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ABSTRACT  

 This research investigated the relationship between teacher empowerment and 
organizational behavior in 30 private school teachers from thirteen schools in Brgy. 
Mamatid, Cabuyao, Laguna. A review of relevant literature provided the theoretical 
foundation for the study. Employing a descriptive design, questionnaires were used to 
collect data. The findings revealed that the teachers felt empowered, with positive views 
on their ability to manage personal and professional development. Additionally, they 
demonstrated high levels of organizational commitment, particularly moral commitment. 
They consistently exhibited all dimensions of organizational citizenship behavior, with 
kindness being the least frequent. Overall, the teachers displayed high levels of positive 
organizational behaviors within their schools. The statistical analysis using regression 
confirmed a significant influence of teacher empowerment on their organizational 
behavior. These findings hold implications for the management of teacher education 
institutions. The results of the regression analysis indicate significant relationships 
between predictor variables (teacher empowerment, organizational commitment, and 
professional commitment) and the criterion variable of teachers' organizational behaviors. 
Specifically, teacher empowerment demonstrates a Beta coefficient of 0.264, 
organizational commitment shows a coefficient of 0.078, and professional commitment 
exhibits the highest coefficient at 0.65. These coefficients are associated with p-values 
below the 0.05 alpha threshold, indicating statistical significance. Furthermore, the 
collective predictive power of these variables is underscored by an F value of 39.087 with 
a corresponding significant value of 0.000, well below the 0.05 alpha threshold. This 
finding suggests that the combined influence of the predictor variables explains a 
statistically significant proportion of the variance in teachers' organizational behaviors. In 
light of these results, it is evident that teacher empowerment significantly influences 
teachers' organizational behaviors. Therefore, the null hypothesis, which posits no 
significant influence of empowerment on organizational behaviors, is rejected based on 
the analysis outcomes and associated probabilities. 



851 
 

Ignatian International Journal for Multidisciplinary Research           Vol 2 No 4           April 2024          www.icceph.com 

Keywords:  Teacher Empowerment, Organizational Behavior, Private School Teachers, 
Organizational Commitment 

INTRODUCTION  

 Every organization needs Human Resource Management because employees are 
valuable assets. They bring with them their knowledge and experience, gained through 
their work and learning (Imam & Shafique, 2018). Human capital is the heart of any 
successful project. Companies increasingly value employees who go the extra mile, 
beyond just their job duties. By equipping them with the right resources, organizations 
empower their workforce to reach their peak potential. This focus on employee 
effectiveness and efficiency benefits everyone involved. People are the engines of 
innovation and creativity, driving success for both employers and them. 

 Teachers are key to a school's achievements, especially when it comes to 
providing a good education for their students, who are the school's main focus. In fact, 
teachers are often seen as nation builders because a country's success in any field relies 
on the knowledge and skills that teachers give to their students (Duncan & Sunkey, 2019). 
Schools can't function without teachers. Their knowledge, creativity, and ongoing learning 
are crucial to the system's success (Cheasakul & Varma, 2018). Because of this, 
empowering teachers is a smart move for any school. "Teacher empowerment" is a 
common term in education discussions, and research shows it can significantly boost 
teachers' "organizational citizenship behavior" (OCB) (Mesbahi, 2017). This basically 
means teachers going above and beyond their job descriptions to help the school 
improve. Since OCB helps schools thrive, it makes sense for any institution to empower 
its teachers and encourage them to freely contribute their time and energy. 

 Effective teachers go beyond simply completing tasks. They actively create a 
positive learning environment - meaningful, student-centered, creative, adaptable, and 
encouraging open communication. This extends to their role as role models, striving to 
make the school itself more effective and efficient. Their dedication goes above and 
beyond expectations, driven by a spirit of service to the organization. To further empower 
teachers, school leaders should foster a culture of decision-making, providing necessary 
resources and information for teachers to take ownership of their choices and implement 
them. However, some teachers may resist such changes. 

 Since empowered teachers tend to demonstrate positive behaviors within the 
school (Tindowen, 2019), this research investigates how teacher empowerment impacts 
the way teachers working in Brgy. Mamatid,Cabuyao Laguna, behave within their school 
organization. 

Research Questions 

 The general problem of the study was: How may empowering teachers influence 
organizational behaviors? 
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 Specifically, it sought answers to the following questions: 

1. How may the empowerment of the respondents be described in terms of: 
1.1 Trust; 
1.2 Professional Development; 
1.3 Status; and  
1.4 Cooperation? 

2. How may the organizational behaviors of the respondents be described in terms of: 
2.1 Organizational commitment; 
2.2 Professional commitment; and 
2.3. Organizational citizenship behaviors  

3. Does empowerment significantly influence teachers' organizational behaviors? 
4. What management implications maybe drawn from the findings of the study? 
 

