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ABSTRACT
[bookmark: _Hlk179360168]Background: School leadership plays a pivotal role in shaping teacher commitment, as it directly influences motivation, professional engagement, and workplace climate. Leadership style, in particular, determines how school heads guide, support, and inspire teachers. Transformational and innovative leadership styles have been found to positively affect teachers’ organizational commitment, motivation, and work behavior, reinforcing the importance of supportive and development-oriented leadership in educational institutions
[bookmark: _GoBack]Aims: This study examined the relationship between leadership style and teacher work commitment among public junior high school teachers in the Division of Digos City. Specifically, it determined the levels of transformational, transactional, and laissez-faire leadership, assessed teachers’ work commitment in terms of affective, continuance, and normative dimensions, and identified the significant relationship and predictive influence of leadership styles on teacher commitment.
Study design:  This study utilized a quantitative, non-experimental correlational research design.
Place and Duration of Study: The study was conducted at public junior high schools in Region XI, Philippines during school year 2025-2026.
Methodology: A total of 169 teachers were selected through stratified random sampling. Data were collected using the Multifactor Leadership Questionnaire (MLQ) and the Organizational Commitment Questionnaire (OCQ). Statistical tools included mean, standard deviation, Pearson correlation, and multiple regression analysis.
Results: Findings revealed that transformational leadership was practiced at a very high level (M = 4.31), transactional leadership at a high level (M = 3.97), and laissez-faire leadership at a low level (M = 2.38). Teachers’ work commitment was generally high (M = 4.13), with affective (M = 4.33) and normative (M = 4.20) commitment rated very high, and continuance commitment rated high (M = 3.85). Correlation analysis showed that transformational leadership had a strong positive relationship with teacher commitment (r = 0.68, p < .001), transactional leadership had a moderate positive relationship (r = 0.45, p < .001), and laissez-faire leadership had a weak negative relationship (r = –0.21, p = .012). Regression analysis indicated that leadership styles significantly predicted teacher work commitment (R² = .52), with transformational leadership emerging as the strongest predictor (β = .59, p < .001).
Conclusion: Leadership style significantly influences teacher work commitment, with transformational leadership as the most effective approach. Strengthening transformational leadership practices is essential to enhance teacher commitment, retention, and overall school effectiveness.
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1. INTRODUCTION

Teacher work commitment is a fundamental construct in educational effectiveness, directly influencing instructional quality, student achievement, and school organizational stability. Teachers who demonstrate high levels of commitment exhibit sustained professional engagement, emotional attachment to their institution, and a willingness to contribute beyond prescribed responsibilities (Meyer & Allen, 1991). In the Philippine public school system, where educators frequently encounter challenges such as large class sizes, limited resources, and increasing administrative demands, teacher commitment becomes a critical determinant of both instructional effectiveness and institutional performance.
	School leadership plays a pivotal role in shaping teacher commitment, as it directly influences motivation, professional engagement, and workplace climate. Leadership style, in particular, determines how school heads guide, support, and inspire teachers. Drawing from the work of Bass (1985), leadership is commonly categorized into transformational, transactional, and laissez-faire styles. Transformational leadership, characterized by vision-building, intellectual stimulation, and individualized consideration, has been consistently associated with higher levels of employee commitment and engagement (Bass & Riggio, 2006). In contrast, transactional leadership relies on structured rewards and performance monitoring, while laissez-faire leadership reflects a passive approach that may weaken organizational direction and accountability.
	Extant literature across global and regional contexts supports the significant relationship between leadership style and teacher commitment. Transformational leadership has been widely recognized as a strong predictor of teacher motivation, organizational commitment, and school effectiveness (Leithwood & Jantzi, 2005; Hallinger, 2011). More recent studies further confirm that leadership style continues to significantly influence teacher engagement and commitment in contemporary educational settings (Nguyen et al., 2022; Kim, 2023; Wang et al., 2021; Skogstad et al., 2021). These findings highlight the sustained relevance of leadership theory in explaining teacher-related outcomes across diverse educational environments.
	In the Asian context, empirical studies have demonstrated that leadership practices significantly influence teacher commitment, professional collaboration, and instructional effectiveness, particularly in resource-constrained educational systems (Hallinger, 2020; Liu et al., 2021; Nguyen et al., 2022). These studies emphasize that supportive and transformational leadership behaviours foster positive organizational climates that enhance teacher engagement and professional growth.
	In the Philippine setting, recent empirical studies have demonstrated that leadership practices significantly influence teachers’ commitment and engagement, particularly in public school contexts characterized by high workload and resource constraints. Transformational and innovative leadership styles have been found to positively affect teachers’ organizational commitment, motivation, and work behavior, reinforcing the importance of supportive and development-oriented leadership in educational institutions (Bantilan et al., 2024; Tuang & Quintos, 2025). Moreover, instructional leadership has been shown to significantly influence teaching performance, with teacher commitment serving as a key mediating factor that strengthens the relationship between leadership practices and educational outcomes (Gandia & Ching, 2024). Recent Philippine-based analyses further highlight that leadership styles continue to play a critical role in shaping teacher engagement, retention, and overall school effectiveness, emphasizing the need for context-responsive leadership approaches in improving educational performance (Torres, 2025).
	Furthermore, international reports continue to identify leadership quality as one of the most influential school-level factors affecting teacher engagement and student learning outcomes (OECD, 2020). However, despite these developments, systemic educational challenges remain evident, as reflected in the results of the Programme for International Student Assessment (PISA), where the Philippines ranked among the lowest-performing countries in reading, mathematics, and science (OECD, 2019).
	Within Region XI, particularly in Davao del Sur, public schools operate in diverse socio-economic conditions that shape both leadership practices and teacher experiences. Teachers in divisions such as Digos City face contextual challenges including resource limitations, workload intensification, and administrative pressures, all of which may influence their level of commitment. While regional reports suggest that teachers generally exhibit moderate to high levels of engagement, these are strongly dependent on leadership support, organizational climate, and professional development opportunities (Department of Education [DepEd], 2023).
	Despite the growing body of literature, significant gaps remain in understanding the relationship between leadership style and teacher work commitment. Existing studies in the Philippine context are largely concentrated in other regions, limiting the generalizability of findings to localized settings such as Digos City, where contextual factors may differ significantly. Moreover, much of the literature focuses on related constructs such as job satisfaction, performance, or retention, rather than examining teacher work commitment as a multidimensional construct encompassing affective, continuance, and normative components (Meyer & Allen, 1991). 
	Additionally, there is a lack of rigorous quantitative correlational studies that explicitly measure the strength and direction of relationships between different leadership styles and teacher commitment using standardized instruments. While transformational leadership is frequently emphasized, limited research provides comparative analysis among transformational, transactional, and laissez-faire leadership styles within Philippine public schools. These gaps highlight the need for a localized, data-driven investigation that integrates both leadership theory and contextual realities.
	In response to these gaps, this study aims to examine the relationship between leadership style and teacher work commitment among public junior high school teachers in Digos City, Davao Region. Specifically, it seeks to determine how transformational, transactional, and laissez-faire leadership styles influence teachers’ affective, continuance, and normative commitment. The findings are expected to contribute to the development of evidence-based and context-responsive leadership practices in Philippine public schools.




