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ABSTRACT
Background: Inadequate teacher professional development remains a persistent challenge affecting instructional quality and educational outcomes in many contexts, including the Philippines. Leadership practices and individual psychological factors are increasingly examined as potential determinants of teachers’ continuous professional growth and effectiveness within schools, particularly in relation to Sustainable Development Goal 4.
Aim: This study aimed to examine the influence of teacher resilience and authentic leadership on the professional development of public elementary and secondary school teachers within the context of Self-Determination Theory. 
Method: A quantitative evaluation research design was employed involving 220 public school teachers from Glan 1 District, Philippines, selected through stratified random sampling. Data were collected using validated survey questionnaires and analysed using descriptive statistics, Pearson correlation, and multiple linear regression at 0.05 level of significance using SPSS software.
Results: Findings revealed that teacher resilience was not significantly related to professional development. In contrast, authentic leadership showed a significant positive relationship and emerged as a significant predictor. However, combined variables explained only 3.4% of the variance, indicating limited explanatory power at 0.05 significance level within Glan 1 District schools.
Conclusion: The study concludes that authentic leadership plays a more decisive role than teacher resilience in enhancing professional development. Strengthening leadership practices and exploring additional contextual factors are recommended to improve teacher growth outcomes with implications for policy and practice in the Philippine basic education context.
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INTRODUCTION
       Globally, inadequate professional development of teachers has persisted and continues to constitute a major cog towards the realization of educational objectives. In other countries like Indonesia, Spain and New Zealand have experienced limited access to sustained and structured professional learning opportunities within the education system, uneven participation in continuous training and inconsistent access to professional learning across schools. Also, teachers report limited engagement in effective and structured professional learning programs (Salmerón Aroca et al., 2023; Rani et al., 2023, Hernández-Ramos & Martínez-Abad, 2023).
          In the Philippines, lack of professional development of teachers is likewise observed, with educators experiencing insufficient and irregular access to relevant training opportunities (Chin et al., 2022). In Region XII (SOCCSKSARGEN), inadequate professional development of teachers remains a continuing concern, as professional learning programs are implemented but gaps in sustained and structured training opportunities for teachers are still observed across school divisions (Avergonzado, 2023)
          Inadequate professional development of teachers limits opportunities for continuous capacity building and the enhancement of instructional practices, which may affect teachers’ professional growth and classroom effectiveness (Clark et al., 2023).  Salmerón Aroca et al. (2023) highlighted that inadequate professional development of teachers and emphasize the need for urgent reforms to provide sustained and high-quality learning opportunities that enhance teaching effectiveness. Despite growing attention to teacher professional development, a research gap remains in understanding how inadequate access to sustained and quality professional learning affects instructional effectiveness across contexts. This study addressed that gap by examining how teacher resilience and authentic leadership influence professional development of teachers.

Significance of the Study
	This study holds global significance as it explores teacher resilience and authentic leadership as vital predictors of teachers’ professional development, an essential element in achieving Sustainable Development Goal 4 (Quality Education) and SDG 8 (Decent Work and Economic Growth). Recent literature from 2024–2026 strongly supports the global significance of teacher resilience and authentic leadership in advancing teachers’ professional development and educational quality. Studies reveal that authentic and empowering leadership practices strengthen teachers’ psychological resilience, work engagement, and professional commitment, which are essential for sustaining teacher effectiveness in rapidly changing educational environments. In an increasingly complex educational landscape, leadership that promotes trust, empowerment, and authenticity is critical to nurturing teachers’ continuous growth and lifelong learning. By examining how these leadership styles influence teachers’ professional advancement, this study may contribute to the international pursuit of educational excellence and equity. 
       However, current literature also shows a gap in explaining how authentic leadership and teacher resilience interact simultaneously to influence long-term professional development. Most studies examine resilience, leadership, well-being, or engagement separately, with limited focus on their combined contribution to teachers’ continuous growth and lifelong learning.
In the Philippine context, the findings may offer meaningful support to the Department of Education by providing empirical evidence that may guide the development of policies and interventions focused on improving teacher well- being and reinforcing their professional identity. At the institutional level, the results are valuable to Holy Cross of Davao College in strengthening leadership approaches and promoting teacher welfare. Its findings may guide policymakers, school leaders, and global education systems in creating leadership models and development programs that strengthen teacher capacity, enhance motivation, and sustain high-quality and inclusive education for all.

Statement of the Problem
         This study aimed to determine the significance of Teacher Resilience and Authentic Leadership as determinants of Professional Development. The persistent challenges in teachers’ resilience and authentic leadership significantly distort the realization of Sustainable Development Goal 4 (Quality Education) and Sustainable Development Goal 8 (Decent Work and Economic Growth) in the Philippines. Inadequate social support, weak family cohesion, low personal competence, limited persistence, and insufficient spiritual and emotional support may reduce teachers’ capacity to adapt to educational demands and sustain professional growth. Similarly, the absence of authentic leadership practices, such as relational transparency, strong moral leadership, teacher independence, and curriculum flexibility, may weaken teachers’ motivation, job satisfaction, and participation in continuous learning, thereby affecting instructional quality and workplace well-being. These conditions undermine the provision of inclusive, equitable, and quality education while also limiting the promotion of productive and supportive working environments for teachers. Specifically, it pursued the following objectives:
1. [bookmark: _Hlk211260732]To describe the levels of teachers’ resilience in terms of social skills and peer support, self, family cohesion, personal competences and persistence and spiritual influence awareness; authentic leadership in terms of  relational transparency, strong moral code, teacher’s independence and curriculum flexibility; and professional development in terms of sustained learning, and emotional support.
2. To determine the significance of the relationship between teachers resilience, and authentic leadership, and the professional development of teachers.
3. To determine the significance of the individual and combined influence of teacher resilience and authentic leadership on professional development of teachers.

