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This study explored the leadership styles and competencies of school heads in the Division
Received: January 08, 2025 of Cagayan de Oro City and their influence on school effectiveness and teacher performance.

It aimed to describe the respondents’ profile, assess leadership styles and competencies, and
Accepted: February 11,2025 . nine their relationship, including variations based on demographic factors. A total of
Published: April 25, 2025 429 teachers participated, utilizing a modified questionnaire, with data analyzed through
descriptive statistics, Pearson correlation, and one-way ANOVA. Results showed that
most respondents were female, aged 46 to 55, holding the position of Teacher I1I, with
25 to 29 years of teaching experience, and pursuing a Master’s degree. Transformational
leadership emerged as the most prevalent style, with people management being the
strongest competency. A significant correlation was found between transactional leadership
and leadership competencies. While teamwork and resource allocation were recognized,
there was a need for improved policy enforcement and greater teacher autonomy. The
findings emphasized the critical role of leadership styles in school effectiveness and teacher
satisfaction. It is recommended that school heads adopt more transformational leadership
approaches to foster teacher engagement and independence. Leadership training should
focus on contemporary strategies, while teachers should be actively involved in policymaking
to enhance implementation. Additionally, recognition systems for outstanding teachers,
mentorship programs for novice educators, and continuous evaluations of resource needs
should be implemented to strengthen school leadership and instructional quality. These
findings underscore the importance of leadership development in enhancing educational
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outcomes and creating a more effective and motivated teaching workforce.

INTRODUCTION

Background of the Study

Leadership styles and competencies of school heads play
a crucial role in shaping the overall environment and
performance of educational institutions. School leaders
are not only tasked with managing daily operations but are
also responsible for inspiring teachers, engaging with the
community, and fostering a positive culture that supports
student achievement. Different leadership styles, such
as transformational, transactional, and instructional,
bring varied approaches to influencing staff and guiding
school improvement efforts. In addition to style, specific
competencies—like effective communication, decision-
making, and conflict resolution—are essential for
addressing the complex challenges in education today.
As school leaders face increasingly complex demands, this
study secks to explore how different approaches and skill
sets among school heads contribute to their effectiveness
and ultimately, to the success of the school community.
Thus, there are various factors affecting their professional
leadership competencies. These factors would include
increasing demand for administrative and instructional
roles in ensuring school effectiveness as well as the quality
of their performance (Cabigao, 2019).

Similarly, in an attempt to improve teaching and
learning standards and expectations, school heads are a
significant player (Rester, 2020). It is the responsibility

of school heads to oversee the school’s authority and
instruction. To accomplish the organization’s goals,
they should think strategically and take on activities
that are enthusiastically demanding. They need to
have the skills that the Department of Education has
established. These leadership competencies are leading
people, people performance and people management.
These competencies must be demonstrated in achieving
excellent performance. The more the school heads
acquire these competencies, the higher the school
petformance. According to Republic Act 9155, they
are both administrative managers and instructional
leaders, and their approaches to managing and regulating
their individual schools demonstrated these leadership
philosophies. Through the effective leadership of school
heads, school communities as well as the surrounding
communities would thrive.

Although the quality of basic education in the Philippines
has increased since the year 2000, the nation’s public
schools still confront numerous difficulties. The leadership
style of school heads causes a discrepancy between a
school’s successes and failures. As a result, schools have
a big impact on educational results. Thus, one of the
factors that led to a school’s success was the leadership
Other school-related issues
include the amount of coaching and supervised learning

styles of its administrators .

that instructors provide, teacher standards, leadership
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style, teaching methods, school size, environment, trends,
and school setting characteristics (Yariv & Kass, 2019).
These challenges if left unaddressed would lead to poor
productivity which affects school performance.

Oco (2022) stated that a school leader who encourages
turmoil, confusion, and division among his staff members
undoubtedly loses the respect and confidence of the
teachers. Heads of schools are acknowledged leaders.
They have been given power, duties, and accountability
for the institution’s success or failure. Their role has a
big impact on academic success and growth. Until they
are content and safe in their jobs, school administrators
cannot carry out their obligations. Issues with school
leaders can have a number of unfavorable effects on
companies and their employees, which lowers the
effectiveness of the organization as a whole.

According to Lepardo and Caingoy (2021), a large
number of school heads regrettably fail the principals’
exam. There have actually been low rates of literacy and
numeracy, poor academic achievement, a shortage of
highly qualified and experienced teachers, and a small
number of schools in the advanced level of school-
based management. Some school heads subsequently
encountered challenges in running their institutions.

In addition, inefficient leadership has also been an issue
in some public schools. Hallo ¢ a/. (2020) commented;
“Unintentional ineffective leadership been shown to
lead to negative impacts on followers.” Notions on
laissez-faire or authoritarian leadership styles are now
considered insufficient. Many leaders are uncertain about
how to make decisions, what leadership style to use,
and how to maintain competency in order to achieve
organizational outcomes in light of these demands.
School administrators’ outdated methods are certainly
no longer suitable for the many issues that arise in the
classroom nowadays. The need for a major paradigm
shifts in leadership styles application and leadership
competence in developing desirable schools is vital.

The primary goal of this research is to identify important
problems with the leadership styles of school heads. By
examining data gathered from survey questionnaires that
instructors perceive, it would also look at the primary
characteristics that affect school heads’ ability to lead
effectively in challenging situations. This information
could provide insights into how school heads leadership
styles impacted their competencies in the Division of
Cagayan de Oro City for School Year 2024-2025.

LITERATURE REVIEW

Leadership Styles in Educational Institutions
Leadership  styles  significantly — influence  school
performance, affecting teacher engagement and

student outcomes. Various leadership models, including
transformational, transactional, laissez-faire, democratic,
servant, and distributed leadership, have been explored in
educational settings (Northouse, 2021).

Distributed Leadership
Distributed leadership emphasizes collaboration and

shared responsibility among school heads and teachers.
According to Galdames (2023), this approach fosters
school autonomy and improves institutional decision-
making, Sahrace e/ al. (2021) found that distributed
leadership positively correlates with job satisfaction
and student performance. Similarly, Calderén (2023)
suggested that school heads who engage teachers in
decision-making enhance leadership competencies and
overall school effectiveness.

Transactional Leadership

Transactional leadership operates on a system of rewards
and punishments to maintain stability and achieve
objectives. Bwalya (2023) highlighted that transactional
leaders clearly define expectations and link performance
to rewards or penalties. However, Chebonye e al. (2021)
reported that while transactional leadership ensures
compliance, it does not necessarily enhance teacher
autonomy or intrinsic motivation.

Laissez-Faire Leadership

Laissez-faire leadership, often characterized by minimal
intervention, yields mixed outcomes. Ertem (2020)
demonstrated a strong correlation between laissez-faire
leadership and positive school outcomes. However,
Achimugu and Obaka (2019) warned that excessive
autonomy might lead to disengagement among teachers
and reduced student performance. Upendo and Mkulu
(2020) emphasized that moderate application of this
leadership style can empower teachers while ensuring
accountability.

Democratic Leadership

Democratic leadership, which encourages participative
decision-making, has been linked to improved teacher
satisfaction and student performance (Sarwar ez al., 2022).
Amiri (2019) found that democratic leaders foster open
communication and collective problem-solving, leading
to higher organizational commitment. Additionally,
principals employing democratic leadership ensure
fair task distribution and foster a collaborative school

environment (Martinez & Lopez, 2019).

