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INTRODUCTION

Workplace disengagement results from external and internal pressures on teachers to perform well and be responsible for excellent student outcomes.
As a result, many teachers have encountered high burnout rates, and stress levels have led to some leaving the field.If teachers lack of resources, it is
difficult for them to perform their jobs which lead to their low-level performance as well as their students. As a matter of fact, most school heads
experienced disengagements of teachers resulting to feelings of insecurity and refusal to work with their colleagues in the school. Lack of social support
of school heads may lead to decrease of engagement in their work (Parrish, Lemmons, Washburn, Oxhandler, & Sturdivant, 2023).

Work engagement in teachers is a crucial element for enhancing both educational outcomes and the overall quality of the learning environment.
Teachers who are engaged exhibit enthusiasm, dedication, and deep involvement in their work, which positively impacts student achievement,
classroom management, and the teacher-student relationship (Ramaite, Rothmann, & van der Vaart, (2022). According to Tarrant, Schweinsberg,
Landon, Wearing, McDonald, & Rubin, 2021), work engagement is a psychological state characterized by vigor, dedication, and absorption, which are
all critical for fostering an effective and positive classroom atmosphere. Moreover, teacher engagement is linked to greater job satisfaction and lower
burnout rates, which in turn reduces teacher turnover and absenteeism (Rubin, 2022). Teachers who are engaged also tend to be more innovative in
their teaching practices, regularly updating their methods and learning new strategies to improve student outcomes.

The researcher combed through a lot of material to see if any elements could be linked to work engagement because she understood the significance of
studies on the topic. The school principal’s genuine leadership was regarded to be the first crucial factor. Recent research has shown that authentic
leadership increases teacher work engagement. It was discovered that authentic leadership strongly influenced both supervisory trust and psychological
defense. The study found that through supervisor trust, indirect effects on work engagement from authentic leadership were statistically significant (Al-
Mahdy, & Alazmi, 2023). workplace ethics is another variable that drew the researcher’s interest. Over time, work engagement and teacher workplace
ethics were discovered to be related. It was also recognized that authentic leadership and teacher work engagement were linked (Granziera & Perera,
2019).

Authentic leadership, characterized by transparency, ethical behavior, and self-awareness, has been shown to positively influence work engagement. A
study by Yollu and Korkmaz, (2024) found that authentic leadership enhances work engagement and organizational citizenship behavior by satisfying
employees' work motivation needs. This research underscores the importance of authentic leadership components in fostering a motivated and engaged
workforce.

Similarly, a study by Tavarez (2023) examined the complex relationship between authentic leadership and work engagement. The researchers found
that authentic leadership positively impacts work engagement through the mediating effects of meaningful work and work–family enrichment. This
highlights the multifaceted nature of the relationship between authentic leadership and work engagement.

Authentic leadership, characterized by transparency, ethical behavior, and self-awareness, has been shown to positively influence work ethic in public
schools. A study by Mulyani, Ridwan and Yeni (2024) found that authentic leadership enhances work engagement and organizational citizenship
behavior by satisfying employees' work motivation needs. This research underscores the importance of authentic leadership components in fostering a
motivated and engaged workforce.

Similarly, a study by Ramlawati, Serlin, Arminas, Junaidi, and Ready, (2023) examined the complex relationship between authentic leadership and
work engagement. The researchers found that authentic leadership positively impacts work engagement through the mediating effects of meaningful
work and work–family enrichment. This highlights the multifaceted nature of the relationship between authentic leadership and work engagement.

Research indicates a significant correlation between work ethics and work engagement. A study by Damianus (2023) found that work ethics positively
influence employees' cognitive, emotional, and physical engagement with their tasks. This suggests that individuals who demonstrate strong work
ethics are more likely to be deeply involved and committed to their work.
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Research indicates a significant correlation between work ethics and work engagement. A study by Sahabuddin, Yunus, Ating and Ashoer (2023) found
that work ethics positively influence employees' cognitive, emotional, and physical engagement with their tasks. This suggests that individuals who
demonstrate strong work ethics are more likely to be deeply involved and committed to their work.

The purpose of the study was to construct the mediating effect of work ethic on the relationship between authentic leadership and work engagement.
Specifically, this study dealt with the following objectives: level of authentic leadership in terms of authentic leadership with the indicators such as self-
awareness, internalized moral perspective, balanced processing; and relational transparency; to measure the level of engagement which focuses on
vigor, dedication & absorption; to evaluate the level of level of work ethic in terms of work as central life interest, moral approach to work, and
intrinsic work motivation; to determine the significance of the relationship between authentic leadership of school heads and work engagement;
authentic leadership of school heads and work ethic and workplace ethics and work engagement. To find out the mediating effect of work ethic on
authentic leadership of school heads significantly influences work engagement.

In addition, at the significance level of 0.05, the following null hypotheses were investigated. There was no significant link between
authentic leadership of school heads and work engagement; authentic leadership of school heads and work ethic and work ethic and work engagement.
Work ethic has no significant mediating effect on the relationship between authentic leadership of school heads and work engagement.

On the other hand, authentic leadership as a process stemming from positive organizational behavior, trust, new achievements in the field of
leadership and emotions, identity theories developed to describe the processes through which leaders transfer their influence on the attitudes of their
employees such as job satisfaction, and behaviors such as work results (Baquero, 2023; Jun, Hu, & Sun, 2023).

In addition, others criticize servant leadership from a social perspective, identifying it as either antifeminist or religious in nature. In a recent
paper, argues that the values attributed to servant-leadership are gender biased, and accuses the theory of perpetuating, a theology of leadership that
upholds androcentric patriarchal norms” and insidiously perpetuates a long-standing masculine-feminine, master-slave political economy (Sengupta,
Bajaj, Singh, A Sharma, Patel, & Prikshat, 2023).

In the same vien, leadership was influence, the ability of a person to influence others. True leadership derived authority from a righteous
example, not merely from prestige, personality, or position. Leadership was not so much about style, but rather character as an interpersonal process
that a leader used to direct the activities of individuals or groups towards given objectives within a certain situation through the process of
communication (Al Sabei, AbuAlRub, Al Yahyaei, Al-Rawajfah, Labrague, Burney, & Al-Maqbali, 2023).

Moreover, school must pay attention on work engagement of teachers in the organizations. It is therefore important that teacher actively
involved regularly and have enough time to engage from more resourceful job, commitment and involvement for teacher’s growth so as to augment
their efficiency and make them responsible for quality education. The work related attitudes of teachers seems to be strongly related to involvement of
job performance of teachers (Mazzetti, Robledo, Vignoli, Topa, Guglielmi, & Schaufeli, 2023).

