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ABSTRACT 

	This study examined the relationships among school culture, employee empowerment, organizational commitment, and ethical leadership in 281 school heads of integrated schools in the Davao Region, Philippines, using structural equation modeling. The proposed causal links among the latent variables were tested using a correlational-predictive approach with structural equation modeling. Data were collected using four sets of survey instruments. Data analysis included mean, standard deviation, Pearson's r, multiple regression, and structural equation modeling analysis tools. Results indicated that levels of school culture, employee empowerment, organizational commitment, and ethical leadership were very high. Positive correlations were found between school culture and ethical leadership, employee empowerment and ethical leadership, and organizational commitment and ethical leadership. Furthermore, the findings revealed that employee empowerment and organizational commitment do not directly influence ethical leadership. Rather, both affect school culture, which directly influences ethical leadership. Moreover, hypothesized model 3 emerged as the best-fitting model in the study. The findings suggest that ethical leadership does not develop on its own. Its contributing factor is the changing of school assignments of school heads, because a positive school culture creates a supportive environment that allows ethical leadership practices to emerge, grow, and be recognized by school staff. Overall, the study underscores the pivotal role of organizational and cultural factors in shaping ethical leadership and contributes empirical evidence to the leadership and educational management literature within the Philippine context.
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1. INTRODUCTION 

