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Abstract

This study aimed to determine the innovative management and risk management practices in augmenting the organizational
performance in public elementary schools. This specifically aimed to answer the innovative management in school as to
communication, teamworknd professional development. Also, the perception of the respondents to risk management
practices as observed in school as to strategic, flexibility, adaptability and how is the organizational performance be
described as to learning outcome, teachers’ performance, and school performance. This study utilized a descriptive
correlational study to examine the relationship of innovative management and risk management practice in organizational
performance, it involved 139 teachers in cluster | and Il in the district of Calauan. Since there is a significant relationship
between innovative management, risk management and organizational performance of school then the null hypothesis is
not sustained. It is proposed that the principal of the school keep promoting open and effective communication to further
boost teamwork and cooperation at work to achieve the goal of the organization.

Keywords: Innovative management; risk management practices; organizatidoahpece

1. Introduction

The empowerment concept revolves upon the concept of power. Two factors influence the likelihood of
empowerment. First, empowerment necessitates the understanding that power may shift. If power cannot
be madified, if it is inherent in positions or people, then true empowerment is not feasible or conceivable.
In other words, if power can be transferred, then empowerment is a possibility. Second, the concept of
empowerment is based on the notion that power can be developed. This second argument reflects our
common experiences with power rather than our perceptions of power. To simplify these ideas, we will
first define power.

Power is frequently associated with our ability to coerce people into doing what we egantiless
of their own desires or interests. Power is often treated as a commodity or structure &repardatenan
activity in traditional social science. In this context, power can be regarded as constant orimgchang
Weber goes beyond this constraint by realizing that power exists within the framewarkoahection
between people or objects. Power does not exist in a vacuum, nor is it inherent in peaypise Bewer is
produced in relationships, power and power relationships can alter. Empowerment, on the other hand,
becomes a significant term as a change process.

Principals placed a high value on creating a harmonious environment within the school. They
accomplished this by engaging in actions characterized in the literature agydrestiand empowerment
among their employees. Listening to staff, demonstrating understanding of their issues anas.concer
encouraging staff and being interested in them as individuals, being able to be light heartédaas we
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serious, dealing with conflict productively, and treating all staff with equal respect and indliueingas
an organization were examples of these behaviours.

Principals play a crucial role in their organizations, as well as in their colleagues and caesnunit
during a pandemic. They've taken on additional responsibilities as community caregivers, staibrcham
and resource connectors. Principals play an important role in the school community. It will be largely up to
them to establish learning priorities, promote instructional improvements, sustain and rebuild school
cultures and infrastructures, and discover strategies to address systematic imbalances. This will
undoubtedly be one of the most difficult school leadership problems of our time. They will act likes a ship'
captain, steering the ship's crew in the appropriate path in order to motivate and inspire them.

In order to keep up with continuously changing guidelines and situations, school leaders ard expecte
to be more flexible in managing school resources during the COVID-19 crisis. School principals serve as the
link between educational authorities, instructors, students, and communities. The entire system fails when
the heart fails, just like it does in our own bodies. School administrators have been under immense pressure
to put together a pandemic response to education. They demand more time and energy thforesuer be
times of crisis to focus on the immediate difficulties. This could be accomplished by modifying
administrative responsibilities for school principals temporarily or paying them for the additional volume of
work. During challenging times, it is crucial that school leaders are encouraged, supported, efetirfowa
their work, as they play an important role in ensuring that learning continues, even when done remotely.

2. Literature Review

2.1 On Workplace Empower ment

Workplace empowerment, consists of Social Structure Empowerment, which provides the underlying
atmosphere of empowerment, as well as psychological empowerment related to people' cognitive
processes. Overall empowerment is aided by psychological empowerment. The most important component
in driving psychological empowerment is the role of leadership. Although research has shown that
transformational leadership has a significant impact on workplace behavioral results, few studies have
looked at attitudinal outcomes like psychological empowerment. (Vasquez, 2021)

There have been few studies on teacher empowerment and its relationship to different organizational
behaviors of teachers in private schools. It is therefore critical to promote teacher em@atvand
organizational behavior among teachers in private schools such as Catholic Educational Institutians. In fac
there are many differences between private and public schools in the Philippines, such as Idaer pay
private school teachers compared to public school teachers, poor work benefits, and no security of tenure
despite existing labor laws and regulations in private schools (Sambalud, 2014)