Likewise, teacher engagement entails enthusiasm and commitment to their work. It is associated with the positive behavior of teacher’s impact on
student engagement and learning. Students should be considered as important dimensions of work engagement, alongside as investment in the
organizations (Aungsuroch, Gunawan, Juanamasta, & Montayre, 2024).

If teacher experience a high work of teaching engagement might manufacture an essential motivational role because they enhance a teacher’s
development, learning, and development. It is challenging for them to implement their jobs which lead to withdrawal behavior. Thus, work engagement
will decrease which may lead to poor engagement of students. Continuous hard work and dedication are one of the key factor on work engagement
(Sypniewska, Baran, & Kłos, 2023).

Moreover, ethics of teaching through beliefs and behaviors from the perspective of psychologists as educators. Results showed that the
ethics of teaching include a set of behaviors and beliefs, such as course content, evaluation of students, educational environment, disrespectful behavior,
research and publication issues, financial and material transactions, social relationships with students (Muslihuddin, Wardhana, Ramdhan, & Repo,
2024).

In addition, the work ethics of teachers are essential in shaping student outcomes. Studies have shown that teachers' ethical values directly
influence their professional conduct. For instance, Harris & Johnson (2021) examined how teachers' integrity and accountability led to higher standards
of classroom management and stronger teacher-student relationships. Teachers who demonstrate strong ethical responsibility in their work are more
likely to create a positive and conducive learning environment (Capulso, 2023).

Blau (1964) The Social Exchange Theory serves as the fundamental foundation for this study, Social Exchange Theory suggests that work
engagement is influenced by the reciprocal relationships between employees and the organization. When organizations provide employees with positive
work experiences (such as fair treatment, rewards, and opportunities for growth), employees are more likely to reciprocate with higher levels of
engagement. This reciprocal nature of engagement makes it a social process.

Deci and Ryan (1985) Self-Determination Theory (SDT) Theory also supports the interplay of variables understudies in which, is a
comprehensive framework that centers that emphasizes intrinsic motivation as a key driver of work engagement. According to SDT, people are most
engaged when their psychological needs for autonomy, competence, and relatedness are satisfied. When these needs are met, employees feel more
intrinsic motivation and thus are more engaged in their tasks.
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Supported by Bakker and Demerouti (2007) The JD-R model is widely supported in explaining work engagement. It posits that work
engagement arises when there is a balance between job demands (the workload, emotional strain, etc.) and job resources (support, autonomy, feedback).
The model suggests that job resources (such as social support, feedback, and opportunities for growth) are key drivers of engagement. These resources
help employees cope with job demands and also stimulate their motivation, leading to higher levels of work engagement.

Figure 1 shows the conceptual model showing the relationships of the variables. The independent variable is the authentic leadership which were
composed four characteristics self-awareness or refer as having a clear perception of your personality, internalized moral perspective or refer as refers
to a self-regulatory process whereby individuals use their internal moral standard and values to guide their behavior rather than allow outside pressure
to control them, balanced processing or refer as refers to an individual’s ability to analyze information objectively and explore other people’s opinions
before making a decision and relational transparency or refer as occurs when individuals share their core feelings, motives, and inclinations with others.
(Ross, & Bruce, 2007).

The dependent variable is work engagement with the following indicators; vigor, or refer as enthusiasm or intensity; dedication or refer as the state of
being dedicated absorption or refer as the process of absorbing or state of being absorbed (Bakker, Demerouti, & Schaufeli, 2003).

The mediating variable of this study is the work ethics with the following indicators: workplace ethic in terms of work as central life interest, moral
approach to work, and intrinsic work motivation.

As the global workforce becomes increasingly diverse and interconnected, understanding how work ethic influences the relationship between authentic
leadership and work engagement is essential for organizations worldwide. Work ethic, in this context, refers to the set of values and attitudes that
individuals bring to their professional tasks, including dedication, responsibility, and integrity.

Independent Variable Dependent Variable

Figure 1. Conceptual Framework Showing the Variables of the Study

This may help the Department of Education officials in formulating policies that would enhance quality education. The findings of the study willet
them look deeper on the development of work engagement that could increase formulation of policies, guidelines, and programs that would enhance
teachers’ competence in promoting and develop their own skills. In the same manner, the conduct of this study will help teachers provide ideas on the
importance of incorporating good performance in their teaching through work engagement with.

In this, enlightenment will be present to the minds of teachers and help them to fulfill their teaching tasks with a great output that will also lead for the
betterment of the whole organization especially to the learners. Finally; this study will also serve future researchers as a valuable reference that will
help them conduct their own related studies. The weaknesses and other limitations will challenge them to either replicate or conduct the study using
other research methodologies.

METHOD

This section discusses the research method and procedure utilized by the researcher. It encompasses research respondents, materials, and instruments,
as well as the design and procedure.

Research Respondents
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The respondents of the study were the selected 315 teachers in Mati North District of the Department of Education Region XI, Division of
Mati City, for the 2022–2023 school year made up the sample population for this study The respondents are determined random sampling. The teacher-
respondents are permanent in status, teaching any subject area. Further, the respondents are able to understand the content of the survey questionnaire
and they had the capacity to interpret based on their experiences in the school setting. Below are the number teacher-respondents of this study using
stratified random sampling. The distribution of respondents according to schools under study are as follows:

The study were conducted on the second semester of School Year 2022-2023. In Mati City there were 315 teachers respondents, The teacher must have
at least three year of teaching experience and sign the Certificate of Consent Form to participate in the study. Further, the excluded from this study are
teachers outside Davao Oriental those who are teaching in private schools, those who are on leave, withdraw from the study, holding administrative
positions, or have less than a year of teaching experience in the public school, those who manipulated or with considerably incomplete data and did not
signify their intention to join the study through the certificate of a consent form. Furthermore, there was no requirement for justification if participants
wanted to withdraw early for any reason at all. Hence, the researcher perceived that the teachers in Mati City lack teamwork, empathy, and support
from the administration, and at the same time, having too many roles during this time of the pandemic, teachers are experiencing poor work behaviors,
which impedes progress and development in the organization

Materials and Instrument

The study utilized several standardized survey questionnaires from various sources which underwent modification to fit in the respective setting. In this
study, three (3) instruments were used, each of which was developed to address the research problems. The first measure the level of the questionnaire
deals with the independent variable.

The survey questionnaires used in the study will be gathered from similar studies. The instrument was restructured to make it more appropriate to
current and local settings.

