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ABSTRACT 

This study was motivated by the reports of low teacher’s commitment among publicly funded 

schools in Mbarara city. The tenacity of the study was to scrutinize how organizational support 

and mental capital relate to teacher commitment in publicly funded high schools located in 

Mbarara City. This study is based on the Commitment-Trust Theory.  

The study employed a cross-sectional survey design and targeted 188 teachers from 5 publicly 

funded high schools in Mbarara City South. From this population, a sample of 123 teachers was 

chosen using proportionate stratified sampling and simple random sampling techniques.  

This investigation utilized primary sources, employing a survey questionnaire for data collection. 

All variables had a CVI exceeding the minimum accepted value of 0.7, and reliability scores 

were above 0.7, indicating they are valid and reliable. Correlations, regressions, and descriptive 

results were generated using version 30 of the “Statistical Package for Social Sciences” (SPSS). 

The aim was to achieve 123, and from these, 108 questionnaires (88%) were filled out 

completely and returned.  

The inquiry revealed a strong, significant and positive correlation between teacher commitment 

and organizational support; and between mental capital and teacher commitment. According to 

regression analysis, organizational support and mental capital explain 51% of the variance in 

Teacher's commitment, while the remaining 49% is due to various other factors; the beta value 

for predicting teachers' commitment based on organizational support was .656, whereas the value 

for mental capital was .288.  

The study concludes that organizational support and mental capital are significant forecasters of 

teacher commitment. 

The study recommends that schools’ management should endeavor to provide avenues and 

facilitating activities that promote organisational support since it has been proved to positively 

contribute to teacher’s commitment. The study recommends that management and teachers 

should ensure that they provide mental capital to all teachers and all the time. There is need for 

the school’s management to give consideration to both organisational support and mental capital 

as this combination will result in greater improvement in teacher’s commitment as opposed to 

looking at either of the two.  
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CHAPTER ONE 

INTRODUCTION 

1.1 Introduction 

In the section that follows below, a description of the study background, problem description, 

purpose, objectives, rationale, importance, scope and conceptual framework. 

1.2 Background  

Teachers' commitment is critical to the schooling industry and national development since it 

directly determines the state of education, student achievement and overall school effectiveness.  

 (Adeyinka & Adewuyi, 2018; Baksi Maiti, Sanyal & Mazumder, 2021). Committed teachers are 

more likely to engage in continuous professional development, employ innovative teaching 

methods, and invest time in understanding and supporting their students' needs, for better 

learning outcomes (Adeyinka & Adewuyi, 2018; Avey et al., 2011).  Organizational support, 

such as proper resources, recognition, and a supportive work environment, is crucial in 

developing this commitment (Adeyinka & Adewuyi, 2018; Astuty & Udin, 2020). Furthermore, 

self-belief, positivity, hopefulness and pliability result from emotional capital (Avey, Luthans & 

Jensen, 2009; Avey et al., 2011). Teachers possessing great mental capital to remain resilient 

amidst challenging times (Luthans & Youssef, 2004; Luthans, Avey & Patera, 2008).   

In the United States, approximately 30% of teachers plan to leave the profession within the next 

year, with low pay, lack of support, and challenging working conditions being primary reasons 

(Lamboy, 2023). Finland boasts one of the highest levels of teacher commitment globally, with 

over 90% of teachers expressing strong professional commitment and engagement (Paulsrud, 

2018). Similarly, in Singapore, around 85% of teachers report high levels of commitment, 

(Ministry of Education Singapore, 2023). 
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In African nations, teachers' commitment levels are often diminished because of inadequate 

organizational support and mental capital (Njobvu & Daka, 2025). In sub-Saharan Africa, there 

are considerable shortages of teachers and elevated attrition rates (Njobvu & Daka, 2025). In 

Kenya, approximately 60% of teachers indicate a moderate to high level of commitment 

(UNESCO, 2023). 

In South Africa, 50% of teachers reveal high stress levels and low commitment due to poor 

working conditions and inadequate support (UNESCO, 2023). Conversely, in countries like 

Rwanda and Botswana, significant investments in teacher training and organizational support 

have led to improved teacher morale and commitment at over 70% (UNESCO, 2023). In 

contrast, the Democratic Republic of Congo (DRC) and Chad stand 30% teacher strong 

commitment owing to working conditions and lack of support (UNESCO, 2023). The 

Organizational Support theory put forth by Eisenberger, Huntington, Hutchison, and Sowa 

(1986) backs these possible links. This theory suggests links between well-being, job 

performance, commitment and job satisfaction.  

