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Abstract

The researcher determined the perceived level of organizational commitment and motivation in promoting
change in teaching practices among elementary teachers. Descriptive - correlational research design was utilized. The
respondents of this study were one hundred fifty three (153) elementary teachers in fifteen (15) schools of Tiaong
District, Division of Quezon. Survey questionnaires through Google forms were used. The researcher used statistics
such as mean and Pearson product moment correlation. The significance was tested at the 0.01 probability level.
Overall, based on the data gathered, the extent of manifestation as perceived by the respondents in organizational
commitment obtained a mean of 4.35 and SD of 0.58 with a verbal interpretation of highly manifested, and the extent of
manifestation in organizational motivation got a mean of 4.37 and SD of 0.67 with highly manifestation as
interpretation. Meanwhile, the respondents’ perceived level of the related factors of teachers' change in teaching
practices- teaching skills, knowledge, and concept is indicated by an overall mean of 4.37 as "highly manifested."
Specifically, as to developing pupils learning (4.41-highly manifested), facilitating learning (4.38-highly manifested),
and fostering a positive attitude toward learning (4.38-highly manifested). The findings gathered in the study led to the
formulation of a conclusion that organizational commitment in terms of affective, continuance, and normative
commitment and organizational motivation in terms of intrinsic and extrinsic motivation are significantly related to
teaching practices in terms of knowledge skills and concept, facilitating learning, developing students learning and
fostering a positive attitude. Therefore, the hypothesis is not sustained.
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1. Introduction

Getahun, Tefera and Burichew (2016) believe that teachers are the "essential element in the

educational system, with a variety of vital functions,”" according to the National Education Association.
Teachers' commitment, which is determined by job satisfaction and influenced by organizational commitment
and motivation, impacts school performance. They also claim that teacher job satisfaction is a multifaceted
construct critical for teacher retention and a strong predictor of teacher effectiveness.
Due to the pandemic, the Philippine educational setup has suddenly shifted to remote learning modalities either
through modular or online distance learning under the provision of the Department of Education (DepEd)
Order No. 12, s. 2020 “Adoption of the Basic Education Learning Continuity Plan for School Year 2020-2021
in Light of the COVID-19 Public Health Emergency.”

Teachers have been more involved in activities that help to their personal and professional growth,
such as attending webinars, training, workshops, and participating in community activities, even while the
country faces pandemic issues in order for them to continuously be updated on how they can cater to the needs
of the learners which also keep on changing over the years. However, it is also true that not all teachers or
educators see these sets of training and professional advancements from the same perspectives.

IJRP 2022, 106(1), 209-218; doi: 10.47119/10.47119/IJRP1001061820223741 WWW.ijrp

ne)

209

.org



%, 1JRP.ORG

ernational Journal of Res: c
ISSN: 2708-3578 (Online)

GERALDINE J. LAYLO / International Journal of Research Publications (IJRP.ORG)

Teachers, on the other hand, are challenged to adapt to these changes in the teaching-learning setup.210
More so, their commitment and motivation to follow through with the changes in their organizations have been
tested. They are encouraged to embrace new teaching practices to fit the new learning modalities and to sustain
their commitment to their respective schools. They continue to engage themselves in different sets of training
and professional developments to adhere to the demands of the newly implemented learning modalities.

Anchored by the aforementioned ideas, it can be stated that in teaching, teacher qualifications are
important, but professional education or training is even more so, because a trained teacher can teach more
effectively than an untrained teacher. In general, a trained teacher is regarded to know how to teach efficiently
and is more open in promoting change in teaching practices when necessary. These garnered the researcher’s
interest in pursuing the study.

Through the researcher’s future findings, she hopes to highlight the purpose of teachers’
organizational commitment and motivation in promoting change in teaching practices among elementary
teachers because she believes that by being more fact givers and sources, recognizing and appreciating
individual value, and completing professional commitments, committed instructors to demonstrate a dedication
to being outstanding teachers. As a result, committed teachers must be prepared, maintain their commitment,
and improve their outcomes. Also this study aims to provide teachers with innovative and timely support for
teaching strategies that support the learning process. It also guides teachers in the development of techniques,
thus providing a foresight of events in the teaching and learning process on how else to explore teaching and
expand student learning, thus advancing professionalism.