	Effective leadership in making decisions based on the code of ethics has been one of the concerns of the school heads considering the different groups in the organization that rely on them (Kaduma, 2024). However, there is a growing concern in the context of integrated schools in the Philippines with the complexity of functions of school heads towards different departments: e.g. elementary, Junior high school, and senior high school. This greatly affects their leadership (Pangandoyon et al., 2024). School leaders play a crucial role in schools by articulating, motivating, and mobilizing their followers: teachers, specialized technicians, and educational assistants to meet the objectives concerning the establishment of quality education, enhancement of skills gained, and academic outcomes achieved by students (Neves, 2025). In today’s increasingly complex and diverse educational landscape, the significance of ethical leadership in schools cannot be overstated. As educational institutions are not merely centers for academic instruction but also crucibles for moral and social development, the character and conduct of school leaders play a critical role in shaping the values, behaviors, and overall school culture (Plaku & Leka, 2025). In the United States, concerns highlight on the curriculum changes, nationality of international students and teachers, the changing of external and internal policies, and demographics (Johnson et al., 2024). Richardson and Khawaja emphasized that leadership matters in school communities although most of the time, this is given less priorities in teacher training and mentorship (2025). Studies focusing on ethical leadership attribute its growing importance to the immoral and unprofessional conduct of leaders that looms large nowadays, affecting both public and private sector organizations (Rivera & Karlsson, 2017). In North Cyprus, Debeş claimed that teachers and administrators not only face ethical problems but they are also responsible for whether next generations will be educated and moral people. The role of schools in raising people, far-reaching decisions made in schools and close relations with environment are important for us to realize the significance of ethics for school organizations (2021). In addition, there were reported 12 private schools to have ghost students across 9 divisions that claimed government subsidies through Education Service Contracting (ESC). This led to spending Php 52.5 million in 2023-2024 (Department of Education, 2025). In the adoption of the basic education development plan 2030, the Department of Education aims to address this problem by personally visiting the private schools to check the records and manually count the population in the classrooms (DepEd Order No. 024, S. 2022). Schools division are serious in monitoring the private schools in continuing delivering quality education while maintaining honesty in their functions as stated in DepEd Order 006, s.2024. In Maguindanao, moral issues among secondary schools persist, pointing to a need for leadership grounded in ethical vision and action (Cabilo et al., 2014). Locally, reports of school principals engaging in favoritism, mishandling responsibilities, or fostering toxic school cultures reflect gaps in ethical competency and instructional leadership, which ultimately hinder school development and student success.
Empirical Review
	Empirical data have shown that there were teachers whose rights were violated by their school heads in their respective stations (Education International, 2023). They strongly condemn the ongoing human rights violations and anti-union attacks against teachers and education union activists in the Philippines. This is an alarming situation since one of the main reasons for the existence of schools is the provision of safety spaces where the values are being nurtured such that everyone in school bring along with them the hallmark of excellence. It seems to be that there are institutions whose leaders missed the appropriate demonstration of ethical leadership (Blasé & Blasé, 2006; De Vos, 2013; De Wet, 2010; Plinio et al., 2010). 
	There are complaints regarding inability of the school principal to manage the schools, favoritism, misconduct, unequal distribution of load assignments and report of conflict between principal and parents have already reached his office, which indicates that some of the school principals demonstrate undesirable attitude towards work, teachers and other stakeholders. Unfortunately, this really has caused a waste of time, increased emotional pressure and eventually poor performance of students. As observed by the researcher, some heads are merely administering and managing but lack ethical values needed to bring change the growth of the school. Many of the causes of failure and deterioration of schools today are attributed to factors such as mismanagement, poor staff relationship. Another point of references is fast turnover. This investigation will be a great help in determining whether or not this factor is associated with school heads performance (Okçu & Uçar, 2016).
	On the other hand, the collection of common values, beliefs, customs, and behaviors that influence how members of a school community behave and interact with one another is known as school culture.  It has a significant impact on student outcomes, professional relationships, and the efficacy of education.
	The Role of School Culture in Academic Success. Over the last 10 years, there has been a consistent correlation shown between school culture and organizational development, teacher satisfaction, and academic performance.  Strong and pleasant school cultures foster high standards, common objectives, and robust professional communities (Deal and Peterson, 2016).  In a similar vein, school culture actively influences teacher conduct and student accomplishment, according to Gruenert and Whitaker (2015). This is supported by recent research.  According to a long-term study by MacNeil, Prater, and Busch (2017), schools with supportive and cooperative cultures had better student outcomes and higher teacher retention rates.  These settings promote engagement and trust, which motivates employees and students to give their best efforts. A recurring theme in recent studies has been the impact of school leadership on culture.  By establishing standards, modeling behavior, and upholding fundamental principles, school principals have a significant influence on culture.  According to Hallinger and Wang (2018), transformational leadership and instructional leadership work best together since they both have a good impact on school culture.
 	Almerino et al. (2021) discovered that the leadership style of school heads has a major impact on the learning environment in Filipino schools.  Their investigation of public secondary schools in the Philippines revealed that learner-centered instruction, professional development, and a collaborative culture were all fostered by supportive and participatory leadership. Recent empirical research has begun to outline the quantifiable ways in which moral leadership enhances school culture.  In a Malaysian case study, Abdullah et al. (2025) discovered that moral behavior by administrators greatly enhances the work culture among teachers, especially fostering greater trust, cooperation, and collegial contact.  Ananda et al. (2022) found that moral leadership had a significant and direct impact on school culture, which in turn mediated the impact of leadership on teacher performance.  Furthermore, Nyaibuli and Mwila in Tanzania showed that organizational culture and ethical transformational leadership combine to predict school; in these situations, culture serves as both a support system and an amplifier of leadership behaviors (2024). Therefore, it is imperative that school administrators foster an environment that is rich in ethics. Nonetheless, school administrators frequently struggle to make the best administrative choice, which eventually leads to moral conundrums for them. Furthermore, the state plays a crucial role, especially when it comes to creating education acts and codes of conduct for administrators who want to resolve professional ambiguities. These codes also assist administrators in establishing a morally sound educational environment. However, as the contextual rules of the school generally undermine the uniformity of these standards, the ethical standards are frequently left unused in the administrative activities of schools (Karayama, 2018).
	Conversely, previous research studies demonstrate that moral leadership is made possible or strengthened by a robust, supportive school culture. For instance, Sahlin (2022) makes the case that, under the influence of community norms and values, school leaders' actions progressively alter the more fundamental aspects of school culture which in turn encourage moral behavior among employees over time.  Similarly, Abdullah et al. (2024) demonstrate that when workplace culture is already favorable ethical leadership practices are easier for instructors to embrace and internalize, which promotes morale and teamwork. Collaboration and Collegiality. Strong cooperation between staff and instructors is frequently indicative of a positive school culture.  Professional collaboration, in which teachers exchange ideas, co-plan classes, and reflect as a group, promotes creativity and long-term progress, claim Hargreaves and Fullan (2017). A study conducted in secondary schools in Malaysia by Johari, Saad, and Kasim (2023) found a strong link between teacher collaboration and self-efficacy, demonstrating that a good culture enhances both individual and group capabilities. Cultural Responsiveness and Inclusion. Culturally sensitive school cultures have grown in significance as classroom diversity increases.  In addition to acknowledging student diversity, culturally inclusive institutions include it into their very culture.  Abu El-Haj and Bonet's (2018) study emphasizes the importance of school cultures that support cultural identity and give marginalized students more power. Policies like the Indigenous Peoples Education (IPEd) framework in the Philippines place a strong emphasis on how important it is to match school culture with regional customs and beliefs.  In Indigenous Peoples (IP) integrated schools in Davao, culturally based school leadership promotes resilience, solidarity, and trust between educators and students, as highlighted by Lugatiman and Bauyot (2024). School culture has also been linked in recent research to the professional efficacy and well-being of teachers.  According to Collie, Shapka, and Perry (2016), a positive workplace culture can reduce stress and improve job satisfaction.  In a study conducted in the Davao Region, Opeña and Lagura (2025) found that teachers' motivation and self-belief are strengthened by a strong school culture, which is defined by cooperation, support, and open communication.
	Empirical studies show that leadership empowering behaviors such as personal-development support, participative decision-making, and delegation directly raise employees’ sense of control, job satisfaction, and innovative behavior, making empowerment a clear mediator between leadership and performance outcomes (Ye et al., 2022). It means to say that leadership positions empowerment as a social process: when leaders model ethical standards and provide fair participation structures, employees feel psychologically safe to take initiative and to raise concerns without fear of retaliation: a necessary condition for meaningful empowerment (Guo, 2022). Another factor that is significant in leadership experiences is employee empowerment. Employee empowerment also plays a pivotal role in establishing relationships in the workplace among employees and leaders. Employee empowerment remains a central lever for improving engagement, performance, innovation, and retention especially in dynamic, uncertain contexts (Modise, 2023). Ethical leadership functions as a mechanism that both creates and sustains empowerment by building trust, perceived organizational support, and psychological safety. Research finds that ethical leader behaviors integrity, fairness, transparency, and concern for followers’ welfare strengthen employees’ wellbeing and intrinsic motivation, which in turn amplifies the effects of empowering practices on commitment, retention, and ethical work behavior (Cheng et al., 2022).
Theoretical review 
	Making sense aligns closely with meaningfulness, a core facet of psychological empowerment. A 2024 meta-analysis reaffirms psychological empowerment’s motivational role across outcomes e.g., engagement, creativity, satisfaction, consolidating two decades of evidence and confirming that meaning is a key mechanism that energizes behavior at work often through enhanced intrinsic motivation and perceived impact (Alonso et al., 2023). 
Recent empirical work links empowerment to creative performance via meaningfulness and felt impact, showing that when employees see purpose in tasks and understand how their work matters, they generate more novel and useful ideas. (ScienceDirect) In service settings, psychological empowerment is also associated with affective commitment and creativity, with psychological safety amplifying these gains suggesting that sensemaking thrives when people can speak up without fear (Zhang et al., 2023). Moreover, Saleh et al. coined that empowerment requires real transfer of power, not just rhetoric. Recent studies in healthcare and public services show that organizational empowerment access to opportunities, information, resources, and support that predicts thriving, job performance, and lower stress and turnover intentions (2022). In educational settings, ethical leadership is defined as leaders who exhibit moral behavior, justice, openness, care for stakeholders, and the guts to stand by their convictions even when faced with challenges. Creating an ethical school culture, protecting vulnerable stakeholders, ensuring fair decision-making, and setting an example of integrity are all parts of ethical leadership in schools (Garcia & Ching, 2024). On one hand, teachers' organizational commitment, work happiness, and organizational trust are strongly positively correlated with principals' ethical leadership, according to meta-analytic research. This relationship is often mediated by perceived organizational support and intrinsic motivation (Özdoğru & Sarıer, 2024). 
Daradkeh asserts that ethical leadership is essential for fostering a positive business culture, increasing stakeholder trust, and promoting long-term organizational performance (2023). In today's highly competitive and interconnected business climate, stakeholders such as employees, customers, investors, and the general public are all closely examining companies (Stock et al., 2023). Businesses with ethical leadership are more capable of handling moral dilemmas, lowering risks, and upholding their integrity and reputation. Consequently, moral leaders inspire their employees to uphold moral principles, increasing levels of engagement, dedication, and productivity (Ughulu, 2024). The definition of affective commitment is the emotional bond, recognition, and the level of engagement a worker has with their company. Because it predicts discretionary behaviors, lower turnover intentions, and stronger organizational citizenship, affective commitment continues to be the most influential dimension of organizational commitment (Moreira & Antunes, 2024). According to recent research conducted by Palma-Moreira et al., organizational practices that demonstrate investment in staff members such as training, tailored support, and functional rotation, increase affective commitment and, thus, lower turnover intentions.  This emphasizes social-exchange mechanisms: employees develop closer emotional ties in return for investments made by their employers (2024). On the other hand, Continuance commitment is best defined as “employee’s tendency to remain with an organization due to perceived costs of leaving rather than emotional attachment” and “a form of commitment derived from the recognition that quitting would lead to considerable economic or social loss” (Raj et al., 2023). 
In 1997, Allen and Meyer as cited in the paper of Dong, denoted that when employees perceive that leaving their current job would result in significant personal loss, such as loss of income, benefits, seniority, or career stability, continuance commitment arises (2025). According to Paparisabet et al. (2024), continuation commitment tends to rise among healthcare professionals during periods of labor market volatility, indicating that workers stay for pragmatic reasons rather than sentimental reasons.  Additionally, Chanana (2021) discovered that economic insecurity during the COVID-19 pandemic reinforced continuing commitment, particularly for women who experienced less career mobility. Normative commitment is defined as the moral aspect of organizational commitment is known, and it is typified by a feeling of obligation, duty, and loyalty to stick with a company. This is frequently brought about by supporting organizational policies, ethical leadership, and perceived reciprocity (Deniz, 2024). Canavesi (2022) pointed out that ethical and servant leadership promote a moral climate where employees feel obligated to reciprocate the organization’s trust and care. Similarly, workers perceived organizational support, their normative commitment increased as they felt “they should stay” because the organization supported their welfare and professional growth.
	While numerous international studies affirm the importance of ethical leadership and culture, a noticeable gap exists in Philippine-based quantitative studies that explore the mediating effect of school culture using robust statistical methods, such as structural equation modeling, according to Demirtas and Akdogan (2015) and Engelbrecht et al. (2017). Most local research is qualitative or descriptive in nature, leaving a need for causal and predictive modeling to guide policy and practice (Arar et al., 2016; Langlois et al., 2014). Furthermore, the unique nature of integrated schools in the Philippines where diverse learners coexist under often resource-constrained conditions calls for a deeper understanding of how ethical leadership can be consistently translated into positive behavior and sustainable school improvement. This study aims to fill that gap by presenting a data-driven model of ethical leadership. Also, this study aims to project a model on interrelationships between school culture, employee empowerment, organizational commitment, and ethical leadership. Thus, this study is urgent and relevant to address common issues on ethical leadership in the special context of integrated schools.
Purpose Statement
	This study aims to determine the interrelationship among school culture, employee empowerment, and organizational commitment, and their effect on ethical leadership in the context of integrated schools in Davao Region. Specifically, this research will seek to answer the following research questions:
1.	What is the level of school culture in integrated schools in Davao Region in terms of:
· collaborative leadership;
· teacher collaboration; 
· professional development;
· unity of purpose;
· collegial support; and,
· learning partnerships?
2.	What is the level of employee empowerment of school leaders in integrated schools in Davao Region in terms of:
· 2.1. making sense;
· 2.2. coaching;
· 2.3. participation;
· 2.4. transfer of power; and,
· 2.5. competence development?
3.	What is the level of organizational commitment of school leaders in integrated schools in Davao Region in terms of:
· 3.1. affective commitment;
· 3.2. continuance commitment; and,
· 3.3. normative commitment?
4.	What is the level of ethical leadership of school leaders in integrated schools in Davao Region in terms of:
· 4.1. integrity;
· 4.2. professionalism; and,
· 4.3. personnel improvement?
5.	Is there a significant relationship between: 
· 5.1 school culture and ethical leadership of school leaders;
· 5.2 employee empowerment and ethical leadership of school leaders; and
· 5.3 organizational commitment and ethical leadership of school leaders?
6.	Do school culture, employee empowerment, and organizational commitment significantly influence ethical leadership of school leaders in the integrated schools of Davao Region?
7.	Is there a model that best fits the ethical leadership of school leaders in the integrated schools in Davao Region?
Hypothesis
	The following hypotheses was tested at a 0.5 level of significance:
1.	There is no significant relationship between school culture and ethical leadership of school leaders. 
2.	There is no significant relationship between employee empowerment and ethical leadership of school leaders. 
3.	There is no significant relationship between organizational commitment and ethical leadership of school leaders. 
4.	School culture, employee empowerment, and organizational commitment do not significantly influence ethical leadership of school leaders in the integrated schools of Davao Region. 
5.	There is no model that best fits the ethical leadership of school leaders in the integrated schools in Davao Region.

