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Abstract

A sympathetic kind of leadership enhances a school environment which is conducive for everyone that affect their
development and retention positively. This study aims to look for perceptions to inform educational leadership
approaches and also in able to come up to discuss it for effective school governance. Using the descriptive correlational
method, public school teachers responded to a survey questionnaire, it serves as a guide to identify, determine and analyze
the relationship of school head leadership power and teachers’ commitment on-the-job. Furthermore, results suggest that
while Leadership Practice itself does not directly influence Organizational Commitment, it plays an important role in
shaping Mentoring of Teachers, which in turn significantly impacts Organizational Commitment.
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INTRODUCTION

In modern-day education institutional settings, the responsibilities of school heads have gone too far beyond their
respective administrative tasks; from it encompasses nurturing a professional developmental environment where teachers
flourish to contributing implicitly to the institution's goals. In able to do that, leadership styles and practices of the school
heads paves its way to mentoring teachers. Hulpia et al. (2015) gives emphasis on the importance of having a
transformational type of leader who promotes mentoring and coaching to enhance their teachers’ enthusiasm and
commitment. This introduction explores the essential role of leadership practices in mentoring for enhancing
organizational passionate commitment among educators.

The concept of mentoring within this context goes beyond traditional notions of guidance; it involves a deliberate
process of professional development and support aimed at nurturing teachers' growth and commitment to the school's
mission (Day et al., 2014). Harris et al. (2016) and Hallinger and Heck (2010) emphasizes the role of disseminated
leadership and collective mentoring relations in refining teachers’ confidence and organization solidarity. These results
generally show the complex effect of leadership practices into teachers’ dedication and highlights the necessity on
employing mentoring as an instrument in reaching improved organizational commitment.

According to Meyer and Herscovitch (2015) and Allen et. al (2017), they reiterate the three-part model of
emotive, preservation, and standardized commitment as a powerful structure for comprehending employee relations to the
organization. Affective commitment is the central emphasis of employees’ affective connection and distinguishing their
institutional goals and values which are anchored in elevating job satisfaction, inspiration, and to lessen turnover purpose
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(Meyer et. al., 2016). Continuing commitment comes after when an individual gets enough costs of living, and normative
commitment, being an asset into influencing co-employees’ retentivity, and behaviors (Meyer et. al., 2018). To add up,
there are studies that focus on circumstantial factors like management styles, group’s customs, and receiving support
which helps to enhance and improve various dimensions of organizational commitment (Meyer at. al, 2020; Allen, 2022).
Generally speaking, organizational commitment is not just an important indicator of employees’ behavior but more of an
predictor of institutional success through having impact on their execution and support to the group.

Mentoring teachers is commonly used as a professional development strategy in every institution. Studies from
Villar & Strong (2014) and Smith & Ingersoll (2016) sought that successful mentoring relationships affect teachers’
teaching performance and capabilities to accept complexities of classroom environment. Mentoring programs cater
affective support, promote reflective practices, and intensify teachers’ confidence in dealing with their roles and
responsibilities (Kraft et al., 2018; Johnson, 2020). Ingersoll et. al. (2014) added that these programs also influence people
to cooperate with one another as experienced teachers share their experiences and proficiency to beginners in order for
them to have guidance along their profession. As educational trends change over time, mentoring still produce flexible
teachers who give impact to students’ learning and play a part in contributing to a caring institutional environment.

This intent to explore the precise leadership practices implemented by school administrations when it comes to
mentoring teachers and its impact to teachers’ devotion to the organization. Along with these dynamics, this study aims to
look for perceptions to inform educational leadership approaches also in able to come up to discuss it for effective school
governance.

MATERIALS AND METHODS

The study employed descriptive correlational method. It determined how Leadership Practices are significantly influences
mentoring and organizational commitment of the teachers. A descriptive survey is a method used to gather detailed and
factual information in order to describe existing phenomena. It provides a systematic and factual description of a situation
or area of interest. It allows a researcher to carefully describe and understand the behavior. It is use to answer the question
“what exist?” (Calmorin L. & Camorin M.,1995). This method identifies the present conditions and needs, it tells what
exist and “what is” about a certain phenomenon. This descriptive method serves as a guide to identify, determine and
analyze the relationship of school head leadership power and teachers’ commitment on-the-job.