In Uganda, studies indicate that a substantial proportion of teachers in Uganda express intentions 

to resign, with over 30% citing low affective commitment, reflecting a diminished emotional 

attachment and identification with their schools (Tumwesigye et al., 2020). This lack of 

emotional connection is worsened by low normative commitment, affecting over 27% of 

teachers (Owan, 2021). Furthermore, over 60% of teachers, particularly those in the Arts, report 

low continuance commitment possibly due to high living costs and inadequate pay (Tumusiime 

& Kasujja, 2020). These issues could be connected to inadequate organizational support and 

mental capital lowering their commitment and usefulness (Avey, Luthans & Jensen, 2009). 
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Some studies show the significance of self-efficacy in building commitment among employees in 

a variety of sectors, including education (Musenze et al., 2021). Moreover, teachers' commitment 

and innovative work behavior are influenced by ethical leadership and intellectual capital. 

(Atuhaire, 2022). Limited studies, if any, have specifically researched into the interplay of these 

variables within the unique educational landscape of Mbarara City, hence promoting the current 

study. Over 30% of teachers in Uganda’s secondary schools report low affective commitment, 

reflecting a weakened emotional attachment to their organizations (Tumwesigye et al., 2020). 

Moreover, more than 27% of educators find it challenging to remain committed (Owan, 2021). 

Further compounding this problem, over 60% of teachers, particularly in the Arts, demonstrate 

low continuance commitment due to inadequate pay and the high cost of living, forcing them to 

seek supplementary income from private schools (Tumusiime & Kasujja, 2020). This shift 

results in teachers dedicating more time to private institutions (65%) than to government schools, 

undermining their commitment and the quality of public education (Matovu & Ssegawa, 2020). 

These challenges are connected to increased turnover intentions and negatively impact teachers' 

job performance (Tumwesigye et al., 2020), which has significant consequences for the 

education sector. Previous studies by Zeleke and Wende (2021) suggest that these problems are 

linked to insufficient organizational support and mental capital, though limited research has 

focused on publicly funded high schools in Mbarara City, hence the current investigation. From 

the above, it was necessary to investigate and give an account of the low teacher’s commitment 

among the publicly funded secondary schools in Mbarara city.  

1.3 Problem statement  

Teachers’ commitment is a cornerstone of Uganda's education sector, particularly in Mbarara 

City, where it significantly influences educators' work performance and overall job effectiveness 



4 

 

(Tumusiime & Kasujja, 2020). This research is consistent with Uganda 2040 Vision and the 

Goals   related to sustainability, chiefly, guaranteeing a quality education for all (Mugizi, 2019). 

Teachers in publicly funded secondary schools in Mbarara city exhibit low commitment as 

evidenced by low affective commitment, continuance commitment, normative commitment and 

organizational commitment (Speria & Kanyesigye (2023). This situation is in contrast with the 

expected levels of commitment given efforts by the Ugandan government to enhance 

organizational support through human resource development practices and motivational 

strategies like remuneration and job performance incentives (Zikanga et al., 2021). 

This study gives vital insights into strengthening teacher commitment, a key aspect in meeting 

quality education and national development goals, by addressing the difficulties of organizational 

support and mental capital. The findings will offer policymakers evidence-based solutions for 

enhancing teacher commitment (Matovu & Ssegawa, 2020). In doing so, the government’s role 

in delivering quality public education will be strengthened, ensuring that Uganda’s broader 

developmental goals are met. 

1.4 Purpose of the study  

The study examined the association between organizational support, mental capital and 

commitment in publicly funded high schools Mbarara City. 

1.5 Objectives of the study  

i. To study the correlation between organizational support and teacher commitment in 

publicly funded high schools in Mbarara City. 

ii. To establish how mental capital affects teacher commitment in publicly funded high 

schools in Mbarara City. 



5 

 

iii. To establish the joint effect of mental capital and organizational support on teacher 

commitment in publicly funded high schools in Mbarara City.  

