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The study seeks to determing the relationship between the perceived orga-
mzalional effectiveness profile of MSLLIT with twe otier varighles, namely.,
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mentation-information management. B
The study reveals that the respondents perceive the minimum qualifications

and the evaluation critenia Jor the selection of academic administrators (o be
adequate. It alvo shows that academic adrinisiralors dare satisfied with their
administrative jobs. E}rgdm'zm:'ﬂrmf sffectiveness as measured by the eight

pairs of criteria are offen found te occur,
With the application of the Pearson r product mement correlation fech-

nique the study is able to establish 4 significant relationship between the per.
ceived adeguacy of the minimunt gualifications and evaluation criteria for the
selection of academic administrators and the perceived organizational effec-
tiveness profile of MSU-IIT. A i gnificant relationship is established, likewige,
Between the motivaror variables and the organ izational effectiveness vari-

ables

Introduction

say we are in the “information age™; others say we are already inthe

“interactive age”’. Whichever title is more appropriate, one thing is clear

 this is an age of rapid development and change. Tt i5 aperiod in history where

technological development has accelerated and continues to do so at an increas-

ing rate. In the process, it changes the environmental and erganizational land-
scape. Consequent on this is the need to adapt in order to survive.

In arganizations, the respansibility of survival rests heavily on the managers
for they steer the members forward toward accomplishment of goals. This ap-
plies also to the modern school system. The operation of a modern school sys-
tem involves ensuring that managerial or administrative positions at all levels are
flled with individuals competent to help in moving the school ahead. Moreover, it
requires greater attention to human resources planning and development, espe-
cially also in the managerial or administrative level, due to a host of contemporary
factors. These are both intemal and external in form. Internally, reductionsin
school staff and budget, new approaches to instruction and research, and the
changing faculty profile, among others, are worthy of note. Externally, govert-
ment legislation, CHED requirements, demands of business and industry and i-
creasing technological obsolescence are causing new interests in reviewing
updating administrative competencies and skills. The objectis a higher level of
organizational performance.

The present study 1s concerned with the educational qualifications and job

S everal terms have been used to describe the age m which we live. Some
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aiisfaction of academic administrators of MSU - Il gan Institute of Technology

als0 wiﬂimtﬁﬁ'ﬂﬂﬁ‘-’:aﬂﬁﬁ profile of the Institute, The perceptions of

4 tacademic administrators on the adequacy of the Iﬂfl'llm?:]n qmﬁiﬁ
gndevaluation -:_:ritena were determined. This was then correlated with the per-
ccived organizational effeciveness profile. Likewise, the perceived organizational
effectiveness profile was comrelated with the level of job satisfaction of the aca-
demic administrators,

Based on the data gathered and on the analysis of these data, a develop-
ment program for a::a‘ldim]iﬂ administrators is being proposed in order to enhance
effectiveness n cartying out orgamizational goals and objectives.

Theoretical Background

This study is anchored on the principle that top management should take
charge of human resource planning as ameans by which appropriate human re-
sources can be mobilized to staffthe organization, particularly in the middle man-
agement levels,

Human resource planning consists in the development of strategics and tac-
ics to ensure that the required number of employees with the required skills are on
the job when they are needed. There are two main aspects to human resource
planning: requirements ard availability, Forecasting human resource requirements
mvolves determining the number of employees needed at each location and the
qualifications they must have. Awvailability refers to both internal sources {current
employees) and external sources (the labor market). If a mismatch between re-
quirements and availahility is projected, action should be taken immediately (Mondy,
Sharplin and Premeaux, 1991: 268). :

Human resources planning must be preceded by a human resources audit.
The first area of concern in the audit is the staffing procedures that include qualifi-
cation requirements, The audit of qualifications consists in the im'l:ntn::r}r of current
personnel, both in the managerial and rank-and-file levels. According to Aldag
and Stearns (1987:353), current employees both accomplish today’s tasks and
serve as the human resource base of the future. As such, a clear picture of the
Current human resource status is a necessary step in the process. The IYEHOry of
current employees might include such information as numbers of people in various
bositions, their educational qualifications, training, job experiences, length of ser-
Vice, performance recards, compensation levels and personal charactenistics such
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as ape, gender, and mantal status (Hellriegel and Slocum, 1966),

There are a number of qualification requirermnents {or managenal posts.
Among personal characteristics Jones and Cooper (1980:12) enumerate 5 ge.
cducational qualifications, work experience and mobility, perception of leaming
abilily, leaming ability, attitude towards updating, updating activitics engaged i,
and membership in professional organizations as important.

Research on perlonmance ratings and leaming ahility in relabon to age vieldeqd
contradictory evidence, I.ehman (1963:68) has established that men in certain
kinds ofintelloctual careers, particular]y in the sciences, had their most produciive
vears in the early part of their carcers. Pelz and Andrews (1906:17) also repont
this to he the case for engineers.

Dalton and Thompson (1971:38) found ancgatve correlation between age
and performance rarking after age 38, In later rescarch, they repoer that seniority
in itself did nol automatically indicate (ading capahility. Veteran engineers who
were rated hizhly by their superiors held their own against younger compelitors.
When cxamining how managers and engineers looked al performance and age,
they found that enginecrs who stayed in technical jobs had their most sophisti-
caled work at age 37, while [or those who moved info management, 1t was at ags
£7,

Age as gqualification can be a dummy for work expenience. The above
findings imply that those with longer work experience gencrally become better
rmanagers; there are cases, however, where perfonmance would plaleau and would
zo down after reaching a certain age.

Perucel and Rothman (1969:282) note that education and cxpenence arc
plus factors for managerial functions. Junior and senior managers were the most
highly qualified, but the firther up the hicrarchical laddet, the lower the proportion
of posl-graduate degrees possessed by managers. Senior managers who got 1o
the top were perhaps those who were well qualified to start with, but the junior
managers were younger and hence had greater educational opportunities than
senior managers. The implication is that as the years go by and as former junior
managers move o top management levels, therr educational qualifications wottld
behugher.