The first questionnaire measured experienced the first part of the instrument deals with leadership in terms of authentic leadership with the indicators
such as self-awareness, internalized moral perspective, balanced processing; and relational transparency. The second part of the instrument deals with
work engagement of teachers adapted from Schaufeli and Bakker (2003). Shortened version (Utrecht Work Engagement Scale–9 [UWES) which gave
emphasis on the following indicators: vigor, dedication and absorption. This instrument should be presented to the panel of examiners then to the group
of experts for validation of the items. The third questionnaire, the scale for work ethic which focuses on work as central life interest, moral approach
to work, and intrinsic work motivation (Miller et al., 2002). The scales used to interpret experienced authentic leadership and work ethic, and work
engagement are as follows. This instrument was presented to the panel of examiners then to the group of experts for validation of the items. The
comments of experts shall be properly taken and incorporated in the finalization of the said instrument. Its draft was first shown to the research adviser
for wisdom. It was advised to proceed with the validation process, obtaining an average mean of 4.50 from 5 known expert validators who looked
intently at the questionnaire's validity. Since Cronbach's Alpha spanned from 0 to 1, it was used for reliability testing to evaluate the internal
consistency of the measures. The closer the alpha coefficient is to 1, the more internally consistent the items it evaluates. (Zaiontz, 2022).

The following outcomes were observed: authentic leadership (30 items) obtained a coefficient of 0.813, work engagement; a coefficient of 0.91 (15
items), suggesting an acceptable internal consistency, organizational climate (70 items) with 0.81 obtained coefficient characterized with good internal
consistency likewise with keeping quality teacher (15 items) work ethic with obtained coefficient of 0.92, such implication follows the principles
observed by Glen (2023).

The questionnaire used in the study was validated by the experts. Wordy items based on a five-point Likert scale ranging from 1-5 (where always
manifested =5, oftentimes manifested = 4, sometimes manifested =3, seldom manifested =2, and never manifested =1

Design and Procedure

The study employed the quantitative non – experimental design method of research using correlation technique. The plan and structure of this research
is to provide a credible answer to a research question. Its purpose is to describe obtainable characteristics such as achievement, attitudes, behavior, and
relationships. The non – experimental quantitative method is appropriate for the present investigation for it deals with the authentic leadership of school
heads and work engagement: the mediating effect work ethic in public schools. Variables are not manipulated; they are only identified and are studied
as they occur in a natural setting (Educational Research, 2011).

Descriptive survey was valuable in proving facts on which scientific judgments may be based. It provides essential knowledge about the nature of
objects and persons and also plays a large part of the development of the instruments for the measurements of many things, instruments that are
engaged in all types of quantitative research as data gathering instrument. The descriptive-correlational survey method is appropriate for the present
investigation for it deals with the description and determination of both independent and dependent variables (Creswell, 2018).

The initial step in data gathering was asking permission from the Dean of the Graduate School of the University of Mindanao, also with the Deped Mati
City, as well as the different school in Deped Mati City to allow the researcher to conduct the study. Upon approval, the researcher traveled to different
schools in Deped Mati City to personally hand the letter with google form links to the questionnaires.

On the hand, to guarantee that there would be 315 responses, the survey was kept open for at least one month. The study's collection of data started in
the 1st week of October and was completed in November 2023. To determine the significance of the mediating effect variable, Pearson-r was used. In
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addition, linear regression determines the predictors of the dependent variable given the list of independent variables. The study evaluated whether
experienced authentic leadership, work ethic, and work engagement.

On the other hand, the researcher observed complete ethical standards in the study by tracking the protocol assessments and standard criteria set by the
University of Mindanao Ethics Review Committee (UMERC) with certification number 2022-013. The participants were given the free will to
voluntarily contribute without any form of cost during the study. Additionally, following the Data Privacy Act of 2012, the researcher ensure that the
respondents' private information was kept secret. The researcher also ensure that the information gleaned from the survey questions is correct and that
the sources of the information are acknowledged correctly. Overall, before, during, and after the study, the researcher adhered to all ethical standards
established by UMERC.

RESULTS AND DISCUSSION

This section presents and discusses the findings from the data analysis on authentic leadership of school heads, work engagement and work ethics.

Authentic Leadership

As seen in Table 1 is the level of authentic leadership such as self-awareness, internalized moral perspective, balanced processing; and relational
transparency with an overall mean of 4.24 described as very high with a standard deviation of 0.22. The very high level could be attributed to the high
rating given by the respondents. Analyzing the results of all its indicators, it marks that the highest mean obtained mean is 4.27 for self-awareness with
a standard deviation of 0.42, and the least obtained mean is relational transparency with an obtained mean of 4.07 and a standard deviation of 0.36.

The results disclosed that relational transparency, a key component of authentic leadership, indicates that leaders who are open, honest, and transparent
in their interactions with employees foster trust and enhance the quality of relationships within the workplace. Relational transparency involves sharing
information, expressing feelings, and being consistent in actions and communication, which makes leaders more approachable and relatable to their
team members.

Table 1

Level of Authentic Leadership

Items SD Mean
Descriptive

Level

Self-awareness;
0.42 4.27

Very High

Internalized Moral Perspective;
0.51

4.25 Very High

Balanced Processing;
0.49

4.15 High

Relational Transparency.
0.36

4.07 High

Overall 0.22 4.24 Very High

This aligns with the finding of Crawford, Dawkins, Martin and Lewis, G. (2020) that school heads were influence, the ability of a person to influence
others. True leadership derived authority from a righteous example, not merely from prestige, personality, or position. Leadership was not so much
about style, but rather character as an interpersonal process that a leader used to direct the activities of individuals or groups towards given objectives
within a certain situation through the process of communication.

The result is consistent with the study of Zeb, Abdullah, Hussain and Safi (2020) who emphasized that relational transparency is a critical component
of authentic leadership. Their research suggests that when leaders exhibit transparency, openness, and honesty, it significantly impacts the level of
trust and commitment employees have toward their leaders and the organization.

Work Engagement
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Table 3 showcases the level of work engagement with an overall mean of 4.05 described as High with a standard deviation of 0.32. The cited overall
mean score was the result gathered from the computed mean scores of its indicators from highest to lowest mean scores as follows: 4. 16 or High for
absorption; 4.15 or High for vigor; and 3.84 or High for dedication.

Meanwhile, work engagement in terms of absorption was also oftentimes manifested by the respondents, which exhibited the highest mean, 4.16, or
High. The indicator of work engagement that exhibited the lowest mean, 3.84, or High, was on dedication. The overall mean score was described

Table 2

Level of the Work Engagement of Teachers

Indicator SD Mean Descriptive Level

Absorption 0.492 4.16 High

Vigor 0.513 4.15 High

Dedication 0.656 3.84 High

Overall 0.319 4.05 High

to be a high level of work engagement this indicates that work engagement is a multi-dimensional construct influenced by both individual and
organizational factors. The concepts of vigor, dedication, and absorption reveal that engaged employees are not only committed to their tasks but also
bring high levels of energy, passion, and focus to their work. When these dimensions are high, employees are more likely to exhibit sustained effort,
greater job satisfaction, and improved performance.