2. material and methods 

Research Design
	This study is grounded in the post-positivist paradigm, which posits that knowledge is derived from what is observed and measured. However, this also acknowledges instances that some observations are fallible (Park et al., 2020). This view aligns with the use of Structural Equation Modeling (SEM), which seeks to test theoretical relationships among variables while accounting for measurement errors and model fit indices. Through this design, the research aims to refine existing theories based on statistical evidence (Mai et al., 2021). 
	In particular, the study tested the proposed causal links among the discovered latent variables, particularly school culture, employee empowerment, organizational commitment, and ethical leadership, using a correlational-predictive approach that employed Structural Equation Modeling (SEM) (Wu et al., 2024).  This study utilized a quantitative technique, which made it possible to measure variables objectively and analyze their relationships statistically. The study aimed to assess latent constructs statistically and establish theoretical relationships, which are key components of SEM, hence, this approach is considered appropriate (Fan, 2016).
	In connection, the study employed a quantitative-correlational approach, utilizing structural equation modeling (path analysis). Fan et al. define SEM as a potent multivariate method for testing and assessing multivariate causal links. Structural equation modeling (SEM) is increasingly being used in scientific studies.  SEMs examine both direct and indirect effects on postulated causal linkages, which sets them apart from other modeling techniques (2016). Creswell and Creswell (2018) explained that SEM is an approach in which patterns further develop into more intricate connections between latent and observed variables in quantitative research, including complex structures with causal pathways, and determining the strengths of several variables. In this study, the variables for testing are school culture, employee empowerment, and ethical leadership of school heads in integrated schools.
Research Locale
	This study was conducted in selected integrated schools in the Davao Region, Philippines. Integrated schools are those that offer elementary and secondary education under a unified administrative and curriculum framework.  In situations where separate elementary and secondary schools are not easily accessible or if combining existing schools offers pedagogical or logistical benefits, it seeks to give a more cohesive and effective educational experience. Specifically, this study selected participating schools in the provinces of Davao Oriental, Davao del Norte, Davao de Oro, Davao del Sur, and Davao Occidental.

Research Instruments
	In this study, four sets of survey questionnaires were used. The surveys were tailored to the local environment. With the help of the dissertation adviser and knowledgeable validators, the questionnaires were improved. The School Culture Survey and its constructs, which were modified from Hurt (2022), served as the study's initial tool. A survey on employee empowerment and related indicators, modified from Schermuly, Algner, and Lorenz (2025), served as the second tool in this investigation. A survey questionnaire on organizational commitment and its indications, which was modified from Tran (2024), served as the third tool in this investigation.  Finally, a survey questionnaire based on the Ethical Leadership Questionnaire (Krisharyuli et al., 2020) and its indicators served as the fourth tool utilized in this investigation. 
	Questionnaire construction specialists validated the authors' modified questionnaires. When the instrument was finalized, the expert comments were appropriately taken into consideration, and the overall mean validation was calculated and explained. The author has already evaluated and validated the content of the modified standardized questionnaires, which have been modified to categorize the questions. The questionnaires were created in a very thorough manner to make it easy and comfortable for the respondents to answer all of the questions and comprehend the study's goal.

3. results and discussion

Reflected in Table 1 are the results for the school culture of school heads in integrated schools in Davao Region. This specifically presents the answer to research question number 1. It had an overall mean of 4.85, which is considered very high, and a standard deviation (SD) of 0.24. The standard deviation of 0.24 indicates that the respondents’ scores are closely clustered around the mean, suggesting low variability and a high level of consistency in the responses. This data showed that the school culture of the school heads in integrated schools in the Davao Region is very highly manifested. Categorically, collaborative leadership has a total mean of 4.86, labeled as very high and an SD of 0.23, teacher collaboration has a total mean of 4.84, labeled a very high and an SD of 0.29, professional development has a total mean of 4.89, labeled as very high and an SD of 0.31, both unity of purpose and collegial support have a total mean of 4.87, labeled as very high and SD of 0.28 and 0.27, and lastly, learning partnerships has a total mean of 4.81, also labeled as very high and an SD of 0.30.
	Particularly, the results of school culture in this study are aligned with the findings of Muhammad and Alderite in 2024. The study found that the school culture of private elementary teachers in Java, Indonesia, has a very high status. In addition, Plaku and Leka (2025) claimed that actions taken by leaders are closely associated with the school culture overtime.

Table 1.	Level of School Culture of School Heads

	1. Collaborative Leadership
As the school head, I…
	Mean
	SD
	Descriptive Equivalent

	[bookmark: _Hlk125287116]1. am serious in policy or decision-making.
	4.86
	0.35
	Very High

	2. protect instruction and planning time.
	4.80
	0.40
	Very High

	3. give importance to teachers’ ideas.
	4.90
	0.30
	Very High

	4. provide opportunities for teachers and parents to support student performance.
	4.85
	0.35
	Very High

	5. promote involvement of teachers in the decision-making process.
	4.91
	0.29
	Very High

	6. facilitate teachers to work together.
	4.89
	0.36
	Very High

	7. keep teachers well-informed of school operations.
	4.88
	0.41
	Very High

	8. make sure that the faculty values school improvement.
	4.94
	0.25
	Very High

	9. support risk-taking and innovation in teaching.
	4.75
	0.43
	Very High

	Category 
	4.86
	0.23
	Very High

	2. Teacher Collaboration
As the school head, I promote teachers…
	
	
	

	1. 1utilize professional networks to obtain information and resources for classroom instruction.
	4.88
	0.33
	Very High

	2. have opportunities for dialogue and planning across grades and subjects.
	4.90
	0.30
	Very High

	3. spend considerable time planning together.
	4.83
	0.41
	Very High

	4. to take time in observing each other’s teaching.
	4.72
	0.48
	Very High

	5. awareness among teachers about what each other teaches.
	4.80
	0.45
	Very High

	6. work together to develop and evaluate programs and projects.
	4.85
	0.39
	Very High

	7. share ideas.
	4.92
	0.27
	Very High

	Category
	4.84
	0.29
	Very High

	3. Professional Development
As the school head, I…
	
	
	

	1. value teachers to regularly seek ideas from seminars, colleagues, and conferences.
	4.89
	0.31
	Very High

	2. make sure professional development is valued by the faculty. 
	4.90
	0.34
	Very High

	3. reward teachers experimenting with new ideas and techniques.
	4.77
	0.46
	Very High

	Category
	4.89
	0.31
	Very High

	4. Unity of Purpose
As the school head, I promote…
	
	
	

	1. trust among each other.
	4.89
	0.31
	Very High

	2. teachers' support of the school mission.
	4.89
	0.32
	Very High

	3. teachers' help to solve a problem.
	4.84
	0.40
	Very High

	4. the school mission to provide clear sense of direction for teachers.
	4.88
	0.33
	Very High

	Category
	4.87
	0.28
	Very High

	      5.   Collegial Support
As the school head, I…
	
	
	

	1.take time to praise teachers that perform well.
	4.92
	0.27
	Very High

	2. promote trust of parents to the teachers’ professional judgments.
	4.80
	0.40
	Very High

	3. keep communication open among teachers and parents about student performance.
	4.88
	0.33
	Very High

	Category
	4.87
	0.27
	Very High

	      6. Learning Partnerships
As the school head, I…
	
	
	

	1. trust teachers’ professional judgment.
	4.72
	0.52
	Very High

	2. ensure teachers maintain a current knowledge base about learning process.
	4.79
	0.41
	Very High

	3. ensure that the school mission reflects the values of the school community.
	4.91
	0.29
	Very High