1.6 Research hypothesis  

H1: There is a positive and significant relationship between organizational support and teacher 

commitment in publicly funded high schools in Mbarara City.  

H2: There is a positive and significant relationship between mental capital and mental capital 

among personnel at publicly funded high schools in Mbarara City.  

H3: Mental capital and organizational support have a joint effect on teacher commitment in 

Mbarara City's publicly funded high schools. 

1.7 Justification of the study  

This inquiry is motivated by the urgent need to enhance organizational efficiency and teacher 

well-being in Mbarara City’s publicly funded high schools. Exploring the links among 

organizational support, mental capital, and teachers’ commitment is essential for improving 

educational environment. Grasping these dynamics allows for the development of strategic 

actions that promote a supportive organizational atmosphere, enhance employee morale, and aid 

in the success of educational institutions. Insights generated by this research may be relevant to a 

variety of educational contexts, contributing to the wider discourse on organizational psychology 

and staff involvement in publicly funded high schools. 

1.8 Scope of the study  

1.8.1 Geographic Scope 

The study focused on publicly funded high schools in Mbarara City, offering a thorough 

evaluation of organizational support, mental capital, and teacher commitment in this specific 
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urban setting.  Mbarara city has several secondary schools with gaps in teacher’s commitment 

despite the efforts to reduce this hence making it a rich case study for investigating.  

1.8.2 Content Scope 

The research examined how organizational support and mental capital relate to commitment. It 

encompasses organizational support (from managers, supervisors, colleagues, and cognitive 

aspects) (Luthans & Broad, 2022), emotional capital (traits like self-efficacy, cheerfulness, 

hopefulness, and pliability), and teachers’ commitment (affective, continuance, normative, and 

organizational commitment) (Meyer et al., 2002). The content scope aims to deliver a 

comprehensive understanding of these underlying forces in connection with publicly funded high 

schools in Mbarara City. 

1.8.3 Time Scope 

It was hoped that one year (Nov 2024 to Nov 2025) was adequate to complete this study and 

would cover everything from data collection to analysis and reporting. This time frame allowed 

for getting adequate data to answer all the study objectives.1.9 Significance of the study  

Organizational Improvement: Insights to improve organizational structures and support 

systems in publicly funded high schools in Mbarara City can be gained by identifying and 

comprehending the connections between organizational support, mental capital, and teachers’ 

commitment. 

Teachers’ well-being: The study is likely to contribute to strategies that promote the 

psychological well-being of teachers, creating a favorable work atmosphere and maybe lowering 

turnover in the education industry. 
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Educational Policy Implications: The research outcomes may inform educational policies by 

highlighting factors that influence teachers’ commitment, aiding in the development of effective 

policies that support both educators and administrative staff. 

Academic Research Contribution: The study will offer a deeper comprehension of the 

interaction amongst organizational support, mental capital, and teacher commitment in a specific 

environment. 

Practical Applications: Practical implications may arise for school administrators, offering 

actionable insights to improve leadership practices, support mechanisms, and overall 

organizational climate for better teachers’ commitment. 

Generalizability: The findings could have broader applications, potentially benefiting other 

educational institutions and organizations facing similar challenges in cultivating teachers’ 

commitment and organizational success. 
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1.10 Conceptual framework 

Figure 1.1: Conceptual framework linking organizational support, mental capital and 

commitment. 

Independent variables   Dependent Variable 

 

 

 

 

 

 

 

 

 

Source: Derived from the works of Aria et al. (2019); Ho and Chan (2022), Singh (2022); 

Luthans et al. (2008), Wu and Nguyen (2019).  

From the above conceptual framework, it is assumed that Organizational Support is significantly 

related to commitment, mental capital is significantly related to commitment and also that both 

organizational support and mental capital have a joint effect on commitment. 

Mental capital (IV) 

 Self-Efficacy 

 Optimism  

 Resilience 

 

Commitment (DV) 

 “Affective Commitment” 

 “Continuance Commitment” 

 “Normative Commitment”  

 “Organizational Commitment” 

Organizational Support(IV) 

 Managerial support 

 Co-worker support 

 Cognitive support 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction 

The works reviewed examine the abstract, theoretical and experiential dimensions pertinent to 

the research objectives, providing a thorough understanding how mental capital, organizational 

support and commitment   are in related in publicly funded high schools.  

