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ABSTRACT 

	This study aimed to determine whether organizational commitment and innovative work behavior significantly predict the teaching competence of public school teachers in Davao City, Philippines. Employing a descriptive-correlational research design, standardized questionnaires were administered through face-to-face surveys to 200 teachers. The mean, standard deviation (SD), Pearson product-moment correlation, as well as simple and multiple linear regression analyses were utilized for data analysis. The results revealed a moderate level of organizational commitment, while the levels of innovative work behavior and teaching competence were high. Significant relationships were found between organizational commitment and teaching competence, as well as between innovative work behavior and teaching competence. Both organizational commitment and innovative work behavior were found to significantly influence teaching competence. These findings suggest that fostering both organizational commitment and innovative work behavior among public school teachers may significantly enhance their teaching competence. It is recommended that educational institutions implement programs and policies that promote organizational commitment and innovative work behavior to improve teaching competence. Additionally, professional development opportunities and a supportive work environment should be prioritized to encourage teachers' engagement and creativity in their roles.



Keywords: Organizational Commitment, Work Task motivation, Teaching Competence, Public Elementary Teachers, Davao City, Philippines


1. INTRODUCTION

The competence of elementary school teachers plays a pivotal role in shaping the foundational skills, attitudes, and knowledge of young learners. Research has shown that the teaching competence of elementary teachers significantly impacts student learning outcomes, classroom management, and overall educational experience (Yunita et al., 2020). However, concerns have been raised globally about the low teaching competence among elementary teachers, which poses a serious challenge to the quality of education delivered at the primary level (Annan, 2020). The reasons for this low competence range from inadequate teacher training, lack of professional development opportunities, to the absence of rigorous teacher evaluation systems (Ingersoll, 2020).
Internationally, the issue of low teaching competence among elementary teachers has become a matter of great concern. According to a report by the World Bank (2023), approximately 44 million elementary teachers worldwide lack the necessary teaching competence to deliver quality education to their students effectively. This statistic reveals a significant gap in the quality of teacher education and professional development across countries, with many elementary teachers ill-equipped to meet the diverse learning needs of their students. Furthermore, the lack of consistent and comprehensive teacher training programs in many countries exacerbates this problem, leading to a decline in the overall educational standards and student performance at the primary level (Mason-Williams et al., 2020).
In the Philippines, the issue of low teaching competence among elementary teachers is a pressing concern that requires immediate attention and intervention. The World Bank study in 2023 found that 66% of teachers observed in the Philippines had a "medium-low" use of effective teaching practices, 19% had “low” use, and only 15% had “medium-high” use of effective teaching practices. No share of teachers was observed having a "high" use of effective pedagogy. This alarming statistic highlights the urgent need for comprehensive reforms in teacher education, professional development, and teacher evaluation systems at the national level. Furthermore, the lack of stringent entry requirements, inconsistent teacher training programs, and limited opportunities for ongoing professional development contribute to the persistence of this problem (Ingersoll, 2020). As a result, many elementary students in the Philippines are deprived of quality education, which has long-term implications for their academic achievement, cognitive development, and future opportunities.
Organizational commitment and innovative work behavior are two critical factors that significantly influence the teaching competence of elementary teachers. Organizational commitment refers to an individual's emotional attachment, identification, and involvement in their organization, while innovative work behavior refers to the extent to which employees engage in and contribute to innovative activities at work. Studies have shown that teachers who have a high level of organizational commitment are more likely to demonstrate greater teaching competence as they are motivated to invest in their professional growth, engage in continuous learning, and adopt effective teaching strategies to meet the diverse needs of their students (González et al., 2019; Siri et al., 2020). Furthermore, teachers who exhibit innovative work behavior are more likely to experiment with new teaching methods, incorporate technology in their lessons, and adapt to changing educational environments, thereby enhancing their teaching competence and student learning outcomes (Khan et al., 2020). Therefore, improving organizational commitment and encouraging innovative work behavior among elementary teachers are essential strategies to improve their teaching competence and ultimately enhance the quality of education delivered to students.
Despite the extensive research on the factors influencing teaching competence among elementary teachers, there remains a significant research gap concerning the interplay between organizational commitment, innovative work behavior, and teaching competence. While individual studies have explored the relationship between organizational commitment or innovative work behavior and teaching competence separately, there is limited research that comprehensively examines how these two factors interact and collectively contribute to the enhancement of teaching competence in elementary education settings. Moreover, most existing studies have focused on high-income countries, leaving a gap in understanding these relationships in low and middle-income countries such as the Philippines where educational challenges and contextual factors may differ significantly. Therefore, there is a need for further empirical research that investigates the combined effects of organizational commitment and innovative work behavior on teaching competence to develop more effective strategies and interventions for improving the quality of elementary education globally.
This study aimed to determine if organizational commitment and innovative work behavior significantly predict the teaching competence of public school elementary teachers in Davao City. The outcomes of this study will provide valuable insights and contributions to the existing body of literature and educational practices concerning teaching competence among elementary teachers. The results will be instrumental for educational policymakers, school administrators, and teacher training institutions in designing and implementing targeted interventions and professional development programs to enhance the teaching competence of elementary teachers.
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Figure 1:  Conceptual Framework of the Study