This result conforms to the idea of Prieto-Díez, Postigo, Cuesta, and Muñiz, (2022) highlighted many advantages to employee engagement. Engaged
employees exhibit high energy and strong mental resilience, and they tend to voluntarily invest considerable effort in their assigned tasks. Moreover,
highly engaged employees tend to have a sense of their work’s significance and challenges, and they express enthusiasm and pride in their work, thus
enhancing their performance is evident.

Work Ethics

As seen in Table 3 is, the level of work ethics attributed to work as central life interest, moral approach to work, and intrinsic work motivation. A high
level was indicated by the overall mean of 3.89 and the standard deviation of 0.50, denoting that work ethics is often evident. It is noted that believing
that one’s work provides the best source of achieving perfection in life got the highest obtained a mean of 4.26 or very high, with a standard deviation
of 0.87, and the believing that one should never be late for work unless there is some real emergency.got a mean of 3.58 or high, with a standard
deviation of 1.17 got the lowest mean rating.

The combined high and very high levels of responses resulted in a very high level of work ethics. This indicates that work ethics is very evident in the
school, as work ethics is also a guiding tool for the schools in

Table 3

Level of Work Ethics

SD Mean Descriptive Level

Considering occupational career to be one of the most important activities in life. 0.52 4.12 High

Believing that a person is known in society by the work they does. 0.65 4.12 High

Believeing that work provides a powerful channel to express one’s knowledge,
ability and creativity.

0.90 4.18 High

Believing that one’s work provides the best source of achieving perfection in life. 0.87 4.26 Very High

having to work to earn a living, would still prefer to continue working 0.96 4.14 High

Having fast-changing world, sincerity, hard work, and integrity continue to be
the golden keys to success in one’s work life.

0.85 3.80 High

Feeling a moral obligation to give a full day’s work for a full day’s pay. 1.06 4.04 High

Believing that one should never be late for work unless there is some real
emergency.

1.17 3.58 Very High

Believing that a job well done is a reward in itself. 1.13 4.00 High

Overall 0.50 3.89 High
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upholding their goals. This is in line with the claims of Valeri and Baggio (2020) that every organization values ethics as much as it values its mission
statement. Further, the measures “feel content when I have spent the day teaching,” “strive to be self-reliant” “will work hard to succeed” and “believe
that treating others as you would like to be treated is important” which all have gained a very high level indicates that the employees have felt
satisfaction and are eager to work and connect with others.

This is in line with the claims of Valeri and Baggio (2020) that every organization values ethics as much as it values its mission statement. Further, the
measures “feel content when I have spent the day teaching,” “strive to be self-reliant” “will work hard to succeed” and “believe that treating others as
you would like to be treated is important” which all have gained a very high level indicates that the employees have felt satisfaction and are eager to
work and connect with others. This is in line with the

Significance on the Relationship Between

Authentic Leadership and Work Ethics

Presented in Table 3 were the results of the test of relationship between the variables involved in the study. The overall r-value of 0.810 with a p-value
of as p= . 0.05 which was lesser than α 0.05 signified the rejection of the null hypothesis. It means that there is significant relationship between
authentic leadership and work ethics. Further, when each indicator of attachment level was correlated with the overall authentic leadership, shows
significant relationship.

The correlation between measures of authentic leadership is comprised of four main factors, namely internalised moral perspective, self-awareness,
relational transparency, and balanced processing and work ethics revealed a significant relationship. This implies that authentic leadership is
significantly related to work ethics. This is in line with the claim of Baquero (2023) as cited by Pangayom and Kusmaningtyas (2023) that authentic
leadership and work ethics is vital for fostering an environment where ethical behavior is integral to daily operations and work engagement. By
modeling ethical behavior, promoting transparency, and aligning personal values with organizational practices, authentic leaders cultivate strong work
ethics among employees. This not only improves individual and team performance but also strengthens the organization’s ethical foundation, resulting
in a more committed, engaged, and responsible workforce.

Table 4.1

Significance of the Relationship between the Authentic Leadership and Work Ethics

Authentic Leadership Work Ethics Overall

Self-awareness
.715*

(0.000)

Internalized Moral Perspective
.625*

(0.000)

Balanced Processing
.643*

(0.000)

Relational Transparency
.605*

(0.000)

Overall
.810*

(0.000)

*Significant at 0.05 significance level.

Correlations between the Work Ethics and Work Engagement

Table 4.2 shows the significance of the relationship between the work ethics and work engagement. It can be gleaned from the table that there is a
significant relationship between work ethics and work engagement with an overall correlation coefficient of 0.373, which is the correlation between
work ethics and the work ethics of teachers revealed a significant relationship on work engagement. This implies that employees with a strong work
ethic are generally more committed to their roles and take their responsibilities seriously. A strong sense of work ethics motivates employees to go
beyond the basic requirements of their jobs, invest effort, and consistently perform at high standards. These employees are more likely to exhibit the
three key components of work engagement.

This is in line with the claim of Damianus (2023); Sahabuddin et al., (2024)

Table 4.2
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Significance of the Relationship between the Work Ethics and Work Engagement

Work Ethics
Work Engagement

Vigor Dedication Absorption Overall

Overall
.462*

(0.000)

.526*

(0.000)

-.274*

(0.000)

.373*

(0.000)

*Significant at 0.05 significance level.*

that work ethics help foster trust between employees and the organization. When employees demonstrate integrity, reliability, and professionalism, they
build trust with their colleagues and leaders, which in turn enhances work engagement. Trust is a key component in creating an environment where
employees feel supported and motivated to engage fully in their roles. Ethical behavior and transparent communication increase an employee’s sense of
security and belonging within an organization, which are crucial factors for sustained engagement.

Correlations between Authentic Leadership and Work Engagement

In 4.3 are shown the findings on the connection between tests of authentic leadership and work engagement. The total r-value was 0.348, and the p-
value was 0.001, which is less than the.05 level of significance. This implies that being able to work with others has a big effect on being able to control
yourself. Also, the results showed that authentic leadership is linked to better work engagement. The r-values for these skills were: self-awareness,

Table 4.3

Significance of the Relationship between the Authentic Leadership and Work Engagement

Authentic Leadership

Work Engagement

Vigor Dedication Absorption Overall

Self-awareness
.519*

(0.000)

.504*

(0.000)

-.432*

(0.000)

.128*

(0.027)

Internalized Moral
Perspective

.486*

(0.000)

.512*

(0.000)

-.113*

(0.050)

.399*

(0.000)

Balanced Processing
.543*

(0.000)

.460*

(0.000)

-.358*

(0.000)

.130*

(0.025)

Relational Transparency
.299*

(0.000)

.372*

(0.000)

-.141*

(0.015)

.415*

(0.000)

Overall
.648*

(0.000)

.618*

(0.000)

-.217*

(0.000)

.348*

(0.000)

*Significant at 0.05 significance leve

0.128; internalized moral perspective with, 0.399; balanced processing with, 0.130; and relational transparency with, 0.415 with the p-value is 0.001.
This means that there is a strong link between the two factors authentic leadership and work engagement were found to be significantly related through
an association analysis. This result conforms to the idea of Cohen et al. (2020) and Kimand Park (2020) there was a stronger association between
perceived authentic leadership and work engagement for teachers with shorter job tenure than those with longer job tenure. The findings suggested the
direct effect of perceived authentic leadership on work engagement, and the indirect effect of perceived authentic leadership on work engagement
through the mediating role of affective empathy.