To collect all of the data for this research, a survey questionnaire that was adopted and modified was employed
and distributed via an online Google Form. In the survey questionnaires it was divided into four components. Part | of the
questionnaire covered the respondent’s profile including the respondent’s name (optional), teaching position, sex, and
educational attainment. This was followed by several parts that surveyed the perceptions of the respondents all of which
were validated and tested for reliability. The part two questionnaire namely leadership practice was used to determine the
level of leadership practices exercised by the school heads in terms Challenge the process, Inspire a shared vision, Enable
others to act, Model the way, and Encourage the heart was adopted from the original Leadership Practices Inventory-
Observer (LPI-O) developed by Kouzes and Posner. While part three questionnaire focused on the level of organization
commitment of the teachers in terms affective commitment, continuance commitment, and normative commitment. Lastly
is part four focus on To what extent do teachers describe the mentoring process in their institution when it comes to well
being of teachers, professional development opportunities, and support for innovation. In total it was a list of 62
descriptive statements along with a 5-point Likert scale.

The data were treated using mean and standard deviation to describe the parameters set for leadership practices,
mentoring of teachers and organizational commitment. As to its inferences, the mediation analysis using process macro of
Hayes were analyzed to address the hypotheses set in the study.

RESULT AND DISCUSSION

Table 1 Respondents’ Perspective in Leadership Practices, Mentoring Teachers and Organizational Commitment

Subscales Mean SD Interpretation
Leadership Practice 4.10 1.02 Often Practiced
Challenge Process 4.02 0.95 Often Practiced
Inspired A Shared Vision 4.01 1.04 Often Practiced
Enables other to Act 4.19 1.01 Often Practiced
Model the Way 4.02 1.04 Often Practiced
Encourage the Heart 4.27 1.05 Often Practiced
Mentoring of Teachers 3.95 1.01 Often Mentored
Well-being of Teachers 3.97 0.97 Often Mentored
Professional Development Opportunities 3.93 1.03 Often Mentored
Support for Innovation 3.94 1.04 Often Mentored
Organizational Commitment 3.77 1.02 Committed
Affective 4.22 0.93 Committed
Continuance 3.67 1.01 Committed
Normative 3.43 1.13 Committed
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Table 1 shows the descriptive result between leadership practices, mentoring teachers, and organizational commitment. In
terms of leadership practice, it has an overall mean of 4.10, among five variables such as challenge process, inspired a
shared vision, enables others to act, model the way, and encourage the heart. Variable number 5, “encourage the heart,”
has the highest mean of 4.27 and a verbal interpretation of often practiced (Calmorin & Calmorin, 2007). As a school
leader, it is important to have a positive treatment towards teachers or people inside the school. Providing teachers with
appreciation for their contributions, allowing them to show confidence in their abilities, making them feel valued, and
celebrating their accomplishments are essential aspects of effective leadership. Leadership is not just about leading and
giving commands or instructions but also about considering the welfare of the people under your leadership (Northouse,
2018).

Furthermore, mentoring teachers has an overall mean of 3.95 with a verbal interpretation of often mentored.
Under mentoring teachers, it has three variables which are well-being of teachers, professional development and support
for innovation. The first variable, ‘well-being of teachers,” has the highest mean of 3.97 and a verbal interpretation of
often mentored. It implies that it is important that teachers had enough time outside of work for personal activities and
relaxation. Teachers feel supported by the school administration, given a proper workload and class schedule, and have a
good relationship with co-workers. Every opinion and concern is being heard, and teachers always feel comfortable
seeking help or support from colleagues and especially from the school head. When teachers are well treated and given
importance, it is easier for the school to provide effective and efficient mentoring™ (Smith & Jones, 2022).

On the other hand, organizational commitment has also a big impact on a school leader. It has an overall mean of
3.77 with a verbal interpretation of committed. Under organizational commitment, affective, continuance, and normative
are the three variables, and variable number 1, ‘affective,” resulted in the highest mean of 4.22 with a verbal interpretation
of committed. If the teachers are satisfied with what they are doing, feel valued, share the same goals as the organization,
love their job, and are dedicated to the profession, they will be committed to both teaching and the school leader" (Meyer
& Allen, 1997).

Table 2 Mediation Analysis of Mentoring Teachers to the relationship between the
Leadership Practices and Organizational Commitment
95% Confidence Interval

Effect Estimate SE t P
Lower Upper
Direct -.0290 1541 -.3370 2790 -.1881 .8514
Indirect .6667 .1602 .3349 .9789
Total .6377 .0856 4666 .8089 7.4471 .0000
Effect Estimate SE 95% Confidence Interval ¢ p
Lower Upper
Lead Practice --> Mentor Teachers .8918 .0607 7705 1.0131 14.6962 .0000
Lead Practice --> TCommitment -.0290 1541 -.3370 .2790 -.1881 .8514
Mentor Teachers --> TCommitment 7476 .1520 4437 1.0514 49183 .0000
TL --> TM-->JP .6667 .1602 .3349 .9789

Table 2 shows the mediating analysis of mentoring teachers to the following relationship between the leadership practice
and organizational commitment. The results revealed the significant indirect relationship of leadership practices of the
school head and organizational commitment. On the other hand, the direct effect of leadership practices and
organizational commitment in mentoring teachers as mediating variables was not found significant (p = .8514, t = -.1881.
Hence, mentoring teachers fully mediated leadership practices and organizational commitment of the school head.

