the scope of  this
research.

Aostudy on "Frofessional Leadership of School Heads  in
Ffublic Elemsntary Schools  in Piddig, Tioocos  Norte" was
conducted by Bartolome (19B82) where zshe disclossed that the
supsrvisor- respondents exerted efforts Iin helping teachsrs
improve theilr professional growth by giving them pre-service
education re-retraining  of teachers:  and membership  in
committess. It was therefors recommendsd that teachesrs
should grow  professionally in ling with their fields of
spacialization.

The findings of Bartoloms were relevant to the present
study  dinasmuch  as her findings revealed several forms  of

motivation undertaken by supervisors in the eslementary

schools  whioch the major Toous of this study. n  the

otherhand, the two studies differsed in relation to two major
aspects, viz: 1) the research snvironment, where Bartoloms’ s

study was conducted in Ilocos NMorte while the present  study

Wan concucted in Samar, and 21 ELFER o f astudy S5

Bartolome’'s study looked into professional leadership of
zohool heads while the present study iooked into

motivational stvles of elementary school principals.



Chapter 3

METHODOLOGY

This chapter presents a detailed discussion of the
research methodology fococusing one 1) research design, 2)

) owvalidation of the instrumesnt, 43 San

instrumantation,

pling procsedurs, ) data gathering procedure, as well as &)

0
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treatment data including tests wsed in hypothesis

testing.

Research Design

This study emploved the normative-descriptive research
method . It looked into bthe different motivational styles of

elementary school principals in the division of Samar making

use of the guestionnailre—checklist as the principal
instrument i gathering  perbtinent cata. Documentary
ANalyslis, interview and actual observation wers alzso

ntilized +to supplement and awvgment dats gathered from  the

tionnaire. Descriptive and  inferential statistical

que
tools were applised to  the data gathersd to arrive at

inferences about the target population of the study.

Instrumentation

Az mentioned sarlier, the main instrument of this study

was the questionnaire-checklist, supplemented by documentary

=



analysis, interview and actual observation.

GQuestionnaire—checklist. The qguestionnaire-checklist

consisted of thres major parts, as follows: Fart [ - Per-
sonal Information, Fart 11 - Ouestionnalre Froper, Fart 111
- Problems Encountered and Part IV - Suggested Solutions.
Ffart 1 of the guestionnaire gensrated data relative to  the
respondents’ personal backgrowund like age, seu, educational
attainment, length of service and the like. Meanwhile, Fart
IT of the guestionnaire elicited information abouwt the
exvtent to which the eight motivational styles were practiced
by the administrator-respondents.  Part TIDI listed down
probable  problems encountered by the respondents and  they
werse made to assess these problems in relation to the extent

to which they feel these problems by Finally Part IV elici-

ted solutions suggested by the respondents.

Documentary Analysis. This tool was wsed by the

researcher to  augment data gathered by Part I of the
guestionnailre-checklist. Records from {the educational
management information system (EMIS) office of the division
of Samar were availed by the researcher to further wvalidate
collected data on the principals’ age, performance  ratings,
and the liks. Moreover, EMIS records wes also used to
verify  the total number of complete elementary schools in

the division anmd to find out fthe total number of teachers in
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these schools.

Interview. an unstructured interview WaS also

undertaken by the ressarcher, to verify vague and wunfilled

items in bhe gquestionnaire to mindimize data gaps.

Observation. This technigque was also used by the

researcher. While he administered  the guestionnalre-—
checklist, the researcher visited different classrooms and

observed the situation in sach respondent-school.

VYalidation of the Instrument

In validating the ressarcher-made questionnalres,
expert-validation and a drvy-—run were undertaken. ~ATter the
draft of the guestionnaire was developed, it was subjiscted
to  expert-validation by consulting the adviser and several

F

I~ &

aarch professors who are Enowledgeable in instrument-—
clevelopment. Their suggestions and corrections were incor-
porated in bthe gquestionnaire. Afterwhich, the revised draft
was pratested in Falale Elesmesntary School on March 23, 199d.
Final revisions were undertaken after the try-out was admin-
istersad. The finalized form of ths instrument was  then

reproduced and distributed to the identified respondents.

Sampling Procedure

In the selection of the ten respondent-schools, purpo-



41

sive sampling was  used, to  ensure  that the different
geosgraphical conditions of the schools wers properly repre-
sented.  Thoas, two schools were chosen fraom the islands, two
Tirom  the coastline, two from the carline, two from the
riverside and two from the island.

All the principals assigned in these ten schools  were
taken as respondents, thus, total enumeration was used. For
the fteachers. the researcher used simpls  random sampling
where all teachers have egual chances of being seleclted as
respondents. The fish-bowl technigue was used in the selec—
tion. The names of all the teachers from the ten complste
elaemaentary schools were written on a small sheet of paper,
rolled and placed in a box. The researcher drew from the
o the rolled papsrs wuntil  the desicred sample
size was reached. the drawn name were taken as the respon-
cents of the study.

In determining the sample size Eloven’'s formuwla (Downis
& Heath, 1974: 156) was used, viz:

il
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or  number of
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e e n refers to the sample
respondents

N orefers to the total number of units in
the population

refers Lo the margin of error which was
met at 05

m



Table 1

Distribution of Respondents by
Group and School

g Frincipal Teacher 2 5
School B e e 8 Grand sFercent
s e R ¢ % & W § B # & @ Total =
Sta. Margarita Central 1 1 100,00 28 19 &7 .86 2C 14,39

farabut Central 1 1 100,00 14 g £4.29 11 7.19
San Sebastian Central 1 1 120.00 17 11 44.71 12 8.63
Finabacdao Central 1 1 100.060 12 & L& HT7 Q Ha87
Sto. Mifo Central 1 1 100.00 19 13 &8.42 14 10.07

Daram I Central 1 1 100.00 24 17 6558 18 12.95

Basey [ Central 1 1 100,00 22 13 48.18 14 11.51
Calbiga Central 1 1 100,00 32 21 45.463 22 15.83

San Jose de Buan Central 1 1 100,00 10 7 70.00 g B.74

Calapi Elementary School 1 1 100,00 13 9 H2.23 10 7.19

Total 10 19 100,00 1923 129 H6.84 139 1G0.00%

Data Gathering

The researcher souwght permission from the Schools
Division Superintendent upon recommendation of the Dean of
the Oraduate School of Samar State Folytechnic College to

field hisz guestionnaires to the principal as well as

teacher—-respondents from the ten complete elementary



schools. After the approval

distributed the guestionnairss
these guestionnaires

Some of

dressed stampead envelope which
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was  granted, he personally
to the aforesaid respondents.

were maliled with a sa]lf-ad-

facilitated the return of the

answered gusstionnaires.

For those schools that are nesar, the researcher visited
theze schools and distributed said instruments. While
giving  time for  the respondents o answer them, the
researcher  went around  the school campus and  undertook
unstructured interviews and aobservation.

For those schools which are guite far, the researcher
zent follow-up letters to his respondents who  have not
mailed back their guestionnaires early. Thesse strategies

ensured

Righ

Treatment of Data

percentage of retrieval

of the guestionnaires.

Thes data athered through the s o f the
questionnaires wars tabulatsd, analyzed and interpreted
gualitatively and guantitatively using the mean, standard

deviation, weighted means as well as t—test for independent
samples. This statistical tools ars herein discussed, to
wits

The mean. This statistic was uwsed 1in getting the
average of the guantitative characteristics or profile of
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the respondents like age, length of service and the like

malking wse of the formula given by Freund (199Z2: 432).

Where:

> |

refers to the megan or average
X ¢ Faefers to the total of the valuss or data

I refers to the number of cases

The standard deviation. This statistical tonl HaS

applied to find owut the dispersion of the data in  the

distribution (Freund, 199Z2: 73).

/B (%= X%
o= R N i i
#n -~ 1
bbby e o
g refers to the standard deviation
2K - X2 refers to the algebraic sum of  the
souared differences of the individual

valuss from bhe mean

no— 1 refaers to the total number of cases minus

L ity

The weighted mean. This s=statistic was used to

determinge the: 1) extent to which the principals practice



-

the different motivational styvles, 2) extent to which the
respondents Teel the prablems 0on the principals’
motivational styles, and I) extent to which they agree or
disagree to the listed solutions. The formula suggested by

Frewnd (1922: 44) was used, as follows:

N B
¥ s S P e
H bl
Ew
Whe ey Kw refers to the weighted mean

Zwx refers to the sum of the products of
the fregquencies, w and Likert scale

points which ranged from 1-5

£

W refers to the sum of the fregquencies
or welghts.

This formula for weighted mean was applied wherein the
freguencies tallisd under each Likert scale was multiplied,
then all the weighted freguencies were added to obtain  the
total weighted freguency. Afterwhich, the total weighted
frequency was divided by the total number of respondents to

obtain the weighted mean which was interpreted as follows:

Weighted Mean Value Interpretation
4,51 — H.00 ) Alwavs (&) /Extremaly Felt (EF)/7

Strong Agres (5A)

Fel — 9,850 ! Often (0)/Highly Felt (HF)/
Fores (A)
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S M P = [0 A Moderately (M) /Moderately Felt {MF)
Undecided (L)

181 — 2«50 2 Seldom (5)/8lightly Felt (SF)/
Disagres (D)

L.00 — 1,50 1 Never (M) /Mot Felt (MF)/Strongly
Disagree (5D)

The t—test for independent samples. This statistic, as

suggested by

7

Walpole (1982: JF63) was used to test  the
hypothesis of the study which focused on  comparing the
perceptions of the principals themselves and their teachers
on the motivational stvles of the elementary school

principals, to wits:

- Xp
£ = Rt I e R R Syl - S-S G i S PR
/ s e sy e e o s b _._..’_‘ sty bt bt by St vpseoppo sttt __A_:;__.__._._.._....__..._..._....__.. -
/Ny )BT+ (Nn - 1)85° [ 1 1]
/ I T e i o i i A Lo il { ——— _..___"l
where:
T refers to the computed t-value
El refers to the mean of the principal-—
respondents’ perceptions
gﬁ refers to the mean of the teachers
respondents’ perceptions
Ny referse to  the number of cases for the

principals’ group
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NE refers o the number of Cases Tfor the

teachers’ group

512 refers to  the variance of the principal-
respondents’ perceptions which is esgual to
Ny let = (BXq ¥
____ Ny (Ng = 1)
g refers to  the variance of the teacher-—

respondents’ perceptions which is egual to

The computed t-valus was compared with the tabular &-—
value at .05 level of significance and degreeses of freedom =
ML o+ N2 — 2. The hypothesis was rejected 1f the computed t-

value turned oubt greater than or 2qual to the tabular -

valuwe ., Otherwise, the hypothesis would be accepted.



Chapter 4

PRESENTATION, ANALYSIS, AND INTERPRETATION OF DATA

This chapter presents the data collected, the
subsequent analvsis and interpretation of results. Included
in this chapter are: 1) profile of the respondents, 2) the
principals’ motivational stvles as perceived by themselves
and  their teachers,. 3) problems encountered relative to

motivational stvles of principals, 4) suggested soclutions

based on these problems, and 3) tests of hyvpotheses.

Profile of the Respondents

The characteristics of the principals as well as the
teachers who were involved in fthe study in terms of age.
sEH,0lvi]l  status, educational qualification and length of

sgrvice are herein presented.

Age and Sex. Tables 2 and 3 present data on the age and

sex profile of the principals and teachers, respectively.
A revealed by Table 2, thres or Z0.00 percent of the ten
principals were 45-4% vears of age and 40-44 vears old. Two
out of these principals which comprised 20,00 percent were

A0-84 vears of age and one  or 10 percsnt of ten principals

was  LH3-5%  vears old and anobher one o 10,00 perocent was
between 25 and 3% vears of age. Consegquently, the Age

dimtribution of ths principal-respondents clustered  around

48



Table =

fAge and Sex Frofile of the Teacher—Respondents

il
1l
i
il
1

i

i
1

i

]
H
i
i
il

(In years) § e R S e e e e e e e R ¢ Fercen-—
£ Male : Female 5 i tage

& and ahove = 1 1 078
oo = e 2 & =] &2 l)

o0 - 54 o 2 14 10.85

m
=
iod

3
sy
o~
i
w

40 ~ 44

F == B 14 15 el 19,358

0 - E4 10 14 =4 168, &0

T

3
i
i
i-d
-
81
3
i}

20— 24 A 4 7 .43

Total e 7T 128 100,007

Fercentage 28.76 bl .24 100, 0%

Mean E2. 6 vears 40,1 yvears 329.5 vears

paroent. This implies that ths principal-respondent were
dominated by the maless.
Meanwhile, Table 2 shows that the modal age bracket

among  the teacher-—respondents was 2539 vears old with 25



teachers out of 129 or 19.38 percent. This was followed by

~1

those who were Z0-324 vyears of age and 40-44 vear old with 2

b Tl

teachers or 18.&0 percent of 129, and 21 teachers or  16.28

perocent, respectively. On the other hand, one out of 129
teachers or 0.78 percent was &40 vears old and above. The

average age of the teacher respondents was pegged at 9.5

years with a standard deviation of 2.5 vears, showing  that
their age norm  ranged from 29.%9 vears to 4%9.1 vears. This
maans that the teachers who weres involved in the study were
i their middle-age, implying that they were capable of
discharging their feaching duties, and that thev are
expected to be still in the sesrivee for a longer period of
time . Furthermore, a5 revealed by Table 2, most of the
teacher-respondents were females as evidenced by the fact
that out of 139, 7% of them, that iz, &1.24 percent were of
this zex and there were 350 males or I8.7& percent. This

means that the teaching profession atbtrach more females than

the males.