2. Literature Review

2.1 Organizational Commitment

Organizational commitment is defined as a strong belief in the aims and values of an organization
(Meyer & Allen, 1991). According to Doan et al. (2020), organizational commitment is the power of identity
between individuals and organizations.

Akoto and Allida (2018) state that highly committed teachers are willing to give extra effort to
achieve the school vision and goals. Teachers' commitment is a significant factor in determining the success of
education reform and school effectiveness. Furthermore, organizational commitment is essential, particularly in
today's world, when most teachers are looking for "greener pastures.” As a result, organizational commitment
refers to an employee's dedication to their employer (Donald, Lucia & Victor, 2016). According to the authors,
employees who have a higher level of organizational commitment are more productive, compatible, and loyal
to their jobs, have more responsibility, and are more satisfied.

Affective Commitment: Affective Commitment can be defined as employees' feelings of affection for
their company or organization. Employees are identified and associated with their organizations as part of
affective commitment. Affective commitment, also known as attitudinal commitment, is directly linked to
affective reactions to their environment, particularly when adopting a job, which entails forming more robust
bonds with the position, colleagues, work environment, and profession (Balay, 2000). Employees that have a
high affective commitment to their organizations stay with them because they want it for themselves rather
than because they need it.

Continuance Commitment: The primary reason employees feel committed to their organizations and
continue working for them is that they need to stay at their organizations.

Normative Commitment: Employees' responsibility feelings about staying with the company are

reflected in normative (rule-based) commitment. This sense of commitment encourages them to engage in
specific behaviors because they believe their acts are ethical and decent.
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2.2 Organizational Motivation 211

Deci (2018) defines Intrinsic Motivation as referring to doing something because it is inherently
interesting or enjoyable.

Teachers are vital actors in shaping the learning environment, and one of their primary
responsibilities is to motivate students to learn. Teachers' motivational strategies vary from person to person,
as do their strategies for motivating students to learn (Hornstra, et al., 2015).

Robbins (2014). Motivation is defined motivational the willingness of individuals to put in a
significant amount of effort to achieve organizational goals. Motivation is a crucial aspect of inspiring
employees to work in the workplace.

Teachers' motivation is one of the most significant parts of teaching-learning and successful
professional growth, according to Ryan /& Deci (2002) 's Self Determination Theory (SDT). Depending on
the reasons for their involvement in a certain task, it might be intrinsically or extrinsically motivated. Intrinsic
motivation is defined as engaging in a task for the intrinsic happiness and pleasure obtained from it, without
the use of extrinsic rewards or pressures to mediate the impact. Extrinsic motivation, on the other hand, is
concerned with participating in a task for the sake of contingent outcomes rather than for the internal
enjoyment obtained from work itself.

2.3 Change in Teaching Practices

Desimone (2018), successful professional development can lead to teacher learning and changes in
attitudes and beliefs, leading to changes in teacher practices. Change in practice should, in theory, result in
higher student accomplishment.

One-time professional learning experiences, according to education researchers, have limited capacity
to bring about effective and sustainable changes in teachers' practice (Boyle et al., 2004; Fullan, 2020). Instead,
the context in which teachers practice, usually the classroom, has a significant impact on professional learning
(Timperley, 2018). Teachers need numerous opportunities to learn new things to make substantial changes in
their practice. Information and its implications for practice experiment with new ways and assess the impact of
these approaches.