Hypotheses
Ho₁:  Teacher resilience does not significantly relate with professional development of teachers.
Ho₂:  Authentic leadership does not significantly relate with professional development of teachers.
H₀₃: Teacher resilience and authentic leadership, individually and collectively, do not significantly influence  professional development of teachers.

Theoretical and Conceptual Framework
[bookmark: _Hlk227419022]           This study is anchored on Self-Determination Theory (SDT) developed in 1985 by Edward L. Deci and Richard M. Ryan, positing that  human beings are naturally inclined toward growth, development, and well-being. However, this tendency depends on the satisfaction of three basic psychological needs: autonomy (feeling in control of one’s actions), competence (feeling effective and capable), and relatedness (feeling connected to others).
 
            In this study, teacher resilience variable, indicated by social skills and peer support, family cohesion, personal competence and persistence, and spiritual influences, is framed as autonomy component of the theory. The authentic leadership variable, indicated by self-awareness, relational transparency, balanced processing, and a strong moral code, is associated with competence component explained in the theory. The professional development variable, reflected in sustained learning and emotional support, is linked to human development component. The element about relatedness was excluded. Hence, the study was partly anchored on the theory.


Teacher Resilience
· Social Skills & Peer Support
· Family Cohesion
· Personal Competences and Persistence
· Spiritual Influences




Professional Development
· Sustained Learning
· Emotional Support


[bookmark: _Hlk227398743][bookmark: _Hlk227398744]Authentic Leadership
· Self-Awareness
· Relational Transparency
· Balanced Processing
· Strong Moral Code
· Creating sense of Community
· Beyond Literacy and Numeracy
· Ensuring Teachers Social and Gender Sensitivity
· Teacher Independence and Curriculum Flexibility
· Universe of care at all levels of system










Figure 1 Conceptual Framework of the Study

METHOD
This section includes the research design, locale of the study, sample and sampling technique, data gathering technique, data analysis technique, and ethical consideration.
  
Research Design
     This study employed an evaluation research design, a quantitative approach that assesses the effectiveness and influence of specific variables within a given context to support evidence-based improvement (Creswell & Creswell, 2023). It is a quantitative approach that allows researchers to analyze how variables are interconnected within a specific context, making it suitable for studies that go beyond description to explanation of relationships. This design is appropriate because it evaluates how teacher resilience and authentic leadership contribute to teachers’ professional development and identifies areas for institutional enhancement. A major advantage of this design is that it generates empirically grounded findings that can guide targeted interventions, leadership practices, and professional development programs in education.

Locale of the Study

[bookmark: _Hlk227400781]           This study was conducted in Glan 1 District, located in the Municipality of Glan, under the jurisdiction of the Schools Division of Sarangani. The district comprises both elementary and secondary schools that cater to a diverse population of teachers. Teachers in Glan 1 District face challenges such as lack of access to continuous training and updated instructional resources, which hinder their professional growth. Many educators rely on traditional teaching methods due to insufficient exposure to innovative pedagogical approaches and technology integration. This setting highlights the pressing need for structured professional development programs that enhance teachers competencies, confidence, and adaptability to modern educational demands.

Sample and Sampling Technique
            
         The respondents of this study were 220 permanent public elementary and secondary school teachers handling  different learning areas in the elementary and secondary for school year 2025-2026 in the schools of Glan 1 District. To ensure fair representation, stratified random sampling technique was utilized. It is a probability sampling technique in which the population is divided into distinct subgroups or strata based on shared characteristics. It is commonly applied when the population is heterogeneous and the researcher needs to ensure that all key subgroups are adequately represented in the sample. This technique is particularly useful in studies involving diverse respondents, such as teachers across different levels or categories (Taherdoost, 2023). 

Data Gathering Technique
        This study utilized a survey technique, a systematic method of collecting data from respondents using structured tools such as questionnaires or interviews to gather information on opinions, behaviors, or characteristics in a standardized way (Creswell & Creswell, 2023).  Its advantages include the ability to gather large amounts of data quickly and cost-effectively, provide standardized and easily analyzable responses, ensure respondent anonymity for more honest answers, and allow flexibility in question formats, (Check & Schutt, 2023). 
In this study, there were three adapted questionnaires. The Teacher Resilience Questionnaire was adapted from Daniilidou et al. (2018). It consists of 26 items with a Cronbach alpha of 91%. Moreover, the Authentic Leadership Questionnaire was adapted from Xinfu Lin (2024). It consists of 91 items with a Cronbach alpha of 93%. Lastly, the Professional Development Questionnaire was adapted from Jinwen Xiao (2025). I t consists of 20 items with a Cronbach alpha of 89%. To establish content validity, the survey questionnaires were subjected to expert evaluation by professionals in educational management, leadership, and research during title and final defense to determine whether the items adequately measure teachers’ resilience, authentic leadership, and quality education. Their comments and recommendations may be incorporated to improve the clarity, relevance, and appropriateness of the instrument items in relation to the study objectives.
Data Analysis Technique