Civil Status. The distribution of the respondents  in
terms  of their civil status is reflected in Tables 4. (AT

depicted by this table., most of the principals and  teachers
wWwere married, with sight owrt of ten principals or 20,00
percent and 70 beachesrs out of 129 or 54,3246 percent,

pEctively.  Only two among the 10 principal ~ respondents

T
in
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Table 4
Civil Status Profile of the Respondents
H Respondents” Category £ -
e : Fercen-
Civil Status 5 Frincipals : Teachers : Total ¢ tage
Mo, 2 ped i Mol s 3 -

Zingle 2 20,00 | 14.73 z 15.11

fMarried 5] 80.00 70 54.26 78 G6.172

Widow/Widower i g 5,78 2 .47
Not Specified 2 31 24.03 31 2230
Total 10 10G.00% 129 100,004 139 100.00%

or Z0.00 percent were single, while for the teachers’ groups
19 or 14.73% percent were single, followed by nine teachers
or &£.98 percent who were widow/widowsr .

The data on the civil status of the respondents imply
that in  ageneral, the principals and teachers from the
complete elementary schools of the Division of  Samar  have
already settled down and have established their respective
families. This could be attributed to the fact +that they

ware already in their middle-age or even oclder.

-

Educational Qualification. The data found in Table 5

refer to  the distribution of the respondents relative to

their educational gualification. As can be gleaned from the



Table 5

Educational Attainment Profile of the Respondents

Educational B L S = Percen-
Status - Frincipals g Teachers : Total = tage
i Ho. i : Mo pA - 2
M.A. with Fh.D
units & 20,00 5 £l ) 340
=18 3 S0.00 17 13.18 20 14.39
M.a. (Cak) 3 30,00 23 17.83 26 18.71
B.5. with M.A.
units i 20,00 a9 di, 74 &1 45.88
BS/Raccalaursats B . o7 20,93 27 19.42
Total 10 160, G0% 129 160.00% 39 100.00%
said table, three principals which comprised Z0.00 percent

of them wers already M.A holders while another  threes or
Z0,00  percent have completed the academic reguirements  for
Ma.a. Tt is worthwhille noting that two principals or 20,00
parcent have already earned Fh.D. units and that the lowest
sducational qualification among the principals involved  in

the study was B.S. with M.A. wnits with two principals  or

20,00 percent. This indicate that the principals recognized

rt

he importance of growing professionally to becomns

educationally gqualified in their respective positions.



On the part of the teacher-respondents, data in Table 3
revealed  that the highest number of the teachers were EB.O.
with M.A. units, followed by those who were BS/Baccalureate
degree  holder and those who have completed the academic
reguirements for the M.A. degree, with 27 teachers or 20,93
perocent and 23 fteachers, o 17.8% percent, respectively.
Significantly three teachers, or 2.33 percent were already
pursuing  post graduate or doctoral studies. The data  Just
discussed  imply that the teacher—respondents, like the
orincipals gave importance to professional  growth as

evidenced by the fact that they pursus advanced studies.

Length of Service. Table & presents the distribution

of thz number of vears in the service of the respondents.
fs shown by the said table. the highsst number of principals
- four or 40,00 percent have been in the service for 20-34
vears followsd by those who served for Z25-39 vears and 25-29
vears  with  two principals esach orF 20,00 pesrcent. On the
whole, the principal-respondents pegged an average years 1in

service at HZ2.0 vears with a standard deviation of

.8

il

vears, denoting that the norm of theilir length of service was
26£.2  to A7.8 vears. This means that these principals were
already sxpsrienced as administrators.

Meanwhile, the data on the length of service of the

teacher—-respondants WS I 62 found to be sporadical 1y
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Table &

Length of Service Frofile of the Respondents

2 Fespondents” Cateqory

B & : Fercen-
in the &Hervice H Frincipals 4 Teachers : Total = tage
i hMo.o o bl ¢ NMNo. 2 v H 2

Mumber of Years

40 - up i 10.00 i 0.78 z 1.44
35 = 59 2 20.00 7 3.43 2 &.47
30 - 34 4 40.00 13 10.08 17 12,23
28 = 29 2 20,00 14 10.85 14 11.51

20 - 24 1 10.00 21 16,248 12 15.83

10 - 14 . 16 12.40 14 11.51
5= 9 - - 18 1398 18 2., 99

4 and below = = 10 F.75 10 Pk

Total 10 10¢.00% 29 100,008 139 100.00%

Mean 32.0 years 18.5 vears 19.5 years

£

distributed, ranging from as low as four yvears or  bhelow  to

40 vears and higher. The highest number of these teachers,
that dis. 292 out of 129 or 22.48 percent have been  in  the

service for 1519 vears. This was Tollowed by 21 teachesrs



ar  1&.28 percent and 18 teschers or 12.73 percent whose
lesrigrth of service were 20-24 vears  and = YEAITE,
rezpectively. Hence, the average length of service of the

teachers was posted at 18.5 vears with a standard deviation

of 2.8 vears, showing that  the norm of  the teacher—

respondents’ lerngth of service ranged between B.7  to 28,7
VEETE, This indicates that these teachars have eEen

teaching For guite a pericod of tims, henos, they can be

considered as experienced teachers.

Motivational Stvles of the
Elementary School Frincipals

The study locoked into the motivational stvyles of the

elementary school principals along sight categories, as
follows: £) autooratin, o bensvolent-autoocratic, =)
bursacratic, 43 comproniser, 5) exzecutive, &1 developer,

7 missionary  and 8) deszsrter. The perceptions of  the

elementary  school principals thesmselves and  the teacher-
respondents wers elicited and guantified in terms  of the

gxtent  to which these styles were practiced - 8 for always

(A, 4 For often (3), Z ofor moderately prachticed (i), 2

for slightly practiced (8) and 1 for never (N). The data

collected relative to this are discusssd in this section.
Autocratic Stvle. Tahle 7 depicts the perceptions of

the principals  and  the teachsrs  dnvolved in the study



Table 7

Extent to Which the School Principals Fractice
Their Motivational Styles (Autoccratic)

Style Indicator R s (D) 2 (M) (8 (K} : preta-
¢ tion
i, Our principal wants the immediate {P) 1 2 i 2 1 10 3.00 i
accomplisheent of tasks without {5} {8) (1Z) (4} {1} (30)
human consideration. {(Ty 11 28 26 12 23 100 2.92 H

{331 {112y (78) (24} (23) {292)

2. He is tough but often ipeffective (F) 1 1 2 4 2 10 2,50 5
because he has no corcern for {3) {4} (&) {(8) (2} {23)
human relationship and he has (T) 4 22 17 20 27 %0 2.91 f
little confidence in pecple. (20) {BB) (31) (40) (27} (226)

3. Hany of us fear and dislike him, {P) ¢ 0 1 a 4 10 1.70 5
co We work only when he applies (0} (0} (3)y {10} (4) (17}
direct pressure on us. (1) 4 9 34 2 2 98 2.35 5

{200  (3&) (102} (44) (29) {231)

4. He believes that an average man (P} | 2 g 2 1 10 3.00 H
has an inherent dislike for work (5) g8y (12 (4) (1) {30}

and will avoid it if he can. Ty 4 10 29 30 11 a4 2.59 H
(20  {40)  (87) (&0} (11} {218}

3. He think that people under him must(P) 1 1 2 4 2 10 2.50 &
be controlled, directed, coerced, and (3) (4} (&) {81 {2 (25}

even threatened with punishment (T) 8 17 17 23 30 q 2.46 5
to make thea productive. (40) (68} (51} {50) (30} 239}

5, He believes that people under him (P} 0 1 2 3 3 10 1.90 S
have no ambition so they wish to (0} {4) (61 {&) {3) {19)

avoid responsibility but wants (T} 4 20 3 17 27 99 2,596 i
security above all. (20) (80) (%3) (34) (27 (234)

7. He traits subordinates like machinre(F) 0 1 3 3 2 10 2.460 H
and believes that subordinates must {0} (47 (13} (6) (2) {26)

follow orders and nothing more. (T} 8 14 27 14 32 99 2.47 5

(40) (56} (81) (3&) (32 {243)




cont'd. table 7

8. He makes plans by himself and (P} 0 i { 3 4 10 .78 5
introduces them for imsediate (¢) (0) {31 (10) (4) {17}
implementation without motivation (T} 7 28 2 20 23 97 2.58 H
because he believes that the best {35)  (B4) (78} (40) {23 {260}
compittee 15 a one-man committes
and that people work best alone.
9. He handles conflicts and disagree-(P) 0 1 ] 3 1 16 2.60 ff
ments by suppressing thea believing  (9) {4) (13 {&) (1) (26}
that they are but challenges to  (T) 3 11 3 23 32 103 2.33 5
his authority and he does not (23} (44) (90) (807 (3D) [24L)
forgive easily.
10, His favorite eypression is "Mait (P) 0 0 1 3 4 10 1.70 §
until you become® *Do what I say, (03 0y (3 (10} (4) {17}
but don't do what I do*. Hemce (T) % 18 29 11 28 93 2.67 H
he gets blind obedience at best {43y 72y {87y {(22) {28) {254}
and gets desertion at worst.
Total P = = = 2 = 23.50
7 =~ - = - . 25.34
Grand ¥eighted Hean P - - - - - 2.33 S
T o - - 5 = 2.35 H
Legend ¢ 4,51 — 5,00 Always (M)
EL.8L — 4,50 often {0}
D BF = Sapani Moderately (M)
1.51 = 2.50 Slightly {5)
Laod — 1,50 Nevear R
o Frincipals’ peroceptions/responses

E Teachars”

as perceived by the principals,

four out of the ten listed

Ty

indicators

peroeptions/ reEsponses

"moderately

practioce"

of autooratic stvle.

Among  these two dndicators — "Dur  principal  wants
the immediate accomplishment of tasks without huinan

consideration," and "He

helisves

that an average

man has



o
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an  idinherent dislike for work and will avoid it if he can."
The remaining six Andicators obtained weighted means  which
belonged  to "slightly practiced" range, where the highest
was  pegged  at 2,50 for two statements, namsly: Ly He is

ive bhecause he bhas no CORNCErn b il

tough Dot often ineffe
Fuman relationship and he has little confidence in  people,"
and 2) He thinks that people under him must be controlled,
directed, cosroed, and even threatensd with punishoent to
maks themn productive."  The lowest weighted mean, howsawvar,
was posted at 1.70 which was given to threae indicators
WIEE "Many of us fear and dislike him, 0 we work only when
e appliss direct pressurs on wus, " "He makes plan by
himasalf  and  dintrodoces them for  immediate  implementation
without motivation because hs belisves  that the bhest
committes 1z & one-man committes and that people work
alone," and "His favorite expression is "wait until  you
e come " "Do what I sav, but don’t do what I do, Hence he
nets  hlind obsdience at best and gets desertion at worst.®
O the whole, the principals assessed themselves that they
"elightly practiced"” autocratic motivational styles since
the grand mean of thelr responses was pegoged at 2035,

From the same tabls, it can be observed that the
tepacher-respondents assessed  their principals  to hawve
"moderately practiced” avtooratic style of motivation along

zix out of ten indicators, and "slightly practiced" this
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ztvle for the four remaining indicators. The highsst

welghted mean was 2.92 or "moderately practiced" while the

lowsst  welghted mean was 2,33 o "slightly practicsd".
Thess valuss corresponded to  the statements  that "Our
primnoipal  wants  bthe idmmediate accomplishment of tasks
without human considerations” and  "He handlss conflicts and
disagresements by suppressing them beliesving that they are
ot challengsd  to his awthority and he does not forgive
gasnily.," respectively. The grand mean of the responses of
the feachesrs was 2.335, indicating that in general, the
teachers dsemsed that their principals "moderately practiced"

auntooratic motivational stvles.