2.4 Conceptual Framework

The figure below explains how the research flows. The independent variable box shows the Organizational
Commitment in terms of affective, continuance and normative commitment. Also, this includes the perception
of teachers in organizational motivation in terms of intrinsic and extrinsic motivation. In addition, dependent
variables encompass the change of teaching practices that covers teaching skills, knowledge and concept,
developing students learning, facilitating learning, and fostering positive attitude towards learning

Independent Variables Dependent Variable
Change in Teaching Practices
I. Organizational Commitment » teaching skills, knowledge and
» affective concept
» continuance » developing students learning
» normative » facilitating learning
» fostering positive attitude towards
Il. Organizational Motivation learning
» Intrinsic
»  extrinsic

Figure 1: Research Paradigm
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3. Hypotheses 212
The following hypotheses were posited in the study:

H1. Organizational Commitment is not significantly related to change in promoting teaching practices.
H2.0rganizational motivation is not significantly related to change in promoting teaching practices.

4. Methodology

This study employed a descriptive correlational method of research that aims to find out the
relationship between Organizational Commitment and the Motivation of Teachers in Promoting Change in
Teaching Practices. The study respondents were one hundred fifty-three (153) public elementary school
teachers of the Tiaong District. A random sampling technique was utilized to determine the number of
research participants. A researcher-made questionnaire was used to gather the information needed. The
questionnaire underwent thorough research through reading various references such as journals, books,
unpublished materials, and online resources. It was validated by a teacher 111, a Master Teacher, and an English
Teacher with characteristics similar to the study subjects but is not directly involved in the research. The
instrument was sent to the research adviser and panel of examiners for refining, and they evaluated the content
and sequential arrangement of the instrument. Through them, the content of the questionnaire was modified
and revised accordingly. Their comments and suggestions were highly considered for the final structuring of
the questionnaires. Then, distributing the questionnaires to the actual respondent follows immediately after the
approval of the panel of examiners. The questionnaires were personally distributed to and collected from each
school under study. After the retrieval of questionnaires, the data gathered was tabulated for statistical
treatment with the help of her statistician. The data collected was treated as confidential and only used for the
study. Several statistical tools were used to present, analyze, and interpret the data gathered. For the descriptive
questions, the mean and standard deviation were employed to evaluate the respondents' responses.
For the inferential part, Pearson-moment of Correlation Coefficient was employed to evaluate the respondents'
responses and to determine the relationship between variables.

5. Result
5.1 Testing of Hypotheses
Table 1 Correlation between Organizational Commitments to Change in Teaching Practices

Change in Teaching Practices

Organizational Commitment Teaching Developing  Facilitating Fostering
Skills, students of Positive
Knowledge learning Learning Attitude
and Concepts
Affective Commitment .659** .641** .623** .583**
Continuance Commitment J67** 132%* 667** .645**
Normative Commitment .669** .669** .636** .640**

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

Table 1 shows the correlation of organizational commitment in promoting change in teaching
practices. As seen in the table, affective commitment and normative commitment shows a high correlation
with all the indicators of change in teaching practices, while very high correlation in continuance commitment
in terms of teaching skills, knowledge, and concept (.767**) and high correlation in developing learning,
facilitating of learning and fostering a positive attitude. It displays a significant relationship at the 0.01 level
(2-tailed) among the variables.

In terms of affective, (r=.5.83 to .659, N= 153, p<.01), continuance (r=.645 to .767, N= 153, p<.01),
normative (r=.636 to .669, N= 153, p<.01thus, the null hypothesis is also rejected.
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It can be asserted that if teachers made changes to their instructional methods, such as creating 213
different assessment strategies to evaluate their students' progress, supporting students in cultivating a positive
attitude, expanding their knowledge and skills relevant to their core professional practice, and routinely
updating their knowledge to improve their practice, implement best practices, and meet new teaching
demands, their students would benefit. They can enhance their teaching methods and personalize learning by
embracing the context of advanced technologies, which increases their output and effectiveness as teachers.
Due to their affective commitment to their work, they are emotionally attached to the organization and the
desire to remain in the organization.

