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Abstract 

This study evaluates the Human Resources Management Practices in selected private schools in Cebu City. 

Findings serve as basis for a proposed improvement program. This study employs a descriptive survey design to 

determine the perceptions of employees on the human resource development program among private schools. 

The profile of the respondents will be tested for relationship with the level of effectiveness of the human 

resources management practices. The perceptions of the respondents will be tested for differences. Effectiveness 

of Achieving Goal gained the highest level of effectiveness while HR Competencies lowest level of effectiveness 

among the 3 dimensions. This would mean that the respondents that came from the different schools made a high 

level of perceptions on the effectiveness on achieving goal. There is a significant degree of variance on the 

analysis of variance on the perceptions of the employees on the evaluation of the human resource development 

program of the school in terms of championing employees. A closer view revealed that Effectiveness of Achieving 

Goal gained the highest level of effectiveness while HR Competencies lowest level of effectiveness among the 3 

dimensions. This would mean that the respondents that came from the different schools made a high level of 

perceptions on the effectiveness on achieving goal. Based on the findings of this study, it is recommended that a 

Human Resource Development Program will be implemented in order to increase the level of effectiveness of 

private schools in achieving its goals and the process of delivery of products and services as these will serve as 

benchmarks for improvement of administrative expertise, nurture and develop employees to its full potential for 

them to become passionate, effective and innovative non-teaching staff.  

 

Keywords: Human Resources Management, descriptive-survey design, Administrative Expertise, Pearson 
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Rationale of the Study 

 

Management of human resources is essential to launching and running a successful school. A strong director is 

necessary for a school. It also need a capable business team and bright, committed instructors. Human resources 

management is the procedure you use to draw in, educate, inspire, assess, compensate, and keep these crucial 

individuals on board. 

 

Labor law is complicated and mistakes can be extremely costly. Schools normally apply academic management 

principles which often times mismatched when applied to non teaching personnel. 

 

It goes without saying that it is crucial for schools to create and wisely maintain a legal human resource 

management system. In addition, the foundation of HR procedures must be a commitment to treating employees 

fairly and justly. A supportive work environment that fosters employee growth and success should be produced 

through sound HR procedures. 

 

Private schools must, therefore, be guided to insure effective human resources practice. Schools' HR practices 

need consultation with professionals, including experienced administrators and legal experts specializing in 

employment law. Advice should be sought not only during start-up phase, but also as part of an annual policy 

review and revision process. 

 

In this study, the private schools’ human resource practices are evaluated according to the accepted standards 

and practices in the hope that recommendations can guide private school administrators to improve their 

practices. 
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Resources should always be used wisely when they are few in order to support educational improvement goals 

as fully as feasible. At all levels of the educational system, policy makers and educational leaders must balance 

conflicting demands coming from a range of players both inside and outside the education sector. They must 

make difficult trade-offs when distributing and allocating money to various initiatives and goals. They require 

knowledge of the costs and consequences of various options in order to make such decisions. Analyses of 

effectiveness and efficiency focus on this. 

 

Efficiency is a top priority for educational policy in private schools. There has been a greater emphasis on 

making sure that resources are allocated to those areas where advances in teaching and learning may be made, as 

the nation seeks to improve the performance of all students while minimizing achievement disparities between 

various groups of students. By directing resources to the areas where they are most needed, an optimal resource 

allocation and usage would converge efficiency and equitable goals. 

 

In recent years, a number of worldwide occurrences have raised awareness of efficiency in private 

education. Budgetary constraints brought on by regional and national economic issues, demographic changes 

that affect the number and makeup of student populations, the growing value of education, and more educated 

parents have all helped to rekindle interest in maximizing resource usage in education. 

 

Based on the findings of this study, analysis and policy inputs are given on how to distribute, utilize and 

manage human resources so that they contribute to achieving schools’ educational objectives to the fullest. 

 

Although research on the effectiveness and efficiency of educational systems has recently gained renewed 

interest, this study concentrated on the capacity of the chosen private schools to operate a functional human 

resource management office in the context of academic perspectives, needs, and resources. Personnel in schools 

and classrooms make HR different in school setting as its scope require respecting the boundaries posed by such 

other academic concerns in order to avoid overlaps and ensure complementarities with other work. 

