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Abstract

This study aimed to determine the relationships betwegelship practices and management behavior of school
heads and their impaoh the quality service and performarafdeachers.

The Descriptive-Correlational Design which involved the pagdition of the teacher-respondents from public
elementary schools in Dapdapan District, the surveytipmesire assesses leadership practices and managemenbtshavi
provide a deeper understandisfghe experiences and perceptiofivoth school heads and teachers.

The respondents of the study were one hundred four (104 gebkhers from public elementary school. The
researcher used the simple random samjiriige selection of the respondents. The main instruofehts studyis a survey
guestionnaire that has connecttorthe variables of the study.

Preliminary findings indicate that strong and effectigadership practices, such as mentor-mentee relatonshi
promotionof relationships, cooperation and competition and real fié@aback influence the quality service and performance
of teachers.

Furthermore, management behaviours related to motivagionp dynamics, personal psychology and efficient
process significantly to the quality service and perforoeof teachers.

School heads who provide teachers with adequate resp@recourage continuous professional development, asg@drant
evaluation systems creaa environment that supports teacher growth and improweéspbrformance.

This study has implicatiorfer educational policymakers, school administrators, ardklship development
programs.

Understanding the crucial rot# school head# enhancing teacher performanmmn guide the developmeruff
effective leadership training programs and inform strasefgieimproving the overall quality of education.

By adopting best practices identifi@d this research, educational institutiarem foster a culturef continuous
improvement and provide quality of servicestudents through the professional growth and developofiimir teachers.
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1. Introduction

Leadership practices and management behatischool heads play a critical ratethe quality of service and performance
of teachers.

Effective leadership and managemasan create a positive and supportive work environment thaerfos
collaboration, communication, and continuous improveraeming teachers.

One key aspect of leadership practisesetting a clear vision and godts the school. This involves establishing a
shared understanding of the school's mission, valndspréorities, and communicating them effectively tostdkeholders.
School heads should also create a culture of trust,atespel transparency, where teachers feel empoweredd® thair
ideas, concerns, and suggestions.

In addition, effective school leadership involves prawigdiprofessional development opportunities that enable
teachers to develop their skills and knowledge. Schamdidishould also provide feedback and support to teachleedpto
them improve their performance and address any cligéethey may encounter.
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1.1. Background of the sudy

According to the Republic Acts (RA) 9155, also known as'@mvernance and Basic Education Act of 2001," school
heads have been officially granted authority. They amedatedo becomeaninstructional leader and administrative manager
who will handlethe school's administrative, fiscal, and auxiliary resesiservices light of national, regional, and divisional
objectives. They are also accountdbledeveloping the school's education program and schaobirament plan.

The background of the study revolves around the examinatithre relationship between leadership practices,
management behavior, quality service, and teacherfgrpemnce. Each of these elements plays a significaatin the
educational context, and understanding their interactimmgaentribute to improving the overall effectiveness artdames
in the fieldof education.

Leadership Practices: Leadership practices teftétre strategies, behaviors, and approaches employeddsrs
in an educational setting. Effective leadership is cruoiatfeating a positive and conducive environment fon besichers
and students. Leadership practicaainclude mentoring and fostering relationships, promotimgperation and competition,
and providing real-time feedback. These practices aisupport and guide teachers, enhance their professionahgeava
promote a collaborative and productive work environment

Management Behavior: Management behavior involves tinaand approachéaken by leaders in managing
and overseeing educational institutions or departmentsctisd® management behavior is essential for ensuringntioeth
operation and functioningf the educational organizatidh.encompasses various aspects sschotivation, group dynamics,
personal psychology, and efficient processes. Effectimaagement behavior can contribute to a motivated andjeshga
teaching staff, improved teamwork, better understandingdividual needs, and streamlined processes, all of wban
positively impact teachers' performance.

Quality Service: Quality service in the educational terhrefers to the provision of an excellent learning
experience and support for students. It encompasses viaaboiss such as students' performance, internal efficieateg,
and teacher satisfaction. Providing quality service regureombination of effective leadership practices aadagement
behavior, as they directly influence the overall edonal environment, student outcomes, and teacher engagemnt
satisfaction.