2. methodology

2.1 Research Design

This study utilized a descriptive, correlational, and causal designs, a quantitative research method widely employed in educational research. Quantitative research, as described by Weyant (2022), involves the systematic collection and analysis of numerical data to understand phenomena and establish relationships between variables. Specifically, as outlined by Remler and Van Ryzin  (2022), the descriptive correlational approach focuses on identifying associations among variables and describing their relationships without inferring causality.

Additionally, the study adhered to a non-experimental research paradigm involving observing and analyzing naturally occurring relationships and patterns among variables. Unlike experimental research, non-experimental research did not manipulate variables but sought to understand and describe relationships as they naturally existed (Dougal, 2019). 

In context, the descriptive, correlational, and causal research designs were considered appropriate for the study because it described the levels of organizational commitment, innovative work behavior, and teaching competence. It also determined the significance of the relationship between organizational commitment, innovative work behavior and teaching competence.

2.2 Research Respondents

The research involved 200 respondents who were public elementary teachers in Davao City. The selection of respondents utilized a simple random technique, as described by Semakdji, (2022). This technique ensured that each teacher in the population had an equal chance of being included in the study. Through random selection, the process aimed to minimize bias and ensure the representativeness of the sample. The inclusion criteria required respondents to be public elementary teachers in Davao City with at least three years of teaching experience. This criterion aimed to ensure that respondents had sufficient experience in their teaching roles to provide valuable insights into the research variables.	Comment by Reviewer: How was 200 computed? Did you use G Power, Raosoft online sample size calculator, or other formula? Narrate.
Exclusion criteria were applied to exclude respondents who did not meet the specified requirements. Teachers who did not meet the minimum requirement of three years of teaching experience and those who were not employed as public elementary teachers in Davao City were excluded from the study. Additionally, teachers who were on temporary or substitute contracts, as well as those who were on leave during the data collection period, were also excluded. These criteria were implemented to ensure that the selected respondents represented experienced public elementary teachers actively engaged in teaching roles within the specified geographic location.

2.3 Research Instrument

The research instrument used in this study comprised three validated scales to measure key variables. Organizational commitment was assessed using the scale developed by Goetz and  Wald (2022). Innovative work behavior was measured using the developed scale developed by Pramudita and Seger (2019). Additionally, teaching competence was assessed using the scale developed by Swank et al. (2021). By utilizing these established instruments, the study ensured the reliability and validity of data collection, enabling a comprehensive investigation into the relationships between organizational commitment, innovative work behavior, and teaching competence among public elementary school teachers.

A panel of three experts evaluated the survey to ensure its content validity. These experts were requested to assess the survey's clarity and readability, and to provide written feedback on the issues table included in the expert review packet. Subsequently, a pilot survey involving 30 participants was conducted to assess the survey items' face validity and logical ordering. This process also aimed to identify any potential issues such as item redundancy or omissions during data collection. Based on feedback from the expert panel and the pilot survey, revisions were made to the survey. Additionally, the pilot survey was used to evaluate the instrument's reliability, with the Cronbach alpha coefficient indicating a score of 0.7 and above, signifying the survey's reliability.	Comment by Reviewer: Specify the Content Validity Index.


