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Abstract

The study examined the confluence of leadership styles and organizational culture on human
resource loyalty and career pathing in higher education institutions, towards the basis for a
human resource management framework for Occidental and Oriental Mindoro higher education
institutions. This study employed a sequential explanatory mixed-methods design, a two-phase
approach that integrates quantitative and qualitative methods systematically and sequentially.
In this design, the quantitative phase was conducted first, followed by a qualitative phase that
aims to explain and provide deeper insights into the quantitative results. The integration of both
phases occurs during the interpretation stage, allowing for a more comprehensive understanding
of the relationships among the variables under investigation. This study employed a multistage
sampling technique, combining purposive and proportionate random sampling to ensure both
relevance and representativeness of respondents. Based on the findings, the following
conclusions are derived: Leadership styles effectively promote motivation, structure,
collaboration, and autonomy. Organizational culture is shown through strong involvement,
consistency, adaptability, and a clear mission. Human resource loyalty suggests that the
employees are stable and interested in their work. Career pathing reveals that there are good
training and development options, chances for promotion, and programs to help employees
advance in their careers. The interplay between leadership styles and organizational culture
profoundly influences employee loyalty. Leadership styles and organizational culture
significantly and positively influence career pathing, with organizational culture emerging as
the stronger predictor, collectively explaining a substantial portion of employees’ career

development and progression.
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1. Introduction

Higher Education Institutions (HEIs) are the cornerstone of the evolving education landscape, shaping
society's future. Catholic higher education institutions (HEIs) in Mindoro face growing challenges. Enrollment
continues to decline, while human resources commitment weakens as many transfer to public institutions that offer
better compensation and job security. These institutions struggle to sustain operations and retain personnel. This
situation reflects a deeper institutional crisis because it directly affects employee stability, commitment, and long-
term performance. Yet, beneath the noble mission of nurturing minds lies a persistent challenge in human resource
management: sustaining employee loyalty amid rising turnover, unclear career pathways, and evolving workforce
expectations.

Employee turnover in HEIs is a multifaceted organizational issue influenced by several interrelated factors.
First, inadequate compensation and benefits contribute to dissatisfaction and perceived inequity, particularly
among employees in private institutions competing with publicly funded universities. The Indeed Editorial Team
(2023) mentioned that compensation emerged as the predominant reason for contemplating a transition, surpassing
considerations of workload or management. Second, poor leadership practices, including a lack of support,
recognition, and clear direction, weaken employee engagement and organizational commitment. Conversely,
Vargas (2024) emphasized that any HEI can benefit from a leader's style, as it can encourage followers'
commitment to achieving the school's objectives. The leader must adopt a leadership style that makes human
resources feel satisfied and confident, guides them to their objectives, and motivates employees to improve their
performance. Third, limited career growth opportunities, particularly the absence of structured career pathing
systems, lead to professional stagnation and uncertainty. The article by nextSource (2023) emphasized that the
main reason for excessive employee turnover in higher education is the quest for career progression. Individuals
who work with companies with ambiguous career trajectories experience job stagnation. Finally, a stressful work
environment, characterized by workload pressures, burnout, and insufficient institutional support, further drives
employees' intention to leave. These factors collectively demonstrate that turnover is not merely an individual
decision but a reflection of deeper organizational conditions. Kanus's (2025) research significantly predicted
employees' intentions to quit based on the quality of their work-life. Furthermore, development was a positive
predictor of employees' intention to quit, while only the work environment and pay were negative predictors.

In the Philippine context, human resource management in higher education follows national policy
frameworks such as Republic Act No. 7722. This law created the Commission on Higher Education. It mandates
promoting quality education, institutional sustainability, and strong human resource development. In line with this
mandate, HEIs must implement effective human resource practices. These practices must support employee
development, retention, and performance. Issues such as employee turnover, weak commitment, and unclear career
pathways are not just institutional concerns. Career stability in Higher Education Institutions (HEIs) has emerged
as a critical human resource management issue, as reflected in the increasing rates of human resources turnover in
both academic and administrative roles. Globally, Schneider and Bichsel (2025) stated that voluntary resignations
among full-time exempt employees rose from 7.9% in 2020-2021 to 14.3% in 20222023, nearly doubling within
a short period. Although the turnover rate slightly declined to 13.4% in 2024 from 16% in 2022, it remains
significantly higher than pre-pandemic levels. During the same period, the proportion of non-exempt employees
increased from 9.4% to 15.2%, indicating structural shifts in workforce composition that further complicate human
resource planning and retention strategies. These numbers indicate more profound organizational issues that go
beyond the fundamentals of the labor market.

In the Philippine context, private higher education institutions, including Catholic HEIs, face high employee
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attrition. Studies show that turnover in private schools can reach about 19% in recent years (Columna & Garcia,
2024). This trend shows ongoing difficulty in retaining qualified teaching and non-teaching staff. Several factors
drive this pattern: institutions offer lower compensation, and career advancement remains limited. From a
management view, this level of attrition signals deeper problems. It points to weak leadership, misaligned
organizational culture, and the lack of clear career pathing systems. However, further research by Parven & Chary
(2025) revealed that organizational culture, leadership style, and employee engagement significantly impact
retention at HEIs. In particular, transformational leadership promotes shared vision, trust, and job satisfaction—
all of which are linked to decreased turnover rates. Furthermore, programs that support fairness, inclusivity, and
well-being have been effective in keeping long-term faculty members and bolstering organizational commitment.
Additionally, Bhatia and Williams (2023) mentioned that employees are more satisfied when their academic
standing is higher. Thus, it can be said that a person's position within an organization has a significant part in
influencing their level of job satisfaction.

While turnover explains why employees leave, it is equally important to examine employee loyalty, which
explains why employees remain committed to their organization. Employee loyalty is reflected in sustained
commitment, alignment with institutional goals, and willingness to contribute beyond formal job requirements.
However, declining loyalty has been increasingly associated with emerging workplace behaviors, such as quiet
quitting, in which employees limit their contributions to the minimum required. According to a study by Desiderio
(2023), 60% of workers in the Philippines have quietly left, mostly due to poor compensation and limited
opportunities for professional growth. These results imply the strong relationship between perceived organizational
support, career development opportunities, and employee engagement.

In higher education settings, prolonged dissatisfaction may also manifest as burnout, emotional exhaustion,
and reduced motivation. In addition, Li et al. (2022) reported that 51% of Chinese university instructors and 58%
of vocational college instructors experienced burnout, with many expressing intentions to leave their institutions.
Such findings highlight the necessity of proactive retention strategies that go beyond compensation and address
deeper organizational dynamics. One such approach is enhancing employee embeddedness, defined as the extent
to which employees feel connected to their organization, profession, and community. Moreover, Shah et al. (2020)
emphasized that embeddedness is a management-driven process strengthened through organizational support,
relational ties, and meaningful engagement, ultimately reducing turnover intentions. Furthermore, current
empirical research emphasizes the seriousness of employee turnover as a strategic HRM issue in Southeast Asia,
particularly in the higher education sector in the Philippines. In relation to this, Saldevia and Pedroso (2025) stated
that employee turnover in Southeast Asia is among the highest in the world, with an average annual rate of 18%.
This raises significant questions regarding the stability of personnel and the sustainability of the organization in
the Philippines over time. In support of this, Lazona and Salabao (2025) found that organizational culture,
leadership styles, employment flexibility, and other organizational and environmental factors significantly affect
human resources' intention to stay with an organization, highlighting the managerial nature of retention decisions.
The scope of this problem is further supported by evidence at the institutional level. The average actual turnover
rate of a private educational institution over the previous six years was 19%, according to Columna and Garcia's
(2024) study. This suggests that retention tactics and long-term human resource planning remain weak points.
From a management perspective, persistent turnover of this magnitude is not the result of isolated personnel
problems but rather fundamental flaws in organizational culture, career pathing mechanisms, and leadership
alignment.

Recent structural and policy-driven changes in the Philippine higher education sector have exacerbated
competition for competent human resources. Public and private higher education institutions currently operate in
a progressively competitive labor market, where state universities often offer more attractive remuneration and job
security. However, Rellora (2025) confirmed that the nation is facing a significant human resources shortage,
which intensifies retention challenges, especially for private higher education institutions competing with publicly
financed ones. These situations underscore the pressing need for higher education institutions, particularly those
in the commercial sector, to reevaluate leadership styles and organizational culture as strategic mechanisms to
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improve human resource loyalty and define career trajectories. Implementing a management-driven strategy to
address human resource attrition is significant for employee retention, organizational performance,
competitiveness, and long-term sustainability in higher education institutions.

In the selected Catholic HEIs in Mindoro, these values are reflected in shared institutional practices, including
mission-driven leadership, community engagement initiatives, collaborative work environments, and values-based
decision-making. Despite these shared characteristics, these institutions continue to experience challenges related
to employee turnover, career stagnation, and evolving workforce expectations, highlighting the need for more
structured and strategic human resource interventions. From a theoretical perspective, this study synthesizes key
concepts from leadership theory, organizational culture frameworks, and strategic human resource management.
Leadership approaches are examined in relation to their relevance in the 21st-century workplace, emphasizing
adaptability, employee empowerment, and relational engagement. Organizational culture is conceptualized as a
system of shared values and practices that shape behavior and performance. At the same time, employee loyalty is
understood as a multidimensional construct encompassing commitment and intention to stay. Career pathing is
positioned as a strategic human resource mechanism that provides structured opportunities for professional growth
and advancement.

Leadership is crucial in influencing employee attitudes, cultivating employee loyalty, and improving job
engagement. Employee loyalty signifies congruence with organizational objectives, voluntary effort, and enduring
commitment to organizational achievement. Zanabazar (2023) asserted that dedicated employees enhance
organizational efficacy by facilitating seamless operations, augmenting productivity, and providing superior
service to stakeholders. In alignment with this perspective, Muhammad et al. (2023) contended that leadership
style profoundly affects critical organizational outcomes, such as employee performance, motivation, and loyalty,
especially when leaders offer clear guidance, support, and substantial encouragement. This gap demands a
comprehensive, context-based approach. Institutions must understand how leadership styles and organizational
culture work together to shape employee loyalty and career pathing. Without this, they risk higher attrition, weaker
engagement, and reduced competitiveness. In response, this study examines the confluence of leadership styles
and organizational culture and their influence on human resource loyalty and career pathing in selected Catholic
HEIs in Occidental and Oriental Mindoro. It aims to develop a Human Resource Management Framework that
aligns leadership practices, strengthens organizational culture, and establishes clear career pathways.

Statement of the Problem - The study examined the confluence of leadership styles and organizational culture
on human resource loyalty and career pathing in higher education institutions as the basis for a human resource
management framework for Occidental and Oriental Mindoro higher education institutions. Specifically, it sought
answers to the following questions: (1) What extent of leadership practices are present in higher education
institutions, as assessed by human resources in terms of transformational leadership, transactional leadership,
servant leadership, laissez-faire leadership, and democratic leadership? (2) What is the extent of organizational
culture manifested in higher education institutions in terms of involvement, consistency, adaptability, and mission?
(3) What is the level of human resource loyalty in terms of job satisfaction, organizational commitment, and
intention to stay? (4) What is the extent of career pathing among human resources in terms of training and
development, promotion opportunities, and career advancement programs? (5) Does the confluence of leadership
practices and organizational culture significantly influence human resource loyalty in higher education institutions?
(6) Does the confluence of leadership practices and organizational culture significantly influence career pathing in
higher education institutions? (7) What are the practices, challenges, and responses of Catholic higher education
institutions related to leadership and organizational culture? (8) Based on the analysis, what human resource
management framework may be proposed?

2. Methodology

Research Design - This study employed a sequential explanatory mixed-methods design, a two-phase
approach that integrates quantitative and qualitative methods systematically and sequentially. In this design, the
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quantitative phase was conducted first, followed by a qualitative phase that aims to explain and provide deeper
insights into the quantitative results. The integration of both phases occurs during the interpretation stage, allowing
for a more comprehensive understanding of the relationships among the variables under investigation. In the first
phase, a quantitative descriptive-correlational design was used. This phase focused on measuring the extent of
leadership styles, organizational culture, human resource loyalty, and career pathing. It also examined the
relationships among these variables and identified which factors influence human resource loyalty and career
pathing. Data were collected through a survey questionnaire given to teaching and non-teaching personnel in the
selected private Catholic HEIs.

In the second phase, a qualitative phenomenological approach was used. This phase aimed to explain and give
deeper meaning to the quantitative phase’s results. Selected participants from the first phase who rendered ten (10)
years of service and above from the institutions were invited for interviews to share their experiences and insights.
The responses were analyzed using thematic analysis to identify common patterns and themes. Finally, the results
from both phases were combined during the interpretation stage. The qualitative findings were used to explain and
support the quantitative results, particularly to understand why certain relationships exist and how leadership styles
and organizational culture converge to shape human resource loyalty and career pathing. This research design was
chosen because it allows the study to first present clear statistical results and then explain them using lived
experiences. This strengthens, makes more meaningful, and makes more useful the findings for creating a Human
Resource Management Framework. The researcher applied Braun and Clarke’s six-phase framework for the
thematic data analysis.

