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ABSTRACT

This study determined the culture-based leadership as practiced by school leaders
and assessed the organizational change among the elementary schools within the
Schools Division of Koronadal City during the school year 2024-2025. The study utilized
a descriptive-correlational research design, involving 109 purposively selected school
heads and master teachers. Majority of the school heads are in their positions for 7-12
years, while the teachers are teaching the indigenous people schools for 10 years and
below. In terms of culture-based leadership, findings revealed that school leaders
demonstrated a high level of culture-based leadership with a mean of 3.34. The result
also shows that school heads prioritize integrating local culture into the curriculum.
Similarly, organizational change was rated “very high” with a mean of 3.42. This indicates
that school heads effectively support, mentor, and guide teachers and staff, enhancing
performance. A significant relationship between culture-based leadership and
organizational change was established with computed correlation coefficient (r) of 0.780
indicates a strong positive relationship. To determine the significant difference in the level
of organizational change, particularly in improving the school's key performance
indicators, stakeholders’ participation, personnel performance, and school improvement
plan implementation, the differences among the groups do not reach statistical
significance. Additionally, the school leaders face various challenges in implementing
culture-based leadership, particularly in Indigenous Peoples (IP) schools and
communities. Community Engagement and Participation are the most pressing concerns,
with 26.76% of the total responses, thus, school leaders may engage in strong
partnership with other stakeholders for more school development and improvement.



Keywords: Culture-Based, Leadership, Organizational Change, Challenges, Community
Engagement, Indigenous People

INTRODUCTION

The purpose of education is to make learners holistically develop themselves, thus
contributing meaningfully to society's progress. In the process of this development, the
individual must not lose their identity as a member of the community or a cultural group.
As such, educational leadership and leadership practices and decision-making must
consider the context of the learners and the community where the learner is situated when
implementing the curriculum, programs, projects, and activities, among others. In this
context, education can achieve its core function of helping transmit community culture,
knowledge, and practices to the next generation of community members.

However, globalization has transformed the world into a small global village. It
results in contentions and competition between and among social organizations. To
survive in the future, these organizations need to adopt, adapt, and innovate various
practices. In such a scenario, the role of leaders is indispensable for an organization to
survive in a highly competitive society (Kasych & Vochozka, 2019).

Leaders are considered agents of change who are adept at managing
organizational change processes effectively and efficiently (Ezimora, 2022) to achieve
predetermined organizational goals or objectives. It is through effective and efficient
leaders that the high-level performance of personnel could be correlated (Junnaid et al.,
2020).

In 21st-century education, the challenge of surviving into the future becomes more
evident, and the important role of school leaders becomes a demand one must contend
with [1]. The primary driver of the fast-evolving educational landscape could be attributed
to the dynamic and rapidly changing global environment. This context demands that
curricula, teaching and learning practices, pedagogies, and others be attuned to the
trends of the time. School leaders must adapt to this ever-changing educational
environment (Gooden et al., 2023; The Leadership Academy, 2022).

In the context of the Philippines, the educational landscape is challenged not only
by limited resources but also by the cultural diversity of learners. Thus, there is a need to
implement a culturally responsive education where a culturally relevant pedagogy is
implemented. It creates and maintains school communities that affirm cultural identities
and differences, leveraging the learners' customs, characteristics, experiences, and lived
experiences ( Campos-Moreira et al., 2020).

In response to this context, the Philippine government has enacted Republic Act
No. 8371, also known as the Indigenous Peoples' Rights Act of 1997 or IPRA. This act
acknowledges and enhances the rights of Indigenous peoples in cultural communities
within the nation. In 2015, the Department of Education released an Order (DepEd Order
No. 32, s. 2015) adopting the National Indigenous Peoples' Education (IPEd) Policy
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Framework. These two important legal documents support mainstreaming culturally
responsive education in the country.

DepEd Order No. 72, s. 2009, advocates inclusive education, ensuring all learners,

including Indigenous groups, receive education. The Philippine Professional Standards
for School Heads (PPSSH), established through DepEd Order No. 024, s. 2020, guides
school leaders in culturally responsive leadership. Despite these policies, some
educational leaders make decisions that unintentionally or deliberately disadvantage
marginalized cultural groups, reinforcing social and academic divides.
Koronadal City, home to diverse ethnic groups, has areas predominantly inhabited by the
B'laan. While some schools implement Indigenous Peoples Education (IPEd) programs,
non-native school heads may adopt culturally non-responsive practices, affecting schools
and communities.