2.4 Data Gathering Procedure
The following is the structured approach employed to obtain permission to conduct the study and acquire necessary approvals. 
Permission to conduct the study. The data-gathering procedure for this study followed a structured approach to ensure ethical considerations and the acquisition of necessary permissions. Initially, formal permission to conduct the study was sought from the Dean of the Graduate School. Upon approval, the request was forwarded to the School's Division Superintendent for further review. This sequential approval process ensured compliance with institutional and educational authorities.
Collection of Data Information. Subsequently, the collection of data and information occurred through developing and distributing survey questionnaires carefully crafted to address the study's objectives. Coordinating with school authorities, specifically the school principal, facilitated the smooth distribution of questionnaires to public elementary school teachers, accompanied by a clear explanation of the study's purpose. The data collection phase prioritized the confidentiality and anonymity of respondents to encourage honest responses.	Comment by Reviewer: Consent letter for respondents?
Retrieval of Data and information. Following the data collection, the retrieval process involved meticulous organization and analysis of the gathered information. Completed questionnaires were tallied, and the responses were systematically tabulated for statistical analysis. 
2.5 Data Analysis

In analyzing and interpreting the data gathered for this study, the following statistical tools were employed:
Mean. This was used to determine the respondents’ level of organizational commitment, innovative work behavior, and teaching competence.
Pearson-r Moment Correlation. This was used to determine the significant relationship among the respondents' organizational commitment, innovative work behavior, and teaching competence.	Comment by Reviewer: Did you consider the normality of data before using these? If the data are not normally distributed (or skewed), you may use Spearman Rho and Linear Regression Bootstrap Technique.
Multiple Linear Regression. This was used to determine whether the respondents' organizational commitment and innovative work behavior significantly predict their teaching competence.


3. results and discussion

3.1 Organizational Commitment of Public Elementary School Teachers


Table 1. Level of Organizational Commitment of Public Elementary School Teachers

	Indicators
	Mean

	Descriptive Level

	Affective Commitment
	3.10
	Moderate

	Continuous Commitment
	3.17
	Moderate

	Normative Commitment
	3.29
	Moderate

	Overall Organizational Commitment
	3.19
	Moderate



Presented in Table 1 is the level of organizational commitment among teachers. It garnered a moderate overall mean rating of 3.19, with the mean rating of the different indicators ranging from 3.10 to 3.29. This implies that the teachers' organizational commitment was sometimes observed. The indicator “Affective Commitment” had a mean rating of 3.10, while “Normative Commitment” had a mean rating of 3.29.

This implies that teachers exhibit a moderate level of organizational commitment, suggesting that their emotional attachment and sense of obligation to the organization are not consistently strong. While teachers feel some level of connection and responsibility, their commitment is not deeply ingrained, indicating that factors such as job satisfaction, career stability, or external circumstances may influence their decision to stay. The moderate level of organizational commitment highlights the need for efforts to strengthen teachers' emotional attachment and engagement with the organization, which could lead to greater long-term dedication and overall job satisfaction.

This finding is in line with a study conducted by Bashir Gani (2020), which suggested that moderate levels of organizational commitment among teachers are associated with positive organizational outcomes, such as job satisfaction, performance, and retention. Teachers with moderate organizational commitment are likely to demonstrate a healthy balance between their personal investment in the organization and their awareness of external opportunities or constraints. Similarly, Larkin (2019) indicated that moderate organizational commitment reflects a balance between teachers' emotional attachment to the organization and their recognition of its limitations. Furthermore, Khan (2019) highlighted that moderate levels of organizational commitment may indicate a supportive organizational climate characterized by clear communication, effective leadership, and opportunities for professional growth. Moreover, Munda and Gache’s (2024) study showed that their teacher respondents had high levels of job commitment, while Khaskheli et al. (2020) emphasized that teachers feel valued, respected, and empowered in such environments, allowing them to contribute meaningfully to the organization's mission and goals.


