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ABSTRACT 
 

Aims: To know the level of the leadership practices of the officials in terms of modelling the way, 
inspiring a shared vision, challenging the process, enabling others to act and encouraging the 
heart. And, to know the level of LGU’s readiness to work from home as perceived by the municipal 
employees. 
Study Design: Descriptive-correlational. 
Place and Duration of Study: Malita, Davao Occidental, Southern Philippines during the School 
Year 2020-2021 
Methodology: This involved the systematic investigation of the nature of relationships, or 
associations between and among dependent and independent variables and was most commonly 
used when seeking statistical relationship between two variables without manipulating the data 
themselves. Leadership practices of LGU and LGU employees' readiness to work from home 
arrangement as perceived by the following domains, such that of model the way, challenge the 
process, enable others to act, and encouraging the heart increase, the level of employees' 
preparedness to work from home also increases. 
Conclusion: Since the level of inspire a shared vision, one of the leadership practices domains, 
increases, the LGU officials need to know its meaning and open themselves into communication 
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structure that allowed employee to participate. The more optimistic a leader about the future, the 
more effectively he or she may transmit it to others. Studies related to this topic were hereby 
recommended. 
 

 
Keywords: Malita LGU officials; leadership practices; employees’ perception; readiness; work from 

home arrangement. 
 

1. INTRODUCTION 
 
COVID-19, an infectious coronavirus disease, 
has spread rapidly over the world, with positive 
cases confirmed in nearly every country, causing 
the World Health Organization to declare a 
pandemic on March 11, 2020. Since then, most 
countries have strictly enforced community 
quarantines as well as public health treatments 
like face masks, hand hygiene, respiratory 
etiquette, and physical isolation [1]. 
 
The recent situation depicts some challenges for 
every citizen in the planet since COVID-19 
pandemic creates havoc to humanity. Everyone 
is affected by this mess since workers in both 
private and public sectors have to deal with the 
work from home arrangement which eventually 
the new normal this time [2]. 
 
On the other hand, office manager leadership 
strategies are critical in addressing these issues 
during this epidemic. In order to respond to such 
situations, school administrators must motivate 
people, develop teams, and build relationships, 
as Franca [3] pointed out. During times of crisis, 
leaders are meant to emerge. Taking the 
initiative to lead during this extraordinary crisis 
might satisfy a deep desire for meaning and 
purpose [4]. 
 

Model the Way, Inspire a Shared Vision, 
Challenge the Process, Enable Others to Act, 
and Encourage the Heart are the five practices. 
Under the heading of leadership models, a 
detailed description of these leadership 
approaches will be provided [5]. 
 

It is timely to investigate the leadership practices 
of office heads, as there appear to be no current 
studies examining leadership practices in relation 
to the LGU's readiness to engage in a work-from-
home arrangement strategy in the wake of the 
COVID-19 pandemic. Thus, this study is 
proposed.  
 

2.1 Objectives of the Study 
 
The study focused on determining how the 
relationship of leadership practices and LGU’s 

readiness to work from home arrangement due 
to COVID-19 Pandemic of the government center 
in the municipality of Malita, Davao Occidental. 
 
Specifically, it sought to answer the following 
questions:    
 

1. What were the demographic profile of 
the officials in terms of: 
 

1.1 Age; 
1.2 Gender; 
1.3 Educational attainment; and 
1.4 Years in service; 

 
2. What was the level of the leadership 

practices of the officials in terms of: 
 

2.1 Modelling the way; 
2.2 Inspiring a shared vision; 
2.3 Challenging the process; 
2.4 Enabling others to act; and  
2.5 Encouraging the heart.  

 
3. What was the level of LGU’s readiness 

to work from home as perceived by the 
municipal employees?  

4. Is there a significant relationship 
between leadership practices of the 
officials and LGU’s readiness to work 
from home arrangement as perceived by 
the employees? 

 
2.2 Scope and Limitation of the Study 
 
This study was focused on how the government 
officials leadership practices relate to the LGU’s 
readiness to work from home arrangement as 
perceived by the respective LGU employees 
during the COVID-19 pandemic in Malita, Davao 
Occidental.   
 
The instruments used were limited only on the 
questionnaires freely downloaded from the 
internet’s public domains. These were: 
Leadership Practices Inventory (LPI) by Kouzes 
& Posner [5] and the schools’ readiness to 
distance education as perceived by the school 
teachers formulated by Lapada [6]. 
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2. MATERIALS AND METHODS  
 

2.1 Research Design 
 
The study used was quantitative in nature and 
employed a descriptive correlational research 
design. This involved the systematic investigation 
of the nature of relationships, or associations 
between and among dependent and independent 
variables and is most commonly used when 
seeking statistical relationship between two 
variables without manipulating the data 
themselves. The variables leadership practices 
of heads and readiness to work from home as 
perceived by the employees, will not be, in any 
way manipulated. The data were simply be 
subjected to observation and from the data, 
relationships of both independent and dependent 
variables were checked, collated and interpreted 
to determine if there will be emerging trends and 
patterns. This statistical process was done 
without treating or changing the data itself. 
 

2.2 Sampling Size and Technique 
 
Total population sampling was employed in 
identifying the respondents for the Leadership 
Practice Inventory (LPI) questionnaire. This is 
possible because there were only 26 number of 
offices under study with a total of 1,071 heads. 
To determine the sample size of employees per 
office who responded to the questionnaire on 
readiness to work from home, stratified random 
sampling technique will be applied to ensure 
proportional distribution of respondents and to 
avoid biases in the selection. From the 
population of municipal employees, a sample 
size was determined using the Slovin’s formula.  
This allowed the researcher to sample the 
population with a desired degree of accuracy.    
 

2.3 Respondents of the Study 

 
The respondents to this study were the heads 
and their respective employees in each 
respective offices of the Local Government of 
Malita, Davao Occidental. The heads were the 
main object of the study and answered to the 
self-rating Leadership Practice Inventory (LPI) 
questionnaire. On the other hand, respective 
office employees answered to the questionnaire 
on readiness to work from home arrangement 
during the COVID-19 pandemic.  The list of the 
heads and employees was obtained from Human 
Resource office of Malita Local Government Unit, 

in Malita, Davao Occidental before the actual 
conduct of the study. 
 

