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ABSTRACT 
 

This study was conducted to determine the impact of leadership styles and motivation strategies 

on teacher performance in secondary schools in the Division of Catanduanes. The respondents 

consisted of 263 secondary school teachers. The study employed a descriptive correlational 

research method, with a researcher-developed questionnaire as the primary tool for data 

collection. The statistical tools used for data analysis included descriptive statistics (weighted 

mean) and inferential statistics, specifically Pearson's Correlation Coefficient and Multiple 

Linear Regression analysis. Analysis of the data revealed the following findings: The school 

administrators' leadership styles were rated strongly agree, particularly the adaptive leadership 

style, distributed leadership style, and servant leadership style (overall weighted mean of 3.49). 

The motivation strategies employed by school administrators, including career development, 

recognition and rewards, and a supportive work environment, were rated strongly agree while 

resource allocation was rated as agree (overall weighted mean of 3.33).The level of teachers’ 

performance was noted to be very high across several areas, including content knowledge and 

pedagogy, learning environment and diversity of learners, curriculum planning and assessment 

and reporting, personal growth & professional development, and plus factor. A significant 

relationship was noted between school administrators' leadership styles and motivation 

strategies; a significant relationship was observed between school administrators' leadership 

styles and teachers' performance; and a significant relationship was noted among leadership 

styles, motivation strategies, and teachers’ performance Based on the summary of the findings, 

the following conclusions were drawn: (1) School administrators effectively demonstrate 

adaptive, distributed, and servant leadership styles, which are strongly acknowledged by the 

respondents, highlighting their impact on fostering a collaborative and supportive educational 

environment. (2) The motivation strategies implemented by school administrators, particularly 

career development, recognition and rewards, and a supportive work environment, are well-

received by teachers, suggesting their effectiveness in enhancing job satisfaction and 

professional growth. (3) The level of teacher performance remains very high across content 

knowledge and pedagogy, learning environment and diversity of learners, curriculum planning, 

assessment and reporting, personal growth and professional development, and the plus factor. (4) 

Effective school administrators’ leadership styles, particularly, adaptive and servant leadership, 

positively influence teacher’s performance by enhancing instructional competence, learning 

environment management, and professional development. (5) Effective leadership styles, 

particularly adaptive, servant and distributed leadership combined with strong motivation 
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strategies such as career development, a supportive work environment, recognition and rewards, 

and resource allocation, are crucial in enhancing teacher performance. (6) Stronger motivation 

strategies, particularly career development and a supportive work environment, are associated 

with higher levels of teacher performance. (7) Strengthening school administrators’ adaptive 

leadership style and enhancing career development initiatives will likely improve teachers’ 

performance, while refining recognition and reward systems could further supportive teacher 

effectiveness. 

 

Keywords: Descriptive Correlational Study, School Administrators’ Leadership Styles, 

Motivation Strategies, Teachers’ Performance 

 

II.METHODS 

Research Design  
 

This study employed a descriptive-correlational research design to examine the relationships 

between school administrators' leadership styles, motivation strategies, and their impact on 

teacher performance in secondary schools in the Division of Catanduanes for the school year 

2024-2025. According to Brodowicz (2024), a descriptive-correlational design is used to explore 

the relationships between two or more variables by measuring how they relate to each other. In 

this study, the relationships between school administrators' leadership styles and motivation 

strategies, leadership styles and teacher performance, and motivation strategies and teacher 

performance were analyzed. 

 

Sources of Data 
 

The primary sources of data were the junior and senior high school teachers (Teacher I-III) only 

in the Division of Catanduanes. Only the primary data generated in this study were statistically 

treated and analyzed. 

 

Population of the Study 
  

The population consisted of 1,417 junior and senior high school teachers (Teacher I-III) in the 

Division of Catanduanes. The sample size of 263 was determined using the Raosoft Calculator, 

with a 95% confidence level and a 5% margin of error. To ensure a representative sample, 

respondents were selected using the stratified sampling technique. 

 

Furthermore, to ensure a fair distribution of respondents across zones and schools, Zone 1 had 

100 respondents, Zone 2 had 58 respondents, Zone 3 had 51 respondents, and Zone 4 had 54 

respondents. Both schools and participants were randomly selected using an electronic raffle 

draw. 

 

Instrumentation and Validation 
 

The researcher used a researcher-developed survey questionnaire divided into three sections. The 

first section focused on the leadership styles of school administrators, specifically adaptive, 

distributed, and servant leadership. The second section aimed to identify the motivation 
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strategies employed by administrators, including career development, rewards and recognition, 

resource allocation, and fostering a supportive working environment. The final section assessed 

teacher performance across several areas: content knowledge and pedagogy, learning 

environment and diversity of learners, curriculum planning and assessment, professional growth 

and development, and plus factor. To ensure validity, the questionnaire was reviewed by a panel 

of experts in research, language, and statistics, with their feedback incorporated into the final 

version. The instrument was then pilot-tested, and Cronbach’s alpha was used to assess 

reliability. 

