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ABSTRACT

This study ascertained the extent of the implementation of the
principal empowerment acts and skills granted among public the secondary
school heads and the status of the organizational climate of the public
secondary schools in the Province of Samar during the school year 2008-2009.
This study had employed the descriptive-development research design. On
the extent of empowerment implemented by the secondary school head along
the instructional management, three groups of respondents described it as
“highly implemented” as shown on the average weighted mean of 4.24 from
the division supervisors; 4.39 from the school heads themselves and 4.23 from
the teacher respondents. The perception of the three groups of respondents on
the prevailing organizational climate among public secondary schools along
emphasis revealed the following weighted means: division supervisors, 4.13
(often), school heads, 4.09 (often), and teachers, 4.10 (often). The average
weighted mean was 4.11 and interpreted as “often.” For the conclusion, the
organizational climate prevailing in public secondary schools being “open”
and the correlation being positive suggested a direct proportional climate, the
greater extent of empowerment granted to the school principals. This can be
attributed to the fact that an organization with an open climate tend to be
receptive and responsive to changes. Thus, decentralization for that matter or
empowerment is gladly welcomed by the school heads. There is a need for an
enhancement program for the school heads in the areas of the implementation

of the empowerment acts and skills. For the recommendation, a province-

Vi



wide in-service trainings on principal empowerment should be encouraged
by the Schools Division Superintendent of the Division of Calbayog City,

Samar, and Catbalogan City.
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Chapter 1
THE PROBLEM AND ITS SETTING

Introduction

The empowering of individuals, groups, organizations, and societies is a
noble, necessary, and natural part of human development, according to Vogt and
Murrel (1990: 1-2). In some cases, empowerment occtirs without our awareness
of the events and processes that induce it. In today’s global society, for example,
pressures for empowerment are growing in some African, European and Asian
countries. In the United States, workers are demonstrating their desire to be
directly involved and more importantly, to show their ability to make a
difference to their organizations’ growth and development.

In the Philippines, empowerment of human resources was implemented
in the educational sector through the Department of Education (DepEd). The
DepEd is the principal government agency responsible for education and
manpower development. The mission of the Department is to provide basic
education that is equitably accessible to all and lays the foundation for life-long
learning and service for the common good. It is also primarily responsible for
the formulation, planning, implementation and coordination of the policies,
standards, regulations, plans, programmes and projects in areas of formal and
non-formal education (http://seameocinnotech.org/resources/seameo_country

Jedu/data/philippines.htim).
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One of the recent policy thrusts of the DepFEd is the empowerment of
school principals by virtue of the enactment of Republic Act 9155 of 2001, which
gave added impetus to the earlier efforts of the DepEd to decentralize the
governance of Basic Education at the grassroots level (2007: 165). This Act
provides the overall framework for: 1) school heads empowerment by
strengthening their leadership roles, and 2) school-based management within the
context of transparency and local accountability.

With the school being recognized as the center of the formal education
system pursuant to this Act, the school principals in the elementary and
secondary schools now have the enviable position of being an empowered
leader. This means that every school head has the discretion to decide on things
on account of autonomy as provided within the ambit of this Act, and is guided
by School-Based Management (SBM) principle of managing, which is another
epithet of an empowered school (Arriola, 2004).

The idea of empowerment was implemented in 1997 by the DepEd
through Department of Education, Culture and Sports (now DepEd) Order No.
17, s. 1997 entitled “Adopting a Policy of Empowering School Principals” It
identified selected principals of elementary schools in order to achieve desired
higher learning outcomes. The principal shall assume more administrative
authority and the corresponding accountability for improving teaching
competencies and pupils/students achievement. The policy gives principals the

authority to: oversee the school’s funds for the school through Parent-Teachers
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and Community Associations; design and develop his/her own school
improvement program in collaboration with parents and community leaders;
participate in the selection, recruitment and promotion of teachers; plan and
develop an innovative curriculum, using the national curriculum as a
framework.  The Decentralization Programme is being implemented by
transferring substantive decision-making powers to the school level.

This was followed by the issuance of Department of Education Regional
Memorandum No. 57 5. 2000 entitled “Full Implementation of the Empowerment
of Schools Principals in Selected Schools.” Fiscal management empowerment is
now included in the policy aside from instructional and administrative
management. The principals added were those form the secondary, central
elementary and big non-central elementary schools.

De Roche (1981) shares the view that climate is expressed in the
perceptions of organizational members. When teachers view school goals as
appropriate, their opinions are valued in decision-making, they are given
considerable latitude in carrying out instructions, they are satisfied, and they
enjoy their work as teachers.

However, the empowerment acts implemented were not fully performed
by all public secondary school heads as observed by the researcher. There were
school heads who were not given the allocation for their financial resources
which demoralized them and affect their performance. There were school heads

who are not reporting to their stations to the detriment of teachers’ performance.



There were teachers in some schools who are demanding for a change of school
heads because of loss of trust and confidence. And lastly, there was no study
conducted regarding the status on the empowerment act granted to the said
school heads and the organizational climate of the public secondary schools of
the Province of Samar.

It is for these reasons, that the researcher had conducted this study in
order to spell out the responsibility of the school heads that are deterrent to
quality performance so that upgrading/enhancement program for the secondary

school heads could be instituted.

Statement of the Problem

This study ascertained the extent of the implementation of the principal
empowerment acts and skills granted among public the secondary school heads
and the status of the organizational climate of the public secondary schools in the
Province of Samar during the school year 2008 - 2009. The findings of the study
were the bases in evolving an upgrading/enhancement program for school
heads.

Specifically, this sought to answer the following questions:

1. What is the profile of the secondary school heads with reference to:

1.1  ageand sex;
1.2 civil status;

1.3  educational background;



1.4  administrative experience;
1.5  performance rating;

1.6  in-service trainings attended;
1.7  average monthly income, and

1.8  family size?

)

What is the profile of empowered public secondary schools, in

terms of:
21  enrolment;
2.2 location;
2.3 number of personnel;
2.4  school site area;
25  facilities, and
26  NAT performance?

3 As perceived by the division supervisors, principals themselves,

and their teachers, to what extent are the empowerment implemented by the
principals in the areas of:
3.1  instruction;
3.2  administrative, and
3.3  fiscal management?
4. Are there significant differences in the perceptions of the three
groups of respondents on the extent of implementation of empowerment acts

implemented by the principals in the three aforementioned areas?



5. What is the level of empowerment skills possessed by the school
heads as perceived by the three groups of respondents?

6. Are there significant differences among the perceptions of the three
groups of respondents on the level of empowerment skills?

7. What is the status of the organizational climate obtaining among

the public secondary schools as perceived by the three groups of respondents, in

terms of:
7.1  disengagement;
7.2 hindrance;
7.3  esprit;
74  intimacy;
75  aloofness;
7.6  production emphasis;
7.7  thrust, and
7.8  consideration?

8. Are there significant differences among the perceptions of the three

groups of respondents on the organizational climate obtaining in the public
secondary schools along the aforementioned areas?

9. Is there a significant relationship between the extent to which the
empowerment acts implemented by the school heads along the three areas of
management and the following;

9.1  profile of school heads;
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9.2  school profile;
93  level of empowerment skills, and
94  organizational climate?
10. What upgrading/enhancement program for secondary school

heads may be evolved based on the findings of the study?

Hypotheses

Based on the specific problems formulated, the following were tested:

1. There are no significant differences in the perceptions of the three
groups of respondents on the extent of implementation of empowerment acts
implemented by the principals in the following areas:

1.1  instruction;
1.2 administrative, and
1.3  fiscal management.

. There are no significant differences among the perceptions of the
three groups of respondents on the level of empowerment skills possessed by the
school heads.

3. There are no significant differences among the perceptions of the
three groups of respondents on the organizational climate obtaining in the public
secondary schools along the following areas:

31  disengagement;

3.2  hindrance;



3.3  esprit;

34  intimacy;

3.5  aloofness;

3.6  production emphasis;
3.7  thrust, and

3.8  consideration.

4. There is no significant relationship between the extent to which the
empowerment acts implemented by the school heads along the three areas of
management and the following;

4.1  profile of school heads;
42  school profile;
43  level of empowerment skills, and

44  organizational climate.

Theoretical Framework

The present study had considered the role theory advocated by Newel
(1978) as cited by Aquino (1997). Role theory posits that human behavior is
guided by expectations held both by the individual and by other people. The
expectations correspond to different roles individuals perform or enact in their
daily lives, such as key official, school administrator, and teacher. For instance,
most people hold pre-convinced notions of the role expectations of a teacher,

which might include: making lesson plans, instructional materials and teaching



the students in the classroom. These role expectations would not be expected of
a school head.

Individuals generally have and manage many roles. Roles consist of a set
of rules or norms that function as plans or blueprints to guide behavior. Roles
specify what goals should be pursued, what tasks must be accomplished, and
what performances are required in a given scenario or situation. Role theory
holds that a substantial proportion of observable, day-to-day social behavior is
simple persons carrying out their roles, as school head carry out their roles in the
assigned school. Roles theory is, in fact, predictive. It implies that if we have
information about the role expectations for a specified position (division
supervisor, school head, and teacher), a significant portion of the behavior of the
persons occupying that position can be predicted (http://em.wikibooks.org
/wiki/Sociological_theory/Role_theory).

The role theory is supported by the sociological theory. Roles, which are
in part dictated by social structure and in part by social interactions, guide the
behavior of the individual. The individual, in turn, influences the norms,
expectations, and behaviors associated with roles. The understanding is
reciprocal and didactic.

Role is one of the most important ways in which individual activity is
socially regulated: roles create regular patterns of behavior and thus a measure
of predictability, which not only allows individuals to function effectively

because they know what to expect of others, but also makes it possible for the
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sociologist to make generalizations about society. Collectively, a group of
interlocking roles creates a social institution: the institution of education, for
example, can be seen as the combination of many roles, including schools
division superintendent, division supervisor, principal, head teacher, teacher,
and students (Sison, 2003: 1).

This theory was supported by the principles of shared governance
espoused by the DepEd and connected with the principal empowerment. I
provides that “a) shared governance is a principle which recognize that every
unit in the education bureaucracy has a particular role, task and responsibility
inherent in the office and for which it is principally accountable for outcomes; b)
the process of democratic consultation shall be observed in the decision-making
process at appropriate levels. Feedback mechanism shall be established to
ensure coordination and open communication of the central office with the
regional, division, and school levels; ¢) the principles of accountability and
transparency shall be operationalized in the performance of functions and
responsibilities at all levels, and d) the communication channels of field offices
shall be strengthened to facilitate of information and expand linkages with other
government agencies, local government umits and non-government
organizations for effective governance.