Teachers' Performance: Teachers' performance istiealcoutcome variable in the study. It refers to the
effectiveness and productivity of teachers in fulfillingeit specific obligations and meeting commitmentsachers'
performance can be measured through various indicatohsas achieving department goals, fulfilling job respalitiés,
maintaining a high leveif career satisfaction, and positively impacting studésdsning outcomes. The stuaiynsto explore
how leadership practices, management behavior, and qualitgesinfluence and contributeteachers' performance.

Public elementary teachers in Dapdapan District viewttimsuccess of the school is on the hand of them with
the supervision and direction of the school heads. ishaly in every action a wise decision is important andlithappen
through the managemeoita good leader together the colleagues.

By examining the relationship between these variables,study aims to identify effective leadership and
management strategies that can enhance teachers' perfoandnogprove the overall quality of service in educatidris
researchcan provide valuable insightor educational institutions and leadexs create a supportive and conducive
environmenfor teachers, leading improved student outcomes and satisfaction.

1.2. Theoretical Framework

The study of leadership practices and management behaviscthobl heads towards quality service and
performancef teachers has become increasingly impoitargcent years. Effective school leadership and managéaent
been linked to improved student outcomes and success, authgsmany educational institutions have placed a greater
emphasi®n developing effective leaders.

Oneof the key drivers behind this increased fosnschool leadershiis the growing recognition that teachers play
a critical rolein student achievement. Teachers who are well-supportetateat, and equipped with the necessary resources
and trainingcanprovide high-quality instruction that promotes studentlieg and engagement.

The study was anchored on the following theories: Managermheories, Classical, Behavioural, and Modern
Approaches Last Updated JuB 2022 Behavioural management theory places the persontfzhehe process the heart
of business operations. It examines the business@sa system as well as a formal organization. Tieeee productivity
depends on proper motivation, group dynamics, personal @sgsh and efficient processes. Behavioural management
theory humanizes business. Feelings have a practicaltimpaperations. Team spirit, public recognition, and persarmdg p
encourage employeés perform better. Individual relationships also play a.role N

Employees are more liketp go the extra mildor a boss they respect and who respects them. J%o?gxmﬁn
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behavioural management theory include: « The difficulty of balancing personal relationships with professional conduct * An
inclination toward socially motivated hiring practciatcanbe unjust The dangeof assuming that all individuals respond
the same way to the same situations and for the seasmns Common behavioural management theories include the
following: Human Relations Theory The fundamental texteuman relations theory evolved fran experiment following
classical theory.

Elton Mayo worked as part of a team evaluating the itnmat¢he productivity of various workplace conditions at
the Hawthorne Works, a large factory complex. Early resuéire self-contradicting; changes in opposite directimmls
improved productivities. Mayo realized that theearchers’ attentionto the workers was the common factiorinstilled pride
and fulfilled particular social needs of the workers. This led to the development of the “Hawthorne effect,” a principle of
research that suggests researcher attention affectshieetsin a study and impacts the resultsbusiness management, the
Hawthorne studies led to articulating the role that humkatioes play in business operations. Mayo and later i$tsor
developed several related conclusions, including: *Group dynamics affect job performance. * Communication between
employees and empleng must go in both directions. * Production standards depend more on workplace culture than on
official objectives. ¢ In addition to compensation, perceived value affects performance. « Workers prefer to participate in the
decisionmaking process. ¢ Integration between departments or groups positively impactrganization. In the modern
workplace, sanctioned social activities and open, défstcommunication channels owe a delituman relations theory.

With this, it is anticipated that the numbef women workingn government and occupying leadership positions will
rise. Studies on preferred leadership styles, job happiardsyender relationships have had varying degrees of siiccess
other parts of the world. The mentees’ key learning point from the mentoring experience was the positive change in their
behaviour in response to the support they received fnein mentors. Some of the changes included enhanced cqmdide
support in dealing with difficult situations, as well avaleping a positive attitude to learning. All of these demare
integralto their future education, careers, and personal lives.

This summarizes the readings on the importance and coome of the research topic. Such reading offers
perspectives that aasframes of referend@ conceptualizing the study.