Servant Leadership

Servant leadership prioritizes the well-being of staff and
students. According to Zagorsek ezal. (2019), this approach
fosters a sense of unity and collective responsibility.
Panaccio, Henderson, Liden, Wayne, and Cao (2020)
emphasized that servant leaders facilitate professional
growth by actively addressing teachers’ needs, improving
team performance and institutional outcomes.

Transformational Leadership
Transformational leaders inspire and motivate teachers
to exceed expectations (Salari & Nastiezaie, 2020). Mi
et al. (2019) identified transformational leadership as a
key factor in fostering innovation and sustaining high
academic performance. Kanat-Maymon e al (2020)
that  transformational

noted leadership  positively
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influences teachers’ motivation and commitment, driving
organizational success.

Leadership Competencies in School Heads

Leadership competencies, such as leading people,
performance management, and professional development,
are critical for effective school administration (Lepardo
& Caingoy, 2021). Effective school heads exhibit strong
decision-making, communication, and motivational
skills, contributing to a productive learning environment

(Abbas ef al., 2020).

Leading People

Leadership effectiveness significantly impacts school
success (Lepardo & Caingoy, 2021). Geerts (2024)
proposed that evidence-based leadership strategies
enhance school performance by fostering collaboration

and continuous improvement.

People Performance Management
Effective heads
management systems that enhance teacher engagement
and retention (Tumbokon, 2023). According to the
National Foundation for Educational Research [NFER]
(2023), professional autonomy in teacher development

school implement  performance

improves job satisfaction and institutional stability.

People Development

Investing in professional development fosters teacher
growth and institutional excellence. Sumabat (2019)
highlighted that school heads who prioritize continuous
learning create a culture of excellence. Zalsos and Corpuz
(2024) recommended structured faculty development
plans to quality and
educational practices with institutional goals.

improve instructional align

Statement of the Problem

This study aimed to determine the level of school heads’
leadership styles and their competencies in the Division
of Cagayan de Oro City during the School Year 2023-
2024 as basis for school improvement plan.

Specifically, this study sought to answer the following
questions:

1. What is the profile of the respondents in terms
of age, sex, position, teaching experience, and highest
educational attainment?

2. What is the level of school heads’ leadership styles
as perceived by the respondents based on distributed,
transactional, laissez-faire, democratic, servant, and
transformational?

3. What is the level of school heads’ competencies
as perceived by the respondents with regard to leading
people, people performance management, and people
development?

4. Is there a significant relationship between the
respondents’ perceived school heads’ leadership styles
and their competencies?

5. Is there a significant difference in the respondents’

perceived school heads’ leadership competencies when
grouped according to their profile?

6. Based on the findings of the study, what school
improvement plan on school heads leadership style can
be designed?

Theoretical Framework
This study was grounded in Peter G. Northouse’s
leadership theory (1980), which emphasizes the shift from
a command-and-control model to a more collaborative,
team-oriented approach in leadership. Northouse’s
framework underscores the importance of ethical
behavior, collaboration, and high standards in leadership,
especially for school heads. Effective leadership in
schools involves applying competencies such as leading
people, managing performance, and developing staff,
which directly impact the school’s success.
Supporting this, Kiral (2020) argued that excellent leaders
are continuously striving for improvement, fostering a
culture of excellence within schools. Nandasinghe (2020)
also highlighted that strong leadership behaviors are key to
driving change and innovation in educational institutions.
Both authors reinforced the idea that leadership is not just
about management, but about creating a vision for school
success and inspiring a shared commitment among staff.
The theoretical framework of this study incorporates
these ideas, examining how different leadership styles,
distributed,
influence

and
effectiveness of

such as transformational,
leadership, the
heads. These theories collectively emphasize that great

servant
school

leadership is crucial for creating a thriving educational
environment and driving continuous improvement in
school performance.

Scope and Limitation

This study focused on the School Heads leadership styles
and competencies in the Division of Cagayan de Oro City
during the School Year 2023 — 2024. The respondents
were the 429 public elementary school teachers in the
schools of the forecited division.

The independent variables were limited to the school
heads leadership styles such as distributed, transactional,
laissez-faire, democratic, servant, and transformational.
While the dependent variables were also limited to the
school head competencies, namely: leading people, people
performance management, and people development.
Indeed, the moderating variables were the respondents’
profile in terms of age, sex, position, teaching experience
and highest educational attainment. Furthermore, an
in-depth interview was limited to 10 randomly selected
teachers in the divisions mentioned above.

MATERIALS AND METHODS

Research Design

This study utilized a descriptive correlational method
of research. The purpose of descriptive study design is
to precisely and methodically characterize a population,
circumstance, or phenomena. As McCombes (2022)
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made apparent, it could respond to inquiries about what,
where, when, and how, but not why. To examine one
or more variables, a descriptive research design might
include a broad range of research techniques.

Under this method of research, description of the
respondents’ characteristics like age, sex, position,
work experience, and highest educational attainment
were described, analyzed, and interpreted. Moreover,
school head leadership styles comprised of distributed,
transactional, laissez-faire, democratic, servant and
transformational and leadership competence like leading
people, people performance, and people management

were tested.

Study Setting

This study was conducted in the Division of Cagayan
de Oro City which comprised the following schools:
City Central School, West City Central School, East City
Central School, Bulua Central School, South City Central
School, and North City Central School during School Year
2024-2025. The researcher opted to have this location
since he is stationed in one of the schools in this division.
The mentioned schools are under the supervision of the
Department of Education with its corresponding school
heads that direct, lead, and supervise, the operation of
the schools.

Study Population and Sampling Technique

The respondents of the study were the four hundred
twenty-nine (429) public elementary school teachers
assigned across Grades 1 to 6 within the Division of
Cagayan de Oro City, Misamis Oriental, School Year
2023-2024. These teachers were selected from six
central schools, identified as representative of large and
medium-sized schools within the division. Each school
contributed respondents across various grade levels to
ensure a comprehensive distribution. The distribution of
the respondent’s by school is shown in Table 1.

The researcher employed Slovin’s formula with the

Table 1: Distribution of Respondents

Schools Population | Respondents
City Central School 210 110

West City Central School | 180 94

East City Central School | 160 84

Bulua Central School 145 76

South City Central School | 80 42

North City Central School | 45 23

Total 820 429

confidence level of 3% and a population of 820 teachers,
to obtain the desired number of respondents which is
429. Further, Stratified sampling technique was used
to get the appropriate number of respondents in every
central school. This was done by dividing the computed

sample size by its population . Then simple random

sampling was utilized to assign the number of teachers
by grade level.

Research Instrument

The instrument used in gathering the necessary data was
a questionnaire composed of 3 parts.

Part I dealt on the respondent’s profile such as age,
sex, position, work experience, and highest educational
attainment.

Part II inquired on the school heads leadership styles
distributed,
democratic, servant, and transformational leadership.
This was patterned and modified from Perkins (2020). It
had ten (10) indicators each variable with the options: 4
(almost of the time), 3 (at all times), 2 (sometimes), and

based on transactional, laissez-faire,

1 (never).

Part III elicited on school heads’ leadership competencies
in the areas of leading people, people performance
management, and people development. This was based
on the department of Education Order 2 Series 2015 on
Results-Based Performance Management System.