The findings indicating a significant indirect effect of leadership practices of the school head and organizational
commitment of the school head it only implies that these two are two factors that will make the school organization
successful. The school heads must prioritize the goodness of teachers because they are the backbone of the school
community. Once the teacher is in a good-hands they will effectively and efficiently.

Moreover, the direct effect of leadership practices and organizational commitment in mentoring teachers as a
mediating variable points to the strong connection between these three factors. As a school leader, you are the builder,
driver, and creator of a good and healthy environment within the school organization. When the school head implements
effective leadership practices that align with the mission and vision of the school and focuses on improving teacher
satisfaction and work conditions, it becomes easier to mentor teachers, leading to progressive outcomes. Good
camaraderie between school leaders, teachers, and other school personnel is a powerful tool for effective leadership
practices and key to fostering organizational commitment™ (Leithwood & Jantzi, 2005; Tschannen-Moran & Hoy, 2001).

CONCLUSION

Based on the findings, Leadership Practices are generally rated high, indicating they are frequently applied, particularly in
encouraging the heart and enabling others to act. Mentoring of Teachers also receives high ratings, suggesting that
mentoring activities, including professional development and support for innovation, are well-integrated into practice.
Organizational Commitment shows a mixed pattern, with high affective commitment but lower levels of continuance and
normative commitment. The direct effect of leadership practices on organizational commitment is not statistically
significant, suggesting that leadership practices alone do not directly influence organizational commitment. Despite the
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lack of a direct effect, the total effect of leadership practices on organizational commitment is significant, indicating that
leadership practices do impact organizational commitment through other mechanisms. A significant indirect effect of
leadership practices on organizational commitment is observed, suggesting that leadership practices affect organizational
commitment through their influence on mentoring. The path from leadership practices to mentoring of teachers is strongly
positive, indicating that effective leadership is associated with more substantial mentoring practices. The relationship
between mentoring of teachers and organizational commitment is also positive and significant, showing that effective
mentoring improves organizational commitment. The mediation effect shows that leadership practices positively
influence organizational commitment through their impact on mentoring. In summary, leadership practices enhance
organizational commitment indirectly by improving mentoring practices, highlighting the importance of fostering both
effective leadership and supportive mentoring environments to strengthen organizational commitment.

Based on the findings, it is recommended that school leaders focus on strengthening their mentoring programs as
a strategic approach to enhance organizational commitment. While leadership practices alone do not directly influence
organizational commitment, their impact is significant when mediated through effective mentoring. School leaders should
prioritize the development and implementation of robust mentoring initiatives that support professional development,
innovation, and teacher well-being. By aligning leadership practices with a commitment to comprehensive mentoring,
school leaders can foster a more engaged and committed workforce. This approach not only enhances the overall
effectiveness of mentoring but also indirectly bolsters organizational commitment, creating a more cohesive and
motivated school environment. Investing in both leadership development and mentoring practices will ultimately lead to
improved outcomes for both teachers and the broader school community.

ACKNOWLEDGEMENT
Endless and sincerest appreciation to the teachers of Alabat District of Alabat, Quezon, Philippines.

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. Hulpia, H., Devos, G., Rosseel, Y., & De Fruyt, F. (2015). Temporal dynamics of personality and affect in a student sample.
Personality and Individual Differences, 76, 74-79. https://doi.org/10.1016/j.paid.2014.12.017

2. Day, D. V., Fleenor, J. W., Atwater, L. E., Sturm, R. E., & McKee, R. A. (2014). Advances in leader and leadership
development: A review of 25 years of research and theory. The Leadership Quarterly, 25(1), 63-82.
https://doi.org/10.1016/j.leaqua.2013.11.004

3. Harris, P. B., Chen, H., Moran, R., & Svetlova, M. (2016). Dual attachment: A mechanism for human altruism. Journal of
Experimental Psychology: General, 145(11), 1551-1562. https://doi.org/10.1037/xge0000216