	Category
	4.81
	0.30
	Very High

	Overall School Culture
	4.85
	0.24
	Very High



	Table 2 reveals the results for the employee empowerment of school heads in integrated schools in Davao Region. It had an overall mean of 4.81, which is considered very high, and a standard deviation (SD) of 0.25. The standard deviation of 0.25 indicates that the respondents’ scores are closely clustered around the mean, suggesting low variability and a high level of consistency in the responses. This data showed that the employee empowerment of the school heads in integrated schools in the Davao Region is very highly manifested. Categorically, sense-making has a total mean of 4.78, labeled as very high and an SD of 0.35, coaching has a total mean of 4.87, labeled a very high and an SD of 0.26, participation has a total mean of 4.89, labeled as very high and an SD of 0.24, transfer of power has a total mean of 4.60, labeled as very high and SD of 0.55, and lastly, competence has a total mean of 4.93, also labeled as very high and an SD of 0.18. Thus, answering the research question number 2.
	This study is aligned with the study of Legisma among the schools in Cabuyao, Laguna, Philippines, which found that school heads are highly empowered (2024). However, in the study of Guanzon, employment empowerment is in moderate level, leaving an impression that there are still many employees experiencing lacking full participation and autonomy (2025). According to Coetzee and Dsane, universities in Ghana are struggling with leadership practices that undermine empowerment, so the same study recommends to practicing empowerment among employees (2025)

Table 2.	Level of Employee Empowerment of School Heads
	1. Sense-Making
As the School Head, I…
	Mean
	SD
	Descriptive Equivalent

	1. provide the teachers with an interesting perspective in the future.
	4.78
	0.45
	Very High

	2.work with the teachers to develop their vision.
	4.78
	0.42
	Very High

	3. help the teachers to develop a sense of meaning in their careers.
	4.78
	0.45
	Very High

	4. support the teachers in recognizing the value of their work for society.
	4.80
	0.43
	Very High

	Category 
	4.78
	0.35
	Very High

	2. Coaching
As the School Head, I…
	
	
	

	1. treat the teachers as individuals.
	4.93
	0.26
	Very High

	2. am interested in how the teachers feel.
	4.83
	0.37
	Very High

	3. regularly set group and individual meetings among the teachers.
	4.84
	0.37
	Very High

	4. treat all teachers with equal respect and fairness.
	4.88
	0.33
	Very High

	Category
	4.87
	0.26
	Very High

	3. Participation
As the School Head, I…
	
	
	

	1. explain to the teachers about the decisions I made.
	4.91
	0.28
	Very High

	2. am open to discussing to the teachers about the decisions made by the higher ups and the organization.
	4.90
	0.30
	Very High

	3. seek and consider the perspectives and opinions of the teachers in decision-making.
	4.86
	0.34
	Very High

	Category
	4.89
	0.24
	Very High

	      4.   Transfer of Power
As the School Head, I…
	
	
	

	1. do not control the teachers’ actions.
	4.56
	0.60
	Very High

	2. let the teachers become independent by finding ways to solve problems in the workplace.
	4.67
	0.63
	Very High

	3. share power with the teachers.
	4.56
	0.65
	Very High

	Category
	4.60
	0.55
	Very High

	      5.   Competence
As the School Head, I…
	
	
	

	1. advise the teachers to continue professional development.
	4.95
	0.22
	Very High

	2. make efforts to help the teachers develop their professional skills.
	4.91
	0.29
	Very High

	3. encourage the teachers to attend professional development training, seminars, and workshops.
	4.93
	0.26
	Very High

	Category
	4.93
	0.18
	Very High

	Overall Employee Empowerment
	4.81
	0.25
	Very High



























	Table 3 reveals the results for the organizational commitment of school heads in integrated schools in Davao Region. This answers the research question number 3. It had an overall mean of 4.40, which is considered very high, and a standard deviation (SD) of 0.61. The standard deviation of 0.61 suggests a moderate spread of responses around the mean, indicating some variability in respondents’ perceptions while still showing a reasonable level of consistency. This data showed that the organizational commitment of the school heads in integrated schools in the Davao Region is very highly manifested. Categorically, affective commitment has a total mean of 4.52, labeled as very high and an SD of 0.56, continuance commitment has a total mean of 4.30, labeled a very high and an SD of 0.80, and, normative commitment has a total mean of 4.37, labeled as very high and an SD of 0.76. In coherence, this study is aligned with the findings of Mariano and Solomon in 2024, revealing that caring leadership and empowerment are found to be essential influencers of organizational commitment (2024). When classified between men and women employees, Janoniene & Endriulaitiene pointed out that significant gender differences affect the organizational commitment to employment. In particular, women are found to be more subjective, while men are found to have a dominant attitude towards the organization (2014).
Table 3.	Level of Organizational Commitment of School Heads
	1. Affective Commitment
As the School Head, I…
	Mean
	SD
	Descriptive Equivalent

	1.would be very happy to spend the rest of my career in this organization.
	4.60
	0.62
	Very High

	2. enjoy discussing my organization with people outside it.
	4.57
	0.62
	Very High

	3. really feel as if this organization’s problems are my own.
	4.42
	0.77
	Very High

	4. think that I could easily become as attached to another organization as I am to this one.
	4.32
	0.90
	Very High

	5. feel like ‘part of the family’ at my organization.
	4.69
	0.57
	Very High

	6. feel ‘emotionally attached’ to this organization.
	4.54
	0.66
	Very High

	Category 
	4.52
	0.56
	Very High

	2. Continuance Commitment
As the School Head, I feel…
	
	
	

	1. that this organization has a great deal of personal meaning for me.
	4.66
	0.58
	Very High

	2. it would be very hard for me to leave my organization right now, even if I wanted to.
	4.44
	0.87
	Very High

	3. too much in my life would be disrupted if I decided I wanted to leave my organization now.
	4.28
	1.06
	Very High

	4. it wouldn’t be too costly for me to leave my organization now.
	4.15
	1.12
	High

	5. right now, staying with my organization is a matter of necessity as much as desire.
	4.16
	1.10
	High

	6. one of the few serious consequences of leaving this organization would be the scarcity of available alternatives.
	4.11
	1.10
	High

	Category
	4.30
	0.80
	Very High

	3. Normative Commitment
As the School Head, I feel…
	
	
	

	1. jumping from organization to organization seem unethical to me.
	4.24
	0.94
	Very High

	2. one of the major reasons I continue to work for this organization is that I believe loyalty is important and therefore feel a sense of moral obligation to remain.
	4.45
	0.81
	Very High

	3. If I got another offer for a better job elsewhere, I would not feel it was right to leave my organization.
	4.13
	1.07
	High

	4. I was taught to believe in the value of remaining loyal to one organization.
	4.47
	0.82
	Very High

	5. things were better in the days to come when people stayed with one organization for most of their careers
	4.54
	0.70
	Very High

	Category
	4.37
	0.76
	Very High

	Overall
	4.40
	0.61
	Very High






























	Table 4 answers research question number 4, which reveals the results for the ethical leadership of school heads in integrated schools in Davao Region. It had an overall mean of 4.84, which is considered very high, and a standard deviation (SD) of 0.22. The standard deviation of 0.22 indicates that the respondents’ scores are closely clustered around the mean, suggesting low variability and a high level of consistency in the responses. This data showed that the organizational commitment of the school heads in integrated schools in the Davao Region is very highly manifested. Categorically, integrity has a total mean of 4.82, labeled as very high and an SD of 0.28, professionalism has a total mean of 4.85, labeled as very high and an SD of 0.27, and personnel improvement has a total mean of 4.88, labeled as very high and an SD of 0.26.
	The findings of this study are significantly aligned with the findings of Mendoza and Espiritu in 2024 because they found that the ethical leadership of school principals in Lipa, Batangas, Philippines happens to be very satisfactory according to the teachers’ perceptions. On the other hand, Ballangrud, Vennebo, and Aas claim that school leaders face numerous challenges in leading school development across five ethical perspectives: justice, critique, care, profession, and personal moral integrity (2025). The differences in their findings may be caused by the culture of the organizational structure (Msangya, 2025).