This study evaluates culture-based leadership (CBL) and examines organizational
change (OC) in Koronadal City’s elementary schools. Its findings aim to support the
division office in enhancing leadership programs to foster culturally responsive education.

Research Questions

This study determined the relationship between culture-based leadership (CBL)
practiced by school leaders and the effects of organizational change (OC). It was
conducted in Koronadal City, particularly in the Schools Division Office, during the school
year 2024-2025. It answered the following questions.

1.What is the demographic profile of the respondents in terms of:

1.1 educational attainment;

1.2 number of years as a school head; and,

1.3 Cultural background or experience?
2.What is the level of culture-based leadership of the respondents in terms of:

2.1 implementation culture-based programs, projects, and activities;

2.2 building and sustaining learner empowerment;

2.3 curriculum localization and contextualization;

2.4 promoting a culturally responsive learning environment; and

2.5 engaging the local community/stakeholders?
3.What is the level of organizational change among school heads assigned to schools in
terms of:

3.1 improvements of the school’s Key Performance Indicators;

3.2 stakeholders’ participation;

3.3 personnel performance, and

3.4 school improvement plan implementation?
4. Is there a significant relationship between culture-based leadership and organizational
change?
5. Is there a significant difference in the level of organizational change, particularly in
improving the school's key performance indicators, stakeholders’ participation, personnel
performance, and school improvement plan implementation?
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6. What are the issues and concerns in the implementation of culture-based leadership?

METHODOLOGY

Locale of the Study: This study was conducted in Koronadal City, specifically
within the Schools Division Office of Koronadal City. Koronadal, the capital of South
Cotabato, is a diverse and multi-ethnic community. According to the 2020 Philippine
Statistics Authority (PSA) Census, the city has a total population of 195,398. It is home to
a tri-people community composed of Muslims (predominantly Maguindanaons and
Maranaos), Indigenous Peoples (mostly Blaans), and Christians (mainly Hiligaynon-
speaking llonggos, along with Cebuanos, llocanos, and other ethnolinguistic groups).

The distribution of these cultural groups varies across the city. The Blaan
community, as the primary indigenous group, resides mostly in the hinterland areas,
where they maintain traditional practices and ways of life. In contrast, the Christian
population is largely concentrated in the lowlands, contributing to the city’s economic and
educational development.

Given this unique cultural composition, the elementary schools within the division
serve students from diverse backgrounds. Many of these schools are attended by
indigenous learners and operate under culture-based leadership, where school heads
incorporate indigenous knowledge systems and culture-based teaching practices into
their administration. The diversity of the student population, alongside the culturally
adaptive leadership styles of school administrators, makes Koronadal City a relevant and
significant locale for this study.

Respondents of the study

The respondents were 45 Elementary School Heads and 64 Master Teachers from
the Schools Division Office of Koronadal City during the School Year 2024-2025. They
were purposively selected from the Master Teachers and School Heads assigned to
different elementary schools. Their roles in teaching, leading, and managing schools
make them the most appropriate participants for this research.

Master teachers assess the experiences, leadership styles, and management
practices of their School Heads, which positions them as important contributors of insight
regarding the school's organizational atmosphere. Their firsthand experiences allowed
them to provide relevant and honest responses to the survey questionnaire, ensuring the
reliability of the data gathered. Table 1 presents the distribution of the study’s
respondents.

Sampling Technique: This study utilized purposive sampling, a technique in
which participants are deliberately selected based on specific characteristics, knowledge,
and experiences relevant to the research (Thomson Reuters, 2024). Master Teachers
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and School Heads were chosen as respondents due to their expertise and direct
involvement in the study’s subject matter. Given their leadership roles in implementing
instructional strategies and culture-based education, they possess valuable insights
crucial to the research.

Data Gathering Instruments: This study utilized research instruments for Master
Teachers and School Heads. The instruments were researcher-made survey tools
designed to gather relevant data on culture-based leadership and organizational change.
The survey tool consists of four major parts. Part | covers the demographic profile of the
respondents.

Parts Il and Il contain questionnaires on culture-based leadership and
organizational change, which both School Heads and Master Teachers answered using
a Likert Scale. Part IV includes questions focusing on the issues and concerns that Master
Teachers experience regarding the culture-based leadership of their respective School
Heads.