Furthermore, it indicates that the teachers’ continuance commitment got the highest correlation to
change in teaching practices. It denotes that teachers have made the decision to remain with an organization
due to the personal time, experiences, professionalism, and resources already committed to the organization.
Because of their experiences, relationships with their colleagues, and achievements within the organization,
the results showed that teachers had a deep love for their profession as teachers. By exchanging ideas,
viewpoints, and experiences at training sessions, conferences, and workshops, educators promote
collaboration and help to advance their professional development, boost their self-confidence and make
changes to their classroom instruction. It also implies that teachers’ respondents perceived a strong emotional
attachment and commitment to their work that drives them to do their job effectively and efficiently.

Additionally, based on the results, teacher’s respondents have a great sense of manifestation and
confidence in the new teaching techniques they have acquired, learned and applied from various trainings and
seminars like INSET, LAC Sessions, RACAS, PASATF, workshops on ICT literacy, Content Pedagogy
Finalization on Research-Based Assessment Tool, and others. These trainings and seminars also assist
teachers in staying up-to-date on various techniques and strategies that aid in the smooth facilitation of
students' learning. As a result, teachers are committed to and motivated to put in a lot of effort at the school
where they are employed.

Moreover, because teachers owe a great deal to their profession and consider staying in the
organization to be a commitment, the results show that teachers' commitment is rooted in their sense of moral
obligation to the organization. Teachers feel valued, wanted, and motivated in the workplace because of the
parents' continuous support in the achievements of the school and the students. Teachers from all over the
world, specifically teachers in the Tiaong District switch from one teaching strategy to another to help foster
an effective learning environment, enhance teaching-learning interactions, keep up with contemporary
educational technology, and be inspired to become better teachers in the modern world to impart knowledge
to our students.

It is noteworthy that the teachers' perceived commitment to their work has a relationship on the
teaching practices because when others see how committed they are, it inspires and motivates other
stakeholders, particularly colleagues and students, to do their jobs effectively and efficiently, which
contributes to the pupils' development and their ability to innovate and integrate new ideas into their own.
There is always something that a teacher can learn to improve their teaching practice. Being a teacher includes
continuous growth and a commitment to learning throughout one's career, and professional development is
ideal to meet these needs.

As supported by Klein, Meyer, and Becker (2012), organizational commitment is a social concept
that concerns employee involvement in their employing organization. Furthermore, Klein, Meyer, and Becker
(2012) state that organizational commitment also refers to employees' desire to remain with their employing
organization. It reveals that respondents had great affection for their teaching profession because of the
experiences and relationships with their colleagues and the achievements they had in the organization. When
teachers attend training, conferences, and workshops, they foster collaboration by exchanging ideas, opinions,
and experiences that will significantly aid in developing and improving their professional growth and
confidence. As a result, teachers have the commitment and desire to work hard in the school where they are
employed.

Table 2 Correlation between Organizational Motivations to Change in Teaching Practices
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Change in Teaching Practices

Organizational Motivation Teaching Developing  Facilitating Fostering
Skills, students of Positive

Knowledge learning Learning Attitude

and Concepts

Intrinsic Motivation .135%* .768** .705** .687**
Extrinsic Motivation 124** 678** 710** .660**

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

Table 17 reveals the correlation between organizational motivations to change in teaching practices.
As shown in the table, intrinsic motivation shows a high correlation in teaching skills, knowledge, and concept,
facilitating learning and fostering a positive attitude, while very high correlation in developing students
learning. On the other hand, extrinsic motivation correlated highly with all the indicators of change in teaching
practices. It reveals that the correlation displays a significant relationship among the variables at the 0.01 level
(2-tailed).

Moreover, teachers are intrinsically motivated to be creative and to complete tasks that go beyond
creativity and into actual implementation to make changes in the way they teach. Teachers take part in LAC
sessions and in-service training at the school, district, division, regional, and international levels as part of
teacher management. In order to continue providing high-quality teaching and learning in the classroom,
Tiaong District makes sure that teachers learn, acquire, apply, and implement the training knowledge. Teachers
in the District place a high value on camaraderie and friendly relationships with colleagues because they
nurture an enjoyable and harmonious work environment where work colleagues are supportive of, helpful to,
and inspirational of one another. All teachers are inspired and motivated to give their all in this positive
relationship, which helps them become competitive in a variety of fields and motivates them to work hard.