In this study, the data analysis techniques used were descriptive, correlation and multiple linear regression analysis. Descriptive analysis was used to organize and summarize the data in order to clearly present patterns and characteristics of the variables being studied (Loeb et al., 2023). Mean and standard deviation statistical tools were used. Moreover, correlation analysis determines the strength and direction of the relationship between variables, while regression analysis examines the predictive influence of the independent variable (Pallant, 2023). Pearson-r was used as statistical treatment. Finally, multiple linear analysis (multiple linear regression) is a statistical method used to examine the relationship between one dependent variable and two or more independent variables at the same time. Multiple linear regression statistical tool was used. It is applied when researchers want to predict or explain an outcome influenced by several factors, commonly in education, social sciences, business, and health studies. According to Field (2024), its main advantage is that it allows researchers to identify the strongest predictors while improving the accuracy and explanatory power of the model.  
The matrix presenting the scale, descriptive level, and corresponding interpretation for each study variable is provided. It was specifically used to describe teachers resilience, authentic leadership and professional development.

Chart 1: Interpretation of the level of teachers' resilience, authentic leadership and professional development.



	Scale
	    Level
	  Teachers’ Resilience

	 Authentic Leadership
	Professional Development

	1.00-1.74
	Very low
	Very weak
	Not effective                         
	Very Poor

	1.75-2.49
	Low
	 Weak
	 Less effective                    
	Poor

	2.50-3.24
	High
	 Strong
	Effective
	Good

	3.25-4.00
	Very high
	Very strong 
	Very effective
	Excellent



Chart 2: Standard Deviation Value Ranges and Interpretation
 
	Range
	Description
	Interpretation

	SD ≤ 0.50
	High Consistent Responses
	Strong and uniform perception

	SD = 0.51 – 1.00
	Moderate Consistent Responses
	Acceptable consistency

	SD = 1.01 – 1.50
	Low Consistent Responses
	Differing views or experiences

	SD > 1.50
	Very Low Consistent Responses
	High variability and lack of consensus



In this study, the significance of the correlation is tested at 0.05 confidence level. The following standard measures for the interpretation scale of r-value was used:
Chart 3: standard measures for the interpretation scale of r-value
Computed r                                                        Descriptive Interpretation
+/-1.00                                                                Perfect Correlation
Between +/_0.75-+/-0.99                                   Highly Correlation
Between +/-0.51-+/-0.74                                    Moderately High Correlation
Between +/-0.31-+/-.50                                      Moderately Low Correlation
Between +/-0.01-+/-0.30                                    Low Correlation
0.00                                                                     No Correlation

[bookmark: _Hlk227013633]Chart 4: The following scheme for Beta (β) coefficient strength, as proposed by Cohen (1998) and Hair et al. (2019) was used:

	β Value Range 
	Strength of Influence 

	±0.00 – ±0.09 
	Very Weak 

	±0.10 – ±0.29 
	Weak 

	±0.30 – ±0.49 
	Moderate 

	±0.50 – ±0.69 
	Strong 

	±0.70 and above 
	Very Strong 



RESULTS
This section discussed the results of the descriptive, correlation, regression, and the corresponding analysis and interpretation. Also, included is the summary of findings.
Descriptive Analysis
Table 1 is the descriptive table. It contains the variables included in the study namely teachers resilience, authentic leadership and professional development. It also contains standard deviation, mean and descriptive level.
Table 1. Descriptive Statistics(N=220)
	Variables
	N
	Standard Deviation
	Mean
	Descriptive Level

	Teachers Resilience
	220
	.11
	3.86
	Very High

	[bookmark: _Hlk222585997]Social Skills and Peer Support
	220
	.14
	3.85
	Very High

	Family Cohesion
	220
	.20
	3.87
	Very High

	Personal Competence and Persistence
	220
	.12
	3.90
	Very High

	Spiritual Influence
	220
	.31
	3.82
	Very High

	Authentic Leadership
	220
	.14
	3.63
	Very High

	Self-Awareness
	220
	.34
	3.51
	Very High

	Relational Transparency
	220
	.25
	3.77
	Very High

	Balanced Processing
	220
	.35
	3.55
	Very High

	Strong Morale Code
	220
	.31
	3.71
	Very High

	Creating Sense of Community
	220
	.28
	3.72
	Very High

	Beyond Literacy and Numeracy
	220
	.28
	3.63
	Very High

	Ensuring Teachers' Social and Gender Sensitivity
	220
	.33
	3.61
	Very High

	Ensuring Teachers' Independence and Curriculum Flexibility
	220
	.34
	3.63
	Very High

	Fostering "Universe of Care" at All Levels of the System
	220
	.33
	3.49
	Very High

	Professional Development
	220
	.24
	3.39
	Very High

	Sustained Learning
	220
	.33
	3.51
	Very High

	Emotional Support
	220
	.31
	3.28
	Very High


           
      	Specifically, the table shows that the teachers’ resilience variable obtained a mean of 3.86, which is described as very high,   with a  standard deviation of 0.11, indicating that teachers are strong. Likewise, the authentic leadership variable obtained a with a mean of 3.63, which is also described as very high, with a standard deviation of 0.14, indicating that  school leadership practices are very effective. Lastly, the professional development variable obtained a mean of 3.39, likewise described as very high, with a standard deviation of 0.24 with a standard deviation of 0.24, indicating that teachers experience excellent professional development. All variables were interpreted as very high. Indicating that teacher resilience, principal authentic leadership, and teacher professional development are excellent and positively perceived in the school context, indicating a generally favorable environment for teaching and professional growth.   
 	       