The development process followed a structured approach to verify the instrument's
validity and reliability. The researcher first reviewed literature on culture-based leadership
and organizational change to establish a strong theoretical foundation. Based on this
review, an initial draft of the survey tool was developed.

This draft was then reviewed by the research adviser, whose comments and
suggestions were incorporated into a second draft. The second draft underwent expert
validation, and further revisions were made based on the feedback received. A third draft
was then presented to the research adviser for final evaluation. Upon approval, the
instrument was finalized and reproduced for data collection.

Statistical Treatment: The information gathered in the research was analyzed
using various statistical methods appropriate for each research variable. To identify the
profile of the respondents, this includes educational achievements, the duration of
experience as a school head, the number of years spent teaching in Indigenous Peoples
(IP) schools, and their issues and concerns related to culture-based leadership. A
frequency count and percentage were utilized.

The mean was used to identify the level of culture-based leadership, which
includes implementing culture-based programs, learner empowerment, curriculum
localization, learning environment, and community engagement, and to assess the extent
of organizational change with stakeholder participation, personnel performance, and
school improvement plan implementation.

Regression analysis was employed to determine if there is a meaningful
connection between culture-oriented leadership and the degree of organizational change.
At the same time, Analysis of Variance (ANOVA) was used to identify significant
differences in the level of organizational change.
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RESULTS

Table 1. Respondents’ Demographic Profile

Demographic Profile Frequency Percentage
Educational Attainment 14 12.84%;
College graduate 35 32.11%
Master's graduate 42 38.53%
Master’'s CAR 7 6.42%
Master's Units 6 5.50%
PhD graduate 3 2.75%
PhD CAR 2 1.83%
PhD Units 14 12.84%
Total 109 100%
Demographic Profile Frequency Percentage
Number of years as
school head
1-6 32 29.36%
7-12 34 31.19%
13-18 27 24.77%
19-24 8 7.34%
25-30 8 7.34%
Demographic Profile Frequency Percentage
Number of years
teaching in IP school
0-10 102 93.58%
11-20 6 5.50%
21-30 1 0.92%
31-40 0] 0.00%
41-50 0 0.00%
Total 109 100%
911
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Table 2: Overview of Culture-Based Leadership among School Heads

-

Culture-based Section  Description Interpretation
Leadership Mean
The School Leaders
Implementation of sometimes practice
Culture-Based 3.34 High culture-based leadership
Programs, Projects, and in the school.
Activities

The School Leaders

Building and Sustaining sometimes practice

Learner Empowerment 3.34 High culture-based leadership

in the school.

The School Leaders
Curriculum Localization High sometimes practice
and Contextualization 3.36 culture-based leadership

in the school.

The School Leaders
Promoting a Culturally High sometimes practice
Responsive Learning 3.36 culture-based leadership
Environment in the school.

The School Leaders
Engaging the Local High sometimes practice
Community/ 3.32 culture-based leadership
Stakeholders in the school.

The School Leaders
Section Mean 3.34 High sometimes practice

culture-based leadership
in the school.

Table 3: Summary of the Level of Organizational Change of the School Heads

Level of Section = Description Interpretation
Organizational Mean
Change

The level of organizational
Improvementsto the High change in schools, is
Schooal's Key 3.34 '9 sometimes observed.
Performance Indicators

The level of organizational

Stakeholders' High change in schools, is
Participation 3.39 '9 sometimes observed.
The level of organizational
Personnel Performance Very High  change in schools, is
347 extremely observed.
The level of organizational
School Improvement Very High  change in schools, is
Plan Implementation 3.46 extremely observed.
The level of organizational
Section Mean 342 VeryHigh  changein schools, is

extremely observed.
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Table 4: Relationship Between Culture-Based Leadership and Organizational
Change

| Mean S r p-wvalue
Interpretation
Lewvel of Culturally
Responsive Leadership 107 3.48 T
. ¥80 000 High
Significant Correlation
Level ofOrganization 107 3.42 .48

Change

05 level of Sigmificance (2 ftailed)

Table 5: Significant Difference of Organizational Change

Source of Variation 53 af | M3 F P-yalue F crit Interpretation
Mo

Between Groups 146028 3 043676 1801583 ' 0146189 2625946 significant

Within Groups 11465683 424 0270185 Difference

Total 116.0186 427

Table 6: Issues and Challenges Experienced by School Heads in Practicing
Culture-based Leadership