Additionally they extrinsically motivated teachers do their best to connect with students and observe
them through home visits, virtual face-to-face assessments, and remedial teaching. In regardless of pandemics,
learning can still take place with the help of parents and teachers. Both parents' engagement and effort are
necessary for children to learn, in addition to the effort and resourcefulness of teachers. Teachers make sure
that students learn and achieve academic success despite the fact that a pandemic is not a barrier to teaching
students. To impart knowledge to their students, teachers, who serve as the center of learning, must be
competent and knowledgeable. It notices that teachers work together with their colleagues, plan and try out
new strategies with encouragement, and evaluate and improve their own practices. In order to help them
recalibrate, teachers attend multiple training workshops and conferences.

The findings support Guskey's (2002) motivated teachers to make any systematic and organized

opportunity or activity to improve and change their teaching practice. It implies that teachers embrace changes
in teaching practices, quickly adapt to new challenges In the workplace, and develop a self-learning mind-set
that will serve them well into the future and helps facilitate pupils' learning smoothly. A teacher’'s motivation is
essential to students' learning and academic progress (Jang, 2013). Teachers must be intrinsically and
extrinsically motivated to improve their teaching skills and, as a result, increase students' academic
achievement (Reeve, 2009).
Similar to the study of teachers' work in Nigeria conducted for UNESCO by Helsinki University, motivation
affects the teacher's behavior; teachers with high motivation can create a better physical, social, and
psychological climate in the classroom. They can integrate professional knowledge, academic discipline
content knowledge, and practical pedagogical knowledge with personal and inter-personal knowledge.

The study's findings by (Vidislavsky & Shemesh, 2009), indicate a strong positive relationship
between these variables. It shows that motivation is an important factor in teachers' work; it is an essential
factor in class efficiency, academic achievement improvement, and their willingness to participate and
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contribute to the advancement of the educational process. It also revealed that teachers are aware of the215
significance of motivation in various aspects, including their willingness to diversify their teaching methods.
These findings support Vidislavsky and Shemesh's (2009) observation that teachers with high motivation can
integrate and apply various types of knowledge and impart learning content in multiple modes. Teachers must
have prior motivation if they are to change their beliefs and understandings. Additionally, they ought to notice
some evidence of improved student learning as they implement change. He asserts that changes in teachers'
educational paradigms are typically the outcome of an on-going process with clear connections between
successful theory and practice.

6. Discussion

The study reveals the following findings:

1. The respondents’ mean perception of the related factors of organizational commitment is indicated by an
overall mean of 4.35 and SD of 0.58, interpreted as “highly manifested.” Specified as affective (4.38-highly
manifested), continuance (4.37-highly manifested), and normative commitment (4.32-highly manifested).

2. The level of organizational motivation as perceived by the respondents is indicated by an overall mean of
4.33 and SD of 0.67 as “highly manifested” with its related indicators such as intrinsic motivation (4.40 -highly
manifested) and extrinsic motivation (4.25 -highly manifested).

3. The perceived level of the respondents on promoting change in teaching practices is indicated by an overall
mean of 4.39 and SD of 0.50 as “highly manifested” with its related indicators such as teaching skills,
knowledge, and concept (4.37 — highly manifested), developing learning (4.41 — highly manifested),
facilitating learning (4.38 — highly manifested) and fostering a positive attitude towards learning (4.38 — highly
manifested).

4. There is a significant relationship between organizational commitment and motivation and the perceived
level of change in teaching practices.

