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ABSTRACT

This study attempted to evaluate the educational management competencies of
the commissioned officers of the 8™ Infantry Division, in which the findings were
considered as inputs to management development programs. The descriptive-
developmental research design was used in this study using the questionnaire adapted
from Harris (1989) as a basic instrument. The difference by group of respondents based
on weighted means of the seven management dimensions such as cultural awareness,
communication/coordination,  public relations, planning, programs/projects
implementation, material resources management, and unit monitoring and supervision
is not significant as proved by the computed z-value of -1.25 as against the critical z-
value of 1.96 at 0.05 level of significance. For management competencies of Cos by
geographical area it turned out that managing educational programs had a positive
effect on Cos educational management competency level. Thus, more involvement in
educational programs will more likely improve the management competencies of Cos.
Among the seven Cos-related variates of educational qualification did not affect or
influence the educational management competency level of the Cos while the rest play
an important role in the management of educational programs of the 8% Infantry
Division. Problems on cultural awareness and communication/ coordination affect the
implementation of the educational programs of the 8 Infantry Division as evidenced
by the data gathered on problems encountered by the Cos. There is a need for an

educational management program.
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Chapter 1

THE PROBLEM ARD ITS SETTIRG

Introduction

Today, organization be it azmall slways has to consider
an individual to occupy the post on top. One who can think
for the group and lead this group to a desatination that
befita dit. Thizg individusl manages the whole of the
organization. Thus, management is the key concept in any
organization.

Management as the word suggests, is one of the most
crucial terms in modern living. It is & word, an ides, and
s science, needed in government organizations, educational
and non-educational snd in almezt all instituticons. It
involvez the coordination of human and material resources
toward cbjective accomplishment that would include four
hazic elements: 1) toward objective, 2} through people, 3)

via techniques, and 4} in a8n organization (Kast and

Like any other institution or organization, the
Philippine Army particularly the Infantry Brigades and
Infantry Battalions in the region are managed or commanded

by & manager, which in thig caze the Brigade Commander and



[

Battalion Commander. Because of the encrmous tasks, he
delegatez suthority to subordinate commanders and staff who
sgist him in the performance of szome of his duties to
ensure efficient management and contrel of the unit. The
commander discharges his regponzsibility through an
established chain of command. The staff or staff officers
who have gpecific areas of responsibility who at the =same
time are expected ©O possess enough nowledge and
understanding of the commander’=s concepts and mode of
peration to be able to act with complete confidence in his
gbhsence u=sually carry thiz out. The ztaff or staff cfficers
basic functions are: a) provide information, b} estimate,
e} recommend, 4} prepare plans &nd orders, sand e}
supervige. Alse, the commander iz principally assisted by
the Executive Officer aside from the previously mentioned
ztaff or =taff officersz whose duties are based on his
desires, which normally include material readiness and
logiatics. The executive officer is alsc responsible for
insuring that coordination iz effected within the ztaff and
that work iz complete, timely, and provides the commander

with accurate information (FM 7-20 The Infantry Battalion:

24-29) .
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Clemente (18%5: 38) c¢claimed that many organizations

¥

are in trouble now becsuse of these tremendous changes
gcocurring in  the workplace and in  the organization’s
environment. This iz 30 for not adjusting themselves to
modern times. Everyday, we learn 3something new. The
challenge i3 whether we can cope up with the new
developments. Gaining management =2kills regquires time and
maturing proce=zs, &3 one would cure ham or age wine. But
e¥perience alone without Ilearning, iz fatal az one must
constantly upgrade to the =ztate of the art of technology
and industry, and current state of trade.

The argument of Clemente indeed iz wvery relevant in
this study considering the fact that in the traditional way
in the Army during the old days, concepts on educational
management were never discussed or given focused by top
officials. This time inevitable changes in society are
taking place and are happening so fast and are lerting
eyeryone to be eguipped with skills to cope with survival
demands. The Army is not an exemption to this when it
started recognizing its group to be integrated with the
lesd government agency and non-government agencies in

enlisting greater support for literacy development in our



country particularly the rural communities in order to win
the battle agsinzt poverty and idgnorance.

In the Philippinez bureaucracy, at present, new trends
and innovationz have been effected that call for competent
management from orgsnizstion 3ystems. The Philippine Army
being deployed all over the countryside is in good position

to serve as a catalyst in rural development through the

st

L,

organization of multi-purpose cooperatives and community-
hazed projects (Philippine Army ACCORD Handbook: 8). This
ig being conducted through the Army Literacy Patrol 3System
(ALP3}, where organization of <classes for out-of-scheool

-

vouth and adults whozse focuz are literacy and livelihood

r

kill=: the Army Concern on Community Organizing for
Development {ACCORD) whosze focus is pecple’s organization
and community resources management; the Army Community
Azzistance and Rural Empowerment through Social Services
{CARES) Program where medical and health services come in;
and the Special Operations Team (30T} whose focus i3 more
on the concept of Force Field Anaslysis where environmental
gcanning iz at the fore.

Through the above-mentioned programs, it iz where

competencies in educationsl management of officiels come

thig resegrch ig sddressed. As

(1]

in, where the very focus o



officials in an organization, expectedly they must be the
mentors, the teachers, and the educators of their
subordinate officiaslz and men in the performance of their
respective tasks. Experience tells that subordinate
officials and men who composed the commissioned officers
gre charged with the responzibility of carrying out
community-based program=, projects, and activities, which
are supplementing and complementing the literacy programs
of the nstional government.

To showcase the relevance of the efforts of the BID,

in

[

PA in addressing illiteracy which iz the most pressing
community problem in the region, it came up with & special
program celled the Army Literacy Patrol system (ALPS) where
all battalions were directed to implement, utilizing the
officials and men who are more or less have the training on
education. The ALPS 83 it is shortly called i3 & progranm
humanizing the approach to achieve pesce and development,
uzing flexible learning saspproaches, and providing committed
service to the underserved, disadvantaged and unreached
communities in the region. The focus is more on the basic
and functional literacy program which is believed and found

to be one important instrument for alleviating the economic
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condition of the people at the graszrootzs and is expected
a3 well in contributing to the development of the ares.
Thiz shift in serving the public within the Army has

been recognized to a greater heightz not only by the

1

()

Regional Literacy Council but also more importantly by the
National Literacy Council through the HNational Evalustion
Committese for Outstanding Literacy Program in the country.
In 1989, when the 8ID, PA for the first time Jjoined the
gearch through iteg units situsted in the Ssmar Province, 1t
was adiudged Fifth Place in the entire country. The
following vyesr, it reprezented again the region and was one
of the top 10 Mozt (Cutztanding Literacy Programs in the
country. Last 2001, when an effort for expansion has been
done oovering the priority eareas, during the Regional
Search, it topped thus represented RBegion VIII in the =aid
most popular and publicized naticonal literacy c¢ontest,
though there waz greater expectations of having it won the
Mozt Outstanding Literscy Preogram in the country, still
maintained its place az Number Two.

The ahove scenaric picturesz the reality that the

ersonnel, more particularly the COs manning the literacy

o]

program of the different battalions in the Region are =ztill

wanting of the management competencie=s 1in running or



implementing the program. Also, from the feedback gathered
during the HNationsl Awards conducted lasst September 3-5,
2003 at the Leyte Park Hotel in Tacloban City, the program

managers need to focuz more on effective communication and

coordination and the expansion sspect of the program to
have an edge on & wide range of impsct on the learners.

From these suggestionz and recommendationz brought to the
fore by the evaluatorsz themszelves, there iz a need to bring
the program to a wider =cope, only that there iz going to
ke uncertainty in its effective implementation because of
the human resources gvailable in every battalion. (1} Are
there enough soldierz to do the job? (2} Are they capable
of effectively implementing the program? (3) Are they bent
to teaching? (4} Do they have the management competencies
in dimplementing the educational program? All these are
guestions the answer of which can only be derived out of

the conduct of an =xtengive rezsearch. Hence, this study.

Statement of the Problem

This s=tudy attempted to evaluate the educaticnal

migaioned officers of the

0
2

management competenciez of the co
g8 Infantry Division, in which the findings were conazidered

a3 inputs to management development program.
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Specifi

glly, it =zought answers to the following

gquestions, Lo wit:

1. What is the profile of the commissioned officers of

the 8™ Infantry Division as to:

1.3

ot
fd

|.._'|
Lad

l—a-l
“
1%

of the commis

age;
educatienal guslifications

length of service in the military:;

number of vears involvement 1in educational
programs:

educational trainings / seminars / conferences
attended;

rank: and

work oriesntation?

iz the educationsl mansgement competency level

ioned officers as perceived by themselves and

m

non-commizzioned officers slong the following management

dimenzions:

cultursl swareness;
communication/ocoordination;
public relations:

planning:

R

programs/projects implementation;

meterial resource management; and



2.7 unit monitoring and supervision?
3. Is there a significant difference in the

educetional management competency level of the commizsioned

officers by:
3.1 group of respondents;
3.2 dimen=zionsz; and
2.2 geographical area {Leyte and Samar)?
4. Iz there =& =zignificant relationship between the

educational management competency level and the following
variates:
4.1 age:

4.2 educaetionsl gualificastion:

2]

4.3 length of zervice in the military:

L4

I

4.4 number of vears involwvement in educastionsal

programs;

15

educational trainings / sgeminars / conferences

u
ll—

attended;

4.5 rank: and

]

-1
b=
o
i
vl

4.7 work orientsti

5. What are the problemz encountered by commissioned
officers a3 zesen by themselvez and non-commissioned
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perceptions of the twe groups of respondents on  the
problems encountered by the commissioned officers?
7. What educational management development program Can

be developed to improve educstional management competencies

(DX}

of commissioned officers’

Hvpothezez

The following hypotheses were tested in the conduct of

thiz ztudy:

Y

1. There it

¥

: no significant difference in the
educational management competency level of the commissioned
officers by:

1.1 group of rezspondente;

1.2 dimen=ion; and

‘..-.l
u
L

geo

L}

raphical areas.
2. There iz no significant relationship between the

3

the commiszsioned

i

4

(]

ducational management competency level o

I}
I

fficers and the following personal variates:

I
[

a

e
-7

Lo

.2 educational gqualification;

[

i
A

.2 length of service in the military:



2.4 number of vyears involvement in educational

programs;

o
wn

educational traeinings / seminars / conferences
attended:

.5  rank: and

.7 work orientation.

2. There i3 no significant difference between the

perceptions of the two groups of reszpondentz on  the

problems encountered by the commissioned officers.

Theorstical Framework

The conduct of thiz study iz founded on the concept of

.t

Ka=zt and Rozeinzweig (1872: 572-5732) which =tatez that “any
organization must maintsin enough stability to function
satisfacteorily, and vyet not allow itsgelf to become static,

ultraconservative, or obklivious to the nesd to adapt to

0

hanging conditionz.” A resaliztic wview of organizationsl

change recognizez that both =ztsbility and sdaptation are

eggential to zurvival and growth.

ot
feuld

The above concept 1z strengthensd by YWrapp (19872
when he =aid:

EFeeping the wheelz turning in & direction
aiready set iz s relatively simple task, compared
to that of directing the introduction of a
continuing fiow of changes and innovations, and



[t
(i ]

preventing the organization from flying apart
under the pressure,.

It has to be understood that stability/continuity and
adaptation/innovation can be applied separately to the
structurez and processzes of organizations. Changes in one
do not necessarily mean significant changes in the other.
The basic transformation procezs of producing goods and
gervigces can  continue  relatively unchanged while the
organization  3tructure iz made more centralized  or
decentralized. The process can be changed gignificantly
while the baszic hierarchical gstructure remasins intact.
However, 1t iz also gquite likely that bkoth =tructurs and

are adjusted in the courze of organization changs

e
e
s
0l
D
i
i

Lo meet new exXternal and/or internal conditions (Beciket,

speaking of s=taekility, thisz will help management to

e

facilitate achievement of current gosls. Az to continuity,
this will enzure orderly change in esither ends or means.
While agdaptability will make a s3y3tem react appropriately
to external opportunities and demandsz as well asz changing
internal conditions and innovationz will allow  the

organization to be prosctive {initiaste c¢changes) when

conditions warrant (Becket, 1971: 134).
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Easzt and Roseinzwelig [1979: -521) slso believed
that the growing environmental and internal complexities

would meke orgenizations unmansgesble 1if traditionsl

need to recognize in  an  organizsation’s management the
dynamic ngagement sapproach which recognizes that an
organization’s envirconment 13 not some  sort of fixed,

imperzsonal forces. Rather, it iz a complex, dynamic web of

people integrating with each other. Az & result, managers
must not only pay attention to their own concerns, but also

ot
ot
(9]

underztand what iz important other managers both within

their organizationsz and 1in other organizations. They

r_l]
it
e
N
3
m
]
it
i
L.
2
'..I.
p]
|'-1
=
.—14
i
1

intersct with these other mansge

conditions under which these organizstions will prosper or

5o, for an organization whose management should become
vigble, ocrestive, and relevant, i1t must engage 1in the
nrocess ©of search that the renewsl effort involves. Such
repewgsl will not take place by chance. &n orgsnization
renewal process takes time, energy, money, snd skills and

an individual, or what we called manager to lead and move



and bring out the latent capsbilities and dream= of other

human being (Esst and Roseinzweig, 1979: x=i).

The sbove contention is =zupported by the concept of
Thompson, et. al. {2003: &2-83}) when they gasid that
Managers cholces are typically influenced by their own
vizion of how to compete and how to position the enterprise
and by what image and standing they want the company to
have. Both casusl observation asnd formal studies indicate
those managers’ ambitions, walues, bu=ziness philozophies,
attitudes toward risk, and ethical beliefs have important
influence= on their accomplishments or performances. In
other wordszs, as one sxXpert noted, peopls have to have their
heartz in what they do, to achieve their obhijectives.

Therefore, a zoldier iz not only a fighter but alasc =a
manager and 8 leader. He iz expected not only to display
fitnezz of mind and body that could withstand the physical,
paycholeogical challenges of combat but alsc to develop =
senze of leadership and mansgerisl talent thst would zerve

2 he climbz up the ladder of professional

]

in good s=stead

iy

gtability. A& zoldier plsys the identical role of fighter

and leader. To achieve thi e must be fully responsive to

8

£
the imperatives and demands of national concernz (Bufiales,

2002:

3

1y.
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are prerequisites to better equip the managers in putting
gll the resourcez 1in the organization in their proper

perspectives. These suggest a3 well that mansgers should be

akle to focus on producing constructive change through

pery

dialcogue and collsborstion. In short, the orgenizastions o
today c8ll for empowered lesderz/managers. They are the
ones who dictate the tempo in today’s orgaenization’s
trends. Moreover, they set the direction for success of any
undertaking defined to be pursued by the organization, if

wddress relevance.,

I

only to

4

Conceptual Framework

Figure 1 showzs the conceptusl framework of the =tudy.
Thiz study predominantly made uge of the human resources
who composed the commissioned officerz asnd  the non-
commissiconed officers cf  the
Philippine Army. They  composzed  the two  groups of
rezpondentz of the study who made an asszeszszment of the
sducational competencies of the commissioned officerz who
are azzigned in taking cherge of the literacy programs of

the different brigsdes and battalions in Region VIII. In

short, they composzed the inputs of the study.
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> Commissioned
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(RLT-COL)

> Non-
Commissioned
Officers
(Sgt-Msg)

Profile
of the
Commissioned
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8™ Infantry
Division:

= Age

= Educational
Qualification
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= Number of
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Educational
Programs

= Trainings
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Orientation
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a COMMUNICATION /
COORDINATION
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0 PLANNING
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IMPLEMENTATION

0 MATERIAL RESOURCES
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0 UNIT MONITORING AND

SUPERVISION

Feedback

FIG. 1. The Conceptual Framework of the Study
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In @ssessin the educational mansgement competency

level of the commizszioned affipers, the following
mansgement dimen=zions were considered: 1) cultural
SWAreness; 2} communication/coordination:; 3} public
relations; 43 nlanning: 5} programs / projects

implementation; &) material resourcez management; and 7)

unit monitoring
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Thiz particular phase or
stage 1in the conduct of the study 1is the so-called

throughput where the two groups of respondents were

The findings <that were derived from the assessment
done by the regpondentz were made sz the basziz in defining
the output of thiz sztudy which =zpesks of the Educationsl
Management Development Program.