2.2 On Academic Resour ces

Employees are often absorbed in their work and believe that time flies when thegyrliregy. They
also feel quite joyful when they are working intently. It is generally difficult to devgreople from their
jobs, and they frequently become engrossed in their work. Employees that are completely immersed in their
profession demonstrate that they have fully dedicated their time and space to the well-being of their
clientele. They attempted to manage their time properly and efficiently by acting asveroaembers of
the company who are willing to take action. (Laguador , 2014)

Teacher effectiveness is influenced by instructional resources, which include availaddéyaay,
and relevance, frequency of usage, and teacher attitudes about instructional reSbarecss a link
between teacher effectiveness and elements of instructional resources (availabilitgcyadegjavance,
frequency of usage, and attitude toward instructional resources). Effective teachiaged on a
combination of interdependent elements such as the ability to select, timing during use, proficiency, and
ability to judge durability and safety, attractiveness, visibility, and improvisation skills. (Ottieno, 2021)
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2.3 0On Organizational Commitment

Organizational commitment is one of the most explored institutional behaviors studied in organs and
organizations for a long time. However, notions have value and meaning inconsistencies. It refers to
employees' perceptions of themselves as members of the institution, as well as their perceptions of
themselves as an immutable part of the institution. Affective commitment refers to a psychological
relationship with the organization, which includes organizational recognition (i.e., corporate prestige,
integration of its objectives, and acceptance of its core values) and willingness to assistriizatamga
(Jameel et al, 2020).

Organizational commitment, professional commitment, organizational citizenship behavior,
supervisory support, and job involvement are some dimensions of empowerment. As a result, teacher
empowerment can lead to positive organizational behavior and, in the long run, play a significant role in
organizational success and stability. The majority of studies on teacher empowerment are conducted in
public and government-owned schools, particularly in developing countries such as the Philippines
(Aydin,2013).

2.4 On Work Engagement

Employee engagement is essential for each and every industry and is a technique thdy is wide
employed nowadays. They also stressed that it is critical for an institution that waeeptitskprized
personnel. Some researchers quoted in their study that engaged employees are enthusiastic about their
work. Employees who are passionate about their work are more likely to be excited, produdtive, a
enthusiastic about their employment. They are more focused, using all of their energy, and putting their
hearts and souls into the jobs they are given. Employees that are completely immersed inkheill wor
consistently exceed the administration's expectations. (Mohod and Ikbal, 2018)

Engaged employees have an energetic and effective connection with their work activitiegaadd r
themselves as capable of coping with the challenges of their employment. Work engagement, @ocording
the researcher, is defined as an employee's commitment to their career, which includesdheork,
devotion to the administration, and self-confidence. A highly engaged employee is in a favoraioleatmot
and motivational condition when they begin work, ready to devote oneself at any time, and has a pleasant,
proud, and encouraging work experience. The employee-employer connection is descobedtlzst
lends itself to reciprocity, with a request for return resulting in a win-win situation for both parties,
regardless of who receives preferential treatment. As a result, the person wha reamigthing valuable
will feel obligated to return it to the other party.(Sun,2019

2.5 Conceptual Framework

The figure above explains how the research flows. The independent variable box shows the workplace
empowerment in terms of psychological empowerment, structural empowerment and work behaviors and
attitudes.. Also, this includes the academic resources as to instructional resources and human rasources. |
addition, dependent variables encompass the organizational commitment in terms of affective, continuance and
normative commitment; it also includes the work engagement as to vigor dedication and absorption.
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Independent Variable Dependent Variable

I. Workplace Empower ment
e Psychological Empowerment
» Competence
» Impact
» Meaning
» Self determination
e Structural Empowerment
» Opportunity
» Information
» Support
» Resources
e Work Behavior and Attitudes
» Job Satisfaction
» Trust
» Low Burnout
I1. Academic Resour ces
¢ Instructional Resources
» Availability
» Adequacy
» Relevance
e Human Resources
» Training and Development
Performance Appraisal
Internal Communication Systen
Employment Security
Reward and compensation

|. Organizational Commitment
o  Affective Commitment
e Continuance Commitment
e Normative Commitment
1. Work Engagement
» Vigor
» Dedication
» Absorption

YV VYV V

Figure 1. Research Paradigm

3. Hypotheses
The following hypotheses were posited in the study:
H1. The workplace empowerment is not significantly related to organizational performance
H2. The academic resources are not significantly related to organizational performance.