METHODOLOGY 

Research Design 

 The quantitative research approach was employed in this study to analyze the 
influence of empowerment on teachers' organizational behaviors in thierteen private 
schools in Brgy, Mamatid Cabuyao Laguna . Bhandari (2020) defines quantitative 
research as collecting and analyzing numerical data in order to identify patterns and 
averages, create predictions, examine causal connections, and generalize conclusions 
to broader populations. 

 The researcher conducted a survey for this study using an adapted questionnaire 
was used as a measurement instrument. The respondents were required to respond to 
all items on the questionnaire, providing their perspectives on the influence of 
empowerment on the organizational behaviors of teachers.  

 A set of standardized questionnaires on the profile characteristics, empowerment, 
organizational commitment, professional commitment, and teachers' organizational 
behaviors was used as primary data-gathering tools. 

Research Locale 

The study will be conducted Brgy, Mamatid Cabuya Laguna consist of thirteen 
bdifferent private schools.  

Population and Sample 

 The research population for this study consisted of 30 private school teachers from 
Brgy, Mamatid, Cabuyao Laguna for the S.Y. 2022-2023, who answered the survey 
questionnaire selected through convenience sampling and fishbowl sampling. The 
respondents were selected to come up with sufficient data to serve as background 
information that might be the answer to the problem. Respondents were given survey 
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questionnaires from which they selected the best response evaluating the influence of 
empowerment on teachers' organizational behaviors. 

Research Instrument 

 This research relied heavily on the questionnaire as the significant instrument and 
primary source of gathering data. The study used a set of questionnaires that were 
answered by the respondents that revealed the influence of empowerment on teachers' 
organizational behaviors. The researcher asked permission from the authors to use the 
questionnaire with some revisions to fit the nature of the respondents. 

 In this study, four data collection instruments were utilized to gather relevant 
information. Section A employed the "Teacher Empowerment Scale," designed by Özkan 
Hıdıroğlu and Tanrıöğen (2022), to assess teacher empowerment. Section B incorporated 
the "Organizational Commitment Scale," Teachers' Professional Commitment Scale,"is 
adapted on the study of Ergen and Kanadili (2017), to gauge organizational commitment 
across 15 items structured into three dimensions.  

 Lastly, section D employed the "Organizational Citizenship Behaviors Scale," 
adapted to the of  Polat (2019) from the original work by Podsakoff et al. (1990), to 
measure organizational citizenship behavior.  

 Under each statement is a 5-point scale providing alternatives to identify the 
degree of agreement or disagreement each respondent will have on every statement. The 
respondents were asked to pick one of the choices strongly agree, agree, neutral, 
disagree, and strongly disagree.  

Validation of Questionnaire  

 To make sure that the questionnaire is valid and reliable, the draft of the 
questionnaire was submitted to the thesis adviser to address some comments and 
recommendation before it was pretested for certain validation among the respondents. 
The research acquired Cronbach-Alpha result of (0.9457) of the questionnaires 
administered for validation. It denotes that the questionnaire is valid and reliable. 

Data Gathering Procedure 

 The mode of data gathering was the questionnaire method. Each respondent was 
given a well-structured, well-instructed, and standardized set of questions to describe 
their profile characteristics quantitatively, empowerment, organizational commitment, 
professional commitment, and organizational behaviors. 

 The researcher collected the questionnaires from the respondents. The researcher 
checked if all the items are answered religiously for the conduct of the study. 
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Statistical Treatment of the Data 

 The data collected underwent tabulation and processing using the Statistical 
Packages for Social Sciences (SPSS). The findings were then presented utilizing 
appropriate tables and figures. Respondents' profile characteristics were obtained 
through a simple method where respondents indicated their personal information by 
marking, shading, or checking corresponding circles on a questionnaire. 

 Meanwhile, to analyze and assess the impact of empowerment on teachers' 
organizational behaviors, regression analysis was employed by the researcher. The study 
utilized weighted mean calculation, aggregating scores from the questionnaire checklist. 
The outcomes were subsequently shared with experts from Meycauayan College, as well 
as with the advisor and critics for evaluation and feedback. 

Scale Range Descriptive Evaluation Agreement Degree 

5 4.21-5.0 Strongly Agree Very High 

4 3.41-4.20 Agree High 

3 2.61-3.40 Neutral Neutral 

2 1.81-2.60 Disagree Low 

1 1.00-1.80 Strongly Disagree Very Low 

  

This illustrates the utilization of a descriptive scale to assess mean scores related 
to empowerment, organizational commitment, and teachers' organizational behaviors, as 
well as the impact of empowerment on teachers' organizational behaviors. The scale 
categorizes mean scores into distinct interpretations: a score ranging from 1.00 to 1.80 
signifies strong disagreement, a score between 1.81 and 2.60 denotes disagreement, a 
score from 2.61 to 3.40 indicates neutrality, a score between 3.41 and 4.20 represents 
agreement, and a score falling within the range of 4.21 to 5.0 is interpreted as strong 
agreement. 