7. Conclusion

Respondents perceived organizational commitment in terms of affective, continuance, normative and
organizational motivation in terms of intrinsic and extrinsic are significantly related to the level of promoting
change in teaching practices such as knowledge, skills, and concepts, developing of learning, facilitating of
learning and fostering a positive attitude. Therefore, the posited hypothesis for the study is not sustained

8. Recommendation
Based on the above findings and conclusion, the following recommendations are suggested:

1. It is recommended that teachers work in groups to foster a collaborative culture that allows regular
reflection and improves its practices. As an educator, it is also recommended to act in a trustworthy manner
constantly. To promote a sense of accountability in the workplace for teachers, various strategies such as
showing personal and professional ethics, integrity, justice, and fairness are recommended.

2. Teachers need to sustain or enhance their level of commitment through actively supporting activities of the
organization and encouraging them to attend seminars, training, and conferences to uplift and increase their
commitment, teaching efficacy belief, and level of performance and nurture their innovative change in teaching
practices.

3. Teachers should be encouraged to pursue graduate studies that will enhance their teaching abilities and
proficiencies, and teachers should always develop a high sense of positivity towards their pupils, accepting
who and what they are.

4. Future researchers may be motivated to conduct further studies by employing other variables.

Www.ijrp.org



GERALDINE J. LAYLO / International Journal of Research Publications (IJRP.ORG) @ IJRP'ORG

9. References 216
Agung Trislianto, D. Tandiyono et. al., (2012). Job Satisfaction and Job Motivation Toward Performance

through Organizational Commitment from https://www.researchgate.net/profile/ Dimas Trisliatanto/
publication/327221103

Allen, N. J., & Meyer, J. P. (2006). Affective, continuance, and normative commitment to the organization:
An examination of construct validity. Journal of vocational behavior, 49(3), 252-276.

Alim, N. (2019). Examining the relationship  between teacher  leadership and organizational commitment
based on teachers' perceptions [Unpublished master’s thesis]. Recep Tayyip University.

Armstrong, M. (2013). A Handbook of Personnel Management Practice London: Kogan Page
Avalos, B. (2011). Teacher professional development in Teaching and Teacher Education over ten years.
Teaching and teacher education, 27, 10-20.

Ayers, K. (2021). The Importance of Commitment: The Third Behaviour of a Cohesive Team. Intégro.
Retrieved from https://www.integro.com.au/commitment-five-behaviors-of-a-cohesive-team/

Baumert, J., & Kunter M., (2006) The COACTIV Model of Teachers’ Professional Competence (25)
Baard, P. (2014). Intrinsic need satisfaction: A motivational basis of performance and well-being in two
work settings. Journal of Applied Social Psychology, 34 (10), 2045-2068

Banayo, A. (2015). Organizational Climate and Management Practices to Institutional Performance and Job
Satisfaction of Teachers at LSPU System

Clarke, D. J., & Hollingsworth, H. (2002). Elaborating a Model of Teacher Professional Growth. Teaching
and Teacher Education, 18(8), 947-967.

Clarkson, P. C., & Bishop, A. (2000). Values and mathematics. In A. Ahmed, J. Kraemer K. Williams (Eds.),
Cultural diversity in mathematics education (pp. 239-244)

Cho, Y. (2013). L2 Learning motivation and its relationship to English proficiency: A causal analysis of
university students’ EIL discourses. English Teaching, 68(1), 37-68.

Deci, E. (2008). Self- determination theory: A macro- theory of human motivation, development, and
health. Canadian Psychology, 49(3), 182-185.

Filgona, J.(2020). Motivation in Learning. Asian Journal of Education and Social Studies DOI:
10.9734/AJESS/2020/v10i430273

Ryan, L. (2000). Self-determination theory and the facilitation of motivation, social development, and
well-being. American Psychologist, 55, 68-78.

Ryan, R. L. (2000). Intrinsic and extrinsic motivation: Classic definitions and new directions.
Contemporary Educational Psychology, 25, 54-67

Desimone, L. M. et al, (2002). Effects of professional development on teachers’ instruction: Results
from a three-year longitudinal study. Educational Evaluation and Policy Analysis, 24(2), 81-112

Fullan, M. (2011). The new meaning of educational change.

