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ABSTRACT 

 

This paper determined the leadership behavior of educational managers among selected members of the 

Association of Local Colleges and Universities (ALCU) within Metro Manila.  

 

Two out of eight distinct factors of leadership behavior have significant differences and six factors have no 

significant differences. The following recommendations are proposed: (1) Educational Managers should 

continuously manifest the leadership behavior that is “always” and “often” perceive. They should also 

enhance those “occasionally” perceived; and (2) A proposed Leadership Enhancement Program for 

Educational Managers must be designed, developed, used and institutionalized to enhance the development 

of both educational managers’ and faculty members’ further growth potentials.  
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1. INTRODUCTION 

 

In order for an educational institution to be productive, both administrators and faculty members should 

have a deeper understanding of their relationship to one another within a complex system. Education comes 

from practicing work ethic and intellectual virtue and from recognizing that individuals have duties not 

only to themselves, and to one another, but to the common good as well. Thus, administrators and faculty 

members should share knowledge and skills in order to prepare the young people to become useful, upright 

and active citizens and future leaders of the community. 

 

The main purpose of this study is to determine the relationship of leadership behavior of educational 

managers as perceived by themselves and by the faculty members; and how the educational managers rate 

their own leadership behavior in terms of the cited eight distinct factors. 

Considering the important role of leadership behavior in an educational institution, the university president 

/ college administrator, together with the management team, teemed with a shared sense of responsibility 

and leadership necessary in improving the educational institution. The board of regents/trustees have been 

supportive and approving of the reforms presented by the management team for sanction of the highest 

policy-making body. The other school administrators – the vice presidents, heads of various administrative 

offices and units, deans, chairpersons and faculty members play significant roles in the decision-making 

process as they are consulted as often as necessary and made integral part of working committees that help 

craft policies and implement programs for the well-being of the various clientele, most specially the poor 

and disadvantaged students. 
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Educational leadership can lift people into their better selves and to create a shared mission and values 

among the staff, collaborative teams, action orientation and experimentation, continuous improvement, and 

results orientation. 

 

The researchers had selected the local colleges and universities (LCUs) within Metro Manila to be the focus 

of the study. Its primary thrust is to improve the quality of instruction, research, and extension of its member 

schools and to provide valuable public tertiary education, especially to the poor and disadvantaged youth.  

 

The first researcher, during the writing stage of this study, is a former adjunct Instructor I of the Polytechnic 

University of the Philippines Sta. Mesa, Manila under the College of Arts and Letters, Department of 

Humanities and Philosophy; Sta. Maria, Bulacan and Cabiao, Nueva Ecija campuses for almost two school 

years. She was also a former adjunct Instructor I of the Pamantasan ng Lungsod ng Maynila (PLM) under 

the College of Liberal Arts, Department of Social Sciences & Humanities for almost four (4) school years. 

On the other hand, the second researcher is an adjunct Instructor I of the Bulacan State University Malolos, 

Hagonoy and Sarmiento campuses respectively. Both of them had experienced big changes during the 

transition periods, particularly on the leadership of the appointed university president and the management 

team, as a faculty member from a local university and a state university respectively. Despite of all the 

changes instituted in an educational institution, there is still a need to focus on the leadership of the other 

administrators towards their employees and/or faculty members for further productivity. 

 

To provide anchor and support for the study, David Dunaway (2007) revisited the work of Frederick 

Herzberg’s Motivation and Hygiene Theory and translated his landmark research into Eight Leader 

Behaviors that Increase Motivation, Morale and Performance as follows: 

 

1. Creating a leadership platform - identifies their own knowledge and beliefs about the role of leadership 

in organizations. The educational platform provides a foundation; 

2. Becoming the principal-learner and principal-teacher about leadership – if teachers are to participate in 

meaningful organizational improvement, leadership skill development is critical, and the school 

principal is the appropriate teacher of leadership skills; 

3. Affirming and teaching the powerful roles of organizational beliefs, vision, and mission – leaders must 

affirm and teach the powerful roles that organizational beliefs, vision, and mission play in creating a job 

culture capable of high levels of motivation; 

4. Leading and modeling reciprocity of accountability - Richard Elmore (2000) describes this philosophy 

as: “If the formal authority of my role requires that I hold you accountable for some action or outcome, 

then I have an equal and complementary responsibility to assure that you have the capacity to do what I 

am asking you to do”; 

5. Building collegiality around problems of practice – principal must focus efforts to increase motivation 

and morale by building collegiality around problems of practice or job content; 

6. Emulating the actions of successful coaches – principals should emulate the actions of successful 

coaches. According to Dunaway (2007), successful coaches come in all shapes, sizes, temperaments and 

sexes, but they possess three common factors of success:  