Meanwhile, Kaufman {1974:83) asserts that decision-malang I"EﬂFHJﬂEihi.]j'
ties are important in relation to career challenge. Tfmanagers make important
contributions to their companies, then they are more likely to be listened (o and 80
influence the filure of their companies, This is turn will have the effect of giving
Ihem greater job satisfaction and lead to the realization of higher order personal
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peadssuch asenhanced self-csteem and possibly self-actualization (Maslow, 1943,

Managers or would-be managers, whether in the corporate world or in
sducational sethings, need 'O possess acombination of technical, mierpersonal,
conceptual, and communication skills, The relative mix of skills required depends
onthe manager’s level, responsibilities and functions {(Hellriegel and Slocum,
1996: ).

Technical sEifs refer to the mianager's Flb'l]IT‘_'l.f to ﬂ]]P]}' sp ecific mﬁthﬂdﬂ,
wﬂcgdum and technigues in a specialized field [his calepory ofskifls are pe-
quircd mest of EIEtl-ljl'.lE managers, such as the factory slporvisor and the class-
mom or laboratory nsmagtor.

faterpersonal skills pertain to the ability to lead , motivate, manage con-
flict, and work with others. They are akey part of s manager's job regardless of
levelor function. Managers with excellent interpersonal skalls EncOurage partici-
pation in decision-making and let subordinates express themselves without fear of
embarrassment. They respect other peaple and are liked by them,

Coneeptun! skills consist of the ability to view a problem, an issue, ur an
orgdnization as a whole, and its respective inlerrelated parts. Thesc skills are
very important to top and middle managers. eapecially in their decisional moles of
entrepreneur, disturbunce handler, resource allocator :nd negotiator,

Communication skills, meanwhile, refer to the munager's ability to send
i receive information, thoughts, feclings, and attitudes. The importance of good
cmmunication skills becomes doubly impartant at a time when OIganiFations in-
creasinply cxpect employees to work with minimal supervision and to show mome
mitLatee,

Another area of concern in this study is organizational effectivencss.
Randolph and Blackbum (1989:669) define organizational effectivencss as ot
bg the job done or cstahlishing some particular objective. Cherrington (1994:462)
tmphasizes that organizational effectivencss refers to the concept of organiza-
fional suocess or orzanizational performance. Basically, it is an indication ofhow
Wwell the arganization is doing,

Initial rescarches on organizational effectiveness made used of single-crite-
fiot approaches. The goal approach to defining and measuring effectiveness, for
cxample, is the oldest and most widely-used evaluation technique {Stephen, et.al,
IS8 1 :323). In the view of this approach, an organizalion cxists to accomplish
Eoals, Barmard (193%:55) states: “What we mean by effectiveness | . . is the
iccomplishment of recopnized objcctives of cooperative efforl. The degree of
tecomplishment is the degree of cifectiveness.”
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The idea that organizations sheuld be evaluated in lerms of goal aceny,.
plishment has widespread appeal. Many management practices are haged orvthe
anal approach; yet, for all its appeal and apparent simplicity, ithas certain limipa.
tions (Harrison, 1978&:404), Ivancevich (1990:22) lisls someé of its more recog-
nized difficuliies: crganizations attempt (o achieve more thanone goal, goal achizye-
ment is ot readi ly measurable for organizations that do not produce tangible aut.
puts; the difficulty of obtaining consensus among MANALErS &5 10 the specific gaals
aftheir organization; and achievement of goals cannot always be considered a3
effectiveness a8 when it is done at the expense of the enviranment,

The alternative offcred to the goal approach is the systems theory approach,
Accarding to the systems theory, an orpanizalion 18 an element ola larger sysiem,
the environment. With the passage of time, cvory erearnzation lakes, processes,
and returns resources Lo the environment, The wltimals entenonof organizational
effectiveness is whether the organization suraves in the vovicenment. Thereare s
mumiher ol short-run indicators of long-mon sureval. Among these indicstors are
mezsurernents afproductivity, cluiency, quality, profitability, morale and employes
satisfaetion (Campbell, 197%:36)

Steers (1975:549) surveyed multiple-criteria inodels and found thateach
model defined effeetiveness in lerms of several inlerdspendent factors. However,
hiz fonnd out that thers was very lile consistency among models. Among seven-
leen models studicd, adaptability-exibility was mentioned most often, followed
by productivity, satislaction, and survival,

'|'oelay, there are thirty listed crteria for organizational effectivencss, They
ace pverall productivity, efficiency, prolit, quality, accident prevention, growth,
[ninimizing ahsentesism, prevention of lumover, job satisfacliou, motivation, ma-
rale, control, cohesion, Nlexibility, planning and goal sering, goal consensus, goal
intermalizaticn, roleinorm congricnee, managerial interpersonal skills, managenal
tazk skills, information management, readiness, utilization of environment, evalua-
tion by external sectors, stability, value of human resources, participative decl-
sion-making, training development eonphasis, and achicvement emphasis (Randoph
and Blackburn, 19856700

The last varizble with which this study is concemned with is job satisfaction,

Maglow and Herrbere view the development of motivation a3 the contral
[actor in job salisfaction. They focused on factors which arc held 1 lead to
molivation: the necds far achievement, recognition, responsibility, and stalis.

- Maslow stated that the needs that motivate peapls to satisfaction [afl nto
hierarchy. Uhe lower order needs are physiological and safety needs, and the
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higher order needs are esteem needs and selactualization needs, Maslow be-
heved that people are motivated to satisfy u need that is foremost at specific imes
of their lives. In general, lower order needs must be satisfied before b igher level
jweeds become strong enough o stimulate behavior. Maslow acknowledged, how-
ever, that the needs network for most people is complex, that is, vanous needs
affects a person’s behavior at the same time,

Herzberg (1966:47) stressed that rewards in the organization are associ-
ated with job satisfaction and job dissatisfaction. He introduced the two- fac tor
model which established that organizational rewards can be broken down into
wocategories: the hygiene factors and the motivation factors, Theh virene fac-
tors consist of remuneration, supervision, company policy, working conditions
and security. The motivators, meanwhile, are achievement, recognition, respon-
sibility, growth and advancement, and work itself, Herzberg postulated that hy-
giene factors are related to job dissatisfaction while motivators are related lo job
satisfaction: they determine whether a job is exciting and rewardin 2. The theory
points out that when hygiene factors are present they are taken for granted; when
they are absent dissatisfaction occurs. On the other hand, high levels of satisfac-
tion occur when motivation factors are present. The two-factor theory implies
that actions required to improve employee performance are straightforward: give
employees challenging jobs, allow employees to make suggestions on ways to
improve their jobs, and focus on the job itselfrather than on the physical environ-
ment of the job.