&l=o0, shown on the framework are broken lines outside
the mejor elements gcontained 1in the said framework
depicting the feedback mechanism of the study, thuz the
educational management development program that would be

evolved as pictured by the arrow would be considered for

the commizsioned officers of the 8™

l’"!'

develcocpment efforts fco
Infantry Division, Philippine Army, who 8re into managing

the educaticonal programs of the different units.



Significance of the Sbtudy

Thi=s reszseasrch was conducted becauge up to the present
no statistical record has bheen staklizghed vet to show
educational mansgement competencies of C0s of the 8™
Infantry Division with respect To 3even  management
dimensionz mentioned under the =ztatement of the problem.
The re=zearcher deemed it to be timely and relevant because
at prezent time, the division needs highly trained,
gualified, and competent COz who would be instrumental in
achieving its goasls and obiectives for & highly literate
community.

With the sim of benefiting COsg at different levels not
only in the 8™ Infantry Division, but also in other
divizsion= - not only in the Philippine Army, but also in
the entire Armed Forces of the FPhilippines -  this
particular endeavor was undertalken.

More  importantly, thiz =ztudy haz the following

zignificance:

the Commissioned Qfficerz. The result of this study

3
o

would provide information to the commissioned officers of
the 8™ Infantry Division, Philippine Army, a3 to what they

ve realized or sccomplished in terms of thelir competence
Y reglized o stadsliils ¥
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jobz that a=ide from military operations, they are alszo
involved in the implementation of community-based programs,
proijects, and sctivities,

To GOz and NGOz, This study would provide a ¢lear

picture to the GOz and NGOz the need to fagilitete the

conduct of educationsl programs like the ALPS and other

community-oriented programs and projects where  their

To Future Resesrchers. The result of this =ztudy would

serve @8 a&n avenus of information for other or future
researchera a2z regards educational management in relation

to effective and quality zervice.

Scope and Delimitation of the Study

Thisz tudy focuzed on the azzegsment of the

oL

educational management competenciez of the commissioned
Infantry Division, Philippine Army and
subgequent development of educational mansagement program

categories of mansgement
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dimen=ions =uch a3 culturasl awareness, communication
coordinastion, pubklic relstion=, planning, programs/projects

implementation, materisl= rescurce management, and unit
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menagement

Lisutenant Ceolonsl, and 2 Colonels of the 8% Infantry
tivigion, Philippine Army who belonged to the first group

of respondents. They are involved in the masnsgement of the

For the s=zscond group of rezspondents, 219 non-
commisaiconed officers, from the rank of Sergeant to Master
rgeant, who o are gzzigned and/or  involved in the
implementation of literacy programz and other educational
programs intended for the community folks in DDU areas.

Thiz "study involved 11 units geographically situated

in Region VIII, to wit: Samar - 801lst Brigasde ({8 (C0sz3/11

Infantry Brigade (3 C0=/22 NCOs) and 6370 Infantry Battalion

Leyte — 802" Infantry Brigade (3 COs/21 NCOs), 18 Infantry

Battalion ({5 COs/17 HNCOs), and 4% Infantry Battalion (5
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Thi=z study was conducted within the school year 2003-
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Dafinition of Terms

r

m
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The following terms that are used in this gtudy

defined to provide a common frame of reference.

L

Army Concern on Community Organizing for Development

=

{ACCOBD)Y. It iz an agreement forged between the Philippine

army and the community. The Army, providing organizaticnal

and technicsl knowledge <through itz manpower, and the

3

community, harneszing =11 itz availasble resources, will
harmonize to attein  progress  and  develeopment  (ACCORD

Handbook) .

Army Literacy Patrol System ({ALPS}. A progrem which

aim=z to provide basic literscy skills and continuing

sducation system.

Assezsment. It i= the breaking down of 8 complex

intellectual or s=substantisl whole inte its  constituent
elements in order to examine the nature, significance, and
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the rezpondentz’ perceptions on the mansgement competencies
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of the commissiconed ocfificers w e usie of

where 5 13 extremely competent, 4 highly competent, 3

ot

moderately competent, 2 fairly competent, and 1

W

it

& f_)fl.“_i':_' [ 1 I

Battalion Commander. One who commands the battelion

uauglliy holding the rank of Lieutensnt Colonel.

Capital Intensive. It pertasins to the production by =

high ratio of eguipment or other investment to the role of

Chain of Command. This refers to an unbroken line of

suthority that links 811 individusl=s in the c¢rigin and
ifices who reports to whom {(Delf, 2002: 738). In this
study, it consists of the successive commanders and leaders

through which command actions are directed (FM 7-20 The

Commissioned Officers. They are officers appointed by

nt, the Commander-In-Chief of the Armed Forces
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n
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g3
m
£
|....|

of the Philippines, sither az regular or reserve gnd active
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or inactive. They are holding the rank of 2* Lieutsnant up
to the rank of 8 Colonel.
Communication. Thisz refers to internal organizsticnal

communicationsg and information exXchanges, such as keepin

]
)

subordinate informed, interpreting work unit activities and

prioritiss, information interface with other units

In thiz ztudy., it refers ©o one dimension in management
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Competent and 5 82 higheszt, repres

Community Assistance and BRural Empowerment through

Zocial Services {CARES) . iy syrogram which  seelks to

‘i

coordinate a synchronized, integrated, and sustained civic



Community BRelations. Thiz referz to the kinship thst

employeess, ezstablishes with the community in which it is
located and doesz buzinezz  (Bittel, 1974: 948)., In this
study, 4t refers to the relptionship of Cls te a8ll
stakeholders involved in the educationsl programs of the

division

Coordination. Thiz mesnz performing lisison functions

end integrating work unit activitiez =0 a t0 greste
gynergy with other orgsnizationsl units, or with externals,
such a3 suppli contractors, consultants, consumers,
regulatory ocfficials, S50, {Reader’= Digest Great

to the interface of activitiez by the unit with other

for Extremely Competent, 4 for Highly Competent, 2 for
Moderately Competent, 2 for Fairly Competent, and 1 for Not

Competent, in relation to the implementation of literscy

Culturasl Awarenss=ssz. Being consciocus of and up-to-date

on organizational oulture, policies, pricrities, and power



izsues (micro culture} in relation to external issues on

of acguaintanship of commizaicned officers with the issues

affecting the unit in relation to the effectiveness in the

ot
LA

Executive 0Officer. He iz the principal ss=sistant

the commander (FM 7-20 The Infantry Battalion, 1983: 29,

functions relative to the implementation of literacy
programs, which are exprezssed sz follows: 5 for Extremely
Competent, 4 for Highly Competent, 3 for Moderatsly
Competent, 2 for Fairly Competent, and 1 for Hot Competent.
FPeedback. Iz knowledge of the results that influence
the selecticon of inputs during the next cycle £  the

Human BRelations. This is frequently uszed &= & general
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e 0Oz az facilitastor of the sducstionsl program=s of the

g™ Infantry Diviszion.

Implementation. It means converting the planz of the
ocrganization into short-term targetz and sctivitiesz by
sequencing and/or  scheduling and appropriate decision-

of idess, & program, etc (Yebsterfs, 1999%: 635). In this

Individual Competenciez. It iz the ability of the

Y
o

indiwvidual to analyze problems, meke degcizions, remained

In this s=study, it is one ©of the work orientstion’s

mt el

indicators of the CoO= sz facilitstor of the educationsl

Infantry Battalion Light. It iz the 1light Infantry

Divigion’=z cloze combat maneuver forece, It iz composed of

foot mobile fighters, who are organized, eguipped, and
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trained to conduct e=ffective combat sctions agsinst light

snemy forces {Broghure, 1997:; 4},

R

Input. Are the material, human, fingncial

]
X

information resources used to produce goods or services

NCGz of the 8" Infantry Division who are the two groups of
rezpondents involved,

Leadership. Thiz referz to the relsticonship in which
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aoministrative dutisz csrried out by mansgers in virtuslily
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In thiz study, it referz to the following seven dimenzions,
., Communication /Coordination,
Bubliz Belations, Planning, Frograms /Brojects

Implementation, Material BRescurces Management, and Unit

Monitoring and Supervision.

is

o
i1}
s
]
H
el
]
omd
prnl
i
s}
s}
rer
H
Iy
i
(]
e
a]]
P
o
h
=

T
b
g i
|
it
it
ri‘l

procesz/ability  to  assure svailability of sadequate raw
materigls and/or supplies, equipment, and facilities to
Carry on the unit’s sctivities; oversesing

Hon-Commissionsed Officers. They are the enligted

peraconnel holding the ranks of Sergesnt to Chief Maszter
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sergeant. In this
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Orientation. The act oI crienting, oY the sztate of
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. = 1 P 3 IOGT . = 3 o 5 = . .
heing oriented 1593: 880}, In this study, it i

knowing the dutiss and responsibilitisz of the commiszsioned

cfficers fo ke effective sducstionsl fascilitators,
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or gkill (Webster, 1899%: 1008). In this study, it refers to
the expected cutcome of the study which is the educationsl
management development program.

Planning. Thisz refers to developing and deciding upon
long-term obljectives/gosls, sgtrategies, grngd  prigriti
rlsnning for change or slternative ocourses of actionz for

Process. & courze or method of operstions in  the
production of something ({Webster, 199%: 1005}. In this
study, it refers to the assegsment of the two groups of

P ST e

of Cos aleong the following zeven management dimensions, to

wit: Cultural Awsrenesz, Communication/Coordination, Public

'.....I

ieots plementation,

i~

I‘ 1]
=l
=4

Relations, Flanning, Programz/Fro
Material PRescurces Management, and Unit Monitoring and

Suneryvvizion.
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Programs/Projacts Implementat

conversion of plans into short-term targetz and sctivities

by sequencing/scheduling and appropriate decizion-making.

: _ =, _ e : o 1 . 3 .
its professionsl sctivitiez; thisz involves representation

1 iz doing to other mansgers or

unitsz within the organization, gnd To per3ons/groups
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Special Operationz Team. Thiz iz 8 one-ztop  szhop

program of the Philippine Army where different government

agenciess sre invited to disseminsate their regpective

program2 to the community.
&= -4 - L = . -
Sunerwvision. This means nrovidin c nuous

unit sgctivitisz are aocomplished, whils recognizing and
rewarding high performances, a8 well 83 correcting 1low



Unit Monitoring., Thiz referz to keeping informed on

overall status of unit culture and activities
problem areaz for corrective actions:; then being abkle to
compare unit activity with performance or trends among

comparable organizational unitz and industry or foreign

competitors {(Herrisz, 188%: 18,

Yalues. Idesals, customs, dinztitutions, etc. of a
soclety toward which the people of the group have an
effective regard {(Handout on the Military Valusz Education

gee work a3 important, meaningful, and lesading to =uccess

i5toner, et. 8l., 0 1887: Z2B). In this study, itv -pefeps 1o
indicators of COg as= to wit: work wvalues,

Work Valuss., Thiz iz z mental ztste regdinesz,
learned and orgaenized through e¥perienge, eXerting =8
gpecific influenced on 8 perzcon’s  rezponse Lo people,
ohlests, and zitustionz with  which it g relgted
{Ivancevich, et. gl., 1986: 124}, Ipn this study, it iz one



]
DO



n 4
e T
Ly et wi ...1
= L & weoom
2 Hoe b o M o .
i 4 1mu i] ar J o ..._,._ Ly
(9] 7] - . M o ™ n ._.w, 2
“ moow T R o d = b g
o] i > ] 4 . o bl b -
Iy il ] 8] a W ) o
- ] ) i Sl J s
ua L 1 ] = ", i it T -
- P g e I = . T il m
“”_._ ] =l o i o 5 ¥ o b
At I o e o v i g s
o 2 & S <. onom O o
,m g .o il S —— m_ I =
| 4 i w0 ; by
i o i 1 ] a s L i S o
1 At ia! - i A 4 -
_... - 5 S : o - [
i - (i . L wn e & “
el L £ al i | p at A
( 1 $ T = 5 v
T ' £ - T P % =
) =R« e S o _h,._
TR 5 g 5 =& v om
4 n\..;_ i ] £ 1} 0 b
= i i = 3 - ) Ao L
e lix} o] L, 3 b, P B
Sl (il y - L o il ; o=
I R TR = R i .
% u ] 1 m.“ ] = " (1A} ot ] 1w b
Iy _“w_:”...:. 1.._ 1l fr] il e o i [ 1 ]
w o % - ! - p.._ R =] £ -1
- P Ll " o ] = ] o 1 1 ] () W
bes e in p pos i Pk ] o [ e
il LLA] e [ A b, fix] I ! e
by i o e | v o i} ) 3
Ly e & s U 6 i i £
I ) o o1 o m" - o " [ et
i n = 5 &3 m = ' C
mo S W BB g e I < o
i +H a i - e i = IR L -~ i
= o . o l o i ] ]
g w o o R, £ [T - B =
(o S S B o T woo mo M o &
g 8 ow - B0 Bomp S B ¢ -
- e i / - . al 1 ] [ b il
i) on . i1 L ] by o
e = & i o o : : (il r L et ) ) 1w £
- s Bloagan o o 5 oH il R
g = e i B v o = a = R -l it
; ] ﬂ p i 01 < C £, = i P o
w e Py ol & = £ ] M W W )
CEI A | T TR T B g
i i - o ; [ y e 5 i)
o E . B ¥ mooom M
g e o omoo8 & ; R E ) T .
,w.." s te] ‘- i) - o e ¢ i
L - o, . T
e - .“m 2 i £ E ol " 1
] | i i I i
s ..._u o e al L aE
= P Ly e P i
fix i b5 3 s o il
_Hw b ot et et} oy B o
=Y il e i o Fed =
) " = (A} -
at I o -t i =t
t = Y & i i
, i1 Il
i B
Sl 1
1




L
[N

contrel, rather ha be wvictims of their

proportion of mankind, been engsged in attempting to remake
the environment to incresase  our capecity to use the
environment for human and tTo remodel the rules

social arr

environment requires

organizstion can match the sxternsl psce of events. It has

to ke built in beoth institutionsl and individusl systems,

=0 that we lesarn to operate on the basiz of a new work
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capakle of producing more or better than s8ll the resources

managing workers and work, which emphssizes that work has
to be performed; and the resources to perform the =aid work

implie=s considerationz of the human being
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a2 the resource; that iz, a3 something hasving peculiar

phy=zioclegicel propertie=z, abilities and limitations that
require the same amount of engineering attention a&s the
propertie=z of any other resources.

Under the Armed Forces of the Philippines’
organizational structure whereinAthe Area Commands provide
the operational guidelines to a8ll forces in being with
their respective area of resgponsibility, “the Major
Services specifically the Philippine Army is relegated a
mizzion to train, organize, equip and provide Army forces
for the conduct of prompt and =zustained SeCUFL By
operations, independently or Jjeintly with other AFP units
to help uphold the soversignty and dintegrity of the
Republic”. In other wordz, the AFP sz an organization needs
83 well to consider the abovementioned specific Jjobs of

management if only to respond to relevance.
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In modern management, one of the most important skills

required in & manager iz to be able to cope with planning

technological, financial, and individual forces are
altering the way we live and do businezzs. Peers as cited by
Harri=s (198%9: 161-1%2), meintsins that tomorrow’s winners
learn to deal with chsecs and lesrn to thrive on it. In
support to this, Hodgetts (1987: 13Z), =aid that to win the
future, the manager nesds atrategies for change
implementation: 1) give explanations, 2} allow
participaticon, 3) provide support, 4} use persuasion, and

5) apply power. In addition to these, Harris (1985: 47-49)

m

enumersted the principal characteristics of th

tranaformational leadership celled for by the emergin

[}

post-industrial scene, which are as follows: (1) providing
improved, more open communication and information  to
personnel, customers, and suppliers; {2} cCreating more
sutonomy and participation, so that workers have increasing
contrel over their work space and copportunitiez for
involvement in the enterprise; {3} promoting an
sntreprensurial spirit in innovative ventures, especially

service nature; (4} enhancing the

3

of & technological o

-

quality of work life, 3o that it is more meaningful,



fulfilling, and psycholeogically rewarding:; (5) generating
innovative, high performing nerms asnd standards that foster
competence and excellence, a mesns to productivity and
profitability; (®) wutilizing more informsl, synergistic
osrganizationsl relstions, so that cooperaticon and trust are
reinforced among the work force; and {7} advancing
techneology tranzfer and venturing, &8s well az research and
development. It means investing in regearch and
development, more technical training, and the wuse of
technology for education of people, seeking more
applicationz of new technologies to improve productivity
and performance.