Benevolent Autoccratic Stvle. Data shown in table 8

are the respornsss of the two groups of respondents relative
to  the extent to which fthe principals prachbice benevolent-
autocratic style of motivation. It can be noted  that the

smpssed themzelves that they "often practiced”

{1
i

principals &
six out of the ten listed indicators of this style while for
the thres of the ten indicators they perosived themselves to
have practiced them "moderately." @Among the listed weighted
meEans, the highest was 4.00 or "often" which referred to
the statement "He loves and stays on top of his  job, vy
ard large and triss to get his  dob done and effect

productivity.”  Meanwhile, the lowsst weighted mean of 2.00



Table B

Extent to Which the School Principals Fractice
Their Motivational Styles {Benevolent—Autocratic)

: 3 4 3o+ 02 0+ 1 ¢ Total ¢ W.B. & Inter-
Style Indicator (R s (D) (M) 2 {SH (M) : : preta-
: : : : : : - tion

1. Our principal has an iaplicit or (P} O 2 b 2 0 10 3.00 H
inner trust in his own methods (] {8) {18} {4) {0 {30}

and procedures. (Ty 25 2 24 17 10 101 3.3 f
{123y {100y (72)  (34) (10} {341)

2. He sells his decisions by persuad-(P) 1 ] 3 i 0 10 3,60 b
ing his subordinates to accept thea (5} (20} {9 {1) (0 (38}

becose effective in obtaining {T) & 28 33 18 14 99 2,93 H
production. (30)  (112) (99} {3&)  {14) (291}

3. He oftens succeeds in getting other(P) 1 b 2 1 0 10 3.70 0
people to do what he wants to do {3} (24) (&) {2} (0} (37)

githout creating undue resentpent.(T) 9 20 31 20 20 100 2.78 il
(451 (B0) (93} (40) (20) (278}

4. He has amuch orientation of a Py 0 0 2 b 2 10 2.2 S
dictator except that he is far {0y {0y (&) (12) () {22)

smoother. (Ty 3 17 24 21 18 85 2.54 H
(23)  {&8) (72} (42) (18) {225}

3. He often related that he has {F1 1 a 3 1 0 19 3.0 0
worked and rose through the ranks (35 (200 (9 (2) (D) (35)

and attempted to improved his {1y s 21 27 15 i2 80 2.90 i
skills by learning from the errors. {23) (B4} {BL) (30) {12} {232)

5. He is vsually somewhat ambitious (P) O 2 & 2 0 10 z.00 H
and tries to know organizational (0} (g) (18} 4} {0} (30)

rules, methods and procedures in 17 23 17 16 12 7 i H
very well. (83)  (100) (51} (32} (12) {280)

7. He loves and stays on top of his (P} 2 & 2 0 0 10 5.00 0
job, by and large and tries to get {10}  (24) (&) {0) (0) {40)

his job done and effect produc- (T} 2§ 17 2 20 10 70 LA H

tivity. {103)  (&8)  (&8)  (40) (10} f?Bé)




cont'd. table 8

8. While his production is high (F) 1 & i i 0 10 3.70 b
enough, he is not sure of how to (35 {24) {6) {2) {0} (37)
get most our of peaple. {m 7 17 8 18 2 82 2,86 H
£33y (6B} (B8)  (34)  ({12) (235}
9. He believes he is fully committed(P) © 2 b 2 0 10 3.00 H
but this is not true for all people  (0) {8) (18} (4} ] {30)
who work with his. Ty & 2 2t 18 13 a3 2.88 H
{30) (88) (78} (3&) (13) {249)
10. He takes responsibility for {F} 1 6 I 0 0 10 1.80 0
identifying problems but takes (3 24 9 o (0 (38)
additional steps in persuading (T} i1 7 27 13 10 90 3.15 H
his subordinates before anmouncing  {33) (108} ({BL) (30) (10} {284)
his decision or solution to the
problem.
Total P = £ = E 2 E 33.60
o= = = = - = 30.16
Grand Weighted Hean P = = = = . 3.36 i
. - - B - - 3.02 it
Legend : 4,31 — S5.00 PAluways {A)
ZeBl - 4,80 often ()
2.581 - F.50 Moderately (M)
1.851 — 2.50 Slightly (&)
L.00 — 1.5 Mever (M)
FFooo— Frincipals’ perceptions/responses
T = Teachers’ perceptions/responses
or "slightly practiced" referred to the indicator that "He

Fas  much  orientation of a dictator sxcept that he is far

-

asmocther. " Thus, the grand mean of the responses of the

e

principals was posted at 2.34, implying that they perceived
themnselves to RN practiced benevolent-autocratic

motivational styles at a "moderate" level.



Meanwhile, relative to the perceptions of the teachers

involved  in  the study, Table 8 show  that all indicators

obtained waighted means equivalent to "moderately
practiced". The highest weighted mean was 2.37  for  the

statement that "Dur principal has an implicit or inner ftrust
in his  own methods and procedures” while the lowsst
welghted mean of 2.64 was referred to the indicator that “"He
has  much  orientation of a dictator except that he is  far

ampother” Consegquently, the grand mean of the responses  of

the lteacher-respondents was posted at 2,01 or  "moderately

F ;
practiced" indicating that they perceived that their
principals practiced benevolent-auwtocratic motivational

style at a "moderate" level.

Bureaucratic Stvie. Contained in Table 9 are the

perceptions of the principals themselves as well as  the
teachers in terms of the extent to which principals practice
bursaucratic style of motivation. fAs revealed by this table
the  responses of the principals showsd  that they assessed
themselves to have  "moderately  practiced® bursaucratic
atyle along seven of the ten listed indicators and "slightly

prachiced”  this styvle along the thres remaining indicators,

where the highest weighted mean was .50 or "moderately

practiced" while the lowsst was 2.20 ik "slightly
practiced". These values corresponded to the indicators



Table

ki

Extent to Which the School Principals Practice

Their Motivational Styles (Bureaucratic)

Stvie Indicator t(A)
1. Our principal is not really (F} 0
interested in either task or human ()
relations but regards himself as (T} 13
effective and efficient because {63)
he follows managerial rules and
requlations.
2. He gets less persomally involved (P) O
in problems, by getting through (0}
the right channels and follows (T) 14
rules exactly. {70}
3. He believes that existing and past {P) ©
practices are the only guidelines {0)
to foliow because his orientation (T) 10
is to the rules of the game. (30}
4, His usual behavior is militaristic{P} 0
because he believes that rules and {0}
requiations should be strictly T} 12
enforced. {63)
9, He subcribes to activities where (F) 0
performance is sometimes hard to (%)
measure but feels, that he is safe{T) 17
because he does not violate organi~ (83)
zational rules.
&. He produces few ideas for produc- (P} 0
tion and development of subordinates (0)
but feels fairly sffective in (T) 1o
that he follow rules. (50}
7. He believes that sound and mature (P} O

relationship are difficult to {0}

{4)
i
(124)

{0)
27
{108}

{0}
29
(115)

f

(L3}
32
(96]

(9)
25
(75)

{12}
29
{a7)

{18)
23
{69}

{18)
22

(&

)

3
(4)
23

(50)

{6}
19
(38

(12)
20
(40)

(12}
17
{34)

(4)
23
{45)

(4]
23
{30]

F
>

1 Total WM. 1 Inter-
(M) preta-
tion

1] 10 I.00 i
(0) {30}

19 100 2.86 H
(193 (286)

1 10 3.00 il
(i {30}

b 112 3.07 i
{16} {344)

1 10 2.20 g
{1) (22)

11 93 3.08 i
{11) (284)

0 10 2.49 5
{0) {24}

19 107 3.00 if
(19} (321)

0 10 3.00 i
(9} {30)

il 104 3.18 H
{11} {331)

0 10 3.00 i
{0 (30)

11 94 2.99 H
{11} {281)

2 10 2.00 8
{2) (20}




copt'd. table 9

achieve and that long-run planning(Tj 3 3z 24 i4 12 87 3.03 H
is not a good idea because he is [23) (128) (72} {28) {12}  (24%)

firmly tied to what the organization

did Jast time.

8. His favorite expression is (P} 0 b 2 2 0 16 3.40 H
“Follow rules and you will never (0) (24} (&) (8} (0) (34)

gn far wrang”, i z ¥ 18 18 9 91 1.47 f
{133} (88 4 (30 (9 {31h)

9. Another faverite expression iz (P) O 4 3 i ] 10 3.30 |
"Let’s see how we did it last time, (0} {24) (%) {&} {0 {33}

for everyting has been laid down (T) 11 24 3 18 12 % 3.01 H
for us". {58) (B%) {102y (3&) (12) {289}

i, He believes that the best (P} 0 2 & 2 0 10 3.00 H
creativity is coming from the (0y (8} (|} (4 (0] {30}

Head Office. {1} 13 23 7 28 15 104 2.91 H

(63} (92} (81} (36} (13} (309}

Total po- - - - - - 28.50
T - - - - - - 36.59
frand Heighted Hean P - - - - - - 2.80 B
T - - - - - - 3.06 #
Legend @ 4.51 — 5.00 Alwavs {(A)
F.81 — 4,350 often {0)
2.01 — E,580 Moderately (M)
1.31 — 2.50 Slightly {8)
1.00 — 1.30 Never {M)
F o~ Principals’ perceptions/responses
T ~ Teachers’ perceptions/rasponses

that “Another favorite expression is "Let’'s see how we did
it last time, for everything have been laid down for us,"
and YHe believes that existing and past practices are the
only guidelines to follow because his orientation is to the

tuies of the game," respectively. Consequently, the grand



mEan  was  posted  at 2.80 indicating  that  the principals

considerad themselves  to have practiced bureancratisc
motivational styles "moderately."

For the teachesrs’ part, 1t was shown by Table % that
the weighted means obtained for the ften listed indicators
corresponded to "moderately practiced" range. Among these,
the highest weighted mean was 2.47 while the lowsst was 2.86

Tor the statemernts: 1y His favorite expression iz "follow

rules  and o vouw will naver go far wrong." arnd 2} Dur

principal iz not orealy interested in either task  or human

Felations  bult  regards himself as effective and efficient

because he follows managerial rules and regulations,”
respactively. Mence, the teachers involved in the  study

perceived their principals to bhave practiced moderately the
hureaucratic style of motivation as evidenced by  the grand

mear which was pegged at 2.0&.

Compromiser Style. The perceptions of the two

categories of respondents on the extent to which principals
practice the compriser style of motivation are reflected in

Can he observed, the responses of  the

Table 10.

principals revealed that they perceived themselves to have

practicsd "0 en i Andicators, "moderately"” thrae
indicators and "slightly" one indicator. The dndicator

which states that "He tries to minimize immediate problems



Table 10

Extent tao Which the School Principals Practice

Their Motivational Styles (Comprimisor as
Perceived by the Principals Themselves

a7

, 13 4 ¢ 3¢ 2+ 1 ¢ Total : H.M. & Inter-
Style Indicator : (A)z (O): (H) : {5): (M) : : i preta-
: : H H H H : : tien
1. fur principal is orienied both P 1 b Z 1, ¢ 10 370 i
tash ans relationship but is {9} (28} 6} (2} (0} {37}
reluctant or wawilling to inte- (T} 11 17 24 20 i 73 3. B
grate these ideas to make sound (53) (6B} (78} (40} {1} {742)
decisinns and he prefers to be
neutral or ashivalent.
2. He tends fe make decisions only {P) 1 3 2 2 0 io 3.50 H
when under the most recent or {3} (20) (6) i4) {0} {35)
heaviest pressure. (T} & 19 3 17 19 92 2.95 i
30y (76} (93 (3% (%)  (272)
3. He tries to minimize imsediate {P) 1 1 i 1 { 10 3.80 i
probless rather than paximize {3} (28] {3) {2} () {38}
long term preducticn. {1} 12 14 27 13 it 79 3.06 i
(60} (b4} (81} (28} (11} {242)
4. He attespts to keep those people (P) 1 & 2 1 ¢ 10 3.70 q
who can influence his career as (33 (24  (8) {21 W {37)
happy as possible. {1} 13 20 24 AU b B4 3.15 i
(65} (BO) (72) {41} (&}  [283)
3. He pushes for performance but mot (P} O 2 & 2 0 10 3.00 H
to hard and thersfore never does {0} (4] {18} {4) (0) (301
anything so well. (T} 8 20 7 2 7 84 3.00 H
(46} (80) (BL) (84} (7} {252)
b, WHhile e would not condone very (P) i b 2 1 ] 19 3.70 i}
poor performance he shows that {50 (24} (&} (B (B {37)
he does not espect high perfor- (7] & yiti i 19 7 91 3.07 fl
man{e, {36) {112) (93} (38) {7)  (2B0)
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cont’d. table 10

7. He is convinced that optiaue (P11 2 3 2 i} 10 3.0 i
production is & but a dream, thus {3) {8y {15) {4) (0] {32}
perpetuates mediscrity. {1y 3 2 35 28 14 110 2.75 4
{15} (108) (10B) (5&)  (1&) {303)
B. He thinks that any plan pust be (P} 1 & 2 ! {0 19 3.70 o
a series of comprosise and he {3} (24 (6) {3 (O {31
looks enly fer well werk. that is, (T} 3§ 26 u s 11 85 2.9 H
if it seeas te work, he is in {23} (104} (&6} (44) (11}  {250)
favor of ii,
9. If he rar fool sose people he (P) © 1 2 b 1 10 3.30 g
thinks that’s geod enough without (0} {8 {& (12} {1} {23}
considering possibie repercusions (T} 4 13 18 28 24 s 2.38 5
later. {20} (36) {34) (38) (24) (20}
10. His favorite expressions is (F} 1 b 2 1 0 10 3.70 ]
"Let’s make sveryope say.” (3} (24} (6} {2} (]} {37}

{fh u 15 21 3 23 101 2.58 Hl
{3} (60) (63} (3B} (2§} (281}

Tatal P - - - - - - 24.30
T - - - - - - 29.04
Grand Heighted iean P - - - - - 1.43 H
T - - - - - - 2.91 i
Legend ¢ 4,51 — 5.00 Always (A)
.01 - 4,30 o ten {03
2.81 - Z.50G Moderately (M)
1.9% — 2.50 Slightly (8)
1.00 - 1,50 Mever {M)
F o~ Principals’ perceptions/responses
T - Teachers’' perceptions/responses

rather +than maximize long term  production: obtained +the
highest weighted mean of 2.80 or "often" while the indicator
that "If he can fool some people, he thinks thats’® good

enough without considering possible repercussions later" got



the lowest weighted mean of 2.30 or ‘*“slightly practiced.”
Therefore, the grand mean of the responses of the principals
was posted at 3.43,; implying that this group of respondents
considerad themselves to have practiced "moderately" the
compromiser style of motivation.

On the part of the teacher—respondents, they considersd
the principals to have practiced moderately nine indicators
of the compromiser motivational style. For the ramaining
one indicator, they deemed the principals to have practiced
"glightliv”® this indicator. Among  these, the highest
welghted mean  turned out to be 322 or "moderately
practiced,” referring td "OQur principal is oriented to  both
task and relationship but is reluctant or unwilling to
integrates these ideas to make sound decisions and he
prefers to be neutral or ambivalent". Meanwhile, the lowest
waighted mean of 2.38 or " slightly practiced" corresponded
to "If he can fool some people he thinks that’'s good enough
without considering possible repercussion later". 0On  the
whole, the teachers deemed the principals to have
practiced "moderately" the compromiser motivational style as

evidenced by the grand mean value of 2.91.