2. MATERIALS AND METHODS

2.1 Research Design and Procedures
This study employed a quantitative, non-experimental correlational research design to examine the relationship between leadership style and teacher work commitment among public junior high school teachers. A correlational design was deemed appropriate as it allows for the systematic investigation of the degree and direction of association between variables without manipulating them (Creswell & Creswell, 2018). Specifically, this study sought to determine how leadership styles are associated with the levels of teacher work commitment, including affective, continuance, and normative commitment.
	The quantitative approach enabled the collection of measurable data that could be analyzed statistically to establish patterns of relationships between variables. This design is particularly suitable for educational research where variables cannot be controlled or manipulated due to ethical and practical constraints. By utilizing standardized survey instruments, the study ensured objectivity, reliability, and replicability of findings.
	The research was conducted in public junior high schools within the Schools Division of Digos City, Davao Region, Philippines, during the School Year 2025–2026. Prior to data collection, formal approval was secured from the Schools Division Office and school administrators. Ethical considerations were strictly observed, including voluntary participation, informed consent, confidentiality, and anonymity of respondents.
	The data collection procedure involved the distribution of structured questionnaires to selected teacher-respondents. The instruments consisted of two main parts: one measuring leadership styles of school heads and the other assessing teacher work commitment. The questionnaires were administered either in printed form or through digital platforms, depending on accessibility and school preference.
	After the retrieval of completed questionnaires, the data were organized, coded, and subjected to statistical analysis using appropriate software. Descriptive statistics such as mean and standard deviation were used to determine the levels of leadership style and teacher commitment. Inferential statistics, particularly Pearson Product-Moment Correlation Coefficient (r), were employed to examine the relationship between the variables. Furthermore, multiple regression analysis was utilized to identify which leadership style significantly predicts teacher work commitment.
	This methodological approach ensured a systematic and empirical examination of the relationship between leadership style and teacher commitment, providing a sound basis for evidence-based conclusions and recommendations.
2.1 Research Respondents
The respondents of this study were public junior high school teachers in the Schools Division of Digos City, Davao Region, Philippines. Specifically, the study included teachers holding plantilla positions from Teacher I to Teacher VII, as they serve as primary classroom practitioners who are directly influenced by the leadership styles of school heads. Master Teachers and Department Heads were excluded from the study since they perform supervisory and quasi-administrative functions, which may shape their perceptions differently from those of rank-and-file teachers.
	A total of 169 teachers participated in the study. The respondents were selected using a stratified random sampling technique to ensure proportional representation across different public junior high schools within the division. Each school served as a stratum, and participants were randomly selected within each group based on their proportion to the total population. This method enhanced the representativeness of the sample and minimized sampling bias, thereby increasing the validity and reliability of the findings (Creswell & Creswell, 2018).
	Participation in the study was voluntary, and ethical standards were strictly observed. All respondents were informed of the purpose of the research prior to participation. Confidentiality and anonymity were ensured, and respondents were given the option to withdraw from the study at any point without any consequences.
2.1 Research Instrument
This study utilized two standardized and widely validated survey instruments to gather data: the Multifactor Leadership Questionnaire (MLQ) and the Organizational Commitment Questionnaire (OCQ). The MLQ, developed by Bernard M. Bass and Bruce J. Avolio (1995), was used to assess the leadership styles of school heads. This instrument measures three primary leadership styles, namely transformational, transactional, and laissez-faire leadership. Transformational leadership is evaluated through indicators such as idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration. Transactional leadership includes contingent reward and management-by-exception, while laissez-faire leadership reflects passive or avoidant leadership behaviours. The MLQ is widely recognized for its strong psychometric properties and has been extensively used in educational and organizational research, demonstrating high reliability with Cronbach’s alpha coefficients typically exceeding 0.80 (Avolio & Bass, 2004; Judge & Piccolo, 2004).
	To measure teacher work commitment, the study employed the Organizational Commitment Questionnaire (OCQ), based on the three-component model developed by John P. Meyer and Natalie J. Allen (1991). The OCQ assesses three dimensions of commitment: affective commitment, which refers to teachers’ emotional attachment and identification with their organization; continuance commitment, which reflects the perceived costs associated with leaving the organization; and normative commitment, which pertains to a sense of obligation to remain in the organization. Both instruments utilized a five-point Likert scale, where responses ranged from 1 (Strongly Disagree) to 5 (Strongly Agree), allowing for quantitative analysis of the variables.
	Prior to data collection, the adapted instruments underwent content validation by experts in educational leadership and research to ensure clarity, relevance, and contextual appropriateness. A pilot test was conducted among a group of teachers who were not part of the actual respondents to assess the reliability of the instruments. The results of the reliability analysis revealed that the Multifactor Leadership Questionnaire (MLQ) obtained a Cronbach’s alpha coefficient of 0.91, while the Organizational Commitment Questionnaire (OCQ) yielded an overall Cronbach’s alpha of 0.88. Specifically, the subscales of the OCQ showed alpha values of 0.90 for affective commitment, 0.85 for continuance commitment, and 0.87 for normative commitment. These values indicate high internal consistency, as coefficients above 0.70 are generally considered acceptable for social science research (Jacob Cohen, 1988). Hence, the instruments were deemed reliable and suitable for use in the study.