Correlation Results

           Table 2 is the correlation result between the predictive variables and criterion variables. It contains the r-value,the p-value,and the decision for the hypotheses, and corresponding interpretation. 

 
Table 2. Correlation Table (N=220)
                                                                                                    Professional Development                   
	Variables
	

	
	r-value
	p-value
	Decision on Ho
	Interpretation

	Teachers Resilience 
	.080
	.238
	Accept Ho
	              Not Significant

	Authentic Leadership
	.166
	.014
	Reject Ho
	       Significant

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


         
         Specifically, the table shows that the correlation between teacher resilience and professional development of teachers obtained a p-value of .238, which is greater than the 0.05 level of significance; hence, the null hypothesis was accepted. This indicates that the relationship between teachers resilience and professional development of teachers is not significant. The corresponding r-value is 0.080, indicating high correlation. This implies that an increase in teacher resilience is associated with an increase in professional of teachers. On the other hand, the relationship between authentic leadership and professional development obtained a p-value of  0.014, which is less than the 0.05 level of significance; hence, the null hypothesis was rejected. This indicates that the relationship between authentic leadership and professional development is significant. The corresponding r-value of 0.166 indicates a low correlation. This implies that an increase in authentic leadership is associated with an increase in professional development of teachers.
	Teacher resilience shows a non-significant relationship with professional development, despite indicating a positive association, suggesting that changes in resilience do not meaningfully influence professional growth. In contrast, authentic leadership demonstrates a significant relationship with professional development, indicating that it plays a more influential role in enhancing teacher  professional growth compared to resilience.

Regression Result

Table 3 presents the regression analysis of predictive variable on the criterion variable. It includes the coefficients (β), the t-values, the p-values, the decisions on the hypotheses, and the corresponding interpretations.

Table 3. Regression Table (N=220)
                                                                                       PROFESSIONAL DEVELOPMENT
	    Variables
	Unstandardized Coefficients
	Standardized Coefficient Beta
	   t
	p-value
	Decision on Ho
	        Interpretation

	
	    B
	Std. Error
	
	
	
	
	

	
	(Constant)
	2.992
	.677
	    
	4.420
	.000
	  Reject   Ho
	      Significant

	
	Teachers Resilience 
	-.160
	.137
	
-.078
	1.170
	.243
	
Accept Ho

	     Not   significant 

	
	Authentic Leadership
	.283
	.114
	  
.165
	2.474
	.014
	Reject Ho
	       Significant



     Model Summary: R = .183, R-square = .034, F(2,217) = 3.778, p = .024
Level of significance: 0.05
Decision Rule: Reject ho if p<0.05
Specifically, the table shows that the influence of the teacher resilience variable on professional development obtained an unstandardized Beta coefficient value of -0.160, indicating a negative weak influence. The corresponding p-value is 0.243, which is greater than the 0.05 level of significance; hence, the null hypothesis was accepted. This indicates that  teachers resilience  has no  significant influence  on professional development. This  implies that for every unit change in teachers resilience, there is no corresponding change in professional development of teachers.
            Likewise, the influence of authentic leadership variable on professional development of teachers obtained an unstandardized Beta coefficient of .283. It indicates  a weak  influence.  The corresponding p-value is .014, which is less than 0.05 level of significance; hence, the null hypothesis is rejected. It indicates that the authentic leadership has a significant influence  on professional development of teachers. This implies that for a unit increase in authentic leadership corresponds to an increase in professional development of teachers.

	The combined influence of teacher resilience and authentic leadership obtained a p value of 0.024, which is lower than 0.05 level of significance; hence, the null hypothesis was rejected. This indicates that the combined influence is statistically significant. The R squared of 0.034 or 3.4% implies that only a small portion of the variance in teachers’ professional development is explained by these variables, while the remaining variance of 96.6% is attributed to other factors not included in the study.

	Teacher resilience demonstrates a negative and non-significant influence on professional development, indicating it does not meaningfully contribute to teachers growth, whereas authentic leadership shows a positive and significant influence, making it a more relevant predictor. When combined, both variables significantly influence professional development, but their overall explanatory power remains limited, suggesting that other factors play a much larger role.

          
Summary of Findings
Studies in Educational Evaluation revealed that authentic leadership significantly enhanced teacher performance through relational transparency and internalized moral perspective, supporting the present finding that authentic leadership significantly influences teachers’ professional development, Aldrup, K., et al (2024).  Based on statistical results, it was specifically found that:
1. Teacher resilience does not significantly correlate with and influence professional development of teachers.
2. Authentic leadership significantly correlates with professional development of teachers.
3. Authentic leadership significantly influence professional development.
4. Teacher resilience and authentic leadership have 3.4% significant combined influence on professional development of teachers.
           