Executive Stvle. Fresented in Table 1i are
perceptions of the principals and teachers on the extent to

which principals practiced Executive Moativational Btvle. 6s



Table 11

7O

Extent to Which the S5chool Principals Practice
Their Motivational Styles (Executive)

] § L ® 2 i Total : H.H. & Inter-
Style Indicater (A} (0} = (H) = (5} : (H} : 1 prefa-
tion

Our principal is a fully effective(F) 7 2 1 0 0 10 .60 A
manager and sees that his job is (33} {8) (3) (0} {0) {4&)
getting the bhast out of others. (T) 14 i 28 1 14 107 3.29 H

(801 (152) (84) (22} (14) {332)
He sets high standards for (F} 1 b 2 1 0 19 3.70 0
production and performance but {(3) {24) {5} {2) {0) (37}
recognizes that he will have to  (T) 8 25 24 26 18 101 2.7% M
treat everyons differently. (403 (100} {72} {92y (i) (262}
His commitment to both task ang (P} 2 5 3 0 0 10 3.90 0
refationship is evident to all (10} (20} {9} (0} {0} (39)
and this sets and example to (Ty 23 21 28 14 10 98 397 H
them, thus producing a smoothly (125} (B4) (B4} (28} (10} 331)
functioning and efficient team.
He creates the atmosphere of Py 1 & 2 1 G 10 3.70 0
pulling on the sage rope in the (30) (24) (&) (2) {O) {37)
same direction and arouses (T} 28 23 32 11 2 104 3.490 K
participation and by it obtain (1303 {100)  (96) {22} {12) {360)
compitment for all.
He strives to obtain involvement (P} 1 b 2 1 0 10 I.70 0
in planning and execution and {3y (24) (&) {2) (0) (37}
this obtains the best thinking of {T} {2 2 22 14 b 83 333 H
all and gives a chance to every {60} (116) (&)  {28) (&) (274}
mature person to exercise dependence
and independence.
He is broad-minded enough to {F} 1 7 1 i 0 10 3.80 1
assess the organizational climate {3} (28) (3) (2) (0} (38)
and believes that human needs (T) 26 19 20 16 & 97 3.23 H
and organizational goals can be (130) (76} {40} (32}  (18) (314)

integrated.




cont’'d. table 11

71

7. He observes that at times it is (P} ! 5 3 9 0 10 4.70 i
best for him to make decisions (3} (24) {9} (0} (0} (47}
and then simply announce thes, (Ty 8 29 28 13 13 ka1 3.06 H
but that at other times, the (40)  (116) (B4) (28) (13) (279)
whole team must reach consensus.
8. He welcomes disagreements and (P} 1 6 2 i 0 10 370 ]
conflicts, instead of suppressing (3} (24} (6) (2} (0} (37)
them because he believes that (1) {2 36 18 18 21 105 3.00 H
such behavior is normal, appropriate (60)  (144) (54) (3&) (21) (313)
and necessary in order to finally
agree.
9. He knows that there is always a {F) 1 7 i 1 0 10 1.890 0
posibility that difference could {3y (281 (3) i2) {0} (38)
be worked out, that conflict can (T) 30 24 24 20 27 125 3.08 H
be solved and that, when this is (13¢) (98}  (72)  (40) (27} (385)
done, comsitment will resulf,
1¢. He is a moral builder but his (P} 3 b i 0 10 4.20 i
works team experiences high morale, (13) (24) {3) {3 {0) {42)
thus all his men work hard and (Ty 20 26 23 20 7 ] 3.32 H
all the teams fee! intimately {100} (104} ({73) (40) (7) (326}
involved in both successes or
failures,
Total goo- = = = - = 39.80
il - - 2 = - 3187
Grand Weighted Hean Bs " m = = = = = 3.98 g
. = = = " = = 3.19 i
L.egend g.39% = 5.040 Hlways (&)
S ol = A0 o f ten (0
2,81 - .50 Moderately (M}
1:81 ~ 200 Slightly {5
1.00 — 1.30 Mever (N
Foo— Frincipals’ perceptions/responses
T = Teachers’ perceplbions/responses
revealed by the said table. two out of the ten listed
indicators WEH considered "often practiced” by the
principals  themselves while the two remaining indicators



T2

ware  peroeived by the principals as" always practiced" by
them. Among these indicators, the statement that "He

obhserves that at times it is best for him to make decisions
and then simply announce them, but that at other times, the
whole team must reach consensus * obtained the highes

werighted mean of 4.70 or alwavs " On one hand, the lowesst
welghted mean of 3.70 was obtained by fouwr indicators, wviz:

1y He sets high standards for production and performance but

recognizes that he will have to treat evervone differently,

2) He creates the atmosphere of pulling on the same rops  in

the same direction and arowses participation and by it

obtained commi tment  for all, 3 He steives to  obtain
involvemsent  in planning and szecution and this obtains  the

best thinking of &1l and gives & chance to sveryons. HMature
PErE0On to exeroize dependence and independence, and 413 e
wel comes disagreements and conflicts, instead of suppressing
them because he believes that such behavior is normal,
appropriate  and necessary in order to finally agree. Thus,
the grand mean of the responses of the principles which was
pegged  at  3.98 signifies that the principals considered
thamsslves to have practiced "often" the executive style
of motivation.

For  the teachers’ responses, 1t can be noted from

table 11 that all the listed indicetors obtained weighted

mEans  which correspondsd to " moderately practiced" range.



Among bhese, the highest weighted mean was 2.79. This
value referred to " He creates the atmosphere of pulling
on the same rope in the same direction and Arouses
participation and by it obtains commitment for all" and " He

sats  high standards for prodoction and  performance  but
recognizes that he will have to treat everyvone differently,”
respectively. Conseguently, the teachers, involved in the
study perceived the principals to have practiced the

executive motivational style moderately " inasmuch as the

grand mean resulted to 3.19.

Developer Style. The data contained in Table 12 pertain

to the perceptions of ths two groups of respondents relative
to the extent to which principals practice developer style
of motivation. As depicted by this table, the principals’

reaponses showed that seven out of the ten listed indicators

under  this style obtained weighted means which means
"often" while +the three other indicators were rated as
"moderately" practiced by the principals themselves.

Furthermore, the highest weighted mean turmed out to be 3,50
o "pften" for  ths statement " He has some  interesting
assumptions about various types of work and he knows how to
encourage people to produce more. " The lowest welghted of
Z.E0 was obtained by the two indicators — " Our principal

has amn implicit or inner trust in people rather than his own
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Table 12

Extent to Which the Scheol Principals Practice
Their Motivational Styles (Developer)

30 4 3 2 1 Total : H.H. Inter-
Style Indicator O (A) r (D) ¢ (H) 8+ (M) : preta-
: : tion
1. Our principal has an implicit or (F) 1 Z & i 0 10 3,30 H
inner trust in people rather {3) (8) (1B) (2 {0y (33}
than his own self. (T) 13 17 25 i 9 94 273 H

(63} (6B) (731 (&0} {9 {277}

2. He is compassionate yet quite Ry 4 & 2 1 0 10 370 ]
effective in motivating people {3) (24) (&) {2} (0} (37)
because he is svidently concerned (T} 22 24 2 14 9 98 35 il
with developing the talents of (116} (96) (B7) (28) {9) (330)
other people.

3. He has low visibility and seemingly(P} 1 2 b 1 ¢ 10 3.30 H
silent turning enginsers into (5) (8) {18 {2} {0) {33)
general managers which no one (T} & 17 33 22 13 23 2.80 it

seen fo notice until he is gone. (30} {6B)Y {103)  (44) {13) {260)

4, He job function is seen by all as (P} | b 2 1 0 10 3.70 0
a very pleasant one because there {3} (24) (6) {2) (0} (37)
is usually so much cooperation, (T} 19 30 3 b vl %4 1.46 H
commitment and output in his own (95) (120} (90) (12) {9) (326}

and associated groups.

5, Although he spends a let of time (P) 0 7 2 1 0 10 J.60 0
with his subordinates, his skill (0} (28} {6) (2) (0} (361
in creating such condition often (T) 13 28 i 9 8 89 1.3 M
goes un-noticed because he does (65) (112} {93}  (18) (8) (295)
not brag.

5. He gives his subordinates as many (F) | b 2 1 ] 10 3.70 i
new responsibilities as he can (5) (28) (6} (2) (0} (37}
because he knows that an average (T) 12 27 26 13 9 87 .22 K
person can produce far beyand (60)  (108) (78) (28} (9) (281)

his capacity.




cont'd. table 12

7. He has some interesting assumptions(F) 1 7 2 0 0 10 3.90 0
about various types of work and (ay {28} {£) {0) (0) (39)
he knows how to encourage people (T) 23 22 23 23 3 28 3.33 i
to produce more. (115) (BB) (&9) {30) (3) (327}

8. He believes that people enjoy (P} 0 8 1 i 0 10 .70 0
working even without being watched  (0) (32 {3} {2) (0) (37)
because work is as natural as m 2 28 15 2 7 91 5.39 il
play and rest, {103)  (112) (45} (49y  (7) {309)

9. He believes that people seek (P} 1 b 2 1 0 10 3.70 ]
responsibility and therefore want {3) (24) (&) (2) (0) {37)
to exercise self-direction and (1) 17 30 22 1 i a9 3.4 H
self-control, (83)  (120) (&%) (22) (8) (304)

10, He believes that talents, intelli-(P} 0 b 3 1 0 10 3.50 f
gence, imagination and creativity {0y (24) {9) (2) {0) {33)
are widely distributed in the (1) 18 39 21 7 9 97 3.5l H

population and are not held almest {93}  {15&}) (&3) {18} {9 {341}
solely by managers.

Total - - - - - - 36,10
A - - - - - 12,75
Grand Weighted Hean B o= = = = 2 £ 161 0
T o= = = = - = M
Legend @ 4,81 = 5.00 Always ()
.51 — 4.50 often (03
2:81 —~ THedd Moderately (M)
L.51 — 2.80 Slightly (S)
1.00 = L350 Mesv e (M)
- PFrincipals’ perceptlions/responses

T — Teachers’ percephbions/responsss

zel " and "He has low visibility and seemingly silently
turning engineers into general managers which no one seem to
rotice until he iz gone. Thus., the grand mean of the

responses  of the principals was pegged at Z.61, indicating



that they assessed themselves to have practiced " often" the
developer sitvle of motivation.

As perceeived by the teachers, the principals practiced
"moderately” nine out of the ten listed indicators, and
"often  the remaining one indicator. OF these, the highest
walighted mean was posted at Z.31 or "often" for the
statement "He bhelisves that talents, intelligence,
imagination angd coreativity are widely distributed 4in  ths
population  and are not held almost solely by managers." on
one  hand, the statement that "He has low  wvisibility  and
sgemningly silently tuwrming sngineers into general managers
which no ong seem to notice wntil he is gone' obtained the
least  mean value of 2.80 or "moderately practiced." On the
whole, the teachers involved in the study considered  the
principals  to have practiced moderately the developear

motivational styles evidenced by the resuliting grand  mean

£
OT DiwaiCa

Missionary Stvyle. Table 13 contains data the

perceptions of the principals and teachers about the extent

to which the principals practice the missionary motivational

atyle. Az depicted by the said table, four indicators wers

gy

dememed "often practicsed" by the principals; thres indicators
WE @ assessed Lo be  "slightly practicedY; Two W e

considered  "moderately  practiced" and  one  indicator  was



Table 13

Extent to Which the School Frincipals FPractice

Their Motivational Styles (Missionary)

ra

4

et |

] 4 3 2

Style Indicator {a) {0) :+ (K (5)

Jur principal behaves like a {F) 1 2 b 1
kindly soul who puts human {9} {8y (18) (2)
relationships and harmony above (T) 24 20 28 11
all else, (120)  (B0)  (B4) (22}
He believes that people, no matter({P) 2 2 h] 1
how tough and stubborn can be {10} {8) (13) {2)
influenced by a soft and mild (T) 24 22 26 18
fatherly or brotherly treatment. {120) (88) (7B) (3&)
He invokes the authority and (R} 3 4 3 0
sanction of Divine providence in (13} {16) {9) (0)
post of his actuations, {T) 19 34 19 20
{93)  {136) (57)  (40)

He believes that the best and most(P) 2 3 2 1
effective means of motivating people (10)  {Z0) (6) (2
is to implore the aid of Divine (T) 24 24 23 16
providence, {120) {98} (&%) (32)
He also believes that in the midst (P) 2 b { :
of controversies and chaos, God is (10} (24} (3) (2)
always there to intercede for (T) 20 25 17 14
both conflicting parties, (100)  (100) {51y  {28)
He is patient most of the time Py 2 3 3 1
always hoping that God will take {10}  {20) {9} (2
care of all conflicts beyond Ty 22 22 23 20
husan control. (110} (88) (&%) (40}
He is weak because he abhors sngag-(F) 0 0 2 7
ing in conflicts even if he is the {0) (0) (6)  (14)
one oppressed. (Ty 4 29 23 16
(20)  (116) (73)  (32)

0
{0)
10

(10

]
{01
]
(3)

1
(0)

0
(0]
7
{7)

0
{0)

7
(7}

0
(0]

8
(8)

1
{1)
10

{10}

Total W.f Inter-
preta-
tion

10 3.30 i

(33)

93 3.3% il
(315)

10 3.50 H

(33)

93 3.44 H
(327)

10 4.00 0

{40)

29 1.38 M
(335)

] 3.80 0

{38)

74 3.44 H
{324)

10 3.90 0

{39}

a3 1.4 i
(284}

10 2.80 0

(39}

95 3.3 H
(315)

10 2.10 5

(21}

84 3.01 H
(233)




cont'd. table 13

8. He believes that God has his own (P) O 0 1 8 { 10 2.00 §
designs, so he accepts whatever (0) (0) {3} (1b) (1) (20}
fortune or fate that befalls (T) 18 2 26 7 8 79 3.41 H
him. (90)  (80) (78} (14) (8) {270)
9. He easy-gqoing believing that Py 0 0 0 8 2 10 1.80 5
faith will always prevail over (0 {0) (0} (1) (2) (18)
uncertainties. (T) 19 24 25 13 7 90 3136 H
{93) (96) (73) (30) (7) (303)
10, He is finally in effective because{F) 0 0 0 0 10 10 1,00 K
he presupes that people aiways (0) 0y (o) (@) {10) (10)
strive to act as humanly as (1) 20 20 23 20 8 1 3.26 i
possible, (180} (B0) (&%)  (40) {8) {297)
Total = = = = - = 29,350
io- - = ~ - - 3.4
Grand Weighted fean p= - - - - - 2.95 H
I = E = = o % 3.3 H
l.egend :  4.51 - 5.00 Alwavs (A)
Zi Bl 4. A0 often (0
e = I - Moderately (M)
1.84 =« 2,00 Sa dghitly (8)
1500 1« 2t MNever (D)
o= Frincipals’ perceptlons/responses
T = Teachers’ perceptions/responses

considered " not practiced"”.

mEan  was  posted  at 4.00
statement "He involves th
Divirne Frovidence in most of

welghted mean of 1.00 or nea

ineffective because he presu

act as humanly as possible.