3. RESULTS AND DISCUSSION

Level of Leadership Style

This study initially aimed to determine the level of leadership style and teacher work commitment among public junior high school teachers in the Division of Digos City. The level of leadership styles is presented in Table 1: Transformational Leadership; Table 2: Transactional Leadership; Table 3: Laissez-faire Leadership; and Table 4: Summary of Level of leadership style as perceived by teachers.
	The results in Table 1 reveal that transformational leadership is practiced at a very high level (M = 4.31, SD = 0.58) among school heads, with all indicators—idealized influence (M = 4.32), inspirational motivation (M = 4.35), intellectual stimulation (M = 4.28), and individualized consideration (M = 4.30)—consistently rated very high. Among these, inspirational motivation obtained the highest mean, suggesting that school leaders are particularly effective in articulating a clear vision and encouraging teachers to achieve shared goals.

	These findings indicate that school heads frequently demonstrate behaviors that inspire trust, foster innovation, and provide individualized support to teachers. Such practices are consistent with transformational leadership theory, which emphasizes the leader’s role in motivating followers beyond self-interest by promoting vision, intellectual growth, and personal development (Bass & Riggio, 2006). Recent empirical studies further support this result, showing that transformational leadership significantly enhances teacher motivation, professional engagement, and organizational commitment (Hallinger, 2020; Nguyen et al., 2022).

	The high rating for idealized influence suggests that teachers perceive their school heads as role models who demonstrate strong ethical standards and professionalism. Meanwhile, the strong scores in intellectual stimulation and individualized consideration indicate that leaders encourage creativity and attend to teachers’ individual needs, both of which are critical in fostering a supportive learning environment. According to Wang et al. (2021), leadership practices that promote empowerment and professional growth contribute significantly to work engagement and positive organizational outcomes.

	These findings imply that transformational leadership is highly embedded in the leadership practices of school heads in the study area. This leadership approach is particularly effective in educational settings, as it not only improves teacher performance but also strengthens long-term commitment and institutional effectiveness. The consistently very high ratings across all indicators highlight the importance of sustaining and further enhancing transformational leadership practices in schools.

Table 1 Level of Transformational Leadership as Perceived by Teachers
	Indicators
	  Mean
	SD
	Interpretation

	1. Idealized Influence
	4.32
	0.58
	Very High

	1. Inspirational Motivation
	4.35
	0.55
	
Very High

	1. Intellectual Stimulation
	4.28
	0.60
	
Very High

	1. Individualized Consideration
	4.30
	0.57
	
Very High

	Overall Mean 
	4.31
	0.58
	Very High




	As shown in Table 2, it indicates that transactional leadership is practiced at a high level (M = 3.97, SD = 0.64) among school heads, with contingent reward (M = 4.05, SD = 0.62) rated slightly higher than management by exception (M = 3.88, SD = 0.58). This suggests that school leaders frequently employ reward-based strategies, recognizing teachers’ performance and reinforcing desired behaviors, while also monitoring and correcting deviations when necessary.
	The prominence of contingent reward implies that teachers respond positively to structured incentives and recognition systems, which can enhance compliance and short-term performance outcomes. This finding aligns with the work of Judge and Piccolo (2004), who found that transactional leadership, particularly contingent reward, has a significant positive relationship with employee performance and satisfaction. Similarly, recent studies emphasize that transactional leadership remains relevant in educational settings as it provides clear expectations, accountability, and performance feedback (Wang et al., 2021).
	However, the slightly lower mean for management by exception suggests that while corrective supervision is present, it is less emphasized compared to positive reinforcement. This may indicate a leadership approach that balances monitoring with supportive practices, avoiding overly rigid or punitive management styles. Contemporary research suggests that while transactional leadership contributes to organizational effectiveness, its impact on long-term commitment and intrinsic motivation is limited compared to transformational leadership (Nguyen et al., 2022).
	Overall, the findings imply that transactional leadership plays a supportive role in maintaining structure, discipline, and performance standards within schools. When combined with transformational leadership practices, it can contribute to a more balanced and effective leadership approach that fosters both accountability and motivation among teachers.
Table 2 Level of Transactional Leadership as Perceived by Teachers
	Indicators
	   Mean
	        SD
	Interpretation

