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CHAPTER 1

The Problem and Its Setting

Teachers’ work performance plays a key role in students’ learning and academic achievement. The instructional leadership of school heads is pivotal in shaping the work performance of teachers, providing a framework that emphasizes effective teaching methods and curriculum implementation. Additionally, the alignment of followership styles among teachers, where educators collaborate with and support the leadership vision, fosters a cohesive and motivated teaching environment, ultimately influencing and enhancing overall work performance. Furthermore, teachers’ work performance is the ability to apply its competence in the performance of its duties which include learning to plan, implement learning and assess learning outcomes (Kempa & Herenz, 2016). In a work, teachers need to exemplify excellent work performance worthy of emulation to other teachers. However, due to the challenges encountered in teaching, teachers’ work performance has been negatively affected. 

In US, teachers are not perceived as professionals. Poor pay, increased health care costs, and diminished pension plans are certainly core issues. In every state where teachers have recently gone on strike, demands for increase school funding have been made. Disinvestment in schools has also been central to teacher strikes (Bruno, 2018). In Pakistan, the education system is rotten to the core. This is attributed to the poor performance of teachers. The quality of teacher training is scarce and obsolete rendering it ineffective for classroom teaching (Ashraf & Ashraf, 2015).
In Israel, teachers’ poor work performance was due to marked internal and external shift in mid-career. Others faced a current personal crisis which impaired their performance (Yariv, 2011).


In the Philippines, Kadtong et al. (2017) revealed that disgruntled teachers who are not satisfied with their job will not be committed and productive. They will not be performing at the best of their capabilities if they are not satisfied. Consequently, not only the teaching profession is in serious risk but the attainment of national agenda will be affected. More so, Haramain (2020) revealed that the major problems with Filipino teachers which affect their work performance are  lack of teachers in difficult post, large number of teachers currently assigned to administrative, and inadequate preparation of teachers themselves. Teachers’ poor performance is due to poor teaching training, low quality of students enrolled in teacher training, and meager opportunities for professional development (Philippine News Agency, 2022). Furthermore, as reported by the Department of Education based on performance appraisal, poor performance among teachers surfaced as a problem. 

In the Division of Cotabato City, the researcher observed that teachers’ work performance had been affected due to personal and financial problems. They were also affected by the ineffective managerial skills of the administrator, inadequate and unsuitable school equipment or facilities, and lack of faculty coordination. Moreover, teachers had some personal struggles which lead them to perform poorly. Despite these observations, there was no formal undertaking that explores the said circumstances. There was no study that explored the work performance of public elementary teachers in the Division of Cotabato City considering school heads’ instructional leadership and teachers’ followership styles. 

Given these situations, the researcher aimed to explore the extent of instructional leadership of school heads, followship styles of teachers, and work performance of public elementary teachers specifically in Cotabato City Division. Furthermore, it aimed to investigate the correlation of the involved variables. In this academic endeavor, the researcher intended to shed light regarding instructional leadership of school heads, followship styles of teachers, and work performance of teachers. This undertaking also hopes to provide insights to the policy makers in crafting policies, programs, interventions, projects, activities that would be helpful to public schools to intensify the work performance of the public elementary teachers.

Review of Significant Literature

The related literature and studies of this study provided inputs about instructional leadership of school heads,  followership style of teachers, and work performance of teachers. The independent variables are instructional leadership of school heads and followership styles of teachers while the dependent variable is the work performance of teachers. The first independent variable is instructional leadership which has seven indicators, namely: instructional resource provider, maintain visible presence, professional development, maximize instructional time, monitoring students’ progress, feedback on teaching and learning, and curriculum implementation (Akram et al., 2016). The second independent variable is followership style has five indicators, namely: exemplary followers, passive followers, pragmatic followers, alienated followers, and conformist followers (Kelly, 1992).  Meanwhile, work performance, as the dependent variable, has three indicators, namely: task performance, contextual performance and counterproductive work behavior (Koopsman, 2014).

Instructional Leadership of School Head

Instructional leadership in education is a form of educational leadership that places a primary focus on the fundamental responsibility of a school: teaching and learning. This approach involves defining the school's vision, mission, and objectives, overseeing the instructional program, and fostering a conducive school environment. Notably, the role of an instructional leader differs significantly from that of a traditional school administrator. While conventional school heads primarily deal with administrative tasks, an instructional leader takes on the role of the primary learner within the educational community, striving for excellence in education. Consequently, it becomes the duty of the school leader to collaborate with teachers in managing the instructional program. Instructional leaders are intimately aware of classroom dynamics and aim to enhance their staff's capabilities by leveraging their strengths and addressing their weaknesses (Manaseh, 2016).






The school leader shoulders a substantial responsibility to students, educators, parents, and the wider community. Classroom teachers require a leader who provides support, motivation, and expertise. An effective school principal employs a well-rounded leadership style that draws from various leadership models. One such model is instructional leadership, which serves as a means to establish and communicate a clear vision and objectives for both teachers and students, while also providing support through coaching, mentoring, and professional development. Research suggests that when a principal embraces the role of an instructional leader, it yields positive outcomes in terms of student achievement (Hansen & Làrudsóttir, 2015). Consequently, strong instructional leaders can have a constructive impact on student outcomes and the overall learning environment within their schools.

The primary objective of the instructional leadership model is to enhance student learning (Carraway & Young, 2014; duPlessis, 2013). To achieve this, principals who embody instructional leadership must possess a well-defined vision for their school and effectively convey this vision to their staff. Furthermore, instructional leaders actively support teachers in refining their teaching methods by providing the necessary resources, offering coaching and mentoring, and facilitating various forms of professional development. They serve as valuable instructional resources themselves, aiding teachers in improving their teaching practices. However, it's essential to acknowledge that instructional leadership is not without its challenges. Some principals may feel they lack the time or knowledge to effectively fulfill this role or may be uncomfortable providing feedback on teachers' classroom practices (Salo, Nyland, & Stjernstrøm, 2014). Principals who adhere to these principles of instructional leadership have a greater potential to enhance the teaching and learning environment within their 
schools (Brolund, 2016).

One pivotal responsibility of an instructional leader is the development and effective communication of a clear vision for the school's direction. Principals are tasked with creating a vision aimed at improving student achievement, with the expectation that teachers will embrace this vision and consistently apply it in their classrooms (duPlessis, 2013). Establishing such a vision and setting concrete goals serves as a guiding force in steering the school toward elevated levels of student achievement. When principals establish these goals for the school and convey them to the staff, it encourages collaborative efforts among teachers toward a shared objective (Brolund, 2016). 

For instance, in Greece, it is not customary for principals to discuss school goals and visions with their staff; however, in high-performing schools, principals view themselves as visionaries and engage in dialogues about goals with teachers (Kaparou & Bush, 2015). Despite Greece's traditional exam-based education system, a well-defined vision motivates teachers to create an environment in which students genuinely enjoy learning (Kaparou & Bush, 2015). Communicating the vision and goals to the staff serves to instill trust, kindle motivation, and empower both teachers and students to strive for excellence (Four Instructional Leadership Skills, 2015). Thus, to enhance student learning, instructional leaders must possess a clear school vision and effectively communicate it to their staff.






Internationally, scholars widely concur that instructional leadership (IL) is a highly effective tool for establishing a productive teaching and learning environment. In countries like Tanzania, this belief is reflected in official documents. For instance, the Ministry of Education and Vocational Training (MoEVT) in 2011, through the secondary education development programme II, outlined the responsibilities of secondary school heads. Among these responsibilities are supervising the teaching program, ensuring the delivery of high-quality teaching and learning, optimizing the use of time throughout the school day, and creating an environment conducive to effective teaching and learning (Hallinger & Walker, 2014).







The core responsibilities of a school principal acting as an instructional leader encompass several key tasks. These include defining objectives, coordinating educational programs, serving as a didactic leader, organizing enrichment initiatives, conducting evaluations and examinations, implementing corrective measures, and fostering a positive school climate. Similarly, Taole (2013) articulated the role of instructional leaders as setting clear goals, allocating resources for instruction, managing the curriculum, monitoring lesson plans, and evaluating teachers. To effectively fulfill these functions, school principals must possess the necessary theoretical knowledge, skills, and practical experience, often acquired through various training programs focused on school leadership and management (Geleta, 2015).

In this study, the independent variable is the instructional leadership of school heads. This includes instructional resource provider, maintain visible presence, professional development, maximize instructional time, monitoring students’ progress, feedback on teaching and learning, and curriculum implementation (Akram et al., 2016).

Instructional resource provider. Principals play a proactive role in supporting teachers' instructional endeavors by establishing direct and frequent lines of communication regarding instruction and student needs. A notable example of this proactive engagement is when principals make a deliberate effort to interact positively with every teacher on a daily basis. Just as teachers address students' basic needs by providing them with essentials like pencils and paper, principals fulfill teachers' fundamental instructional needs by allocating necessary resources and materials. When instructional leaders have a deep understanding of classroom dynamics, they are better equipped and more willing to provide resources and materials that bolster teachers' instructional efforts (American Institutes for Research, 2021).







Principals act as facilitators of teachers' essential instructional requirements by ensuring the availability of resources and materials. They coordinate various stakeholders in pursuit of the school's vision and objectives and serve as intermediaries for assets such as library resources, laboratory facilities, newspapers, time allocation, and support. These resources enable the school and its staff to effectively meet academic goals. Instructional leaders also create opportunities for staff to exchange ideas through staff development sessions, professional debates, and discussions, all while acknowledging teachers' strengths and weaknesses. It is the responsibility of instructional leaders to equip teachers with the necessary tools and offer professional development opportunities to enhance their careers, as this has a significant correlation with student achievement. Effective administration of instructional plans supports the successful implementation of suitable educational materials within the curriculum (Akram et al., 2017).





The significance of instructional leadership in the development and sustainability of effective schools cannot be overstated. It involves influencing others to align appropriate instructional practices with a strong grasp of subject matter knowledge, with a constant focus on effective teaching. Principals play a pivotal role in providing teachers with resources and incentives to maintain their focus on students, whether they are striving to improve poor performance or sustain excellent results. Achieving intended objectives depends on the leadership style employed by the principal, and it holds immense importance in this context (Ojera et al., 2015).

Maintain visible presence. The visibility of a school leader is the act of being present and actively engaged with the various stakeholders within the school community while also assessing the overall cultural climate of the school. A school leader's visibility extends to students, teachers, and parents alike. Consistently maintaining a high level of visibility establishes a sense of reliability and trust among the school's stakeholders in their leader. When a school leader authentically interacts with teachers, students, and parents while being visible, this visibility takes on a meaningful role within the school's culture. It is a crucial element of a school principal's responsibilities and should be characterized by prominence, consistency, and authenticity. The extent and manner of visibility used by a school administrator determine its level of importance (Snoke, 2020).

Physical presence is a key aspect of a principal's visibility throughout the school. This dimension involves maintaining a visible presence to supervise and evaluate instructional activities. Directing and assessing guidelines involve interactions between the principal, school staff, and students, particularly in the context of classroom improvements. Effective instructional leaders prioritize their visible presence, which includes focusing on learning objectives, modeling learning behaviors, and organizing programs and activities related to instruction. As instructional leaders, they dedicate a significant portion of their time to these objectives. Being a visible principal is a critical quality often overlooked in the life of a school (Akram et al., 2017).







A principal who is frequently seen within the school premises fosters a sense of stability, tranquility, and sustainability. It becomes easier to respond to the needs of stakeholders when the school leader is consistently present. A visible school head can engage in activities such as spending the first two hours of the morning observing and staying informed about the school's activities, checking on teachers' classroom attendance, inspecting facilities like restrooms, water supply, and lighting, and communicating with parents and students while monitoring for any students outside of class during school hours. In instances where the school head is absent for official business or other legitimate reasons, it's important to designate an Officer-in-Charge with clearly defined responsibilities and limitations to ensure the smooth operation of the school (Macadatar, 2020).

Professional development. Professional development is intricately connected to employee satisfaction. It is a means through which employees perceive value from their supervisors and the organization as a whole. This perception arises from the alignment of individual goals with organizational goals, which, when achieved, results in recognition and satisfaction (Shikokoti, 2021). Therefore, principals play a significant role in offering and promoting professional development opportunities to enhance teachers' instructional skills. An effective instructional leader takes the initiative to organize staff development conferences, engage in the observation and supervision of staff, and fosters collaborative efforts with school staff. They also make regular classroom visits and provide consistent feedback (Akram et al., 2017).





The support and active participation of principals in the professional growth of staff have the most substantial impact on students' learning achievements. Principals have various methods for providing support to educators as they advance their teaching and learning skills. They can establish and offer relevant staff development opportunities or inform teachers about such possibilities. Additionally, principals can encourage staff development that aligns closely with the school's objectives. Effective professional development empowers educators to enhance their knowledge and skills, enabling them to address the challenging aspects of students' learning effectively (Mwihaki et al., 2019).

Maximize instructional time. Instructional time encompasses the expansion and safeguarding of scheduled time devoted to instructional activities, examinations, testing protocols, and other student-related endeavors that involve direct communication and supervision between students and teachers. It can be quantified as the time that principals invest directly in collaboration with teachers and students to facilitate teaching and learning (Grissom & Loeb, 2011).

To protect and effectively allocate instructional time, certain strategies are recommended. These include implementing a reward system to incentivize active participation, establishing a sense of responsibility among staff for addressing issues related to irregular class attendance, conducting staff meetings to address common challenges in instructional planning and offer solutions, safeguarding classroom instructional time from disruptions, requesting a supervision plan, ensuring teachers adhere to designated start and end times for classes, utilizing the entire allocated time for instruction, and regularly visiting classrooms to observe both staff and students (Akram et al., 2017).

Monitoring students’ progress. Effective monitoring hinges on the establishment of a comprehensive, formative feedback system that offers timely insights into student performance to the entire school staff. Principals play a pivotal role in reshaping schools to enhance student outcomes, with strong instructional leadership being a critical factor for success, as emphasized by research on effective schools. To be an effective instructional leader, one must possess a deep understanding of fundamental pedagogical practices, curriculum, and student needs. Furthermore, they should have the ability to foster collaborative practices among teachers to establish effective learning methods and practices across different academic departments (Omogbehin, 2013).
Principals engage in activities aimed at monitoring student learning to inform instructional decisions and provide feedback on students' progress and academic achievements. Competent school principals regularly share assessment results with teachers and parents to keep them informed. Additionally, the general supervision of students is a fundamental responsibility of instructional leaders, often involving the fair evaluation of students' performance and providing them with appropriate feedback (Yunas & Iqbal, 2013). This supervision plays a vital role in helping teachers understand various issues and in ensuring that students receive the grades they deserve (Nawab, 2011).

More so, principals who exemplify strong instructional leadership prioritize regular classroom observations, establish clear evaluation criteria, offer feedback on teaching and learning, which is used to support staff and students in improving their performance. They also frequently monitor students' progress toward school goals and assess teacher effectiveness in achieving learning objectives (Hallinger, 2011).