The sabove congepts are =strengthened by Drucker (1989:

human resource is virtually
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challenge
on human assets to  enhance & =zystem’s effectiveness.
Managers confront this task during timez of unprecedented

change when the use of technology increases and itz cost

geemingly decreases, while the number of workers decreasge

o

within orgenizetionz a3 their costs and quality go up.
To enesrgize information and knowledge, workerz and

managers, therefore, have to exercise grester leadership
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with people. It iz even forecasted that we are
moving awsy from &8 capital-inten=zive, physical-rescurce-
bazed economy toward = human- ource-based, knowledge
based economy (Business VWeelk, 1985). By the vyear 2010,
Feter Straszman a3 cited by Bass (19&68: 104), predicted
that the world economy will exXperience & rapid growth in
the work force. Thisz though, will be likely among people
are clasgified a3 profesgsionals, wheress growth in the
managerial group will not be significant. The repositioning
will result in a8 need for fewer managers, especislly st the
middle level, but for more managers who do truly leaders
who are able to cope with the realitiezs of the time because

ped with the necesssary skills, knowledge and
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attitude which are most want for the job.

& above contention haz been =ztrengthensd when Bass

The managerisl dob will  have me&ny more
intellectusl and educational reguirements. It
will inveolve more technical, gcientific and
engineering problems, asz well a3 more complex
budgeting and financial decisions. The manager
will be functioning in & world where his
performance will be evaluated even more than it
is today on hiz intellectusl skills in bringing

:hout increasing in rate of growth, in guality of
seprvices and output.
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The position of the rganization mansger or leader
carries with it & certsin concept of status and three roles
encompass much of hisg agtivitiez. These rolez are: {1} The

inztitution/organization lesder/manager iz an agent of

ingtitution, the corgsnizstion to which has been committed a8

manager 1is the leader of a profes=zional staff. His=

ue=z most of which sre trainsd with certain greas of

]
i

ol
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rofeszional sovereignty, heve certsin sdminigtrative and

)

legdership regpongibilities gz well &3 instructionsal
dutiez; =snd (3} The institution leader iz an educstor in
his own right a&nd carriezs with this the rezponzibility and

cpportunity for crestive sctivity in the advancement of the

Furthermore, the organizaticn lesader is morese than an
excellent sxecutive or manager; he makes things hsppen to
achieve organizsticonal goalz and infliuence planned change
and organizstional renewsl (Harriz, 1889:

ahle to cCregte “magic”, iz great at teambuilding, snd

should have wision, wvalues, and iz skle to set his
priorities and mors importantly he must know how to really



We heve seen that lesdership estsblizhes a creative
ocrganizsticonal environment, which can boozt pesrfiormance and
productivity. One corporate culture that inspitresa
putztanding performance of thiz nature according to Groove
88 cited by Harriz (158%: 13), sadapts management =ztyle to
personnel like Strugture decizicon-making: To enlizt

employes gupport: work hard at forecaszting and regolving

potential problems; enhance meeting performance and
productivity: gystematize performance indicators and

w

reviews: sncourage high performance through raises, bonuss

and promotions:; and improve employes career interviewing.

Th
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gre were others who Jjust zimply created a “periormance

culture” that waz totally organized toward peoples and
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cated to life-ztyle improvement

30, what really works for high performing
crganization=a? A =zegrch of managemsnt literature reveals
zome auccezgful strategies for achieving maximnunm
performance at work (Harris, 1989: 13-14): 1) joint goal-
getting by managers and workers; objectivez and targets are
always a bit beyond current levels, 3o that people ztretch
themselves and =strive toward greater achiesvement; 2)

instslling sand =ustsining normg of competence and high
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performance in the system:; 3! continual reinforcement of
positive behavicr and accomplishment, particularly with

support services; 4} capitalizing on human sazsets and

potential by giving individusls and work groups more
flegibility, responsibility, and sutonomy, while
meintaining sccountability for top performance and resulta:
2}  recruiting, selescting, promoting and rewarding top
performers, and highlighting them az role model to all

employees; &} fostering synergy among personnesl, =0 that

individual competiticon is replaced by teamwork and group

gelf-learning methods to develop people’s potential for
success and meta-performance; 8) saltering orgesnizationsl
gtructure sgo that it iz more decentrelized, mission-
oriented, and responzive: 9) meking work measningful and fun

by cultivating informality and fellowzhip in a context of

production achievement and Jjoyful accomplishment: and 10}

i

lesding by =ztaying clos te personnel, 3zuppliers, and

customers, so that managers respond gquickly to market and

Harris {1989: 13-143, further argusd that
reinforcement of high performance can be saccomplizhed by

money and has to be dezigned
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burnout. For others, peychological rewards are  nore

dezsirabl

m

; these may come in various form=, including
azgignment to leadership position or memberzhip in elite

group. People are “turned on” by different rewards, and it

b
m

iz kb respon=2ibility of menagement to discover which
“button to push”, and to treat everyone 88 an individual.

der does more than just shspe a cCreative
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environment. He must endesvor to understand and motivate
people, beginning with himself. He must possess personal
characteristics that will influence his subordinatesz, lilke:
superiocr mental sbility, 2) emotionsl maturity, 32} need-
achievement drive, 4} problem-zclving skills, 5) empathy,

which iz the ability to identify with otherz emotionally,

fal

and %) representation upward {(Hodgetts, 1987: 231-233).

always remember that individuals are also
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energy exXchange systems in themselvez: and sz lesders, w

m

must energize others and ourselves in gosl achievement. Th
rey Lo this iz motiveation. It iz a2 meobilizing elemsnt of
the ensrgy forces, both physicel and pasychic, toward

apecific gosls, objectives, and targets. It depends on his
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emplovess relative T Davy, bensfits, and working
conditiong, instesd, the resl motivators are to be found in
achisvement, growth rECoghitieH, regponzibility, and
advancement. The manager’s Jjobk, then, invelves more than
manipulating the work environment to induce and channel
human energies. Workerz themselves sre changing in terms of

their education and economic income, and they have a new

In the Army, training is & primary concern. It is
known to ke the best meanz of molding the individusl
soldier to become an effective and efficient guardian of
peace and catalyst of change. It 1s & process that

consistently upgrades the guality of performance provided

implementation of treining doctrine, concepts, policies,

'._.I
Ts]
LL
L
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guidelines, and procedures {(Santiago 1-2}. And s3ince

the =zoldisr continuously training, they are always preparsd

¢

to mest any =situstion to include the uncertaintiezs of any
igl criziz or conflict. Such an ambitiocus effort

that are

)]

8 steir-ztep spproach in building force
trained and ready to respond. This training effort permits
the forces to ke actively engaged in 8 robust training

environment that is composed of wvariouzs building blocks of



operational difficulty and complexity. Such 8 training

effort allows Pacific Fleet forces to always be training,

Quslity treining according to Gazmin and Garde |

l.-.—:l
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Lo

14y i3 dependent upon the guslity of doctrin being taught
to our perzonnel. Perzonnel career advancement iz honed and

nurtured in an environment that promotes the development of
2killz and the enhancement of knowledge that ultimately
leads to professional snd intellectusl growth. It becomes
an  utmozt  negezsity  that  training institutions and
facilitis= are enhanced, a=2 that training and education be

properly enforced.

gocountable for fulfilling these sxpectations, periormance
improves and productivity incresse=z. Employee training and

development iz useful begsuze it can, when done correctly,

remove performance deficiencies. Az a8 conzequence,
employees will perform better and orgsnizations will be

more effective. Improving employee sbhility may slso result

self-estesn, lower emploves
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turnover and abzenteeism, and improved guslity and gquasntit
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In the militsry parlance in pasrticular, Expanded

Belationg PFrogram (ERPY  is & smust t

reciprocal wvigits, perzonnel sxchanges, medical gnd

engineer exercises, attendance at selected service zschools,
conferences and seminars, on-the-ick training, and combined

command post and fisld training eXercises. Army-to-army

develonment and modernizastion of Asis-Pecific naetion’s
ground forces. The armiez of the Asis-Pacific nations

kenefit from ERF by improving their pabilities, promoting

their =self-confidences and

~ogress in buildine

[

the ERF haz made Tremsndous p

onducted in & non-peolitical bazis; its purpoeoses are t©o

provide a forum for discusszion  of common  military

i
I....-I

menagement problem=z in & professiona environment, Co
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gtimulate ideaz, and to promote  mutus

l.....l
&
po
a
m
"
W]
ot
m
o
L
|._-I
o
1873

Erezssntaticons snd di=scusszion paenels are used to eXpose

[

common problems to the widest range of tested or potentisl

golutiong (Asia Pacific Defense Forum, 1886: 42).

within the region that reachez far beyend the ubvious
military-to-military contacts and unit training involved.
Theae miz=zionz formed laszting bond2 with the civilian

lazting and immediately recognizable
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Blair (2001: 7)), sargued that ss scoldiers work together
on these tasks, digaster response, humanitarian assistance,

non-combatant evacuation, UN-zanctioned peace enforcemsnt
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cooperstion. They c¢en isolste peints of friction and
dizagreements in & surrvrounding envirconment of coopsration,
which provides us with inapired ways of thinking shout each
other, not a3 potentisl  opponsnts in armE races ovp
conflicts, but as friends and comrades. They are military
organizations cooperating for the common good - and this
can bring inestimable benefit to all countriez a&nd the
region.

In the Philippines, psrticulsrly in BRegion Vi1I, the
g™ Infantry Division, Philippine Army is also doing its
part in the implementsaticon of programs and projects
dezigned for humanitarian 83 well az Civic Action missions.
Thi=s iz &n evidence or proof that even in this=z part of the

country, changes are taking place and all kinds of
organizations are keeping pace with the so-called changes.
Belated Studies

Educational mansgement &3 & field iz at & delicately
criticsl phase. In fact, if we will look around us in all
our institutions, problems here and there seemed to have no
end. With the prevailing situstion in our society, there is
urgency in the need for any institution of whatever size,
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to have & periodic eval ion of their opesrstions, thus the
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and supervisors of Baguioc City were significantly capshls
g I

g2 police mans

“.IJ

gers; 2) the lesderszhip traits had high

influence on the performance of the police officers snd

supervisors; 3} crganizaticonal indicators along

preparedness, discipline, productivity sasnd upliftment of
moral of =zubordinatez were significantly important for
gifocrive police management according To the FNE
ervisoers, their subordinstes and the community

¥
it

ents; =and 4} seriouzs problems like overlapping of

gctivitiez in a pericd of time, inadequate knowledge and

In thiz =zame =ztudy, the fcllowing were recommendsd: 1)
adership stylez and concerng should be conaistently

fficers and =upervisors =2o thesze could



organizationsl indicstorz/dimenszion=s to snsbhle them to use

these 1in further enhancing their lesdership =styles for

effective police maensgement; and 3 to minimiss the

-4 & Sy ke it

humsn resources sdministration, communicstion lines between

sfficient cocordination of 211 those participating, whether

directly and indirectly in svery activity, and they =should

both work towsrds sttaining favorsble working relationszhip

capabilities of officers in their zystenm, training and/or
develooment of the zteff iz likewisze being emphszized to be

- - o - - pe - = - =3 2 -
given sgsttention, 8o problems experienced by the officers
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that 1f militery training will be given to college

gradustes, the candidates could handles the course/trainin

w32

= = 33 = =3 = EE e - = = + =3 1 % 3
more succezazsfully asnd effectively, becsuse of their highsre

Ciongl stebility and confidence. He

Lo continuously develop s core and ethical values, and with

g dezesper of the inter-play of the politicsl,

e 58

providing naticonal security for the country.
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of the group of respondenta indicated that they are

underge  training by  attending end participating  more

ZEminars p Conrers

development programs to be more responsive should be geared

towards enhancing the skills and competencies of those

number of vyearz the key personnel have besen heolding their
pregent positicn; by educational attainment; snd 37 the
=ztaff development wprogramz both have emphasized. They

prezent study has zituated its concerns in the environment

of the Eastern Vissyss region thiz 20032 wheresz the

The zstudy Y4 of the Effsctivens=zs of FHP
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favored the
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In hi
ers of the

contemporary workplace o
Soukrce of stress; 2) 1t is the responsibility of the group
to understand and work out the problemz of change from the

involved in 3zogcisl disaster

iz focused on =acceptance B
organization’s shared humanness and support; 2} Evervbody
muzt feel part and ownership of the change. The group must

gnd effcrt to erase the issue ELEIOn! 3)



The Adminiztratorz of PNP must c¢reate pozitive vslues on

3 s e B = =~ = 5 = Froema = = v . T ~
dedicated service, honor, integrity, peopls’s importance
gnd indiwvidusl’z and 4 Allow/permit opeEn

dizcussion, contributicon, modificetion and glaszification

T 1~ A - ~F : N : - . 1
The present study iz relasted to the previocus study

the s=subijects s=ince the present ztudy invelved the Army

Special Investigative Units. In thisz =ztudy, it was found

b

out that the lesdership s3tyle of the Division Chiefsz wsas
that of participative =ztyles that had csused high level of
morals and discipline of the investigators.

mended highly the following: 1)
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program= and projects attuned to their annusl goslz and

pbisstives,

lementation with the PA and investigstive work with the
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Callelero (2000} of  the Philippine Air Foro

I

& £

the Philippine

ztudy came up with the feollowing =zslient findings: 1}

coursesz nesded for them to s2arn points required To move ©O

higher positionz. Pilotsz and non-pilots must undergo those
caresr courses Lo compete for positiong &t higher levels:
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nd = d, and experienced 1in the police
- 3 2 ~ 1 o s Y o T - T4 = = o I TS o
perations and management. The Chiefse of Police

development and management agyatem operated by a8 set of
rulies and nrocedures., They cregted ls=tin

ted to work performance which

In thiz same =ztudy, the fellowing were recommended: 1)
T 1 rm l1iE s et orn e sirETem Tor he Chisefs= i
Inplement saluss performan ayptem for the Chisfz of
Folice and other Philippine HNeticonal Peolice personnel in

order that thiz mey be capitalized for work-oriented
crograme and  projects; 2y The PHP through the TLmarn

development programz on Valuez FPerforms

r stice Do gll PHE
merscnnel to aszessz their walus =zvstem asnd other factors
that influence their sttitude, kehsvicor, interezt and



preferred levelzs of perfcormance and amount of outputs in

relation To tThe benefits, organizationsel standing, 3tatus

zhip and community

resoanniTi Ons and = S Deve lgp sy tems and nrocedures

PRomp N T T = L = e e =i L= L 2 R

including appropriste policiez that would lead to the work

Le2d ol 5 gl L83 e

on the following grounds: 1) they both addressed
the officerz of the unit; 2) work performance was the
subiject of h atudies; 3 work values were gpecific
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Their differences, on the other hand lie on the
following: 1) the present gtudy iz with the Philippine Zrmy

previous study on the periformance of the Lhiels oI
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Frincipelzs: Their Influsnce on the

during g Summer.

nl]

&y e T 563 F == i -
The ztudy on Styles of School
Erincipals: Their Implicationzs Lo

Elementary sehbol™



Philippinse Army in Esstern Samar = yarted  thiz  concepd

-
i

o
!
m
L

it
i
b

fon

i |
]
(a1}

o
et o]










LIy
¥}

i
[
=1
-}

lg
D]

sour

fi.