Data Gathering Procedures

The researcher employed a systematic approach to
data gathering, ensuring ethical standards were upheld
throughout the process. Initially, formal permission
was secured from the Dean’s Office of the School of
Graduate and Professional Studies at PHINMA, Cagayan
de Oro College, followed by approval from the Office of
the Schools Division Superintendent (SDS) of Cagayan
de Oro City. With the SDS’s authorization, the researcher
visited six central schools—City Central School, West
City Central School, East City Central School, Bulua
Central School, South City Central School, and North
City Central School—to introduce the study and obtain
consent from the principals for questionnaire distribution.
In collaboration with assistant principals or designated
personnel, the researcher distributed questionnaires to
teachers based on the respondent table, ensuring minimal
disruption to classes in compliance with DepEd guidelines.
Adequate time was provided for respondents to complete
the questionnaires thoughtfully. Upon completion, the
researcher collected the forms and expressed gratitude
to all participants. Additionally, in-depth interviews
were conducted with 10 randomly selected teachers,
representing various teaching positions, to gather
qualitative insights and validate the survey findings. This
comprehensive data collection process maintained ethical
integrity and facilitated a deeper understanding of school
leadership styles and competencies.

Statistical Treatment of the Data

The researcher used descriptive statistics for the summary
and analysis of the data like frequency, percentage,
means, standard deviations, Pearson Product Moment
Correlation. For Problem 1 on teachers’ profile, frequency
and percentage were employed. For Problems 2 and 3,
mean and standard deviation were used on the level of
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school head leadership style and their competence.
Pearson Product Moment Correlation was used for
Problem 4 in determining the significant relationship
between the school heads’ leadership styles and their
characteristics while for Problem 5, Regression analysis
was considered for the significant effect of the school
heads’ leadership styles on their competencies.

Ethical Considerations

Throughout this study, unwavering commitment to ethical
principles was maintained by adhering to the established
protocols mandated by the Office of the School of
Graduate and Professional Studies. A crucial facet of
this ethical commitment was the rigorous ethics review
process, a safeguard to uphold various ethical standards.

Firstly, explicit permission was sought and obtained for
questionnaires, ensuring that the research instruments
employed were authorized and aligned with ethical
guidelines. Concurrently, a paramount focus was placed on
providing informed consent, emphasizing transparency

Table 2: Distribution of Respondents’ Profile

and respect for participants’ autonomy. It involved
communicating the study’s objectives, procedures,
potential risks, and the voluntary nature of participation.
The ethical framework further incorporated measures
to safeguard participant identities, with a commitment
to anonymity to protect individual privacy. The principle
of confidentiality was rigorously upheld, ensuring that all
information obtained from participants remained secure
and protected from unauthorized access.

In addition, the study adhered to the Principles of
Precaution, assessing and minimizing potential risks. This
comprehensive ethical approach aimed to contribute
knowledge while prioritizing all participants’ well-being,
rights, and dignity.

RESULTS AND DISCUSSION

Problem 1. What is the profile of the respondents in
terms of age, sex, position, teaching experience, and
highest educational attainment?

Variables Category Frequency Percentage
56 years old and above 55 12.82
46 to 55 years old 201 46.85
Age 36 to 45 years old 89 20.75
26 to 35 years old 51 11.89
25 years old and below 33 7.69
Total 429 100.00
Male 47 10.96
Sex Female 382 89.04
Total 429 100.00
Master Teacher 1T 17 3.96
Master Teacher 1 31 7.23
Position Teacher 111 146 34.03
Teacher II 78 18.18
Teacher I 157 36.60
Total 429 100.00
30 years and above 42 9.79
25-29 years 96 22.38
20-24 years 65 15.15
Teaching Experience 15-19 years [ 17.25
10-14 years 57 13.29
5-9 years 45 10.49
4 years and below 50 11.66
Total 429 100.00
Highest Educational Doctorate Degtree 7 1.63
Attainment With Doctorate Degree Units 23 5.36
Master’s Degree 86 20.05
With Master’s Degree Units 141 32.87
Bachelor’s Degtee 172 40.09
Total 429 100.00
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Table 2 presents the demographic profile of the
respondents, focusing on key variables such as age, sex,
position, teaching experience, and highest educational
attainment. The data reveal that the largest age group
comprises respondents aged 46 to 55 years old, accounting
for 46.85% of the total participants. This suggests that
a significant portion of the teaching workforce is in the
later stages of their careers, which could be advantageous
due to their extensive experience and institutional
knowledge. As noted by Brown and Miller (2021), this
age group often exhibits a unique blend of traditional
and modern leadership approaches, benefiting from both
tested practices and adaptability to new trends.
Regarding sex, the majority of respondents are female
(89.04%), reflecting a gender imbalance typical in many
educational systems, where teaching remains a female-
dominated profession. In terms of position, Teacher
I constitutes the largest group with 36.60%, followed
closely by Teacher IIT at 34.03%. This indicates a strong
representation of entry- to mid-level teaching positions,
which may influence perspectives on leadership styles and
school management practices.

For teaching experience, respondents with 25-29 years
of service make up 22.38%, highlighting a workforce
with substantial teaching tenure. This aligns with Clark
and Sanders (2022), who emphasized that extensive

teaching experience contributes significantly to leadership
competence, as seasoned educators bring practical
insights that enhance decision-making and mentoring
capacities.

In terms of highest educational attainment, the majority
hold a bachelor’s degree (40.09%), while 32.87% have
earned master’s degree units. Interestingly, only 1.63% of
respondents possess a doctorate degree, suggesting that
advanced academic qualifications are relatively rare within
the sample. This finding aligns with Carter and Lopez
(2019), who argued that higher educational attainment
enhances leadership effectiveness by fostering strategic
thinking and evidence-based decision-making.

Overall, Table 1 reflects a teaching workforce characterized
by significant professional experience, a predominance
of female educators, and a concentration of bachelot’s
and master’s degree holders. These demographic factors
provide essential context for interpreting the respondents’
perceptions of leadership styles and competencies, as
they influence how leadership practices are experienced
and evaluated in educational settings

Problem 2. What is the Level of Respondents’ School
Head Leadership Styles Based on Distributed,
Transactional, Laissez-Faire, Democratic, Servant,
and Transformational?

Table 3: Distribution of the Respondents’ Level of Perceived Leadership Styles based on Distributed

Indicator Mean SD Description
My school head...

Collaborates teachers to perform duties for highest performance. | 2.89 0.66 Agree
Teams up teachers for school policies and reminded to obey it. 2.78 0.68 Agtree
Builds teachers’ capacity for improvement. 3.01 0.54 Agree
Works together for a task to avoid any possible rework. 2.85 0.59 Agree
Empowers teachers to impart their expertise to colleagues. 2.86 0.51 Agree
Generates more opportunities for change. 2.79 0.62 Agree
Provides and distributed leadership opportunities 3.14 0.71 Agtee
Distributes and communicated clear expectations 3.10 0.60 Agree
Shares the responsibility and authority for school improvement. 3.17 0.74 Agree
Collectively works with teachers towards positive relationship. 3.05 0.55 Agree
Overall 2.96 0.62 Agree

Legend:

3.26-4.00 Strongly Agree | Very High
2.51-3.25 Agree/ High

1.76-2.50 Disagree/Low

1.00-1.75 Strongly Disagree/ Very Low

Table 3 shows that respondents generally agreed on
the leadership style of their school head, particularly in
terms of distributed leadership, with an overall mean of
2.96 (SD = 0.62), described as “Agtree.” The evidence
suggested that teachers perceived the school head’s
leadership as effective and aligned with their expectations.
This leadership style, which emphasizes collaboration
and shared responsibility, fostered a positive work
environment and supported the school’s goals. According

to Miller and Johnson (2022), distributed leadership
enhances organizational effectiveness by involving vatious
stakeholders, thus promoting collaboration, innovation,
and a shared sense of ownership among teachers. The
highest mean score of 3.17 (SD = 0.74) for the indicator
“My school head shares the responsibility and authority
for school improvement” emphasized that the school
head was viewed as effectively fostering collaboration
for school development. This reflects a participative
approach that empowered teachers and encouraged
collective efforts toward school improvement, aligning
with the findings of Carter and Brown (2021) on the
benefits of shared responsibility.
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However, the lowest mean of 2.78 (SD = 0.68) for
“My school head teams up teachers for school policies
and reminded to obey it” highlighted some challenges
in policy implementation and teacher engagement. The
lower score indicated that the school head’s efforts to
communicate and enforce school policies were perceived
as less effective, suggesting the need for improved

communication and support for policy adherence, as
noted by Nguyen and Patel (2022).

