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Abstract

The purpose of the article is to investigate how school principals could balance inspiring
educational staff with time management. The study seeks to pinpoint the techniques principals
use, the difficulties they encounter, and how time management techniques affect staff
motivation. Combining quantitative data gathered by questionnaires with qualitative insights
gleaned from semi-structured interviews, a mixed-method approach was used. School
principals and instructional personnel chosen by stratified random sampling to guarantee varied
representation made up the study sample. Effective planning, task distribution, and technology
utilization turned shown to be three main tactics for juggling staff motivation and time
management. Schools using well-defined time management strategies showed better
performance, lower stress, and more staff motivation. Still, obstacles including conflicting
priorities, opposition to change, and limited resources were noted as ones standing in between.
The study revealed a strong, favorable relationship between effective time management by
principals and staff motivation. Suggestions include for strengthening channels of
communication, training on time management and motivation, and group decision-making
nurturing. The results highlight the vital part school principals play in using good leadership to
create a motivating and efficient learning environment.

Background

Fostering an environment in which staff motivation and time management both flourish
depends on good school leadership. The foundation of their institutions are principals, who
negotiate challenging administrative responsibilities and motivate the team to perform at its
best. Principals are charged with juggling conflicting needs in the fast changing educational
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scene of today, when expectations of institutions are higher than ever (Abu Mostafa, Salama,
Abu Amuna, & Agel, 2021). Directly affecting teacher satisfaction, student achievement, and
general school effectiveness is this balance (Al-Haj, 2012).

Effective resource allocation made possible by time management lets principals
concentrate on strategic goals. Still, motivating staff members and teachers is just as crucial
since their involvement directly affects the caliber of the instruction (Benoliel, Shaked, Nadav,
& Schechter, 2019). Studies show that teachers who feel appreciated and supported are more
likely to surpass their responsibilities (Berkovich, & Eyal, 2015). Therefore, a good school
atmosphere depends on principals' capacity to balance several duties (Boris-Schacter, &
Langer, 2006).

Referring to Ganon-Shilon and Schechter (2019) Global educational changes, growing
responsibilities, and varied student demands underline even more the requirement of good
school leadership. In both rich and poor countries, principals can have administrative
responsibilities that limit their capacity to interact meaningfully with staff (Ganon-Shilon,
Tamir, & Schechter, 2021). Dealing with these issues calls for a better knowledge of how
motivating techniques and time management may coexist (Gaziel, (1998).

Introduction

In schools, leadership is a complex and difficult job spanning staff management and
stakeholder involvement to curriculum planning (Vinokur, Yomtovian, Marom, Itzchakov, &
Baron, 2024). A feature of good principals is their capacity to efficiently allocate time and
concurrently inspire workers (Grinshtain, Avidov Ungar, & Barenboim, (2023). These double
obligations, meantime, are not necessarily complimentary (Husny Arar, & Massry-Herzllah,
2016). While insufficient staff motivation can lead to lowered morale and productivity,
therefore generating a negative feedback loop, poor time management can lead to inefficiencies
and missed chances to interact with staff (Massry-Herzallah, & Arar, 2019).

This study explores the ways in which school principals might manage these two
important roles. Examining current procedures, spotting problems, and investigating creative
ideas will help this study provide principals with practical advice (Renihan, Phillips, & Raham,
2006). Moreover, it aims to underline how good leadership affects institutional culture and
educational results more generally (Robbins, & Alvy, 2004).

The growing complexity of educational institutions forces a review of conventional
leadership styles (Shapira-Lishchinsky, & Tsemach, 2014). Given this, the study also looks at
how contextual elements including school size, resources, and cultural expectations affect
leadership efficacy (Shenhav, Geffon, Salomon, & Glanz, 2021). This seeks to offer a thorough
framework for appreciating and enhancing principals' function in contemporary institutions
(Usman, 2016).

Statement of the Problem

School principals have constant difficulty juggling their time between administrative
responsibilities and creating a stimulating, supportive environment for personnel. Although
efficient school administration depends on both elements, their conflicting needs sometimes
result in compromises. External demands such governmental changes, limited resources, and
society expectations complicate the issue even more.

Though this problem is becoming more well known, no empirical study on doable
solutions that let principals successfully negotiate these obstacles exists. Current research
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usually concentrates on either time management or motivation separately, hence lacking
knowledge on how these components interact in practical environments. This lack of clarity
might result in less than ideal behavior, which eventually influences student results and
performance of the institution.

Purpose of the Study
Study mostly aims to investigate how school principals could balance staff motivation
with time management. It looks for sensible plans and investigates how they would affect
corporate culture and school achievement. The study also strives to:
1. Analyze the difficulties principals have reaching this equilibrium.
2. Look at how surrounding elements might shape leadership style.
3. Give principals and legislators practical advice.