N1ZAaL10

1

i

-
Dy}
D]
s

P
el

% R
&




*.

v“.
T
L

"

I S0 K

o

k]

mini

i

1s
gl

=

i
hE

—




i

233 21338

~omi nog







i)

o,
o
il
o
il

"
]
1

4
i
I

E

]
a4
[N
k)
4l



L P

=
o i

e

A

=

s

LS R g ¥4

mengdg

-
i




e}
it

the u=ze of statistical tools =uch as freguency cCcount,

Tl
r
i
Iy
m
ot
w

ge=, averaging, =-tesat {(two-t

il

iled), One-Way ANOVA,

Pearson Product Moment Correlation {Pearson r), and

Fishet™s t-test.
Inztrumentation

In obteining desta and other information for use in
this= study, the researcher emploved the gUrvey

questionnaire a2 well as documentary analysis of the

il
e
I

officigl records of three infantry brigadesz and eight
infantry battslicns of the 2™ Infantry Division situated in
Eastern Vissvas. Unstructured interviews and cobservation
were also conducted to the two groups of respondents for

problems on the competencies of the commizsioned officers.

(uestionnaire. This bks=aic inztrument that was adapted

from Harris 1889) with some modificestionz was used in

.

gathering the information/data needed 1in thiz study.
Concepts and other indicators on cultural awareness,

communication and coordination, public relstions, planning,
implemsentation of programs snd projects, materials resource
management, and unit wmonitoring and supervision were the
ones gquoted from Harris cited above. The specific

indicators under each dimension were defined by the



%
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rezearcher a3 they relate and/or deszscribe the dimension,
based on the resegrcher eEposurs in handling and
implementing the literacy progran.

Part I waz intended to gather information sabout the

[N

respondents profile a3 to their age, educational
gualification, length of service in the military, number of
yvears invelvement 1in  educational program, educational
trainings / seminarz / conferences attended, rank, and
their work crientation.

Part II on the other hand, wasz dezigned to gather
perceptions  on  the extent of educaticonal management
competencies of commissioned officers of the three infantry
brigadez and eight infantry battaliconz on the different
dimensions of management mentioned above. These 3zeven
management dimensionz had specific indicators under each
which regquired the respondents to¢ answer using a 5-point
scale where 5 dis for Extremely Competent, 4 - Highly
Competent, 3 - Moderately Competent, 2 - Fairly Competent,
and 1 - Not Competent.

Fart III was intended to elicit information regarding

the problemz encountered by the commizsioned officerz as

I

regarda their educaticnal management function and fregquency
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of ovcurrence using & — point scale where 5 is for Alwsys,
4 - QOften, 3 - Ocecasionsl, 2 - 3eldom, snd 1 - Never,.

Documentary Analysis. Important documentz of the

perzonnel in the three infantry brigades and sight infantry
battalions of the 8™ Infantry Division, Philippine Army
located in Easztern Vizayaz were carefully analyzed and

collected ag part of this study. Such documents were mostly

)

on peracnal bkio-dats where age, position/designation,

educstionsl gquelificaetion, length of s=ervice, number of

=

vears involvement in educaticnal program, educational

Fd

trainings / =eminarz / conferences attended, rank, and work

orientation were obtainesd.

Validation of Instrument

Since the instrument was designed by the researcher

gt

g1 the effective

bhased on the indicators dezcribi

i1}

iy

implementation of th literacy programs plus some
adaptation from the instrument of Harris mentioned earlier
in thi=z chapter under Instrumentation, it was 3ubmitted to

an expert who wss a8 profeszor in the graduate schoel of

this college and at present a8 professor of Samar Colle

[}

=
and one of the key officials in the Department of Education

and then it was tried cut with 10 officers and men from the
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g8* Begionsl Community Defense Group located at Ormoc City.
There were no suggestions given during the dry run thus it
was zubmitted to his adviser for final check. There being
none, the final c¢opy was reproduced for the actusl

gathering of

Sampling Procedure

This =ztudy involved two

groups of respondentz from the

three infantry brigades and eight infantry battalions which

Table 1

The Bespondents

Egztern Vi

i

aYyEad.

%
)

Unit Respondents Total Percent
COs HCOs
201 bde = 11 17 .51
802 Bde 3 21 24 9,20
303 Bde 3 22 25 9.58
141E 3 20 23 .81
191B 5 17 22 8.43
3418 4 31 35 13.41
4318 4 17 21 8.05
461B 5 24 29 11.11
5218 3 21 24 9.20
621E 3 20 23 8.81
631 3 15 18 &.90
Total a2 219 261 100.00

The first group of reszspondents
officers compozed of Ceolenel, Lt Co

was the

lonel,

Major,

commizsioned

Captain,
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and Lieutensnt. The zecond group of respondentz was  th
non-commiasioned officers  composed of HMaster Sergeant,
Technical Sergeant, Staff Sergeant, and Sergeant.

In the selection of reszpondentz, total enumeration was

]

considerad aince in every unit there are szpecific officers
and men who are involved az well az trained in handling the
special program on literscy. For specific information,

Takle 1 on the preceding psge is shown.

Data Gathering Procedure

after the approval of the final «copy o©f the

gquestionnaire, it was repreoduced sccording to the number

required in this study. After that, permission to field the
questionnaire was sought from the Commanding General of the

gt Tpfantry Division, Philippine Army located at Camp

Lukhan, Maulong, Catbalogan, Samsr. When this waz done, the

[y
b
|,..l
i
b=t
)8
|.—|
s
(L]
o
=
ot
fee 3
)

rezearcher perzonslly adminiztered the

In the administration of the questionnsire in every unit,
the resesrcher gathered gll these invelved in the conduct
of the literacy program and they altcgether responded the

the

"
mn
)]
uil
]
l.-.l
=t

b
i
l_l
ot
e
| ol
b

guestionnaire in one setting, not necs

zame number of minutes or hours az they were given enough
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time +to  finizh the items in  the guestionnaire. Once
finished, the instrument was collected from egach

rezpondents a3 well &z to other commizsioned officers and
officers who were not included in this

—t

study to verify or crosz-check the educational management

problemz of the two groups of respondentz ag regards the

o
i
]
I
i
5
=
o
o
i
in
]
Ity
o
e
imn
]
)
=
=8
=

1
A1)

ud
o
e
T
Ll
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=
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3
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Moreover, observation was used during the conduct of

guestionnaire. It was dene to  augment the information
needed in thiz study and also to crosscheck scome data found

in =zome important documents of the brigsdes and battalions.

The dats that were gathered from the two groups of
respondents  through the use of the guestionnaire were

carefully tallied, tabulated, analyzed, interpreted, and
subjected To sopropriate statistical treatment. The

results, were presented through textual explanations and

tahles. In the =anslyses of the results, the following



atatistical toolz were used: freguency count, percentades,
averaging, =-test (two-tailed), One-Way ANOVA, Pearsocon

Product Moment Correlsticon (Pearzon r), and Fisher’zs t-

Le3t.

I
[
P

To interpret the results of the weighted responses

s

the zpecific wvarisbles on competency level, the rating

4,51 - 5.00 - Extremely Competent

3.51 - 4.50 - Highly Competent
1 - 3.50 - Moderately Competent
1.51 - 2.50 - Fairly Competent

1.00 - 1.50 - Not Competent
For determining the degres of occurrence of the
problemz encountered by the respondents while performing

their job, the following 5-point =zcale assessment was uzed:

4.51 - 5.00 - Always
2.51 - 4.50 - Dften

2.51 - 3.&50 - Qeog=ionsl
1.51 - 2.50 - Seldom
1.00 - 1.50 - Hever

0

z-teszt {two-tailed). Thiz statistical tool was used to

find out the =ignificant difference in the perceptions of
the two groups of respondents on the educaticonal management

ra of the g

i

competencies  of the commissionsd offic

yilippine Army in Eastern Visayss. This

-1
i |
(i1]
o
H
4
Wy
1
i
,u
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[=0
LR
[
e
=
-~
Lo}



=
(o

was further used to tezt the null hypotheses that there 1

[

no gignificant difference in the educational management
competency level of the commizsioned officers by: group of

rezpondents, dimension, snd geographical area; and there is

two groups of respondents on the problems encountersed by

th commizzioned officers. The z-tezat (two-tailed) is=

o

m

obtained by the following formuls (Popham and Sirotnilk,

: Te 7383
1973: 139)
:-.51 T
L‘:r - f 5 = 3 2
/ oy Sz
\ / e
i
! ] N L
\/ My N

%, refers to the grand weighted mean of the
responses of the commissioned officers (ZLT -
CaoL)

#; refers to the rand weighted mean of the
responzes of the non-commissioned officers
(Bagt-M3g}

N, referz to the number of commiszioned officers
{ZLT - CoOL}

M, referz to the number of non-commiszaioned

officers {Sgt-MS3g)

5,° refers to the variance of commissioned



=ra t©o the wariasnce of non-commizsionsd
i

Analvsis of Variance (ANOVA}. For the purpose of
determining significant difference between the perceptions

of the two groups of regpondents by geographicel ares, the

analyais of Variance {ANOVA) for One-Way Classification was

helow az suggested by Popham and Sireotnik (1873: 166-170).

Computational Formula for One-Way AHOVA

Source af Tiegrees of Fum of Sguarss Bdean Squares Computed F
Yarigtion (5.Y.) freaio .
: (85} (AI5)
K1 o MEE MEE
= COL =T _— o = B =r
Betwesn Groups SHESE Fo i g
n, k-1 DS
SEW
Within Groups M-k S5W =EEX" — CF e
& MEW =
Wk
EX;© '
Total ¥-1 St CF
where:

k refers to the number of groups compsared

ng, refers to the number of cs=zeg/subiects in the
group

)]

otal number of Ccasze

-
m
th
m
L]
i
(%)
2
it
o
m
it

=



The computed F-velues, gymbolized by F wasz compared

k¥ degreez of freedom, in determining of whether the

aoCe]

sted.

Inssmuch the corresponding hypothesis was accepted, no
I Py 4

Pozteriori te=st wa

]
IuY]

applied.

Pearzon Product Momen Correlation ({Pearson ri. To

sge, educational gualification, length of service in the

L 4

military, number of vyears invelvement in  educstionsl

program=, educational training / seminars / conferences
attended, rank, and work orientstion and the educational
management competency level of the comm ioned officers,
the Pearson Product Moment of Correlation Coefficient

(Walpole, 1882: 375) waz used, using the formula on the



e}

NEXY - (BX}) (EY}
r =
f T pe? | <73 2
\[ [ (X - % || @Y - EYY|
§ .
]
Where:
r refers to Pearzon Product HMoment Correlaticon
Coefficients
N referz to number of paired variables
¥ referz to the first independent varisbles
¥ refers to the zecond independent variables
To test the hypothesiz on the szignificance of the
relationzhip  between the perzonal variates and the
sducational mansgement competency level of the commissioned
officers, Fisher’z t-test was used whose formula appesars
below:
."’.
W 3
p% B - 2
T =
_..:'
" 5 ik
‘-\,-’J SR -
Where:
t refers to the computed Fisherfsz t-test
N referz to the number of paired wvarigbles
r referz to the computed correlaticon coefficients
using Pear=zon’z formula
The .05 level of wag uszed in all




PRESENTATION, ANATLYSTS AND THTERPRETATION OF DATA

Thi=s chapter covers the presentation, analysiz and
internretation of dsts gsthered ba=zically through survey

guezstionnaire z=ent Lo the field and alzo through

made focus on thiz =study are as follows: age and =gex;

Age Profile Table 2 ontainsg dsts on the age

I3 el

diztribution of C0= invelved in this =study. Az zhown in

clet of

1]

thiz table, 9 or 21.43 percent belonged to age br

28-31 vearz of sge. Thiz waz followed by the 40-43 vyears

[l

D]
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Mean Agse {in vears} 35,372 vears old

involved in thisz =tudy. ©OFf the 42 respondents involved,
only 3 or 7.14 percent were holders of MBA/MNSA/MA, 1 or
2.3% percent with MA units while the rest, 38 or 080.48

This is due o the fact that inpvolvement in

al programs does not need one to be MA or Ph.D.

degree holder. Another resson iz the nature of the
profezasion where the (Og were conatantly agzigned from one

thus attending school had never been given
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e
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enough =pace and conziderstion by the officislz, even

o o 3 o

Educatiﬁval Brofile of
Commission Officers

Degres Earned Freguency Bercent

[:fl
[k}
=
iwnl
1=

MBA/MA/MNER

BE with ME Unite 1 2 _38
BS 28 90 ._48

a
I}
el
[}
=
(e
[}

Totbal

tabhle, it can bes deduced that the highest number of COz

or 21.43 of the respondents and 20-24 years in the gervice
with & or 14.29 percent respectively. COs with 15-19 years
in the service had 5 or 11.91 percent while 30-34 and 0-4



wn

L

Ed - 3 - —~ 3 — ™ 3 L
average length of gervice of the COs was 13.81
3 o — 0 3 =
astandard deviation of B.EBZ yesars.
et 5
Table 4

Length of Service Profile of the
Commizssioned Officers

Humber

Fercent

D
L]
b
4
3]
I
Iy}

Fragusanoy

30 - 34 4 8.52
28 = 28 2z 4,76
20 - 24 & 14.28
15 -~ 19 5 11.91
10 - 14 g 21.43
5 -8 12 28,57
O - 4 2 9.52
Total 42 i00 .00

Humber of vyears involvement in Educational Program.
5  shows the number of vyeara invelvemen in

sducaticnal program of the Cos.
iz revegied by thi=z tahle most of the CO= involwved 3
A DEyTogdiold 9y L. L33 O mosT o the 12 1nvolved 1n
& . N
the atudy, that is, 23 C0s or 54.76 percent were relatively
- = - . 3 - F~11 . 5
new in the program with 0-1 year experience, followed by 2-
3 years experience with 15 or 35.71 percent.
Meanwhile, 4-5 years snd 10-11 years experiencesz had 1
3 - e e = 7 P
or 2.38% percent each from the 42 COs involved and none on
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e 42 (C0=z involved, 5 respondents or

= £ e T e i T B S e

peroent attendesd g7

sverags numbersz of trainings  attended by commissioned

officers of the 8th Infantry Divigion were 4.71 trainings.

Tabls &

Educational Trainings/Seminars/Confersances
Attended by Commissionsd Officers

= Teguency Psrcent

Interngtionsl 1 Z.38
Maticnel 1o A3.81
Hegionsl ik 25,159
Local 15 25,71
Mone 5 11.91

Tota A3 i04a.0a0

. : ; : e
involved in the programs were the lieutenants with 17
= a3 - i I -
regpondents or 40.48 percent, followed clesely by captains
with 15 respondents or 325.71 percent and mejoer wWith ©
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4 indigating g - CeRt” level,
that they sagreed on the level of competence of the
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Communication/Coordination. inder communication ¥
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Tverall, the HCO= rated the COs with a grand mean of

L
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ighly competent” level of performance.

This means that even with the wvery limited resources
intended for the educational mansgement programs of the
divizion, 2till they were able to come up with gquality

Unit Monitoring and Supervision. The COz rated

themselves on “adjust to changes in workloaed, resources

end “Uze cooperative

o
e
L
ix)
N
s 1
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e
|.....l
[
]
[y}
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i
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priorities
relations, direct observation, or informel contacts with
lesrners and other =takeholders {DepEd, TEZDA, DTI, LGU=,
NGDz, Po=, ete) to azcertain needs” both with a weighted
mean of 2.82 indicating “highly competent” level. Overall,
Infantry Division rated themselves on
thiz area at 3.90 which 2zignified a “highly competent”
performance.

The NCO= rated them on “Adjus=t to changes in workload,
resources priorities and s=chedule of learners” and “lUsze
cooperative relations, direct cbservation, or informal
contacte with learners  and other stakeholders (DepEd,
TESDR, DTI, LGU=s, NGO=, POz, etc) to ascertain needz” with

a weighted mean of 3.87 and 4.00, respectively, both

indicating “highly competent” level. Overall, the NCOz



rated the Ch=z with =

153
g
L

“*highly competent” description.