Moreover, the highest weighted

or  "often practiced" fTor @ the
@ authority  and sanction o f
Mis actuations," and the lowest

ver pertained to "He is Tinally

mes that people always strive to
of the responses

"The grand mean
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-

of  the principals was pegged at 2.95,.implving that on  the
whole, the principals assessed themselves to bhave practiced
"moderately" the missionary style of motivation.

From the same table, the teachers’ responses  showed
that they considered the principals to have practiced all
the indicators of missionary style "moderately" in as  much
as the weighted means obtained coincided in the Ymoderately
practiced" category. Furthsrmore, it canm be gleaned from the
z=aid table that the highest weighted mean was  3.44  which
referred to thres indicators, as Tollows: 1) ez helieves
that people, ni matter  how tough  and  stubborn can be
influsnced by a soft and mild Fatherly or brotherly
treatment, =l e bres ] dlenvess that the hest and the most
effective means of motivating people is to implore the aid
of Divine Frovidence, and 3) He also believes that in  the
midst  of controversies and chaos, God is always  there  to
intercede for both conflicting parties. The lowest weighted
mean of 2.01 referred to the indicator that '"He is  weak
oppressed. " Henos, the grand mean of the responses of the
teacher—-respondents was 2,34, denoting that as assessed by
the teachars, the principals "moderately" practiced the

missionary mobtivational style.

Deserter Stvle. Fresented in Table 14 are data relative

to  the perceptions of the principals and teachers on  the



Table 14

Extent to Which the School Principals Practice
Their Motivational Stvyles (Deserter)

3+ 4 3+ 3 ¢ 2 ¢ 1 : Total : H.H. : Inter-

Style Indicator o {A) + (0) {H) (§) {H) ; preta-
! : : tion
{. Our principal lacks interest in  (F) 0O 0 0 i 9 10 1.10 M
both task and human interest. {0) {0) {¢) (2) %) {11)

T} 4 17 27 16 39 103 2,33 )
(20) (&8} (81} (32) (39) {240)

2. He is ineffective, not only {r) 0 0 0 0 10 10 1.00 H
because of his fack of interest 0} (0} (0} (0)  (10) (10}
but also because of his effect {1y 3 20 24 13 29 e 2.49 5
on morale. (13) (B0} (72) (2)  {29) (222

3. He may not actively desert or {P) 0 0 0 0 10 10 1.00 K
gscape from responsibility but (0} {0) (0) {0y {10) (10}
may also hinder perforaance of (1) 35 12 3 24 2 102 3.49 5
others through intervention or {23) (4B} (10B) (48) {29) (254)
by intentionally withholding
necessary information.

4. He often prefers large rather (F) 0 0 0 1 9 10 1,10 N
than small organization to camou- (0) {0) (0) (2 (9} (11)
flage his desertion, 7t 14 14 21 2 98 2.37 §

(3) (38} {102) (42} {28) (233

5. He thinks he is treated unfairly (P) 0 0 0 9 { 10 1.98 5
so he ignores the organization as (o) (0} (0) (18} {1) (19)
puch as possible. {1y 1 16 2 26 23 86 2.37 5

(5) (&4} (80} (52) (23) (204)

4., He often offends or hurts the (F) 0 0 0 1 ? 10 1,19 N
other members of the group is a (0) {0} {0} (2) {93 (11)
very clever way so that it is (T} 3 13 24 H 29 90 2,33 5
only by close observation that (15)  (32) (72} (42} (29} (210)
he 1s detected.

7. In a more refined way, he resists (P} 0 0 0 1 9 10 L.10 N

change or accepts it and then {0y (o) 0y {2y (9) (11)
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table 14 cont'd.

guietly sabotage it, saking all (T) 4 13 3z 14 16 19 2.68 H
things difficult to achieve (20)  (32)  (98) (2B) (14) (212}
maximum output.
8. He remains uninvolved in all {F} 0 0 1 4 3 10 1,80 §
issues and sends things to 0y {0y {3y {8 (9 (15)
comrmittee to busy to bury thes  (T) 2 15 2 29 17 91 2.51 f
totally, (1¢) (60}  (B4) (3B) (17) {229)
9. His favorite expression is "If at (F) 0 0 0 0 10 10 1.00 N
first you don't succeed, give (0) (0) (0} {0y (10} (10)
up". 1 4 9 24 17 25 79 2.36 g
(20)  (36) (72} (34} (25) (187)
10, He loves his job, it's the work (F) 0 ] 1 4 3 10 1.60 5
he hates. If he does not unders- {0) {0) {3) (8) {3) {18)
tand the work he opposed it, (Ty 5 18 27 18 26 94 2.54 i
saying that mistakes are bound fo {25y (72)  (81) (3&) (26) {240)
happen if we insist doing it.
Total po= - - = = = 12.50
T, = - - - - - 24.48
Grand Weighted Hean A - = = = = 1.25 N
T = = - = = - 2,45 5
Legend ¢ 4,51 — 5.00 Always (A
Z.591 - 4,50 often (0
2: 8l = 500 Moderately (M)
.51 —~ 2,80 Slightly (59
1.00 — 1.350 Mewver (I

Fo—- Frincipals’ percepltilons/responses

T — Teachers’  perceptions/responses
extent to which principals practice the deserter style of
motivation. It can be noted from this table that the
primcipals consilideread themse lves to have "z=lightly
praciiced”" three indicators out of the ten listed indicators

urder  this stvyle. Meanwhile, they assessed themselves as
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"not  practiced" under the seven remaining indicators.
Morsover, the highest weighted mean was pegged at 1.90 or

"slightly practiced"” for the indicator that "Me thinks he is

treasted unfairly so he ignores the organization as mueh  as

possibls, and the lowest weighted mean of  1.00 or “"not
prachticsd” was given to  three indicators - "He is
ineffective, not only because of his lack of interest  but
also because of his effesct on morale," "He may not actively
desert oF escape from responsibility but may  also  hinder
peErformance of nthers throug b intervention o by

intentionally with holding necessary information,” and  “His

favorite esypression L "IF at First vou don’t succeed, give

il

up.'" Donseguently, the grand mean of the responses of  the
principals resulted to 1.25, indicating that they perceived
themselves "not to have practiced" deserter motivational
sty le,

Relative to the teacher-respondents’ assessment, the
diztribution of their answsr revealed that seven indicators
were  conslidered by bthem  as  "slightly practiced". The
indicator that "In a more refined way, he resists change or
acocepts it and then guietly sabotage 1t, making all things

difficult to achisve madimam output'" got a weighted mean  of

8 or "moderats

v opracticed" while the statements thatb
"opuwr principals lachk interest in both  task  and human

e lationships” and "He often offends or e ts the other
i
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membars of the group in a very oclever way s that it is only
by close observation that he is detected" obtained the least
mean value of 2.33% or "slightly practiced.” In general, the
teachers who participated in the study assessed the
principals to have Ypracticed moderately" the deserter
motivational style. This is supported by the fact that the

=

grand mean resulted to 2045,

Comparison of the Perceptions of the
Principals and Teacher on the Motiva-—
tional Stvles of Principals

Table 153 summarizres the perceptions of the principals
themselves as well as the teacher pertaining to the extent

to  which the principals practice the eight different

motivational styles. As revealed by the said table, the
highest weighted mean on the part of the principals’

peroception was posted at .98, followed by Z2.&1  both mean

"often"  for exscutive and developer mobtivational stvles,
respectively. This is  dindicative of the fact that the
principals asssssed  themselves to practice "often" thaese

two sty les. Meanwhile the lowesst weighted mean of 10325 or
"mever!"  correspondsd to the "dessrter" sbtyle which means
that the principals  did not  consider themselves AS
"deserter', that they faced the challenges that arse inherent
in their positions. The next stvle which followed the

lowest weighted mean was the antocratic style which obfained



Table 135

Summary of the Perceptions of the FPrincipals
Themselves and the Teachers on the
Motivational Styles of Principals

i Respondents Category : :Combined
ul}"lE‘ B S T T T R e e e e e e R e T T e i e rl__"xi_e.[ u HE‘&\FM"‘.

3 Frincipals H Teachers : sInterpre-

T R S e S e iy H ta'tifjn

g Wit ¢ Imfer- & WA @ Inter- @ u

' spretation: spratations :

1. fAutocratic i 5 2..55 il 4,90 2.45 8§

2+ PBenevolent -
Autocratic S b i J.02 I &.38 Jel® H

3. Burpaucratic 2. 80 I Sa0é i 5,86 2.95 M
4. Compromiser .83 Fl 122 i ot 3.17 M
5. Executive BB 0 319 il 717 .19 0

H.  Developer Sudl 8] A2 i 4. B8 3.4945 M

s

7o HMissionary .73 L 3,34 il H.29 J.15 H

8. Dezerter wo M 2445 5 iy 2 1.85 5

Total 1373 & ad.60 s = 23,728 =
Over-all Hezan BwT s il Pl i1 53.95 228

Computed t-valuss Q.05

Tabular t-valusg: 2.145 a o= 05 and df= 14
aluati Accept Hy

a value of 2.35 or "slightly practiced", indicating that



principals perceived themselves to be autocratic onlvy  for
the few instances.

Felative to th

m

perceptions of the teachers, the

Lssionary styvle registersd the highest weighted mean of

or  "moderately  practiced”. This imply that the
teachers considered their principals to be missionaries  and
developsr most of the tims. The lowest weighted mean of
2.45 or M"slightly practiced" was referred to " deserter

tyle" denoting that among the sight listed styles, the

HH

teachers perceived thelr principals to wuse  the deserter
ztyle the least number of instances.
Az oa whole, the over—-all means of the responsess of  the

principals  and  teachers were 2.%97 and 2.9, Fespectively

i

both mean "moderately used". OQualitatively, the response:
o 7N

A
i

of the two groups showed s numericel difference of G.0L.  To

zrtain whether there sxisted & significant difference

betwsen the perceptions of the two groups of respondents, t-

&

for Andependent samples was applied. The result  of

this analvysis revealsd that the computed t-value of 0,07 was

numarically lesser than the tabular t-value of 2.145 at WG

level of significance and degreeses of freedom=14. Henoce, the
My pothesis  whioh states that "Thers 15 no significant

difference bhetween tThe perceptions of the principals and the

teachers  on the sxtent to which principals practice
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the different motivational styles" was accepted. This means

Y

that the two groups of respondents gave morse orF  less the
SEME perceptions  on the mobtivational styles i the

principals.  Thus, this implies that the responses provided

by e respondaents were based on their objective

Talk ing the combined responses of  the principals
themselves and  ths teachers, it camn  be inferred that
executive motivational stylse was the mnost Treguently
practiced by the elementary school principals with a
combined mean valus of Z.5% or "often" followsd by developer

motivational style with & combined mean of 3045 o

a-ter style of

"moderately practiced". On one hand, o e
motivation was considersd by the two groups of respondents

as the lsast ussed among the eight motivational styles which

S

posted a combined mean of 1.85 or "slightly practiced". The
data Jjust presented are indicative of the fact that in
gensral . the elemsntary school principals of the Division of
Hamar  manlfested professionalism in the dischargs of  their
functions  and  they face their responsibilities sguarely.

They showed sxemplary behavior in performing their tasks to

prompt their  teachers to be effective in developing  thea

minds of their pupils.
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Froblems Encountered by the
Principals and Teachers

This part of the chapter discusses the problems
encountered by the two groups of respondents pertaining  to
tha motivational styles of the primncipals. The responses
were quantitied on the basis of the sxtent to which the
principals  and teachers fesl the problems, where 5 means
extremely felt, 4 means highly felt, 2,2 and 1 mean

modaerately  felt slightly felt and not felt, respectively.