 

The purpose of this study is to determine if the human resource development program is effectively 

implemented in private schools, benefiting the non-teaching staff, and whether the school administration is 

following proper "human resource management" procedures. Both staff and students will profit from how well 

private schools are able to accomplish their objectives and carry out their delivery methods. The results will 

serve as the benchmarks used by school administrators to increase their administrative know-how and to nurture 

and grow their workforce into enthusiastic, efficient, and creative non-teaching personnel. 

 

Theoretical Background 

 

The organizational mental model is portrayed by systems theory. Many managers connect "organization" with 

"structure," where "structure" may be defined as the way the job (or activity) is divided and reporting links formed. 

Typically, what emerges is some variation of the traditional, pyramid-shaped organizational "wiring diagram." 

Given the bureaucratic mentality that permeates many major firms, this propensity to recognize the "fonnal" 

hierarchical structure is not unexpected. 

 

Unfortunately, the reality of companies is considerably more complex, and successfully leading organizations 

through transformation calls for a much deeper grasp of connections. This "organization is structure" dead end 

may be avoided by the leader creating a multifaceted image of the organization. 

 

System theory applied to organizations, organizational sociology, and organizational modelings are some of the 

solutions provided by organizational science. The managerial leader can create an intellectual framework that 

understands the complexities of organizational life and provides a useful mental road map for leading an 

organization through change by thoughtfully navigating these three arenas and connecting the key concepts in 

each to real-world experience (Ciere, et al, 2005). In an effort to comprehend sets of items, the interconnections 

among them, and the connections between sets of objects and their surroundings, system theory emerged in the 

natural sciences. It is known that both the solar system and the human body are systems. Numerous applications of 

system theory have been made to the study of organizations. 
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THE PROBLEM 

Statement of the Problem 

 

This study evaluates the Human Resources Management Practices in selected private schools in Cebu 

City. Findings serve as basis for a proposed improvement program. 

 

Specifically, this study will answer the following questions: 

 

1. What is the profile of the employees in the private schools in terms of: 

 

1.1 age; 

 

1.2 sex; 

 

1.3 civil status; 

 

1.4 highest educational attainment; 

 

1.5 length of service; and 

 

1.6 monthly income? 

 

2. What is the level of effectiveness of the human resource development program of the school in terms 

of: 

 

2.1 Administrative Expertise 

 

2.1.1 Effectiveness in Achieving Goals; 

 

2.1.2 Effectiveness in the process of delivery; 

 

2.1.3 HR Competencies; 

 

2.2 Championing Employees 

 

2.2.1 Effectiveness in Achieving Goals; 

 

2.2.2 Effectiveness in the process of delivery; and 

 

2.2.3 HR Competencies? 

 

3. Is there a significant relationship between the profile of the school employees and their evaluation on 

the effectiveness of the human resource development program? 

 

4. Is there a significant degree variances on the perceptions of the employees on the evaluation of the 

human resource development program of the school? 

 

5. What recommendations can be proposed based on the findings of the study? 

 

Null Hypotheses 

 

Ho1: There is no significant relationship between the profile of the school employees and their 

evaluation on the effectiveness of the human resource development program. 

 

Ho2: There are no significant degree variances on the perceptions of the employees on the evaluation 
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of the human resource development program of the school. 

 

Design 

 

This study employs a descriptive survey design to determine the perceptions of employees on the 

human resource development program among private schools. The profile of the respondents will be tested for 

relationship with the level of effectiveness of the human resources management practices. The perceptions of 

the respondents will be tested for differences. 

 

Environment 

Central Visayas (Filipino: Gitnang Kabisayaan; Cebuano: Tunga-tungangKabisay-an) is a region of the 

Philippines, designated as Region VII. It is located inthe central part of the Visayas island group and 

comprises three provinces: Bohol, Cebu and Siquijor; and three highly urbanized cities: Cebu City, Lapu-Lapu, 

and Mandaue. Cebu City is the regional center. The region is dominated by the native speakers of Cebuano. The 

land area of the region is 10,102 square kilometres (3,900 sq mi), with a population of 5,513,514 people. 

 

Respondents 
This study employs the purposive and convenient sampling techniques. This study employs the 60 

non-teaching employees from the three private schools. Only those who are willing to participate in this study 

are involved as respondents. They are asked to provide their profile and their perceptions on the effectiveness of 

the human resource development program using standard tools. 