Common Issues and Concerns Frequency Percentage Rank
Community Engagement and 19 26.76% 1
Participation
Curriculum Adaptation 17 23.94% 2
Resource Limitations 14 19.72% 3
Cultural Sensitivity and Integration 11 15.49% 4
Language Barriers 10 14.08% 5

Total i1 100 %%
DISCUSSION

Table 1 reveals that 42 (38.53%) of the 109 respondents hold a Master's degree
with Completed Academic Requirements (CAR), indicating that nearly half have
completed the academic requirements for a master's degree. Additionally, 35
respondents (32.11%) have attained a Master’s degree, while 14 (12.84%) are college
graduates.

Furthermore, the table shows that seven respondents (6.42%) have earned
master's units, while 6 (5.50%) have completed a PhD. Additionally, three respondents
(2.75%) have completed the academic requirements for a PhD, and only 2 (1.83%) have
earned PhD units.

The data further shows that among the 109 respondents, 34 (31.19%) have served
as school heads for 7 to 12 years, while 32 (29.36%) have served for 1 to 6 years.
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Additionally, 27 respondents (24.77%) were in service for 13 to 18 years, while eight
respondents (7.34%) served for 19 to 24 years, and another 8 (7.34%) for 25 to 30 years.

The demographic profile of respondents also presents the statistical distribution of
teaching experience among teachers in Indigenous Peoples (IP) schools. The data is
categorized into five ranges: 0-10 years, 11-20 years, 21-30 years, 31-40 years, and
41-50 years. The table displays the frequency (number of teachers) and the
corresponding percentage for each category, providing insight into the respondents’
tenure and experience in Indigenous Peoples (IP) schools.

A significant majority, 93.58%, of the school leaders have 0-10 years of
experience, indicating a predominantly young or relatively new teaching workforce in IP
schools. There is a noticeable decline in the number of teachers with more years of
experience, as only 5.50% have 11-20 years of experience, and a mere 0.92% have 21—
30 years. Notably, there are no teachers with over 30 years of experience, highlighting a
potential gap in long-term retention within Indigenous Peoples (IP) schools.

Table 2 presents an overview of culture-based leadership among school heads.
The highest-rated areas are curriculum localization and contextualization, and promoting
a culture-based learning environment garnered a mean of 3.36 and were classified as
“high.” These results show that school heads prioritize integrating local culture into the
curriculum and fostering an inclusive educational setting. Research by Gay (2010)
supports the effectiveness of curriculum localization, emphasizing that making education
relevant to students’ lived experiences enhances engagement and learning outcomes.

Generally, the lowest-rated area engages the local community/stakeholders, with
a mean of 3.32, which is described as “high.” Although still rated high, this result suggests
challenges in fully involving parents, alumni, and other community members.

Studies, such as those by Epstein (2011), emphasize that strong community
partnerships are crucial to learner success and overall school advancement.
Strengthening stakeholder collaboration could enhance the supportive learning
environment necessary for culturally responsive education.

The section mean of 3.34, described as “high,” reflects that school heads
demonstrate culture-based leadership, but there is room for improvement. Future efforts
should focus on enhancing stakeholder engagement, fostering deeper community
involvement, and ensuring culturally responsive leadership practices' sustained, strategic
implementation.

Table 3 presents the level of culture-based leadership among school heads and
master teachers in driving organizational change. The highest mean is on the Personnel
Performance with 3.47, described as "very high") This indicates that school heads
effectively support, mentor, and guide teachers and staff, enhancing performance.
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Research suggests that strong instructional leadership fosters a culture-based
school, improves teacher motivation, and ultimately enhances learning outcomes
(Hallinger & Heck, 2010).

The lowest mean is on the Improvements in the School's Key Performance
Indicators with 3.34 and found to be "high") This implies potential challenges in
consistently achieving measurable improvements in key school performance metrics.
Research emphasizes that data-driven decision-making and continuous assessment are
vital in ensuring sustained school progress (Marzano, Waters, & McNulty, 2005).

The section's mean of 3.42, described as "very high," suggests that culture-based
leadership is almost always practiced, demonstrating a strong commitment to leadership
strategies that foster school improvement and performance. The findings indicate that
school heads and master teachers demonstrate strong culture-based leadership,
particularly in personnel management and school improvement planning. However,
enhancing key performance indicators through more data-driven, evidence-based
strategies can improve overall school effectiveness and student achievement.
Strengthening continuous assessment, stakeholder collaboration, and adaptive
leadership will ensure long-term organizational success.