2.4 Research Instrument 
 
Descriptive survey questionnaire was utilized in 
this study which were freely obtained from the 
internet’s public domains. The instrument for 
heads leadership practices was divided into two 
(2) parts. The first part was be for the 
demographic profile of the respondents and the 
second part is the Leadership Practice Inventory 
(LPI) questionnaire which was be based on the 
adopted Leadership Practice Inventory (LPI) by 
Kouzes & Posner [5] with reported internal 
reliability ranging from 0.80 to 0.91 Cronbach’s 
alpha coefficients. The thirty (30) questions for 
the LPI questionnaire will be scaled from 1 to 5 
where 5 – Almost always, 4 – Fairly often, 3 – 
Sometimes, 2 – Once in a while, and 1 – Rarely. 
The statement consists of different leadership 
behavior and activities. Statement 1-6 talks about 
how they model the way, statements 7-12 is how 
they inspired a shared vision, statements 13-18 
deal with how they challenge the process, 
statements 19-24 dealt with how they enable 
others to act, and statements 25-30 talked about 
they encourage the heart. 
 
The readiness to work from home as perceived 
by the office employees was based on the 
adapted questionnaire formulated by Lapada [6]. 
The ten (10) items in the questionnaire were 
retained but the choices were modified to 
accommodate broader perceptions among the 
teacher-respondents. Originally, the questions 
are answerable only by “yes”, “no”, or “maybe”. 
Modification was yield the adapted responses of 
1 to 5 where 5 – Strongly Agree, 4 – Agree, 3 – 
Neither Agree or Disagree, 2 – Disagree, and 1 – 
Strongly Disagree.  The adapted questionnaire 
was submitted to the adviser for comments and 
corrections. It will be subjected to validation by at 
least three (3) experts in research and education. 
Two (2) internal validators from the institution 
and one (1) external validator from other 
education agency was validate the questionnaire 
using the institution’s validation sheet. 
 

2.5 Data Analysis 
 
The five levels of Leadership Practice Inventory 
(LPI) among the office heads were as follows 
with their respective range of means, descriptive 
level, and interpretation: 
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 Range of Means Descriptive Level Interpretation 

4.20 – 5.00 Almost always This indicates very high level of 
leadership influence. 

3.40 – 4.19 Fairly often This indicates high level of leadership 
influence. 

2.60 – 3.39 Sometimes This indicates neutral level of 
leadership influence. 

1.80 – 2.59 Once in a while This indicates minimal level of 
leadership influence 

1.00 – 1.79 Rarely This indicates no influence of 
leadership 

 
In evaluating the level of readiness to work from home, the following scale was used: 
 

Range of Means Descriptive Level Interpretation 

4.20 – 5.00 Strongly Agree This indicates very high level of 
readiness. 

3.40 – 4.19 Agree This indicates high level of readiness. 
2.60 – 3.39 Neither Agree or Disagree This indicates neutral level of readiness. 
1.80 – 2.59 Disagree This indicates minimal readiness. 
1.00 – 1.79 Strongly Disagree This indicates non-readiness. 

 

2.6 Data Gathering Procedure 
 
The necessary data was gathered from the 
respondents through the following procedures: 
The researcher sent letter to the Local Chief 
Executive to seek permission to conduct the 
study among the selected offices. Affixed in the 
letter of certification and endorsement from the 
Office of the BPA Program Head of SPAMAST 
and the research instrument that would be 
disseminated to the respondents. After the 
approval letter from the Office of the Local Chief 
Executive or the Mayor had received, a letter 
seeking authorization and proposed date was 
handed personally to the office heads of the 
offices. The research questionnaires were 
administered upon the permission of the head of 
office. 

 
The questionnaire was personally distributed to 
the respondents and an orientation was 
conducted before the questionnaires would be 
answered. The collected data were analyzed and 
interpreted in light of the research questions of 
the study. 
 

3. RESULTS AND DISCUSSION 
 

3.1. Demographic Profile of the 
Respondents 

 

Table 1 shows the demographic profile of the 
267 respondents as to age, gender, years in 
service, and highest educational attainment. 

There were 26 respondents answered the 
questionnaires.  As indicated in the Table, 4 or 
15.38% were 24-32 years old of the total sample.  
The others were 4  or 15.38 % were 33-41 years 
old, 7 or 26.92% were 42-50 years old, 6 or 
23.02 % were 51-59 years old and 5 or 19.23% 
were 60 and above years old.  The mean 
average in terms of age is 47.31. This implies 
that most of the respondents were in their late 
40’s. The males were 15 or 57.70%, 10 or 
38.50% were females, and 1 or 3.80% was a 
member of the LGBTQ. This results indicates 
that most of the office heads were                
males. 
 
As to educational attainment, 15 or 57.706% 
were college graduate, with masters units with 2 
respondents or 7.70%, with masters degree were 
7 or 26.90%, 1 or 3.80 with doctoral units, and 1 
or 3.80% with a doctorate degree.    
 
As to years of service, 7 or 26.92% are in service 
for 3-8 years, followed by 9-14years with 10 
respondents or 38.46% then 15-20 years with 6 
respondents or 23.08% then 21-26 years with 1 
respondent at 3.85%, finally, there were 2 
respondents or 7.69% who belong to 27 and 
above years of service, with a mean of 12.85 
years. 
 
As a result, the socio-demographic profile has 
little bearing on the efficiency of office 
management as manifested by the data.
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Table 1. Demographic profile of the respondents 
 

Particulars Frequency (f) Percentage (%) 

Age    

     24 – 32  4 15.38 
     33 – 41 4 15.38 
     42 – 50 7 26.92 
     51 – 59  6 23.02 
     60 and above  5 19.23 
     Mean: 47.31   

Gender    

     Male 15 57.70 
     Female 10 38.50 
     LGBTQ 1 3.80 

Educational Attainment   

    Baccalaureate Degree 15 57.70 
    With Masteral Units 2 7.70 
    Master’s Degree Holder 7 26.90 
    With Doctoral Units 1 3,80 
    Doctor’s Degree Holder 1 3.80 

Years in Service   

     3 – 8  7 26.92 
     9 – 14 10 38.46 
    15 – 20 6 23.08 
     21 – 26  1 3.85 
     27 and above 2 7.69 
     Mean: 12.85   
n = 26, %=100   

