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ABSTRACT
This study examines the relationships among transformational leadership, faculty empowerment, and organizational commitment among faculty members of the University of Rizal System (URS). Employing a descriptive–correlational research design, the study sought to determine how the dimensions of transformational leadership—Idealized Influence, Inspirational Motivation, Intellectual Stimulation, and Individualized Consideration—and selected facets of faculty empowerment relate to the three components of organizational commitment, namely affective, continuance, and normative commitment. Data were gathered using structured questionnaires with established reliability and validity, administered to 67 faculty members selected through purposive sampling.Descriptive results indicated that faculty members perceived a high level of transformational leadership across all dimensions. Faculty empowerment was likewise rated at a high level, suggesting that respondents generally felt supported and involved in institutional processes. In contrast, organizational commitment was assessed at a moderate level, indicating room for improvement in strengthening faculty attachment and loyalty to the institution. Correlation analyses revealed that none of the dimensions of transformational leadership had a statistically significant relationship with organizational commitment. However, one facet of faculty empowerment Collegial Support and Collaboration—demonstrated a significant but low positive relationship with continuance commitment. This finding suggests that supportive professional relationships may influence faculty members’ decisions to remain in the institution, particularly in terms of perceived costs associated with leaving. The findings imply that although transformational leadership practices and faculty empowerment mechanisms are evident at URS, their direct influence on organizational commitment is limited. These results underscore the need for more focused and strategic leadership and engagement initiatives. In response to these findings, the study proposes the Transformational Leadership, Faculty Empowerment, and Organizational Commitment Enhancement Program (TLECEP), aimed at strengthening leadership capacities, institutionalizing meaningful faculty empowerment practices, and fostering a more committed and motivated faculty workforce.
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INTRODUCTION
In the Philippine context, the higher education sector faces distinct challenges arising from rapid institutional expansion, persistent resource constraints, and bureaucratic governance structures (Commission on Higher Education [CHED], 2020). Public higher education institutions (HEIs), such as the University of Rizal System (URS), play a vital role in national development by producing skilled professionals and advancing knowledge. However, these institutions continue to experience difficulties related to faculty retention, engagement, and organizational commitment, often attributed to structural limitations and deeply embedded organizational cultures within the public sector. In response to these challenges, many public universities have adopted transformational leadership approaches aimed at fostering motivation, collaboration, and shared vision among faculty members. Transformational leadership is widely recognized for its potential to enhance employee commitment and performance; however, empirical studies conducted in Philippine public universities have yielded inconsistent findings regarding its impact on faculty engagement and organizational commitment (Santiago & Lim, 2019). These mixed results suggest that the effectiveness of transformational leadership may not be uniform across contexts and may be influenced by mediating factors such as institutional culture, availability of resources, and policy and governance environments (Pangulo & Reyes, 2021).
At the institutional level, particularly within University of Rizal System and similar state universities, faculty organizational commitment remains a pressing concern amid the expansion of campuses, increasing administrative responsibilities, and heightened accountability demands. Leadership initiatives in these settings often emphasize faculty empowerment, which involves granting autonomy, encouraging participatory decision-making, and recognizing professional competence. Nevertheless, existing evidence indicates that such initiatives do not always translate into sustained faculty commitment or organizational loyalty. This gap between leadership intentions and actual faculty experiences highlights the need for a deeper examination of the mechanisms through which transformational leadership influences organizational outcomes.
Given these conditions, there is a need for a more nuanced understanding of the interrelationships among transformational leadership, faculty empowerment, and organizational commitment within the context of Philippine public higher education. Examining these variables within the University of Rizal System can provide empirical insights into how leadership practices and empowerment strategies interact to shape faculty commitment, thereby informing leadership development programs and policy initiatives aimed at strengthening public universities.