 

Instruments 
This study employs three research instruments. First, the researcher-made instrument was the profile of 

the employees to determine their age, sex, civil status, highest educational attainment, monthly income and 

department. The tool on determining the level of effectiveness of the human resource development program was 

adopted from Gerrit Walters the Effectiveness of a Human Resources Function Within a Public Utility, 

University of South Africa 2006) 

http://uir.unisa.ac.za/bitstream/handle/10500/1088/dissertation.pdf?sequence=1.It has 16 indicators for 

administrative expertise and 26 for championing employees. Each criterion had three indicators each such as the 

effectiveness of in achieving goals, effectiveness in the process of delivery and HR Competencies. 

 

RESULTS AND DISCUSSION 

Table 8 presents the summary on the level of effectiveness of the human resource development program 

of the school. 

Table 8 

Summary Table on the Level of Effectiveness of the Human Resource Development 

Program of the School  

 

Items WM DV Rank 

Administrative Expertise 3.32 Very Effective 1 

Championing Employees 3.12 Effective 2 

Composite Mean 3.22 Effective   

  

It has an overall mean of 3.22 which is interpreted as effective. Based on its items, administrative 

expertise has a weighted mean of 3.22 which is interpreted as a very effective and championing employee has a 

weighted mean of 3.12 which is interpreted as effective.  

IV Correlation between the Profile and the Effectiveness of the Human Resource 

Table 9 presents the correlation between the age profile and the effectiveness of the human resource. 
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Table 9 

Correlation Between Age Profile and the Effectiveness of the  

Human Resource 

Respondents 
Age Effectiveness of the HR 

XY 
X X

2
 Y Y

2
 

Sum 1803.00 75487 144.97 470.8539 5761.78 

Mean 40.07   3.22     

SD 8.5902   0.2946     

       

  r = -0.41955   

Critical Value of r at 43 df (0.05) = 0.29426 

Result: Significant 

HO : Rejected 

It can be gleaned in Table 9 that the computed-r value of (-) 0.41955 is greater than the critical value 

which is 0.29426 with 43 df at 0.05 level of significance thus, the rejection of the null hypothesis. Therefore, there 

is a significant degree of relationship between age profile and the effectiveness of the human resources 

management practices. It can be then said that the respondents’ age certainly has a significant impact on their 

perceptions over the level of effectiveness of the human resources management practices. 

 

Table 10 presents the correlation between the sex profile and the effectiveness of the human resource. 

Table 10 

Relationship Between Sex Profile and Effectiveness of HR 

Effectiveness of HR 
Sex 

 Total Male Female 

  7.9333     9.0667       

Very Effective   4     13   17 

      1.9501     1.7064   

  13.0667     14.9333       

Effective   17     11   28 

      1.1840     1.0360   

  0.0000     0.0000       

Less Effective   0     0   0 

      0.0000     0.0000   

  0.0000     0.0000       

Not Effective   0     0   0 

      0.0000     0.0000   

Grand Total   21     24   45 

Chi sq.     3.1342     2.7424 x
2 
= 5.8765 

  
Critical value @ 1 df (0.05) = 

3.841 
Result:  Significant Ho: Rejected 

 

Based on Table 10, the sex profile of the respondents and effectiveness of the human resource 

management practices have a computed chi-square value of 5.8765 is greater than the critical value which is 3.841 

with 1 df at 0.05 level of significance thus, the acceptance of the null hypothesis. Therefore, there is no significant 

degree of relationship between the sex profile and the effectiveness of the human resource management practices. 

It can be then said that the respondents’ sex profile have a significant bearing on their perceptions over the level of 

effectiveness of the Human Resources Management Practices.  
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 Table 11 presents the correlation between the civil status profile and the effectiveness of the human resource. 