Feedback on teaching and learning. Principal practices encompass a range of activities that contribute to effective instructional leadership. These practices involve the principal being visible throughout the school, offering praise and constructive feedback to teachers regarding their classroom performance and professional development efforts, providing similar feedback to students concerning their classroom conduct and behaviors, and ensuring that instructional time remains uninterrupted. This facet of instructional leadership is often referred to as "facilitative principalship." It posits that the school's head can serve as an instructional leader and a key catalyst for effective teaching and learning. Facilitative principalship involves identifying instructional needs through discussions about educational matters, examining classroom learning processes, providing feedback based on observations, and promoting the adoption of best instructional practices through both public and private commendations (Akram et al., 2017).










A critical responsibility of principals and assistant principals is to provide feedback to teachers, a task typically accomplished through classroom observations and one-on-one conferences. When delivering feedback on teachers' performance, school leaders can consider various aspects, including the assessments they use and their teaching methods. To be strategic in their approach, administrators should focus their feedback on common assessments, encompassing both formative and summative assessments. This strategic focus on assessments enables school administrators to be more effective in their feedback processes (Miller, 2021).

Curriculum implementation. The role of a principal is multifaceted and encompasses various aspects, including academic management, the creation of a conducive learning environment, ensuring discipline, and effective curriculum implementation. Curriculum implementation stands out as a fundamental responsibility of principals, and it essentially encompasses all the tasks and duties they perform. Even if principals provide high-quality materials to students and create a favorable environment for teaching and learning, the achievement of school objectives hinges on the effective implementation of the curriculum. Therefore, it is a primary responsibility of principals to establish a clear vision and mission for curriculum implementation within a defined timeframe, in consultation with stakeholders (Ullah, 2020).







The principal's role in promoting effective instructional content, organization, interventions, classroom management, and monitoring is crucial for the overall functioning of the educational process. This requires the principal to possess the knowledge, skills, and professional enthusiasm necessary to understand why, how, and when to take specific actions. An effective instructional principal actively engages in educational activities, ensures timely syllabus coverage, and conducts thorough supervision. These accomplishments are typically attainable when the instructional principal has the requisite knowledge, skills, and professional dedication (Yunas & Iqbal, 2013).

Followership Styles of Teachers









Followers are individuals who possess less power, authority, and influence compared to leaders. Effective followers exhibit qualities such as cooperation and collaboration, which are essential for the progress of any group or organization. They are capable of thinking independently and managing themselves while carrying out their duties with assertiveness and enthusiasm. For instance, high-achieving sports teams consist of followers who know when to adhere to the game plan and when to innovate and make independent decisions. Effective followers are well-rounded and responsible individuals who can excel even in the absence of strong leadership because they are dedicated to a purpose, principle, or individual beyond themselves (Walia, 2010).




Followers are individuals who receive and act upon their leaders' instructions because they share common goals with their leaders. At the same time, they leverage their knowledge, skills, and abilities to achieve organizational objectives. Unfortunately, followers have often been categorized as lower-ranking workers, leading to the neglect of the followership aspect in many organizations. However, followers are the ones who execute organizational activities such as planning, implementation, and evaluation. Recognizing the followership styles of employees is crucial as organizations aim to have effective and productive workers who do not rely solely on their leaders for every decision (Mahmud & Rahman, 2015).








Followership is a multifaceted concept with various definitions and opinions. Often, the definition of followership is constructed in relation to the leader or the organization as a whole and is accompanied by negative connotations. Society often stereotypes followers as docile, passive, obedient, conformist, indifferent, weak, dependent, unthinking, failures, and helpless. In reality, effective followership plays a significant role in successful organizations and leadership (Strong & Williams, 2014).





The most effective followers understand that their effectiveness depends on their commitment to high performance and their ability to cultivate effective relationships with colleagues, including their supervisors, whose collaboration is essential for their success. These followers prioritize both high performance and the quality of their relationships with their leaders (Rosenbach et al., 2012).
Uhl-Bien et al. (2014) contributed to a clearer understanding of followership by defining it as "the characteristics, behaviors, and processes of individuals acting in relation to their leader." In this view, followership includes a follower role, follower behaviors, and outcomes associated with the leadership process. While followership is often associated with subservience or passive obedience, being a subordinate is not the same as being a follower (Francis, 2015).










Distinguishing the characteristics that differentiate effective and ineffective followers is a crucial step toward organizational success. Effective followers display qualities such as enthusiasm, intelligence, self-reliance, independent and critical thinking, versatility, and a commitment to high performance. They anticipate and alleviate the burdens on their leaders by proactively addressing what needs to be done. Effective followers in a school context can thrive even without strong leadership because they are dedicated to a purpose, principle, or individual beyond themselves, whether it's upholding their school's values or helping their students reach their full potential. In contrast, ineffective followers are often cynical and critical, doing only the bare minimum required of them. They tend to focus excessively on factors beyond their control and are skilled at assigning blame to others for their problems (Cruickshank, 2015).

In this study, the dependent variable is the followership styles. It has five indicators, namely: exemplary followers, passive followers, pragmatic followers, alienated followers, and conformist followers (Kelly, 1992).
Exemplary followers. Exemplary followers are a category of followers who rank high in both active engagement and independent critical thinking. These individuals possess the ability to think for themselves and are not afraid to challenge leaders by offering alternative solutions when they disagree. They actively support organizational goals and leader decisions that align with their beliefs, often going beyond their minimum job requirements to achieve goals. Exemplary followers also excel in teamwork and collaboration (Novikov, 2016).
The exemplary follower type is considered the best because it embodies both active engagement and independent critical thinking skills. Exemplary followers actively contribute to the organization in a positive manner while providing constructive feedback. This demonstrates their self-sufficiency and their capacity to think independently while functioning effectively within a team (Northouse, 2019).








Furthermore, exemplary followers are characterized by their high level of independent critical thinking skills. Critical thinkers go beyond mere memorization and observation of facts; they are evaluative, creative, and innovative. These individuals do not need their leaders to provide detailed instructions because they can accomplish tasks in their own creative ways. They are independent, self-starting, and capable of making important decisions without undue influence from others. When individuals can think critically, leaders simply need to oversee their progress (Rodriguez, 2021).







Exemplary followers are often described as engaged employees who actively contribute to, promote, and protect their organizations. They demonstrate a wide range of skill sets, including job-related skills, organizational skills, and values-based attributes. Exemplary followers exhibit effective job skills by understanding their commitments to their teams and the organization. They continually enhance their value to the organization through their competence and performance (Rook, 2018). Their ability to contribute as independent thinkers aligns with Goncalo and Duguid's (2011) concept of individual contributions, supporting Kelley's ideas about exemplary followership.


Moreover, exemplary followers consistently go above and beyond expectations. They strive to add value to the organization in various ways, displaying creativity and a willingness to take risks. These individuals are highly idealistic and may experience disappointment and even stress or burnout if their contributions are not recognized or if they do not encounter challenging environments. They firmly believe that their contributions to the organization are essential. They maintain a strong focus on organizational goals, contribute to the growth of their team members, help keep the team on track, and proactively seek opportunities to enhance their value to the organization (Ahmad, 2020).

Passive followers. Passive followers are individuals who do not actively engage, think critically, or exhibit independent thought. They tend to lack initiative and a sense of responsibility within an organizational context. When individuals become passive followers, they tend to simply listen to and follow their boss's directives without question. They carry out tasks without displaying independent thinking or taking significant action. Passive followers are characterized by their low level of active engagement and their reliance on the leader for constant direction (Nasrudin, 2022).







Furthermore, after completing one task, passive followers often wait for explicit direction before beginning the next one. They typically do not engage in critical thinking, readily follow orders, and seldom offer opposing opinions. They defer thinking to their leader, and because they require continuous supervision and prodding, this type of follower can have a negative impact on team dynamics and performance. As a leader, addressing this behavior in a constructive manner presents an opportunity to provide performance feedback and support for developing the ability to make meaningful contributions to the team (Novikov, 2016).










Passive followers do not willingly or proactively contribute to the organization's success (Li, Chiaburu, Kirkman, & Xie, 2013). They tend to exhaust leaders and teams due to their unwillingness to participate in their workloads and their lack of active engagement in tasks. According to Gallup's definition of engagement, passive followers would be considered minimally engaged or not engaged (Gallup, 2007, as cited in Rook, 2018).


Furthermore, following Etzioni's types of involvement, passive followers would be categorized as alienative, as their intrinsic motivation for output depends heavily on the leader and/or organization. Organizations and teams often struggle with passive followers because of the lack of autonomy they exhibit, which necessitates continuous oversight of their actions and productivity (Rook, 2018).








Passive followers rank low in terms of effective followership. Their level of active engagement is minimal as they rely on continuous guidance to complete their tasks. Additionally, they demonstrate uncritical thinking as they unquestioningly follow orders. Passive followers are sometimes colloquially referred to as 'sheep' because they wait for the next set of instructions after completing an assigned task. They typically lack the courage, initiative, and sense of ownership for their work. In essence, they are nearly the opposite of exemplary followers, as they consistently seek motivation, supervision, and direction to perform their tasks (Arshad et al., 2021).

Pragmatic followers. Pragmatic followers are characterized by a moderate level of independent thinking and active engagement. They exhibit a measured and limited degree of criticism toward their leader. These followers demonstrate a moderate level of engagement and critical thinking, showing a tendency to be cautious and reserved in their approach. They are typically uncommitted and prefer to observe and assess the situation before taking action. Pragmatic followers often maintain the status quo and tend to wait for crises to resolve before taking proactive measures (Novikov, 2016).




In their interactions with organizational leaders, pragmatic followers carefully observe the leaders' views and objectives. Once they have a clear understanding of the management's direction, they choose to align themselves with it. Pragmatics are not quick to embrace every change in leadership direction. Instead, they adopt a "wait and see" attitude to minimize their involvement in new initiatives (Thompson, 2019).







Pragmatist followers possess the capacity to think and act independently, but their ability to follow through is somewhat limited. They typically perform the basic requirements of their job and avoid drawing attention by either underperforming or overperforming (Cruickshank, 2017).



"The pragmatic" follower tends to prioritize their personal interests over those of the organization. While they carry out their assigned tasks, they do so within the bounds of expectation. When the organization encounters challenges or dilemmas, they may consider disengaging, but not necessarily to rescue the organization (Essa & Alattari, 2019). Pragmatic followers tend to adopt a wait-and-see approach, assessing the direction of events before committing themselves. They may not be the first to embrace change, but they won't let leaders and colleagues move forward without them. They view themselves as preservers of the status quo (Kalbani, 2015).





Furthermore, pragmatic followers are considered among the most effective followers. They maintain a moderate level of engagement in their work and display some degree of independent thinking when it comes to the leader's decisions. However, they lack a strong sense of commitment and self-regulation, and their effectiveness is often contingent on their perceived status within the organization. Pragmatic followers may question a leader's decisions, but they do so selectively, usually when the decision directly affects their work. They tend to be most active in situations of extreme necessity, such as when the organization faces significant challenges (Arshad et al., 2022).

Alienated followers. Alienated followers possess the capability for independent critical thinking but display a disengaged and inactive approach in carrying out their roles. They often exhibit cynicism, skepticism, and a sense of frustration or disgruntlement with their current situation. While alienated followers may have valuable ideas, they tend to accept the status quo rather than actively attempting to implement change. They quietly resist leadership efforts, refraining from voicing concerns or taking corrective action. Instead of addressing potential issues, these followers comply with directives without making an effort to correct the problem. Despite their potential leadership qualities, including intelligence and vision, alienated followers lack the passion and enthusiasm required to assume leadership roles (Vozza, 2018).






One prominent characteristic of alienated followers is their high level of critical thinking, juxtaposed with a low degree of engagement in their work. They maintain a passive approach to their tasks but harbor strong critical perspectives regarding the organization and its leaders. This type of follower tends to exacerbate organizational issues, consistently expressing negative sentiments without highlighting any positive aspects of the organization's goals, policies, or procedures (Putra et al., 2018).







Additionally, the "alienated" follower exhibits competence, independence, and critical thinking skills but experiences a sense of disconnection from the organization. This disconnection may result from perceived feelings of ignorance and underappreciation. These followers do not conceal their emotions and openly express their dissent and dissatisfaction. They often have lower job satisfaction levels and may gradually lose loyalty and motivation, leading to underperformance. Empowering and addressing the negative feelings of alienated followers is crucial for their reengagement and reintegration into the organization (Essa & Alattari, 2019).





Furthermore, "alienated" followers believe that leaders and organizations fail to recognize their talents and ideas, viewing them as entities that exploit their contributions for personal gain. These followers tend to exude negative energy, making them the antithesis of conformists. Alienated followers are dissatisfied with their work situations, and their negativity can breed resentment among leaders and other followers as they inadvertently make it challenging for others to succeed (Mahmud & Rahman, 2015).

Conformist followers. Conformist followers are characterized by high levels of active engagement but are dependent uncritical thinkers. They are diligent and hardworking individuals who unquestioningly adhere to the directives of their leaders, even when these instructions might not be suitable for a given situation (Novikov, 2016). According to Hoomans (2012), conformists are industrious and carry out their tasks diligently as per their leader's instructions. They exhibit unwavering obedience to their leaders, even in the face of opposition, and are likely to defend their leader's decisions.





Compared to "alienated" followers, conformists generally exude more positive energy. However, there are also drawbacks to this follower style. Conformists tend to rely heavily on their leaders for guidance, direction, and vision. They often believe that the leader's authority entitles them to be obedient followers. They are sometimes referred to as "yes-people" because they are eager to please their superiors (Mahmud & Rahman, 2015).


Conformist followers occupy the second position in the hierarchy of effective followers. They exhibit a dependency on their leaders' thoughts, representing a reliance on the leader for decision-making and critical thinking. Conformists willingly obey their leaders' orders and diligently follow instructions (Arshad et al., 2022). While they are actively involved, they tend to be passive when it comes to independent thinking and taking initiative. Conformists perceive decision-making and critical thinking as the sole responsibility of the leader and are eager to receive and follow orders. They often feel anxious when left to make choices on their own, preferring to transfer this responsibility entirely to the leader (Ntiamoah, 2018).









In the context of schools, teachers who exhibit good followership play a vital role in helping schools achieve their desired goals. In today's educational landscape, teachers are well-educated, possess skills that align with their leaders, and demonstrate leadership abilities within their classrooms. The relationship between school leaders and teachers is often described as one of mutual dependency, where the competencies and motivations of teachers are fundamental to fulfilling the overall aims of the school (Hauge et al., 2014). While schools heavily rely on teachers for success, traditional leadership approaches have often overlooked the leadership potential and contributions of teachers in the field of education (Pey et al., 2021).

Work Performance of Teachers








Work performance is a crucial aspect for both organizations and individuals. Organizations rely on individuals with high work performance to attain their objectives, enhance productivity, and stay competitive (Sonnentag & Frese, 2002). High work performance implies efficiency, effectiveness, and the delivery of high-quality work (Goodhue & Thompson, 1995). For individuals, achieving high work performance leads to job satisfaction and a sense of mastery (Sonnentag, Volmer, & Spychala, 2008).





Aguinis (2013) pointed out that performance is primarily about employee behavior—what employees do in the workplace, rather than just the outcomes they produce. It encompasses the effort and ability to apply that effort effectively, supported by organizational policies, in order to achieve specific objectives. Performance is an abstract and latent construct that cannot be directly measured; instead, it consists of multiple dimensions, each comprising indicators that can be directly measured.