4. Methodology
The researcher used a descriptive correlational method was used to identify and describe the factors
that affect the organization commitment. The correlation design was used to know whether there is a
relationship of workplace empowerment with work engagement and commitment; whether academic
resources are significantly related to organizational performance in terms of commantework
engagement.
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The researcher prepared a permission letter addressed to the office of the Districis@upér
Calauan District purposely for the conduct of the study.A permission letter was also sent to the school heads
in Clusters 1 and 2 of Calauan District informing them of the researcher’s desire in gathering research
data.The researcher then conducted her study by following the subsequent step: sending the link of the
guestionnaire via google form to the respondents with the help of the school heads.

After the collection of data, the researcher sorted out the data for statistical analysis. Confidentiality
of information was assured to the respondents. The researcher used average and percentagesgin analysi
descriptive data. Pearson Moment Correlation Coefficient was used to identify the significant relationship
difference between variables at 0.01 level.

5. Result

5.1Testingof Hypotheses

Table 1 Test of correlation between workplace empowerment to organizational performance as to
organizational commitment and work engagement.

I ORGANIZATIONAL
Work Place COMMITMENT

Empower ment Affective Continuance  Normative  Vigor Dedication  Absorption
A. Psychological Empower ment

II.WORK ENGAGEMENT

Competence 511 .320** .523** .690** .631** .561**
Impact .556** A07** .601** .696** .668** .629**
Meaning .538** 341** .561** 677+ .666** .621**
Self .518** .354** .585** 674 .642** .631**

Determination

B. Structural Empower ment

Opporunity .455%* .284** .520** .649** .602** 527**
Information .548** .330** .580** 713** .672** .596**
Support .600** A11%* .624** .695** .660** .595%*
Resources .696** 517%* .706** .753** .646** .582**
CCLI 0.068 0.104 0.119 0.079 0.067 0.092
C. Work, Behavior and Attitude

Job Satisfaction .581** .351** .563** 715%* .660** .595%*
Trust 671%* A62%* .629** .756** .704%* 597**
Low Burnout .704** .563** 742** .824** 791** 57

» Correlation is significant at the 0.01 level (2-tailed). +1.0 Perfect +/- association,+0.8 tery.C
strong +/- association, +0.6 to 0.8 strong +/- association, +0.4 to 0.6 moderate +/- association,
0.4 weak +/- association, 0.0 to +0.2 very weak +/- or no association.

It is found out that psychological and structural empowerment, and the respondents work, behavior
and attitude is related to affective, continuance, and normative commitment. This implies that teacher’s
psychological empowerment in terms of organizational commitment is highly evident. Teachers tledtythat
belonged in the teaching community makes them stay and give their full capacity to teach thentyyosterle
to their care. Teachers cognitive state is driven based on the strength of relationshipdtiveiyh their
colleagues. This table shows that teachers of Calauan District especially Cluster 1 and 2 reallytlielt that
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administration really cared for them as well as they are belonged in the organization. Tieis ihailthe

school principal may continue to have an open communication and make a harmonious relationship with their
teachers. One of the reasons that they were committed is that teachers make their learneetian osga

well and it is also served as a motivation for them to teach effectively.

Table 2 Test of Correlation between Academic Resources to Organizational performance as to Organizational
commitment and Work engagement

ACADEMIC I.ORGANIZATIONAL
RESOURCE COMMITMENT I1.WORK ENGAGEMENT
S Affective  Continuance Normative Vigor  Dedication Absorption

A.

