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ABSTRACT

Title: LEVEL OF AWARENESS OF SUCCESSIONPLANNING AND
MANAGEMENT PRACTICES: THEIR RELATIONSHIP TO
MANAGERIAL COMPETENCIES OF EDUCATIONAL MANAGERS
AMONG PRIVATE HIGHER EDUCATIONAL INSTITUTIONS IN
THE NATIONAL CAPITAL REGION

Researcher: Rosanna L. Manalo, DEM

The Problem

The study aimed to determine thevel of awareness of succession planning and
management practices and the managerial competencies of educational managers among
private Higher Educational Institutions in the National Capital Region. Specifically, it sought

to establish the significantlreat i onshi p of the respondentsd p:

Research Methodology

This study employed the descriptiegaluative method. The respondents were the
school administrators (viegresidents, deans, program chairpersons, coordinators and
directors) from private Sectarian and N®actarian HEIs in the National Capital Region.
Statistical procedures were used to analyze the quantitative data such as Frequency and

Percentage Distributionsand@iguar e and Pearsonds r.
Findings

The significant findings in the paper, in terms of communication competency, type of
HEI and Year/s and service have significant relationship, while in teamwork competency,
employment status has significant relationship and in strategic action competency,
educational tiainment has significant relationship. In the overall managerial competencies
and respondents profile only type of HEI has a significant difference. Likewise, in terms of
significant rel ationship between cotypenafni cat e
HEIl and Year/s in Service in the Institution have significant relationship; organization
assessment and alignment and talent training and development have no significant difference;
in process evaluation, profiles according to type of HEI and éidueh attainment have

significant relationship. It is important to note in communicate expectations, the result



revealed that the respondents are aware of the succession planning and practices; however,
there is no proper channel of communication as o=gar its actual implementation. This is

shown initemlwhat i s your | evel of awareness that
has communicated expectations of the Succession Planning and Management Program?
with a mean of 3.52 and a verbal intetpt®n of less aware. In overall succession planning

and practices profiles according to type of HEI and age have significant relationship.

Conclusions

The Institutional and Personal Profiles of the respondents are consistent with their
managerial competeies such as communication, planning and administration, teamwork,
and strategic action. However, the selinagement competency marked outstanding verbal
interpretation. The level of awareness of the respondents as regards to succession planning
and mangement practices in terms of communicate expectations must be strengthened, since
it has the highest mean with a verbal interpretation of less aWaight Coward indicates in
her instrument that awareness does not mean involvement. Seemingly, admigistegt be
aware of the succession planning and practices in their institutions but no involvement in
actual succession planniii¢pe level of awareness of the respondents as regards to succession
planning and management practices in terms of process twalhas marked moderately
aware on two profiles: level of accreditation (level 3 and up) and year/s in service in the
previous position (5 years and above). Although administrators have some knowledge in

succession planning and management practices,nkielvement is limited.
Recommendations
Based on the findings of the study, the following recommendations are forwarded:

1. School administrators from sectarian and-sectarian private HEIs must enhance
their competence through training and developmenbgrams, in terms of

communication, planning and administration, teamwork, and strategic actions.

2. School administrator must learn to balance academic work and physical fitness,
since iteml4 Exercises and eats propeitythe sefmanagement competgngained

the lowest mean.

3. School administrators from sectarian HEIs should provide an open avenue in

succession planning and practices specifically in communicate expectations,



organization and assessment, talent and training development programsycass p

evaluation.

4. School administrators must provide programs and plans to develop internal
successors who will take the lead to remain competitive in the future. An

apprenticeship programs must be provided for incoming administrators.

5. Since, this @per is a trail blazer in succession planning and management practices,
further research must be conducted covering the State Universities and Colleges and

Association of Local Colleges and Universities, is highly recommended.

Vi
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CHAPTER 1

THE PROBLEM AND ITS BACKGROUND

Introduction:

Higher educational institutions as haven of knowledge are facing the most pressing
i ssues to sustain organizationds capacity
execution and maintenance of knowledge lie in the hands of the leaders andnsianag
Administration varies in leadership styles, perspectives, approaches, and even in belief
systems. This is because administrators have different academic backgrounds, came from
different educational cultures, administer and follow distinct academitorogsand
traditions imbibed by the educational institutions they served. Hence, there is no particular
style or approach that would said to be truly universally applicable in educational leadership
environment, notwithstanding the fact that faculty memimnd staff themselves are
individuals with distinct set of values and social background.

Gonzalez (2010) observed in her paper that although academic is becoming more
like a business, it has not borrowed one of the best attributes of business culture: its
tradition of developing leadership through succession planning. Academe is also open for
changes like transition of administration, restructuring and downsittiege are all part of
the reality. Having this anticipation, academic organizations devakp long and short
term plans based on present situation as well as for future events. Taking HEI as no
different from a complex business organization, successful succession planning and
leadership management models or strategies in the corporate cdapbedafor effective
implementation (Shamsuddin, 2012).

Gonzalez (2010) as cited by Shamsuddin (2012) mentioned that highly successful
organizations are generally not without a critical mass of advocates with a passionate
espousal of succession planning \al to the very survival and sustainability of the
organization. Likewise, it helps develop the potentiality of the staff and support them in
their respective chosen field to ensure that the organization has pools of talent for key spots.
Employees playa role in the process by identifying their career interests, having an

opportunity to be assessed for key roles, and developing their learning plans.



Higher learning institutions, considered as academic organizations must hold true to
the implementatiolnf succession planning and practices, since they are, there is an apparent
distinction between and among its members. Gonzalez (2010) makes a distinction between
two levels of academic administrators: deans and above are (professional administrators)
and cpartment chairs and below are (casual administrators). Since all faculty members
engage in managerial activities as directors of academic programs, principal investigators of
grants, committee members or chairs. She proposes that the connection bedéwgéld th
and the corporation be strengthened and become more ofveayvstreet.

In the Philippine context, HEIs may overlook the need for succession planning
practices as an answer to the declining number of qualified and potential leaders in the
educatimm sector. This is because most school administrators do not provide assessment
needs to the faculty and staff prior to the implementation of development programs. Hence,
these programs do not necessarily answer the training needs of the faculty amal fstetff.
some training programs are either repetition or duplication of previously administered
training or not at all aligned with the responsibilities and functions to be performed by the
faculty or staff. Organizational alignment of development progranascordance with the

needs of employees will ensure continuity of service.

Educational managers in Higher learning institutions in the Philippine setting may
oversight the shortage in leadership talent in the coming years; hence, this may result to
leadeship crisis. The collaborative function of leadership development and succession
planning will create a strong academic culture. Succession planning and management serve
as a way to discover who can be trained to
(2003, 78) have called the combination of the two traditionally separate practices of
succession planning and leadership development, succession management. Thus, it provides
an organization with a surplus of talent by helping members realize their plotenith

should not be confused with performance (Gonzalez, 2010).

It is truly essential in every organization to prepare employees for future leadership
roles and opportunities. In order to keep abreast with the demands of the present time,
academic leadsermust provide programs and plans to develop internal successors who will

take the lead and remain competitive in the future.



Inadequate research on this topic driven this study which sought to understand if
Higher Education Institutions are prepared tcetnese challenges and if so, what plans

and programs they employ.
Background of the Study

The importance of having the right people in the right place builds security and
stability in every organization. Academia is considered as a unique elememitehnalialys
in building leadership capacity to meet the demands and challenges of global market place.
In order to establish a sturdy disposition in this competitive world, every academic leader
should be able to respond to the needs of the organizagomnstrating leadership style,
providing development programs, filling the gaps, and placing potential people to hold

certain post.

Academic organization is never apart from corporate organization since both require
workforce to sustain the call for innovati and development. Beerel (2009) cited that to
remain relevant in this challenging world requires organization to be adaptive, creative and
innovative. This means that the mission or underlying purpose of the organization must be
made relevant through v, statements that lay out goals and strategies that cohere with
the organi zationds competencies and above

new realities is what makes organizations adaptive and creative.

According to Harvard Business Wew on Leadership, despite the increasing
importance of leadership to business success, thHbegab experiences undermine the
development of the attributes needed for leadership. Nevertheless, some companies have
consistently demonstrated an ability develop people into outstanding leadesinagers.
Recruiting people with leadership potential is only the first step. Equally important is
managing their career patterns. Individuals who are effective in large leadership roles often
share a number of caeexperiences. Therefore, it is but important to identify potential
people to perform essential work to support multiple leadership initiatives.

Geographical Background of the Study

The National Capital Region, more popularly known as Metro Manila, is the
Philippines in microcosm. It is the country's premier region located in the central part of
Luzon. It is the country's political, economic, social, educational, recreational and cultural

hub that it exerts a dominant influence on the rest of the courggyans.



Since 1975, Metro Manila has been designated the National Capital Region. At
present, 14 cities and 3 municipalities comprise the National Capital Region. Its 14 cities
include: Manila, Quezon City, Caloocan, Pasay, Parafiaque, Makati, Tagwig, Pa
Mandaluyong, Malabon, Muntinlupa, Valenzuela, Marikina, and Las Pifias. While the three

municipalities are Pateros, San Juan and Navotas.

Emerging from a small tribal settlement on the banks of the Pasig River near the
mouth of Manila Bay, NCR has growinto a thriving, urban sprawl consisting of 17

contiguous areas.

History tells that Metro Manila first spread along an area south of the Pasig River
and flat coastal lands between Manila Bay and the Marikina Valley. A large portion of the

Manila Bay wageclaimed to the west in the 1980's to cover a wider urbanized area.

Metro Manila is also home to many scientific and educational institutions, numerous
sport facilities, and other culturally and historically significant venues. In terms of
educationalnstitutions, there are 1,559 elementary and secondary schools in Metro Manila.
There are around 81 colleges and universities, thus it is considered as the educational center
of the country. Many students from all parts of the Philippines head to MetrdaMani

study. Source: (wwven.wikipedia.org/wiki.com)
Theoretical Framework of the Study:

There have been multifarious theories on leadership that can be used to examine the
present practices of the organizations. Many of these theories on leadershibebave

significant in guiding academic leaders.

One example of leadership theory is the Situational leadership medeloped by
Hersey and Blanchard, which advocates that leadership is rooted in behavioral and
situational factors. There are four categorads Situational Leadership Model (SLM)

leadership styles: telling, selling, participating, or delegating.

Two significant points are emphasized in this theory: the knowledge of the task and
the readiness of the followers. According to Hughes, et.al, situational leadership is useful
way to get leaders to think about how leadership effectiveness may dependhabrorw

being flexible with different subordinates, not on acting the same way toward them all.



Similarly, Clawson (2009) in his book AL
Surfaceo presented t he f-thelindivibual deade theethsksme nt s
facing the organization, others working in the organization, and the organization itself
create an impact on the outcomes of a leadership situation.

Most academic leaders may oversight the implications of this leadership style in the
administation of role as well as in the retention of potential leaders within an organization.
A lack of understanding of this relationship could contribute to a failed performance

management system; meager succession planning and unstable organizationabnonnect

Two theories were considered as bases for theoretical framework of this study:
Sl ocumbs € basgu emaragemmgnt theory using a Model of Managerial
Compet enci es Suacession Pamwiag athds Management Process Relationship

Framework
JohnS| ocumdés model of manageri al competenc
assessment of competencies is concerned. I r

competencies model is shown.

=

Managing
Effectively

Figurel. A Model of Managerial Competencies

The figure shows the interrelation of the six competencies as important aspects of
managerial competency. Competence is defined by wikipediainfo as the ability to sustain
the coordinated deployment of resources in ways that helps an organization achieve it
goals. Slocum et.al (2008) discussed the core competencies that managers need in order to

succeed. These managerial competencies were found useful in this study because they serve



as bases for its conceptualization. Thus, the model tried to identifpthpetencies of the
educational leaders and managers as they perform in their respective organizations. The
multicultural competency, though part of the competencies discussed by Slocum is not
included in the (selassessment inventory) survey questiorenaince it does not match in
the context of the present study. Hence, the questionnaire is utilized to validate the core

competencies of the educational leaders and managers.

Slocum and Hellriegel (2008) discussed and illustrated a model of managerial

competencies. According to these authors ne
organi zationds overall success, regardl ess
enterpriseo. They emphasized that haigsi ng t:

indeed essential to the success of the business. Managerial competencies are sets of
knowledge, skills, behaviors, and attitudes that a person needs to be effective in a wide
range of positions and various types of organizations (Slocum, 2008, pAjelt® sustain
organi zationsd standards and performance, s
a crucial requirement to carry out the goal. Hence, competence is needed to manage the
holistic nature of the organization. People employ diffekemds of competencies in their

daily experiences, more so in work force to be effective member of the organization. He
identified six (6) core competencies for jobs having managerial responsibility. These are:
communication, planning and administratibteemwork, strategic action, multicultural, and

selfmanagement.

First is the Communication competenevhich r e f er s t o t he per s ol
effectively transfer and exchange information that leads to understanding between yourself
and others. Indeed, communication is vital to effective managerial performance. Higher
educational i nst i tal acguiren thi® corapetemcynbecause thdyares mi
dealing with different people inside or outside the institution they are serving.
Communication may be oral or written; it can also be informal, formal and negotiation. On
the one hand, informal communication paps when managers build social connection or
interpersonal relationships with people. On the other hand, formal communication is used to
give necessary information to the members of the organization as regards to certain events
and activities to keep thenp to date on the status of ongoing projects; moreover, this may
be in a form of memo or newsletter. Indeed, managers must be able to communicate
effectively to address essential issues within the organization; likewise, it is the foremost

requirement forevery leader to attain maximum performance in a jlanning and



administration competencinvolves deciding what tasks need to be done, determining how
they can be done, allocating resources to enable them to be done and then monitoring
progress to ense that they are done. Slocum (2009) highlighted the various dimensions
that make up the planning and administration. This competence includes: Information
gathering, analysis, and problem solvimghich means every leader must be able to monitor
information and use it to identify symptoms, problems, and alternative solutions, make
timely decisions, take calculated risks and anticipate the consequences. This competence
requires every leader to develop plans and schedule to achieve goals efficiently; assign
priorities to tasks and delegate responsibility; determine, obtain, and organize necessary
resource to accomplish the task. Time management, on the one hand is the ability of the
leader to handle several issues and projects at one time; monitor and kesghemule or
change schedule if needed. On the other hand, Budgeting and financial management
requires the leader to understand budgets, cash flows, financial reports, and annual reports
and regularly use such information to make decisions; keep acanchtmmplete financial
records; create budgetary guidelines for others and wok within the guidelines given by
others.

Likewise, Teamwork Competencgleals with accomplishing tasks through small groups
of people who are collectively responsible and whosergmuires coordination. Leaders
and managers in organizations that utilize teams can become more effectively by: designing
teams, which calls for the formulation of clear objectives that inspire team members to
perform; appropriately staff the team as hole and assign tasks and responsibilities to
individual team members as appropriate. Creating a supportive environment, which means
to create an environment which effective teamwork is expected, recognized, praised, and
rewarded; assist the teams in idigimig and acquiring the resources it needs to accomplish
its goals; act as a coach, counselor, and mentor being patient with team members as they
learn. Managing team dynamics means, to understand the strengths and weaknesses of team
members and use theatrengths to accomplish tasks as a team; bring conflict and dissent

into the open and use it to enhance performance. When credit is given share it with others.

Strategic action competendpcuses on understanding the overall mission and values of
theorgai zati on and ensuring that employeesd6 ac
things: (1) understanding the industry that calls for the leader to recognize when changes in
the industry create significant threats and opportunities; stay informed afctioms of

competitors and strategic partners, hence, their implications for the future. (2)



Understanding the organization means that the leader must understand the concerns of the
stakeholders as well as the strengths and limitations of various busirasgies. Taking
strategic actions is a must for a leader it means that he should learn how to assign priorities,
make decisions that are consistent with the firms mission and strategic goals, recognize the
management challenges of alternative strasegied address them, establish tactical and

operational goals that facilitate strategy implementation.

Multicultural competency on the one hand refers to understanding, appreciating,
and responding to diverse political, cultural, and economic issues acsgthin nations.
Multicultural competency of a leader is reflected through his cultural knowledge and
understanding, well informed of political, social, and economic trends and events around the
world. Likewise, a leader must also recognize the impzEctglobal events on the

organization, hence, must understand, read and speak more than one language fluently.

SelfFmanagement competencyn the other hand, refers to developing oneself and
taking responsibility for oemeagesmentcompeteneyt wor
includes: Integrity and ethical conduct, a leader must have a clear personal standards that
serve as a foundation for maintaining a sense of integrity and ethical conduct. It exemplifies
willingness to admit mistakes and accept resgality for own actions. Personal drive and
resilience, a leader seeks responsibility and is ambitious and motivated to achieve
objectives. He works hard to get things done and shows perseverance in the face of
obstacles and bounces back from failurdaBaing work and life issues, a leader strikes a
reasonable balance between work and other life activities so that neither aspect of living is
neglected. He takes care of self, mentally and physically and uses constructive outlets to
vent frustrations andeduce tension. Likewise, assesses and establishes own life and work
related goals. Self awareness and development, means a leader has clear personal and career
goals. Uses strengths to advantage while seeking to improve or compensate for weaknesses.

Thus,analyzes and learns from work and life experiences.

The researcher adopted the framework of Leslie Ann Wright Coward (2012)
Succession Planning and Management Process Relationship Framev@oward
developeda conceptual framework as a guide for her stulty her framework, she
explained the process that links to program themes and reflects the relationship between
each component. She further explained that the support and commitment of leadership is
viewed as a bottom up and tdpwn process that is corgted to all succession planning

and management components. The inner section, succession planning and management



components, of this relationship model reflects a process that connects the different program

components and committed leadership. The

expectations, organizational assessment and alignment, talent training and development, and

four pmrants are: communicate

process evaluation which can be evaluated independently by assigning these specific tasks.

Leadership Commitment

Organization
Assessment
and
Alignment

Communicate
Expeclations

Leadership Support

Training

Talent
Process

and Evaluation

Development

Figure 1.1Succession Planning and Managentemcess Relationship Framework

Based on Coward Wright succession planning and management framework, the

process relationship of the four components

such as communicate expectations,

organization assessment and alignment, talent training and developmenmtroaeds

evaluation are interconnected. Subsequently,

when the succession planning and

management components are achieved on a high level, it will result to leadership

commitment and support. Indeed, leadership competencies and leadership succession must

be a journey in the organization to institute leadership commitment in order to have strong

and solid leadership continuity.

Wright Coward (2012) presented the succession planning and management

components. The first componentG®@mmunicate expectationthat review the actions of

the coll egebs | eader shi

p . It underscores

policies that guide the college as mentioned by (Groves, 2007). The CEO actively

t

h



participates in the succession planning and managepmenéss, and communicates the
importance of developing talent internally.

The second component@rganization assessment and alignmehtis refers to the
strategic process that informs the college of the internal development and recruitment needs
of the nstitution (FultorCalkins & Milling, 2005; Kesler, 2002; McDonald, 2008). The
organizational assessment identifies the number of people eligible for retirement and
positions that may be impacted by a leadership shortage. The organization is able to
stratgically identify internalpositionsand competencies needed for the continued growth
of the institution. Organization alignment provides direction to developing talent. She
highlighted that the integration of succession planning and the strategic goaltstgidns

of the college provide a guide to how the organization will succeed at succession planning

and management. Moreover, this process ensures that the necessary resources and strategic

direction are there for the lorigrm success of the program.

The third component iFalent training and developmenas such is dependent on
the results of the organization assessment and alignment. The organization assessment
reveals the training and development needs of employees. Talent training and development
ensires that the organization has the qualified talent needed to fill future leadership
positions. The institutionods | eader ship
development of employees by creating mentor and leadership training programs, by
utilizing individual employee development plans, and by identifying and/or developing a
qgualified pool of talent. The development of internal talent validates the importance of
employees, ensures optimum utilization of human capital, and increases employee job
knowledge and skills (Karaevli& Hall, 2003; Kerr &Jackofsky, 1989; Kim, 2003; Leibman,
Bruer, & Maki, 1996; van Amburgh et al., 2010).

The final component i®rocess evaluationlt recognizes that succession planning

and management is a fluid program thatstnbe modified to meet the internal needs of the
organization. Various authors agreed on the importance of linking succession planning to
long-term strategic plans which involves measurement and holds leadership and the
organization accountable ftie success of the program (Conger & Fulmer, 2003; Conger,
2007; Rothwell, 2010). Process evaluation also provides the leadership and organization
information about the operation, strengths, and weaknesses of the succession planning and
management program. Ingiton, it ensures that the program is accomplishing its goals.

This framework is a process that links all program themes and reflects the relationship

10
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between each componeAfthough succession practices are independent of each other, this

model shows th relationship among the four common components.

The leadership theory of Hershey and Blanchard; the core managerial competencies

model by Slocum and the Succession Planning and Management Process Relationship

framework of Cowards served as the basesethboretical framework of this study. They

were of varying significance in as much as this study was conducted. The model and

framework presented and used were employed in figuring out its conceptual framework.

The succession planning and managementtipesc framework of Leslie Ann Coward

Wright and the managerial competencies are interconnected to establish their relationship as

regards to the profiles of educational leaders.

Conceptual Framework

INDEPENDENT VARIABLE

T
T

T
T

Succession Planning and Managem)|
Practices in terms of:

Communicate expectancy
Organization assessment anc
alignment

Talent & trainingdevelopment
Process evaluation

DEPENDENT VARIABLE

—

ManagerialCompetencies in terms
of:

Communication

Planning & Administration
Teamwork

Strategic action

Self management

= =4 -4 A8 9

Institutional Profile:
Type of HEI

Personal Profile:
Gender
Age
Employment status
Educational attainm

Level of Position

Intervening variables:

Level of Accreditation

ent

Year/s in Service in the Institution

Years in service in the Present Position
Year/s in Service in the Previous Position

Figure 2 Research Paradigm
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The conceptual framework in Figure 2 presented the different interacting variables
in this study. The boxes represented thdependent, dependent and the intervening

variables of the study.

The Independent variables consist of succession planning and management practices
such as communicate expectations, organization alignment and assessment, talent training
and development anprocess evaluation. The arrow pointing to the dependent variables
determines the managerial core competencies such as communication, planning and
administration, team work, strategic action, and-selhagement. Hence, the intervening
variables are thenstitutional and personal profiles such as type of HEI, level of
accreditation, gender, age, employment status, educational attainment, level of position,
year/s in service in the institution, year/s in service in the present position, and year/s in

servie in the previous position.
Statement of the Problem

The main problem of this study is to determine the managerial competencies relative

to practices of succession planning of private HEISs.

1. What is the profile of the respondents based on the followirgppal and

institutional variables?

1.1  Institutional:

1.1.1 Type of HEI

1.1.2 Level of Accreditation

1.2  Personal:

1.2.1 Gender

1.2.2 Age

1.2.3 Employment status

1.2.4 Educational Attainment

1.2.5 Years in Service in the institution

1.2.6 Level of Position
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1.2.7 Year/s in Service in the Present Position
1.2.8 PreviousPosition in the Institution
1.2.9 Year/s in Service in the Previous Position
2. What are the managerial competencies of the respondents in terms of:
2.1  Communication
2.2  Planning and administration
2.3  Teamwork
2.4  Strategic action
2.5 Sel-management?

3. What are the succession plampiand management practices of the

respondents in terms of:
3.1 Communicate Expectations
3.2  Organization Assessment and Alignment
3.3 Talent and Training Development
3.4  Process Evaluation?

4. Is there a significant relationship between managerial competencies of the

respondents and their profile?

5. Is there a significant relationship between succession planning practices of the

respondents and their profile?

6. Is there a significant relationship between succession planning and management

practices and the managerial cotepeies of the respondents?
Hypotheses of the study

The study will focus on the following hypotheses:
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1. There is no significant relationship between succession planning and

management practices and the profile of the respondents.

2. There is no significant rei@nship between managerial competencies and the

profile of the respondents.

3. There is no significant relationship between succession planning and managerial
competencies of the respondents.

Scope and Limitation

The scope of the study was twofold: determine the succession planning and
management practices and the managerial competencies of the respondents.

The study was limited in determining the succession planning and management
practices and the managerial competencies and of educational laadeasiministrators
among Private Higher Educational Institutions in the National Capital Region categorized as

Sectarian or Nossectarian and level of accreditation.

The respondents were composed of \goesidents, deans, program chairs, directors
and cordinators from private Higher Educational Institutions in the National Capital
Region.

Significance of the Study

Excellent and exceptional leaders are assets of any organization, specifically in
academic setting. Indeed, leadership is a skill that cailitdée one to unleash the full
potential of every employee. However, excellent leaders are diminishing, thus the need for
growing own potential leaders within the organization is an urgent call for the present

educational leaders.
The findings of this stdy would be of great importance to the following:

Educational institutions. The result of this study offered relevant ideas and
strategies as regards to the integration of succession planning in the strategic plan of the

institution.

Educational leaders ad managers Educational leaders and managers are referred

to empowered people designated to function as educational leaders, through this study, they
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can be helped in leading and managing their people. likewise, they can be helped in
employing appropriatsuccession planning strategies in the selection of potential leaders for

the continuity of service.

Faculty membersBeing the prime successor to hold key positions in the
educational institutions. This study may likewise give them opportunities to imgreire

competencies for possible future leadership roles.

Other researchersThe researcher with great desire to give insight to other
researchers who will be interested in this study and will consider this for their future

investigation.
Definition of Terms

The following terms were operationally and lexically define to give light to this

research study.

Competencerefers to the possession of required skill, knowledge, qualification, or

capacity.

Effective Succession Planning and Management Progranrefersto those that
not only go beyond identification and development of a single employee, but also those that
include a fndeliberate and systematic ef f ol
continuity in key positions, retain and develop intellectual kmowledge capital for the

future, and encourage individual advancemen

Higher Education Institution (HEI) is also called tertiary, third stage, or post
secondary education. Tertiary education is normally taken to inalndergraduatend
postgraduate educatioiColleges and universities are the main institutions tavide
tertiary education. Collectively, these are sometimes known as tertiary institutions

(en.wikipedia.orgviki/ Education).

Leadershiprefersto the process of interacting and influencing individuals, groups,

or communities while meeting and enhancing institutional needs through change processes.

Leadership Developmentefers to he development of the leader through a process;
the focus on théuilding and expanding on the knowledge, skills, and abilities for effective

leadership with desired outcomes and expectations.
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Lower Manager refers to individuals whose position may include the job title

chairperson or coordinator. These individuals diyeeport to middle managers.

Managerial competenciesare sets of knowledge, skills, behaviors, and attitudes
that a person needs to be effective in a wide range of positions and various types of
organizations (Slocum, 2008, p.4).

Middle Manager refers toindividuals whose position may include the job title of

dean, associate dean, and director. These individuals directly report to top managers.

Non Sectarian Schoolis a private school that functions and has developed

curriculum officially independent okfigious orientation and influence.

Performance refers to the achievement of results, the outcomes (ends) to which

purposeful activities (means) are directed.

Sectarian Schoolsrefer to nonstock, norprofit educational corporations usually
owned by religious organizations particularly by the Catholic and Protestant religions.

(en.wikipilipinas.org/index.php)

Succession Planningefers to he process of identifying and preparing a suéabl
employee for a position or replacement of an employee in a different role within the

organization or institution through job rotation, training and mentoring.

Top Manager refers to individuals whose position may include the job title of

Executive VicePresident, VicePresident or Chancellor.

16



CHAPTER 2

REVIEW OF RELATED LITERATURE AND STUDIES

This chapter presents various literatures in forms of books, journals and previous
studies which are related to this present study. The researcher poseentlifiews on
leadership, managerial competencies, and succession planning and management researches

from local and foreign authors.
Foreign Literatures
On Leadership

Leadership styles, managerial competencies, and succession planning in the context
of higher educational institutions play part in the organizational challenges, innovation, and
sustainability. Every organizational institution must adhere to the concept that the

primordial purpose of its existence is to prepare individuals to take ondbagntasks.