For the qualitative phase, the study used face-to-face interviews to gather detailed responses from participants.
The interviews used the Repertory Grid Technique to help participants explain their experiences through
comparison and contrast, using concrete examples rather than abstract ideas. This approach made it easier to
capture participants’ actual viewpoints and experiences. The study analyzed the qualitative data using Braun and
Clarke’s thematic analysis. The process involved familiarizing oneself with the data, generating codes, identifying
themes, reviewing themes, defining themes, and writing the final analysis. This method helped organize the
responses into clear themes and patterns related to leadership practices, organizational culture, human resource
loyalty, and career pathing.

Respondents of the Study - This study employed a multistage sampling technique, combining purposive and
proportionate random sampling to ensure both relevance and representativeness of respondents. In the first stage,
purposive sampling was utilized to select participants based on years of service. Only teaching and non-teaching
personnel who had rendered at least five (5) years of service in their respective Higher Education Institutions (HEISs)
were included. This criterion was established to ensure that respondents possessed sufficient exposure to leadership
practices, organizational culture, and career pathing mechanisms, thereby enabling them to provide informed and
meaningful insights.

The respondents of the study comprise teaching and non-teaching personnel from the selected three Catholic
Higher Education Institutions (HEIs) in Occidental and Oriental Mindoro. These respondents hold different roles
in the institution and interact within the system. This allows them to provide varied and relevant perspectives on
leadership styles, organizational culture, human resource loyalty, and career pathing. The study involved
respondents in two sequential phases. In the quantitative phase, the respondents answered a survey questionnaire.
The researcher used their responses to measure the variables and test the relationships among them. Based on the
data, there were 247 teaching and non-teaching personnel in three schools. Using a Raosoft sample size calculator
with a 95% confidence level, 5% margin of error, and a 50% response rate, proportionate sampling was used in
the second stage to determine the number of respondents from each participating institution. Thus, out of a
population size of 247, the sample size was 195, which covers the 115 teaching and 80 non-teaching personnel.
This ensured that each institution was adequately represented relative to its population size. In the final stage,
simple random sampling was employed within each institution to select respondents who met the inclusion criteria.
For the qualitative phase, the researcher used purposive sampling to select the thirty (30) participants. The
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researcher chose the participants after completing the quantitative analysis. The researcher included only those
with more than ten (10) years of service in the institution. This ensured that the participants had sufficient
experience and a deep understanding of leadership practices, organizational culture, employee loyalty, and career
pathing. The researcher included both teaching and non-teaching personnel to capture different perspectives. The
researcher used a survey and open-ended questions with short-answer options.

Research Instrument - The researcher used a researcher-made questionnaire and interview guide as the main
research instrument of the study. This instrument gathered both quantitative and qualitative data under a sequential
explanatory design. The questionnaire was composed of four main parts: leadership style in five aspects, namely,
transformational, transactional, servant, laissez-faire, and democratic leadership; organizational culture in terms
of involvement, consistency, adaptability, and mission; human resource loyalty in terms of job satisfaction,
organizational commitment, and intention to stay; and career pathing in three aspects, namely training and
development, promotion opportunities, and career advancement programs. In the second phase, the researcher used
an interview guide to collect qualitative data. The researcher designed the guide to explain and clarify the results
of the quantitative phase. It included open-ended questions that allowed the participants to share their experiences
and insights about leadership practices, organizational culture, loyalty, and career pathing.

The research instrument is divided into four parts. Part I focuses on leadership practices and determines the
extent to which these practices are exhibited by administrators in Higher Education Institutions (HEIs). It consists
of forty (40) items, with eight (8) items each for the following leadership practices: transformational leadership,
transactional leadership, servant leadership, laissez-faire leadership, and democratic leadership. Part 11 assesses
organizational culture within the institution using Denison’s model. This section contains thirty-two (32) items
distributed equally across four components, namely, involvement, consistency, adaptability, and mission, with
eight (8) items for each component. Part 11l measures human resource loyalty among personnel in HEIs. It includes
twenty-four (24) items covering three dimensions: job satisfaction, organizational commitment, and intention to
stay, with eight (8) items allocated to each dimension. Part IV evaluates career pathing practices within the
institution. It also contains twenty-four (24) items distributed among three dimensions, namely, training and
development, promotion opportunities, and career advancement programs, with eight (8) items for each. In
responding to Parts I to IV, the respondents were asked to rate each statement based on their level of agreement
using the four-point Likert scale: 4-Strongly Agree, 3-Agree, 2-Disagree, and 1-Strongly Disagree. The researcher
ensured the content validity of the questionnaire and interview guide through expert and content validation. The
researcher submitted the instruments to four (4) experts: a principal at a higher education institution (HEI), an
assistant dean of the graduate school, and two panel members who are management experts. The experts reviewed
the instruments for clarity, relevance, and alignment with the study’s objectives and variables. They checked
whether each item properly measured leadership styles, organizational culture, human resource loyalty, and career
pathing. The researcher revised the instruments based on the experts’ comments and suggestions. These revisions
improved the clarity, accuracy, and overall quality of the instruments.

The researcher-made questionnaire for this study underwent reliability testing to determine the consistency
and stability of responses across all its components. In total, 120 items were evaluated for reliability using
Cronbach’s Alpha to assess internal consistency. Ten (10) respondents from selected Catholic Higher Education
Institutions, who were not part of the main study, completed the questionnaire for reliability testing. The reliability
coefficients were computed and analyzed using Cronbach’s alpha, with values of 0.70 or higher considered
acceptable, indicating that the items reliably measured their respective constructs. The results of the reliability
analysis revealed that all variables demonstrated acceptable to excellent internal consistency.

Table 1

Reliability Results Using Cronbach’s Alpha
Variables Cronbach’s Alpha (o) Interpretation
Transformational Leadership 0.93 Excellent Reliability
Transactional Leadership 0.91 Excellent Reliability
Servant Leadership 0.87 Good Reliability
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Laissez-Faire Leadership 0.75 Acceptable Reliability
Democratic Leadership 0.92 Excellent Reliability
Involvement 0.79 Acceptable Reliability
Consistency 0.88 Good Reliability
Adaptability 0.92 Excellent Reliability
Mission 0.94 Excellent Reliability
Job Satisfaction 0.85 Good Reliability
Organizational Commitment 0.84 Good Reliability
Intention to Stay 0.86 Good Reliability
Training and Development 0.92 Excellent Reliability
Promotion Opportunities 0.91 Excellent Reliability
Career Advancement Programs 0.77 Acceptable Reliability

Data Gathering Procedure - The researcher sent request letters to three Catholic Higher Education Institutions
(HEIs) in Occidental and Oriental Mindoro. After the adviser approved the contents of the request letters, the
researcher sought permission from the presidents of the three Catholic HEIs. Upon approval, the researcher
proceeded with the distribution of the research instruments. The respondents of the study were drawn from Divine
Word College of Calapan (DWCC), Divine Word College of San Jose (DWCSJ), and Colegio de San Sebastian
(CDSS). For the quantitative component, the researcher distributed and retrieved the validated questionnaires. To
ensure convenience and minimize disruption, the distribution and retrieval schedule was coordinated with the
respective offices of the participating institutions. The researcher personally administered the questionnaires to
ensure proper distribution and collection. For respondents who were unavailable in person, digital questionnaires
were sent via Google Forms with a fourteen-day response period. After data collection was completed, the
researcher organized, coded, and prepared the quantitative responses for statistical analysis. Interviews were
conducted at the convenience of the respondents, either through face-to-face or digital platforms, depending on
their availability. All responses were carefully transcribed and organized to maintain context and ensure reliability.
In line with the sequential explanatory mixed-methods design, the researcher conducted the study in two phases.
The researcher first collected and analyzed quantitative data through a survey. Based on the results, the researcher
conducted an open-ended survey with short-answer questions to gather qualitative data. During the interpretation
stage, the researcher integrated the findings. The qualitative results explained and supported the quantitative
findings, providing a deeper understanding of the variables in the study.

Data Analysis - The study used the following statistical tools: Mean. This was used to assess the research
participants’ responses regarding the extent of leadership practices, organizational culture, human resource loyalty,
and career pathing in the selected Catholic Higher Education Institutions. The mean reflected the degree of
agreement among respondents for each indicator and indicated the extent to which these variables were manifested.
Standard Deviation. This was used to measure the variability or dispersion of the responses from the mean. It
indicated the consistency of the respondents’ answers, showing whether their perceptions were similar or varied
across the different indicators. Composite Mean Score. This was used to obtain the overall mean of each variable
by combining the means of all its indicators.

The composite mean allowed the researcher to summarize the responses into a single value, providing a
general interpretation of the level of leadership practices, organizational culture, human resource loyalty, and
career pathing in the selected Catholic Higher Education Institutions. Correlation on Analysis (Pearson r). This
was used to determine the degree and direction of the relationship between the independent variables (leadership
styles and organizational culture) and the dependent variables (human resource loyalty and carecer pathing).
Pearson’s correlation coefficient (r) measured whether the relationship was positive or negative and whether it was
weak, moderate, or strong. This analysis helped identify whether changes in leadership styles and organizational
culture were associated with changes in human resource loyalty and career pathing. Multiple Linear Regression
Analysis. This was used to examine the combined and individual effects of the independent variables on the
dependent variables. Specifically, it determined how leadership styles and organizational culture predicted human
resource loyalty and career pathing in the selected Higher Education Institutions.

Ethical Considerations - The following was ensured in order that this study’s ethical considerations are met:

International Journal of Research Studies in Education 187



Valdez, E. J. T.

respondents gave their informed agreement to participate by signing an informed consent form. The research
variables pertain to leadership style, organizational culture, career pathing, and human resource loyalty. These are
sensitive problems because they involve respondents’ impressions of management practices, relationships at work,
and career experiences. This study obtained institutional approval before its commencement. Enough information
and assurances about participating were provided in order for individuals to fully understand the implications of
participation and make an informed and freely given decision whether or not to participate, without any pressure
or coercion. The privacy and confidentiality of the respondents participating in this study were maintained and
protected, hence preserving the integrity and quality of the study. The researcher obtained written consent from
the administration of the Catholic higher education institutions to guarantee that the intended respondents were
prepared to answer the requisite study questions. The researcher adhered to the ethical criteria established by the
American Psychological Association (APA), particularly those concerning informed consent, confidentiality, and
voluntary participation.

3. Results and Discussions

Table 2

Extent of Leadership Practices in Terms of Transformational Leadership
Indicators Items Mean SD VD VI
I am encouraged by administrators to view workplace challenges as opportunities for 359 052 SA VH
improvement.
I am encouraged to be creative and innovative in my work. 362 051 SA VH
I am motivated by the administrator to exceed performance expectations. 355 057 SA VH
| feel that the administrator provides guidance that helps me grow professionally. 351 056 SA VH
| observe that the administrator demonstrates integrity in decision-making. 346 062 A H
| feel inspired by leadership practices to improve my performance. 349 061 A H
I feel a strong sense of purpose in my work because of the administrator’s leadership. 347 061 A H
| feel that my strengths and contributions are recognized by the administrator. 343 060 A H
Composite Mean 351 057 SA VH

Legend: VD- Verbal Description, VI- Verbal Interpretation 3.25-4.00 Strongly Agree SA (Very High VVH ), 2.50-3.24 Agree A (High H), 1.75-
2.49 Disagree D (Low L), 1.00-1.74 Strongly Disagree SD (Very Low VL)

Transformational leadership in higher education institutions is reflected through specific behaviors and
practices experienced by employees in their daily work, showing how administrators influence, motivate, and
develop their personnel. The results in Table 2 revealed that transformational leadership was highly evident in the
three (3) Catholic HEIs, as indicated by a composite mean of 3.51, verbally described as Strongly Agree and
interpreted as Very High. This suggests that leaders consistently demonstrate transformational leadership behaviors
that positively influence employees’ motivation, performance, and professional development. Among the
indicators, “I am encouraged to be creative and innovative in my work” obtained the highest weighted mean of
3.62 and the lowest standard deviation of 0.51. The results underscore that there is a strong consistency in
respondents’ perceptions in terms of transformational leadership. Transformational leadership in higher education
institutions is reflected through specific behaviors and practices experienced by employees in their daily work,
showing how administrators influence, motivate, and develop their personnel. The results in Table 2 revealed that
transformational leadership was highly evident in the three (3) Catholic HEIs, as indicated by a composite mean
of 3.51, verbally described as Strongly Agree and interpreted as Very High. This suggests that leaders consistently
demonstrate transformational leadership behaviors that positively influence employees’ motivation, performance,
and professional development. Among the indicators, “I am encouraged to be creative and innovative in my work”
obtained the highest weighted mean of 3.62 and the lowest standard deviation of 0.51. The results underscore that
there is a strong consistency in respondents’ perception in terms of transformational leadership.