Table 15

nd mean of 2.9% which is

104

also =a

Educational Management Competencies of Commissioned

Officers Along Unit Monitoring and Supervision

Weighted
. Eesponises N Mean
Indicatnrs S Total nd
oz = = E " e
ot = 4 3 2 i Tnter-
genis o - o i S er
(EC) | 80 | MOy | FC) | (NG pretation

I, Eztablishidefine asystem oy COs 60y {30} an )] im {160y {03 HC
scheme in monitoring work 12 20 8 B 43 e
accomplishment s as o NOOs (37 (353 (183 {26 {1 {878} 40l HC
enmire  excellence in 74 &8 43 13 I a1y e

_ program implementation. )

2 Admst o changes im0 (s 45 an 4 {3 {0 {181y 181 He
workload, Fesourtes o 18 14 I o 42 4 Ak
priorities and schedule of HWCOs {245y M1y (1713 {18 {13 {347 187 He
leamers. 49 103 57 9 1 I

i, Usze cooverative relafions, COs {503 ah {35y (A3 {m {1413 = .
direct  chsewation, o 10 18 11 i 42 383 HC
informal  comtacts with NCOs {3530y {38y ({183) {14} {13 {8753 -
leamers  md  ofher 50 87 54 7 1 alg 400
stakeholders DepEd,

TESDA, DTL LGUs
HGDs, PBDs,  eicy o
asceriain nesds.

4. Claify roles md  00s {50y {60y {453 i {m {1653 P
responsibilides, 5o all unit il 15 15 a i 42 393 HC
menbers  and  leamers HCOs #0033 {135 {3 {33 {885) 405 HC
understand work aa a3 44 19 2 219 el
assignments md
gxpeciations.

5. Encourage immovation amd  COs (453 {503 {3%) {03 ()] (1643 191 HC
enfrepreneurial 9 0 13 0 ] 432 =
spiritfinterest among MO0 (315 M4y (133 {18} {1y (3783 401 HC
facilitators ad leamers. 65 101 44 8 i a1 % 4

COz (260 {368y (186} {10} i 220 1952
. £2 21 62 = & 210 =
Grand Loial NCOs {1600y {348y (735 {R4) {4} {4362} 1994
33 462 242 47 4 1085 s
COs - - - - - - A% HC
Crond Maan
MCOs - - - - - - ags HC
Legead: 4.31 - 3.00 - Bxtramely Competeat
3.81 - 4.50 - Highly Cowmpeteat
2.51 - 3.50 - Moderately Cowmpetaat
1.31 - Z.30 - Faizly Competaat
1.00 - 1.50 - Hot Cowpetent
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Based on these dats, it iz implied that there 1is
consisztency in the superviszion and monitoring activities of
the CO=z of the 8™ Infantry Division.

Comparison of the Perceptions of the Educational

Management Competency Level of the
Commizszioned Officers

The difference between the perceptions of the two
groupz of respondents on the educational management
competency level of the commissioned officers is presented
here, They are grouped inteo the feollowing: 1} by group of

respondents; 2) by dimension; and 3) by geographical area.

By Group of BRespondents. Below are the textual

s¥planations of the comparison of perceptionz of the two
groupz of reszpondents on the educational management
competency level of the COs of the g* Infantry Division by
group of respondenta.

Bezed on the dsta gathered sghown in table 16, the

management dimenzions of cultural aWAreness,
communication/coordination, public relations, planning,
programs/projects implementation, material regouroes

supervision with an
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&
[
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1
o
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managemsent, =and unit m

sverage of 2.94 while they were rated by the non-

L4l
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commizeioned officerz with the =zame s=core both indicsting

“highly competent” performance.
Table 15
Significant Difference in the Educational Management

Competency Level of Commissioned Officers
by Group of Bespondents

Respondents Perceplions
Average
Dimenzion COs NCOs Weighted | Imterpreiation
Tt Tl Edean
terpTe- EeIp e
1 Aog e
Mean tation L tation
Cultural Awareness 195 HZ 38 HC 3.945 HEC
Commumication/Coordinaton 4.1 HC 31.97 HE 3.99 HC
Public Helations 4.7 HC 4.0 HC 4.04 HC
Flanning 31485 HE 191 HC ig HC
Programs/Brojects Implementation 3,90 HC 19 HZ 3.905 HC
Material Resources Management 184 HC 188 HC 187 HEC
Unit Moniforing and Supemvision 38 HC 3.98 HC 3945 HC
{irand Average and HC and HC 3% HE
z-fest -1.35
z-yalie o« = 05 104

Inferpreiation: Nof Sigpificant {dccept Hod

The null hypothesisz ztating that there i= no

zignificant difference between the perceptiong of the two

groups of respondentz on the educationsl management
competency level of the commizsioned officers of the 8%

Infantry Division by group of reszpondents, therefore, 1is

N1}
D]
g
o
i

~ted, a3 further proved by the computed z-test of -1.253
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which is lower than the critical =zZ-valus of 1.9% at .05
level of zignificance.

By Dimension. Below are the textual explanstions of
the comparizon of ©perceptions of the two groups of

resnondentz on the esducstionsl menagement competency level

On cultursl aswarenessz, the computed wvaluse of the z-

test which ig 0.02 iz lower than 1.96 which iz the critical

that there iz no significant difference betwesn the

perceptionz of the two groups of respondents on the

s i
educationsl management competency level of the commissioned
R A o e = th o B o Vot il i B A R S5 o
officers of the 8% Infantry Division along cultural

Likewize, on  communicstion/coordination, the null
hypothesis stating that there is no significant difference
between the perceptions of the two groups of respondents on
the educationsl management  competency level  of the

along
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commizsionsed officers of

accepted on the ground ths
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communication/coordination

R

the computed value of zZ-test iz 0.57 and is very much lower

&



then the criticel walue of = at the .05 level of
significance, which is 1.86.
Table 17
Significant Difference in the Educational Management
Competency Level of Commissioned Officers
by Dimension
aF A7 sicghtad
izrand Weighisd ) . Critics]
. . hean Computed | ; o
fnmensian N z-vahie | Fvaluation | Decision
COs | NCOs at 05 df

Cultoral Awareness 385 394 .02 1.24 Insignificant  Accept Ho
Communication/Coordination 4.01 197 0.87 1.94 Insignificant  Accept Ho
Public Helations 4.7 4.01 0.67 1.94 Insignificant  Accent Ho
Flanning 3.85 391 -1.00 1.95 Insignificant  Accept Ho
Programs/Projects Inplementation 3190 3191 017 1.94 Insimpificant  Accept Ho
Material Hesources Maagement 184 183 -.24 1.94 Inzignificant  Accepi Ho
Hﬂé? ang’fng’gzz an i :'T;gmmi:inp 340 140 -1.03 1.08 ngigi;__w‘r? ;1; .&rrﬁgz 52

on public relationz, the computed =-test of 0.87 1is
ingignificant at the .05 level of significance, which haz a
critical z-value of 1.96. Bazed on the foregoing findings,

the null hypotheszi= =2tating that there 1s

no significant

difference between the perceptions of the two groups of
respondents on the educational management COmMpetency level
of the commizsioned officers of the 8% Infantry Division
slong public relationz haz been proven to be true and
therefore accepted at the .05 level of =ignificance.



Table 17 contasins the dsts on the perceptions ¢f the

Two groups oI reapondents a8z regards their azzessment on

ke noted that the value of z-test, which is -1.08, i=s lower

The computed z-tezst of 0.24 therefore, proves that the
null  hypothesisg  =2tasting that there 12 no s=zignificant

difference bhetween the perceptionz of the two groups of

of the commissionsd officers slong planning i=s true.

o o " 5 . . : _ -
che . 0h level of sgignificsnce and is= therefore

ingignificant. This proved the null hypothesiz of the study

s b ; i =
difference hetween the perceptionz of the two groups oI

rezpondents on the educastional management competency leve
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The null  hypothezis stating that there iz no
significant difference between the perceptions of the two

groups of respondent2 on the educational management

competency  level of the commissioned officers slong
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material resources management iz acceptet

thaet the computed z-velus of the =z-tegt iz -0.26 and is=
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very much lower than the criticsl z-value at .05 level o

&l=s0, on unit monitoring and =zupervision, the computed

z-tezt of -1.8% 4is dingignificant st the .03 level of

that the null hypothesi=z gtating that there iz no

zignificant difference between the percepticns of the two

1 e e e HEEY A s £k
competency level of the commizzioned officers of the 87
Infentry Division slong this dimension is true.

By Geographical Area. The areaz covered 1in this

re a3z follow=: a}) Samer; b)) HNorthern Samar; c}
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glzo described “Highly Competent”. Overall, they rated them
with & grand measn of 32.99 agl=zc indicating “Highly

Significant Difference in the Educational Management
Competency Level of Commissioned Officers
by Geographical Area

Grand
- 3 Samar Northern Easiern Levie Sonthern Weighted Iniar-
nnensian aama g By L i
£ 2 Bamar Samar —' Layie M preiation
Cultural Ao areness 394 3.93 382 390 4 .40 3003 HEC
i cationdl cordinsticon 4 {1 1,03 igd .04 4 53 4 053 HC
Public Relations 4,08 .04 .87 4.03 4.44 4.074 HZ
Programs/Proj ects Implementaticn 4 042 i 370 jas 4 33 3043 HC
Iaterial Resources hianagement 85 I6l 173 381 4 50 5 808 HT
Unit Monitering and Supervision 4 04 17 370 1.7 4,56 3.004 HC
Grand Bean 3.0 384 378 389 4.45 3.99 HZ
Legead: 4.31 - 3.400 - Bxtcemely Compeleat
3.51 - 4.30 - Highly Competeat
Z.81 = 3.50 = orpeteat
1.8 =~ Z2.%3 - Competent
1.00 - 1.30 - o
In HNorthern Samar, the Clz snd HNCOs  rated the
sducationsl management competencies of C0s in “Material
Bezourcez Management” and “Unit Monitoring and Supervision”
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indiceting “Highly Competent”

periormance.

the educsticonsl management competencies of COz in “Frograms

3 Erojects Implementation” and “Material Rezources

th

|-.....

rated the CO=z with & grand mesn of 3.78 or a

l‘:ﬂ

performance aszegsed sz “Highly Competent”.

In Leyte, data revealed that the C0z and HNCOs rated
:!

the COz in “Flanning” a&nd “Materisl Resocurcesz Mansgement

with & weighted mesn of 32.7% and 2.81, respectively, and =8

the COs in “Programg/Projects Implementation” and “Cultural
with a wed
indicating “Highly Competent” level. Overall, they rated
the educstionsl mansgement competency of C0z with a grand

mean of 4.4% or “Highly Competent” performance.

ducational management compstency level of Cds in

Infantry Division in “Msterisl BEezources Management' and
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“PBlanning” with a8 weighted mean of 32.88%8 sand 32.825,

rezpectively end & grand mesn of  3.89 g1l indicseting

the educaticonal manasgement competency level of the Cds by

geog r:a,::;lcal ares, gnalyzis oE Fariance for one-—way

o S e e T2 L Y

clazzification was applied.

Tahle 13

AEOVA for Comparing the Percepticns of the Two Groups
of Bespondents RBelative to Educational Management
Competenciss of Commissioned Officers
by Geographical Area

g

R Sumo Diogrees of Rdean e A XL =
ruu? ce ol H Fraedom Squares Comnputed | Critical Lf.ﬂl
SEFiSticn 33 af IS F-value valus uation

]

gl

007007

Between Groups 01295371 a 042150 0. 380055 2 A4RF41E NS

Within Gyoups PALR

.
o)

i
1

3074 which turned out to be z2maller  than  the

critical or tebulsr wvalue of 2.445 st degrees of freedom
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TWo  groups of rezpondentz on  the zducationgl mensgement

d = 2 - 3 — P . .’ X
competency  level of the COs by geocgraphical sarea” was

The Belationship Between the Educational

Management Compatency Level of
Commissionsd Officerz and Their
Berzonal Variates

of the commissioned officers’ profile

tive to their age, educsaticonsl gualification, length of

L

programs, Ttrainings, rank, and work orientstion was

determined in this study.

— = o = - L . . "
coefficient of -0.08, an dindication of the relationship
hetween educstionsl management compestency level of COs and
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= - - - %%
of freedom. Hence, the wwpotheziz  that There iz no
= = = 1 3 2 T 1 - o | = K. T = ¥ "
gignificant relaticonship between the educational management
Cos snd the sge veariste” was accepted.

SR e e s - T e -
81 program of the B Infantry

1wt ‘. i
T e . - T
Educational Oualification. For thiz wvariste, the

=4

resulted to a8 computed Fisher’z t-valus of -1.:51.

— i

: B . i -
Hence the corresponding  hypothesis  was  accepted. This=

sdurational mensgemsnt competency level of C02 gnd their

- : T __ ; ) S . 3 e ~ .
service for gulte =some Time 12 8 Juarantes 0oL effective
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of educational program of the 8 Infantry
Divizion. In short, experience iz still the best teacher.
Table Z0
Correlation Coefficient Betwsen the Educational Management
Competency Levels of the Commiszsioned Ofificers
and Their Personal Variates
Critical
Variates Considered L@mguteﬁ tnferpreiation | Fisher's I‘E"g}_“:"’ Frvahation | Decision
= {Correlstion) i il
A 4 3 -40
) - Veslizhi - o SN Accept
Age BRI Hegligible -0.51 4.0d1 Insigmificant Ha
5 s - = HOCERT
-0.33 LowfSlight -1.51 2.031 Insigmidcant o
= Ly
. o : Reject
0.43 Marked/Moderate 3.83 3031 Cignificant I—JI .
. 5 s o O Heject
d.4da Marked/Moderate 3.37 2.021 Significant Ho
. - Reject
041  MakedModemte 282 2.021 s
Ha
_— e - - el Rsject
-§.57 harked/Maderate -5.31 3.021 Significant s
. . I e - e Heject
Waork Crientation -3.33 Low/Slight -3.35 4.031 Significant I—%n
Humber of Years Invelvement in Educational Programs.
Tahle 20 revesled that the computed r of 0.49% was found to
= o1 Ticant Thi= was 71 ced by = comnuted izher’o
he zignificant. This was svidenced by the computed Fisher’sz
of 3.27 which was grester thasn the tsbulsr t-value
of 2.021. Thi= measns the rejection of the corresponding
hypothesis. Thiz means thst implementers of the educational
programs should be given meore time to ensure guality
i N _.'{:ﬂ_! T2
Trainings. For thisz variate, the correlation
coefficient was found to be (.42 with & Fisgher’s t-values of
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Chapter 5

SUMMAEY OF FIEDIEGS, CORCLUSIONS ARND BECOMMENDATIONS

Thiz chapter comprizez of the summary of findings,
conclusions, and recommendations of the study. The findings
are treated in such a way that the variatez including their
component parts are prezented in thisz particular =ection.
From here, the conclusicons were drawn which subsequently
became the bkasis in defining recommendstions for the

improvement of the management competencies of the COs.

Summary of Findings

The dats gsthered were analyzed and statistically
treated to be able to anzwer the problems posed in this
atudy. The following are the =zalient findings of the study,

to wit:

1. On the age profile, generally spesking, the COz are
having an average age of 36.32 vyearz old and standard
deviation of 8.44 vyears which mesns that in charge of the
seducational programz of the g* Infantry Division are young

bloods=.



2. On the educational quselification, three or 7.14
percent were MBA/MA/MNSAZ degree holders, one or 2.38
percent had MA units and majority, that i=, 238 or 90.48
percent were B3I degree holdersz.

3. on the len

153

th of zervice profile, the CoOs invoelved
in the study posted an aversge length of service of 13.81
vegrg and standard deviation of 8.82 years.

4, On the number of vears involvement in educationsl

programsg, 23 or 54.7¢6 percent had 0-1 year experience and

y

nly 1 or 2.38 percent had 10-11 wears of involvement.

I3

Overall, the saverage number of vyears involvement is 2.14
and standard deviation of 2.29% years.