Additionally, Obineli (2013) defined performance as the act of executing a given task, emphasizing the ability to skillfully combine the right behaviors to achieve organizational goals. The success or failure of educational activities is highly reliant on teachers' performance. Basilius (2014) characterizes teachers' job performance as the tasks teachers perform within a specific period in the school system to advance organizational objectives. He highlights that teachers' job performance involves combining relevant inputs to enhance teaching and learning processes.

Campbell's (1990) widely accepted definition of work performance describes it as behaviors or actions that align with an organization's goals. This definition emphasizes that work performance should be defined in terms of behaviors rather than just results. It also underlines that work performance encompasses only those behaviors that are relevant to the organization's goals and is a multidimensional concept. Viswesvaran and Ones (2000) expand upon this definition, stating that work performance includes scalable actions, behaviors, and outcomes that employees engage in or bring about, which are linked with and contribute to organizational objectives.

Task performance. Task performance refers to the level of competency with which individuals execute the core job responsibilities associated with their roles. It is sometimes referred to as job-specific task proficiency, technical proficiency, or in-role performance. This dimension encompasses various aspects, including the quantity and quality of work produced, as well as job knowledge. For instance, in the context of clerical workers, task performance involves working accurately, paying attention to time and detail, and effective planning (Koopmans, 2011).

This dimension of performance also comprises the ability to effectively plan and organize work, produce high-quality results, demonstrate a results-oriented approach, and work efficiently. Motowidlo (2003) identified two forms of task performance: one involves activities directly related to transforming raw materials into goods and services, while the other involves activities focused on servicing and maintaining the technical core of an organization. Task performance is integral to an organization's technical core.

In the literature, task performance is often used interchangeably with terms such as role performance, role-based performance, task proficiency, and technical skills. Despite these different terms, they all refer to the same concept—task performance. It is characterized by fixed task outcomes that differentiate one profession from another and is specific to a particular profession since it excludes performance factors common to most professions. Task performance is directly linked to the achievement of organizational objectives and pertains to predetermined behaviors, the dimensions of which are clearly outlined in job descriptions. It occurs when employees utilize their technical skills and knowledge to carry out specific tasks (Limon & Sezgin-Nartgun, 2020).

In the educational context, schools play a crucial role in nurturing students' academic, social, and emotional competence. Teachers' task performance in this context refers to the actions they undertake within schools to achieve educational objectives. The role of a teacher is highly influenced by emotions and interactions with other members of the school community. Therefore, teachers' trait emotional intelligence (EI) plays a significant role in influencing their teaching performance (Alrajhi et al., 2017).

Contextual performance. Contextual performance, also known as extra-role performance or organizational citizenship behavior, encompasses behaviors and actions that extend beyond an individual's primary job tasks and directly support the organization. This dimension includes various aspects, such as the ability to perform additional tasks, taking initiative, tackling challenging assignments, and developing knowledge and skills that contribute to the organization's functioning (Koopmans et al., 2011). It involves individual behaviors that create a supportive organizational, social, and psychological environment in which the technical core of the organization can operate effectively.









Various labels are used to describe this dimension, including non-job-specific task proficiency, extra-role performance, organizational citizenship behavior, and interpersonal relations. Regardless of the terminology used, these concepts all refer to behaviors that surpass the formal job requirements, such as voluntarily taking on extra responsibilities, displaying initiative, or mentoring new employees (McGregor & Gray, 2002).

Contextual performance differs from task performance because its activities are not explicitly outlined in job descriptions. However, it indirectly contributes to organizational performance by facilitating task performance. It enhances organizational effectiveness by influencing the psychological, social, and organizational work contexts (Motowidlo, 2003). Individuals contribute to these contexts in various ways, such as influencing others to engage in behaviors that benefit organizational effectiveness, enhancing their own readiness to make contributions to the organization (e.g., developing knowledge and skills relevant to their jobs), and taking actions that impact organizational resources.

Contextual performance is a broad category that encompasses behaviors associated with organizational citizenship (Organ, 1990), prosocial behaviors (Brief & Motowidlo, 1986), and extra-role performance (Van Dyne & LePine, 1998). These behaviors are characterized by their indirect contributions to the organization's functioning, as they create and maintain the psychological, social, and organizational conditions that allow task performance to thrive. Examples of contextual performance include employees assisting their colleagues in completing tasks, collaborating with their supervisors, and making suggestions to improve organizational processes (Limon & Sezgin-Nartgun, 2020). In summary, employees who excel in both task and contextual performance are typically regarded as valuable contributors to the organization (Robbins & Judge, 2012).

Counterproductive behavior. Counterproductive work behavior (CWB) refers to actions and behaviors displayed by employees that are detrimental to the well-being and effectiveness of the organization. These behaviors are in direct contrast to actions that support the organization's goals (Motowidlo, 2003). CWB encompasses a range of negative behaviors that have adverse effects on organizational effectiveness (Viswesvaran & Ones, 2000). Some examples of counterproductive work behaviors include absenteeism, arriving late for work, engaging in off-task activities, theft, substance abuse, complaining, actions that put the organization at risk, misuse of information, misallocation of time and resources, unsafe behavior, and delivering poor-quality work.


Counterproductive work behavior is a concern in various workplace settings, including educational institutions (Hu, Hung, & Ching, 2015). Given the pressures associated with academic careers (Fox & Stallworth, 2010), it is not uncommon for teachers to exhibit CWB, much like employees in other professions (Fox, Spector, & Miles, 2001). However, it is important to note that CWB is considered harmful both to individuals within the organization and to the organization itself (Ching et al., 2016).






Hu and colleagues (2015) conducted a study suggesting that CWBs can be categorized as common or more serious offenses. Their initial findings indicated the presence of significant instances of serious CWB in schools in Taiwan. In a study involving secondary school teachers in Nigeria, Salami (2010) identified work-related stress and negative affectivity as critical predictors of CWB. Given the stressful nature of academic work in Taiwan, the occurrence of deviant behaviors among teachers is almost inevitable (Hung, 2011; Kyriacou & Chien, 2004). However, research on CWB in Taiwan remains limited (Hu et al., 2015).











Ching and colleagues (2016) outlined various forms of counterproductive work behavior exhibited by teachers, which include reducing work hours for inappropriate reasons, improper use of resources, inappropriate student-teacher relationships, inappropriate parent-teacher relationships, lack of professionalism, lack of enthusiasm or a willingness to improve oneself, forming alliances to gain personal advantages, and reluctance to accept administrative duties (Hu et al., 2015).

Instructional Leadership of School Heads, Followership Style of Teachers, and Work Performance of Teachers
Leadership has increasingly been perceived as a critical factor in organizational as well as school effectiveness. The increased interest in instructional leadership evidenced over recent decades is due to the trend of continuous reforms of education systems throughout the world. These changes have led to a dramatic growth in the importance of the role assigned to school leaders, both individually and collectively (Hallinger & Huber, 2012). 

Meanwhile, work performance has long been perceived as an important variable and has become a significant indicator in gauging the performance efficiency of an organization (Ali & Haider, 2017). This is because an organization's ability to perpetuate its operation and achieve its stipulated goals would be contingent on the performance of its employees (Limon & Nartgun, 2020), including organizations in educational settings. In this case, it is believed that instructional leadership of school heads is related to teachers’ work performance.
Accordingly, numerous studies have shown the importance of leadership in teachers’ work performance as leadership is discovered as a key quality in achieving excellent performance in education (Hartinah et al., 2020; Saleem et al., 2020; Wachira et al., 2017). As posited by Azainil (2021), school leader is an important factor in determining the performance of teachers to carry out their duties and the success of schools in achieving their goals. By identifying and meeting teachers' requirements, school leaders could demonstrate sufficient and effective leadership skills in encouraging teachers to perform more effectively and efficiently (Obi & Onyeike, 2018). Hence, leadership plays an important role in promoting the  work performance of employees and in the educational context – teachers.

Instructional leadership can be defined as every act of planning of school principals in influencing and guiding teachers to improve their teaching quality and motivating students to accomplish learning outcomes. (Lim & Singh, 2020). Furthermore, instructional leadership is a process that transforms principals from executing traditional school management practices (in which the principals are regarded as the general managers of the schools) to applying the skills that instructional leaders should perform (Ahmad, 2018). The principals' responsibilities have thus begun to shift away from administrative tasks by becoming more involved in instructional leadership practices. Instructional leadership, according to Hallinger et.al (2015) is defined as strategies, activities and actions that being implemented by the school leaders in supporting, enforcing and ensuring the effective instructional activities related to teaching and learning in schools.

In addition, the emphasis on leadership practices has returned to its roots as being the leader who serves as an instructional leader. Today, principals are expected to act as instructional leaders of the school by promoting best practices in teaching and learning so that students achieve academic success. School principals as instructional leaders are to provide teachers with necessary resources so that they can carry out education activities effectively (Zorlu & Arseven, 2016). Thus, instructional leadership has taken on a more significant role in bringing learning to the forefront (Adams et al., 2019). 

It is critical to note that principals should apply the instructional leadership to improve the school quality by establishing high expectations for all children, maintaining the school environment, implementing periodic evaluations, and focusing on academic activities. Instructional leaders should advance and develop their school as a professional learning organization or community to achieve school learning goals for their students. Therefore, the principals carries out many roles, those are as managers, regulators, instructional leaders and 
curriculum leaders (Wardhana, 2016).

According to Chen and Cheng (2017) in their study, if a principal demonstrated instructional leadership by encouraging teachers to incorporate personal talents in educational activities, it would enhance the teacher's job performance. Similarly, Dewi and Sowiyah (2021) also indicated that the way of principals’ instructional leadership in carrying out their duties and responsibilities greatly affects teacher performance, because successful leaders are the leaders who are able to manage and empower the resources in their educational institution. 
As instructional leaders, school principals help teachers in identifying trends, discuss with them new teaching techniques and strategies that enhance their teaching skills that benefit learners. Therefore, it is very vital for school principals to provide technical assistance to teachers to guarantee effective performance of their functions. (Lincuna & Caingcoy, 2020). 
Besides, instructional leaders in schools – principals are instrumental in maintaining or elevating teachers' job performance by constantly monitoring and evaluating the teaching activities in the classrooms to ensure the satisfactory quality of teachers' professional and pedagogical levels. The leaders could schedule regular intervals of observations, administer periodical assessments, provide constructive feedback to improvement areas, and provide adequate time for teachers in reflecting the principals’ suggestions and advice for personal enhancements. 









Through the process of monitoring, evaluating, and providing feedback, the principals could assist teachers in overcoming their difficulties and obstacles in implementing befitting methods that improve teachers’ teaching quality (Laska, 2016). For example, Lyonga (2018) identified that school principals' supervision activities would contribute to teachers’ job performance. In the supervising activities, school principals can observe and provide suggestions or corrections when needed. Teachers who previously did not have good classroom mastery can receive excellent feedback to enhance their performance from this practice.

Another dimension that is relevant to teacher’s work performance is teacher’s followership style. Success or failure of organizations, including educational institutions, is a result of both the leaders and followers’ roles (Avolio & Reichard, 2008). Research shows that followers’ role though not recognized as much as leaders’, account for eighty per cent of an organization’s success. As such the role of followers can no longer be ignored especially with the realization that followers actually get the job done. It is therefore necessary to promote good followership behavior in order to achieve educational goals (Oyetunji, 2013).

Specifically, Oyetunji’s study (2013) aimed to determine if there is a significant relationship between followership styles in relation to job performance. A total of 102 randomly selected lecturers from the two private universities completed followership and job performance questionnaires. The data indicated that in Botswana private universities: followership styles include passive, alienated, pragmatist and exemplary followership styles. The most common followership style among the lecturers is pragmatist followership style. More so, there is no relationship between exemplary, pragmatist and alienated followership styles and work performance; and there is a high relationship between passive followership style and work performance.

Nejad et al. (2015) conducted a research study to compare different kinds of employees in terms of their job motivation and job performance. Findings show that there are significant differences between various followers in their job motivation and job performance and Scheffe follow-up tests revealed that exemplary and conformist followers had substantially higher numbers of these job outcomes than other followers. The researchers concluded that leaders and mangers of an organization should regard the worthwhile roles of their followers in the achievement and productivity of the organization.

Meanwhile, Yahya and Putra (2018) conducted a study focusing on the impact of instructional leadership of school heads and followership styles on teachers’ work performance. Based on the analysis results can be concluded as follows: instructional leadership contributes significantly to the teachers’ performance, followership style contributes significantly to the teachers’ performance, instructional leadership and followership style contribute significantly to teachers’ performance.

Synthesis

The gathered relevant literature and studies firmly validated the relationship of the variables in this study. It also provided varied inputs for each variable. It was presented in this section that school heads’ instructional leadership and followership styles of teachers are linked to teachers’ work performance as supported by several studies. The presentations and discussions of related studies offered essential information which would be valuable in the professional discussion of the findings of the study and in the sound formation of the recommendations.
Theoretical and Conceptual Framework

The importance of work performance is greatly being felt all over the world including in the educational setting (Koopmans et al., 2014). Several theories had been associated in determining the relationship between instructional leadership of school heads and work performance of teachers; and followership styles of teachers and work performance of teachers. 
In particular, this study was anchored to the concept of Hallinger and Murphy (2000) stating that the premise of instructional leadership is to lead teachers and students to reach their full potential by creating conducive learning environments, defining and communicating shared goals, monitoring the teaching and learning process and providing continuous development to teachers and other stakeholders. In order to be an instructional leader a school leader needs to exhibit a combination of different behaviours or practices which are exemplified in the above leadership theories. 

Alig-Mielcarek (2003) stated that effective instructional leaders demonstrate behaviour theory as they initiate structure through behaviours that develop and communicate shared goals with staff, students and community. As an instructional leader, the principal is the pivotal point within the school who affects the quality of individual teacher instruction, the height of student achievement, and the degree of efficiency in school functioning. Findley and Findley (1992) state that “if a school is to be an effective one, it will be because of the instructional leadership of the principal”.

According to Harris et al (2003), the most important factor in the success of the schools is the quality of leadership of the head teacher. Fullan (2001) also supported this when he stated that increasingly, research has been associating school leadership with the quality of learning and teaching, the motivation of teachers and the ethos of the school. The operative notion is that the quality of teaching and learning is largely dependent upon an individual or group that exercises supervisory responsibility for the core business of schools; namely, curriculum, teaching and learning. Research further shows that effective schools do not only have good managers but also those who stressed the importance of instructional leadership (Brookover & Lezotte, 1982).


Tatlah (2019) reported significant effects of instructional leadership on teachers' performance. They discovered that instructional leadership played a significant role in enhancing teachers' work performance. Aside from that, Wahab et.al (2020) revealed that there was a significant relationship between the headmaster instructional leadership practice and the performance of the teachers. They posited that when the headmaster implemented their instructional leadership practices effectively, they could witness higher levels of performance from the teachers in their job execution.






For the relationship between followership style and work performance of teachers, it was aligned to Acquire Needs Theory by Atchinson (2004). This emphasized the idea that successful leaders know that their primary responsibility entails sustaining the inspiration of followers (Atchison, 2004). In turn, followers’ commitment, motivation, and teamwork enable the organization to perform at higher levels (Duncan, 2013). 