 

The results showed excellent internal consistency across all sections: leadership styles (0.955), 

motivation strategies (0.966), and teacher performance (0.942), indicating high reliability in the 

survey instrument.  

 

Evaluation and Scoring 

 

To assess the leadership styles and motivation strategies employed by school administrators in 

secondary schools in the Division of Catanduanes, the following measures were used: 

 

 

Numerical Rating 

 

Mean Ranges 

 

Categorical Response/Verbal Interpretation 
 

4 3.26-4.00 Strongly Agree (SA) 

3 2.51-3.25 Agree (A) 

2 1.76-2.50 Disagree (D) 

1 1.00-1.75 Strongly Disagree (SD) 

 

To assess the level of teacher performance (Teacher I-III) among secondary school teachers in 

the Division of Catanduanes, the following measures were used: 

 

Numerical Rating  Mean Ranges Categorical Response Verbal Interpretation 

5 4.50-5.00 Strongly Agree Very High 

4 3.50-4.99 Agree High 

3 2.50-3.49 Moderately Agree Moderately High 

2 1.50-2.49 Disagree Low 

1 1.00-1.49 Strongly Disagree Very Low 

 

Data Gathering Procedure  
 

Before data collection, the researcher took steps to inform relevant parties. A letter was sent to 

the School Division Superintendent requesting the number of secondary school teachers in 

Catanduanes for the 2024-2025 school year and permission to conduct pre- and post-testing, as 

well as the final distribution of research questionnaires. Once approval was granted, the 

questionnaires were distributed to the respondents. The collected data were then tabulated, 

analyzed, and interpreted, with the researcher consulting a statistician for data analysis. 
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Statistical Treatment Data 
 

The following statistical tools were used in the study: 

 

1. Weighted Mean and Ranking was used to determine the leadership style of school 

administrators, the motivation strategies of school administrators, and the level of teachers’ 

performance.  

2. Pearson's Correlation Coefficient was used to determine the significant relationships 

between school administrators’ leadership style and motivation strategies, school administrators’ 

leadership style and teachers’ performance, and school administrators’ motivation strategies and 

teachers’ performance. 

3. Multiple Linear Regression Analysis was used to establish the predictive ability of 

school administrators’ leadership style and motivation strategies on teachers’ performance. 

 

Presentation, Analysis and Interpretation of Data 

1. Leadership Styles of School Administrators as assessed by the Respondents 
 

Table 1 

Leadership Styles of School Administrators as assessed by the Respondents 

Indicator Weighted Mean Verbal Interpretation Rank 

1.Adaptive leadership style 3.46 Strongly Agree 2.5 

2. Distributed leadership style 3.54 Strongly Agree  1 

3. Servant leadership style 3.46 Strongly Agree 2.5 

Average Weighted Mean 3.49 Strongly Agree  

 

As shown in Table 1, the school administrators' leadership styles, as assessed by the respondents, 

revealed that they strongly agreed with distributed leadership, which had the highest weighted 

mean of 3.54. This was followed by adaptive and servant leadership styles, each with a weighted 

mean of 3.46. Overall, the average weighted mean of 3.49 indicated that the leadership styles of 

school administrators (adaptive, distributed, and servant) were perceived as acceptable and 

effective. Distributed leadership was seen as the most dominant and effective style. These 

findings align with the study by Laylo and Chua (2020), which demonstrates how distributed 

leadership frameworks are being applied to achieve school effectiveness. These frameworks 

promote structural changes and innovation within schools, sustaining quality education while 

actively engaging school heads, teachers, and other stakeholders. Consequently, distributed 

leadership is increasingly recognized as an emerging and  influential leadership style in public 

secondary schools, fostering both improvement and collaboration. 

 

2. Motivation Strategies Employed by School Administrators as assessed by the 

Respondents 

Table 2 

Motivation Strategies Employed by School Administrators as assessed by the Respondents 

Indicator Weighted Mean Verbal Interpretation Rank 

1. Career development 3.40 Strongly Agree 1 

2. Recognition and rewards 3.36 Strongly Agree 3 
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3. Resource allocation 3.17 Agree  4 

4. Supportive work environment 3.37 Strongly Agree 2 

Overall Weighted Mean 3.33 Strongly Agree  

 

As seen in Table 2,  the respondents' assessment of the motivation strategies employed by school 

administrators. It shows that they strongly agreed that strategies such as career development, 

recognition and rewards, and a supportive work environment were effectively used, while they 

agreed that resource allocation was also an effective motivation strategy, with an overall 

weighted mean of 3.33. This indicates that the motivation strategies employed by school 

administrators are generally effective in enhancing teacher performance. Among these strategies, 

career development was identified as the most effective factor for improving teacher 

performance. 

 

The findings of this study align with the research conducted by Siswanto et al. (2023), which 

emphasizes that a structured approach to career development significantly impacts teacher 

performance. The study suggests that employees involved in comprehensive career development 

programs are more likely to perform at higher levels, highlighting the substantial influence of 

career development on teacher effectiveness. 