Overall, while the leadership style was largely perceived
as positive, continuous feedback and professional
development are essential to refine strategies and ensure
that all teachers feel supported and involved in both

leadership and policy enforcement.

Table 4: Distribution of the Respondents’ Level of Perceived Leadership Styles based on Transactional

Indicator ‘ Mean ‘ SD ‘ Description
My school head...
Rewards teachers who follow rules and regulations to complete the objectives on time. | 2.45 0.67 | Disagree
Coaches teachers and negotiates their demands. 2.55 0.56 | Agree
Recognizes teachers who achieve optimal job performance. 310 | 0.69 | Agree
Talks to every teacher when a teacher commits mistakes. 2.67 0.52 | Agree
Intervenes when teacher performance expectations are not met. 2.72 0.54 | Agree
Motivates teachers based on a system of rewards and incentives 279 1 0.50 | Agree
Earns contingent rewards and perks if they reach their goal. 2.88 0.71 | Agree
Helps teachers when they unintentionally commit mistakes. 2.89 1 0.66 | Agree
Actively shows appreciation of teachers who do their jobs better than expected. 312 | 0.73 | Agree
Gives teachers the chance to choose between good or right without any directive. | 240 | 0.70 | Disagree
Overall 2.76 | 0.63 | Agree
Legend:

3.26-4.00 Strongly Agree /| Very High
2.51-3.25 Agree/ High

1.76-2.50 Disagree/Low

1.00-1.75 Strongly Disagree/ 1ery Low

Table 4 presents the distribution of the respondents’ level
of school head leadership styles based on transactional
leadership, with an overall mean of 2.76 (SD = 0.63),
described as “Agree.”” This indicates that respondents
generally perceived transactional leadership practices as
present and somewhat effective. Transactional leadership,
characterized by clear rules, rewards for performance, and
management by exception, was appreciated for providing
clarity and structure. However, while this leadership
style was effective in achieving short-term goals and
maintaining order, there is a need for its integration
with other leadership styles, such as transformational
leadership, to foster long-term growth and innovation.
Johnson and Green (2020) highlighted that transactional
leadership ensures compliance but may limit teacher
empowerment and growth opportunities.

The indicator “My school head actively shows appreciation

of teachers who do their jobs better than expected”
received the highest mean score of 3.12 (SD = 0.73),
underscoring the importance of recognition and reward in
motivating teachers and enhancing morale. This aligns with
the findings of Wright and Smith (2021), who emphasized
that recognition contributes to a positive work environment
and boosts teacher engagement. On the other hand, the
indicator “My school head gives teachers the chance to
choose between good or right without any directive” had
the lowest mean score of 2.40 (SD = 0.70), indicating a
lack of autonomy for teachers. This suggests that school
heads tended to be more directive, limiting opportunities
for teachers to make decisions independently. Miller
and Adams (2022) argued that providing teachers with
autonomy boosts job satisfaction and sense of ownership,
pointing to an area for improvement in the current
leadership practices. In conclusion, while transactional
leadership practices, such as appreciation and recognition,
were effective, offering more autonomy and opportunities
for decision-making could further improve teacher
engagement, motivation, and satisfaction.

Table 5: Distribution of the Respondents’ Level of Perceived Leadership Styles based on Laissez-faire

Indicator Mean SD Description
My school head...

Gives teachers the freedom to make decisions 2.79 0.66 Agree

Takes a hands-off approach to leadership 1.91 0.56 Disagree
Does not fail to take necessary actions 1.92 0.60 Disagree
Leaves decisions to be made by teachers. 2.00 0.67 Disagree
Allows the subordinates solved their own problem alone. 1.99 0.54 Disagree
Does not interfere in the decisions made by the subordinates. 1.98 0.58 Disagree
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Delegates power to teachers. 1.96 0.01 Disagree
Provides the teachers with the necessary resources. 3.24 0.70 Agree
Allows non-enforcement of school rules and regulations. 1.90 0.59 Disagree
Delegates most tasks and responsibilities to teachers. 1.97 0.53 Disagree
Overall 2.17 0.53 Disagree

Legend:

3.264.00 Strongly Agree / 1ery High
2.51-3.25 Agree/ High

1.76-2.50 Disagree/Low

1.00-1.75 Strongly Disagree/ VVery Low

Table 5 presents the distribution of respondents’
perceptions of their school head’s leadership style based
on laissez-faire, with an overall mean of 2.17 (SD = 0.53),
described as “Disagree.” This indicates that respondents
generally disagreed with the idea that their school head
exhibited laissez-faire leadership qualities, suggesting
that a hands-off or passive approach to leadership was
not a prominent characteristic. The findings implied
that teachers valued a more proactive leadership style
with greater involvement and guidance, rather than one
that allowed teachers to operate independently without
support. Adams and Green (2021) noted that while
laissez-faire leadership might encourage creativity and
independence, it could also lead to accountability issues
and a lack of cohesion, especially in more structured
environments.

The highest mean score of 3.24 (SD = 0.70) for the
indicator “My school head provides the teachers with
the necessary resources” suggested that, although laissez-
faire leadership was not widely endorsed, respondents

appreciated the school head’s efforts to provide necessary
resources. This showed that the support provided in
terms of tools and materials positively impacted the
teachers’ work environment. Roberts and Taylor (2022)
emphasized that adequate resources enhance teacher
effectiveness and job satisfaction, contributing to a more
productive and positive learning environment.

On the other hand, the lowest mean score of 1.90 (SD
= 0.59) for “My school head allows non-enforcement of
school rules and regulations” revealed that respondents
disagreed with the idea that the school head was lenient in
enforcing rules. This low mean indicated that the school
head actively enforced policies and regulations, reflecting
a more structured and consistent approach to leadership,
contrary to laissez-faire tendencies. Evans and Carter
(2021) argued that lax rule enforcement could result in
inconsistencies and a decline in discipline, particularly
in schools lacking a strong culture of responsibility. In
conclusion, while the respondents generally disagreed
with laissez-faire leadership, they valued the provision
of resources and the enforcement of school rules. This
suggested that a leadership style balancing autonomy
with clear guidance and structure was most effective in
fostering teacher satisfaction and school success.