 
Table 2 shows the level of leadership of officials 
in terms of modelling. This includes the following 
statements, 1. Seeking out challenging 
opportunities that test my skills and abilities, 
obtained a mean of 4.69 which describes as 
almost always and interpreted as very high level 
of leadership influence. 2. Describing to others 
the kind of future would like for us to create 
together, obtained 4.54 which describes as 
almost always and interpreted as very high level 
of leadership influence, 3. Involving others in 
planning the actions we will take, with a mean of 
4.77 almost always and interpreted as very high 
level of leadership influence.  4. Clear about 
one’s own philosophy of leadership, with a mean 
of 4.73 almost always and interpreted as very 
high level of leadership influence. 5. Taking the 
time to celebrate accomplishments when project 
milestones are reached, with a mean of 4.73 
describes as almost always and interpreted as 
very high level of leadership influence;  and 6. 
staying up-to-date on the most recent 
developments affecting one’s organization, with 
its mean of 4.65 describes as almost always and 
interpreted as very high level of leadership 
influence. From the given statements all were 
described as almost always. This means that 

LGU officials manifest a very high level of 
leadership influence.  
 
It must be observed that, Lou, et al., [7], stated 
that, in existing studies on leader effectiveness, 
scholars have focused on the significance of the 
power distance orientation of followers for 
transformational leadership. On the other hand, 
leaders need to have a philosophy, a set of high 
standards by which the organization is measured, 
a set of principles concerning the way people 
should be treated and the way goals should be 
pursued that make the organization unique and 
distinctive, [8]. 
 
As far as our perception as researchers, LGU 
officials were able to see the importance of 
standing out as a leader in a situation where 
everyone is vulnerable in this trying time.  
 
Furthermore, shows another domain of 
leadership practices which is the inspired a 
shared vision. It has six statements that comprise 
the following; Appealing to others to share one’s 
dream of the future as their own, which obtained 
the mean of 4.62 describes as almost always 
and interpreted as very high level of leadership 
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influence ; treat others with dignity and respect; 
make certain that the projects obtained a mean 
of 4.69 describes as almost always and 
interpreted as very high level of leadership 
influence ; leading is broken down into 
manageable steps obtained 4.62 describes as 
almost always and interpreted as very high level 
of leadership influence ; making sure that people 
are recognized for their contributions to the 
success of our projects obtained 4.69 describes 
as almost always and interpreted as very high 
level of leadership influence ; challenge the way 
we do things at work obtained 4.62 describes as 
almost always and interpreted as very high level 
of leadership influence   ; and clearly 
communicate a positive and hopeful outlook for 
the future of our organization, 4.62 describes as 
almost always and interpreted as very high level 
of leadership influence. 
 
All statements from the domain of inspire a 
shared vision generally described as almost 
always manifested by all officials of the LGU who 
manifested a very high level of leadership 
influence to their subordinates. This entails 
support from other colleagues in the workplace. 
Positive relationships among employees beget 
social support. It could not be argued that, when 
an official treat his worker with dignity and 
respect, he inspires his employees.  
 
It is critical for corporate leaders to develop a 
vision for their company, Johnson [9], enthused. 
A vision is an idealized and one-of-a-kind 
depiction of a common future. It is, in fact, a 
mental image of what will happen tomorrow [10]. 
The more optimistic a leader is about the future, 
the more effectively he or she can transmit it to 
others. Only if followers find the cause appealing, 
motivating, and inspirational can they form a 
shared vision [11]. 
 
On the other hand leaders seek opportunities to 
disrupt the status quo or make a paradigm shift 
in order to inspire people to greatness [12]. 
Kouzes & Posner [13] to develop the 
organization, leaders should seek out new ideas, 
take risks, accept responsibility, and be 
accountable for their activities. Orbé-Austin [14], 
says that, leaders must be willing to make errors 
in order to succeed, because every misstep 
opens the door to a new opportunity. It is critical 
for leaders to be aware of their employees' 
talents and abilities [15]. People typically reveal 
skills and qualities that they were previously 
unaware of by participating in demanding 
chances, according to Kouzes. The leader 

should not set goals so high that people become 
frustrated, but he or she should set goals that are 
achievable.  
 
There are statements in this domain of 
leadership practices; giving people a lot of 
discretion to make their own decisions obtained a 
mean of 4.54 describes as almost always and 
interpreted as very high level of leadership 
influence; spending time and energy making 
certain that people adhere to the values that 
have been agreed on obtained 4.81  describes 
as almost always and interpreted as very high 
level of leadership influence; praising people for 
a job well done, obtained 4.73 describes as 
almost always and interpreted as very high level 
of leadership influence ; looking for innovative 
ways we can improve what we do in this 
organization, obtained 4.77 describes as almost 
always and interpreted as very high level of 
leadership influence; showing others how their 
long-term future interests can be realized by 
enlisting in a common vision, obtained 4.73 
describes as almost always and interpreted as 
very high level of leadership influence; and 
developing cooperative relationships with the 
people I work with, obtained 4.81 obtained 4.73 
describes as almost always and interpreted as 
very high level of leadership influence.   
 
All statements were described as almost always 
since the mean obtained 4. 73. This indicates 
also that, the LGU official has a very high level of 
leadership influence. The statement number 14 - 
spend time and energy making certain that 
people adhere to the values that have been 
agreed on, and statement number 18 -develop 
cooperative relationships with the people I work 
with; obtained the same mean of 4.81 which 
described as almost always and interpreted as 
very high level of leadership influence. 
 
In addition to , the statements under this domain 
are as follows; letting others know my beliefs on 
how to best run the organization I lead obtained 
4.62 describes as almost always and interpreted 
as very high level of leadership influence; give 
the members of the team lots of appreciation and 
support for their contributions which obtained 
4.54 describes as almost always and interpreted 
as very high level of leadership influence  ; ask 
"What can we learn?" when things do not go as 
expected obtained 4.65 describes as almost 
always and interpreted as very high level of 
leadership influence; look ahead and forecast 
what I expect the future to be like which obtained 
4.54 describes as almost always and interpreted 
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as very high level of leadership influence ; create 
an atmosphere of mutual trust in the projects I 
lead which obtained 4.65 describes as almost 
always and interpreted as very high level of 
leadership influence ; and consistent in practicing 
the values I espouse, and obtained 4.58 
describes as almost always and interpreted as 
very high level of leadership influence. 
 