Leadership is seen as another factor in job satisfaction, Psychologists like
Blake, Mouton, and Fiedler see the behavior of supervisors as an important influ-
ence on employee attitudes and direct their observations at leadership styles and

responses of subordinates. Supervisors with leadership styles emphasizing
lask structuring and concern for subordinates generally have more satisfied work-
ers than supervisors who have emphasized task structuning and concem for pro-
duction (Wofford, 1982:121).

The Manchester Business School, and psychologists as Lupton, Gowle,
and Legge view job satisfaction as a function of the effort-reward bargain. This
Eroup have maintained that people have subjective perceplion of what is a fair
day’s pay for a fair day's work, and if they do not receive this, their job satisfac-
tion is Jow, o

According to the proponents of the equity theary satisfaction depends upon
the balance between what one receives from the job and what one bri ngs to the
job like eiTorts, ability, experience and others. Furthermore, one’s perception of
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balance of outcomes to inputs of others with whom he compares himselfis ¢on-
sidered critical. [f his ratio of input-gain 15 equal to that ol the person with whom
he compares himself, he is satisfied. [[he perceives imbalance between the two,
he will develop a feeling of guilt, anxiousness, discomfort andfor tension (Wofford,
1983:107).

Scanlan {1979:98), noted that in jobs where the potential for continued
arowth, development, and advancement exist, a higher level ol satisfaction 1s es-
tablished. Two essential requisites were cited: firsl, the employee should he
convineed that the growth opportunilies are linked Lo performance; second, op-
portunities for promotion should be tangible and immediate. Further, the more
valuable is a zituational variahle in question, the greater 15 its effect on job satisfac-
tion ifitis present, and if it 1s absent itresults 1o dissatisfaction.

Is employee performance or effectiveness the result ofjob satisfaction oris
the conversc true?

Lawler (1973), argued in favor of the former. He said that empineal evi-
dence shows that salisfaction is an cffect rather than a cause ol performance, Ths
means that performance causes salisfaction. Different levels of performancelead
to differcnt rewards. The rewards, in tum, produce different levels ofjob satis-
faction. The model draws on personal, job, and organizational characteristics to
cxplain satisfaction.

The theones which have been discussed have been helpful in providing this
researcher with useful insights for enriching this study.

Flow of the Research Process

This study has for ils input the pereeplions of the academic administrators
of the MSLU-[IT on the adequacy of the minimum qualificalions and evaluation
criteria for their seleclion to their respective posts in the depariment and college
Tevels of the Institute, the perceived orgamzational effectivencss profile of the In-
stitute, and the level ol job satisfaction of its acadernic administrators.

The minimum qualifications and evaluation criteria for the selection of eea-
demic administrators being considered are educalional attainment, length of ser-
vice in MSU-IIT, statusof appointment, and return service after astudy g ant.
Organizational effectiveness is measured by eight pairs of criteria, namely: diree-
tion-goal clarity, productivity-accomplishment, stability-control, extemal suppart-
resource acuisition, innovation-ad aptation, participation-Qpenness, documenta-
tion-indormation management, and commitment-moralce,

Job satisfaction is measured using Herzberg’s hygiene factors and maotiva-
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tion factors. The motivation factors are achievement, recognition, wark itself,
responsibility, and advancement and growth. Their presence causes job satisfac-
tion Thehygiene factors are working condition, salary, company policy and ad-
ministration, supervision, and interpersonal relations: when they are present they
are taken for granted; their absence or deficiency causes dissatisfaction,

The process involves the descniptive-survey method of rescarch. Ques-
nonnaires are employed as the main instrument of data collection. One question-
naire is researcher-made. This is the questionnaire on the perceived adequacy of
the minimum qualifications which was pre-tested for validity. This questionnaire
was then revised based on suggestions made by the respondents. The two other
questionnaires used were no longer subjected to a dry run because they have
been standardized. Except for the Job Satisfaction Questionnaire; the question-
naires were administered among past and present department and college admin-
istrators. The Job Satisfaction Questionnaire was administered only among the
present academic administrators as recall of the level of job satisfaction in previ-
ous admimistrative stints would entail difficulties. After the accomplished ques-
tionnaires were collected, the researcher tallied and tabulated the data, subjected
them to statistical methods and tests, and presented, analyzed, and interpreted
them.

The output consists of a development program for academic administrators
of MSU-IIT.

The Problem

Statement of the Problem
This study sought to determine the relationship hetween the perceived or-
ganizational effectiveness profile of MSU-TIT wath two other vaniables, namely,
the perceived adequacy of the qualifications of its academic administrators, and
the level of job satisfaction of the academic administrators. The study was con-
ducted in order to design an administrative development program for the Institute,
Specifically, the following questions served to guide the study:

1. Asperceived by the faculty members, how adequate are:
1.1  the minimum qualifications for the selection of academic administrators
in MSU-TIT based on the following dimensions:

a. lengthofservice in MSU-IIT,
b. educational attainment;
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¢, status of appointment; and

4. return service after a study grant
1 % the gvalnation criteria for academic administratars?

7 Whatis thelevel ofjob satisfaction amang present academic administratop?
3. What is the perceived prof le of erganizational effectiveness of MSUAIIT i
terms of the following pairs of critenia:
A innovabion - adaptation
direction - zoal clanty
productivity - accomplishment
participation - opcnness
stability - control
exteral support - FESOUICE Ao isition
cammitment - morale, and
documentation - information management?

=

=m0 RE

4. s there asignificant comrelation bereseen:

4.1 the pereeptions an the adequacy ofminimim qualifications and evaluation
criteria for the selection of academic administrators and the - perceived
organizational effectiveness profile of MSLU-ITT?

42 the perceived organizational effectiveness profile o/ MSLTT and the
level of joh satisfaction of academic administrators?

5. Based on the findings of the snidy, what program should be propased (o form
the hasis for the development of academnic administrators in MSL-1T?