0
i
-
n
B

The are  herein presented by groups  or  category of

respondents.

fis Perceived by the Principals. Contained in Table 14

are the perceived problems of the principals, where out of
the ten listed problems. two were assessed by the principal
respondent  as  highly felt, namely: "L.imited educational

facilities and resouwrces" and Misinterpretation of good

intentions" wWith weighted means  of S50 ad Fab60y
respectively. Furthermors, there were six  problems  which
were considered " moderately felt" by the principals.  Amnong

these, the highest weighted mean was posted at 2.30 for the
prolem "Lack of support from subordinates'. The lowsst
weighted mean for the "moderately felt" range was pegaoged at
2.80 which referred to two problems "Lack time supervision'

and  "Lack of community  resources'. Moreover, the ©two
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remaining problems obtained weighted means of 2.320 and 2.00,
Borth  mean "slightly felt" which are: 1) Lack of rapport
with parents, and 27 Uncooperativeness of some subordinates,

Frespectively. I the wholes, problems relative to

Table 156

Froblems Relative to the Motivational Styles
of Principals as Perceived by the
Principals Themselves

| 4 3 2 ¢« 1 ¢ Total : W.H. : Inter-
Frobless ¢ (EF) @ {HF} : (BF) : (SF} : (NF} : ¢ preta-
H H : tion
1. Limited educational facilities 2 3 2 { 10
and resources, {10y (20} (6) (2} (0) (38) .80 HF
2. Lack of rapport with four 2 2 3 i 0 14
subordinates, (10} (8} (15) {2y (9) (35) 3.30 HF
3. Political influence. { 2 & 2 0 19
(¢ {8 {18 {4y [ ¢ {30} 3.00 HF
4, Apathy of some teachers and conflicts 9 3 4 3 0 10

of interest regarding projects for {0} (12) (1) (6] {0) {30) 3.00 #F
for the scheol and the community,

3. Uncooperativeness of some ] 0 2 6 2 10
subordinates. {0) {0} (6)  (12) {2) (20} 2,00 sF
6. Hisinterpretation of good 1 ] 3 i 0 10
intentions. (3 200 {9 (2) W (36) 3.50 HF
7. GSocial and economic patterns of 1 4 3 i 1 16 330 HF
saciety. {3) {16} (9 {2) (i) {33}
8. Lack of time for supervision. 0 2 3 2 1 10 2.80 HE

oy sy (19 () (28}
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cont'd. Table 1é

§. Lack of rapport with parents. 0 1 3 4 2 10 2.30 SF
{0) {4) (7 {g) (2 {23
10, Lack of community resources. ] i b 3 0 10 2.80 HF
{9) (4} ({1B) (&) {0) {28)
Total b 2 39 24 b 100 30,10
{30y {100y (117)  (48) (&) 30
Grand Keighted Mean 3.0 4,00 E.00 2,00 1.00 1.0t 3.0l HF

motivational styies of principals were assessed by the
principals  themselves as "moderately felt" as svidenced by

the grand msan of 2,01, This implies that the principal-

respondents  considered  the problems  they encountered on
their motivational stvles to be at a manageable level,

As Ferceived by the Teachers. The teachesr-respondents

FEEEONSeEs o the problems enoounterad relative to
mobtivational styles of principals are reflected in Table 17.
As shown by this tabls, four of the ten listed problems were
considered by the teachers as "highly felt" while the six
remaining problems were deesmed as "moderately felit'. Amorg
Lhess, the problem "Lack rapport with parents" obtained the
highest weighted mean of 2.76 or "highly felt" followsd by
the problem "lLack tims for supervision'" and "lLack of rapport

with subordinatess" with weighted means of 2.73% and 3Z.461.

resnectively., O the other hand, the lowsst weighted mean
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wasn  pegged at 2.81 or "moderately felt" which referred to
the problem "Folitical influsnce". In gensral, the teachers
group registered a grand mean of 2,25 or "moderately  felt"
which indicate that the teachers, like their principals
desmed the problems they encountered as manageable.

Fimally, it can be inferred from the responses of the

principals that they are more particular about the nesed for

Table 17

FProblems Relative to the Motivational Styles of
Frincipals as Ferceived by the Teachers

t 3 ¢ 4 ¢ 3 o: 2 ¢ 1 ¢ Total 3 WM. @ Inter-
Problens : (EF) + {HF) & (KF) : (SF) : (HF) : i + preta-
g : : ! : ; ; : tion
i, Limited educational facilities g a2 29 8 2 100
and resources. {45} (20B}) (B7) {1h) (2} {338) 3.58 HF
2. Lack of rapport with four & &0 24 7 2 79
subordinates, (30) (280} (72} (14} (2} {258) 1.61 HF
3. FPolitical influence. 3 9 3 a1 3 99
(25) (34} (93} (102} {3} (259) 2.61 HF
4, Apathy of some teachers and conflicts 4 21 26 40 b] 94
of interest regarding projects for  (20) (B4} (78} (80} (a} (267) 2.78 HF
for the school and the community.
3. lUncooperativeness of some 3 18 58 9 2 100
subordinates. (13) (72) (Z204) (1B} {2} (311) I HF
6. Hisinterpretation of good 4 g & 2 3 98
intentions, (200 (32) (183} (44} (3) (282) 2.08 il
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cont'd. table 17

7. Social and economic patterns of 3 U 70 7 2 103
society. (13) (34} (210)  (14) (2) {323) 3.16 HF
8. Lack of time for supervision. 4 73 19 3 2 101

(20) (292} (57} (&) {2) (377} 3.73 HF

9. Lack of rapport with parents. 10 a9 21 4 1 93
(30) (236) (&3} {8) (1} (338) .76 HF

10, Lack of community resources. 9 31 24 16 8 108
(45) (204) (72) (32) {8) {361) 3.4 KF

Total au RYRT -] 30 999
(283} (1488) (1119) (324) (30) {3236)  32.%6

Grand Weighted Mean 5,00 4,00 300 2,00 1,00 3.23 3,25 HF

adequate facilities and resouwrces to be able to effectively

motivate thelr teachers. Meanwhile, the teachers indicate

n

that their concern is more on establishing rapporht with
Lheir superiors and the parents of their pupils.
Suggested Sclutions Relative to the

Problems Encountered on Motivation
Stvles of Principles

After  determining the problems encountered by the

ol

oprincipals  and the teachers, solutions were solicited fr-om
them. The researcher listed ten possible solubions and the
respondents were made to respond to the list using the five-
point Likert scale,viz35,4,3,2.1, which mean strongly agree,

agres,uncertain, disagree,and =trongly disagresa,

respectively., The responses were categorized by group, as
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As Perceived by the Principals.Ths zclutions suggested

by the principal-respondents are presented in Table 18. s
shown by this ftable, the principles strongly agreed with ¢
Froper interpretation of good intentions"  as evidenced by
the weighted mean of 4.50. Eight other listed solutions
obtained weighted means which belongsd to the "agree" range,
where the highest weighbted mean was pegged at 4,50, followed

by 440 and 4030, These wvalues corresponderd to the

following solutions: "Intensify and preserve the community

Table 18

Suggested Soclutions to the Problems on Principals’
Motivational Stvyles as Perceived by the
Frincipals Themselves

a4 3 3 o 2 ¢ 1t ¢ Total @ H.H. 1 Inter-
Problems : (EF) = (HF} : (HF} & {5F) : (NF) : : i preta-
: : : : - tion
1. Hegotiate for more sducational 2 a 2 i 0 10
facilities and resources. (10} {20} {6} {2} {0} {38} I.80 A
2. FPromotes and maintain good rapport 4 3 3 0 0 10
with subordinates, {200 (12} (9} {0y (0} (41) 4.10 A
I. HMinimize political influence. 1 & 3 0 0 10
{3 (24) (%) {0} (¢ {38) 1.80 A
4, Encourage teachers towards cosson 2 4 1 1 0 10

good and discourage conflict of (10y  (16) [ 3) {2) {0 {31) 1.1 U
interest regarding community
development.



ront'd. Table 18

3. Motivate cooperation of subordinates. § 4 1 0 0 10
(23)  (16) (3} 0) (0) (44) 4,40 A

t. Froper interpretation of good ] 4 ] 0 0 10

intention, (30)  (18) (0 (0) {0) {46) 4,60 5A
7. Adjust to social and econoaic 3 b 7 0 0 10

patterns of society. (13)  (24) {3) {0 {0) (42) 4.20 A
8. Have more time for supervision. 4 ] 1 0 0 10

{20}  {20) ( 3) (£ {0} (43) 4,30 A
9. Proeote and maintain rapport with 3 3 3 1 0 10

parent. (1sy  (12) (9) (2} (0) {38) 3.80 A
10, Intensify and preserve the community 3 3 0 ¢ 0 10

resources for future use, {230 (200 (0] (0) ()] {43) §.30 é

Total 33 43 13 3 G 100 40,60

(175} (180) ( 45} (&) {0) (406)

Grand Weighted Hean 5,00 4,00 3.00 2,00 0 5.06 4.06 AF
resources for future uses, " "Motivate Cooperation of
subhordinates " and "Have more time  for supervision, "
respectively. Meanwhile, the solution "Encouwrage teachers

towards  common good and discourage conflict of interest
regarding community development" pegged the lowsst weighted
meaarr of .10 or "uncertain." On the wholes, the principal-
respondents "agres" with the listed solution in fthe Table 18

as evidenced by the grand mean which resulted to 4.06.

As Perceived by the Teachers. In Table 19, the

suggested solutions by the teacher are found, where this
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group showed strong agresment to three listed solutions

]
i1

follows: 1) Fromote snd maintain rapport with parents, 2)
Have more time for supervision, and 2) Froper interpretation
and  good intentions with weighted means of 4.46, 4.53  and
4.54, respectively. Moreover, seven of the ten listed
zolutions  obtained weighted means which corresponded to the
"agres" range with the highest weighted msan of 4.44 for the

molution Encouragse teachers  towards common  good and

discourage conflict of interest regarding projects  for

school and  community development.” Meanwhils, the lowest
weighted mean was posted at 3.846 or "agres" for the solution

"o Mindmize political influence.” This could be attributed

to the fact ©that among the listed problems, political

influence was the least felt problems of the teachers. Im
Table 1%

Suggested Solutions to the Problems on Principals’
Motivational Styles as Perceived
by the Teachers

I 3o+ 2 ¢ 1 ¢ Total : WM. : Inter-
Suggested Solutions : (EF) &« (HF) @ (MF) : (SF) : (NF) : : preta-
: : ! : : tion
1. Heaotiate for more educational al 29 14 b 0 100
facilities and resources. (233) (116} (82} {12) {0) {425} 4.25 A
2. Promotes and maintailn good rapport 29 b2 g 2 0 97
with subordinates. {125} (248} {24) (4] (0 {401} 4.13 A
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cont'd, Table 19

I. Hinimize political influence. 11 74 % 3 0 99
(33} (296} (27) (10} (0}  (383) 1.86 A

4. Encourage teachers towards common b6 19 16 4 0 104
good and discourage conflict of (330} (76)  (48) (8} {0 (462) 4.44 A
interest regarding community

developaent.
3. MHotivate cooperation of subordinates. 21 39 19 1 ] 100
(103) (238} (57} () {9) {400} 4.00 A
6. Froper interpretation of aood 62 28 7 I 0 93
intention, (310) (112} (21) {2) {0) {443) 4.34 A
7. Adjust to social and economic 21 59 i2 7 1 100
patterns of society. (103) (238)  (38) (14) {1) {393) 1.92 A
g. Have more time for supervision. 74 21 3 4 1 103
{370} (B4}  (15) (8) {1 (473} 4,33 5A
9. FPromote and maintain rapport with &9 18 3 1 1 92
parent. (343} (72 (9 2y (1) (429) 4.6 A
10, Intensify and preserve the community 49 41 10 5 2 107
resources for future use. {243)  (1&4)  (30) (10) {2) {431) 4.21 A
Total 449 410 103 34 3 1002 42,56
{3)  (4084)

(2243) (1680} (309) (721)

Brand Heighted Mean

general, the ifeachers posted a grand mean of 4.24 or
"agres, " implving thelr agreement to the listed solutions in

Table 19.

Implication of the Study

rr
o
i

T ez fimndings on the mobtivational =styles of

glementary  principals in Samar Division point to  the fact
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that they did not practice only one style of motivation. As

manifested by the responsss given by the principals
themselves  and the teachers, it ftwurned owt Lhat they

zhifted from one style to another depending on the situation

i

they wers in. This could be attributed to the fact that no
single style is proven effective to any type of situation,
that at times even the autocratic style of motivation mayvbs

necessary depsnding on the nature of the situation and the
characteristics of the constituents they deal with.
Generally, +the findings of the study imply  that the
principal, when faced with certain situations  must  weigh
things carefully  and must strategically plan out his stvyle
in order to attain his objechtives. Thus, this necessitates
proper  training of these principals in terms of developing
their skill  to immediately adjust his stvyle with wvarving
situations and ococasions. They must properly and adequately
considered  the advantages  and disadvantages  inherent  in

ey mobtivational style in order to snable them to be  able

to project the risks they take and the merits they will have
as they decide on the actions they will wundertake given the
situation  thsy areg in.

Fimally, the results of the study  redound to  the
affirmation of Alvin Toffler's view that "Information

gmpowars  the person. "This means that a decision or action



of & manager that is anchored on adeguate information will
witimately lead to a successful discharge of his managerial
Froles  leading to efficiency and eaffectivensss  of his

organization and/or enterprise.