3.2 Innovative Work Behavior of Public Elementary School Teachers

Table 2. Level of Innovative Work Behavior of Public Elementary School Teachers

	Indicators
	Mean

	Descriptive Level

	[bookmark: _Hlk162377139][bookmark: _Hlk162380761]Idea Generation
	4.05
	High

	Idea Exploration
	4.15
	High

	Idea Championing
	4.12
	High

	[bookmark: _Hlk162377154]Idea Implementation
	4.16
	High

	Overall Innovative Work Behavior
	4.12
	High



Presented in Table 2 is the level of innovative work behavior among teachers. It garnered a high overall mean rating of 4.12, with the mean rating of the different indicators ranging from 4.05 to 4.16. This implies that the teachers' innovative work behavior was often observed. The indicator “Idea Generation” had a mean rating of 4.05, while “Idea Implementation” had a mean rating of 4.16.

This implies that teachers exhibit a high level of innovative work behavior, suggesting that they actively engage in all stages of the innovation process, from generating new ideas to exploring, championing, and implementing them. Their strong commitment to creativity and continuous improvement leads to the adoption of novel teaching strategies, the use of new technologies, and the exploration of diverse methods to enhance student learning. The high level of innovative work behavior reflects teachers’ proactive approach to problem-solving and their willingness to drive positive change within their classrooms, ultimately contributing to a more dynamic and effective educational environment.

This finding is in line consistent with the study of Brown (2022), which suggested that high levels of innovative work behavior among teachers are associated with increased adaptability, effectiveness, and job performance. Similarly, Ngan (2020) highlighted that teachers who exhibit innovative work behavior are more likely to embrace change, seek opportunities for improvement, and contribute to organizational innovation and growth. Furthermore, Ye et al. (2022), revealed that high levels of innovative work behavior may indicate a supportive organizational climate that values creativity, encourages risk-taking, and fosters collaboration among educators.


3.3 Teaching Competence of Public Elementary School Teachers

Table 3. Level of Teaching Competence of Public Elementary School Teachers

	Indicators
	Mean

	Descriptive Level

	[bookmark: _Hlk162378919][bookmark: _Hlk162380907]Instruction and Evaluation
	4.15
	High

	[bookmark: _Hlk162378946]Knowledge, Ethics, and Preparation
	4.18
	High

	Professional Dispositions
	4.17
	High

	Professional Behaviors and Technology Use
	4.18
	High

	Overall Teaching Competence
	4.17
	High



Presented in Table 3 is the summary of indicators in the level of teaching competence among teachers. It garnered a high overall mean rating of 4.17, with the mean rating of the different indicators ranging from 4.15 to 4.18. This implies that the teachers' innovative work behavior was often observed. The indicator “Instruction and Evaluation” had a mean rating of 4.15, while “Knowledge, Ethics, and Preparation” and “Professional Behaviors and Technology Use” had a mean rating of 4.18.

This implies that teachers exhibit a high level of teaching competence, demonstrating exceptional skills in instruction, evaluation, and overall classroom management. Their ability to effectively plan and deliver lessons, assess student progress, and maintain a positive learning environment reflects their expertise and commitment to student success. The high level of teaching competence highlights teachers' proficiency in both content knowledge and pedagogical practices, ensuring they provide a high-quality education that meets the diverse needs of their students.

This finding corroborates with the study of Yu et al. (2021), which suggested that high levels of teaching competence among educators are associated with improved student outcomes, including higher academic achievement, increased engagement, and greater satisfaction with the learning experience. Moreover, Schiefele and Schaffner (2023), teachers who exhibited high levels of teaching competence demonstrate mastery in instructional strategies, assessment techniques, classroom management, and student support practices. Furthermore, Kelly & Cherkowski  (2019), highlighted that high levels of teaching competence may indicate a commitment to ongoing professional development, reflective practice, and collaboration with colleagues to improve instructional effectiveness. In addition, Sawyer (2019), teachers continuously seek opportunities to enhance their pedagogical knowledge and skills, adapt to diverse student needs, and innovate in their teaching approaches to meet the challenges of 21st-century education.