Rationale
The existing body of literature presents an inconclusive understanding of the effectiveness of transformational leadership in fostering faculty engagement and organizational commitment within higher education institutions, particularly in public universities. Internationally, transformational leadership has been widely associated with positive outcomes such as increased motivation, job satisfaction, and commitment among academic staff (Bass & Riggio, 2006). However, empirical evidence remains inconsistent. A meta-analysis by Avolio et al. (2014) revealed that although transformational leadership is generally linked to improved organizational performance, the magnitude and direction of its effects vary significantly across institutional contexts. These variations are often attributed to mediating and moderating factors, including organizational culture, faculty empowerment, and the level of institutional support. Within the Philippine higher education context, this inconsistency is even more pronounced. Despite the widespread adoption of transformational leadership frameworks in public universities, several studies indicate a misalignment between leadership practices and faculty members’ perceptions of empowerment and organizational commitment (Santiago & Lim, 2019). Scholars argue that deeply rooted hierarchical structures, limited faculty involvement in governance and decision-making, and unequal access to resources constrain the capacity of leadership styles alone to cultivate sustained organizational loyalty (Pangulo & Reyes, 2021). Furthermore, leadership development initiatives in public higher education institutions often emphasize theoretical models without sufficient attention to contextual realities, resulting in challenges in translating leadership principles into meaningful and empowering practices.
At the institutional level, the University of Rizal System exemplifies these sector-wide challenges. Its rapid expansion over the past decade has increased faculty workload, intensified administrative responsibilities, and heightened concerns related to staff retention and organizational commitment. These conditions underscore the importance of examining not only leadership style but also the mechanisms through which leadership influences faculty attitudes and behaviors. In this regard, faculty empowerment—characterized by autonomy, participation in decision-making, and professional recognition—emerges as a critical intervening variable that may explain the uneven impact of transformational leadership on organizational commitment.
Therefore, this study is warranted to empirically investigate the interrelationships among transformational leadership, faculty empowerment, and organizational commitment within the University of Rizal System. By situating the analysis within a specific public university context, the study seeks to address gaps in existing literature and generate context-sensitive evidence that can inform leadership practices, faculty development programs, and policy initiatives aimed at strengthening organizational commitment in Philippine public higher education institutions.
Statement of the problem
This study aims to explore the relationships among transformational leadership, faculty empowerment, and organizational commitment among faculty members at the University of Rizal System (URS). 
Specifically, the study seeks to address the following key questions to provide a clearer understanding of these dynamics:
1. What is the level of transformational leadership perceived by the faculty members at URS in terms of Idealized Influence, Inspirational Motivation, Intellectual Stimulation, and Individualized Consideration?
2. What is the level of faculty empowerment experienced by faculty members at URS in terms of Decision-making Autonomy, Professional Development Opportunities, Collegial Support and Collaboration?
3. What is the level of organizational commitment among faculty members at URS in terms of Affective Commitment, Continuance Commitment and Normative Commitment?
4. Is there a significant relationship between transformational leadership and faculty empowerment at URS?
5. Is there a significant relationship between transformational leadership and organizational commitment at URS?
6. Are there significant differences in perceptions of transformational leadership, faculty empowerment, and organizational commitment across demographic profiles such as age, sex, educational attainment, academic rank, years of service, and campus affiliations?