On the Mediating Effect of Work Engagement

Shown in Table 5 is the regression analysis on authentic leadership of school heads and work engagement: the mediating effect work ethics in public
schools. The data in this table wereused as input to the medgraph in Figure 1. As evident in the study of Baron and Kenny (1986), there are three
stepsto be met for a third variable to be acting as mediator, in Table 10 these arecategorized as steps 1 to 3, step 4 is the final step. In Step 1 (Path C)
authentic leadership as independent variable (IV) significantly predicts work engagement, the dependent variable (DV). In Step 2 (Path engagement
(MV) significantly predicts work ethics in, the mediator (IV). In Step 3, work ethics, the mediator (IV) significantly predicts predicts work engagement
between meta work engagement and professional commitment with p<0.01 which signified partial mediation and significant since p<0.01 which is less
than .05. The application of the principle of Multiple Regression is appropriate because the data has passed the preliminary analysis by establishing
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high level of correlation of p<0.01. Apart from the assumption of normality of data, a high level of correlation among the variables is a requirement to
do away with spurious model. To A) work determine the level of the dependent variable focuses on work engagement which focuses on.

CONCLUSION AND RECOMMENDATION

The overall level of authentic leadership which was derived from high level of the knowledge of cognition, such as declarative knowledge, procedural
knowledge, conditional knowledge, and the regulation of cognition, such as planning, information, monitoring, debugging strategies and evaluation.
Since the result also shows that the authentic leadership of school heads is very high, it is recommended that the Department of Education through the
school heads may initiate this undertaking on how to articulate, prioritize, develop strategies around, and measure all leadership activities and
continually exposing the teachers to novelty of teaching strategies.

The level of work engagement is high in vigor, dedication; and absorption. In addition to this, it is important to emphasize the function of
the aforementioned knowledge within the learning processes that may help in the potential creation of elements that generate thorough authentic
leadership within the framework of work ethics. Moreover, trainings, programs, and achieving professional growth are also helpful in the sense that
knowledge is deepened through learning new information about the changing educational system. Furthermore, it is also recommended that teachers
upgrade professionally to be aware of the new curriculum's learning process, changes, and academic trends.

Further, the level of work ethics derived from very high levels in organization socialization, group socialization, and task socialization.
This denotes that public- teachers manifested the act of socialization at all times in their profession. The study concluded that authentic leadership,
work engagement and work ethics significantly associated. That is, the rise in the level of authentic leadership, gives rise also to the level of work
engagement. Lastly, the findings of this study affirmed the propositions which this study was built upon. The findings affirmed the propositions
of Ying and Zaman (2008) which states that authentic leadership affect the work engagement. Thus, authentic leadership will improve professional
commitment and encourage the creation of a conducive working atmosphere within the organization.

Aggarwal et al., (2021) that work engagement can positively influence authentic leadership. Moreover, the study likewise affirmed the propositions
of Yiing and Zaman (2019) leadership behavior is one of the important factors that affects work engagement In the same vein, the mediating effect
of work ethicst on the relationship between authentic leadership, and work engagement is significant. This indicates that authentic leadership
impact work engagement explains the basic link between public leadership behavior of supervisors and authentic leadership.

REFERENCES

Al-Mahdy, Y. F. H., & Alazmi, A. A. (2023). Principal support and teacher turnover intention in Kuwait: Implications for policymakers. Leadership
and Policy in Schools, 22(1), 44-59.

Al Sabei, S., AbuAlRub, R., Al Yahyaei, A., Al-Rawajfah, O. M., Labrague, L. J., Burney, I. A., & Al-Maqbali, M. (2023). The influence of nurse
managers’ authentic leadership style and work environment characteristics on job burnout among emergency nurses. International Emergency
Nursing, 70, 101321.

Aungsuroch, Y., Gunawan, J., Juanamasta, I. G., & Montayre, J. (2024). Updating factors influencing nurse work engagement in the hospital settings:
A systematic review. Journal of Healthcare Leadership, 157-176.

Bakker, A. B., & Demerouti, E. (2007). Job resources boost work engagement, particularly when job demands are high. Journal of educational
psychology, 99(2), 274.



International Journal of Research Publication and Reviews, Vol 6, Issue 3, pp 2491-2504 March 2025 2500

Bakker, A., Demerouti, E., & Schaufeli, W. (2003). Dual processes at work in a call centre: An application of the job demands–resources
model. European Journal of work and organizational psychology, 12(4), 393-417.

Baquero, A. (2023). Authentic leadership, employee work engagement, trust in the leader, and workplace well-being: A moderated mediation
model. Psychology research and behavior management, 1403-1424.

Blau (1964): exchange and power in social life. Schlüsselwerke der Netzwerkforschung, 51-54.

Capulso, R. B. (2023). Work Ethics and Motivation of Public Elementary School Teachers in the District of Pontevedra. IDEAS: Journal of
Management & Technology, 3(1), 53-60.

Crawford, J. A., Dawkins, S., Martin, A., & Lewis, G. (2020). Putting the leader back into authentic leadership: Reconceptualising and rethinking
leaders. Australian Journal of Management, 45(1), 114-133.

Damianus, A. D. (2023). Examining the Effect of Work Ethics on Work Engagement as Mediated by Generational Differences. Divine Word
International Journal of management and Humanities, 2(4), 502-525.

Deci, E. L., & Ryan, R. M. (1985). The general causality orientations scale: Self-determination in personality. Journal of research in personality, 19(2),
109-134.

Denford, S., Martin, A. F., Love, N., Ready, D., Oliver, I., Amlôt, R., ... & Rubin, G. J. (2021). Engagement with daily testing instead of self-isolating
in contacts of confirmed cases of SARS-CoV-2: a qualitative analysis. Frontiers in Public Health, 9, 714041.

Granziera, H., & Perera, H. N. (2019). Relations among teachers’ self-efficacy beliefs, engagement, and work satisfaction: A social cognitive
view. Contemporary Educational Psychology, 58, 75-84.