Moreover, the principle of shared governance is strengthened with the use
of the principles of subsidiarity and collegiality (6BM Handbook and Operations

Manual, TEEP: 2004). In line with the principles of subsidiarity, problems must
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be solved and decisions must be made at the lowest organizational level. Since
the school head, teachers, students, parents, local government units, and
community leaders are the ones most familiar with the life, activities and
problems of their school, they are in the best position to solve their own
problems, with the guidance from the central, regional, and division offices on
education policy directions and quality standards. The principles of collegiality
demands that stakeholders must work as a team in the improvement of school,
educational leaders in the higher rungs of the education ladder should willingly
share their authority with the school head who, as a consequence, gets truly
empowered to work for the best of his/her school without feeling uncomfortable
that leaders up there may feel threatened by his/her increased authority and
accountability. At the school level, the school head exercises collegiality by
encouraging participation of teachers, parents, local leaders and students in
making decisions about what is best for the school in which all of them have a
common stake.

The theory on organizations has moved from task-orientation and human
concepts to the systems’ viewpoint where interrelationships among people and
tasks were conceived of as organizational climate. According to Aquino (1997),
the behavior of the principal is an important factor in nurturing a healthy

climate.”



Conceptual Framework

Figure 1 presents the conceptual framework of the study. The base of the
paradigm depicts the locale of the study, the public secondary schools of the
Province of Samar involving the three groups of respondents, namely: division
supervisors, the school heads and the teachers. The next frame refers to the
process involved in this study. First, the researcher elicited information on the
personal profile of the school heads such as: age, sex, civil status, educational
background, administrative experience, performance rating, in-service trainings
attended, average monthly income, and family size; and the school profile such
as enrolment, location, number of personnel, school site area, facilities and
National Achievement Test (NAT) performance. Then the three groups of
respondents gave their perceptions on the empowerment acts implemented by
the school heads along instructional, administrative and fiscal management;
empowerment skills possessed by the school heads; and organizational climate
along disengagement, hindrance, esprit, intimacy, aloofness, production
emphasis, thrust, and consideration. Their group perceptions were compared for
any significant differences. Furthermore, the empowerment acts implemented
by the school heads along the aforementioned areas were associated with the
profile of school heads, school profile, level of empowerment skills, and
organizational climate to ascertain whether the latter influenced the former.

The findings and implications of the foregoing analyses served as inputs

to an upgrading/enhancement program for secondary school heads which gave
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feedback to the locale of the study and ultimately led to the attainment of the

ultimate goal of the study, which is effective implementation of empowerment acts.

Significance of the Study

The results of this study would be beneficial to the following;

To the secondary school heads. The findings of this study would help the

empowered principals know their strength and weaknesses on the
empowerment acts and skills implemented by them including the status of the
organizational climate of their schools. The data that were gathered in this study
would serve as the bases for the conceptualization of the upgrading/
enhancement program for secondary school heads towards the improvement of
their managerial performance.

To _the secondary school teachers. The study would present a vivid

picture on how their school heads performed their empowerment acts and skills
in their respective schools. From here, they could acquire ideas on the manner
their respective school heads manage their schools. These insights would guide
them in the performance of their duties responsive to the school head’s
expectations.

To the student. Through this study, the empowered principals would be

the instrument in improving the performance of the teachers and eventually
increase the student’s achievement level. Furthermore, the fiscal autonomy

granted to the school heads would be able to provide the students the necessary
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teaching aids and materials for their effective learning and other logistical
assistance for their scholastic development.

To the division supervisors. The results of this study would help the

division supervisors in making adjustments or modifications in the
implementation phase of the program and this would be the basis in pinpointing
the strengths and weaknesses of the secondary school heads and the extent the
agency could assist these school heads in their work to improve their efficiency
and effectiveness.

To the parents. The results of this study would be the improved

performance of the teachers and the students. This way, parents’ expectations of
the public secondary schools would be actualized. With the kind of performance
that the empowered school would show, most probably parents would be more
involved and would participate in more relevant school activities towards raising
the quality of educational outputs.

To the future researchers. The findings of this study would serve as the
basis for other researchers in conducting a thorough investigation on the duties,

functions and responsibilities of empowered school principals.

Scope and Delimitation

This study was mainly concerned with the relationship between
empowerment acts and skills implemented by the public secondary school heads

and organizational climate of the public secondary schools of the Province of
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Samar and certain school head and school-related variates. The school head
variates were age, sex, civil status, educational background, administrative
experience, performance rating, in-service trainings attended, average monthly
income, and family size. The school profile variates were enrolment, location,
number of personnel, school site area, facilities and NAT performance. The
empowerment acts and skills were limited to instruction, administrative and
fiscal management. The organizational climate was limited to disengagement,
hindrance, esprit, intimacy, aloofness, production emphasis, thrust and
consideration. The result of the study would be the bases in evolving an
upgrading/enhancement program for secondary school heads.

The respondents of the study were the division supervisors, the school
heads and teachers from the national high schools of the Province of Samar.
Only those secondary schools with a permanent item of principal and head
teacher were included in this study.

The following were the schools located in the Division of Samar: 1)
Pinabacdao; 2) Sta. Margarita; 3) Basey; 4) Sta. Rita; 5) Almagro; 6) Villareal; 7)
Sto. Nifio; 8) Matuguinao; 9) Tagapul-an; 10) Tarangnan; 11) Daram; 12) Calbiga;
13) Wright; 14) Pagsanghan; 15) San Sebastian; 16) Marabut; 17) Gandara (Ramon
T. Diaz); 18) Independencia; 19) Hinabangan; 20) Jiabong; 21) Motiong; 22) Costa
Rica; 23) Baras; 24) Villahermosa; 25) Bagacay; 26) Lawaan; 27) Casandig; 28)

Igot; 29) Simeon Ocdol, and 30) Calapi.
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The following were the schools located in the Division of Catbalogan City:
1) Samar National High School; 2) Catbalogan Comprehensive, and 3) Silanga.

The following were the schools located in the Division of Calbayog City:
1) Calbayog City; 2) Malaga; 3) Oquendo; 4) Tarabucan; 5) Trinidad; 6) San
Policarpo, and 7) San Joacquin.

Data on the aforementioned variables were limited to the answers of the
respondents to the survey questionnaire.

This study was conducted during the SY 2008 - 2009.

Definition of terms

To provide a common frame of reference for understanding, the following
terms are herein defined:

Aloofness. This is the fifth factor under organizational climate. It refers
to the formal and impersonal behavior of the school head (Haplin & Coft, 1963:
48-49).

Administrative empowerment. It is the authority, responsibility and

accountability vested to the principals in terms or recruitment, selection,
appointment of teachers, purchase of instructional materials, improvement/
maintenance of school equipments, construction and repair of school buildings,
and hiring of service providers (DepEd Regional Memo No. 57, s. 2000).

Autonomous climate. This refers to an organizational climate described

by a high level of esprit and intimacy (Haplin & Coft, 1963: 50-51).
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Closed climate. This refers to an organizational climate described by a

high level of disengagement, hindrance, and production emphasis (Haplin &
Coft, 1963: 50-51).

Consideration. This is the seventh factor under organizational climate. It

refers to the behavior of the administrator that is described as being humane and
sensitive to his employees’ needs (Haplin & Coft, 1963: 48-49).

Controlled climate. This refers to an organizational climate described by

a high level of esprit hindrance and production emphasis (Haplin & Coft, 1963:
50-51).

Disengagement. It refers to the first factor used under organizational

climate and refers to the teacher’s tendency to “go through motion,” to be “not in
gear” with respect to task-oriented situation. It suggests neither unity nor
harmony among teachers and administrators within the organization (Haplin &
Coft, 1963: 48-49).

Educational background. It refers to the highest educational level the

respondents earned from formal studies, which enables them to qualify in the
teaching profession at their highest position in the educational hierarchy.

Empowerment act. It is an act of building, developing, and increasing

power through cooperation, sharing and working together (Vogt and Murrell,

1990: 8).



Empowerment skills. It is the ability of the school head to act in building,

developing, and increasing power through cooperation, sharing and working
together (Vogt and Murrell, 1990: 8).

Esprit. This is the second factor used under organizational climate. It
means that the teachers feel secured and happy in their work and are proud of it
(Haplin & Coft, 1963: 48-49).

Facilities. It refers to something designed, built, installed, etc., to serve a
specific function affording a conscience or service
(http:/ / dictionary.reference/browse/facilities). Operationally, it refers to the
following school services: canteen, speech laboratory, service laboratory, H. E.
laboratory and computer laboratory.

Familiar climate. This refers to an organizational climate described by a

high level of disengagement, intimacy and consideration (Haplin & Coft, 1963:
50-51).

Family size. It refers to the total member of household members of the
family.

Fiscal empowerment. This term refers to planning, directing, engaging

and controlling the financial activities such as procurement and utilization of

funds of the school.
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Hindrance. This is the third factor used under organizational climate. It
refers to the teacher’s feeling that the administrator burdens them with routine
duties, committee demands and other requirements which the teachers conceive
as unnecessary “busy work” (Haplin & Coft, 1963: 48-49).

Instructional empowerment. It refers to the authority, responsibility and
accountability vested to the principals in terms of enriching/modifying the
subjects in the curriculum, prepare a flexible school program, authorize their
teachers to prepare ready-made lesson plans, initiate/introduce new technology
in the school curriculum, and shall solely sign the diploma/certificates (DepEd
Regional Memo. No. 57, s. 2000).

In-service trainings. It refers to a special training or instruction for
employed persons including those in the profession, with a view of increasing
their competence.

Intimacy. This is the fourth factor under organizational climate. This
refers to the teacher's enjoyment of friendly social relation with each other
(Haplin & Coft, 1963: 48-49).

Key officials. Conceptually, this term refers to persons in authority

(Gove, 1986 as cited by Osit, 2003: 20). Operationally, this term refers to division
supervisor in-charge of secondary schools in the division.

Level of empowerment skills. It refers to the classification of principals
based on the results of their perceived differences and opinions of the skills on

their vested authority, responsibility and accountability.
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Location. It refers to a place of settlement activity or residence
(http:dictionary.reference.com/browse/location). As used in this study, it refers
to the place where the national high school is located - either urban or rural.