RESULTS 

 When discussing empowerment and its conceptualization, it's important to 
recognize the scholarly literature on the subject. According to Kabeer (2019), 
empowerment involves "the expansion in people's ability to make strategic life choices in 
a context where this ability was previously denied to them" (p. 437). This definition 
underscores the significance of agency and the removal of structural barriers that limit 
individuals' capacity to control their lives and participate fully in society. In essence, 
empowerment encompasses both individual capabilities and broader societal 
transformations aimed at redistributing power and fostering inclusive development 
(Kabeer, 2019). 
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Table 2. Empowerment in Terms of Trust 

Indicators Mean Interpretation 

1. I feel that my administrators value me as a teacher. 4.73 Strongly Agree 

2. My administrators treat me empathically.  4.62 Strongly Agree 
3. Our administrators do not let our time go to waste      
     with unnecessary works. 4.63 Strongly Agree 
4. My administrators give me the opportunity to say my   
     thoughts. 4.65 Strongly Agree 

5. I think I have a profession with high social status. 4.60 Strongly Agree 
6. The teaching profession provides me with the social  
     status I desire in my environment.   4.65 Strongly Agree 
7. Teaching makes it possible for me to deal with many  
     cultural issues. 4.63 Strongly Agree 
8. The attitudes of people around me towards teachers   
     make me strong. 4.69 Strongly Agree 

9. The teaching profession gives me confidence. 4.79 Strongly Agree 

10. The teaching profession gives me dignity. 4.81 Strongly Agree 

11. Other teachers at our school appreciate my work. 4.65 Strongly Agree 
12. I have a chance to cooperate with other teachers at  
      my school. 4.78 Strongly Agree 

Average 4.69 Strongly Agree 

  

Table 2 presents teacher empowerment in terms of trust. As shown in the table, 
the overall mean was 4.69 with a verbal interpretation of strongly agree or very high. This 
implies that the respondents strongly agreed with the views cited along with teacher 
empowerment in terms of trust. 

 All of the respondents rated strongly agreed with all the indicators on the following 
statements: I feel that my administrators value me as a teacher with 4.73; My 
administrators treat me empathically with 4.62; Our administrators do not let our time go 
to waste with unnecessary work with 4.63; My administrators give me the opportunity to 
say my thoughts with 4.65; I think I have a profession with high social status with 4.60; 
The teaching profession provides me with the social status I desire in my environment 
with 4.65; Teaching makes it possible for me to deal with many cultural issues with 4.63; 
The attitudes of people around me towards teachers make me strong with 4.69; The 
teaching profession gives me confidence with 4.79; The teaching profession gives me 
dignity with 4.81; Other teachers at our school appreciate my work with 4.65; and lastly, I 
have a chance to cooperate with other teachers at my school with 4.78. 
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Table 3. Empowerment in Terms of Professional Development 

Indicators Mean Interpretation 

1. Participation in seminars/conferences of important   
    people in my profession is not prevented by the     
    school administration.    4.70 Strongly Agree 
2. It is not prevented by the school administration to            
    participate in any kind of training related to my  
    branch.   4.72  Strongly Agree 
3. Attending personel development courses (drama,  
    diction, personel development, effective   
    communication, etc.) is supported by the school   
    management. 4.69 Strongly Agree 
4. I have the chance to receive trainings about      
    immigrant or problem students by the school    
    administration. 3.96 Agree 
5. It is supported by the school administration to receive  
    training on educational technology.   4.31 Agree 
6. I have the chance to receive trainings on new  
    teaching methods and techniques by the school   
    administration.  4.76 Strongly Agree 
7. I have the chance to participate in in-service trainings  
    frequently and regularly by the school administration. 4.76 Strongly Agree 
8. It is supported by the school administration to    
    participate in scientific training in my environment. 4.21 Agree 
9. It is supported by the school administration to receive   
    trainings on classroom management.  4.79 Strongly Agree 
10. I have chance to participate in training (legislative   
      training) where my Powers and rights are taught. 4.14 Agree 
11. The school administration provides me with an   
      environment to attend the courses and trainings I   
      need. 4.27 Agree 

Average 4.46 Agree 

  

Table 3 presents the empowerment of teachers in terms of professional 
development. As shown in the table, the overall mean was 4.46 with a verbal 
interpretation of agree. This implies that the respondents had a high level of 
empowerment in terms of professional development. 

 Most of the respondents rated strongly agreed with most of the indicators with the 
following statements: Participation in seminars/conferences of important people in my 
profession is not prevented by the school administration with 4.70; It is not prevented by 
the school administration to participate in any kind of training related to my branch with 
4.72; Attending personel development courses (drama, diction, personel development, 
effective communication, etc.) is supported by the school management with 4.69; I have 
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the chance to receive trainings on new teaching methods and techniques by the school 
administration with 4.76; I have the chance to participate in in-service trainings frequently 
and regularly by the school administration with 4.76; and lastly, It is supported by the 
school administration to receive trainings on classroom management with 4.79.  