Instructional

Resources
Availability .683** .553** .658** .661** .561** .528**
Adequacy 707** .632** .694** .B75** 578** .539**
Relevance .684** 460** .667** T67* 142%* .618**
B. Human

Resour ces
Erg‘\'/'t"'”g & goom 304 619% 752w 757w 679%
i‘;gf;g:lnce 652+ 543 7200 698  .660* 508
ICS .733** 499** .716** .811** .749** .639**
'ér;cpd‘r’i{;“e”t 706% 512% T21 7727 756% 652+
Reward & g7 562+ 736" 720% 668 533+
Compensation

** Correlation is significant at the 0.01 level (2-tailed). +1.0 Perfect +/- association,+0.8 t
very strong +/- association, +0.6 to 0.8 strong +/- association, +0.4 to 0.6 moderat
association, +0.2 to 0.4 weak +/- association, 0.0 to +0.2 very weak +/- or no association.

It is found out that instructional and human resources are related to affective, continuance, and
normative commitment. This table shows teacher’s effectiveness is influenced by instructional resources,
which includes availability, adequacy, and relevance, and teachers attitudes. It is one aspacheof
education that receives a significant effect to the students. In addition, teachers are the most ga&table a
and in education process. They give their skills, knowledge, and talents to teach the young people. Facing
different challenges or situations cannot hinder they passion to provide quality education. Pdelic gra
elementary teachers were proved that even if how many paper works that they do, they take it @ositively
think that this is one way of helping them to showcase their skills. Teachers also contrilvutionst
resources in the district to help their colleagues to teach the young learners in this time of distance learning.

Teachers in the Calauan District were given a variety of instructional materials to utilizeirin th
classrooms. They are the one who made the other localized instructional material that will suit to their learners
and will help their learners understand easily the topic that they were discussing. Takschpasticipated in
workshops and training to create such instructional materials; some of them are members of thg Learnin
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Resources group, and they are the ones who wrote some topic in the Self Learning Modules of the Division of
Laguna. This demonstrates that teachers are fully involved with their work and satisfied with what they are
doing.

6. Discussion

Teachers of the Calauan district Cluster 1 and 2 are really engaged with tfessipro They always
want to give the best of them to provide a quality education to the young citizen of our nation. Even iéthere ar
some challenging times in their chosen field especially amidst pandemic, they still choose to bedmepty
and engaged with fieacher’s effectiveness is influenced by instructional resources, which includes
availability, adequacy, and relevance, and teachers attitudes. It is onechdpacher education that receives
a significant effect to the students. In addition, teachers are the most valuable asset aration quocess.
They give their skills, knowledge, and talents to teach the young people. Facing different challenges or
situations cannot hinder they passion to provide quality education.

7. Conclusion
Based on the findings of the study, the following conclusion was formulated:

1. The hypothesis stating that the workplace empowerment is not significantly related to orgahizationa
performance was not supported by the findings of the study when the test correlation was agnade an
therefore was not sustained.

2. The test correlation between academic resources show positive significant relationship to teacher’s
organizational performance, therefore the null hypothesis stating that there is no significamistéfatn

the above mentioned variables is not supported by evidence and therefore not sustained.

8. Recommendation

Based on the findings and conclusions presented, the researcher has arrived at the following
recommendations:

1. It is suggested that the administration may continue to give trainings and opportunities through seminars
and workshops to be more knowledgeable, innovative and boost their performance as a teacher.

2. Teachers may continue their open communication to strengthen their relationship with their colleagues
and to foster a harmonious connection that will leads to a higher commitment within their organization.

3. Teachers may be supported financially by providing them the necessary needs that will expand the
quality of their work as well as their attitude towards their profession.

4. Future researchers may pursue parallel studies with more respondents and consideration tahexplore
aspects of variables that were not included in the study and to continue validating the relationship between
workplace empowerment and learning resources in promoting organizational commitment and engagement.

9. References

Agung, A, Agung, G., Dewi, P. Y. A, &

Dantes, K. R. (2019, January). The Organizational Commitment of Teachers lde@&\Pn Sawan
District, Buleleng Regency, Bali Province. In 1st International Conference on Innovation in Education (IColE
2018) (pp. 245-247). Atlantis Press. https://www.atlantis-press.com/proceedings/icoie-18/55912910

Ahadi, S., & Suandi, T. (2014). Structural empowerment and organizational

WWw.ijrp.org



LEOVIE R. BATINO / International Journal of Research Publications (IJRP.ORG) @ JJRP .ORG

ISSN: 2708-3578 (Online)

25

commitment: The mediating role of psychological empowerment in Malaysian Research
Universities. Journal of Asian development studies, 3(1), 44-65.