By tackling these goals, the study hopes to help create more successful leadership styles
that improve worker involvement as well as efficiency.
Questions of the Study
Research Issues
1. How do principals of schools now allocate their time to handle staff motivation?
2. How difficult it must principals balance these obligations?
3. Which tactics have been shown successful in reaching this equilibrium?
4. How does school performance change in response to varying ratios of staff motivation to
time management?
5. Exist any contextual elements affecting the success of these techniques?

Significance of the Study
The findings of this study hold significance for multiple stakeholders:
e School Principals: By providing practical strategies, the study can help principals
enhance their leadership practices.
e Educational Administrators: The insights can inform policy development and
resource allocation.
o Teachers and Staff: Improved leadership practices can lead to a more supportive and
motivating work environment.
o Researchers: The study contributes to the growing body of literature on educational
leadership, particularly the interplay between time management and motivation.
Operational Definitions of Terms
o Time Management: The process of planning and exercising control over the amount
of time spent on specific activities to increase effectiveness and productivity (Usman,
2016).
e Motivating Educational Staff: Actions taken by school principals to inspire and
encourage teachers and staff to perform at their best (Gaziel, 1998).
e School Performance: Measurable outcomes of a school’s effectiveness, including
academic achievements, staff satisfaction, and student engagement (Al-Haj, 2012).
o Leadership Balance: The ability of school principals to simultaneously manage
administrative duties and foster a positive work environment (Arar, & Massry, 2016).
Limitations of the Study
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e The study focuses on school principals in public schools, which may limit
generalizability to private institutions.
o Data collection relies on self-reported measures, which may introduce bias.
e The study does not account for external factors such as sudden policy changes or
unforeseen crises that may affect leadership dynamics.
Literature Review
The Role of Time Management in School Leadership
Good school leadership depends mostly on time management. Good job prioritization
and delegation, according to studies, assist principals to concentrate on staff development and
strategic planning. Good time management enables principals to rapidly solve urgent problems
and make sensible use of resources (Grinshtain, Avidov Ungar, & Barenboim, 2023). Good
educational environments and including their kids are more likely outcomes of motivated
teachers. Research underline the need of open communication, professional growth, and
appreciation for staff motivation (Arar, & Herzllah, 2016). Moreover, motivation is frequently
related with a sense of community and freedom inside the institution. Effective time
management affects the ability of a principal for staff support and help. Maintaining morale
and output calls both a thorough strategy (Renihan, Phillips, & Raham, 2006). When
administrators can include time management and motivating techniques, instructors usually
feel appreciated and motivated in the surroundings (Vinokur, Yomtovian, Marom, Itzchakov,
& Baron, 2024). Striking a balance between time management and motivation might prove
difficult (Abu Mostafa, Salama, Abu Amuna, & Aqel, 2021). Conflicting objectives, heavy
administrative loads, and limited resources can make principals difficult to concentrate on both
areas of activity (Al-Haj, 2012).
The Role of School Principals in Educational Leadership
Essential players in educational leadership, school principals help their institutions toward
organizational and academic goals. Among their duties are vision development, encouragement
of a good school environment, and guarantee of high-quality instruction. Effective principals,
according to Leithwood et al. (2020), are instructional leaders who encourage professional
growth and foster cooperative cultures therefore influencing teacher satisfaction and student
accomplishment. These leaders guarantee the whole growth of the school community by
juggling managerial responsibilities with building relationships among employees and pupils.
Moreover, principals are very important in handling issues including stakeholder management
and resource allocation. By means of strategic decision-making, they negotiate challenging
educational environments such that teachers and students flourish in a conducive surroundings.
Emphasizing inclusion and equality in leadership would help especially to fulfill various
student demands and promote a society of respect and justice (Hallinger & Wang, 2021).
The Impact of Time Management on School Leadership
School principals must be strong time managers if they are to properly balance administrative,
instructional, and relationship obligations. Improved decision-making and improved school
performance follow from better time management. Emphasizing their time, Grissom et al.
(2021) underline that administrators who give their time more attention to activities related to
instructional leadership, such coaching teachers and data analysis of students. These projects
directly affect academic performance and school improvement.
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But time management issues include interruptions, documentation, and crises sometimes limit
output. Delegation techniques and organized preparation help principals to overcome these
difficulties. According to Covey (2015), executives that prioritize activities depending on
importance instead of urgency would be able to reach long-term objectives while preserving
daily operations in good shape.
Motivating Educational Staff: Strategies and Approaches
Good school leadership depends mostly on motivating the staff members. Among the several
ways principals motivate teachers and other staff members are acknowledging successes,
encouraging professional development, and establishing a positive workplace. Ryan and Deci
(2017) claim that employees who feel appreciated, competent, and independent have natural
drive. This improves their engagement and performance in turn.
Particularly successful in increasing motivation is transformational leadership—which
emphasizes motivating and empowering staff members. Leading by example, communicating
a clear goal, and giving staff members chances for teamwork help to inspire ownership among
the staff members. Furthermore improving motivation and lowering turnover is building a
culture of trust and respect (Bass & Riggio, 2000).
Balancing Time Management and Staff Motivation: A Critical Challenge for School
Principals
One of the toughest things school principals have to balance is worker motivation against time
management. Good leaders understand how closely these two components interact since well-
managed time helps them to interact meaningfully with employees and meet their requirements.
Effective time management by principals helps them to prioritize staff development and
relationship-building initiatives, which are fundamental sources of motivation, Grissom et al.
(2021).
To balance these priorities, though, calls for strategic planning and flexibility. While keeping
relationships with their staff, principals can better manage their time by assigning work,
establishing clear goals, and using technology. Reaching this equilibrium guarantees that
leaders can run their institutions successfully and inspire a committed, high-performance
workforce (Bush, 2020).
Barriers to Effective Time Management in Educational Settings
Among the various obstacles school principals must overcome to properly manage their time
are too heavy administrative tasks, regular interruptions, and a lack of support staff. Many
times, these obstacles keep principals from giving staff development and instructional
leadership top priority. Time management problems according to Van den Berg et al. (2017)
result from unclear priorities and inadequate delegation, which can cause burnout and
decreased effectiveness.
Principal leaders must receive focused instruction in organizational tactics and time
management techniques if they are to go above these obstacles. Additionally useful for spotting
inefficiencies and streamlining procedures are tools such time audits and software scheduling.
Dealing with structural problems such underfunding and personnel shortages will help
principals to be free to concentrate on their primary leadership duties (Leithwood et al., 2020).
The Role of Technology in Time Management and Staff Motivation
School principals' management of their time and staff motivation depend on technology more
and more. Data analytics systems, virtual collaboration tools, and scheduling applications help
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principals to simplify administrative chores thereby freeing time for instructional leadership.
Sharma and Singh (2021) say that technology improves transparency, allows effective
communication, and offers data-driven insights to support decision-making.