On the other hand, the lowest indicator was “I feel that my strengths and contributions are recognized by the
administrator” with a weighted mean of 3.43 and a standard deviation of 0.60. The data suggest that, unlike other
transformational leadership strategies, recognition exists but may not receive equivalent emphasis. The standard
deviation values, which varied from 0.51 to 0.62, showed that the opinions of the respondents about
transformational leadership approaches were consistent. This consistency makes the finding more reliable.
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Furthermore, Wen & Harms (2025) emphasized that transformational leadership in HEIs presents a compelling
vision that supports academic community innovation that aligns with institutional goals. This is further supported
by Nurtjahjani et al. (2020) and Ayandibu (2024), who described transformational leaders as individuals who foster
creative and convey strategic visions and strategies. However, a transformational leader must collaborate beyond
their specialized competence to support the institution and establish common objectives, such as a vision, because
of the wide range of disciplines that exist on the academic and administrative sides. These findings are supported
by Agazu et al. (2025) and Bou et al. (2025), who asserted that transformational leadership has a positive and
significant impact on the success of the organization and serves as a strong predictor of innovative work behavior,
reinforcing the study’s finding that administrators effectively encourage creativity and innovation. A culture of
innovation and continuous improvement may be fostered, and strategic changes within HEIs can be successfully
implemented. Similarly, Edu (2024) highlighted that transformational leadership allows HEIs to adapt to changing
needs by encouraging creativity, empowerment, and inspiration, which is consistent with the high ratings in
indicators linked to professional growth and creativity.

The results also reflect the core components of transformational leadership identified in the literature. The
study of Sarong (2023), Indeed (2022), and Park University (2025) emphasized that the characteristics of
transformational leaders include intellectual stimulation, individualized consideration, inspirational motivation,
and idealized impact. In the same vein, Sunga (2025) said that transformational leaders motivate their employees
by encouraging creativity, giving them a clear goal, and encouraging them to keep getting better. This is in line
with what the respondents who answered this survey stated. The findings of Esogon & Gumban (2024) and Howell
et al. (2022) also support the results of this study, which are that employees place a high value on transformational
leadership and have a favorable opinion of it. Moreover, Reclusado (2022) identified it as a significant predictor
of institutional productivity. However, the relatively lower rating in terms of recognition of employees’ strengths
and contributions suggests an area for improvement. This assertion is corroborated by Meng (2022), who
emphasized that individualized attention generally receives lower ratings in comparison to other parts of
transformative leadership and supports this claim by indicating that employees may receive less individualized
assistance and acknowledgement.

In transformational leadership, Sinclair (2025) and Sianipar & Putri (2025) highlighted that leadership style
affects burnout, job satisfaction, and a positive institutional climate when leaders consistently assist and
acknowledge their employees. Similarly, El-Hage & Sidani (2024) pointed out that there are various ramifications
for the results on the correlation between transformative leadership and the institutionalization of change. In
addition, Buenvinida & Ramos (2025) pinpointed that employees feel valued and accepted in the environment that
transformational leadership fosters. It establishes a kind of connection that makes the followers feel successful and
inspired to give more. Moreover, the study of Vizcarra (2019) and Antonopoulou et al. (2021) mentioned that there
is a favorable correlation between transformational leadership and the psychological health of the employees,
which lends credence to the idea that this leadership style produces employee-centered results.

Following the thematic analysis, the findings revealed that most participants perceived transformational
leadership through supportive leadership behaviors, open communication, recognition, mentoring, professional
development opportunities, and encouragement toward continuous improvement. These themes strongly support
the quantitative findings in Table 2, particularly the indicators related to creativity, motivation, professional growth,
and encouragement to exceed performance expectations. Although positive leadership experiences are reflected in
the majority of responses, participation, inclusivity, and acknowledgment are not always used. The qualitative
findings overall explain and contextualize the quantitative data.

Table 3 shows that transactional leadership in higher education institutions is reflected in how administrators
use structure, monitoring, and rewards to manage performance. The findings in Table 3 indicate that transactional
leadership was highly manifested in the selected Catholic HEIs in the Mindoro provinces, with the composite mean
of 3.47, verbally described as "Agree" and interpreted as "High." This indicates that administrators consistently
implement transactional leadership practices that prioritize structure, accountability, and performance-oriented
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management. These findings are supported by Tan (2025), who described transactional leadership as a
conventional strategy that emphasizes defined procedures, performance standards, and incentives for achieving
predetermined objectives. In a similar vein, Mboya (2028) explained that transactional leadership emphasizes the
functions of oversight, planning, and teamwork. It also encourages subordinates to comply by using both rewards
and penalties. These observations reflect the respondents’ strong agreement on the role clarity and well-defined
performance expectations. Furthermore, Hieng et al. (2024) defined transactional leadership as outlined
expectations and linking achievements to suitable rewards, which enhances employee performance. The current
findings indicate that administrators effectively articulated objectives and offered quantifiable feedback, hence
assisting employees in obtaining a more defined sense of direction and accountability in their tasks. Moreover,
Yang (2023) and Matandiko & Hambulo (2025) found that transactional leadership in HEIs can enhance
employees' job satisfaction, indicating that structured and well-organized leadership practices can positively shape
how employees perceive and engage with their roles.

Table 3

Extent of Leadership Practices in Terms of Transactional Leadership
Indicator ltems Mean SD VD Vi
I receive recognition from administrators when | meet established performance standards. 343 064 A H
| am given clear goals, tasks, and performance standards. 351 059 SA VH
| feel that my performance is monitored and concerns are addressed promptly. 344 059 A H
| experience corrective actions when necessary. 344 058 A H
| see that stability and compliance are emphasized in the institution. 346 060 A H
I clearly understand my assigned roles and responsibilities based on administrative guidelines. 3.55 0.56 SA VH
I receive performance feedback based on measurable outcomes. 350 057 SA VH
| experience stability and order in management practices. 342 059 A H
Composite Mean 347 059 A H

Legend: VD- Verbal Description, VI- Verbal Interpretation 3.25-4.00 Strongly Agree SA (Very High VH ), 2.50-3.24 Agree A (High H), 1.75-
2.49 Disagree D (Low L), 1.00-1.74 Strongly Disagree SD (Very Low VL)

However, the indicator “I experience stability and order in management practices” garnered the lowest
weighted mean of 3.42 and standard deviation of 0.59. Similarly, Awuah and Agyei (n.d.) pointed out that this type
of leadership might not completely empower employees or keep them engaged for a long time because it relies so
much on rewards and compliance. Moreover, Hancock (2019) also warned that relying too much on transactional
leadership can make employees less engaged and impede their potential to come up with new ideas and solve
problems. In contrast, the findings of Mwita & Mrema (2025) revealed that transactional leadership has a positive
impact on long-term organizational success.

Also, Bituin & Callo (2025) highlighted that transactional leadership and organizational commitment were
found to be significantly positively correlated. The findings imply that organized systems and compliance
mechanisms do not satisfy the emotional, psychological, and motivational demands of employees. Clear goals,
measurable standards, timely feedback, and structured guidance help employees to accomplish their jobs efficiently.
These findings indicate that transactional leadership strengthens organizational stability and employee
accountability in Catholic higher education institutions. However, combining structure with more supportive and
participative leadership may further improve employee motivation, engagement, and professional growth.

Table 4 presents the weighted mean and standard deviation of the leadership style in terms of servant
leadership in the selected Catholic HEIs in the Mindoro provinces. The table reveals that servant leadership was
highly manifested in the institutions, as indicated by a composite mean of 3.41, with a verbal description of "Agree"
and a verbal interpretation of "High." The standard deviation of 0.61 shows consistent responses. This means that
administrators should show leadership skills that put the needs of their employees first, such as support, empathy,
and collaboration. These are all important traits of servant leadership. Among the indicators, “/ experience a culture
of trust and respect from leadership” and “I feel valued as a person, not only as an employee” both obtained the
highest weighted mean of 3.46, with standard deviations of 0.59 and 0.63, respectively. The higher standard
deviations show more varied responses, especially in listening and valuing.
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Table 4

Extent of Leadership Practices in Terms of Servant Leadership
Indicators Items Mean SD VD VI
| feel that my welfare is prioritized by the administrator. 3.35 062 A H
| feel heard because the administrator listens to my concerns. 3.38 063 A H
| am encouraged to participate in shared decision-making. 3.38 062 A H
I feel understood and supported through the administrator’s empathy. 3.44 062 A H
| receive support to achieve my personal and professional goals. 3.40 059 A H
I experience a culture of trust and respect from leadership. 3.46 059 A H
| feel valued as a person, not only as an employee. 3.46 063 A H
| observe leadership that serves employees rather than controls them. 3.37 060 A H
Composite Mean 3.41 061 A H

Legend: VD- Verbal Description, VI- Verbal Interpretation 3.25-4.00 Strongly Agree SA (Very High VVH ), 2.50-3.24 Agree A (High H), 1.75-
2.49 Disagree D (Low L), 1.00-1.74 Strongly Disagree SD (Very Low VL)

Servant leaders pay close attention to what their employees have to say, help them deal with problems at work,
and make sure everyone has the tools they need to execute their duties. Servant leadership also helps employees
grow by training, coaching, and encouraging them to take part in making decisions for the institutions. Employees
feel understood and supported through the administrator’s empathy, indicating that leaders recognize both
professional and personal challenges faced by staff. Support is also extended toward achieving personal and
professional goals, such as providing opportunities for growth, training, or further studies. A culture of trust and
respect is evident, where employees feel safe, valued, and fairly treated in the workplace. On the other hand, the
lowest-rated indicator was “I feel that my welfare is prioritized by the administrator,” having the weighted mean
of 3.35 and the standard deviation of .62. However, it still fell within the High category. This indicates that although
servant leadership is evident, there may be a necessity to enhance the visible emphasis on employee welfare.

Also, indicators connected to participation and opinion had somewhat lower means, which implies that there
are chances to make decision-making processes more open and inclusive for employees. But the results also show
that employee welfare and participative decision-making need to be given even more importance. There is
evidence of servant leadership in the work environment, but making these practices more consistent and apparent
can boost employee engagement and commitment to the institutions. Along with Maalouf (2023), Ramdam et al.
(2024), and David & Amey (2020) mentioned that the institutional culture should emphasize servant leadership
while fostering leadership development. Many participants shared experiences highlighting how supportive and
caring leadership positively affects their motivation, confidence, and professional growth. These narratives
strongly support the quantitative findings, indicating a great extent of servant leadership practices within the
participating institutions. While many employees see supportive and people-centered leadership, others mention
shortcomings in terms of diversity, recognition, and emotional support. The statistics reveal that the practice of
servant leadership varies with the leadership approaches of administrators, the communication styles, and the
institutional context.

The quantitative results indicated a significant presence of servant leadership, especially in the promotion of
employee trust, respect, empathy, and value. The qualitative results shed light on how supportive leadership
behaviors, mentorship, open communication, and caring connections foster employee engagement and
professional development. The qualitative narratives also show concerns for involvement, recognition, and
employee welfare that are not fully captured by the quantitative findings. Laissez-faire leadership in higher
education institutions is characterized by the degree to which administrators enable employees to function
independently with minimal monitoring. It allows employees to work autonomously. This shows that management
trusts the employees’ abilities to manage assignments on their own. They can choose how to conduct their job.
This encourages autonomy in areas such as instructional tactics or administrative responsibilities. Table 5 reveals
that the three (3) Catholic HEIs noticeably practice laissez-faire leadership. Respondents believe that this style of
leadership is obvious, with a composite mean of 3.45, suggesting a high level of presence. The standard deviation
of 0.59 indicates consistent replies.

International Journal of Research Studies in Education 191



Valdez, E. J. T.

Table 5

Extent of Leadership Practices in Terms of Laissez-Faire Leadership
Indicator Items Mean SD VD VI
I am allowed to work independently with minimal supervision. 3.54 055 SA VH
I am given freedom to decide how to accomplish my tasks. 3.49 057 A H
The administrator intervenes only when serious issues arise. 341 065 A H
I receive minimal instructions or guidance when completing tasks. 341 062 A H
I am assigned responsibilities with limited follow-up. 3.38 064 A H
| feel comfortable asking the administrator for help if problems arise. 3.50 056 SA VH
| feel trusted by administrators to handle work details on my own. 3.50 055 SA VH
I make work-related decisions independently. 3.39 058 A H
Composite Mean 3.45 059 A H

Legend: VD- Verbal Description, VI- Verbal Interpretation 3.25-4.00 Strongly Agree SA (Very High VH ), 2.50-3.24 Agree A (High H), 1.75-
2.49 Disagree D (Low L), 1.00-1.74 Strongly Disagree SD (Very Low VL)

This means that managers typically offer employees a reasonable amount of autonomy to do their jobs and
make job-related decisions with little supervision. Among the indicators, “I am allowed to work independently
with minimal supervision” obtained the highest weighted mean of 3.54 (SD=0.55) with the verbal interpretation
of Very High. The results indicate that even if employees are given autonomy, there is an availability of
administrative support when required. Employees also said they felt trusted to do their jobs and make decisions
for themselves, a sign that the company encourages independence and self-direction. In contrast, elements such as
limited instructions, little follow-up, and just offering support in difficult situations were rated worse in comparison.
This outcome is consistent with the concept of laissez-faire leadership, which is rooted in the freedom of employees
in decision-making and requires less oversight.