	1.  Contingent Reward
	4.05
	0.62
	
High

	1.  Management by Exception
	3.88
	0.58
	
High

	Overall Mean
	3.97
	0.64
	High



	The results in Table 3 indicate that laissez-faire leadership is practiced at a low level (M = 2.38, SD = 0.69) among school heads, with both avoidance of leadership (M = 2.41, SD = 0.70) and lack of decision-making (M = 2.35, SD = 0.68) rated low. This finding suggests that school leaders in the study area are generally active, involved, and responsive in their leadership roles rather than passive or disengaged.
	The minimal presence of laissez-faire leadership is a positive organizational indicator, as recent studies consistently associate this leadership style with unfavorable outcomes. For instance, laissez-faire leadership has been found to negatively influence employee satisfaction and performance due to the absence of guidance and decision-making from leaders (Kamal, 2024). Similarly, empirical research shows that passive leadership behaviors are linked to lower levels of employee engagement and well-being, as employees experience uncertainty and lack of direction in their roles (Lundmark et al., 2022). In educational settings, such leadership practices can weaken instructional effectiveness and teacher performance, as they fail to provide the necessary structure and support required for achieving school goals (Zhang, 2023).
	Moreover, contemporary literature highlights that laissez-faire leadership reduces employees’ organizational commitment because of limited leader involvement and insufficient feedback (Robert & Vandenberghe, 2020). When leaders fail to actively participate in decision-making and supervision, it can result in diminished motivation, unclear expectations, and weakened professional relationships (Zheng, 2024). These findings emphasize that effective school leadership requires consistent engagement, timely decision-making, and active support for teachers.


Table 3 Level of Laissez-faire as Perceived by Teachers
	Indicators
	   Mean
	      SD
	Interpretation

	1.  Avoidance of Leadership
	2.41
	0.70
	
Low

	2.  Lack of Decision-Making
	2.35
	0.68
	
Low

	Overall Mean
	2.38
	0.69
	Low


	
	Table 4 presents the summary of the level of leadership styles as perceived by teachers, showing an overall high level (M = 3.55, SD = 0.64). This indicates that school heads generally demonstrate effective leadership practices in guiding teachers and managing school operations. Among the leadership styles, transformational leadership obtained the highest mean (M = 4.31), interpreted as very high, followed by transactional leadership (M = 3.97), interpreted as high, while laissez-faire leadership registered the lowest mean (M = 2.38), interpreted as low.
	The predominance of transformational leadership suggests that school heads actively engage in practices that inspire, motivate, and support teachers. This finding is consistent with recent studies indicating that transformational leadership enhances teachers’ professional commitment, instructional practices, and overall school effectiveness by fostering a collaborative and supportive environment (Leithwood et al., 2020; Liu et al., 2021). Leaders who demonstrate transformational behaviours are more likely to influence teachers positively by promoting shared goals and continuous professional growth.
	The high level of transactional leadership further implies that school heads also implement structured systems of rewards, supervision, and performance monitoring. Such practices help maintain organizational order and accountability. According to recent findings, transactional leadership contributes to role clarity and task completion, particularly in structured environments like schools, although its influence is more procedural than motivational (Buil et al., 2019).
	Conversely, the low level of laissez-faire leadership indicates that school heads seldom exhibit passive or avoidant leadership behaviors. This is a favorable result, as contemporary research suggests that laissez-faire leadership is associated with role ambiguity, decreased employee engagement, and lower organizational performance due to the absence of leadership direction (Skogstad et al., 2021). The minimal presence of this leadership style implies that school leaders in the study are actively involved in decision-making and responsive to teachers’ needs.
	Hence, leadership practices in the study area are characterized by a combination of inspirational and structured approaches, with minimal reliance on passive leadership. This balanced leadership profile supports a positive organizational climate that promotes teacher motivation, accountability, and effectiveness.

Table 4. Summary of Level of Leadership Style as Perceived by Teachers 
	Indicators
	Mean
	SD
	Interpretation

