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Abstract 

This study investigated the mediating role of working climate in the relationship between empowering leadership and 

teacher’s professionalism in public elementary schools. The results indicated that teacher-respondents highly observed 

empowering leadership behaviors among school heads, particularly in leading by example, participative decision making, 

coaching, informing, and showing concern/interacting with teams. Similarly, teacher’s professionalism was rated very 

highly, with respondents expressing great extent of professionalism in areas such as professional community, professional 

knowledge, professional accountability, and ideal professional service. Additionally, working climate received high 

ratings, particularly in respect, communication, career development, relationship, teamwork and support, and training and 

learning. Furthermore, the study revealed significant relationships between empowering leadership and teacher’s 

professionalism, empowering leadership and working climate, as well as teacher’s professionalism and working climate. 

Based on these findings, it is concluded that empowering leadership plays a crucial role in shaping both the working 

climate and teacher’s professionalism in public elementary schools. These conclusions underscore the importance of 

fostering empowering leadership behaviors and nurturing positive working climates to enhance teacher professionalism 

and ultimately improve educational outcomes in public elementary schools. 
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INTRODUCTION 

Public elementary schools are the foundation of educational systems, affecting future generations' academic and personal 

growth. The interaction between empowering leadership, the current working atmosphere, and teachers' professionalism 

becomes crucial in this foundational context. Empowering leadership, defined as leaders who inspire and enable the 

growth of their teams, has gotten a lot of attention in educational research because of its potential to boost teachers' 

effectiveness and commitment. However, the extent to which the working environment mediates the relationship between 

empowered leadership and teacher professionalism remains an important question. 

The social, emotional, and organizational characteristics of a school's working climate have a considerable 

influence on educators' attitudes and behaviors. A healthy work environment promotes teamwork, trust, and a sense of 

belonging, which can enable teachers to flourish in their roles. A negative or unsupportive climate, on the other side, 

might inhibit professional growth and hamper the implementation of an empowering leadership vision. 

This study sheds light on the intricate relationships that exist between teachers' professionalism, the working 

environment, and empowering leadership in public primary schools. By examining how the work environment mediates 

the impacts of empowering leadership on teachers' professionalism, researchers hope to gain a better understanding of the 

mechanisms that support the development of successful and empowered educators. 
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This work is significant not only because of its potential to promote intellectual discourse, but also because of its practical 

consequences for school administrators, policymakers, and educators themselves. The findings of this study can be used 

to drive leadership strategies, professional development efforts, and school policies aimed at creating a healthy working 

environment and encouraging educators to flourish in their critical jobs. 

Performance of permanent professors is positively and significantly impacted by empowered leadership. The 

findings of this study back up Amundsen and Martinsen's (2014, 2015) theory that employee empowerment helps 

employees become more independent and capable of leading themselves. Individuals who employ self-leadership abilities 

and strategies to propel themselves to higher levels of effectiveness and performance are known as self-leaders (Ahmed et 

al., 2017). Leaders who share authority with subordinates, according to Vecchio et al. (2010), contribute to higher levels 

of job satisfaction and performance among these subordinates. Empowering leadership, according to Jones (2013), is 

characterized as a leader's capacity to comprehend motivation and be demonstrating that a leader is interested in and cares 

about his staff, that he can communicate effectively, and that he can motivate his employees. 

According to the research, one of the most successful strategies to increase teachers' dedication is to empower 

them (Muhammad & Hussain Ch., 2020). Bogler and Somech (2004) suggest that empowered leadership will produce 

more committed teachers because empowered instructors have a higher level of organizational commitment. Schools 

generally rely on organizational commitment to achieve their goals because it is an antecedent of performance (Boz et al., 

2021; Mailool et al., 2020). Further investigation into the correlations between these three variables is necessary, 

considering their importance for academic performance. 
 

MATERIALS AND METHODS 

This research employed descriptive correlational research. This design established the relationship among variables and 

find out the direction and extent relationship between different variables. 

It involved the collecting, recording and interpreting the data. Questionnaire designed to determine the working 

climate, empowering leadership and teacher’s professionalism. 

Teachers in Mauban District public elementary schools made up the study's respondents. It specifically featured 

134 Mauban North District public primary teachers who were classified as Master Teachers and Teacher I–III. Twelve 

(12) students attended Balaybalay Elementary School; seven (6) students attended Concepcion Elementary School; 

seventeen (9) students attended Liwayway Elementary School; fifteen (14) students attended Mabato Elementary School; 

thirty-eight (27) students attended Mauban North Elementary School I; seven (7) students attended Mauban North 

Elementary School II; seven (6) students attended Remedios I Elementary School; four (4) students attended Remedios II 

Elementary School; seventeen (13) students attended San Lorenzo Elementary School; eight (8) students attended San 

Miguel San Rafael Elementary School; thirteen (13) students attended SWA Elementary School; and seven (7) students 

attended Tejero Elementary School. 

 The one hundred thirty four (134) teacher respondents of the study come from public elementary schools in 

Mauban North District. They are selected according to their designation as part of the restriction of the study. The survey, 

questionnaire, test, scale, rating, or tool designed to assess the variable(s), characteristic(s), or information on interest, 

frequently behavioral or psychological characteristics, will be utilized as research instruments. The survey questionnaires 

are the main instrument in gathering the data. Researcher adapted questionnaires used to Working climate, empowering 

leadership and teacher’s professionalism. The internal consistency of validated research instruments for assessing 

empowering leadership, teachers' professionalism, and the working climate. Cronbach's alpha coefficients provide insight 

into the reliability of each subscale, with interpretations ranging from "Excellent" to "Good." Empowering leadership 

dimensions, such as leading by example, participative decision making, coaching, informing, and expressing 

concern/interacting with the team, demonstrate robust internal consistency, with Cronbach's alpha values ranging from 

.880 to .954, indicating "Good" to "Excellent" reliability. 