National Achievement Test (NAT). This is a standardized test

administered nationwide in 2007 - 2008 among secondary students by the
National Achievement Testing and Research Center (NETRC) which aims to
measure the extent of their learning and performance in school on the different
subject areas.

NAT performance. In this study, it refers to the academic performance
level of the second year and fourth year students in terms of mean percentage
score (MPS) as the result of the national achievement test (NAT) given during the
school year 2007 - 2008 specifically in Mathematics, English, Science, Filipino
and Araling Panlipunan.

Open climate, Conceptually and operationally, this term refers a category

of an organizational climate described by a high level of esprit, thrust and
consideration (Haplin & Coft, 1963: 50-51).

Organizational climate. This term refers to the measurement of an

individual’s relationship with other employees in the work environment (Hapin
and Croft, 1963: 52). As used in this study, this refers to the psychological and
social environment in public secondary schools as perceived by key officials,

secondary school heads, and teachers.



Paternal climate. This refers to an organizational climate with a high level
of disengagement (Haplin & Coft, 1963: 50-51).

Performance rating. In this study, it refers to the evaluation of the

performance of secondary school heads based on the Performance Appraisal
System for School Administrators (PASSA) for school year 2007 - 2008.

Production emphasis. This is the eight factor under organizational

climate. This refers to the administrators’ behavior characterized by close
supervision of his subordinates (Haplin & Coft, 1963: 48-49).

Rural. Operationally, it refers to the barangay where the national high
school is located.

School site area. It refers to the space on which a school building stands

(http:/ / dictionary.reference.com/browse/area).

Secondary school heads. This refers to the person of authority who is

directly involved with management and supervision of the secondary schools
and teachers in their area of responsibility (The New Webster Dictionary, 1992:
446). Tn this study, this refers to the secondary school principals and head
teachers with permanent item assigned in a national high school in the Province
of Samar.

Service Laboratory. Operationally, it refers to the following school

services: guidance and medical services.
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Status. Generally, this refers to a state of being, a condition, mark or
position (Webster’s, 1997: 540). In this study this refers to the present condition
of the organizational climate in all the public secondary schools in the Province
of Samar.

Thrust. This is the sixth factor under organizational climate. This reveals
the overt effort of the school administrator in trying to “move the organization”
(Haplin & Coft, 1963: 48-49).

Upgrading/enhancement program. It refers to a program designed for
the secondary school heads to make them an efficient and effective
administrator. These involved but not limited to a proposed seminar/workshop
related to principal empowerment.

Urban. Operationally, it refers to the city /town proper where the national

high school is located.



Chapter 2

REVIEW OF RELATED LITERATURE AND STUDIES

This chapter presents the literature and studies that are related to the
present study. In order to make this study more informative, data-oriented and
substantial, sources and materials such as magazines, pamphlets, books, journals,

journals, theses and dissertations were utilized.

Related Literature

To establish a background on this study, readings, concepts, ideas of
varied authorities were drawn and gathered to enrich the study.

Administrators are managers and the school administrator or principal
assumes an obligation and a responsibility when he accepts the position of
principal of the school (Lagdameo, 1993: 303). Thus, he should sincerely
endeavor to improve the social vision and the professional services and
undertakings of his staff and himself.

Ando (1996: 126) emphasized that school administrator should be
multifunctional. He must be expert on human, structural, political, cultural and
educational leadership. As a human leader, the school administrator should
foster participation, enhance staff commitment and satisfaction, and encourage
positive interpersonal relationship among the staff. As a structural leader, the

school administrator thinks clearly and logically, develops clear school goals and
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policies, holds school members accountable for results, and provides technical
support to plan, organize, coordinate and implement policies in the school. Asa
political leader, the school administrator is persuasive and effective at building
alliances and support and can resolve conflicts among school constituencies. As
a cultural leader, the school administrator is inspirational and charismatic and
should build a school culture which transforms the mission, values and norms of
individuals or group of staff. Lastly, as an educational leader, the school
administrator encourages professional development and teaching improvement,
diagnoses educational problem, and guidance to school instructional matters.

Mayari (1994: 66-67) concluded that principal's managerial skills, ie.
technical, human and conceptual skills significantly affect school effectiveness.
High technical and conceptual skills significantly affect task performance but
human skill doe s not affects task performance. In relation to this conclusion, she
recommends among others that principals and other school administrators
should be encouraged to grow through reading professional books and journals
to develop their conceptual and technical skills and should enroll in graduate
courses that will sharpen their technical and conceptual skills.

Borromeo (1998: 119) cited that it is the duty of school administrators to
(1) (provide) timely praise and recognition for job well done, (2) use timely and
appropriate .discipljne when it is desired, (3) give rewards on the basis of results
and improvements, (4) emphasize attention, approval assistance, success,

satisfaction and support, (5) make a habit of reinforcing positive performance



based on positively oriented values to make positive performance a habit, and (6)
provide motivation and encouragement on difficult undertaking of teachers
when needed.

Henderson, et al, (1996: 98) emphasized essential qualities a school
administrator should possess. To them, the educational leader clearly needs to
be an educator by having professional insights into the processes of learning and
knowledge of the qualification needed by persons who will carry through the
educational job. He/she needs to have the respect and confidence of his
associates as an academic colleague and should be a keen observer of the
education and social scene. He/she needs to be an effective organizer which
means that he/she should understand how to delegate responsibility and
authority, how to define the functions of job, the interrelationships among jobs
and the lines of communications and how to synthesize the results flowing from
the subdivided efforts into an organic hole. They also pointed out that an
educational leader need to be a keen judge of people so that he/she knows to
recruit and maintain a staff at high quality and motivation. Likewise, an
administrator needs to understand the medium of formation and communication
implementation as well as public relation. Lastly, they believed that the school
administrator should possess some understanding of finance.

In the handbook of the Philippine Association of Secondary School
Administrators (PASSA) (1993: 269-272), it was published that instructional

leaders behavioral descriptors were used to group schools in terms of differences
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in incremental growth in student academic achievement. That is, schools
operated by principals who were perceived by their teachers to be strong
instructional leaders exhibited significantly greater gain scores in student
achievement than did schools operated by average and weak instructional
leaders. These general descriptors are organized into four broad areas of
strategic interaction between the school principal and teachers: the principal as
resource provider, the principal as instructional resource, the principal as
communicator, and the principal as visible presence.

As a resource provider, an instructional leader (1) demonstrates effective
use of time and resources, (2) demonstrates skill as a change master by
establishing an on going process for planning and making necessary changes
within the school while developing a feeling of individual/ group ownership, (3)
demonstrates the ability to motivate staff members, and (4) knows the staff
members’ strengths and weaknesses and knows about instructional resources
that may be helpful to them.

The principal as instructional resource (1) demonstrates the ability to
evaluate and reinforce appropriate and effective instructional strategies; (2)
supervises the staff, using strategies that focus on the improvement of
instruction; (3) uses student outcome information that is directly related in
instructional issues in the process of assessing the educational program; (4)

demonstrates successful application of the district’s evaluation policies, and (5)



knows the importance of student learning objectives to the instructional
program.

As communicator, the principal as instructional leader (1) demonstrates
the ability to evaluate and deal effectively with others; (2) speaks and writes
clearly and concisely; (3) applies skills and strategies of conflict management that
satisfy the interest of both parties in a practical and acceptable manner; facilitates
group in selecting courses of action through problem-solving techniques; (5)
demonstrates the ability to use a variety of group process skills in interaction
with the staff, parents, and students, and (6) demonstrates skill in working as a
team member.

Lastly, as a visible presence, the principal (1) works cooperatively with the
staff and the community to develop clear goals that relate to the district’s
mission, and (2) is visible to the staff, the students, and the parents at the school.

In the INSET Mechanism Handbook (SEDIP, 2006: 35-44), the core
competencies of principals are categorized under five main headings: (1)
intellectual, (2) results orientation, (3) interpersonal relationships, (4)
adaptability, and (5) professional and technical. Each of the area is broken down
into specific competencies which are then specified into demonstrable behavior,
such as the following: (1) awareness of the enviromment, (2) strategic thinking, (3)
entrepreneurial focus, (4) gathering, retrieving and managing information, (5)
reasoning, (6) judgment and decision-making, (7) planning and organizing, (8)

delivering, (9) oral and written communication, (10) relationship building and



maintenance, (11) leadership, (12) client orientation, (13) representation and
advocacy, (14) conflict management, (15) adaptability, (16) resilience, (17)
professional knowledge, (18) professional vision and reflection, and (19)
management.

In addition, the principals and other supervisory officials through the
Bureau of Secondary Education had come up with a list of competencies of
school heads (SEDIP: 44-47). These competencies were categorized according to
the managerial skills that the school heads make use of in the management of
their institutions. The following is the list competencies, namely: 1) planning, 2)
organizing, 3) directing/leading, 4) administrative management, 5) instructional
development, 6) staff development, 7) curriculum development and
implementation, 8) research and evaluation, 9) linkages and partnerships, and
10) controlling,

Stuart and Green (1997: 12-14) had cited Marshall (1988) that the “culture
of the school comprises the rules of the game, organizational climate, norms,
dominant values and informal structure. These dimensions of culture change as
a school becomes a more empowering environment for its participants. A key
process for empowering schools is shared decision making. The following are
the eight key dimensions in shared decision making: 1) they are involved in
setting the goals and the mission of the school; 2) they have the time, reduced
teaching load, change schedules and waivers to participate in collaborative work;

3) they participate in decision determining the school program, curriculum goals,
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classroom pedagogy and text and other materials; 4) they are involved in
decisions relating to designing and implementing the school budget; 5) they
participate with administrators in decisions regarding recruiting, hiring and
assignment of school personnel; 6) they designs and implement professional
development activities for the school; 7) they are involved in decisions about
managing the building use and maintenance, and 8) they are involved in setting
standards for their own performance and for students’ performance.”

In Detroit's Empowered Schools for example, they employ School
Empowerment Council/Teams. In these schools, students, parents,
administrators, and staff control the use of allocated funds, exercise initiative and
independence in determining and executing instructional improvements, expand
student selection, define the types of support services needed, and choose the
providers of those services.

In the Philippines, the Principal Empowerment Program had its
beginnings in September 1991 when the DECS Secretary Isidro D. Carifio
approved a recommendation to phase out the position of the district supervisors
by not replacing them anymore when they go into retirement. The basis of this
was the premise that the role of district supervisors duplicates that of the school
principal. However, RA 9155 put back the position of district supervisors but
minimized their roles and functions limited them only to curriculum and

instructional supervision (Maderazo, 2006: 34).
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The concept, of principal empowerment had its full realization after the
implementation of RA 9155 known as the Governance of Basic Education Act of
2001. Pursuant to this Act, every school is recognized as the heart of formal
education system making every school principal an empowered leader.