6.1. They possess an overwhelming desire – a burning passion – to coach and they communicate this 

passion to the athletes they coach; 

6.2. They understand the power of accomplishing short-term goals on the journey to accomplishing a 

bigger vision; and 

6.3. Outstanding coaches understand how their athletes are motivated. 

7. Developing the cultural understanding and affirmation that leadership and growth bring discomfort - 

Affirming, not tolerating or diminishing, the discomfort that always accompanies growth is a leadership 

skill which must be shared, taught, and re-taught. The avoidance of discomforting situations whether 
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dieting, starting a new exercise regime, or learning new pedagogical skills fails too often, not so much 

from a lack of desire to change, but the unwillingness to experience the growth pains of change; and 

8. Developing a sense of professionalism throughout the organization consistent with professionalism as 

demonstrated in and expected of other learned professions. 

 

2. MATERIALS AND METHODS 

 

The descriptive method was employed in this study. The sample population size was determined using the 

Slovin’s formula with a 5% margin of error. The population of the study consisted of 22 educational 

managers out of a total population of 24 and 59 faculty members out of a total of 70 from Universidad de 

Manila and University of Caloocan City who evaluated their educational managers for the School Year 

2013-2014. 

 

2.1.  Leader Behavior Description Questionnaire (LBDQ) 

 

The researchers used the questionnaire as the primary tool for gathering data. Part I dealt with the Personal 

Profile while Part II (for Faculty Members) and Part III (for Educational Managers) was about the Leader 

Behavior Description Questionnaire (LBDQ). This was inspired and developed for use in obtaining 

descriptions of a supervisor by the group members whom he supervises. It can be used to describe the 

behavior of the leader, or leaders in any type of group or organization, provided the followers have had an 

opportunity to observe the leader in action as a leader of their group.  

 

The researchers gave a great time in developing her questionnaire to serve its intended respondents from 

the selected members of the Association of Local Colleges and Universities (ALCU) in Metro Manila. 

Conversely, only two (2) local universities granted the approval of her original request to administer the 

questionnaire together with the faculty performance ratings which led to the preparation of a notarized 

waiver for the faculty-respondents indicating the security of the confidential information needed in the 

study. Unfortunately, they used different instrument to assess the performance ratings of their faculty 

members, so this was discarded because it is not at all acceptable. 

 

The Statistical Package for the Social Sciences (SPSS) was used to analyze the gathered data. The 

percentage and frequency distributions were used to classify the respondents according to their personal 

background variables such as personal data; highest educational attainment; employment status; 

eligibilities; awards received. The frequency presented the actual response of the respondents to a specific 

question or item in the questionnaires.  

 

 

2.2. Content Validity and Reliability Testing of the Modified Standardized Instrument 

 

The researchers used the content validity type in which the test represents the essence, topics and areas that 

the test is designed to measure. Thus, documentary analysis and consultation with her thesis adviser and 

educational experts in the field of educational management from various educational institutions.  

 

For the reliability of the instrument, the researchers administered the questionnaire to 7 educational 

managers and 24 faculty members of Bulacan Polytechnic College, in the City of Malolos, Bulacan, who 

is a member of the Association of Local Colleges and Universities (ALCU). The researchers used 

Cronbach’s Alpha with 0.98 reliability test result. This means that each of the statements in the mentioned 

distinct factors were very highly reliable. 
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3. RESULTS AND DISCUSSION 

 

Based on the results of the statistical analyses done, the following findings were drawn: 

 

1. The leadership behavior of the educational managers as perceived by themselves and by their faculty 

members in terms of the following eight distinct factors revealed the following: 

 

1.1. Creating a leadership platform.  

This factor obtained a general weighted average of 4.26 for the educational manager-respondents 

and 3.92 for the faculty member-respondents. Educational manager-respondents often perceived 

themselves to convince the majority with their arguments/opinion. Faculty member-respondents 

“always” perceived their educational managers as friendly and approachable and often perceived it by 

themselves. They “occasionally” perceived their educational managers to act as the spokesman of the 

department.  

 

1.2. Becoming the principal-learner and principal-teacher about leadership. 

This factor obtained a general weighted average of 4.33 for the educational manager-respondents 

and 3.79 for the faculty-respondents. Faculty member-respondents often perceived their educational 

managers to speak from their heart, likewise, educational managers perceived themselves the same way. 

They occasionally perceived their educational managers to represent the department at outside meetings 

and to speak for the department when visitors are present. Educational manager-respondents which 

means that they often: speak as a representative of the department and exhibits authority at all times; 

represent the department at outside meetings, speaks clearly about ideas with the department, speaks for 

the department when visitors are present and persuade the department to conform to the ideas; and act 

favorably on most of the teachers’ suggestions. 