Chapter S5

SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS

This chapter discusses the summary of findings, the

subsequent conclusions drawn from the results of the
amalvsis as well as the corresponding recommendations

formulated by the researcher which are designed to  improve

achool administration in the Division of Samar.

Summary of Findings

The salient findings derived from this study are thes
Fol Lonwing s

L. The age distribution of the principal-respondents
clustered around an average age of 446.5% with & standard
deviation of 6.0 vears while for the teacher—respondents,
their average age was posted at 22.5 vears wilth a standard
dewviation of 9.8 vears.

= Majority of  the slementary school principals

invaolved in the study were males with six ovlt of 10 or &0,00
paercent and bhere wsrs four or 40,00 percent females. On the
other  hand, amnong the teachers’ group, the females showed
dominance as evidenced by the fact that there wers 79 or
H1.24 percent of this sex and only IB.746 percent were males.

o Mozt of the principals and teachers wers married,

with eight principals or BO.OO percent and 70 teachers or



Gd.246 percent.  Only two among the 10 principal-respondents
o 20.00 percent were single while for the teacher’'s group,
12 or 14.73 percent were single followsd by nine teachers
or &.98 perosnt who were widow/ widowesr.

4. A o total of five prinmcipals or 50,00 percent have
finished their masteral degrees, whers two of them or 20.00

percent  have already sarned PhoD. wunits. Three principals

orF  A0.00  percent  have already completed the academic
requiremsnts for  their M.A. while the two remaining

principals  or OO percent have already sarned their MUA.
units.

S The highest numbsr of the teachers involved in the
study were BE  with MA units, followed by those who were
ES/Baccalaunreats degres  holders and  those wh ABYE
complaeted the academic reqguirsments for the M.A degres, with
27 teachers or 20,93 percent and 25 or 17.83%  percent,
respectively. Significantly, Three teachers or 2.33 percent
were already pursding post graduste or doctoral studies.

& The average length of service of the principal-
respondents was  pegged at 3200 vears with a standard
deviation of 3.8 vesars. On the other hand, the teachers
posted an average length of service at a value of 18B.35 vears

and a standard deviation of 9.8 yvears.

P The autocratic

in

tyle of motivation was deemed nhYs

the principals o be "slightly" practiced by them with a
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weighted mean of 2.735 while the teachers assessed the
principals to have practiced this style "moderately” with a
weighted" mean of 2.55%,

8. The bensvolent-autocratic style was considered by
the two groups of respondents to be ”mnderaiely practiced”
by the principals with the following weighted means:Z.3& for
the principals and 3.02 for the teachsrs.

7. FRelative to the bureaucratic style, the weighted
means  obtained were Z.80 and .06 for the principals and
teachers, respectively, where these two values mean
"moderately practiced®.

13. The principals and teachers assessed compromiser
style of motivation +to be “"moderately practiced” by the
principals which obtained weighted means of 2.42 from the
principals and 2.91 from the teachers. ‘

ii., fBs to the sxecutive stvle, this was assessed by
the principals to be'"often practiced" by them with weighted
mean of @ 32.928 while the teacher’s group considered this as
"moderately practiced" by the principals with a weighted
mean of X.19.

12. For the develnﬁer style ot motivation, the
principals assessed themselves to have "often practiced?
this style while the teachers considered the principals

te have "moderately practiced" developer stvle as evidenced



Ly the obtained weighted means of Z.61 and 3

-

13 Felative to missionary stvle of

welighted means were pegged at 2.95% or “"moder

andgd I.24 or "moderately practiced" for the p

and teachers’ group, respechtively.

14. The deszserter style was desmsd

b the principals themnselves arid

"mlightly practiced! ¥, £ = %
weighted mean values of 1.25 and 2,245, res

Im comparing the perceptions of th

the teachers, the computed t-valuwes of 0,03

numerically lesser than fhe tabular t-wvalu

and  df=14. This led to the acc

"There is no significant dif

the perceptions of  the principals and the

extent to which principals practice motivat

&+
T

1&. Az felt by the principals, the 1

fiwve problems they srncountersd: 1) lim

and  resources, 27 misinterpre

thordin

inteEntions, lack of rapport with

onomic  patterns of  soclety,

arnl

el

ME a5

e

influences whioch obtainsd T

e wom e edoand Z.00, respeotively.
- P peroseived by the  teachers,
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nalCly

motivation, the

ately practiced?
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Mot practiced"
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evidenced by the

pectivaly.
g principals

was found to

of 2.145 at

=

gptance of the

Terence betwesn
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following

respectively.
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are  the top five problems they sncounts i 1) lack of

port  with parsnts, 21 lack of time for supesrvision, &)

Limited sducational facilibtiss and resources, 4)  lack of

commun ity resowrces, and D) social and economic pattern of

sooiety . Thesse problemns posted welghtsd means of  2.76

g oeeemd amnd EHLlE&, respectively.

TE. From  bhe point of view of the principal

Ffollowing =solutions werse the most popular among tSThems 1)

proper dnterpretation of good intentions = 4.60 or "strongly

(3] it }

2 dntensify and preserve Lhe

mmun ity resources

Fo the future  use = 4,50 o "agres, " Y omotivate

peration of subordinates = 4,40 or agree,” 4) have mnore

A1 (2] 1

time for supsrvision 4,30 or "agree,"” and 5) adiust o social

"

and =2conomic

patterns of society = 4,20 or agrea'.

15, For the teacher s agroup, the following were the
first Tive solutions basad on the obtained weighted means:
1) promote and maintain rapport with parents, 21 have mnore
time  for  supsrvision, 3) propsre interpretation with  good
intentions, 47 enocourage teachers towards common good and
discourage conflict of interest regarding proiects for
school and community development, and 5) negotiate for more
sducational  Tacilitiss and  resources. Thesse solutions
posted weighted means of 4.466 or "strongly agres," 4.45%  or

"strongly agree." 4.34 or " strongly agrees," 4.44 or "agree

and 4,25 or " oagres," respectivelv.
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Conclusions

Bazed on the aforssaid findings of the studvy, several

]

conclusions wers drawn, to wit:

; B The age norm of the principal—- respondents  ranged
between 40,35 to 52 vears,hence they were already past  their
michof]es age and  were  approaching  their prrime VEEITS ,
Moremver, their sex distribution showed that they were
dominatbed by the males which means Lhat managerial
positions inm the Division of Samar, specifically that of the
prinocipals catersed mors Lo the males.

2. For the teachsr s group,their age norm ranged  from
29,9 wvears bto 49,1 years, showing that they were in  their
middle age and hanoe, are considered capable o f
discharging their teaching responsibilitiss. Additionally,
this group was dominated by the females which indicate that
in gensral ., the teaching profession tend to attract more
females than males.

koA Hoth the principals and the teachers who WE e

involved in the  study have were married which cowld be
attributsed to thsir ages distribution that iz middle age to
past-micddle age.

4. The respondents as a whole showsed professional

advancemsnt  which was indicative of their recognition of

professional growbh as necessary for them to be effective
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either as sducational managers or as  teachers for  that
mat b,

i The data on the length of service of the two
categories of respondents provided evidence to conclude that
in terms of exposure and supsrience, they werse already
mature and were deemsd to have varisd and wide syperiences.

&5 fs revealsd by the responsss given by the
principals themselves and teachers, it can be said that the
elenentary school principals in Samar  Division  amployved
varied motivational stvles, with deserter style as the least
Lisesl . This is dindicative of the ability of the school
principals  fto be able to shift from one motivational style
to another as called for by the situation they were in.

Pa The assessments given by  the principals and
twmachers were cleemead objechive as evidenced by t e
Fresult  of the t-test which led to the acceptance of the
hypothesis which compared the perceptions of  these two
groups of respondents. Hence, the responses maybe considerac
am Tree Trom thelr bhliases oF subliechive opinions.
= Frimncipals were concerned  with problems relative
to the resources availables in thelr respective arsas, while

the teachs group  showed more  concern o problams

pertaining  to their rapport and relationship with their

students’ parents.
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of the conclusions that were drawn from

following recommendations ars hersin

nesd to further reinforce the desire of

sue professional advancemsnt  to enhance

to

v and/or managerial WAy

schols ernable them o

them

ting

uwate and post-graduate courses, Foodl

@]l book allowances showld be afforded

o <
=

of giving them incentive for their good

cipals.

naad  to  have regular  consultative

which should involve the principals

Chers, az well as theivr parsnts to

i s

nication gaps and also to enable  parents

rtoin the  planming, implementation  and

projects  and  programs whioh are

and attain school and community prograss

it tuwrned owt that the eslementary

o
pots e 3

are awareg of the different motivational

it

Hi

already emploved these styles,

the teachers to be able tio contributs

share btowards the attainment of their
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school and community development, a realistic and continuous
staff development program should be  implemented in  the
RDiwvisdion. This program should give egual access  to these
teachers to enjoy scholarship grant, attendance to  seminar

workshops, conferences which are designed to answer Lo their

unitous and distinct needs.
4., The =school showld have a  fTunctional witension

program which will foous on training the parents to develop
and  aernbance their potentials, and consegquently enable them
to bhe the partners of the school principals and teachsrs to
pursus school and community developmant.

o a0 parallel study  mayvbe conducted  in other

divisions in the region to validate the findings of the

shudy .

[iéxe A =mequel  study  in Samar  Diwvision  could e
undertaken which will focus on cetermining the

effectiveness of the differsnt motivational styles employed
by the principals. The psrformance of teachers and students

mavhe wsed as indicators of effectiveness.
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AFFENDIX A

Republic of the Fhilippines
SAMAR STATE FOLYTECHNIC COLLEGE
Cathbalogan, Samar

Ootober 22, 1994
The Dean of Graduate Studies
Samar State Polyvtechnic College
Cathalogan, Samar
Madam s
I oy fervent desirve to start wreiting my thesis, I have

honor to submit for approval, one of  the following
zaroh problems, preferably no. one.

1. MOTIVATIONAL STYLED OF SOCHOOL PRINCIFPALS: THEIR
IMPLICATIONS 70 SCHOOL DEVELOFMENT INM SAMAR

]

SBUFERVISORY FRACTICES OF ELEMENTARY SOHDOL
FRINCIFALS IN THE  DRIVISION OF SAMAR: THETR
THFLICATIONS T0O TEADHER S FERFORMGHNCE

%,  EFFECTS OF  IN-BERVICE  TRAININGS  ON THE
PROFESSTONAL GROWTH OF TEACHERS IN THE DIVISION OF
SAMAR

Youwr  Tavorable action on this regquest will  be  highly
appreciated.

Vepy  truly vours,

(SGED.) GIL DL AFDLINARIO

Researcher

PAFFROVED

RIZALINA M. URBIZTONMDO., Ed.D.
Dean, Graduats Studies
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APPENDIX B

SURVEY GQUESTIONMAIRE NO. 1
(For School Principals and Teachers)

For the Respondents:

Thizs guestionnalre is designed to gather information
and data for the study entitled "MOTIVATIONAL STYLES OF
SOHODL PRIMCIFALS: THEIR IMPLICATIONS TO SCHDOL  DEVELDOFFMENT
aF SeEMART, the succsss of  which will  depend on vouwr
wholehearted cooperation. Flease indicate vour honest and
sincerse responses as called for under each component. Res

amasred that WL responses will b kept highly
confidential.
May 1 expact  100%  return of b accomplished

questionnaire the soonest possible time. Usse the enclosed
gl f-~addressed-stamped ernvelop for mailing the accomplished
pquestionnalire.

Thank vou very much and may God bless  you  and  vour

family.

Very singerely yours,

(S5GD.) GIL D. AFOLINAGRIO
Fesearcher

FART . PFPERSONAL THNFORMATION

1 Mame of Respondent (Optional)
z Age _  Bew __ o Livil Status

. Fosition/Designation/Ocoupation

4. School/Barangay

9. Address

. Length of Service

7. Educational Attainment
2. Othsrs, please specify




7. He treats subordinates like
machines and believes that
subordinates must follow orders
and nothing more.

8. HMHe makes plans by himself and
introduces them for immediate
implementation without moti-
motivation because he belisves
that the best committee is a
one—man committes and that
peaple work best alone.

9. He handles conflicts and dis—
agresments hy suppressing
them believing that they are
hut challenges to his authority
and he does not forgive easily.

1%, His favorite expression is
"Wait wntil yow becomes",
"Do what I say', but don’t do

what I do". Hence he gets blind

obedience at best and gets
desertation at worst.

Style I1I ( Benevoclent —~ Autocratic)

1. Duwr principal has an implicit
or inner trust in his own
methods and procedures.

‘2. He sells his decisions by
persuading his subordinates to
accept them and thus bscome

n

£n

th

gffective in obtaining production.

Ta. He often succeeds in getting

other people to do what he wants

to do without creating undue
resentment.

4. He has much orientation of a
dictator except that he is
Tar smoother.

3
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He oftens relates that he has
worked and rose through the
ranks and attempted to improve
his skills by learning from the
ErIOrS .

He is usually somewhat ambitiouws
and tries to know organizational
rulss, methods and procedoares
ey wel 1,

He: loves and stavs on top of
his Jjob. by and large, and
tries to gst his iob done to
effect productivity.

While his production is high
enough, e is not sure of how
to get most out of people.

He belisves he is fully
commitited, but this is not
true for all people who work
with him.

He takes responsibility for
identifying problems bult takes
additional steps in persuading
his subordinates befors announ-
cing his decision or solution
to the problem.