Hypotheses

The following null hypotheses were advanced for testing at .03 Jevelof
significance;

1. There is no correlation between the perceived level of adequacy of the mini-
mum qualifications and evaluation criteria for the selection of academic ad-
ministrators and the perecived organizational effectiveness profile af MEL-
T,
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1. There is no correlation between the perceived organizational effectiveness
profile of MSU-IIT and the level of job satisfaction of academic administra-
tors.

Methodology

The study utilized the descriptive-survey method of research. Three ques-
nonnaires were used in the survey: the researcher-made instrument to determine
the perceived adequacy of the minimum qualifications and evaluation criteria in
the selection procedures for academic administrators, the Job Satisfaction Ques-
tonnaire developed by Miguel, and the Organizational Effectiveness Question-
naire developed by Robert Quinn,

The Perception of Adequacy of Minimum Qualifications and Evalu-
ation Criteria Questionnaire. This is the first instrument used in this study and
1sresearcher-made. Each item on the questionnaire is based on the MSU-IIT
practices, policies, and guidelines for the selection of academic administrators in
the department and college levels. Each question is followed by responses equivalent
to & five-point scale. The qualitative responses correspond to numeric scales
with the following meanings: 5 - Very Adequate, 4 - Adequate, 3 - Average,
1 - Inadequate, and 1 - Very Inadeguate.

The Organizational Effectiveness Questionnaire. This questionnaire
was developed by Robert E. Quinn. It uses eight pairs of criteria to measure
crganizational effectiveness: direction-goal clarity; productivity-accomplishment;
innovation-adaptation; external support-resource acquisition; stability-control;
participation-openness; commitment-morale; and documentation- information
Mmanagement.

The respondents were asked how often a list of 16 statements describe
organizational performance in their institution. In this questionnaire, each state-
ment is followed by numeric scales with the following interpretation: 5 - Always,
4-Often, 3 - Occasionally, 2 - Seldom and 1 - Never.

The Job Satisfaction Questionnaire. This questionnaire measures the
level of job satisfaction. It was developed and validated by Miguel in 1980 and
has been adapted and modified by Galacio in 1985 to suit the educational setting
(Salazar, 1989), There are 38 items in the questionnaire which are patterned from
the two sets of factors — hygiene and motivators — as described by Herzberg in
hig ﬂ'lcﬁr:‘.'_ The Tesponse modes to this qu{tﬁﬁﬂnﬂaire- dare Ell'l'ﬂl'lgﬂd in numenc
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scales with the following interpretation: 5 - Very Satisfied, 4 - Satisfied, 3 -
Neither Satisfied Nor Dissatisfied, 2 - Dissatisfied, and 1 - Very Dissatisfied.
The hypotheses of this study were tested with the use of the Pearson ¢

product-moment correlation technique.

Research Environment

The rescarch environment is the MSU-Tligan Institute of Technology, The
study was conducted during the schoolyear 1996-97. The respondents of the
study are 178 faculty members who have served or were serving as academic
administrators in the department and college levels consisting of chairpersons,
graduate program coordinators, assistant deans, and deans during the conduct of
the study. The respondents have also been with the Institute for at least ten years
and were in active service during the conduct of the study. These qualifications
exclude scholarship grantees fresh from their study leaves as they still have tobe
updated with MSU-IIT matters.

Only faculty with administrative experience comprised the respondents as
they are the ones who could substantially assess the adequacy of the selection
process for administrators, given their direct exposure to the job. Moreover, they
are in a better position to assess the Institute’s organizational effectiveness.

The respondents, totalling 178, come from the six colleges of the Institute.
Table 1 shows the distribution of the respondents.

Table 1. Respondents of the Stady N = 178

Respondents from the Different Colleges | Frequency | Percentage
College of Arts and Social Sciences 32 17.98%
College of Business Administration 19 10.67
College of Education 21 1120
College of Engineering 16 8.99
College of Science and Mathematics 28 15.73
School of EngineeringTechnology 62 34.83

TOTAL 178 lﬂrﬂ‘ﬂl}_‘if":____
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The Job Salislaction Questionnaire was addressed only 1o academic ad-
o SIFANTS dunng the time of the study. Ths 15 because the sa l,:if,,L¢1,[1r, or dissat-
efzenon withone’s job as academic admmisiraror w
minstrators, would wvolve mirospection which
o and guality of the data pathered

hen salicied from previous
may inerfere wath the ohjectiv-
The number of academic admuimistrators
responding to the Job Satisfaction Questionnaireis Gty -eight This number con

sssofsix deans and a school director (the hpad of the ':;g!_-w-i ol Engineenng
Techaology, ot SET ) six assistant deans and 2 seho0l Ass1stan| L:'!r:clrﬁ- ! |I-;~.r|-:

four chaipersons, and len graduare program coordinaiors

Summary of Findings

Adeguacy of the Minimum Qualifications and Fv aluation
Criteria for the Selection of Academic Administrators

Adeguacy of Minimun Qualifications

The pereeption of past and present academic administrators on the ad.
eguacy ¢f the minimum gualifications set by MSU-IIT for the selection of aca.
demic admunistrators in four areas, namely. lenath of service, educational attain-
ment, siatus of appointment, and refurn service efter a study grant are discyssed
bedovw,

The administrators rated the mimmum quabificatons on educational atran-
ment (u=4.17) and status of appointment (1 3.61 ) as adequate while length
of service and retum secvice alier a srudy grant are rated gvergge, with means
equal to 2 89 and 3,12, respectively.