Aksel, I, Serinkan, C., Kiziloglu, M., & Aksoy, B. (2013). Assessment of teachers’ perceptions of
organizational citizenship behaviors and psychological empowerment: An empirical analysis in
Turkey. Procedia-Social and Behavioral Sciences, 89, 69-73.
https://www.sciencedirect.com/science/article/pii/S187704281302942X
Amor, A M., Xanthopoulou, D., Calvo, N., & Vazquez, J. P. A (2021). Structural
empowerment, psychological empowerment, and work engagement: A cross-country study. European
Management Journal. https://www.sciencedirect.com/science/article/pii/S0263237321000050

Anwar, A. A, Maupa, H., Haerani, S., & Pahlevi, C. E. P. I. (2015). The Effecteadership Styles,
Organizational Climate, Environmental Aspects and Organizational Commitment and Job Satisfatti®n
Lectures’ Performance of Kopertis Il in Jakarta. Scientific Research Journal (SCIRJ), 3, 37-42.

Armstrong, M. (2020). Human resource management practice. Kogan page limited.
http://103.38.12.142:8081/jspui/bitstream/123456789/71/1/A%20Handbook%200f%20Human%20Resource
%20Management%20Practice.pdf

Aranki, D. H., Suifan, T. S., & Sweis, R. J. (2019). The relationship between organizational culture and
organizational commitment. Modern Applied Science, 13(4), 137-154.
https://pdfs.semanticscholar.org/a80b/31cc113a60f8059a53bfa5d016c4eba597ec.pdf

Bakker, A. B., & Schaufeli, W. B. (2014). Work engagement. Organizational Behaviour

The Blackwell Encyclopedia of Management. West Sussex, UK: Wiley.
https://scholar.google.com/scholar?g=WORK+ ENGAGEMENT&hl=en&as_sdt=0%2C5&as_ylo=2012&as
_yhi=2021

Bay, A B., An, I. L., & Laguador, J. M. (2014). Organizational satisfaction and work
engagement of Filipino teachers in an Asian university. International Journal of Multidisciplinatgndica
Research, 2(4), 32-41.

Baluyos G. R, Rivera, H L., & Baluyos, E. L. (2019). Teachers’ job satisfaction and work
performance. Open  Journal of Social Sciences, 7(08), 206. https://www.scirp.org/html/15-
1762702 _94433.htm?pagespeed=noscript

Balyer, A (2017). Trust in School Principals: Teachers' Opinions. Journal of Educatioeamihl, 6(2),
317-325._https://eric.ed.gov/?id=EJ1145360

Bentea, C. C. (2015). Relationships between personality characteristics and attitude towanolsevardl
teachers. Procedia-Social and Behavioral Sciences, 180, 1562-1568.
https://www.sciencedirect.com/science/article/pii/S1877042815016535

Bo, Y. U. (2013). The influence study of transformational leadership in university on
teacher's organizational commitment: The construction and verification of a theoretical
model. Canadian Social Science, 9(4), 126-137.
http://52.196.142.242/index.php/css/article/view/j.css.1923669720130904.5795

WWw.ijrp.org



LEOVIE R. BATINO / International Journal of Research Publications (IJRP.ORG) @ JJRP .ORG

ISSN: 2708-3578 (Online)

26

Bota, O. A (2013). Job satisfaction of teachers. Procedia-Social and BehavieradeS83, 634-638.
https://www.sciencedirect.com/science/article/pii/S1877042813011877

Brezicha, K. F., & Fuller, E. J. (2019). Buildingatéers’ trust in principals: Exploring the effects of the
match between teacher and principal race/ethnicity and gender and feelings of trust. db@ctadol
Leadership, 29(1), 25-53. https://journals.sagepub.com/doi/pdf/10.1177/1052684618825087