Table 11 

Relationship Between Civil Status Profile and Effectiveness of HR 

Effectiveness of HR 
Civil Status 

Total Single Married 

 4.5333   12.4667    

Very Effective  5   12  17 

   0.0480   0.0175  

 7.4667   20.5333    

Effective  7   21  28 

   0.0292   0.0106  

 0.0000   0.0000    

Less Effective  0   0  0 

   0.0000   0.0000  

 0.0000   0.0000    

Not Effective  0   0  0 

   0.0000   0.0000  

Grand Total  12   33  45 

Chi sq.   0.0772   0.0281 x
2 
= 0.1053 

 
Critical value @ 1 df (0.05) = 

3.841 
Result:  Insignificant Ho: Accepted 

Based on the table, the civil status profile of the respondents and effectiveness of the human resources 

management practices have a computed chi-square value of 0.1053 which is lesser than the critical value of 3.841 

with 1 df at 0.05 level of significance thus, the acceptance of the null hypothesis. Therefore, there is no significant 

relationship between the civil status profile and the effectiveness of the human resource. This study states that civil 

status is an irrelevant variable when it comes to measuring the respondents’ perception on the effectiveness of the 

Human Resources Management Practices. 

 

Table 12 presents the correlation between the highest educational attainment profile and the effectiveness 

of the human resource. 

Table 12 

Relationship Between Highest Educational Attainment Profile and Effectiveness of HR 

Effectiveness 

of HR 

Highest Educational Attainment 

 Total 

BSED/AB/BS 

Psychology 

MA 

Psyche/MAED/MBA PHD 

  7.5556     8.3111     1.1333       

Very Effective   11     6     0   17 

      1.5703     0.6427     1.1333   

  12.4444     13.6889     1.8667       

Effective   9     16     3   28 

      0.9534     0.3902     0.6881   

  0.0000     0.0000     0.0000       

Less Effective   0     0     0   0 

      0.0000     0.0000     0.0000   

  0.0000     0.0000     0.0000       

Not Effective   0     0     0   0 

      0.0000     0.0000     0.0000   

Grand Total   20     22     3   45 

Chi sq.     2.5236     1.0328     1.8214 x
2 
= 5.3779 

  

Critical value @ 2 df 

(0.05) = 5.991 
      

Result:  

Insignificant 
Ho: Accepted 
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Based on the table, the highest educational attainment profile of the respondents and effectiveness of the 

human resource implemented have a computed chi-square of 5.3779 is lesser than the critical value which is 5.991 

with 2 df at 0.05 level of significance. Thus, the acceptance of the null hypothesis. Therefore, there is no 

significant relationship between the highest educational attainment profile and the effectiveness of the human 

resource. It can then be inferred that highest educational attainment of the respondents does not affect their 

perceptions on the level of effectiveness on the Human Resources Management Practices. 

Table 13 presents the correlation between the length of service profile and the effectiveness of the human 

resource. 

 

Table 13 

Correlation Between Length of Service Profile and the Effectiveness of the  

Human Resource 

      

Respondents 
Length of Service Effectiveness of the HR 

XY 
X X

2
 Y Y

2
 

Sum 496.00 6314 144.97 470.8539 1591.04 

Mean 11.02   3.22     

SD 4.3874   0.2946     

       

  r = -0.12071   

Critical Value of r at 43 df (0.05) = 0.29426 

Result: Insignificant 

HO : Accepted 

 

It can be gleaned in Table 13, that the computed-r value of (-)0.12071 is lesser than the critical value of 

0.29426 with 43 df at 0.05 level of significance thus, the acceptance of the null hypothesis. Therefore, there is no 

significant relationship between length of service profile and the effectiveness of the human resources 

management. It is therefore, expedient to say that no matter how long or short the length of service; it does not 

significantly affect their perceptions on the level of effectiveness of the human resources management practices in 

their respective schools. 

 

Table 14 presents the correlation between the monthly income profile and the effectiveness of the human 

resource. 

Table 14 

Correlation Between Monthly Income Profile and the Effectiveness of the  

Human Resource 

      

Respondents 
Monthly Income Effectiveness of the HR 

XY 
X X

2
 Y Y

2
 

Sum 1126000.00 30442000000 144.97 470.8539 3617110.50 

Mean 25022.22   3.22     

SD 7177.8982   0.2946     

       

  r = -0.11157   

Critical Value of r at 43 df (0.05) = 0.29426 

Result: Insignificant 

HO : Accepted 

  

It can be gleaned in Table 14, that the computed-r value of (-) 0.11157 is lesser than the critical value of 

0.29426 with 43 df at 0.05 level of significance thus, the acceptance of the null hypothesis. Therefore, there is no 
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significant relationship between monthly income profile and the effectiveness of the human resource. It can then 

be said that income profile of the respondents does not significantly affect their perceptions on the level of HRM 

practices in their respective schools.  