Mauriel (1989) stated that instructional leadership involves harnessing the great
reservoir of energy and potenti al t hat norn
whether academic or business is viewed as a system, thus, members, policies, and
envirorment are intertwined moving on to a definite direction. Similarly, Birbaum (1991)
noted that learning how colleges and universities work requires seeing them as

organizations, as systems, and as inventions.

Educational leaders employing power to managesyiséeem must uphold to certain
values and culture of the organization they are serving. Patterson (1993) in his book
mentioned that | eaders dondét | ose power by
in the organization being driven by values rattiemn events. He further emphasized that
school | eaders must recogni ze that they don
inside the school, instead focus on the control of quality because this will strengthen the
accountability factor by linkig evaluation to core values. This idea holds true to valuing
people within an organization and making them accountable for performing in a

professional manner.
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In the same manner, the role of the leaders should not be taken nonchalantly because
they perfom significant task in building stability within the organization. Collins (2001)
discussed comprehensively the level 5 hierarchy of Level 5 leadership. These are:

Level 1: Highly capable individual, makes productive contributions through talent,
skills, and good work habits

Level 2: Contributing team member; contributes individual capabilities to the
achievement of the group objectives and works effectively with other in a group setting

Level 3: Competent manager; organizespe and resgaes toward theffective and
effective pursuit of preletermined objectives

Level 4: Effective leader; catalyzes commitment to and vigorous pursuit of a
clear and compelling vision, stimulating higher performance standards

Level 5: Executive; bilds enduring greatness through a paradoxical blend of
humility and professional will

He further emphasized that every good to great company had level 5 leadership
during the pivotal transition years, likewise level 5 leaders set up their suscisseven
greater success in the next generation, contrary with level 4 leaders who often set up their
successors to failure. Collins (2001) highlighted that gbtdgreat leaders understood
three simple truths. First, begin with who rather than whdtis Ttruth has been
synonymously illustrated to a given situation of people joining the bus because they know
where it is going but if something happens and there is a need to change direction, problem
sets in. However, if people are on the bus becauséofelse is on it, even if there will be a
change of direction to be more successful will not create conflict. Second, having the right
people on the bus is an advantage because it will be easy to motivate and manage them. The
ri ght peopl e tighdtlypmabagedmorefied up;tthey will de seffotivated by the
i nner drive to produce the best resul ts.
whether right direction is discovered. Great vision without great people is irrelevant (Collins
2001, p42.

The role of the educational leaders in the selection of the right people to hold key
positions in the organization is difficult. It requires a great deal of leadership skills. Leaders
who know how to plan, analyze, assess, implement, and evaluate pethi@eorganization
are most likely to be successful in getting the right people to do the right job. However, the
prevalent shortage of talent pools both the executive and managerial levels of many

organizations is an immediate concern of every leadaninorganization. Several factors
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may be considered in this shortage such as rapid growth, dramatic rise in the retirements,
poaching of key people by competitors, and the difficulty of retaining talented people. And
itds happening atp a stiimecrwhen nlgégdae mploirt an

success (Byham, 2002).

Sousa (2003) discussed briefly the different theories of leadership styles and the
degree to which they affected school organizations. He posited his view on autocratic style
which stated from late 1800s to 1950s, taking this as dogmatic style of leadership because
commands were issued and compliance was expected. Then there was a deviation of this
style called bureaucratic which valued rules, regulations, and rank. These stylesvagved
to more democratic approaches through collective bargaining agreements when teachers
unions began to gain strength in the late 1960s (Sousa, 2003, pl2). Likewise,
Democratic/Participative leadership was characterized by consultation with members of the
organization on significant actions and decisions. The loophole of this was the vulnerability
of the organization to the will of the majority, relativity comes in, what is good to the

majority is not good for the organization.

Another theory flourished ithe early 1970s, the Situational leadership, Paul Hersey and
Kenneth Blanchard the proponents of this theory bring to light the basic principle of
situational |l eadership that I s, the | eader
A mat ur idopn thdr wilimysess and ability to perform a specific task. The downside
of this theory is that there is no definite way to know which leadership skills would be most
effective in a particular situation. On the one hand, Transformational leadershga gain
favor during the 1980s; this style recognizes that there can be many leaders who share the
same goals who can be empowered to make certain decisions. This kind of leadership
motivates followers through charisma to identify with the vision of the leaddr to
sacrifice their selnterest for the organization. According to Sousa Transformational

leaders need to practice three goals:

1 First, help staff develop and maintain collaborative and professional school culture
that reduces isolation, shares leatigr, delegates power, communicates norms and

beliefs, and uses bureaucracy to support cultural changes.

1 Second, encourage the staff to internalize the goals for professional growth.
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1 Third, help teachers to work smarter, not harder, by recognizing thaietsaas a

group can develop better solutions than the principal working alone.

On the other hand, Transactional leadership is based on an exchange of services for
various types of rewards that the leader controls. This style develops through exchange
proess between leaders and subordinates, wherein leaders provide rewards in exchange of
the performance of subordinates. This leadership is distinguished by compromise, barter,
and contractual aspect between manager and employee.

Systemic style emerged hovay in the late 1980s and 1990s and becomes necessary
when there is a need for reform changing a
Alongside of these necessary changes came from different forces such as societal,
economic, and the advent of teckogy. For this reason, educational leaders need to find
out whether the current mission and offerings of their schools can meet these challenges. If
not, then leaders will need to use reflection, rethinking, and restructuring to make systemic
changes nessary so that the organization can effectively serve the communities (Sousa,
2003,p.15).

Leaders and managers of an organization can inspire members to perform excellently in
their respective work. According to Brooks (2005) great leaders get to knowpé#ugile;
they empathize, they encourage and support different opinions. There are changes in
organizational culture that embrace innovation and passion. Thus, great leaders show
passion and energfy he sense that Asomet hi ngentidxiti ti ng
members are well motivated by their superior, most likely they will stay and serve so long
they are recognized and their efforts are vaplbreciated. The motivating reason for most
employees to work fervently is not only about financial relsait is how their efforts are

being recognized and acknowledged by their respective superiors.

Great leaders have emotional intelligence. They are self aware and grounded, they learn
from their mistakes, and they take feedback as well as give it. Tdleete¢generation
leaders these kinds of lead&rs f they canot find in their c
move (Brooks, 2005).

According to Hughes, Ginnett, and Curphy if leaders do not have emotional intelligence,
they may not achieve their full potédtdespite their high cognitive intelligence. They have

mentioned that assessing leadership potential is fundamentally concerned with predicting
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who will or will not be an effective leader before they have been placed into a position,
accurately predictip managerial effectiveness important but not at all straightforward. The
leadership potential dimension assesses the extent to which the candidates are capable of
assuming greater responsibility and are likely to be successful if promoted one or two levels
up in the organization (Hughes, Ginnett, and Curphy, 2009).

Slocum &Hellriegel (2009) defined leadership as theprocess of developing ideas and a
vision, living by values that support these ideas and that vision, influencing others to
embrace them in thewmwn behaviors and making hard decisions about human and other
resources. Likewise, they presented the five sources of power of the leaders to influence the
actions of follower. These are legitimate, reward, coercive, referent, and expert. All
managers erage in political behavior to influence others, but sometimes ineffectively.
Political behavior and organizational politics focus on efforts to protect or enhance self
interests, goals, and preferred outcomes. The drivers of political behavior were rtbted w
special emphasis on how managers can foster or minimize political behaviors of

subordinates in relation to the performance appraisal process.

These two authors also underscored the implication of leadership models in the
organizational parlance. Thesgodels are the traits, Theory X/Theory Y, and behavioral
models. The traits model emphasizes the personal qualities of leaders and attributes success
to certain abilities, skills, and personality characteristics. Hence, this model fails to explain
why cerfiin managers succeed and others fail as leaders, perhaps the primary reason is that
it ignores how traits interact with situational variables. Next are the Theory X/ Theory Y
model which are based on the premise that the behaviour of the managers is often
influenced by their assumptions and beliefs about followers and what motivates their
followers. Theory X is a composite of propositions and underlying beliefs that take a
commanedandi control approach to management based on a negative view of human nature.

The behaviour al mod el emphasi zes | eadersé a

The evolution of leadership theories along with the models directed leaders and
managers to understand the complexity of an organization. These leadership insights can be

of great help to improve managerial skills and performances.

The need for organizational development and sustainability is an immediate call to meet
the present challenges of the world, both educational and corporation background. Aside

from Theory X and Teory Y another theory emerged into being. Theory Z was first
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identified as a uniqgue management approach by William Ouchi. He contrasted American
types of organizations (Type A) that were rooted in the United States' tradition of
individualism with Japanesorganizations (Type J) that drew upon the Japanese heritage of
collectivism. He argued that an emerging management philosophy, which came to be called
Theory Z, would allow organizations to enjoy many of the advantages of both systems. He
deliberately eglained the concept of Theory Z which represents a humanistic approach to
management. Although it is based on Japanese management principles, it is not a pure form
of Japanese management. Instead, Theory Z is a hybrid management approach combining
Japanesenanagement philosophies with U.S. culture. It is a combination of American and
Japanese management philosophies and characterized by, among other thisiganijoiy
security, consensual decision making, slow evaluation and promotion procedures, and

individual responsibility within a group context.

In addition, theory Z breaks away from McGregor's Theory Y. Theory Y is a largely
psychological perspective focusing on individual dyads of empleygroyee relationships

while Theory Z changes the levelaralysis to the entire organization.

Ouchi (1981) presented Theory Z which focused on increasing employee loyalty to the
company by providing a job for life with a strong focus on the-weihg of the employee,
both on and off the job. According to hifiheory Z management tends to promote stable
employment, high productivity, and high employee morale and satisfaction. According him,
Theory Z organizations exhibit a strong, homogeneous set of cultural values that are similar
to clan cultures. The clan ¢ufe is characterized by homogeneity of values, beliefs, and
objectives. Clan cultures emphasize complete socialization of members to achieve
congruence of individual and group goals. Although Theory Z organizations exhibit
characteristics of clan culturethey retain some elements of bureaucratic hierarchies, such
as formal authority relationships, performance evaluation, and some work specialization.
Proponents of Theory Z suggest that the common cultural values should promote greater

organizational comitment among employees.

With Theories X, Y, and Z implications for the modern organization include new
challenges and opportunities. As we learn from these theories and work to implement the
ideas in them we must be aware of the modern issues of workimg&ople from different
cultures and overseeing movements of jobs to countries witlttdstviabor. Also, we must

embrace diversity as the U.S. demographics change and understand that our new managers
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must recognize and respond to the different cultuamgés that will surely ensue with their

growing diverse working population.

Theory Z stresses the importance of a caring and benevolent relationship between
leaders and followers, and presumes that workers will get motivated by a strong social
relationshipwith the company. Loyalty to the company will increase by providing a job for

life, in which the company takes genuine interest in the-lnafig of the employee.

Just as foDouglas McGrg o r 6 s T h g ibis wery iKipo&ant¥lways to acknowledge

that it is the followers needs that should determine which leadership style to adopt, and that
every leader must adapt his/her leadership style to the local cultural context. Therefore it
may rot be easy to implement Theory Z in a western cultural setting, because western

employees may have completely different needs for leadership than the Japanese workforce.
On Managerial Competencies

Slocum, Jackson, Hellriegel (2008) stated that organizmhire people because they
believe that they have managerial competencies that will enable them to become star
perfor mers. Li kewi se, the continual develo
significant because of the many challenges happening nwiim organization. A
competency refers to areas of personal capability that enable employees to successfully

perform their jobs by achieving outcomes or accomplishing tasks (Noe, 2008, p114).

Provision of indispensable leadership programs and trainingsetabers of the
organization is essential to carry on innovation and modernization. Such trainings and
progr ams mu s t construe with t he needs of
anticipation of unexpected loss of key people in the office servewag @ prepare for any
possible work shortage and delay.

A

Il n the present context i n most HEI 6s, p I
and opportunities for development programs. It has been a basic fact that the most important
asset of an orgaration is its people. Successful organizations value their people by giving

them leadership development opportunities.

Consequently, Moskowitz (2008) mentioned that to be considered a competent
trainer, the aspiring professional needs to acquire a sekildé and knowledge and
demonstrate defined abilities and behavior. He further emphasized that developing trainer
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competencies requires much the same process that anyone follows to determine and acquire
the knowledge, skills, attitudes, and behaviors adetb work effectively in a chosen
profession. Hence, the developing trainer must identify the competencies necessary to
perform effectively, assess current capabilities and execute a knowledge and skill
development plan to improve their capabilities. Mwer, leaders and followers alike may
engage themselves in various ways and activities for competency building such as
individual workshops and seminars in specific competency areas, annual conferences and
local training courses, certificate courses thatlude opportunities to develop trainer

competencies.

Dessler (2009) as cited by Shamsuddin (2
job can be observed and measured, in the context of demand and expectations of the
position assigned to the individual.ofsidering that succession is not substitution or
replacement, an objective measurement method free from personal judgments and
preferences is required. Thus, regular assessment and monitoring are critical to gauge the
moods, wants and grievances of thiertipool, especially, so that actions can be taken to

nip the bud of unwanted dissatisfaction leading to disenfranchisement of potentials.

It is interesting to note that a study conducted by Carli and Olmshipman (2004) in
their study onGender Issues iVorkplace Groups: Effects of Gender and Communication
Styles on Social Influencdelved on gender differences in interaction style which examine
the relative amount of task and social contributions to group interactions revealed greater
agency in male comunications and communality in female communications. A meta
analytic review of these studies revealed that men exhibit a higher percentage of task
behaviors and direct disagreements than women do and women exhibit a higher percentage
of positive social bieaviors than men do. Similarly, Eagly and Johnson (1990) as mentioned
in the study of Carli and Olmshipman (2004) conducted a-arefytic review on gender
differences among leaders which revealed only a small difference in social behavior and in
none tak behavior. The results suggest that the role of the leader may to some extent
prescribe particular behavior regardless of the gender of the leader which would be
effectively reduce gender differences in leadership style. Nevertheless, twamagtac
reviews related to communication have established differences between male and female
leaders that correspond to the expected pattern of greater female communality and male
agency. Compared with leaders of other gender, female leaders display a more democrat

style, encouraging collaboration, and involving subordinates in decisions. Whereas male
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leaders display a more autocratic style, discouraging participation by subordinates in favor

of asserting the | eaderds control and autho
On Leadership Developnm

Mc Caul ey et al ., (1998) defined |l eader
collective capacity of organizational members to engage effectively in leadership roles and
processeso. Li kewi se, its overriding goal
expected performance necessary in the work place. As the organization provides
development programs alongside with this is the presence of succession planning where the

process of selecting for qualified persons must be congruent with the positionditxbe fi

Fulmer (2001) pointed out the need to grow leaders within the organization instead
of buying them. He explained that best practice organizations involved in the study grow
leaders as opposed to buying them. For that reason, aspiring companies kvenw the
secret o f making Al eaders their most i mport
marking effort by the companies, best practice organizations emphasized that their top
leadership came from within the company. In contrast to the situatioramy companies
today, buying top level talent occurs occasionally. Best practice organizations lean toward
internal leaders because of the powerful and distinct cultures in which they work (Fulmer,
2001, p.15). Citing as an example the strategy usedéybthe leading companies in the
oil industry, Shell Company created LEAP (leadership and Performance) handed to
committee of managing directors to select a small group of people who will create the
progr am. Leapbdbs chal |l e nydeeeltiv@ghout tbe omanieasidne | e a
Certainly, leaders who have come up through the organization are a proven fit, because they
have successfully accomplished assignments in the way that the organization has chosen for
its leader.

Undeniably, more andnore organizations face a shortage of leaders both the
executive and managerial levels. Several factors may be considered in this shortage such as
rapid growth, dramatic rise in the retirements, poaching of key people by competitors, and
the difficulty ofr et ai ni ng talented peopl e. And itéds

increasingly i mportant to an organizationodos

Conger and Fulmer (2003) called the practices of succession planning and leadership
development as succession ngeraent. Furthermore, they emphasized that an effective
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succession management plan requires the identification of key knowledge positions and
including those in the succession plan, being transparent with employees about all aspects
of the plan, rigorous @sof measurements, and the inclusion of some flexibility in the plan

so it is easily adjusted to changes in the environment.

According to Conger and Fulmer, developing leadership talent is a long term
i nvest ment . Unl i ke t he fionemahagemenh & rthe dpastmi nd s
todaydés systems must take the | onger view.
to move talented individuals at an appropriate pace into the right developmental
opportunities over the span of their careers. Witk @im in mind, tracking the progress of
individual participants is a necessary dimension of a best practice succession process
(Conger and Fulmer, 2004).

Day (2004) defined | eadership devel opmen
to be effective ineadership roles and processes that enable groups to work together in a
productive and meaningful ways. The capacity comes about through the development of
cognitive, behavioral, and social complexity which in turn are based primarily in
differentiation ad integration. He mentioned that the creation of conditions to sustain
leadership development is necessary. According to Day, one strategy to explore for future
institutional leadership development workshops is to train participants to reflect and learn
when the learning opportunities present themselves or when they are created in line with
some strategic development planning process. It was emphasized that the training
workshops focus on teaching participants to translate theory into practice so thaheshen
need the theory in practice, they will know how to best utilize it for enhancing self
awareness, sefegulation, and selievelopment.

According to Spendlove (2007) Leadership development is thought to occur through
training in individual skills andabilities. However, leadership has been shown to be a
complex interaction between the designated leader and the social and organizational
environment. The underlying assumption is that more effective leadership occurs through
the development of individué&aders, and that leadership can be added to organizations to
improve social and operational effectiveness. A complementary perspective approaches

leadership as a social process that engages everyone in the community.
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Noe (2008) emphasized the importarafecapturing the valuable knowledge of
employees in order to utilize such skill and knowledge before the time baby boomers begin

leaving the labor force.

In a way adhering to the same idea, Picciano (2011) believed that designing and
putting into practiceeffective professional development programs is a complex undertaking.
As much as possible, programs should be designed such as that they provide some variety
of activities and take place over an extended period of time to allow participants to practice
and experiment professional development is a continuous process. Hence, planning
professional development requires a long term commitment that aims to upgrade technical

skills and continually rather than on a short term orshma basis.

Dubrin (2013) undéined that leadership development has become a heavy priority
for many major business and government organizations. He also mentioned that mentoring
others is an important leadership responsibility. Another experieamed way to develop
leadership capalty is to be coached by an experienced, knowledgeable leader. Likewise,
mentors enhance the career of protégés in many ways, such as by recommending them for
promotion and helping them establish valuable contacts. The general picture of developing
leadersis to make such development part of the culture, including mentoring and offering
constructive feedback. Developing and training leaders is far more complex than merely
sending aspiring leaders to a emeek seminar. The leadership development progrartohas

be appropriately sponsored, carefully designed, and professionally executed.
On Succession Planning and Management

Higher Educational Institutions are never apart from corporate organizations
adhering to the same géathe quest for innovation and siiitly. The question on how to
remain steadfast amidst the challenges of globalization is a serious call for all educational
leaders. To be able to address this need for survival, administrative leaders recognize the
task to cope with the expectations impoddy the ever changing needs of the society.

The indispensable leadership issues cannot be taken aside, as the organization moves
toward the attainment of goals. Essentially, development programs are needed to measure
performance and select people to hpddtinent posts in the administration, for that reason,
succession planning is vital to ensure that there will be available talent pools to perform and

deliver in the workforce.
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The marriage of leadership development and succession planning must be taking
place within the organization. The intertwined relation between leadership development and
succession planning give direction to organization. Succession management approaches are
being used to facilitate effective organizational positioning and develtpmensure that

within an organization the #Aright #nAl eaders

Conger and Fulmer (2003) emphasized that an effective succession management
plan requires the identification of key knowledge positions antuditg those in the
succession plan, being transparent with employees about all aspects of the plan, rigorous use
of measurements, and the inclusion of some flexibility in the plan so it is easily adjusted to

changes in the environment.

Indeed, leadershigevelopment programs and succession planning need to be given
much attention to attract, develop and retain leadership pool that will help maintain long

term sustainability and viability.

Fulmer (2005), as cited by Erasmus, said that the larger issueadsrdaip
development, tracking, and developmental opportunities. The real key in succession
management is to create a match between org
individuals. The only way to keep talented people is to provide them gvitkwvth
opportunities that keep them stretching and finding more promising they might find

elsewhere. Recruiting and retaining leaders becomes an economic and strategic challenge.

According to Christ 2 0 0 5) i n her study entitled dnl
study of Succession Planning at Dougl as Co
significant organizational intervention opportunity to respond to the impending loss of
leadership personnel. Efftive strategic planning for leadership development can position
an institution to attract external people and retain current employees with leadership
potential. For those who practise informal leadership, opportunities exist for developing
competency dected at moving into formal leadership roles. For those currently in formal
leadership roles, opportunities for further leadership development can help with upward
mobility into executive leadership roles. Succession planning can lead to greater job

satigaction for all employee groups.

While it is true that succession planning served as a way by which organizations

evaluate and promote leadership talent., Hughes, Ginnett, and Curphy (2009), On the
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contrary, mentioned the implication of succession planmrgyganizations, such as family
Towned businesses where family members, often sons and daughters are promoted into
critical leadership positions because of their familial relationships with the owner rather
than on the basis of their leadership skills. @e hand, in some privately held companies,

such as Saudi Aramco, Marriott and Carlson Companies, this process of having successive
generations of family members take over multibiltiwilar family businesses has worked

quite well. On the other hand, IBil Fordbés takeover of Ford Mo
ago has been nothing short of disastrous (Hughes, Ginnett, and Curphy 2009, 96). They
further highlighted the idea that one of the best practice techniques organizations can use for
succession planning the ninecell matrix. This ninecell matrix has two major dimensions.

The leadership potential dimension assesses the extent to which candidates are capable of
assuming greater responsibility and are likely to be successful if promoted one or two level
up in the organization while the leadership performance dimension assesses the extent to
which candidates are achieving results. Organizations usecelinmatrices to determine
possible successors for critical leadership positions, design customizeldpeent and

retention programs for different cells, and revamp recruiting and selection systems.

An article entitled ASuccession Plannincg
stressed that an effective succession plan helps identify and groom highigbot@nagers
for advancement into key, senior positions, while a leadership pipeline cultivates a pool of
quality leaders with diverse management expertise, and provides them with opportunities
for professional growth. This strengthens institutional depent from within through
increased departmental performance, employee satisfaction and retention, as well as
creating an infrastructure for leadership continuity through candidates who can readily fill
critical positions. The shared benefits of an effecsuccession plan are based on a simple
idea: by investing in the people that make up your organization, you are investing in the

organi zationds ongoing success.

Rothwell (2010) differentiated replacement planning from succession planning.
According to m replacement is about finding backups to fill vacancies on an organization
while succession is about grooming the talent needed for the future. Likewise, he gave
insight on the importance of succession planning in the present times. First, many
organizaibns are experiencing the effects of aging workforces. Second, concerns about
terrorism have raised the stakes on prudent planning to ensure that leaders and other key

workers have backups in case they are needed. Finally, years of downsizing and tther cos
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cutting measures have reduced the internal bench strength of many organizations so that it is
more difficult to find internal replacements. Many organizational leaders are taking steps

now to Agrow their own talent. o
Local Literatures

Miclat (2005) articulated that strong leadership in the organization will not be
attained if employees are not empowered to exercise it. Moreover, he made a distinction of
proselytizing from empowerment. One must do more than talk about it and must change the
organization conceptually and structurally to bring down leadership to stewardship that is
alive in all levels. Indeed, leadership in all its sense directs organization in the attainment of
goals. Essential mechanisms for effective execution of this pdtemgaperformances,
processes, and procedures relative to the development, innovation, and success of the

organization.

The observation of good governance and effective leadership does not only happen
in the private sector but also in the public sectoilledBtes and Fernandez (2011) in their
article fiRestoring Trust and Building Integ
Philippines and Areas for Refor mo, shared
concept of leadership is viewed in thevernment parlance, still, it deals with performance,
competence, and trust. These elements are needed for a sustainable management in all
organizations. They stated that effective leadership is central to effective and sustainable
implementation. Thust plays a vital role in the success or failure of government. The style
of | eadership being emphasized in the arti
towards change of mi ndsets and behavior as
example isa leader who does as he speaks. He seeks to lead his people with their full
potentialities. He helps them realize their potentialities in the democratic process. A leader
who leads by example is crucial in restoring trust in the government. Peopldisushtl
of leadership as they could see in him the elements of good governance such as
accountability, predictability, transparency, rule of law and participation. Ideal perception of
effective leader is far from reality, considering the complex roleearatic changes in the
society. However, this perception may be translated into concrete scenarios whereby power

and empowerment are worthy of consideration both in the eyes of the leader and followers.

Forbes (2011) I n hi s ssuestRolesl oéSclool Headslag d i T

l nstructi onal | eader |, Admini strator, and M
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manage the various problems and issues that the educational system is experiencing and the
taxing role of 't he tbesechatlehgesn@ne af the corandontasksoh d d r
a school leader is to create a school wide vision; this can only be actualized through
planning for effective professional development, mentoring teachers, handling discipline,

and supervising and managing a aah Certain characteristics that the school managers
should possess were also identified such as the capacity to contribute to academic
performance, the capacity to promote culture in a given academic year, the capacity to
promote sports, the capacityrttanage limited resources, and the capacity to for innovation

in academics, culture, sports, and resource management. It was also emphasized in the
article that | eaders are also |l earners, nl e
acommonvison, and providing support for staff
executive power must transcend this through empowering employees. Empowerment means

the ability to explore potentialities open for improvement and development.
Foreign Studies

There were several foreign studies as regards leadership, managerial competencies
and succession planning in academic setting. One of which was the study nGoe/é&y
(2006) in his paper entitled Alntegrating L
Best Practices highlighted the idea that most organizations often fail to utilize managerial
personnel effectively for leadership development and succession planning systems, and
many execute these critical practices through separate human resouran$utiat shift
the responsibility for leadership development away from line managers. The purpose of this
paper is to present best practices model for optimal development of the leadership pipeline
and a series of practical recommendations for organizatioh group of 30 CEOs and
human resource executives across 15 best practice organizations were asked-via semi
structured interviews to describe the conte
leadership development and succession planningigeac Several findings were given
such as analysis of interview data indicated that best practice organizations effectively
integrate leadership development and succession planning systems by fully utilizing
managerial personnel in developing the orgagnizcao n 6 s ment or net wor k,
codifying high potential employees, developing high potentials via prbgssd learning
experiences and managecilitated workshops, establishing a flexible and fluid succession
planning process, creating organiaa-wide forums for exposing high potential employees

to multiple stakeholders, and establishing a supportive organizational culture. The interview
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data are drawn from a relatively small number of executives and from a single industry,
which may limit theoverall utility of the findings. This study offers needed empirical
support for the value of integrating leadership development and succession planning
practices through utilization of managerial personnel. Management development
practitioners willbenefi f r om assessing their respective
a -vis those discussed here, while scholars may utilize the best practices model for
generating further research on the role of managerial personnel in talent management

systems.

Another study conducted bgaldwell (2007) in a working paper for the UCEDD
Net wor k, entitled AEl ements of Effective Su
number of university leaders have begun to recognize the need to train the next generation
of leaders, such programs are typically driven by individuals rather by institutions. Some
view that changes in leadership at higher educational institutions are often personal and
tribal in nature, and that succession decisions are often controlled by Boaeleation
committees outside of the department, who can choose whether to maintain continuity and
momentum, or make significant changes to institutional direction and focus. In this regard,
succession planning cannot occur in isolation; rather, the eleroesuccessful succession
efforts are rooted in four major and interrelated organizational processes: leadership
development, transition planning, capturing and transmitting institutional and technical

memory, and transmitting important relationships.

Furthermore, she listed some leadership development strategies for higher education

which address many issues that are particular to the academic setting:

1 Academics are often ambivalent about assuming leadership roles.

1 Professional identity and sense of s@ittion from work of leaders in higher
education settings are often derived principally from their professional expertise and
accomplishments not for their leadership potential.