The key role belongs to the school head. In Section 1.2 of the
Implementing Rules and Regulations (IRR) of R.A. 9155, school head is defined
as the principal, school administrator and teacher-in-charge who must exercise
instructional leadership and sound administrative and fiscal management of the
school.

As an empowered leader, the scope of the school head’s role is to have
authority, accountability and responsibility for the setting of missions, goals and
targets of schools through the development of School Improvement Plan (SIP);
being accountable for higher learning cutcomes by implementing the curriculum
and develop the school educational program, creating an environment conducive
to higher learning, and introducing new and managing personnel, physical and
fiscal resources of school, and establishing school-community networks in
support of a school targets and contribute to community development (Section
7E of RA 9155).

The Guidelines in the Implementation of the New Principal
Empowerment Policy (DECS Order No. 17s. 1997) serves as the general
guidelines in the implementation of the policy of empowering school principals,

namely: 1) there should be an appointed full fledged school principal in every
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complete public elementary and secondary school. Plantilla items of teachers
who are designated “officers-in0Ocharge” or teachers-in-charge” of schools shall
be upgraded to become plantilla items for school principals in the said schools.
School principal items shall be considered equal rank and salary grade whether
for the elementary or secondary schools, and a career path for school
principalship shall be instituted to provide stability and security of office for
good performance. A promotion scheme that is based on merit shall be a reward
for high achievement. Further, education and training in school management
which shall include modules in the use of educational technology and other
multi-media learning resources shall be provided from regional and/or division
in-service teacher training (INSET) funds. All incumbent school principals and
gualified school “officer-in-charge” and ”teachers-in-charge” shall be recipient of
such training awards.

Subsequently, Regional Memorandum No. 57 s. 2000 entitled “Full
Implementation of the Empowerment of School Principals in Selected Schools”
was issued to the field. The said directive was on the full implementation of the
empowerment of school principals in the secondary, central and big complete
non-central schools. The specific provisions include: 1) the fiscal autonomy - the
principal shall prepare, defend and implement the school budget; 2) instructional
autonomy - the school principal may enrich/modify the subjects in the
curriculum according to the existing needs of the locality, provided that the basic

structure of the curriculum is the same and there are enough teachers to handle
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the subjects; 3) administrative autonomy - the school principal set general
guidelines/policies in recruitment, selection and appointment of teachers to be
implemented at the school level and authorized to prepare and approved the
procurement programs of the school.

Instructional leadership is one of the many concerns of the school heads.
It involves a long term dedication to instructional excellence, not a one-time
resolution to get more involved in instruction. Hence, leading the instructional
program requires both an understanding of educational techniques and personal
vision of academic excellence that can be translated into effective classroom
strategies/approaches. Likewise, a school head should be able to promote a
positive learning climate, protect time devoted to instruction and manage
instruction through observation and evaluation of teachers’ instructional
strategies (Rasik and Swanson as cited by Adina, 2005).

Another very important concern of a school head as mandated under RA
9155 is administrative management. Under this function, the school head is
expected to undertake the following concerns on community partnership;
information management; professional/interpersonal skills  personnel
management; resource generation and management, and school planning and
implementation (DepEd Monitoring 4C-1). And also as the chief administrator
of the school, the school head has the overall responsibility to effectively manage
his/her school in order to achieve school objectives and realize its mission to

provide access and quality education to the children of the community. This is
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for the reason that RA 9155 defines school head’s exercise of the administrative
management as 1) setting the schools mission and vision, goals and targets; 2)
developing and implementing School Improvement Plan, and 3) mobilizing
community participation for improvement of education outcomes (SBM Manual,
TEEP, DepEd, 2004).

Thus, administrative management confers with teachers, parents and
other stakeholders on school planning and development of activities, reflecting
the needs of the community in the school’s goals and mission and collaborates
with teachers in resource generation projects that will enhance professional
advancement initiatives (TEEP Guidelines, 2002).

Stuart and Green (1997: 57-63) had pointed that the principal was the key
to building a trusting environment, trust begins with the principal. If the
principal presents himself as the authority in the school, then a trusting
environment is possible. In some empowerment studies, the following were the
findings: 1) some principals were identified as those who had trouble
relinquishing troubles; 2) some principals, regardless of their verbal support for
empowering teachers and their ready support for shared governance, just could
not bring themselves to give up any of their power to control; 3) more of the
three variables predicted (gender, age, experience of principals) which principals
was capable of sharing power, nor did the type of school in which they served; 4)
the principal’s behavior is what conditions the levels of trust that can occur in the

building, and 5) when a principal based himself on some higher plane, reserving
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veto power over the decisions being made by the teachers, was little trust in the
school.

In the Medium-Term Development Plan (MTPDP) for Basic Education
1999-2004, the goals of the school system were stated as follows: 1) enhancing
school holding power; 2) improving school outcomes and raising quality and
academic excellence; 3) enhancing the relevance of the curriculum, 4)
establishing administrative and management improvements to gear the
bureaucracy for decentralization and modernization. Its Mission Statement was
declared to decentralize educational management so that the school becomes the
focus for enhancing initiative, creativity, innovation and effectiveness. The
efforts at educational quality improvement shall originate from the school and
redound to its own benefit and that of the community.

DECS Order No. 23 (s. 1999) defined decentralization as 1) transfer of
authority and decision-making from central and regional offices to the divisions
and schools; 2) sharing education management responsibilities with other
stakeholders such as LGU’s, Parent-Teacher-Community Association (FTCA’s),
and non-governmental organizations (NGO's); 3) devolution of education
functions, and 4) promotion of School-Based Management.

Another factor that will strengthen the building of a trusting environment
is by having a healthy organizational climate of the school.

The concept of organizational climate has a rich history in the sodial

science literature. In the early 1960's George Sterns was one of the first
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psychologists who saw the analogy with individual personality and used the
concept of organizational climate to study institution of higher learning,
Although there are a variety of conceptualizations, there is a general agreement
that organizational climate arises from routine organizational practices that are
important to an organization’s members, that is defines by member perceptions,
and that it influences members; attitudes and behavior. Thus, a school climate is
a relatively enduring character of a school that is experiences by its participants,
that affects their actions, and that is based on the collective perceptions of
behavior in the school.

The school climate is defines in terms of educators’ perceptions of
leadership behavior of principal and interactions among teachers. Patterns of
principal and teacher behaviors are then arranged along a rough continuum,
ranging from open to closed climates. An open climate is one in which teacher’s
and principal’s behavior is supportive, genuine, and engaged, whereas a closed
climate is characterized by lack of authenticity, game playing and disengaged
behavior. Just as individuals have personalities, so too do schools; a school
climate may be thought as the personality of a school.

Evidence is beginning to suggest, for example, that a school climate with
open, healthy, and collegial professional interactions and strong academic
emphasis empowers teachers and creates norms of collective efficacy that shape
the normative environment of schools and influence teacher behavior

(http:/ /eductaion.stateuniversity.com/ pages/ 2392 /school_climate /htm).
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According to Gilmer (1966) as cited by Arshad (2008) specified
organizational climate as those characteristics that distinguish a particular
situation. Tagiuri (1968) as cited by Arshad, had also noted that the definition of
organizational climate is quite similar to early descriptions of personality types.
Since school organizations move towards greater participant empowerment, the
role of leadership of school managers and the organizational climate are taken
into consideration. In fact, climate of an organization may roughly be conceived
as the personality of the organization, that is, climate is to organization, as
personality is to individuals (http:/ /eprints.hec.gov.pk/1449/1/1333. HTM).

Haplin in his article “Theory and Research in Administration” had
observed that “anyone who visits more than a few schools notes quickly how
schools differ from each other in their “feel.” In one school the teachers and the
principal are zestful and exude confidence. In a second school the brooding
discontent of the teachers is palpable; the principal tries to hide his incompetence
and his lack of a sense of direction behind a cloak of authority, and yet he wears
this cloak poorly because the attitude he displays to others vacillates randomly
between obsequious and officious.”

In addition, Haplin believed that just as individuals have personalities, so
too, do schools. It is this “personality” of the school that was described as the
organizational climate of the school; that is, personality is to the individual what
organizational climate is to the organization. His pioneering work mapping the

domain of the organizational climate of schools served as the beginning point for
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the development of a new instrument to measure the climate of the schools
(http:/ / www.coe.dio.state.edu/whey/2%20C.pdf).

Owenn (2004) as cited by Lindhal (2008: 1) had related the organizational
climate to such terms as atmosphere, personality, tone, or ethos. The
foundational work in school climate is generally recognized as that of Haplin
and Croft (1963), who roughly related their definition of climate to morale, but
admitted that time constraints restricted their consideration of that construct to
the social interaction between the principal and their teachers. Rousseau (1990)
differentiated climate and culture on the basis of climate being the descriptive
beliefs and perceptions individuals hold of the organization, whereas, culture is
the shared values, beliefs and expectations that develop from social interactions
with the organization.

It is generally agreed that assessment of an organization’s climate is
relatively straightforward process, especially when compared to the
methodologies needed to assess the organization’s culture. As climate is defined
as individual's perceptions, quantitative survey instruments have become the
most widely accepted means of gathering and analyzing organizational climate
data.

School culture and climate are integral components of the school
improvement process. In turn, they are affected by the decisions made in all
phases of the process. Although amorphous and complex enough to cause both

contradictory and confusing discussions in the professional knowledge base,
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culture and climate are very real, very powerful forces in organizations.
Although difficult to measure precisely, both constructs can be discussed within
an organization if the evaluator has sufficient time and access to witness the
daily behaviors of members of the organization and prove deeply as to the
values, beliefs, and fundamental assumptions underlying these behaviors.
Leaders of school improvement processes can utilize the information gained
through the assessment of the school’s readiness for change to selecting the types
of improvements most likely to be compatible with the organization’s climate
and culture, from implementing the improvements to ensuing that they become
institutionalized (http:/ / cnx.org/ content/m13465/latest).