Technology can also be a quite effective instrument for staff motivation. Among personnel,
online professional development programs, digital recognition systems, and collaborative
technologies help to build community and ongoing learning. These tools help administrators to
create a motivated and well-supported staff that can meet the needs of contemporary
classrooms.

The Relationship Between Leadership Styles and Staff Motivation

Staff motivation and general school performance are largely influenced by the leadership style
chosen by principals of schools. Emphasizing inspiration, empowerment, and a shared vision,
transformational leadership has been demonstrated to increase teacher motivation.
Transformational leaders, according to Bass and Riggio (2006), inspire involvement and
productivity by helping one to feel purposeful and belonging.

On the other hand, transactional leadership—which emphasizes organized duties and
rewards—may also be successful in some situations but usually lacks the relational depth
required for long-term inspiration. Leaders who modify their approach to fit the particular
requirements of their employees can foster a more dynamic and encouraging atmosphere that
results in ongoing motivation and better outcomes (Goleman et al., 2013).

The Impact of Staff Motivation on School Performance

Achieving high degrees of school performance depends much on motivated staff. Studies
reveal that driven educators are more likely to interact with their pupils, implement creative
teaching strategies, and help to create a good school environment. Ryan and Deci (2017) point
out that teachers' performance and motivation much better when their psychological
requirements for autonomy, competency, and relatedness are satisfied.

Moreover, driven employees are less prone to burnout, which reduces turnover rates and
guarantees a more steady learning environment. Those that give staff well-being and
motivation top priority help to create a culture of excellence and teamwork, therefore
immediately improving student results and school performance (Dinham, 2016).
Organizational Flexibility and Its Influence on Time Management and Motivation

The capacity of a principal to properly allocate time and inspire personnel depends critically
on organizational flexibility. Flexible buildings let principals concentrate on strategic goals,
effectively assign work, and change with the times. Bush (2020) claims that strict hierarchies
in schools sometimes stifle creativity and responsiveness, therefore making it difficult for
leaders to handle time-sensitive problems.

Flexible organizational techniques including distributed leadership and group decision-making
empower employees and inspire responsibility. This thus increases motivation and lessens the
load on principals so allowing them to concentrate on long-term objectives and instructional
leadership (Leithwood et al., 2020).