As Chhom (2024) states, this strategy does not provide much instruction, enabling people to choose how they
are going to perform their tasks. In the same way, Mahmoud et al. (2023) highlighted that administrators are
confident that employees will accomplish their goals in the methods that they choose. Because employees are
capable of taking care of themselves, this leadership style places complete trust in them. This is shown by the
respondents' significant agreement, especially when it comes to autonomy, independence, and feeling trusted at
work. Nonetheless, the current literature indicates the dual characteristics of this leadership style. Zhang et al.
(2023) observed that laissez-faire leadership may indicate a deficiency in active leadership, particularly when
leaders fail to offer essential guidance. Laissez-faire leadership can be defined as either not taking initiative, not
becoming involved, or both. Laissez-faire leaders don't make decisions, don't express their opinions, hesitate to
take action, and are unresponsive when called upon. Also, Zeleke (2021) called it a passive technique that might
not work when leaders don't make decisions and take responsibility.

Despite these concerns, Kamal et al. (2024) contended that laissez-faire leadership can still be successful,
particularly in settings with highly competent and driven staff. Among the assessed indicators, “The administrator
intervenes only when a serious issue arises” and “I receive minimal instructions or guidance when completing
tasks” both obtained a weighted mean of 3.41 (SD=0.65,0.62) with a verbal description of "Agree” and a verbal
interpretation of "High." These findings support the studies of Igbal et al. (2021), Magbool (2024), Tembo et al.
(2025) and Makundi & Ntimba (2024), which revealed that administrators’ laissez-faire practices failed to please
and inspire their employees, leaving them unhappy and demotivated.

The qualitative results explain and support the quantitative results. Leadership behaviors cited by participants
included autonomy, trust, flexibility, approachability, and allocated duty. A lot of respondents liked administrators
who leave employees alone, yet they are there when the employees need aid. These narratives align with the
quantitative results showing a high level of laissez-faire leadership behaviors in the institutions. Participants said
that administrators provide advice and encouragement when needed but also allow employees to be independent.
These qualitative narratives show that employees value autonomy and independence, but they still need guidance,
recognition, and collaborative support to maintain motivation and engagement.
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Table 6

Extent of Leadership Practices in Terms of Democratic Leadership
Indicator Items Mean SD VD VI
I am involved in decision-making processes within the institution. 3.29 063 A H
| feel my perspective is valued in planning and discussions. 3.37 0.60 A H
| experience open and transparent communication in the institution. 3.33 063 A H
I am encouraged to participate in consensus-building. 3.37 065 A H
| feel that teamwork and shared responsibility are promoted. 3.37 064 A H
| observe that decisions are made through consensus. 3.39 063 A H
I am encouraged to freely express my ideas. 3.34 065 A H
| experience shared responsibility in institutional tasks. 3.45 060 A H
Composite Mean 3.37 063 A H

Legend: VD- Verbal Description, VI- Verbal Interpretation 3.25-4.00 Strongly Agree SA (Very High VH ), 2.50-3.24 Agree A (High H), 1.75-
2.49 Disagree D (Low L), 1.00-1.74 Strongly Disagree SD (Very Low VL)

Democratic leadership in higher education is seen in the way administrators seek staff participation and
include them in decision-making. Employees are involved in decision-making processes and contribute to
institutional initiatives and policies rather than following directives. Leaders value employee participation in
planning and conversations and use this input in decision-making. Communication in the institution is open and
transparent, which promotes the flow of information and minimizes misunderstandings. The composite mean of
3.37 is vocally described as "Agree" and interpreted as "High."

Table 6 indicates that democratic leadership is highly demonstrated in the chosen Catholic Higher Education
Institutions. The standard deviation of 0.63 indicates consistent replies with some fluctuation. This means that
administrators are usually participative leaders when employees participate in organizational processes and
decision-making. Across the indicators, “I experience shared responsibility in institutional tasks” obtained the
highest weighted mean of 3.45. The results suggest that administrators encourage cooperation, shared
accountability, and group decision-making. Human resources believes that their opinions are valued and that they
influence the institution's direction. Conversely, although still considered high, "I am involved in decision-making
processes within the institution” had the lowest mean of 3.29. As demonstrated by the higher scores for shared
responsibility, transparency, and participation in this study, Tan (2025) and Al-Azad et al. (2024) emphasized that
democratic leadership promotes cooperation, transparent communication, and collaborative decision-making.

The findings aligned with Cayanan et al. (2025) and Magbool (2024), who mentioned the levels of democratic
leadership practices among human resources, especially in fostering openness, inclusivity, and collaboration.
Woods (2021) described democratic leadership as a style that encourages conversation, shared authority, and
inclusivity, while Bertoni (2023) emphasized that this approach encourages people to work together to find answers
for the academic community as a whole. Employees are encouraged to communicate their views, which helps them
to innovate and participate in institutional problems. They also have a joint duty in the institutional tasks, taking
part in the planning and implementation. These indicate that the practice of democratic leadership is based on
participation, open communication, cooperation, and shared responsibility.

Participants emphasized that open communication, opportunities to share ideas, and collaborative discussions
help employees feel respected, heard, and valued. These narratives clarify why the indicator involving direct
participation in institutional decision-making obtained the lowest mean. The findings also show difficulties in
putting democratic leadership into practice. Institutions may promote participation and collaboration, but
hierarchies, administrative structures, and policy requirements can constrain employee engagement in final choices.
This could be the reason why democratic leadership was rated lower than other types, but the general opinion of
employees was positive.

The quantitative results show that democratic leadership is highly evident, especially in teamwork, shared
responsibility, and collaborative communication. The qualitative findings explain how employees experience
inclusivity, open communication, and participation in the institutions. They also reveal concerns about selective
participation and limited influence in decision-making. These findings show that democratic leadership improves
cooperation, employee engagement, and institutional relationships in Catholic higher education institutions.
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Table 7

Extent of Organizational Culture in terms of Involvement
Indicators Items Mean SD VD VI
| feel confident that | can take initiative and make decisions in my role. 3.57 058 SA VH
I experience effective teamwork and collaboration across different departments. 3.45 064 A H
I feel actively engaged in the institution’s activities and decision-making processes. 3.43 0.66 A H
| participate in setting institutional goals. 3.43 057 A H
I collaborate with colleagues to achieve institutional objectives. 3.54 055 SA VH
| take personal responsibility for the outcomes of my work. 3.56 056 SA VH
I am encouraged to share my suggestions and ideas for improving the institution. 3.48 064 A H
| feel a strong connection to the operations and decisions of the institution. 3.37 066 A H
Composite Mean 3.48 061 A H

Legend: VD- Verbal Description, VI- Verbal Interpretation 3.25-4.00 Strongly Agree SA (Very High VH ), 2.50-3.24 Agree A (High H), 1.75-
2.49 Disagree D (Low L), 1.00-1.74 Strongly Disagree SD (Very Low VL)

Participation in organizational culture is the extent to which employees are actively involved in their jobs and
take part in institutional decisions. This means empowering people to take initiative, to come up with ideas and to
share responsibility for results. Table 7 indicates the level of involvement in the organizational culture. The
composite mean is 3.48, which is read as "Agree" and "High Extent." A standard deviation of 0.61 suggests that
the replies were fairly consistent, with some fluctuation. The highest rated variables are confidence in taking
initiative and making decisions in one’s role (WM = 3.57), taking personal responsibility for work outcomes (WM
=3.56) and collaborating with colleagues to attain institutional objectives (WM = 3.54), all regarded as Very High
Extent. The findings indicate that employees feel empowered, accountable, and collaborative. The small difference
in responses suggests a high level of agreement among respondents. These findings support the premise that
engagement is a basic feature of company culture. Gutterman (2024) defines engagement as the level of alignment,
empowerment, and involvement that employees feel within an institution. A culture of engagement also promotes
alignment with business goals and enhances employee productivity (Abane et al, 2022). The high levels of
cooperation, involvement, and initiative in this study support this perspective. Moreover, DJ et al. (2024) noted
that employee engagement increases organizational performance as engaged individuals work more efficiently
toward achieving institutional goals and productivity.

Institutions can continue to build it by reinforcing employees’ connection to decisions and operations.
Employees should be involved in meaningful decision-making as well as tasks. This can lead to increased
involvement and ownership. In Catholic HEIs, engagement is about community, common mission, and service.
The employees are committed, responsible, and collaborative. However, hierarchy and structured decision-making
can limit full participation. This is reflected in the lower ratings in participation in decision-making. Overall, the
institution shows strong involvement in empowerment and collaboration. It still needs to improve the inclusion of
participation in decision-making and goal setting. The qualitative findings support and validate the great extent of
organizational involvement shown in the quantitative results. Most participants described a work environment
where leaders encourage participation, collaboration, and shared decision-making. These responses explain why
involvement is rated high overall but still shows variation in experience. Qualitative evidence suggests that not all
employees are equally involved. Some employees express great participation, while others report poor engagement,
depending on the leadership style and institutional processes. Overall, the qualitative findings explain and
complement the quantitative findings. Some employees still claim a few participation and coordination problems.
This accounts for the high quantitative findings, but not in the same way for all the metrics. The results reveal that
engagement in higher education institutions is high but needs to be improved in terms of inclusiveness, consistency,
and equal participation among employees.

Table 8

Extent of Organizational Culture in terms of Consistency
Indicators Items Mean SD VD VI
I see that policies and procedures are applied consistently. 336 071 A H
I clearly understand institutional rules because they are communicated effectively. 3.39  0.69 A H
| adhere to shared values that guide behavior in the workplace. 348 061 A H
| observe that institutional standards and procedures are consistently followed. 335 066 A H
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| see leadership decisions align with institutional policies. 346 068 A H
I am confident about my roles and responsibilities in the institution. 352 056 SA VH
| experience dependable practices and routines in the institution. 346 062 A H
| find that institutional processes are fair, clear, and predictable. 338 071 A H
Composite Mean 343 066 A H

Legend: VD- Verbal Description, VI- Verbal Interpretation 3.25-4.00 Strongly Agree SA (Very High VH ), 2.50-3.24 Agree A (High H), 1.75-
2.49 Disagree D (Low L), 1.00-1.74 Strongly Disagree SD (Very Low VL)

Consistency of organizational culture is the stability, clarity, and predictability of the institutional rules, beliefs,
and practices. It means the same standards are applied to people across time, to units, to situations. Table 8 indicates
consistency in organizational culture with a composite mean of 3.43, interpreted as Agree and High Extent. The
standard deviation of 0.66 indicates some diversity in the responses. This suggests that not all workers see
consistency in the same way, and some describe differences in coordination and execution across units. Generally,
the results show that the institutions of higher education tend to be stable, coordinated, and have well-integrated
systems in which policies, procedures, and values are understood and applied. The indication ranked highest is “I
am confident about my roles and responsibilities in the institution” (WM = 3.52), interpreted as Very High Extent.
This shows that the staff know their jobs and their duties. Janse (2020) defines consistency as the internal
consistency and stability of an organization by means of coordinated efforts, integration, and monitoring. Abane
et al. (2022) noted that the unified business culture improves efficiency through matching institutional ideals with
employee behavior and matching duties with employee skills.

Consistency is an indication of an organization that has stability and discipline. The rules, attitudes, and
practices are all congruent and consistently used. Employees know what they are doing, have common standards
and transparency, and have predictable processes in their day-to-day jobs. The way leadership makes decisions is
compatible with institutional policies; this consequently builds trust and reduces confusion. There are standards
and systems; cooperation between departments and the efficiency of work increases. There may be some difference
in the application of policies among units, but the overall pattern is one of order, fairness, and clarity of process.
Consistency is a significant factor in institutions of higher education because it offers continuity, maintains
accountability, and creates a reliable environment for employees and stakeholders. Generally viewed positively,
some participants note flaws in execution. These gaps indicate that policy-level consistency exists, but operational
consistency is lacking. This explains why clarity of roles obtained a higher score than both application of policies
(M =3.36) and adherence to standards (M = 3.35). The qualitative findings corroborate and explain the quantitative
findings on consistency. The high quantitative scores reflect clear responsibilities, methodical procedures, and
alignment of ideals among institutions. Consistency is not uniform at all. Some personnel see discrepancies in
coordination and policy execution across departments. This suggests that institutions have solid formal procedures
in place, but there is still a need for improvement in uniform application, coordination, and transparency to enhance
organizational consistency.