Table 6: Distribution of the Respondents’ Level of Perceived Leadership Styles based on Democratic

Indicator ‘ Mean ‘ SD ‘ Description
My school head...
Encourages teachers to participate in decision-making by shating their opinions. 3.30 | 0.66 | Strongly agree
Solicits teachet’s opinion for the success of the school projects and activities. 2.89  0.76 | Agree
Encourages open conversation with teachers to set goals, evaluate own performance | 2.97 0.68 | Agree
and motivate them to be productive.
Shares leadership role with the teachers. 310 | 0.72 | Agree
Treats all the teachers with equality. 326 | 0.79 | Strongly agree
Respects teachers’ opinions in decision making. 3.45 | 0.65 | Strongly agree
Involves teachers in solving non-emergency administrative problems which do not | 2.55 0.67 | Agree
require urgent solution.
Allows teachers to vote over a presented issue and, thereafter, the decisions are made. | 2.57 0.69 | Agree
Facilitates collective responsibility and consultative decision making with teachers. | 2.87 0.77 | Agree
Makes teachers feel valued and heard. 3.10 0.59 | Agree
Overall 3.01 0.70 | Agree

Legend:

3.26-4.00 Strongly Agree /| Very High
2.51-3.25 Agree/ High

1.76-2.50 Disagree/ Low

1.00-1.75 Strongly Disagree/ Very Low

Table 6 presents the distribution of respondents’
perceptions of their school head’s leadership style based
on democratic principles, with an overall mean of 3.01
(SD = 0.70), described as “Agree.” This indicates that
respondents generally viewed the democratic leadership
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style as an effective and important aspect of their school
head’s approach. The findings suggest that teachers valued
a collaborative, participatory environment where their
input was actively sought and considered. Thompson and
Brooks (2021) found that democratic leadership, which
includes engaging teachers in decision-making, was linked
to improved collaboration, staff morale, and overall
school performance.

The highest mean score of 3.45 (SD = 0.65) for the
indicator “My school head respects teachers’ opinions
in decision-making” indicates that respondents strongly
felt their school heads valued and incorporated teachers’
perspectives. This practice was seen as a key strength of
the school head’s democratic leadership and was positively
associated with job satisfaction and teacher engagement.
Miller and Johnson (2020) highlighted that respecting
teachers’ opinions fosters a collaborative work environment
and enhances school improvement efforts by ensuring that

decisions are informed by teachers’ insights.

On the other hand, the lowest mean score of 2.55 (SD =
0.67) for the indicator “My school head involves teachers
in solving non-emergency administrative problems”
suggests that while teachers agreed their school heads
involved them in such matters, this practice was less
emphasized compared to other democratic leadership
practices. Robinson and Adams (2021) found that
involving teachers in non-urgent administrative tasks can
enhance collaboration and problem-solving efficiency,
indicating that this area could be further developed to
strengthen the democratic leadership approach.

While respondents agreed that their school heads
practiced democratic leadership, the distribution indicates
that respecting teachers’ opinions in decision-making was
particularly valued, while greater involvement in non-
urgent administrative matters could enhance collaboration
and further improve the democratic leadership style.

Table 7: Distribution of the Respondents’ Level of Perceived Leadership Styles based on Servant

Indicator Mean SD Description
My school head...
Serves their team and organization first. 2.88 0.67 Agree
Cares about teachers when they face challenges. 3.26 0.65 Strongly agree
Sacrifices on some occasions to help teachers. 2.78 0.71 Agree
Shows humility in dealing with teachers. 2.98 0.77 Agree
Prioritizes serving the greater good 3.10 0.81 Agree
Prioritizes the growth, well-being, and empowerment of teachers. 3.32 0.78 Strongly agree
Makes personal connections with all teachers. 2.67 0.69 Agree
Helps solve administrative problems with teachers. 3.15 0.70 Agree
Manages teachers before their own personal ambitions. 2.51 0.63 Agree
Leads by example and invested in the growth of their team. 2.85 0.60 Agree
Overall 2.95 0.70 Agree

Legend:

3.26-4.00 Strongly Agree /| Very High
2.51-3.25 Agree/ High

1.76-2.50 Disagree/Low

1.00-1.75 Strongly Disagree/ 1ery Low

Table 7 presents the distribution of respondents’
perceptions of their school head’s leadership style based
on servant leadership, with an overall mean of 2.95
(SD = 0.70), described as “Agree.” This indicates that
respondents generally agreed with the level of servant
leadership exhibited by their school heads. The mean
score suggests that teachers recognized and valued
the servant leadership qualities of their school heads,
such as prioritizing teachers’ well-being and fostering a
supportive, collaborative school environment. Green and
Harris (2022) found that servant leadership, focused on
serving others, significantly enhanced teacher satisfaction,
school culture, and performance.

The highest mean score of 3.32 (SD = 0.78) for the
indicator “My school head prioritizes the growth, well-
being, and empowerment of teachers” indicates that
respondents strongly perceived this aspect of servant

leadership as a key strength of their school head’s
leadership style. Teachers highly valued the school head’s
commitment to their personal and professional growth,
seeing it as fundamental to fostering a supportive and
empowering school environment. Johnson and Lee
(2021) emphasized that such prioritization of teachers’
development not only enhances job satisfaction but also
improves teacher retention and effectiveness, benefiting
student outcomes and overall school success.

On the other hand, the lowest mean score of 2.51 (SD =
0.63) for the indicator “My school head manages teachers
before their own personal ambitions” suggests that
respondents perceived this aspect of servant leadership
as less prominent. While respondents agreed that the
school head prioritized teachers’ needs to some extent,
it was not viewed as strongly as other dimensions of
servant leadership. This might reflect a perception that
the school head could further emphasize selflessness and
place teachers’ needs above personal ambitions. Miller
and Roberts (2022) found that prioritizing teachers’ needs
over personal gain helps build trust, enhances teacher
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morale, and fosters a more cohesive team, leading to
improved educational outcomes and school culture.

The overall distribution that while the
respondents generally supported the servant leadership

indicates

development, particularly in the area of prioritizing
teachers’ needs over personal ambitions. Enhancing this
aspect could strengthen the servant leadership approach
and contribute to a more collaborative and supportive

style of their school heads, there is room for further school environment.

Table 8: Distribution of the Respondents’ Level of Perceived Leadership Styles based on Transformational

Indicator | Mean | SD | Description
My school head...

Encourages and inspires teachers to innovate and develop new ways to grow and | 3.45 0.66 | Strongly agree
improve the path for future success.

Maintains the highest standards of honesty and integrity. 3.28 0.69 | Strongly agree
Attends conferences, meetings, training and workshop schedules. 3.30 0.72 | Strongly agtree
Communicates in proper manner or charismatic. 2.98 0.71 | Agree
Displays behavior as example or role model in the school. 299 |0.81 | Agree

Gives time and efforts to complete reports and deadlines. 3.32 | 0.82 | Strongly agree
Trusts teachers the independence to make decisions and support new problem- | 3.29 | 0.78 | Strongly agree
solving approaches.

Encourages to develop and search for innovative ideas for teaching, 3.31 0.61 | Strongly agree
Develops a strong sense of cohesion and team spitit teachers. 3.15 0.67 | Agee
Motivates teachers to get the highest performance. 3.39 0.74 | Strongly agree
Overall 3.25 0.72 | Agree

Legend:

3.26-4.00 Strongly Agree /| Very High
2.51-3.25 Agree/ High

1.76-2.50 Disagree/ Low

1.00-1.75 Strongly Disagree/ 1ery Low

Table 8 outlines the distribution of respondents’
perceptions of their school head’s transformational
leadership style, which received an overall mean of 3.25
(SD = 0.72), categorized as “Agree.” This indicates that
respondents generally recognized and agreed with the
transformational leadership traits exhibited by their
school head, such as inspiring and motivating teachers,
fostering professional growth, and maintaining a shared
vision for the future. The overall mean score reflects a
strong positive evaluation of transformational leadership,
suggesting that it positively influenced teacher motivation,
commitment, and school performance.