The above statements described as almost 
always and interpreted as indicates a very high 
level of leadership influence. The over-all mean 
is 4.60. Trusting and learning as found in 
statements 21 and 23, with the same mean of 
4.65. Teamwork is critical for an organization to 
be productive. The leader and employees must 
collaborate in order to develop employee 
commitment and skills, solve problems, and be 
responsive to environmental pressures [16]. By 
fostering collaboration, leaders unleash the 
energies and talents available in their 
organization. Shared vision and values bind 
employees together in collaborative pursuit [10]. 
Tasks that require people to interact, 
communicate and exchange ideas and resources 
underscore the notion that people have 
cooperative goals [17]. 
 
Moreover, the following statements; I find ways 
to celebrate accomplishments, which obtained 
4.62 describes as almost always and interpreted 
as very high level of leadership influence; I 
experiment and take risks with new approaches 
to my work even when there is a chance of 
failure, obtained 4.58 describes as almost always 
and interpreted as very high level of leadership 
influence; I am contagiously excited and 
enthusiastic about future possibilities, which 
obtained 4.62 describes as almost always and 
interpreted as very high level of leadership 
influence ; I get others to feel a sense of 
ownership for the projects they work on, which 
obtained 4.77 describes as almost always and 
interpreted as very high level of leadership 
influence ; I make sure the work group sets clear 
goals makes plans, and establishes milestones 
for the projects I lead, obtained 4.65 describes as 
almost always and interpreted as very high level 
of leadership influence  ; and, I make it a point to 
tell the rest of the organization about the good 
work done by my organization, which obtained 
4.69 describes as almost always and interpreted 
as very high level of leadership influence. 
 
It obtained the over-all mean of 4.65 which 
described as almost always, and interpreted as 
indicates very high level of leadership influence. 

The statement found in number 28 got the 
highest mean of 4.77 - I get others to feel a 
sense of ownership for the projects they work on.  
 
In winning teams, members share in the rewards 
of their efforts. Leaders give recognition to those 
contributing to the success of the project and 
encourage staff members by celebrating team 
accomplishment regularly. They express pride in 
the accomplishments of their teams [18]. On the 
other hand, Orbé-Austin, [14], leaders should 
come up with different kinds of rewards and not 
only rely on formal rewards. Instead, leaders can 
make tremendous use of intrinsic rewards, such 
as certificates, plaques, and other tangible gifts.  
 
On the other hand, Mugavin [19] explains, as 
shown in the models above, leaders primarily 
have two tasks: getting things done and 
influencing people to achieve their objectives. 
Moreover, Kohll [20], added that, staff must be 
involved and motivated, a positive culture must 
be established, a collective vision must be 
developed, quality programs must be developed, 
and a favorable atmosphere must be created 
[21-30]. 
 
It also shows another domain of leadership 
practices which is the inspired a shared vision. It 
has six statements that comprise the following; 
Appealing to others to share one’s dream of the 
future as their own, which obtained the mean of 
4.62 describes as almost always and interpreted 
as very high level of leadership influence ; treat 
others with dignity and respect; make certain that 
the projects obtained a mean of 4.69 describes 
as almost always and interpreted as very high 
level of leadership influence ; leading is broken 
down into manageable steps obtained 4.62 
describes as almost always and interpreted as 
very high level of leadership influence ; making 
sure that people are recognized for their 
contributions to the success of our projects 
obtained 4.69 describes as almost always and 
interpreted as very high level of leadership 
influence ; challenge the way we do things at 
work obtained 4.62 describes as almost always 
and interpreted as very high level of leadership 
influence   ; and clearly communicate a positive 
and hopeful outlook for the future of our 
organization, 4.62 describes as almost always 
and interpreted as very high level of leadership 
influence [31-40]. 
 

All statements from the domain of inspire a 
shared vision generally described as almost 
always manifested by all officials of the LGU who 
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manifested a very high level of leadership 
influence to their subordinates. This entails 
support from other colleagues in the workplace. 
Positive relationships among employees begets 
social support. It could not be argued that, when 
an official treat his worker with dignity and 
respect, he inspires his employees [41-53].  
 
It is critical for Corporate leaders to develop a 
vision for their company, Johnson [9], enthused. 

A vision is an idealized and one-of-a-kind 
depiction of a common future. It is, in fact, a 
mental image of what will happen tomorrow               
[10]. The more optimistic a leader is about the 
future, the more effectively he or she can 
transmit it to others. Only if followers find                    
the cause appealing, motivating, and 
inspirational can they form a shared vision             
[11]. 

 

Table 2. Level of leadership practices of officials in terms of: 
 

Domains                                                                                      Mean          Description 

Modeling the way 4.69 Almost Always 
1. I seek out challenging opportunities that test   
      my skills and abilities.   

4.69 Almost Always 

2. I describe to others the kind of future I would  
       like for us to create together.   

4.54 Almost Always 

3. I others in planning the actions we will take. 4.77 Almost Always 
4. I am clear about my own philosophy of  
       leadership. 

4.73 Almost Always 

5. I take the time to celebrate accomplishments  
       when project milestones are reached.  

4.73 Almost Always 

6. I stay up-to-date on the most recent  
      developments affecting our organization. 

4.65 Almost Always 

Inspire a shared vision 4.64 Almost Always 
7.  I appeal to others to share my dream of the  
        future as their own.  

4.62 Almost Always 

8. I treat others with dignity and respect. 4.69 Almost Always 
9. I make certain that the projects I lead are  
       broken down into manageable steps. 

4.62 Almost Always 

10. I make sure that people are recognized for  
         their contributions to the success of our  
         projects. 

4.69 Almost Always 

11. I challenge the way we do things at work. 4.62 Almost Always 
12. I clearly communicate a positive and  
         hopeful outlook for the future of our  
         organization. 

4.62 Almost Always 

Challenge the process 4.73 Almost Always 
13. I give people a lot of discretion to make  
         their own decisions. 

4.54 Almost Always 

14. I spend time and energy making certain  
         that people adhere to the values that have  
         been agreed on. 