Table 4.	Level of Ethical Leadership of School Heads

	1. Integrity
As the School Head, I…
	Mean
	SD
	Descriptive Equivalent

	1. am open about the obstacles in carrying out the work.
	4.68
	0.62
	Very High

	2. report according to real conditions.
	4.80
	0.49
	Very High

	3. make simulation for a change and confirming it with the relevant section.
	4.62
	0.57
	Very High

	4. am communicative and open during meetings.
	4.82
	0.38
	Very High

	5. coordinate and divide tasks according to the main tasks and functions.
	4.80
	0.40
	Very High

	6. ensure that all research activities are conducted in accordance with established protocols and regulations.
	4.80
	0.42
	Very High

	7. avoid discrimination when working together.
	4.90
	0.30
	Very High

	8. uphold ethical standards even under pressure from superiors.
	4.86
	0.34
	Very High

	9. follow all official protocols and channels when seeking approvals.
	4.90
	0.30
	Very High

	10. value diverse input while upholding standards.
	4.84
	0.36
	Very High

	11. stick to technical guidelines.
	4.78
	0.45
	Very High

	12. request permission according to the rules.
	4.87
	0.38
	Very High

	13. am open to listening to different opinions by the teachers as long as it does not violate the school rules.
	4.89
	0.36
	Very High

	14. remind the forum to work properly and correctly.
	4.87
	0.38
	Very High

	Category
	4.82
	0.28
	Very High

	2. Professionalism
As a school head, I…
	
	
	

	1. accompany and provide subordinate solutions.
	4.82
	0.38
	Very High

	2. provide a proposed concept of thoughts, aspects of strengths and weaknesses.
	4.86
	0.35
	Very High

	3. supervise, guide, and protect my subordinates.
	4.89
	0.31
	Very High

	4. conduct training for my subordinates.
	4.83
	0.38
	Very High

	5. take the initiative to make a clean competition.
	4.83
	0.44
	Very High

	6. maintain the obligation to keep office secrets.
	4.84
	0.41
	Very High

	7. give an example of carrying out the task as instructed, not being late.
	4.81
	0.43
	Very High

	8. creatively solve problems but maintaining loyalty.
	4.77
	0.42
	Very High

	9. use data from previous performance evaluations to guide mentoring and support.
	4.93
	0.26
	Very High

	10. develop and evaluate alternative solutions to problems.
	4.85
	0.36
	Very High

	11. follow training and development for progress.
	4.91
	0.29
	Very High

	12. think alternatives.
	4.84
	0.37
	Very High

	Category
	4.85
	0.27
	Very High

	      3.   Personnel Improvement
As a school head, I…
	
	
	

	1. try to find solutions when there are obstacles.
	4.92
	0.27
	Very High

	2. overcome the encountered obstacles.
	4.89
	0.31
	Very High

	3a. demonstrate empathy by understanding others’ points of view.
	4.85
	0.36
	Very High

	3b. provide service with sincerity and genuine intent.
	4.90
	0.30
	Very High

	4. embrace, approach, chat, and ask further questions.
	4.79
	0.41
	Very High

	5. understand people’s point of view by giving advice.
	4.83
	0.48
	Very High

	6. lead with sincerity.
	4.95
	0.21
	Very High

	Category
	4.88
	0.26
	Very High

	Overall Ethical Leadership
	4.84
	0.22
	Very High



	Presented in Table 5 is the considerable relationship between school culture and ethical leadership, employee empowerment and ethical leadership, and organizational commitment and ethical leadership of school heads in integrated schools in the Davao Region. This table answers the research question number 5. Shown in the table is Pearson’s r  correlation, which revealed a moderate positive relationship between school culture and ethical leadership (ρ = 0.780). This indicates that as school culture increases, ethical leadership also tends to increase in a consistent, monotonic manner. The magnitude of the correlation suggests that the association is substantial but not perfect, implying that while the variables are meaningfully related, other factors also influence this relationship. Given that the correlation was statistically significant (p <0.001), the relationship observed is likely to be associated, suggesting that the hypothesis is rejected. 
Table 5. Level of Significance of Correlation of School Culture, Employee Empowerment, and Organizational Commitment with Ethical Leadership

	Variable
	Pearson’s r
	p-value
	Remarks
	Decision

	School Culture and Ethical Leadership
	0.780
	<0.001
	Moderate Positive,
Reject H0
	Do not accept Null Hypothesis

	Employee Empowerment and Ethical Leadership
	0.645
	<0.001
	Moderate Positive,
Reject H0
	Do not accept Null Hypothesis

	Organizational Commitment and Ethical Leadership
	0.560
	<0.001
	Moderate Positive,
Reject H0
	Do not accept Null Hypothesis



	In Siargao, Philippines, a study found that ethical leadership is a significant factor in fostering a positive school culture, emphasizing that ethical leadership is an important component of leadership development, which is closely related to the findings of this study (Agad, 2024). In Turkey, another study examined the impact of leadership on school effectiveness while considering the mediating role of school culture, and found that school culture serves a crucial role in fostering effective school leadership (Alanoglu & Karabatak, 2025).  This posits that school culture is a significant component in school leadership.
	Consequently, there is an evident relationship between employee empowerment and ethical leadership of school heads in integrated schools in the Davao Region. Shown in the table is Pearson’s r correlation, which revealed a moderate positive relationship between employee empowerment and ethical leadership (ρ = 0.645). This indicates that as employee empowerment increases, ethical leadership also tends to increase in a consistent, monotonic manner. The magnitude of the correlation suggests that the association is substantial but not perfect, implying additional contributing factors. Statistically, there is a significant relationship (p <0.001) between employee empowerment and ethical leadership, leading to the rejection of the null hypothesis.
	While this study reveals a significant correlation between employee empowerment and ethical leadership among school heads in integrated schools in Davao Region, a study in Kuwait claims that employee empowerment remains a crucial factor of employee performance, where an employee who lacks empowerment from their supervisor tends to be less productive at work (Alshemmari, 2023). Nurmasari et al. studied about Gen-Z employment, they claimed that when employees are given the chance to be involved in decision-making and have access to the resources they need, they feel more connected to the organization (2025). Additionally, Mansor et al. also claimed that employees are motivated to connect with their work and genuinely care about performing well within the organization (2023).
	In addition, the same table reveals the relationship between organizational commitment and ethical leadership of school heads in integrated schools in the Davao Region. Shown in the table is Pearson’s r correlation, which revealed a moderate positive relationship between organizational commitment and ethical leadership (ρ = 0.560). This indicates that as organizational commitment increases, ethical leadership also tends to increase in a consistent, monotonic manner. The magnitude of the correlation suggests that the association is substantial, although not absolute. In this study, there is a significant relationship between employee empowerment and ethical leadership (p <0.001). Therefore, the null hypothesis is being rejected.
	This result aligns with contemporary empirical research indicating that leaders who model ethical behavior, such as integrity, fairness, and respect, tend to cultivate stronger commitment among employees. For instance, a recent study by Hakimi (2025) found that ethical leadership was significantly and positively correlated with organizational commitment in a public institution context, underscoring how ethical practices by leaders serve as a substantive foundation for employees’ commitment. Contemporary research supports this theoretical perspective. In a study examining ethical leadership, self-efficacy, and organizational commitment, ethical leadership was shown to have a significant positive association with organizational commitment, even when examined alongside other mediating variables such as self-efficacy and employee engagement (Ashfaq et al., 2021). 
	Figure 1, on the other hand, shows the hypothesized model fit in this study. The measurement model illustrates the relationships between the latent variables and their observed indicators. Each latent construct is represented by multiple observed variables, with standardized factor loadings indicating the strength of association between the indicators and their respective constructs.
	For Employee Empowerment (EmEmp), the indicators: Sense-Making, Coaching, Participation, Transfer of Power, and Competence Development show generally strong standardized loadings, with values ranging from moderate to very high. This suggests that these indicators adequately represent the construct of employee empowerment. The relatively high factor loadings imply that the observed variables consistently capture the underlying dimension of empowerment. Similarly, School Culture (ScCult) is measured by multiple indicators: Collaboration Leadership, Teacher Collaboration, Professional Development, Unity of Purpose, Collegial Support, and Learning Partnerships, most of which exhibit strong standardized loadings. These results indicate that the indicators are reliable measures of school culture and that the construct is well defined within the model.








Figure 1. Structural Model 1
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Legend:
		EmEmp = Employee Empowerment
		ScCult	= School Culture			
		OrComm = Organizational Commitment	
		EtLead = Ethical Leadership

	Figure 1, on the other hand, shows the hypothesized model fit in this study. The measurement model illustrates the relationships between the latent variables and their observed indicators. Each latent construct is represented by multiple observed variables, with standardized factor loadings indicating the strength of association between the indicators and their respective constructs.
	For Employee Empowerment (EmEmp), the indicators: Sense-Making, Coaching, Participation, Transfer of Power, and Competence Development show generally strong standardized loadings, with values ranging from moderate to very high. This suggests that these indicators adequately represent the construct of employee empowerment. The relatively high factor loadings imply that the observed variables consistently capture the underlying dimension of empowerment. Similarly, School Culture (ScCult) is measured by multiple indicators: Collaboration Leadership, Teacher Collaboration, Professional Development, Unity of Purpose, Collegial Support, and Learning Partnerships, most of which exhibit strong standardized loadings. These results indicate that the indicators are reliable measures of school culture and that the construct is well defined within the model.