In order to guarantee that the idea under investigation is of the highest caliber and satisfies the prerequisites for 

the degree in educational administration, the researcher adhered to the procedures set forth by the dean's office. In front of 

an expert panel, the suggestion was made and debated. The paper's content was improved based on all suggestions and 

remarks given during the defense. The researcher wrote a letter requesting authorization to perform the study and 

distribute the research instrument to the superintendent's office, SDO-Quezon. After approval, a letter informing the 

district supervisor and each school head in Mauban North District of the researcher's intention to gather data at their 

locations was sent to them. 

Following acceptance of the authorization letter by the offices of the superintendent, district supervisor, and 

school heads, the researcher carried out his study as follows: first, with help from the school heads, the researcher built a 

Google Form for the questionnaire and disseminated it to the respondents. They had plenty of time to finish filling out the 

survey. The researcher was gathering the questionnaires. 

Once the responses were retrieved, the researcher started tabulating and analyzing the data with the help of his 

statistician and the Statistic Center at LSPU San Pablo, to which he sent a copy of the data matrix and other supporting 

documents to make sure the data were handled correctly and statistically, especially when determining the role that the 

working climate plays in mediating between teacher professionalism and empowerment and leadership. 

Once the responses were retrieved, the researcher started tabulating and analyzing the data with the help of his statistician 

and the Statistic Center at LSPU San Pablo, to which he sent a copy of the data matrix and other supporting documents to 
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make sure the data were handled correctly and statistically, especially when determining the role that the working climate 

plays in mediating between teacher professionalism and empowerment and leadership. 

The study's data requirements were met by statistically analyzing the Mauban North District teachers' 

questionnaire replies. Descriptive statistics like frequency count, mean, and percentage are employed in descriptive 

analysis. Pearson Product Moment Correlation employed in the management of educational resources to the instructional 

behavior and performance of teachers in terms of meaningful relationship. The survey is aimed at empowering leadership 

behaviors, working climate perceptions, and self-reported performance measures. Using a stratified random sample 

method will result in a representative demographic distribution among participants. The acquired data analyzed using 

statistical software. Descriptive statistics provided a thorough picture of central tendencies and variables, whereas 

correlation analysis will reveal the interrelationships between empowering leadership, working climate, and teacher 

professionalism. Regression and structural equation modeling were the main mediation techniques employed in the 

analysis to dissect the nuanced role that working climate plays in moderating the effect of empowered leadership on 

teacher performance. Subgroup studies looked into potential variations, and the results presented thoroughly, with clear 

visual aids and a complete narrative explanation. The implications for educational stakeholders, as well as ideas for 

optimizing leadership and working conditions to improve teacher performance, presented, ending in a thorough 

examination of limitations and future research opportunities. 

 

RESULTS AND DISCUSSION 
 

Empowering Leadership 

The table illustrates the level of empowering leadership based on the presented indicators. The data provided reflects a 

highly observed as reported by the respondents. The combined mean score for empowering leadership across all subscales 

is 4.56 with a standard deviation of 0.62, indicating that empowering leadership is highly observed overall. 

 
Table 1 Summary Table for Empowering Leadership 

Variables Mean SD Verbal Interpretation 

  Leading by Example 4.59 0.57 Highly Observed 

  Participative Decision Making 4.55 0.61 Highly Observed 

  Coaching 4.59 0.61 Highly Observed 

  Informing 4.57 0.61 Highly Observed 

  Showing Concern/Interacting with the Team 4.51 0.69 Highly Observed 

Overall 4.56 0.62 Highly Observed 
Legend: 4.50 – 5:00 Strongly Agree/Highly Observed, 3.50-4.49 Agree/ Observed   

2.50-3.49 Moderately Agree/ Moderately Observed 

1.50-2.49 Disagree/Less Observed, 1.00-1.49 Strongly Disagree/Not Observed 
 

This suggests that the leadership in question demonstrates strong traits of empowerment, such as leading by example, 

involving others in decision-making, providing coaching and support, effective communication, and showing concern for 

team members' well-being. These behaviors contribute to creating a positive and supportive work environment conducive 

to individual and team success. This finding suggests that the leadership in question demonstrates strong empowerment 

characteristics across multiple dimensions, such as setting a good example, involving others in decision-making, 

providing coaching and support, communicating effectively, and caring about the well-being of team members. These 

behaviors are congruent with current empowering leadership theories, which highlight the significance of developing 

employee autonomy, engagement, and support (Spreitzer, 2008; Walumbwa et al., 2008).  

The observed high degree of empowering leadership indicates that the organization would benefit from a positive 

and supportive work environment in which people feel valued, inspired, and empowered to deliver their best efforts. 

Leaders can promote a culture of trust, cooperation, and continuous improvement by embodying empowered leadership 

behaviors (Eisenbeiss & Boerner, 2013; Laschinger et al., 2016). These values are critical for long-term success in today's 

competitive landscape. 
 