Jun, K., Hu, Z., & Sun, Y. (2023). Impact of authentic leadership on employee turnover intention: Perceived supervisor support as mediator and
organizational identification as moderator. Frontiers in Psychology, 14, 1009639.

Mazzetti, G., Robledo, E., Vignoli, M., Topa, G., Guglielmi, D., & Schaufeli, W. B. (2023). Work engagement: A meta-analysis using the job
demands-resources model. Psychological reports, 126(3), 1069-1107.

Mulyani, S. R., Ridwan, M., & Yeni, F. (2024). Effect of Communication, Work Ethics, Work Engagement and Work Environment on Employee
Performance. UPI YPTK Journal of Business and Economics, 9(1), 29-36.

Muslihuddin, M., Wardhana, K. E., Ramdhan, T. W., & Repo, N. (2024). The Influence of Ethical Philosophy on Teachers' Work Ethic. Syaikhuna:
Jurnal Pendidikan dan Pranata Islam, 15(1), 64-78.

Pangayom, A. I. T., & Kusmaningtyas, A. (2023). Ethical leadership and authentic leadership for improving innovative work behavior. International
Journal of Science and Research Archive, 9(1), 679-690.

Parrish, D., Lemmons, B., Washburn, M., Oxhandler, H., & Sturdivant, R. (2023). Predictors of social work practitioner engagement in evidence-based
practice: A cross-sectional survey. Journal of Evidence-Based Social Work, 20(3), 425-443.

Work engagement: Organizational attribute or personality trait?. Revista de Psicología del Trabajo y de las Organizaciones.

Ramaite, M., Rothmann, S., & van der Vaart, L. (2022). Job embeddedness profiles: Associations with supervisor relations, job satisfaction, and work
engagement. Cogent Psychology, 9(1), 2080322.

Ramlawati, R., Serlin, S., Arminas, A., Junaidi, J., & Ready, W. (2023). The role of ethical leadership on employee commitment to the organization:
the mediating role of job satisfaction and job engagement. Организационная психология, 13(1), 73-91.

Ross, J., & Bruce, C. (2007). Professional development effects on teacher efficacy: Results of randomized field trial. The journal of educational
research, 101(1), 50-60.

Rubin, K. I. (2022). The Great Balancing Act: Women Seeking Work-Life Balance during COVID-19 (Doctoral dissertation, University of Southern
California).

Sahabuddin, Z. A., Yunus, A. T., Ating, R., & Ashoer, M. (2024). Impact of Islamic work ethics on civil servants’ performance: Mediating effect of
work engagement. Journal of Enterprise and Development (JED), 6(1), 201-211.

Sengupta, S., Bajaj, B., Singh, A., Sharma, S., Patel, P., & Prikshat, V. (2023). Innovative work behavior driving Indian startups go global–the role of
authentic leadership and readiness for change. Journal of Organizational Change Management, 36(1), 162-179.

Sypniewska, B., Baran, M., & Kłos, M. (2023). Work engagement and employee satisfaction in the practice of sustainable human resource
management–based on the study of Polish employees. International Entrepreneurship and Management Journal, 19(3), 1069-1100.

Tarrant, M., Schweinsberg, S., Landon, A., Wearing, S. L., McDonald, M., & Rubin, D. (2021). Exploring student engagement in sustainability
education and study abroad. Sustainability, 13(22), 12658.



International Journal of Research Publication and Reviews, Vol 6, Issue 3, pp 2491-2504 March 2025 2501

Tavarez, I. R. (2023). Authentic Leadership and Identity in Teachers of Color with Administrators in Elementary Schools. Grand Canyon University.

Yollu, S., & Korkmaz, M. (2024). The Mediating Role of Moral Courage in the Relationship Between Authentic Leadership and Teachers’ Positive
Psychological Capital. Journal of Theoretical Educational Science, 17(3), 698-718.

Zeb, A., Abdullah, N. H., Hussain, A., & Safi, A. (2020). Authentic leadership, knowledge sharing, and employees’ creativity. Management Research
Review, 43(6), 669-690.

Avolio, B. J., & Avey, J. B., (2008). Experimentally analyzing the impact of leader positivity on follower positivity and performance. Leadership
Quarterly, 22, 282-294.

Bakker, A. B., & Demerouti, E. (2008). The job demands-resources model: State of the art. Journal of Managerial Psychology, 22, 309–328.
doi:10.1108/02683940710733115

Baumeister, R. F., & Leary, M. R. (1995). The Need to Belong: Desire for Interpersonal Attachments as a Fundamental Human Motivation.
Psychological Bulletin, 117(3), 497-529.

Berg, J. M., Wrzesniewski, A., & Dutton, J. E. (2010). Perceiving and responding to challenges in job crafting at different ranks: When proactivity
requires adaptivity. Journal of Organizational Behavior, 31(2-3), 158-186.

Brown, P. M. (1992). Exchange and power in social life. New York: Wiley.

Calvete, H. & Connor-Smith, J.K. (2006). Perceived social support, coping, and symptoms of distress in American and Spanish students. Anxiety,
Stress, and Coping, 19(1), 47 – 65.

Creswell, J.W. (2008). Narrative research designs. In Educational research: Planning, conducting and evaluating quantitative and qualitative research
(3rd ed., 511-550). Upper Saddle River, NJ: Pearson Education, Inc.

Cutrona, C. E., Cole, V., Colangelo, N., Assouline, S. G., & Russel, D. W. (2004). Perceived parental social support and academic achievement: An
attachment theory perspective. Journal of 'Personality and Social Psychology, 66(2), 369-378.

De Lange, A. H., De Witte, H., & Notelaers, G. (2008). Should I stay or should I go. Examining longitudinal relations among job resources and work
engagement for stayers versus movers. Work & Stress, 22, 201–223. doi:10.1080/02678370802390132.

Deniz. A. (2014). Analysis The levels of organizational commitment of teachers working İn primary schools at the town center and village.
Balikesir University, Institute of Social Sciences. Sakarya https://tez.yok.gov.tr/UlusalTezMerkezi/.

De Wit, D. J., Karioja, K., Rye, B. J., Shain, M. (2011). Perceptions of declining classmate and teacher support following the transition to high school:
Potential correlates of increasing student mental health difficulties. Psychology in the Schools, 48, 556–572. doi:10.1002/pits.20576.

Demerouti, E., & Bakker, A. В. (2008). Burnout and engagement at work as a function of demands and control. Scandinavian Journal of Work
Environment Health, 27(4), 279-286.

Dorrell, A. (1995). Classroom labeling as part of a print-rich environment. Retrieved February 3, 2005 from:
http://www.earlychildhood.com/Articles/index.cfm?A=441&FuseAction=Article

Dutton, J. E., Roberts, L. M., & Bednar, J. (2010). Pathways to positive identity construction at work: Four types of positive identity and the building of
social resources. Academy of Management Review, 35(2), 265-293.