‘The mimimum educational qualifications are at least MAMS wnats for de-
rnment chairpersons; atleast amaster's degres for graduate program coprdina-
iors; at et a master’s depree forassistant deans and deans in the baccalaureare
deprees, as well as for the assistant director and director of the Schoal of Eng-
weenng Technology; and a doctoral degree for the dean of the Graduate School

While a master's degre was rated as adeguaie up o the deanship level. a
doctoral degrec was implied as preferable, judging from the rating of very -
egitate piven to the doctoral degree requirement for Lic:a.m ship in the Graduate
School Such jucpment is expected given that the Instinste is now activ 1_:[;-; fomung
bnkagees with various national and intemational mstitutions and agencies. The [n-
Slilute s alsa the regional center in varous disciplines, especially in science and
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technology. Acadenic admimstrators with docloral degrees, would, therefyr,,
beost the image of the Instimte. '

Reparding status o fappoiniment, while temparary status was deemed 45 an
ieifegreante minimum qualilication based on the group mean value, the lemporary
statug was only seen as average for the department chair and graduate program,
coordinatorshup. The implication is that a permencnl slatus 1s preferable even fiyr
ihe department chair and for the graduate program coordinator. A permaneg
atalus Ls seen as appropriate for (he sssistant deanship and deanship posts,
indicaled by the very adeguite radngs obtained. IUis important to note that some
(aeulry members in the [natinite who have adminisirative stnts are already holders
afrnaster’s degrees; they shill retain termporary status for a period of tw 16 three
vears, however, due o some delays in mesting £l Serice regulations,

The prescribed mininum [ength of service: quali ication got only an average
rating, Specifically, the minimum lenath of service referred to s at least two years
afteaching 1n the depariment for chanpersens and graduate coordinators, and at
lzast three years of teaching in the college for assistant deans and dedns.

The prescribed minirum quah iication of two yoars retum service aftera
sludy grant hikewise gol only an average ralng,

The ratings imply that respondents founed it important [or academic admine
iatrators to be familiar with 11T matters and policies. This familiacity, in the ab-
sence of ather indicators, was seen to bemet by a longer length of service mthe
Institote and/or alonger retumm service afler 4 sludy grant.

Inits catircty, the minimum qualilicalions for administrative posts pot an
adeguiaie Taling.

Adegracy of Evaluution Criteria

The evaluation cevteria o the selection of academic administralors have
lzen perceived by the respandenta 10 be adegunte. Speeifically, the coterionof
willimgness and conunitment ta serve which is required of chuirpersens, graduate
program coordinatars and assistant deans is considered very adeguare by the
respondents. Meanwhile, the heavy weight assigned to the criterion “acceptabil-
Wy 10 the dean™ for the selection of aszigtant deans is rated as adeguate.

The Institute is more keen in setting the criteria for the doanship level. The
erifenia consists of managerial skills, 50% {perceived as adequate by respon-
dents); acceptability to College constilucnts snd to top management, 25% (per-
ceived as sdegiate); adminiaoative expernence, 15% (perocived as adeguaie);
ar “others” consisting of length of serviee and educativnal amainment, 10% (pet-
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ceived as adeguate),

Themare stringent criteria [or the deanshin level reflect the sensitivity of the
position. Dieans steer (heir respective colleges toward the direction sat by the
vigion, mission, and goals ofthe Institute, They sit in the Institute Excoutive Com-
mittee and are in the forefront in decisian 2nd policy-making, Wilh reference
the linking pic: concept, the deans serve as vita] links of top management ta the
departiment administrators and fagully members.

[t is important to note that in MSU-IIT, s nominee or cendidate for any
admimistrative post in the department and callepe levels have to satisfy first the
rminirmum qualifications. They are then rated based an the evaluation criteria. In
many cascs, the department chairmanship and the graduate PIrOZTAm
coordinatorship 2rean a “round robin” eranzement amang those qualified. Will-
Ingness and cormmitment to assume Lnese posts would thus be considered very
adequale by the respondents. The respondents, feel, hawever, ther an tap of
commitment, the hasis for the selection ofassistant deans should be mors (han just
acceptaka ity 1o the dean.

The Perceived Organizational Effectiveness of MSU-LT

Fight pairs of effectiveness criteriaarg used: direction poal clarity, slabil-
‘fy~control, participation-openness, documentaton-information meansgement, pro-
duction-seeomplishment, mnovation-adaptation, commitnent-marale, and cxter-
nal suppari-prawth.

Direction-Goal Clarity, This pair ol organizational effcctivensss coterda
meeasures organizational performance onthe extant of accirrsnce of clear under-
sdanding ol goals and objectives by most mombers. It gota mean rating of 345,
implying that goals and overall objectives were peroeived by administrators as
affen olearl v understood and explained.

Stability-Control. Stability and conirol were perceived 1o be munifested
often in the Institute, as indicated by the paired mean af 3.71. This effectiveness
_'-?l'ill:ria evaluates orpanizational performance i terms of the extent to which there
4.5 i5tanle and predictable work environment, and the extent to which coordina-
"on and contral of the work process is manifested,

Farticipation-Openness. This third pair of effectiveness criteria gamered
Miverage of 3,76 which indicate they offen existed in the campus. These criteria
®aluale job performance on the bases of the Institute’s sbility 1o appropriately
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cxercise participative deoisi on-making and encourage consensual decision.my,.

mg,

Documentation-mformation Management, (Garnenng a mean pf*3 G4
this pair of effectiveness crileria was perceived 1o offen take placein the 3-1'151il:'ut&:,
I'hesc criteria measure organizational perfonmance n terms of how rules, BIOCE-
dures and formal methods guide the work and how often quantitative analysis
is made a significant part of the work situation. The rules and methods, the re.
spondents pointed out, are embodied inthe MU Code of Governance, the ITTT
Charter, and in the resolutions approved by the Board of Regents. Quanti-
fication and measurement s key parts of the work climate, could be observed,
meanwhile, in annual reports and the computerization effors in dala-banking o
important TTT Lacts and figures.

Productivity-Aceomplisfment. This pair o effectiveness crileria gota
meanrating 0f3.75 which implies that they were oflen sensed by the respon-
dents. This pair of cffecliveness criteria cvaluates organizational performance in
terms of the extenl of work intensity and the constant striving for greater accom-
plishment. Thisculcome explains why the Instinite has become arcgional cenlerm
various avademic pursuits and why it has become the flagslip of the BEL system.

Innovation-dduptation, Innovation and adaptation were effen cmpha-
sized in the Institute as indicated by the mean taling of 3.78. This is a pair of
effectivencss crileria which pauges organizational performance on the busis of the
extent to which innovation was stressed and creative insights, hunches, and inne-
vative ideas were cncouraged. This pair of effectiveness altnbutes are in fact pan
of the Institute's objectives and largely explains why it is a regiopal Favorite of the
Depariment of Scence and Technology.