Fullan, M. (2002). Successful school improvement: The implementation perspective and beyond.
Birmingham, UK: Open University Press.

Www.ijrp.org


https://www.researchgate.net/profile/%20Dimas%20Trisliatanto/%20publication/327221103
https://www.researchgate.net/profile/%20Dimas%20Trisliatanto/%20publication/327221103
https://www.integro.com.au/commitment-five-behaviors-of-a-cohesive-team/

GERALDINE J. LAYLO / International Journal of Research Publications (IJRP.ORG) @ IJRP’ORG

ernational Journal of Res: c
ISSN: 2708-3578 (Online)

Fullan, M. (2001). The new meaning of educational change. New York: Teachers College Press 217
Girvan, C. (2016). Extending experiential learning in teacher professional development Teaching and
Teacher  Education, 58, 129-139
Gulahar, B. (2021). Factors Affecting Teachers’ Organizational Commitment and Consequences of
Teachers’ High Level of Organizational Commitment https://www.academia.edu/43233267
Gul et al (2014). Enhancing Educators’ Skills for Promoting Critical Thinking in Their Classroom
Discourses: A Randomized Control Trial. International Journal of Teaching and Learning in
Higher Education, 26(7) 37-54.

Guskey, T. R. (2003). Analysing lists of the characteristics of effective professional development to promote
visionary leadership. NASSP Bulletin, 87(637), 4-20. doi:10.1177/019263650308763702

Guskey, T. (2002). Professional development and teacher change. Teachers and Teaching: theory and
practice, 8(3/4), 381-391

Guskey, T.R.(2001).Enhancing the effectiveness of professional development programs Journal of Educational
and Psychological Consultation, 2(3), 39-247. doi: 10.1207/s1532768xjepc02033

Guskey, T. (2000).Evaluating professional development. Thousand Oaks, CA: Corwin Press
Guskey, T. R. (2002). Does it make a difference? Evaluating professional development. Educational
Leadership, 59(6) 45-51.

Guskey, T. (2018). Teacher efficacy, self-concept, and attitudes toward the implementation of instructional
innovation. Teaching and Teacher Education, 4, 63-69.

Guskey, T. R., & Huberman, A. M. (2005). Professional development in education. New paradigms and
practices in professional development. New York, NY: Teachers College Press.

Ishiekwen A. E., & Benjamin A. E., (2014). Influence of Teachers, Professional Qualification and Area
of Specialization on the Implementation of Environmental Education Curriculum in Cross River State
— Nigeria. International Conference on Chemical, Environment & Biological Sciences (CEBS-2014)
Sept. 17-18, 2014 Kuala Lumpur (Malaysia) (156-157)
https://iicbe.org/siteadmin/upload/6377C914120.pdf

Kakil A. K., & Turkan D.B., (2021). Organizational Commitment Levels of Preschool Teachers
and Administrators' Leadership Styles, ISSN 1822-7864 (Print) ISSN 2538-7111 (Online) ,Vol.
79, No. 2, 2021https://files.eric.ed.gov/fulltext/EJ1295584.pdf

Kennedy, A. 2011. Collaborative continuing professional development (CPD) for teachers in Scotland:
Aspirations, opportunities and barriers. European Journal of Teacher Education 34, no. 1: 25-41

Khurshid, K., (2008). A Study of the Relationship  between the Professional Qualifications of the
Teachers and Academic Performance of Their Students at Secondary School Level. Journal of World
Academy of Science, Engineering and Technology 38 2008 (445-446)
http://www.answers.com/qualification8=67 on 09.03.2006

Kruglanski, A. W., et.al. (2018). A structural model of intrinsic motivation: On the psychology of means-
ends fusion. Psychological Review, 125(2), 165-182. https://doi.org/10.1037/rev0000095

Lima, W., & Allida, D.,The Relationship between Job Satisfaction and Organizational Commitment among
Employees of a Selected Tertiary Educational Institution in Northwest Haiti East African Journal of
Education and Social Sciences (EAJESS) 2(1)33-40 (33-35)