2.2 Theoretical literature review  

This study is informed by the Commitment-Trust Theory. 

2.2.1 Commitment-Trust Theory 

“The Commitment-Trust Theory,” proposed by Mayer and Schoorman in 1995, emphasizes the 

significance of trust and commitment in organizational relationships (Meyer et al., 2002). This 

concept implies that trust and commitment are mutually beneficial. Trusted employees are 

committed employees and vice versa (Meyer et al., 2002). In their 2001 work, Dirks and Ferrin 

show that trust predicts organizational commitment among employees.  

In the context of teachers' commitment, Commitment-Trust Theory is pertinent as it underscores 

the reciprocal nature of commitment and trust, suggesting that interventions to enhance one may 

positively impact the other. This theory has a limitation in that it may oversimplify the complex 

nature of commitment by concentrating mainly on the relationship between commitment and 

trust, while overlooking other possible contributing factors. Commitment-Trust Theory (Mayer 

et al., 1995). Organizational Support Theory posits that teachers' commitment levels are 

significantly influenced by their perceptions of support from educational institutions 

(Eisenberger et al., 2019). Recent research, such as that of Rhoades and Eisenberger (2020), has 

shown that organizational support, including emotional and instrumental aid, is favorably 
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correlated with employee commitment. The Mental capital theory, introduced by Luthans in 

2002, contributes to understanding by emphasizing the role of psychological resources—such as 

resilience, optimism, hope, and self-efficacy—in shaping educators' positive attitudes and 

behaviors (Avey et al., 2011; Luthans et al., 2007).  

Avey et al. (2011) corroborate this viewpoint, showing that personal mental capital is a 

significantly predicts employee commitment. As per the Commitment-Trust Theory suggested 

by Mayer et al. (1995), there is an interdependent relationship between commitment and trust, 

such that efforts to improve one aspect benefit the other (Dirks & Ferrin, 2002). According to 

Meyer, Irving, and Topolnytsky (2020), trust and commitment are linked and strengthen each 

other within organizational settings (Dirks & Ferrin, 2002).  

The combination of these contemporary ideas provides a comprehensive explanation of the 

elements that influence teacher commitment, incorporating organizational support, individual 

psychological resources, and the reciprocal dynamics of commitment and trust. However, 

acknowledging the limits of each new hypothesis, such as potential oversimplification 

(Eisenberger et al., 2019) and the necessity for long-term interventions (Dirks & Ferrin, 2002), is 

critical for addressing the study with subtlety. 

2.3. Conceptual review 

2.3.1 Organizational Support  

Eisenberger et al. (1986) shows that organizational support includes ability to cause a perception 

that all staff is valued and catered for.  This construct encapsulates employees' perspectives on 

how much their organization commits resources, provides support, and shows consideration to 

foster a positive work environment and impact employees' attitudes and behaviors in the 

corporate context (Kurtessis et al., 2017).  
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Organizational support, encompassing managerial, supervisory, co-worker, and cognitive 

support, is crucial for teacher satisfaction and commitment (Eisenberger et al., 2020). Managerial 

support involves the provision of resources and guidance by school administrators and leaders 

(Chen & Eyoun, 2021). Supervisory support from immediate supervisors is instrumental in 

guiding and mentoring teachers (Giao et al., 2020). Positive relationships among colleagues, as 

part of co-worker support, foster a collaborative and supportive culture (Lartey et al.,2021). 

Cognitive support emphasizes the importance of intellectual resources and guidance for 

continuous learning and professional development (Jolly et al., 2021). A conducive environment 

built on these dimensions positively influences teachers' assurance and job satisfaction (Côté et 

al., 2021). 

2.3.2 Mental capital 

According to Luthans, Youssef-Morgan & Clapp-Smith (2015), a positive psychological state 

includes self-efficacy, optimism, and resilience, which contribute to improving well-being and 

accomplishing tasks. It emphasizes the development of personal strengths and positive mindset, 

fostering adaptive responses to challenges and enhancing overall effectiveness in various 

domains, including the workplace. This concept highlights the importance of tapping into innere 

Fähigkeiten to build resilience and achieve positive results (Luthans & Youssef, 2004; (Luthans 

et al., 2007). A fundamental aspect is self-efficacy, defined as the belief in one's ability to carry 

out tasks and overcome difficulties (Luthans & Broad, 2022). 