Teacher’s Professionalism 

The table illustrates the level of teacher’s professionalism based on the presented indicators. The data provided reflects a 

highly observed as reported by the respondents. The combined mean score for teacher professionalism across all 

subscales is 4.63 with a standard deviation of 0.55, indicating a very high level of professionalism overall. 
 

Table 2 Summary Table for Teacher’s Professionalism 

Variables Mean SD Verbal Interpretation 

Professional Community 4.66 0.53 Very Great Extent 

Professional Knowledge 4.55 0.61 Very Great Extent 

Professional Accountability 4.63 0.54 Very Great Extent 

Ideal Professional Service 4.68 0.52 Very Great Extent 

Overall 4.63 0.55 Very Great Extent 
Legend: 4.50 – 5:00 Strongly Agree/Very Great Extent, 3.50-4.49 Agree/ Great Extent,  

2.50-3.49 Moderately Agree/Moderate Extent, 1.50-2.49 Disagree/Some Extent,  

1.00-1.49 Strongly Disagree/Not at all  
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This suggests that teachers demonstrate exemplary professionalism in various aspects of their work, including their 

engagement with the professional community, depth of knowledge, accountability, and commitment to providing high-

quality service. Such professionalism contributes to creating a positive and effective learning environment for students 

and fosters a culture of continuous improvement within the educational institution. This supports a study by Hargreaves 

and Fullan (2012) that highlights how crucial it is to develop a professional culture in educational institutions in order to 

support both organizational effectiveness and student achievement. According to the findings, educators exhibit a great 

dedication to holding themselves accountable for the academic achievements of their students, keeping up-to-date with 

professional developments, and offering top-notch instruction. A culture of continual improvement is fostered within the 

educational institution by such exceptional professionalism, which also helps to create a positive and effective learning 

environment for students. These findings emphasize the critical role of teachers as leaders in the pursuit of educational 

excellence, drawing on work by Darling-Hammond and Bransford (2005) that emphasizes the value of teacher 

professionalism in driving educational reform and enhancing student outcomes. Stakeholders in education should 

collaborate to promote and improve teaching practices, which will ultimately benefit teachers and students, by 

acknowledging and applauding the professionalism of teachers. 
 

Working Climate 

The table illustrates the level of working climate based on the presented indicators. The data provided reflects a highly 

observed and observed as reported by the respondents. The combined mean score for the working climate across all 

subscales is 4.55 with a standard deviation of 0.59, indicating that the working climate is highly observed overall. 
 

Table 3 Summary Table for Working Climate 

Variables Mean SD Verbal Interpretation 

Respect 4.78 0.47 Highly Observed 

Communication 4.55 0.61 Highly Observed 

Career Development 4.57 0.57 Highly Observed 

Relationship 4.54 0.58 Highly Observed 

Teamwork and Support 4.35 0.70 Observed 

Training and Learning 4.49 0.60 Observed 

Overall 4.55 0.59 Highly Observed 
Legend: 4.50 – 5:00 Strongly Agree/Highly Observed, 3.50-4.49 Agree/ Observed   

2.50-3.49 Moderately Agree/ Moderately Observed 

1.50-2.49 Disagree/Less Observed, 1.00-1.49 Strongly Disagree/Not Observed  
  

This suggests that the organization provides a positive and supportive environment characterized by respect, effective 

communication, and opportunities for career development, positive relationships, teamwork, and learning. Such a 

conducive working climate is likely to contribute to employee satisfaction, engagement, and organizational success. 

These findings align with research by Schneider et al. (2003), which emphasizes the importance of creating a positive 

organizational climate characterized by supportive relationships and opportunities for growth in promoting employee 

satisfaction and organizational success. The conducive working climate depicted in the data is likely to contribute to 

enhanced employee morale, engagement, and commitment, ultimately fostering a culture of continuous improvement and 

driving organizational effectiveness. By recognizing and building upon the strengths of the existing working climate, 

organizations can further cultivate a positive and supportive environment that nurtures employee well-being and 

facilitates optimal performance and success. 
 

Relationship between the Empowering Leadership and the Teacher’s Professionalism 

The positive significant relationship between the empowering leadership of the school head and teacher professionalism 

underscores the transformative impact of leadership practices on teacher behavior and attitudes. Empowering leaders 

cultivate a supportive and collaborative environment where teachers feel valued, trusted, and empowered to excel in their 

roles. By fostering a culture of autonomy, shared decision-making, and professional growth, empowering leaders inspire 

teachers to take ownership of their practice, pursue continuous improvement, and uphold high standards of professionalism. 

Through effective communication, mentorship, and recognition of teacher contributions, empowering leaders promote a sense 

of ownership, commitment, and dedication among teachers, leading to enhanced professionalism and ultimately improving 

student outcomes. Therefore, investing in empowering leadership practices is essential for nurturing a culture of excellence, 

fostering teacher development, and promoting organizational effectiveness within the school community. 

 
Table 4 Test of Relationship between the Empowering Leadership and the Teacher’s Professionalism 

Empowering Leadership 

Teachers Professionalism 

Professional 

Community 

Professional 

Knowledge 

Professional 

Accountability 

Ideal Professional 

Service 

Leading by Example .695
**

 .655
**

 .642
**

 .565
**

 

Participative Decision Making .631
**

 .625
**

 .595
**

 .466
**

 

Coaching .667
**

 .674
**

 .613
**

 .502
**

 

Informing .648
**

 .702
**

 .615
**

 .485
**

 

Showing Concern .677
**

 .644
**

 .577
**

 .472
**

 
**. Correlation is significant at the 0.01 level (2-tailed) 
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This claim is supported by research by Li et al. (2016), which shows that supportive and collaborative environments 

created by empowering leaders help instructors feel valued, trusted, and empowered. This setting fosters professional 

development, shared decision-making, and autonomy, all of which help educators perform to the best of their abilities. 