 

Moreover, the findings of Saleem et al. (2021) further strengthen the results of the present study, 

showing that the majority of primary school teachers had a positive attitude toward continuous 

professional development programs. The study found that these programs improved teachers' 

academic skills, subject expertise, and teaching methods, including the use of audiovisual tools. 

Moreover, they fostered increased collaboration among teachers and enhanced their abilities in 

assessment and classroom interaction. Teachers also found continuous assessment to be valuable 

for monitoring student progress and improving the overall quality of education. The study's key 

recommendations included using continuous professional development to enhance teacher-

student interactions and incorporating continuous assessment to further promote the development 

of students' learning skills. 

 

3. Level of Teacher Performance as assessed by the Respondents 
 

Table 3 

Level of Teacher Performance as assessed by the Respondents 

Indicator Weighted 

Mean 

Verbal 

Interpretation 

Rank 

1. Content knowledge and pedagogy 4.50 Very High 5 

2. Learning environment and diversity of 

learners 

4.56 Very High 2 

3. Curriculum and Planning & Assessment 

and Reporting 

4.53 Very High 3 

4. Personal growth and professional 

development 

4.52 Very High 4 

5. Plus factor 4.67 Very High 1 

Overall Weighted Mean 4.55 Very High  
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As illustrated in Table 3,   the respondents' assessment of teacher performance, revealing a very 

high rating across all areas, with a weighted mean of 4.55. Teachers excelled in content 

knowledge and pedagogy, the learning environment and diversity of learners, curriculum and 

planning, assessment and reporting, personal growth and professional development, and the plus 

factor. Among the performance indicators, the plus factor ranked first, with a weighted mean of 

4.67. These results indicate that teachers not only performed their assigned duties but also went 

beyond their responsibilities, contributing significantly to the teaching and learning process. 

Ultimately, they effectively fulfilled their roles and consistently demonstrated excellence, as 

outlined in the Philippine Professional Standards for Teachers. 

 

The study's findings align with those of Gepila (2020), which showed that teachers in Southern 

Luzon were rated as Proficient across all seven domains of the Philippine Professional Standards 

for Teachers (PPST). Based on these results, the study recommends that teachers participate in 

seminars, forums, and conventions to enhance their knowledge, skills, and attitudes. This would 

improve various areas, including the learning environment, curriculum planning, assessment 

practices, community collaboration, and professional growth. Teachers' personal commitment to 

improving their teaching competence is crucial, and institutional support is needed to meet PPST 

standards. Additionally, the study emphasizes the importance of support from both internal and 

external stakeholders to address gaps in teacher performance across all PPST domains. 

 

4. Significant Relationship Between Relationship between the School Administrators’ 

Leadership Styles and Motivation Strategies  
 

Table 4 

Significant Relationship Between Relationship between the School Administrators’ 

Leadership Styles and Motivation Strategies 

 

Leadership 

styles 

Motivation strategies 

Career 

development 

Recognition and 

rewards 

Resource 

allocation 

Supportive work 

environment 

Adaptive 

leadership style 

r=0.793** 

Moderate 

correlation 

p=0.000 

r=0.757** 

Moderate 

correlation 

p=0.000 

r=0.777** 

Moderate 

correlation 

p=0.000 

r=0.854** 

High correlation 

p=0.000 

Distributed 

leadership style 

r=0.669** 

Moderate 

correlation 

p=0.000 

r=0.701** 

Moderate 

correlation 

p=0.000 

r=0.650** 

Moderate 

correlation 

p=0.000 

r=0.665** 

Moderate 

correlation 

p=0.000 

Servant 

leadership style 

r=0.807** 

High correlation 

p=0.000 

r=0.783** 

Moderate 

correlation 

p=0.000 

r=0.787** 

Moderate 

correlation 

p=0.000 

r=0.806** 

High correlation 

p=0.000 

**Significant @ 0.01 

 

As shown in Table 4, among the three leadership styles—adaptive, distributed, and servant—

adaptive and servant leadership styles exhibited the strongest correlations with motivation 

strategies. Notably, adaptive leadership showed a high correlation with a Pearson r value of 
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0.854 and a p-value of 0.000, indicating its effectiveness in fostering a supportive work 

environment. Similarly, servant leadership demonstrated strong correlations with career 

development (Pearson r = 0.807) and a positive work atmosphere (Pearson r = 0.806), both with 

a p-value of 0.000, highlighting its role in enhancing teacher motivation. Meanwhile, distributed 

leadership exhibited only moderate correlations across motivation strategies, suggesting that it is 

less effective in motivating teachers compared to adaptive and servant leadership. These findings 

provide sufficient statistical evidence reject the null hypothesis, confirming a significant 

relationship between leadership styles and motivation strategies.  

 

The findings suggest that stronger leadership styles, particularly servant and adaptive leadership, 

are associated with more effective motivation strategies. Leaders who adopt these styles tend to 

foster a supportive work environment, provide better career development opportunities, and 

enhance recognition and resource allocation, ultimately improving motivation among staff. 

 

The results of this study align with the study of Chughtai et al. (2024), which demonstrates how 

adaptive leadership influences employee performance and emphasizes its role in fostering a 

supportive work environment. Both studies suggest that adaptive leadership plays a critical role 

in shaping positive work environments that enhance employee motivation. 