Comumitment-Morale, Rated with an average of 3 80, this pair of cffoe-
tiveness attributes was percerved by respondents 1o ocour affen inthe iI'IEllT_-1!1'3-
This pair of effectiveness critcria measures the exlent ol pecurrence of a positive
intterpersonal climate umong members and the exeent to which they leel belongmgnes
to the organization. It is significant to note that many administrators now wers
classmiales, co-hoarders and even roommates in the MSTJ main cumpus in Mara®!
City during their undergraduate years. This cven extended to theit heing ¢
boarders or reommares in their graduate studics later in the Universily of lh'_: I_:hl'l_
ippines, in Aleneo de Munila, or in De La Salle University — three prestiglous
universities in the country where most study grantees of TIT go.
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External Support-Growth. This pair of effectivencss attributes received
ihe highest ra.rmglfrnm the respondents, or an average of 4.0, E;{terﬂ; | support
und growth were indicated i the respondents’ pereptions that outiders afen
vigwed the Inslitute as a high-polential unit and that the unit offen carried the
image of a growing, dynamic system. The Institute actually enjoys fiscal autonomy
from the MSU System. Precisely because it is considersd a high-petential unit, it
has forged strong linkages here and abroad which continually extend ta it i
demic, lopistical, and financial suppon.

Overall Perception on rganizational Effectivenesy. The overall nean
caling given by respondents, as computed by summing up the paired means and
divading them by the number of effectiveness cnteny, 153,74, Thisindicates that in
general, the respondents offen perceived the Iustitute to be pervaded by argam-
zational effectiveness.

The Level of Job Satisfaction of Present Academic
Administrators

The level of satisfaction of the respondents ity their current admimstrative
job was determined using Herzberg's two-factor theory, One group of factors
ate called motivators and the other group comprised the dissatisficrs. Motivators
consisl of achievement, recognition, work iself, responsibility, and growth and
advancement. Dissatisfiers, on lhe other hand, ars the working condition, remu-
neration, cormpany policy and administration, supervision, and interpersonal rela-

fons,
The Level of Job Satis(action of Present A eademic Adomimislrators

The level of satisfaction of the respondents i their current administrative
ioh was determined using Hetzherg's two-factor theory: One group.of factorsare
called mativators and the other group compn sed Lhe dissatisficts. Muotivators
tunsist of achievenent, recogmifion, worl itself rﬁpm?ﬁ'hlht}r‘ d'mt growth and
advancement. Dissalisfiers, on e other band, are wurkmgmndm-:mfnzﬁi

The respondents were satisfied with both themotly S g j;:ﬁ‘mc
factors, as indicated by the factor MEANs of 403 and 3.52, respeclively.

171



The Mindanao Forum ) Vol, x11 Na. |

o
motivators, achievement has been rated as the highest source of joh satisfacy
with a mean of 4.24. Next inrank is responsibility, with a rating o 4, | . follg 1on,
clasely by work iiself, with arating of 4.14. Recognition is fourth, which ubtajn“g
arating of 3.87. Growth and advancement is last, gamering only a mean 60K of
3.77.

Among the hygiene faclors or dissatisfiers, interpersonal relations 2ot the
highest rating, which is 3.97. Supervision comes next, with a mean score of 3. 51
Remuneration and working conditions are third and fourth in the rank, with mﬂm
ratings of 3.44 and 3.41, respectively. Company policy and administration is 5
poor fifth, gamening only a mean rating of 3.27.

The present administrators of the Institute were generally satisfied with
their administrative jobs, both motivation and hygiene factors considered, This is
reflected in the resulting overall average of 3.78,

Results of Pearson r Test of Correlation

Test af Correlation Berween Organizational Effectiveness and the
Qualifications and Criteria for Academic Adminisirators

Ameng the mimmimum qualification variables, three were significantly corre-
lated with organizational effectiveness as indicated by their respective computed
which are greater than the critical r (r* = .707) at the five percent level of signifi-
cance and d.f. = 6. These are length of service (r=.766), status of appointment
(r=_860), and return service after a study grant (r=_.827). These findings reveal
that the minimum qualifications, except for educational attainment, affect the orga-
nizational effectiveness of the Institute, The implication is that those who must
administer the departments, the graduate programs, and the colleges should be
familiar with 11T matters so as lo make the right decisions and moves. Thisre-
quirement is caplured by the vaniables on length of service and length of service
after a study grant outside the campus. On the other hand, the status of appoint-
ment variable captures educational attainment in as much as those who arc ten-
ured in the Institute are those with at least master's degrees. Educational attain-
ment, therefore, idirectly affects organizational effectiveness through the status of
appomtment.

The evaluation critena for deans were significantly correlated with F'r‘ﬁ'an_j'
zational effectiveness (r=_713). This lends additional support to the linking pin
theory where the deans can be likened to vital links between the top administ
ion, the departments, and the faculty members. The dean, it s implied: shou¢
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necessanly possess managerial know-how, must have administrative experience,
and must ]"E_W’: Tapport with top management as well as with the censtituency of
college. Inits totality, the minimum qualifications and evaluation cnteria for the
selection of acadermic adminstrators are significantly correlated with organizational
cffectiveness as indicated by the computer r{r= 84 1) whi
critical T.

The first hypothesis which states that there (s 1o correlation between the
perceived adequacy ol the minimurm qualifications and evaluation critenia for the
selection of acadermic administrators and the PEJ"'CEi"r'Cd I:rTgﬂ.lLiEElFi.l}jlﬂl effective-
ness profile of MSULITT at the .05 level of significance is, therefore, rejected, The
result of the Pearson r product-moment correlation test proves that there is a
significant relahionship between the perceived adequacy of the minimum qualifica-

tigns and the cvaluation criteria taken in the aggregate and the organizational cf-
fectivencss ofthe Tnstitute.

ch s greater than the

Test of Correlation Between Qrganizational Effectiveness
and the Joh Sarisfection of Respondents

Amaong the motivator vanables, four were significantly correlated with or-
ganmizational effectiveness as indicated by their respective computed r which is
greater than the critical r (r* = .632) at the five percent level of significance and
d.f. =8, These are actuevement (r —.943), work itself { r = . §58), responsibility
(r=.679), and growth and advancement (r=_757). The motivators as 4 group
sign ficantly explain the organizanonal cffoctiveness profle of the Instrtute,

Aslo the hygiene factors or dissatisfiers, four variables were also signifi-
cantly correlated with orpanizational effectiveness as indicated by their respective
computed r, which, individually, is greater than the cnbical r. These vanables are
working condition {r =726}, remuncration {r —.733), company policy and ad-
ministration (r = .896) and supervision (r = .932). The hygiene lactors or
dissatisfiers as a group do not, however, significantly explain the organizational
effectiveness profile of the Inslitute.