 On the other hand, 4. I have the chance to receive trainings about immigrant or 
problem students by the school administration with 3.96; It is supported by the school 
administration to receive training on educational technology with 4.31; 8. It is supported 
by the school administration to participate in scientific training in my environment with 
4.21; I have chance to participate in training (legislative training) where my Powers and 
rights are taught with 4.14; and The school administration provides me with an 
environment to attend the courses and trainings I need with 4.27 which all indicated agree 
as a verbal description. 

Table 4. Empowerment in Terms of Status  

Indicators Mean Interpretation 

1. My administrators have an understanding towards   
      me. 4.71 Strongly Agree 

2. My administrators are supportive of my profession. 4.70 Strongly Agree 

3. My administrators behave fairly within the school.  4.72 Strongly Agree 

4. I have a healthy dialogue with my administrators. 4.71 Strongly Agree 
5. My administrators contact me individually when  
      there is a problem. 4.71 Strongly Agree 

6. My administrators respect me. 4.75 Strongly Agree 
7. My administrators apply school rules in the same way  
      to everyone. 4.72 Strongly Agree 

8. I feel free while carrying out my duties. 4.73 Strongly Agree 

Average 4.72 Strongly Agree 

  

Table 4 shows that teachers perceive their level of empowerment in terms of their 
status as very high or strongly agree with 4.72. All of the respondents rated strongly 
agreed with all the indicators on the following statements: My administrators have an 
understanding towards me; My administrators are supportive of my profession; My 
administrators behave fairly within the school; I have a healthy dialogue with my 
administrators; My administrators contact me individually when there is a problem; My 
administrators respect me; My administrators apply school rules in the same way to 
everyone; and I feel free while carrying out my duties with 4.71, 4.70, 4.72, 4.71, 4.71, 
4.75, 4.72, and 4.73 of mean scores, respectively. 
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Table 5. Empowerment in Terms of Cooperation 

Indicators Mean Interpretation 

1. People around me respect the teaching profession. 4.76 Strongly Agree 

2. Teachers are well accepted by people in this area. 4.76 Strongly Agree 
3. The teachers in our school cooperate with each other in  
      line with their Professional goals. 4.77 Strongly Agree 

4. Our school has a teaching staff to work with pleasure. 4.73 Strongly Agree 
5. The cooperation of the teachers in our school makes   
       me feel safe. 4.74 Strongly Agree 
6. I think that the teacher I work with has Professional   
      ethics. 4.74 Strongly Agree 

Average 4.75 Strongly Agree 

  

The data presented in Table 5 reveals the level of empowerment of the teachers 
in terms of cooperation. As shown in the table, the overall mean was 4.75, indicating 
strongly agree or very high. All of the respondents rated strongly agreed with all the 
indicators on the following statements: People around me respect the teaching profession 
with 4.76; Teachers are well accepted by people in this area with 4.76; The teachers in 
our school cooperate with each other in line with their Professional goals with 4.77; Our 
school has a teaching staff to work with pleasure with 4.73; The cooperation of the 
teachers in our school makes me feel safe with 4.74; and I think that the teacher I work 
with has Professional ethics with 4.74. 

 Based on the results, it can be said that teachers gain confidence and strength as 
a result of helping their coworkers with their job-related issues and being really polite to 
them. In addition, it can be said that strong teachers help the organization's social 
standing, go above and beyond the call of duty, work and cooperate professionally, adjust 
to new developments more quickly, and collaborate and assist the organization. 

Table 6. Organizational Commitment in Terms of Moral 

Indicators Mean Interpretation 

1. I feel devoted to my school. 4.69 Strongly Agree 

2. I feel that I have to support my school. 4.73 Strongly Agree 
3. I see myself as an employee of the school even when   
    I'm out of school. 4.44 Agree 
4. I feel that it is my responsibility to help my school   
    succeed. 4.66 Strongly Agree 
5. I get upset when people say bad things about my      
      school. 4.51 Strongly Agree 

Average 4.61 Strongly Agree 
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 In terms of moral in organizational commitment, it may be perused in Table 6 that 
teachers have a very high organizational commitment in terms of moral, indicating 
strongly agree with a mean of 4.61. 

 Most of the respondents rated strongly agreed with all the indicators on the 
following statements; I feel devoted to my school; I feel that I have to support my school; 
I feel that it is my responsibility to help my school succeed; and I get upset when people 
say bad things about my school with 4.69, 4.73, 4.66, and 4.51 of mean scores, 
respectively. On the other hand, I see myself as an employee of the school even when 
I'm out of school and got a mean score of 4.44, indicating a verbal description of agree. 

 The results of this study showed that teachers had the most moral commitment. 
For the school organization, this is a beneficial condition. Because high moral 
commitment demonstrates that employees internalize their feeling of duty from school 
and hence embrace their institutions, as well as generate a sense of belongingness to 
their institutions.  