	Transformational Leadership
	4.31
	0.58
	Very High

	Transactional Leadership
	3.97
	0.64
	High

	Laissez-faire Leadership
	2.38
	0.69
	Low

	Overall Mean
	3.55
	0.64
	High



	Numerous empirical studies have examined the impact of leadership style on organizational outcomes, particularly in educational settings. For instance, Leithwood et al. (2020) found that transformational leadership significantly influences school effectiveness by improving teacher motivation, collaboration, and instructional practices. Their study emphasized that leaders who promote shared vision and professional support are more effective in enhancing teacher performance.
	Similarly, Hallinger (2020) reported that leadership practices in schools, particularly transformational and instructional leadership, are strongly associated with teacher learning and school improvement. The study highlighted that leader who actively engage teachers in decision-making processes foster higher levels of commitment and professional growth.
	In addition, a study by Buil et al. (2019) demonstrated that transformational leadership positively affects employee performance and engagement, while transactional leadership contributes to organizational efficiency through structured rewards and monitoring. However, the study also noted that transformational leadership has a stronger influence on long-term outcomes compared to transactional leadership.
	Furthermore, Skogstad et al. (2021) found that laissez-faire leadership negatively affects employee well-being and performance, as it is associated with lack of direction and reduced support from leaders. This suggests that passive leadership behaviors can weaken organizational effectiveness and employee motivation.
	More recently, Nguyen et al. (2022) revealed that leadership style significantly predicts teacher commitment and collective efficacy, emphasizing the importance of supportive and collaborative leadership in educational institutions. Their findings reinforce the idea that leadership plays a crucial role in shaping teacher attitudes and school outcomes.
	Overall, these studies consistently indicate that leadership style is a critical factor influencing teacher performance, motivation, and commitment. Transformational leadership, in particular, emerges as the most effective approach in promoting positive organizational outcomes, while laissez-faire leadership tends to produce negative effects.

Level of Teachers’ Perceived Work Commitment

The study's second objective was to examine the level of teachers' work commitment among particular schools in the Division of Digos City. The level of teachers’ level of teachers’ perceived work commitment is show in the following indicators: affective in Table 5, continuance in Table.6, normative in Table 7, and the overall level is shown in Table 8.
	As shown in Table 5, the teachers’ affective commitment is at a very high level (M = 4.33, SD = 0.56), indicating that teachers have strong emotional attachment and sense of belonging to their schools. All items were consistently rated very high, suggesting that teachers feel proud, connected, and personally invested in their institution’s success. This implies that teachers are not only committed to their roles but are also psychologically engaged with their organization.
	This finding aligns with the concept of affective commitment, which reflects an employee’s emotional attachment and identification with the organization (Meyer et al., 2019). Recent studies also emphasize that high affective commitment among teachers is associated with increased motivation, job satisfaction, and improved performance, as teachers who feel valued and connected are more likely to contribute positively to school outcomes (Mercurio, 2015). Thus, the very high level of affective commitment observed in this study suggests a supportive and engaging school environment that fosters strong teacher dedication.

Table 5. Level of Teachers’ Perceived Work Commitment in Terms of Affective Commitment
	Indicators
	Mean
	SD
	Interpretation

	1. I feel emotionally attached to my school.
	4.35
	0.55
	Very High

	2. I feel a strong sense of belonging to my school.
	4.31
	0.57
	Very High

	3. I am proud to tell others that I am part of this school.
	4.34
	0.56
	Very High

	4. I feel like “part of the family” in this school.
	4.32
	0.58
	Very High

	5. I feel personally connected to the success of this school.
	4.33
	0.55
	Very High

	Overall
	4.33
	0.56
	Very High




	The results in Table 6 indicate that teachers’ continuance commitment is at a high level (M = 3.85, SD = 0.63), suggesting that teachers remain in their schools due to practical considerations such as job security, stability, and the perceived costs of leaving. All items were rated high, reflecting those teachers recognize the benefits of staying in their current institution and may weigh the potential risks or sacrifices associated with leaving.
	This finding is consistent with the concept of continuance commitment, which refers to an individual’s awareness of the costs associated with leaving an organization (Meyer et al., 2019). Employees with high continuance commitment tend to stay because of necessity rather than emotional attachment. However, recent studies highlight that while continuance commitment contributes to employee retention, it is generally less effective in fostering intrinsic motivation and long-term engagement compared to affective commitment (Allen, 2020).
	As a result, the high level of continuance commitment in this study suggests that teachers value the stability and benefits provided by their schools, which supports retention. However, it also underscores the importance of strengthening affective and normative commitment to ensure that teachers remain not only out of necessity but also due to genuine dedication and professional fulfillment.
Table.6. Level of Teachers’ Perceived Work Commitment in Terms of Continuance Commitment
	Indicators
	Mean
	SD
	Interpretation

	1. I feel emotionally attached to my school.
	3.82
	0.64
	High

	2. I feel a strong sense of belonging to my school.
	3.87
	0.62
	High

	3. I am proud to tell others that I am part of this school.
	3.83
	0.63
	High

	4. I feel like “part of the family” in this school.
	3.88
	0.61
	High

	5. I feel personally connected to the success of this school.
	3.85
	0.63
	High

	Overall
	3.85
	0.63
	High



	Results in Table 7 reveal that teachers’ normative commitment is at a very high level (M = 4.20, SD = 0.59), indicating a strong sense of obligation, loyalty, and moral responsibility to remain in their respective schools. Notably, all indicators were consistently rated very high, suggesting that teachers perceive staying in their institution as both appropriate and necessary. This reflects a deeply rooted sense of professional duty and ethical commitment toward their organization.
	In line with this, the findings support the concept of normative commitment, which refers to an individual’s perceived obligation to remain with an organization based on moral or ethical considerations (Meyer et al., 2019). In other words, teachers continue their service not merely out of personal desire or necessity but because they feel it is the right thing to do. 	Furthermore, prior research indicates that normative commitment is strengthened in organizational environments where employees feel valued, supported, and aligned with institutional goals (Jaros, 2017).
	Moreover, the consistently high ratings across all indicators suggest that the school environment fosters a culture of loyalty and shared responsibility. As a result, teachers are more likely to develop long-term dedication and a sense of accountability toward their institution. Consequently, this type of commitment contributes to organizational stability and continuity.
	The very high level of normative commitment observed in this study underscores the importance of maintaining supportive leadership practices and a positive organizational climate. Such conditions not only reinforce teachers’ sense of obligation but also sustain their long-term engagement and professional commitment.
Table 7. Level of Teachers’ Perceived Work Commitment in Terms of Normative Commitment
	Indicators
	Mean
	SD
	Interpretation