5. On the <trainingsz sattended by (C0s, data gathered
revealed that local treinings haz the highest with 15 or
35.71 percent and only one or 2.38 percent attended an
international lewvel of training. Mean for the training iz >
trainings.

5. On the vrank profile, 17 or 40.48 percent were
Lisutenants while 15 or 35.71 percent were Captainzs. The
remaining few were distributed among the highsr ranks of
Major, Lieutenant Colonel, and Colconel.

7. On work orientstion, a3 perceived by COs, their

work orientaticn were: Work wvesluez - 4.26 or Chighly



[
L]
u

oriented”, Individusl competencies - 4.20 or “highly

T

oriented”, and Human relationz - 4.28 or »  highly
oriented”.

8. On cultural awarenegss, 1t was observed that the
percepticons of the two groups of respondents do not differ
as proven by the computed z-velue of 0.02 which iz lesszer
than the ¢riticgl =2-wglye of 1.9 st .05 Ilevel of
zignificance.

9. 0On communicstion/coordination, the two groups of
respondents perceived the COs sz “highly competent”. The

perceptions showed no significant difference as shown in

10. On pubklic relations, the COs and HCOs indicsted the
educationsl management of COs s “highly competent”. Theze
perceptions did not differ =ignificantly since the computed
z-value o¢f 0.87 was lesser than the c¢riticsl =z-value of
1.9 at .05 level of significance.

11. On planning, the perceptions of both the COz and
HNCO=2 with respect to planning iz “highly competent”. Theze

perceptions zhowed no significant difference as proven by

test computed result.

ot

o

]

o]
1

~ =

2.0n programa/projects implementation, the two groups

of respondents perceptionz’ asz to thiz management dimension



are “highly competent”. Their perceptions do not differ a=
gniy

proven by the computed z-wvalue of -0.17 which i3 lower than

€1
1

the criticel z-valus 95 at .05 level of significance.

3

13. On material resources management, the COz and HCOs
bBoth perceived the C0Oz of BID &3 “highly competent”. As
gleaned from table 17, there wazs no significant difference

in the perceptions because the critical z-value of 1.8& at

]

.08 level of szignificance iz very much higher than the

2]
]

computed z-value of -0.:

14.0On unit monitoring and =zupervision, the two groups
of respondents perceived the management competency of Cos
on unit monitoring and =upervision as “highly competent”

These perceptions showed no significant difference as

proven by the z-test computed result of -1.92 which is

)
]

lesser than the criticsl =z-wvelus of 1.86 st .05 level

15. The difference by group of respondents based on
weighted meanz of the seven management dimensions such as
cultural awarensess, communication/coordination, public
relations, planning, programs/projects implementaticn,
materisl resources mansgement, and unit monitoring and

supervizion iz not significant &s proved by the computed =z-



[
1%
ot

]

h
'._’l
L
o
o

it

value of -1.25 a= sggeinst the criticel =z-value

16. The difference between the percepticnz of the two
groups of respondents  on the educational mansgement

competency level of the CO0s of 8% Infantry Divisicn by

i1}

dimen=zions gave the following results: 1) cultural

Al

avareness = 0.02, 2} communication/cocrdination = 0.867,

= %

public relationz = 0.67, 4} planning = -1.09, 5} programs /

projectsz  implementation = 0.17, 8} material resources
management = -0.26, and 7} unit monitoring and supervision

= -1.82. Thus, the hypothssisz that “There is no significant

-ty

differenge on the pergeptionzs ¢©f the two groups ©
rezpondents on sducational managemsnt competency level by
dimenzion iz accespted.

17. The computed F-value for comparing the responses of
the two groups of respondents relative to the extent of
educational management competencies of the Coz by

geographical ares turned out to be 0.270. This walue proved

.0 he smeller than the critical F-valuese of 2.445 st degrees

ot

fresdom egquivalent to & and 28 for between groups and

L]

I"IJ

O

within groups. Thiz led to the acceptance of the hypotheszis

that “There iz no gsignificant difference on the perceptions
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of the two groups of reszpondents on educational mansgement
competency level by geographical ares.”

18. The correlastional anslysis undertsken between the

f
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o
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geven variatez gave the following results: 1) age - Pearso
r = -0.08 with Fisher’zs t-velus = -0.51; 2} educationsl
gualification - Pearscon r = -0.23 with Fisher’s t-value = -

1.51: 3 th of gervice — PBearsgon v = 0.42 with Fisher’sz

ot
et
i
o

(Lo

t-value = 2,92; number of  vyearsz involvement in

1=
Trvent
ol

educational programs - Pearzon r = 0.46 with Fisher’s t-
value = 3.27; 5) treiningsz - Pearson r = 0.42 with Fizsher’'s

t-value = 2 &} rank - Pearzon r = -0.57 with Fisgher’=

28]
L4t
L4l

t-value = -5.31; 7} work orientation - Pearson r = -0.
with Fisher’s t-value = -2.35. These vaglues denote that the
computed Figher’s t-values for s&age and educaticonal
qualification were lezser than the critical t-valus of
1.845 &t .05 level of s=significance and df = 40. On the
other hand, the computed t-value for length of service,
number of vyears involvement 1in  educstional programs,
trainings, rank, and work orientation were greater than the
aforezaid critical t-valus. Thus, the hypothesiz that

“There iz no aignificant relationzhip between the

educational management competency level and the age and
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COs” was rejected, while
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functions, data gathered
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Conclusions

Bazed on the sbove findings, the following conclusicons

1y

were drawn, Lo wit:

1. Data on the age of COs of the 8" Infantry Division

revegled that they were in their mid 307z which means thsat

n

—

ot

hey were physicelly capable to perform not only liter

b

programs but slso combat operations, intelligence work, and
even sngineering work.

2. A= regards their educsational qualification, most of
the COs are BS degree holders because this is the basic
requirement asked of an spplicant for commizsionship in the
in the officer corps of the Philippine army.

3. The length of service profile of the CO03 of ths g
Infantry Division revesled that they were experienced COs
because their average length of szervice was posted at 12.81
years.

4. Relative to number of vyearz invelvement in

educationsl programe, the €0z invelved in the study were

m

relatively w in the program with an average number of

-
-

0]

yvears involvement of 2.14 years. This iz so, because of the

rotation pelicy  of higher hegdguarters Lo maintain

[

enthu=zissm 8t work and avoid familisrizgation in the ares.



K]
.ﬂ“—,.
]

number

uate

adeg

attended

o

young

ks

sre
DL

they can carry the migsion with

ctedly,

BEDE

young,

are

ey

th

an

vigor

sequeaetio

e

out th

wledoae ghi

ba)
o

-
ExS

ing

]

]

(]

o

mar

P
v

CEUS

NCOs=

competency

management

ndents

-
g
e

resp

Ut
o

1roURsE

g
=

TwWo

the

n

b1}

educ

manifestation

8

iz

ol

il

Otla

=
P

Diwvi

g Cams

i

al pr

il

catio



- 7 -
S m R O A
= X T - B @ T o@m @ o - .
a = T g B g = 0o R~ BT g
= e <. . s =S = ]
oh . al " ,.__”..M m i 11.— . L .m o] . s
mu n L1, W..n_ i o iy] «p.m ﬂ M.“ L 41 oy n%d
._ o £ 3 . i s U “ fix] 4
on = & m H_H._. ..u.L. W. rm a) 8, mh_ £ . i1
L i Ll i o5 T = 2 st o i CL
1 o =L s by Tl | o i
on ha [} . [ s W o bt i 5 I
I - &0 = & . =
U B om B ¥y w8 g w & = &
o o a - £ - 1 = i ) =
= ] . i LA 15 4 o y i
] i o 1 i = (B o Yy 1 L L 4
mo ® g oD @ W m o . ;
il P i3 e o i al o ] i i w i
¢ 5 © S @ & uooe o D W =
S SR - < I A g g T E o npn ¥ &
It e oLy e T W a b E
It i b i oL el _.._.._ ~% = w.v._
@ . o = T b b m = . & =
oo & ¢ 1 S K] = 4
FYRR A B T o o g B = g 9
i e b R TR L TR
P4 . o . ] L3 4 4 ™ ]
> o o K £ " ) o i) P Y )
4 ._ =4 1 e 2 r- -
w o B 5 o4 ¥ B S TR m 5 2 5 O
) .._u.mw: s .ql P -4 ....-_ (W] i =i (] i
e = T i iy] L ...,w_ i ) . | e e il i
g oo o= o= & Voo g g 8 O 2 O 4
i . i & 2 b )
o ® voog o o B OH o3 g s Y o
i 0 b _.T.._ kT a e ) i n bl
] o i 1_.,_ i £ ey i v o H v i Uy =
e 5 0 s o= ¥od S 4 o2 =g o B
oo o 1 e o 3 b, i I — i
) 4 o KT ' 1 = o i
B o [ B ¥ R < R = £ .
i £ i n - = £ o TR c £
e o k, i 3 AN St
.- TR - TR SR T L - oW
@ b, B4 o8 B o S i i =
g 4 0 g B ¥ H © & 4 & B o o g 0
& & a : = N (] = o 5 = - o
g oW oo g g 9 = R
vu._ Bed . .Hu.. ] 2 Jod s ] 4 ? 54
S e ,m TR BTN - B 9 6 % L o wu
4 13 o 4 : LA e o)
" i B ﬁ = & o = + b B4 ﬂ ..._m E~
L = e BOS @4 =2 mw LI B 'Y .
e = s - — © & ! ] ) e P & o "y
R gowm 4 B W e e @ @
@ e oW W = = L B s I ®
[ i e N m‘_ ﬂ wm i + i i i
w.u 0 i ) e = 5 T mu i L
] i 4 % fean 2 4 ¥
d R ] = = T ] o p 0 ﬁ. mw

nendations

HH




i
]
il

ot

DeH

s
i

I

=

ment

velop
sts

usnce

3
1]

L

~

o

]

g

-2
T

jram

rog

- ;

I8

-

1

=

o
a

ucatior

T

s

1

g

e

of

lementation

b

=

iy

¥
&

the i

e

T
Briorii

&

relstion

ul
i

]

i
i
. 1...
bl
i
Jos

Jt
ul

Q
=
g1l

114

1

ahou

doctrine
whiok

=
i

&

opment ©
grants

b

3

be

5l

SO itre
Sponslve
ake
ol

ro
iy =
Y

=na
ang

1

undert

grams.
F

i~

L

pr

i)

i
o

-

done

=
=

b

-hie

nc

o

g

i

i}

rorki

criteria in

W

resl

To

Y

il

o

sthitudes.

ucsti

2n|
and



£ ] i ety 3
CREECI i 0 =
- g - =
ﬂ _ I\ ,W_ j :
5 o £ o g " 5
[® ] el » &
] - % 4 2
-l L e 1l &
i} m.,... i = ih i v
¥ : ;
s -r ke = c
b £ i i B
0 & A i .
= L 1 iz i
> 13 " St 0 T
i - £ boowm @5
; i SRR RE - SR A
P £ 8 B3
-y K - L r.
ik i - o i =
o S, 1 ! =
ba L w -
R b T g i
Y o i .
& : 3 O
. 4 . hn 4 8
o B m g o R
- kit = o & ...\_.
g m mnou 2 g B -
E ' =] o] . 3
£ TR =
il ; ) L 2 “ :
E iy [ ) w,*_ =
5 H o @ o2 5B
D _ i i =
o B o
e} (%] w
” g
P e = T i b
. o W o
= ) %
_ = i =
ir) y g m "D
o Cl = o W
i O g
o x . i i
] W cx e T
e S 2 = @
i iz 3 & ) ;
o o e - = i
o fe o o [ L
: fwl = o e 4
m.._“.“ 5d 4t [ .ﬂ.ru
v . ) i " ot
..H.M ‘1 n_.m_ Mwn oL [} m_.l_._
g 2 ERN ;
. Ay i (T TR = %
T“ o 4 b _ m
R @ _H.m q...m [ ﬂ“
iy A ! ' " .
50D B w k2 SEPLITS . S,
oot ey -_.lA I ) .l”_ :
.._ﬁw D] mm - w.”_ i
..l ._.:...a o # F_u.._
{8 B .
a: 3 5 ,ﬂ =]
& i




ommuni

ot

3
it &

.
-

i

ng

me
of

18

g

3

]

JTOTE
S

tﬂ_
iy
SN

come To

=4

community.

Au

{

enhanced prof

T

=
=]

site

equi

Tels
ent.

il

pr

re p

g
AN Lo

Aevrsln

sinskle

g
H
L]

3Uus

3

s

i

=
o

Jot
-1

i
S
w
)
i

i
i

; bBroti

ol
SR

unlu

E

rEunies

{

PO

o

T

i
Of

i

'

ral

L=

: |

1

oue

in



(=)
LAy
-

B & ~ ¥ 127 . = s — -
But, they Can only be giieCEive by WaEY of

} . iy S 3 1 T = a2k Ti= 1 P
sztablishing/organizing & Staff Development Program  for

program  CEducationsl Mansgement Courze for Commiszsioned

Officers” =2hall be evolved where the following objesctives
zhall become the ¢ ing posts:
1. Organis g literacy progrem committes/zpecial

tesk foree in the Division 83 well as bsttslionz whoss

m

concerng are only for the purpese.

2. define 8 c¢criteris or requirements in  the

)]

Education {DepEd), Department of Trade and Industry (DTI;,
Local Government Unite (LGU=), Non-government Qrganizsaticons

, Bbg. in defining as

o
.y

.,..

t
(N

{MGD=), People’s COrganization

o,

L2

0]
-

well as conducting & training program for teacher-scol



Very

)

i

Rlighed

=rah
CEen

Es

1

workaho

and

eminar

=
fanc]

iz

s=cho-

conduct

-
!

.
eo L3 T

i

rai

=

N

- 4
e tat N T

er

£ Train

-
=

3

in

i

=
e

and/or improve

Tre
i
By

i
o8

baranc

ent

T

g

&

m

nvolivad

=
X

is

il
i

e

thi=

ut

1
B



.