4.81 Almost Always 

15. I praise people for a job well done. 4.73 Almost Always 
16. I look for innovative ways we can improve  
         what we do in this organization. 

4.77 Almost Always 

17. I show others how their long-term future  
         interests can be realized by enlisting in a  
         common vision. 

4.73 Almost Always 

18. I develop cooperative relationships with the  
         people I work with. 

4.81 Almost Always 

Enable others to act 4.60 Almost Always 
19. I let others know my beliefs on how to best  
         run the organization I lead. 

4.62 Almost Always 

20. I give the members of the team lots of  4.54 Almost Always 
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Domains                                                                                      Mean          Description 

         appreciation and support for their  
         contributions. 
21. I ask "What can we learn?" when things do  
         not go as expected. 

4.65 Almost Always 

22. I look ahead and forecast what I expect the  
         future to be like. 

4.54 Almost Always 

23. I create an atmosphere of mutual trust in  
         the projects I lead. 

4.65 Almost Always 

24. I am consistent in practicing the values I  
         espouse. 

4.58 Almost Always 

Encourage the heart 4.65 Almost Always 
25. I find ways to celebrate accomplishments. 4.62 Almost Always 
26. I experiment and take risks with new  
        approaches to my work even when there is  
        a chance of failure. 

4.58 Almost Always 

27. I am contagiously excited and enthusiastic  
        about future possibilities. 

4.62 Almost Always 

28. I get others to feel a sense of ownership for  
         the projects they work on.  

4.77 Almost Always 

29. I make sure the work group sets clear goals  
         makes plans, and establishes milestones for  
         the projects I lead. 

4.65 Almost Always 

30. I make it a point to tell the rest of the  
         organization about the good work done by  
         my organization. 

4.69 Almost Always 

 
Apart from not being familiar with the so-called 
new normal, I observe certain doubts and 
ambiguity among government personnel as a 
result of the covid 19 epidemic. Workers at the 
LGU Malita face a hurdle in terms of being willing 
to work from home. 
 
The question posed in this study the level of LGU 
employees readiness to work from home 
arrangement. On this table, among the 267 
respondents, it has 206 or 77.15% are strongly 
agree as described by its level of readiness. This 
necessitates worker flexibility, and despite the 
fact that work is limited, workers are nevertheless 
able to deliver what is required. Also, there is 54 
or 20.22 % described as agree they are ready 
which means that they are flexible to work 
outside of their different offices and work from 
home is the option. Among 267 respondents, it 
has 5 or 1.87% is doubtful on their readiness to 
work from home arrangement. This described as 
neither agree or disagree on their readiness 
based on the description on the level of 
readiness to work from home arrangement. 
There was none or 0.00% disagree. There were 
2 or 0.75 % described as strongly disagree 
among the 267 respondents. 
 
Table 4. Leaders seek opportunities to                   
disrupt the status quo or make a paradigm shift 

in order to inspire people to greatness [12]. 
Posner and Kouzes: To develop the organization, 
leaders should seek out new ideas, take                    
risks, accept responsibility, and be accountable 
for their activities. Orbé-Austin [14], says                    
that, leaders must be willing to make errors in 
order to succeed, because every misstep opens 
the door to a new opportunity. It is critical for 
leaders to be aware of their employees' talents 
and abilities, Allen, GP. et al., [15]. People 
typically reveal skills and qualities that they were 
previously unaware of by participating in 
demanding chances, according to Kouzes. The 
leader should not set goals so high that people 
become frustrated, but he or she should set 
goals that are achievable. 
 
There are statements in this domain of 
leadership practices; giving people a lot of 
discretion to make their own decisions obtained a 
mean of 4.54 describes as almost always and 
interpreted as very high level of leadership 
influence; spending time and energy                     
making certain that people adhere to the values 
that have been agreed on obtained 4.81  
describes as almost always and interpreted as 
very high level of leadership influence; praising 
people for a job well done,obtained 4.73 
describes as almost always and interpreted as 
very high level of leadership influence; looking
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Table 3. LGU employees Level of Readiness to Work from Home Arrangement 
 

Level of Readiness to 
Work from Home 

Description Frequency 
(f) 

Percentage 
(%) 

4.20 – 5.00 Remarkably Ready 206 77.15 
3.40 – 4.19 Very Ready 54 20.22 
2.60 – 3.39 Ready 5 1.87 
1.80 – 2.59 Somewhat Ready 0 0.00 
1.00 – 1.79 Not Ready 2 0.75 

Mean: 4.54; n=267; %=100 

 

  

Table 4. Relationship between leadership practices 
 

Domains r-value description p-value interpretation 

Modelling the way 0.063 High correlation 0.759 Not Significant 
Inspiring the vision -0.030 Low correlation 0.886 Not Significant 
Challenging the process 0.079 High correlation 0.702 Not Significant 
Enabling others to act 0.108 Perfect correlation 0.599 Not Significant 
Encouraging the heart  0.178 Perfect correlation 0.385 Not Significant 
Leadership Practices (Overall) 0.078 High correlation 0.706 Not Significant 
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for innovative ways we can improve what we do 
in this organization, obtained 4.77 describes as 
almost always and interpreted as very high level 
of leadership influence; showing others how their 
long-term future interests can be realized by 
enlisting in a common vision, obtained 4.73 
describes as almost always and interpreted as 
very high level of leadership influence;  and 
developing cooperative relationships with the 
people I work with, obtained 4.81 obtained 4.73 
describes as almost always and interpreted as 
very high level of leadership influence.   
 
All statements were described as almost always 
since the mean obtained 4.73. This indicates 
also that, the LGU officials has a very high level 
of leadership influence. The statement number 
14 - spend time and energy making certain that 
people adhere to the values that have been 
agreed on, and statement number 18 -develop 
cooperative relationships with the people I work 
with; obtained the same mean of 4.81 which 
described as almost always and interpreted as 
very high level of leadership influence. 
 

4. SUMMARY 
 
Based on the presented, analyzed and 
interpreted data, this chapter presents the key 
findings and recommendations for this study 
focus on determining how the relationship of 
leadership practices and LGU’s readiness to 
work from home arrangement due to COVID-19 
Pandemic of the government center in the 
Municipality of Malita, Davao Occidental. 
 