 

Furthermore, Kainde and Mandagi (2023) emphasized the importance of servant leadership in 

educational settings, which resonates with the findings of the current study. At the individual 

level, servant leadership creates a nurturing environment where teachers experience heightened 

morale, job satisfaction, and engagement. Trust and loyalty flourish, strengthening relationships 

within the educational community. At the organizational level, servant leadership empowers 

individuals, enhances communication, and promotes a positive, collaborative culture. This aligns 

with the current study's finding that servant leadership is a significant factor in enhancing teacher 

motivation and fostering a supportive work atmosphere. 

 

5.  Significant Relationship between the School Administrators’ Leadership Styles and 

Level of Teachers’ Performance  
 

Table 5 

Significant Relationship between the School Administrators’ Leadership Styles and Level 

of Teachers’ Performance 

Teacher Performance Leadership styles 

Adaptive 

leadership style 

Distributed 

leadership style 

Servant 

leadership style 

Content knowledge and 

pedagogy 

r=0.544** 

Moderate 

correlation 

p=0.000 

r=0.351** 

Low correlation 

p=0.000 

r=0.477** 

Moderate 

correlation 

p=0.000 

Learning environment and 

diversity of learners 

r=0.494** 

Moderate 

correlation 

p=0.000 

r=0.240** 

Low correlation 

p=0.000 

r=0.378** 

Low correlation 

p=0.000 

Curriculum and Planning and r=0.417** r=0.292** r=0.376** 
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Assessment and Reporting Moderate 

correlation 

p=0.000 

Low correlation 

p=0.000 

Low correlation 

p=0.000 

Personal growth and professional 

development 

r=0.391** 

Low correlation 

p=0.000 

r=0.337** 

Low correlation 

p=0.000 

r=0.405** 

Moderate 

correlation 

p=0.000 

Plus factor r=0.364** 

Low correlation 

p=0.000 

r=0.214** 

Low correlation 

p=0.000 

r=0.292** 

Low correlation 

p=0.000 

**Significant @ 0.01 

 

Table 5 presents the relationship between leadership styles and teacher performance, revealing 

that adaptive leadership has the greatest impact. It showed moderate correlations with content 

knowledge and pedagogy (Pearson r = 0.544, p-value = 0.000) and the learning environment 

(Pearson r = 0.494, p-value = 0.000). In contrast, servant leadership demonstrated moderate 

correlations in a few areas but is generally weaker, while distributed leadership exhibited mostly 

low correlations, indicating a limited effect on teacher performance. These findings highlight that 

the adaptive leadership style of school administrators, which promotes flexibility and 

responsiveness to teacher needs, is the most effective in enhancing teacher performance. 

Furthermore, the results provide sufficient statistical evidence to reject the null hypothesis, 

confirming a significant relationship between leadership styles and teacher performance.  

 

 The findings suggest that effective school administrators' leadership styles positively influence 

teachers' performance. Specifically, stronger adaptive and servant leadership styles are associated 

with higher levels of instructional competence, learning environment management, and 

professional development. This means that the better the leadership style of school 

administrators, the higher the level of teachers' performance. 

 

The findings of the present study are supported by Sumaiti (2024), who also found that the 

relationship between adaptive leadership and teacher performance is highly significant.  

 

Additionally, Manigbas et al. (2024) suggest that Department of Education (DepEd) officials 

should prioritize teachers' professional development, tailoring it to their specific needs to 

continuously improve their teaching competencies, including content knowledge and pedagogy. 

This would help teachers achieve a high level of proficiency in the Philippine Professional 

Standards for Teachers (PPST) domains and ultimately lead to quality instruction. 
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6. Significant Relationship between the School Administrators’ Motivation Strategies and 

Level of Teachers’ Performance  
 

Table 6 

Significant Relationship between the School Administrators’ Motivation Strategies and 

Level of Teachers’ Performance 
 

Teachers’ 

Performance 

Motivation Strategies 

Career 

development 

Recognition 

and rewards 

Resource 

allocation 

Supportive work 

environment 

Content knowledge and 

pedagogy 

r=0.478** 

Moderate 

correlation 

p=0.000 

r=0.336** 

Low correlation 

p=0.000 

r=0.479** 

Moderate 

correlation 

p=0.000 

r=0.483** 

Moderate 

correlation 

p=0.000 

Learning environment 

and diversity of learners 

r=0.409** 

Moderate 

correlation 

p=0.000 

r=0.273** 

Low correlation 

p=0.000 

r=0.344** 

Low 

correlation 

p=0.000 

r=0.404** 

Moderate 

correlation 

p=0.000 

Curriculum and 

Planning and 

Assessment and 

Reporting 

r=0.431** 

Moderate 

correlation 

p=0.000 

r=0.270** 

Low correlation 

p=0.000 

r=0.345** 

Low 

correlation 

p=0.000 

r=0.368** 

Low correlation 

p=0.000 

Personal growth and 

professional 

development 

r=0.409** 

Moderate 

correlation 

p=0.000 

r=0.297** 

Low correlation 

p=0.000 

r=0.323** 

Low 

correlation 

p=0.000 

r=0.366** 

Low correlation 

p=0.000 

Plus factor r=0.333** 

Low 

correlation 

p=0.000 

r=0.141* 

Low correlation 

p=0.023 

r=0.208** 

Low 

correlation 

p=0.001 

r=0.231** 

Low correlation 

p=0.000 

**Significant @ 0.01 *Significant @ 

0.05 

   