IV. Analysis of Variance on the Perceptions of the Employees on the Evaluation of the Human Resource 

Development Program of the School in Terms of Administrative Expertise 

Table 15 presents the analysis of variance on the perceptions of the employees on the evaluation of the 

human resource development program of the school in terms of administrative expertise. 

Table 15 

Analysis of Variance on the Perceptions of the Employees on the Evaluation of the 

Human Resources Management Practices of the School in Terms of Administrative 

Expertise   

SUMMARY     

Groups Count Sum Average Variance 

EAG 45 154.75000 3.44 0.25896 

EPD 45 153.20000 3.40 0.22089 

HRC 45 140.42857 3.12 0.17621   

ANOVA       

Source of Variation SS Df MS F P-value F crit (0.05) 

Between Groups 2.74530 2 1.372649 6.276739 0.002489 3.064761 

Within Groups 28.86684 132 0.218688    

    Result: Significant  

Total 31.61214 134   Ho: Rejected   

It can be gleaned in the table that the computed F-value of 6.276739 is greater than the critical value of 

3.064761 with 2 by 132 df at 0.05 level of significance thus, the rejection of the null hypothesis. Therefore, there 

is a significant degree of variance on the analysis of variance on the perceptions of the employees on the 

evaluation of the human resource development program of the school in terms of administrative expertise. A 

closer look revealed that Effectiveness of Achieving Goal gained the highest level of effectiveness while HR 

Competencies lowest level of effectiveness among the 3 dimensions.  

Multiple Comparison 

Using Scheffe's Formula 

                      

Between 

Dimensions Mean1 Mean2 D n1 n2 F'  F*K-1 Interpretation 

EAG vs EPD 3.44 3.40 0.03 45 45 0.4883 6.130 Insignificant 

EAG vs HRC 3.44 3.12 0.32 45 45 41.6836 6.130 Significant 

EPD vs HRC 3.40 3.12 0.28 45 45 33.1490 6.130 Significant   

 Based on the Scheffe’s test, there is no significant difference on the effectiveness in achieving goals and 

effectiveness in the process of delivery while there is a significant degree of differences on effectiveness in 

achieving goals and effective in the process of delivery vis-à-vis HR competencies.  
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V. Analysis of Variance on the Perceptions of the Employees on the Evaluation of the Human Resource 

Development Program of the School in Terms of Championing Employees 

 Table 16 presents the analysis of variance on the perceptions of the employees on the evaluation of the 

human resource development program of the school in terms of championing employees. 

Table 16 

Analysis of Variance on the Perceptions of the Employees on the Evaluation of 

the Human Resource Management Practices of the School in Terms of 

Championing Employees 
 

Anova: Single Factor     

     

SUMMARY     

Groups Count Sum Average Variance 

EAG 45 149 3.31 0.222573 

EPD 45 135.571429 3.01 0.198351 

HRC 45 136.875 3.04 0.102983 

 

ANOVA       

Source of Variation SS df MS F P-value 

F crit 

(0.05) 

Between Groups 2.43734 2 1.218672 6.978373 0.001315 3.064761 

Within Groups 23.05189 132 0.174636    

    Result: Significant  

Total 25.48924 134   Ho: Rejected   

 
 

It can be gleaned in the table that the computed F-value of 6.978373 is greater than the critical value of 

3.064761 with 2 by 132 df  at 0.05 level of significance. Thus, the rejection of the null hypothesis. Therefore, 

there is a significant degree of variance on the analysis of variance on the perceptions of the employees on the 

evaluation of the human resource development program of the school in terms of championing employees. A 

closer view revealed that Effectiveness of Achieving Goal gained the highest level of effectiveness while 

Effectiveness in Process Delivery gained the lowest level of effectiveness among the 3 dimensions.  