The study sought to answer the following 
problem statement such as: 1) Demographic 
profile of the respondents. 2) The level of the 
leadership practices of the officials in terms of 
Modelling the way; inspiring a shared vision; 
challenging the process; enabling others to act; 
and encouraging the heart. 3) The level of LGU’s 
readiness to work from home as perceived by the 
municipal employees. 4) The significant 
relationship between leadership practices of               
the officials and LGU’s readiness to work from 
home arrangement as perceived by the 
employees.  
 
This study considered the relationship of 
leadership practices and LGU’s readiness to 
work from home arrangement due to COVID-19 
Pandemic of the government center in the 
Municipality of Malita, Davao Occidental during 
the period 2020-2021.  
 

There were 26 interviewed respondents. The 
mean average in terms of age is 47.31. The 
males were 15 or 57.70%, 10 or 38.50% were 
females, and 1 or 3.80% was a member of the 
LGBTQ community. There were 4 or 15.38% 
were 24-32 years old of the total sample. 
 
There were 15 or 57.706% of respondents who 
were college graduate, with masters units with 
7.70% having a master’s degree. There were 2 
respondents who belong to 27 and above years 
of service, with a mean age of 12.85 years. 
 
Malita LGU officials have a very high level of 
leadership influence. Table 2 shows the level of 
leadership of officials in terms of modelling. All 
were described as 'almost always' with a mean of 
4.69, which means they had a good overall 
performance.  
 
Table 2 shows another domain of leadership 
practices which is the inspired a shared vision. It 
has six statements that comprise the following; 
Appealing to others to share one's dream of the 
future as their own, treating others with dignity 
and respect. Leading is broken down into 
manageable steps. With a general mean of 4.64, 
which describes as almost always and 
interpreted as very high level of leadership 
influence. 
 
On the other hand, there are statements in this 
domain of leadership practices described as 
almost always and interpreted as very high level 
of leadership influence. All statements were 
described as almost always since the mean 
obtained 4.73. This indicates also that, the LGU 
officials has a very high levels of leadership 
influence. Table 5 is a list of statements that 
indicate a high level of leadership influence. The 
over-all mean is 4.60, with the same mean of 
4.65 for Trusting and learning as found in 
statements 21 and 23, with an average of 4.54. 
 
Furthermore, the following statements; I 
experiment and take risks with new approaches 
to my work even when there is a chance of 
failure. The statement found in number 28 got 
the highest mean of 4.77 - I get others to feel a 
sense of ownership for projects they work on.  
 
Among the 292 respondents, it has 206 or 
77.15% are strongly agree as described by its 
level of readiness. This necessitates worker 
flexibility, and despite the fact that work is limited, 
workers are able to deliver what is required. 
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Leadership practices of LGU and LGU 
employees' readiness to work from home 
arrangement as perceived. As level of model the 
way, challenge the process, enable others to act, 
and encouraging the heart increase, the level of 
employees' preparedness to work from  home 
also increases. 
Since the p-value is greater than 0.05 level of 
significance, hence we failed to reject the null 
hypothesis and conclude that there is NO 
significant relationship between leadership 
practices of the officials and LGU’s employees’ 
readiness to work from home arrangement as 
perceived. 
 

5. CONCLUSIONS 
 
The researchers came up with the following 
conclusions based on the findings of the study: 
 
In terms of educational attainment of the LGU 
employees, it had been shown during the 
conduct of the study of the previous year that 
only few employees had attained the post 
graduate level. It implies lack of career 
movements of the rest of the LGU employees. 
 
The level of leadership is not so problematic, 
however, it implies laxity among the employees 
since career wise they are stagnated on their 
present qualification and promotions maybe 
difficult for them in the future when opportunity 
comes in. 
 
Readiness among the employees of the LGU is 
not an issue, however, other employees might be 
influential to the majority of the employees who 
are ready, thus, it will affect employees’ job 
performance. 
 
As the results shown on the level of “encouraging 
the heart” increases, the level of employees’ 
readiness to work-from-home also increases.   
Positive results posed on this domain, yet, it 
takes a lot of courage to influence the employees 
when leadership is not sustained. On the other 
hand, the level of inspiring a shared vision 
increases, the level of employees’ readiness to 
work-from-home decreases. This is a positive 
response among the employees but the 
takeaway on this might not be prolonged since 
leadership at the LGU is not sustainable, 
transfers and promotions, and dismissal and 
retirement are the realities at hand. 
 
There is no significant relationship between 
leadership practices of the officials and LGU’s 

employees’ readiness to work from home 
arrangement as perceived. 
 

6. RECOMMENDATIONS 
 
Based on the findings, the following 
recommendations are presented: Employees 
must pursue post graduate studies, in this way 
he or she can be promoted anytime when 
opportunities are at hand or available.Very high 
level of leadership influence is evident in Malita 
LGU. It is recommended to maintain this by 
continuing trainings/seminars for the 
employees.Most of the employees are 
remarkably ready for the work from home 
arrangement. This shall be acknowledged well. 
Support measures is encouraged ensure safe 
and productive work environment.To minimize 
bureaucracy which resulted to laxity among the 
employees, continuity plan for all employees for 
advance studies, team building and conflict 
resolution and values formation may be 
conducted annually.Finally, since the level of 
inspire a shared vision, one of the leadership 
practices domains, increases, the LGU officials 
need to know its meaning and open themselves 
into communication structure that allows 
employee to participate. The more optimistic a 
leader is about the future, the more effectively he 
or she can transmit it to others.  
 

ETHICAL APPROVAL 
 
As per international standard or university 
standard written ethical approval has been 
collected and preserved by the author(s). 
 

CONSENT  
 
As per international standard or university 
standard, respondents’ written consent has been 
collected and preserved by the author(s). 
 

COMPETING INTERESTS 
 
Authors have declared that no competing 
interests exist.  
 

REFERENCES 
 
1. Miranda AT. World’s Distribution of 

COVID-19 Cases and The Benford’s Law. 
Cape Comorin Journal. 2020;2(V):16-20. 

2. World Health Organization; 2020.  
Available:https://www.who.int/director-
general/speeches/detail/who-director-



 
 
 
 

Mahinay et al.; AJESS, 26(4): 37-51, 2022; Article no.AJESS.84219 
 
 

 
49 

 

general-s-opening-remarks-at-the-media-
briefing-on-COVID-19---11-march-2020. 