1 Those in higher education settings are often not recruited for thederghip
potential, but rather are selected and rewarded for their research, course development,
and/or teaching skills.

1 Often, the institutional system tends to snuff out the spark of enthusiasm for
leadership before the flame is ignited.
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1 The prestige ofspecific professional disciplines drains off potential leaders into
profitable norleadership roles.
1 Many academics are unwilling to give up their professional and personal lives for

ones consumed by leadership responsibilities.

Another study made by Richads (2009) entitled AA New |
Succession Planning in Higher Educationo, |
information and notion of succession planning across both faculty and administrative
positions. She mentioned about theed for colleges and universities to develop future
leaders who are well positioned and ready to assume leadership posts at colleges and
universities across the country. Colleges and universities without deliberate strategies for
attracting, developingnd retaining existing or new talent could suffer leadership shortages
in the future. It was stated in her study that while formal succession planning is not
prevalent in higher education, most colleges and universities are concerned with and are

addressig leadership development opportunities for employees.

Likewise, the purpose of the study was to uncover if and how institutions of higher
education were currently approaching succession planning and understand if there are
specific considerations for plaimg in the academic culture; cultures traditionally driven by
non-profit missions, collegial cultures and shagsernance. As such, the goals of the
study were old. First, it sought to understand if institutions had formal succession plans
and exploe whether or not the governance structure impacted decision making and
approaches to succession planning. Second, if organizational culture influenced an
institutionodos approach to succession pl ann
methods, andft processes that were important to institutions as they thought about
developing and retaining leadership talent through formal succession planning. By focusing
the research on these goals, the study yielded outcomes in the form of a themes and a series
of succession planning strategies that may be helpful to future institutions that seek to

implement succession plan efforts.

In this qualitative study, data was collected from 6 academic leaders using grounded
theory which allowed the researcher to explore themes of 6 academic governance and
culture, approaches to succession planning, and uncover potential strategies that may be
best supported in institutions of higher education. Coding aosddimg throughout the data

collection and analysis process allowed the researcher to emerge with several themes and
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subsequent recommendations for implementing succession plans withinigbe aulture

and governance structure found in higher education.

In this study, she found out that few institutions were able to demonstrate such a
deliberate and systematic effort toward succession planning. Rather, what many participants
of the study decribed as succession planning was often represented by descriptions of
leadership development activities without the strategic identification of high potentials or
talent pools which are characteristic of formal succession planning. Furthermore, though
paticipants shared a common view of the purpose of succession planning but had difficulty
in describing its parameters, contents, and characteristics. It was determined that few
institutions actually had this level of comprehensive succession planningde ahd in
some cases, those that claimed to have plans may have confused succession planning with

leadership development terms as well.

Essentially, she suggested that institutions with aspirations of moving toward a more
deliberate and systematic sucgies planning model as an umbrella for targeted leadership
development should adopt a new paradigm for succession planning that honors the essential
elements of an effective succession plan while valuing the collegial culture and presence of

shared decien making.

Similarly, another study was made by Erasmus (2009) addressed the importance of
succession planning for the organizations?o
supply of competent, experienced, and welined managers. The findings dissad the

main issues that need to be addressed:
1 The assessment of current needs with regard to strategic planning needs;
1 No willingness to devote resources to cultivating talent;

1 Pressures to reach daily targets on revenue collection placed abweeession

planning;
i Stakeholders support and clear communication lacking;
1 Appointing a succession planning coordinator;

1 Training and counselling with respect to succession planning was not offered.
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Succession planning programs help to ensure the caytivfuialent needed to preserve
economic growth and organizational viability. Career planning programs help individuals
discover their career goals and provide reasons to qualify for advancement or simply keep
their skills current, as employability in a weeconomy places more responsibility on
individuals to remain competitive in a dynamic labour market (Rothwell et al,
2007:preface).

Gonzales (2010) in her working paper ent.
pl anning in Acad e oohredionpatwegnahe gudd ahdhihe torpordtion
be strengthened and become more of a two way street. She further discussed the distinction
between two levels of administrators: deans and above who are professional administrators,
and department chairsé below, who characterized as casual administrators. People should
have dual career ladders and be able to move back and forth between technical and
managerial jobs, that is, between the guild and the corporation. Likewise, it was highly
underlined thatristitutions of higher education need to become more sophisticated so that
they can recognize good leadership when they see it. To find leaders in places where they
are likely to be overlooked by the casual observer can only be done through a deliberate,
thoughtful and sustained process of succession planning.

Another similar study on succession planning is the research paper of Coward (2012)
entiAl@uWamtitative Study: Administrative Les:
and Management Practicesithin Community Colleges.The study delved into the
perceptions of senior administrative and middle manager community college leaders
regarding current succession planning and management practices occurring within their
institutions. A suitable successi@ianning and management instrument was not found;
therefore, the Wrigh€oward Succession Planning and Management Survey (WCSPMS)
instrument was developed. An exploratory factor analysis was used to address research
guestion one and test the structurdatienship of the common succession planning and
management components of the survey. A second statistical procedure, multivariate analysis
of variance, was used to analyze differences between the four dependent measures of
succession planning and managamend leadership level, and institutional factors.
Findings from this study suggested (1) items on the WCSPMS instrument are correlated and
three relatively independent succession planning and management factors are associated
with the 20 underlying itemsand (2) there is a statistical significant difference between

leadership level as regards to perceptions of succession planning and management practices.
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Furthermore, this study indicated there is much work to be done by community college

leaders in tharea of succession planning and management.
Local Studies

Lagunda (2009) i occesson forpntegeneratienal Cantintitgid A S
the Context of Private Higher Educational Institutions (HEIs) explored and sought to
inquire into the succession practices and its relationship with family dynamics in private,
nonsectarian familyowned HEIs.The central idea of succession and transition among
family-owned HEIs is encapsulated in an emergent framework that illustrates what the
reasons are for keeping the HEIs within the family, how succession or transition is done and
what factors influence saession planning. She used the classic-dygiem model of
family business by Le€hua (1997) and expanded this into three dimensional development
model by Gersick, davis,Hampton&Lansberg (1997). The models shed light in the creation
of conceptual framewérwhich includes institutional vision within the premise of healthy
family relationships lead to healthy business practices. Likewise, in the context of the
Filipino business environment, the social nature of higher education institutions as family
busineses al so demands that a synchronous agre
vision, is reached among members, if there is agreement among family members, then the
institutional vision is strengthened and become the guiding principle that may adluen
family relationships and business practices or vice versa. The case studies affirmed that the
overriding goal of continuing the business through the next generations is influenced by the
values that keep and bind the family business. These values imfiuence this overriding
goal and are manifested through both formal and informal processes that contribute to
smooth transitions, sustainability and longevity of the faroisned HEIs.

In a similar study on succession planning, Saniel (2009) condactsttidy on
Succession Plan for Davao City Water District, she emphasized the importance of
developing potential leaders within an organization. Her study sought to formulate a
succession plan for DCWD executives and officers for 200B3. Using a desctipe
evaluative method, the study further probed on the company profile of DCWD that involved
its mission, vision, goals, objectives, organizational structure, and human resource
management systems. Perceived intellectual capital profile in terms of kigayle
management, and leadership competencies, work values and attitudes of the 106 retiring and
nonretiring DCWD executives and officers were also identified through a survey. The
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result of the study showed that both retiring and-rediming groups idetified knowledge

on operation and maintenance of water supply system as very important for the obvious
reason that everyone in the management team must know how the water district manages
and maintains its water systems and resources; leading, custdateynse planning,
decision making, conflict and crisis management are the top management and leadership
competencies that the respondents identified. Controlling which is an important
management competency ranked lowest. Positive attitude and profassiorehd
excellence were chosen to be the top work values/attitudes over commitment to work and

personal growth & development.
Synthesis of the Related Literatures and Studies

The highly competitive domain of education necessitates enormous tasks for
acackmic stability and professional advancement. Leaders must work to create and sustain
the ever challenging need of the learning institutions. Leadership skill is crucial in the
selection of potential people within the organization for effective delivegenfice. The
ability of educational leaders to identify, select, train and retain talented people is important
to meet the possible shortage of workforce in the future. Thus, HEIs must always be on the
look to anticipate impacts and effects if loss of mawmgr will be on the way. Apparently,
the mindset of most educational | eaders as
threat in their current position, as such they show little effort and interest in the process.
This mentality is an obvious traitf @oor leadership and management function. For this
reason, leaders themselves must uphold certain values so as not to take succession

initiatives as an end of their career.

HEIs must proactively begin the process of preparing the future leaders in B2spons
to possible workforce shortage in the coming years. In adherence to organizational
sustainability, institutions show interest to develop leaders to continue to lead and serve. In
this regard; they must consider the dispute of transforming the cultuengmdnment that

will build institutional opportunities for the future and promising leaders.

In order for a potential individual to become the future leader, it is essential that
he/she understands the knowledge, skills, and abilities or competencigseedetp
effectively and efficiently lead and serve in the organizafidrerefore, i is important that

and leadership/managerial styles, managerial competencies and succession planning
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practices in HEIs be alhclusive and integrative as it relates tee tcore competencies

required to be an effective leader.
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CHAPTER 3

RESEARCH METHODOLOGY

This chapter presents the research methodology, population and sample size,
description of respondents, instrumentation, data gathering procedure, and statistical

treatment employed and used by the researcher.
Research Method Used

The researcher made use of descripéivaluative method. This is a research method
that focuses on present condition with a purpose of discovering new truth such as increased
extent of kowledge, new generalization, an increased insight into factors that are operating,
discovery of new causatlationship, or more accurate formulation of the problem to be
solved. Specifically, descriptivevaluative is a design that will appraise cargfithe
worthiness of the current study (Zulueta and Costales Jr., 2005). In this study the researcher
sought to determine the level of awareness in succession planning and management
practices of educational leaders and their relationship to manageriaétemmips among

private HEIs in the National Capital Region.
Population and Sampling Frame

The researcher gathered the data for this study from Private Sectarian and Non

Sectarian HEIs in the National Capital Region.
Description of the Respondents

The respondents of this study were the school administrators from private Sectarian
and NonSectarian HEIs in Metro Manila. School administrators are those holding academic
status whose designation is that of wwesidents, deans, program chairpersons,

coordinators and directors.
Instrumentation

A survey questionnaire was utilized to determine the level of awareness in
succession planning and management practices of educational managers as well as their

managerial competencies.
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The guestionnaire is dided into three parts: part 1 is a researcher made which is
composed of Institutional and Personal profile of the respondents. Part 2 focuses on
managerial core competencies essential to become effective leaders/managers, the
guestionnaire was taken frombhn Sl ocumbés bBakedCWMmpagement
self assessment inventory. This part is composed of five competencies which are:
communication, planning and administration, teamwork, strategic action, and self
management. The multicultural competenityqgugh part of the competencies discussed by
Slocum was not included in the (sedsessment inventory) survey questionnaire since it
does not match in the context of the present study. Hence, the questionnaire will be utilized
to validate the core competdes of the school administrators in the private higher

education institutions.

Part 3 is a questionnaire adopted from Leslie Ann Coward Wright, Wigivard
Succession Planning and Management Survey (WCSPMS). There are four components of
succession planng and management within the survey: Communicate Expectations,
Organization Assessment and Alignment, Talent training and development, Process
evaluation. The use of this survey questionnaire would determine the level of awareness in
succession planningnd management practices of educational managers in the private

Higher Educational Institutions.
Data Gathering Procedure

Permission was sought to use the questionnaires (managerial competencies and
succession planning and management) from the authorer &fe approval from the
experts, the instruments were presented to the adviser as well to the panel. After the
deliberation with the adviser and the panel, they gave necessary suggestions about the items
in the questionnaire. Upon validation and approvhe researcher administered the
guestionnaire to the respondents. Likewise, permission to conduct the study was sought
primarily from the school administrators. With the approval of the Vice President for
Academics in private HEIs the questionnaire washiatstered. The same procedure was
done in each HEI subject for study. After the accomplished instruments were retrieved,
collected data were coded, tabulated, and summarized in such a way that the data would be

statistically treated.
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Statistical Treatment

Statistical procedures were used to analyze the quantitative data. The information
gathered was collated and interpreted using SPSS. Hence, the data obtained were tabulated,

analyzed, and interpreted accordingly.

Specifically, the following statisticdlormulae were used to analyze the collected
data:

1. Frequency and Percentage Distributions were used to classify the respondents
according to institutional and personal profiles such as type of HEI, level of accreditation,
gender, age, present position,dewef position, employment status, educational attainment,
year/s in service in the institution, year/s in service in the present position, and year/s in
service in previous position. The frequency also presented the actual response of the
respondents to specific question or item in the questionnaires.

The percentage of the item is computed by dividing it with the sample total number

of respondents. The formula used in the application of this technique is:

f
%=0 (100)
n
where % = percentage
f = frequency
n = number of cases or total sample

2. Weighted Mean this was used to compute the average of responses of the
respondents on their managerial competencies and succession planning and management

practices.

3. Rankingi this was used toalermine the weight of the percentage and mean

responses.

4 . Pear sonods r was used to determine the

competencies and succession planning and management practices

5. ChiSquare was used to determine the significalattionship between managerial
competencies and succession planning and management practices and the profile of the

respondents.
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6. RValue was used to test the significant relationship between managerial

competencies and succession planning and manag@naetices.

Thus, the formula used for computing chi square value is presented below:

X IEO-- e}
e

where X2 = chi square value
o] = observed value
e = expected value

Decision Rule

fpvalue is O U, reject H ot herwise, acce
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CHAPTER 4

PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA

In this chapter, the data is presented in tabular form, its contents analyzed and
interpreted based on the instituted information. This stuche@ito determine the level of
awareness in succession planning and management practices of educational managers as
well as their managerial competencies among private Higher Educational Institutions in the
National Capital Region. The order of presentati@s based on the research problem.

1. What is the profile of the respondents based on the following personal and

institutional variables?
Table 1

Frequency and Percentage Distribution of the

Grouped According to:

Type of HEI
Type of HEI F %
Sectarian 87 70.2
Non-Sectarian 36 29.0
No Response 1 .8
Total 124 100.0

Table 1 shows the profile of the respondents from Private Sectarian and Non
Sectarian HEIs. There are eighty seven (87) or 70.2 perespbndents from private
sectarian, thirty six (36) or 29.0 percent respondents fromsaotarian and one (1) or .8

percent has no response. Majority of the respondents came from sectarian private HEIs.
Table 2

Frequency and Percentage Distribution ofthtlRe s pondent sé I nstituti on

Grouped According to:

Level of Accreditation

Level of Accreditation F %
Level 1 8 6.5
Level 2 40 32.3
Level 3 and up 52 41.9
No Response 24 194
Total 124 100.0
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Table 2 presents the level of Accreditation of the respondents. There are eight (8) or
6.5 percent for level 1; forty (40) or 32.3 percent for level 2; fifty two (52) or 41.9 percent
for level 3 and up while there are twenty four (24) or 19.4 percentdhessponse. Majority

of the respondents have acquired level 3 and up accreditation.
Table 3

Frequency and Percentage Distribution of

Grouped According to:

Gender
Gender F %
Male 40 32.3
Female 73 58.9
No Response 11 8.9
Total 124 100.0

Table 3 displays the gender of the respondents. There are forty (40) or 32.3 percent
male respondents and seventy three (73) or 58.9 percent female while eleven (11) or 8.9

percent has no response. Majority of the respondenfsrasde administrators.
Table 4

Frequency and Percentage Distribution of

Grouped According to:

Age

Age F %

30 Years Old Below 10 8.1
31-40 Years Old 30 24.2
41-50 Years OIld 44 35.5
51-60 Years Old 32 25.8

More Than 60 Years Old 7 5.6

No Response 1 .8
Total 124 100.0
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Table 4 shows the age of the respondents. There are ten (10) or 8.1 percent from 30
years old and below; thirty (30) or 24.2 percent fromdBlyears old; forty four (44) or 35.5
percent from41-50 years old; thirty two (32) or 25.8 percent from@flyears old; seven
(7) or 5.6 percent from above 60 years old, while one (1) or .8 percent has no response.
Majority of the respondents are within-80 years old. On an experiential level, thisule

may be attributed to the fact that most administrators thrive in their career in this age range.
Table 5

Frequency and Percentage Distribution of

Grouped According to:

Employment Status

Employment Status F %
Regular 102 82.3
Probationary 16 12.9

No Response 6 4.8
Total 124 100.0

Table 5 shows the employment status of the respondents. There are one hundred two
(102) or 82.3 percent regular status; sixteen (16) or 12.9 percent and six (6) or 4.8 percent

hasno response. Majority of the respondents are holding a regular status in their respective
institutions.

Table 6

Frequency and Percentage Distribution of t
Grouped According to:

Educational Attainment

Educational Attainment F %
M.A. 66 53.2
PhD/EdD 39 315

Professional Degree 12 9.7

No Response 7 5.6
Total 124 100.0




Table 6 shows the educational attainment of the respondents. There are sixty six (66)
or 53.2 percent M.A., thirty nine (39) or 31.5 percent PhD/EdR|ve (12) or 9.7 percent
Professional degree and seven (7) or 5.6 percent has no response. Majority of the
respondents are M.A degree holders.

Table 7

Frequency and Percentage Distribution of

Grouped According to:

Years in Service in the Institution

Years in Service in the Institution F %
0-5 31 25.0
6-10 26 21.0
11-15 26 21.0
16-20 12 9.7
More than 20 yrs. 24 194
No Response 5 4.0
Total 124 100.0

Table 7 shows the years in service of the respondetiiinrespective institution.
There are thirty one (31) or 25 percent frord @ears in service, twenty six (26) or 21
percent from 610 years, twenty six (26) or 21 percent from1BLyears, twelve (12) or 9.7
percent from 1€0 years, twenty four (24) d9.4 percent from more than 20 years in
service and five (5) or 4 percent has no response. The highest number of respondents is

within 0-5 years in service in their respective institutions.
Table 8

Frequency and Percent age DFessonal Prbfiet i
When Grouped According to:

Level of Position

Top Manager F Ranking
Chancellor 0 3.5
Executive VP 0 3.5

VP 2 1.5
Others 2 1.5
Middle Manager F Ranking
Dean 27 1
Assoc. Dean 1 4
Director 9 3
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Others 14 2
Lower Manager F Ranking
Chairperson 47 1
Coordinator 23 2
Others 7 3

Table 8 shows the level of position of the respondents. For the top manager:
chancellor and executive VP with zero (0) or 3.5 rank, VP and others with two (2) or 1.5
rank respectively. For Middle manager, dean has twenty seven (27) or rank 1, others with
fourteen (14) or rank 2, director with three (3) or rank 3 and Assoc. Dean with one (1) or
rank 4. For Lower Manager, chairperson has forty seven (47) or rank 1, coordinator with
twenty three (23) or rank 2 and others with seven (7) or rank the least.itimajothe

respondents came from middle manager (deans) and lower manager (chairpersons).

Similarly, Gonzalez (2010) makes a distinction between two levels of academic
administrators: deans and above are (professional administrators) and departmeandhairs
below are (casual administrators). Since all faculty members engage in managerial activities
as directors of academic programs, principal investigators of grants, committee members or
chairs. She proposes that the connection between the guild andorgperation be
strengthened and become more of atvay street.

Table 9

Frequency and Percentage Distribution of
Grouped According to:

Year/s in service in the Present Position

Year/s in Service in the PresenPosition F %
Less than 1 year 25 20.2
1 year 10 8.1
2 years 21 16.9
3 years 14 11.3
4 years 11 8.9
5 years and above 42 33.9
No Response 1 .8
Total 124 100.0

Table 9 presents the years in service of the respondents in their current position.

There are twenty five (25) or 20.2 percent with less than 1 year in the present position. Ten
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(10) or 8.1 percent with 1 year in service, twenty one (21) or 16.9 percénRwiears,
fourteen (14) or 11.3 percent with 3 years, eleven (11) or 8.9 percent with 4 years, forty two
(42) or 33.9 percent with 5 years and above and one (1) or .8 percent has no response.

Majority of the respondents have rendered five years and ab®ezvice in their present

position.
Table 10

Frequency and Percentage Distribution of

Grouped According to:

Previous Position in the Institution

Previous Position in the Institution F Ranking
Dean 11 4
Chairperson 29 2
Coordinator 27 3
Others 47 1

Table 10 illustrates the previous position of the respondents. Others with forty seven
(47) rank the first; followed by Chairperson with twenty nine (29), third in rank is
Coordinator with twenty seven (27) and the least in rank is Dean with only eleh)en (

Table 11

Frequency and Percentage Distribution of

Grouped According to:

Year/s in service in the Previous Position

Year/s in Service in the Previous Position F %

Less than 1 year 5 4.0

1 year 15 12.1

2 years 17 13.7

3 years 13 10.5

4 years 9 7.3

5 years and above 47 37.9

No Response 18 14.5
Total 124 100.0

Table 11 shows the years in service in the previous position of the respondents.
There are five (5) or 4.0 percent with less than 1 year, fifteen (15) or 12.1 percent with 1
year, seventeen (17) or 13.7 percent with 2 years, thirteen (13) or 10.5 petoehyears,
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nine (9) or 7.3 percent with 4 years, forty seven (47) or 37.9 percent with 5 years and above
and eighteen (18) or 14.5 percent has no response. Majority of the respondents have

rendered five years and above in their previous position.

3. What are the managerial competencies of the respondents in terms of:
Table 12

Wei ghted Mean and Ver bal Il nterpretatior

Communication Competency

Communication Competency Mean Score Intgg:gﬂtion
1. Seeks out and listens to others who have contrary opinig 4 gg 81.61 | Above Average

2. In speaking with others, is able to make people

comfortable in different situations. 4.18 83.55 Above Average

3. Varies communication approach when dealwi¢gh others

from different background. 421 84.19 | Above Average

4. Builds strong interpersonal relationships with a dive

4.18 83.55 Above Average
range of people.

5. Shows genuine sensitivity to the feelings of others. 4.36 87.26 Above Average
6. Informs people of events that are relevant to them. 4.30 86.02 Above Average
7. Makes persuasive, high impact presentations before groy 3 g5 79.02 Above Average

8. When making formal presentations, handles questions

the audience well. 4.04 80.82 | Above Average

9. Writes clearly and concisely. 4.10 81.94 | Above Average

10. Communicates effectively using electronic media. 4.02 80.33 | Above Average

11. Is comfortable using power associated with leaderg 3.87 77.40 | Above Average

roles.
12. Skilledat influencing superior. 3.82 76.39 Above Average
13. Skilled at influencing peers. 4.04 80.81 Above Average

14. When addressing problems, finds solution that ot

perceive as fair 4.19 83.87 | Above Average

15. In conflict situations, helps partiesove towards whwin

o 4.17 83.39 Above Average
situations.

Grand Weighted Average 4.10 82.03 Above Average

Table 12 describes the communication competency of the respondents. All the
respondents got a verbal interpretation of above average for every item on this competency.
The data obtained displayed that the highest item 38asws genuine sensitivity to the
feelings of othersvith a mean of 4.36 and a score of 87.26 which means above average.
This result provides the picture of the present administrators in HEIS. They are very person
centered and considerate to the feelings of others. Hence, this also sah&rimsights of
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Hughes, Ginnett, and Curphy (2009) when they said that if leaders do not have emotional
intelligence, they may not achieve their full potential despite their high cognitive
intelligence. They have mentioned that assessing leadershiptigloisnfundamentally
concerned with predicting who will or will not be an effective leader before they have been
placed into a position, accurately predicting managerial effectiveness important but not at
all straightforward. Likewise, the lowest item whskilled in influencing superiowith a

mean of 3.82 and a score of 76.39but still within above average. This result gives an
impression that present school administrators always follow and rely on what the superior
says. The grand weighted mean for ttisnpetency was 4.10 with a score of 82.03 which
was interpreted as above average.Although, none of the respondents got an outstanding
verbal interpretation for this competency still, the school managers/leaders of private HEIs
show effective transfer aneikxchange of information that leads to understanding between

and among members of their institution.
Table 13

Wei ghted Mean and Ver bal I nterpretation

Administration Competency

Planning and Administration Competency Mean Scoe Verbal .
Interpretation

1. I_\/Iomtors mfo_rr_n_anon that is relevant to ongoir 4.0 84.03 Above Average

projects and activities.

2. Obtains and uses relevant information to iden 4.15 8293 Above Average

symptoms and underlying problems.
3. Makedlecisions on time. 4.13 8258 Above Average

4. When taking risks, is able to anticipate negative
positive consequences.

5. Knows when expert knowledge is needed and s
it out to solve problems.
6. Develops plans and schedules to achieve spe

4.12 82.42 Above Average

4.25 85.04 Above Average

1 421 84.23 Above Average
goals efficiently.
7. Prioritizes Fasks in order to stay focused on th 4.28 85.65 Above Average
that are most important.
8. Can organize people around specific taskhetp 4.30 85.97 Above Average

them work together a common objective.

9. Is comfortable delegating responsibility for tasks
others.

10. Anticipates problem and develops plans for hov
deal with them.

11. Handles several issues and projects at the s
ti me but doesndt spread
12. Monitors and keeps to a schedule or negotig
changes in the schedule if needed.
13. Workseffectively under time pressure. 414 82.86 Above Average

4.19 83.71 Above Average

4.19 83.71 Above Average

4.00 80.00 Above Average

4.18 83.50 Above Average
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14. Knows when to permit interruptions and when

4.04 80.83 Above Average
screen them out.

15. Knows when to renegotiate established deadl

in order to deliver satisfactory results. 4.08 81.67 Above Average

16. Understands budgets, cash flow, financial repo

4.00 80.00 Above Average
and annual reports.

17. Regularly uses budgets and financial reports

- 4.04 80.85 Above Average
make decisions.
18. Keeps accurate and compléteancial records. 3.91 78.15 Above Average
19. Creates budgetary guidelines for others. 3.70 74.07 Above Average
20. Works well with the budgetary guidelines given 3.99 70.83 Above Average
others.
Grand Weighted Average 4.11 82.18 Above Average

Table 13 shows the weighted mean and the

planning and administration competency. All the respondents got a verbal interpretation of
above average for every item on this competency. The data obtained displaydte tha
highest item wagcan organize people around specific tasks to help them work together a
common objectivevith a mean of 4.30 and a score of 85.97 with a verbal interpretation of
above average. Hence, the lowest item Wrseates budgetary guideliador otherswith a

mean of 3.70 and a score of 74.07 with a verbal interpretation of above average. The grand
weighted mean for this competency was 4.11 and a score of 82.18 with a verbal
interpretation of above average.