DISCUSSION
  In this chapter, the findings of the study are discussed. Also, the conclusions and recommendations based on the results are presented.
Teacher Resilience and Professional Development Correlation
The finding of this study revealed that teacher resilience does not have a significant correlation with teacher professional development. This current finding supports the study of Abou Assali and O’Sullivan (2024), who stated that resilience is inconsistently linked to professional development, suggesting that being resilient does not automatically translate into greater participation or engagement in professional learning activities. Similarly, this current finding affirms Larasati and Kuswandono (2023), who said that among early-career teachers in Indonesia found that resilience was not a strong determinant of teachers’ involvement in professional development. In contrast, this current finding opposes Zhang and Luo (2023), who said that resilience contributes meaningfully to teacher  ability to engage in continuous professional development, showing a significant positive relationship between resilience and professional growth.
Authentic leadership and Professional Development Correlation

The result of  the study indicates that authentic leadership significantly  correlates with professional development of teachers, The current finding affirms the study of Schoofs et al. (2023), explaining that authentic leadership fosters self-actualization and career growth by encouraging genuine relationships and addressing employees psychological needs. Likewise this recent findings support Kasali (2024), who emphasized that authentic leadership strengthens both personal and professional growth while improving organizational performance, positioning authenticity as a constructive response to unethical leadership practices. However, the current finding contradicts the study of Azmy and Mauludi (2024), stating that authentic leadership reduces turnover intention by strengthening organizational commitment, suggesting that its positive effects depend on supportive organizational conditions. 

Professional Development as Influenced   by Teacher Resilience and Authentic Leadership

   Finding of the study asserting that professional development does not always strengthen teacher resilience. This current finding supports the study of Liu and Chu (2023), explaining that while professional development programs improved teaching skills, they had limited impact on strengthening teacher resilience. Similarly, this current finding affirms the study of Wang and Li (2024), stating that professional development initiatives enhanced instructional practices but did not significantly buffer against burnout or improve resilience, especially in schools with limited organizational support. However, the current finding opposes Zhang et al. (2024), who asserted  that professional learning communities, when reinforced by a strong teacher identity, directly enhance resilience and drive long-term professional improvement. Professional development does not influence teacher resilience, demonstrating instead that under supportive conditions, professional development can actively strengthen resilience and sustain growth, 

The finding of the study continues to show that authentic leadership strongly influences professional development. This finding affirms the study of  Schoofs et al. (2023), elaborating that authentic leadership fosters self-actualization and career growth by encouraging authentic followership and satisfying employees’ psychological needs. Similarly, this agrees the study of Ghinea and Mihai (2025), asserting  that authentic leadership, through dimensions such as self-awareness, relational transparency, and moral perspective, directly enhances both the professional and emotional development of leaders.  This current finding contradicts the study of Jun et al. (2023), reporting that authentic leadership can raise employees’ turnover intentions when organizational support is weak, as authenticity may heighten awareness of workplace misalignment.

Conclusion
Based on the findings, it is concluded that teacher resilience and authentic leadership have statistically significant combined influence (3.4%) on  professional development of teachers. Although only the latter registered as significant contribution on the criterion variable. Thus, this finding  partially confirms the Self- determination Theory, positing that  human beings are naturally inclined toward growth, development, and well-being, but this tendency depends on the satisfaction of three basic psychological needs: autonomy (feeling in control of one’s actions), competence (feeling effective and capable), and relatedness (feeling connected to others).
Recommendations
Based on the conclusion, future studies may explore other variables not included in this research to explain the remaining 96.6% of the variance in professional development of teachers. Qualitative approaches may be used to uncover themes and sub-themes that may later be developed into variables and their corresponding indicators. In addition, educational leaders may strengthen authentic leadership practices while exploring additional strategies to enhance teacher professional development beyond resilience alone.  More resources may be allocated for interventions related to authentic leadership.
Ethical Approval and consent
This study adhered strictly to ethical standards to safeguard the participation public school teachers and to ensure the validity and trustworthiness of the findings. It followed the protocols of the Holy Cross of Davao College – Society for Moral Integrity and Legal Ethics (SMILE) and complied with the Data Privacy Act of 2012 to ensure the responsible and ethical handling of personal information (Cheng, 2021). Ethical clearance was obtained from the institution prior to data collection. Coordination with school administrators was undertaken to avoid disruption of teaching responsibilities. Potential risks included possible feelings of discomfort or anxiety related to the evaluation process during self assessment. To address these concerns, respondents were explicitly informed that their involvement was voluntary, their responses would remain confidential, and all data would be used solely for scholarly purposes. 
[bookmark: _Hlk183685723][bookmark: _Hlk229398872][bookmark: _Hlk223967726]Disclaimer (Artificial intelligence)
Author(s) hereby declare that NO generative AI technologies such as Large Language Models (ChatGPT, COPILOT, etc.) and text-to-image generators have been used during the writing or editing of this manuscript.
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Appendix 
SURVEY FORM
Questionnaire on Teachers’ Resilience and Authentic Leadership as Predictors of Professional Development of Teachers in Glan 1 District 