Table 9

Extent of Organizational Culture in terms of Adaptability
Indicator Items Mean SD VD VI
| observe that the institution responds effectively to changes. 3.42 0.68 A H
I am encouraged to adapt to new technologies or processes. 3.51 056 SA VH
| see the institution adjust its practices to improve performance. 3.48 059 A H
I notice that feedback is used to enhance institutional practices. 3.40 0.63 A H
| feel the institution is open to innovation and new ideas. 3.53 059 SA VH
I learn from challenges and mistakes to improve my work. 3.58 058 SA VH
| find that changes are clearly communicated throughout the institution. 3.43 0.68 A H
I experience flexibility in institutional operations. 3.46 059 A H
Composite Mean 3.48 061 A H

Legend: VD- Verbal Description, VI- Verbal Interpretation 3.25-4.00 Strongly Agree SA (Very High VVH ), 2.50-3.24 Agree A (High H), 1.75-
2.49 Disagree D (Low L), 1.00-1.74 Strongly Disagree SD (Very Low VL)

Organizational culture adaptability means the institution’s response to change, adoption of new practices, and
improvements over a period of time. It displays how the individuals and the company adapt to new expectations,
technology, and difficulties. Adaptability in Organizational Culture in Table 9 displays the adaptability in
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organizational culture with a composite mean of 3.48, interpreted as "Agree" and "High Extent." The standard
deviation of 0.61 suggests that responses were very consistent, although varied to some extent. The most highly
scored signal is “I learn from challenges and mistakes to improve my work” (WM=3.58). This is followed by “I
feel the institution is open to innovation and new ideas” (WM = 3.53) and “I am encouraged to adapt to new
technologies or processes” (WM = 3.51). The results indicate that the institution promotes learning, creativity, and
ongoing improvement. The small range in responses indicates a high degree of consensus among the personnel.
Lower ratings were observed in the use of feedback to improve practices, with a mean of 3.40 and a standard
deviation of 0.63. Response to change had a mean of 3.42 and a standard deviation of 0.68. Communication of
changes had a mean of 3.43 and a standard deviation of 0.68. These are still high but weaker. Larger standard
deviations indicate more variable reactions, especially in the area of communication and reaction to change. These
results support the idea of adaptability as an important aspect of organizational culture. Janse (2020) stated that
adaptability indicates that a company will assess its operations and make the appropriate modifications in response
to environmental alterations. Flexible organizational culture, as Hamidi et al. (2017) claimed, enhances
organizational commitment and helps institutions cope with internal and external changes. Employees who are
flexible to changing circumstances are more engaged and feel that their contribution is crucial to the organization.
Abane et al. (2022) asserted that adaptability, in conjunction with engagement and consistency, enhances staff
productivity by rendering daily tasks more flexible and responsive. Gutterman (2024) asserted that flexibility must
correspond with the organization’s mission and strategic objectives to guarantee that modifications facilitate long-
term institutional advancement.

The more adaptable an organizational culture, the more it is sensitive, flexible and receptive to continual
improvement. Innovation in academic and administrative work is encouraged by employees accepting new
technologies, processes, and demands. The institution uses such comments and experience to enhance operations
and to minimize relying on old systems. Employees learn from challenges and mistakes and build better techniques
over time. In general, the qualitative findings confirmed the quantitative results in terms of the quantity of
involvement, which was high. But they extrapolate these data to reveal uneven implementation, occasional
exclusion and variable levels of participation among departments. The qualitative data clarify the high composite
mean of involvement in the quantitative findings. Employees generally encounter collaboration, participation, and
engagement in institutional activities. Participation, however, does not necessarily imply equal influence over
decision-making. Some employees participate in conversations, although in some circumstances, ultimate
decisions are centralized. The findings indicate that the participation of organizations within higher education
institutions is implemented through cooperation, teamwork, and structured participation. However, its
effectiveness depends on consistency, inclusiveness, and the inclusion of employee opinion in institutional

decisions.

Table 10

Extent of Organizational Culture in terms of Mission
Indicator Items Mean SD VD VI
I understand the institution’s purpose because it is clearly defined and communicated. 3.49 059 A H
I am aware of the institution’s long-term goals and objectives. 352 056 SA VH
I ensure that my daily work aligns with the institution’s mission. 354 057 SA VH
I stay informed about changes and updates regarding the institution’s direction. 348 064 A H
| feel a personal commitment to achieving the institution’s mission. 352 056 SA VH
[ feel inspired by the institution’s vision to contribute my best work. 355 058 SA VH
[ actively take steps to support the institution’s strategic goals. 350 057 SA VH
I clearly understand the priorities that guide the institution’s decisions. 349 060 A H
Composite Mean 351 058 SA VH

Legend: VD- Verbal Description, VI- Verbal Interpretation 3.25-4.00 Strongly Agree SA (Very High VVH ), 2.50-3.24 Agree A (High H), 1.75-
2.49 Disagree D (Low L), 1.00-1.74 Strongly Disagree SD (Very Low VL)

In Catholic HEIs, mission is the explicit goal and direction of the institution, rooted in faith, service, and
holistic development. It is not only about academic aims but also about producing people with values, integrity,
and social responsibilities. The mission drives the institution’s goal to educate students, serve the community and
promote ethical leadership. Employees integrate values formation into their teaching, community outreach into
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their activities, and make judgments according to academic norms and moral ideals. Employees view themselves
as more than employees; they are part of a common mission based on service and faith. Table 10 demonstrates the
level of organizational culture in the mission. The composite mean is 3.51, which is translated as Strongly Agree
and Very High Extent. The standard deviation is 0.58, which implies that the replies were consistent. The highest
rated indicators, all rated as Very High Extent, are feeling inspired by the institution’s vision to give one’s best
work (WM = 3.55), ensuring that daily work is aligned with the institution’s mission (WM = 3.54), and being
aware of the institution’s long-term goals and objectives (WM = 3.52). Other high-rated indicators include
knowing organizational priorities, staying updated on organizational direction, and actively supporting strategic
goals. This shows that individual roles and institutional goals are very well aligned, which means that the mission
is being communicated and understood well throughout the institutions. In a similar vein, Abane et al. (2022) noted
that companies with a strong mission orientation typically perform better because staff members are able to
coordinate their efforts with the organization's aims. Similarly, Janse (2020) defined mission as a driving factor
that links workers' day-to-day actions to more general corporate goals. The lower ratings appear in understanding
of purpose obtained the mean of 3.49, and standard deviation of 0.59, clarity of priorities gained mean of 3.49, and
standard deviation of 0.60, and updates on institutional direction attained mean of 3.48, and standard deviation of
0.64. These are still high but weaker. The higher standard deviation shows more varied responses, especially in
the communication of updates.

The data indicate that the personnel grasp, internalize, and apply the mission quite clearly. They understand
the institutional goals, they link their job with the mission, and they have a personal commitment to do it. However,
institutions need to do a better job of communicating objectives and changes to ensure full alignment. Overall, the
institution displays good mission alignment and dedication, but needs to improve communication and clarity of
direction. The qualitative findings on organizational culture, relative to mission, indicate that employees have a
good understanding and internalization of the institution’s direction, goals, and purpose. They described how
institutional support helps employees align their skills and responsibilities with organizational goals. These
experiences illustrate that mission is transmitted not only formally, but also through institutional culture and
values-building actions. This shows that the mission is more effective in a setting where employees have autonomy
and the opportunity to engage in accomplishing company objectives. These experiences indicate that while the
mission is strongly communicated, operational gaps may still affect how consistently it is applied across units. The
qualitative findings overall provide strong validation of the quantitative results, indicating a very high level of
mission-oriented culture in higher education institutions. Employees repeatedly point to clarity of purpose, good
alignment of work with institutional goals, and strong personal commitment to the mission.

At the same time, the stories complement the quantitative findings by illustrating that mission performance is
not only a matter of clear communication but also of inclusivity, coordination, and continuous implementation at
all levels of the institution. These experiences explain why involvement is high but not perfect. Participation exists,
but influence is sometimes unequal. These narratives clarify the lower mean score for consistency compared to
other dimensions. They reveal that, although policies exist, enforcement and interpretation differ, producing gaps
in uniform implementation. The qualitative data significantly support the highest rated dimension for mission (M
=3.51). They stressed clear vision, strong commitment and values-based practices supported through leadership
communication, training and institutional activities.

For this reason, the mission received the highest mean score. The qualitative findings corroborate, clarify and
supplement the quantitative results overall. They imply that higher education institutions tend to have a strong
culture, particularly in terms of mission congruence and flexibility. They also demonstrate significant differences
in the same period. There is a high level of involvement, but necessarily uniform among workers. Implementation
has been spotty, and results have been inconsistent. Flexibility is a matter of communication and coordination.
Even when organizational culture scores high in quantitative results, actual experiences depend on consistent
policy implementation, inclusive participation in decision-making, and clear communication of changes across all
institutional levels.
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Table 11

Level of Human Resource Loyalty in terms of Job Satisfaction
Indicator Items Mean SD VD VI
| am satisfied with my current role and responsibilities. 3.51 0.63 SA VH
| find my workload manageable. 3.44 0.63 Agree High
| feel valued for the work | contribute. 3.48 0.65 Agree High
| have the resources | need to perform well. 3.40 0.66 Agree High
| am satisfied with my job overall. 3.44 0.65 Agree High
| feel motivated in my work. 3.44 0.63 Agree High
| enjoy performing my job responsibilities. 3.50 0.60 SA VH
| feel that my job allows me to maintain a healthy balance between work  3.49 0.60 Agree High
and personal life.
Composite Mean 3.46 0.63 Agree High

Legend: VD- Verbal Description, VI- Verbal Interpretation 3.25-4.00 Strongly Agree SA (Very High VVH ), 2.50-3.24 Agree A (High H), 1.75-
2.49 Disagree D (Low L), 1.00-1.74 Strongly Disagree SD (Very Low VL)

Job satisfaction at Catholic higher education institutions refers to the employees' feelings about their work in
terms of significance, support, and well-being. It depends on how well employees know their jobs, the support
given to them, and how their work fits into the institution's mission of education, values formation, and service.
Employees express increased satisfaction when they have clear roles, feel respected by leadership, and can control
their workload. For example, staff who are supported in giving classes, treated fairly, and involved in projects such
as outreach programs have more favorable working experiences. This indicates that employment happiness in
Catholic HEISs is defined by mission, support, and everyday work conditions. Table 11 shows the level of loyalty
among employees in terms of job satisfaction. The average score is 3.46 (SD = 0.63), which is verbally described
as "Agree" and interpreted as "High." The indicators that got the highest scores were "I am satisfied with my current
role and responsibilities” (WM = 3.51) and "I enjoy performing my job responsibilities" (WM = 3.50). Both were
seen as Very High. The standard deviation shows generally consistent responses, with some variation. Lower
ratings appear in availability of resources (M = 3.40, SD = 0.66), manageable workload (M = 3.44, SD = 0.63),
overall job satisfaction (M = 3.44, SD = 0.65), and motivation (M = 3.44, SD = 0.63). These are still high, but
weaker than other signs. The larger standard deviations indicate that the variation in responses was broader,
particularly in the areas of resources and effort.

In Catholic HEISs, job satisfaction is the sense of purpose, service, and dedication to the mission. Employees
want to do meaningful work and serve. However, institutions should increase assistance for the resources,
workload balance, and motivation mechanisms to keep contentment. Job satisfaction is good overall, but
institutions need to increase resources, workload management, and support. Job satisfaction in Catholic HEIs is
driven by meaningful work, clear support, and reasonable conditions. Employees are content when their work is
aligned with the objective of the organization, when they are given the tools and direction to execute, and when
the workload is manageable. Furthermore, Nurtjahjani (2022) stated that job satisfaction is a positive emotional
response that is the result of the employee’s evaluation of their work experience, which results in greater
engagement and commitment. These narratives explain why job satisfaction scores remain high: employees feel
satisfied when institutions provide trust, autonomy, and growth pathways. Despite generally high satisfaction
levels, some responses reveal underlying concerns. These findings clarify that high quantitative scores may mask
conditional satisfaction, where employees remain satisfied but still consider leaving due to external or structural

factors.