3.4 Significance Test of the Relationship between Organizational Commitment, Innovative Work Behavior on Teaching Competence among Teachers

Table 4.  Significance Test of the Relationship between Organizational Commitment, Innovative Work Behavior on Teaching Competence among Teachers
	Predictor Variables
	R
	p-value
	Remarks

	Organizational Commitment
	[bookmark: _Hlk162381047]0.558
	0.000
	Significant

	[bookmark: _Hlk162379355]Innovative Work Behavior
	[bookmark: _Hlk162381106]0.612
	0.000
	Significant


Criterion Variable: Teaching Competence

Presented in Table 4 is the test of relationship between organizational commitment, innovative work behavior on teaching competence among teachers. The organizational commitment is significantly related to teaching competence, with an R-value of 0.558 and it reflects a p-value of 0.000, which is less than the alpha set at .05 (two-tailed). It means that as the level of organizational commitment increases, the level of teaching competence of teachers also significantly increases.  In similar manner, innovative work behavior revealed a significant relationship with teaching competence (r=0.612, p<0.05). This means that as the innovative work behavior increases, the level of teachers' teaching competence significantly increases.

The finding of a significant relationship between organizational commitment and teaching competence among students aligns with research by Van Waeyenberg et al. (2022). They emphasized the importance of organizational commitment in fostering employee effectiveness and performance, which in the educational context translates to teachers' ability to facilitate student learning and achieve positive educational outcomes effectively. This alignment suggests that teachers who are committed to their educational institution are more likely to demonstrate higher levels of teaching competence, contributing to overall educational quality and student success. Moreover, numerous studies have highlighted the significant relationship between organizational commitment and teaching competence. For instance, research by Soomro and Shah (2019) emphasized the impact of organizational commitment on employee performance and effectiveness. Similarly, studies by Alzoraiki et al. (2023) demonstrated the association between teachers' commitment to their educational institution and their ability to facilitate student learning and academic achievement effectively. 


3.5. Significance Test of the Influence of Organizational Commitment, Innovative Work Behavior on Teaching Competence among Teachers

Table 5. Significance of the  Test of Influence of Organizational Commitment, Innovative Work Behavior on Teaching Competence among Teachers
	Variables
	Standardized Coefficients
	T
	p-value
	Remarks

	Organizational Commitment
	[bookmark: _Hlk162381151]0.139
	3.792
	[bookmark: _Hlk162381166]0.019
	Significant

	Innovative Work Behavior
	[bookmark: _Hlk162381221]0.498
	8.955
	0.000
	Significant

	DV= Teaching Competence; Combined Influence of the Predictors: R=0.661, R2=0.437, F=73.398, P<0.001 (Significant)



Presented in Table 5 are the results of the multiple regression analysis. In singular capacity, the organizational commitment shows a p-value of 0.019, which is less than 0.05 level of significance (2-tailed) with a positive standardized beta value of 0.13. It means that for every unit increase in the value of the level of organizational commitment, there is a corresponding increase of 0.13 in the level of teaching competence of teachers.

Likewise, the independent variable, innovative work behavior, reflects a positive standardized beta value of 0.498 and a p-value of 0.000, less than the 0.05 level of significance (2-tailed). This means that, in a singular capacity, the level of innovative work behavior is a significant predictor of teachers' teaching competence. In addition, the combined influence of the two independent variables, organizational commitment and innovative work behavior, towards teaching competence is significant (F=73.40 p<0.05). Meanwhile, the model explains 43 percent of the variance of teaching competence based on the independent variables included in this study, as indicated by R2= 0.43. This means that 57 percent of the variance in teaching competence can be attributed to other factors aside from organizational commitment and innovative work behavior. The findings indicated that organizational commitment and innovative work behavior are significant predictors of teaching competence among teachers. 	Comment by Reviewer: The regression equation may be presented.
This finding is consistent with the research of Demır (2020), who emphasized the significant impact of organizational commitment and innovative work behavior on teaching competence. Their study revealed that teachers who exhibit higher levels of organizational commitment are more likely to demonstrate enhanced teaching skills, as they feel a stronger sense of responsibility toward their roles and students. Similarly, research by Lambriex‐Schmitz et al. (2020) showed that teachers who engage in innovative work behaviors, such as idea generation and implementation, tend to be more effective in their teaching, as these behaviors foster creativity and adaptability in the classroom. Furthermore, the study by Hong and Zainal (2022) highlighted that a combination of organizational commitment and innovative work behavior significantly contributes to teachers' teaching competence, as it drives both their dedication to the profession and their willingness to adopt new, effective instructional strategies.