The indicator “My school head encourages and inspites
teachers to innovate and develop new ways to grow and
improve the path for future success” achieved the highest
mean score of 3.45 (SD = 0.60), categorized as “Strongly
Agree.” This suggests that teachers strongly felt inspired
by their school head to innovate and grow, leading to a
culture of continuous improvement. The result indicates
that teachers appreciated the leadership approach that

encouraged innovation and development, contributing to
a dynamic school environment. Carter and Lopez (2019)
emphasized that leaders who inspire teachers to innovate
and search for new methods for improvement foster
school success and create a culture of creativity.

On the other hand, the indicator “My school head
communicates in proper manner or charismatic” received
the lowest mean score of 2.98 (SD = 0.71), categorized
as “Agree.”” This reflects that while teachers generally
agreed that their school head communicated effectively
and charismatically, there was room for improvement in
this area. It suggests that while the communication style
was seen as acceptable, it might not have fully inspired or
motivated all teachers to the same extent. Lee and Kim
(2020) found that charismatic and effective communication
from school leaders fosters trust, increases teacher
motivation, and improves school morale, benefiting the
overall school climate and student outcomes.
Transformational leadership style of the school head
was well-received, with particular emphasis on the
encouragement of innovation and growth. However, the
area of communication may require further development
to ensure it fully supports and inspires teachers to achieve
their highest potential.

Table 9: Summary Distribution of the Respondents’ Level of Perceived Leadership Styles

Variable Mean SD Interpretation
Distributed 2.96 0.62 High
Transactional 2.76 0.63 High
Laissez-faire 217 0.53 Low
Democratic 3.01 0.70 High
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Servant 2.95 0.70 High

Transformational 3.25 0.72 High

Overall 2.85 0.65 High
Legend:

3.26-4.00 Strongly Agree /| Very High
2.51-3.25 Agree/ High

1.76-2.50 Disagree/ Low

1.00-1.75 Strongly Disagree/ Very Low

Table 9 summarizes the respondents’ perceptions of their
school head’s leadership styles, with an overall mean of
2.85 (SD = 0.65), categorized as “High.” This suggests that
teachers generally viewed their school heads as effective
leaders who utilized vatious leadership styles, contributing
to a positive school environment and teacher empowerment.
The Transformational leadership style received the
highest mean of 3.25 (SD = 0.72), indicating it was
the most prevalent and effective. Teachers appreciated
school heads who inspired innovation, growth, and
a shared vision for success. This style contributed to a
collaborative and progressive school culture, improving
school performance and teacher satisfaction. Research
by Johnson and Smith (2020) supports this, highlighting
the impact of transformational leadership on teacher
motivation and student outcomes.

On the other hand, Laissez-faire leadership had the lowest
mean of 2.17 (SD = 0.53), reflecting dissatisfaction
among teachers. This hands-off approach was seen
as ineffective, as teachers preferred more structured
leadership that provided guidance and support.

Other  leadership including  Distributed,
Transactional, and Servant,

styles,
Democratic, received
positive ratings, with means ranging from 2.76 to 3.01.
The Democratic style (mean = 3.01) was valued for
its inclusiveness, while Transactional and Distributed
leadership styles were appreciated for their focus on
rewards and shared responsibilities.

Opverall, transformational, democratic, and distributed
leadership styles were the most effective, while laissez-

faire leadership was least favored.

Problem 3. What is the Level of School Heads
Competencies as Perceived by the Respondents with
Regards to Leading People, People Performance
Management, and People Development?

Table 10: Distribution of the Respondents’ Level of Perceived Competencies with Regard to Leading People

Indicator ‘ Mean ‘ SD ‘ Description

My school head...

Uses basic persuasion techniques in a discussion or presentation of agenda with | 2.67 0.65 | Most of the time

teachers.

Uses influencing style on staff mobilization and appeals to reason and/or | 2.54 | 0.62 | Most of the time

emotions. Uses data and examples, visual aids.

Persuades, convinces or influences others, in order to have a specific impact or effect. | 2.73 0.56 | Most of the time

Sets himself/herself a good example. 3.01 0.71 | Most of the time

Is a credible and respected leader; and demonstrates desired behavior. 2.88 ] 0.66 | Most of the time

Forwards personal, professional and work unit needs and interests in an issue. | 2.71 0.52 | Most of the time

Assumes a pivotal role in promoting the development of an inspiring, relevant | 3.15 0.75 | Most of the time

vision for the department.

Influences others to share ownership of deped goals, in order to create an | 3.21 0.55 | Most of the Time

effective work environment.

Uses authentic data and examples or visual aids in delivering presentations. 2.82 | 0.54 | Most of the time

Delegates and communicates very clearly to teachers the interesting and | 2.86 | 0.67 | Most of the time

stimulating work to be accomplished.

Overall 2.86 | 0.62 | Most of the Time
Legend:

3.26-4.00 At all Times | Highly Competent

2.51-3.25 Most of the Time/ Competent

1.76-2.50 Sometimes/ Slightly Competent

1.00-1.75 Never/ Not Competent

Table 10 presents the respondents’ perceptions of school
head competencies in leading people, with an overall mean
of 2.86 (SD = 0.62), described as “Most of the Time.”
This implies that school heads generally demonstrated
competent leadership skills, providing a stable and

supportive environment for their teachers. However,
the mean score also suggests room for improvement in
optimizing leadership performance.

The highest-rated competency was “influences others to
share ownership of DepEd goals” with a mean of 3.21
(SD = 0.55), showing that school heads were effective
in fostering collective responsibility and alignment with
goals. This competency contributed to a positive work
environment, with teachers perceiving their school heads
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as successful in promoting collaboration.

The lowest-rated competency was “‘uses influencing
style on staff mobilization and appeals to reason and/
or emotions” with a mean of 2.54 (SD = 0.62). While
school heads generally used influencing techniques, the
frequency and effectiveness of these methods—such
as using data, examples, and visual aids—were seen as
areas for improvement. Teachers indicated that more
consistent and effective mobilization strategies could
enhance engagement and goal alignment.

Research by Green and Nelson (2022) highlights the
importance of school head competencies in motivating
staff and building team dynamics, while Rodriguez and
Patel (2021) emphasize the value of fostering shared
responsibility for educational goals. Improving leadership
competencies, particularly in staff mobilization and
the use of influencing styles, could further enhance
leadership effectiveness and contribute to improved
school performance.

Table 11: Distribution of the Respondents’ Level of Perceived Competencies with Regard to People Performance Management

Indicator ‘ Mean ‘ SD ‘ Description

My school head...

Makes specific changes in the performance management system or in own work | 2.54 | 0.66 | Most of the time

methods to improve performance.

Manages something better, faster, at lower cost, more efficiently. 2.45 0.62 | Sometimes

Manages to improve quality, teacher satisfaction, morale, and revenues. 2.68 | 0.67 | Most of the time

Sets performance standards and measures progress of teachers based on office | 2.69 | 0.58 | Most of the time

and department targets.

Provides feedback and technical assistance such as coaching for performance | 2.88 | 0.69 | Most of the time

improvement and action planning;

States performance expectations clearly and checks understanding and commitment. | 2.71 | 0.51 | Most of the time

Performs all the stages of result-based performance management system | 2.67 | 0.63 | Most of the time

supported by evidence and required documents/forms.