Table 12

Level of Human Resource Loyalty in terms of Organizational Commitment
Indicator Items Mean SD VD VI
| feel emotionally attached to this institution. 3.48 0.64 Agree High
| feel proud to be part of this institution. 3.55 0.58 SA VH
I am willing to give extra effort to support this institution. 3.52 0.60 SA VH
| feel a strong sense of belonging in the institution. 3.51 0.61 SA VH
I am committed to helping the institution achieve its long-term goals. 3.52 0.63 SA VH
I am committed to the institution’s success. 3.51 0.60 SA VH
| feel loyal to this institution. 3.53 0.58 SA VH
| see myself contributing to the long-term success and growth of this institution. 3.52 0.60 SA VH
Composite Mean 3.52 0.60 SA VH

Legend: VD- Verbal Description, VI- Verbal Interpretation 3.25-4.00 Strongly Agree SA (Very High VVH ), 2.50-3.24 Agree A (High H), 1.75-
2.49 Disagree D (Low L), 1.00-1.74 Strongly Disagree SD (Very Low VL)
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Organizational commitment is the process whereby personnel connect with the institution, feel they belong,
and remain devoted to its aims. In Catholic HEISs, it is driven by shared values, mission, and community. Employees
remain engaged because they believe in the objective of the institution, and they find significance in their work.
This is reflected in teachers volunteering in school events, helping in outreach initiatives, or taking on extra tasks
without being requested. Table 12 presents the level of human resource loyalty in terms of Organizational
Commitment. The composite mean is 3.52, which is interpreted as Very High under Strongly Agree. The standard
deviation is .60, indicating consistent responses. The highest mean score among the indicators was "I feel proud
to be part of this institution” (WM = 3.55). This was followed by "I feel loyal to this institution” (WM = 3.53) and
numerous other indicators relating to dedication to institutional success and long-term goals (WM = 3.52). These
results show strong attachment and dedication. The lowest rating is emotional attachment (M= 3.48, SD = 0.64),
still high but weaker. The higher standard deviation shows a wider variety of answers, which means that the
emotional connection is not the same for all employees. Emotional attachment develops over time and is based on
personal experience. Longer-tenured employees are more attached because they’ve formed relationships and
shared experiences, whereas newer hires are still adjusting. Chen et al. (2024) and Rubia et al. (2025) argued that
organizational commitment is a process of actively supporting institutional objectives and values, while Mahfouz
et al. (2022) noted that organizational commitment significantly increases job engagement and motivates
employees to put effort, ideas and commitment into their work. Silva et al. (2023) also found that organizational
commitment is influenced by factors such as corporate culture, recognition, career progression, and job satisfaction,
which increase the desire of employees to stay. In addition, Qian and Balwi (2024) confirmed this by stating that
the employees' commitment is impacted by their perception of the work environment and career opportunities.

Organizational commitment in Catholic HEIs is a reflection of mission, service and shared values. Staff
display loyalty, purpose, and commitment to the aims of the institution. However, institutions need to develop
emotional connection and a sense of belonging through ongoing support and participation. Overall, the
organizational commitment is quite high, but institutions need to increase the emotional attachment and the
relationship with the employees. Organizational commitment is quite high, suggesting that the personnel are
committed to the organization and willing to support its aims. They exhibit pride, loyalty, and a willingness to go
the extra mile, indicating an active involvement in their work beyond the minimum employment requirements.
Also, employees consider themselves part of the institution’s long-term success, showing stability and intention
to stay. These findings clarify that commitment remains high when institutions provide continuous learning and
clear professional advancement, not just job stability. While quantitative results show very high loyalty, qualitative
data reveal conditional commitment among some respondents.

These comments highlight how high ratings on organizational commitment may not always equate to
unconditional loyalty. Some people remain loyal, but explore other opportunities based on working circumstances
and the fairness of leadership. Overall, organizational commitment in higher education institutions is still quite
high. However, it is not just dependent on institutional mission and pride, but also on support systems, fairness,
leadership behavior, and staff well-being.

Table 13

Level of Human Resource Loyalty in terms of Intention to Stay
Indicator Items Mean SD VD VI
| intend to remain in this institution in the coming years. 3.46 0.63 Agree High
| see myself building my long-term career here. 3.39 0.65 Agree High
| rarely think about finding a job elsewhere. 3.39 0.68 Agree High
| feel secure in my current position. 3.39 0.65 Agree High
| prefer to stay because the institutional environment is 3.45 0.63 Agree High
positive.
| prefer staying here even if other job opportunities arise. 3.33 0.70 Agree High
| feel motivated to continue working here because of the 3.47 0.60 Agree High
institution’s values and culture.
| am not actively seeking employment elsewhere. 3.37 0.65 Agree High
Composite Mean 341 0.65 Agree High

Legend: VD- Verbal Description, VI- Verbal Interpretation 3.25-4.00 Strongly Agree SA (Very High VH ), 2.50-3.24 Agree A (High H), 1.75-
2.49 Disagree D (Low L), 1.00-1.74 Strongly Disagree SD (Very Low VL)
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Intention to stay in Catholic HEIs means the employee’s willingness to stay in the institution for a period of
time. Factors that influence it are mission alignment, values, work environment and perceived stability. When
employees believe in the institution’s purpose and experience a favorable and supportive workplace environment,
they are more likely to stay. In practice, this is illustrated when instructors stay in the same school for many years,
participate in institutional activities, and create long-term careers in education instead of seeking job possibilities
elsewhere. Table 13 shows the level of loyalty among human resources in terms of intention to stay. The composite
mean is 3.41, and the standard deviation is 0.65, which shows moderate variation, meaning responses are less
consistent than other loyalty indicators. This shows that most employees at higher education institutions really
want to stay with their current employer, which means they have stable and dedicated employees.

The highest ratings for the indicators were "I feel motivated to continue working here because of the
institution's values and culture” (M = 3.47, SD = 0.60) and "I intend to remain in this institution in the coming
years" (M =3.46, SD = 0.63). These results show that culture and environment support retention. Employees are
willing to stay because of values and environment, but are less certain when it comes to long-term commitment,
job security, and external opportunities. However, the lowest indicator is preference to stay even if other job
opportunities arise (M = 3.33), followed by not actively seeking employment elsewhere (M = 3.37). This shows
that employees are somewhat content and want to stay, but some are still open to other chances, especially if they
are presented with better conditions. This might happen when employees like the organization but are still thinking
of more compensation, less work or a career move elsewhere.

Matuléikova and Brevenikova (2020) further stressed the significance of professional development in
employees’ long-term decisions, as people are constantly evaluating their work in the context of their own
aspirations and future goals. This is why workers may continue to search for a job even if they like the one they
have. The intention to stay in Catholic HEIs is a commitment to mission, values, and services. Employees stay for
purpose and surroundings. But institutions need to provide professional growth, security and long-term prospects
to retain them. Overall, the desire to stay is high, but institutions need to focus on professional advancement, job
stability, and retention initiatives.

These responses explain why some indicators, such as preference to stay even if other opportunities arise
(Mean = 3.33), received relatively lower ratings. They show that intention to stay remains stable but conditional,
depending on external opportunities and internal workplace conditions. Overall, employees in higher education
institutions show a high intention to remain. However, their decision to stay depends on a balance between positive
organizational culture and practical concerns such as compensation, workload, and career opportunities. These
results support the notion by Valdez & Limos (2023) that employee loyalty is very crucial for a firm to be successful.
Nguyen and Ha (2023) further indicated that employee loyalty has a significant positive effect on the performance
of higher education institutions, as loyal employees are more likely to be more engaged and committed to the
organization’s mission and objectives. Loyalty for Catholic HEIs means mission, service, and principles. Purpose
and dedication retain employees. Institutions, however, need to beef up career development, support structures,
and retention schemes if they are to secure long-term commitment. The overall loyalty of human resources is high,
but the institutions need to increase long-term retention and assistance for employees.

The qualitative results on Level of Human Resource Loyalty explain and complement the quantitative results
presented in Table 22, which reveal an overall high level of loyalty (Overall Mean = 3.46). The results also
demonstrate a very strong organizational commitment (Mean = 3.52), but work satisfaction and intention to stay
are still at a high level. The stories indicate that connections, leadership support, meaningful work and shared
ideals foster loyalty. For job satisfaction, participants explained that they feel satisfied when they experience
supportive colleagues, recognition from leaders, and meaningful work. This explains why intention to stay is high
but slightly lower than commitment.Overall, the qualitative data suggest that loyalty remains high due to the
feeling of supporting leadership, recognition, teamwork, and meaningful work among the employees. But the data
also suggest that loyalty can be undermined by factors such as pay, workload and equity. In conclusion, human
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resource loyalty in higher education institutions is still high as employees feel supported, valued and connected to
the mission of the institution. However, long-term retention still depends on improving working conditions,
fairness and career development chances.

Table 13

Extent of Career Pathing among Human Resources in terms of Training and Development
Indicator Items Mean SD VD VI
I am given regular opportunities for professional training. 3.47 0.70 A H
| find the training programs relevant to my work. 3.47 0.66 A H
| feel that training enhances my skills and job performance. 3.50 0.64 SA VH
| receive support to attend seminars or workshops. 3.42 0.68 A H
I am encouraged to pursue further studies. 3.44 0.65 A H
| observe that the institution invests in employee development. 3.38 0.67 A H
| feel prepared for higher responsibilities because of the training. 3.44 0.67 A H
| experience prioritization of professional development. 3.41 0.65 A H
Composite Mean 3.44 0.66 A H

Legend: VD- Verbal Description, VI- Verbal Interpretation 3.25-4.00 Strongly Agree SA (Very High VH ), 2.50-3.24 Agree A (High H), 1.75-
2.49 Disagree D (Low L), 1.00-1.74 Strongly Disagree SD (Very Low VL)

Training and development in Catholic HEIs refer to the manner in which the institution improves the skills of
personnel for current employment and future roles. It has regular training, relevant programs, support for seminars
and encouragement for further study. This is done to make them efficient and ready for bigger responsibilities.
This is observed in the real world when teachers go to workshops, do graduate study, or get coaching that increases
the quality of teaching and administrative work. Table 13 shows the status of career pathing in human resources in
terms of training and development. The composite mean is 3.44 (SD = 0.66) and is verbally interpreted as Agree
and descriptively interpreted as Good. The standard deviation shows substantial variance, thus experiences vary
from employee to employee. It means that the Higher Education Institutions generally have enough scope for staff
training and development, resulting in professional advancement and skills enhancement. Among the indications,
“[ feel that training enhances my skills and job performance” (M = 3.50, SD = 0.64) achieved the highest mean,
interpreted as Very Good, indicating that employees acknowledge the significance of training in augmenting their
competencies and effectiveness. The statement "I observe that the institution invests in employee development"
(M = 3.38) had the lowest mean. However, the higher standard deviation shows more varied responses, especially
in access to opportunities. Training is effective in improving skills, but access, consistency, and institutional
support vary.

In addition, Mampuru et al. (2024) defined training and development as intentional actions that seek to provide
staff with the necessary skills and capacities to perform in their current and future roles. Also, Arulsamy et al.
(2023) described training as a systematic process that aims to increase employees’ knowledge, skills, and abilities
through various learning activities such as workshops, seminars, and on-the-job training. This is consistent with
the present findings that the employees understood the importance of training in boosting their job performance.
Hosen et al. (2023) also found that training and development enhance employees’ competencies and contribute to
the attainment of organizational goals, while Herbert (2023) observed that investing in employee development is
a strategic decision that benefits both the organization and its personnel. Similarly, Zaidi Adruce et al. (2017) also
discovered that there are many benefits of training programs, such as greater information exchange, continuing
education, higher motivation and the capacity to keep up with new technology. In Catholic HEIs, formation, growth
and service reflect training and development. While institutions facilitate employee growth, they may have
limitations related to resources, access, and program consistency. Training and development exist and are
important overall, but not fully optimized. Employees acquire skills and recognize the value of programs, but more
continuous support, funding and prioritizing are needed to improve career preparation and progress. Taking on
responsibilities helps build skills and motivation for advancement. This shows that development alone is not
enough without fair rewards. These programs help improve skills and support graduate studies. In summary, the
findings indicate that training and development are taking place at a high level. However, employees often criticize
injustices such as unequal access, no clear career paths, and uneven chances. Staff training helps staff get forward,
but the institution should have better protocols and fair access to help advance everyone’s career.
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Table 14

Extent of Career Pathing among Human Resources in terms of Promotion Opportunities
Indicator Items Mean SD VD VI
I clearly understand the institution’s promotion policies. 3.53 059 SA VH
| believe promotions are based on merit. 3.46 0.64 A H
| feel I have fair chances of being promoted. 3.46 066 A H
| see promotion criteria being applied consistently. 3.43 0.66 A H
| feel there are opportunities for career advancement in this institution. 3.43 0.64 A H
| see transparency in promotion decisions. 3.48 064 A H
| feel encouraged to perform at my best because of the potential for career advancement. 3.49 0.62 A H
| believe long-term career growth is possible in this institution. 3.43 0.66 A H
Composite Mean 3.46 064 A H

Legend: VD- Verbal Description, VI- Verbal Interpretation 3.25-4.00 Strongly Agree SA (Very High VVH ), 2.50-3.24 Agree A (High H), 1.75-
2.49 Disagree D (Low L), 1.00-1.74 Strongly Disagree SD (Very Low VL)

Within Catholic HEIs, there are possibilities for promotion and that personnel will move seamlessly and
equitably to higher positions, depending on their performance, their qualification and the policies of the institution.
It has clear standards, fair judgment and apparent career opportunities. Table 14 shows the state of career pathing
for human resources in terms of promotion prospects. The average score was 3.46 (SD =0.64), which was verbally
described as "Agree" and interpreted as "Good." The standard deviation shows moderate variation, which means
experiences differ across employees. This means that higher education institutions usually offer fair and well-
organized chances for job advancement, which helps employees improve professionally and stay motivated. The
statement "I clearly understand the institution's promotion policies" (M = 3.53, SD = 0.59) had the highest mean,
which means it was Very Good. This suggests that employees comprehend and convey the promotion systems well.
Other signs showing people have a good view of career development at the organization are the openness of
promotion choices (M=3.48, SD=0.64) and the motivation for doing well because of the potential to go higher
(M=3.49, SD=0.66). These data suggest that there are mechanisms of promotion and that these systems do
influence performance. Consistent application of criteria (M=3.43, SD=0.66), professional advancement
opportunities (M=3.43, SD=0.64), long-term career progress (M=3.43, SD=0.66) and fair odds of promotion
(M=3.46, SD=0.66) were rated lower. These are still good but not so strong. The higher standard deviations reflect
more diverse responses, particularly on fairness and consistency. Employees know how to get promoted but are
less certain about fairness, consistency and opportunities.