Murphy (2008) in her study of Catholic secondary schools with the United
States addresses organizational climate and the attainment of positive climate
scores by the study’s sample schools despite institutional differences. Items sets
used to assess a variety of school characteristics include physical/financial
attributes of the school, student body demographics, the composition of the
teaching/administrative staff, and the school’s mission as evidenced by its
curricular and community services choices among other areas. These variables
in accordance with Hoy, Tarter, and Kottkamp’s model derived from their
instrument, the Organizational Climate Questionnaire - Rodgers Secondary and
Taguin's four-pronged organizational climate taxonomy comprised by the
factors of ecology, milieu, social systems and culture. The statistical technique of

factor analysis confirms that, despite differences in inputs, the study’s sample of
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Catholic secondary schools were able to earn non-statistically significantly
different climate scores, that Catholic secondary schools do have the means by
which to embody the “common good” ideal of public education. Results did
yield, however, typically higher climate scores for schools which enjoyed more
human and financial resources (http:/ / cnx.org/ content/m13465 /latest/).

In the study conducted by Gentile (1997), she found out that the
organizational climate in middle level schools may be a more reliable
determinant of a school’s effectiveness than many other measures in education.
Both the educational and social success of the adolescent students may rely on
the organizational climate exhibited in the educational setting. When evaluating
the group’s perception of climate and the behavior of the members within the
organization, it would seem appropriate to consider gender as a factor. Male and
female teachers both experience and comprehend the world in different ways.
These differences may impact on their perception of school climate. The middle
level administrator is critical in improving and maintaining a positive school
climate. It was also found out that the improved teacher perceptions of climate
and morale may have an impact on the achievement levels of middle school
children (http:/ /muse.widener.edu/~yrozyck/Dissertations / Gentle. html).

Cotton (2003 - 2005) in his study he found out that the factors of
organizational climate may predict teacher attrition rates. Specifically,
instructional support includes principal behaviors, respect for teaching and

learning, and communication with administrators, teacher attrition was not



related to principal experience. Also, principal experience was not related to
factors of school organizational climate (htt:/ /digital library.sent.edu/data/etd/
2003-1/ permissions / meta-dc.5525.tkj).

The purpose of the study conducted by DiStefano, et al. were to
investigate the dimensions of the school climate, to determine of the perceptions
of school climate change from the years between elementary and high school;
and, to examine the performance, such as standardized test scores. Exploratory
factor analysis revealed dimensions of climate underlying response to the
student, teacher, and parent surveys. Four student factors, five teacher factors,
and four parent factors were identified. Regression information suggested that
the climate surveys can be very helpful in understanding the complex dynamics
of the relationship between school-level contexts and school achievement. The
researchers also noted the importance of a positive school structure within which
the students, teachers, administrators, and parents function cooperatively and

constructively (http:/ /www learningpt.org/sipsig/2008/ DiStefano.pdf).

Related Studies

Likewise, the researcher reviewed relevant studies to give more
justification of the study. Abstracts from dissertations and thesis are herein
discussed.

Maderazo (2006) conducted a study entitled “Factors Related to

Empowerment of Elementary School Principals in Eastern Samar Division:
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Inputs to Policy Formulation” and disclosed the following findings: 1) in
Administrative Management, the principals believed to be greatly empowered
on Community Partnership, School Planning and Implementation and
Information Management although least empowered on Professional/
Interpersonal/Personnel Management Resource Generation and Management; 2)
along Instructional Leadership, the respondent principals saw themselves greatly
empowered especially along Evaluation of Performance, and Supervisory Plans
and Strategies and the Principals considered Average Extent of empowerment on
In-Service Trainings.

The study of Maderazo is similar with the present study for the following
reasons: the focus was on Principal Empowerment, utilized personal profile as
variates and used the same instrument. The two studies differed on the
following aspects: 1) locale of the previous study was in Eastern Samar Division
while the present study will be conducted in the Province of Samar; 2) the
respondents of the previous study were the principals of the elementary schools
while the present study will involve the principals of the national high schools,
and 3) the output of the previous study was inputs to policy formulation while
the present study’s output was an upgrading/enhancement program.

Nuevo (2004) conducted a study entitled “Principal Empowerment and
Organizational Climate in Flementary Schools: Inputs to Self-Improvement
Action Plan” and the following were the findings: 1) both the administrator- and

teacher-respondents were unanimous in their perceptions that the empowerment
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acts along instructional areas were highly implemented by elementary school
administrators. The two groups of respondents differed significantly in their
perceptions regarding implementation of empowerment acts along
administrative and fiscal empowerment. The administrators deemed them to be
“highly implemented” but the teachers considered them to be “moderately
implemented, and 2) the organizational climate of elementary schools in the first
congressional district of Samar was very satisfactory.

This study is closely related to the present study for the fact that both
were focused on principal empowerment and organization climate. However,
there are basic differences which are evident. In terms of the locale of the study,
the previous study was limited to the First Congressional District of Samar while
the present study will involve the Province of Samar; the respondents of the
previous study were the public elementary school administrators and teachers
while the present study will involve the public secondary school principals and
teachers of the national high schools, and the output of the previous study was a
self-improvement action plan while the present study was an
upgrading/enhancement program.

Another study conducted by Baliton (2002) was on the “Major Personality
Attributes in Relation to the Conflict Management Styles of Administrators and
Organizational Climate of the Philippine Science High School in the Visayas and
the following are his conclusions: 1) all the administrator-respondents belong to

the internal category of locus of control. All of them have high self-esteem.
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Majority of them have type A personality; 2) the administrators subscribed to
integrating and forcing as conflict management styles when confronted with
problems along the five areas of concern for educational administration; 3) the
data on conflict management styles of administrators in each of the five areas of
concern for educational administration did not show any significant
relationships; 4) the organizational climate of the two campuses of the Philippine
Science High School-Visayas (PSHSV) are generally healthy; 5) locus of climate
indicators, and 6) there were no significant relationships between the conflict
management styles of the administrators and the organizational climate of the
PSHSV.

This study was similar to the present study because it deals on
organizational climate of the school. However, it differed on the following: a)
the personality attributes and conflict management styles was not treated in the
present study; b) the respondents of the previous study were the secondary
school administrators of the Philippine Science High Schools in the Visayas
campus while the present study will involve the secondary school administrators
of the national high schools of the Province of Samar, and c) the instruments
used in the previous study were not utilized in the present study.

In Osit’s (2003) study, he revealed the following findings: 1) relative to
organizational climate, as indicated by the level of disengagement, the employee
considered this as “often prevailing,” while the key officials and teachers

considered it as “sometimes prevailing” and “rarely prevailing,” respectively,
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and 2) the status of the organizational climate along attainment of objectives,
programs and projects, adequacy of finances as well as functionality proved to be
not significantly related to the organizational climate.

The present study bore resemblance to the previous study considering
that both studies appraised the organizational climate of the school and the
respondents of both the studies were the teachers. However, they differed on the
following: a) the present study involved the school administrators; b) the locale
of the previous study was on the private college while the present study was
focused on all national high schools in the Province of Samar, and c) the
instruments in the previous study were different from the present study.

Boco (2002) had conducted a study on the position powers of secondary
school managers and teachers’ performance of selected secondary schools in
Eastern Samar. She found out: a) that the characteristics of an effective school
manager were seen in the principals of public secondary schools in the Division
of Eastern Samar for they exercised very much their position powers; b) the more
teachers regarded their leader to possess expertise, the more that they believed in
what they did and said and in what they commanded their teachers; ¢) the
position powers of the managers were rated to have been exercised by the school
managers themselves to a very much extent, except coercive power, and d) the
expert and reward powers manifested by the school managers had a significant

bearing on the level of education they had attained.
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The present study had some bearings with the previous study for it
involves the school administrators and teachers of the secondary schools. The
difference of the two studies lies on the focus of the study, locale of the study and
instruments used.

Aguilar (1999) conducted a study on “The Moral Leadership of Vocational
School Administrators in Leyte: Its Implications for Leadership Reengineering.”
It was perceived that the vocational school administrators in Leyte had a very
high level of morale leadership along dimensions of commitment, collegiality,
collaboration, and empowerment were significantly higher than the perceptions
of the three other groups of respondents (department heads, teachers, and non-
teaching personnel). Recommendation in this study included constant reminders
for the VSA of their very extent of moral leadership that would serve as an
avenue for a realistic implementation of reengineering their leadership, that
those who possessed moral leadership to some extent or even lower must
reengineer their moral values on leadership by attending trainings or seminars
on values formation.

The present study is similar to the previous study with regards to the
focus of the study which was empowerment and the involvement of school
administrators. However, they differed in the following aspects: the previous
study involved vocational school administrators in Leyte while the present study
involved the school administrators of the national high schools in the Province of

Samar.
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Salafio’s (1997) study titled “Empowerment and Conflict Management
Capabilities of School Administrators of the Public Secondary Schools of Area [,
Division of Leyte: Its Implications to the Administration and Supervisory of
Secondary Schools,” it was concluded that the high school administrators were
“weak” in the area of personal characteristics. Likewise, Salafio reported that the
empowerment and conflict management of school heads belonged to the “good”
category. Based on the findings of the study, Salafio recommended that these
school administrators must be exposed to intensive development program
focused on empowerment and conflict management.

The present study was similar from the previous study as both involved
the participation of public secondary schools administrators and their teachers
and the focus was on empowerment. They differed on the research locale
because the previous study was conducted in Area I, Leyte Division while the
present study was conducted in the Province of Samar.

Conde’s (2005) conducted a study regarding the Leadership Styles of
Public Elementary School Administrators and Teachers Morale in the Selected
Districts in the Southern Area of Eastern Samar Division and the following are
the his findings: 1) majority of the administrators were democratic leaders; 2) the
teachers’ morale level was below average, and 3) there is no significant
relationship between the administrators’ leadership styles and teachers’” morale.

The present study was similar to the previous study for studies involved

school administrators and their teachers. They differed on the focus and research
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locale of the study. The previous study was on leadership styles and
respondents were from the elementary level of Fastern Samar Division while the
present study was focused on empowerment involved the secondary school
administrators of the Province of Samar.