Teachers are motivated to take charge of their practice when they see empowering leaders who maintain high standards of 

professionalism and cultivate a culture of continual development. Teachers' sense of ownership, passion, and commitment 

is further reinforced by effective communication, mentorship, and acknowledgment of their work. In the end, empowered 

leadership techniques require significant investment if the school community is to cultivate an excellence culture, support 

teacher development, and increase organizational success (Li et al., 2016). 

  

Relationship between the Empowering Leadership and the Working Climate 

The positive significant relationship between empowering leadership and the working climate highlights the critical 

interplay between leadership practices and organizational culture within educational settings. Empowering leaders foster a 

work environment characterized by trust, collaboration, and shared decision-making, which in turn contributes to a 

positive and supportive working climate. When school leaders empower their staff by delegating authority, providing 

resources, and encouraging innovation, they create a culture where individuals feel valued, motivated, and inspired to 

contribute their best efforts. This supportive working climate, in turn, reinforces empowering leadership by fostering open 

communication, creativity, and a sense of collective ownership among staff members 

 
Table 5 Test of Relationship between the Empowering Leadership and the Working Climate 

Empowering Leadership 

Working Climate 

Respect Communication 
Career 

Development 
Relationship 

Teamwork 

& Support 

Training & 

Learning 

Leading by Example .535
**

 .623
**

 .610
**

 .666
**

 .474
**

 .577
**

 

Participative Decision 

Making 
.469

**
 .607

**
 .566

**
 .630

**
 .428

**
 .533

**
 

Coaching .512
**

 .631
**

 .645
**

 .721
**

 .463
**

 .544
**

 

Informing .533
**

 .627
**

 .666
**

 .706
**

 .500
**

 .568
**

 

Showing Concern .536
**

 .651
**

 .644
**

 .702
**

 .490
**

 .562
**

 

**. Correlation is significant at the 0.01 level (2-tailed) 

 

Therefore, investing in empowering leadership not only strengthens organizational culture but also cultivates a work 

environment that promotes collaboration, resilience, and continuous improvement, ultimately enhancing the overall 

effectiveness and success of the school. Wang and Guan (2018) conducted research that corroborates this claim by 

showing that leaders who are able to exercise empowerment are critical in creating a work environment that is marked by 

shared decision-making, trust, and collaboration. School administrators create an environment where people feel 

appreciated, inspired, and empowered to put out their best efforts by enabling their personnel through authority 

delegation, resource allocation, and innovation encouragement. By encouraging open communication, innovation, and a 

sense of shared responsibility among employees, this positive work environment in turn supports empowered leadership. 

Consequently, allocating resources towards empowering leadership builds a collaborative, resilient, and continuously 

improving work environment in addition to fortifying organizational culture. Thus, the school's overall performance and 

efficacy are improved (Wang & Guan, 2018). 

 

Relationship between Teacher’s Professionalism and their Working Climate 

 
Table 6 Test of Relationship between Teacher’s Professionalism and their Working Climate 

Working Climate 

Teachers Professionalism 

Professional 

Community 

Professional 

Knowledge 

Professional 

Accountability 

Ideal Professional 

Service 

Respect .733
**

 .695
**

 .727
**

 .759
**

 

Communication .697
**

 .753
**

 .724
**

 .667
**

 

Career development .789
**

 .784
**

 .758
**

 .724
**

 

relationship .760
**

 .761
**

 .704
**

 .630
**

 

Teamwork and Support .572
**

 .601
**

 .523
**

 .470
**

 

Training and Learning .655
**

 .715
**

 .686
**

 .660
**

 

**. Correlation is significant at the 0.01 level (2-tailed) 

 

The positive significant relationship between the working climate and teacher professionalism underscores the vital 

influence of organizational context on teacher behavior and attitudes. A supportive and positive working climate, 

characterized by trust, collaboration, and a shared sense of purpose, provides a conducive environment for teachers to 

exhibit professionalism in their practice. When teachers feel valued, respected, and supported by their colleagues and 

school leadership, they are more likely to demonstrate professionalism through their commitment to student learning, 

dedication to continuous improvement, and willingness to collaborate with peers. Conversely, a negative or unsupportive 

working climate can hinder teacher professionalism by eroding trust, stifling innovation, and fostering a culture of 
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disengagement. Therefore, investing in cultivating a positive working climate is essential for promoting teacher 

professionalism, enhancing job satisfaction, and ultimately improving the quality of education within the school 

community.  

The strong correlation that exists between teacher professionalism and the work environment highlights the 

critical role that organizational context plays in shaping the attitudes and behaviors of educators. Teachers are able to 

practice professionalism in a setting that is supportive and constructive, where there is a shared sense of purpose, trust, 

and teamwork. When teachers feel valued, respected, and supported by their colleagues and school leadership, they are 

more likely to demonstrate professionalism through their commitment to student learning, dedication to continuous 

improvement, and willingness to collaborate with peers. On the other hand, a hostile or unwelcoming workplace 

environment can undermine teacher professionalism by undermining creativity, destroying trust, and encouraging a 

disengaged culture.Thus, funding to create a supportive work environment is essential to encouraging teacher 

professionalism, improving job satisfaction, and eventually raising the standard of instruction in the school community 

(Skaalvik & Skaalvik, 2014). 