Gardner (1987) suggested that leaders must have a capacity for rational problem solving, yet, an intuition to recognize the needs of followers. As a result, it is important to look within the individual for intrinsic motivation within the leader-follower relationship, as well as suggest that work be structured “to arouse intrinsic motivation” (Deci, 1972).

Another theory that supported this study is the Holons Theory by Koestler (1967).  Applying the holon construct allows a consideration of leaders and followers simultaneously as wholes as well as parts of more complex holons like organizations, industries, economies. This study in particular focused on the individual teacher in the organizational role as a follower, as well as its relational role. More specifically in coordination with the above, realizations about the
individual follower and their motivations must be recognized to accurately assess
relationships within the organization. 

Vondey (2012) designated a disconnect and therefore a need this study attempts to satisfy in Kelley’s work within the explanation of the relation between individual followers’ motivations and their style of followership. Meindl’s (1995) research focused on a follower-centric perspective of leadership, not on followership in particular, recognizing the relational and interconnected dynamic 
within the organization. 

Figure 1 shows the conceptual model of the study. It focuses on the extent instructional leadership of school heads, followership styles of public elementary teachers, and work performance of public elementary teachers. The first independent variable is the instructional leadership of school heads. It has seven indicators, namely: instructional resource provider, maintain visible presence, professional development, maximize instructional time, monitoring students’ progress, feedback on teaching and learning, and curriculum implementation (Akram et al., 2016). In this study, instructional resource provider is the ability of the principal to provide a service to teachers’ fundamental instructional needs by delivering resources and materials.  Maintain visible presence is the responsibility of the school head to be physically visible in all aspects of the school. Professional development is the capacity of the school head to offer and advance professional development to enhance teachers’ instructional skill. Maximize instructional time refers to the time spent by principals working directly with teachers and students to accomplish teaching and learning. Monitoring students’ progress refers to the ability of the school head to provide teachers and parents with assessment results on an ongoing basis. Feedback on teaching and learning refers to school heads’ practices which include practices include being observable throughout the school, providing praise and feedback to teachers about classroom and professional growth activities. Curriculum implementation refers to the responsibility of school head in maintaining an environment that promotes effective functioning of instructional content, arrangement,
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Figure 1. The Conceptual Framework of the Study

interventions, management, and monitoring in the classroom.

The second independent variable is followership styles of public elementary teachers. It has five indicators, namely: exemplary followers, passive followers, pragmatic followers, alienated followers, and conformist followers (Kelly, 1992). In this study, exemplary followers think for themselves and are therefore willing to challenge leaders by providing alternative solutions if they disagree with the leader. Passive followers are individuals who do not show active participation, critical thinking, or independent thinking. Pragmatic followers are independent in their thinking and active engagement. Alienated followers have good ideas but, rather than trying to carry them out, they will simply accept what is occurring, quietly opposing the leaders' efforts. Conformist followers like to be told what to do and will submit to the leader. 
Meanwhile, the dependent variable of this study is the work performance. Of teachers. It has three indicators which include task performance, contextual performance and counterproductive work behavior (Koopsman, 2014). In the context of this study, task performance can be defined as a proficiency or ability to perform the core or central tasks of the job. This dimension consists of ability in planning and organizing work, quality of work, results-oriented, and ability to work efficiently. Contextual performance can be defined as extra behavior and action beyond the main tasks supporting the organization including skills to perform extra tasks, having initiative, taking on challenging tasks, developing knowledge and skills. Counterproductive work behavior shows a contrast to behavior relevant to the organization’s goal. Behaviors with a negative value for organizational effectiveness belong to counterproductive work behavior.

Statement of the Problem

This study determined the relationship between school heads’ instructional leadership and followership styles of selected public elementary teachers; and followership styles and work performance of public elementary teachers in Cotabato City Division. More specifically, it sought to answer the following questions:

1. What is the extent of instructional leadership of school heads in terms of: 

1.1 instructional resource provider;

1.2 maintain visible presence;

1.3 professional development;

1.4 maximize instructional time;

1.5 monitoring students’ progress;

1.6 feedback on teaching and learning; and

1.7  curriculum implementation result?

2. What is the extent of followership styles of public elementary teachers in terms of:

2.1 exemplary follower;
2.2  passive follower;
2.3 pragmatic follower; 
2.4 alienated follower; and 
2.5 conformist follower? 
3. What is the extent of work performance of public elementary teachers in terms of:

3.1 task performance;

3.2 contextual performance; and

3.3 counterproductive work behavior? 

4. Is there a significant relationship between instructional leadership of school heads and followership style of public elementary teachers?

5. Is there a significant relationship between instructional leadership of school heads and work performance of public elementary teachers?

6. Is there a significant relationship between followership style of public elementary teachers and work performance of public elementary teachers?

Hypothesis

The null hypotheses were tested at 0.05 level of significance:

Ho1. There is no significant relationship between instructional leadership of school heads and work performance of public elementary teachers.

Ho2. There is no significant relationship between followership style of public elementary teachers and work performance of public elementary teachers.

Work performance focuses on the employee behaviors or actions that are relevant to the target goals of the organization. It is a continuous process of making improvements in the work, making it at the advantage for the people within the organization (Koopsman et al., 2014). With this, it was essential to assess the status of teachers’ work performance in order to determine the factors that may affect its existence. Also, evaluating one’s performance may lead to varied innovative ways for teachers to be competent in their field. This undertaking would be beneficial to the following:





DepEd Officials. The result of this study could give them a concept on how to strengthen and enhance the work performance of teachers. In this way, educational policymakers could amend policies or craft programs, projects, interventions and activities improving teachers’ performance.

School Principals. This would give them insights to carefully plan all school programs and activities that would help teachers to give their excellent work performance. They may also check their instructional leadership which would somehow affect the work performance of teachers.





Teachers. This study would give them a great idea of the significance of doing a concrete plans or undertakings that would help themselves to improve their work performance considering their followership style. Further, teachers needed to realize that they are the ones who could help themselves to better their work performance.








Future Researchers. The research journey could contribute to the body of knowledge about work attitude and work performance. This study would serve as a prototype model and would provide essential ideas to future researchers.

Important terms were defined conceptually and operationally in order to provide a clear view of the content of this study. 

Instructional Leadership. This refers to a model of school leadership in which a principal works alongside teachers to provide support and guidance in establishing best practices in teaching (Brolund, 2016).  In this study, it refers to instructional resource provider, maintain visible presence, professional development, maximize instructional time, monitoring students’ progress, feedback on teaching and learning, and curriculum implementation (Akram et al., 2016). 

Followership Styles. It is the response of people in subordinate positions to those in senior ones (Gibbons & Bryant, 2012). In this study, it has five indicators, namely: exemplary followers, passive followers, pragmatic followers, alienated followers, and conformist followers (Kelly, 1992).
Work Performance.  This refers to work effectiveness, quality and efficiency at the task level (Donohoe, 2019).  In this study, it refers to task performance, contextual performance and counterproductive work behavior (Koopsman, 2014). 
CHAPTER 2

Method

This chapter introduces the methodological aspect of the study. This covers the research design, research respondents, research instruments, data gathering procedure and data analysis which were employed on this investigation.

Research Design

This study was a quantitative research approach utilizing the descriptive correlational approach. Quantitative research is a way to learn about a particular group of people, known as a sample population. Using scientific inquiry, quantitative research relies on data that are observed or measured to examine questions about the sample population. It is used by social scientists, including communication researchers, to observe phenomena or occurrences affecting individuals. The purpose of quantitative research is to generate knowledge and create understanding about the social world (Allen, 2017). Moreover, a descriptive correlation study is a study in which the researcher is primarily interested in describing the relationships between variables without attempting to establish a causal relationship (Noah, 2021).




Meanwhile, in descriptive research, the researcher does not manipulate the variables in the study. It simply intends to describe the nature of the involved variables (Fox, 2007; Korrapati, 2016). On the other hand, correlational research design explores and measures the relationship between the variables of the study with no attempt of manipulating them. Also, correlation investigates the strength and direction of the variables. This can be a positive direction or a negative direction, and a strong and a weak relationship.




This study was considered as quantitative since it depended on the numerical data when analyzing and interpreting the data. It was descriptive since its purpose was to determine the extent of instructional leadership of school heads, followership styles of teachers, and work performance of teachers. In addition, this academic pursuit was correlational since its purpose was to measure the connection between instructional leadership of school heads and work performance of public elementary teachers; and followership styles of teachers and work performance of teachers in Cotabato City Division. 

Research Respondents

This study catered the 200 public elementary teachers in the Division of Cotabato City. It was claimed that 200 samples were enough when testing the Pearson Correlation analysis (Memon et al., 2020). Hence, the 200 respondents were enough to address the purpose of this study.



Probability sampling specifically two-staged cluster sampling was used to identify the sample of the study. It is a kind of sampling technique in which the likelihood or probability of each piece being included may be defined. In other words, every member of the population must have an equal and independent probability of being included in the sample (Ragab & Arisha, 2018). Cluster sampling is a popular method in conducting researches wherein the population is being divided into different clusters. A cluster is a group of elements that are made up of individual units that represent mutually exclusive and exhaustive subsets (Thomas, 2020). It is two-staged cluster sampling since the sample of elements from each selected cluster or division is chosen randomly. In the context of the study, all elementary teachers from the public elementary schools in Cotabato City Division were considered.






In the inclusion and exclusion criteria, elementary teachers with 2 years teaching experience were chosen in this endeavor since their 2 years stay in the public school helped them to assess school heads’ instructional leadership, and their followership styles and work performance. Respondents who felt awkward and uncomfortable in answering the survey questionnaire were free to withdraw from their participation. They were not forced to be part of the study. Their decision to withdraw was respected. Apparently, the respondents’ welfare was given utmost importance in the conduct of the study.
Research Instruments

As to the form of gathering data, this study utilized an adapted survey questionnaire. The questionnaire that was employed in this undertaking was divided into three sets. The first set was focusing on the instructional leadership of school heads while the second set was about the followership styles of public elementary teachers. Meanwhile, the third set was about the work performance of teachers.










Instructional Leadership. The instructional leadership questionnaire was adapted from Akram et al. (2016). The instrument consisted of 40 items. It has the following indicators, namely: instructional resource provider (1-7); maintain visible presence (1-6); professional development (1-7); maximize instructional time (1-7); maintaining students’ progress (1-4); feedback on teaching and learning (1-5); and curriculum implementation (1-5).   The questionnaire was subjected to a pilot testing having a result of .73 suggesting that the items have relatively high internal consistency. Below was the rating scale for instructional leadership of school heads.
	Mean Interval
	Descriptive Level
	Descriptive Interpretation



	4.20-5.00
	Very Extensive
	The instructional leadership of school heads is always evident.



	3.40-4.19
	Extensive
	The instructional leadership of school heads is oftentimes evident.



	2.60-3.39
	Moderately Extensive
	The instructional leadership of school heads is occasionally evident.



	1.80-2.59
	Less Extensive
	The instructional leadership of school heads is seldom evident.



	1.00-1.79
	Not Extensive
	The instructional leadership of school heads is never evident.




Followership Style. The followership style questionnaire was adapted from Kelly (1992). The tool had a total of 20 items. It had five variables, namely: exemplary followers (1-4), passive followers (5-8), pragmatic followers (9-12), alienated followers (13-16), and conformist followers (17-20). It was subjected to pilot testing which revealed a result of .74 suggesting that the items have relatively high internal consistency. Below was the rating scale of followership styles.
	Mean Interval
	Descriptive Level
	Descriptive Interpretation



	4.20-5.00
	Very Extensive
	The followership styles among teachers are always evident



	3.40-4.19
	Extensive
	The followership styles among teachers are oftentimes evident



	2.60-3.39
	Moderately Extensive
	The followership styles among teachers are occasionally evident



	1.80-2.59
	Less Extensive
	The followership styles among teachers are seldom evident



	1.00-1.79
	Not Extensive
	The followership styles among teachers are never evident




Work Performance. The questionnaire on work performance was developed by Koopmans (2014). The survey questionnaire consisted of the following dimensions: task performance (1-5 items), contextual performance (1-8 items) and counterproductive work behavior (1-5 items). The alpha coefficient for the 18 items was .89 suggesting that the items have relatively high internal consistency. Below were the scales used to interpret the means of work performance

	Mean Interval
	Descriptive Level
	Descriptive Interpretation



	4.20-5.00
	Very Extensive
	The work performance of teachers is always evident



	3.40-4.19
	Extensive
	The work performance of teachers is oftentimes evident



	2.60-3.39
	Moderately Extensive
	The work performance of teachers is occasionally evident



	1.80-2.59
	Less Extensive
	The work performance of teachers is seldom evident



	1.00-1.79
	Not Extensive
	The work performance of teachers is never evident


The instrument in this study was contextualized to achieve the purpose of this study. The researcher integrated all the comments and suggestions of the adviser, panel members and expert validators for the refinement of the tools and to achieve construct validity.

                                     Data Gathering Procedure
 
In gathering the data, the researcher followed a strict procedure and protocol. 

1. Permission to conduct the study. After seeking approval to the 
Dean of Graduate Studies, the researcher asked permission and endorsement from the Department of Education Region XI. After the approval, a request letter was submitted to the office of the Schools Division Superintendents. Upon approval, an endorsement letter was presented to the School Head. 

2. Distribution and Retrieval of the Questionnaire. After which, a schedule was made for the distribution of the survey questionnaire. In observance to health and safety protocols, the survey questionnaire was personally administered the survey questionnaire but still following the safety health protocols. The rationale was explained to the respondents. They were given an hour to answer the survey. Retrieval of the respondents’ responses was automatically recorded and generated in the form. 

3. Collation and Statistical Treatment of Data. All the data gathered was tallied, tabulated, analyzed and interpreted confidentially and accordingly. 

                                                  Data Analysis


For more comprehensive interpretation and analysis of the data, the following statistical tools were utilized. 






Mean. This was used to measure the extent of school heads’ instructional leadership, followership styles of teachers, and work performance of teachers.

Pearson r. This was utilized to determine the relationships between school heads’ instructional leadership ad work performance, and followership styles of teachers and work performance of teachers.
CHAPTER 3

Results and Discussions

This chapter presents the results of the study. These are the findings of the problems raised in the previous chapter. They are presented both in the textual and tabular forms.







        

Extent of Instructional Leadership of School Heads
          in terms of Instructional Resource Provider

Table 1 reflects the instructional leadership of school heads in terms of instructional resource provider. It shows that the overall mean is 3.53, in an extensive level. This means that the instructional leadership school heads in terms of instructional resource provider is oftentimes evident.




It can be gleaned from the data that all 7 statements reveal an extensive result. Of which, the three (3) items which have the highest mean score are as follows: guiding teachers in using instructional resources (3.56), organizing and delivering the instructional materials to teachers (3.55), and taking feedback on availability of the instructional resources (3.53). These items prove that the instructional leadership school heads in terms of instructional resource provider is oftentimes evident.