Literature Review
Transformational Leadership in Higher Education
Transformational leadership is widely recognized as a compelling leadership style that inspires and motivates followers to achieve exceptional outcomes through vision, intellectual stimulation, and individualized support (Bass & Riggio, 2006). It emphasizes creating positive change by inspiring followers to transcend self-interest for the benefit of the organization. In higher education, transformational leadership has been linked to improved faculty motivation, job satisfaction, and organizational commitment (Avolio & Bass, 2004).
Studies have shown that transformational leaders foster a sense of shared vision, encourage innovative practices, and develop supportive relationships with faculty members (Leithwood & Jantzi, 2005). However, the influence of transformational leadership on faculty outcomes can vary depending on contextual factors such as organizational culture and institutional structure (Bass & Avolio, 1994). For instance, Odoardi and Windeler (2018) found that in hierarchical settings, the effect of transformational leadership on faculty commitment may be attenuated due to bureaucratic constraints.
Faculty Empowerment and its Dimensions
Faculty empowerment refers to the process by which faculty members gain control over their work environment, participate in decision-making, and access professional development opportunities (Spreitzer, 1998). Empowerment comprises multiple dimensions, including decision-making autonomy, access to resources, collegial support, and critical awareness of organizational processes (Kouzes & Posner, 2017).
Empowered faculty are more likely to experience higher job satisfaction, enhanced commitment, and a sense of organizational ownership (Laschinger et al., 2001). Nonetheless, in university settings characterized by rigid hierarchies and bureaucratic procedures, faculty empowerment may be limited, reducing its potential positive impact (Liu et al., 2012). Previous research has found mixed results regarding the link between empowerment and organizational commitment, suggesting that the organizational climate plays a vital moderating role (Koonin et al., 2019).
Organizational Commitment among Faculty
Organizational commitment reflects the emotional attachment, perceived costs of leaving, and sense of obligation faculty feel toward their institution (Meyer & Allen, 1991). It is a critical predictor of faculty retention, teaching quality, and overall institutional stability (Ramsden, 1998).
Meyer and Allen's (1991) three-component model delineates commitment into affective (emotional attachment), continuance (perceived economic or social costs of leaving), and normative (sense of obligation) commitment. Several studies have identified that leadership practices and empowerment influence these components differently; for example, supportive leadership enhances affective commitment, while resource availability and recognition bolster continuance and normative commitment (Kahn & Katz, 2019)
Linking Theory and Empirical Evidence to the Current Study
The theoretical framework underpinning this study integrates Rappaport’s Empowerment Theory (1987), which posits that empowerment involves broader organizational and community-level processes that foster control, participation, and critical awareness (Zimmerman, 1995). This theory suggests that leadership behaviors—particularly transformational practices—can catalyze empowerment, which in turn influences organizational commitment.
Although, prior studies provide evidence that transformational leadership can positively impact faculty empowerment and commitment (Carmeli et al., 2006; Simons & Bozic, 2013), some research indicates that contextual factors such as organizational culture, structural barriers, and institutional policies might limit this influence (Bass & Avolio, 1994). Specifically, in the Philippine higher education sector, studies like Garcia (2015) highlight that heavy bureaucratic processes and limited participatory mechanisms hinder leadership effectiveness and faculty engagement
Current Study’s Aim
Building upon this foundation, the present study seeks to examine the relationships among transformational leadership, faculty empowerment, and organizational commitment within the University of Rizal System. Specifically, it aims to determine whether transformational leadership behaviors translate to greater faculty empowerment and stronger organizational commitment amid contextual barriers. This understanding will contribute to developing strategies that operationalize transformational leadership to foster a more engaged and committed faculty workforce.
METHODOLOGY
This study employed a quantitative, descriptive–correlational research design to systematically examine the relationships among transformational leadership, faculty empowerment, and organizational commitment within the University of Rizal System (URS). This design was deemed appropriate as it allows for the objective measurement and statistical analysis of variables, providing empirical evidence on the nature and strength of their relationships without manipulating the study environment.
The quantitative approach involved the collection of numerical data through structured survey questionnaires, enabling the researcher to quantify faculty members’ perceptions, attitudes, and experiences related to leadership practices, empowerment, and organizational commitment. The descriptive component of the design was used to determine the current levels and characteristics of transformational leadership, faculty empowerment, and organizational commitment across URS campuses. This component provided a comprehensive profile of the prevailing conditions of the variables under investigation.
The correlational aspect of the study focused on identifying the degree and direction of relationships among transformational leadership, faculty empowerment, and organizational commitment. Specifically, Pearson’s product–moment correlation coefficient was employed to determine the strength and statistical significance of the associations between the variables.
Samples and Sampling Technique
The respondents of this study were faculty members of the University of Rizal System (URS). Purposive sampling was employed to select faculty with at least six years of service in three URS campuses. This criterion ensured that participants possessed adequate institutional exposure to evaluate leadership practices, faculty empowerment, and organizational commitment within their respective campuses. Faculty members with longer tenure were considered appropriate respondents as they had experienced key phases of campus development, including institutional establishment, academic program expansion, and evolving leadership practices. Their sustained engagement provided a longitudinal perspective on how transformational leadership has influenced faculty empowerment and organizational commitment over time.
Moreover, long-serving faculty members are more likely to have developed a comprehensive understanding of organizational dynamics and to have assumed greater academic or administrative responsibilities. Consequently, the data gathered from this sample are grounded in informed and experience-based perspectives relevant to the study variables.
Research Instruments
Data were gathered using structured survey questionnaires composed of standardized and validated instruments. The questionnaire was divided into four parts. The first part elicited demographic information such as campus affiliation, employment status, length of service, and academic rank.
The second part measured transformational leadership, covering the dimensions of idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration. The third part assessed faculty empowerment, focusing on aspects such as autonomy, participation in decision-making, professional growth, and access to resources. The fourth part measured organizational commitment, specifically affective, continuance, and normative commitment.
Data Analysis
Data obtained from faculty members across the three URS campuses were pooled and analyzed at the university-wide level. Consistent with the descriptive-correlational research design, both descriptive and inferential statistical techniques were employed. Descriptive statistics, including frequency distributions, means, and standard deviations, were used to summarize respondents’ demographic characteristics (e.g., age, sex, and years of service) and to describe faculty perceptions of transformational leadership, faculty empowerment, and organizational commitment. Inferential statistical analyses were conducted to examine the relationships among the study variables. Pearson product–moment correlation analysis was used to determine the strength and direction of the associations between transformational leadership, faculty empowerment, and organizational commitment. To ensure the reliability of the research instrument, internal consistency was assessed using Cronbach’s alpha coefficients. These analytical procedures ensured that the results were statistically valid, reliable, and appropriate for addressing the objectives of the study.
RESULTS AND DISCUSSION
The study examined 67 faculty members across three campuses of the University of Rizal System (URS), predominantly aged 40–49 years (49.26%), with a slightly higher representation of females (56.72%). The majority held master's degrees (58.21%), with a considerable portion possessing doctoral qualifications (25.37%). Faculty experience ranged from 6 to 25 years, with most having 11–15 years of service, and academic ranks distributed among Instructors (19.40%), Assistant Professors (38.81%), and Associate Professors to Professors (41.79%). Analyzing their demographic profiles and their perceptions of transformational leadership, faculty empowerment, and organizational commitment. The demographic profile indicated a predominantly mature and highly educated faculty body, with the majority aged between 40–49 years, holding master's or doctoral degrees, and occupying various academic ranks from instructor to full professor.