The job satisfaction variables taken asa wholc also do not significantly
affert organizational effectiveness as indicated by the computed 1 (r=_560) which
15 less than the eritical rat d.[ = 8{r* = 632). Ths {inding is in effecl saying that
the job satisfaction of academic administrators, taking into consideration aff the
motivator a;ldhh}rgi ene variables, 15 net a prerequisite for their doing their job
effectivel y, Nevertheless, when taken individually, most of the job satislacton
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variahles indeed alleet the pendemic ;
(hey affizct the organizational cllecliveness oflhe fstitule, The implicaion ™
L anagement ghould provide '-"‘-”“i'"?'””t‘ _m" these varinbles to ooy,

Therefore, the second hypothesis which slales that there is 10 eorreltion
between fhe pereived prgunizational cl]’culivcncs?. Emﬁ]c O MSL-IIT ang e
level ofjol satisfaelion o [its present academic ﬂdﬂ'lll‘l!ﬁll‘ﬂtun; cannal he rejegy
The resull of the Pearsan producl-rnonient correlalion tes! Proves (hat hepp B
no significant relationship between orpanizational elTectiveness and the hygiong
variables af job satislaction; there is, however, a significant relationship betwee,
arzanizational e{lectivencss and the motivalor vanahles,

adminislrtors' jol elTeetivenpg, Ilengg

Recommendations

In view of the Andings of the study, the following recoimmendations an:
made;

|. Upgrade the minimum quaiifications set for academic admutistrators,
particularly the length of leaching experience in the department o
college, the status of appointment, and the length ol return service
after a study grant, This 15 to ensure the academic adminisirators”
familiarity and knowled ge of the Institute’s policies, procedures, and

culture which will resull in their greater ellectiveness,

2, Sincethe findings reveal tharorganizational e ffectivencss and motivators
are sighi licantly associated, the top management of the Inslituze should
ensure the provision of factors thal [l he academic administrators’
need for achievement, prowth and advancerent, and recognition. [he
work itselfmnst continue 1o be challenging and able (o elicit commitmend
and a sense of responsibility,

3. Anintervention scheme which is desipned to enhance Drgar'!i_lﬂfi onal
effectiveness is heing proposed. The intervention, which 15 made an
integral part of this paper, should be subjected to review #0d
cnhancement by the prospective users — the present a.;aderlm_ﬁ
adoinistrators of MSU-TIT, Ttshonld be readily apparent thut1t13
only through this way that the intervention can he mads mOre
aceeptable to the prospective users, be tailored fit to their needs, 87
be piven a mororealistic rather than theoretical orentatio.

4. Bxternal consultants may be invited for the proposed inferverioT
cansists of in-housc raining and development processes, particulsrly

onwhich
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in the areas of requisites and expertise which may exist outside the
Institute.

Administrative Development Program (ADP)

A Proposed Intervention Scheme for
Academic Administrators of MSU-TIT

Program Description

The proposed Admimstrative Development Program is designed to enhance
the management, functional, and technical competencies of academic adminstra-
tors of MSU-IIT to improve its organizational effectiveness. The development
techniques revolve around in-house traiming and workshops and transitional expe-
riences. The participants shall be the deans, assistant deans, graduate program
coordinators and the department chairpersons.

Since academic administrators rarely have the time and inclination to sit
through several days of training, the in-house training and workshops shall be
limited to two-day sessions twice in a year, one during the semestral break and
another during summer. The training shall be given in modules.

Ratienale
It is typical in the Institute to stafT difTerent levels of academic administrative

posts with fculty members meeting only the barest minimum qualifications, re-
gardless of managerial aptitude. Inexperienced, or experienced but lacking for-
mal training, the faculty members who find themselves as the new department
chair or the new dean are then left on their own to develop good or bad manage-

ment skills through a process of tnal and emor. ‘
Meaded in situations like these is formal or informal assistance from the

organization to help the newly designated administrators meet their job require-
ments and prepare likewise for future positions. Successful organizations recog-
nize this need and treat administrative or managerial development as a top pnonty
rather than a discretionary item.

With the threats and opportunities presented by current globalization, the
Institute has the moral responsibility to help build Mindanao's capability for global
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competitiveness, especially that it assumes the lead in science and technology in
the area. Moreover, the MSLU System of which the Institute isan integral

has committed itself to the fulfillment ofthe objectives of the Brunei-Indonesig.
Malaysia-Philippines East Asian Growth Area or BIMP-EAGA, especiallyin the
domain of human resources development. In this context, the Institute’s
management cannot afford not to embark on a capability-building program for
itself, particularly on one which focuses on academic administrators.

The Institute has been found in this study to offen manifest effectiveness in
direction-goal clarity, stability-control, participation-openness, documentation-
information management, production-accomplishment, innovation-adaptation,
commitment-morale, and external support-growth. However, the mean ratings
obtained generally cluster toward the lower mean range. The same trend has
been obtained in thejob satisfaction indicators: while the present admunistrators
are generally sarisfied with their administrative jobs, the ratings approach the
lower mean range, except for the motivator factors which are achievement, work
itself, and responsibility. The job satisfaction variables, taken as one, do not sig-
nificantly affect organizational effectiveness in this study. However, a development
program to make MSU-IT academic administrators better educational managers
— better in the use of available resources, in setting goals and in coaching peers to
achieve them, and better in the performance of responsibilities as measured by
results — will leave lop management confident that whoever of its administrators
improve in these areas will automatically feel more satisfied. This is the essence of
Lawler's direction of causation, namely, performance (alternatively referred to as
effectiveness) causes job satisfaction.

As the proposed program will demand that time and effort be carved out of
an already busy schedule, the in-house training component is only for two-day
sessions, supplemented by transitional experiences for faculty members who will
go into administration for the first time.