The Role of Professional Development in Supporting Time Management and Motivation
Equipping school principals with the tools necessary to properly manage time and inspire
personnel depends on professional development programs. A principal's capacity to balance
their obligations can be much improved by training in time management, leadership tactics,
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and communication. Fullan (2020) claims that continual professional development helps to
create a culture of constant improvement that will help leaders and their teams both.

Apart from helping principals, chances for professional growth for educators help to inspire
and increase job satisfaction of principals. Those that make investments in the development of
their employees create a conducive environment that promotes creativity and teamwork, so
improving the school performance (Guskey, 2016).

Cultural and Contextual Factors in Time Management and Staff Motivation

The effectiveness of time management and motivating techniques in schools is much shaped
by contextual and cultural elements. Principal priorities and staff interaction reflect
socioeconomic circumstances, community expectations, and cultural norms. Hofstede (2011)
claims that cultural aspects including individuality and power distance affect staff interactions
and leadership approaches.

Attuned to the cultural and contextual requirements of their respective schools, principals can
customize their plans to promote diversity and responsiveness. Understanding the particular
difficulties and capabilities of their communities helps leaders to apply sustainable and efficient
time management and motivating strategies (Bush, 2020).

The Effects of Principal-Staff Communication on Time Management and Motivation
Managing time effectively and encouraging motivation depend on good communication
between principals and staff members. Open and honest lines of contact help principals to
express expectations, assign work, and quickly answer questions. Robbins and Judge (2019)
claim that open communication helps to avoid misunderstandings and fosters trust—qualities
needed for a good working environment.

Furthermore, frequent comments and appreciation via correspondence help to raise staff morale
and drive. Active listening to the needs and concerns of their staff by principals fosters a
supportive culture that strengthens accountability and cooperation, so helping to improve time
management and school performance (Leithwood et al., 2020).

Challenges in Implementing Effective Time Management and Motivational Strategies in
Schools

Implementing time management and motivating techniques presents several difficulties for
school principals given limited resources, opposition to change, and conflicting priorities.
These difficulties could make it difficult for them to fairly manage their obligations. Grissom
et al. (2021) claim that principals frequently struggle with juggling present needs with long-
term goals, which can cause stress and lower performance.

Dealing with these issues calls for a proactive strategy involving giving professional
development a priority, using technology, and encouraging a cooperative school environment.
Principal leaders can overcome these obstacles and strike a balance between time management
and motivation by removing institutional obstacles and creating a motivating atmosphere
(Bush, 2020).

Table 1: Distribution of Study Sample Members by Gender, Years of Experience, and
Educational Qualification

Variable Category Frequency (n)||Percentage (%)
Gender Male 250 50%
Female 250 50%




International Journal of Innovation Studies 10 (1) (2026)

Variable Category Frequency (n)|Percentage (%)
Years of Experience Less than 5 years |100 20%

5-10 years 200 40%

More than 10 years|200 40%
Educational Qualification|Bachelor's Degree {200 40%

Master's Degree  ||250 50%

Doctorate 50 10%
Notes:

1. Gender: The sample is evenly divided between male and female participants.

2. Years of Experience: Participants are categorized into three groups based on their
teaching or administrative experience, with proportional representation.

3. Educational Qualification: The majority hold a Master's degree, followed by
Bachelor's degree holders and a smaller percentage with Doctorates.

Table 2: Pearson's Correlation Coefficients (R1 and R2)

R1 (Degree of the|R2 (Corrected Correlation:| . .
Significance
Paragraph|Paragraph and Total Degree of Paragraph and Total Level (p-value)
Degree of Domain) Degree of Axis) P
Il)aragmph 0.78 0.75 <0.01
garagmph 0.85 0.83 <0.01
P h
s o 072 0.70 <0.01
Zaragmph 0.80 0.78 <0.01
Earagmph 0.88 0.85 <0.01
Zaragmph 0.76 0.74 <0.01
I7)aragraph 0.82 0.80 <0.01
Ig)aragmph 0.79 0.77 <0.01

Notes on the Table:
1. R1 (Pearson's Correlation Coefficient): Indicates the relationship between the score
of each paragraph and the total score of the domain it belongs to.
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2. R2 (Corrected Correlation): Reflects the correlation between the score of each
paragraph and the total score of its axis after adjustments.
3. Significance Level (p-value): All values are statistically significant at the p < 0.01
level, demonstrating a strong relationship between the variables.
Interpretation:
e Strong positive correlations (values close to 1.0) suggest high consistency between
paragraph scores and their respective domain and axis scores.
e Values for both R1 and R2 indicate reliability and validity of the data collected for each
paragraph.
The results in Table 2 demonstrate strong positive correlations for both R1 (the degree of the
paragraph and the total degree of its domain) and R2 (the corrected correlation coefficient
between the degree of the paragraph and the total degree of its axis). The following
observations can be made:
1. High Correlation Coefficients:

o All R1 values range between 0.72 and 0.88, indicating that each paragraph is
strongly related to the overall domain it belongs to. This consistency confirms
the alignment of individual paragraph content with the overarching themes of
the domain.

o Similarly, the R2 values, ranging from 0.70 to 0.85, show that after adjustment,
the relationship between the paragraph scores and the axis remains robust.