Www.ijrp.org


https://iicbe.org/siteadmin/upload/6377C914120.pdf
https://files.eric.ed.gov/fulltext/EJ1295584.pdf
https://doi.org/10.1037/rev0000095

GERALDINE J. LAYLO / International Journal of Research Publications (IJRP.ORG) @ IJRP’ORG

ernational Journal of Res: c
ISSN: 2708-3578 (Online)

218
McDonough, A., & Clarke, B. A. (2005). Professional development as a catalyst for changes in beliefs
and practice: Perspectives from the Early Numeracy Research Project. In P. Clarkson, A. Downton, D.
Gronn, M. Horne, A. McDonough, R. Pierce, & A. Roche (Eds.), Building connections: Research,
theory and practice (Proceedings of the 28th annual conference of the Mathematics Education
Research Group of Australasia, Melbourne, pp. 521-528). Melbourne: MERGA.

Mosheti P. A.,(2021) Teacher Participation In School Decision- Making And Job Satisfaction as
Correlates Of Organizational Commitment In Senior Schools In Botswana — Proguest.com
https://www.proquest.com/openview/9dd93d27e92feeOebe8edfd1f4960e4a/1?pg-
origsite=gscholar&chl=18750

Murgianto (2016). The Effects of Commitment, Competence, Work Satisfaction On Motivation, And
Performance of Employees At Integrated Service Office Of East Java SSN 2320-5407 International
Journal of Advanced Research (2016), Volume 3, Issue —378-396

Mustafa, Ozgenel. The Effect of Quality of Life Work on Organizational Commitment: A
Comparative Analysis on School Administrators and Teachers. (2021). llkogretim
Online, 20(1). doi: 10.17051/ilkonline.2021.01.018(129-131)

Nordin Abd Razak (2010). The Influence Of Culture On Teacher Commitment Journal on Social Psychology
of Education, Volume No. 13, Issue No 2, (p185-205), Online Journal 10.1007/s11218-009-9109-z

Roberts, R. (2022). The relationship between rewards, recognition and Motivation at an insurance company in
the Western Cape. Retrieved 9 January 2022, from https://etd.uwc.ac.za/xmlui/handle/11394/217

Sabir, Sarah (2017). Mediating Role of Organizational Commitment and Mediating Role of Human Relations
in the Relationships among Public Service Motivation, And Organizational Climate: Focused on
Busan public servants. Journal of Social Science, 43(3), 231-266. doi: 10.15820/khjss.2017.43.3.010

Tamer, G. (2021). The Role of  Ethical  Leadership in Increasing Employees' Organizational
Commitment and Performance: The Case of Healthcare Professionals.

Tatla, 1. (2017). Relationship between Intrinsic Motivation and Student Academic Achievement: A
Secondary Level Evidence Relationship between IM and And Students’ Academic
Achievement: SL Evidence 20

Yost, D. S. (2006). Reflection and self -efficacy: Enhancing the retention of qualified teachers from a
teacher education perspective. Teacher Education Quarterly, 33(4), 59-76

Wang, J., Tigelaar, D., & Admiraal, W. (2021). Rural teachers’ sharing of digital educational resources: From
motivation to behavior. Computers & Education, 161, 104055. doi: 10.1016/j.compedu.2020.104055

Wai Sing, C.,& Wong, J. L (2017). Understanding Reflection For Teacher Change in Hong Kong",
International Journal of Educational Management, Vol. 31 Issue: 7, pp.1135-1146

Wanih, M., & Igbal, M. (2020). The Effect of Job Satisfaction, Organizational Commitment and Work

Motivation to Organizational Citizenship Behavior (Och) Teachers In Sman 9 Tangerang.
https://www.academia.edu/51973949

Www.ijrp.org


ttps://www.proquest.com/openview/9dd93d27e92fee0ebe8edfd1f4960e4
https://etd.uwc.ac.za/xmlui/handle/11394/217