Brucknerova, K., & Novotny, P. (2017). Trust within teaching staff and mutual learnmong
teachers. Studia paedagogica, 22(2), 67-95. https://journals.phil.muni.cz/studia-
paedagogica/article/view/19068

Bukhatir, S. (2018). Professionalism in Education An Overview. Professionalism in Educatiore/ie@v
Published.
https://www.researchgate.net/publication/330213892_ Professionalism in_Education_An_overview
Chebet, R. (2013). Empowerment of teachers and performance of private secondary
schools in Bomet County, Kenya. http://erepository.uonbi.ac.ke/handle/11295/60805
Cho, J., Laschinger, H. S., & Wong, C. (2006). Workplace empowerment, work
engagement and organizational commitment of new graduate nurses. Nursing LeaderdbipyAof
Canadian Executive Nurses-, 19(3), 43.

Colomeischi, A A (2015). Teachers burnout in relation with their emotional intelligence aswhpky
traits. Procedia-Social and Behavioral Sciences, 180, 1067-1073.
https://www.sciencedirect.com/science/article/pii/S1877042815015530

Dahmardeh, M., & Nastiezaie, N. (2019). The Impact of Organizational Trust on Organizational Comimitme
Through the Mediating Variable of Organizational Participation. Management Researches, 12(44), 155-180.
https://jmr.usb.ac.ir/article_5043 en.html?lang=fa

Debes, G. (2021). Teachers' and Administrators' Perception about the Concepts of' Ethical Behdvior" and
Attitude". International Journal of Curriculum and Instruction, 13(1), 756-772.
https://eric.ed.qov/?id=EJ1285804

Eres, F. I. G. E. N., Giilcan, M. G., & Celik, S. (2014). Primary school teachers’ perceptions of justice and
trust in principals in Ankara. American International Journal of Contemporary Research, 4(2), 33-41.

Fabelico, F., & Afalla, B. (2020). Perseverance and passion in the teaching professioners' grit, self-
efficacy, burnout, and performance. Journal of Critical Reviews.
https://papers.ssrn.com/sol3/papers.cim?abstract id=3655146

Gardenerweb University (2014). “How administrators can empower teachers.”
Retrieved October 18, 2019 from http://www.teachub.cm/working-together-administrakers-
empowering teachers
Gershon, David (2012). “Changing Behavior in Organizations: The Practice of
Empowerment”. Retrieved October 15, 2019 from_https://thesystemsthinker.com/changing- behavior-
organizations-the-practice-of-empowerment/

Gillbahar, B. (2017). The Relationship between Work Engagement and Organizational

WWw.ijrp.org



LEOVIE R. BATINO / International Journal of Research Publications (IJRP.ORG) @ JJRP .ORG

ISSN: 2708-3578 (Online)

27

Trust: A Study of Elementary School Teachers in Turkey. Journal of Education ranming
Studies, 5(2), 149-159. https://eric.ed.gov/?id=EJ1127080
Hanaysha, J. (2016). Improving employee productivity through work engagement:
Evidence from higher education sector. Management Science Letters, 6(1), 61-70.
http://m.growingscience.com/beta/msl/2160-improving-employee-productivity-through-work-eregygggem
evidence-from-higher-education-sector.html
Jameel, A. S., Mahmood, Y. N., & J Jwmaa, S. (2020). Organizational justice and
organizational commitment among secondary school teachers. -
https://papers.ssrn.com/sol3/papers.cim?abstract_id=3525350

Jimenez, E. (2020). Emotional quotient, work attitude and teaching performance of secsciuaoly
teachers. Journal of Pedagogical Sociology and Psychology
https://papers.ssrn.com/sol3/papers.cim?abstract id=3626971

Jordan, G., Migli¢, G., Todorovié, I, & Mari¢, M. (2017). Psychological empowerment, job satisfaction and
organizational commitment among lecturers in higher education: comparison of six CEE
countries. Organizacija, 50(1), 17-32. https://sciendo.com/it/article/10.1515/orga-2017-0004

Kadiresan, V., Selamat, M. H., Selladurai, S., Ramendran, C. S., & Mohamed, R. K. M.
H. (2015). Performance appraisal and training and development of human resource reahpgectices
(HRM) on organizational commitment and turnover intention. Asian Social Science, 11(24), 162.