1.3. Findings

This tables which present the findingfthis study with their corresponding interpretations. The dee analyzed
and interpretedothat conclusions and recommendatioasbe drawn from the resultsf the study

Table 1. Profile of the Respondents

PERSONAL INFO FREQUENCY PERCENT
30 years old and below 25 24.0
30 years old and below, 31-40 1 1.0
AGE 31-40 years old 33 31.7
41-50 years old 27 26.0
51 years old and above 18 17.3
TOTAL 104 100.0
Female 90 86.5
GENDER Male 14 13.5
TOTAL 104 100.0
Married 718 75.0
Separated 1.0
CIVIL STATUS Single 214 231
Widower 1.0
TOTAL 104 100.0
Bachelor Degree Holder 24 23.1
Bachelor Degree Holder with M.A 1 1.0
HIGHEST Master Degree holder 22 21.2
EDUCATIONAL With Doctorate Units 4 3.8
ATTAINMENT With MA Units 53 51.0

TOTAL 104 Witurgere
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Master Teacher | 5 4.8
Master Teacher Il 2 1.9
PLANTILLA Teacher | 41 39.4
POSITION Teacheill 22 21.2
Teacher llI 34 32.7
TOTAL 104 100.0
0-5 years 5 75.0
11-15 years 1 1.0
LENGTH IN 16-20 years 24 23.1
SERVICE 21 & above 1 1.0
6-10 years 27 26.0
TOTAL 104 100.0

These profiles provide demographic and professional irdtiom about the respondents participating in the study.
The datecanbe usedto analyze and understand how different factoayvary across these demographic categories and their
potential influence on the study variablésprovides information about the composition of thgpandents in terms of age,
gender, civil status, educational attainment, plantillgjtipm, and lengttof service.

The mentor-mentee relationshgperceived positively, with high mean scores indicativag the respondents believe
this aspect is practiced. The standard deviation suggestdexatemlevel of agreement among respondents regarding this
indicator.

The promotion of relationships is also perceived paditjiwith a mean score indicating that the respondenitsviel
this aspect is practiced. The standard deviation suggestelerate level of agreement among respondents regarding the
promotionof relationships.

The perception of leadership practices related to cotperand competition is positive, with a high mean score
indicating that the respondents believe these practieegracticed. The low standard deviation suggests a highdgvel
agreement among respondents regarding cooperation andtitimmpe

The perception of leadership practices related totimal feedback is positive, with a mean score indicatingthiea
respondents believe these practices are practiced.ohhstdndard deviation suggests a high level of agreementgamo
respondents regarding real-time feedback.

Overall, the summary indicates that the leaderstdptjmes in the areas of mentor-mentee relationshipsyotionof
relationships, cooperation and competition, and riea-tfeedback are perceived positively by the respondéhisse
practices are generally believierbe practiced by the sclobhead, with a high leveldf agreement among the respondents.

Table 2. Summary Table on the Perceived Level of School Heads ManagBeteantior

Indicators Mean SD VI
Motivation 4.27 0.74 Observed
Group dynamics 4.32 0.76 Observed
Personal Psychology 4.31 0.70 Observed
Efficient Process 4.37 0.69 Observed

Legend: 4.50-5.00 (Highly Observed) 3.50-4.49 (Observed) 2.50-3.49 (Mazlg@bserved) 1.50-2.49 (Rarely Observed)
1.00-1.49 (Not Observed)

Overall, these findings suggest that the respondents haséiagperceptionf the school heads' management behaviour
across various aspects, including motivation, group dycgmersonal psychology, and efficient process.

WWw.ijrp.org
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Table 3. Summary Tablen the Level of Teachet Quality Service

Statements Mean SD VI
Students’ Performance 4.24 0.66 Very Good
Internal Efficiency Rates 4.28 0.64 Very Good
Teacher’s Satisfaction 4.36 0.70 Very Good

Legend: 4.50-5.00 (Excellent) 3.50-4.49 (Very Good) 2.50-3.49 (Good) L&®{Fair) 1.00-1.49 (Poor)

These findings suggest that the respondents perceive gjoedylevel of teachers' quality service in all thrgeeats:
students' performance, internal efficiency rates, aachtr's satisfaction. The mean scores for all statsnrereach aspect
are above 4.00, indicating a very good level. The overaldesf teachers' quality service are also assesseghagoodin
all three aspects.