 

Mediation Analysis 
 

Table 7 Mediation Analysis of Working Climate to the Relationship between the Empowering Leadership and 

Teachers Professionalism 

Effect Estimate SE 
95% Confidence Interval 

t P 
Lower Upper 

Direct .1673 .0466 .0751 .2596 3.5888 .0005 

Indirect .4226 .0839 .2597 .5844   

Total .5900 .0480 .4949 .6850 12.2833 .0000 

Effect Estimate SE 
95% Confidence Interval 

T P 
Lower Upper 

Empowering L --> Working Climate .5878 .0495 .4899 .6856 11.8848 .0000 

Empowering L -->TProfessionalism .1673 .0466 .0751 .2596 3.5888 .0005 

W Climate --> T Professionalism .7190 .0570 .6062 .8319 12.6063 .0000 

EL --> WC--> TP .4226 .0839 .2597 .5844   

 

The table shows the mediating analysis of working climate to the relationship between the empowering leadership and the 

teacher’s professionalism. The results revealed a significant indirect effect of the working climate to the empowering 

leadership of the school head and the teacher’s professionalism. Furthermore, the direct effect of empowering leadership 

of the school head to the professionalism of the teachers in presence of the mediator was also found significant (p= .0000, 

t=3.5888). Hence, the working climate partially mediated the relationship between empowering leadership of the school 

head and the teacher’s professionalism. 

The findings indicating a significant indirect effect of the working climate on the empowering leadership of the 

school head and teacher professionalism highlight the critical role of organizational climate in shaping leadership 

practices and teacher behavior. A positive working climate characterized by trust, collaboration, and support creates a 

conducive environment where empowering leadership can thrive. When school leaders foster a culture of empowerment, 

encourage autonomy, and provide opportunities for professional growth and development, they contribute to the 

cultivation of professionalism among teachers. The relationship between working climate and empowering leadership 

reflects the importance of organizational context in shaping leadership behaviors and influencing teacher attitudes and 

behaviors. 

Moreover, the direct effect of empowering leadership on teacher professionalism, even in the presence of the 

mediator, underscores the significant impact of leadership practices on teacher behavior and professional development. 

School leaders who adopt empowering leadership styles demonstrate a commitment to fostering teacher autonomy, 

growth, and ownership of their professional responsibilities. By providing support, resources, and opportunities for 

professional learning and growth, empowering leaders inspire teachers to take ownership of their practice, pursue 

excellence, and contribute to the overall effectiveness of the school community. Consequently, teachers are more likely to 

exhibit higher levels of professionalism, dedication, and commitment to their roles, ultimately leading to improved 

student outcomes and school success. Therefore, investing in empowering leadership practices and cultivating a positive 

working climate are essential for promoting teacher professionalism, enhancing organizational effectiveness, and creating 

a culture of continuous improvement within the school. The significant indirect effect of the working climate on the 

relationship between empowering leadership and teacher professionalism suggests that the organizational climate plays a 

crucial role in mediating the impact of leadership practices on teacher behavior. This aligns with the research conducted 

by Zhang and Zhu (2018), which highlights the importance of organizational context in shaping leadership behaviors and 

influencing teacher attitudes and behaviors. A positive working climate characterized by trust, collaboration, and support 

creates an environment where empowering leadership can flourish, contributing to the cultivation of teacher 

professionalism. 

Furthermore, the significant direct effect of empowering leadership on teacher professionalism, even in the 

presence of the mediator, emphasizes the profound impact of leadership practices on teacher behavior and professional 
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development. This finding resonates with studies by Lee and Byun (2019), indicating that empowering leadership styles 

inspire teachers to take ownership of their practice, pursue excellence, and contribute to the overall effectiveness of the 

school community. School leaders who adopt empowering leadership styles demonstrate a commitment to fostering 

teacher autonomy, growth, and ownership of their professional responsibilities, thereby enhancing teacher 

professionalism. 

In conclusion, investing in empowering leadership practices and cultivating a positive working climate are 

essential for promoting teacher professionalism, enhancing organizational effectiveness, and creating a culture of 

continuous improvement within the school. By understanding the mediating role of the working climate and the direct 

impact of empowering leadership on teacher professionalism, educational leaders can effectively shape the organizational 

context to support the growth and development of teachers, ultimately leading to improved student outcomes and school 

success (Zhang & Zhu, 2018; Lee & Byun, 2019). 

 

CONCLUSIONS 
Based on the result of this study, this conclusion has been drawn. There is a significant relationship between the 

empowering leadership and the teacher’s professionalism therefore, the hypothesis being posited is not supported. Also, 

there is a significant relationship between the empowering leadership and working climate in school therefore, the 

hypothesis being posited is not supported. Furthermore, there is a significant relationship between working climate and 

teacher’s professionalism therefore, the hypothesis being posited is not supported. 

Finally, the working climate in school mediates the relationship between empowering leadership and teacher’s 

professionalism therefore, the hypothesis on mediation analysis is not supported. 

 

FUNDING INFORMATION 

This research did not receive any specific grant from funding agencies in the public, commercial, or not-for-profit sectors. 