In Catholic HEIs, promotion is based on merit, service and dedication to mission. But institutions seek to offer
equitable opportunities, and structural constraints such as limited postings and hierarchical processes can be a drag
on advancement. Overall, there are opportunities for improvement, but institutions need to improve fairness,
consistency, and availability of pathways for advancement. Employees do see a structure in place, but fairness,
consistency, and genuine access to progression still need to be enhanced to enable long-term career growth. The
qualitative results show that the promotion prospects affect the view of the long-term career path of the personnel
in HEIs. Employees are aware of promotion schemes but have concerns about fairness, transparency and equal
access. The qualitative overall findings show the presence of promotion opportunities and motivate individuals to
perform better. But employees also bring up issues of fairness, transparency, and equal access. The quantitative
results show a high level of promotion chances. Still, the qualitative statistics show that trust in promotion systems
depends on the consistency and fairness in the application of the institution’s regulations.

Table 15

Extent of Career Pathing among Human Resources in terms of Career Advancement Programs
Indicator Items Mean  SD VD VI
I am aware of the institution’s career development programs. 3.52 0.62 SA VH
| understand the career pathways available to me. 3.44 0.63 A H
| have access to mentoring or coaching opportunities. 3.47 0.67 A H
| receive guidance in setting and achieving my career goals. 3.45 0.66 A H
| feel motivated to improve because of career development programs. 3.49 0.67 A H
| actively apply the skills and knowledge gained from career programs to improve my performance.  3.50 0.64 SA VH
| feel supported in achieving my long-term career goals. 3.52 0.63 SA VH
| believe career programs encourage employees to stay. 3.49 0.64 SA VH
Composite Mean 3.48 064 A H

Legend: VD- Verbal Description, VI- Verbal Interpretation 3.25-4.00 Strongly Agree SA (Very High VH ), 2.50-3.24 Agree A (High H), 1.75-
2.49 Disagree D (Low L), 1.00-1.74 Strongly Disagree SD (Very Low VL)

202 Consortia Academia Publishing (A partner of CollabWritive Publishing House)



Fostering loyalty and career pathing: A leadership and organizational culture based framework for HEIs

Career advancement plans in Catholic HEIs are intentional efforts to assist staff plan and achieve career growth
in the long run. This comprises mentoring, coaching, career advising, and development courses to support
individuals into higher positions. This includes mentoring, coaching, career advice, and development courses to
help staff progress to more senior positions. Table 15 delineates the state of career pathing within human resources
regarding career advancement programs, yielding a composite mean of 3.48 (SD = 0.64), categorized as Agree and
interpreted as Good. The standard deviation shows moderate variation, which means experiences differ across
employees. The highest means for the indications were "I am aware of the institution's career development
programs” (M =3.52, SD = 0.62) and "I feel supported in achieving my long-term career goals”" (M =3.52, SD =
0.63).

Both of these were seen as Very Good. Also, "I actively apply the skills and knowledge gained from career
programs to improve my performance” (WM = 3.50, SD = 0.64), which is interpreted as very good. These results
show that programs are visible, useful, and support performance. This shows that employees know the programs
exist, feel supported, and use what they learn in their work. The lower evaluations seem to be in the comprehension
of professional pathways (M=3.44, SD=0.63), access to mentoring or coaching (M=3.47, SD=0.67), and advice in
creating career objectives (M=3.45, SD=0.66). They are good but weaker: The higher standard deviation shows
more variable reactions, notably in the area of mentorship and supervision. Employees know about programs and
benefit from them, but are less clear on career paths and continuous coaching. These results are in agreement with
the research by Choudhary et al. (2024), who highlighted the importance of career development opportunities like
mentoring, skill improvement, and advancement programs in fostering employee loyalty and career achievement.
DJ et al (2024) also defined career development as a process that alters the views and behaviors of people about
their work and, hence, their involvement and long-term commitment to the organization. Also, Suriadi et al. (2024)
underlined that in the higher education sector, professional development possibilities including further studies,
leadership positions and promotions are important in enhancing job satisfaction and employee performance.These
programs help employees pursue further studies and improve professional competence. The results are in favor of
the programs existing for career progression and the general assistance for the growth of employees. Employees
get skills through training, coaching, seminars and exposure to leadership. The qualitative data also speaks to a
need for clearer career paths, greater mentoring systems and more consistent access to advancement opportunities.
These changes can also further motivate people, increase performance and ensure long-term commitment.

Table 16
Correlation Analysis Between Leadership Practices, Organizational Culture, and Human Resource Loyalty
Independent Variables R- p- Interpretation
value value
Leadership Practices->HR Loyalty 0.71 0.000 High Positive
Significant
Organizational Culture>HR Loyalty 0.76 0.000 High Positive
Significant
Leadership Practices + Organizational >HR Loyalty Culture (Combined 0.79 0.000 High Positive
Index) Significant

Legend: p value = 0.000 High Positive Significant Relationship

The results indicate strong and substantial correlations between the variables. Leadership practices have a
high positive link with human resource loyalty (r = 0.71, p = 0.000). This suggests that the better the leadership,
the more loyal the employees. Organizational culture, on the other hand, has a stronger association with human
resource loyalty (r = 0.76, p = 0.000), which demonstrates that the stronger and more positive the culture, the
higher the levels of loyalty. The strongest association is between the combined effect of leadership practices and
organizational culture (r =0.79, p = 0.000), which suggests that the two elements together have the most significant
impact on human resource loyalty. The p-values are all 0.000; therefore,e the relationships are statistically
significant. Therefore, the null hypothesis is rejected. This suggests that leadership techniques and organizational
culture have a huge influence on human resource loyalty in higher education institutions.
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Table 17
Multiple Regression Analysis: Influence of Leadership Practices and Organizational Culture on Human Resource
Loyalty

Variables Beta (B) t-value p-value Interpretation

Leadership Practices 0.34 5.87 0.000 Significant Predictor

Organizational Culture 0.49 8.12 0.000 Significant Predictor

R 0.79 Strong Relationship

R2 0.62 62% Variance Explained

F-value 148.63 0.000 Model Significant

Legend: p value = 0.000 High Positive Significant Relationship

The results of the multiple regression analysis show that organizational culture and leadership practices are
also significant predictors of loyalty to human resources. The leadership behaviors have a positive effect (3=0.34,
t=5.87, p=0.000). This means that good leadership will increase employee loyalty. Organizational culture has a
greater effect (B = 0.49, t = 8.12, p = 0.000), which means culture has a bigger part in forming loyalty. The model
indicates a strong association (R = 0.79) and explains the 62% of the variance of human resource loyalty (R2 =
0.62). This suggests that leadership techniques and corporate culture combine to create a considerable part of
employee loyalty. The F-value (148.63, p = 0.000) indicates that the model is statistically significant. These results
reveal that both leadership and culture affect human resource loyalty, with organizational culture being the better
predictor. Thus, the null hypothesis is rejected. The results validate the relationship and the predictive value of
leadership and organizational culture on the loyalty of human resources in Higher Education Institutions. The
literature and theoretical frameworks support the findings. Good human resource management systems, such as
leadership practices and culture of the firm, are vital in boosting employee growth and the results of the
organization (Suthammanon et al., 2024). Organizations should invest money to manage and develop their people
since they are the most significant factor in the long-term success and performance of the firm (Labrada, 2022).
Benedict et al. (2024) also found that structured organizational practices such as leadership and career frameworks
have an important impact on employee satisfaction and loyalty. Moreover, Olga and Nurraihan (2024) also
mentioned that organizational support systems, such as leadership and career development programs, can increase
employees’ commitment and attachment to the firm.

Table 18

Correlation Analysis Between Leadership Practices, Organizational Culture, and Career Pathing
Independent Variables r-value p-value Interpretation
Leadership Practices—>Career Pathing 0.73 0.000 High Positive Significant
Organizational Culture->Career Pathing 0.78 0.000 High Positive Significant

Leadership Practices + Organizational Culture ->Career Pathing 0.81 0.000 High Positive Significant
(Combined Index)
Legend: p value = 0.000 High Positive Significant Relationship

The results indicate that the correlations between variables are considerable and robust. Leadership practices
show a high positive link with career pathing (r = 0.73, p = 0.000), indicating that better leadership is connected
with better career growth options. Organizational culture is more correlated with career pathing (r = 0.78, p =
0.000), indicating that positive and congruent culture assists career development. Leadership practices and
organizational culture combined exhibit the strongest connection (r = 0.81, P = 0.000), indicating that the two
factors together exert the largest influence on career pathing. All p-values are 0.000, indicating that the associations
are statistically significant. Thus, the null hypothesis is rejected.

Table 19

Multiple Regression Analysis: Influence of Leadership Practices and Organizational Culture on Career Pathing
Variables Beta (B) t-value p-value Interpretation
Leadership Practices 0.38 6.41 0.000 Significant Predictor
Organizational Culture 0.52 8.94 0.000 Significant Predictor
R 0.81 Strong Relationship
R2 0.66 66% Variance Explained
F-value 162.74 0.000 Model Significant

Legend: p value = 0.000 High Positive Significant Relationship

The multiple regression results reveal that leadership practices and corporate culture are major predictors of
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career pathing. Leadership practices have pa positiveeffect (B = 0.38, t = 6.41, p = 0.000), which suggests that
better leadership increases career growth. Organizational culture has a higher effect (B = 0.52, t =8.94, p = 0.000),
which suggests culture has a larger role in defining career pathing. The model indicates a strong link (R = 0.81)
and explains 66% of the variance in career pathing (R2 = 0.66). This suggests that leadership techniques and
company culture combined represent a big part of career development results. The model is statistically significant
with an F-value of 162.74 and p = 0.000. The findings support that both leadership and culture impact career
pathing, with organizational culture being the stronger predictor. So, the null hypothesis is rejected. In higher
education, the opportunities for continuous learning, leadership positions, and academic engagement significantly
contribute to enhancing employee performance and career development (Suriadi et al., 2024). Furthermore, Olga
and Nurraihan (2024) stated that providing employees with structured opportunities for career advancement makes
them more engaged and more likely to stay with the company, because they are more likely to stay with a company
that supports their professional development. The results can also be explained through relevant theories. Social
Exchange Theory indicates that when employees perceive high support from leadership and the organization, they
reciprocate with increased engagement in career development and commitment to growth within the institution.

In Catholic HEIs, this influence is directed by mission, service, and values. Organizational culture shapes
development opportunities, while leadership reinforces growth and direction. Together, they create a strong
foundation for career pathing. Olga and Nurraihan (2024) also stated that providing employees with structured
opportunities for career advancement heightens their commitment and likelihood to stay with a firm since they are
more inclined to remain with a company that promotes their professional growth. Also, the findings can be
interpreted using the applicable theories. As per the Social Exchange Theory, high levels of support from the
leadership and the organization lead to employees reciprocating by being more engaged in career development and
committed to advancement within the institution. Mission, service and values in Catholic HEIs guide the impact.
The culture in organizations influences the possibilities for development. Leadership gives power to development
and direction. Together, they provide a solid foundation for career pathing.

Quantitative results showed high to very high ratings of both leadership practices (M = 3.37-3.51) and
organizational culture (M = 3.43-3.51) in the selected Catholic higher education institutions, suggesting that
employees, in general, perceive effective leadership and a positive organizational environment. These results
suggest that leadership and organizational culture influence employee motivation, performance, and professional
development. The qualitative results further indicate this convergence by showing employees’ experiences with
leadership techniques and organizational culture in the day-to-day institutional existence. The results indicate that
leadership and corporate culture interact to influence employee motivation, performance and professional
development. Qualitative studies illuminate this convergence by portraying the lived experience of leadership
practices and organizational culture in the daily life of the institution.

Table 20

Leadership Practices and Lived Experiences of the Participants

Major Theme Codes

Leadership Support and Empowerment Supportive leadership, encouragement, approachability, trust,
autonomy

Communication and Transparency Clear and transparent communication helps employees
understand expectations and perform better.

Recognition and Employee Valuation Appreciation, recognition, feeling valued, trust, incentives,
lack of appreciation

Professional Growth and Career Development Training, mentorship, seminars, coaching, learning
opportunities, and career advancement

Participation and Inclusivity in Decision-Making Participation, shared ideas, involvement, limited participation,
and top-down leadership.

Work Environment and Organizational Climate Team bonding, values, belongingness, and support.