Table 7. Organizational Commitment in Terms of Alienative 

Indicators  Mean Interpretation 

1. I sometimes want to leave my school and never   
   want to come back again.      2.25 Disagree 
2. I often feel and find myself taking revenge on my    
   school.      1.56 Disagree 

3. I feel angry when I think of my school.      1.88 Disagree 

4. I feel trapped.      2.15 Disagree 
14. No matter what I do at my school, the school 
    remains unchanged.      2.82 Neutral 

Average     2.13 Disagree 

  

Meanwhile, in Table 7, teachers overall disagree with the statements about 
organizational commitment in terms of alienative, indicating a mean of 2.13. 

 Most of the respondents rated disagreed with all the indicators on the following 
statements: I sometimes want to leave my school and never want to come back again 
with 2.25; I often feel and find myself taking revenge on my school with 1.56; I feel angry 
when I think of my school with 1.88; and I feel trapped with 2.15. On the contrary, No 
matter what I do at my school, the school remains unchanged and got a verbal description 
of neutral with 2.82 mean score.  
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Table 8. Organizational Commitment in Terms of Calculative 

Indicators Mean Interpretation 

1. I try my best if my contributions to the school are seen and 
appreciated. 2.93 Neutral 
4. I feel more comfortable with my work that I integrate      
    too much when I see the rewards of my work. 4.16 Agree 
7. The thought of getting more individual rewards from  
    my school even motivates me. 3.54 Agree 
10 I make an effort to the extent that I get rewarded in   
     my school. 3.33 Neutral 

13. I support my school as much as it supports me. 4.61 Strongly Agree 

Average 3.72 Agree 

  

Table 8 presents the organizational commitment in terms of calculative. As shown 
in the table, the overall mean was 3.72, indicating agree or high. 

The results reveal that teachers have a moderate level of calculative commitment. 
The reasons for their calculative commitment to their school may be that they feel more 
comfortable with their work, and the support they are getting from the institutions.  

Table 9. Professional Commitment in Terms of Professional Pleasure 

Indicators Mean Interpretation 

1. I enjoy doing my job. 3.85 Agree 

2. If I had the opportunity, I would change my job. 2.98 Agree 

3. I enjoy raising children. 3.78 Agree 

4. I enjoy talking about my job. 3.67 Agree 

5. I like taking care of children. 3.79 Agree 

6. I love my job. 4.31 Agree 

Average 3.73 Agree 

  

The teachers agreed with their professional commitment in terms of professional 
pleasure as shown by the mean scores of 3.73. All of the respondents rated agreed with 
all the indicators on the following statements in professional pleasure: I enjoy doing my 
job; If I had the opportunity, I would change my job; I enjoy raising children; I enjoy talking 
about my job; I like taking care of children; and I love my job with 3.85, 2.98, 3.78, 3.67, 
3.79, and 4.31of mean scores, respectively. 
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Table 10. Professional Commitment in Terms of Social Gain 

Indicators Mean Interpretation 

7. I feel safe in my job. 4.18 Agree 

8. I feel my professional personal rights to be sufficient. 3.71 Agree 

9. I think that my job gives me respect in society. 4.76 Strongly Agree 

10. I have a job with comfortable working conditions. 3.69 Agree 

11. I have enough rest in my job. 2.26 Disagree 

Average 3.72 Agree 

  

The teachers agreed with their professional commitment in terms of social gain, 
and professional career as shown by the mean score of 3.72. All of the respondents rated 
agreed with all the indicators of social gain: I feel safe in my job; I feel my professional 
personal rights to be sufficient; I think that my job gives me respect in society; I have a 
job with comfortable working conditions; and I have enough rest in my job with 4.18, 3.71, 
4.76, 3.69, and 2.26 of mean scores, respectively.  

 The data show that teachers perceived their social gain levels to be high, signifying 
that their social status and working conditions were excellent. In addition, it was 
determined that instructors had a high perception of their professional commitment. 
Based on the scale's items, it can be concluded that teachers adore and accept their 
profession, follow professional developments, contribute to the development of their 
profession, and are proud to be in the profession. On the basis of the scale's items, it can 
be concluded that teachers like and embrace their profession, follow professional 
developments, and contribute to the development of their profession. 

Table 11. Professional Commitment in Terms of Professional Career 

Indicators Mean Interpretation 

1. I spent most of my time working at my job. 4.47 Agree 

2. I believe that I should focus on my job. 4.43 Agree 

3. I have career plans related to my job. 3.70 Agree 

Average 4.20 Agree 

 The teachers all agreed with their professional commitment in terms of 
professional career as shown by the mean scores of 4.20. All of the respondents rated 
agreed on all the indicators in professional career: I spent most of my time working at my 
job with 4.47; I believe that I should focus on my job with 4.43, and I have career plans 
related to my job with 3.70. 
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Table 12. Organizational Behaviors in Terms of Cooperation 

Indicators Mean Interpretation 

1. I do not tend to make “Mountains out of molehills. 3.81 Agree 
2. I do not consume a lot of time complaining about trivial    
    matters. 3.50 Agree 