Alandino (2004) conducted a study entitled “An Enhanced Faculty
Development Program for Secondary School Teachers in the City Division of
Calbayog,” he assessed the existing faculty development program for secondary
school teachers and this was used as basis for proposing an enhanced faculty
development program for the division. He found out the following: a) most of
the teachers in Calbayog City considered selection, recruitment as well as
orientation of great importance in the faculty development program, and career
development as the least important; b) the two groups of respondents differed in
terms of the perceptions in the extent of implementation of the following areas:
1) work orientation, 2) performance appraisal, 3) career development, 4)
promotion, 5) labor management provision, and 6) separation/retirement. On
the other hand, they agreed relative to the level of implementation of recruitment
and selection; ¢) the civil status of the administrator is significantly and
negatively correlated with the level of implementation of the faculty
development program. It was found to be more implemented in schools
managed by single administrators compared to schools managed by married
administrators; d) the administrator’s age, sex, educational attainment, length of

service, number of times promoted and seminars/trainings attended were not
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predictors of the level of implementation of the faculty development program of
the school, and €) the teachers as well as administrators considered the following
programs and activities to be wanting enhancement and improvements: staff
development and in-service trainings, teaching competencies, personnel
management, classroom management skills as well as personnel and social
competence.

The previous study was similar to the present study in the sense that it
involved the secondary school administrators and teachers of the Division of
Calbayog City, and the used of the variates like age and sex, civil status,
educational attainment, length of service and number of seminars/trainings
attended were also used in the present study. They differed in the folowing: 1)
the present study included secondary school heads and teachers of the Division
of Samar and Catbalogan City; 2) the used of the variates like family size,
performance ratings an school profile in the present study; 3) the inclusion of
organizational climate as a variable in the present study, and 4) the output in the
present study was as enhancement program for the secondary school heads.

A study done by Napuran (2001) entitled “Learning Enhancement and
Activity Program of Public Secodanry Schools in the Division of Calbayog City”
focused on the status of learning environment and activity program (LEAP) of
public secondary schools in the Division of Calbayog City. The investigation
was anchored on the comparison of the perceptions of the administrators and

teachers on the LEAP implementation and determined the relationship of the
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profile of the respondents with their perceptions. Based on her findings, in years
1993 - 1995 before LEAP implementation, the average performance ratings of
teachers was described as “very satisfactory.” During the years 1997 - 1999 after
the LEAP implementation, signified a notable increase and that there was a
significant difference between the performance rating of teachers before and after
the LEAP was implemented.

She concluded that there is a notable increase of performance rating to
teachers before and after the LEAP implementation. Such result clearly showed
that the LEAP as a locally-based in-service that further upgrades teacher
competence did not meet its objectives or purposes. Hence, the LEAP leaders
must do something to make it productive.

Whereas, in the study conducted by Abarquez (2000) entitled
“Instructional Leadership Practice of Head Teachers and the Performance of
Teachers and Pupils,” he pointed out that the outcome of his study could also
make the teachers realize of what are expected to them in their classroom
instructional performance, and could motivate these teachers to attend summer
classes of masteral courses, seminars, conferences and workshops for
professional growth and development. By doing, so, they could further
encourage teachers to be innovative, resourceful and enthusiastic in their daily
teaching with the pupils in mind as their priority, and could also motivate

between administrators and teachers support and teacher-queer relationships.
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The studies conducted by Napuran and Abarquez were similar to the
present study because it involves school heads as respondents. However, in the
case of the study of Napuran, it involved secondary school heads while that of
Abrquez, it involved elementary school heads.

The present study differed the following: a) locale of the study - the
previous studies were conducted in Eastern Samar and Calbayog City while the
present study was on the three Divisions: Calbayog City, Catbalogan City, and
Samar Divisior; b) the previous study was on LEAP implementation and
instructional leadership in the elementary schools while the present study was
on principal empowerment and organizational climate in the secondary schools.

After an exhaustive review and analysis of the aforecited literature and
studies, it may be pointed out by way of summary that all of them, in one way or

another are similar and provided insights to the present study.



Chapter 3

METHODOLOGY

This chapter presents the research process that was employed in this
study. The discussion includes the description of the research design,
instrumentation, validation of instruments, sampling procedure, data gathering

procedure and statistical treatment of data.

Research Design

This study had employed the descriptive-development research design. It
used a survey gquestionnaire that obtained the needed data to answer the specific
questions. First, the data on the personal profile was elicited which included the
age, sex, civil status, educational background, number of years experience as
school administrator, in-service trainings attended in principal empowerment,
performance ratings, average family income per month and family size. Second,
the data on the profile of the empowered public secondary schools was taken in
terms of their enrolment, location, number of personnel, school site area,
facilities, and National Achievement Test (NAT) performance. Third, the
empowerment acts implemented by the school heads was ascertained in terms of
the following; instructional leadership, administrative management and fiscal
management. Fourth, the level of the empowerment skills was asked. And fifth,

the organizational climate of the secondary schools was determined as perceived

o
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by the three groups of respondents. Moreover, this study had determined the
significant differences among the perceptions of the three groups of respondents
on the organizational climate obtaining in the public secondary schools. It also
determined the relationship between the extents of principal empowerment
granted to the school heads. The findings and results of the assessments and
analysis were utilized as the bases in evolving an upgrading/enhancement
program for secondary school heads.

The main instrument used in the data collection was the questionnaire
and two kinds of analyses were undertaken, namely: 1) comparison of the
perceptions of the three groups of respondents on the level of the empowerment
skills, and 2) the correlation on the extent of principal empowerment of the
school heads along the three areas of management and the following variables: 1)
profile of the school heads; 2} school profile; 3) level of empowerment skills, and
4) organizational climate.

Descriptive statistical tools used in the analysis of data were the mean,
standard deviation, and weighted mean. Moreover, the one-way analysis of
variance as well as the Scheffe’s test was used for purposes of making inferences
and/or to evaluate the significance if the observed differences among the groups
of data utilizing .05 level of significance. Further, the Pearson-Product Moment
Correlation Coefficient and the Fisher’s t were employed to associate significant
relationship of the different variables with the empowerment acts granted to

secondary school heads.
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Instrumentation

The instrument utilized in the data collection is the survey questionnaire
which was given to the three groups of respondents, the key officials, the
principals themselves and the teachers of the national high schools of the
Province of Samar. The survey questionnaire was augmented by documentary
analysis and unstructured interviews and observation.

Questionnaire. The questionnaire which was administered to the
respondents was divided into six parts, thatis, Parts I - VL

Part I dealt with their personal profile of the school administrators such as
age, civil status, educational background, number of years experience as school
administrator and in-service ftrainings attended in principal empowerment
(national, regional, district and division levels), performance rating (SY 2007-
2008), average family income and family size. Part II gathered information on the
profile of the empowered public secondary schools such as enrolment, location,
number of personnel, school site area, facilities (canteen, speech laboratory,
Home Economics laboratory, Computer laboratory), and National Achievement
Test performance (SY 2007-2008). Part III contained the empowerment acts
granted to schools in terms of instructional leadership, administrative
management, and fiscal management. This instrument was used in the study of
Maderazo (2006). Part IV asked for the level of empowerment skills of the school
heads. Part V had determined the organizational climate of the public secondary

schools and adopted the questionnaire formulated by Haplin and Croft (1963: 45-
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49), It contained 64 items categorized into eight sub-tests, namely: 1) Level of
Disengagement (Item Nos. 1 - 8); Level of Hindrance (Item Nos. 9-16); Level of
Esprit (Item Nos. 17-24); Level of Intimacy (Item Nos. 25-32); Level of Aloofness
(Ttem Nos. 33-40); Level of Production Emphasis (Ttem Nos. 41-48); Level of
Thrust (Item Nos. 49-56), and Level of Consideration (Item Nos. 57-64).

On the other hand, the questionnaires for the key officials- and teacher-
respondents included Part III to Part V of the questionnaire intended for school
heads. Part T and II which elicited information on the personal profile and profile
of the empowered school were not included in the questionnaire for key officials
and teachers.

Documentary analysis. This was used in gathering office records relative

to the respondent-schools’ enrolment, location, number of personnel, school site
area, facilities and NAT performance and to validate the data gathered through
the questionnaire.

Interview. The researcher also undertook unstructured interview to
clarify vague answers, to supply data gaps that were observed relative to the
gathering of information with the use of the questionnaire. The researcher asked
questions from the key officials, the principals themselves and the teachers

pertaining to the school.
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Validation of the Instrament

The initial draft of the questionnaire that contained Part I to Part IV was
presented to her adviser and the chairman of the panel for their comments,
suggestions and corrections. The adviser had suggested to utilize the instrument
on empowerment acts and skills developed by Maderazo (2006) and the
chairman of the panel suggested the use of the standardized instrument on
Organizational Climate developed by Haplin and Croft and validated in the
study of Osit (2003).

The rtesearcher sought permission from the Schools Division
Superintendent of the Division of Northern Samar in conducting the validation
of the instrument. The permission was granted by the Assistant Schools
Superintendent for the reason that the Schools Division Superintendent was out
of town.

The questionnaire intended for the respondents were validated on
January 27, 2009. There were 13 personnel that were involved in validating the
survey questionnaire. Of this number, two represented the key officials and they
were Education Supervisors I of the Division of Northern Samar, 1 represented
the school heads and she was the principal of Catarman National High School
and 11 public secondary teachers of the same school.

Refinements and improvements were incorporated in the questionnaire
and were administered again to the key officials of the Division of Northern

Samar, the principal and teachers of Catarman National High School for a dry-
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run. The dry-run was done on January 28, 2009. The results of the dry run were
used as inputs in the finalization of the questionnaire.

In order to ascertain the consistency of responses elicited from the
prospective respondents, the reliability of the questionnaires was established
through the test-retest method. The pilot testing was undertaken twice to the
same group. The pilot testing was done by the researcher in the afternoon. The
retrieval of the first set was done the following morning and the second set of the
questionnaire was given to the same respondents in the afternoon. Responses
that were of the interval or ratio levels of measurement like those that were
collected through the five-point Likert scale were recorded, tallied and processed
for the two tryouts. Then, the Pearson-Product Moment Correlation Coefficient
was computed to determine the relationship between the responses indicated by
the respondents during the first and second try-outs. The computed coefficient
of reliability was pegged as follows: questionnaire for key officials, 0.765 (rather
low, adequate for group measurements); the questionnaire for secondary school
heads, 0.991 (high), and the questionnaire for the secondary teachers 0.9551 (very
high). These meant that the instruments possessed high reliability and therefore
can be used to capture the needed information in this study.