 

As shown in Table 6, the results indicate a significant relationship between school 

administrators' motivation strategies and teachers' performance. Career development (Pearson r = 

0.478, p-value = 0.000), resource allocation (Pearson r = 0.479, p-value = 0.000), and a 

supportive work environment (Pearson r = 0.483, p-value = 0.000) all showed moderate 

correlations with teachers' performance. Among these, a supportive work environment is 

particularly influential, reinforcing the idea that it directly enhances teaching effectiveness. 

Interestingly, recognition and rewards show only low correlations across all areas, suggesting 

that while rewards are appreciated, they are not as impactful in improving teacher performance 

as other strategies, such as career development or a supportive work environment. 

 

The findings suggest that effective motivation strategies, particularly career development and a 

supportive work environment, contribute to higher teacher performance or stronger motivation 

strategies from school administrators are associated with higher levels of teacher performance. 
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Moreover, the findings of Saleem et al. (2021) further support the results of the present study, 

demonstrating that continuous professional development programs significantly enhance 

teachers' academic skills, subject expertise, and teaching methods. This is consistent with 

research conducted by Joseph et al. (2021), Baharuddin (2021), and Krasniqi (2021), all of which 

emphasize the crucial role of a supportive work environment in improving teacher performance. 

 

Furthermore, Katel (2023) highlights the importance of motivational factors in shaping teachers' 

performance and their ability to create effective learning environments. Katel stresses that 

fostering teacher motivation through a supportive school culture and ensuring the availability of 

adequate learning resources not only enhances the teaching experience but also improves student 

outcomes, which aligns with the findings of the present study. 

 

In contrast, the findings contradict the study by Mulyana (2021), which suggests that motivation 

and the work environment have no significant effect on teacher performance. Mulyana argues 

that improving teacher performance requires supporting teachers with career development 

opportunities. However, the present study indicates that factors beyond career development, such 

as a supportive work environment and other motivation strategies, are more influential in 

motivating teacher. 

 

Furthermore, the present study contradicts the findings of Manzoor et al. (2021), which reveal 

that intrinsic rewards significantly impact employee motivation and performance. While it is 

commonly believed that motivated employees perform better, and that an effective reward 

system boosts motivation and performance, the current study suggests that recognition and 

rewards alone are not sufficient to significantly motivate teachers. Instead, the study highlights 

that factors like career development and a supportive work environment play a more crucial role 

in enhancing teacher motivation and performance.  

 

7. Regression Analysis between School Administrators’ Leadership Styles and Motivation 

Strategies taken Singly or in Combination of the Level of Teachers’ Performance 
 

Table 7 

Regression Analysis between School Administrators’ Leadership Styles and Motivation 

Strategies taken Singly or in Combination of the Level of Teachers’ Performance 

Predictor Dependent Variable R
2
 F p-

value 

Β T p-

value 

Adaptive 

leadership style 

Level of Teachers 

performance (overall) 

 

0.289 

 

14.798 

 

0.000 

0.361 3.345 0.000* 

    

Career 

development 

    0.315 2.454 0.015* 

Reward and 

recognitions 

-

0.298 

-

2.411 

0.017* 

*Significant @ 0.05 
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As shown in Table 7, the regression analysis examined the impact of school administrators' 

adaptive leadership style and motivation strategies on the overall level of teachers' performance. 

Adaptive Leadership Style and Teacher Performance.  

 

The adaptive leadership style was a significant predictor of teachers' performance (R² = 0.289, p 

= 0.000), indicating that 28.9% of the variance in teachers performance could be explained by 

this leadership style. The positive β coefficient (0.361, p = 0.000) suggests that as school 

administrators employ more adaptive leadership strategies, teachers' performance tends to 

improve. 

 

Career development had a positive significant effect on teacher performance (β=0.315, 

p=0.015\beta = 0.315, p = 0.015β=0.315, p=0.015), implying that professional growth 

opportunities contribute to better teaching effectiveness. This suggests that when school 

administrators prioritize teachers' career development - such as training, mentorship, and 

professional advancement - teacher performance is likely to improve. 

 

Recognition and rewards showed a negative significant effect on teacher performance 

(β=−0.298, p=0.017\beta = -0.298, p = 0.017β=−0.298, p=0.017). This unexpected result could 

indicate that the current reward and recognition mechanisms in place may not be effectively 

motivating teachers, or they might be perceived as inadequate or unfair. This suggests a need for 

a reassessment of the incentive system to ensure it aligns with teachers' expectations and needs. 