3. I never find fault with what the organization is doing. 4.24 Agree 
4. I always focus on the positive side rather than the   
    negative side.  4.68 Agree 
5. I am not the classic “squeaky wheel” that always needs   
    greasing. 3.98 Agree 
6. I am always ready to lend a helping hand to those around  
    me. 4.28 Agree 

7. I help orient new people even though it is not required. 3.59 Agree 

8. I help others who have heavy workloads. 3.64 Agree 

Average 3.96 Agree 

  

The teachers agreed with their organizational behaviors in terms of cooperation as 
shown by the mean scores of 3.96. All of the respondents rated agreed on all the 
indicators in cooperation: I do not tend to make “Mountains out of molehills with 3.81; I do 
not consume a lot of time complaining about trivial matters with 3.50; I never find fault 
with what the organization is doing with 4.24; I always focus on the positive side rather 
than the negative side with 4.68; I am not the classic “squeaky wheel” that always needs 
greasing with 3.98; I am always ready to lend a helping hand to those around me with 
4.28; I help orient new people even though it is not required with 3.59; and I help others 
who have heavy workloads with 3.64.  

 Teachers demonstrate a strong inclination towards cooperation, emphasizing the 
positive aspects over the negative ones, reflecting an optimistic outlook. This positive 
perception of cooperation suggests that teachers are motivated and driven to fulfill their 
responsibilities with diligence and excellence. Their optimistic attitude towards 
collaboration indicates a proactive approach in fostering supportive and constructive 
relationships within their professional environment. By prioritizing positivity in 
cooperation, teachers contribute positively to the overall atmosphere and effectiveness 
of educational settings. This inclination towards emphasizing positivity underscores their 
commitment to maintaining a conducive and encouraging atmosphere for teaching and 
learning. 

Table 13. Organizational Behaviors in Terms of Kindness 

Indicators Mean Interpretation 

9. I help others who have been absent. 4.08 Agree 
10. I am willing to help others who have work-related  
     Problems 4.19 Agree 
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11. I am one of the most conscientious employees. 3.53 Agree 
12. I believe in giving an honest day’s work for an honest        
      day’s pay. 4.19 Agree 

Average 4.00 Agree 

  

The teachers agreed with their organizational behaviors in terms of kindness as 
shown by the mean scores of 4.00. All of the respondents rated agreed on all the 
indicators in kindness: I help others who have been absent with 4.08; I am willing to help 
others who have work-related problems  with 4.19; I am one of the most conscientious 
employees with 3.53; and I believe in giving an honest day’s work for an honest day’s pay 
with 4.19. 

 Teachers have high perceptions of kindness which includes helping other 
employees with school-related tasks and problems. In other words, teachers view 
themselves as helpful, accountable, and productive in school-related work. In addition, 
teachers believe that students demonstrate exemplary organizational citizenship. In other 
words, teachers believe that their duties and behaviors align with the school's objectives 
and requirements. 

Table 14. Organizational Behaviors in Terms of Conscientiousness  

Indicators Mean Interpretation 

13. I obey company rules and regulations even when no one     
      is watching. 4.26 Agree 

14. I do not take extra breaks. 3.43 Neutral 

15. My attendance at work is above the norm. 3.61 Agree 

16. I do not abuse the rights of others. 4.74 Strongly Agree 

Average 4.01 Agree 

  

The teachers agreed with their organizational behaviors in terms of 
conscientiousness as shown by the mean scores of 4.00. All of the respondents rated 
agreed on all the indicators in conscientiousness: I obey company rules and regulations 
even when no one is watching with 4.26; I do not take extra breaks with 3.43; My 
attendance at work is above the norm with 3.61; and I do not abuse the rights of others 
with 4.74. Teachers have a very high perception of conscientiousness, which indicates 
that they are willing to go above and beyond what is expected of them. 

Table 15. Organizational Behaviors in Terms of Civil Virtue 

Indicators Mean Interpretation 

17. I consider the impact of my actions on coworkers. 4.67 Strongly Agree 

18. I try to avoid creating problems for co-workers. 4.74 Strongly Agree 

19. I take steps to try to prevent problems with other   4.64 Strongly Agree 
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      workers. 

20. I am mindful of how my behavior affects other    
      people’s jobs. 4.67 Strongly Agree 

Average 4.68 Strongly Agree 

  

The teachers strongly agreed with their organizational behaviors in terms of civil 
virtue as shown by the mean scores of 4. 68. All of the respondents rated strongly agreed 
on all the indicators in civil virtue: I consider the impact of my actions on coworkers with 
4.67; I try to avoid creating problems for co-workers with 4.74; I take steps to try to prevent 
problems with other workers with 4.64; and I am mindful of how my behavior affects other 
people’s jobs with 4.67. 

 Teachers have high perceptions of civil virtue, which includes gathering 
information about what is occurring in their schools and partaking in the political life of 
their schools as responsible, and constructive individual. 