The Pearson-product-moment of correlation coefficient was applied in
determining the reliability of the instrument on empowerment acts and skills

through the test-retest technique (Graham, 1993: 190).
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Samvpling Procedure

In the selection of respondent-schools, a purposive sampling method was

employed. This means that the national high schools involved in the study were
headed by a full fledge-principal or head teacher.
On the other hand, total enumeration was utilized in the selection of the division
supervisors. This means that all full fledge-division supervisors and division
supervisor-in-charge for the secondary schools in the division were considered
as respondents of the study. Likewise, for the school heads, total enumeration
was utilized also. This means that all the principals or head teachers of the
national high schools identified in the Province of Samar were used as
respondents of the study. While stratified random sampling was used in the
selection of the teacher-respondents. Sample size was computed for the teacher-
respondents with the use of the Sloven’s formula. After the sample size was
computed, the sample size was converted into sample proportion, which was
used to determine the number of respondents per sample school based on the
stratified method.

This study was conducted among the public secondary schools in the
Province of Samar. There were 40 national high schools that were identified as
school-respondents in this study. Of this number, seven are found in the
Division of Calbayog City, 30 are located in the Division of Samar, and three are

situated in the Division of Catbalogan City.
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Table 1

Respondents of the Study per Sample School

KEY SCHOOL
DIVISION/NATIONAL HIGH SCHOOL OFFICIALS HEADS TEACHERS
A. Samar Division 4
a. Urban
1. Almagro 1 2
2. Basey 1 21
3. Calbiga 2 12
4, Daram 1 8
5. Hinabangan 1 6
6. Independencia 1 4
7. Jiabong 1 5
8. Marabut 1 5
9. Matuguinao 1 2
10. Motiong 1 4
11. Pagsanghan 1 5
12. Pinabacdao 1 5
13. Ramon T. Diaz i 11
14. San Sebastian 1 2
15. Sta. Margarita 1 Q
16. Sta. Rita Pl 6
17. Sto. Nifio 1 4
18, Tagapul-an 1 3
18. Tarangnan 3 7
20. Villareal 1 8
21. Wright 2 12
b. Rural
1. Bares 1 2
2. Bagacay 1 5
3. Calapi 1 4
4 Casandig 1 4
5. Costa Rica 1 4
6. lgot 1 B
7. Lawaan 1 2
8. Simeon QOcdol 1 4
9. Villahermosa 1 2
B. Division of Catbalogan City
a. Urban
1. Samar National School (5NS) 4 67
B. Rural
1. Catbalogan Comprehensive 1 6
2. 5ilanga 1 6
C. Calbayog City Division 2
a. Urban
1. Calbayog City 1 32
b. Rural
1. Maloga 1 17

2. Oquendo 1 21




- KEY SCHOOL
DIVISION/NATIONAL HIGH SCHOOL OFFICIALS HEADS TEACHERS

3. San Joaquin 1 25

4, San Policarpyo 1 42

5. Tarabucan 1 10

6. Trinidad 1 25
TOTAL 6 40 422
GRAND TOTAL - 468

Data Gathering Procedure

At the start of the data gathering, the researcher asked permission from
the Schools Division Superintendents of the Divisions of Calbayog City,
Catbalogan City and Samar to conduct the study and distribute the
questionnaires to the key officials, school heads, and teachers of the public
secondary schools.

The researcher administered the survey questionnaire to identified
respondents personally in order for her to undertake observation and
unstructured interviews if necessary, as well as ensure a 100 percent and speedy
retrieval of the questionnaires. The data collection was done in the second week
to the last week of February 2009.

As shown in Table 1, there were 468 total number of respondents. Of this
number, six were key officials, 40 were secondary school heads and 422 were

secondary school teachers.



Statistical Treatment of Data

The data gathered through the different instruments were tallied,

organized and present in tabular form.

Frequency counts and percentages were used to describe the profile of the

administrator-respondents and school-respondents.

Weighted means were used for determining the: 1) the extent to which

empowerment granted to the principals in the three areas; 2) the extent to which

the empowerment granted to the three groups of respondents in the three areas;

3) extent on the empowerment skills possessed by the school heads as perceived

by the three groups in the three areas, and 4) status of the organizational climate

in the respondent schools using the formula given by Walpole (1982: 47).

In interpreting the weighted means computed, the following guide was

used.
Scale

5

5]

Interval

Interpretation

451 -5.00

3.51 - 4.50

2.51 -3.50

1.51 - 250

1.00 - 1.50

Fully Granted (FG/ Very High (VH)
Highly Granted (HG)/High ()
Moderately Granted (MG)/ Uncertain (U)
Slightly Granted (SG)/Low (L)

Not Granted (NG)/ Very Low (VL)
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For the organizational climate, the procedure prescribed by Haplin and
Croft (1968: 50 - 51) was utilized. The respondents’ answers were processed as
follows:

Index Description

5 Always Occurs

4 Often Occurs

3 Sometimes Occurs
- Rarely Occurs

1 Does Not Occur

A scoring scheme was used and based on the results. The organizational
climate was identified as any of the following:

1. Open climate - the climate is described by a high level of esprit,

thrust and consideration;

e

Autonomous climate - the climate is described by a high level of

esprit and intimacy;

3. Controlled climate - it has a high level of esprit, hindrance and

production emphasis;

4. Familiar climate - this commotes high level of disengagement,

intimacy and consideration;
B. Parental climate - it shows a high level of disengagement, and

6. Closed climate - this is characterized by high level of

disengagement, hindrance, and production emphasis.
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For purposes of determining significant difference among the perceptions
of the division supervisors, school heads, and teachers, the Analysis of Variance
(ANQOVA) for One-way classification was applied.

The computed value was compared with the critical/tabular value as
guide in the rejection and acceptance of the null hypotheses. If and when the
computed value turned lesser than the critical/tabular value, the null hypothesis
was accepted. If and when the computed value turned equal or greater than the
critical/ tabular value, the null hypothesis was rejected.

Pearson Product-Moment Correlation Coefficient was used to test on the
relationship between the extent of principal empowerment granted to the school
heads along the three areas of management and the following: profile of school
heads, school profile, level of empowerment skills, and organizational climate.

In evaluating the computed r, the Table of Reliability Coefficient
suggested by Ebel (1965: 242) was used.

Table 2

Interpretation Guide of the Computed Reliability Coefficient

Reliability Coefficient  Degree of Reliability

0.95- 0.99 Very High
0.90 - 0.94 High
0.80 - 0.89 Fairly High

(adegquate for individual measurements)
0.70 - 0.79 Rather Low

(adequiate for group measurerments)
Below 0.70 Low

(Entirely inadequate for individual measurements
although useful for group average and school
SUTTEYS)




To test the significance of the coefficient of correlation, the Fisher's t-test
was employed in testing the null hypothesis. The same rule stated above was
used as guide in the acceptance and rejection of the null hypothesis.

Finally, .05 level of significance was used in all cases of hypotheses testing.
For precision and accuracy in the computation, the computer was utilized as an

aid in the data processing,



Chapter 4

PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA

This chapter presents the findings of the study with the corresponding
analysis and interpretation. It includes the profile of the secondary school heads;
the profile of the empowered public secondary schools; the extent to which the
empowerment acts implemented by the school heads as perceived by the
division supervisors, school heads, and secondary school teachers in the areas on
instruction, administrative, and fiscal management; the level of empowerment
skills possessed by the school heads as perceived by the three groups of
respondents; the status of the organizational climate obtaining among the public
secondary schools as perceived by the three groups of respondents; the
differences among the perceptions of the three groups of respondents on the
organizational climate obtaining in the public secondary schools, and the
relationship between the extent of principal empowerment acts implemented by
the school heads along the three areas of management and their personal

variates, school variates, level of empowerment skills and organizational climate.

Profile of Secondary School Heads

Tables 3 - 10 present the profile of the secondary school heads in terms of

age and sex, civil status, educational background, administrative experience,

66
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performance rating, in-service trainings attended, average monthly income, and

family size.

Age and sex. Table 3 presents the age and sex distribution of secondary

school heads.

Table 3

Age and Sex Distribution of Secondary School Heads

Age Male Female Total
f % f | % f | %

57 -59 1 2.50 0 0.00 1 2.50
54 - 56 1 2.50 1 2.50 2 5.00
51 -53 1 2.50 3 7.50 4 10.00
48 - 50 1 2.50 7 12.50 6 15.00
45 - 47 1 2.50 6 15.00 7 17.50
42 - 44 A 5.00 5 12.50 7 17.50
39 -41 p 5.00 4 10.00 6 15.00
36 - 38 3 7.50 3 7.50 6 15.00
35 -35 0 0.00 1 2.50 1 2.50
Total 12 30.00 28 70.00 40 100.00
Mean 44.75 years 44.71 years 44.73 years

5.D. 7.29 years 5.32 years 5.88 years

As gleaned from the table above, seven or 17.50 percent were in the age

brackets 42 ~ 44 and 45 - 47; six or 15 percent were in the brackets 36 - 38, 39 - 41

and 48 - 50; four or 10 percent was in the bracket 51 - 53; two or five percent was

in the bracket 54 - 56, and one or 2.50 percent were in brackets 33 - 35 and 57 - 59

years old. The mean age of this group of respondents was calculated at 44.73

with a standard deviation of 5.88.
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The foregoing data denoted that the secondary school heads were on their
mid 40's and at the prime of their age.

Moreover, majority of them were females accounting 30 or 70 percent,
while 12 or 30 percent were male secondary school heads.

The data showed female dominance among the secondary school heads.
This was expected for the reason that there were more females who entered the
teaching profession.

Civil status. Table 4 presents the civil status distribution of the secondary

school heads.

Table 4

Civil Status Distribution of Secondary School Heads

Civil Status f f | %
Single 3 7.50
Married 36 90.00
Widower 1 2.50
Total l 40 | 100.00

As shown in the table above, there were 36 or 90 percent secondary school

heads were married; three or 7.50 percent were single, and one or 2.50 percent

was a widower.

As noted in the table presented, majority of the secondary school heads

were married, a state, which signified expertise in managing family affairs.
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Educational background. Table 5 presents the educational attainment of
the secondary school heads.
Table 5

Educational Background of Secondary School Heads

Educational Background ,' f l %
Ph.D./Ed.D Graduates 7 17.50
M. A. with Ph.D. Units 1 2.50
M.A. Graduates 23 57.50
College Graduate with M. A. 9 22.50
Units

Total | 40 | 100.00

It can be noted from the table above, that there were 23 or 57.50 percent
secondary school heads who finished the Master of Arts degree, nine or 22.50
percent who were college graduates but with units in the Master of Arts degree;
seven who graduated the Doctor of Philosophy/Doctor of Education degree, and
one or 2.50 percent had finished the Master of Arts degree and had advanced
units in the Doctor of Philosophy /Doctor of Education degree.