3. Franca, Glenford C. Conflict Resolution 
Skills and Team Building Competence of 
School Heads: A Model for Effective 
School Management. SPAMAST Research 
Journal. 2019;7(1):39-43. 

4. Payne G. Teacher leadership in uncertain 
times: recommendations board-certified 
teachers for school, district, and state 
leaders. National Board for Professional 
Teaching Standards; 2020. 

5. Kouzes JM, Posner BZ. Leadership 
practices inventory. A self – assessment 
and analysis (expanded edition). San 
Francisco: Jossey – Bass Inc., Publishers; 
1993. 

6. Lapada A. Teachers’ COVID-19 
Awareness, Distance Learning             
Education Experiences and Perceptions 
towards Institutional Readiness and 
Challenges. International Journal of 
Learning, Teaching and Educational 
Research; 2020.  
DOI:19. 10.26803/ijlter.19.6.8. 

7. Luo YJ, Li YP, Choi JN, Du J. Visionary 
leadership effectiveness: Moderating roles 
of power distance and middle-way thinking. 
Scientific Journal Publishers: Social 
Behavior and Personality: An International 
Journal. 2020;48(12):1-12. 

8. Ejimabo NO. The influence of decision 
making in organizational leadership and 
management activities. J Entrepren 
Organiz Manag. 2015;4:138.  
DOI: 10.4172/2169-026X.1000138. 

9. Johnson K. Deaf Education in China: 2000 
to 2020. University of Minnesota 
Publishers, Minnesota, USA; 2017. 

10. Choi J. "The role of a large competitor’s 
entry and level of innovativeness in 
consumer adoption of new products: A 
comparison between market uncertainty 
and technological uncertainty", Asia Pacific 
Journal of Innovation and 
Entrepreneurship. 2016;10(1):168-182. 

11. Abrell-Vogel C, Rowold J. Leaders’ 
commitment to change and their 
effectiveness in change – a multilevel 
investigation. J. Org. Change Manag. 
2014;27:900–921.  
DOI: 10.1108/jocm-07-2012-011. 
WHO. Coronavirus disease   2019   report 
(COVID-19), situation report – 59; 2020a.     
Available: https://tinyurl.com/38jtu3cy 

12. Vugt MV, Robert H, Kaiser R. “Leadership, 
Followership, and Evolution: Some 

Lessons from the past, “American 
Psychologist. 2018;63(3):182-96, 
Available:http://www.professormarkvanvug
t.com/images/files/LeadershipandEvolution
-AmericanPsychologist-2008.pdf. 

13. Kouzes JM, Posner BZ. The leadership 
challenge: How to keep getting 
extraordinary things done in organizations 
(2

nd
 ed.). Jossey-Bass; 1995. 

14. Orbé-Austin R. Own Your Greatness: 
Overcome Impostor Syndrome, Beat Self-
Doubt, and Succeed in Life. Ulysses 
Press. New York City; 2020. 

15. Allen GP, Moore WM, Moser LR, Neill KK, 
Sambamoorthi U, Bell HS. The role of 
servant leadership and transformational 
 leadership in academic pharmacy. Am J 
Pharm Educ. 2016;80(7):113.  
DOI: 10.5688/ajpe807113. 

16. Rosen MA, DiazGranados D, Dietz AS, 
Benishek LE, Thompson D, Pronovost PJ, 
Weaver S. J. Teamwork in healthcare: Key 
discoveries enabling safer, high-quality 
care. The American Psychologist. 
2018;73(4):433–450.  
Available:https://doi.org/10.1037/amp0000 
298. 

17. Jacobs C, Pfaff H, Lehrer B. The Influence 
of Transformation Leadership on 
Employee Well- Being: Results From a 
Survey of Companies in the Information 
and Communication Technology Sector in 
Germany. J Occup Environ Med. 
2013;55(7):772-8.  
DOI: 10.1097/JOM.0b013e3182972ee5. 

18. Harrison K. Why employee recognition is 
so important-and what you can do about it. 
Australia. Cuttingedge; 2020. 

19. Mugavin B. Leadership Development: 
Encourage The Heart When Leading 
Virtually; 2020. 

20. Kohll A. How to build a positive culture. 
Omaha, Nebraska. Forbes; 2018. 

21. Agarwal P. How to create a positive 
Workplace Culture. United Kingdom. 
Forbes; 2018. 

22. Alinsunurin J. School learning climate in 
the lens of parental involvement and 
school leadership: lessons for 
inclusiveness among public schools. Smart 
Learn. Environ. 2020;7:25.  
Available:https://doi.org/10.1186/s40561-
020-00139-. 

23. Antoniou P. Development of research on 
school leadership through evidence-based 
and theory driven approaches: A review of 
school leadership effects revisited. School 



 
 
 
 

Mahinay et al.; AJESS, 26(4): 37-51, 2022; Article no.AJESS.84219 
 
 

 
50 

 

Effectiveness and School Improvement. 
2013;24(1):122-128. 

24. Asbari M, Dylmoon HD, Purwanto A. 
Managing employee performance: From 
leadership to readiness for change. 
International Journal of Social and 
Management Studies. 2021;2(1):74–85.  
Available: https://doi.org/ 10.5555 /ijosmas. 
v2i1.12. 

25. Ayeleke RO, Dunham A, North N, Wallis K. 
The Concept of Leadership in the Health 
Care Sector; 2018. 

26. Bryan NK. Historical Perspectives in 
industrial and organizational psychology 
2

nd
 Edition by Routledge, New York, NY; 

2021. 
27. Carnevale JB, Hatak I. Employee 

adjustment and well-being in the era of 
COVID-19: Implications for human 
resource management. Journal of 
Business Research. 2020;116:183–              
187.  
Available:https://doi.org/10.1016/j.jbusres 
.2020.05.037. 

28. Caulfield MJ. Genetic risk, coronary heart 
disease events, and the clinical benefit of 
statin therapy: an analysis of primary and 
secondary prevention trials, The Lancet. 
2015;385(9984):2264-2271. 
ISSN 0140-6736,  
Available:https://doi.org/10.1016/S0140-
6736(14)61730-X. 