	In addition, Organizational Commitment (OrComm) is measured through Affective Commitment, Continuance Commitment, and Normative Commitment, all of which demonstrate strong factor loadings. This suggests that affective, continuance, and normative commitment adequately represent the broader construct of organizational commitment. Lastly, Ethical Leadership (EtLea) is measured by Integrity, Professionalism, and Professional Improvement. The indicators show substantial loadings, indicating that they are appropriate and meaningful measures of ethical leadership.  Overall, the measurement model demonstrates that the observed variables load appropriately on their respective latent constructs, supporting the construct validity of the measurement model.
	It can be seen in the model that the structural paths illustrate the hypothesized relationships among the latent variables. The model indicates that Employee Empowerment has a negative and weak direct effect on Ethical Leadership (β = −0.11). This suggests that higher levels of employee empowerment are associated with a slight decrease in perceived ethical leadership. However, given the small magnitude of the coefficient, this relationship may be practically insignificant and should be interpreted with caution.

Table 6. Goodness of Fit Measures of Structural Model 1
	
	INDEX
	CRITERION
	MODEL 1 FIT VALUE

	CMIN/DF
	< 2.00
	118.752

	P – value
	> 0.05
	0.000

	TLI
	> 0.95
	-0.221

	CFI
	> 0.95
	0.796

	GFI
	> 0.95
	0.853

	RMSEA
	< 0.05
	0.648

	Bollen-Stine Bootstrap
	> 0.05
	0.000

	Legend:
	CMIN/DF - Chi-Square/ Degrees of Freedom
	CFI - Comparative Fit Index

	
	GFI - Goodness of Fit Index
	TLI - Tucker-Lewis Index

	
	RMSEA - Root Mean Square Error of Approximation
	



In contrast, Organizational Commitment demonstrates a moderate positive direct effect on Ethical Leadership (β = 0.34). This finding implies that higher levels of organizational commitment are meaningfully associated with stronger perceptions of ethical leadership. In addition, School Culture shows a very strong positive direct effect on Ethical Leadership (β = 1.03), indicating that improvements in school culture are associated with important components in ethical leadership. Among the predictors included in the model, school culture appears to be the strongest contributor to ethical leadership. Although the number says it is the strongest contributor, this suggests that school culture alone may not be the only predictor of ethical leadership in the current model. Additionally, the covariance between School Culture and Organizational Commitment indicates a substantial association, suggesting that improvements in school culture may be related to increased organizational commitment, affecting ethical leadership. Therefore, hypothesized model 1 did not fit the ethical leadership of school leaders in the integrated schools in Davao Region.

Table 6 shows the statistics of the first hypothesized model in seven indices. The direct effects model demonstrates poor fit to the data (CMIN/DF = 118.752, CFI = 0.796, RMSEA = 0.648, TLI = -0.221), suggesting that this specification does not adequately capture the relationships among the variables. Among the three predictors, only School Culture significantly predicts Ethical Leadership (β = .604, p < .001), while both Employee Empowerment (β = -.018, p = .728) and Organizational Commitment (β = .012, p = .419) show non-significant direct effects, collectively explaining 46.5% of variance in Ethical Leadership. These findings suggest that the relationship between Employee Empowerment and Organizational Commitment on Ethical Leadership operates primarily through School Culture as a mediator (as shown in the first model with superior fit), rather than through direct pathways, highlighting the critical mediating role of school culture in translating empowerment and commitment into ethical leadership practices.

These findings support recent research emphasizing the critical role of organizational culture as a mediator in leadership models. Consistent with studies showing that culture significantly mediates the relationship between leadership behaviors and employee outcomes, such as commitment and engagement, the present model demonstrates that Employee Empowerment and Organizational Commitment exert their influence on Ethical Leadership primarily through School Culture rather than directly (Alshuhumi et al., 2025). In contrast, some recent educational research has reported direct positive effects of ethical leadership on organizational commitment in school settings, highlighting that direct pathways may still emerge in certain contexts when cultural or additional mediators are accounted for differently (Fernandez, 2026). This suggests that the mediating role of School Culture in leadership models is contextually sensitive, reinforcing the need to consider organizational climate and culture as central mechanisms translating empowerment and commitment into ethical leadership practices.











 Figure 2. Structural Model 2
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Legend:
		EmEmp = Employee Empowerment
		ScCult	= School Culture			
		OrComm = Organizational Commitment	
		EtLead = Ethical Leadership

Table 7. Influence of School Culture, Employee Empowerment, and Organizational Commitment on Ethical Leadership


	Indirect and Total Effects with Bootstrap Results

	
	95% C.I. (a)
	

	Type
	Effect
	Estimate
	SE
	Lower
	Upper
	β
	z
	p

	Indirect
	SchCul ⇒ EmpEmpo ⇒ EthLea
	-0.01
	0.05
	-0.12
	0.08
	-0.02
	-0.31
	0.75

	
	SchCul ⇒ OrgCom ⇒ EthLea
	0.02
	0.03
	-0.03
	0.06
	0.02
	0.66
	0.51

	Component
	SchCul ⇒ EmpEmpo
	0.83
	0.04
	0.75
	0.91
	0.78
	20.85
	<.001

	
	EmpEmpo ⇒ EthLea
	-0.02
	0.06
	-0.13
	0.09
	-0.02
	-0.31
	0.75

	
	SchCul ⇒ OrgCom
	1.41
	0.13
	1.16
	1.66
	0.54
	10.89
	<.001

	
	OrgCom ⇒ EthLea
	0.01
	0.02
	-0.02
	0.05
	0.03
	0.66
	0.51

	Direct
	SchCul ⇒ EthLea
	0.60
	0.06
	0.49
	0.72
	0.71
	10.38
	<.001

	Total
	SchCul ⇒ EthLea
	0.61
	0.04
	0.54
	0.68
	0.71
	16.81
	<.001

	Note. Confidence intervals computed with method: Bias corrected bootstrap

	




	The mediation analysis in table 7 reveals that school culture has a significant direct influence on ethical leadership (β = 0.60, p < .001), but the indirect pathways through employee empowerment (β = -0.01, p = .75) and organizational commitment (β = 0.02, p = .51) are non-significant, indicating that these variables do not function as mediators in this relationship. While school culture significantly influences both employee empowerment (β = 0.83, p < .001) and organizational commitment (β = 1.41, p < .001), these constructs fail to transmit this influence to ethical leadership, as evidenced by their non-significant paths to the outcome variable. The total effect of school culture on ethical leadership (β = 0.61, p < .001) is nearly identical to the direct effect, confirming that the relationship operates primarily through a direct pathway rather than through the hypothesized mediating mechanisms, suggesting that school culture's influence on ethical leadership is immediate and not contingent upon changes in empowerment or commitment levels.
	The mediation results suggest that school culture directly influences ethical leadership, whereas employee empowerment and organizational commitment do not mediate that influence, meaning the pathway from culture to ethical leadership operates immediately rather than through empowerment or commitment. This pattern of direct culture influence aligns with several recent findings in educational leadership research that emphasize the primacy of organizational culture or context in shaping leadership outcomes.
	For example, a 2025 meta-analysis of ethical leadership in schools found that ethical leadership is strongly related to teachers’ attitudes, including organizational commitment, but this effect is observed at the level of the overall environment rather than through individual mediators, highlighting how the ethical climate itself directly shapes outcomes. This supports your finding that culture has a direct effect on ethical leadership outcomes rather than through intermediary variables (özdoğru, & Sarier, 2024).
	Similarly, research conducted in Portuguese public schools in 2024–2025 showed that ethical leadership positively correlates with organizational commitment and motivation, yet commitment in that study behaved more as an outcome correlated with ethical leadership rather than a pathway transmitting culture’s effect (Neves, 2025). This echoes your finding that organizational commitment, while influenced by leadership and cultural context, may not serve as a mediator between culture and leadership.
	Other recent studies have also underscored the central role of organizational culture as a contextual driver of leadership effectiveness. For example, 2025 research in Omani schools found that organizational culture strongly enhances teacher commitment and only affects outcomes indirectly through its interaction with leadership practices, thus framing culture as a contextual foundation rather than a variable mediated by empowerment or commitment (okçu, 2025).
	This pattern contrasts with research outcomes in related fields that highlight the mediating role of psychological or supportive constructs in leadership pathways. For instance, studies in organizational and business settings found that perceived organizational support mediates the link between ethical leadership and downstream outcomes like organizational citizenship behavior and commitment, suggesting that mediators can bridge leadership and outcomes in some contexts (Alshuhumi et al., 2025). However, this mediation appears more pronounced in corporate settings than in educational ones.
	Additionally, research on empowering leadership highlights that while empowering behaviors by school principals can influence teacher well-being when mediated by constructs like organizational ostracism, such mediators are specific to the phenomena studied (well-being and ostracism) rather than directly transmitting influence from culture to leadership per se. This supports your conclusion that empowerment, in this model, does not function as a mediator for ethical leadership but may be relevant in other relational pathways. In summary, the study’s findings are largely consistent with emerging research emphasizing direct effects of school culture on leadership outcomes in educational contexts. Cultural norms, shared values, and the collective environment appear to shape ethical leadership more directly, while constructs like empowerment or commitment may influence other outcomes without serving as consistent mediators in the culture-to-leadership linkage. This result answers the research question number 6.