The foregoing data manifested that the secondary school heads possessed
the mimimum educational qualification required for the position of an
administrator hence, they were qualified.

Administrative _experience.  Table 6 presents the administrative

expetience of the secondary school heads.
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Table 6

Administrative Experience of Secondary School Heads

Number of Years ‘ f o
Administrative Experience | i
22-24 4 10.00
19-21 4 10.00
16 - 18 1 2.50
13-15 6 15.00
10 -12 3 7.50
7-9 5 12.50
4-6 5 12.50
1-3 12 30.00
Total 40 100.00
Mean 9.88
S.D. 7.40

As revealed by the table above, 12 or 30 percent secondary school
administrators had been in the service for 1 - 3 years; six or 15 percent had an
administrative experience of 13 - 15 years, five or 12.50 percent had an
experience of 4 - 6 years and 7 - years; four or 10 percent had an administrative
experience of 10 -12 years; while one or 2.50 percent had an administrative
experience of 16 ~ 18 years. The mean number of years of administrative
experience of this group of respondent was pegged at 9.88 with a standard
deviation of 7.40.

It is noted in the table presented that majority of the secondary school
heads were new administrators but can be considered experts in the field of

management.
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Performance rating Table 7 presents the performance ratings of the

secondary school heads during the school year 207 - 2008.

Table 7

Perforimance Rating of Secondary Heads

Performance Rating | f \ %
8.01 - 8.50 4 10.00
7.51 - 8.00 2 5.00
7.01 - 7.50 28 70.00
6.51 - 7.00 6 15.00
Total 40 100.00
Mean 7.31
S.D. 0.39

In the Performance Appraisal System for School Administrators (PASSA),
all the secondary school heads were given a performance rating under the
bracket 6.60 - 8.50 which was interpreted as “Very Satisfactory.”

However, the researcher had arbitrarily bracketed the performance rating
of the secondary school heads for the school year 2007 - 2008.

As can be seen in the table above, 28 or 70.00 percent of the secondary
school heads were in he bracket 7.01 - 7.50; six or 15 percent were in the bracket
6.51 - 7.00, four or 10 percent were in the 8.01 - 8.50 bracket, and two or five
percent were in the 7.51 - 8.00 bracket. The mean performance rating of the
secondary school heads was 7.31 with a standard deviation of 0.39 and was

interpreted as “Very Satisfactory.”



72

This shows that all the secondary school heads were very satisfactorily in

all the activities undertaken by the school.

In-service trainings attended. Table 8 presents the number of in-service

trainings attended by the secondary school heads in the national, regional,

division and school levels.

Table 8

In-service Trainings Attended of Secondary School Heads

No. of Trainings | National Regional Division School
Attended f | % f | % f | % f | %

21-25 2 500 18 4500 32 8000 38 95.00
16 - 20 8 20.00 10  25.00 4 10.00 2 5.00
11-15 10 25.00 6 15.00 3 7.50 0 0.00
6-10 14 3500 6 1500 1 250 0 000

1-5 6 15.00 0 0.00 0 0.00 0 0.00
Total | a0 [100.00] 40 [100.00] 40 [100.00| 40 |100.00
Mean 11 18 21 23

S.D. 6 6 1 1

In the school level, 38 or 95 percent secondary school heads attended 21 -

25 trainings and two or five percent had attended 16 - 20 trainings. The mean

number of trainings attended in the school level was pegged at 23 with a

standard deviation of 1; not included in the data for the in-service is the district

level because all the public secondary schools included in the study were not

under the district.

The data presented above signified that the secondary school heads were

growing professionally by attending in-service trainings of all levels. This was



73

an avenue for them to be updates with the current trend in educational
administration and supervision therefore enhanced their competence.

Average monthly income per month. Table 9 presents the average

monthly income of the secondary school heads.

Table 9
Average Monthly Income Distribution of
Secondary School Heads
Average Monthly Income f %

25.000.00 6 15.00
21,000.00 7 17.50
20,000.00 12 30.00
18,000.00 15 37.50
Total 40 100.00

Mean PHP20,175.00

S.D. PHP2,352.17

As presented, there were 15 or 37.50 percent secondary school heads were
in the bracket PhP18,000.00; 12 or 30 percent were in the PhP21,000.00 bracket,
and six or 15 percent were in the bracket PhP25,000.00. The mean of the average
monthly income was pegged at PhP20,175.00 with a standard deviation of
PhP2,352.17.

Tt meant that the average monthly income of the secondary school heads
was higher than the poverty threshold of PhP13,548.00 (NEDA, 2006) which

indicated that the school head-respondents could meet the needs of their family.
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Family size. Table 10 presents the family size of the secondary school

heads.

Table 10

Family Size Distribution of Secondary School Heads

Family Size f %

6 6 15.00

5 5 12.50

4 14 35.00

3 15 37.50
Total 40 100.00
Mean 4.050r4 members

S.D. 106 or1

As shown in the table above, there were 15 or 37.50 percent secondary

school heads had three members; 14 or 35 percent with four; six or 15 percent

had six, and five or 12.50 percent had five members.

Tt will be noted in the table presented, that the secondary school heads

were conscious on the number of household members considering the financial

aspects in supporting their children in school and their improvement in lifestyle.

Profile of Secondary Schools

Table 11 - 16 present the profile of the public secondary schools in terms

of enrolment, location, number of personnel, school site, facilities and National

Achievement Test (NAT) performance.
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Enrolment. Table 11 presents the enrolment of the public secondary

schools.

Table 11

Enrolment of Secondary Schools

Enrolment f %
4,150 - 4,649 1 2.50
3,650 - 4,149 0 0.00
3,150 - 3,649 0 0.00
2,650 - 3,149 0 0.00
2,150 - 2,649 0 0.00
1,650 - 2,149 3 7.50
1,150 - 1649 3 7.50

650 - 1,149 12 30.00

150 - 649 21 52.50
Total 40 100.00
Mean 837

s.D. 735.44

As presented in the table above, 24 or 52.50 percent secondary schools
were in the bracket 150 - 649 total number of enrolment; 12 or 30.00 percent were
in the bracket 650 - 1,149 total enrolment; three or 7.50 percent were in the
brackets 1,150 - 1,649 and 1,650 - 2,149, respectively, and one or 2.50 percent was
in the bracket 4,150 - 4,469 total enrolment. The mean total enrolment was
pegged at 837 with a standard deviation of 735.44.

This signified that majority of the secondary schools posted a total

enrolment commensurate to their capacity.



Location. Table 12 presents the location of the public secondary schools.

Table 12

Location of Secondary Schools

Location f Y%
Urban 23 57.50
Rural 17 42.50
Total | 40 | 100.00

As shown in the table above, of the 40 secondary school involved in the
study, 23 or 57.50 percent were located in urban areas while 17 or 42.50 percent
were located in the rural areas

This shows that majority of the public secondary schools were located in
city or town proper.

Number of personnel. Table 13 presents the number of personnel of the

public secondary schools.

The table above showed that there were 31 or 77.50 percent public
secondary schools had 5 - 24 number of personnel; seven or 17.50 percent had 25
- 44 personnel, and one had 65 - 84 and 185 - 204 personnel, respectively. The

mean was pegged at 24 with a standard deviation of 30.04.
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Table 13

Number of Personnel of Secondary Schools

Number of Personnel f Y%
185 - 204 1 2.50
165 - 184 0 0.00
145 - 164 0 0.00
125 - 144 0 0.00
105 - 124 0 0.00

85 - 104 0 0.00
65 - 84 1 2.50
45 - 64 0 0.00
25 - 44 7 17.50
5-24 31 77.50
Total 40 100.00
Mean 24
S.D, 20.04

The data presented had noted that majority of the public secondary school
had a few personnel in their respective schools. These personnel were the
teachers that handled the different subject areas in the different year levels and
the support staff that handled the administrative and clerical work of the school.

School site area. Table 14 presents the school site area of the public

secondary schools.
As shown in the table above, of the four public secondary schools. 25 or
62.50 percent secondary schools were in the bracket 1,000 - 2,499 sq.m. school

site area; six or 15.00 percent secondary schools were in the bracket 10,000 -
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Table 14

School Site Area of Secondary School

Number of Personnel f Ys

10,000 - 11,499 6 15.00
8500 - 9,999 1 2.50
7,000 - 8,499 3 7.50
5,500 - 6,999 1 2.50
4,000 - 5,499 1 2.50
2,500 - 3,999 3 7.50
1,000 - 2,499 25 62.50

Total 40 100.00
Mean 4,037
S.D. 3,497.05

11,499 sq.m.; three were in the brackets 2,500 - 3,999 sq.m. and 7,000 - 8,499
sq.m., respectively, and one or 2.50 percent secondary schools were in the
brackets 4,000 - 5499 sqm., 5500 - 6,999 sqm., and 8500 - 9,999 sq.m,
respectively.

This means that the school site areas of majority of the public secondary
schools were below the ideal school site are of 10,000 sq.m.

Facilities. Table 15 presents the facilities of the public secondary schools.

As can be seen in the table above, of the 40 public secondary schools, 36 or
90.00 percent secondary schools had canteen and four or 10 percent had no
canteer; 40 or 100 percent secondary schools had no speech laboratory; 36 or 90

percent secondary schools had service laboratory and Home Economics (H.E.)
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Table 15

Facilities of Secondary Schools

With the
Facilities Facility Ao Tatal

E | % E | % F %o
Canteen 36 90.00 4 10.00 40 100.00
Speech 0 0.00 40 100.00 40 100.00
Service Laboratory 36 90.00 4 10.00 40 100.00
H.E. Laboratory 36 90.00 4 10.00 40  100.00
Computer Laboratory 39 97.50 1 2.50 40 160.00

laboratory, and 10 or 40 percent had no H.E. laboratory, and 39 or 97.50 percent
secondary schools had computer laboratory and one or 2.50 percent had no
computer laboratory.

The table showed that majoritv of the public secondary schools had
computer laboratory service laboratory, H.E. laboratory and canteen.

This means that the public secondary students had availed the different
facilities found in the school especially the computer laboratory that will help the
students to be computer-literate after finishing high school.

Academic performance. Table 16 presents the performance of the public
secondary schools in the National Achievement Test (NAT) during the school
year 2007 - 2008.

As can be gleaned in the table, Araling Panlipunan got a Mean Percentage

Score (MPS) of 76.05, followed by English with 73.95; Science with 72.65;
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Table 16

Academic Performance of Schools in the NAT

Subject Area MPS SD
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