Mission-Driven and Values-Based Leadership Institutional policies, mission, vision, core values, and

Christian community

A dominant pattern across the data is leadership support and empowerment. Most respondents (14 out of 30)
described leaders as supportive, approachable, and encouraging. Employees link support directly to motivation
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and performance. The responses illustrate that leadership behaviors directly foster employee confidence and
commitment. This accounts for the high mean scores. These findings are consistent with Novianti et al. (2024),
who stressed that leadership styles have a significant impact on employee well-being and motivation, and with
Bou et al. (2025), who found that transformational leadership improves employee performance and commitment
in higher education. Closely tied to this is communication and transparency in leadership. At least eleven (11)
respondents emphasized clear direction, feedback, and expectations. Employees perform better when leaders
communicate clearly. These findings are in agreement with Bwalya (2023), who argued that leadership affects
communication, motivation, and decision-making in businesses. The results are backed up by the Denison
Organizational Culture Model, with a specific focus on the engagement and consistency dimensions. Good
communication creates alignment, a common understanding and organizational glue that results in better
performance.

Ten (10) respondents reported that appreciation, trust, and incentives increase motivation. Employees respond
to recognition with stronger effort. That's why leadership is high overall, but not optimal. The more employees
feel valued, the more they emotionally tie themselves to the organization, and the more they want to stay.
Differences in recognition approaches were also documented, which points out the need for more structured and
equal recognition processes. These responses show that leadership extends beyond supervision and supports
continuous development, reinforcing the high mean results. Leadership also shapes participation and inclusivity
in decision-making. Some respondents reported being involved in meetings and planning. However, this is not
consistent. Some respondents experienced top-down leadership. This difference indicates that involvement is
present yet different among units. This variation accounts for discrepancies within the high ratings. These results
are consistent with the work of Tan (2025) and Al-Azad et al. (2024), who noted that democratic leadership fosters
collaboration, participation, and ownership among employees. These results are consistent with the involvement
dimension of the Denison Model, which highlights employee participation as a key factor in organizational
effectiveness. Participative leadership also embodies ideas of transformational leadership, where leaders empower
employees and promote shared responsibility. This creates a feeling of ownership and enhances corporate
commitment. However, the limited involvement stated by several participants suggested the gap between the
desired and actual behaviors.

The theme of work environment and organizational climate further supports the findings. Eight (8)
respondents described leadership as shaping a positive, fair, and motivating environment. Employees perform
better in supportive conditions. At the same time, negative experiences also emerged. This shows that leadership
can either strengthen or weaken the work environment. Another important theme is mission-driven and values-
based leadership, which reflects the Catholic identity of the institutions. Leadership is aligned with institutional
mission, vision, and core values. This alignment provides direction and shared purpose. It explains why employees
remain committed despite challenges. Overall, there is high convergence of the quantitative and qualitative data.
The high mean ratings (M = 3.37-3.51) are due to leadership methods being supportive, communicative,
acknowledging, participative, growth-oriented, and value-driven. But the qualitative results also point to important
gaps: inconsistent involvement, uneven recognition, and varied effects of leadership. The findings suggest that
leadership effectiveness in Catholic higher education institutions is excellent but not uniform.

Table 21
Organizational Culture and Lived Experiences of the Participants
Major Theme Codes
Communication and Transparency Open communication, clear guidelines, and coordination
Collaboration and Teamwork Collaboration; teamwork; shared planning; cross-functional
work
Participation and Inclusivity Participation; shared decision-making; involvement;
belongingness
Adaptability and Organizational Support Adaptability; flexibility; policy adjustment; training
Professional Growth and Development Training; mentoring; evaluation; learning opportunities
Work Environment and Organizational Climate Team bonding; values; belongingness; support
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The quantitative results showed that organizational culture in the selected Catholic higher education
institutions was rated high to very high (overall mean ~ 3.43-3.51). This indicates that employees generally
experience a strong, functional, and supportive organizational environment. The qualitative findings explain this
result by showing how culture is practiced through communication, collaboration, participation, adaptability,
development, and shared values, while also revealing structural and cultural gaps. A dominant pattern in the data
is communication and transparency. Several respondents (at least 7) emphasized clear guidelines, open
communication, and coordination. Employees rely on clarity to perform well. These responses show that
communication reduces confusion and aligns employees with institutional goals. This directly supports the high
mean scores. Another strong theme is collaboration and teamwork, reported by nearly half of the respondents.
Employees described a culture where teamwork and shared planning are common. Real cases, such as accreditation
work and school events, show that collaboration improves outcomes. This explains the high ratings in involvement
and engagement. Closely related is participation and inclusivity. Participants reported being involved in meetings,
planning, and decision-making. Participation increases ownership and motivation. This shows that inclusivity
exists but is inconsistent, which explains the variation within the high ratings. The theme of adaptability and
organizational support also explains the results. Participants described how institutions adjust policies and support
employees during change. Pandemic modifications and new teaching techniques are examples of how being
adaptable increases performance. This is why the mean ratings for adaptability are high. These results are
consistent with Sun (2024), who highlighted that adaptability allows firms to respond effectively to changes and
maintain success Another key theme is professional growth and development. Employees reported training,
mentoring, and evaluation systems that improve skills and performance.

These practices show that the institution invests in employee development, which aligns with the high ratings
in organizational effectiveness. The theme of work environment and organizational climate further supports the
findings. Participants described a positive environment built on teamwork, belongingness, and support. These
responses show that a positive climate strengthens motivation and satisfaction, reinforcing the quantitative results.
Another distinct theme is values-based culture, which reflects the Catholic identity of the institutions. Participants
emphasized religious activities, mission, and values formation. While another highlighted that values such as
integrity and service are embedded in practice. This shows that organizational culture is not only operational but
also value-driven, which strengthens commitment and purpose. These findings explain why organizational culture,
although rated high, is not uniformly experienced. Overall, the integration of quantitative and qualitative findings
shows strong convergence.

Table 22
Challenges on Leadership Practices and Organizational Culture and Lived Experiences of the Participants
Major Theme Codes
Limited participation and top-down decision-making Exclusion from decision-making processes, Decisions made
solely by administrators, Minimal employee consultation
Inconsistency in policies and leadership practices Unequal implementation of policies
Lack of recognition and appreciation Insufficient acknowledgment of employee contributions
Communication gaps and a lack of clarity Unclear dissemination of information
Resistance to change and reliance on traditional practices Reluctance to adopt new systems and innovations
Poor coordination and role ambiguity Lack of a clear division of responsibilities

A major challenge is limited participation and top-down decision-making. Some respondents reported that
leadership does not always practice inclusivity. In school settings, this occurs during the planning of programs or
policy decisions where meetings are conducted, but outcomes are already predetermined. This reduces employee
voice and weakens engagement, even if participation is formally present. Another critical issue is inconsistency in
policies and leadership practices. Participants observed that rules are not applied uniformly across departments.
This often happens during transitions such as blended learning or new academic guidelines, where a lack of
standardization leads to frustration and uneven performance expectations.

A third challenge is a lack of recognition and appreciation. While many respondents experienced supportive
leadership, others reported gaps. In practice, this occurs when employees consistently perform tasks beyond
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expectations but receive little acknowledgment, incentives, or feedback. Over time, this leads to disengagement
and burnout, even in otherwise supportive environments. Another issue is communication gaps and a lack of clarity.
Although communication is generally strong, some respondents reported breakdowns. This happens when
instructions are delayed, unclear, or not cascaded properly, especially during institutional changes or major events,
resulting in confusion and inefficiency. The data also highlight resistance to change and reliance on traditional
practices. This is seen when institutions hesitate to adopt new teaching methods, technologies, or systems, which
slows innovation and limits professional growth. Another significant challenge is poor coordination and role
ambiguity. Participants reported unclear responsibilities and overlapping tasks. These are the problems that make
leadership and organizational culture rate high but are not experienced across the board for all workers. They call
for more standardized, inclusive, and responsive leadership and organizational frameworks. Participants suggested
a number of improvements, including improved communication, increased staff engagement, better recognition
methods and teamwork. These ideas are consistent with the basic elements of the Denison Model, especially
engagement and adaptability, which are central to organizational efficiency. Furthermore, the focus on
inclusiveness, empowerment, and Cooperation is consistent with transformational and servant leadership,
implying that these leadership styles are most effective in building a healthy work environment.

(transformational, transactional, laissez faire, servant, democratic)

!
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reinforces these leadership practices by creating a shared system of values, norms, and expectations. When aligned,
these two elements create a stronger and more sustained influence on employees.

This combined influence directly affects human resource loyalty, reflected in job satisfaction, organizational
commitment, and intention to stay, as well as career pathing, which includes training and development, promotion
opportunities, and career advancement. These outcomes are essential indicators of effective human resource
management, as they contribute to employee retention, engagement, and long-term organizational performance.
Grounded in the principle of organizational alignment, the framework also draws support from the McKinsey 7S
Model, which posits that organizational effectiveness depends on the alignment of key elements such as leadership
(style), shared values (culture), and systems. In this study, leadership practices and organizational culture represent
the core elements that, when aligned, produce effective human resource outcomes.

4. Conclusions

Based on the findings, the following conclusions are derived: Leadership practices effectively promote
motivation, structure, collaboration, and autonomy. However, it is still important to improve recognition,
consistency, employee involvement, and supportive guidance in order to make engagement and organizational
effectiveness even better. Organizational culture is shown through strong involvement, consistency, adaptability,
and a clear mission. This promotes involvement and alignment; nonetheless, enhancing trust, responsiveness, and
organizational performance remains essential through increased employee participation, policy consistency, and
feedback systems. Human resource loyalty suggests that the employees are stable and interested in their work. But
to keep employees for a long time and help them do better work, it's still vital to give them more institutional
support, emotional connection, and chances to grow in their careers. Career pathing reveals that there are good
training and development options, chances for promotion, and programs to help employees advance in their careers.
The interplay between leadership styles and organizational culture profoundly influences employee loyalty. Both
of these factors are good at predicting loyalty, but organizational culture is the best at doing so. Leadership styles
and organizational culture significantly and positively influence career pathing, with organizational culture
emerging as the stronger predictor, collectively explaining a substantial portion of employees’ career development
and progression. Leadership and culture are generally strong, supportive, and value-driven. However, gaps exist
in participation, recognition, and consistency. Key challenges include limited participation, inconsistent policies,
weak recognition, and communication gaps. These issues affect engagement and effectiveness. The Human
Resource Management Framework he proposed stresses that correlating the seven parts of the McKinsey 7S Model
with leadership styles and the culture of the organization increases employee loyalty and career growth, which in
turn increases employee commitment, retention, and overall effectiveness in higher education institutions.

Recommendations- Based on the significant findings, the following recommendations are presented: The
school administration, through the Human Resource Office and Academic Affairs, may strengthen leadership
practices by conducting regular leadership development programs focused on communication, recognition, and
participative leadership. Department heads may consistently provide feedback, recognize employee contributions,
and actively involve employees in decision-making to improve engagement and leadership effectiveness. The
administration, in coordination with the Quality Assurance Office, may enhance organizational culture by
standardizing policies, strengthening communication systems, and improving coordination across departments.
The institution may ensure that policies are applied consistently and that information is clearly and promptly
communicated to all employees. The Human Resource Office may implement programs that strengthen employee
retention, such as recognition initiatives, wellness programs, and support systems that improve job satisfaction,
organizational commitment, and intention to stay. The institution may also address workload balance and provide
adequate resources to sustain employee motivation. The Human Resource Office, in collaboration with department
heads, may enhance career pathing by developing clear career pathway maps, establishing transparent promotion
systems, and ensuring equal access to training and development opportunities. Structured systems may be
implemented to support long-term employee growth. The administration may align leadership practices with
organizational culture to maximize its combined influence on human resource loyalty. Leaders may model
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institutional values, promote engagement, and ensure that leadership behaviors are consistent with the
organization’s culture to strengthen employee commitment. The Human Resource Office and department heads
may integrate leadership and organizational culture in designing career development programs. Leadership may
actively support employee growth, while organizational systems may provide structured opportunities for training,
promotion, and advancement.

The institution may sustain strong leadership and organizational culture practices by reinforcing support,
communication, collaboration, and values-based leadership. At the same time, the administration may address gaps
in participation, recognition, and consistency to ensure that these practices are experienced uniformly across all
units. The administration may address identified challenges by promoting inclusive decision-making, ensuring
consistent policy implementation, strengthening recognition systems, improving communication flow, and
enhancing coordination among departments. Efforts may also be made to reduce resistance to change by
encouraging innovation and continuous improvement. The institution may adopt and implement the proposed
Human Resource Management Framework to align leadership styles and organizational culture in strengthening
human resource loyalty and career pathing. The Human Resource Office may lead its implementation, monitoring,
and evaluation to ensure continuous improvement and sustainability of human resource practices. Future
researchers are encouraged to explore additional variables such as compensation, workload, and external factors
that may influence employee outcomes. They may also expand the study's scope by including more institutions or
by applying different research designs to validate further and enrich the findings.
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