. i ion
™ & s o bl
Y et D L )
L ] ) .....__ s .g._m_u._ Lds at i .
e g H @ = : T~
LA R I L £ TR
o I T o ¥ g 8 & e — el BT i
i Py = g 0W o 4+ 0 e - ) S al & i W o
iy i ] o =i al - il i ) i i il i o iy 2
o # s o o o S £ s £ i e ol
& ] w..._ i i) b o ....“,_....u | Y 1 b | @ L _m..
=4 R - - - D £ n o Y n L
e ] - il bt o & o 4 ) ] 12 n - 1,
L e - - x| R *; v & s .y . ul o b
B S A & i % g = b~ mo M S m - 2]
> _||._ “ _l”_ i . S J ] i m...“.. i | m_x“ m..._ TE_ Wi il o
s A+ e ] it il . n_..._ o o i ) -] iy} Py ” | I
i LI - - nooo g -oo or I
by & B 4 = = = m e . £, ¥ I
F-R T = - % g 9~ e g o SRR b
e - ~q = = © Iy ] I ) ' - ._.1.r_ _.....ru it 14y " ] w
&1 o C e s i} el if) - by £ (= o i > iy
5 2 8 2 g °© B g 5o = Lo
A - R . O i moom o -l o W o b m PYR~
if l [ o _ﬂ_ _..;_ o .m... .hh 2 n.n_ | [ P ﬂ.n_ Fo] 04, __”a_
: 4 ] i e B L.t [ i ] L i b3 1, [ o= ) _m_.,_ byl b
e = i} Ld i ] [in] lin] " i p B 1 o . o % =
0k} - . i ) o 3 ] : e o e ol c A bl
o I S < ¥ B 0o o Jn 4 =2 £ ° =l
iy a4 oo ] i m._.uh_ “.“ _m | ....m....“ i L m;.._ i e i i
T g = a Lho i S s & z A B g ,ﬂ = vt = -
bt .”ﬁ..u b, L = s _”4u [in} ~ L B | il k- bl ] e =4 = [}
(1Y E— £y 5 bl & - et i) o e | pe " i + ]
& 1 S i a ”.H..‘_ i e ‘_.L. 1 i H ] b i
L £ . s b b s e ..
ot ir 1 i & 1 M__ & o T i - ol i a P ﬁ
= . . 1 iy ] 1 il “ g il 0 (! o
. o ! i ] £ + iy i i ) [k ) iy iy Ll e PN i 1
4t o i i L3 v - i Ju it Py I I S 1 il 5 i
= P v 8 o ul &0 [ w o i o o
ol = P I n 2 5 oW o= v 5 B D
Bl £ ) i S i : 2 i . I - o o o B e
el o ] T o i o o, pos | ..RU_ 54 e £ o __.mm i o, il
5 St . il W i o n & 1 o 5 o8 £ - i
¥ : [} = ford = 4 I i 7 " . i ( e
i S_ ) = ! ™ i = o} 4 U. i g d ] a wn
. |y el L] 5 L] e " " 3 i) .\... . » . Ly %
Bl g 5 5 & o B8 A - ez - 2 1 -~ R
= I S @] W T~ - o ul & - O e i
IR - 5 2 » 8 g ° - B om o
. b it @ o i »p] Lol i ] et i ;
1 | = ; rl : i -] -
L ; " 1 td 1 5 - (T ; ] L =4 o s
44 L3 wed 5 ] i [ o % o) fu = . = ! o (ot
Uy i in K “ o i o L bud = = i i I s ! }
i s 1 . | vl [ & at 4 | i 4
] 4 r] .u.._ i i el ._ lix] 114 L o] b e i ot Py
W - i 1_w_ i) + w b v ] _— ] £ o
o HoM Al 9 om I B o EOOBm meoon & =1
—1 | . - P i L i — a s o ool : . P =
g o i . L o = =t . = = + o] A L o]
i i 1 l [ o o i i A3 W o o ! -
" L, 1l i o L Jot (14 o 1 r.. Pt o .._.__ ...H\_ 1
=t R A ol o R R S R = oowm 6 ~ i v
A ] it r " o1, [ ) -t ! = u ) oy o -
L i s ! I X 2 o I [ ! i (%] n i £ o L
b i 3 ~ i L i , L = .
il L - i1 i 1 1 4 Cly i - it 4 Bt = b
o o iy | Pty [ P [ 4 - b i ._..”.. fil o o
o | i b -1 ko o o { ) B - i b
i e} i b b ™ Lo ~ A il k= ! o ¥ - S
MR AR~ N WO H - 1.5 £ @&
Wi PN ] £ 1;.”._ iy .nm__ 1_.m...._ 1 il P ﬁ”_. [ i, o wp il 1 -
o = P o - o = . - =] by e TR
O om o AR SRR - SRR o = =
e ! b 1, fo I
[ [ 4 (ol .“..”..” L] s
f i -




=

V.

1
ot
4]

= o
E—‘..’.;‘:l .

A

&3 5

=
1_{:_1...‘

igned

2 whe
Fogran

sufficient instructicnal fascilities
2. Improve crganization and mansgement
3 Frovide logistical zupport
3. Provide logistical support
4, Provide facilities
5. Hetwork with

e
ocLagr

takeholders
plrlfp%

indiwidusl

PO W 4

5, LGA
=

iesign preparatlx: 3
the prepsrat

itz approval and
ion of masterial resourcez and
making ready of the human resources who will
run the training for 15 days, to include
information-dissemination for
and =zupport.

public knowledge

font
L
T4t



Yo
[al
v

disgcussions/ panel discussion/ simulstion/ in-

iy
(5]
i}
o
m
ot
D
!': A
n
0

i=zes on topics of sdult lesrning;

situstions that will help trainees
discriminate pozitive actions from negative
ones. The traineezs will be reguired to design
a Plan of Action az to how they will implement

the literacy program effectively.

1

[

K
m
(]
ot
£
L
K]
a1
o
]
|.._|
[
ot
m
ot
i
[
]

Act
Brovides funds= for sadvocacy and  =zocisl

mobhilization activities.



Pt

end communicstion {IECY through

1 B
1.5
genergte SUDDort for the LZLFZ through
sttending Frovincisl FPeace snd Order Council
LGz for the lsunching of the
progran.
1.6 Organizez completion ceremoniez for  ALPS

=9 o T F e = - "
EAR | Provids meterigls Ifor The Lrain ln“’

fdl

3
)

2.2 hAssist in the conduct of community assemblies
in the project =2itez to generate SWErensss
and =upport of the people in the community.

2.4 Provide funds for Inconme Generating
activitie= to the community.

2.5 A==zizt in the creation of coopsratives

ure sustainability of the progran.




= i ] [ §
g i v = U o o L S i O«
L E ] ~l o b £ L £ 1 - £y e
el el £ o p pa o o¥ e e =1
[ i ] - v il e 13
i £ i = B by, . & i
L, i 5 i = . v 1y m.;, il il 5
L. o L i | . i ol b = i) Lt
b 5 (T . k., o vt il . ]
% o g [ur i = i )
L) 04 = i St Sd ..m... (N8} _”.l..”_
o o ; I _ i m,m s ) W ol
) st .m.... o} ed ) oy n_..n._ o] (1} [I] ] _......._
_L = . " A TR B B & a5 w
= W, T , @ n £ I s & g
. W #H O R R o e & e
o i " 1 - e, [ Joa o Jut wm._.. in o & e [}
i L i1 g L) ] = i 4] v L, i = ;. i o
L p] -] ﬁ ﬁ. T v - i ,.hu_ s i o __u.n el .E b
- s 5 - C o et i i §] i
o W . ted i e e 1 = v el ki n A b 4 A
a it 1 o ¢ + ~| , oot rl ¢
L ST A s TR - B R S - o i i1
6 B 5 B B © 3 b £ @ 5 CE g
P ] .l. S ™ ™ _”_.”_ - LI 43 T i
=] ™ = P ) a by I 8] w ] £y 1w o v 51
e fod w.u s o i o () L) o o o by &= .".r i o =
! ] i 1 o o £, o1 Cn i i & -} i o
¥ vl i) i ] ,“.w_ ' i o hC : P ﬂ.“.
¥ . b i1 il e =5 b0 o - 5 Iy
ok £ Y 2 v o§nou 2 % a2 m R
o T B e 8 B & TR ot e S T B = S
Ll o 4 L [ L] R 1.4 o w5 ) = o
o [ ] [ ot . ._.sa‘_ ] - by o e ) [ o] .”_.A..“ L
. @e o = 5 4 = TR B B Wy o
i [C . i i iw Lo | st pE: e o s u i o e o
El - B S - S S~ B . a8 - I
T..h_ m_uu 4 i wl at il i -t l - bes 4 18] [
K L= n..m_._ ” ifl S Jot 4 it ".._.. 1 . __Hu el [N] a! ”
oowoom o owowm W - S Emom 0 P gom
] i ifl i il L ] " 1 L e 5 3 . el it i - ] i
5 % 8 &8 F 2 3 A E mom € o B R N B
.._.n.“ ” i g -] L ] = il = = - o e 4 i .1|w L L i
Sa B ¢ g od.53 8 & @ H ; © 4 wm om 3
o o T 1 i il il i i) i Cr . o 2 = ‘ ) LT
" ._,..”_ e e el d [ixd i i e n_.x_ ) _”...m._ 0 . ..J. _.m...._ _,a_.”_ = i
el ol £ wi il e [ ] v i e & s ] i =0 £ i Tl fd
[ 103 1 " - be i1 s 0L by bt il i ]
o &5 2
1 e . - .
. ) ﬁ : ; w_. ] = u? L o - o
. X X .. 5 ‘. = o " .
fod A ] UL 18] Y £ ,.._.“ o ot

Ly
B

pmen

L35

Devel



f—
W
ol

= = & = T e
4.3 Facilitates il s T of Trainors

=7
L]
a1}
i
joe
bt
e
)
4
e
[
1l
i
=t
A1l
]
I...l
'. -}
st
it
[N
ot
p
i
m
]
e
Lw
],...1
N1l
b
it

Bropagation and Environmentsl Mansgement.

: o 1
and Eatural BResourcss
il

gricultars {DA}

camphlets® on the environm

3 = 5 = = e - - e = " o Tl oo = v o 2o
.2 As=ist= in  the conduct of  ALEE Trainors

goravities

and nursery eztsblizhment opsraticnz in the

1 3 BLLTE.

&. Philippine Information Agency (PFILA}
5.1 Conducts information dizzemination (s
ALPZ facilitstors regarding government

= - v e i gl
5.2 Providesz newsletfer Ifor wmilitary

VIII. HMonitoring and Evaluation

The monitoring and evalustion phase of the program
will bes based on the effsctiveneszz of itz conduct using



al
(]
=]

]






BIBLIOGRAPHY

A. BOOKS

Becket, John A. Management Dynamics. New York: McGraw-Hill Book Co., 1971.

Bittel, Lester R. The basics of Supervisory Management. 4" ed. McGraw-Hill Co., New

York, 1991.

Clemente, Alejandro. Philippine Education in the 21%* Century. Phoenix Publishing Co.

1996.

Command and General Staff College. Battalion Commanders Manual. Fort Andres

Bonifacio, Makati City, TRADOC, PA.

Daft, Richard L. Management. 5th ed., Thomson, South-Western, 2002.

Drucker, Peter F. Management Task, Responsibilities, Practices. New York: McMillan

Publishing Co.

Fiedler, Fred A. Theory of Leadership Effectiveness. New York: McGraw-Hill, 1967.

Hampton, David R.,, C. Summer and R. Webber. Organizational Behavior and the

Practice of Management. Glenview, Illinois: Scott, Foresman, 1978.

Harris, Philip R. High performance Leadership: Strategies for Maximum Productivity.

Illinois, London: Scott, Foresman and Co., 1989.



Hodgetts, Richard M. Effective Supervision: A Practical Approach. McGraw-Hill, Inc.

1987.

Ivancevich, John M. and Michael T. Matteson. Organizational Behavior and

Management. 4th ed., Irwin, 1996.

Kast, Fremont E. and James Roseinzweig, E. Organizational and Management: A

System Approach. Tokyo: McGraw-Hill Co., 1979.

Kreitner, Robert. Management. 3rd ed., Boston: Houghton Mifflin Co., 1986.

Maslow, Abraham H. Motivation and Personality. 2nd Ed. New York: Harper and Row,

1970.

Mondy, Wayne R. and S. Premeau. Management - Concerts, Practices, and Skills. 6th ed.

Simon and Schuster, Inc., 1993.

Popham, W. J. and K.A. Sirotnik. Educational Statistics Use and Interpretation. New

York: Harper and Row Publishers, Inc., 1973.

Reader’s Digest Great Illustrated Dictionary, 1984.

Schuller, Randall S. Personnel and Human Resources Management. St. Paul, Minnesota:

West Publishing Co., 1981.

Sison, Perfecto S. Personnel and Human Resources Management. Quezon City,

Philippines: Rex Printing Co., Inc., 1994.



stoner, James et al. Management. Prentice Hall, Englewood Cliffs, New Jersey: Simon

and Schuster, Inc., 1995.

Terry, George R. and S. Franklin. Principle of Management. 8th ed. Illinois: Richard D.

Irwin Inc., 1982.

The New International Webster’s Comprehensive Dictionary of the English Language.

Encyclopedic Edition. Trident Press International, 1999.

The New Webster Dictionary of the English Language. International Edition. 1996.

Thompson, et al. Strategic Management: Concepts and Cases. McGraw-Hill Co., New

York, 2003.

TRADOC, PA. FM 7-20 The Infantry Battalion. Fort Andres Bonifacio, Makati City”:

Training Aid and Printing Unit, November 1993.

Walpole, Ronald E. Introduction to Statistics. 3rd Edition, New York: McGraw-Hill

Book Co., 1982.

B. PAMPHLETS AND PERIODICALS

Asia Pacific Defence Forum, 1996.

Asia Pacific Defence Forum, 2001.

Bass, Bernard M. American Foundation for Management Research. New York.

1968.



Bufiales, Helen S. “The Day the Torch was Passed”, Tula Mag., Vol II, 2nd

Quarter. Manila. 2002.

Business Week, 1985.

Drucker, L.D. “Where Will LEAD LEad”, Educational Policy. Volume 3. New

York. 1989.

Emery, Geraldine J. “Strategies for Reforming Schools of Education”. June 1988.

Gazmin, Voltaire T. and Garde, Edith M. “In Command”.

Handout on Military Values Education on Filipino Values System.

Headquarters, 8th Infantry Division, Philippine Army. “Infantry Battalion (Light)

TOE”. 18 March 1997.

Moore, Wilberth E. “Utility of Utopias”, American Sociological Review.

December 1966.

Philippine Army ACCORD Handbook.

Primer on the Army “CARES” Program.



C. UNPUBLISHED STUDIES

Alcaneses, Anthony S. “Actual Work-Performance and Perceived Work-Values
of Chiefs of Police in Calabarzon: Basis for a Strategic Plan”. Unpublished

Master's Thesis, National Police College, Fort Bonifacio, Makati City, 2001.

Anagaran, Rodulfo B. “An Assessment of the Managerial Capabilities of Officers
of the Baguio City Police Office". Unpublished Master’s Thesis, National Defense

College of the Philippines, Fort Bonifacio, Makati, Metro Manila, 1997.

Ason, Cecilia G. “Managerial Skills of High School Principals: Their Influence on
the Morale of Teachers”. Unpublished Master’s Thesis, Samar State Polytechnic

College, Catbalogan, Samar. 1999.

Cadiong, Matilde. “In-Service Training of School Administrators in the Division
of Eastern Samar: Its Relations to Supervisory Skills. Unpublished Master’s

Thesis, Leyte Institute of Technology, Tacloban City. 1990.

Callelero, Francisco C. “Career Development for the Philippine Air Force Non-
Pilot Reserve Officers: An Assessment”. UNpublished Master’s Thesis, National
Defense College of the Philippines, Camp General Emilio Aguinaldo, Quezon

City, 2000.



Caveiro, Antonio F. “The Administrative and Supervisory Styles of Secondary
School Administrators: Basis for Policy Redirection”. Unpublished Master’s

Thesis, Samar College, Catbaloggan, Samar. 1997.

Doroja, Cecilia Conde. “Interpersonal Values and Competency Needs of Public
Elementary School Principals: Inputs to a Model Supervisory Enhancement
Program”. Unpublished Doctoral Dissertation, Samar State Polytechnic College,

Catbalogan, Samar, 2000.

Ogario, Toribio O. “Management of Faculty Development Programs of DECS,
Region VIII Supervised Tertiary Schools: Its Antecedents and Consequences”.
Unpublished Doctoral Dissertation, Samar State Polytechnic College, Catbalogan,

Samar, 1992.

Panganiban, Marianito S. “The Effectiveness of the NBI Special Investigative
Units”. Unpublished Master’s Thesis, Philippine Public Safety College, Fort

Bonifacio, Makati City, 1999.

Panela, Teody S. “Management Competencies of Second Level Managers of the
8th Infantry Division, Philippine Army in Eastern Samar”. Unpublished Master’s

Thesis, Samar College, Catbalogan, Samar. 1998.

Quitalig, Thelma C. “Management System of Newly Nationalized High Schools
in Samar: Basis for a Development Plan”. Unpublished Doctoral Dissertation,

Samar State Polytechnic College, Catbalogan, Samar, 1993.



Santos, Dolores Ma. P. “Leadership Styles of School Managers and Job
Satisfaction of Teachers as They Relate to the Organizational Performance of
Vocational Schools in Region VIII”. Unpublished Doctoral Dissertation, Leyte

Institute of Technology, Tacloban City, 1992.

Tuniray, Mario P. “HUman Resource Development Model for the National Police
College”. Unpublished Master’s Thesis, National Police, Fort Bonifacio, Makati

City, 1998.

D. OTHER SOURCES

Llagas, Avelina. “The Effective Principal: Manager of Change”, a lecture
delivered during the 11th National Congress of Philippine Association of Public

Secondary School Administrators, Teachers Camp, Baguio City. May 22-25, 1991.

Wrapp, A.B. “Organization Change: Perceptions and Reality.” The Conference

Board, New York, 1972.