Overall, these findings indicate positive perceptiohteachers' impaadn students' performance, internal efficiency rates
of the school, and teacher's satisfaction. The resptsmgerceive that teachers provide quality serviggomoting students'
performance, ensuring internal efficiency in school opmnat and fostering teacher satisfaction. This suggeptsitive
environmenfor teaching and learning, effective management practices anpportive culturtor teachers.

Table4. SummaryTalde on the Levelof Teachers Performance

Indicators Mean SD VI
Fulfilling Specific Obligations 4.52 0.51 Excellent
Meeting Commitments 4.48 0.55 Excellent
Work 4.49 0.55 Very Good
Achieving Department Goals 4.46 0.58 Very Good
Career Satisfaction 4.29 0.70 Very Good

Legend: 4.50-5.00 (Excellent) 3.50-4.49 (Very Good) 2.50-3.49 (Good) L&®{Fair) 1.00-1.49 (Poor)

Overall, these findings indicate that teachers perfatra high level across various indicators, with soneasa
assessed as excellent and others as very good. Tedehmpastrate their commitment to fulfilling obligationseeting
commitments, achieving department goals, and maintainiregrcaatisfaction. This indicates that teachers arergiy
effective and committed to their roles, which ultimatelpdfés the students and the overall functioning of thecational
institution.

Table5. Correlation of Leadership Practices on Quality Service athers

Indicators Mean SD VI
Mentor- Mentee Relationship .592** .589** 754**
Cooperation and Competition .619** .621** .820**
Real Time Feedback .551** .534** 726%**
.585** .570** 79>

Legend: ** Correlationis significant at .01 leveP-tailed)
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The results show significant positive correlations betwkeadership practices and quality service of teachleesmEntor-
mentee relationship has a correlation coefficient58R2, indicating a strong positive correlation. Thepawation and
competition aspect also show a strong positive corralatith a coefficientf .619. Real-time feedback and overall leadership
practices also demonstrate significant positive coioglatwith quality service of teachers, with correlatomefficientsof
.551 and .585, respectively.

These findings suggest that effective leadership practiceb, asidostering mentor-mentee relationships, promoting
cooperation and competition, and providing real-time fegdbeontribute positively to the quality service provideyl
teachers. When these leadership practices are implem#reg have a strong influeneg improving the overall performance
and service delivery of teachers.

Table 6. Correlation of Leadership Practio@s Teachers’ Performance

Indicators Fulfilling Meeting Work Achieving Career
Specific Commitments Department Satisfaction

Obligation Goals

1.Mentor-mentee .656** .678** .644** .648** S57**

relationships

2. Promotiornof .653** .692** .643** .669** .603**

relationships

3. Cooperation & .658** .665** .666** .684** .605**

competition

4. Real time .678** .702** 673 B77** .591**

feedback

Legend: ** Correlationis significant at .01 levaR-tailed)

These findings suggest that effective leadership practioeh, &s fostering mentor-mentee relationships, promotin
relationships, encouraging cooperation and competitonm, providing real-time feedback, have a strong influemrce
enhancing teachers' performance across various dimendibes.these leadership practices are implementedcdimeribute
to improving teachers' fulfillmenbf obligations, meeting commitments, overall work perfance, achievement of

department goals, and career satisfaction

Table 7. Correlationof Management Behavioun Quality Serviceof Teachers

Indicators Student Internal Efficiency Rate Teacher
Performance Satisfaction

1.Motivation .643** .624** .840**

2.Group Dynamics 647 .625** .852**

3. Personal Psychology 578** .608** .815**

4. Efficient Process .628** .626** .830**

Legend: ** Correlationis significant at .01 leveP-tailed)

These findings suggest that management behaviors, such aatintipromoting positive group dynamics, addressing
personal psychology, and implementing efficient procedsave a significant impact on the quality service pravitde
teachers. When these management behaviors are pteegmtositively influence student performance, interrfadiefcy
rate, and teacher satisfaction. It is important for educatleaders and administrators to focus on these agpetfance
the overall quality of teachers' service and imprtnedutcomesf the education system.

WWw.ijrp.org



Donnabel B. Perez / International Journal of Research Publications (1JRP.ORG) @ JJRP .ORG

ISSN: 2708-3578 (Online)

534

SUMMARY OF FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS

This chapter summarizes the results, conclusion, armmmendations, based on the information gathered,
examined and interpreted.