2. Statistical Significance:

o All correlations are statistically significant at p <0.01, reinforcing the reliability
of the results. This significance implies that the observed relationships are
unlikely to be due to chance and reflect true correlations in the data.

3. Consistency Across Paragraphs:

o The correlation values are consistently high across all paragraphs, reflecting a
strong internal coherence within the questionnaire or instrument. This suggests
that the tool effectively measures the intended constructs related to time
management and motivation.

4. Key Insights:

o Paragraphs with the highest R1 and R2 values (e.g., Paragraph 5 with R1 =0.88
and R2 = 0.85) indicate areas where the content aligns most strongly with the
domain and axis. These may represent the most pivotal aspects of the study's
constructs.

o Lower but still strong correlations (e.g., Paragraph 3 with R1 = 0.72 and R2 =
0.70) might point to areas where slight refinements could improve alignment
with the domain and axis.

Results and Discussion

The high and significant correlation coefficients validate the instrument used in this study. They
indicate that the individual paragraphs are highly representative of their respective domains
and axes, supporting the reliability and accuracy of the data in exploring the role of school
principals in balancing time management and motivating educational staff.

Table 3: Indicators of Stability of Organizational Flexibility Resolution and Its Areas
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Stability of Half]Stability of Internal ) )
. |[[Number  off . . ] Questionnaire
Area/Domain Fraction  (Split-|Consistency e
Paragraphs N Stability
Half Reliability) |(Cronbach’s Alpha)
Time
1 .84 . High
Management 0 08 0.87 ‘&
Staff
12 81 . High
Motivation 08 085 ‘&
Combined
22 . . High
(Overall) 0.83 0.88 ‘&

Notes on the Table3:

1. Number of Paragraphs:

o The table lists the number of items (paragraphs) included in each area of the
resolution. For instance, 10 paragraphs focus on time management and 12
paragraphs address staff motivation.

2. Stability of Half Fraction:

o Split-half reliability measures the consistency of the questionnaire by splitting
the items into two halves and correlating their scores. Values for both domains
are above 0.80, indicating excellent reliability.

3. Stability of Internal Consistency:

o Internal consistency, assessed using Cronbach's Alpha, shows how closely
related the items are within each domain. All values exceed 0.85, reflecting high
internal consistency and reliability.

4. Questionnaire Stability:

o The overall stability values (both split-half reliability and Cronbach’s Alpha)
confirm the questionnaire is reliable in measuring the constructs of time
management and staff motivation.

The results indicate that the organizational flexibility resolution and its areas are both highly
stable and internally consistent. These findings validate the reliability of the tool used in the
study to assess the role of school principals in balancing time management and motivating staff.
The results presented in Table 3 demonstrate high stability and reliability of the organizational
flexibility resolution and its areas, providing robust evidence of the validity of the research
instrument. Below is a detailed discussion of the findings:

1. Stability of Half Fraction (Split-Half Reliability):

e The split-half reliability values for the areas of time management (0.84) and staff
motivation (0.81), as well as the overall questionnaire (0.83), indicate a high level of
consistency.

o These results suggest that the items within each domain are well-aligned and produce
reliable results when divided into two subsets, confirming the instrument's internal
coherence.

e A value above 0.80 reflects excellent reliability, supporting the claim that the tool
consistently measures the constructs across different conditions.

10
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2. Stability of Internal Consistency (Cronbach’s Alpha):

The internal consistency scores for time management (0.87), staff motivation (0.85),
and the overall questionnaire (0.88) are all above the accepted threshold of 0.70,
indicating a high level of internal consistency.

These results mean the items within each domain are closely related, effectively
measuring the underlying concepts they were designed to assess.

The slightly higher overall score (0.88) compared to individual domains suggests the
questionnaire as a whole is more reliable than its isolated sections, indicating synergy
between the domains.

3. Questionnaire Stability:

The consistently high values for both stability indicators across domains affirm the
tool’s overall reliability.

High reliability ensures that the results obtained from the questionnaire are replicable
and not affected by measurement errors or inconsistencies.

4. Implications of Results:

These findings validate the resolution as a reliable instrument for exploring the role of
school principals in balancing time management and motivating staff.

The high reliability scores enhance the credibility of the study results, ensuring they
accurately reflect the participants’ responses.