-
%7
ks

r

i

TS

Feb

mar

=

o
ot

z
£

]

20,
=5
t

=
=
o

s
irl
Sk
[

a9 1
hon
=
3

T



]
Lt

)

[ _ﬁ,
]
bt 3] .
foed e
Rilad I, i ol
] - e &
folg i [
& A
b =] =

B

.E“

[ o

et i

i =
i

[ o

) i .‘HM
o
i




ol

e
et 1T

UL

ool LI
o ]
il ot
- o
i =
el
vl v :
] B
- =g
d [
L o ) ford

Fad
o E

-
Wi
E
n

. B
5 e _..w"“_ |
o -
& >

-
=iz

{




nd BCO=)

a3

fi=s

g

{For both

its

for

lan

-
1]

1
i

{

T
Y
b ;

ke

=81

-

2
i

T

s

i

]




e
H;ll

]

-
[y

A

il

[y

i

i

.

LM

o

ki

Pl e



ot
-]
]

A: Work Values
Indicators Bssponses
1. Peraonal knowledge of the forces (5} ({4) ({3} (2} ({1}
and factorz that influence ones's
hehgvior.
2. Leadership or one’s ability te (5} (4} (3)y (2} (1)
influsnce peogitively people and
gituation.
3. BResponsibility or one’s sbility (5) (4} (3} (2} L3
to perazevere, to be dedicated and
committed to the geals of the
organlization.
4, Initistive or one‘s sbility to ({5} (4} {3}y (2} (1)
accomplish things.
5. Trust and confidence in others. {5y {4y {3y (2} (1}
6. Cocperativeness or one’s ability (5) (4} (3} (2) {13
to work with others.
7. Helpfulness or one’s capacity to (5) (4} (3} (2} {i]
© be concerned about others and
render aszistance.
g. Recognition of one’s ability to (5} (4} (3} (2} {1}
achieve or be seen az a valuabls
peraon in the organization.
9. Human service or one’s seesking to {5y {4} {3} (2} (1}
zerve the welfare asnd advancement
of mankind in a meaningful
fazhion.
B: Individual Competencies
Indicators Besponses
1. FProfessional attainment or one’s (5) ({4) (3} (2) (1)
major vocational and professional
SUCCESsS.
Z. Intellectusl competencies or {5} {4y (3} (2} (1}
one’s intelligence or ability to
conceptualize and perceive
relstionships, etc.
3. Judgment competencies or one’z (3] {4y (3] (&) (1}
ability to make reasonable
decizion=s and =olve problems.
4. Social competencies or one’s {5y (4} {3} (2} (1}



[
~d
Fal

2kills to desl with pecple.
Phyaiﬁal competencies or one’:
physical provess or outdoo
ghilities.
. hesthetic competencies or onefs (5} (4} (3} (2} (1}
reapongiveness and sappreciation
of beauty.
7. Actualizing competencies or one’sz (5} {4} (3} (2
gahility to motivate 3elf beyond

prezent level of accomplishment.
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¢: Human Belations

Indicators Responzes
1. cne’s role and good relationship (5) ({4} (3} (&) ({1}

ith the eam member=s snd other
i 1

[

1
h hares with one’s sense (&) {4y (3} (2y {1}
of being accountable individuslly

for the group’s results

3. The team works well together and (¢

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

has cohesion.

4, The team provides individusl ({5) (4} (3} (2} (1}
support to members when n&edpd

5. The leadership in one’s team i=z ({5} (4) (3} (2} (1}
zhared.

5. Members play & variety of roles (5} (4) (3} (2) ({1}
in onefa g-:up.

1. The team i committed to (5} (4} {3y {2} (1}
cooperation and cgollaboration
smong memberz and with other

Il""l

roups.
Part II - Educational Management Competencies

Diregtion: Below are the zeven dimenzionsg of
management adopted from Harris {198ﬂ}, which waz applied in
the context of literacy program indicators as they are
implemented by the different units within Eastern Vizayas
region. You are to assess them in terms of how vyou asg
commizsioned gfficer o your commizggioned officers
competencies are applied in each indicator. Whatever 1is=
your evalustion will be treated confidentisl.
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Check the most appropriste rating using the 5-point
scale on the space provided at the right of each numbered
item using the i

el L B A Y S
i
o

Thank wou for vyour cooperaticon. Flesse begin the
azzessment proceszs, on the following pages.

A: Cultural Ayarsness

Indicators Besponses

1. Ability din bringing about the ({5} (4} ({3} (2} (1}
chjectivez o¢f the programs on
literacy like ALPS, CARES,
ACCORD, and S0T.

Z. 8kill or asbility in didentifving {5} {4} ({3} ({2} (1}
which literscy programs iz
feagible in the community.

3. Aware of and =ensitive to the {5y (4} (3} {2} (1}

sentiments and aspirations of the

community folks in which the unit
@perate:,

4, Akility to develop & gtrong team (5} (4) (3} (2} (1)
culture that enhances high
performance

fia ]

o
o,

-
Ll
Bl

s
!,...l

Language akills in facilitating (5]
the uhderstandiﬁg of community
t ﬁFlPltntatiQﬁ of

&. Enowledge of the pedsgogy din (5} ({4} (3} ({2} {1}
gdult lesrning.

7. Feaeiliwy in the use ofF §5y Jdd4) (3} (27 ({1}
gppropriste teaching devices for
adult learning.

8. Ability to make 1

meaningful to the learners.
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B: Uommunication/Coordination

Indicators Besponses

e

1. Explain/clarify the goals and {4y (3} (2}
objectivez of the programs.

2. Explain and apply communication (5} ({4} (3} (2}
lines Eet for in the crganization
to carry out th directive 1in
line with the program
implementation.

T

..1

rT'

3. Eeep uni memberz  informed of {5} {4} (3} (2}
latest issuez and developments
affecting the effective
implementation of literacy
programs.

4, En=sure that the activities (5% {4} (3} (2}
defined by the unit are attunsd

=
with the goalz and objectives of
the crganizaticon relative £O
literacy programs.

5. Prepars regquired written and oral (5} ({4} (3} (2} ({1}
:?mmUﬁlQEtan ftor unit with
conciseness, 8CCUracy,
competTence, and cultural
sensitivity.
v, Cammullcate changes in {5 {4) {3} ({2} i)
organizational pelicies relative
to new programs defined for
external clients.
. Public Belations
Indicators Bezponses

1. Identify unit’s diverse publics (5) (4} (3] (2)
or =takeholders {DepEd, TEZDA,

0TI, LGU=, HNGO=, POz, etc) that
are relsvant To effective
implementation of literacy

programs.

2. Promote <the work unit and its (5}
chijectives 1 community
development befﬁre groupz and
learners in the barangay.

e
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3. Respond effectively to inguiries ({5} (4} (3} (2} (1)
and requests for unit information
and zervice.
4., Use formsl and informal resource (5} (4} (3} (2} ({1}
networks available in the
community To achieve the
objective of thes program or TO
obtein informsticn.
5. Demonstrate unit respect for hozt (5} {4} ({3} (2} (1}
community/sbarangay or area locals
and work habits.
i, Planning
Indicators Besponses
1. Utilize egtablished dynamic {5} {4} (3} (2} (1}
planning technigues,
envirconmental scanning,
technological forecasting, or
even future studiss to develop
unit goslsz in literscy programs
implementation.
Z. Lmgess t&cxnical fegzibility for (5} {4} ({3} (2} (1)
glternat courses of 1in the
Prfpﬁt1ve implementation of
literagcy programs.
3. Anticipate obstaclez to achieving (5} (4} (3} (2} {1}
work unit goals, identify, means
for overcoming them, anh apply
a@ntlngerc planz when neceasary.
4, Plan =zpecifically for changes in (5} (4] {3y (2} (1}
learner’s ﬁCleduiﬁ and actlv1t1e5
that they des=ire most To lesarn.
5, Haintdll a balance between the (5} {4} (3} {2) (1)
goals of the unit and that of the
learner’s needs.
E. Programs/Projects Implementaticn
Indicators Besponzes
1. Identifw specific gctivities {61 (4} {2} {2} (1)

which sare
gnd interest
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e

2. Eztabliszsh pricrities= among {5} {4} {3} {2) 1
competing Uit projects and
activities defined to effectively
implement the literacy programs.

3. 5=t challenging but reslistic {53y {4}y {(3) (2} 1}
deadlines for competing work unit
prolects.
sequence and =cheduls work unit {2} (4} ({3} (2} (1)
aCctivities to maximize efficient
use of availsble resocurces,
Provide guidange Lo every {(5) {4} {3y (2} (1Y
facilitator and learnsr on how to
asgess or measure gosl

cocomplizhment.
F. Materials Hesource Management
Indicators Besponses

Uverszesg or participate in {5) {4} {3} (2}
procurement management of

material resourcezs for qge, both
by facilitstors and 5T

Oversgee or EELthlpﬁtE in
managing end evaluating the
utilization aspect o a
resources by the fscilitator and

F &

-,
i
1%

e
i)
Ll

S
=
[

RO

isarners.

Enzure that use of local and/or (5} (4} (3} (2}
gvallable regources in the

community is given top priority

in identifyving projects /

activit 1&5 for the learners.

Enzur hat the use of funds is (5) {4) (3} ({2)
intendem solely for the

identified projects or

activitie=,

s
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Encoursos
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5 1 4

1 ge 1 14
the uze of low-cost materials for
identified projects or
activities.
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Indicators Baszponses
1. Establizh/define a8 syastem or ({5} {4} {3} ({2} ({1}
acheme in monitoring work
scoomplishment 8o &3 Lo ensure
excellence in program

implementation.

2. Adjust to changes in workload,
reaources priorities and schedule
of lesrners.

oo,
L)
Tttt
o,
[1=9
et
e
Ly
e
o
]
—
' -
o

3. Usze cooperstive relations, direct (5) (4} (3} (2} (1}
observaticon, or informal contacts
with l=zarners and other
stakeholders (DepEd, TESDA, DTI,
Lizls=, NGOos=, Fos, etc) to
amcertain neseds.
4, Clarify roles snd {5}y {4y {3}y (2} (1}
responsibilitiez, =c¢ all unit
members and learners understand
work azzignments and
sexpectations.
5. Encoursge innovation and {5y {4} {3} {2} (1}
entrepreneurial gpirit/sinterest
among facilitstors and learners.

Directionz: Below are some perceived problems of
commi=z=aioned officers as regard their management functions.
Ples=ze rate the degree of their occurrence 1in  your
organizational set-up while performing your work. Pleasze
u=e the following value zcales below in your azzessment.

Yalue Dezcripbtion
5 Always
4 aften
2 Doogzional
2 Zeldom
1 Never
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al Cultural Awarsness

Indicators Eszponses
1. Unteained facilitaters 4An  Tthe {5y 4y (3 (2) (L)

conduct of literacy programs.

2. Lack of scheduled trainingzs for (5} {4} ({3} {2) (1}
adult learning where new
fagilitators can partake.
2. Tagalog apesking fgcilitatorz (5) ({4} ({3} (2} (1}
handling the zero-level learners,
thus crestes difficulty to both
in facilitsti g le rning.
4. Shy Type acilitators or [R5} 4y [3) 2} (1}
facilitators wh are unable o
relate themzelves effectively
with the barangay officisls and
the learners themseslves.
5. Autogcrastic or =ztrict persconality (5) (4) (3} (2} (1)
-f zome facilitators.
B} Communication/Coordination
Indicators Resnonzes
1. Facilitators who 8re not (5} {4} (3} {2} ({1}
conversant of communication
procezs/lines.
Z. Ineffective communicators among {5} {4} {3y (2} (1}
facilitators.
3. HMizinformed facilitators or they ((5)Y {4y {3} (2} (1}
lack the necgeszsary knowledge in
the program lmplementation.
4. Top much “red-tape” im 45 A4y (33 A2} {1}
implementing & tazk/project.
5. Top management is glow in (5} {4} (3} (2} {1}
dig=zeminating information To
field units.



Public Belations
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Indicators

Basponses

[

L]
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D o I =

Frogram facilitators who are
unaware of other =ztakeholders
{DepEd, TESDA, DTI, LGUs, NGOz,
FGsz, etc) of literacy programs3.
Shy type personalitiss of some
facilitatorzs thuz find program
implementation difficult.
Facilitators who lack the
initiative and rezourcefulnezas in

carrying out the activity.
Uncooperative publics.
Uncooperative learners.

Flanning
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Lack of training in p
g greater number of fa
Lack logi=ztics i

effective conduct of plsanning.

Flanning in programs
implemen iz only delegated
to & lower-level official thus

the jeader himeelf is= not
involved.
Uncertain schedule on the part of

ra, thus synchronizi
it with the facilitator becoms
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2. The *hit-gnd  miss”  ascheme in {(5) {4} (3} (2} (1}
implementing & program / project
/oactivities.
a} Programz/Projects Implementation
Indicators Responzes
e 50 many intervening (5} {4} {3} {2} (1}
taska/activities that literacy

program implementation 13 at &
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digadvantaged situstion.
Untrained facilitatorzs ezpecislly
the new ones.

Facilitators whe are unsgble to
identify pricrity projecits or
activities.

Lack of logistics.

When the program is implemented,
there are instancesz when they are
ztopped due Lo conflicting
schedule, both by top menagement
and field officers.
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{3y {4y (3} (2} (1)
(3} (4} (3} (2} (1)

Bezponses

Indicators
Unavailsbility o<f materisls for
e by the caciliiteator and

o
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g2l EJ}:E cutives, masyors wWio
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B
inancing liter acy progran
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w
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ot

ack material time BMong
acilitatora to be going to the
office of the mavor to follow-up
the early releasze of funds Ifor
meterials.
Scgarolity low-co

s I
1]
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B I i I el
Y

iz not 4don =t 0 L
he iz unable To manage 1L.

g} Monitoring and Evaluation
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(8 {4} 433 {2} {1}
(5} (4) (3} (2} (1)
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Indicato

I

of

Lack perzonnel per Y
attend To monitoring and

*’ﬁlﬂ11t

Beznonses
{5y {4y {2} (2} (1)
{57 {4y {3} {2} {1}



inatrumsnts.

Unaveilshility of monitoring and
evaluation instrumsnts.

hiffering .of learﬂers’ achedules
thusz, monitoring and evaluation

iz time conzuming.

Thank yvou very nmnuch.
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Bepuklic of the Philippines
SEMAR STATE POLYTECHNIC COLLEGE
Catbaslogan, Samar
December 02, 2003
The Dean
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I have the honor to apply for char
se my prezent adviser cannot attend to my re
2 zhe haz mor Lte
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Very truly yours,

{ZGD.) TEODY 5. PANELA

T
Pozt Graduste Student

CONFOBRME:

{560 .} THELMA C. QUITALIG, Ph.D., CESO V
- :

(SGD.) EUSERIO T. PACOLOR, Ph.D.

Mew advizer
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permizsion from your good office
brigadez and bsttsl

p T
to conduct the zame in al

innz in RBegion VIII whoge expected res T
d E

will ks the commiissi
handling literacy programs

the division.

Tl

igers and non-conmissionsd =
and other CMD related sctivities of

Anticipating with gratitude your office’s most sccommodating and favorable action of
iz request, I am

{SGD.}) TSg TEODY 5. PANELA (Inf} PA

Pozt Graduste Student

{(=GD.} MANUEL LUIS M OCHOTORENA  5GD.} GLEER g RAROHZA

Lt Col =C {FR) PR Major Genersl AFF
AT of B for OMO, 57 Commending General
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Present Position: Easmuraysw Center, 0OG3, BID, P4

o W gl TS - T [ag ™ sl 5

Station: B8 Infantry Division, Philippine Army
daulong, Catbalogan, Samar

Primary Education : Bagong Flores Elem.

Intermediste Education = Bagong Flores Elem.
Lupac, HNueva Ecija
1865-1872
Secondary Educstion - Sacred Heart Academy
Lupao, Nueva Ecijs
1872-187%5
: 3t. Terezita’s School
Tekulk, Eslings
&

Bachelor of 3Jcience . Polytechnic University
in Comnmesroe of the Philippines
1977-1878
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