Slocum (2009) highlighted the vats dimensions that make up the planning and
administration. This competence includes: Information gathering, analysis, and problem
solving which means every leader must be able to monitor information and use it to
identify symptoms, problems, and altetima solutions, make timely decisions, take
calculated risks and anticipate the consequences. This competence requires every leader to
develop plans and schedule to achieve goals efficiently; assign priorities to tasks and
delegate responsibility; deternginobtain, and organize necessary resource to accomplish
the task. Time management, on the one hand is the ability of the leader to handle several
issues and projects at one time; monitor and keep to a schedule or change schedule if
needed. On the other iy Budgeting and financial management requires the leader to
understand budgets, cash flows, financial reports, and annual reports and regularly use such
information to make decisions; keep accurate and complete financial records; create

budgetary guideties for others and wok within the guidelines given by others.
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Table 14

Wei ghted Mean and Ver bal |l nterpretation of

Teamwork Competency Mean Score Int;S:gélti on
iénfr‘?]?{?nlgﬁfs clear goals that inspire teame mb e 4.15 8298 Above Average
e e i e Vn of WAl 25| sa50_| Above Average
4. Creates a process for monitoring team performance. 412 82.31 | Above Average
Zbiﬁgﬁ%giﬁs& praises, and rewards team members for 4.41 88.17 Above Average
%egcbtesrsés a coach, counsellor, and mentor for te 432 86.33 Above Average
e et 8 ey I 1 1 434 | 3563 | Above Average
t1. I's aware of team memb| . 86.17 | Above Average
r1nZe.mblzea:gi.litates cooperative behaviour among te 432 86.33 Above Average
r1n4e.mblzea:gi.litates cooperative behaviour among te 433 86.67 Above Average
15. Keeps the team moving toward its goals. 435 87.00 Above Average
Grand Weighted Average 4.26 85.27 Above Average

Table 14 shows the weighted mean and
teamwork competency. All the respondents in this competency got a verbal interpretation of
Above Average. The data obtained displayed that the highest item/Resognizes,
praises, and rewards team members for their contributvaitis a mean of 4.41 and a score
of 88.17 with a verbal interpretation of above average. Likewise, the lowest item was
4Creates a process for monitoring team performanagth a mean of 4.12 and a scak
82.31 with a verbal interpretation of above average. The grand weighted mean for this

competency was 4.26 and a score of 85.27 with a verbal interpretation of above average.
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Essentially, according to Hellriegel (2009) Leaders and managers in orgarszat

that utilize teams can become more effectively by: designing teams, which calls for the
formulation of clear objectives that inspire team members to perform; appropriately staff the
team as a whole and assign tasks and responsibilities to indivielral tembers as

appropriate. Creating a supportive environment, which means to create an environment

which effective teamwork is expected, recognized, praised, and rewarded; assist the teams

in identifying and acquiring the resources it needs to accomipdigioals; act as a coach,

counselor, and mentor being patient with team members as they learn.

Table 15
Wei ghted Mean and Ver bal I nterpretat:i
Competency
Strategic Action Competency Mean Score Verbal .
Interpretation

1.Und.ers§anolls the history of industry of which t 417 83.39 Above Average
organization Is a part.
2.Stays informed of the actions of competitors ¢
strategic partners in the academic milieu of which { 4.04 80.85 Above Average
organization is a part.
3.Ca_1n gnalyze general trends and understand t 416 83.22 Above Average
implications for the future.
4.Quickly recognizes when significant changes occu
the institution. 4.17 83.39 Above Average
iq.g:?(%\;vs how organizations compete in the glob 4.00 80.00 Above Average
6.Underst_and_s the concerns of all major stakeholder 414 82 71 Above Average
the organization.
7.Understands the sfcrengths and limitations of variq 417 83.39 Above Average
management strategies.
8.Knows the distinctive strengths of the organization,| 4.25 84.92 Above Average
9.Understands the organizational structure and h 4.96 85.25 Above Average
work really gets done.
10.1s _ablg to fit into the unique culture of th 4.97 85.42 Above Average
organization.
11.ASS|gns_ pr|or|t|e_s thatA are co_nS|sterjt with 34.16 83.14 Above Average
organi zati on0OsS mlI SSI on §
12.Recognizeand resists pressures to behave in ws
t hat are not consistent|4.08 81.65 Above Average
and strategic goals.
13.Con5|ders_ thg longterm implications of decision 418 83.64 Above Average
on the organization.
_14.Establlshes ta}ctlcal and operational goals 411 82 30 Above Average
implement strategies.
15.Keeps the unit focused on its goals. 4.20 84.07 Above Average
Grand Weighted Average 4.16 83.24 Above Average
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Table 15 presents the weighted mean and
strategic action competency. All the respondents in this competency got a verbal
interpretation of Above Average. The data obtained displayed that the highest itdiisvas
able to fit into the unique culture of the organizatmith a mean of 4.27 and a score of
85.42 with a verbal interpretation of above average. Likewise, the lowest iteBkn@ss
how organizations compete in the global mankéh a mean of 4.0 and score of 80.00
with a verbal interpretation of above average. The grand weighted mean for this
competency was 4.16 and a score of 83.24 with a verbal interpretation of above average.
Taking strategic actions is a must for a leader it means that he shatidhiow to assign
priorities, make decisions that are consistent with the firms mission and strategic goals,
recognize the management challenges of alternative strategies and address them, establish
tactical and operational goals that facilitate straiegyementation (Slocum, 2009). Hence,
the need to do benchmarking is necessary in order to keep abreast with the changes and

demands of the global market.

Table 16

Wei ghted Mean and Ver bal |l nterpretatio

Self Management Competency

SelfManagement Competency Mean Score Verbal Interpretation
1.Has clear personal standards that serve
a foundation for maintaining a sense | 4.46 89.18 Above Average

integrity and ethical conduct.

2.Maintains personal ethical standards und

fire 4.48 89.51 Above Average
3.Is sincere and projects selfsurance;

doesnoét j ust tell [ 4.43 88.52 Above Average
hear.

4.Recognizes own mistakes and admits 4.49 89 84 Above Average

having made them.

5.Acceptown responsibility for own actions| 4.58 91.64 Outstanding

6.Seeks responsibility beyond what

required by the job, 4.45 89.02 Above Average
;;ES.WIHIHQ to innovate and take person 4.43 88.52 Above Average
8.Ambitiousand motivated to achieve goals.| 4.34 86.72 Above Average
9.Works hard to get things done, 4.49 89.84 Above Average
igﬁ:é)l\évss. perseverance in the face 451 9016 Outstanding

12.Takes good care of self mentally a 434 86.72 Above Average

emotionally.
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13.Uses constructive outlets to ve

. X 4.32 86.45 Above Average
frustration and reduce tension.
14.Exercises and eats properly. 3.89 77.70 Above Average
15.Knows how to enjoy leisure time. 4.16 83.28 Above Average
16.Has clear personal and career goals. 4.36 87.21 Above Average
17.Knowsown _va_lue_s, feelings and areas 452 9033 Outstanding
strengths and limitations.
18.Accepts responsibility for continuous si 4.49 89 84 Above Average

development.

19.Develops plans and seeks opportunit

for personal longterm growth. 4.38 87.54 Above Average

20.Analyzes and learns from work and i

) 4.49 89.75 Above Average
experiences.

Grand Weighted Average 4.39 87.76 Above Average

Table 16 presents the weighted mean and

selfmanagement competency. Three (3) items from this competency got an outstanding
verbal interpretation. The highest among these items wasSheeepts own responsibility

for own actionswith a mean of 4.58 and a score of 91.64, followed by &@¥nows own
values, feelings and areas of strengths and limitatiwitia mean of 4.52 and a score of
90.33 and itemlOShows perseverance in the face b$tacleswith a mean of 4.51 and a
score of 90.16. The lowest item whdExercises and eats propemyith a mean of 3.89 and

a score of 77.70 with a verbal interpretation of above average. Under this item, it has been
observed that most of the respondedatse for granted the importance of healthy lifestyles.
Perhaps, they are accustomed to sedentary work. Although, the grand weighted mean for
this competency was 4.39 and a score of 87.76 with a verbal interpretation of above
average, aspect that pertaiosmell being must be given equal consideration. At present, the
Department of Health (DOH) is encouraging working people (office workers including
school administrators) to engage in physical exercises as promoted by Health Secretary Dr.

Eric Tayag.

2. What are the succession planning and management practices of therespondents

in terms of:
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Table 17

Wei ghted Mean and Ver bal I

and Management Practices:

Communicate Expectations

nterpretation

Communicate Expectations Mean Verbal .
Interpretation

1. What is your | evel of awaren
team has communicated expectations of the Succession Plannin| 3.52 Less Aware
Management Program?
2.What is your level of awareness that the -college/university
monitoring and tracking future workforce requirements for criti 3.54 Less Aware
leadership positions?
3.What is your level of awareness that the college/university ha
established successiomplanning and management program w| 3.45 Aware
measurable goals?
4. What is your level of awareness that the college/university h

; ; . 3.42 Aware
systematic approach to succession planning and management?
5.What is your level of awareness that all employees at
college/university are familiar with the succession planning | 3.21 Aware
management program?
Grand Weighted Average 3.43 Aware

Table 17 shows the weighted mean and verbalerpnétation of

the

r e s p o cameunicaedexpectations. IlteBwhat is your level of awareness that the

college/university is monitoring and tracking future workforce requirements for critical

leadership positionggdbt the highest mean of 3.54 and a verbal interpretatioesefdware.

Likewise, Item5what is your level of awareness that all employees at the college/university

are familiar with the succession planning and management progyaintie lowest mean

of 3.21 and a verbal interpretation of aware. Itemhat is your ¢vel of awareness that the

of

college/university has an established succession planning and management program with

measurable goals?got a mean of 3.45 and a verbal interpretation of aware,iterad is

your level of awareness that the college/university & systematic approach to succession

planning and management®jot a mean of 3.42 and a verbal interpretation of aware. The

grand weighted average for this process was 3.43 with a verbal interpretation of aware. The

result revealed that the respondeats aware of the succession planning and practices,

however, there is no proper channel of communication as regards to its actual

implementation. This is shown in iteriwhat is your level of awareness that the

coll ege/ universityo6s icatedeeaxpettatione of the Sunceskians
Planning and Management Program®ith a mean of 3.52 and a verbal interpretation of
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less aware. Thus, communicated expectations must be intensified through regular meetings
by department or area to ensure that evegynbver of the institution is informed as regards

to succession planning and practices.
Table 18

Wei ghted Mean and Verbal I nterpretation of
and Management Practices:

Organization Assessment and Alignment

OrganizatiorAssessment and Alignment Mean Verbal .
Interpretation

1. To wh a't extent ar e you aw
succession planning and management program is linked to the str{ 3.42 Aware
plan?
2.To what extent are you aware that your college/university ha

: . ; 3.31 Aware
formally written succession planning and management?
3.To what extent are you aware that the college/university
identified critical leadership positions for the long tegnowth of the
S . . . 3.27 Aware
institution as part of its succession planning and managet
program?
4. To what extent ar e y ou aw
succession planning and management program is supported b 3.24 Aware
institutionds administrative K
5.To what extent are you aware that future skills and compete
needed by employees for lotgrm growth of the college/universit

. o . - 3.26 Aware

have been identified as part of the succession planning
management program?
Grand Weighted Average 3.29 Aware

Table 18 shows the weighted mean and ve
organization assessment and alignment of the institution. All the respondents got a verbal
interpretation of aware on this process. The highest item waw/tiat extent are you aware
that your <college/universityods succession ¢
the strategic planith a mean of 3.42 and a verbal interpretation of aware. The lowest
item was 4to what extent are you aware thatyorc | ege/ uni versityds su
and management program i s supportewithdy the
mean of 3.24 with a verbal interpretation of aware. The result under this area gives an
impression that respondents are awarehefduccession planning and practices, however,
the programs on succession planning are not properly allotted to implement organization
and assessment. The grand weighted average for this process was 3.29 with a verbal

interpretation of aware.
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Dessler(200) as cited by Shamsuddin (2012) opr
job can be observed and measured, in the context of demand and expectations of the
position assigned to the individual. Considering that succession is not substitution or
replacement, anobjective measurement method free from personal judgments and
preferences is required. Thus, regular assessment and monitoring are critical to gauge the
moods, wants and grievances of the talent pool, especially, so that actions can be taken to

nip the budbf unwanted dissatisfaction leading to disenfranchisement of potentials.
Table 19

Wei ghted Mean and Ver bal I nterpretation of
and Management Practices:

Talent Training and Development

Talent Training and Development Mean Verbal Interpretation
1. For the purpose of ensuring the future leadership of
college/university, to what extent are you aware that
. . . 3.38 Aware
college/university has created formal leadership developr
training?
2.To what extent are you aware that all employees at Y
college/university are required to complete an individl 3.41 Aware

development plan?

3.As part of the succession planning and development progra
what extent are you aware that the goals fronr yrdividual plan | 3.52 Less Aware
are aligned with your department/unit goals?

4.To what extent are you aware that the college/university h
formal mentoring program that is available to all fithe faculty | 3.31 Aware
and administrative staff for leadership dpment?

5.To what extent are you aware that the college/university
identified a pool of qualified talent to fill future leadersh

positions that have been deemed critical to the future leaderst 3.34 Aware
the institution, as part of its succession planning and manaue

program?

Grand Weighted Average 3.39 Aware

Table 19 shows the weighted mean and ve
talent and training development. The highest item 8esspart of the succession planning
and development program, to what extent are you aware that the goals from your individual
plan are aligned with your department/unit goalsth a mean of 3.52 and a verbal
interpretation of less aware, this item showsg thast of the respondents are less aware of
the alignment goals from their individual plan. Recent research conducted by Coward
Wright (2012) mentioned thaalent training and development ensures that the organization

has the qualified talent needed th fiuiture leadership positiong.he lowest item wagto
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what extent are you aware that the college/university has a formal mentoring program that

is available to all fubtime faculty and administrative staff for leadership developmeatii?

a mean of 3.3and a verbal interpretation of aware. Iterkdr the purpose of ensuring the

future leadership of the college/university, to what extent are you aware that the

college/university has created formal leadership development traiilag?a mean of 3.38

with a verbal interpretation of aware, Item t& what extent are you aware that all

employees at your college/university are required to complete an individual development

plan?Has a mean of 3.41 with a verbal interpretation of aware and iterwbat extent r@

you aware that the college/university has identified a pool of qualified talent to fill future

leadership positions that have been deemed critical to the future leadership of the

institution, as part of its succession planning and management prograsa mean of

3.34 with a verbal interpretation of aware. The grand weighted average for this process was

3.39 with a verbal interpretation of aware. It can be inferred from the data, that there is a

need to enhance training and development programs ftireathembers of the institution.

The i nstitutionos | eader shi

P

may demonstrat

employees by creating mentor and leadership training programs, by utilizing individual

employee development plans, and by identifyingl/an developing a qualified pool of

talent.

Table 20

Wei ghted Mean and Ver bal

and Management Practices:

Process Evaluation

Il nterpretation of

Process Evaluation

Mean

Verbal
Interpretation

lTowhat extent are you awar
succession planning and management program is b
evaluated annually?

3.20

Aware

2Towh a't extent are you awar
succession planning and management program objective
assessed annually for its e
strategic goals?

3.18

Aware

3. As part of the cmahning graceéss
what extent are you aware that succession planning
management program goals are evaluated within
department, in support of unit objectives?

3.27

Aware

4.To what extent are you aware that the core skills for crit
leadersip positions are assessed annually to ensure thaf
college is appropriately developing employees for the next |

of leadership, as part of the succession planning

3.25

Aware

59



management program?

5.To what extent are you aware that theo | | ege/ u
internal professional training and development programs
monitored and tracked in support of its succession planning| 3.16 Aware
management program to ensure the future flow of pote
leaders to fill critical positions within the colleg

Grand Weighted Average 3.21 Aware

Table 20 shows that the respondents are aware of the process evaluation as part of
the succession planning and management of the institutions. All the respondents got a
verbal interpretation of aware in this process. The highest item 3amspart of the
cdl ege/universityds annual pl anning process
planning and management program goals are evaluated within your department, in support
of unit objectives®ith a mean of 3.27 and a verbal interpretation of awareldvirest item
was5t o what extent are you aware that t he
training and development programs are monitored and tracked in support of its succession
planning and management program to ensure the future flow of @dtéraders to fill
critical positions within the college®ith a mean of 3.16 and a verbal interpretation of
aware. Item 1t o what extent are you aware that 1
planning and management program is being evaluated annudllg?a mean of 3.20 with a
verbal interpretation of aware, item ® what extent are you aware that the
coll ege/ universitybés succession planning an
annually for i1ts effectivemesXasiameaaaff.JBort o
with a verbal interpretation of aware, itemt@lwhat extent are you aware that the core
skills for critical leadership positions are assessed annually to ensure that the college is
appropriately developing employees for thextnéevel of leadership, as part of the
succession planning and management prograf# a mean of 3.25 with a verbal
interpretation of aware. The grand weighted average of 3.21 with a verbal interpretation of
aware, implies that process evaluation in susioasplanning and practices is happening in
HEIs, however, tracking of professional trainings and development programs be regularly

monitored.

4 . Il s there a significant relationship betwe

profile?
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Table 21

Significant RelationshipbetweenCo mmuni cat i on

Profile When Grouped According to:

Competency

Type of HEI
Communication Competency
Above .
Average Average Outstanding
, F 20 48 13
Sectarian
% 83.33 73.85 48.15
Type of HEI
Nor- F 4 17 14
Sectarian % 16.67 26.15 51.85
F 24 65 27
Overall
% 100 100 100
Computed Chi-square P-value Decision Remarks
8.5992 0.014 Reject H Significant

and

and

Table 21 shows the significant relationship between the communication competency

t he

respondent so

competency and type of HEI.

interpretation of above average.Likewise, respondents frons@ctarian garnered fourteen

Respondents from sectarian garnered forty eight (48) or 73.85 pairitiera verbal

profile

a c-sqoared Wherg
communication competency was plotted against type of HEks@Umre was computed as
8.9992. Likewise, the Ralue of 0.014 is lower than 0.05, the null hypothesis is
rejected.This means that there

t o

is significant relationship between communication

(14) or 51.85 percent with outstanding verbal interpretation. Although, respondents from

private sectarian and nesectarian HEIs exemplified efféet transfer and exchange of

information between and among members in the institution, still they need to develop this

competency to be highly effective.
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Significant Relationship betweenPlanning and Administration Competency and the
Wh e n

Responden s 6

Table 22

Profil e

Type of HEI

Grouped

Planning & Administration Competency

Generally Above .
Weak Average Average Outstanding
, F 0 17 53 16
Sectarian
% 0 70.83 81.54 50
Type of HEI
Non- F 1 7 12 16
Sectarian % 100 29.17 18.46 50
F 1 24 65 32
Overall
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
12.6634 0.005 Reject H Significant

Table 22 presents the significant relationship between planning and administration

competency

square. When planning and administration competency was plotted against type of HEI,
Chi-square was computed as 12.6634. Likewise, thaltre of 0.005 is lower than 0.05

and

t he

respondent so

prof ikl e

Accord

ac

thus, the null hypothesis is rejected.This means that there is significant relationship between

planning and administration competency and type of HEI.

Respondents from sectan gained fifty three (53) or 81.54 percent with above
average verbal interpretation, while respondents fromseatarian gained sixteen (16) or
50.0 percent with outstanding verbal interpretation. The result of this finding, as regards to

planning andadministration competency, could be explained on the natural situation of

sectarian schools run by nuns and priests, whereby religious administrators have a strict or

exclusive mandate from the congregation they belong. Whereaseotarian HEIs have

practiced an open system which there is openness in succession based on competencies like

planning and administration.

62

C



Significant RelationshipbetweenT e a mwo r k

Table 23

Competency

When Grouped According to:

and

Type of HEI
Teamwork Competency
Above .
Average Average Outstanding
, F 9 44 26
Sectarian
% 81.82 72.13 61.90
Type of HEI
Non F 2 17 16
Sectarian % 18.18 27.87 38.10
F 11 61 42
Overall
% 100 100 100
Computed Chi-square P-value Decision Remarks
2.1196 0.347 Accept H Not Significant

t

he

Table 23 presents the significant relationship between teamwork competency and

t he

teamwork competency was plotted against type of HEI-sGhare was computed as

respondent so

profile

accor dsguarg. Whenm

type

2.1196. Likewse, the Pvalue of 0.347 is higher than 0.05 thus, the null hypothesis is

accepted.This means that there is no significant relationship between teamwork competency

and type of HEI.

The respondents from sectarian garnered forty four (44) or 72.13 pertertoove

average.While respondents from rggctarian gained sixteen (16) or 38.10 percent with

outstanding verbal interpretation. Majority of the respondents from private sectarian and

norrsectarian got above average in this competency. It means thatahegccomplish

tasks through small or big groups whose work is interdependent. However, it is also

important to note that the highest percentage with a verbal interpretation of outstanding

came from nossectarian HEIs. This result implies that administrstfrom nomrsectarian

institutions garnered an outstanding performance when it comes to teamwork competency.
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Table 24

Significant RelationshipbetweenSt r at egi ¢
Profile When Grouped According to:

Act i

on

Type of HEI
Strategic Action Competency
G\e/\?éa;illy Average AA\/Z?;Se Outstanding
Sectarian F 1 22 35 24
Type of HEI % 100 84.62 72.92 57.14
Non F 0 4 13 18
Sectarian % 0 15.38 27.08 42.86
overall F 1 26 48 42
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
6.5842 0.086 Accept H Not Significant

Table 24 reveals the significant relationship between Strategic action competency
respondent so

and t

accepted.This means that there is no significant relationship between strategic action

he

competency and type of HEI.

profile

a c-sqoared Whery
strategic action competency was plotted against type of HEIs@itdare was computed as
6.5842. Likewise, the Walue of 0.086 is higher than 0.05 thus, the null hypothesis is

The respondents from sectarian garnered thirty(8&@ or 72.92 percent with above
average verbal interpretation.While respondents fromsaatarian gained eighteen (18) or

42.86 percent with outstanding verbal interpretation. Majority of the respondents got above

average verbal interpretation in thisngoetency. The result implies that respondents from

sectarian and nesectarian group demonstrated understanding in mission and values of the

i nst.i

tut i

on

and

ensur i

ng that

Table 25

Significant RelationshipbetweenSel-Man a g e me n t

Competency

Profile When Grouped According to:

empl oyeesod

Type of HEI
Self Management Competency
Gs\?eear‘illy Average AA\\/Z?;Se Outstanding
Sectarian F 1 8 36 4l
Type of HEI % 100 72.73 78.26 65.08
Non F 0 3 10 22
Sectarian % 0 27.27 21.74 34.92
overall F 1 11 46 63
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
2.6785 0.444 Accept H Not Significant
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Table 25 shows the significant relationship between-iBaliagement competency
and the respondentsd profil e ac-squmaredWhergy t o
selfmanagement competency was plotted against type of HEkdTiare was computed as
2.6785. Likewise, the Ralue of 0.444 is higher than 0.05 thus, the null hypothesis is
accepted.This means that there is no significant relationship betweemasel§ement

competency and type of HEI.

The respondents from sectarian got forty one (41) or8gae@cent with outstanding
verbal interpretation. Likewise, respondents from -seatarian got twenty two (22) or
34.92 percent with outstanding verbal interpretation. Majority of the respondents got

outstanding verbal interpretation in this competency.
Table 26

Significant Relationship betweenCommunication Competency and the Respondents
Profile When Grouped According to:

Level of Accreditation

Communication Competency
Above .
Average Average Outstanding
F 3 3 1
Level 1
% 15.79 5.66 4.55
Level of F S 20 11
. Level 2
Accreditation % 26.32 37.74 50.00
Level 3 and F 11 30 10
up % 57.89 56.60 45.45
F 19 53 22
Overall
% 100 100 100
Computed Chi-square P-value Decision Remarks
4.1692 0.384 Accept H Not Significant

Table 26 reveals the significant relationship between communication competency
and the respondents6é profile accor-dquareg t o
When communication competency was plotted against level of accreditatiosguine
was computed as 4.1692. Likewise, thgdlue of 0.384 is higher than 0.05 thus, the null
hypothesis is accepted.This means that there is no significant relationship between

communication competency and level of accreditation.
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Respondents with level 1 ged three (3) or 15.79 and 5.66 percent with a verbal
interpretation of average and above average respectively. While respondents with Level 2
garnered twenty (20) or 37.74 percent with a verbal interpretation of above
average.Likewise, respondents withvee3 and up got thirty (30) or 56.60 percent with a
verbal interpretation of above average. Respondents with level 3 and up accreditation got
the highest frequency with a verbal interpretation of above average. This result gives an
i mpr es s i ondministators Witk leveld3 arad up accreditation are equipped with
this competency because they are dealing with different people inside or outside the
institution they are serving. Likewise, managers must be able to communicate effectively to
address esséal issues within the organization. Indeed, regardless of level of accreditation,
communication competency is an indispensable requirement for every leader to attain

maximum performance in a job.
Table 27

Significant Relationship betweenPlanning and Administration Competency and the
Respondents Profile When Grouped According to:

Level of Accreditation

Planning & Administration Competency
Above .
Average Average Outstanding
F 3 4 1
Level 1
% 15 7.27 4
I F 6 24 10
Level of Accreditation Level 2
% 30 43.64 40
Level 3 and F 11 27 14
up % 55 49.09 56
F 20 55 25
Overall
% 100 100 100
Computed Chi-square P-value Decision Remarks
2.6442 0.619 Accept H Not Significant

Table 27 reveals the significant relationship between planning and administration
competency and the respondentsd profile acc
Chi-square. When planning and administration competency was plotted againsboflevel
accreditation, Chgquare was computed as 2.6442. Likewise, tiral@e of 0.619 is higher
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than 0.05 thus, the null hypothesis is accepted.This means that there is no significant

relationship between planning and administration competency and lewereti@ation.

Respondents with Level 1 got three (3) or 15.0 percent with average verbal

interpretation. Respondents with Level 2 gained twenty four (24) or 43.64 percent with

above average verbal interpretation. Respondents with Level 3 and up garneteenfo

(14) or 56.0 percent with outstanding verbal interpretation. The result implies that

respondents with level 3 and up are outstanding in this competency.

Significant Relationship betweenTeamwork Competency and the Respondents Profile

Table 28

When Grouped According to:

Level of Accreditation

Teamwork Competency
Average Above Average| Outstanding
F 1 5 2
Level 1
% 10 10 5.88
Level of F 1 18 18
. Level 2
Accreditation % 10 36 52.94
Level 3 and F 8 27 14
up % 80 54 41.18
F 10 50 34
Overall
% 100 100 100
Computed Chi-square P-value Decision Remarks
6.665 0.155 Accept H Not Significant

Table 28 presents the significant relationship between teamwork competency and

t he

When teamwork competency was plotted against level of accreditatiorsqUéuie was
computed as 6.665. Likewise, the-vRalue of 0.155 is higher than 0.05 thus, the null

respondent sé

profil e

accordi

n gsquare.

eve.

hypothesis is accepted.This means that there is no significant relationship between

teamwork competency and level of accreditation.

Respondents with level 1 got five (5) or @ércent and one (1) or 10.0 percent with

average and above average verbal interpretation respectively. Respondents with level 2

gained eighteen (18) or 36.0 percent with above average and eighteen (18) or 52.94 with
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outstanding verbal interpretation resppeely. Respondents with level 3 up got eight (8) or

80.0 percent with average verbal interpretation. Seemingly, respondents with level 3 and up

accreditation got the highest number of respondents as well as percentage with average

verbal interpretatiomi this competency.

Table 29

Significant Relationship betweenStrategic Action Competency and the Respondents

Profile When Grouped According to:

Level of Accreditation

Strategic Action Competency
G\e;\r;:;illy Average A@%?;Se Outstanding
Level 1 F 0 4 2 L
% 0 19.05 5.26 2.86
Level of Level 2 F 0 6 16 16
Accreditation % 0 28.57 42.11 45.71
Level 3 and F 1 11 20 18
up % 100 52.38 52.63 51.43
overall F 1 21 38 35
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
7.006 0.320 Accept H Not Significant

Table 29 shows the significant relationship between strategic action competency and

t he

respondent so

profile

accordi

n gsquare.

When strategic action competency was plotted against level of accreditatiesqu@re

was computed as 7.006. Likewise, thedtue of 0.320 is higher than 0.05 thus, the null

eve.

hypothesis is accepted.This means that there is no significant relationship between strategic

action competency and level of accreditation.

Respondents with level gained four (4) or 19.05 percent with average verbal

interpretation. Respondents with level 2 got sixteen (16) or 42.11 percent with above

average and sixteen (16) or 45.71 percent with outstanding verbal interpretation

respectively.Respondents with &\8 up garnered twenty (20) or 52.63 percent with above

average verbal interpretation.
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Table 30

Significant Relationship betweenSel-Management Competency and the Respondents

Profile When Grouped According to:

Level of Accreditation

Self ManagementCompetency
Generally Above .
Weak Average Average Outstanding
F 0 0 6 2
Level 1
% 0 0 15 4.17
Level of F 0 4 13 22
. Level 2
Accreditation % 0 44.44 325 45.83
Level 3 and F 1 5 21 24
up % 100 55.56 52.5 50
F 1 9 40 48
Overall
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
5.971 0.426 Accept H Not Significant

Table 30 presents the significant relationship betweemsatagement competency

and the respondents6é profile accor-dquareg t o
When selimanagement competency was plotted against level of accreditatiosgu@ine

was computed as 5.971. Likewise, thedue of 0.426 is higher than 0.05 thus, the null
hypothesis is accepted.This means that there is no significant relationship between self

management competency and level of accreditation.