Table 16. Regression Analysis of Empowerment on Organizational Behaviors 

Variables 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

B Std. Error Beta t Sig. 

(Constant) 0.943 0.36  2.62 0.01 

Teacher empowerment 0.234 0.061 0.264 3.86 0.000 

Organizational commitment 0.076 0.076 0.078 1.005 0.317 

Professional commitment 0.457 0.054 0.65 8.41 0.000 

r-square = .521 

f-value = 39.087 

p-value = .000 

alpha = .05 

  

Regression analysis was conducted to examine the independent constructs as the 
influence of empowerment with the dependent variable: teachers' organizational 
behaviors. 

 Results of the regression analysis in Table 16 reveal that teacher empowerment, 
organizational commitment, and professional commitment have Beta coefficients of 
0.264, 0.078, and 0.65 respectively with a p-value, which does not exceed the 0.05 alpha. 
Data denotes an F value of 39.087 with a significant value of 0.000 is lower than the alpha 
0.05, which means that the predictor variable collectively accounts for a statistically 
significant proportion of the variance in the criterion variable of teachers' organizational 
behaviors. 
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 Since the associated probability does not exceed .05 alpha, it is, therefore, safe to 
conclude that empowerment has a significant influence on teachers' organizational 
behaviors. Hence, the decision is to reject the null hypothesis, which states that 
empowerment has no significant influence on teachers' organizational behaviors.  

DISCUSSION 

 This section summarizes and illustrates the results that the researchers have 
gathered from the study. 

1. Empowerment 

 The results show that teachers have a very high level of trust in their schools which 
according to Hidiruglo (2017), it signifies that employees who perceive themselves as 
having high levels of empowerment are more motivated to work toward corporate goals 
and believe that doing so will help them meet their own needs. 

 In this outcome, it is evident that teachers perceive their institutions as supportive 
of their professional development. This finding aligns with Kiral (2020) research, which 
indicates that empowering teachers involves granting them greater autonomy, involving 
them in decision-making processes, fostering a sense of community within classrooms, 
encouraging ongoing professional and personal growth, and integrating teachers' unique 
circumstances. 

 The research suggests that when an employee feels appreciated and experiences 
a sense of achievement, there is a higher likelihood of enhancing their creativity and 
critical thinking abilities (Agyemang & Ofei, 2018). Empowering workers by granting them 
greater autonomy in their roles allows them to respond quickly to changes and devise 
solutions to meet customer needs (Appelbaum et al., 2018). 

2. Organizational Behavior 

 According to Ergün (2017), teachers exhibit moderate levels of moral commitment, 
whereas their calculative and alienative commitments are below the moderate threshold. 
Similarly, Ziblim and Ertürk, (2022) categorized teachers' commitment into three levels: 
high for moral commitment, and lower levels for calculative and alienative commitments. 

 The results of this study revealed that teachers' organizational commitment in 
terms of alienative commitment was the lowest average and least preferred type of 
commitment in organizations. This was due to compulsory commitment, where a person 
does not feel any commitment to the organization and is forced to remain in the 
organization. In this sense, it might be said that teachers support their institutions out of 
a sense of duty rather than obligation. A study by Yavuzkiç (2022) found that teachers 
had extremely high levels of moral and calculative commitment while having extremely 
low levels of alienative commitment.  
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 The findings suggest that teachers expressed satisfaction and value for their jobs. 
Job satisfaction refers to the state of being content with one's work and desired outcomes 
(Hoy & Tarter, 2011, as cited in Hidoruglo, 2017). Consistent with this data, teachers 
indicated a considerable degree of professional contentment or satisfaction with their 
profession. 

 The findings of this study align with Tindowen (2019), which similarly concluded 
that teachers exhibit high levels of empowerment. This consistency underscores a 
broader pattern of teacher empowerment across various contexts, suggesting a robust 
trend in the profession. High levels of empowerment among teachers reflect positive 
organizational dynamics, with teachers feeling valued, efficacious, and influential within 
their educational environments. Such findings not only validate the importance of 
empowerment in enhancing teachers' professional experiences but also highlight its role 
in fostering a conducive and supportive work environment. This agreement between 
studies strengthens the understanding of empowerment's impact on teachers' attitudes, 
behaviors, and overall job satisfaction, emphasizing its significance in educational 
settings. 

 This indicates that teachers allocated time and attention to their roles and 
responsibilities. Research has shown that levels of professional commitment among 
teachers can vary. For instance, Ergen (2017) and Tindowen (2019) observed high levels 
of professional commitment, Alkhadher and Menge (2020) reported lower levels. The 
dedication of teachers to their profession is considered a critical factor in the success of 
education and schools. Decreased professional commitment can also impact school 
effectiveness by reducing teachers' professional performance or, in severe cases, leading 
to attrition from their positions (Chaurasia et al., 2020). 