 

The findings suggest that school administrators' adaptive leadership style plays a crucial role in 

enhancing teachers' performance. Additionally, career development initiatives positively impact 

teacher effectiveness, while the current system of recognition and rewards may require 

improvement to better support teachers. 

 

The findings of this study suggest that adaptive leadership by school administrators plays a key 

role in improving teacher performance. Career development initiatives positively influence 

teacher effectiveness, while the current recognition and reward system may need improvements 

to better support teachers. These results are consistent with previous studies. Sumiati et al. 

(2024) highlighted the positive impact of adaptive leadership on teacher performance, 

emphasizing the importance of a collaborative school culture. Nebiyu and Kassahun (2021) 

found that adaptive leadership leads to higher goal achievement and organizational effectiveness. 

Li et al. (2022) emphasized the importance of Continuing Professional Development (CPD) in 

enhancing teacher self-efficacy and improving educational outcomes. 

Khadka (2021) also supported the idea that rewards can motivate teachers, but improper 

implementation can lead to dissatisfaction. The study recommends that school administrators 

ensure fairness and address teachers' basic needs in the reward system. Ningsih (2021) further 

confirmed that rewards positively affect teacher performance. 

 

8. Proposed Action Plan 

Action Plan for Sustaining Leadership Styles, Motivation Strategies, and Teacher 

Performance 
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Effective leadership and motivation strategies significantly influence teacher performance, which 

in turn impacts student learning outcomes. This action plan is designed to strengthen school 

administrators' leadership styles, optimize motivation strategies, and improve overall teacher 

effectiveness in secondary schools within the Division of Catanduanes. By addressing these 

areas, the plan aims to foster a supportive educational environment where both administrators 

and teachers can excel. 

 

General Objectives 

1. To sustain the school administrators’ leadership styles by providing targeted training and 

development programs that emphasize adaptive, distributed, and servant leadership. 

2. To sustain the motivation strategies for teachers by implementing structured career 

development opportunities, improving resource allocation, and fostering a supportive work 

environment. 

3. To sustain a higher level of teacher performance through continuous professional 

development, mentorship programs, and data-driven policy enhancements. 

 

Action Plan Matrix 

Key 

Areas 

Objectiv

es 

Strategies/Activ

ities 

Persons Involved Resourc

es 

Needed 

Time 

Frame 

Expected 

Outcome

s 

Sustainin

g 

Leadershi

p Styles of 

School 

Adminis-

trators’ 

Sustain  

adaptive, 

distribut

ed, and 

servant 

leadershi

p 

practices 

Conduct 

leadership 

training and 

professional 

development 

workshops for 

school adminis-

trators’  

School 

administrators, 

DepEd officials, 

HR department 

Training 

modules, 

expert 

speakers, 

budget 

for 

seminars 

Quarter

ly 

98% 

Improved 

leadership 

effectiven

ess and 

better 

support 

for 

teachers 

Sustainin

g 

Motivatio

n 

Strategies 

for 

Teachers' 

Sustain 

motivati

on 

strategie

s, 

especiall

y in 

career 

develop-

ment and 

resource 

allocatio

n 

Implement 

structure 

mentorship 

programs, 

increase career 

development 

opportu-nities, 

enhance 

resource 

distribution 

School adminis-

trators’, teachers’, 

HR department 

Career 

develop-

ment 

plans, 

mentors

hip 

materials

, 

financial 

support 

training 

 

Ongoin

g 

98% 

Increased 

job 

satisfactio

n and 

profession

al growth 

among 

teachers 

Sustainin

g for a 

Higher 

Level of 

Sustain 

teacher 

effective

-ness in 

Conduct 

continuous 

training, peer 

mentoring, and 

Teachers, school 

heads, subject 

coordinators 

Worksho

p 

venues, 

educatio

 

Quarter

ly 

98% 

Higher 

teaching 

effectiven
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Teacher 

Performa

nce 

content 

knowled

ge, 

pedagog

y, and 

learning 

environ-

ment 

curriculum 

development 

workshops 

nal 

materials

, online 

learning 

platform

s  

ess and 

improved 

student 

learning 

outcomes 

Sustainin

g the 

Relations

hip 

Between 

Leadershi

p Styles 

and 

Motivatio

n 

Strategies 

Ensure 

alignme

nt of 

leadershi

p styles 

with 

motivati

on 

strategie

s to  

maximiz

e teacher 

perfor-

mance 

Regular 

leadership 

assessment and 

feedback 

sessions; 

establish 

leadership and 

motivation 

scorecards 

School 

administrators, 

faculty 

representatives/tea

chers 

Perfor-

mance 

evaluatio

n tools, 

leadershi

p 

surveys, 

software 

for 

tracking 

progress 

 

Every 

academ

ic year 

98% 

alignment 

between 

leadership 

approache

s and 

teacher 

needs 

Key 

Areas 

Objectiv

es 

Strategies/Activ

ities 

Persons Involved Resourc

es 

Needed 

Time 

Frame 

Expected 

Outcome

s 

Sustainin

g the 

Impact of 

Leadershi

p Styles 

on 

Teacher 

Performa

nce 

Sustain 

leadershi

p 

practices 

that 

directly 

influence 

teacher 

perfor-

mance 

Encourage 

adaptive 

leadership style 

and 

collaborative 

decision-making 

in school 

adminis-tration 

School 

administrators, 

teachers 

Leadersh

ip 

manuals, 

decision-

making 

frame-

works, 

online 

collabo-

ration 

tools 

 