Transitional experiences work out best in filling up the department chair due
to the “round robin” arrangement involved. The organization allows the next “des-
1gnee” to assist in the chair’s job with the current chair’s supervision and advice
for a period of time shortly before his or her designation — ideally during “‘F
summer break — to give him orher a feel of the requirements of the job. This
need not take the entire summer and the schedule shall be left to the outgoing a1d
i_rlmmin & chair to decide. The ideais to make the transitional experience educa
tional and productive yet light and easy.

176



June 1997 ALITA T ROXAS

Objectives:
The proposed Administrative Devel

: At opment Program or ADP is de-
signed to mike !hu academic administrators more effective in the performance of’
fheir jobs and in the process improve the overall eff; ecliveness of the

Institwte.  Specifically, the ADP serves to:

I. inerease the productivity and elTectiveness ol academic administrators

in their current jobs by assisting them to master management skills,
[unctional skills and technical skills.

cncourage managerial self-development and increase the ability of
administrators to take on greater responsibilities and achieve their fll
potential,

develop a higher level of self-confidence among the academic
administrators, and in the process, heighten their job satisFaction.
enable the Institute to produce the number of multi-skilled
administrators needed 1o meet current growth needs as well as
anticipated ones in the context of global competitiveness.

encourage a climate ol teamwork and participative management to
accomplish organizational goals.

[

Program Content

The program consists of two major components: the transitional experi-
ences, and the trining seminars and workshops. 1t is a program that leans heavily
on self-development and expenential activities,

A. Transitional Expericnces

Content:

Ihe transitional experiences provide hands-on exposure and training in the
Areas of faculty loading, scheduling of classes and department activitics, prepara-
tion of reports, budget preparation, and people skills. The College Executive
Commitiee, comprised of the dean and the outgoing department chairpersons,
shall take charge of this program.
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B. In-House Training and Workshops

Content:
The contents of the seminar-workshops shall be presented in nine modules

Module I to Module IV shall be presented in a two-day seminar-work shop dur.
ing the semestral break. Module V to Module IX, onthe other hand, shaj| b
tackled in another two-day seminar-workshop during the summer break

Modulel:  The Management Functions

The module aims to familianze the acadermc admirﬁslralurswiﬂlﬂtnmmgemm
functions of planning, organizing, staffing, leading, and controlling,

Module IT :  Determination of Mission, Formulation of Goals and
Achieving Clarity of Objectives

The module seeks to provide the academic administrators the technigues of
mission determination, goal setting, and dissemination of clear goals. It also seeks
to promote among the academic administrators a higher level of understanding of
the Institute’s mission and goals, thereby ensuring commitment to them.

Meodule IHI : Values Formation and Clarification

The module will enable the participants to better understand the process of
values formation; to identify their values and practices and to determine the posi-
tive and negative consequences of such values and practices; and to make them
armve at decisions of values transformation,

Module IV :  Organizational Culture, Openness, Participation and
Effectiveness

e fac-

Themodule defines organizational culture, identify its origins, and th it
0

tors influencing it. It also describes an open and participative culture and I
affects effectiveness,

Module V':  Leadership and Leadership Styles

This module aims to make the academic administrators aware of thelf lead:
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—rship atyle, mﬂ{rﬁt’ them understand the impact of their leadership behavior on
pevple and performance, and o encourage/enable them to adopt a personal
eadership shyle.

Module VI: Documentation and Information Management

The module outlings the importance of documentation and information
mandgemant in promoting organizational effectivensss, [t describes the charac-
senstics of aneffective Management Information System. Tt also familiarizes
the pamicipants with 5§ + [ method of effective housekeeping.

Module VIT: Seeking Exiernal Suppori: Budget Preparation for
Presentation to  ihe Deparement of Budget Management

The madule secks to familiarize the academic administrators with the bud-
getary process, © give them aworking knowledge of the DBM Padgzet acoounts
to facilitate budget preparation, defense, and approval and to cnable them to
better manage their respective cost centers” hudget.

Module VI : Conflict Management

T'he module defines conflict, enumerates its different causes, and imparts
conflict resolution strategies to enable the partcipants o manage con flict more
eltectvely. thereby impronving the exising interpersonal climale,

Module IX : Improving Time Management

The modules seeks tu make the academic admunistrators aware of the
ohstacles to effective fime inanagement and be able to overcome them. Italso
seeks (o make them better time managers to enhance thetr effectiveness. The

module incorporates Stephen Covey’s Time Management Matrix,

Evaluation

The Adnzmsmrative Development Program shall undergo [our levels of evalu-
ation using he most widely-applied o wdel developed by Donald L. Kitkpatrick,
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professor emeritus of the University of Wisconsin and a consultant. ¥j thpatrick
maintains that there are four levels involved in measunng the quality of effective.
ness of a training program {Geber, 1993}

Level | consist of the reaction level evaluation which focuses on hoge
well the participants fiked the development program.  Parhcipants wiw are put off
by some aspects af the training program are less likely to ahsarb the leaming
points that have been carefilly ineluded. Thequestionnaire method shall be used

Level 2 evaluation focuscs on the learning level, or on how well the prin-
ciples, facts, and techniques were understond and intémalized by the participants,
Pre-test and post-test scores shall be compared to determine the extent of the

lesrmmy

l.evel 3 evaluation measurcs behavior change on the job. It dster-
mines the extent to which the participants bave applied what they have leamed
from the training. The evaluation techniques include on-the-job ohservation and
inlerviews. A pre-reguisite is the assessment of the attitudinal and skills level of
the participants hefore the training program by intervicwing their subordinates,
peers, superiors and & sample ofthe clientele onbow Tequently the target partici-
pants displayed certain hehavior such s decisiveness, leadership, and smaoath
handling of conflict. Anidentical evaluation is then conducted several months atter
Lhe develapment program.

Level 4 is the organizational level evaluation which assesses the ef-
feets of the participants” job behavior changes to the effectiveness of their specific
work unit, On-the-job ohservations, interviews and questionnaires can be used
for this purpase. But these should likewise be applied bwice: prior to the devel-
ppment program and after, In this study, the cight pairs of effectivengss critenia
used for measuring oreanizational cffectivencss shall also serve as the evalustion
imstrument. The pre-training responses shall be compared with the pest-training
responses and (he gains determined, The responses of other faculty members (@
the orpamzational effectiveness questionnaire before and after trammng may alsobe
solicitad for a deeper and more meaningful evaluation.
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