Figure 3.  Structural Model 3
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	The directional arrows in the structural model reflect theoretically and empirically supported assumptions regarding the flow of influence among the study variables. The unidirectional arrows from employee empowerment and organizational commitment toward school culture indicate that these constructs are modeled as antecedents that contribute to the development of a shared school environment. This direction is consistent with recent studies suggesting that empowered employees and committed organizational members actively shape norms, values, and collective practices within schools, thereby strengthening school culture rather than merely responding to it (Nazir et al., 2023; Alharbi & Aboramadan, 2024).
	The arrow from school culture to ethical leadership signifies a direct predictive relationship, implying that ethical leadership practices emerge from the prevailing cultural norms and value systems of the school. This direction aligns with recent educational leadership research emphasizing that ethical leadership is context-embedded and largely shaped by organizational culture, which provides leaders with ethical frames of reference and behavioral expectations (Karakose et al., 2022; Oplatka & Arar, 2023). Studies in the last five years consistently show that strong, value-oriented school cultures foster ethical decision making and principled leadership behaviors directly, supporting the specified direction of influence in the model.
	The absence of direct arrows from employee empowerment and organizational commitment to ethical leadership reflects empirical findings in recent literature indicating that these variables do not always exert direct effects on leadership outcomes. Instead, their influence is often absorbed by broader organizational mechanisms such as culture or climate. For instance, recent structural equation modeling studies in school settings have found that empowerment and commitment influence leadership outcomes only when mediated by contextual variables, and that direct paths are frequently weak or nonsignificant (Aboramadan et al., 2021; Karakose et al., 2024).
	The curved double-headed arrow between employee empowerment and organizational commitment represents relationships of the variables, acknowledging that these constructs are interrelated without assuming a causal direction. This specification is supported by recent studies showing a strong reciprocal association between empowerment and commitment among educators, as empowered teachers tend to develop stronger emotional attachment to their institutions, while committed teachers are more likely to perceive empowerment opportunities (Han et al., 2022; Choi & Park, 2024).
	Finally, the arrows from the error terms to school culture and ethical leadership indicate unexplained variance, consistent with recent methodological literature emphasizing that leadership phenomena are multifaceted and influenced by factors beyond those included in a single model, such as policy environment, leader personality, and external accountability pressures (Hair et al., 2022). Overall, the direction of arrows in the model is consistent with contemporary leadership and organizational research, positioning school culture as the central mechanism through which organizational conditions influence ethical leadership, while recognizing empowerment and commitment as foundational but indirect contributors. The bootstrap regression results indicate that school culture is significantly predicted by both employee empowerment and organizational commitment, while ethical leadership is strongly predicted by school culture.

Table 8. Path Coefficients with Bootstrap Results Regression Weights

	
	
	
	Estimate
	S.E.
	C.R.
	P
	Label

	SchCul
	<---
	EmpEmpo
	.661
	.043
	15.379
	***
	Employee Empowerment significantly influences School Culture

	SchCul
	<---
	OrgCom
	.051
	.018
	2.906
	.004
	Organizational Commitment significantly influences School Culture

	EthLea
	<---
	SchCul
	.606
	.036
	16.805
	***
	School Culture significantly influences Ethical Leadership




	Employee empowerment shows a strong and statistically significant positive effect on school culture (β = .661, se = .043, cr = 15.379, p < .001). This suggests that higher levels of employee empowerment substantially contribute to the development of a positive school culture. The large critical ratio and highly significant p-value indicate that this relationship is stable and robust across bootstrap samples, emphasizing empowerment as a key organizational driver of school culture.
	On the other hand, organizational commitment also has a positive and statistically significant effect on school culture (β = .051, se = .018, cr = 2.906, p = .004). Although the magnitude of this effect is smaller compared to employee empowerment, the result indicates that committed employees still play a meaningful role in shaping school culture. This implies that commitment contributes incrementally to the collective norms and values within the school environment.
	School culture, in turn, exerts a strong and statistically significant influence on ethical leadership (β = .606, se = .036, cr = 16.805, p < .001). This finding demonstrates that ethical leadership practices are largely shaped by the prevailing school culture. The strength of this coefficient indicates that ethical leadership is strongly embedded in shared organizational values, norms, and practices rather than being driven directly by individual-level factors.
	Overall, the pattern of results supports a sequential structural relationship, wherein employee empowerment and organizational commitment act as antecedents of school culture, and school culture serves as a central predictor of ethical leadership. The absence of direct paths from employee empowerment and organizational commitment to ethical leadership reinforces the conclusion that their influence is primarily indirect and operates through the formation of school culture.

Table 9. Goodness of Fit Measures of Structured Model 3


	INDEX
	CRITERION
	MODEL 3 FIT VALUE

	CMIN/DF
	< 2.00
	0.223

	P – value
	> 0.05
	0.80

	TLI
	> 0.95
	1.008

	CFI
	> 0.95
	1.000

	GFI
	> 0.95
	0.999

	RMSEA
	< 0.05
	0.000

	Bollen-Stine Bootstrap
	> 0.05
	0.863

	Legend:
	CMIN/DF - Chi-Square/ Degrees of Freedom
	CFI - Comparative Fit Index

	
	GFI - Goodness of Fit Index
	TLI - Tucker-Lewis Index

	
	RMSEA - Root Mean Square Error of Approximation
	



	Model 3 demonstrates an excellent and acceptable overall fit to the data, as all goodness-of-fit indices meet or exceed the recommended criteria. The Chi-square to degrees of freedom ratio (CMIN/DF = 0.223) is substantially below the cutoff value of 2.00, indicating minimal discrepancy between the hypothesized model and the observed data. The non-significant Chi-square p-value (p = 0.80) further supports the adequacy of the model, suggesting that the proposed model does not significantly differ from the sample data. According to Stone (2021), a non-significant Chi-square value indicates that the proposed model adequately represents the empirical data, particularly when supported by other fit indices.
	The incremental and absolute fit indices likewise confirm the model’s suitability. The Tucker-Lewis Index (TLI = 1.008), Comparative Fit Index (CFI = 1.000), and Goodness of Fit Index (GFI = 0.999) all exceed the recommended threshold of 0.95, reflecting a very strong model fit. Additionally, the Root Mean Square Error of Approximation (RMSEA = 0.000) indicates a close and near-perfect approximation of the model to the population covariance matrix. The results align with the recent study conducted by Hartle et al. because these values are conventionally interpreted as reflecting a near-perfect model fit rather than a model misspecification (2026).
The Goodness of Fit Index (GFI = 0.999) also indicates that the model explains almost all the observed variance and covariance among the variables. While recent studies caution that GFI can be sensitive to sample size, scholars emphasize that it remains meaningful when interpreted alongside other absolute and incremental fit indices (Sathranarayana et al., 2024). In the present study, the consistently high values across multiple indices strengthen confidence in the model’s overall fit. 
	Further evidence of excellent model fit is provided by the Root Mean Square Error of Approximation (RMSEA = 0.000). RMSEA values below 0.05 are indicative of a close fit to the population covariance matrix, and values approaching zero suggest negligible approximation error. Previous literatures highlight RMSEA as a robust and informative measure of model parsimony and approximation quality (Kenny & Mccoach, 2003; Shi and Olivarez, 2020).	
	Finally, the Bollen–Stine bootstrap p-value (p = 0.863) exceeds the critical value of 0.05, providing further evidence that the model fits the data well even after accounting for potential non-normality. The use of bootstrap procedures is strongly recommended in SEM, particularly when assumptions of multivariate normality may be violated, as they provide a more reliable assessment of model fit (Ferraz et al., 2022). The non-significant bootstrap result suggests that the model remains well-fitting even after adjusting for potential distributional issues.
	Taken together, these results clearly indicate that Model 3 is a well-fitting and statistically acceptable model; therefore, among the three hypothesized models, Model 3 can be considered a well-fitting, statistically acceptable, and theoretically sound model that best fits the ethical leadership of school leaders in the integrated schools of the Davao Region. With this result, it finally answers the research question number 7. Thus, rejecting the hull hypothesis.
	