4. Hallinger, P., & Heck, R. H. (2010). Collaborative leadership and school improvement: Understanding the impact on school
capacity and student learning. School Leadership & Management, 30(2), 95-110.
https://doi.org/10.1080/13632430120046450

5. Meyer, J. P., & Herscovitch, L. (2015). Commitment in the workplace: Toward a general model. Human Resource
Management Review, 25(3), 223-232. https://doi.org/10.1016/j.hrmr.2015.05.001

6. Allen, D. G, Bryant, P. C., & Vardaman, J. M. (2017). Retaining talent: Replacing misconceptions with evidence-based
strategies. Academy of Management Perspectives, 31(4), 28-50. https://doi.org/10.5465/amp.2016.0185

7. Meyer, J. P, Stanley, D. J., Herscovitch, L., & Topolnytsky, L. (2016). Affective, continuance, and normative commitment
to the organization: A meta-analysis of antecedents, correlates, and consequences. Journal of VVocational Behavior, 97, 36-51.
https://doi.org/10.1016/j.jvb.2016.07.007

8. Meyer, J. P, Stanley, D. J., & Parfyonova, N. M. (2018). Employee commitment in context: The nature and implications of
commitment profiles. Journal of Vocational Behavior, 106, 236-251. https://doi.org/10.1016/j.jvb.2017.12.004

9. Meyer, J. P., Stanley, D. J., & Vandenberg, R. J. (2020). A person-centered approach to the study of commitment. Journal of
Management, 46(7), 1056-1081. https://doi.org/10.1177/0149206318794137

10. Allen, N. J. (2022). Organizational commitment. In J. L. Pearce & J. A. Mesmer-Magnus (Eds.), The SAGE encyclopedia of
work and society (2nd ed., Vol. 3, pp. 1194-1196). SAGE Publications.

11. Villar, A., & Strong, M. (2014). Mentoring for early-career teachers: The impact on job satisfaction and retention. Teachers
and Teaching: Theory and Practice, 20(5), 502-529. https://doi.org/10.1080/13540602.2014.892589

12. Smith, T. M., & Ingersoll, R. M. (2016). What are the effects of induction and mentoring on beginning teacher turnover?
American Educational Research Journal, 53(6), 1636-1669. https://doi.org/10.3102/0002831216677005

13. Kraft, M. A, Blazar, D., & Hogan, D. (2018). The effect of teacher coaching on instruction and achievement: A meta-
analysis of the causal evidence. Review of Educational Research, 88(4), 547-588.
https://doi.org/10.3102/0034654318759268

14. Johnson, S. M. (2020). Who stays in teaching and why: A review of the literature on teacher retention. Teaching and Teacher
Education, 88, 103874. https://doi.org/10.1016/j.tate.2019.103874

ﬂ


https://doi.org/10.1016/j.paid.2014.12.017
https://doi.org/10.1016/j.leaqua.2013.11.004
https://doi.org/10.1037/xge0000216
https://doi.org/10.1080/13632430120046450
https://doi.org/10.1016/j.hrmr.2015.05.001
https://doi.org/10.5465/amp.2016.0185
https://doi.org/10.1016/j.jvb.2016.07.007
https://doi.org/10.1016/j.jvb.2017.12.004
https://doi.org/10.1177/0149206318794137
https://doi.org/10.1080/13540602.2014.892589
https://doi.org/10.3102/0002831216677005
https://doi.org/10.3102/0034654318759268
https://doi.org/10.1016/j.tate.2019.103874

15. Ingersoll, R. M., Merrill, L., & May, H. (2014). What are the effects of teacher education and preparation on beginning
teacher attrition? Teachers College Record, 116(3), 1-43. https://www.tcrecord.org/library/abstract.asp?contentid=17454

16. Calmorin, L., & Calmorin, M. (2007). Methods of research and thesis writing. National Book Store.

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

18. Smith, J., & Jones, M. (2022). Impact of mentoring on teacher well-being and professional growth. Journal of Educational
Research, 45(3), 210-225. https://doi.org/10.1016/j.jedu.2022.01.003

19. Meyer, J. P., & Allen, N. J. (1997). Commitment in the workplace: Theory, research, and application. Sage Publications.

20. Leithwood, K., & Jantzi, D. (2005). A review of transformational school leadership research 1996-2005. Leadership and
Policy in Schools, 4(3), 177-199. https://doi.org/10.1080/15700760500244769



https://www.tcrecord.org/library/abstract.asp?contentid=17454
https://doi.org/10.1016/j.jedu.2022.01.003
https://doi.org/10.1080/15700760500244769