Is responsible for knowing if the team members are performing well. 2.80 ] 0.65 | Most of the time

Conducts in a way that is guided by the values of the organization and to the | 2.78 | 0.67 | Most of the time

health and social care sector.

Promotes the health, wellbeing, and independence of teachers and they support | 2.64 | 0.74 | Most of the time

with compassion, respect, and dignity.

Overall 2.68 | 0.64 | Most of the Time
Legend:

3.26-4.00 At all Times | Highly Competent
2.51-3.25 Most of the Time/ Competent
1.76-2.50 Sometimes/ Slightly Competent
1.00-1.75 Never/ Not Competent

Table 11 presents the respondents’ perceptions of school
head competencies in people performance management,
with an overall mean of 2.68 (SD = 0.64), described as
“Most of the Time.” This indicates that school heads were
generally effective in managing people performance, but
there were occasional lapses or areas for improvement.
While school heads demonstrated competencies in
performance management, enhancing consistency and
addressing gaps could further improve their effectiveness.
The highest-rated competency was “provides feedback
and technical assistance such as coaching for performance
improvement and action planning” with a mean of 2.88 (SD
= 0.09), reflecting that school heads were relatively successful

in providing feedback and support for staff performance
improvement. This competency was seen as a strength,
although further development could enhance its impact.
The lowest-rated competency was “manages something
better, faster, at lower cost, more efficiently” with a mean
of 2.45 (SD = 0.62), indicating challenges in managing
resources and processes efficiently. This competency
showed room for improvement in task management
and resource optimization, which could enhance overall
performance in people management.

Research by Martinez and Robinson (2022) emphasizes
that competencies in managing people performance are
essential for effective school leadership, while Clark and
Sanders (2022) highlight the need for efficient resource
and process management. School heads who focus on
improving these areas can enhance their overall leadership
effectiveness and contribute to better school outcomes.

Table 12: Distribution of the Respondents’ Level of Perceived Competencies with Regard to People Development

Indicator

‘ Mean ‘ SD ‘ Description

My school head...

Based Performance Management System guidelines.

Allows in capacity building that explains and helps me understand the Results-

239 10.63

Sometimes
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Improves the skills and effectiveness of individuals through employing a range | 2.90 | 0.67 | Most of the time

of development strategies.

Facilitates wotkforce effectiveness through coaching and motivating/developing | 2.87 0.66 | Most of the time

people within a work environment that promotes mutual trust and respect.

Conceptualizes and implements learning interventions to meet identified | 2.79 | 0.56 | Most of the time

training needs.

Does long-term coaching or training by arranging appropriate and helpful | 3.01 0.69 | Most of the time

assignments, formal training, or other experiences.

Cultivates a learning environment by structuring interactive experiences 3.10 ] 0.72 | Most of the time

Improves the skills and effectiveness of individuals through employing a range | 2.99 | 0.68 | Most of the time

of development strategies.

Gives opportunities for the purpose of supporting a person’s learning and | 2.90 | 0.64 | Most of the time

development.

Provides greater opportunities for future use that are in support of achieving | 2.78 | 0.62 | Most of the time

individual career goals.

Nurtures and enhances teacher’s skills, knowledge, and potential within an | 2.80 0.61 | Most of the time

organization.

Overall 2.85 | 0.65 | Most of the Time
Legend:

3.26-4.00 At all Times | Highly Competent

2.51-3.25 Most of the Time/ Competent

1.76-2.50 Sometimes/ Slightly Competent

1.00-1.75 Never/ Not Competent

Table 12 presents the respondents’ perceptions of school
heads’ competencies concerning People Development.
The table shows an overall mean score of 2.85 (SD =
0.65), interpreted as “Most of the Time”, suggesting that
school heads are generally effective in fostering people
development but with areas needing improvement.
The highest-rated competency is “cultivates a learning
environment by structuring interactive experiences” with
a mean score of 3.10 (SD = 0.72), indicating that school
heads excel in creating engaging environments that
promote continuous learning and professional growth.
This aligns with Adams and Reed (2022), who emphasized
that interactive learning fosters collaboration, motivation,
and a culture of continuous improvement.

Meanwhile, competencies related to capacity building
received lower ratings, particularly “allows capacity

building that explains and helps me understand the
Results-Based Performance Management System (RPMS)
guidelines”, with a mean score of 2.39 (SD = 0.63). This
suggests that while school heads are effective in facilitating
learning environments, they fall short in providing clear
guidance on performance management systems.

This finding is supported by Johnson and Martinez (2023),
who highlighted the importance of comprehensive
training to help educators understand RPMS guidelines,
as it directly impacts performance expectations and
teaching practices.

Despite the generally positive ratings, the data suggests
gaps in school heads’ approaches to performance
management and long-term development strategies.
Teachers perceived inconsistencies in the application
of coaching, mentoring, and capacity-building activities.
These results underscore the need for professional
development programs focusing on enhancing school
heads’ competencies in capacity building, performance
evaluation, and individualized support for teachers.

Table 13: Summary of the Respondents’ Level of Perceived Competencies

Variable Mean SD Interpretation

Leading People 2.86 0.62 Competent

People Performance Management | 2.68 0.04 Competent

People Development 2.85 0.65 Competent

Overall 2.80 0.64 Competent
Legend:

3.264.00 At all Times | Highly Competent
2.51-3.25 Most of the Time/ Competent
1.76-2.50 Sometimes/ Slightly Competent
1.00-1.75 Never/ Not Competent

Table 13 the
perceptions of school heads’ competencies across three

shows summary of respondents’
critical domains: Leading People, People Performance

Management, and People Development. The table reveals

that the overall competency mean score is 2.80 (SD =
0.64), which falls under the “Competent” category. This
suggests that, while school heads generally meet the
expected standards, there remains room for improvement
in specific areas of leadership. Among the competencies
assessed, Leading People attained the highest mean
score of 2.86 (SD = 0.62), indicating that school heads
are effective in managing and inspiring staff, fostering
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positive relationships, and guiding teams toward achieving
organizational goals. This finding aligns with Lepardo
and Caingcoy (2021), who emphasized that effective
leadership in managing people significantly contributes to
organizational success through strong interpersonal skills,
effective communication, and motivational strategies.
Following closely is People Development, with a mean
score of 2.85 (SD = 0.65), highlighting school heads’
satisfactory performance in nurturing professional growth
among teachers. This includes mentoring, coaching, and
supporting continuous learning opportunities to enhance
instructional practices and teacher competencies. Sumabat
(2019) also supported this, stating that effective people
development fosters continuous professional growth,
which is essential for sustaining educational quality
within schools. The results imply that school heads are
generally proactive in creating an environment conducive
to professional development.

Conversely, People Performance Management received
the lowest mean score of 2.68 (SD = 0.64). Although this
score still falls within the “Competent” range, it suggests
notable gaps in areas such as performance evaluation,

feedback mechanisms, and staff appraisal processes. This
indicates that school heads may need additional support or
training to strengthen their skills in effectively managing
and improving staff performance. This observation aligns
with Tumbokon (2023), who noted that leadership gaps
in performance management often stem from inconsistent
evaluation practices and insufficient feedback systems,
which can hinder overall school performance.

These findings underscore the need for targeted
professional  development  programs,  particularly
focusing on enhancing school heads’ competencies
in performance management. Additionally, qualitative
interviews conducted as part of the study revealed
that 40% of teachers believe that strong leadership
competencies significantly influence school management
outcomes. This reinforces the importance of continuous
capacity-building initiatives aimed at improving leadership
effectiveness within the educational system.