Dear Respondents:
      This survey questionnaire requires you to honestly assess your understanding on the influence of teachers’ resilience and principal’s leadership styles influence professional development of teachers.  There are no right or wrong responses. Kindly put (/) on the space provided for each item that best represents your overall perspective. Please ensure that all questions are answered. Rest assured that all information gathered will be treated with the utmost confidentiality. Your identity will not be revealed, and the data collected will be used solely for research purposes. Access to the responses will be limited to the researcher only. 
[bookmark: _Hlk212453342]Part 1. TEACHERS’ RESILIENCE 

Instructions: For every given statement, indicate your level of agreement   regarding the importance of teachers’ resilience on the professional development of teachers. Please refer to the 4-point Likert scale below.
4 – strongly agree
3 – agree
2 – disagree
1 – strongly disagree

A. Social Skills and Peer’s Support
	As a teacher, I feel that….
	4
	3
	2
	1

	1. New friendships are something I make easily in my workplace.
	
	
	
	

	2. The bonds among my peers and me are strong.
	
	
	
	

	3. I get support from my peers.
	
	
	
	

	4. Meeting new people in my workplace is something I am good at.
	
	
	
	

	5. When needed, I have always someone in my workplace who can help me.
	
	
	
	

	6. I can discuss personal issues with my peers.
	
	
	
	

	7. In my workplace when I am with other people, I easily laugh.
	
	
	
	

	8. In my workplace I enjoy being together with other people.
	
	
	
	



B.  Family Cohesion
	As a teacher, I feel that…
	4
	3
	2
	1

	1. My family is characterized by healthy coherence.
	
	
	
	

	2. I feel very happy with my family.
	
	
	
	

	3. In my family we like to do things together. 
	
	
	
	

	4. In difficult periods my family keeps a positive outlook on the future.
	
	
	
	

	5. Facing other people, our family acts loyal towards one another.
	
	
	
	

	6. My family’s understanding of what is important in life is very similar to mine.
	
	
	
	



C. Personal Completeness and Persistence
	As a teacher, I feel that...
	4
	3
	2
	1

	1. I think of myself as strong person.
	
	
	
	

	2. If necessary, I can make unpopular or difficult decisions that affect others.
	
	
	
	

	3. I am not easily discouraged by failure.
	
	
	
	

	4. I like challenges.
	
	
	
	

	5. I can handle unpleasant feelings, such us anger or fear.
	
	
	
	

	6. Under pressure, I am able to focus and think clearly.
	
	
	
	

	7. I prefer to take the lead in problem solving.
	
	
	
	

	8. I work hard to attain my goals.
	
	
	
	

	9. I am able to adapt to change.
	
	
	
	



D. Spiritual Influences
	As a teacher, I feel that…
	4
	3
	2
	1

	1. Sometimes God or fate can help me overcome challenges. 
	
	
	
	

	2.Sometimes I believe things happen for a reason.
	
	
	
	

	3. Sometimes I have to act on a hunch.
	
	
	
	


Athena Daniilidou & Maria Platsidou (2020). Applying "teachers’ resilience scale" to    test the relationship of resilience with age and teaching experience, DOI: 10.13140/RG.2.2.28009.31841

Part II: Authentic Leadership
 Direction: For every given statement, indicate your level of agreement   regarding the importance of authentic leadership on the professional development of teachers. Please refer to the 4-point Likert scale below.
4 – strongly agree
3 – agree
2 – disagree
1 – strongly disagree
A. Self-Awareness
	As a teacher, I believe that…
	4
	3
	2
	1

	1. It is my contention that the leaders inside my institution possess a great degree of self-awareness about their own strengths and flaws.
	
	
	
	

	2. The leaders within my organization openly recognize and accept their limits when making significant choices.
	
	
	
	

	3. The leadership team consistently solicits input from teachers and staff members in order to enhance their self-awareness.
	
	
	
	

	4. The leaders inside my organization have a profound comprehension of their own principles and ideas.
	
	
	
	

	5. The leadership team adeptly employs their self-awareness to successfully steer the institution towards its intended trajectory.
	
	
	
	

	6. The leaders within my institution proactively participate in self-reflection as a means to augment their leadership capabilities.
	
	
	
	

	7. It is my perception that our leaders exhibit a willingness to receive constructive criticism and have a capacity for learning from their errors.
	
	
	
	

	8. The leadership team continuously assesses their decision-making processes in order to guarantee congruence with their self-awareness.
	
	
	
	

	9. The leaders of my school demonstrate a sincere inclination towards comprehending the viewpoints and requirements of educators.
	
	
	
	

	10. It is my contention that the cultivation of self-awareness among leaders has a beneficial influence on the broader institutional culture.
	
	
	
	



B. Relational Transparency
	As a teacher, I believe that ….
	4
	3
	2
	1

	1. The leaders within my institution engage in transparent and truthful communication with both teachers and staff members. 
	
	
	
	

	2. That the leaders within my institution demonstrate a high degree of transparency in effectively communicating the aims and vision of the organization. 
	
	
	
	

	3. The leadership team effectively disseminates pertinent information to teachers in order to cultivate an atmosphere of trust and openness. 
	
	
	
	

	4. The leaders within my institution uphold the practice of establishing and maintaining transparent and easily available lines of communication. 
	
	
	
	

	5. The leaders within my institution uphold the practice of establishing and maintaining transparent and easily available lines of communication. 
	
	
	
	

	6. It is my contention that officials at my school actually prioritize the solicitation and consideration of input from teachers. 
	