 

1.3. Affirming and teaching the powerful roles of organizational beliefs, vision, and mission. 

This factor obtained a general weighted average of 4.27 for the educational manager-respondents 

and 4.09 for the faculty-respondents. Educational managers often perceived themselves to: keep the 

department in good standing with higher authority: articulate clearly the vision of the organization, allow 

the department a high degree of initiative and let department members know what is expected of them; 

turn out things positively as predicted and argue persuasively for their point of view. Faculty member-

respondents often perceived their educational managers to: maintain definite standards of performance; 

articulate clearly the vision of the organization and to foster acceptance of group goals; and argue 

persuasively for their point of view. 

 

1.4. Leading and modeling reciprocity of accountability    

This factor obtained a general weighted average of 4.17 for the educational manager-respondents 

and 4.24 for the faculty-respondents. Educational manager-respondents often: put suggestions made by 

the department into operation and express confidence in their own abilities and takes account of the 

needs of followers; share the load by permitting subordinates to get involved in decisions and projects; 

and to let some members to have authority that should be keep. Faculty member-respondents often 

perceived their educational managers pay attention to how people perceive things to understand where 

they are coming from and let some members to have authority that should be keep. 

 

1.5. Building collegiality around problems of practice  

This factor obtained a general weighted average of 4.34 for the educational manager-respondents 

and 4.22 for the faculty-respondents. Educational manager-respondents “always” work hard for the 

promotion of the department. Faculty member-respondents often perceived their educational managers 
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to keep the department working together as a team. Both groups of respondents often perceived the 

educational managers to do little things to make it pleasant to be a member of the department. 

 

1.6. Emulating the actions of successful coaches  

This factor obtained a general weighted average of 4.15 for the educational manager-respondents 

and 4.12 for the faculty-respondents. Educational manager-respondents often perceived themselves to 

inspire with enthusiasm for a project and permit the department to set its own pace. They influence 

others by using personal power based on expertise. Faculty member-respondents often perceived their 

educational managers to keep the department working up to their capacity. They often perceived their 

educational managers to decide what shall be done and how it shall be done. 

 

1.7. Developing the cultural understanding and affirmation that leadership   and growth bring 

discomfort. 

This factor obtained a general weighted average of 4.12 for the educational manager-respondents 

and 3.95 for the faculty-respondents. Educational managers often act accordingly while consulting the 

group and drive hard when there is a job to be done. Faculty members often perceived their educational 

managers handle problems with firmness and fairness. Both groups of respondents which means that 

their educational managers “occasionally” refuse to explain their actions. 

 

1.8. Developing a sense of professionalism throughout the organization consistent with 

professionalism as demonstrated in and expected of other learned professions.  

This factor obtained a general weighted average of 4.36 for the educational manager-respondents 

and 4.25 for the faculty-respondents. Educational manager-respondents often use staff meetings as an 

opportunity to establish rapport, recognize that informal conversations such as in the canteen, hallway, 

faculty lounge, etc. are very productive, and organize the daily life of an organization to run smoothly; 

make their attitude clear to the department. Faculty members often perceived their educational managers 

to show respect and consideration for subordinates’ feelings, opinions and suggestions; and recognize 

that informal conversations such as in the canteen, hallway, faculty lounge, etc. are very productive. 

 

2. Significant difference between the leadership behavior of educational   managers as perceived by 

themselves and by the faculty members. 

The findings revealed that the leadership behavior of educational managers such as creating a 

leadership platform and becoming the principal-learner and principal-teacher about leadership have 

significant differences in the perception of the educational managers themselves and by the faculty 

members.  

 

While the factors as affirming and teaching the powerful roles of organizational beliefs, vision and 

mission; leading and modeling reciprocity of accountability; building collegiality around problems of 

practice; emulating the actions of successful coaches / mentors; developing the cultural understanding 

and affirmation that leadership and growth bring discomfort; and developing a sense of professionalism 

throughout the organization have no significant differences in the perception of the educational managers 

themselves and by the faculty members.  

 

4. CONCLUSION 

 

Findings revealed that two out of eight distinct factors of leadership behavior of the educational managers 

have significant differences and six factors have no significant differences in the perception of the 

educational managers themselves to the faculty members. 
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1. Educational Managers should continuously manifest the leadership behavior that is “always” and 

“often” perceived by themselves and by their faculty members. They should also enhance the 

leadership behavior that is “occasionally” perceived by themselves and by their faculty members 

in order for them to have harmonious relationship with one another. 

 

2. A proposed Leadership Enhancement Program for Educational Managers must be designed, 

developed, used and institutionalized to enhance the development of both educational managers’ 

and faculty members’ further growth potentials. This will lead also to a better mentor-mentee 

mentoring process. 
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