Problem 4. Is There a Significant Relationship
between the School Heads’ Leadership Styles and
Their Competencies?

Table 14: Result of the Test on Relationship between the Respondents Perceived Leadership Styles and their

Competencies
Leadership Competencies
School H'ead Leading People | People Petformance Management | People Development | Overall
Leadership
Styles r-value r-value r-value r-value
p-value p-value p-value p-value
0.209 0.190 0.178 0.192
Distributed 0.0002 0.0013 0.0010 0.0008
S S S S
0.229 0.398 0.278 0.302
Transactional 0.0812 0.0660 0.0371 0.0614
NS NS S NS
0.345 0.415 0.456 0.405
Laissez-faire 0.0628 0.0698 0.0672 0.0666
NS NS NS NS
0.161 0.412 0.421 0.331
Democratic 0.0231 0.0122 0.0252 0.0202
S S S S
0.409 0.360 0.396 0.388
Servant 0.0682 0.0670 0.0952 0.0768
NS NS NS NS
0.201 0.292 0.101 0.198
Transformational | 0.0101 0.0012 0.0092 0.0068
S S S S
Legend:
8- Significant
NS-Not Significant People, People Performance Management, and People

Table 14 presents the results of the test on the relationship
between the respondents’ perceived leadership styles and
their leadership competencies. The study categorized
leadership competencies into three key areas: Leading

Development, alongside an overall competency measure.
The leadership styles analyzed included Distributed,
Transactional, TLaissez-faire, Democratic, Servant, and
Transformational.
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The results revealed a significant relationship between
distributed, democratic, and transformational leadership
leadership
distributed leadership showed a positive correlation with

styles  and competencies.  Specifically,
leading people, people performance management, and
people development, emphasizing the importance of
shared leadership responsibilities. Democratic leadership
was found to significantly impact all three competencies,
highlighting the value of inclusive decision-making and
collaboration. Transformational leadership, with its focus
on inspiring a shared vision and motivating growth, also
displayed significant positive correlations with leadership
competencies in the areas of leading people and people
performance management.

These findings align with the research of Smith and
Brown (2021), which highlighted how transformational
leadership contributes to decision-making and staff
development. Similarly, White and Thompson (2021)
stressed the importance of feedback and coaching in
leadership development, which aligns with the study’s
findings regarding leadership styles that foster positive
outcomes in school management.

In contrast, the transactional, laissez-faire, and servant
leadership styles did not show significant relationships
with leadership competencies, suggesting that these
styles may not be as effective in promoting leadership

development. This indicates that leadership competencies
may be more influenced by factors such as personal
traits, professional experience, or organizational support
rather than a specific leadership approach. The lack of
significant correlations with laissez-faire and servant
leadership styles further suggests that these approaches
might not align well with the competencies needed for
effective school leadership.

The implications of these findings challenge the notion
that adopting a particular leadership style automatically
leads to enhanced leadership competencies. Instead, the
study points to the importance of aligning leadership
behaviors with the unique needs and context of each
school. Furthermore, this suggests that competency-
based training, mentorship, and experience-based learning
should be prioritized over a singular focus on specific
leadership styles in professional development programs.
Ultimately, the study calls for a more holistic approach
to leadership development, emphasizing the integration
of leadership behaviors with the competencies required
to manage and develop effective teams in educational
settings.

Problem 5. Is There a Significant Difference in
the School Heads’ Leadership Competence When
Grouped According to Their Profile?

Table 15: Difference in the Respondents’ Perceived Leadership Competencies when Grouped According to their Profile

School Head Leadership Competencies
Respondents’ Leading People | People Petformance Management | People Development | Overall
Profile t-value t-value t-value t-value
p-value p-value p-value p-value
0.245 0.445 0.472 0.387
Age 0.0672 0.0680 0.0632 0.0661
NS NS NS NS
0.265 0.385 0.406 0.352
Sex 0.0788 0.0604 0.0692 0.0695
NS NS NS NS
0.211 0.201 0.291 0.234
Position 0.0021 0.0051 0.0013 0.0028
S S S S
0.281 0.361 0.302 0.315
Teaching
Fxperience 0.0301 0.0028 0.0061 0.013
S S S S
Highest 0.237 0.282 0.241 0.253
Educational 0.0171 0.0041 0.0142 0.0118
Attainment S S S S
Legend:
8- Significant that position, teaching experience, and highest educational
NS-Not Significant attainment significantly influenced leadership competencies,

Table 15 presents the tresults of testing the differences in
school heads’ perceived leadership competencies based
on their profile variables: age, sex, position, teaching
experience, and highest educational attainment. This shows

including leading people, people performance management,
and people development. This suggests that those in higher
positions or with more experience and education exhibit
stronger leadership competencies.
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CONCLUSION
Based on the findings of this study, the following
conclusions are drawn.

Transformational leadership identified as the most
effective style, emphasizing inspiring and motivating
teachers, fostering teamwork, and driving innovation.
“Leading people” was highlighted as the most developed
competency, exhibiting school heads’ strong ability to
guide, influence, and build relationships within their
teams.

The study highlighted that transformational leadership
aligned with the competency of leading people,
promoting trust, teamwork, and shared commitment.
Transformational, Democratic and distributed leadership
enhanced teacher

styles motivation,

collaboration, and school performance, while laissez-faire

significantly

leadership hindered outcomes due to non-enforcement
of school rules and regulations.

The theory developed highlighted that leadership style is
most effective when combined with high competencies.
School leaders with good leadership skills, such as leading
people, people performance management, and people
development, were more equipped to apply their preferred
leadership styles, whether transformational, distributed,
or others. The combination of effective leadership styles
and strong competences enabled school leaders to inspire
their workers, foster a pleasant learning environment, and
successfully address the challenges of modern education.
High competences enhanced the influence of leadership
styles, resulting in improved overall school performance.

Recommendations
Based on the conclusion drawn from the study, the
following recommendations are provided:

1. School heads should undergo targeted training
programs to enhance their leadership skills, particularly
focusing on moving away from the Laissez-faire approach.
These programs should emphasize active engagement,
accountability, and proactive decision-making to foster a
more dynamic and responsive leadership style.

2. School heads, with the help of district supervisors,
should establish a mentorship and coaching program
to address the shortcomings observed in laissez-faire
leadership strategies. This would allow experienced
leaders to guide and support those who struggle with
leadership, helping them become more active and
involved. By doing this, school heads could build better
leadership skills, support their teachers more effectively,
and create a positive impact on their schools.

3. School heads and district supervisors should conduct
workshops  specifically designed to improve People
Performance Management skills. These workshops
should cover best practices in setting performance goals,
providing constructive feedback, conducting evaluations,
and implementing performance improvement plans.

4. Encourage continuous professional development for
school heads through advanced courses, seminars, and
workshops that focus on modern leadership strategies

and performance management techniques. This would
ensure that school heads are well-equipped with the latest
knowledge and skills to lead their schools effectively.

5. School heads should implement regular feedback
systems that allow teachers and staff to provide input
on school heads’ leadership styles and performance
management practices. The gathered feedback could help
identify specific areas that need improvement, guiding the
customization of professional development programs to
address those needs effectively.

6. Utilize the School Improvement Plan to strengthen
the school heads’ leadership competencies, focusing on
transitioning from a laissez-faire style to a more proactive
approach. Implementing regular performance evaluations
will identify growth areas in People Performance
Management, enabling better support for staff.
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