It can be gleaned frorthe data that respondents with level 1 got six (6) or 15.0
percent with above average verbal interpretation. Respondents with level 2 garnered twenty
two (22) or 45.83 percent with outstanding verbal interpretation. Respondents with level 3
up gained twety four (24) or 50.0 percent with outstanding verbal interpretation. The data
indicate that respondents with level 2 and 3 up accreditation respectively are outstanding in

this competency.
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Table 31

Significant Relationship betweenCommunication Competency and the Respondents

Profile When Grouped According to:

Gender
Communication Competency
Average Above Average| Outstanding
Male 05 3?6 332> 133 44844
0 . .

GENDER Female F 16 42 10
% 64 66.67 55.56

Overall F 25 63 18

% 100 100 100

Computed Chi-square P-value Decision Remarks
0.752 0.687 Accept H Not Significant

Table 31 shows the significant relationship between communication competency and
t he respondent so profil e a c c o r-sduare.gWheno gen
communication competency was plotted against gendersd@iigire was computed as 0.752.
Likewise,the Rvalue of 0.687 is higher than 0.05 thus, the null hypothesis is accepted.This
means that there is no significant relationship between communication competency and

gender.
Table 32

Significant Relationship betweenPlanning and Administration Competeng/ and the

Respondents Profile When Grouped According to:

Gender
Planning & Administration Competency
Generally Above .
Weak Average Average Outstanding
F 1 11 18 10
Male
% 100 44 30.51 37.04
GENDER
F 0 14 41 17
Female
% 0 56 69.49 62.96
F 1 25 59 27
Overall
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
0.659 0.719 Accept H Not Significant
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Table 32 reveals the significant relationship between planning and administration

competency

When planning and administration competency was plotted against gendsguale was
computed as 0.659. Likewise, thev&lue of 0.719 is higher than 0.05 thus, the null

and

t he

respondent so

p r-ggdiarel e

ac

hypothesis is accepted.This means that there is no significant relationship between planning

and administration competency and gender.

Significant Relationship betweenStrategic Action Competency and the Respondents

Table 33

Profile When Grouped According to:

Gender
Strategic Action Competency
Generally Above .
Weak Average Average Outstanding
F 0 11 14 14
Male
% 0 40.74 31.11 40
GENDER
F 1 16 31 21
Female
% 100 59.26 68.89 60
F 1 27 45 35
Overall
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
1.533 0.675 Accept H Not Significant

Table 33 reveals the significant relationship between strategic action competency

and the

action competency was plotted against gender,-sGbhare was computed as 1.533.

Likewise, the Rralue of 0.675 is higher than 0.05 thus, the null hypothesis is accepted.This

respondent so

prof i | e-sqaacecVshendsirategic t o

g

means that there is no significant relationship between strategic action competency and

gender.
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Significant Relationship betweenSel-Management Compeéncy and the Respondents

Table 34

Profile When Grouped According to:

Gender
Self Management Competency
GS\?ee;i”y Average AA\/Z?;Se Outstanding
Male F 1 5 17 16
GENDER % 100 41.67 39.53 29.09
Female F 0 7 26 39
% 0 58.33 60.47 70.91
Overall F 1 12 43 55
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
3.318 0.345 Accept H Not Significant

Table 34 shows the significant relationship betweenmaliagement competency

and the

respondent sé profil e -squacoWhdniselfyj t o
management competency was plotted against gendessqUare was computed as 3.318.
Likewise, the Pralue of 0.345 is higher than 0.05 thus, the null hypothesis is accepted.This
means that there is no significant relationship betweernsatiiagement competency and

gender.

Table 35

Significant Relationship betweenCommunication Competency and the Respondents

Profile When Grouped According to:

Age
Communication Competency
Average Above Average Outstanding
30 Years Old F 3 5 2
Below % 12 7.81 7.41
31-40 Years F 7 10 10
Old % 28 15.63 37.04
AGE 41-50 Years F 10 26 6
Old % 40 40.63 22.22
51-60 Years F 5 16 9
Old % 20 25 33.33
More Than F 0 7 0
60 Years Old % 0 10.94 0
Overall F 25 64 27
% 100 100 100
Computed Chi-square P-value Decision Remarks
12.995 0.112 Accept H Not Significant
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Table 35 shows the significant relationship between communication competency and
the respondentsd profil e -sgoaceoWhen congnuticatiorage a
competency was plotted against age,-§&fjuare was computed as 12.995. Likewise, the P
value of 0.112 is higher than 0.05 thus, the null hypothesis is accepted.This means that there

is no significant relationship between communication competency and age.
Table 36

Significant Relationship betweenPlanning and Administration Competency and tre

Respondents Profile When Grouped According to:

Age
Planning & Administration Competency
Generally Above .
Weak Average Average Outstanding
30 Years Old F 1 S 2 2
Below % 100 20 3.13 6.25
31-40 Years F 0 7 15 8
ol % 0 28 23.44 25
41-50 Years F 0 6 24 13
AGE Old % 0 24 37.50 40.63
51-60 Years F 0 6 17 9
Old % 0 24 26.56 28.13
More Than F 0 ! 6 0
60 Years Old % 0 4 9.38 0
F 1 25 64 32
Overall
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
22.55 0.032 Reject H Significant

Table 36 presents the significant relationship between planning and administration
competency and the respondentsd prsquarée.l e ac
When planning and administration competency was plotted against agsgu@ine was
computed as 22.55. Likewise, the-vRlue of 0.032 is lower than 0.05 thus, the null
hypothesis is rejected.This means that there is a significant relationship between planning

and administration competency and age.
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Table 37

Significant Relationship betweenTeamwork Competency and the Respondents Profile

When Grouped According to:

Age
Teamwork Competency
Average Above Average Outstanding
30 Years Old F 2 5 3
Below % 16.67 8.20 7.32
31-40 Years F 3 12 8
old % 25 19.67 19.51
- F 3 24 15
AGE 41-50 Years
Old % 25 39.34 36.59
51-60 Years F 4 14 14
Old % 33.33 22.95 34.15
More Than F 0 6 1
60 Years Old % 0 9.84 2.44
F 12 61 41
Overall
% 100 100 100
Computed Chi-square P-value Decision Remarks
5.926 0.655 Accept H Not Significant

Table 37 reveals the significant relationship between teamwork competency and the
respondent so profil e accor-squaregWhenotearavgplk a s
competency was plotted against age,-§&juare was computed as 5.926. Likewise, the P
value 0f0.665 is higher than 0.05 thus, the null hypothesis is accepted.This means that there

is no significant relationship between teamwork competency and age.
Table 38

Significant Relationship betweenStrategic Action Competency and the Respondents

Profile When Grouped According to:

Age
Strategic Action Competency
Generally Above .
Weak Average Average Outstanding
30 Years Old F 0 3 4 3
AGE Below % 0 11.11 8.51 7.14
31-40 Years F 0 7 11 9
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old % 0 25.93 23.40 21.43
41-50 Years F 0 10 17 16
Oold % 0 37.04 36.17 38.10
51-60 Years F 1 7 11 12
old % 100 25.93 23.40 28.57
More Than F 0 0 4 2
60 Years Old % 0 0 8.51 4.76
F 1 27 47 42
Overall
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
5.936 0.919 Accept B Not Significant

Table 38 shows the significant relationship between strategic action competency and
the respondentsd profil e -aguareoWhkn strajegit awtiora ge a
competency was plotted against age,-Stjuare was computed as 5.936. Likewtbe, R
value of 0.919 is higher than 0.05 thus, the null hypothesis is accepted.This means that there

is no significant relationship between strategic action competency and age.
Table 39

Significant Relationship betweenSel-Management Competency and the Rspondents

Profile When Grouped According to:

Age
Self Management Competency
G\e}\r;:;illy Average AA\\/be?\a/Se Outstanding
30 Years Old F 0 2 4 4
Below % 0 16.67 8.70 6.45
31-40 Years F 0 3 15 12
Old % 0 25 32.61 19.35
AGE 41-50 Years F 1 4 13 26
Old % 100 33.33 28.26 41.94
51-60 Years F 0 3 12 16
Old % 0 25 26.09 25.81
More Than F 0 0 2 4
60 Years Old % 0 0 4.35 6.45
Overall F 1 12 46 62
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
7.21 0.843 Accept H Not Significant

Table 39 shows the significant relationship betweenmaliagement competency
and the respondentsd6 profil e-squarec Whedisetfg t o

management competency was plotted against agesdbiare was computed as 7.21.
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Likewise, theP-value of 0.843 is higher than 0.05 thus, the null hypothesis is accepted.This

means that there is no significant relationship betweennsatiagement competency and
age.

Table 40

Significant Relationship betweenCommunication Competency and the Responas
Profile When Grouped According to:

Employment Status

Communication Competency
Average A'A\‘/Z?;Se Outstanding
Regular F 20 54 23
Employment % 86.96 84.38 95.83
Status Probationary F 3 10 L
% 13.04 15.63 4.17
Overall F 23 64 24
% 100 100 100
Computed Chi-square P-value Decision Remarks
2.084 0.353 Accept H Not Significant

Table 40 discloses the significant relationship between communication competency
and the respondentsdé profile accorguareg t o
When communication competency was plotted against employment stattsjuaheé was
conputed as 2.084. Likewise, thevlue of 0.353 is higher than 0.05 thus, the null
hypothesis is accepted.This means that there is no significant relationship between
communication competency and employment status.

Table 41

Significant Relationship betweenPlanning and Administration Competency and the
Respondents Profile When Grouped According to:

Employment Status

Planning & Administration Competency
Gw:gi”y Average Ap\‘/t;?;/ge Outstanding
Regular F 1 16 56 28
Employment % 100 69.57 87.5 96.55
Status Probationary F 0 ! 8 L
% 0 30.43 12.5 3.45
overall F 1 23 64 29
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
8.275 0.041 Reject H Significant
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Table 41 shows the significant relationship between planning and administration
competency

and

t he

respondent so

profile

acoc

Chi-square. When planning and administration competency was plotted against employment
status, Chisquare was computed as 8.275. Likewise, thalke of 0.041 is lower than 0.05

thus, the null hypothesis is rejected.This means that there is a significant relationship

between planning and administration competency and employment status.

Table 42

Significant Relationship betweenTeamwork Competency and the Respondents Profile

When Grouped According to:

Employment Status

Teamwork Competency
Average A'T/Z?;ge Outstanding
Regular F 9 48 38
Employment % 81.82 80 97.44
Status Probationary F 2 12 L
% 18.18 20 2.56
Overall F 11 60 39
% 100 100 100
Computed Chi-square P-value Decision Remarks
6.316 0.043 Reject H Significant

Table 42 discloses the significant relationship between teamwork competency and
respondent so

t he

prof

il e

teamwork competency was plotted against employment statusgGaie was computed as

6.316. Likewise, the Ralue of 0.043 is lower than 0.05 thus, the null hypothesis is

rejected.This means that there is a significant relationship between teamwork competency

and employment status.

Table 43

Significant Relationship betweenStrategic Action Competency and the Respondents
Profile When Grouped According to:

Employment Status

Strategic Action Competency
Gs\r;s;illy Average A'?/t;?;lge Outstanding
Regular F 1 20 40 36
Employment % 100 76.92 85.11 94.74
Status Probationary F 0 6 7 2
% 0 23.08 14.89 5.26
Overall F 1 26 47 38
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
4513 0.211 Accept H Not Significant
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Table 43 presents the significant relationship between strategic action competency

and

t he

respondent so

profile

ac c o r-ghuare.g
When strategic action competency was plotted against employment statssju@la wa
computed as 4.513. Likewise, thevBlue of 0.211 is higher than 0.05 thus, the null

to

hypothesis is accepted.This means that there is no significant relationship between strategic
action competency and employment status.

Significant Relationship betweenSel-Management Competency and the Respondents

Table 44

Profile When Grouped According to:

Employment Status

Self Management Competency
Generally Above :
Weak Average Average Outstanding
Reaular F 1 10 33 56
Employment g % 100 83.33 76.74 93.33
Status Probationar F 0 2 10 4
y % 0 16.67 23.26 6.67
overall F 1 12 43 60
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
6.044 0.109 Accept H Not Significant
Table 44 discloses the significant relationship between -ns&ifagement
competency and the respondentso

profile

ac

Chi-square. When sethanagement competency was plotted against employment status,

Chi-square wasomputed as 6.044. Likewise, thes&®lue of 0.109 is higher than 0.05 thus,

the null hypothesis is accepted.This means that there is no significant relationship between
self management competency and employment status.

Significant Relationship between Communication Competency and the Respondents

Table 45

Profile When Grouped According to:

Educational Attainment

Communication Competency
Average Above Average Outstanding
Educational MA F 15 37 8
Attainment T % 62.5 58.73 34.78
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F 5 21 13
PhD/EdD % 20.83 33.33 56.52
F 4 5 2
Prof. Degree % 16.67 7.94 8.70
overall F 24 63 23
% 100 100 100
Computed Chi-square P-value Decision Remarks
7.908 0.095 Accept H Not Significant

Table 45 shows the significant relationship between communication competency and
the respondentsdé profile accordi ngsquare. e du c ¢
When communication competency was plotted against educational attainmestju@rte
was computed as 7.908. Likewise, thedtue of 0.095 is higher than 0.05 thus, the null
hypothesis is accepted.This means that there is no significant relationship between

communication competency and educational attainment.
Table 46

Significant Relationshp betweenPlanning and Administration Competency and the

Respondents Profile When Grouped According to:

Educational Attainment

Planning & Administration Competency
Generally Above .
Weak Average Average Outstanding
F 1 13 38 13
M.A.
% 100 54.17 64.41 40.63
' F 0 6 16 17
Edu_catlonal PhD/EdD
Attainment % 0 25 27.12 53.13
F 0 5 5 2
Prof. Degree
% 0 20.83 8.47 6.25
F 1 24 59 32
Overall
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
11.057 0.087 Accept H Not Significant

Table 46shows the significant relationship between planning and administration
competency and the respondentsd profile acc
the Chisquare. When planning and administration competency was plotted against

educatioal attainment, Chsquare was computed as 11.057. Likewise, thialée of 0.087
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is higher than 0.05 thus, the null hypothesis is accepted.This means that there is no
significant relationship between planning and administration competency and educational

attainment.
Table 47

Significant Relationship betweenTeamwork Competency and the Respondents Profile

When Grouped According to:

Educational Attainment

Teamwork Competency
Average Above Average Outstanding
M.A F 8 34 18
T % 66.67 56.67 48.65
Educational F 2 18 17
Attainment PhD/EdD % 16.67 30 45.95
F 2 8 2
Prof. Degree % 16.67 13.33 5.41
Overall F 12 60 37
% 100 100 100
Computed Chi-square P-value Decision Remarks
5.197 0.268 Accept H Not Significant

Table 4Bhows the significant relationship between teamwork competency and the
ng
teamwork competency was plotted against educational attainmentsq@me was

computed as 5.1@ Likewise, the Rralue of 0.268 is higher than 0.05 thus, the null

respondentsd profile accordi tsguare Whea at i on

hypothesis is accepted.This means that there is no significant relationship between
teamwork competency and educational attainment.
Table 48

Significant Relationship betweenStrategic Action Competency and the Respondents

Profile When Grouped According to:

Educational Attainment

Strategic Action Competency
Generally Above :
Weak Average Average Outstanding
F 1 17 29 15
M.A.
Educational % 100 62.96 64.44 38.46
Attainment F 0 5 12 22
PhD/EdD
% 0 18.52 26.67 56.41
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F 0 5 4 2
Prof. Degree

% 0 18.52 8.89 5.13

F 1 27 45 39
Overall

% 100 100 100 100

Computed Chi-square P-value Decision Remarks

14.905 0.021 Reject H Significant

Table 48 presents the significant relationship between strategic action competency

and the respondentsd6 profile according to
square. When strategic action competency was plotted against educational attainment, Chi
square was computed as 14.905. Likewise, thalie of 0.021 is lower than 0.05 thus, the

null hypothesis is rejected.This means that there is a significant relationship between
strategic action competency and educational attainment.

Table 49

Significant Relationship betweenSel--Management Competency and the Respondents

Profile When Grouped According to:

Educational Attainment

Self Management Competency
Generally Above .
Weak Average Average Outstanding
F 1 6 31 27
M.A. % 100 50 72.09 45
Educational F 0 3 10 26
Attainment | FNP/EdD % 0 25 23.26 43.33
F 0 3 2 7
Prof. Degree [/ 0 25 4.65 11.67
overall F 1 12 43 60
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
11.408 0.077 Accept H Not Significant

Table 49 reveals the significant relationship betweenrmsatiagement competency

and t he

respondentsé profile according to
square. When sethanagement competency was plotted against educational attainment,
Chi-square was computed as 11.408. Likewise, thealBe of 0.077 is higher than 0.05

thus, the null hypothesis is accepted.This means that there is no significant relationship
between selfnanagement competency and educational attainment.

\
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Significant Relationship betweenCommunication Competency and the Respondents

Table 50

Profile When Grouped According to:

Year/s in Service in the Institution

Communication Competency
Average Above Average Outstanding
05 F 10 15 4
% 41.67 23.81 16
F 2 11 10
. 6-10 % 8.33 17.46 40
Year/sin F 4 16 6
Service in the 11-15 % 16.67 25.40 24
institution
1620 F 1 7 4
% 4,17 11.11 16
More than 20 F 7 14 1
yIs. % 29.17 22.22 4
overall F 24 63 25
% 100 100 100
Computed Chi-square P-value Decision Remarks
16.636 0.034 Reject H Significant

Table 50 shows the significant relationship between communication competency and

t he

respondent so

prof

i | e

accordi

ng t o-

year/

square. When communication competency was plotted against year/s in serviee in t

institution, Chisquare was computed as 16.636. Likewise, t#wale of 0.034 is lower

than 0.05 thus, the null hypothesis is rejected.This means that there is a significant

relationship between communication competency and year/s in service intitioiomns

Table 51

Significant Relationship betweenPlanning and Administration Competency and the

Respondents Profile When Grouped According to:

Year/s in Service in the Institution

Planning & Administration Competency
Generally Above :
Weak Average Average Outstanding
0-5 F 1 14 11 5
% 100 56 17.46 17.24
. F 0 4 12 10
Year/s in 6-10 % 0 16 10.05 34.48
Service in the = 0 3 15 8
institution 11-15 % 0 12 5381 5759
F 0 1 8 3
16-20 % 0 4 12.70 10.34
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More than F 0 3 17 3
20 yrs. % 0 12 26.98 10.34
overall F 1 25 63 29
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
23.436 0.024 Reject H Significant

Table 51 presents the significant relationship between planning and administration
t he

compet e

ncy

and

respondentso

profile

shown in the Chsquare. When planning and administration competency was plotted

against year/s in service in the institution, Sguare was computed as 23.436. Likewise,

ac

the Rvalue of 0.024 is lower than 0.05 thus, the null hypothesis is rejected.This means that

there is a significant relationship between planning and administrabmpetency and

year/s in service in the institution.

Significant Relationship betweenTeamwork Competency and the Respondents Profile

Table 52

When Grouped According to:

Year/s in Service in the Institution

Teamwork Competency
Average Above Average Outstanding
05 F 7 16 5
% 58.33 26.67 13.16
F 0 13 10
vearisin || 0 267 .32
Serviceinthe | 11-15 % 8.33 21.67 26.32
institution
16:20 F 1 5 6
% 8.33 8.33 15.79
More than F 3 13 7
20 yrs. % 25 21.67 18.42
Overall F 12 60 38
% 100 100 100
Computed Chi-square P-value Decision Remarks
13.291 0.102 Accept H Not Significant

Table 52 presents the significant relationship between teamwork competency and the

respondent so
square. When teamwork competency was plotted against year/s in service inititeomst
Chi-square was computed as 13.291. Likewise, thvaléee of 0.102 is higher than 0.05

profile

accordi

ng

t o

year/ s

thus, the null hypothesis is accepted.This means that there is no significant relationship

between teamwork competency and year/s in service in the institution.
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Significant Relationship betweenStrategic Action Competency and the Respondents

Table 53

Profile When Grouped According to:

Year/s in Service in the Institution

Strategic Action Competency

G\e/\?éa;illy Average Aé/gcr);ge Outstanding
05 F 0 10 11 6
% 0 37.04 23.91 15.38
6-10 F 0 4 10 11
Year/s in % 0 14.81 21.74 28.21
Service in 11-15 F 1 2 12 10
the % 100 7.41 26.09 25.64
institution F 0 3 4 5
16-20 % 0 11.11 8.70 12.82
More than F 0 8 9 7
20 yrs. % 0 29.63 19.57 17.95
Overall F 1 27 46 39
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
12.647 0.395 Accept H Not Significant

Table 53hows the
t he

significant relationship between strategic action competency and

respondent so

profil e

accordi

ng

t o-

year /

square. When strategic action competency was plotted against year/s in service in the

institution, Chisquare was computed as 12.647. Likewise, tvalée of 0.395 is higher

than 0.05 thus, the null hypothesis is accepted.This means that there is no significant

relationship between strategic action competency and year/s in servicenigtifugion.
Table 54

Significant Relationship betweenSel--Management Competency and the Respondents

Profile When Grouped According to:

Year/s in Service in the Institution

Self Management Competency

Generally Above :
Weak Average Average Outstanding
05 F 0 5 14 11
. % 0 41.67 31.11 18.64
Year/s in
Service in F 0 2 6 18
6-10
the % 0 16.67 13.33 30.51
institution F 0 5 9 15
11-15
% 0 16.67 20 25.42
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F 0 1 6 5
16-20
% 0 8.33 13.33 8.47
More than F 1 2 10 10
20 yrs. % 100 16.67 22.22 16.95
F 1 12 45 59
Overall
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
13.163 0.435 Accept H Not Significant

Table 5¢resents the significant relationship between-isglhagement competency
and the respondentsdé profile according to
Chi-square. When sethanagement competency was plotted against year/s in service in the
institution, Chisquare was computed as 13.163. Likewise, tvalée of 0.435 is higher
than 0.05 thus, the null hypothesis is accepted.This means that there is no significant
relationship between satfianagement competency and year/s in service imstiéuition.

Table 55

Significant Relationship betweenCommunication Competency and the Respondents

Profile When Grouped According to:

Year/s in Service in the Present Position

Communication Competency
Average Above Average Outstanding
Less than 1 F 8 12 3
year % 32 18.46 11.54
1 year F 2 3 4
% 8 4.62 15.38
Year/s in the F 5 10 4
Service inthe | 2 Ye3rs % 20 15.38 15.38
Present 3 F 3 8 3
Position years % 12 12.31 11.54
4 years F 1 4 6.00
% 4 6.15 23.08
5 years and F 6 28 6
above % 24 43.08 23.08
Overall F 25 65 26
% 100 100 100
Computed Chi-square P-value Decision Remarks
15.662 0.11 Accept H Not Significant

Table 5presents the significant relationship between communication competency and
the respondentsd profile according to year/

Chi-square. When communication competency was plotted against year/s in serviee in th
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present position, Ckquare was computed as 15.662. Likewise, thalée of 0.11 is
higher than 0.05 thus, the null hypothesis is accepted.This means that there is no significant

relationship between communication competency and year/s in services ipreékent

position.

Significant Relationship betweenPlanning and Administration Competency and the

Table 56

Respondents Profile When Grouped According to:

Year/s in Service in the Present Position

Planning & Administration Competency

Gs\r;:;i"y Average | Above Average Outstanding
Less than F 1 9 9 6
1 year % 100 36 13.85 19.35
1 year F 0 0 8 1
. % 0 0 12.31 3.23
t\:\iag:rl\?ice 2 years F 0 6 12 3
in the Oéo 8 234 18646 9.568
ﬁre?fe”t 3 years % 0 12 9.23 16.13
osition
4 years F 0 1 5 5
% 0 4 7.69 16.13
5 years F 0 6 25 11
and above % 0 24 38.46 35.48
Overall F 1 25 65 31
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
19.243 0.203 Accept H Not Significant

Table 5@resents the significant relationship between planning and administration
competency
position as shown in the Ghguare. When planning and administration competency was
plotted aganst year/s in service in the present position-§hiare was computed as 19.243.
Likewise, the Pvalue of 0.203 is higher than 0.05 thus, the null hypothesis is accepted.This

means that there is no significant relationship between planning and admamstra

and

t he

respondent so

competency and year/s in service in the present position.
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Table 57

Significant Relationship betweernreamwork Competency and the Respondents Profile

When Grouped According to:

Year/s in Service in the Present Position

Teamwork Competency
Average Above Average Outstanding
Less than 1 F 4 14 6
year % 33.33 22.95 14.29
1 year F 0 6 3
% 0 9.84 7.14
Year/s in the F 3 7 7
Senviceinthe | 2 Y®aS % 25 11.48 16.67
Pres_(_ant 3 years F 2 7 5
Position % 16.67 11.48 11.90
4 years F 1 2 8
% 8.33 3.28 19.05
5 years and F 2 25 13
above % 16.67 40.98 30.95
Overall F 12 61 42
% 100 100 100
Computed Chi-square P-value Decision Remarks
13.268 0.209 Accept H Not Significant

Table 5Bhows the significant relationship between teamwork competency and the

respondentsodé6 profile according to year/ s
Chi-square. When teamwork competency was plotted against year/s in service in the present
postion, Chisquare was computed as 13.268. Likewise, thal&e of 0.209 is higher than

0.05 thus, the null hypothesis is accepted.This means that there is no significant relationship
between teamwork competency and year/s in service in the presentpositio

Table 58

Significant Relationship betweerStrategic Action Competency and the Respondents

Profile When Grouped According to:

Year/s in Service in the Present Position

Strategic Action Competency
Gs\r;s;illy Average A'A\‘/Z?;Se Outstanding
Year/s inthe | Less than F 0 8 8 6
Service in the| lyear % 0 29.63 16.67 14.63
Present F 0 3 5 2
Position 1year % 0 11.11 10.42 4.88
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F 0 5 8 7
2 years
% 0 18.52 16.67 17.07
F 0 3 5 6
3 years
% 0 11.11 10.42 14.63
F 1 0 3 6
4 years
% 100 0 6.25 14.63
5 years F 0 8 19 14
and above % 0 29.63 39.58 34.15
F 1 27 48 41
Overall
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
19.221 0.204 Accept B Not Significant

Table 5®resents the significant relationship between strategic action competency and
the respondentsd profile according to year/
Chi-square. When strategic action competency was plotted against year/s in isethiece
present position, Ckiquare was computed as 19.221. Likewise, thalie of 0.204 is
higher than 0.05 thus, the null hypothesis is accepted.This means that there is no significant
relationship between strategic action competency and year/s vitesen the present
position.

Table 59

Significant Relationship betweerSel--Management Competency and the Respondents

Profile When Grouped According to:

Year/s in Service in the Present Position

Self Management Competency
G\e}:/f]:;illy Average AA\\/be?z\a/Se Outstanding
Less than F 0 3 11 11
1 year % 0 25 23.91 17.74
1 year F 0 0 4 6
% 0 0 8.70 9.68
Year/s in the F 0 2 12 6
Service inthe | 2 Y8a'S % 0 16.67 26.09 9.68
Present 3 F 0 2 4 8
Position years % 0 16.67 8.70 12.90
4 years F 0 0 4 7
% 0 0 8.70 11.29
5 years F 1 5 11 24
and above % 100 41.67 23.91 38.71
Overall F 1 12 46 62
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
12.119 0.67 Accept H Not Significant
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Table 5%eveals the significant relationship between -seinagement competency

and the

respondentso

profile

accor di

ng

to vy

in the Chisquare. When sethanagement competency was plotted against year/s in service

in the present position, Gsguare was computed as 12.119. Likewise, thal&e of 0.67

is higher than 0.05 thus, the null hypothesis is accepted.This means that there is no

significant relationship between saifanagement competency and year/s in seivnidée

present position.