The data in Table 4 demonstrate the connection between Culture-based
Leadership and Organizational Change, based on responses from 109 individuals. The
average score for Culture-based Leadership is 3.48, with a standard deviation of 0.54,
whereas the average score for Organizational Change is 3.42, with a standard deviation
of 0.48. The calculated correlation coefficient (r) of 0.780 reveals a strong positive
association between the two factors, indicating that increased levels of culture-based
leadership correlate with enhanced levels of organizational change.

The p-value of 0.000 confirms that this relationship is statistically significant at the
0.05 level, indicating that the observed correlation is unlikely due to chance. This result
signifies that leaders who exhibit culturally responsive practices — such as valuing
diversity, promoting inclusivity, and adapting leadership approaches to different cultural
contexts — are more likely to foster successful organizational change initiatives. Overall,
the findings emphasize the critical role of culture-based leadership in driving and
sustaining organizational change, highlighting the importance of integrating cultural
awareness and sensitivity into leadership development programs to enhance
organizational adaptability and innovation.

This means that culture-based leadership drives change. School heads who
embody the organization’s culture can effectively communicate the need for change and
inspire employees to buy into the vision. This shared understanding fosters a sense of
purpose and unity, smoothing the change process.

Moreover, culture-based school heads encourage a growth mindset, promoting a
willingness to learn new skills and adapt to evolving circumstances. This fosters a flexible
and adaptable workforce, essential for successfully implementing change.
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In addition, a positive and supportive school culture fosters wider community
engagement, increasing their willingness to participate in the change process. This active
involvement leads to better understanding, ownership, and higher success rates. When
stakeholders feel valued and respected, they are less likely to resist change. Culture-
based leaders create trust and transparency, minimizing the fear and anxiety associated
with change. Thus, the two variables have a significant relationship, and the hypothesis
is rejected in this condition.

This result aligns with the notion of Lugatiman and Bauyot (2024), who underscore
the notion that trust and respect are critical among school leaders, such that they need to
maintain high moral standards and commendable character to be trusted in the school
community. Trust is important among indigenous communities, and having it and
maintaining it is essential for the school community and the learners. Whenever there is
poor understanding and integration of culture, mistrust can impact the entire community
(Bamba, Candelario, Gabuya, and Manongdo, 2021).

The data outlines the findings from a one-way Analysis of Variance (ANOVA) to
determine whether significant differences exist among the groups. The Between Groups
sum of squares (SS) stands at 1.46028, accompanied by 3 degrees of freedom (df),
resulting in a mean square (MS) of 0.48676. The variation Within Groups, which highlights
differences within the individual groups, has an SS of 114.5583 and 424 degrees of
freedom, yielding a within-groups MS of 0.270185. The calculated F-ratio is 1.801583,
below the F critical value (F crit) of 2.625946 at the 0.05 significance level. Furthermore,
the p-value of 0.146189 is greater than the 0.05 limit, suggesting that the differences
among the groups do not reach statistical significance.

This result can perhaps be attributed to factors such as resistance to change. One
of the most common barriers to effective organizational change, particularly in educational
settings, is resistance from staff and stakeholders. This resistance often stems from
comfort with existing practices or skepticism about the benefits of the proposed change.
Another thing would be insufficient leadership support because effective change
initiatives require strong leadership to guide the process, communicate the vision, and
engage all stakeholders. If school leaders do not actively support and participate in the
change process, it can lead to a lack of buy-in and commitment from staff, resulting in
minimal impact on KPIs and other performance measures. Also, cultural factors can be
attributed to the fact that there might be existing culture within the school that resists
change, especially if it historically favored stability over innovation. Cultural inertia can
prevent new initiatives from taking root, leading to superficial changes that do not
translate into improved performance. Lastly, this result could also be due to inadequate
training and resources since successful implementation of changes often requires
training. If educators and staff do not receive adequate support to adapt to new practices,
it can hinder their ability to contribute effectively to the change process. In this aspect,
there is no significant difference in all components of the organizational change. Thus,
the hypothesis is accepted.
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This conforms to the works of Bachtiar, A. (2020), which stressed the importance
of professional development programs, particularly innovative ones, because they are
seen to be the key to success in any educational reforms aimed at helping teachers
improve their teaching in the classroom. It is perceived as a means to alleviate change in
the teachers’ knowledge, beliefs, and attitudes, which should be expected to be
implemented, in terms of practice, in the classroom. This means that the role of a school
leader is critical; hence, having a broad range of leadership and management skills and
competencies is fundamental in catching the right cooperation between the leader and
the members, not forcing domination over individuals (Ishimaru, 2022).