The results of the study indicate that instructional leadership among school heads, particularly in the role of instructional resource provider, is frequently observed. The comprehensive analysis of the data across all seven statements reveals an extensive and consistent trend. Notably, three key items 

Table 1. Extent of Instructional Leadership  of School Heads 

          in terms of Instructional Resource Provider

	No
	Instructional Resource Provider
	Mean
	Descriptive Equivalent

	1
	encouraging teachers to use instructional materials freely.
	3.50
	Extensive

	2
	organizing and delivering the instructional materials to teachers.
	3.55
	Extensive

	3
	providing students with sufficient access to the instructional materials.
	3.51
	Extensive

	4
	providing teachers with sufficient access to instructional material.
	3.51
	Extensive

	5
	recommending resources in areas in which teachers need.
	3.52
	Extensive

	6
	guiding teachers in using instructional resources
	3.56
	Extensive

	7
	taking feedback on availability of the instructional resources
	3.53
	Extensive

	Overall
	3.53
	Extensive


emerge with the highest mean scores: guiding teachers in utilizing instructional resources, organizing and delivering instructional materials to teachers, and soliciting feedback on the availability of instructional resources. These findings underscore the regular occurrence of effective instructional leadership practices among school heads in the domain of providing instructional resources. The demonstrated commitment to guiding teachers, facilitating the distribution of instructional materials, and actively seeking feedback reflects a proactive approach to supporting the teaching staff. This indicates a positive and prevalent engagement of school heads in fostering an environment that facilitates effective teaching and learning through the provision and utilization of instructional resources.
The findings aligned with the assertion made by Akram et al. (2017), emphasizing the role of principals in fulfilling teachers' essential instructional requirements by delivering necessary resources and materials. Principals act as coordinators, collaborating with stakeholders to realize the school's vision and objectives, serving as intermediaries for valuable assets such as library and laboratory materials, as well as newspapers. Additionally, they facilitate the provision of time and support to empower the school and its personnel in effectively achieving academic goals. The responsibility of an instructional leader encompasses the provision of essential equipment and opportunities for professional development to enable teachers to execute their roles effectively, a factor that is significantly correlated with student achievement.

This further validates the assertions made by Ojera et al. (2015), emphasizing that instructional leaders should guide others in aligning appropriate instructional practices with a sound understanding of the subject matter, with a constant emphasis on effective teaching. The principal's role is to provide teachers with resources and incentives to ensure their attention remains focused on the students. Whether it involves enhancing subpar performance or sustaining excellent ones, the primary responsibility of an instructional leader is significant. To achieve their intended objectives, principals must exhibit and employ characteristics that facilitate effective leadership in the realm of instruction.
Extent of Instructional Leadership of School Heads
          in terms of  Maintain Visible Presence

Table 2 reflects the extent of instructional leadership school heads in terms of maintain visible presence. It shows that the overall mean is 3.49, in an extensive level.
Table 2. Extent of Instructional Leadership of School Heads 

          in terms of  Maintain Visible Presence

	No
	Maintain Visible Presence
	Mean
	Descriptive Equivalent

	1
	visiting classes regularly to observe teaching and learning.
	3.45
	Extensive

	2
	being physically available for instructional issues.
	3.40
	Extensive

	3
	personally attending co-curricular activities of the school.
	3.50
	Extensive

	4
	conducting meetings to discuss instructional matters.
	3.55
	Extensive

	5
	discussing with teachers the matters related to the instruction.
	3.53
	Extensive

	6
	visibly presenting in school for teachers and students.


	3.51
	Extensive

	Overall
	3.49
	Extensive


This means that the instructional leadership school heads in terms of maintain visible presence is oftentimes evident. 
As can be gleaned from the data, all 6 statements reveal an extensive result. Of which, the three (3) items which have the highest mean score are as follows: conducting meetings to discuss instructional matters (3.55), discussing with teachers the matters related to the instruction (3.53), and visibly presenting in school for teachers and students (3.51). These items prove that the instructional leadership school heads in terms of maintain visible presence is oftentimes evident.

The results indicate a frequent manifestation of instructional leadership among school heads, particularly in maintaining a visible presence. A comprehensive analysis of all six statements reveals a consistent and extensive pattern. Notably, the top three items with the highest mean scores are conducting meetings to discuss instructional matters, discussing matters related to instruction with teachers, and visibly presenting in school for teachers and students. These findings underscore the regular occurrence of effective instructional leadership practices among school heads concerning the maintenance of a visible presence. The proactive engagement in conducting discussions on instructional matters, fostering communication with teachers, and physically presenting in the school environment for both teachers and students reflects a dedicated effort to stay actively involved in the educational process. This signifies a positive and prevalent engagement of school heads in fostering a visible and impactful instructional leadership presence within the school community.

The findings support Snoke's (2020) perspective, emphasizing that a school leader's visibility involves being consistently observed by the school's stakeholders to assess the school's cultural climate. It is crucial for school leaders to be visible to students, teachers, and parents. A principal's regular and prominent visibility establishes a sense of dependability among the school's stakeholders towards their leader. When a school leader authentically engages with teachers, students, and parents while being visible, this visibility becomes meaningful and contributes to the overall school culture. Visibility is an essential element of a school principal's responsibilities, requiring a prominent, consistent, and authentic presence. The degree and manner of visibility employed by a school administrator determine its significance and effectiveness in fulfilling their role.


Moreover, as highlighted by Macadatar (2020), a principal frequently present on the school premises fosters stability, calmness, and sustainability. The availability of the school head facilitates prompt responses to the needs of stakeholders. In instances where the principal is absent for official duties or legal reasons, it becomes crucial for them to appoint an Officer-in-Charge. This designation should come with clearly defined terms of reference, specifying its scope and limitations, to ensure the uninterrupted functioning of the school.

Furthermore, as emphasized by Akram et al. (2017), the principal is visibly present in all facets of the school. This aspect aligns with the concept of maintaining a visible presence to oversee and assess instructional activities. Directing and evaluating guidelines involve interactions between the principal, school staff, and students regarding classroom improvement. Effective instructional leaders must establish a conspicuous presence, focusing on learning objectives, modeling learning behaviors, and designing programs and activities related to instruction. As an instructional leader, dedicating more than half of the day to these objectives is considered a vital quality in the life of a school.


Extent of Instructional Leadership of School Heads
          in terms of  Professional Development

Table 3 exhibits the extent of instructional leadership in terms of professional development. It shows that the overall mean is 3.47, in an extensive level. This means that the extent of instructional leadership school heads in terms of professional development is oftentimes evident.

It is reflected in the data that all 7 statements reveal an extensive result. Of which, the four (4) items which have the highest mean score are as follows: 
Table 3. Extent of Instructional Leadership of School Heads
          in terms of  Professional Development

	No
	Professional Development
	Mean
	Descriptive Equivalent

	1
	being available for teachers’ professional development.
	3.45
	Extensive

	2
	planning faculty meetings for professional development.
	3.48
	Extensive

	3
	arranging teachers’ meetings to help them grow professionally.
	3.47
	Extensive

	4
	developing follow up plans for assessing professional development.
	3.49
	Extensive

	5
	encouraging teachers to take steps to solve instructional issues.
	3.40
	Extensive

	6
	encouraging teachers to improve their classroom practices.
	3.50
	Extensive

	7
	planning professional development opportunities according to needs.
	3.48
	Extensive

	Overall
	3.47
	Extensive


encouraging teachers to improve their classroom practices (3.50), developing follow up plans for assessing professional development (3.49), and planning faculty meetings for professional development (3.48) and planning professional development opportunities according to needs (3.48). These items prove that the instructional leadership school heads in terms of professional development is oftentimes evident.

The findings indicate that the instructional leadership provided by school heads in terms of professional development is frequently apparent. The data underscores this observation as all 7 statements reveal an extensive result. Particularly noteworthy are the four items with the highest mean scores: encouraging teachers to enhance their classroom practices, developing follow-up plans for assessing professional development, planning faculty meetings dedicated to professional development, and organizing professional development opportunities tailored to specific needs. These results substantiate the active involvement of instructional leaders in fostering a culture of continuous learning and growth among teachers. 

The results of the study affirmed the claim of Mwihaki et al. (2019) emphasizing that the support that principal’s offer as well as their participation in the professional learning of staff produces the largest effect on the learning achievement of students. The principal has numerous ways of offering support to instructors as they advance tutoring and learning. Principals can set up and provide or inform teachers of relevant possibilities for staff development. The principal can also encourage staff improvement that is closely related to the school’s goals. Effective professional development permits educators to expand the knowledge and skills needed to address areas in students’ learning that are demanding.
The study's outcomes validated Mwihaki et al.'s (2019) assertion that the support and active involvement of principals in the professional learning of staff have a substantial impact on students' learning achievement. Principals play a crucial role in supporting instructors as they progress in teaching and learning, offering various forms of assistance such as setting up relevant opportunities for staff development and encouraging improvement aligned with the school's objectives. Effective professional development is instrumental in empowering educators with the knowledge and skills necessary to address challenging areas in students' learning. 









Akram et al. (2017) further underscored the connection between professional development and employee satisfaction, emphasizing that principals contribute to the fulfillment of both individual and organizational goals. Additionally, Shikokoti (2021) contended that effective instructional leadership involves organizing staff development conferences, engaging in observation and supervision processes, and fostering collaboration through regular classroom visits and feedback. The multifaceted approach of principals in facilitating professional development underscores their pivotal role in enhancing teachers' instructional capabilities.
Extent of Instructional Leadership of School Heads
           in terms of  Maximize Instructional Time

Table 4 exhibits the extent of instructional leadership school heads in terms of maximize instructional time. It shows that the overall mean is 3.43, in an extensive level. This means that the extent of instructional leadership school heads in terms of maximize instructional time is oftentimes evident.

It is reflected in the data that all 7 statements reveal an extensive result. Of which, the three (3) items which have the highest mean score are as follows: solving issues related to discipline to maximize instructional time (3.52), using class time of teachers for regular meetings (3.50), and ensuring that all students are present in the class during class time (3.45). These items prove that extent of instructional leadership in terms of maximize instructional time school heads is oftentimes evident.


The study indicates that instructional leadership by school heads in terms of maximizing instructional time is frequently observed, as evidenced by the 
Table 4. Extent of Instructional Leadership of School Heads
           in terms of  Maximize Instructional Time

	No
	Maximize Instructional Time
	Mean
	Descriptive Equivalent

	1
	ensuring that all students are present in the class during class time.
	3.45
	Extensive

	2
	protecting classroom instructional time from outside interruptions.
	3.44
	Extensive

	3
	encouraging all teachers to come to class well-prepared and in time.
	3.43
	Extensive

	4
	using class time of teachers for regular meetings.
	3.50
	Extensive

	5
	making sure that students are not allowing to office during class.
	3.40
	Extensive

	6
	solving issues related to discipline to maximize instructional time.
	3.52
	Extensive

	7
	meeting teachers individually to discuss student progress issues.
	3.40
	Extensive

	Overall
	3.45
	Extensive


extensive results across all seven statements. Notably, the top-ranking items with the highest mean scores include addressing discipline-related issues to optimize instructional time, utilizing teachers' class time for regular meetings, and ensuring the presence of all students in class during designated class time. These findings underscore the commitment of school heads to creating an environment conducive to effective teaching and learning. The results suggest that school heads recognize the importance of strategic leadership actions in promoting a focused and productive instructional environment within the school.


The study's results align with the assertion made by Grissom and Loeb (2011), supporting the idea that instructional time encompasses the efforts to increase and safeguard time dedicated to instruction, examination and testing procedures, and various student activities involving direct student-teacher communication and supervision. This can be defined as the time principals invest directly in working with teachers and students to facilitate teaching and learning processes. 










Additionally, in line with the recommendations of Akram et al. (2017), strategies such as implementing a reward system for active participation, ensuring staff engagement in communicating with parents regarding irregular class attendance, conducting staff meetings to address instructional planning issues and propose solutions, safeguarding classroom instructional time from disruptions, establishing a supervision plan, enforcing timely class starts and finishes, utilizing the allocated time for instruction fully, and conducting classroom observations to assess both staff and student performance are essential measures to protect and maximize instructional time.

Extent of Instructional Leadership of School Heads
         in terms of  Monitoring Students’ Progress

Table 5 exhibits the extent of instructional leadership school heads in terms of monitoring students’ progress. It shows that the overall mean is 3.47, in an extensive level. This means that the extent of instructional leadership school heads in terms of monitoring students’ progress is oftentimes evident.

It is reflected in the data that all 4 statements reveal an extensive result. Of which, the three (3) items which have the highest mean score are as follows: providing public praise to those teachers who perform well (3.52), asking the teachers to send the students’ progress reports to parents (3.50), and discussing students’ results with teachers for curricular strengths (3.44). These items prove that the extent of instructional leadership school heads in terms of monitoring 
Table 5. Extent of Instructional Leadership of School Heads
         in terms of  Monitoring Students’ Progress

	No
	Monitoring Students’ Progress
	Mean
	Descriptive Equivalent

	1
	discussing students’ results with teachers for curricular strengths.
	3.44
	Extensive

	2
	reviewing students’ work when evaluating classroom instruction.
	3.40
	Extensive

	3
	asking the teachers to send the students’ progress reports to parents.
	3.50
	Extensive

	4
	providing public praise to those teachers who perform well.
	3.52
	Extensive

	Overall
	3.47
	Extensive


students’ progress is oftentimes evident.

The study's findings indicate that the instructional leadership of school heads in terms of monitoring students' progress is frequently apparent. The data reveal an extensive result across all four statements, with the three highest-rated items being: providing public praise to well-performing teachers, encouraging teachers to send progress reports to parents, and engaging in discussions with teachers about students' results, particularly focusing on curricular strengths. These results emphasize that school heads often exhibit instructional leadership by actively monitoring and recognizing students' progress. The practice of publicly praising teachers and fostering communication with parents through progress reports aligns with the goal of promoting a positive learning environment. Overall, the findings underscore the instructional leaders' dedication to tracking and enhancing students' educational journeys.

The study results aligned with Omogbehin's (2013) perspective, emphasizing that effective monitoring hinges on a comprehensive, formative feedback system offering timely insights into student performance to the school staff. Principals play a pivotal role in school transformation, and the effective schools research highlights the significance of a strong instructional leader as a crucial factor for success. To be effective, instructional leaders must possess knowledge of core pedagogical practices, curriculum, and student needs, fostering collaborative practices among teachers. 

Yunas and Iqbal (2013) argued that principals' activities in monitoring student learning aim to make instructional decisions and provide feedback to both students and teachers. A strong instructional leader, as mentioned by Nawab (2011), prioritized classroom inspections, clear evaluation criteria, and feedback on teaching and learning. This ongoing monitoring contributes to enhancing student and teacher performance and achieving learning objectives.
Extent of Instructional Leadership of School Heads
          in terms of  Feedback on Teaching and Learning

Table 6 exhibits the extent of instructional leadership school heads in terms of feedback on teaching and learning. It shows that the overall mean is 3.49, in an extensive level. This means that the extent of instructional leadership school heads in terms of feedback on teaching and learning is oftentimes evident.