4. FINDINGS

This study aimed to determine if organizational commitment and innovative work behavior significantly predict the teaching competence of public school teachers in Davao City. Five specific objectives were set to accomplish the general objective of the study. First, the study determined the level of organizational commitment in terms of affective, continuous and normative commitment. Second, the study determined the level of innovative work behavior in terms of idea generation, idea exploration, idea championing and idea implementation. Third, the study determined the level of teaching competence in terms of instruction and evaluation, knowledge, ethics, and preparation, professional dispositions and professional behaviors and technology use. 
Fourth, the study determined the significance of the relationship of organizational commitment, innovative work behavior and teaching competence of the teachers. Finally, the study determined the significance of the singular and combined influence of organizational commitment and innovative work behavior on the teaching competence of the teachers.
Utilizing a descriptive-correlational research design, a total of 200 public elementary teachers, were surveyed using standardized questionnaires administered through face-to-face survey. The mean, standard deviation (SD), Pearson product-moment correlation, as well as simple and multiple linear regression analyses were employed to analyze the collected data.

From the data gathered, the following findings were drawn:
1. The level of organizational commitment among public school elementary teachers obtained an overall mean of 3.19, which was described as moderate. The indicators, affective, continuous and normative commitment, showed a mean of 3.10, 3.17 and 3.29 respectively.
2. The level of innovative work behavior among public school elementary teachers obtained an overall mean of 4.12, which was described as high. The indicators, idea generation, idea exploration, idea championing and idea implementation, showed a mean of 4.05, 4.15, 4.12 and 4.16 respectively.
3. The level of teaching competence among public school elementary teachers obtained an overall mean of 4.17, which was described as high. The indicators, instruction and evaluation, knowledge, ethics and preparation, professional dispositions and professional behaviors and technology use showed a mean of 4.15, 4.18, 4.17 and 4.18 respectively.
4. The correlation between organizational commitment and teaching competence obtained an r-value of 0.558, which was significant (p=.000) at a 0.05 alpha level of significance. Meanwhile, the correlation between innovative work behavior and teaching competence obtained an r-value of 0.612, which was significant (p=0.000) at a 0.05 alpha level of significance. 
5. When the singular influence of the independent variables on the dependent variable was determined, organizational commitment (β=0.139, p=0.019) significantly influenced teaching competence. In the same way, innovative work behavior (β = 0.498, p=0.000) significantly influenced teaching competence. When the combined influence of the independent variables on the dependent variable was examined, both organizational commitment and innovative work behavior (F=73.398, p<0.000) significantly influenced teaching competence.
5. CONCLUSIONS

Based on the findings of the study, the following conclusions were formulated:
1. The organizational commitment of public elementary teachers was sometimes observed.
2. The innovative work behavior of public elementary teachers was often observed.
3. The teaching competence of public elementary teachers was often observed.
4. There was a significant relationship between organizational commitment and teaching competence. Also, a significant relationship was observed between innovative work behavior and teaching competence.
5. Organizational commitment and innovative work behavior significantly influenced teaching competence.
The assertion that both organizational commitment and innovative work behavior significantly predict teachers' competence can be related to Social Exchange Theory (Homans, 1958) and Job Characteristics Theory by Oldham and Hackman (1975). Social Exchange Theory suggests that individuals engage in reciprocal relationships with their organizations, wherein they invest effort and commitment in exchange for valued outcomes such as recognition, support, and opportunities for growth. In this context, teachers who demonstrate high levels of organizational commitment may receive greater support and resources from their educational institution, which can enhance their competence through access to professional development opportunities, mentorship, and collaboration with colleagues.
Moreover, Job Characteristics Theory emphasizes the role of task significance, autonomy, and feedback in shaping employees' motivation and job satisfaction. Teachers who engage in innovative work behavior, driven by a sense of autonomy and mastery over their work, are more likely to experience intrinsic rewards and satisfaction in their roles. This intrinsic motivation, combined with a strong sense of commitment to their organization, can contribute to the development of teaching competence as teachers are more willing to invest effort and creativity in their instructional practices, leading to improved student outcomes and overall educational quality.