Similarly, Sherpa, Baraily, and Rai (2024) opined that School leaders need to be
accountable and responsible and commit to the school's development. As such, they
need to develop school culture and leadership on the teachers’ learning in the workplace.
Eventually, this culture and impact of leadership are practiced by teachers in their day-to-
day teaching and learning (Sherpa, Baraily, and Rai, 2024).

Republic Act No. 9155 further supports the concept. This act encourages schools
in the Philippines and their leaders to incorporate culture into the curriculum and foster
an environment that promotes effective teaching and learning. This approach also
ensures that schools embody the community's values by giving teachers and other staff
the flexibility to address the diverse needs of all learners. It implies that school leaders
must be professionally developed and empowered, particularly in integrating a school
culture responsive to learners’ needs and community.

This study examines the responses of participants through the issues and
challenges faced of the school heads in the implementation of culture-based leadership.
The collected data was aligned with the Philippine Professional Standards for School
Heads (PPSSH), specifically within its Domains and Strands. The findings are presented
by categorizing these themes according to the DepEd PPSSH framework, highlighting
the areas where they intersect with culturally responsive leadership practices among
school leaders. Additionally, verbatim responses from participants are included to provide
concrete examples that illustrate the themes, ensuring a more in-depth understanding of
the perspectives shared.

The second major issue is Curriculum Adaptation, with 23.94% of the responses;
this shows that school heads find it difficult to integrate IP culture and local knowledge
into the national curriculum, making it more relevant and meaningful for IP students. With
19.72%, Resource Limitations rank third, highlighting the struggle for adequate funding,
infrastructure, and culturally appropriate learning materials, particularly in remote schools.

Cultural Sensitivity and Integration earned 15.49% of the responses and ranks
fourth, emphasizing the challenge of balancing the national curriculum with preserving IP
traditions while ensuring a culturally inclusive school environment. Lastly, Language
Barriers, with 14.08% of the total responses, pose a significant challenge, as differences
between the national and native languages hinder effective teaching and learning and the
execution of multilingual education strategies.
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These challenges imply the need for targeted interventions, including policy
support, teacher training, and increased community involvement, to enhance culturally
responsive school leadership.

These challenges imply the need for targeted interventions, including policy
support, teacher training, and increased community involvement, to enhance culturally
responsive school leadership. Gay (2010) highlights that for leadership to be culturally
responsive, school leaders must intentionally establish policies and practices that honor
and address the varied cultural backgrounds of students and their families. Robust policy
frameworks that promote diversity, equity, and inclusion are essential to nurturing
culturally responsive school settings (Khalifa, Gooden, & Davis, 2016).

Conclusions
Based on the findings, the following conclusions are drawn:

1. The level of culture-based leadership has the significant gaps in the stakeholder
engagement, and in empowering the learners needs and implementation of culture-based
education.

2. The school leaders who actively integrate cultural values, practices, and identity
into their leadership approach are more effective in driving and sustaining meaningful
organizational change.

3. There exists a significant correlation between culturally influenced leadership
and organizational change.

4. There is significant difference among the components of the organizational
change.

5. The common issues and concerns of the school leaders in implementing
culture-based leadership are community engagement and participation, curriculum
adaptation and resource limitations.

Recommendations

Based on the study’s findings, the following specific recommendations are
proposed:

1. School heads may re-visit the existing strategies and interventions used to drive
organizational change, identifying areas for improvement to enhance effectiveness.

2. School leaders may consistently embed cultural values and practices into school
policies, programs, and leadership strategies to effectively support organizational
change.

3. Strengthening relationships with teachers, parents, students, and stakeholders
should be a priority to foster collaboration, encourage feedback, and facilitate shared
decision-making in the change process is also recommended.

4. Investing in professional development focused on change management and
leadership strategies is vital for successfully executing school improvement plans.
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5. Schools may develop inclusive platforms and regular activities to actively involve
all stakeholders, ensuring their voices are heard and their participation is valued in
culture-based leadership efforts.
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