It is reflected in the data that all 5 statements reveal an extensive result. Of which, the three (3) items which have the highest mean score are as follows: praising outstanding students on their achievement publicly (3.53), providing public praise to those teachers who perform well (3.50), and communicating students’ performance in parent teacher meetings (3.49). These items prove that
Table 6. Extent of Instructional Leadership of School Heads
          in terms of  Feedback on Teaching and Learning

	No
	Feedback on Teaching and Learning
	Mean
	Descriptive Equivalent

	1
	providing public praise to those teachers who perform well.
	3.50
	Extensive

	2
	reinforcing the teachers in staff meetings/newsletters/ memos.
	3.45
	Extensive

	3
	praising outstanding students on their achievement publicly.
	3.53
	Extensive

	4
	communicating students’ performance in parent teacher meetings.
	3.49
	Extensive

	5
	providing verbal and written feedback to my teachers.
	3.48
	Extensive

	Overall
	3.49
	Extensive


the extent of instructional leadership school heads in terms of feedback on teaching and learning is oftentimes evident.

The study results indicate that instructional leadership school heads frequently engage in providing feedback on teaching and learning. The data reveal an extensive result across all five statements, with the top three items emphasizing the high mean scores. Notably, praising outstanding students publicly, providing public praise to high-performing teachers, and communicating students' performance in parent-teacher meetings are key aspects where instructional leaders exhibit their involvement in offering feedback. This suggests a proactive role of school heads in recognizing and appreciating achievements within the school community, both among students and teachers. Such actions contribute to a positive and motivating school culture, fostering a sense of accomplishment among both educators and learners. The findings underscore the importance of instructional leaders in promoting a feedback-rich environment that enhances teaching and learning practices while fostering a supportive and 
encouraging atmosphere within the school.


The study findings aligned with Miller's (2021) assertion that a principal's essential responsibility is to offer feedback to teachers, typically accomplished through classroom observations and individual conferences. Principals can evaluate teachers' work by examining assessments and observing their teaching methods. Administrators, to be strategic, should concentrate their feedback on both formative and summative common assessments. 

Additionally, Akram et al. (2017) emphasized principal practices that involve being visible throughout the school, providing praise and feedback to teachers on both classroom and professional growth, offering feedback to students regarding their classroom actions or behaviors, and ensuring uninterrupted instructional time. This instructional leadership model underscores the influential role of school heads as facilitators in the education process, contributing to effective teaching and learning. 

Extent of Instructional Leadership of School Heads
          in terms of  Curriculum Implementation

Table 7 exhibits the extent of instructional leadership Extensive in terms of curriculum implementation. It shows that the overall mean is 3.52, in an extensive level. This means that the extent of instructional leadership of school heads in terms of curriculum implementation is oftentimes evident.




It is reflected in the data that all 5 statements reveal an extensive result. Of which, the three (3) items which have the highest mean score are as follows: ensuring that teachers teach the required curriculum (3.55), encouraging my
Table 7. Extent of Instructional Leadership of School Heads
          in terms of  Curriculum Implementation

	No
	Curriculum Implementation
	Mean
	Descriptive Equivalent

	1
	ensuring that teachers teach the required curriculum.
	3.55
	Extensive

	2
	encouraging a lesson plan for making curriculum effective.
	3.53
	Extensive

	3
	encouraging my teachers to engage their students in activities.
	3.54
	Extensive

	4
	meeting teachers to get reports about curriculum implementation.
	3.49
	Extensive

	5
	ensuring that students’ marks provide info about curriculum implementation.
	3.48
	Extensive

	Overall
	3.52
	Extensive


teachers to engage their students in activities (3.54), and encouraging a lesson plan for making curriculum effective (3.53). These items prove that the extent of instructional leadership of school heads in terms of curriculum implementation is oftentimes evident.

The results indicate that the instructional leadership of school heads in terms of curriculum implementation is frequently evident. The data, comprising all five statements, consistently shows extensive outcomes. Notably, the three items with the highest mean scores emphasize the proactive role of school heads in ensuring effective curriculum implementation. These include ensuring that teachers adhere to the required curriculum, encouraging teachers to engage students in activities, and promoting the use of lesson plans for effective curriculum delivery. These findings underscore the pivotal role of instructional leaders in guiding and supporting teachers to implement the curriculum effectively, fostering an environment that promotes engaged and meaningful learning experiences for students. The active involvement of school heads in curriculum-related initiatives contributes significantly to the overall instructional quality within the school.

The findings aligned with Ullah's (2020) research, emphasizing that the effective implementation of the curriculum is a fundamental responsibility of school principals, encompassing various tasks and roles within their purview. Ullah highlights that even if principals provide quality learning materials and create a conducive teaching-learning environment, the school's objectives will not be met without the effective implementation of the curriculum. Principals play a crucial role in developing a vision and mission for curriculum implementation, obtaining consent from stakeholders, and ensuring timely execution. 

Similarly, Yunas and Iqbal (2013) underscored the importance of principals in fostering an environment conducive to effective instructional content, arrangement, interventions, management, and monitoring in the classroom. The success of the instructional principal hinges on possessing sufficient knowledge, skills, and professional enthusiasm to navigate the complexities of curriculum implementation successfully.
Summary on the Extent of Instructional Leadership of School Heads
Table 8 provides the summary on the extent of instructional leadership of school heads. It is exhibited that the overall mean of instructional leadership is 3.49, which is in an extensive level. This means that instructional leadership of school heads is oftentimes evident.






Data show that all seven (7) indicators are in an extensive level. As arranged chronologically, instructional resource provider has the highest mean
Table 8. Summary on the Extent of Instructional Leadership of School Heads
	No
	Indicators
	Mean
	Descriptive Equivalent

	1
	Instructional Resource Provider
	3.53
	Extensive

	2
	Maintain Visible Provider 
	3.49
	Extensive

	3
	Professional Development 
	3.47
	Extensive

	4
	Maximize Instructional Time
	3.45
	Extensive

	5
	 Monitoring Students’ Progress
	3.47
	Extensive

	6
	Feedback on Teaching and Learning
	3.49
	Extensive

	7
	Curriculum Implementation
	3.52
	Extensive

	Overall
	3.49
	Extensive


score (3.53). This is followed by curriculum implementation (3.52), maintain visible presence (3.49), feedback on teaching and learning (3.49), professional development (3.47), monitoring student progress (3.47) and maximize instructional time (3.45). 


The results underscore the frequent manifestation of instructional leadership by school heads, with all seven indicators demonstrating an extensive level of presence. The data reveal that instructional resource provision received the highest mean score indicating a notable emphasis on supplying teachers with the necessary resources for effective teaching. Following closely, curriculum implementation reflects a commitment to overseeing the execution of educational plans and goals. Maintain visible signifies the dedication to being actively involved in the school environment. Feedback on teaching and learning highlights the importance placed on providing constructive input to enhance instructional practices. Additionally, professional development, monitoring student progress, and maximizing instructional time further accentuate the multifaceted engagement of school heads in fostering instructional leadership within the school.



With a robust display of instructional leadership, this substantiates the prevailing assertion of Hansen and Làrudsóttir (2015) emphasizing that school leaders bear significant responsibility towards students, teachers, parents, and the community. Effective school principals are expected to provide support, motivation, and knowledge to classroom teachers. A well-rounded principal employs diverse leadership styles, drawing from various models. The positive correlation between instructional leadership and student achievement underscores the impact of a principal's role in fostering positive outcomes in learning. 

Geleta (2015) outlined the principal's major tasks as an instructional leader, encompassing goal setting, program coordination, didactic leadership, organization of enrichment programs, evaluation, and creating a conducive school climate. Taole (2013) underscored the instructional leader's responsibilities in setting clear goals, resource allocation, curriculum management, lesson plan monitoring, and teacher evaluation. More so, Brolund (2016) emphasized that principals embracing instructional leadership principles have an increased potential to enhance teaching and learning, as evidenced by the success observed in high-performing schools where principals actively engage with staff in discussing goals and visions for the school. 

Extent of Followership Styles of Teachers

          in terms of Exemplary Followers

Table 9 exhibits the extent of followership styles of teachers in terms of exemplary followers. It shows that the overall mean is 3.43, in an extensive level. 
Table 9. Extent of Followership Styles of Teachers

          in terms of Exemplary Followers

	No
	Exemplary Followers
	Mean
	Descriptive Equivalent

	1
	presenting a consistent picture to both leaders and coworkers of being independent.
	3.40
	Extensive

	2
	being innovative when it comes to teaching.
	3.45
	Extensive

	3
	being willing to stand up to my superiors.
	3.40
	Extensive

	4
	applying my talents for the benefit of the organization.
	3.42
	Extensive

	5
	carrying out my work efficiently.
	3.48
	Extensive

	Overall
	3.43
	Extensive


This means that the followership styles of teachers in terms of exemplary followers is oftentimes evident. 

As revealed from the data that all 5 statements reveal an extensive result. Of which, the three (3) items which have the highest mean score are as follows: carrying out my work efficiently (3.48), being innovative when it comes to teaching (3.45), and applying my talents for the benefit of the organization (3.42). These items prove that the followership styles of teachers in terms of exemplary followers is oftentimes evident.


The findings indicate that the followership styles of teachers, particularly in terms of exemplary followers, are frequently observable. The data highlights an extensive endorsement across all five statements, with the three items scoring the highest mean scores being: carrying out work efficiently, demonstrating innovation in teaching approaches, and applying individual talents for the organization's benefit. These results underscore the prevalent presence of exemplary followership traits among teachers. The emphasis on efficiently executing tasks, fostering innovation in teaching methodologies, and leveraging individual talents for organizational benefit signifies a positive and proactive approach to followership. The consistency in these patterns suggests that teachers often exhibit qualities aligned with exemplary followership, contributing positively to the overall dynamics within the educational organization.

This validated the findings of Novikov (2016), emphasizing that exemplary followers excel in both active engagement and independent critical thinking. Individuals demonstrating exemplary followership exhibit the capacity to think independently, challenging leaders with alternative solutions when necessary. They actively support organizational goals and align with leader decisions consistent with their values. Exemplary followers go beyond their minimum job requirements, taking on additional responsibilities and dedicating significant effort to achieve objectives. They collaborate effectively with their peers.

Furthermore, Northouse (2019) contended that the exemplary follower archetype is particularly noteworthy as it encompasses both active engagement and independent critical thinking skills. Exemplary followers actively contribute to the organization in a positive manner, offering constructive criticism and showcasing their ability to think autonomously while collaborating within a team.


Extent of Followership Styles of Teachers

          in terms of Passive Followers

Table 10 exhibits the extent of followership styles of teachers in terms of passive followers. It shows that the overall mean is 3.42, in an extensive level. This means that the extent of followership styles of teachers in terms of passive followers is oftentimes evident.








It can be gleaned from the data that all 4 statements reveal a varying 

Table 10. Extent of Followership Styles of Teachers
          in terms of Passive Followers

	No
	            Passive Followers
	Mean
	Descriptive Equivalent

	1
	relying on my leader in all the thinking.
	3.42
	Extensive

	2
	requiring constant direction.
	3.40
	Extensive

	3
	having less initiative and sense of responsibility.
	3.39
	Moderately Extensive

	4
	working at keeping my job knowledge up-to-date.
	3.50
	Extensive

	Overall
	3.42
	Extensive


result ranging from moderately extensive to extensive. Of which, the three (3) items which have the highest mean score are as follows: working at keeping my job knowledge up-to-date (3.50), relying on my leader in all the thinking (3.42), and requiring constant direction (3.40). These items prove that the followership styles of teachers in terms of passive followers is oftentimes evident.

This indicates that the followership styles of teachers, particularly in terms of passive followership, are frequently observed. The data reveal an extensive result across all four statements. Notably, the top three items with the highest mean scores include working to keep job knowledge up-to-date, relying on the leader for all thinking, and requiring constant direction. These findings suggest that a substantial number of teachers exhibit passive followership tendencies, demonstrating a preference for maintaining job knowledge without active pursuit, relying heavily on the leader for decision-making, and needing consistent direction. The prevalence of passive followership styles among teachers may impact organizational dynamics and leadership interactions, emphasizing the need for strategies to foster more active and independent engagement within the teaching community.

This aligned with Nasrudin's (2022) proposition that a passive follower is characterized by a lack of active participation, critical thinking, and independent decision-making. Such individuals typically exhibit minimal initiative and a diminished sense of responsibility. When adopting a passive followership style, employees adhere unquestioningly to their leader's directives, carrying out tasks without inquiry or engagement. Passive followers lack critical thinking and fail to actively participate or take meaningful actions, rendering them low in active engagement and dependent on constant direction. 

More so, Novikov (2016) further highlighted that these followers often await explicit instructions even after completing a task, rarely contribute opposing opinions, and rely heavily on their leader for direction. This passivity can adversely impact team dynamics and performance, necessitating proactive leadership intervention to provide performance feedback and encourage the development of valuable contributions to the team.
Extent of Followership Styles of Teachers 

          in terms of Pragmatic Followers

Table 11 showcases the followership styles of teachers in terms of pragmatic followers. It shows that the overall mean is 3.45, in an extensive level. This means that the followership styles of teachers in terms of pragmatic followers is oftentimes evident.


As shown from the data that all 4 statements reveal an extensive result. Of which, the three (3) items which have the highest mean score are as follows: depending on what fits with the current situation (3.48), using whatever style best 

Table 11. Extent of Followership Styles of Teachers
          in terms of Pragmatic Followers

	No
	Pragmatic Followers
	Mean
	Descriptive Equivalent

	1
	depending on what fits with the current situation.
	3.48
	Extensive

	2
	using whatever style best benefit my own position and minimizing my own risks.
	3.47
	Extensive

	3
	being not able to state my opinions on issues affecting the organization.
	3.40
	Extensive

	4
	knowing how to play the game from both sides but are averse to taking risks.
	3.44
	Extensive

	Overall
	3.45
	Extensive


benefit my own position and minimizing my own risks (3.47), and knowing how to play the game from both sides but are averse to taking risks (3.44). These items serve as proofs that followership styles of teachers in terms of pragmatic followers is oftentimes evident.

This indicates that the followership styles of teachers, characterized as pragmatic followers, are frequently observable. The data illustrate an extensive result across all four statements, with the top three items showcasing high mean scores: depending on what fits with the current situation, using whatever style best benefits my own position and minimizing my own risks, and knowing how to play the game from both sides but being averse to taking risks. These findings provide evidence that pragmatic followership styles among teachers are commonly prevalent. Pragmatic followers are characterized by their adaptability to the current situation, strategic use of styles to maximize personal benefits while minimizing risks, and a cautious approach to playing the game from different perspectives. 









The results of this study aligned with the argument presented by Thompson (2019), underscoring that pragmatic followers engage in careful observation of organizational leaders to discern their perspectives and goals. Once they comprehend the direction set by management, they align themselves accordingly. Pragmatic followers refrain from expressing enthusiasm for every change in leadership direction, adopting a prudent "wait and see" approach to minimize involvement in new initiatives. Cruickshank (2017) asserted that pragmatic followers possess the capability to think and act independently but exhibit a limited commitment to follow through. They fulfill only the essential requirements of their role and actively avoid causing disruption by either underperforming or overachieving.