	1. I feel obligated to remain in this school.
	4.18
	0.60
	Very High

	2. I feel a sense of loyalty to this school.
	4.22
	0.58
	Very High

	3. I believe staying in this school is the right thing to do.
	4.19
	0.59
	Very High

	4. I would feel guilty if I left this school now.
	4.21
	0.57
	Very High

	5. I feel a moral responsibility to continue working here.
	4.20
	0.59
	Very High

	Overall
	4.20
	0.59
	Very High



	Table 7 presents the summary of teachers’ perceived work commitment, which is shown to be at a high level overall (M = 4.13, SD = 0.59). Among the three dimensions, affective commitment obtained the highest mean (M = 4.33), followed by normative commitment (M = 4.20), both interpreted as very high, while continuance commitment registered a slightly lower mean (M = 3.85), interpreted as high. These results indicate that teachers are primarily committed to their schools due to emotional attachment and a strong sense of obligation rather than solely based on necessity.

	Notably, the dominance of affective commitment suggests that teachers feel personally connected and engaged with their institution, which is considered the most desirable form of commitment as it reflects genuine involvement and motivation. In support of this, prior studies emphasize that affective commitment is strongly associated with higher job performance, satisfaction, and retention among employees (Mercurio, 2015). Similarly, the high level of normative commitment indicates that teachers possess a strong sense of loyalty and moral responsibility, reinforcing their intention to remain in the organization.
	In contrast, while continuance commitment is still high, it is comparatively lower than the other dimensions, suggesting that teachers are less driven by the costs of leaving and more by intrinsic and ethical factors. According to Meyer et al. (2019), this pattern is favorable, as commitment rooted in emotional attachment and moral obligation tends to produce more positive organizational outcomes than commitment based purely on necessity.

	Overall, the findings imply that teachers in the study area demonstrate a well-balanced and desirable level of work commitment, characterized by strong emotional connection and professional responsibility. This highlights the importance of sustaining a supportive school environment and effective leadership practices that nurture both affective and normative commitment to ensure long-term teacher engagement and organizational success.

Table 8. Summary of Level of Teachers’ Perceived Work Commitment
	Indicators
	Mean
	SD
	Interpretation

	1. Affective Commitment
	4.33
	0.56
	Very High

	2. Continuance Commitment
	3.85
	0.63
	High

	3. Normative Commitment
	4.20
	0.59
	Very High

	Overall
	4.13
	0.59
	High



	Several empirical studies have examined the level and determinants of work commitment, particularly in educational settings. For instance, Meyer et al. (2019) found that employees with higher levels of organizational commitment, especially affective commitment, tend to demonstrate stronger work performance, engagement, and retention. In the context of education, Day (2019) reported that committed teachers exhibit greater resilience, instructional effectiveness, and dedication, which significantly contribute to school improvement.
	Moreover, a study by Liu et al. (2021) revealed that teacher commitment is strongly influenced by instructional leadership and professional learning opportunities. Their findings indicated that supportive leadership practices enhance teachers’ affective commitment and professional growth. Similarly, Nguyen et al. (2022) found that collective teacher efficacy and leadership significantly predict higher levels of organizational commitment among teachers, emphasizing the role of collaborative and supportive school environments.
	In addition, Collie et al. (2020) demonstrated that teachers’ work commitment is positively associated with job satisfaction and well-being, suggesting that emotionally engaged teachers are more likely to remain in the profession and perform effectively. Likewise, a study by Skaalvik and Skaalvik (2017) showed that supportive school climate and leadership are key predictors of teacher commitment, particularly in reducing burnout and increasing motivation.
	These studies consistently highlight that teacher work commitment is influenced by leadership practices, organizational support, and professional environment. High levels of commitment, particularly affective commitment, are associated with improved teacher performance, job satisfaction, and long-term retention.
Significant Relationship between Leadership Style as Perceived by Teachers and Perceived Level of Commitment

This presents the correlation analysis between leadership style and teacher work commitment among public junior high school teachers in the Division of Digos City. Table 9 shows the extent and direction of the relationship between transformational, transactional, and laissez-faire leadership styles and teachers’ work commitment.
	The findings presented in Table 9 indicate that leadership style is significantly related to teachers’ work commitment, with varying degrees of strength and direction across leadership types. Transformational leadership exhibited a strong positive correlation with teachers’ commitment (r = 0.68, p < .001), suggesting that school heads who demonstrate inspirational motivation, individualized consideration, and intellectual stimulation tend to foster higher levels of teacher commitment. This result is consistent with prior studies which established that transformational leadership significantly enhances organizational commitment among teachers by promoting shared vision and intrinsic motivation (Day, Gu, & Sammons, 2016; Leithwood & Jantzi, 2005). Furthermore, a meta-analysis by Bernard M. Bass and Ronald E. Riggio (2006) confirmed that transformational leadership has a strong and consistent positive influence on employees’ commitment across organizational settings, including education.