Table 60

Significant Relationship betweenCommunication Competency and the Respondents

Profile When Grouped According to:

Year/s in Service in the Previous Position

Communication Competency
Average Above Average Outstanding
Lessthan 1 F 1 3 1
year % 5 5.45 4.17
1 year F 4 5 4
% 20 9.09 16.67
Year/s in the F 5 8 4
Service inthe | 2 Y®a'S % 25 14.55 16.67
Previous 3 F 3 5 3
Position years % 15 9.09 12.5
4 years F 1 6 L
% 5 10.91 4.17
5 years and F 6 28 11
above % 30 50.91 45.83
Overall F 20 55 24
% 100 100 100
Computed Chi-square P-value Decision Remarks
5.786 0.833 Accept H Not Significant

Table 6@resents the significant relationship between communication competency and

t he

respondent so

prof

il e

accordi

ng to

year/

the Chisquare. When communication competency was plotted against year/s in service in

the previous position, Cliquare was computed as 5.786. Likewise, thvalBe of 0.833 is

higher than 0.05 thus, the null hypothesis is accepted.This means that there is no significant

relationship between communication competency and year/s in servite iprevious

position.
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Table 61

Significant Relationship betweenPlanning and Administration Competency and the

Respondents Profile When Grouped According to:

Year/s in Service in the Previous Position

Planning & Administration Competency

G\e/\?:;illy Average A'A\\/Z?;ge Outstanding
Less than 1 F 1 1 1 2
year % 100 5.26 1.82 6.67
1 year F 0 5 4 5
. % 0 26.32 7.27 16.67
Year/s in = 0 5 10 2
the Service 2 years
. % 0 26.32 18.18 6.67
in the F 0 2 8 3
:z;es‘l’t'%‘ﬁ]s 3 years % 0 10.53 14.55 10
4 years F 0 1 6 2
% 0 5.26 10.91 6.67
5 years and F 0 5 26 16
above % 0 26.32 47.27 53.33
Overall F 1 19 55 30
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
31.558 0.007 Reject H Significant

Table 6leveals the significant relationship between planning and administration
competency

position as shown in the Ghguare. When planning and administration competency was

and

t he

respondent sé

profil e

plotted agast year/s in service in the previous position, -€duiare was computed as
31.588. Likewise, the Walue of 0.007 is lower than 0.05 thus, the null hypothesis is

rejected.This means that there is a significant relationship between planning and

administraion competency and year/s in service in the previous position.

Table 62

Significant Relationship betweenreamwork Competency and the Respondents Profile

When Grouped According to:

Year/s in Service in the Previous Position

Teamwork Competency
Average Above Average Outstanding
vear/s in the Less than 1 F 1 2 2
0 year % 10 4.17 5
Service in the
Previous Position 1 year F 2 4 4
Y % 20 8.33 10
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2 years F 4 6 !
% 40 12.5 17.5
3 years F 1 6 3
% 10 12.5 7.5
4 years F 0 S 4
% 0 10.42 10
5years and F 2 25 20
above % 20 52.08 50
overall F 10 48 40
% 100 100 100
Computed Chi-square P-value Decision Remarks
8.666 0.564 Accept H Not Significant

Table 62hows the significant relationship between teamwork competency and the

ng
Chi-square. When teamwork competency was plotted against year/s in service in the

respondentsodé profile accordi to year/ s in
previous psition, Chisquare was computed as 8.666. Likewise, thalke of 0.564 is

higher than 0.05 thus, the null hypothesis is accepted.This means that there is no significant
relationship between teamwork competency and year/s in service in the previoios posit

Table 63

Significant Relationship betweerStrategic Action Competency and the Respondents

Profile When Grouped According to:

Year/s in Service in the Previous Position

Strategic Action Competency
Gs\?s;i”y Average Aé/t()a?;ge Outstanding
Less than F 0 0 3 2
1 year % 0 0 7.69 5.26
1 year F 1 5 1 7
% 100 21.74 2.56 18.42
Year/s in the F 0 6 5 5
Service in the| 2 Y®a'S % 0 26.09 12.82 13.16
Previous 3 F 0 2 4 4
Position years % 0 8.70 10.26 10.53
4 years F 0 2 > 2
% 0 8.70 12.82 5.26
5 years F 0 8 21 18
and above % 0 34.78 53.85 47.37
overall F 1 23 39 38
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
17.49 0.29 Accept H Not Significant

Table 6®resents the significant relationship between strategic action competency and

the respondentsé profile according to year/
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the Chisquare. When strategic action competency was plotted against year/s ia servic

the previous position, Clsquare was computed as 17.49. Likewise, tvalRe of 0.29 is

higher than 0.05 thus, the null hypothesis is accepted.This means that there is no significant

relationship between strategic action competency and year/s Jvites@én the previous

position.

Significant Relationship betweerSelt-Management Competency and the Respondents

Table 64

Profile When Grouped According to:

Year/s in Service in the Previous Position

Self Management Competency
Gs\?:;i”y Average A'A\‘/Z?gge Outstanding
Less than 1 F 0 1 2 2
year % 0 9.09 5.41 3.64
1 year F 0 4 2 9
Vear/s in % 0 36.36 5.41 16.36
the Service| 2 years F 0 2 8 /
; % 0 18.18 21.62 12.73
in the F 0 2 5 5
ﬁ;es\,/t',cé,lﬁ,s 3 years % 0 18.18 1351 9.09
4 years F 0 0 3 5
% 0 0 8.11 9.09
5 years and F 1 2 17 27
above % 100 18.18 45,95 49.09
overall F 1 11 37 55
% 100 100 100 100
Computed Ch- P- Decision Remarks
square value
12.602 0.633 Accept H Not
' ' P Significant

Table 64hows the significant relationship between-sedéinagement competency and

t he

respondent so

profile

accordi

ng

t o

year/

the Chisquare. When sethanagement competency was plotted against year/s in service in

the previous position, Ctaquare was computed as 12.602. Likewise, twalte of 0.633

is higher than 0.05 thus, the null hypothesis is accepted.This means that there is no

significant relationship between s@ffanagement competency and year/s in selvidbe

previous position.
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Table 65

Significant Relationship betweerOverall Managerial Competencies Competency and
the Respondents Profile When Grouped According to:

Type of HEI
Overall Managerial Competencies
Average Above Average Outstanding
Sectarian F 18 48 21
Type of % 85.71 75 55.26
HE| NonSectarian F 3 16 17
% 14.29 25 44.74
Overall F 21 64 38
% 100 100 100
Computed Chi-square P-value Decision Remarks
7.232 0.027 Reject H Significant

Table 6%llustrates the significant

the respondentsdo profile
square. When overall managerial competencies were plotted against type of HEI, Chi

square was computeas 7.232. Likewise, the-\alue of 0.027 is lower than 0.05 thus, the

relationship between overall managerial

competencies and

null hypothesis is rejected.This means that there is a significant relationship between overall
managerial competencies and type of HEI.
Table 66

Significant Relationship betweerOverall Managerial Competencies Competency and

the Respondents Profile When Grouped According to:

Level of Accreditation

Overall Managerial Competencies
Average Above Average Outstanding
Level 1 F 2 5 1
% 11.76 9.62 3.23
Level of Level 2 F 6 19 15
Accreditation % 35.29 36.54 48.39
Level 3 and up F 9 28 15
% 52.94 53.85 48.39
Overall F 17 52 31
% 100 100 100
Computed Chi-square P-value Decision Remarks
2.264 0.687 Accept H Not Significant
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Table 6&hows the significant relationship between overall managerial competencies

and the respondents6é profile accor-dquareg t o
When overall managerial competencies were plotted against level of accreditation, Chi
square was computed as 2.264. Likewise, thealde of 0.687 is higher than 0.05 thus, the

null hypothesis is accepted.This means that there is no significant relationship between

overall managerial competencies and level of accreditation.

Table 67

Significant Relationship betweerOverall Managerial Competencies Competency and
the Respondents Profile When Grouped According to:

Gender
Overall Managerial Competencies
Average Above Average Outstanding
Male v f061 2553 516
0 . . .
GENDER Female F 13 43 17
% 59.09 71.67 54.84
Overall F 22 60 31
% 100 100 100
Computed Chi-square P-value Decision Remarks
2.894 0.235 Accept H Not Significant

Table 6Tlustrates the significant

t he -pquancef 1 | e
When overall managerial competencies were plotted against gendesquzine was

computed as 2.894Likewise, the Rvalue of 0.235 is higher than 0.05 thus, the null

relationship between overall managerial

competencies and

respondent so

hypothesis is accepted.This means that there is no significant relationship between overall
managerial competencies and gender.

Table 68

Significant Relationship betweerOverall Managerial Competencies Competency and

the Respondents Profile When Grouped According to:

Age
Overall Managerial Competencies
Average Above Average| Outstanding
30 Years Old F 2 5 3
0,
AGE Below é) 9.;)9 7i934 7.;39
31-40 Years Old % 36.36 20.63 23.68
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F 8 21 15
41-50 Years Old % 36.36 33.33 39.47
F 4 17 11
51-60 Years Old % 18.18 26.98 28.95
More Than 60 F 0 7 0
Years Old % 0 11.11 0
Overall F 22 63 38
% 100 100 100
Computed Chi-square P-value Decision Remarks
9.282 0.319 Accept H Not Significant

Table 6dlustrates the significant relationship between overall managerial
competencies and the respondent s -sguare.f i | e
When overall managerial competencies were plotted against agseq@ire was computed
as 9.282. Likwise, the Pvalue of 0.319 is higher than 0.05 thus, the null hypothesis is
accepted.This means that there is no significant relationship between overall managerial
competencies and age.

Table 69

Significant Relationship betweerOverall Managerial Competenges Competency and

the Respondents Profile When Grouped According to:

Employment Status

Overall Managerial Competencies
Average Above Average| Outstanding
F 16 52 34
Regular
Emp|oyment % 80 82.54 97.14
Status = 4 11 1
Probationary
% 20 17.46 2.86
F 20 63 35
Overall
% 100 100 100
Computed Chi-square P-value Decision Remarks
4.946 0.084 Accept H Not Significant

Table 6%resents the significant relationship between overall managerial
competencies and the respondentsd profile a
Chi-square. When overall managerial competencies were plotted against employment status,
Chi-square wa computed as 4.946. Likewise, thevd&tue of 0.084 is higher than 0.05 thus,
the null hypothesis is accepted.This means that there is no significant relationship between

overall managerial competencies and employment status.
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Significant Relationship betweerOverall Managerial Competencies Competency and

Table 70

the Respondents Profile When Grouped According to:

Educational Attainment

Overall Managerial Competencies
Average Above Average| Outstanding
F 14 37 15
M.A.
% 63.64 61.67 42.86
i F 4 17 18
Edupatlonal PhD/EdD
Attainment % 18.18 28.33 51.43
F 4 6 2
Prof. Degree
% 18.18 10 571
F 22 60 35
Overall
% 100 100 100
Computed Chi-square P-value Decision Remarks
9.096 0.059 Accept H Not Significant

Table 7@hows the significant relationship between overall managerial competencies

and t he

respondentsdéd profile according to
square. When overall managerial competencies were plotted against educational attainment,
Chi-square was computed as 9.096. Likewise, thealde of 0.059 is higher than 0.05 thus,

the null hypothesis is accepted.This means that there is no significant relationship between
overall managerial competencies and educational attainment.

Table 71

Significant Relationship betweerOverall Managerial Competencies Competency and
the Respondents Profile When Grouped According to:

Year/s in Service in the Institution

Overall Managerial Competencies
Average Above Average| Outstanding
F 10 16 5
. 0-5
Year_/s in % 45.45 25.81 14.29
Service in = 3 12 11
the 6-10
institution % 13.64 19.35 31.43
11-15 F 3 13 10
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% 13.64 20.97 28.57
F 1 6 5
16-20
% 4.55 9.68 14.29
F 5 15 4
More than 20 yrs.

% 22.73 24.19 11.43

F 22 62 35
Overall

% 100 100 100

Computed Chi-square P-value Decision Remarks

11.979 0.152 Accept B Not Significant

Table 71llustrates

competencies

the significant

and

t he

relationship between overall

respondent so

managerial

profile

shown in the Chsquare. When overall managerial competencies were plotted against year/s

in service in the institution, Ckiquare was computed as 11.979. Likewise, tval&e of

0.152 is higher than 0.05 thus, the null hypothesis is accepted.This means that there is no

significant relationship between overall managerial competencies and yea#gsvice in

the institution.

Table 72

Significant Relationship betweerOverall Managerial Competencies Competency and

the Respondents Profile When Grouped According to:

Year/s in Service in the Present Position

Overall Managerial Competencies
Average Above Average| Outstanding
Less than 1 year| F ! 13 5
% 31.82 20.31 13.51
1 year F 0 8 2
% 0 12.5 5.41
Year/s in 2 years F > 10 6
% 22.73 15.63 16.22
Pre;t_ant E 3 5 3
Position 3 years % 13.64 7.81 16.22
4 years F 1 4 6
% 4.55 6.25 16.22
5 years and F 6 24 12
above % 27.27 37.5 32.43
overall F 22 64 37
% 100 100 100
Computed Chi-square P-value Decision Remarks
11.715 0.305 Accept H Not Significant

Table 72eveals the significant relationship between overall managerial competencies

and

t he

respondent so

97
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in the Chisquare. When overall managerial competencies were plotted against year/s in
service in the present position, &guare was computed as 11.715. Likewise, thal&e
of 0.305 is higher than 0.05 thus, the null hypothesis is accepted.This means that there is no
significant relationship between overall managerial competencies esarés yin service in
the present position.

Table 73

Significant Relationship betweerOverall Managerial Competencies Competency and

the Respondents Profile When Grouped According to:

Year/s in Service in the Previous Position

Overall Managerial Competencies
Average Above Average| Outstanding
F 1 2 2
Less than 1 year % 5.26 3.02 5.56
1 vear F 5 3 7
. Y % 26.32 5.88 10.44
Year/s in = 5 7 5
Service in 2 years % 26.32 13.73 13.89
g‘e . F 2 7 4
revious 3years % 10.53 13.73 1111
Position . : .
4 years F 1 6 2
y % 5.26 11.76 5.56
d ab F 5 26 16
5 years and abov % 26.32 50.98 44.44
Overall F 19 5l 36
% 100 100 100
Computed Chi-square P-value Decision Remarks
10.139 0.428 Accept H Not Significant

Table 73%resents the significant relationship between overall managerial
competencies and the respondentsdé profile
position as shown in the Ghguare. When overall managerial competencies were plotted
against year/sn service in the previous position, Gguare was computed as 10.139.
Likewise, the Pvalue of 0.428 is higher than 0.05 thus, the null hypothesis is accepted.This
means that there is no significant relationship between overall managerial competahcies an
year/s in service in the present position.

5. Is there a significant relationship between succession planning and

management practices of the respondents and their profile?
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Table 74

Significant Relationshipbetweent he Respondentso6é aBduccessi on
Management Practices in terms of Communicate Expectations When Grouped

According to:

Type of HEI
Communicate Expectations
Not Less Moderately .
Aware Aware Aware Aware Highly Aware
. F 2 21 23 23 17
Type Sectarian 5
e % 100 95.45 58.97 62.16 85
HEI Non- F 0 1 16 14 3
Sectarian % 0 4.55 41.03 37.84 15
F 2 22 39 37 20
Overall
% 100 100 100 100 100
Computed Cht- P-value Decision Remarks
square
13.413 0.009 Reject H Significant
Table 74 shows the significant relati on:

planning and management practices in terms of communicate expectations when grouped
according to type of HEI. Respondents from sectarian gained the highest percentage of
twentythree (23) or 62.16 percent with a verbal interpretation of moderately aware. While
respondents from nesectarian garnered sixteen (16) or 41.03 percent with a verbal
interpretation of aware.

Consequently, the data indicate the significant relationsl@pvden succession

pl anning and management the r

as shown in the Ckaquare. When succession planning and management practices in terms

practices and

of communicate expectations were plotted against type of Hitsdliare was computed as
13.413. Likewise, the Walue of 0.009 is lower than 0.05 thus, the null hypothesis is
rejected.This means that there is a significant relationship between succession planning and

management practices in terms of organizationsassent and alignment and type of HEI.
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Table 75

Significant Relationshipbetweent he Respondentsd Succession

Management Practices in terms of Organization Assessment and Alignment When

Grouped According to:

Type of HEI
Organization assessment and alignment
Not Less Moderately :
Aware Aware Aware Aware Highly Aware
) F 2 21 27 27 10
Tvoe Sectarian
y? % 66.67 87.5 58.70 81.82 66.67
o]
Sectarian % 33.33 12.5 41.30 18.18 33.33
F 3 24 46 33 15
Overall
% 100 100 100 100 100
Computed Chi P-value Decision Remarks
square
8.711 0.069 Accept H Not Significant

Table 75 reveals the significant rel at.
planning and management practices in terms of organization assessment and alignment
when grouped according to type of HEI. Respondents from sectarian gained twenty seven
(27) or 81.82 percent with a verbal interpretation of moderately aware.While respondents
from nonsectarian garnered nineteen (19) or 41.30 percent with a verbal interpretation of
aware.

Thus, the data show the significant relationship between successionnglamu
management practices and the respondentso6 p
Chi-square. When succession planning and management practices in terms of organization
assessment and alignment were plotted against type of HEggGhrewas computed as
8.711. Likewise, the ®alue of 0.069 is higher than 0.05 thus, the null hypothesis is
accepted.This means that there is no significant relationship between succession planning

and management practices in terms of organization assessmealiggmment and type of
HEI.
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Table 76

Significant Relationshipbetweent he Respondentsd Succession
Management Practices in terms of Training Talent and Development When Grouped

According to:

Type of HEI
Talent Training& Development
Not Less Moderately | , .
Aware Aware Aware Aware Highly Aware
. F 1 16 30 29 11
Tvoe Sectarian
y? % 100 80 63.83 80.56 64.71
o]
Sectarian % 0 20 36.17 19.44 35.29
F 1 20 47 36 17
Overall
% 100 100 100 100 100
Computed Chi P-value Decision Remarks
square
4.326 0.364 Accept H Not Significant

Table 76l i scl oses the significant relationshi
planning and management practices in terms of talent training and development when
grouped according to type of HEIl. Respondents from sectarian gained the highest
percentage of thiy (30) or 63.83 percent with a verbal interpretation of aware. While
respondents from nesectarian gathered seventeen (17) or 36.17 percent with a verbal
interpretation of aware. Both respondents from sectarian andewarian are aware of the
successin planning and management practices in terms of talent training and development.

Hence, the data illustrate the significant relationship between succession planning and
management practices and the respondttent s6 p
Chi-square. When succession planning and management practices in terms of talent training
and development were plotted against type of HEI-goiare was computed as 4.326.
Likewise, the Pvalue of 0.364 is higher than 0.05 thus, the null hypothesiscepted.This
means that there is no significant relationship between succession planning and

management practices in terms of talent training and development and type of HEI.
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Table 77

Significant Relationshipbetweenof t he Respondent sé Successi

Management Practices in terms of Process Evaluation When Grouped According to:

Type of HEI
Process Evaluation
Not Less Moderately .
Aware Aware Aware Aware Highly Aware
. F 8 18 22 27 12
Sectarian
Type % 88.89 90 55 72.97 80
Sectarian % 11.11 10 45 27.03 20
F 9 20 40 37 15
Overall
% 100 100 100 100 100
Computed Cht P-value Decision Remarks
square
10.692 0.03 Reject H Significant

Table 78 h o ws the significant relationship k
planning and management practices in terms of process evaluation when grouped according
to type of HEI. Respondents from sectarian gained twenty seven (27) or 72.97 percent with
a verbdinterpretation of moderately aware.While respondents fromseatarian garnered
eighteen (18) or 45.0 percent with a verbal interpretation of aware.

Accordingly, the data denote the significant relationship between succession planning
and managementma i ces and the respondentsd profile
in the Chisquare. When succession planning and management practices in terms of process
evaluation were plotted against type of HEI, Suare was computed as 10.692. Likewise,
the Rvalue of 0.03 is lower than 0.05 thus, the null hypothesis is rejected.This means that
there is a significant relationship between succession planning and management practices in

terms of process evaluation and type of HEI.
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Table 78

Significant Relationshipbetweenof t he Respondent sé Successi
Management Practices in terms of Communicate Expectations When Grouped

According to:

Level of Accreditation

Communication Expectations
Not Less Moderately Highly
Aware Aware Aware Aware Aware
F 0 1 3 4 0
Level 1
% 0 4.76 10 13.79 0
Level of F 1 10 14 8 7
o Level 2
Accreditation % 100 47.62 46.67 27.59 41.18
Level 3 F 0 10 13 17 10
and up % 0 47.62 43.33 58.62 58.82
F 1 21 30 29 17
Overall
% 100 100 100 100 100
Computed Chi-square P-value Decision Remarks
7.045 0.532 Accept H Not Significant

Table 79 r esent s the significant relationshi
planning and management practices in terms of communicate expectations when grouped
according to level of accreditation. Respondents with level 1 gained four (4) or 13.79
percent wih a verbal interpretation of moderately aware. While respondents with level 2
gathered fourteen (14) or 46.6 percent with a verbal interpretation of aware.Likewise,
respondents with level 3 and up got seventeen (17) or 58.62 percent with a verbal
interpreation of moderately aware.

Consequently, the data exemplify the significant relationship between succession
pl anning and management practices and the
accreditation as shown in the &guare. When succession plaogh and management
practices in terms of communicate expectations were plotted against of level of
accreditation, Chsquare was computed as 7.045. Likewise, tvalRe of 0.532 is higher
than 0.05 thus, the null hypothesis is accepted.This means thatisheo significant
relationship between succession planning and management practices in terms of

communicate expectations and level of accreditation.
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Table 79

Significant Relationship betweeno f

Management Practices in terms of Organization Assessment and Alignment When

t he

Respondent so

Grouped According to:

Level of Accreditation

Successi

Organization Assessment and Alignment
Not Less Moderately Highly
Aware Aware Aware Aware Aware
F 0 2 5 1 0
Level 1
% 0 11.11 13.89 3.70 0
Level of F 1 10 13 11 5
o Level 2
Accreditation % 33.33 55.56 36.11 40.74 35.71
Level 3 F 2 6 18 15 9
and up % 66.67 33.33 50 55.56 64.29
F 3 18 36 27 14
Overall
% 100 100 100 100 100
Computed Chi-square P-value Decision Remarks
6.813 0.557 Accept H Not Significant
Tabl e 79 shows t he frequency and percen

succession planning and management practices in terms of organization assessment and

alignment when grouped according to level of accreditation. Respondents with level 1

gained fve (5) or 13.89 percent with a verbal interpretation of aware. While respondents

with level 2 gathered thirteen (13) or 36.11 percent with a verbal interpretation of

aware.Likewise, respondents with level 3 and up got eighteen (18) or 50.0 percent with a

verbal interpretation of aware. It can be gleaned from the result that respondents in different

accreditation levels are aware of the succession planning and management practices in

terms of organization assessment and alignment

Consequently, the data explifiy the significant relationship between succession

pl anning

and

management

practices

and

t he

accreditation as shown in the &guare. When succession planning and management

practices in terms of organizatiassessment and alignment were plotted against of level of

accreditation, Chsquare was computed as 6.813 Likewise, thalBe of 0.557 is higher

than 0.05 thus, the null hypothesis is accepted.This means that there is no significant
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relationship betweensuccession planning and management practices in terms of
organization assessment and alignment.
Table 80

Significant Relationshipbetweent he Respondents6é Succession
Management Practices in terms of Talent Training and Development When Grouped

According to:

Level of Accreditation

Talent & Training Development
Not Less Moderately | Highly
Aware Aware Aware Aware Aware
F 0 1 5 2 0
Level 1
% 0 6.25 13.89 7.14 0
Level of F 1 6 17 7 9
L Level 2
Accreditation % 100 375 47.22 25 52.94
Level 3 and F 0 9 14 19 8
up % 0 56.25 38.89 67.86 47.06
F 1 16 36 28 17
Overall
% 100 100 100 100 100
Computed Chi-square P-value Decision Remarks
9.857 0.275 Accept H Not Significant

Table 80 shows the significant rel ati ons:s
planning and management practices in terms of talent training and development when
grouped according to level of accreditation. Respondents with level 1 gained five (5) or
13.8 percent with a verbal interpretation of aware. While respondents with level 2 gathered
seventeen (17) or 47.22 percent with a verbal interpretation of aware.Likewise, respondents
with level 3 and up got nineteen (19) or 67.86 percent with a verbal retiipn of
moderately aware. It can be inferred from the result that respondents with level 3
accreditation garnered the highest level of awareness of succession planning and
management practices in terms of talent training and development.

Thus, the dat represent the significant relationship between succession planning and
management practices and the respondentsod j
shown in the Chsquare. When succession planning and management practices in terms of
talenttraining and development were plotted against of level of accreditatiorsqUare
was computed as 9.857. Likewise, the&dfue of 0.275 is higher than 0.05 thus, the null

105



hypothesis is accepted.This means that there is no significant relationship between
succession planning and management practices in terms of talent training and development
and level of accreditation.

Table 81

Significant Relationshipbetweeno f t he Respondentsd6 Successi

Management Practices in terms of Process Evaluatidvhen Grouped According to:

Level of Accreditation

Process Evaluation
Not Less Moderately Highly
Aware Aware Aware Aware Aware
F 1 1 3 3 0
Level 1
% 14.29 6.25 9.68 9.09 0
Level of F 3 6 12 14 5
L Level 2
Accreditation % 42.86 375 38.71 42.42 45.45
Level 3 F 3 9 16 16 6
and up % 42.86 56.25 51.61 48.48 54.55
F 7 16 31 33 11
Overall
% 100 100 100 100 100
Computed Chi-square P-value Decision Remarks
1.824 0.986 Accept H Not Significant

Table 8t eveal s the significant relationshinp
planning and management practices in terms of process evaluation when grouped according
to level of accreditation. Respondents with level 1 gained three (3) or 9.68 percent with a
verbal interpretation of aware. While respondents with level 2 gathered fourteen (14) or
42.42 percent with a verbal interpretation of moderately aware.Likewise, respondents with
level 3 and up got sixteen (16) or 51.61 percent with a verbal interpretatemmaoé. The
figures show that respondents with levels 1 and 3 accreditation are both aware but
respondents with level 2 accreditation are moderately aware of the succession planning and
management practices in terms of process evaluation in their istituti

Seemingly, the data show the significant relationship between succession planning
and management practices and the respondent
as shown in the Chaquare. When succession planning and management practteesisn
of process evaluation were plotted against of level of accreditationsqDhre was
computed as 1.824. Likewise, thev&8lue of 0.986 is higher than 0.05 thus, the null
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hypothesis is accepted.This means that there is no significant relationsinipemet
succession planning and management practices in terms of process evaluation and level of

accreditation.

Table 82

Significant Relationshipbetweeno f t he Respondentsd6 Successi
Management Practices in terms of Communicate Expectations When Grouped

According to:

Gender
Communicate Expectations
Not Less Moderately Highly
Aware Aware Aware Aware Aware
F 1 5 12 15 5
Male
% 50 21.74 35.29 45.45 27.78
GENDER
F 1 18 22 18 13
Female
% 50 78.26 64.71 54.55 72.22
F 2 23 34 33 18
Overall
% 100 100 100 100 100
Computed Chi-square P-value Decision Remarks
3.989 0.407 Accept H Not Significant

Table 8 resents the significant relationshi
planning and management practices in terms of communicate expectations when grouped
according to gender. Male respondents gained fifteen (15) or 45.45 percent with a verbal
interpreaition of moderately aware. While female respondents garnered twenty two (22) or
64.716 percent with a verbal interpretation of aware. It can be inferred from the figures that
majority of the respondents are aware of the succession planning and manageatieesp
in terms of communicate expectations.