	
	
	

	7. The leadership team has an accessible demeanor and actively fosters an environment that promotes open conversation with teachers. 
	
	
	
	

	8. The leaders within my institution actively engage in the practice of sharing both accomplishments and obstacles with teachers and staff members. 
	
	
	
	

	9. I possess a comprehensive understanding of the choices and activities implemented by the leadership team. 
	
	
	
	

	10. The leadership team proactively solicits feedback from teachers throughout the process of implementing substantial institutional reforms. 
	
	
	
	



C. Balanced Processing
	As a teacher, I feel that….
	4
	3
	2
	1

	1. The leaders within my organization demonstrate a conscientious approach by thoroughly evaluating several perspectives prior to reaching a conclusion. 
	
	
	
	

	2. I hold the belief that the leadership team demonstrates impartiality and fairness in their decision-making procedures. 
	
	
	
	

	3.  The leadership team proactively solicits feedback from a wide range of teachers and stakeholders, including varied perspectives and backgrounds. 
	
	
	
	

	4. The prioritization of evidence-based methods is a key focus for leaders within my institution when engaging in critical decision-making processes. 
	
	
	
	

	5. The leadership team continuously engages in the evaluation of the advantages and disadvantages of several alternatives prior to making decisions. 
	
	
	
	

	6. It is evident that our leaders have a propensity for engaging in active listening and considering other viewpoints prior to reaching conclusive conclusions. 
	
	
	
	

	7. The leadership team demonstrates receptiveness to criticism that presents other perspectives and critiques their current ideas and methods. 
	
	
	
	

	8. The leaders within my organization have a strong dedication to making choices that are both fair and just. 
	
	
	
	

	9. It is my contention that the leadership team adeptly manages the competing interests of diverse stakeholders. 
	
	
	
	

	10. The leadership team cultivates a conducive climate whereby the perspectives and contributions of teachers

 are highly regarded and taken into account throughout the decision-making process. 
	
	
	
	



d. Strong moral Code
	As a teacher, I believe that….
	4
	3
	 2
	1

	1. The leaders within my institution constantly demonstrate a commitment to upholding ethical and moral norms via their conduct. 
	
	
	
	

	2. It is my contention that our leaders exhibit a high level of integrity and honesty in their respective leadership positions. 
	
	
	
	

	3. The leadership team places a high priority on ethical issues when confronted with challenging choices. 
	
	
	
	

	4. The leaders within my institution serve as exemplars of ethical conduct for both teachers and staff members. 
	
	
	
	

	5. The leadership team prioritizes the principles of fairness and justice in their leadership approach. 
	
	
	
	

	6. It is seen that our leaders demonstrate a strong commitment to upholding a well-defined set of ethical principles and values. 
	
	
	
	

	7. The leadership team proactively engages in the resolution of ethical challenges and concerns that arise within the organization. 
	
	
	
	

	8. The leaders at my school actively foster a culture of ethical responsibility among the teaching staff. 
	
	
	
	

	9. It is my contention that the ethical principles upheld by our leaders have a constructive impact on the overall culture of the organization. 
	
	
	
	

	10. The leadership team constantly demonstrates congruence between their declared beliefs and ideals and their actions. 
	
	
	
	



E. Creating a Sense of Community
	As a teacher, I believe that…
	4
	3
	2
	1

	1. The institution actively promotes teachers' sense of community and collaboration. 
	
	
	
	

	2. Within the institution, I feel connected to a supportive community of educators. 
	
	
	
	

	3. The institution encourages educators to share their ideas and experiences with their peers. 
	
	
	
	

	4. Teachers frequently collaborate on projects and initiatives within the institution. 
	
	
	
	

	5. The institution cultivates a welcoming environment in which all teachers feel valued. 
	
	
	
	

	6. I believe the institution encourages collaboration and camaraderie among educators. 
	
	
	
	

	7. There are opportunities for teachers to participate in professional communities and networks. 
	
	
	
	

	8. The institution recognizes and honors the accomplishments and contributions of educators. 
	
	
	
	

	9. I believe the institution fosters an atmosphere in which instructors can learn from one another. 
	
	
	
	

	10. Teachers are urged to engage in collaborative activities and professional development. 
	
	
	
	



F. Beyond Literacy and Numeracy
	As a teacher, I believe that …
	4
	3
	2
	1

	1. Beyond fundamental literacy and numeracy, the institution places a heavy emphasis on a comprehensive education. 
	
	
	
	

	2. I believe the institution places a premium on the growth of critical thinking and problem or resolve. 
	
	
	
	

	3. Teachers are urged to integrate practical applications into their lessons. 
	
	
	
	

	4. The curriculum is designed to foster creativity and innovation. 
	
	
	
	

	5. I believe that the institution provides students with opportunities to investigate diverse subject areas. 
	
	
	
	

	6. The incorporation of interdisciplinary approaches in the classroom is encouraged. 
	
	
	
	

	7. The institution facilitates the integration of technology and digital literacy into the curriculum by educators. 
	
	
	
	

	8. I believe the institution values experiential education and practical experience. 
	
	
	
	

	9. I believe the institution values experiential education and practical experience. 
	
	
	
	

	10. The institution stresses the significance of fostering perpetual learners. 
	
	
	
	