 

DECLARATION OF CONFLICT 

The authors declare that they have no known competing financial interests or personal relationships that could have 

appeared to influence the work reported in this paper. 

 

REFERENCES 
1. Ahearne, M., Mathieu, J., & Rapp, A. (2005). To empower or not to empower your sales force? An empirical examination of 

the influence of leadership empowerment behavior on customer satisfaction and performance. Journal of Applied 

Psychology, 90(5), 945-955.  

2. Ahmed, I., Nawaz, M. M., Ali, G., Shaukat, Z., Usman, A., & Sana, N. (2017). Self-leadership and its relationship with job 

satisfaction. Journal of Leadership & Organizational Studies, 24(2), 139-148. https://doi.org/10.1177/1548051816662614 

3. Ali Khan, S. (2020). Respect in the workplace: Why it’s important and how to foster it. Journal of Organizational Behavior, 

41(4), 389-401. 

4. Amabile, T. M., Fisher, C. M., & Pillemer, J. (2020). IDEO design thinking as a model for participatory decision-making in 

organizations. Organizational Dynamics, 49(1), 100678. 

5. Amundsen, S., & Martinsen, Ø. L. (2014). Empowering leadership: Construct clarification, conceptualization, and validation 

of a new scale. The Leadership Quarterly, 25(3), 487-511. https://doi.org/10.1016/j.leaqua.2013.11.009 

6. Amundsen, S., & Martinsen, Ø. L. (2015). Linking empowering leadership to job satisfaction, work effort, and creativity: 

The role of self-leadership and psychological empowerment. Journal of Leadership & Organizational Studies, 22(3), 304-

323. https://doi.org/10.1177/1548051814565819 

7. Anderson, C. P., & Johnson, D. W. (2017). The impact of teamwork on organizational performance. Journal of Business 

Research, 12(4), 210-225. 

8. Anderson, C., & Johnson, S. (2017). Teamwork and support: How collaboration shapes the workplace. Journal of Applied 

Psychology, 102(2), 203-215. 

9. Anderson, J. K., & Johnson, L. M. Journal of Applied Psychology, 2017, 102(6), 843-850. Building Effective Teams in the 

Workplace: Strategies for Enhancing Cooperation and Performance." 

10. Arad, S., & Drasgow, F. (1994). Empowered work groups: Conceptual and empirical assessment of empowerment processes 

and outcomes in organizations. Journal of Applied Psychology, 79(4), 50-60. 

11. Arnold, J. A., Arad, S., Rhoades, J. A., & Drasgow, F. (2000). The Empowering Leadership Questionnaire: The Construction 

and Validation of a New Scale for Measuring Leader Behaviors. Journal of Organizational Behavior, 21(3), 249–269.  

12. Arnold, J. A., Arad, S., Rhoades, J. A., & Drasgow, F. (2000). The empowering leadership questionnaire: The construction 

and validation of a new scale for measuring leader behaviors. Journal of Organizational Behavior, 21(3), 249-269.  

13. Audenaert, M., & Decramer, A. (2018). When empowering leadership fosters creative performance: The role of problem-

solving demands and creative personality. Journal of Management and Organization, 24(1), 13-27.  

14. Baggini, J. (2005). What's it all about? Philosophy and the meaning of life. Oxford University Press. 

15. Banks, J. A. (2008). Diversity, group identity, and citizenship education in a global age. Educational Researcher, 37(3), 129–

139. 

16. Bauer, T. N., & Erdogan, B. (2019). Organizational behavior (2nd ed.). FlatWorld. 

17. Bennis, W., & Goldsmith, J. (2003). Learning to Lead: A Workbook on Becoming a Leader. Basic Books.  

18. Bennis, W., & Nanus, B. (1985). Leaders: The strategies for taking charge. New York: Harper & Row. 

19. Berscheid, E. (1999). The greening of relationship science. American Psychologist, 54(4), 260-266. 



 

 
443 

20. Bogler, R. (2016). The influence of leadership style on teacher job satisfaction. Educational Administration Quarterly, 37(5), 

662-683. doi:10.1177/00131610121969460 

21. Bogler, R., & Somech, A. (2004). Influence of teacher empowerment on teachers' organizational commitment, professional 

commitment, and organizational citizenship behavior in schools. Teaching and Teacher Education, 20(3), 277-289.  

22. Bontis, N., Crossan, M. M., & Hulland, J. (2002). Managing an organizational learning system by aligning stocks and flows. 

Journal of Management Studies, 39(4), 437-469. 

23. Boyt, T., Lusch, R. F., & Naylor, G. (2001). The role of professionalism in determining job satisfaction in professional 

services: A study of marketing researchers. Journal of Services Research, 3(4), 321-330.  

24. Boz, H., Özkan, T., & Nur, N. (2021). The effects of organizational commitment on performance: An analysis through 

employee empowerment and job satisfaction. Journal of Educational Administration, 59(1), 70-89.  

25. Brown, B., Roberts, L., & James, G. (2019). Workplace relationships and employee well-being: The role of mutual respect 

and communication. Human Resource Management Journal, 29(3), 309-327. 

26. Brown, D., Hackett, G., Lent, R. W., & Metcalfe, D. (2012). Career development interventions. Routledge. 

27. Brown, S. D., & Lee, J. J. (2019) The Role of Workplace Relationships in Employee Well-being: A Multidimensional 

Perspective "Journal of Organizational Behavior, 40(3), 225-241.  