29. Cherry K. Leadership theories - 8 Major 
Leadership theories; 2018. 
Available:http://www.psychology.about. 
com/od/ leadership/ p/leadtheories.htm. 

30. Cohen A. What Matters in Corporate 
Governance? The Review of Financial 
Studies. 2009;22(2):783-827.  
Available:https://doi.org/10.1093/rfs/ 
hhn099. 

31. Dingel JI, Neiman B. How many jobs can 
be done at home?, Journal of Public 
Economics. 2020;189:104235. 
ISSN 00047-2727,  
Available:https://doi.org/10.1016/j.jpubeco.
2020.104235. 

32. Eldor L. A process model of employee 
engagement: The learning climate and its 
relationship with extra-role performance 
behaviors. Journal of Organizational 
Behavior. 2015;37(2):213-235. 

33. Fernandez AA, Shaw JP. Academic 
Leadership in a Time of Crisis: The 

Coronavirus and COVID‐19. Journal of 
Leadership studies. Phoenix University; 
2020. 

34. Gajendran RS, Harisson DA. The good, 
the bad, and the  unknown about 
telecommuting: Meta-analysis of 
psychological   mediators and individual 
consequences. Journal of Applied 
Psychology. 2007;92(6):1524–1541. 

35. Grant B, Heinecke W. K–12school 
employee sexual abuse and misconduct: 
An examination of policy effectiveness. 
Journal of Child Sexual Abuse. 2019;28 
(2). 

36. Gonser S. Tips for Principals Shifting Their 
Schools to Distance Learning; 2020.  
Available:https://www.edutopia.org/article/ti
ps-principals-shifting-their-schools-
distance-learning. 

37. Jacobs M. "Environmental scanning, 
supply chain integration, responsiveness, 
and operational performance: An 
integrative framework from an 
organizational information processing 
theory perspective", International Journal 
of Operations & Production Management. 
2019;39(5):787-814. 

38. Joynes C, Rossignoli S, Fenyiwa Amonoo-
Kuofi E. 21

st
 Century Skills: Evidence of 

issues in definition, demand and delivery 
for development contexts (K4D Helpdesk 
Report). Brighton, UK: Institute of 
Development Studies; 2019. 

39. Killam K. How to Prevent Loneliness in a 
Time of Social Distancing. Scientific 
American Health  & Medicine Journal. 
2020;2(2). 

40. Kouzes JM, Posner BZ. The Leadership 
Challenge. 3

rd
 Edition, Jossey-Bass, San 

Francisco; 2002. 
41. Lehrer J. “Psychopaths and Rational 

Morality,” ScienceBlogs, April 29, 2010; 
2018. 
Accessed May 1, 2018,  
Available:http://scienceblogs.com/cortex/2
010/04/29/psychopaths-and-rational-
moral/. 

42. Messenger JC, Gschwind L. Three 
generations of Telework: New ICTs and 
the (R)evolution from Home Office to 
Virtual Office. NewTechnology, Work and 
Empolyment. 2016;31:195-208. 

43. Mourão L. The Role of Leadership in the 
Professional Development of 
Subordinates, Leadership, Suleyman 
Davut Göker, Intech Open; 2018. 
DOI: 10.5772/intechopen.76056.  
Available:https://www.intechopen.com/boo
ks/leadership/the-role-of-leadership-in-the-
professional-development-of-subordinates. 



 
 
 
 

Mahinay et al.; AJESS, 26(4): 37-51, 2022; Article no.AJESS.84219 
 
 

 
51 

 

44. Nilles JM. Traffic reduction by 
telecommuting: A status review and 
selected bibliography,Transportation 
Research Part A: General. 1998;22(4):301-
317. 
ISSN 0191-2607. 
Available: https://doi.org/10.1016/0191-
2607(88)90008-8. 

45. Purwanto A, Asbari M, Dylmoon Hidayat D. 
Managing Employee Performance: From 
Leadership to Readiness for Change. 
International Journal of Social and 
Management Studies. 2021;2(1):74–               
85.  
Availablde:https://doi.org/10.5555 
/ijosmas.v2i1.12. 

46. Salim A, Rajput NAR. The Relationship 
Between Transformational Leadership, 
Prosocial Behavioral Intentions, and 
Organizational Performance. The Journal 
of Asian Finance, Economics and 
Business. 2021;8(1):487–493.  
Available: 
https://doi.org/10.13106/JAFEB.2021.VOL
8.NO1.487. 

47. Senekal Q. Transformational Leadership: 
Enabling others to act. Retrieved June 15, 
2021 from International Journal of 
Business and Management Studies. 
2020;12(2). 
ISSN: 1309-8047. 

48. Snow K. Measuring workplace readiness: 
Conceptual and practical considerations; 
2006. 

49. Tasselli S, Kilduff M, Landis B. Personality 
change: Implications for organizational 
behavior. Academy of Management 
Annals. 2018;12(2):467–493. 

50. The Leadership Challenge. Workshop and 
The Five Practices of Exemplary 
Leadership® are registered trademarks of 
John Wiley & Sons, Inc. The associated 
icons are copyright © 2011 John Wiley & 
Sons, Inc; 2011.   
Available: www.leadershipchallenge.com. 

51. United Nations Policy Brief. Policy Brief: 
Education during COVID-19 and beyond; 
2020. 
Avaulable:https://www.un.org/development
/desa/dspd/wpcontent/uploads/sites/22/20
20/08/sg_policy_brief_COVID-
19_and_education_august_2020.pdf. 

52. Yip T. Ethnic/racial identity: A double-
edged sword? Associations with 
discrimination and psychological 
outcomes. Current Directions in 
Psychological Science. 2018;27(3):170–
175. 

53. Zander RL. Research Handbook of Global 
Leadership Making Difference: Published 
by Edward Elgar Publishing Limited, UK; 
2020.

 

© 2022 Mahinay et al.; This is an Open Access article distributed under the terms of the Creative Commons Attribution License 
(http://creativecommons.org/licenses/by/4.0), which permits unrestricted use, distribution, and reproduction in any medium, 
provided the original work is properly cited.  
 
 

 

Peer-review history: 
The peer review history for this paper can be accessed here: 

https://www.sdiarticle5.com/review-history/84219 

http://creativecommons.org/licenses/by/2.0