Kim, W., & Park, J. (2017). Examining structural relationships between work engatgenganizational
procedural justice, knowledge sharing, and innovative work behavior for sustainable
organizations. Sustainability, 9(2), 205. https://www.mdpi.com/2071-1050/9/2/205

Larkin, I. M. (2015). Job satisfaction, organizational commitment, and turnovetiameof online teachers
in the K-12 setting. https://digitalcommons.kennesaw.edu/instruceddoc_etd/2/

Luz, C. M. D. R,, de Paula, S. L., & de Oliveira, L. M. B. (2018). Organizational commitment, job
satisfaction and their possible influences on intent to turnover. Revista de .Gestdo
https://www.emerald.com/insight/content/doi/10.1108/REGE-12-2017-008/full/html

Makokha, R. N., & Wanyonyi, K. M. (2015). The utilization of instructional resources in
teaching Kiswahili poetry in secondary schools in Kenya. International Journal of Academic
Research in Business and Social Sciences, 5(8), 10-18.
http://citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.819.7168&rep=repl&type=pdf

Malhota, Yogeh and Galleta, Dennis (2005) “ A Multidimensional Commitment model

of Volitional System Adoption and Usage Behavior.” Retrieved from

citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.59.6417&rep=repl&type=pdf

Mercurio, Z. A. (2015). Affective commitment as a core essence of organizatioc@nmitment: An
integrative literature review. Human Resource Development Review, 14(4), 389-414.
https://journals.sagepub.com/doi/full/10.1177/1534484315603612

Mustafa, M. Z. B, Nordin, M. B., Razzaq, A R. B. A, & bin Ibrahim, B. (2020).

WWw.ijrp.org



LEOVIE R. BATINO / International Journal of Research Publications (IJRP.ORG) @ JJRP .ORG

ISSN: 2708-3578 (Online)

28

Organizational Commitment of Vocational College Teachers in Malaysia. PalArch's Jadirnal
Archaeology of Egypt/Egyptology, 17(9), 5023-5029. -
https://imww.archives.palarch.nl/index.php/jae/article/view/4737

Obeidat, B. Y., A-Sarayrah, S., Tarhini, A, A-Dmour, R. H., A-Salti, Z., & Sweis, R.
(2016). Cultural influence on strategic human resource management practices: A Jordanian case
study. International Business Research, 9(10), 94-114.
https://pdfs.semanticscholar.org/bb7e/7e3eab6b3ca5c397095b32b60976eb0b4cf3.pdf

Obineli, A S. (2013).Teachers’ perception of the factors affecting job satisfaction in Ekwusigo Local
Government of  Anambra State, Nigeria. African Research Review, 7(4), 225-237.
https://mww.ajol.info/index.php/afrreviarticle/view/96682

Ogola, M. G. O., Sikalieh, D., & Linge, T. K. (2017). The Influence of Intellectual Stimulation tszige
Behaviour on Employee Performance in SMEs in Kenya. The Influence of Intellectuala$ion Leadership
Behaviour on Employee Performance in SMEs in Kenya, 8(3), 2219
6021.://mww.ijbssnet.com/journals/Vol_8 No_3 March_2017/9.pdf
https OGOTT, G. O. (2021). Relationship between instructional resources and teacher
effectiveness in early years education centres in Siaya county, Kenya (Doctarethtizs, Maseno
University).http://mww.edocs.maseno.ac.ke/bitstream/handle/123456789/4103/THESIS.pdf?sequenc
e=1&isAllowed=y

Okongo, R. K., Ngao, G., Rop, N. K., & Nyongesa, W. J. (2015). Journal of Education and Practice. Effect of
Availability of Teaching and Learning Resources on the Implementation of Inclusive Education in
Pre-School Centers in Nyamira North Sub-County, Nyamira County, Kenya., 6(35).
https://files.eric.ed.gov/fulltext/EJ1086389.pdf