In the same vein, Essa and Alattari (2019) emphasized that a "pragmatic" follower prioritizes personal interests over those of the organization. While completing assigned tasks, they do so without exceeding expectations. In times of organizational dilemma, their inclination is to distance themselves without necessarily working to rescue the organization. These followers may not be the first to embrace change, yet they ensure they are not left behind by leaders and colleagues. They perceive themselves as guardians of the status quo.
Extent of Followership Styles of Teachers
          in terms of Alienated Followers

Table 12 showcases the followership styles of teachers in terms of alienated followers. It shows that the overall mean is 3.18, in a moderately extensive level. This means that the followership styles of teachers in terms of alienated followers is occasionally evident.
Table 12. Extent of Followership Styles of Teachers
          in terms of Alienated Followers

	No
	Alienated Followers
	Mean
	Descriptive Equivalent

	1
	being critical and independent in thinking but fulfill my role without enthusiasm.
	3.25
	Moderately Extensive

	2
	being often cynical and disgruntled.
	3.35
	Moderately Extensive

	3
	being able to distance myself from the school organization.
	3.28
	Moderately Extensive

	4
	criticizing but never offer constructive support.
	3.22
	Moderately Extensive

	Overall
	3.28
	Moderately Extensive


As shown from the data that all 4 statements reveal a moderately extensive result. Of which, the three (3) items which have the highest mean score are as follows: being often cynical and disgruntled (3.35), being able to distance myself from the school organization (3.28), and being critical and independent in thinking but fulfill my role without enthusiasm (3.25). These items serve as proofs that followership styles of teachers in terms of alienated followers is occasionally evident.
The findings of this study suggest that the followership styles of teachers, characterized as alienated followers, are occasionally evident. The data indicate a moderately extensive result across all four statements, with the highest mean scores attributed to being often cynical and disgruntled, being able to distance oneself from the school organization, and being critical and independent in thinking but fulfilling one's role without enthusiasm. These indicators provide evidence that alienated followership styles among teachers are observable to some extent. Alienated followers, as reflected in the data, exhibit a certain level of detachment and skepticism, being cynical and disgruntled in their approach. They demonstrate an ability to distance themselves from the organizational context and display critical, independent thinking, albeit with a lack of enthusiasm in fulfilling their roles. The occasional manifestation of these alienated followership traits suggests a need for further exploration into the factors influencing such attitudes and behaviors among teachers within the school setting.


The results of this study aligned with the assertion made by Vozza (2018), suggesting that followers characterized as alienated exhibit the ability for independent critical thinking but remain disengaged and passive in executing their roles. They often harbor cynicism or skepticism, leading to feelings of anger, disgruntlement, or frustration with their current circumstances. While possessing potentially valuable ideas, alienated followers tend not to actively pursue their implementation and instead passively accept the unfolding situation, quietly resisting the efforts of leaders. This group of followers refrains from voicing concerns and merely complies with directives, demonstrating a lack of interest in rectifying issues. 

Meanwhile, Mahmud and Rahman (2015) emphasized that alienated followers perceive leaders and organizations as failing to truly acknowledge their talents and ideas, viewing them as entities that exploit rather than appreciate their contributions. The negative energy associated with alienated followers contributes to an unfavorable work environment, diverging from the conformist attitude, as they express dissatisfaction with their work situations, ultimately 

fostering resentment among leaders and other followers.

Extent of Followership Styles of Teachers
          in terms of Conformist Followers

Table 13 showcases the followership styles of teachers in terms of conformists followers. It shows that the overall mean is 3.44, in an extensive level. This means that the followership styles of teachers in terms of conformist followers is oftentimes evident.


As shown from the data that all 4 statements reveal an extensive result. Of which, the three (3) items which have the highest mean score are as follows: carrying out all duties without question (3.50), being concerned only with avoiding conflicts (3.45), and participating willingly but do not consider consequences (3.42). These items serve as proofs that followership styles of teachers in terms of conformist followers is oftentimes evident.

The findings of this study indicate that the followership styles of teachers often align with the characteristics of conformist followers. The data reveals an extensive result across all four statements, with the three highest mean scores attributed to items such as carrying out all duties without question, being concerned solely with avoiding conflicts, and participating willingly without considering consequences. This suggests that a significant number of teachers exhibit conformist followership styles, demonstrating a tendency to adhere to directives without raising questions or seeking clarification. Their primary focus revolves around maintaining harmony and sidestepping conflicts, showcasing a willingness to participate in tasks without necessarily weighing the potential 

Table 13. Extent of Followership Styles of Teachers
          in terms of Conformist Followers

	No
	Conformist Followers
	Mean
	Descriptive Equivalent

	1
	participating actively but do not use critical thinking skills.
	3.40
	Extensive

	2
	carrying out all duties without question.
	3.50
	Extensive

	3
	participating willingly but do not consider consequences.
	3.42
	Extensive

	4
	being concerned only with avoiding conflicts.
	3.45
	Extensive

	Overall
	3.44
	Extensive


repercussions. 


The findings of this study aligned with Novikov's (2016) argument that conformist followers are characterized by high levels of active engagement but exhibit dependence as uncritical thinkers. These followers are diligent and industrious, diligently executing tasks without questioning directives from their leaders, as noted by Hoomans (2012). Even when faced with situations where blindly following orders may not be appropriate, conformists persist in unquestioning obedience. 

In contrast to the 'alienated' followers, Mahmud and Rahman (2015) highlight that conformist followers exude more positive energy. However, this positive disposition is accompanied by some drawbacks, such as an inclination to rely heavily on leaders for thinking, direction, and vision. Described as "yes-people," conformists believe that their obedience to leaders is justified by the leaders' authority. Despite their positive demeanor, conformists may be characterized as "good children" who aim to please their superiors by complying with their directives.
Summary on the Extent of Followership Styles of Teachers 

Table 14 provides the summary on the extent of followership styles of teachers. It is exhibited that the overall mean of followership styles is 3.40, which is in an extensive level. This means that the followership styles are oftentimes evident. 
Data show that all four (5) indicators are in an extensive level except the alienated follower which has a moderately extensive level. As arranged chronologically, pragmatic follower has the highest mean (3.45). This is followed by conformist followers (3.44), exemplary follower (4.43), passive follower (4.42), and alienated follower (3.28).

The results indicate that various followership styles are frequently observed among teachers. The data reveal an extensive level of manifestation for pragmatic followers, with the highest mean score suggesting that teachers often exhibit a pragmatic approach in aligning their actions with the current situation and minimizing personal risks. Conformist followers also demonstrate a high level of prevalence indicating that teachers frequently engage in following directions without questioning, seeking to avoid conflicts, and participating willingly without considering consequences. Exemplary followership is notably evident showcasing teachers' efficient work, innovative teaching approaches, and the application of talents for the benefit of the organization. Passive followership is also prevalent highlighting teachers' emphasis on keeping job knowledge up-to-date, relying heavily on leaders, and requiring constant direction. However, the data suggest that alienated followership is only moderately extensive indicating 
Table 14. Summary on the Extent of Followership Styles of Teachers
	No
	Indicators
	Mean
	Descriptive Equivalent

	  1
	 Exemplary Followers
	3.43
	Extensive

	  2
	 Passive Followers
	3.42
	Extensive

	 3
	 Pragmatic Followers
	3.45
	Extensive

	  4
	 Alienated Followers
	3.28
	Moderately Extensive

	  5
	 Conformists Followers
	3.44
	Extensive

	Overall
	3.40
	Extensive


occasional instances where teachers fulfill their roles without enthusiasm.

The positive outcomes of this study validated the concept proposed by Mahmud and Rahman (2015), asserting that followers are individuals who receive and execute their leaders' instructions. They do so not only because they share common goals with their leaders but also because they leverage their knowledge, skills, and abilities to achieve organizational objectives. Followers play a pivotal role in implementing organizational activities, encompassing tasks such as planning, execution, and evaluation. 

Moreover, Rosenbach et al. (2012) emphasized that the most effective followers understand the importance of balancing a commitment to high performance with fostering meaningful relationships with colleagues, including their supervisors. Recognizing the collaborative nature of their work, these followers prioritize both outstanding performance and the cultivation of effective working relationships as crucial elements contributing to their success.
Work Performance of Teachers in terms of

           Task Performance 

Table 15 exhibits the extent of work performance of teachers in terms of  task performance. It shows that the overall mean is 3.44, in an extensive level. 

Table 15. Work Performance of Teachers in terms of

          Task Performance

	No
	Task Performance
	Mean
	Descriptive Equivalent

	1
	planning my work so that it will be done on time.
	3.40
	Extensive

	2
	managing my time well.
	3.44
	Extensive

	3
	keeping in mind the results that I have to achieve in my work.
	3.42
	Extensive

	4
	setting my priorities.
	3.48
	Extensive

	5
	carrying out my work efficiently.
	3.45
	Extensive

	Overall
	3.44
	Extensive


This means that the work performance of teachers in terms of task performance is oftentimes evident.







As revealed from the data that all 5 statements reveal an extensive result. Of which, the three (3) items which have the highest mean score are as follows: setting my priorities (3.48), carrying out my work efficiently (3.45), and managing my time well (3.44). These items prove that the work performance in terms of task performance is oftentimes evident.
The findings suggest that the work performance of teachers, specifically in terms of task performance, is frequently evident. The data analysis indicates an extensive level across all five statements, with the three items receiving the highest mean scores being: setting priorities, efficiently carrying out work responsibilities, and effectively managing time. These results underscore the teachers' proficiency in organizing their priorities, executing tasks efficiently, and managing their time effectively. 

The consistent demonstration of these task-oriented behaviors reflects a positive work performance among teachers, showcasing their ability to prioritize, execute responsibilities, and manage their time efficiently in the educational setting. This proficiency in task performance is crucial for maintaining productivity and contributing to the overall effectiveness of the teaching environment.


The results of the study aligned with the characterization of task performance provided by Limon and Sezgin-Nartgun (2020), who defined it as specific outcomes associated with a particular profession, distinguishing it from common performance factors across professions. Task performance, in this context, pertains to job-specific behaviors outlined in job descriptions and is directly linked to achieving organizational objectives. It manifests when employees apply their technical skills and knowledge to fulfill designated tasks. 

In a similar vein, Hwang et al. (2017) contend that teachers' task performance refers to the actions they undertake in schools to attain educational goals. Teaching, being a profession marked by high emotional engagement and significant interactions within the school community, plays a pivotal role in fostering the academic, social, and emotional competence of students within the educational framework. 

Work Performance of Teachers in terms of

           Contextual Performance 

Table 16 exhibits the extent of work performance of teachers in terms of contextual performance. It shows that the overall mean is 3.45, in an extensive level. This means that the work performance of teachers in terms of contextual performance is oftentimes evident.



It can be gleaned from the data that all 8 statements reveal an extensive result. Of which, the three (3) items which have the highest mean score are as 
Table 16. Work Performance in terms of 

           Contextual Performance 

	No
	Contextual Performance
	Mean
	Descriptive Equivalent

	1
	taking extra responsibilities.
	3.45
	Extensive

	2
	starting new tasks myself when my old ones were finished.
	3.42
	Extensive

	3
	taking on challenging work tasks, when available.
	3.43
	Extensive

	4
	working at keeping my job knowledge up-to-date.
	3.50
	Extensive

	5
	working at keeping my job skills up-to-date.
	3.48
	Extensive

	6
	coming up with creative solutions to new problems.
	3.47
	Extensive

	7
	keeping looking for new challenges in my job.
	3.44
	Extensive

	8
	participating in work meetings.
	3.44
	Extensive

	Overall
	3.45
	Extensive


follows: working at keeping my job knowledge up-to-date (3.50), working at keeping my job skills up-to-date (4.48), and coming up with creative solutions to new problems (3.47). These items prove that the work performance of teachers of in terms of contextual performance is oftentimes evident.

The findings of the study indicate that the work performance of teachers, specifically in terms of contextual performance, is frequently observable. The data analysis reveals an extensive level across all eight statements. Notably, the top three items with the highest mean scores are working to keep job knowledge up-to-date, working to keep job skills up-to-date, and coming up with creative solutions to new problems. These results suggest that teachers actively engage in behaviors that go beyond their formal job requirements, demonstrating a commitment to continuous learning, skill development, and creative problem-solving. Contextual performance, encompassing aspects beyond specific job tasks, showcases the teachers' dedication to staying informed, honing their skills, and contributing innovative solutions, reflecting a positive impact on the overall 

work performance within the educational context.

This study aligned with the conceptual framework proposed by Robbins and Judge (2012), affirming that effective employees exhibit desired behaviors in both task and contextual performance. Limon and Sezgin-Nartgun (2020) further delineated contextual performance, characterizing it as behaviors that may not directly pertain to the technical core but play a crucial role in establishing and nurturing the psychological, social, and organizational milieu within which task performance thrives. Such behaviors are exemplified when employees assist their colleagues, collaborate with superiors, or offer suggestions to enhance organizational processes. 

Moreover, Motowidlo (2003) added to this perspective by highlighting that contextual performance indirectly enhances organizational performance by fostering task performance. It contributes to organizational effectiveness by shaping the psychological, social, and organizational work environments. Individuals contribute to these contexts by influencing others to engage in behaviors that benefit organizational effectiveness, enhancing their readiness to contribute to the organization through personal development, and taking actions that influence organizational resources positively.
Work Performance of Teachers in terms 

          Counterproductive Work Behavior

Table 17 showcases the work performance of teachers in terms of counterproductive work behavior. It shows that the overall mean is 3.23, in a moderately extensive level. This means that the work performance of teachers in 
Table 17. Work Performance of Teachers in terms of

          Counterproductive Work Behavior

	No
	Counterproductive Work Behavior
	Mean
	Descriptive Equivalent

	1
	complaining about minor work-related issues at work.
	3.25
	Moderately Extensive

	2
	making problems greater than work.
	3.10
	Moderately Extensive

	3
	focusing on the negative aspects of a work situation, instead of on the positive aspects.
	3.15
	Moderately Extensive

	4
	speaking with colleagues about the negative aspects of my work.
	3.33
	Moderately Extensive

	5
	speaking with people from outside the organization about the negative aspects of my work.
	3.35
	Moderately Extensive

	Overall
	3.23
	Moderately Extensive


terms of counterproductive work behavior is occasionally evident.


As shown from the data that all 5 statements reveal a moderately extensive result. Of which, the three (3) items which have the highest mean score are as follows: speaking with people from outside the organization about the negative aspects of my work (3.35), speaking with colleagues about the negative aspects of my work (3.33), and complaining about minor work-related issues at work (3.25). These items serve as proofs that work performance in terms of counterproductive work behavior is occasionally evident.

The findings of this study suggest that the work performance of teachers, specifically in terms of counterproductive work behavior, is occasionally evident. The data indicate a moderately extensive level across all five statements, with the top three items having the highest mean scores: speaking with people from outside the organization about the negative aspects of my work, speaking with colleagues about the negative aspects of my work, and complaining about minor work-related issues at work. These results provide evidence that teachers may engage in occasional counterproductive work behaviors, such as discussing negative aspects of their work with external parties and colleagues, as well as expressing complaints about minor work-related issues while at work. Understanding and addressing the factors contributing to such behaviors are essential for promoting a positive and constructive work environment among teachers.