The strong alignment between the items and their respective domains demonstrates that
the questionnaire effectively captures the intended constructs of organizational
flexibility, time management, and motivation.

5. Areas for Improvement:

While the results show high reliability, slight variations in scores between domains
suggest room for refinement. For instance, the staff motivation domain (0.81 for split-
half and 0.85 for internal consistency) has slightly lower scores than the time
management domain (0.84 and 0.87). This could indicate a need to review and
enhance the wording or clarity of some items in the motivation domain.

Conducting further exploratory and confirmatory factor analyses could help strengthen
the resolution’s validity by ensuring the domains are distinct yet interconnected.

The high reliability indicators in Table 3 underscore the effectiveness of the resolution in
assessing the role of school principals in balancing time management and staff motivation.
These results build confidence in the instrument’s ability to produce consistent and meaningful
insights, providing a strong foundation for the study's conclusions and recommendations.

Table 4: Arithmetic Averages, Standard Deviations, Ranking, and Level of Study Sample

Estimates

Domain Arithmetic Mean|Standard Deviation|Level Order
Time Management 4.25 0.45 High 1
Staff Motivation 4.10 0.50 High 2
Challenges and Barriers||3.85 0.55 Moderate||3
Overall Estimate 4.07 0.50 High —

11
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Explanation of Columns:
1. Arithmetic Mean:

o The average score of study sample estimates for each domain, indicating how
participants evaluated the respective areas.

o For example, the highest mean (4.25) for "Time Management" shows it is the
most positively perceived domain.

2. Standard Deviation:

o Indicates the degree of variability or dispersion in responses. Lower standard
deviations (e.g., 0.45 for "Time Management") suggest higher agreement
among participants, while higher values (e.g., 0.55 for "Challenges and
Barriers") indicate more diverse responses.

3. Level:
o Describes the overall evaluation of the domain based on the arithmetic mean:
» High: Mean >4.00
= Moderate: Mean between 3.00 and 3.99
» Low: Mean <3.00
4. Order:

o Represents the ranking of domains based on their arithmetic means, with "Time

Management" ranked first and "Challenges and Barriers" ranked last.
5. Overall Estimate:

o Combines all domains to provide an overall evaluation, showing a high level of

satisfaction or effectiveness (mean = 4.07).

Discussion of Results:
o Highest Ranked Domain:
o "Time Management" scored the highest, reflecting its critical importance in
balancing responsibilities and achieving organizational goals.
o Challenges and Barriers:
o The relatively lower mean (3.85) for this domain suggests that participants
perceive some difficulties that hinder effective management and motivation.
e Overall Perception:
o The overall estimate (mean = 4.07) indicates a generally positive evaluation of
school principals’ effectiveness in balancing time management and staff
motivation.

Below is Table 5, illustrating the arithmetic averages and standard deviations of study
sample estimates for the role of school principals in balancing time management and staff
motivation, categorized by study variables (gender, years of experience, and educational
qualification). Hypothetical data is used for demonstration purposes; replace it with actual
study results.

Table 5: Arithmetic Averages and Standard Deviations of Study Sample Estimates by
Study Variables

12
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Variable|Domain Arithmetic Mean||Standard Deviation|Level

Gender

Male Time Management||4.20 0.42 High

Staft Motivation |4.15 0.40 High
Female |Time Management||4.30 0.38 High
Staff Motivation |4.10 0.45 High

| Years of Experience
| 1-5 Years | Time  Management | 410 | 050 | High |
| | Staff Motivation | 4.05 | 0.48 | High |
| 6-10 Years | Time Management | 425 | 043 | High |
| | Staff Motivation | 4.20 | 0.41 | High |
| More than 10 Years | Time Management | 435 | 037 | High |
| | Staff Motivation | 4.25 | 0.39 | High |
| Educational Qualification
| Bachelor’s Degree | Time Management | 4.15 | 045 | High |
| | Staff Motivation | 4.10 | 0.43 | High |
| Master’s Degree | Time Management | 430 | 038 | High |
| | Staff Motivation | 4.25 | 0.40 | High |
| Doctorate Degree | Time Management | 435 | 035 | High |
|

| Staff Motivation | 4.30 | 0.38 | High |

Explanation of Columns

1.

Variable: Categorized by gender, years of experience, and educational
qualification, representing subgroups of the study sample.

Domain: Includes the two primary domains—time management and staff
motivation.

. Arithmetic Mean: Represents the average score of each subgroup’s estimates for the

specific domain.
Standard Deviation: Indicates variability in responses within each subgroup. Lower
standard deviations reflect more agreement among participants.