	Empirical evidence in the educational context further supports this finding. For instance, Rowold and Heinitz (2007) found that transformational leadership behaviors significantly predict teachers’ organizational commitment and job satisfaction. Similarly, Nguni, Sleegers, and Denessen (2006) reported that transformational leadership positively influences teachers’ commitment through increased motivation and professional engagement. These findings suggest that when school leaders act as role models and provide meaningful support, teachers are more likely to develop a strong attachment to their profession and institution.

	In contrast, transactional leadership showed a moderate positive relationship with teachers’ commitment (r = 0.45, p < .001). This indicates that leadership practices based on contingent rewards and performance monitoring can still contribute to teacher commitment, although not as strongly as transformational leadership. This finding aligns with the work of Bernard M. Bass (1999), who argued that transactional leadership is effective in maintaining organizational stability and ensuring compliance through structured systems of rewards and sanctions. Additionally, Judge and Piccolo (2004) found that transactional leadership has a positive but comparatively weaker relationship with organizational outcomes, including commitment, because it primarily motivates through extrinsic rather than intrinsic factors.

	On the other hand, laissez-faire leadership demonstrated a weak negative correlation with teachers’ commitment (r = –0.21, p = .012), implying that the absence of active leadership is associated with lower levels of teacher commitment. This result is supported by the findings of Skogstad et al. (2007), who identified laissez-faire leadership as a passive and avoidant style that negatively affects employee attitudes and organizational outcomes. Similarly, Avolio and Bass (2004) emphasized that laissez-faire leadership leads to role ambiguity, lack of direction, and reduced motivation among subordinates, ultimately weakening their commitment to the organization. In educational settings, such leadership behavior may result in diminished teacher morale and decreased engagement due to insufficient guidance and support.


Table 9. Correlation Between Leadership Style and Teacher Work Commitment
	Variables
	r - value
	p - value
	Interpretation

	Transformational Leadership
	 
	Teachers' Commitment 
	0.68
	0.000
	Strong Positive

	Transactional Leadership
	 
	Teachers' Commitment
	0.45
	0.000
	Moderate Positive

	Laissez-faire Leadership
	
	Teachers' Commitment
	-0.21
	0.012
	Weak Negative



	In summary, the findings confirm that leadership style is a critical determinant of teachers’ work commitment, with transformational leadership emerging as the most influential factor. Specifically, the strong positive relationship observed underscores the importance of leadership practices that inspire, support, and empower teachers. In contrast, the moderate effect of transactional leadership suggests that while it contributes to commitment, its influence is comparatively limited. Conversely, the negative influence of laissez-faire leadership highlights the detrimental impact of passive and non-interventionist leadership approaches on teacher commitment. Taken together, these findings emphasize the varying effectiveness of leadership styles in fostering commitment. Therefore, the results reinforce the need for school leaders to adopt transformational leadership behaviors to enhance teacher commitment, improve retention, and strengthen overall school performance.
Influence of Leadership Style on Teacher Work Commitment
	Table 10 presents the regression analysis examining the influence of leadership style on teachers’ work commitment. The results indicate that leadership styles significantly predict teacher work commitment, with the model explaining 52% of the variance (R² = .52). This suggests that leadership practices play a substantial role in shaping teachers’ attitudes, engagement, and commitment within the organization.

	Among the predictors, transformational leadership emerged as the strongest and most significant predictor (β = .59, t = 9.85, p < .001). This finding indicates that leadership behaviors characterized by vision, inspiration, intellectual stimulation, and individualized support have the greatest influence on enhancing teachers’ work commitment. This result is strongly supported by recent empirical studies. For instance, a regression-based study found that transformational leadership significantly predicts teachers’ organizational commitment, with a comparable beta coefficient (β = .56, p < .01), confirming its strong influence on teacher engagement and retention. Similarly, another study reported that transformational leadership significantly enhances teachers’ commitment and effectiveness by fostering motivation and professional growth. Furthermore, evidence suggests that transformational leadership reduces role stress and strengthens commitment by improving teachers’ emotional attachment and job satisfaction.

	In contrast, transactional leadership also showed a significant but weaker influence (β = .21, t = 3.42, p = .001), indicating that reward-based systems and performance monitoring contribute to teacher work commitment, although to a lesser extent. This suggests that transactional leadership helps maintain organizational structure, accountability, and task completion. However, its influence is primarily extrinsic and procedural, focusing on compliance rather than intrinsic motivation. This aligns with existing literature which emphasizes that transactional leadership supports short-term performance outcomes but has limited impact on long-term commitment compared to transformational leadership (Buil et al., 2019).

	On the other hand, laissez-faire leadership exhibited a significant negative influence (β = −.12, t = −2.10, p = .037), indicating that passive and avoidant leadership behaviors diminish teacher work commitment. This implies that the absence of leadership direction, feedback, and decision-making reduces teachers’ motivation and organizational attachment. Supporting this finding, empirical studies have shown that laissez-faire leadership is associated with lower employee engagement, increased uncertainty, and weakened organizational outcomes due to lack of leader involvement (Skogstad et al., 2021).