 

Multiple Comparison 

Using Scheffe's Test 

                     

Between Dimensions Mean1 Mean2 D n1 n2 F'  F*K-1 Interpretation 

EAG vs EPD 3.31 3.01 0.30 45 45 45.8928 6.130 Significant 

EAG vs HRC 3.31 3.04 0.27 45 45 37.4152 6.130 Significant 

EPD vs HRC 3.01 3.04 -0.03 45 45 0.4325 6.130 Insignificant 

 

Based on the Scheffe’s test, there is no significant difference on effectiveness in the process of delivery 

and HR competencies. Therefore, there is a significant difference on the effectiveness in achieving goals and 

effectiveness in the process of delivery and effectiveness in the process of delivery and HR competencies.  
 

FINDINGS  

Based on the data gathered, the following findings are hereby presented below: 
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I. Profile of the respondents 

The profile of the respondents in terms of age, sex, civil status, highest educational attainment, length 

of service and monthly income are determined.  

 Age: Table shows that there are 14 non-teaching staff out of 60 respondents are from 40 to 44 years old, 9 

non-teaching staff from 35 to 39, 8 non-teaching staff from 30 to 34 years old, 5 non-teaching staff from 25 to 

29 years old, 4 non-teaching staff from 55 to 60 years old, 3 non-teaching staff from 50 to 54 years old and 2 

non-teachings staff who are 45 to 49 years old which means that the number of non-teachings staff are from 40 

to 44 years old. 

Sex: The number of female non-teaching staff is higher than male staff as shown in table 1 that there 

are 24 females and 21 males. 

Civil Status: The number of married employees is higher than single employees as it shows that 33 

percent of the employees are married and 12 are singles.  

Educational Attainment: There are 11 out from the total population of respondents who are Master in 

Business Administration graduate and Bachelor of Secondary Education graduate,  6 who are Bachelor of 

Science in Psychology and Master of Arts in Psychology graduate, 5 are graduates of Master in Arts in 

Education and 3 who are Bachelor of Arts and Doctor of Philosophy. It is interpreted that the number of 

employees who do not have formal education in Human Resource Management is more than those graduates 

from other courses.  

Monthly Income: Thirteen of the non-teaching staff receive a monthly income of 25,000 to 29,000 

while 11 receive a monthly income of 20,000 to 24,000, 10 employees receive a monthly income of 15,000 to 

19,000, 5 employees receive 40,000 to 44,000 monthly income and  receives 45,000 to 50,000 monthly income. 

It is interpreted that there are more employees who receive a monthly income of 25,000 to 29,000.  

II. Level of Effectiveness of the Human Resource Development Program of the school. 

1. The Level of Effectiveness of Human Resources Management Practices of the School in terms of 

Administrative Expertise in Achieving Goals which is interpreted as Very Effective.  

2. The level of effectiveness of the Human Resources Management Practices of the school in terms of 

Administrative Expertise on Effectiveness in the Process of Delivery gained a composite mean of 3.40 

which interpreted as Very Effective. 

3. The level of effectiveness of the Human Resources Management Practices of the school in terms of 

Administrative Expertise on Effectiveness on the HR competencies captured a composite mean of 3.12 

(Effective). 

4. The level of effectiveness of the Human Resources Management Practices of the school in terms of 

Championing Employees on Effectiveness in Achieving Goals which is interpreted as Very Effective.  

5. The level of effectiveness of the Human Resources Management Practices of the school in terms of 

Championing Employees on Effectiveness in the process of delivery which is interpreted as Effective. 

6. The level of Effectiveness of the Human Resources Management Practices of the school in terms of 

Championing Employees on the area of HR competencies has a composite mean of 3.04 which 

interpreted as Effective. 

7. On Correlation between age and level of Effectiveness of the HRM practices. The computed-r 

value of (-) 0.41955 is greater than the critical value which is 0.29426 with 43 df at 0.05 level of 

significance thus, the rejection of the null hypothesis. Therefore, there is a significant degree of 

relationship between age profile and the effectiveness of the human resources management practices. 

8. On Correlation between sex and level of Effectiveness of the HRM practices. A computed 

chi-square value of 5.8765 is greater than the critical value which is 3.841 with 1 df at 0.05 level of 

significance thus, the acceptance of the null hypothesis. Therefore, there is no significant degree of 

relationship between the sex profile and the effectiveness of the human resource management practices. 
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9. On Correlation between civil status and level of Effectiveness of the HRM practices. A computed 

chi-square value of 0.1053 which is lesser than the critical value of 3.841 with 1 df at 0.05 level of 

significance thus, the acceptance of the null hypothesis. Therefore, there is no significant relationship 

between the civil status profile and the effectiveness of the human resource.  