Table 1. Summary of Key Findings from the Study
	Variables
	Findings
	Significant/Remarks

	Demographic Profile
	Predominantly mature, highly educated faculty (mainly 40–49 years, with master's and doctoral degrees)
	Supports diversity in experience and educational attainment influencing perceptions of leadership.

	Transformational Leadership
	High levels perceived across all dimensions; no significant differences by age, gender, campus, or rank.
	Leadership behaviors are shared and cultivated across demographics

	Faculty Empowerment
	Generally strong with opportunities for training and growth; significant variation across age groups, favoring mid-career faculty (30–39).
	Mid-career faculty more engaged in professional development; suggests targeted initiatives could be beneficial

	Decision-Making Autonomy
	Slight variations across academic ranks; higher ranks perceive more influence over decisions.
	Reflects increased participatory roles with career progression.

	Organizational Commitment
	Younger faculty demonstrated higher affective commitment; older faculty leaned toward continuance commitment.
	Highlights the importance of age-specific strategies to enhance engagement and retention



Regarding transformational leadership, the data revealed high levels of perceived integrity, inspiration, intellectual stimulation, and individualized consideration by faculty members. The analysis showed no significant differences in transformational leadership perceptions when grouped by age, educational attainment, campus affiliation, or academic rank, aligning with prior research that leadership behaviors are developmentally and contextually cultivated rather than solely demographic-driven.
Faculty empowerment, particularly through professional development opportunities, was generally strong, with faculty expressing positive perceptions of institutional support. Notably, a significant difference was observed in perceptions of professional development across age groups, with faculty aged 30–39 reporting higher engagement, implying mid-career individuals are more actively involved in professional growth activities. Additionally, decision-making autonomy showed some variation across academic ranks, with higher-ranking faculty perceiving greater influence over institutional decisions
Organizational commitment analysis indicated that younger faculty exhibited higher affective commitment, showing stronger emotional attachment to URS, whereas older faculties’ commitment leaned more toward continuance, reflecting stability and tenure benefits. Post hoc tests confirmed significant differences between the youngest and oldest faculty groups, emphasizing the importance of age-specific retention and engagement strategies.
In sum, the findings suggest a faculty body that perceives transformational leadership positively across demographic strata, with professional development opportunities and organizational commitment varying somewhat with age and rank. These insights reinforce the need for inclusive leadership development and empowerment programs, tailored to foster sustained commitment and optimal performance across diverse faculty profiles.

CONCLUSION
The study establishes that transformational leadership at the University of Rizal System is highly evident across all dimensions, with Idealized Influence emerging as the strongest. Faculty empowerment is likewise strong, particularly in decision-making autonomy and collegial collaboration, reflecting effective shared governance. Minimal demographic differences indicate that leadership practices are institutionalized and inclusive. However, comparatively weaker research-related professional development highlights a policy gap. 
From a CHED and SUC perspective, the results affirm transformational leadership as a viable governance model for public higher education institutions to strengthen research empowerment and sustain faculty commitment and institutional performance with national higher education quality standards.
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