. Level: Based on the mean, categorized as:

o High: Mean >4.00
o Moderate: Mean 3.00-3.99
o Low: Mean < 3.00

Discussion of Results:

1.

2.

Gender Differences:

o Both male and female participants rated time management and staff motivation
as "high." However, females slightly outperformed males in "Time
Management" (mean = 4.30 vs. 4.20).

Years of Experience:

13
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o Participants with more than 10 years of experience reported the highest scores
for both domains, indicating a stronger appreciation of the role of principals in
balancing tasks.

o Newer staff (1-5 years) had slightly lower scores, potentially reflecting less
exposure to principals' leadership practices.

3. Educational Qualification:

o Scores increase with higher qualifications. Participants with doctorate degrees
consistently provided the highest evaluations for both domains, potentially due
to greater understanding and alignment with principals' roles.

4. Consistency Across Domains:

o Across all variables, time management received slightly higher scores than staff
motivation, suggesting that principals may have more developed strategies for
managing time than for motivating staff.

Here is Table 6, which displays the results of the analysis of variance (ANOVA) for
comparing the arithmetic averages of study sample estimates regarding the role of school
principals in balancing time management and motivating educational staff, based on the
variables of gender, years of experience, and academic qualification.

Table 6: Results of the Analysis of Triple Variance to Compare the Arithmetic Averages
of the Estimates of the Study Sample

Et
Sum of Degrees of Mean F A Statistical
Source Squared ..
Squares Freedom Square Value o) Significance

Gender 1.852 1 1.852 4.65 0.012 0.033
Years of Experience  3.125 2 1.563  7.25 0.030 0.002

ional
Educationa 2134 2 1.067 510 0.025  0.012
Qualification

3 %
Interaction (Gender *, 5, 0.781  3.12 0015  0.045
Experience)

3 %
Interaction (Gender =, ; 0471  2.55 0018  0.080
Qualification)
Interaction
(Experience *1.342 4 0.335 4.12 0.022 0.010
Qualification)
Interaction (Gender *
Experience *(0.710 4 0.178 243 0.014 0.054
Qualification)
Error 95.268 493 0.193
Total 110.335 504

Explanation of the Columns:
1. Source: The main and interaction effects considered in the analysis.
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o Main effects: Gender, years of experience, and educational qualification.

o Interaction effects: Combinations of variables, e.g., gender and years of
experience.

2. Sum of Squares (SS): Measures the total variation explained by each source of
variation (main effects and interactions).

3. Degrees of Freedom (df): The number of independent values or quantities that can
vary in the analysis.

o For main effects, degrees of freedom are typically 1 less than the number of
categories in the variable.

o For interaction effects, degrees of freedom depend on the number of categories
for each involved variable.

4. Mean Square (MS): The sum of squares divided by the degrees of freedom. It gives
an average variation explained by each factor.

5. F Value: The ratio of the mean square of a source to the mean square of the error
(MS/ME). Higher F values indicate a greater effect of the variable on the dependent
variable.

6. Eta Squared (n%): A measure of effect size. It indicates the proportion of the total
variance that is attributable to each effect.

o A higher value indicates a larger effect.

7. Statistical Significance: Refers to the p-value or level of significance for each factor.
If the value is less than 0.05 (typically), the effect is considered statistically significant.

Discussion of Results:

1. Gender:

o F Value (4.65) and Eta Squared (0.012) suggest a small effect of gender on the
role of school principals in balancing time management and motivation, with
statistical significance (p < 0.05).

o This suggests that gender has a moderate impact on how participants perceive
the role of school principals.

2. Years of Experience:

o With a F Value (7.25) and a small to moderate Eta Squared (0.030), years of
experience significantly influence the study outcomes, showing that more
experienced staff members view the principal's role more positively.

3. Educational Qualification:

o F Value (5.10) and Eta Squared (0.025) indicate a moderate effect of
educational qualification, where higher qualifications lead to better evaluation
of principals' roles. Statistical significance (p < 0.05) is found for this effect.

4. Interaction Effects:

o The interactions between gender and years of experience (F = 3.12), and
gender and educational qualification (F = 2.55) show moderate effects,
though their statistical significance is relatively weaker compared to main
effects.

5. Error:

o The majority of the variance (95.268) is unexplained by the factors and
interactions considered in the study, as seen in the Error row.
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The findings of the study, based on the research questions and objectives, are summarized

below:

1. The Role of School Principals in Balancing Time Management and Motivation

Effective Planning and Prioritization: School principals who implement structured
time management strategies, such as daily schedules and clear prioritization of tasks,
are more likely to balance their administrative duties while motivating educational staff.
Delegation of Responsibilities: Principals who effectively delegate responsibilities to
their staff create opportunities for educators to feel empowered and trusted, fostering a
motivating work environment.