 Optimism entails keeping a positive attitude and expecting favorable outcomes, especially under 

difficult circumstances (Kun & Gadanecz, 2022). Resilience measures an individual's ability to 

recover from adversities, which contributes to overall psychological well-being (Grözinger et al., 
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2022). Fostering mental capital in teachers is critical for developing resilience, optimism and a 

positive attitude in the classroom (Zewude & Hercz, 2022). 

2.3.3 Commitment 

Teachers' commitment represents an educators' dedication, attachment, and engagement with 

their profession, school, and students. It involves a psychological bond and a sense of 

responsibility towards educational goals (Meyer & Allen, 1991). It includes affective, normative 

and continuance components that reflect an emotional connection, belief in organizational 

values, and a perceived obligation to remain in teaching, illustrating a teacher's holistic 

investment in their role within the educational setting (Meyer et al., 2002). Teachers' 

commitment, which includes affective, continuance, normative, and organizational commitment, 

is shaped by a variety of factors (Grego-Planer, 2019). Affective commitment involves feelings 

of attachment and connection to the school (Siri et al., 2020). 

As stated by Jameel et al. (2020 relates to perceived costs of leaving an organization. According 

to Berkovich and Bogler (2021), for the commitment to be considered normative, it suggests that 

there is an obligation to keep at the workplace currently engaging an employee. Organizational 

commitment encompasses the total devotion and connection an employee has to their current 

workplace (Van Waeyenberg et al., 2022). According to Opdenakker (2023), to create a stable 

and effective learning environment, teachers must be committed. 

2.4 Empirical literature review 

2.4.1 Organizational support and commitment   

Grasping the connection amongst organizational support and teacher commitment enhances 

options for refining the learning environment. Beheshtifar and Herat (2013) define organizational 

support as the apparent extent of support employees feel courtesy of the employer which 
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consequently enhances positivity in attitudes and behaviors. Beheshtifar and Herat's (2013) study 

provides insights into the larger organizational setting, indicating that once perceived to be high, 

organizational support enhances attitudes and organizational actions. Relating to Mbarara City, 

when instructors in public schools feel supported by an organization, then better commitment is 

likely to be attained. Beheshtifar and Herat (2013) report a positive correlation between 

commitment and felt support. This fundamental idea lays the groundwork for investigating how 

teachers' perceptions of organizational support in publicly funded high schools influence their 

loyalty to the institution. 

In addition to the theoretical framework, Ridwan, Mulyani and Ali (2020) found a positive and 

significant connection between perceived organizational support and employee performance. 

Applying this study to the educational setting, it suggests that teachers' perceptions of their 

employer's support directly influence the resultant job performance in addition to their level of 

commitment. This highlights how important it is to establish a supportive environment in 

publicly funded high schools in order to boost teachers' commitment and effectiveness in 

carrying out their teaching responsibilities. 

Kerdpitak and Jermsittiparsert (2020) enhance comprehension by examining how perceived 

organizational support mediates wider organizational dynamics. According to Kerdpitak & 

Jermsittiparsert (2020), the perceived organizational support is a significant mediator in the 

connections between organizational culture, employee commitment, organizational citizenship 

behavior, and HRM practices (Kerdpitak & Jermsittiparsert, 2020). This indicates that in 

publicly funded high schools, organizational support is vital for shaping the overall 

organizational environment, which affects teachers' commitment. 
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The study carried out by Astuty and Udin (2020) focuses on a stone milling firm in Central Java, 

Indonesia, and aims to explore several objectives: the impact of organizational support as 

perceived by employees on their affective commitment and subsequent job performance; the 

effect of transformational leadership on both affective commitment and job performance; as well 

as the effect of affective commitment on employee performance. In their study, Astuty and Udin 

(2020) used structural equation modeling (SEM) with data from 103 participants. It has been 

shown that emotional commitment and employee performance were significantly affected by 

transformational leadership and POS.  