Endres, G. M., & Mancheno-Smoak, L. (2008). The Human resource Craze: Human Performance Improvement and Employee Engagement.
Organizational Development Journal, 26(1), 69-78.

Friedlander, L.J., Reid, G.J., Shupak, N. & Cribbie, R. (2007). Social support, self-esteem, and stress as predictors of adjustment to University among
first-year undergraduates. Journal of College Student Development, 48 (3), 259 – 275.

Gurung, R.A.R (2006). Health Psychology: A Cultural Approach. Belmont CA: Thomson Wadsworth..

Hansen, T., & Dagirmanjian, D. (2008). Group Adlerian play therapy with children with off-task behaviors. Journal for Specialists in Group Work, 40,
294 – 314. doi.org/10.1080/01933922.2015 .1056569.

Hobfoll, S. E., & Vaux, A. (1993). Social support: social resources and social context. In L. Golberger & S. Breznitz (Eds.), Theoretical and Clinical
Aspects. New York: Free Press.

Janson, C., Stone, C., & Clark, M.A. (2009). Stretching leadership: A distributed perspective for school counselor leader. Professional School
Counseling, 13 (2), 98-106.

Johnson, R. B., & Christensen, L. (2008). See lecture in Chapter Eleven: Non experimental quantitative research, based on Educational Research:
Quantitative, Qualitative, and Mixed Applications. Retrieved October 13, 2015, from www.southalabama.edu/coe/bset/johnson/2lectures.htm.

http://www.earlychildhood.com/Articles/index.cfm?A=441&FuseAction=Article
http://www.southalabama.edu/coe/bset/johnson/2lectures.htm


International Journal of Research Publication and Reviews, Vol 6, Issue 3, pp 2491-2504 March 2025 2502

Karatepe, O. M. (2009). High-performance work practices and hotel employee performance: The mediation of work engagement. International Journal
of Hospitality Management.

Karatepe, O. M., Olugbade, H., Karadas, G., Sanders, K., Azar, A. K., & Naderiadib, N. (2012). Does Work Engagement Mediate the Effect of
Polychronicity on Performance Outcomes. A Study in the Hospitality Industry in Northern Cyprus. Journal of Human Resources in Hospitality &
Tourism, 12(1), 52-70. doi.org/10.1080/15332845.2013.723266.

Kelly, C. K., & Antonio, C. Y. (2016). Exploration of a construct model linking leadership types, organization culture, employees performance and
leadership performance. Procedia - Social and Behavioral Sciences, 25, 123-136.doi.org/10.1016/j.sbspro.2011.10.534

Kirkpatrick, L. M. (2007). Evidence-based practice, response to intervention, and the prevention of reading difficulties. Language, Speech, and Hearing
Services in Schools, 37, 284 –297.doi .org/10.1044/0161-1461(2006/033)

Kotler, P. (2010).Marketing management. (millenniun ed.). Upper Saddle River: Prentice Hall International.

Lakey, B., & Cohen, S. (2010). Social support theory and measurement. In Cohen, S., Underwood, L. G., & Gottlieb, B. H. (Eds.), Social support
measurement and interventions: A guide for health and social scientists. New York: Oxford.

Little, B. (2011). Stability and change as simultaneous experiences in organizational life. The Academy of Management Review, 25, 753–759.
doi:10.5465/AMR.2000.3707707.

Littrell, M. A., Anderson, L. F., & Brown, P. J. (1994). What makes a craft souvenir authentic. Annals of Tourism Research, 20(1), 197−215.

Llorens, S., Bakker, A. B., Schaufeli, W., & Salanova, M. (2006).Testing the robustness of the job demands-resources model. International Journal of
Stress Management, 13(3), 378-391.doi.org/ 10.1037/1072-5245.13.3.378.

Llorens, S., Bakker, A.B., Schaufeli, W.B., & Salanova, M. (2007). Does a positive gain spiral of resources, efficacy beliefs and engagement exist.
Computers in Human Behavior, (825-41).

Luthans, F., Norman, SM., Avolio, B. J., & Avey, J. B. (2008). Positive psychological capital: Measurement and relationship with performance and
satisfaction. Personnel Psychology, 60, 541-572. DOI: 10.1111/j.1744-6570.2007.00083.x

Ma, E., & Qu, H. (2011). Social exchanges as motivators of hotel employees’ organizational citizenship behavior: The proposition and application of a
new three-dimensional framework. International Journal of Hospitality Management, 30(3), 680-688. doi.org/10.1016/j.ijhm.2010.12.003.

MacDonald, J. H., Armstrong, S. A., & Henson, R. K. (2008). Strengthening the campus lead leadership team through effective principal and counselor
relationships: implications for training. School Leadership Review, (3), 82-103.

Macey, W. H., & Schneider, B. (2008). The meaning of employee engagement. Industrial and Organizational Psychology: Perspectives on Science and
Practice, 1, 3–30.

Mauno, S., Kinnunen, U., & Ruokolainen, M. (2007). Job demands and resources as antecedents of work engagement: A longitudinal study. Journal of
Vocational Behavior, 70(1), 149-171. doi.org/10.1016/j.jvb.2006.09.002.

Mckinley, M. (2009). The Role of Metacognitive Listening Strategies Awareness and Podcast-Use Readiness in Using Podcasting for Learning English
as a Foreign Language. Procedia-Social and Behavioral Sciences, 31, 73-81. doi.org/10.1016/j.sbspro.2011.12.019.

Militello, M. & Janson, C. (2007). Socially focused, situationally driven practice: A study of distributed leadership among school principals and
counselors. Journal of School Leadership, 17, 4, 409-442.

Murphy, K. R., & Cleveland, J. N. (1995). Understanding performance appraisal: Social, organizational, and goal-based perspectives. Thousand Oaks:
CA: Sage.

Niehaus, A.C., Angilletta, M.J., Jr, Sears, M.W., Franklin, C.E., Wilson, R.S., & Huey, R.B., (2012). Predicting the physiological performance of
ectotherms in fluctuating thermal environments. J Exp Biol 215:694–701.

Noddings, C. W. (1988). Relationships among service climate, psychological contract, work engagement and service performance. Journal of Air
Transport Management, 25(0), 67-70..doi.org/10.1016/j.jairtraman.2012.08.011.

Perryman, K. & Doran, J., (2010) Guidelines for incorporating play therapy in the schools. In A.A. Drewes and C.E. Schaefer (Eds), School Based Play
Therapy (pp. 61-86). Hoboken, New Jersey: John Wiley & Sons, Inc.