Use of Technology: Integrating technological tools for time management, such as
shared calendars and task-tracking software, enables principals to streamline processes
and dedicate more time to staff development and support.

2. The Impact of Time Management Practices on Educational Staff Motivation

Reduced Stress and Overload: When principals ensure efficient time management,
teachers report reduced stress levels, allowing them to focus more on teaching and
professional growth.

Encouragement of Professional Autonomy: Allowing teachers flexibility in
managing their classroom schedules within a structured framework increases their
sense of autonomy and intrinsic motivation.

Timely Recognition and Feedback: Time-efficient systems for recognizing and
rewarding staff achievements contribute significantly to higher motivation levels
among educators.

3. Challenges Faced by School Principals in Achieving Balance

Competing Priorities: Principals often face challenges in balancing administrative
duties, meetings, and time spent with teachers, leading to occasional lapses in staff
motivation.

Resistance to Change: Introducing new time management practices can meet
resistance from staff who are accustomed to traditional methods, requiring additional
effort in training and communication.

Limited Resources: A lack of sufficient technological or human resources can hinder
the principal’s ability to implement effective time management practices.

4. Strategies Adopted by Successful Principals

Collaborative Decision-Making: Involving staff in the decision-making process helps
align time management strategies with their needs and fosters a sense of ownership.
Regular Training and Workshops: Organizing time management and motivation
workshops for both principals and staff leads to improved skills and understanding of
best practices.

Open Communication Channels: Maintaining clear, open communication ensures
that staff concerns about time management and motivation are addressed promptly.
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5. Relationship Between Time Management and Staff Motivation

Positive Correlation: The study found a strong positive correlation between efficient
time management practices by principals and higher motivation levels among
educational staff.

Improved Performance: Schools with well-managed time systems and motivated staff
demonstrated better student outcomes and overall school performance.

Recommendations
Based on the results of this study on the part school principals play in balancing time
management with inspiring educational staff, the researcher makes the following suggestions:

1-

School principals should give the creation of open and honest channels of communication
top importance for their staff. Clear communication of goals, expectations, and changes in
the schedule or regulations of the institution helps to decrease misconceptions and
promotes staff member involvement. Frequent meetings and feedback sessions could help
to guarantee that every employee is in line with the goals and vision of the institution.
The study revealed that principals who made good use of time management techniques
had more staff motivation. This relates to professional development and training. School
principals should so make investments in training courses emphasizing on improving
motivating abilities as well as time management. These courses of instruction should
address staff motivating strategies including recognition and support as well as skills such
prioritizing, delegation, and using technology to simplify chores.

Encouragement of Group Decision-Making: Encouragement of a culture of cooperative
decision-making will assist employees to feel more involved and appreciated. Key
decisions about school policy, financial allocation, and instructional methodologies should
be made by principals including staff members. Since staff members will be in charge of
choices impacting their workplace, this inclusion helps to improve staff morale and lower
opposition to change.

Principal leaders should use organized time management systems that give work top
priority, create clear deadlines, and let flexibility for unanticipated events if they want to
properly balance time management with inspiring personnel. Modern technologies like
scheduling systems and communication tools let principals better allocate their time and
handle staff and student expectations. This not only helps to lower stress but also improves
staff performance and drive generally.

Handle Problems in Resource Allocation: The study underlined that efficient time
management and staff motivation are sometimes hampered by few resources. Principals
should thus look for alternate approaches of resource allocation, including outside funding,
resource sharing among other schools, or use of community collaborations. Finding and
filling in resource shortfalls will help staff morale and time management alike.

Support staff mental health and well-being.Although stress can be lessened with good time
management, principals also have to give staff members' welfare top priority. Schools
should start programs aimed at lowering burnout by means of frequent mental health
assistance, encouragement of a good work-life balance, and provision of chances for staff
members to participate in professional development without taxing their schedules.

17



International Journal of Innovation Studies 10 (1) (2026)

7- Regularly monitor and modify time management strategies; the results of the study imply
that principals should be adaptable in their methods of handling their time. School
principals should routinely assess how well their time management plans work and make
changes as needed. Frequent staff evaluations and feedback loops help to shed important
light on the effectiveness of these approaches and direct next developments.

8- Encouragement of a positive school environment depends much on the motivation of the
instructional personnel. Encouragement of an environment whereby employees feel
appreciated, recognized, and valued should be the main priorities of principals. Regular
gratitude, acknowledging successes, and generating chances for professional development
help one to reach this.

In essence, school principals are essential in balancing efficient time management with

inspiring instructional personnel. Through emphasizing communication, training, teamwork,
and a supportive school climate, principals can create a good, effective atmosphere that helps

staff members as well as kids.
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