Consequently, the data exemplify the significant relationship between succession
pl anning and management practices and the
shown in the Chgsquare. When successiolaming and management practices in terms of
communicate expectations were plotted against gendeisdolare was computed as 3.989.
Likewise, the Pvalue of 0.407 is higher than 0.05 thus, the null hypothesis is accepted.This
means that there is no sigodnt relationship between succession planning and

management practices in terms of communicate expectations and gender.
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Table 83

Significant Relationshipbetweenof t he Respondent sé Successi
Management Practices in terms of Organization Assessment and Alignment When

Grouped According to:

Gender
Organization Assessment and Alignment
Not Less Moderately | Highly
Aware Aware Aware Aware Aware
F 3 7 12 14 3
Male
% 100 29.17 29.27 46.67 23.08
GENDER
F 0 17 29 16 10
Female
% 0 70.83 70.73 53.33 76.92
F 3 24 41 30 13
Overall
% 100 100 100 100 100
Computed Chi-square P-value Decision Remarks
9.113 0.058 Accept H Not Significant

Table 83s hows the significant relationship |
planning and management practices in terms of organization assessment and alignment
when grouped according to gender. Male respondents gained fourteen (14) or 46.67 percent
with a verbdinterpretation of moderately aware. While female respondents got twenty nine
(29) or 70.73 percent with a verbal interpretation of aware. It can be inferred from the result
that male respondents are moderately aware while female respondents are athare of
succession planning and management practices in terms of organization assessment and
alignment.

Consequently, the data show the significant relationship between succession planning
and management practices and tenasshowensnplendent
Chi-square. When succession planning and management practices in terms of organization
assessment and alignment were plotted against gendesq@dre was computed as 9.113.
Likewise, the Pvalue of 0.058 is higher than 0.05 thus, thé hypothesis is accepted.This
means that there is no significant relationship between succession planning and

management practices in terms of organization assessment and alignment and gender.
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Table 84

Significant Relationship betweeno f

t he

Respondent so

Successi

Management Practices in terms of Talent Training and Development When Grouped

According to:

Gender

Talent & Training Development

Not Aware Less Aware Moderately Highly
Aware Aware Aware
F 1 8 14 11 5
Male
% 100 42.11 32.56 33.33 33.33
GENDER
F 0 11 29 22 10
Female
% 0 57.89 67.44 66.67 66.67
F 1 19 43 33 15
Overall
% 100 100 100 100 100
Computed Chi-square P-value Decision Remarks
2.445 0.655 Accept H Not Significant
Table 84reveals the i gni fi cant relationship

bet wee

planning and management practices in terms of talent training and development when

grouped according to gender. Male respondents gained fourteen (14) or 32.56 percent with a

verbal interpretatiorof aware. While female respondents got twenty nine (29) or 67.44

percent with a verbal interpretation of aware. It can be inferred from the figures that both

male and female respondents are aware of the succession planning and management

practices in term of talent training and development.

and

Moreover, the data disclose the significant relationship between succession planning

management

practices

and

t he

respondent

Chi-square. When succession planning andagament practices in terms of talent training

and development were plotted against gendersGhare was computed as 2.445. Likewise,

the Rvalue of 0.655 is higher than 0.05 thus, the null hypothesis is accepted.This means

that there is no significantelationship between succession planning and management

practices in terms of talent training and development and gender.
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Table 85

Significant Relationshipbetweenof t he Respondent sé Successi

Management Practices in terms of Process Evaluation When Grouped According to:

Gender
Process Evaluation
Not Less Moderately | Highly
Aware Aware Aware Aware Aware
F 3 7 12 14 3
Male
% 33.33 36.84 34.29 40 23.08
GENDER
F 6 12 23 21 10
Female
% 66.67 63.16 65.71 60 76.92
F 9 19 35 35 13
Overall
% 100 100 100 100 100
Computed Chi-square P-value Decision Remarks
1.241 0.871 Accept H Not Significant

Table 8 resents the significant relationshi
planning and management practices in terms of process evaluation when grouped according
to gender. Male respondents gained fourteen (14) or 40.0 percent with a verbal
interpretationof moderately aware. While majority of the female respondents got twenty
three (23) or 65.71 percent with a verbal interpretation of aware. It can be inferred from the
result that both male and female resimgondent
and management practices in terms of process evaluation are worthy of consideration.
Essentially, the data establish the significant relationship between succession planning
and management practices and thehoweristheondent
Chi-square. When succession planning and management practices in terms of process
evaluation were plotted against gender,-&juare was computed as 1.241. Likewise, the P
value of 0.871 is higher than 0.05 thus, the null hypothesis is acCBugetheans that there
is no significant relationship between succession planning and management practices in
terms of process evaluation and gender.
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Table 86

Significant Relationshipbetweenof t he Respondent sé Successi
Management Practices in terms of Communicate Expectations When Grouped

According to:

Age
Communicate Expectations
Not Less Moderately Highly
Aware Aware Aware Aware Aware
30 Years Old F 0 1 2 6 0
Below % 0 4.35 5.13 16.22 0
31-40 Years F 0 5 11 10 4
Old % 0 21.74 28.21 27.03 20
AGE 41-50 Years F 1 8 13 16 6
Old % 100 34.78 33.33 43.24 30
51-60 Years F 0 6 13 4 9
Old % 0 26.09 33.33 10.81 45
More Than F 0 3 0 1 1
60 Years Old| o, 0 13.04 0 2.70 5
F 1 23 39 37 20
Overall
% 100 100 100 100 100
Computed Chi-square P-value Decision Remarks
21.771 0.151 Accept H Not Significant

Table 86 the significant relationship be
and management practices in terms of communicate expectations when grouped according
to age. Respondents who are 30 years old and below got six (6) or 16.22 percent with a
verbal interpretation of moderately aware. Respondents who a4 géars old garnered
eleven (11) or 28.21 percent with a verbal interpretation of aware. Respondents who are 41
50 years old gained sixteen (16) or 43.24 percent with a verbal interpretatimderately
aware. Respondents who are@l years old gathered thirteen (13) or 33.33 percent with a
verbal interpretation of aware. Respondents who are 60 years old and above got three (3) or
13.04 with a verbal interpretation of less aware. It cannferred from the figures that
respondents whose age are5@lyears old are moderately aware while respondents whose
age are 60 years old and above are less aware of the succession planning and management

practices in terms of communicate expectations.
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Consequently, the data exemplify the significant relationship between succession
pl anning and management practices and the
shown in the Chsquare. When succession planning and management practices in terms of
communicate expectations were plotted against genderss@ilare was computed as
21.771. Likewise, the alue of 0.151 is higher than 0.05 thus, the null hypothesis is
accepted.This means that there is no significant relationship between succession planning
and management practices in terms of communicate expectations and age.

Table 87

Significant Relationshipbetweeno f t he Respondentsd6 Successi
Management Practices in terms of Organization Assessment and Alignment When

Grouped According to:

Age
Organization Assessment and Alignment
Not Less Moderately | Highly
Aware Aware Aware Aware Aware
30 Years Old F 0 3 3 4 0
Below % 0 12.5 6.38 12.12 0
31-40 Years F 1 3 13 10 3
Old % 50 125 27.66 30.30 20
AGE 41-50 Years F 0 9 17 14 4
Old % 0 37.5 36.17 42.42 26.67
51-60 Years F 0 7 13 5 7
Old % 0 29.17 27.66 15.15 46.67
More Than 60 F 1 2 1 0 1
Years Old % 50 8.33 2.13 0 6.67
F 2 24 47 33 15
Overall
% 100 100 100 100 100
Computed Chi-square P-value Decision Remarks
24.648 0.076 Accept H Not Significant

Table 87displays the significant rel atio
planning and management practices in terms of organization assessment and alignment
when grouped according to age. Respondents who ayea® old and below got four (4)
or 12.12 percent with a verbal interpretation of moderately aware. Respondents who are 31

40 years old garnered thirteen (13) or 27.66 percent with a verbal interpretation of aware.
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Respondents who are &0 years old gairteseventeen (17) or 36.17 percent with a verbal

interpretation of aware. Respondents who areéé®lyears old gathered thirteen (13) or

27.66 percent with a verbal interpretation of aware. Respondents who are 60 years old and

above got two (2) or 8.33 with verbal interpretation of less aware.

Majority of the

respondents are aware of the succession planning and management practices in terms of

organization assessment and alignment.

Consequently, the data exemplify the significant relationship betweenssiarte

pl anning

and

management

practices

and

the r

in the Chisquare. When succession planning and management practices in terms of

organization and assessment and alignment were plotted against ageEu&lbi \as
computed as 24.648. Likewise, thev@lue of 0.076 is higher than 0.05 thus, the null

hypothesis is accepted.This means that there is no significant relationship between

succession planning and management practices in terms of organization assesdment an

alignment and age.

Significant Relationship betweeno f

Table 88

t he

Respondent so

Successi

Management Practices in terms of Talent Training and Development When Grouped

According to:

Age
Talent Training &Development
Less Aware Aware Moderately Highly
Aware Aware
30 Years F 1 4 4 1
Old Below % 5 8.33 11.11 5.88
31-40 Years F 5 11 8 6
Old % 25 22.92 22.22 35.29
41-50 Years F 8 18 15 3
AGE ol % 40 37.5 41.67 17.65
51-60 Years F 4 14 7 7
old % 20 29.17 19.44 41.18
More Than F 2 1 2 0
00 years % 10 2.08 5.56 0
overall F 20 48 36 17
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
9.198 0.686 Accept H Not Significant
Table 88 presents the

signi f i csacedassiom el at i

planning and management practices in terms of talent training and development when
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grouped according to age. Respondents who are 30 years old and below got four (4) or

11.11 percent with a verbal interpretation of moderately aware. Respondengsen3140

years old garnered six (6) or 35.29 percent with a verbal interpretation of highly aware.

Respondents who are 460 years old gained fifteen (15) or 41.67 percent with a verbal

interpretation of moderately aware. Respondents who aé® ygas old gathered seven (7)

or 41.18 percent with a verbal interpretation of highly aware. Respondents who are 60 years

old and above got two (2) or 10.0 with a verbal interpretation of less aware. Majority of the

respondents from 430 years old are moder§teaware of the succession planning and

management practices in terms of talent training and development.

Accordingly, the data exemplify the significant relationship between succession

pl anning

and

management

pr act ingteage asshownt he r

in the Chisquare. When succession planning and management practices in terms of talent

training and development were plotted against age;s@imre was computed as 9.198.
Likewise, the Pvalue of 0.686 is higher than 0.05 thus, thé hypothesis is accepted. This

means that there is no significant relationship between succession planning and

management practices in terms of talent training and development and age.
Table 89

Significant Relationship betweeno f

t he

Respondent sé

Successi

Management Practices in terms of Process Evaluation When Grouped According to:

Age
Process Evaluation
Not Less Aware Moderately Highly
Aware Aware Aware Aware
30 Years Old F 0 2 4 4 0
Below % 0 10 9.76 10.81 0
31-40 Years F 3 7 5 12 3
Old % 37.5 35 12.20 32.43 20
AGE 41-50 Years F 1 6 18 13 6
Old % 12.5 30 43.90 35.14 40
51-60 Years F 3 4 13 6 6
Old % 37.5 20 31.71 16.22 40
More Than 60 F 1 1 1 2 0
Years Old % 12.5 5 2.44 5.41 0
Overall F 8 20 41 37 15
% 100 100 100 100 100
Computed Chi-square | P-value Decision Remarks
15.617 0.48 Accept H Not Significant

114



Tabl

e 89

shows

t he

significant

rel ati on:

planning and management practices in terms of process evaluation when grouped according

to age. Respondents who are 30 years old and below got four (4) or 10.81 percent with a

verbal interpretation of moderately aware. Respondents who a4 $éars old garnered

three (3) or 37.5 percent with a verbal interpretation of less aware. Respondents who are 41

50 years old gained eighteen (18) or 43.90 percent with a verbal integureih aware.

Respondents who are B0 years old gathered six (6) or 40.0 percent with a verbal

interpretation of highly aware. Respondents who are 60 years old and above got one (1) or

12.5 with a verbal interpretation of not aware.

It can be glearmd fhe result that

respondents whose age are@hllyears old gained are highly aware, however, respondents

whose age are 60 years old and above are not aware of the succession planning and

management practices in terms process evaluation.

Seemingly, theeasults show the significant relationship between succession planning

and

management

practices

and

t he

respondent

Chi-square. When succession planning and management practices in terms of process

evaluation were plted against age, Chguare was computed as 15.617. Likewise, the P

value of 0.48 is higher than 0.05 thus, the null hypothesis is accepted.This means that there

is no significant relationship between succession planning and management practices in

termsof process evaluation and age.

Significant Relationship betweeno f

Table 90

t he

Respondent so

Successi

Management Practices in terms of Communicate Expectations When Grouped

According to:

Employment Status

Communication Expectations
Not Less Moderately Highly
Aware Aware Aware Aware Aware
F 2 19 26 34 18
Regular
Status , F 0 3 11 2 0
Probationary
% 0 13.64 29.73 5.56 0
F 2 22 37 36 18
Overall
% 100 100 100 100 100
Computed Chi-square P-value Decision Remarks
13.061 0.011 Reject H Significant
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Tabl e 90

planning and management practices in terms of communicate expectations when grouped
according to employmengtatus. Respondents who have regular status got the highest
percentage of two (2) or 100.0 percent with a verbal interpretation of not aware, and
eighteen (18) or 100.0 percent highly aware verbal interpretation respectively. Likewise,
respondents who hayeobationary status gained eleven (11) or 29.73 percent with a verbal
interpretation of aware. The respondents who have regular status gained extreme level of
awareness as not aware and highly aware respectively of the succession planning and
managementractices in terms of communicate expectations.

Thus, the data exemplify the significant relationship between succession planning and
t he

shown in the Chsquare. When successiplanning and management practices in terms of

management

communicate expectations were plotted against employment statusquzine was
computed as 13.061. Likewise, thev@due of 0.011 is lower than 0.05 thus, the null
hypothesis is rejected.This means thatehsra significant relationship between succession

planning and management practices in terms of communicate expectations and employment

status.

reveal s t he

practices

Table 91

Significant Relationshipbetweeno f t h e

Management Practices inérms of Organization Assessment and Alignment When

Grouped According to:

Employment Status

and

significant

respondent so

Respondent sé

Organization Assessment and Alignment

Not Less Aware Moderately | Highly
Aware Aware Aware Aware
F 2 20 34 31 13
Regular
Employment % 66.67 83.33 79.07 93.94 100
Status F 1 4 9 2 0
Probationary
% 33.33 16.67 20.93 6.06 0
F 3 24 43 33 13
Overall
% 100 100 100 100 100
Computed Chi-square P-value Decision Remarks
6.711 0.152 Accept H Not Significant
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Table 91 presents the significant relationshigt ween t he responden
planning and management practices in terms of organization assessment and alignment
when grouped according to employment status. Respondents who have regular status got the
highest percentage of thirteen (13) or 100.6ceet with a verbal interpretation of highly

aware. Likewise, respondents who have probationary status gained one (1) or 33.33 percent
with a verbal interpretation of not aware. The respondents who have regular and
probationary status gained extreme lesedwareness as not aware and highly aware of the
succession planning and management practices in terms of organization assessment and
alignment.

Hence, the results establish the significant relationship between succession planning
and management practicesnd t he respondentsdé profile acc
shown in the Chsquare. When succession planning and management practices in terms of
organization assessment and alignment were plotted against employment stasgsia@hi
was computed aB.711. Likewise, the ®alue of 0.152 is higher than 0.05 thus, the null
hypothesis is accepted.This means that there is no significant relationship between
succession planning and management practices in terms of organization assessment and
alignment aneémployment status.

Table 92

Significant Relationshipbetweeno f t he Respondent sé Successi
Management Practices in terms of Talent Training and Development When Grouped

According to:

Employment Status

Talent & Training Development
Not Less Moderately Highly
Aware | Aware Aware Aware Aware
F 1 14 37 32 16
Regular
Employment % 100 73.68 82.22 91.43 100
Status F 0 5 8 3 0
Probationary
% 0 26.32 17.78 8.57 0
F 1 19 45 35 16
Overall
% 100 100 100 100 100
Computed Chi-square P-value Decision Remarks
6.629 0.157 Accept H Not Significant
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Table 92 displays

t he

significant

r el

planning and management practices in terms of talent training and development when

grouped according temployment status. Respondents who have regular status got the

highest percentage of one (1) or 100.0 percent with a verbal interpretation of not aware, and

sixteen (16) or 100.0 percent highly aware verbal interpretation respectively. Likewise,

responderst who have probationary status gained five (5) or 26.32 percent with a verbal

interpretation of less aware. The respondents who have regular status gained extreme level

of awareness as not aware and highly aware respectively of the succession planning and

management practices in terms of talent training and development.

Likewise, the data typify the significant relationship between succession planning and

management practices

and

t he

respondent so

shown in the Chsquare. When succession planning and management practices in terms of

talent training and development were plotted against employment statusqu@ine was

computed as 6.629. Likewise, thevB®lue of 0.157 is higher than 0.05 thus, the null

hypothesis is aepted.This means that there is no significant relationship between

succession planning and management practices in terms of talent training and development

and employment status.

Table 93

Significant Relationshipbetweert h e

ati

Respondent ségaAdiccessi on

Management Practices in terms of Process Evaluation When Grouped According to:

Employment Status

Process Evaluation
Not Less Moderately | Highly
Aware Aware Aware Aware Aware
F 8 14 31 33 14
Regular
Employment % 88.89 77.78 79.49 91.67 100
Status F 1 4 8 3 0
Probationary
% 11.11 22.22 20.51 8.33 0
F 9 18 39 36 14
Overall
% 100 100 100 100 100
Computed Chi-square P-value Decision Remarks
5.754 0.218 Accept H Not Significant
Table 93 reveals the significant

r el

ati

planning and management practices in terms of process evaluation when grouped according
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to employment status. Respondents who have regular status got the highest per€entage o

fourteen (14) or 100.0 percent with a verbal interpretation of highly aware. Similarly,

respondents who have probationary status gained four (4) or 22.22 percent with a verbal

interpretation of less aware. The respondents who have regular status beairreghest

level of awareness of the succession planning and management practices in terms of process

evaluation.

Thus, the data exemplify the significant relationship between succession planning and

management practices

and ing to employnen statud @nt s O

shown in the Chsquare. When succession planning and management practices in terms of

process evaluation were plotted against employment statusqGaie was computed as
5.754. Likewise, the Walue of 0.218 is higher than(0&. thus, the null hypothesis is

accepted.This means that there is no significant relationship between succession planning

and management practices in terms of process evaluation and employment status.

Table 94

Significant Relationship betweenof the Respordl e n't s 6

Management Practices in terms of Communicate Expectations When Grouped

According to:

Educational Attainment

Successi

Communication Expectations

avare | avare | A | "t | aware

MLA. F 1 12 22 20 10
% 100 52.17 59.46 58.82 52.63

Educational | - F 0 8 10 11 9
Attainment % 0 34.78 27.03 32.35 47.37

Prof. F 0 3 5 3 0

Degree % 0 13.04 13.51 8.82 0

F 1 23 37 34 19

Overall
% 100 100 100 100 100
Computed Chi-square P-value Decision Remarks

5.264 0.729 Accept H Not Significant

Table 94 reveals the significant

on

r el

Pl an

ati

planning and management practices in terms of communicate expectations when grouped

according to educational attainment. Respondents with M.A garnered one (1) or 100.0
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percen with a verbal interpretation of not aware. Likewise, respondents with PhD gained

nine (9) or 47.37 percent with a verbal interpretation of highly aware. Respondents with

prof.degree got five (5) or 13.51 percent with a verbal interpretation of awaran Ibe

inferred from the data that respondents who are PhD holder gained the highest level of

awareness of the succession planning and management practices in terms of communicate

expectations.

Thus, the data exemplify the significant relationship betveeegession planning and

management practices

and

the respondentsao

shown in the Chsquare. When succession planning and management practices in terms of

communicate expectations were plotted against educhtaiteinment, Chsquare was

computed as 5.264. Likewise, thev&8lue of 0.729 is higher than 0.05 thus, the null

hypothesis is accepted.This means that there is no significant relationship between

succession planning and management practices in ternmrwhenicate expectations and

educational attainment.

Table 95

Significant Relationship betweeno f

t he

Respondent so

Management Practices in terms of Organization Assessment and Alignment When

Grouped According to:

Educational Attainment

Organization Assessment and Alignment
avare | aare | A% | Mavara | Aware
MA. F 1 13 25 20 6
% 50 54.17 55.56 66.67 42.86
Educational | - F 1 7 15 7 8
Attainment % 50 29.17 33.33 23.33 57.14
Prof. F 0 4 5 3 0
Degree % 0 16.67 11.11 10 0
F 2 24 45 30 14
Overall
% 100 100 100 100 100
Computed Chi-square P-value Decision Remarks
7.244 0.511 Accept H Not Significant
Table 95 reveals the significant rel ati

planning and management practices in terms of organization assessment and alignment
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when grouped according to educational attainment. Respondents with M.A garnered twenty

(20) or 66.67 percent with a verbal interpretation of moderately aware. Likewise,

respondents with PhD gained eight (8) or 57.14 percent with a verbal interpretation of

highly aware. Respondents with prof.degree got four (4) or 16.67 percent with a verbal

interpretation of less aware. It can be inferred from the data that respondents who are PhD

holder gained the highest level of awareness of the succession planning and management

practices in terms of organization assessment and alignment.

Thus, the resultsh®w the significant relationship between succession planning and

management

practices

and

t he

respondent sé p

shown in the Chsquare. When succession planning and management practices in terms of

organization asessment and alignment were plotted against educational attainment, Chi

square was computed as 7.244. Likewise, thalBe of 0.511 is higher than 0.05 thus, the

null hypothesis is accepted.This means that there is no significant relationship between

suc@ssion planning and management practices in terms of communicate expectations and

educational attainment.

Table 96

Significant Relationship betweeno f

t he

Respondent so

Successi

Management Practices in terms of Talent Training and Development/hen Grouped

According to:

Educational Attainment

Talent Training& Development

Less Moderately | Highly
Aware Aware Aware Aware
F 12 27 19 7
M.A.
% 60 58.70 57.58 43.75
i F 5 13 11 9
EdU(_:atlonaI PhD/EdD
Attainment % 25 28.26 33.33 56.25
F 3 6 3 0
Prof.Degree
% 15 13.04 9.09 0
F 20 46 33 16
Overall
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
6.294 0.391 Accept H Not Significant
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Tabl
planning and management practices in terms of talent training and development when
grouped according to educational attainment. Respondents with M.A garnered twelve (12)
or 60.0 percent with a verbal interpretation of less aware. Likewise, respondents with PhD
gained nine (9) or 56.25 percent with a verbal interpretation of highly aware. Respondents
with prof.degree got three (3) or 15.0 percent with a verbal interpretatiessofware. It
can be inferred from the data that respondents who are PhD holder have consistent level of
awareness as highly aware of the succession planning and management practices in terms of
talent training and development.

Consequently, the data ewplify the significant relationship between succession
pl anning
attainment as shown in the Gguare. When succession planning and management
practices in terms of talent tramg and development were plotted against educational
attainment, Chsquare was computed as 6.294. Likewise, thalBe of 0.391 is higher
than 0.05 thus, the null hypothesis is accepted.This means that there is no significant

relationship between success planning and management practices in terms of talent

e 96

and

reveal s

management

t he

significant

practices

training and development and educational attainment.

Significant Relationship betweeno f

Management Practices in terms of Process EvaluationWhen Grped According to:

Educational Attainment

Table 97

t he

and

Respondent sé

Process Evaluation

Not Less Aware Moderately | Highly
Aware Aware Aware Aware
F 5 16 16 22 6
M.A.
% 62.5 80 42.11 62.86 42.86
' F 3 14 12 8
Edu<_:at|onal PhD/EdD
Attainment % 375 36.84 34.29 57.14
F 0 3 8 1 0
Prof. Degree
% 0 15 21.05 2.86 0
F 8 20 38 35 14
Overall
% 100 100 100 100 100
Computed Chi-square P-value Decision Remarks
20.287 0.009 Reject H Significant
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Table 97 shows the significant rel ati ons:s
planning and management practices in terms of process evaluation when grouped according
to educational attainment. Respondents with M.A garnered sixteen (16) or 80.0 petftent wi
a verbal interpretation of less aware. Likewise, respondents with PhD gained eight (8) or
57.14 percent with a verbal interpretation of highly aware. Respondents with prof.degree
got eight (8) or 21.05 percent with a verbal interpretation of awaranlbe inferred from
the data that respondents who are M.A holder gained the highest percentage with level of
awareness of less aware of the succession planning and management practices in terms of
process evaluation.

Seemingly, the figures exemplify thegsificant relationship between succession
pl anning and management practices and the r
attainment as shown in the Gfguare. When succession planning and management
practices in terms of process evaluation wdogtgd against educational attainment, -Chi
square was computed as 20.287. Likewise, thalie of 0.009 is lower than 0.05 thus, the
null hypothesis is rejected.This means that there is a significant relationship between
succession planning and managemenactices in terms of process evaluation and
educational attainment.

Table 98

Significant Relationshipbetweeno f t he Respondent sé Successi
Management Practices in terms of Communicate Expectations When Grouped
According to:

Years in Service in the Institution

Communicate Expectations
Not Less Aware Moderately Highly
Aware Aware Aware Aware
05 F 0 4 15 10 1
% 0 17.39 40.54 27.78 5.26
6-10 F 0 3 8 10 4
% 0 13.04 21.62 27.78 21.05
. . F 0 6 6 9 4
vears in Service) 11-15 0 26.09 | 16.22 25 21.05
in the institution
1620 F 1 0 5 4 2
% 100 0 13.51 11.11 10.53
More F 0 10 3 3 8
th;r‘s_zo % 0 43.48 | 8.11 8.33 42.11
Overall F 1 23 37 36 19
% 100 100 100 100 100
Computed Chi-square P-value Decision Remarks
36.119 0.003 Reject H Significant
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Table 98 displays the significant rel at.
planning and management practices in terms of communicate expectations when grouped
according to year/s in service in the instituti®espondents with-B got fifteen (15) or
40.54 percent with a verbal interpretation of aware. Likewise, respondehisg&ined ten
(10) or 27.78 percent with a verbal interpretation of moderately aware. Respondents with
11-15 got six (6) or 26.09 percewtth a verbal interpretation of less aware. Respondents
with 16-20 gathered one (1) or 100.0 percent with a verbal interpretation of not aware.
Similarly, respondents with more than 20 years and above garnered ten (10) or 43.48
percent with a verbal intpretation of less aware. It can be gleaned from the data that
respondents with 180 years in service in the institution are moderately aware, however,
respondents with more than 20 years in service are less aware of the succession planning
and managememtactices in terms of communicate expectations.

Thus, the data present the significant relationship between succession planning and
management practices and the respondentsodo |
institution as shown in the GBguae. When succession planning and management
practices in terms of communicate expectations were plotted against year/s in service in the
institution, Chisquare was computed as 36.199. Likewise, t#walie of 0.003 is lower
than 0.05 thus, the null hypasis is rejected.This means that there is a significant
relationship between succession planning and management practices in terms of
communicate expectations and year/s in service in the institution.