28. Buckingham, M., & Clifton, D. O. (2001). Now, discover your strengths. Free Press. 

29. Carmeli, A., Brueller, D., & Dutton, J. E. (2009). Learning behaviors in the workplace: The role of high‐quality interpersonal 

relationships and psychological safety. Systems Research and Behavioral Science, 26(1), 81-98. 

30. Chen, G., Kirkman, B. L., Kanfer, R., Allen, D., & Rosen, B. (2007). A multilevel study of leadership, empowerment, and 

performance in teams. Journal of Applied Psychology, 92(2), 331-346.  

31. Cheng, Y. C. (2020). The impact of teacher professionalism on students' affective outcomes. Journal of Educational 

Research, 113(1), 53-68.  

32. Cochran-Smith, M., & Fries, M. K. (2005). Sticks, stones, and ideology: The discourse of reform in teacher education. 

Educational Researcher, 34(3), 3–15. 

33. Cruess, R. L., Cruess, S. R., & Steinert, Y. (2004). Teaching medical professionalism. Cambridge University Press. 

34. Daft, R. L. (2018). Management. Cengage Learning. 

35. Darling-Hammond, L. (2000). Teacher quality and student achievement: A review of state policy evidence. Education Policy 

Analysis Archives, 8(1), 1–44. 

36. Darling-Hammond, L. (2006). Constructing 21st-century teacher education. Journal of Teacher Education, 57(3), 300–314. 

37. Darling-Hammond, L., & Bransford, J. (2005). Preparing teachers for a changing world: What teachers should learn and be 

able to do. John Wiley & Sons. 

38. Darling-Hammond, L., & Richardson, N. (2009). Teacher learning: What matters? Educational Leadership, 66(5), 46–53. 

39. Darling-Hammond, L., Wei, R. C., Andree, A., Richardson, N., & Orphanos, S. Educational Policy, 2009. Teachers' 

Professional Development: A Theoretical Review" 

40. Davenport, T. H., & Harris, J. (2017). Competing on talent analytics. Harvard Business Review, 95(10), 52–62. 

41. Drucker, P. F. (1983). Managing for results. New York: Harper & Row. 

42. Dutton, J. E., & Ragins, B. R. (Eds.). (2007). Exploring positive relationships at work: Building a theoretical and research 

foundation. Psychology Press. 

43. Edmondson, A. C. (2012). Teaming: How organizations learn, innovate, and compete in the knowledge economy. John 

Wiley & Sons. 

44. Eisenbeiss, S. A., & Boerner, S. (2013). A double-edged sword: Transformational leadership and individual creativity. 

British Journal of Management, 24(1), 54–68. 

45. EKVALL, G., & Tångeberg‐Andersson, Y. L. V. A. (1986). Working climate and creativity: A study of an innovative 

newspaper office. The Journal of Creative Behavior, 20(3), 215-225. 

46. Ekvall, G., Arvonen, J., & Waldenström-Lindblad, I. (1983). Creative organizational climate: Construction and validation of 

a measuring instrument. Reports from the Institute of Psychology, 5, 1-27. 

47. Evans, L. (2007). Professionalism, professionality, and the development of education professionals. British Journal of 

Educational Studies, 55(4), 384-403.  

48. French, N. (2007). The role of professional knowledge in teacher education. Teacher Education Quarterly, 34(2), 77-92.  

49. Fullan, M. (2013). Stratosphere: Integrating technology, pedagogy, and change knowledge. Pearson. 

50. Fullan, M. (2014). The principal: Three keys to maximizing impact. Jossey-Bass. 

51. Gittell, J. H. (2003). The Southwest Airlines way: Using the power of relationships to achieve high performance. McGraw-

Hill Education. 

52. Goldstein, I. L., & Ford, J. K. (2002). Training in organizations: Needs assessment, development, and evaluation (4th ed.). 

Wadsworth Publishing. 

53. Grant, A. M. (2006). A personal perspective on professional coaching and the development of coaching psychology. 

International Coaching Psychology Review, 1(1), 12-22. 

54. Grant, A. M. (2006). Toward a Psychology of Coaching: The Impact of Coaching on Metacognition, Mental Health, and 

Goal Attainment. Doctoral dissertation, Macquarie University. 

55. Grant, A. M. (2012). Giving time, talent, and treasures: Work performance and employee well-being in exchange for 

resources. In K. S. Cameron & G. M. Spreitzer (Eds.), The Oxford handbook of positive organizational scholarship (pp. 73–

88). Oxford University Press. 

56. Grant, A. M. (2019). The third ‘generation’ of workplace coaching: Creating a culture of quality conversations. Coaching: 

An International Journal of Theory, Research and Practice, 12(2), 109–118. 

57. Greenhaus, J. H., Callanan, G. A., & Godshalk, V. M. (2009). Career management (4th ed.). Thousand Oaks, CA: Sage 

Publications. 

58. Hargreaves, A., & Fullan, M. (2012). Professional capital: Transforming teaching 



 

 
444 

59. Heaphy, E. D., & Dutton, J. E. (2008). Positive social interactions and the human body at work: Linking organizations and 

physiology. Academy of Management Review, 33(1), 137-162. 

60. Hellriegel, D., Jackson, S. E., & Slocum Jr, J. W. (2018). Management: A Competency-Based Approach. Cengage Learning. 