The outcomes of this study aligned with the assertion made by Hu, Hung, and Ching (2015) that counterproductive work behavior (CWB) is a prevalent issue in workplaces, including educational institutions. The academic profession, with its inherent pressures, may provoke CWB as a seemingly normal response from teachers. Recognizing teachers as individuals subject to similar behavioral patterns as other employees, it's crucial to acknowledge the potentially harmful impact of CWB on both individuals and the organization.

Motowidlo (2003) further emphasized that CWB involves behaviors that run counter to organizational goals, encompassing actions detrimental to organizational effectiveness, such as absenteeism, tardiness, off-task behavior, theft, substance abuse, and more. Salami (2010) underscored the role of work-related stress and negative affectivity as key predictors of CWB, contributing to its detrimental effects on organizational well-being. Addressing these factors is essential to mitigate the increasing prevalence of CWB in recent years.
Summary on the Work Performance 

Table 18 provides the summary on the extent of work performance of 

Table 18. Summary on the Work Performance of Teachers 
	No
	Indicators
	Mean
	Descriptive Equivalent

	1
	Task Performance  
	3.44
	Extensive

	2
	Contextual Performance 
	3.45
	Extensive

	3
	 Counterproductive work behavior
	3.23
	Moderately Extensive

	Overall
	3.37
	Moderately Extensive


teachers. It is exhibited that the overall mean of work performance is 3.37, which is in a moderately extensive level. This means that the work performance is occasionally evident.



Data show that all three (3) indicators have varying results ranging from moderately extensive and extensive result. As arranged chronologically, contextual performance has the highest mean (3.45). This is followed by task performance (3.34) and counterproductive work behavior (3.23).

The findings of this study highlighted that work performance among teachers is occasionally evident, with varying degrees across three indicators. Contextual performance, encompassing behaviors that contribute to the psychological, social, and organizational settings, exhibits the highest mean score indicating that teachers often engage in activities beyond the core job requirements to enhance the overall work environment. Task performance follows indicating teachers' efficiency in executing their job responsibilities, setting priorities, and managing time well. 

On the other hand, counterproductive work behavior, which involves negative actions detrimental to organizational effectiveness, suggesting that such behaviors are less frequently observed among teachers. Recognizing and encouraging positive aspects of work performance, such as contextual and task performance, while addressing counterproductive behaviors, can contribute to a healthier and more productive work environment for teachers.

The positive outcomes of this study aligned with Aguinis's (2013) perspective, emphasizing that performance primarily pertains to employee behavior rather than the tangible outcomes of their work. Performance involves the exertion of effort and the application of abilities, guided by organizational policies, to achieve specific objectives. It represents an abstract and latent construct, comprising multiple dimensions, each composed of directly measurable indicators. 

Furthermore, Obineli (2013) characterized performance as the execution of tasks, emphasizing the skillful combination of behaviors aligned with organizational goals. The success or failure of educational endeavors hinges significantly on teachers' performance. Basilius (2014) extended this notion, defining teachers' work performance as the tasks performed within a specific period to achieve organizational goals and highlighting the importance of teachers' ability to integrate relevant inputs for effective teaching and learning processes.

Recognizing the crucial role of work performance in both organizational and individual contexts, Sonnentag and Frese (2002) posited that organizations require individuals with high work performance to attain goals, enhance productivity, and bolster competitiveness. High performance implies efficiency, effectiveness, and elevated work quality. On an individual level, superior performance leads to satisfaction and mastery. The multifaceted nature of work performance underscores its significance as a key determinant of success for both individuals and organizations.

Significance of the Relationship Between Instructional Leadership of School 

Heads and Work Performance of Teachers

Presented in Table 19 are the data on the significance of the relationship between instructional leadership of school heads and work performance of teachers.  Reflected in the hypothesis, the relationship was tested at 0.05 level of significance. The overall r-value of .419 with a p-value of  <0.05 signified the rejection of the null hypothesis. It means that there is a significant relationship between instructional leadership of school heads and work performance of teachers. This shows that instructional leadership of school heads is correlated with the work performance of teachers.


Doing a pairwise correlation among the measures of both variables, it can be gleaned that instructional resource provider, maintain visible presence, professional development, maximize instructional time, monitoring students` progress, feedback on teaching and learning, and curriculum implementation revealed computed r-values of 0.428, 0.422, 0.418, 0.410, 0.415, 0.420, and 0.425 respectively with p-values which are less than 0.05 in the level of significance. This implies that as instructional resource provider, maintain visible presence, professional development, maximize instructional time, monitoring students` progress, feedback on teaching and learning, and curriculum 
Table 19. Significance of the Relationship Between Instructional Leadership of 

School Heads and Work Performance of Teachers

	Instructional Leadership of School Heads  Indicators
	Dependent Variable
	r-value
	p- value
	Decision on Ho

	Instructional Resource Provider
	Work Performance  of Teachers
	0.428
	0.000
	Rejected

	Maintain Visible Presence
	
	0.422
	0.000
	Rejected

	Professional Development
	
	0.418
	0.000
	Rejected

	Maximize Instructional Time
	
	0.410
	0.000
	Rejected

	Monitoring Students` Progress
	
	0.415
	0.000
	Rejected

	Feedback on Teaching and Learning
	
	0.420
	0.000
	Rejected

	Curriculum Implementation
	
	0.425
	0.000
	Rejected

	Overall
	
	0.419*
	0.000
	Rejected



*Significant at 0.05 significance level.
implementation increase, the work performance of teachers increases.

The findings of the study are aligned to the study of Laska (2016) revealing that through the process of monitoring, evaluating, and providing feedback, the principals could assist teachers in overcoming their difficulties and obstacles in implementing befitting methods that improve teachers’ teaching quality. Lyonga (2018) identified that school principals' supervision activities would contribute to teachers’ work performance. In the supervising activities, school principals can observe and provide suggestions or corrections when needed. Teachers who previously did not have good classroom mastery can receive excellent feedback to enhance their performance from this practice.
Significance of the Relationship Between Followership Styles o 

and Work Performance of Teachers

Presented in Table 20 are the data on the significance of the relationship between followership styles and work performance of teachers.  Reflected in the hypothesis, the relationship was tested at 0.05 level of significance. The overall r-value of .438 with a p-value of  <0.05 signified the rejection of the null hypothesis. It means that there is a significant relationship between followership styles and work performance of teachers. This shows that followership styles of teachers are correlated with the work performance of teachers.
Doing a pairwise correlation among the measures of both variables, it can be gleaned that exemplary follower, passive follower, pragmatic follower, alienated follower, and conformist follower revealed computed r-values of 0.439, 0.433, 0.447, 0.427, and 0.445 respectively with p-values which are less than 0.05 in the level of significance. This implies that as exemplary follower, passive follower, pragmatic follower, alienated follower, and conformist follower increase, the work performance of teachers increases.

The findings of the study conformed to the research of Avolio and Richard (2008) emphasizing that one of the dimensions relevant to teacher’s work performance is teacher’s followership style. Success or failure of organizations, including educational institutions, is a result of both the leaders and followers’ roles. Research shows that followers’ role though not recognized as much as leaders’, account for eighty per cent of an organization’s success. As such the role of followers can no longer be ignored especially with the realization that
Table 20. Significance of the Relationship Between Followership Styles and Work 

Performance of Teachers

	Followership Styles  of Teachers Indicators
	Dependent Variable
	r-value
	p- value
	Decision on Ho

	Exemplary Follower
	Work Performance  of Teachers
	0.439
	0.000
	Rejected

	Passive Follower
	
	0.433
	0.000
	Rejected

	Pragmatic Follower
	
	0.447
	0.000
	Rejected

	Alienated Follower


	
	0.427
	0.000
	Rejected

	Conformist Follower
	
	0.445
	0.000
	Rejected

	Overall
	
	0.438*
	0.000
	Rejected



*Significant at 0.05 significance level.

followers actually get the job done. It is therefore necessary to promote good followership behavior in order to achieve educational goals.

Specifically, Oyetunji’s study (2013) aimed to determine if there is a significant relationship between followership styles in relation to job performance. A total of 102 randomly selected lecturers from the two private universities completed followership and job performance questionnaires. The data indicated that in Botswana private universities: followership styles include passive, alienated, pragmatist and exemplary followership styles. The most common followership style among the lecturers is pragmatist followership style. More so, there is no relationship between exemplary, pragmatist and alienated followership styles and work performance; and there is a high relationship between passive followership style and work performance.




More so, Nejad et al. (2015) conducted a research study to compare different kinds of employees in terms of their job motivation and job performance. Findings show that there are significant differences between various followers in their job motivation and job performance and Scheffe follow-up tests revealed that exemplary and conformist followers had substantially higher numbers of these job outcomes than other followers. The researchers concluded that leaders and mangers of an organization should regard the worthwhile roles of their followers in the achievement and productivity of the organization.

This study validated the findings of different researches. In particular, this study was anchored to the concept of Hallinger and Murphy (2000) stating that the premise of instructional leadership is to lead teachers and students to reach their full potential by creating conducive learning environments, defining and communicating shared goals, monitoring the teaching and learning process and providing continuous development to teachers and other stakeholders. In order to be an instructional leader a school leader needs to exhibit a combination of different behaviours or practices which are exemplified in the above leadership theories. 

Alig-Mielcarek (2003) stated that effective instructional leaders demonstrate behaviour theory as they initiate structure through behaviours that develop and communicate shared goals with staff, students and community. As an instructional leader, the principal is the pivotal point within the school who affects the quality of individual teacher instruction, the height of student achievement, and the degree of efficiency in school functioning. Findley and Findley (1992) state that “if a school is to be an effective one, it will be because of the instructional leadership of the principal”.

Tatlah (2019) reported significant effects of instructional leadership on teachers' performance. They discovered that instructional leadership played a significant role in enhancing teachers' work performance. Aside from that, Wahab et.al (2020) revealed that there was a significant relationship between the headmaster instructional leadership practice and the performance of the teachers. They posited that when the headmaster implemented their instructional leadership practices effectively, they could witness higher levels of performance from the teachers in their job execution.






For the relationship between followership style and work performance of teachers, it was aligned to Acquire Needs Theory by Atchinson (2004). This emphasized the idea that successful leaders know that their primary responsibility entails sustaining the inspiration of followers (Atchison, 2004). In turn, followers’ commitment, motivation, and teamwork enable the organization to perform at higher levels (Duncan, 2013). 

Gardner (1987) suggested that leaders must have a capacity for rational problem solving, yet, an intuition to recognize the needs of followers. As a result, it is important to look within the individual for intrinsic motivation within the leader-follower relationship, as well as suggest that work be structured “to arouse intrinsic motivation.

CHAPTER 4

Conclusion and Recommendations


Presented in this chapter are the findings based on the results of data gathered, the conclusions drawn from the findings and the recommendations for consideration.

Findings


The main focus of the study was to determine the significance of the relationship between instructional leadership of school heads and followership styles in public elementary teachers. The study was conducted in the selected elementary schools in Cotabato City Division. There were two hundred (200) elementary teachers who participated in this study. Descriptive correlational method of research was used in this study utilizing adopted research instruments. The said instruments were validated by the panel of experts and subjected to pilot testing before it was made ready for administration. Mean, Pearson Product Correlation of Coefficient, and Regression Analysis were the statistical tools used in analyzing the data. The hypotheses raised in this study were tested at 0.05 level of significance.


The extent of instructional leadership of school heads has a mean score of 3.49. Its descriptive equivalent is extensive which means that instructional leadership is oftentimes evident among school heads. This underscores the importance of recognizing and nurturing instructional leadership qualities in school heads to foster a conducive environment for effective teaching and learning.

Meanwhile, the extent of followership styles of teachers has a mean score of 3.40. It has a descriptive equivalent of extensive which means that it is oftentimes evident. This highlights the need for acknowledging and understanding the diverse followership styles among teachers to promote effective collaboration and enhance overall school dynamics.
On the other hand, the extent of work performance of teachers has a mean score of 3.37. It has a descriptive equivalent of moderately extensive which means that it is occasionally evident. This suggests that teachers sometimes demonstrate effective and diligent task execution. It further indicates a positive trend in teachers' commitment and contributions to their roles, reflecting a work environment where their efforts and accomplishments are routinely evident and appreciated.
It was found out that there is a significant relationship between instructional leadership of school heads and work performance of teachers; and followership styles and work performance of teachers, as reflected on its p-value .000 which is less than the .05 level of significance. The hypotheses of no significant relationship between the involved variables were rejected. 
These results underscore the critical role of instructional leadership and followership styles in shaping the work performance of teachers within educational institutions. The significant relationship identified between instructional leadership of school heads and teacher work performance highlights the importance of strong leadership in setting clear expectations, providing support, and fostering a conducive environment for professional growth.

Similarly, the correlation between followership styles and teacher work performance emphasizes the impact of collaborative and supportive relationships between teachers and their leaders. The rejection of the null hypotheses underscores the need for educational stakeholders to recognize and prioritize effective leadership and followership practices as integral components of improving teacher performance and ultimately enhancing the quality of education provided to students.
Conclusions 

Based on the findings of this study, the following conclusions were offered:

The extent of instructional leadership of school heads implies that it is oftentimes evident in the school. In fact, all dimensions are oftentimes evident from the school heads, namely, instructional resource provider, maintain visible presence, professional development, maximize instructional time, monitoring students` progress, feedback on teaching and learning, and curriculum implementation.

Meanwhile, the extent of followership styles of teachers is oftentimes evident. Exemplary follower, passive follower, pragmatic follower, and conformist follower are found to oftentimes evident while being alienated follower is occasionally evident among teachers.






For the work performance, it is revealed to be occasionally evident. Two dimensions are oftentimes evident specifically task performance and contextual performance while counterproductive behavior is occasionally evident.

Based on the findings, instructional leadership of school heads and work performance of teachers; and followership styles and work performance of teachers are related.
Recommendations

The following suggestions were offered based on the conclusions of the study:











In light of the extensive instructional leadership exhibited by school heads, the varied followership styles displayed by teachers, and their consequential work performance, it is recommended that DepEd officials consider implementing tailored professional development programs. These programs may focus on strengthening instructional leadership skills for school heads, emphasizing collaborative and innovative teaching practices that align with diverse followership styles. Additionally, periodic assessments and feedback mechanisms may aid in identifying areas for improvement and tailoring interventions to enhance both instructional leadership and followership styles, ultimately nurturing a more effective educational ecosystem.

Moreover, school heads are encouraged to engage in continuous professional development programs. These programs may specifically target enhancing instructional leadership skills, emphasizing adaptive leadership styles to accommodate the diverse followership approaches within their teaching staff. Furthermore, implementing regular communication channels, mentorship programs, and recognizing the unique strengths of each teacher may contribute to an improved overall work performance. School heads may also consider periodic evaluations to assess the effectiveness of instructional leadership strategies and tailor approaches based on the evolving needs of both educators and students.

Furthermore, teachers are encouraged to actively engage in professional development opportunities to enhance their teaching skills and contribute positively to the overall school environment. Teachers may embrace a growth mindset, seeking continuous improvement and adaptability to different instructional approaches. Collaborative efforts with school heads, fostering open communication, and participating in mentorship programs can create a supportive community that acknowledges and values diverse followership styles. 
Lastly, future researchers may explore relevant information about instructional leadership of school heads, followership styles of teachers, and work performance of teachers. Also, other means of research approach may be utilized to further explore the involved variables in this study.
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