Table 99

Significant Relationshipbetweenof the Respod e nt s Succession Pl an
Management Practices in terms of Organization Assessment and Alignment When
Grouped According to:

Years in Service in the Institution

Organization Assessment and Alignment
Not Less Moderately | Highly
Aware Aware Aware Aware Aware
05 F 1 4 17 5 3
Years in % 50 16.67 38.64 15.15 21.43
Service in 6-10 F 1 3 9 11 2
_ t_he_ % 50 12.5 20.45 33.33 14.29
institution = 0 7 8 7 3
11-15
% 0 29.17 18.18 21.21 21.43
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F 0 2 5 4 1
16-20
% 0 8.33 11.36 12.12 7.14
More F 0 8 5 6 5
than 20
yIs. % 0 33.33 11.36 18.18 35.71
F 2 24 44 33 14
Overall
% 100 100 100 100 100
Computed Cht P-value Decision Remarks
square
17.337 0.364 Accept B Not Significant
Table 99 shows the significant rel ati

planning and management practices in terms of organization assessment and alignment
when grouped according to year/s in service in the institution. RespondentsSifht @ne

(1) or 50.0 percent with a verbal interpretation of not aware. Likewise, responddifis 6
gained one (1) or 50.0 percent with a verbal interpretation of not aware. Respondents with
11-15 got seven (7) or 29.17 percent with a verbal interpretation ohves®.Respondents

with 16-20 gathered four (4) or 12.12 percent with a verbal interpretation of moderately
aware.Similarly, respondents with more than 20 years and above garnered five (5) or 35.71
percent with a verbal interpretation of highly aware.ah de gleaned from the data that
respondents with more than 20 years in service are highly aware of the succession planning
and management practices in terms of organization assessment and alignment.

Thus, the data establish the significant relationshtgvdxen succession planning and
management practices and the respondentsd
institution as shown in the GCkguare. When succession planning and management
practices in terms of organization assessment and alignmega plotted against year/s in
service in the institution, Cliquare was computed as 17.337. Likewise, thalte of
0.364 is higher than 0.05 thus, the null hypothesis is accepted.This means that there is no
significant relationship between succesgaenning and management practices in terms of

organization assessment and alignment and year/s in service in the institution.
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Table 100

Significant Relationshipbetweenof t he Respondent sé Successi
Management Practices in terms of Talent Training and Development When Grouped

According to:

Years in Service in the Institution

Talent Training &Development
Less Moderatel Highl
Aware Aware Aware g Av%aré
0-5 F 6 15 6 3
% 30 31.91 17.65 18.75
F 2 10 10 4
6-10 % 10 21.28 29.41 25
Years in Service in 11-15 F 7 9 5 4
the institution % 35 19.15 14.71 25
F 1 4 6 1
16-20 % 5 8.51 17.65 6.25
More than 20 F 4 9 7 4
yIs. % 20 19.15 20.59 25
overall F 20 47 34 16
% 100 100 100 100
Computed Chi-square P-value Decision Remarks
9.818 0.632 Accept H Not Significant

Table 100 displays the significant rel at
planning and management practices in terms of talent training and development when
grouped according to year/s in service in the institution. Respondents-titioOfifteen
(15) or 31.91 percent with a verbal interpretation of aware. Likewise, respondelfis 6
gained ten (10) or 29.41 percent with a verbal interpretation of moderately aware.
Respondents with 115 got seven (7) or 35.0 percent with a verbal interpretatidess
aware.Respondents with-P® gathered six (6) or 17.65 percent with a verbal interpretation
of moderately aware.Likewise, respondents with more than 20 years and above garnered
four (4) or 25.0 percent with a verbal interpretation of highly awaean be gleaned from
the data that respondents with more than 20 years in service are highly aware while
respondents with 215 are less aware of the succession planning and management practices
in terms of talent training and development.

Consequently,the results show the significant relationship between succession
pl anning and management practices and the
service in the institution as shown in the Shuare. When succession planning and

management practicaa terms of talent training and development were plotted against

126



year/s in service in the institution, CGéguare was computed as 9.818. Likewise, thalke
of 0.632 is higher than 0.05 thus, the null hypothesis is accepted.This means that there is no
significant relationship between succession planning and management practices in terms of
talent training and development as regards to year/s in service in the institution.

Table 101

Significant Relationshipbetweenof t he Respondentsd6 Successi
Management Practices in terms of Process EvaluationWhen Grouped According to:

Years in Service in the Institution

Process Evaluation
Not Less Moderately Highly
Aware Aware Aware Aware Aware
05 F 1 7 11 8 3
% 125 35 28.95 21.62 21.43
F 1 2 11 9 3
6-10
% 125 10 28.95 24.32 21.43
Years in F 3 5 6 9 2
icei 11-15
Servicein the % 375 25 15.79 24.32 14.29
institution
F 1 0 5 5 1
16-20
% 125 0 13.16 13.51 7.14
More F 2 6 5 6 5
than 20
yrs. % 25 30 13.16 16.22 35.71
F 8 20 38 37 14
Overall
% 100 100 100 100 100
Computed Chi-square | P-value Decision Remarks
13.167 0.661 Accept H Not Significant

Table 101 presents the significant rel at
planning and management practices in terms of process evaluation when grouped according
to year/s in service in the institution. Respondents withdgdt seven (7) or 35.percent
with a verbal interpretation of less aware. Likewise, respondeii$ gained eleven (11) or
28.95 percent with a verbal interpretation of aware. Respondents with gt six (6) or
26.09 percent with a verbal interpretation of less aware.Rdsptswith 1620 gathered
five (5) or 13.51 percent with a verbal interpretation of moderately aware.Similarly,
respondents with more than 20 years and above garnered five (5) or 35.71 percent with a

verbal interpretation of highly aware. It can be gleainech the data that respondents with
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more than 20 years in service are highly aware of the succession planning and management
practices in terms of process evaluation.

Thus, the data establish the significant relationship between succession planning and
man agement practices and the respondentso p
institution as shown in the GCBguare. When succession planning and management
practices in terms of process evaluation were plotted against year/s in service in the
ingtitution, Chisquare was computed as 13.167. Likewise, tvaltéee of 0.661 is higher
than 0.05 thus, the null hypothesis is accepted.This means that there is no significant
relationship between succession planning and management practices in termsesd proc
evaluation and year/s in service in the institution.

Table 102

Significant Relationshipbetweenof t he Respondentsd Successi
Management Practices in terms of Communicate Expectations When Grouped

According to:

Year/s in Service in thePresent Position

Communicate Expectations
Not Less Moderately Highly
Aware Aware Aware Aware Aware
Less than 1 F 0 4 10 7 4
year % 0 17.39 25.64 18.92 21.05
F 0 1 4 1 3
1 year
% 0 4.35 10.26 2.70 15.79
. F 0 7 5 7 1
Year/s in 2 years
Service in % 0 30.43 12.82 18.92 5.26
the Present F 0 2 7 3 2
iti 3 years
Position y % 0 870 | 17.95 8.11 10.53
F 1 1 3 5 1
4 years
% 50 4.35 7.69 13.51 5.26
5 years and F 1 8 10 14 8
above % 50 34.78 25.64 37.84 42.11
F 2 23 39 37 19
Overall
% 100 100 100 100 100
Computed Chi-square | P-value Decision Remarks
18.678 0.543 Accept H Not Significant

Table 102 displays the significant rel at

planning and management practices in terms of communicate expectations when grouped
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according to year/s in service in the present position. Respondents with less than 1 yea
gained ten (10) or25.64 percent with a verbal interpretation of aware. Likewise, respondents
1 year gained three (3) or 15.79 percent with a verbal interpretation of highly aware.
Respondents with 2 years got seven (7) or 30.43 percent with a verpadetagon of less

aware. Respondents with 3 years gathered seven (7) or 17.95 percent with a verbal
interpretation of aware. Similarly, respondents with 4 years garnered one (1) or 50.0 percent
with a verbal interpretation of not aware.Respondents wytbass and above got one (1) or

50.0 percent with a verbal interpretation of not aware. It can be gleaned from the data that
respondents with 4 and 5 years and above in service in the present position are not aware of
the succession planning and managermemttices in terms of communicate expectations.

Thus, the data present the significant relationship between succession planning and
management practices and the respondentsao
present position as shown in the Ghuare. When succession planning and management
practices in terms of communicate expectations were plotted against year/s in service in the
present position, Ckquare was computed as 18.678. Likewise, thalie of 0.543 is
higher than 0.05 thus, tmaill hypothesis is accepted.This means that there is no significant
relationship between succession planning and management practices in terms of
communicate expectations and year/s in service in the present position.

Table 103

Significant Relationshipbetweenof t he Respondentsd Successi
Management Practices in terms of Organization Assessment and Alignment When

Grouped According to:

Year/s in Service in the Present Position

Organization Assessment and Alignment
Not Aware Less Aware Moderately | Highly
Aware Aware Aware
Less F 2 4 10 7 2
than 1 .
year ) 66.67 16.67 21.28 21.21 14.29
Years F 0 3 3 3 1
in 1 year
, % 0 12.5 6.38 9.09 7.14
Service = 0 c 9 4 >
in the 2 years
Present % 0 20.83 19.15 12.12 14.29
3 years
% 0 8.33 14.89 12.12 7.14
4 years F 1 0 4 5 1
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% 33.33 0 8.51 15.15 7.14
5 years F 0 10 14 10 7
and .
above ) 0 41.67 29.79 30.30 50
F 3 24 47 33 14
Overall
% 100 100 100 100 100
Computed Chi P-value Decision Remarks
square
15.622 0.74 Accept B Not Significant

Table 103 presents the significant rel at
planning and management practices in terms of organization assessment and alignment
when grouped according to year/s in service in the present position. Respondentsswith le
than 1 year gained two (2) or 66.67 percent with a verbal interpretation of not aware.
Likewise, respondents 1 year gained three (3) or 12.5 percent with a verbal interpretation of
less aware. Respondents with 2 years got five (5) or 20.83 percentawitdrbal
interpretation of less aware. Respondents with 3 years gathered seven (7) or 14.89 percent
with a verbal interpretation of aware. Similarly, respondents with 4 years garnered one (1)
or 33.33 percent with a verbal interpretation of not aware.Relgms with 5 years and
above got seven (7) or 50.0 percent with a verbal interpretation of highly aware. It can be
inferred from the data that respondents with 5 years and above in service in the present
position are highly aware of the succession plagm@nd management practices in terms of
organization assessment and alignment.

Hence, the data reveal the significant relationship between succession planning and
management practices and the respondentsbd
presat position as shown in the Ghguare. When succession planning and management
practices in terms of organization assessment and alignment were plotted against year/s in
service in the present position, &guare was computed as 15.622. Likewise, thalie
of 0.74 is higher than 0.05 thus, the null hypothesis is accepted.This means that there is no
significant relationship between succession planning and management practices in terms of

organization and assessment and year/s in service in the preséohpo
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Significant Relationship betweeno f

Table 104

t he

Respondent so

Management Practices in terms of Talent Training and Development When Grouped

Year/s in Service in the Present Position

According to:

Talent Training & Development

Not Less Aware Moderately | Highly
Aware Aware Aware Aware
Lessthan1| F 0 S5 10 S 5
year % 0 25 20.83 13.89 31.25
F 0 2 4 2 2
1 year
% 0 10 8.33 5.56 12.5
2 vears F 0 2 9 7 2
Years in Service| <Y % 0 10 18.75 19.44 12.5
in the Present
Position 3 years F 0 1 9 4 0
% 0 18.75 11.11 0
F 1 2 2 6 0
4 years
% 100 10 4.17 16.67 0
5 years and F 0 8 14 12 7
above % 0 40 29.17 33.33 43.75
F 1 20 48 36 16
Overall
% 100 100 100 100 100
Computed Chi-square P-value Decision Remarks
24.359 0.227 Accept H Not Significant
Table 104 discloses the significant

r el

planning and management practices in terms of talent training and development when

grouped according to year/s in service in the present position. Respondents witarieks th

year gained five (5) or 31.25 percent with a verbal interpretation of highly aware. Likewise,

respondents 1 year gained two (2) or 12.5 percent with a verbal interpretation of highly

aware. Respondents with 2 years got seven (7) or 19.44 perceiat watbal interpretation

of moderately aware. Respondents with 3 years gathered nine (9) or 18.75 percent with a

verbal interpretation of aware. Similarly, respondents with 4 years garnered one (1) or 100.0

percent with a verbal interpretation of not awdespondents with 5 years and above got

seven (7) or 43.75 percent with a verbal interpretation of highly aware. It can be gleaned

from the data that only respondents with 4 years in service in the present position are not
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aware of the succession planningdananagement practices in terms of talent training and

development.

Thus, the data present the significant relationship between succession planning and

management

pract.i

ces

and

t he

respondent so

present positio as shown in the Cliquare. When succession planning and management

practices in terms of talent training and development were plotted against year/s in service

in the present position, Gkguare was computed as 24.359. Likewise, thalte of 0.227

is higher than 0.05 thus, the null hypothesis is accepted.This means that there is no

significant relationship between succession planning and management practices in terms of

talent training and development and year/s in service in the present position.
Table 105

Significant Relationship betweeno f

t he

Respondentso

Successi

Management Practices in terms of Process EvaluationWhen Grouped According to:

Year/s in Service in the Present Position

Process Evaluation
Not Less Moderately | | ..
Aware Aware Aware Aware Highly Aware
Less than F 3 5 7 6 4
1 year % 33.33 25 17.07 16.22 28.57
F 0 1 5 1 3
1 year
% 0 5 12.20 2.70 21.43
Years in 2 vears F 1 3 7 7 2
Seft\;]'ce y % 11.11 15 17.07 18.92 14.29
in the
F 0 1 8 4 1
Present | 3 years
Position % 0 5 19.51 10.81 7.14
F 1 3 1 5 1
4 years
% 11.11 15 2.44 13.51 7.14
5 years F 4 7 13 14 3
and above| o 44.44 35 31.71 37.84 21.43
F 9 20 41 37 14
Overall
% 100 100 100 100 100
Computed Cht P-value Decision Remarks
square
14.479 0.622 Accept H Not Significant
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Tabl e 105

planning and management practices in terms of process evaluation when grouped according

shows the significant rel at.
to year/s in service in the present position. Respondents with less than 1 yeatlgamed

(3) or 33.33 percent with a verbal interpretation of not aware. Likewise, respondents 1 year
gained three (3) or 21.43 percent with a verbal interpretation of highly aware. Respondents
with 2 years got seven (7) or 18.92 percent with a verbal irtatpyn of moderately aware.
Respondents with 3 years gathered eight (8) or 19.51 percent with a verbal interpretation of
aware. Similarly, respondents with 4 years garnered five (5) or 13.51 percent with a verbal
interpretation of moderately aware. Respents with 5 years and above got four (4) or
44.44 percent with a verbal interpretation of not aware. The data revealed respondents with
less than 1 year and 5 years and above in service in the present position are not aware of the
succession planning amdanagement practices in terms of process evaluation.

Thus, the data present the significant relationship between succession planning and
management practices and the respondentso
present position as shown inetiChisquare. When succession planning and management
practices in terms of process were plotted against year/s in service in the present position,
Chi-square was computed as 14.479. Likewise, thalie of 0.622 is higher than 0.05
thus, the null hypottsss is accepted.This means that there is no significant relationship
between succession planning and management practices in terms of process evaluation and
year/s in service in the present position.

Table 106

Significant Relationshipbetweenof t he Respondentsé Succes
Management Practices in terms of Communicate Expectations When Grouped

According to:

Year/s in Service in the Previous Position

Communicate Expectations
Not Less Moderately | Highly
Aware Aware Aware Aware Aware
Less than 1 F 0 0 1 4 0
Years in year % 0 0 3.23 12.5 0
Service F 0 5 5 2 3
in the 1 year
Previous % 0 25 16.13 6.25 15.79
Position F 1 2 6 7 1
2 years
% 50 10 19.35 21.875 5.26
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F 0 0 7 4 1
3 years
% 0 0 22.58 12.5 5.26
F 0 2 2 3 2
4 years
% 0 10 6.45 9.38 10.53
5 years and F 1 11 10 12 12
above % 50 55 32.26 37.5 63.16
F 2 20 31 32 19
Overall
% 100 100 100 100 100
Computed Chi-square P-value Decision Remarks
23.94 0.245 Accept H Not Significant

Tabl e 106 di spl ays t he t he significant
succession planning and management practices in terms of communicate expectations when
grouped according to year/s in service in the previous position. Respondents with ldss than
year gained four (4) or 12.5 percent with a verbal interpretation of moderately aware.
Likewise, respondents 1 year gained five (5) or 25.0 percent with a verbal interpretation of
less aware. Respondents with 2 years got one (1) or 50.0 percent witlalanerpretation
of not aware. Respondents with 3 years gathered seven (7) or 22.58 percent with a verbal
interpretation of aware. Similarly, respondents with 4 years garnered two (2) or 10.53
percent with a verbal interpretation of highly aware. Redpots with 5 years and above
got twelve (12) or 63.16 percent with a verbal interpretation of highly aware. It can be
gleaned from the data those respondentswith less than 1 year and 5 years and above in
service in the previous position are moderately lzigtlly aware of the succession planning
and management practices in terms of communicate expectations.

Thus, the data present the significant relationship between succession planning and
management practices and t he riresserpicenndtleent s 6
previous position as shown in the &guare. When succession planning and management
practices in terms of communicate expectations were plotted against year/s in service in the
previous position, Chsquare was computed as 23.94. Lilsay the Pvalue of 0.245 is
higher than 0.05 thus, the null hypothesis is accepted.This means that there is no significant
relationship between succession planning and management practices in terms of

communicate expectations and year/s in service ipréngous position.
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Table 107

Significant Relationshipbetweenof t he Respondent sé Successi
Management Practices in terms of Organization Assessment and Alignment When

Grouped According to:

Year/s in Service in the Previous Position

Organization Assessment and Alignment
Not Less Moderatel Highl
Aware Aware Aware Aware g Av%aré
Less than 1 F 0 2 0 3 0
year % 0 9.09 0 10.34 0
1 year F 0 5 6 2 2
. % 0 22.73 17.14 6.90 13.33
SYeer\allircSeI ?n 2 years F 1 2 8 5 1
the (;{_o 33633 9.(;)9 228.86 172.24 6.267
';:)eg't?ouns 3 years % 0 0 22.86 6.90 13.33
4 years F 1 2 1 4 1
% 33.33 9.09 2.86 13.79 6.67
5 years and F 1 11 12 13 9
above % 33.33 50 34.29 44.83 60
Overall F 3 22 35 29 15
% 100 100 100 100 100
Computed Chi-square P-value Decision Remarks
24.73 0.212 Accept H Not Significant

Table 107 displays the significant rel at
planning and management practices in terms of organization assessment and alignment
when grouped according to year/s in service in the previous position. Respondengssvith |
than 1 year gained three (3) or 10.34 percent with a verbal interpretation of moderately
aware. Likewise, respondents 1 year gained five (5) or 22.73 percent with a verbal
interpretation of less aware. Respondents with 2 years got one (1) or 33.83t path a
verbal interpretation of not aware. Respondents with 3 years gathered eight (8) or 22.86
percent with a verbal interpretation of aware. Similarly, respondents with 4 years garnered
one (1) or 33.33 percent with a verbal interpretation of not@®Raspondents with 5 years
and above got nine (9) or 60.0 percent with a verbal interpretation of highly aware. The data
show that respondents with 2 years and 4 years above in service in the previous position are
not aware while respondent with 5 yearsd aabove are highly aware of the succession
planning and management practices in terms of organization assessment and alignment.

Thus, the data present the significant relationship between succession planning and

management pract i c e sfileaaccdrding to ejearfs anssprace thehet s 6 |
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previous position as shown in the &guare. When succession planning and management
practices in terms of organization assessment and alignment were plotted against year/s in
service in the previous positio@hi-square was computed as 24.73. Likewise, tvalBe
of 0.212 is higher than 0.05 thus, the null hypothesis is accepted.This means that there is no
significant relationship between succession planning and management practices in terms of
organization asessment and alignment as regards to year/s in service in the previous
position.

Table 108

Significant Relationshipbetweeno f t he Respondentsd6 Successi
Management Practices in terms of Talent Training and Development When Grouped

According to:

Year/s in Service in the Previous Position

Talent Training &Development
Not Less Moderately Highly
Aware Aware Aware Aware Aware
Less than 1 F 0 0 3 2 0
year % 0 0 8.11 6.45 0
F 0 4 6 4 1
1 year
% 0 22.22 16.22 12.90 5.88
Years in S F 0 3 6 6 2
Seft‘;l'ce y % 0 16.67 16.22 19.35 11.76
in the
; F 0 0 6 5 1
Pre\/_lpus 3 years
Position % 0 0 16.22 16.13 5.88
F 0 3 2 2 2
4 years
% 0 16.67 541 6.45 11.76
5 years and F 1 8 14 12 11
above % 100 44.44 37.84 38.71 64.71
F 1 18 37 31 17
Overall
% 100 100 100 100 100
Computed Chi P-value Decision Remarks
square
14.232 0.819 Accept H Not Significant

Tablel08 h o ws the significant relationship k
planning and management practices in terms of talent training and development when
grouped according to year/s in service in the previous position. Respondents with less than 1
year ganed three (3) or 8.11 percent with a verbal interpretation of aware. Likewise,

respondents 1 year gained four (4) or 22.22 percent with a verbal interpretation of less
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aware. Respondents with 2 years got six (6) or 19.35 percent with a verbal interpadtatio
moderately aware. Respondents with 3 years gathered six (6) or 16.22 percent with a verbal
interpretation of aware. Similarly, respondents with 4 years garnered three (3) or 16.67
percent with a verbal interpretation of less aware. Respondents y&hrs and above got

one (1) or 100.0 percent with a verbal interpretation of not aware. It can be gleaned from the
data those respondentswith and 5 years and above in service in the previous position are not
aware of the succession planning and manageprantices in terms of talent training and
development.

Thus, the results present the significant relationship between succession planning and
management practices and the respondentso
previous position as shown the Chisquare. When succession planning and management
practices in terms of talent training and development were plotted against year/s in service
in the previous position, Clsquare was computed as 14.232. Likewise, thalie of
0.819 is higherttan 0.05 thus, the null hypothesis is accepted.This means that there is no
significant relationship between succession planning and management practices in terms of
talent training and development as regards to year/s in service in the previous position.

Table 109

Significant Relationshipbetweenof t he Respondent sé Successi

Management Practices in terms of Process EvaluationWhen Grouped According to:

Year/s in Service in the Previous Position

Process Evaluation
Not Less Aware Moderately Highly
Aware Aware Aware Aware
Less than 1 F 0 1 2 2 0
year % 0 5.56 6.90 5.88 0
1 year F 0 4 5 3 3
. % 0 22.22 17.24 8.82 21.43
SYG.\er\&/li:':seI ?n 2 years F 3 2 4 8 0
the ‘;{_o 33633 112.11 136.79 232.53 (2)
':F),re‘{'p“s 3 years % 0 1111 | 20.69 5.88 14.29
osition
4 years F 2 2 0 4 1
% 22.22 11.11 0 11.76 7.14
5 years and F 4 7 12 15 8
above % 44.44 38.89 41.38 44.12 57.14
Overall F 9 18 29 34 14
% 100 100 100 100 100
Computed Chi-square | P-value Decision Remarks
20.117 0.451 Accept H Not Significant
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Table 109 reveals the significant rel ati
planning and management practices in terms of process evaluation when grouped according
to year/s in service in the previous position. Respondents with less than 1 yeartgain
(2) or 6.90 percent with a verbal interpretation of aware. Likewise, respondents 1 year
gained four (4) or 22.22 percent with a verbal interpretation of less aware. Respondents with
2 years got three (3) or 33.33 percent with a verbal interpretattioot aware. Respondents
with 3 years gathered six (6) or 20.69 percent with a verbal interpretation of aware.
Similarly, respondents with 4 years garnered two (2) or 22.22 percent with a verbal
interpretation of not aware. Respondents with 5 yearsaboge got (8) or 57.14 percent
with a verbal interpretation of highly aware. It can be gleaned from the data that only those
respondents with5 years and above in service in the previous position are highly aware of
the succession planning and managemeattypes in terms of process evaluation.

Thus, the data present the significant relationship between succession planning and
management practices and the respondentsd
previous position as shown in the &guare When succession planning and management
practices in terms of process evaluation were plotted against year/s in service in the
previous position, Chsquare was computed as 20.117. Likewise, tval@e of 0.451 is
higher than 0.05 thus, the null hypadieeis accepted.This means that there is no significant
relationship between succession planning and management practices in terms of process
evaluation as regards to year/s in service in the previous position.

Table 110

Significant Relationship betweenOverall Succession Planning and Management

Practices and the Respondentsd Profile V
Type of HEI
Overall Succession Planning and Management Practices
Not Less Aware Moderately Highly
Aware Aware Aware Aware
Sectarian F 1 20 29 26 11
Type of % 50 95.24 56.86 81.25 73.33
HEI Non F 1 1 22 6 4
Sectarian % 50 4.76 43.14 18.75 26.67
Overall F 2 21 51 32 15
% 100 100 100 100 100
Computed Chr- P-value Decision Remarks
square
13.244 0.01 Reject H Significant
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Table 110 illustrates the significant relationship between overall succession planning
and management practices and t he responde
Respondents from sectarian institution garnered twenty (20) or 95.24 percent withla verba
interpretation of less aware. Respondents fromgemtarian gained one (1) or 50.0 percent
with a verbal interpretation of not aware. It can be inferred from the result that respondents
from sectarian and nesectarian have little awareness in termswdfcession planning and
management practices.

Consequently, the data present the significant relationship between overall succession
pl anning and management practices and the r
as shown in the Ckiquare. When a@rall succession planning and management practices
were plotted against type of HEI, Géguare was computed as 13.244. Likewise, the P
value of 0.01 is lower than 0.05 thus, the null hypothesis is rejected.This means that there is
a significant relationsh between overall succession planning and management practices as
regards to type of HEI.

Table 111

Significant Relationship betweenOverall Succession Planning and Management
Practices and the ResponAdcerdingsod Profi |l e V

Level of Accraditation

Overall Succession Planning and Management Practices
Not Less Moderately | Highly
Aware Aware Aware Aware Aware
F 0 2 4 2 0
Level 1
% 0 12.5 10 7.41 0
Level of F 1 7 17 9 6
L Level 2
Accreditation % 50 43.75 42.5 33.33 46.15
Level 3 F 1 7 19 16 7
andup % 50 43.75 47.5 59.26 53.85
F 2 16 40 27 13
Overall
% 100 100 100 100 100
Computed Chi-square P-value Decision Remarks
2.984 0.935 Accept H Not Significant

Table 111 presents the significant relationship between overall succession planning
and management practices and the respondent

Respondents with level 1 gained two (2) or 12.5 percent with a verbal intagurethtess
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aware. Respondents with level 2 garnered one (1) or 50.0 percent with a verbal
interpretation of not aware. Respondents with level 3 and up got sixteen (16) or 59.26
percent with a verbal interpretation of moderately aware. It can be infeamdtlie result
that only respondents with level 3 and up have moderate level of awareness of succession
planning and management practices in terms of level of accreditation.

Consequently, the data present the significant relationship between overalsgucces
pl anning and management practices and the
accreditation as shown in the &guare. When overall succession planning and
management practices were plotted against level of accreditatiesq@drie was comped
as 2.984. Likewise, the-¥alue of 0.935 is higher than 0.05 thus, the null hypothesis is
accepted.This means that there is no significant relationship between overall succession
planning and management practices and level of accreditation.

Table 112

Significant Relationship betweenOverall Succession Planning and Management

Practices and the Respondentsd Profile V
Gender
Overall Succession Planning and Management Practices
Not Less Moderately Highly
Aware Aware Aware Aware Aware
F 2 5 17 11 4
Male
% 100 23.81 36.96 37.93 30.77
GENDER
F 0 16 29 18 9
Female
% 0 76.19 63.04 62.07 69.23
F 2 21 46 29 13
Overall
% 100 100 100 100 100
Computed Chi-square P- Decision Remarks
value
5.149 0.272 Accept B Not Significant

Table 112 shows the significant relationship between overall succession planning and
management practices and the respondentsd p
gained two (2) or 100.0 percent with a verbal interpretation of not aware. dghéseale
respondents garnered sixteen (16) or 76.19 percent with a verbal interpretation of less
aware. It can be inferred from the result that both respondents have little level of awareness

when it comes to succession planning and management pradicegards to gender
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