The results clearly indicate that Model 3 is a well-fitting and statistically acceptable model; therefore, among the three hypothesized models, Model 3 can be considered a well-fitting, statistically acceptable, and theoretically sound model that best fits the ethical leadership of school leaders in the integrated schools of the Davao Region. With this result, it finally answers the research question number 7. Thus, rejecting the hull hThis study examined the levels and relationships among school culture, employee empowerment, organizational commitment, and ethical leadership of school heads in integrated schools in the Davao Region. Findings revealed that all four constructs were manifested at a very high level, indicating that school heads in the region generally operate within positive school environments, demonstrate strong empowerment practices, exhibit high organizational commitment, and uphold ethical leadership behaviors.

	Significantly, the results further established that school culture, employee empowerment, and organizational commitment are significantly and strongly related to ethical leadership. This suggests that ethical leadership among school heads does not operate in isolation but is deeply embedded in the cultural, structural, and psychological conditions within schools. A strong school culture fosters shared values and norms that reinforce ethical conduct, while empowered school heads are more likely to demonstrate integrity, accountability, and fairness in leadership practices. Similarly, high organizational commitment strengthens leaders’ moral responsibility and dedication to ethical decision-making.
	In addition, the findings of the study strongly support the idea of Ethical Leadership Theory, which posits that leaders influence organizational outcomes by modeling ethical behavior, reinforcing moral standards, and promoting fairness. The very high levels of school culture, employee empowerment, organizational commitment, and ethical leadership among school heads in integrated schools in the Davao Region suggest that ethical leadership practices are deeply embedded in school leadership. Through ethical role modeling and fair decision-making, school heads foster positive school environments that empower employees, strengthen organizational commitment, and sustain ethical leadership behaviors.
	Furthermore, among the three hypothesized models tested, Model 3 emerged as the best-fitting, statistically acceptable, and theoretically sound model. This indicates that the proposed relationships among school culture, employee empowerment, organizational commitment, and ethical leadership are best explained through this model, highlighting the complex and interconnected nature of leadership dynamics in integrated schools. Model 3 supports the idea that ethical leadership is not practiced in a vacuum. A positive school culture provides the “fertile soil”. Meaning, ethical leadership does not develop on its own. Instead, a positive school culture creates a supportive environment that allows ethical leadership practices to emerge, grow, and be recognized by school staff. Overall, the study underscores the pivotal role of organizational and cultural factors in shaping ethical leadership and contributes empirical evidence to leadership and educational management literature within the Philippine context.
Conclusion
	The findings of this study have several important implications for educational leadership, policy, and practice. The researcher classified the implications of the study into four categories, namely policy-level implications, administrative implications, professional development implications, and organizational implications.
	Policy-level implications.	
[bookmark: _GoBack]The results, which indicate that school heads in integrated schools in the Davao Region have very high levels of organizational commitment, ethical leadership, employee empowerment, and school culture, point to the necessity of formalizing these characteristics through policy procedures. 
	In the national level, the Department of Education must sustain the Philippine Professional Standards for School Heads (PPSSH) and associated leadership competency frameworks while incorporating explicit ethical leadership and empowerment indicators. These metrics could include quantifiable standards for transparent procedures, participatory decision-making, and culture-building tactics.
	In the regional level, the Department of Education Regional Office XI may create continuing professional development (CPD) programs especially for school heads of integrated schools and emphasis on distributed leadership, empowerment strategies appropriate for multi-level school structures, and ethical decision-making.
	At the division level, to guarantee that empowerment measures are applied methodically rather than informally, policy guidelines may also mandate that integrated schools set up official organizations such as teacher leadership teams, school-based ethical committees, or participatory governance councils. School Improvement Plans (SIPs) may also include monitoring techniques to evaluate the long-term viability of activities related to school culture and ethical leadership. Also, include in the division levels a requirement for short courses or workshops, and capacity building for those school leaders handling integrated schools, especially those assigned to integrated schools. While Elementary Education-practitioners (BEEd graduates) school heads may not have subject specialization for secondary education, they can effectively lead integrated schools by strengthening shared instructional leadership, department-level monitoring systems, and professional development structures that ensure quality delivery across the K-12 curriculum.	
	Policymakers can guarantee that the extremely high levels of school culture, employee empowerment, organizational commitment, and ethical leadership seen in the Davao Region are not accidental but rather structurally sustained and reproducible throughout other integrated schools around the country by formalizing these practices through standards, training courses, and monitoring mechanisms.
	Administrative implications. Secondly, the significant relationships between employee empowerment and ethical leadership suggest that empowering school heads through participative decision-making, professional autonomy, and capacity-building opportunities enhances ethical behavior. School administrators may sustain and further enhance ethical leadership by continuing participatory decision-making, transparent management, and value-driven leadership practices. The very high organizational commitment of school heads indicates the importance of maintaining supportive leadership environments that reinforce accountability, trust, and professionalism. This implies that leadership development programs should not only focus on technical and administrative skills but also emphasize empowerment-oriented leadership approaches.
	Professional Development Implications. Thirdly, leadership development and in-service training programs may emphasize ethical decision-making, empowerment strategies, and culture-building competencies. Given the very high manifestation of these constructs, professional development initiatives may focus on refinement, mentoring, and the sharing of best practices among school heads. A strong association between organizational commitment and ethical leadership implies that when school heads feel emotionally and morally attached to their institutions, they are more likely to lead ethically. This highlights the importance of supportive organizational climates, fair policies, and recognition systems that foster long-term commitment among school leaders.
	Organizational Implication. Fourthly, schools may continue to strengthen collaborative practices and shared leadership structures that promote empowerment and commitment among personnel. Sustaining a positive school culture may help reinforce ethical leadership behaviors and contribute to overall school effectiveness. 
	Finally, the validation of Model 3 as the best-fitting model provides a theoretically grounded framework that may be used by researchers, school administrators, and policymakers as a reference in designing leadership interventions and evaluating ethical leadership practices in educational settings, particularly in integrated schools.
Recommendations 
	In light of the study findings, the following are the proposed recommendations:
	For the Department of Education and policymakers. Policies and programs should continue to strengthen positive school culture by promoting ethical standards, transparency, and shared leadership practices across integrated schools. Leadership development initiatives should integrate ethics, empowerment, and commitment as core components.
	For school heads and administrators. School leaders are encouraged to sustain and enhance empowering practices by involving stakeholders in decision-making processes, fostering open communication, and nurturing a culture of trust and accountability. Continuous reflection on ethical leadership practices should be institutionalized within schools.
	For teachers and school personnel. Teachers and staff should be encouraged to actively participate in school governance and collaborative initiatives, as their engagement contributes to a stronger school culture and reinforces ethical leadership among school heads.
	For professional development providers. Training programs for school leaders should emphasize the interconnected roles of school culture, empowerment, and organizational commitment in ethical leadership. Mentoring and coaching programs may also be developed to reinforce ethical decision-making in real school contexts.
	For future researchers. Future studies may replicate this research in other regions or educational contexts to expand the scope of the study and validate the findings. Moreover, this study was conducted using a cross-sectional method. To further the investigation, researchers may also consider using longitudinal or mixed-method approaches to explore causal relationships and gain deeper insights into how ethical leadership evolves. Lastly, topics such as school leaders’ time management, public trust, digital proficiency, and governance transparency can be studied in future studies concerning ethical leadership.
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