10. On Correlation between highest educational attainment and level of Effectiveness of the HRM 

practices. A computed chi-square of 5.3779 is lesser than the critical value which is 5.991 with 2 df at 

0.05 level of significance. Thus, the acceptance of the null hypothesis. Therefore, there is no significant 

relationship between the highest educational attainment profile and the effectiveness of the human 

resource.  

11. On Correlation between monthly income and level of Effectiveness of the HRM practices. The 

computed-r value of (-)0.12071 is lesser than the critical value of 0.29426 with 43 df at 0.05 level of 

significance thus, the acceptance of the null hypothesis. Therefore, there is no significant relationship 

between length of service profile and the effectiveness of the human resources management.  

12. On degree of Variance on the HRM Practices in the context of Administrative Expertise among 

the respondents. The computed-r value of (-) 0.11157 is lesser than the critical value of 0.29426 with 43 

df at 0.05 level of significance thus, the acceptance of the null hypothesis. Therefore, there is no 

significant relationship between monthly income profile and the effectiveness of the human resource. 

13. On degree of Variance on the HRM Practices in the context of Championing Employees among 

the respondents. The computed F-value of 6.276739 is greater than the critical value of 3.064761 with 2 

by 132 df at 0.05 level of significance thus, the rejection of the null hypothesis. Therefore, there is a 

significant degree of variance on the analysis of variance on the perceptions of the employees on the 

evaluation of the human resource development program of the school in terms of administrative 

expertise. 

CONCLUSION 

Based on the foregoing findings, the following conclusions are hereby made: 

1. Administrative expertise have a weighted mean of 3.22 which is interpreted as very effective and 

championing employees has a weighted mean of 3.12 which is interpreted as effective.  

2. Respondents’ age certainly has a significant impact on their perceptions over the level of effectiveness of 

the human resources management practices. 

3. There is no significant relationship between the sex profile and the effectiveness of the human resource 

management practices. It can be then said that both male and female respondents’ perception on the level 

of effectiveness on the HRM practices were not significantly different. 

4.  Civil status is an irrelevant variable when it comes to measuring the respondents’ perception on the 

effectiveness of the Human Resources Management Practices. 

5. Highest educational attainment of the respondents does not affect their perceptions on the level of 

effectiveness on the Human Resources Management Practices.  

6. There is no significant relationship between length of service profile and the effectiveness of the human 

resources management. It is therefore, expedient to say that no matter how long or short the length of 

service, it does not significantly affect  their perceptions on the level of  effectiveness of the human 

resources management practices in their respective schools. 

7. There is no significant relationship between monthly income profile and the effectiveness of the human 

resource. It can then be said that income profile of the respondents does not significantly affect their 

perceptions on the level of HRM practices in their respective schools.  

8. Effectiveness of Achieving Goal gained the highest level of effectiveness while HR Competencies 

lowest level of effectiveness among the 3 dimensions. This would mean that the respondents that came 

from the different schools made a high level of perceptions on the effectiveness on achieving goal. 

9. There is a significant degree of variance on the analysis of variance on the perceptions of the employees 

on the evaluation of the human resource development program of the school in terms of championing 

employees. A closer view revealed that Effectiveness of Achieving Goal gained the highest level of 

effectiveness while HR Competencies lowest level of effectiveness among the 3 dimensions. This would 

mean that the respondents that came from the different schools made a high level of perceptions on the 

effectiveness on achieving goal.  
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RECOMMENDATIONS 
 

 Based on the findings of this study, it is recommended that a Human Resource Development Program will 

be implemented in order to increase the level of effectiveness of private schools in achieving its goals and the 

process of delivery of products and services as these will serve as benchmarks for improvement of 

administrative expertise, nurture and develop employees to its full potential for them to become passionate, 

effective and innovative non-teaching staff.  

 Furthermore, the following research titles are recommended for future researches to consider: 

1.1 Grievance and Procedure Management in Private Schools 

1.2 Performance Evaluation System in Private Schools 

1.3 Training and Development in Private Schools  

1.4 Career Management 
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