Table 10 Regression Analysis of Leadership Style as Predictors of Teacher Work Commitment
	Variables
	β
	t
	p
	Interpretation

	Transformational Leadership
 
	.59
	9.85
	.000
	Significant Predictor

	Transactional Leadership
	.21
	3.42
	.001
	Significant Predictor

	Laissez-faire Leadership
	−.12
	−2.10
	.037
	Significant (Negative)

	R² = .52
	
	
	
	



	
	Overall, the findings confirmed that leadership style is a significant determinant of teacher work commitment, with transformational leadership playing the most dominant role. The results highlight that leadership practices that are proactive, supportive, and development-oriented are essential in fostering a highly committed teaching workforce. Conversely, passive leadership behaviors undermine commitment and organizational effectiveness. Therefore, strengthening transformational leadership practices among school heads is critical in enhancing teacher engagement, retention, and overall school performance.
	
Interpretation of the Overall Findings
	In light of the foregoing results, the study revealed a coherent and converging pattern indicating that leadership style plays a pivotal role in shaping teachers’ work commitment in the Division of Digos City. The findings consistently demonstrated that school heads predominantly exhibit transformational leadership at a very high level, supported by high levels of transactional leadership and minimal reliance on laissez-faire practices. Correspondingly, teachers reported a high level of work commitment, with affective and normative commitment emerging as particularly strong dimensions. 
	More importantly, the correlation and regression analyses provided robust empirical evidence that leadership style is not only associated with but also significantly predicts teacher commitment. Transformational leadership emerged as the strongest predictor, exerting a substantial positive influence on teachers’ commitment, while transactional leadership contributed moderately, and laissez-faire leadership demonstrated a significant negative effect. This pattern suggests that leadership behaviors characterized by vision, support, and active engagement are critical in fostering both emotional attachment and professional dedication among teachers. 
	Taken together, these findings indicated a strong alignment between effective leadership practices and desirable organizational outcomes. The predominance of transformational leadership corresponds with the high levels of affective and normative commitment, implying that teachers are not only motivated to perform but are also deeply connected to and morally invested in their institutions. This reflects a healthy organizational climate where leadership practices reinforce both intrinsic motivation and professional responsibility.
	Furthermore, the moderate contribution of transactional leadership suggested that structured systems of rewards and accountability remain relevant in maintaining organizational stability and performance standards. However, its comparatively weaker influence highlights that compliance-based strategies alone are insufficient to cultivate deep and sustained commitment. Conversely, the negative impact of laissez-faire leadership underscores the risks associated with passive leadership, particularly in educational settings where guidance, decision-making, and support are essential for teacher effectiveness and engagement.
	Consequently, the overall findings affirmed that a balanced yet predominantly transformational leadership approach is most effective in enhancing teacher work commitment. The integration of inspirational leadership behaviors with appropriate structural support creates an environment conducive to both performance and long-term engagement.
	Therefore, the study underscored the critical need for school leaders to continuously strengthen transformational leadership competencies such as vision-building, individualized support, and intellectual stimulation while maintaining appropriate transactional practices and avoiding passive leadership behaviors. Such an approach is essential in promoting a committed, motivated, and high-performing teaching workforce, ultimately contributing to improved educational outcomes and sustained school effectiveness.


Theoretical Contribution
	This study contributes to the existing body of knowledge by providing empirical support for established leadership theories, particularly transformational and transactional leadership, within the context of Philippine public education. The findings reinforce the proposition that transformational leadership has a stronger influence on teacher work commitment compared to other leadership styles, as evidenced by its significant positive relationship and predictive strength. Additionally, the study extends the application of the three-component model of organizational commitment by demonstrating how leadership styles distinctly influence affective, continuance, and normative commitment among teachers. By situating these theoretical frameworks within a localized Philippine context, the study addresses gaps in regional literature and provides context-specific evidence that enhances the applicability and relevance of leadership theories in educational settings.

Limitations of the Study
	Despite the significant findings of this study, several limitations should be acknowledged. First, the study employed a cross-sectional research design, which limits the ability to establish causal relationships between leadership style and teacher work commitment. The findings are based on data collected at a single point in time and therefore only reflect associations rather than cause-and-effect relationships. Second, the study relied on self-reported data from teacher-respondents, which may be subject to response bias, including social desirability and personal perception biases that could influence the accuracy of the results. Third, the study was conducted exclusively among public junior high school teachers in the Division of Digos City, which may limit the generalizability of the findings to other regions or educational contexts with different socio-economic and institutional conditions.
	Future research is encouraged to employ longitudinal designs to better examine causal relationships, utilize multiple data sources such as observations or administrative records to reduce bias, and include a broader geographic scope to enhance the generalizability and robustness of the findings.

4. Conclusion

This study demonstrated that leadership style is a significant predictor of teachers’ work commitment among public junior high school teachers in Digos City. The findings revealed that transformational leadership has a strong positive relationship with teacher commitment (r = 0.68) and emerged as the most significant predictor (β = .59), indicating its substantial influence on teachers’ affective, continuance, and normative commitment. Transactional leadership showed a moderate positive relationship (r = 0.45) and a weaker predictive influence (β = .21), suggesting that while it contributes to organizational structure and performance, its impact is less pronounced. In contrast, laissez-faire leadership exhibited a weak negative relationship (r = –0.21) and a negative predictive effect (β = –.12), indicating that passive leadership behaviors reduce teacher commitment.

These findings confirm that leadership practices characterized by vision, support, and active engagement are essential in fostering higher levels of teacher commitment. The conclusions are directly grounded in the statistical results of correlation and regression analyses, ensuring alignment between the study’s findings and interpretations. Therefore, strengthening transformational leadership practices among school heads is essential to enhance teacher engagement, retention, and overall school effectiveness.
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