Summary

This study focusedn the leadership practices and management behasfithe school heads towards quality service
and performance of teachers in Dapdapan District. Thésandescriptive-correlational design that used a self-rpaey
questionnairén gathering datéo one hundred fouf104)respondents from ten schools (10) public elementary schools

The leadership practice$ school heads are categorized into f@)mamely mentor-mentee relationship, promotion
of relationships, cooperation & competition, real tirmedback while school heads management behavior is datefmto
four (4) namely motivation, group dynamics, personal psychyoand efficient process. Effective leadership prastand
management behavior exhibited by school heads can legdptoved teacher morale, enhanced teacher performance,
increased collaboration, efficient resource allocatipositive school culture, stakeholder satisfaction, avgul school
reputation, and sustainable growth and development. Thesktbeltanately contribute to a better educational expegen
and outcomes for students and the overall success afttbel s

In orderto determine the perceptiarf the respondents towards the independent and dependent gamebkioned
above the Descriptive statistics sdmean and standard deviation was used.

To determine the leadership practices and managementidighaf school heads towards quality service and
performance of teachers the Pearson Product Momenti@mmeCoefficient as testing its significance at th&ldevel (2-
tailed) was used.

Summary of Findings

The salient findingsf the study are summarized as follows:

1. School heads leadership practices is implemented andetse public elementary schools Dapdapan District
Division of San Pablo.

2. School heads management behaid@ery realistido the extent that they aseflexible in different aspectsf work.

3. Teachers’ responses towards indicators are true and correct siegarh fully awar®n what happening and what
they are experiencing inside the school.

4. Thereis no significant relationshipf leadership practicesf school heads with management behavior and school

performance.
5. Thereis no significant relationshipf management behaviaf school heads with quality service atedchers’
performance.
Conclusions

Based on the gathered datahe study the following conclusions are formulated:

Thereis no significant relationship between leadership prastmeschool heads with management behaviour and
school performance, therefore the null hypothissiot sustained.

Thereis no significant relationshipf management behaviaf school heads with quality service ardchers’
performance, therefore the hypothasisot sustained.

Recommendations

Basedonresearch findings and best practices, the followingmenendationsiayenhance their leadership practices
and management behavior towards quality service andpenficeof teachers.

School Heads They may adopt a transformational leadeegippoach and should focus on empowering and
motivating teachers to foster a positive school caltThis includes creating a shared vision, setting leigpectations,
providing intellectual stimulation, and offering individized support and consideration.

They may encourage open communication and collaboratia create a supportive work environment that
encourages open communication, collaboration, and tedmwiis includes soliciting feedback from teachers and
encouraging therto participatein decision-making processes.

They may prioritize professional development among teachers nygsting on professional development
opportunities for teachers to enhance their skills, kadgé¢, and competencies. This includes providing accesarnmty,
mentoring, coaching, and other learning opportunities.

They may provide regular feedback and recognitidnteachers on their performance and recognize their
achievements. This can help foster a culbireontinuous improvement and motivate teacheperformat their best.
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They may promote a positiven@ supportive work environment and create a positive and stiygparvork
environment that fosters trust, respect, and collaber.dliois includes recognizing the contributi@isll staff members and
ensuring that everyone feels valued and supported.

Overall, effective leadership practices and managemehavior can have a significant impaabn teachers’
performance and on the quality of service they may diffgradopting these recommendations, school heads may ereat
positive school culture that enabling teachenserformattheir best and, ultimately, leéalimproved student outcomes.

To enhance performance and provide quality service in #thiteg profession, there are several recommendation
that canbe consideredor school teachers:

Continuous Professional Development: Engage in ongoing prafed development opportunities to enhance
knowledge and skills in pedagogy, subject matter expertigkeducational trends. Attend workshops, conferences, and
training programso stay updated with the latest teaching methodologies esichbactices.

Self-Care and Well-being: Prioritize self-care and welhg to maintain personal resilience and overall job
satisfaction. Practice work-life balance, engage irblesh seek support networks, and prioritize physical andaineet-
beingto prevent burnout and enhance professional performance.

Implementing these recommendations can contribute thiéesicenhanced performance and the provision of
quality service in the teaching profession. It is esakfdr teachers to continually reflect, grow professilly, adapt to
changing educational contexts, and prioritize the neetifeeinfstudents and their own well-being.
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