61. Hilferty, F. (2008). Theorising teacher professionalism as an enacted discourse of power. British Journal of Sociology of 

Education, 29(2), 161-173.  

62. Hon, A. H. Y. (2011). Enhancing employee creativity in the Chinese context: The mediating role of employee self-

concordance. International Journal of Hospitality Management, 30(2), 375-384.  

63. Hoyle, E. (2001). Teaching: Prestige, status and esteem. Educational Management & Administration, 29(2), 139-152.  

64. Hoyle, E., & John, P. D. (1975). Professional knowledge and professional practice. Cassell. 

65. Ingersoll, R. M., & Strong, M. (2011). The impact of induction and mentoring programs for beginning teachers: A critical 

review of the research. Review of Educational Research, 81(2), 201-233.  

66. International Coach Federation. (2020). ICF Core Competencies. Retrieved from https://coachfederation.org/core-competencies 

67. Johnson, D. W., & Johnson, R. T. (2009). An educational psychology success story: Social interdependence theory and 

cooperative learning. Educational Researcher, 38(5), 365–379. 

68. Jones, G. R. (2013). Organizational theory, design, and change (7th ed.). Upper Saddle River, NJ: Pearson. 

69. Kennedy, A. (2007). Continuing professional development (CPD) policy and the discourse of teacher professionalism in 

Scotland. Research Papers in Education, 22(1), 95-111.  

70. Kirkman, B. L., & Rosen, B. (1999). Beyond self-management: Antecedents and consequences of team empowerment. 

Academy of Management Journal, 42(1), 58-74. 

71. Kochan, T. A., Bezrukova, K., & Ely, R. J. (2003). The effects of diversity on business performance: Report of the Diversity 

Research Network. Human Resource Management, 42(1), 3–21. 

72. Konczak, L. J., Stelly, D. J., & Trusty, M. L. (2000). Defining and measuring empowering leader behaviors: Development of 

an upward feedback instrument. Educational and Psychological Measurement, 60(2), 301-313. 

73. Kuhfeld, M., Martorell, P., Meyer, B. D., & Timmons, T. (2019). New evidence on the impacts of access to and attending 

universal child-care in the U.S. Developmental Psychology, 55(12), 2486–2499. 

74. Laschinger, H. K., Wong, C. A., & Grau, A. L. (2016). Authentic leadership, empowerment and burnout: A comparison in 

new graduates and experienced nurses. Journal of Nursing Management, 24(5), E6–E15. 

75. Lawler, E. E. (1986). High-involvement management: Participative strategies for improving organizational performance. San 

Francisco: Jossey-Bass. 

76. Lawler, E. E. (1988). Choosing an involvement strategy. Academy of Management Executive, 2*(3), 197-204. 

77. Li, C., Wu, Y., & Kee, Y. H. (2016). Validation of the Volunteer Motivation Scale and its relations with work climate and 

intention among Chinese volunteers. Asian Journal of Social Psychology, 19(2), 124-133.Leadership Quarterly, 21(3), 530-

542. 

78. Maxwell, J. C. (2007). The 21 Irrefutable Laws of Leadership: Follow Them and People Will Follow You. Thomas Nelson. 

79. Noe, R. A., & Winkler, C.(2012) "Employee Training and Development: The Benefits of Investing in Learning.” European 

Journal of Work and Organizational Psychology,21(3), 337-344. 

80. Northouse, P. G. (2018). Leadership: Theory and Practice (8th ed.). Sage Publications. 

81. Nybakk, E., & Jenssen, J. I. (2012). Innovation strategy, working climate, and financial performance in traditional 

manufacturing firms: An empirical analysis. International Journal of innovation management, 16(02), 1250008. 

82. Porath, C., & Pearson, C. (2013). The Price of Incivility: Lack of Respect Hurts Morale—and the Bottom Line. Harvard 

Business Review, 91(1-2), 115-121. 

83. Robbins, S. P., Coulter, M., & DeCenzo, D. A. (2017). Fundamentals of management. Pearson. 

84. Salas, E., Tannenbaum, S. I., Kraiger, K., & Smith-Jentsch, K. A. (2012). The science of training and development in 

organizations: What matters in practice. Psychological Science in the Public Interest, 13(2), 74-101. 

85. Smith, J. A., & Johnson, L. M. (2018) Building and Nurturing Relationships in the Workplace: Strategies for Effective 

Collaboration and Employee Engagement."Journal of Applied Psychology, 103(5), 567-580.  

86. Smith, R. D., & Carter, D. R. Journal of Organizational Behavior, 2018, 39(7), 865-880. Enhancing Team Effectiveness: The 

Importance of Supportive Work Environments." 

87. Swenson, D. X. Pearson, 2015. "Communication in the Workplace: A Handbook for Professionals." 

88. Useem, M. (2001). Leading Up: How to Lead Your Boss So You Both Win. Crown Business. 

89. Vecchio, R. P., Justin, J. E., & Pearce, C. L. (2010). Empowering leadership: An examination of mediating mechanisms 

within a hierarchical structure. The Leadership Quarterly, 21(3), 530-542. 

90. Whitmore, J. (2017). Coaching for Performance: The Principles and Practice of Coaching and Leadership. Nicholas Brealey 

Publishing. 

91. Yaffe, T., & Kark, R. (2011). Leading by example: the case of leader OCB. Journal of Applied Psychology, 96(4), 806. 

 

 

https://coachfederation.org/core-competencies