Olantunde, F., & Okusaga, R. (2022). Journal of Education and Practice. Instructional Meditfeetng
Teaching Learning Process in Social Studies among Selected Secondary Schools in diegos St
https://mww.academia.edu/36412887/Instructional_Materials_Availability and _Level of Use_in_the
_Teaching_and_Learning_of Social_Studies_in_Lagos_State Schools

Orgambidez-Ramos, A., & Borrego-Alés, Y. (2014). Empowering employees: Structural
empowerment as antecedent of job satisfaction in university settings. Psychological Thought, 7(1),
28-36. https://psyct.psychopen.eu/article/view/88

Osibanjo, A O., Abiodun, A J., & Adeniji, A’ A (2014). Impact of job environment on job satwia&ti

commitment among Nigerian nurses. Journal of South Africa Business Research, 1-11.

https://ibimapublishing.com/articles/JSABR/2014/726260/726260.pdf

Saleem, A., Nisar, Q. A., & Imran, A. (2017). Organization citizenship behaviour, psychological
empowerment @l demographic characteristics: Teachers’ perspective. International Journal of Advanced
and Applied Sciences, 4(7), 129-135.

Schaufeli, W. (2012). Work engagement: What do we know and where do we
go?. Romanian Journal of Applied Psychology, 14(1), 3-10.
https://reader.elsevier.com/reader/sd/pii/S2211335519302013?token=6ACDEAD43D39D6D502036
795AF960D75868E4209CD46F1977F79D533ACDAGEG1E92A4776D6331B378FE147A3BDEDSD
3D&originRegion=eu-west-1&originCreation=20211222081314

WWw.ijrp.org



LEOVIE R. BATINO / International Journal of Research Publications (IJRP.ORG) @ IJRP .ORG

ISSN: 2708-3578 (Online)

29

Seferoglu, S. S., Yildiz, H., & Yiicel, U. A. (2014). Teachers' burnout: Indicators of burnout and investigation
of the indicators in terms of different variables
http://www.openaccess.hacettepe.edu.tr:8080/xmlui/bitstream/handle/11655/20354/2515-29055-4-
PB.pdf?sequence=2

Shaukat, H., Ashraf, N., & Ghafoor, S. (2015). Impact of human resource management
practices on employees performance. Middle-East Journal of Scientific Research, 23@38.329-
http://text2fa.ir/wp-content/uploads/Text2fa.ir-Impact-of-Human-Resource-ManagementBsacti
on-EmployeefR aformance-1.pdf

Spencer Laschinger, H. K. (2012). conditions for work effectiveness | and II. Condftiong/ork
Effectiveness | and II.

Tindowen, D. J. (2019). Influence of Empowerment on Teachers' Organizational BehAwrazean
Journal of Educational Research, 8(2), 617-631. https://eric.ed.gov/?id=EJ1213056
Van den Berg, B. A M., Bakker, A B., & Ten Cate, T. J. (2013). Key factors in work
engagement and job motivation of teaching faculty at a university medical centre. Perspectives on
medical education, 2(5), 264-275 https://link.springer.com/article/10.1007/s40037-013-0080-1

Tety, J. L. (2016). CORE - Open University and Jisc. Role of Instructional Materials in Academic Peréormanc
in Community Secondary Schools in Rombo District”. https://core.ac.uk/outputs/83632862

Van Steenbrugge, H., Remillard, J., Krzywacki, H., Hemmi, K., Koljonen, T., &

Machalow R. (2018). Understanding teachers’ use of instructional resources from a cross-cultural

perspective: the cases of Sweden and Flanders. In Proceedings of the re (s) Zul8cieternational

conference (pp. 117-121).

Wermke, W., & Salokangas, M. (2015). Autonomy in education: theoretical and empipwadaghes to a
contested concept. Nordic Journal of Studies in Educational Policy, 2015(2), 28841.
https://doi.org/10.3402/nstep.v1.28841

Western Aus@lian (2015) “School Autonomy. Building the conditions for school
success.” Retrieved from https://www.education.wa.edu.au/dl/n9007¢g

Zimmerman, Marc A. (2000) “Empowerment Theory: Psychological, Organizational, and
Community levels of analysis.” Retrieved October 15, 2019 from https://link.springer.com/chapterl0.

WWw.ijrp.org