	G. Ensuring Teachers’ Social and Gender Sensitivity

	As a teacher, I believe that…
	4
	3
	2
	1

	1. The institution values fostering teachers' social and gender consciousness. 
	
	
	
	

	2. I believe the institution encourages teachers to construct diverse and inclusive classrooms. 
	
	
	
	

	3. Teachers receive instruction and materials on addressing social and gender norms. 
	
	
	
	

	4. The institution assists teachers in nurturing empathy and comprehension in their students. 
	
	
	
	

	5. I believe that the institution promotes respect for diverse backgrounds and perspectives. 
	
	
	
	

	6. Teachers are encouraged to address prejudices and stereotypes in their classrooms. 
	
	
	
	

	7. The institution stresses the significance of creating inclusive and secure learning environments. 
	
	
	
	

	8. Teachers have access to resources that promote social and gender awareness. 
	
	
	
	

	9. I believe the institution appreciates the role of educators in advancing social justice. 
	
	
	
	

	10. The institution solicits teachers' input on social and gender-related issues. 
	
	
	
	



	H. Ensuring Teacher Independence and Curriculum Flexibility

	As a teacher, I believe that…
	4
	3
	2
	1

	1. The institution affords teachers the flexibility to modify the curriculum to the requirements of the students. 
	
	
	
	

	2.  Teachers have a great deal of discretion in selecting instructional methods. 
	
	
	
	

	3. Teachers are encouraged to experiment with various instructional methods. 
	
	
	
	

	4. The institution assists teachers in adapting courses to the unique learning methods of individual students. 
	
	
	
	

	5.  Teachers should be entrusted with curriculum-related decisions. 
	
	
	
	

	6. Teachers are allowed to experiment with innovative and inventive instructional techniques. 
	
	
	
	

	7. The institution values teacher input in curriculum development. 
	
	
	
	

	8. Teachers have the authority to make curriculum modifications as necessary. 
	
	
	
	

	9. Teachers have access to a variety of flexible curriculum-enhancing resources. 
	
	
	
	

	10. In curriculum-related matters, the institution promotes a culture of trust and autonomy. 
	
	
	
	



I. Fostering a "Universe of Care" at All Levels of the System
	As a teacher, I believe that…
	4
	3
	2
	1

	1. The institution prioritizes the well-being and welfare of teachers. 
	
	
	
	

	2. I believe the institution values the physical and psychological well-being of teachers. 
	
	
	
	

	3. When confronting obstacles, teachers are encouraged to seek support and assistance. 
	
	
	
	

	4. The institution provides stress management and work-life balance resources. 
	
	
	
	

	5. Institution fosters a culture of compassion and empathy. 
	
	
	
	

	6. Teachers are cognizant of available wellness and support services. 
	
	
	
	

	7. The institution values frank dialogue and communication regarding teacher wellbeing. 
	
	
	
	

	8. Teachers are a part of an educational community that is compassionate and supportive. 
	
	
	
	

	9. Teachers have access to resources that promote a balance between work and personal life. 
	
	
	
	

	10. The institution actively addresses teacher tension and exhaustion issues. 
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Part III: Professional Development
Direction: For every given statement, indicate your level of agreement   regarding the importance of   professional development of teachers. Please refer to the 4-point Likert scale below.
4 – strongly agree
3 – agree
2 – disagree
1 – strongly disagree
A. Sustained Learning
	As a teacher, I feel that...
	4
	3
	2
	1

	1. I have been afforded valuable learning opportunities through my involvement in several professional development programs
	
	
	
	

	2. The program's material is pertinent to my present teaching requirements and methodology
	
	
	
	

	3. I can use novel ideas derived from professional development in my teaching setting. 
	
	
	
	

	4. The programs assist in maintaining up-to-date knowledge of contemporary teaching approaches
	
	
	
	

	5. I have seen enduring advantages resulting from participation in professional development programs
	
	
	
	

	6. The training sessions are strategically conducted at regular intervals to facilitate continuous development
	
	
	
	

	7. The initiatives promote the cultivation of lifelong learning habits in education
	
	
	
	

	8. Follow-up help is provided to me after the first training sessions
	
	
	
	

	9. Professional development programs include diverse learning forms, including workshops, seminars, and online courses
	
	
	
	

	10. The continuous learning opportunities have enhanced my pedagogical efficacy
	
	
	
	



B. Emotional Support
	As a teacher, I feel that…
	4
	3
	2
	1

	1. All the professional development programs have components that specifically target my emotional well-being
	
	
	
	

	2. I get emotional support from the facilitators used during professional development workshops
	
	
	
	

	3. The programs facilitate the management of stress associated with my teaching obligations
	
	
	
	

	4. Providing emotional support is a fundamental component of the professional development programs I participate in.
	
	
	
	

	5. The programs emphasize the cultivation of a constructive and encouraging educational atmosphere.
	
	
	
	

	6. I am at ease in openly expressing my feelings and concerns within professional development exercises.
	
	
	
	

	7. The materials at my disposal facilitate the harmonization of my personal and professional spheres.
	
	
	
	

	8. The courses include techniques to manage emotional difficulties often encountered in education.
	
	
	
	

	9. As part of the professional growth experience, emotional well-being is given leading importance.
	
	
	
	

	10. Participating in professional development programs has had a beneficial effect on my emotional resiliency as a teacher.
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