All 

year 

round 

98% 

More 

engaged 

and high 

performin

g teachers 

Sustainin

g 

Motivatio

n 

Strategies 

for 

Higher 

Teacher 

Performa

nce 

Sustain 

career 

develop-

ment and 

supporti

ve work 

environ-

ment 

Provide 

incentives, 

recognition 

programs, and 

professional 

growth opportu-

nities 

School 

Administrators, 

HR department, 

local government 

units, stakeholders 

Funding 

for 

incentive

s, award 

plaques, 

scholars

hip 

oppor-

tunities  

 

Every 

academ

ic year 

98% 

Increased 

teacher 

motivatio

n and 

retention 
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Utilizing 

Predictive 

Insights 

from 

Regressio

n Analysis 

Use 

data-

driven 

approach

es to 

sustain 

teacher 

perfor-

mance 

Develop data-

driven policy 

recommend-

dations based on 

leadership styles 

and motivation 

strategies 

DepEd officials, 

school 

administrators, 

research teams 

Data 

collectio

n tools, 

statistica

l 

software, 

research 

funding 

Annual 

policy 

review 

98% 

More 

effective 

school 

policies 

improving 

teacher 

performan

ce 

 

SUMMARY OF FINDINGS 

1. The Leadership Styles of School Administrators’ as Assessed by the Respondents 
 

The findings showed that the school administrators' leadership styles were ranked as follows: 

ranked 1, adaptive leadership style (3.54), interpreted as strongly agree; and ranked 2.5, both 

distributed leadership style (3.46) and servant leadership style (3.46), each interpreted as strongly 

agree. 

 

2. Motivation Strategies Employed by School Administrators as assessed by the 

Respondents 
 

The findings showed that the motivation strategies employed by school administrators were 

ranked as follows:  ranked 1, career development (3.40) interpreted as strongly agree; ranked 2, 

supportive work environment (3.37) interpreted as strongly agree; ranked 3, recognition and 

rewards (3.36) interpreted as strongly agree; and ranked 4, resource allocation (3.17) interpreted 

as agree. 

 

3. Level of Teacher Performance as assessed by the Respondents 
 

The findings showed that the level of teacher’s performance was ranked 1plus factor (4.67) 

interpreted as very high; ranked 2, learning environment and diversity of learners (4.56) 

interpreted as very high; curriculum and planning & assessment and reporting (4.53) interpreted 

as very high; personal growth & professional development interpreted as very high (4.52); and 

content knowledge and pedagogy (4.50) interpreted as very high. 

 

4.1 Relationship Between Relationship between the School Administrators’ Leadership 

Styles and Motivation Strategies 

        
For the relationship between school administrators’ leadership styles and motivation strategies, it 

was found that adaptive and servant leadership styles exhibited the strongest correlation with 

motivation strategies. Pearson r values of 0.854 and 0.807 were obtained, indicating a high 

correlation, with p-values of .001. This provides sufficient statistical evidence to reject the null 

hypothesis, confirming a significant relationship between the variables.  This means that the 

better school administrators’ leadership styles, the better motivation strategies they employed. 
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4.2 Relationship between the School Administrators’ Leadership Styles and Level of 

Teachers Performance  
 

For the relationship between school administrators' leadership styles and teacher performance, it 

was found that adaptive leadership has the greatest impact on teachers’ performance. It shows 

moderate correlations with content knowledge and pedagogy (Pearson r = 0.544, p-value = 

0.000) and the learning environment (Pearson r = 0.494, p-value = 0.000), both of which are 

lower than the significance level of 0.01. This implies that there is sufficient statistical evidence 

to reject the null hypothesis, demonstrating a significant relationship between the variables. This  

means that the better the school administrators leadership styles, the higher the level of teachers’ 

performance. 

 

4.3 Relationship between the School Administrators’ Motivation Strategies and Level of 

Teachers Performance  
 

For the relationship between school administrators’ motivation strategies and level of teachers’ 

performance the results indicate a significant relationship between school administrators' 

motivation strategies and teachers' performance. Career development (Pearson r = 0.478, p-value 

= 0.000), resource allocation (Pearson r = 0.479, p-value = 0.000), and a supportive work 

environment (Pearson r = 0.483, p-value = 0.000) all show moderate correlations with teachers' 

performance. Among these, a supportive work environment is particularly influential. The 

findings provide sufficient statistical evidence to reject the null hypothesis, confirming a 

significant relationship between the variables. It means that the better school administrators’ 

motivation strategies, the higher the level of teachers’ performance. 