6. RECOMMENDATIONS

Based on the findings and conclusions of the study, the following recommendations were created:
1. The Department of Education may prioritize strategies to bolster organizational commitment among public elementary teachers in Davao City. This can be achieved by implementing programs that cultivate a positive school culture, recognize teachers' efforts, and provide opportunities for professional growth. Additionally, initiatives may be designed to encourage innovative work behavior among teachers, fostering creativity and adaptability in teaching practices.
2. School administrators play a crucial role in nurturing a conducive work environment within their schools. They may focus on fostering a culture of support and appreciation for teachers, promoting open communication, and providing opportunities for professional development. Administrators may also encourage and recognize innovative teaching approaches, empowering teachers to explore new methods that enhance student learning. By creating an environment that values organizational commitment and innovation, administrators can contribute to the overall improvement of teaching competence among their staff.
3.Teachers may actively engage in opportunities to strengthen their organizational commitment and innovative work behavior. This may involve participating in professional development activities, collaborating with colleagues, and seeking out resources to enhance their teaching skills. By demonstrating dedication to their organization and embracing innovative practices, teachers can enhance their teaching competence and positively impact student learning outcomes.
4.Future researchers may further investigate the dynamics between organizational commitment, innovative work behavior, and teaching competence among public elementary school teachers in diverse contexts. They may explore additional factors that may influence these relationships and consider longitudinal studies to assess the long-term effects of organizational commitment and innovation on teaching effectiveness. By deepening our understanding of these interconnections, researchers can inform the development of targeted interventions and policies to support teacher development and enhance educational quality.



Consent (where ever applicable)

This quantitative study adhered to strict ethical guidelines to safeguard the privacy and confidentiality of all participants. Before data collection, informed consent was obtained from each participant, who was thoroughly briefed on the study's objectives and the measures in place to ensure confidentiality. To maintain anonymity, no personally identifiable information was gathered, and participants were assigned a unique code for data analysis. The collected data were securely stored on encrypted servers, with access limited to the research team. The findings were presented in an aggregated form, ensuring that individual responses could not be traced back to any specific participant. Furthermore, statistical analyses were carried out in a manner that preserved the anonymity and protected the privacy of the respondents throughout the entire study.
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belongingness. Simultaneously. innovative work behavior driven by creativity,
initiative, and adaptability.

Figure 1 shows the conceptual framework of the study. In this study, the first
independent variable is organizational commitment with three indicators, namely,
affective, continuous and normative commitment while the other independent
variable s innovative work behavior with four indicators namely, idea generation,
idea exploration, idea championing and idea implementation. On the other hand,
the dependent variable is teaching competence, which has four indicators namely,
instruction and evaluation, knowledge, ethics, and preparation, professional
dispositions and professional behaviors and technology use. It is assumed that
organizational commitment and innovative work behavior significantly predict

teaching competence.

English (United States) % Accessibility: Investigate

Title

Nospacing  Heading 1
Styles
Independent Variables

Organizational Commitment

«  Affective commitment
« Continuous commitment
« Normative commitment

Source: Keller (2012)

Innovative Work Behavior

« Idea generation
« Idea exploration

« Idea championing

Source: De Jong and Den
Hartog (2010)

Heading 2

. Replace
LIy selectv
[ Editing

Dependent Variable

Teaching Competence

« Instruction and evaluation

« Knowledge, Ethics, and
Preparation

« Professional Dispositions

« Professional Behaviors

and Technology Use

Source: Swank et al. (2021)

Figure 1. The Conceptual Framework of the Study
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