The findings mirrored those of previous research indicating that teachers' 
organizational behaviors tend to be notably strong (Çevik & Can, 2020). Given the 
significance of organizational citizenship behavior, existing literature underscores its 
promotion within organizations due to its positive impact on profitability and overall 
organizational performance (Nawaser et al., 2018). Furthermore, it is noteworthy that 
involving employees in routine decision-making processes correlates positively with their 
motivation to engage in citizenship behaviors and enhances overall performance 
(Khoshnammoghadam, 2017). In summary, the results underscore positive 
organizational behaviors exhibited by the respondents. 

3. Regression Analysis of Empowerment on Organizational Behaviors 

 Positive organizational behaviors are influenced by teacher empowerment. This 
circumstance runs concurrently with previous investigations in the literature. (Tindowen, 
2019). The results also indicate that the empowerment of the faculty members affected 
their organizational citizenship behavior, which is consistent with Tindowen's (2019) 
findings that empowerment affects organizational citizenship behavior.  
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 Furthermore, it suggests that teachers will display organizational behaviors to a 
greater extent the more empowered they are which is similar to the findings of Posadas 
et al. (2021).  

 Also, according to LiMon (2022) organizational behaviors and teachers' 
organizational commitment have a favorable and significant relationship. Teacher 
education institutions should support efforts to further enhance the empowerment of their 
faculty members, as this will correlate to their display of organizational behavior for the 
benefit of students and the college/university. They should treat their teachers and 
personnel with transparency and care (Garcia & Subia, 2019). 

 Lastly, according to Hıdıroğlu & Tanrıöğen (2022), organizational commitment, 
professional commitment, and organizational citizenship are related. He determined that 
professional commitment and organizational commitment revealed the relative 
importance of the predictive variables associated with organizational behaviors. 
According to the research, schools should take steps to increase teachers' professional 
and organizational commitments, as well as their moral commitment, which is one of the 
organizational commitment categories. 

4. Implications Drawn from the Findings of the Study 

1. The research suggests that teachers who experience empowerment demonstrate 
positive organizational behaviors within schools. This empowerment stems from 
feelings of respect, access to professional development opportunities, effectiveness 
in the classroom, and the ability to influence students and school dynamics. However, 
they often lack sufficient involvement in institutional decision-making processes. 
Teachers exhibit positive organizational behaviors such as strong organizational 
attachment, high work engagement, and positive relationships with administrators. 

2. School administrators play a critical role in empowering teachers by effectively utilizing 
their authority and resources. When teachers feel empowered, they are more inclined 
to engage in extra-role behaviors. Therefore, administrators should enhance their 
management and leadership skills to foster empowerment. Schools can benefit from 
implementing a range of empowerment practices to enhance teachers' professional 
and moral commitment, such as conducting needs assessments, implementing 
various initiatives, and offering training. 

3. Studies consistently demonstrate that empowerment impacts organizational 
behaviors. Consequently, school leaders focused on cultivating teachers' 
organizational behaviors should prioritize empowerment through diverse strategies, 
policies, and approaches. Empowerment initiatives should aim to enhance teachers' 
relationships, communication, problem-solving abilities, attitudes, and professional 
values. 
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Conclusions 

In light of the findings of the study, the following conclusions were drawn: 
 
1. The teachers demonstrated empowerment through their positive perceptions of 

personal and professional development, indicating a belief in their capacity to manage 
challenges independently. 

2. Teachers exhibited exceptionally high organizational commitment, particularly in 
terms of moral commitment, reflecting a strong sense of dedication to their profession. 
Their positive views towards professional commitment suggest a high level of 
satisfaction in their work. Additionally, teachers consistently displayed various 
dimensions of organizational citizenship behavior, with acts of kindness being less 
frequent compared to other behaviors. Overall, teachers exhibited strong 
organizational behaviors beyond their formal role requirements within school settings. 

3. Empowerment significantly influenced teachers' organizational citizenship behavior, 
highlighting the impact of feeling empowered on their discretionary actions within the 
organizational context. 

4. School administrators play a crucial role in empowering teachers, emphasizing the 
importance of their involvement in fostering a supportive environment for teacher 
empowerment. 

 

Recommendations 

Based on the study's findings and conclusions, the following recommendations are 
proposed: 

1. To enhance teachers' perceptions of empowerment, particularly in the aspect of self-
determination, it is suggested to involve them in decision-making processes related to 
their work and allow them greater autonomy in performing their duties. Additionally, a 
qualitative investigation could be conducted to explore how empowerment influences 
teachers' organizational behavior. 

2. To promote increased organizational citizenship behaviors among teachers, 
policymakers and school administrators should prioritize initiatives that empower 
teachers, with a specific focus on granting autonomy. It is recommended that all 
education administrators create an environment that supports teachers in making 
independent decisions regarding matters that affect them. 

3. An extension of this study could involve further exploration of significant teacher and 
school-related factors predicted by dimensions of teacher empowerment. This 
expanded research could encompass areas such as teachers' job satisfaction, faculty 
efficiency, work values, leadership, spirituality, religiosity, and other critical factors. 
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