 

5. Regression Analysis between School Administrators’ Leadership Styles and  Motivation 

Strategies taken Singly or in Combination of the Level of Teachers Performance 
 

For the predictive value of school administrators' leadership styles and motivation strategies, it 

was found that adaptive leadership style, career development, and recognition and rewards 

accounted for 28.90% (F = 14.798) of the variability in the dependent variable. The results also 

showed that for every one-unit increase in adaptive leadership style and career development, 

there is an increase of 0.361 and 0.315, respectively, in the level of teacher performance. The 

probability test yielded p-values of 0.000 for both variables, which are lower than the 

significance level of 0.01, suggesting that there is sufficient statistical evidence to reject the null 

hypothesis. Therefore, it can be concluded that adaptive leadership, career development, and 

recognition and rewards significantly predicted the level of teacher performance. 

 

6. Based on the findings of the study, an action plan was developed. 

 

CONCLUSION  
 

Based on the findings of the study, the study conclusions were drawn: 

1. School administrators effectively demonstrate adaptive, distributed, and servant leadership 

styles, which are strongly acknowledged by the respondents, highlighting their impact on 

fostering a collaborative and supportive educational environment. 
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2. The motivation strategies implemented by school administrators, particularly career 

development, recognition and rewards, and a supportive work environment, are well-received by 

teachers, suggesting their effectiveness in enhancing job satisfaction and professional growth. 

3. The level of teacher performance remains very high across content knowledge and pedagogy, 

learning environment and diversity of learners, curriculum and planning, assessment and 

reporting, personal growth and professional development, and the plus factor. 

4.Effective leadership styles, particularly servant and adaptive leadership, are closely linked to 

successful motivation strategies, such as creating a supportive work environment, providing 

better career development opportunities, and enhancing recognition and resource allocation. 

These strategies, in turn, significantly improve staff motivation. 

5. Effective school administrators' leadership styles, particularly adaptive and servant leadership, 

positively influence teachers' performance by enhancing instructional competence, learning 

environment management, and professional development.  

6.Stronger motivation strategies, particularly career development and a supportive work 

environment, are associated with higher levels of teacher performance. 

7. Strengthening school administrators’ leadership style  and enhancing career development 

initiatives will likely improve teacher’s performance., while refining recognition and reward 

systems could further support teacher effectiveness. 

8.There is need to implement the developed action plan to improve the school administrators’ 

leadership styles and motivation strategies in enhancing teacher performance. 

 

RECOMMENDATIONS 
 

Based on the findings, and conclusions, the researcher recommends the following: 

1. School administrators should embrace leadership principles that prioritize supporting teachers 

through service, collaboration, and empowerment, which can be promoted via workshops and 

training sessions. Furthermore, it is important to implement regular assessments of leadership 

practices, gathering feedback from teachers about the leadership styles of administrators. This 

feedback can be collected through surveys or direct communication to foster ongoing 

improvement and ensure alignment with teachers' needs. 

2. School administrators should create professional learning communities (PLCs) for 

collaboration, peer observations, and feedback to promote continuous improvement. They should 

prioritize professional development, including career training, mentorship, and advancement 

pathways. Transparent recognition and reward systems, such as a peer recognition program and 

initiatives like "Teacher of the Month," should be implemented to celebrate teachers' efforts. 

These actions will foster a supportive work environment that encourages growth, recognition, 

and career advancement. 

3. School administrators should continue to support teachers in developing their skills in key 

areas such as content knowledge and pedagogy, learning environment and diversity of learners, 

curriculum and planning, assessment and reporting, personal growth and development, and the 

plus factor. This can be achieved through continuous professional development, fostering 

collaborative opportunities, and providing targeted resources. By doing so, administrators will 

ensure that teachers maintain high levels of performance, encourage innovation in teaching 

practices, and ultimately improve student outcomes and the overall school environment.   

4. School administrators should adopt and cultivate adaptive and servant leadership styles. By 

prioritizing adaptability and service to teachers, administrators can create an environment that 
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fosters collaboration, supports professional growth, and enhances teaching practices, ultimately 

improving student outcomes and overall school performance. Additionally, offering regular 

training on adaptive and servant leadership will empower administrators to effectively guide and 

support their teams. 

5. School administrators should establish comprehensive career development programs that 

include mentorship, training, and clear advancement pathways. Furthermore, fostering a 

supportive work environment through recognition, open communication, and opportunities for 

professional growth will boost teacher motivation and performance, ultimately benefiting both 

teachers and students. 

6. School administrators should enhance their adaptive leadership style by emphasizing 

flexibility, responsiveness, and proactive support for teachers. In addition, strengthening career 

development initiatives such as mentorship programs, professional training, and clear 

advancement opportunities will help improve teacher performance. Moreover, refining 

recognition and reward systems to ensure fairness, transparency, and alignment with teachers' 

motivations will further enhance teacher effectiveness and contribute to a positive school culture. 

These efforts will ultimately increase teacher satisfaction, boost performance, and improve 

student outcomes. 

7. The school administrators should monitor and evaluate the implementation of the developed 

action plan.  

8. Future research should conduct similar studies to assess the consistency of the results and 

evaluate the effectiveness of the findings in sustaining and continuously enhancing school 

administrators' leadership styles and motivation strategies to improve teacher performance in 

secondary schools. 
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