Style III {Bureaucratic)

L

Dur principal is not really
interested in either task or
human relations but regards
himself as effective and sffi-
cient becausse he follows mana-
gerial rules and regulations.

He gets less personally involved
in problems, by getting through
the right channels and follows
rules exactly.

5 4

n
I
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Style V (Executive)

e e b e e e e L L r ey

1. Our principal is a fully
gffective manager and sees
that his Jjon is getting the
best out of others.

2. He sets high standards for pro-
duction and performance but
recognizes that he will have
to treat evervone differently.

Ze His commitment to both task and
relationship is evident to all
and thizs sets and example to

then, thus producing & smoothing

functioning and efficient team.

4. He creates the atmosphere of
pulling on the same rope in the

same direction and arocuses parti-
cipation nd by it obtains commit-

ment for all.

on

in planning and execution and
thus obitains the best thinking
wmf all and gives a chance fo
gvery mature person to exercise
dependence and independence.

5. He is broad—-minded enough to

assess the organizational climate
angd bhelieves that human needs and

o

LAY

a

He strives to obtain involvement 9

)

organizational goals can be integ-

rated.

7. He observes that at times it is
best for him to make decisions
angd then simply announce them,
but that at other times, the

whnle team must reach consensus.

8., He welcomes disagreements and

conflicts, instead of suppressing

them because he belisves Chat
such behavior is normal, appro-

priate and necessary in order to

finally agree.

]
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Z.  He knows that there iz alwavs b ! =
a possibility that difference
couwld be worked out, that con-
flict can be solved and that,
when this is done, commitment
will resualb.

1. He is a moral builder but his a 4 = ¥ 1
works team experiences high
morale, thus all his men work
and all the teams feel inti-
mately involved in both succes—
ses oF Tallurss,

Style VI (Developer)

1o Our principal has an implicit bl 2 A 2 1
or inner trust in people rather
then his own self.

m He is compassionate vet guite A 2 A 2 1
ffective in motivating poeple

£
because he is evidently con-
cerned with developing the
talents of other people.

2.0 He  has low visibility and a 4 A ) 25
seemingly silent turming
inginesrs into general managers
which no one seem to notice
until he dis gones.
4. His Jjob function is seen by all 8 4 A ey 1
as a very pleasant one because
there is usually =0 much coops-—
ration, commitment and outpuat in
Mis own and associated groups.
5. Although he spends a lot of time 5 4 A = 1
Wwith his subordinates, bhis skill
in creating such condition often
goss unnobtlioed because he does
mevt beag.
S. Me gives his subordinates as B 4 & = 3

many new responsibilities as
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he can because he bnows that
a&n average parson can produce
far beyond his capacity.

3
B

7. He has some interesting assump-
tions about various tvypes of
work nd he knows hos to
sncourage people to produce
MOre .

L
S

8. He bhelieves that people enioy
working even without bsing
watched becaunzs work is as
natural as play and rest.

th
i

. He balieves that people seek
responsibility and thersfore
want to exsrcise self-direction
and self-control.

10. He believes that talenits, intel—- 5 4
ligence, imagination and creati-
vity are widely distributed in
the population and are not held
almost solely by managers.

Style VII (Missionary)

[2);
n

1. Our principal behaves like a
kindly soul who puts buman
relationship and harmony above
all plss.

n
B

2. He believes that people, not
matter how tough and stubborn,
can be influenced by a soft
arid mild fatherly or brotherly
treatment.

o

L
s

. He invokes the authority and
sanction of Divine Frovidences
in most of his actuations.

Lh
d

4. He belisves that the best and
most efrfective means of moti-
vating people is to implore the
aid of Divine Providence.

i

Lot

A

b3

1
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A

B

k!

k2

I




LT T ppw——

3. He also believes that in the
midst of controversies and
rhaos, God 1s always there to
intercede for bhoth conflicting
parties.

. He iz patient most of the time
always hoping that God will
take care of all conflicts
bevond human control.

7. He is weak because he abhors
engaging in conflicts even if
e is the one oppressed.

8. He believes that God has his ow
designs, so he accepts whatever
fortune or fate that befalls hi

Bl L T T PP

e
S

rn 4 4

HIE

9. He is easv—going beliesving that 5 4

faith will alwavs prevail over
uwncertainties.

10, He is finally ineffective

. because hz presumes that psople
always sitrive to act as humanly
as possible.

Style VIII (Deserter)

1. QOur principal lacks interest in
both task and human relationshi

2. He is ineffective, not only
bhecause of his lack of interest
but also because of bis effect
on morale.

F. He may not actively desert or
escape from respongibility but
many also hinder performance
of pthers through intervention
of by intentionally withholding
necessary information.

4 4

S 4
pl

£n
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4. He often prefers large rather 3 4 =z 2 1
than small organizations o
comouflage his desertion.

@. He thinks he is treated unfairly 5 4 = 2 1

s0 he ignores the organization
as much as possible.

&H.  He often offends or hurts the bl 4 = 2 i
other members of the group in
a very clever way so that it is
only by close obssrvation that
he is detected.

7. In a more refined way, he resistsH 4 = 2 i
changse or accepts it and then
quitely sabbotage it making all
things difficult to achieve
maximum putput.

8. He remains uninvolved in all a3 4 3 2 1
issues and sends things to
committes to bury them totally.

. . "His favorite expression is, "If 9 4 A 2 i

at first vou don’'t succeed,
give up".

i, He loves his job, it's the work 5 4 = 2 1

he hates. If he does not under-
stand the work, he opposes it,
sayving that mistakes are bound
to happen if we insist doing it.

H. To what extent do you feel the following problems
relative to the motivational styles of vour principal?
Encircle the number corresponding to the degree the
problem is felit, such as:

3 Ffor Extremsly Felt ({EF}
4 for Highly Felt {HF)
3 for Moderately Felt M)
2  for 8lightly Felt (&F)
1 Ffor Not Felt {NF )
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Froblems n BEF 2 HF &« MF = 8F @ WF
s(SY ¢ (4)s (Z): (2): (1)
1. Limited educational facilities 5 4 = 2 1
and resources.
2. lLack of rapport with subordinate.d 4 3 2 1
Z:. Political influence. 5 4 3 2 i
4. fApathy of some tegachers and o 4 = 2 1
conflicts of interest regarding
projects for the improvement of
the schpol and the community.
5. Uncooperativeness of gome subor— 3 4 5 2 1
dinates.
6. Misinterpretation of good inten—.3 4 3 2 1
S10MS . 4
7. Soecial and economic patterns of 3 4 = 2 i
spCcigty.
8. Lack of time for supervision. 5 4 3 2 1l
7. Lack aof rapport with parents. ) 4 = 2 i
1G. Lack of community resouwrces. 3 4 = 2 1
11. Others, please specify
Ca To what extent do vou agree with the following

suggestions to solve the foregoing problems.
the number corresponding to yvour sxtent of
such as:

8 for Strongly Agres {84)
4 for Agrea { A)
3 for Uncertain { )
2 for Disagres { D)
1 Ffor Strongly Disagree {5Dh)

Encircie
agreement,
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Suggested Solution : 54 ¢ A3 U s D 8D
s{3) ¢ (4): (3): (Z): (1}

1. Negotiate for more sducational 5 4 = 2 i
facilities and resources.

2. Promote and maintain good a 4 = 2 1
rapport with subordinates.

F. HMinimize political influence. bl 4 = 2 1

4, Encourate teachers towards a 4 3 2 1
common good and discouwrage
conflict of interest regarding
projects for sehool and commuinity.

3. Motivate cooperation for subor— 3 4 3 2 1
dinates.

&. Proper interpretation of good L9 4 = z2 1
intensions.

7. Adiust to social and sconomic 3 4 = 2 1
patterns of societv.

8. Have more time for supervision. 3 4 3 2 1

9. Promote and maintain rapport 5 4 3 2 i
with parents.

10, Intensify and preserve by commu- 3 4 Z 2 i

nity resources for future use.
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it mi o] s o e s e e e LI SRR D S T3

THANE YOU! !
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CURRICULUM VITAE

NAME GIL DAGOHOY APOLINARID

DATE OF BIRTH

Movember 22, 1749

FLACE OF BIRTH Brgy. Balatguti

Sto. Mifio, Samar

ADDREES : Brgv. Napuro
Sta. Margarita, Samar
FRESENT POSITION Elementary School
Frincipal I
STATION Falale Elementary School
Sta. Margarita, Samar
CIVIL 8TaTus Married
EDUCATIONAL BACKGROUMD
Primary . Balatguti Primary School
Sto. Nikro, Samar
Intermasdiate Villahermosa Elem. School
Sto. Nifio, Samar
Secondary Tiburcio Tancincea Memorial
Vocational School
Calbhayog City
Eollege . Samar School of fArts & Trades

{(now SSPC)H
Catbalogan, Samar

Cebu Schonl of &rts & Trades
Cebu City

Degree Earned BSIE major in Industrial arts
Tacloban City

SBamar State Polytechnic College
Catbalogan, Samar
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Curriculum FPursusd Master of Arits, in Education
Major Administration & Supervision

CIVIL SERVICE ELIGIBILITY

Career Service Frofessional Examination, 72.70%, December 7,
17280, Tacloban City

Frofessional Board Examination for Teachers., 7. 00%,
NMovember 28, 1982, Tacloban City

AWARDS AND DISTIMNCTION

ESF Mational Court « « -« « « Bromze Service Award
of Honor 1981

BSP Mational Court . o & « - Silver Service Award
of Honor 1985

BSF Mational Court o « o o « Bold Service Award
of Honor 1994

DECS Regional Award . . - - . Second Place for the
Most Effective Elem. School
1994

DECS Regional Award . . . « . First Place, for the
Most Functional Sehool
Mursery & School House
1794

DECS Regional Award . . « « « Second Flace, for the
Most Functional School Canteen

1294
Certificate of . « &« &« «vee « First Flace — Best School
Recognition Category in the District
1994

Plagque of Appreciation. . . - In recognition and grateful
appreciation of his invaluable
contribution that led to the
growth and success of SAMELCO
I Electric Cooperative Inc.
(SAMELCO 1) — 1994
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Cartification of . . . « . - For meritorious Outstanding
Recognition Services rendersd as a
Training 8taff member to the
2rd Provincial Jamborette

192945
Certificate of « =« w» a w In recognition of the
Recognition Invaluable Bervices and

gupport during the SCUAA
Regional Athletic Meet at
TTMIST, Calbavog City

1992

Certificate of Appreciation . From the Office of the
Governor of Samar for Meri-
torious Services randered
1992

Certificate of Appreciation . For wuntiring sffort and
unoualified support in Making
Reading Center
1990

Coertificate of Recognition . For exemplary performance and
dynamic pursuwit of the goals ,
of Education
1989

Certificate of Appreciation . For meritorious and
putstanding services
rendered as BSP Camp Director
1788

BEF, Commendation « « - « « «» AsS counselor/Discussant Phase
I and 2 SM & KL Samar Council
1986

Divisional Award . .. . « . For meritorious FPerformance
and Exemplary Service
particularly in Teacher Child
Farent Approach Communal
Gardan
1986



Certificate of Appreciation . In recognition of exemplary
: services rendered to this
historical event which
contribute in large measures
towards the success of this
gathering.

WORK EXPERIEMCES

Fublic Elemsntary . « « « 1977 - 1984
School Teacher

BSF District Scout. . « .« . 1984 ~ 19289
Coordinator
Field Scout Executive . . . BSF Samar Countcil

i%84 - 1989

Training Staff Member . . . 19284 to Present
BSF Samar Council

Fresident « « « « o o & &« = Mapurn Waterwork System

Mapura, Sta, Margarita
Samar, 1988 - 1989

FOSITIONS HELD

Elementary Head Teacher 1 . . 198% - 1991

Board of Director « « « &« &« .. Sameleco I
1992 -~ 1994

Elementary Head Teachesr III .. 1992 - 1924

Elementary School Principal I. 1995 - 19%64

SEMINARS/TRAINING/WORKSHOPS ATTENDED

District Training of Teachers and Administrators on Reading
Enhancement for Elementary Schools, November 2325,
1993

Regional Training of School Administrators for Effectivensss
angd Efficiency, November 14-17, 1995



Division Se
-

mar Workshop in Designing Organization for High
Ferfo ri

.....

i
marnce, UOotobee Z0-31, 19935

Multi-grade Training for untrained School Administrators,
fApril 2729, 1994

Mational Advanced Training Course for Troop Leaders  (Scout
Woodbadger) Capitol Hillls, Cebu City, Septembesr 18,

A5

Division Training for Elementary School Head Teachers,

Januwary 20-21, 1995

Regional Training  FProgram Tor Orade I oand IT Teacher 1in
English, Science and Mathematics, June 1-2, 1994

Divisiorn HAdvance  LAC  Leader  Training  Frogram  (AALTAR)
Movember 1420, 1995

Division Seminar-Workshop for Elementary and Secondary
School FPrincipal, Jume 13-14, 1994

Drisntation Seminar for Mewly Fromoted School Administrator,
August 24, 1789

log

Certificate of Farticipation - 12th Asia Facific Jamboree
Zth National Jamboree Boy Scouts of  the Philippines,
Boril  22-28. 1994 Mt. Makiling Loz Barfos Laguna

Fhilippines.

Mational Seminar on Rural Electrification Frogram fTor EBoard
Directors, Yenus Hotel Baguio City, March 28-24, 19232

Faegional Trainings on Instructional Leadership and Resource
Management Mauwlong Catbalogan IV District, Catbalogan,
Samar, January 15-1&6, 1998

B
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