Perryman, K., & Doran, J. (2010). Guidelines for incorporating play therapy in schools. In A. A. Drewes & C. E. Schafer (Eds.), School-based play
therapy (2nded.,59-86). Hoboken, NJ: Wiley..doi.org/10.1002/9781118269701.

Rhoades, B. L., Warren, H. K., Domitrovich, C. E., & Greenberg, M. T. (2011). Examining the link between preschool social-emotional competence
and first grade academic achievement: The role of attention skills. Early Childhood Research Quarterly, 26, 182-191.

http://dx.doi.org/10.1080/15332845.2013.723266
http://dx.doi.org/10.1016/j.ijhm.2010.12.003
http://dx.doi.org/10.1016/j.sbspro.2011.12.019


International Journal of Research Publication and Reviews, Vol 6, Issue 3, pp 2491-2504 March 2025 2503

Rosenfeld, L. B., Richman, J. M., & Bowen, G. L. (2010). Social support networks and school outcomes: The centrality of the teacher. Child and
Adolescent Social Work Journal, 17, 205-226.

Rubin, L. (2004). Engagement and burnout: Analysing their association patterns. Psychological Reports, 94, 1048-1050.

Ruck, K., & Welch, M. (2012). Valuing internal communication; management and employee perspectives. Public Relations Review, 38(2), 294-302.
doi.org/10.1016/j.pubrev.2011.12.016

Ruler, P. O. C. (2011). Early adolescents’ perspectives on motivation and achievement in academics. Urban Education, 43, 723–749.
doi:10.1177/0042085907311831.

Saks, S. E. (2009). The influence of culture, community, and the nested-self in the stress process: Advancing conservation of resources theory. Applied
Psychology: An International Review, 50, 337–421. doi:10.1111/1464-0597.00062.

Schaefer, J., & Drewes, S. A. (2010). Burnout, engagement, coping and general health of service employees in the hospitality industry. Tourism
Management, 29(6), 1053-1063.doi.org/10.1016/j.tourman.2008.01.006.

Schaufeli, W. B., & Bakker, A. B. (2003). Job demands, job resources and their relationship with burnout and engagement: A multi-sample study.
Journal of Organizational Behavior,25, 293-315.

Schaufeli, W. B., & Salanova, M. (2007). The measurement of engagement and

burnout: A two sample confirmatory factor analytic approach. Journal of Happiness Studies, 3, 71–92. doi:10.1023/A:1015630930326

Schaufeli, W. B., Bakker, A. B., & Van Rhenen, W. (2008). How changes in job demands and resources predict burnout, work engagement, and
sickness absenteeism. Journal of Organizational Behavior, 30(7), 893-917. http://dx.doi.org/10.1002/job.595.

Shiau, W. L., & Luo, M. M. (2012). Factors affecting online group buying intention and satisfaction: A social exchange theory perspective. Computers
in Human Behavior, 28(6), 2431-2444 .doi.org/10.1016/j.chb.2012.07.030.

Simmons, W. B. (2011). A three-wave study of job resources, self-efficacy, and work engagement among Italian schoolteachers. European Journal of
Work and Organizational Psychology, 20, 285–304. doi:10.1080/13594320903513916.

Simpson, M. R. (2009). Engagement at work: A review of the literature. International Journal of Nursing Studies, 46(7), 1012-1024.
dx.doi.org/10.1016/j.ijnurstu.2008.05.003.

Spilt, J. L., Koomen, H. M. Y., & Thijs, J. T. (2011). Teacher wellbeing: The importance of student-teacher relationships. Educational Psychology
Review, 23, 457–477.

Spilt, J. L., Koot, H. M., & Van Lier, P. A. C. (2013a). Wie profiteert van taakspel? [Whom benefits from ‘Taakspel’]. Kind & Adolescent, 34, 195-207.

Stephenson, M., & Bauer, C. (2010). Examining classroom influences on student perceptions of school climate: The role of classroom management and
exclusionary discipline strategies. Journal of School Psychology, 51(5), 599-610.

Ttofi, M. M. & Farrington, D. P. (2011). Effectiveness of school-based programs to reduce bullying: a systematic and meta-analytic review. Journal of
Experimental Criminology, 7, 27-56.

Tugrul, S. (2013). Learner Use of Strategies in Interaction: Typology and Teachability. Language Learning, 41(2), 235- 268.
dx.doi.org/10.1111/j.1467-1770.1991.tb00685.x.

Valli, L., & Buese, D. (2007). The changing roles of teachers in an era of high-stakes accountability. American Educational Research Journal, 44, 519–
558.

Vannest, K. J., Davis, J. L., Davis, C. R., Mason, B. A., & Burke, M. D. (2010). Effective intervention for behavior with a daily behavior report card: A
meta-analysis. School Psychology Review, 39, 654-672.

Watson, D., Clark, L. A., Martínez, I. M., Pinto, A. M., Salanova, M., & Tellegen, A. (2009). Development and validation of brief measures of positive
and negative affect: The PANAS scales. Journal of Personality and Social Psychology, 54, 1063–1070.

Wentzel, K. R., Battle, A., Schiefele, U., Roeser, R., Russell, S. L., & Looney, L. B. (2010). Social supports from teachers and peers as predictors of
academic and social motivation. Contemporary Educational Psychology, 35, 193–202. doi:10.1016/j. cedpsych.2010.03.002.

Wilson, S. J., & Lipsey, M. W. (2007). School-based interventions for aggressive and disruptive behavior: Update of a meta-analysis. American
Journal of Preventive Medicine, 33, 130-143.

Wittink, D. R. & Bayer, L. R. (1994).The measurement imperative.Marketing Research, 6(64), 14.

Woodcock, S. & Reupert, A. (2012). A cross-sectional study of student teachers’ behaviour management strategies throughout their training years.
Australian Educational Researcher, 39, 159-172.

http://dx.doi.org/10.1002/job.595


International Journal of Research Publication and Reviews, Vol 6, Issue 3, pp 2491-2504 March 2025 2504

Wright, R. A., & McCurdy, B. L. (2012). Class-wide positive behavior support and group contingencies: Examining a positive variation of the good
behavior game. Journal of Positive Behavior Interventions, 14, 173-180.

Xanthopoulou, D., Bakker, A. B., Demerouti, E., & Schaufeli, W. B. (2007). Reciprocal relationships between job resources, personal resources, and
work engagement. Journal of Vocational Behavior, 74, 235–244. doi:10.1016/j.jvb.2008.11.003.

Ysseldyke, J., & Tardrew, S. (2007) Use of a progress monitoring system to enable teachers to differentiate mathematics instruction. Journal of Applied
School Psychology, 24, 1-28.


	INTRODUCTION
	METHOD
	RESULTS AND DISCUSSION
	CONCLUSION AND RECOMMENDATION 