Moreover, it has been shown that employee performance is significantly enhanced by affective 

commitment. This research conducted in Mbarara emphasizes how leadership philosophies and 

organizational support influence teachers' commitment and performance. Research by Saadeh 

and Suifan (2020) explored the possible connections between organizational commitment, 

perceived organizational support (POS), and occupational stress in hospitals in Amman, Jordan. 

Using a cross-sectional quantitative survey of 500 employees, the study investigates the impact 

of workplace stress on POS and organizational commitment. Additionally, Saadeh and Suifan 

(2020) provide details of a study that examined the mediating effects of organizational 

commitment and job stress. Job stress has a considerable detrimental effect on organizational 

commitment and POS, with POS serving as a total negative mediator in this association. As 

noted by Saadeh and Suifan (2020), alleviating stress in the workplace and boosting perceived 

organizational support can enhance teachers' commitment to their schools, indicating methods 

for enhancing the work environment.  
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Lee, Nie and Bai (2020) conducted research based on Self-Determination Theory (SDT) that 

investigates how job outcomes and perceived principal learning support are mediated by the 

fulfillment of teachers' psychological needs. Lee et al. (2020) found that perceived primary 

learning support is a direct predictor of organizational commitment, change-oriented professional 

behavior, and satisfaction of psychological needs. According to Lee et al. (2020), the fulfillment 

of psychological needs influence the relationship among perceived principal learning support, 

organizational commitment, and change-oriented job behavior. This research carried out in high 

schools with public funding illuminates the possible impacts of school leaders' support on 

teachers' commitment, behavior, and psychological needs. 

At a few public universities in Nigeria, Falola et al. (2020) assess how institutional support 

strategies affect the efficiency of faculty core job duties. The study gathered responses from 600 

students from different faculties and colleges using a survey research design.The impact of 

institutional support measures on teachers' capacity to perform their fundamental duties in 

publicly funded high schools is clarified by this study.  The study by Aggarwal, Jaisinghani and 

Nobi (2022) focuses on the reasons for and effects of employee engagement in IT workers. 

According to the study, which involved 432 workers from Indian IT organizations, employee 

engagement is positively impacted by perceived distributive justice, procedural fairness, and 

organizational support. 

It also shows that organizational commitment is positively impacted by employee involvement, 

whereas turnover intentions are negatively impacted. The findings indicate that improving 

organizational justice and support can boost employee engagement, which can then boost 

commitment and reduce turnover intentions. The results of this study may serve as a basis for 

enhancing public secondary school teachers’ commitment and involvement. Aruoren and Isiaka 
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(2023) aim to explore the mediating role of perceived organizational support in the relationship 

between organizational commitment and organizational silence. Utilizing a descriptive survey 

design and quantitative methods, this study examines employees of Seplat Petroleum 

Development Company Plc in Nigeria. The results suggest the existence of a detrimental but not 

strong link between organizational silence and commitment (Aruoren & Isiaka, 2023). The study 

did find a positive correlation between perceived organizational support and company silence, 

however. Studies have demonstrated that perceived organizational support serves as a full 

moderator in the link between organizational silence and commitment (Aruoren & Isiaka, 2023). 

To enhance teacher commitment and overall organizational performance in publicly funded high 

schools, the findings of the study can be applied, underscoring the importance of tackling 

organizational silence and enhancing perceived organizational support. 

Finally, organizational support and teacher commitment have been linked by several authors 

giving insights into the numerous dimensions and elements that influence this critical interaction. 

While the studies evaluated were diverse and useful, they came from a variety of geographical 

contexts and organizational settings, including universities, information technology corporations, 

and petroleum development firms. However, a considerable disparity exists in publicly funded 

high schools in Uganda. The lack of studies related to this educational and cultural milieu 

hinders our knowledge of how organizational support dynamics influence teachers' commitment 

in Uganda.  

Recognizing spatial disparities is critical for developing a detailed knowledge of the challenges 

and possibilities that teachers encounter in Mbarara City's secondary schools. Future research 

should aim to close this gap by providing insights that are directly applicable to the unique 

circumstances of the region's publicly funded high schools. This personalized approach is critical 
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for establishing strategies and interventions that address teachers' individual needs, resulting in a 

more devoted and effective teaching workforce in Mbarara City, Uganda. This leads to the 

development of the hypothesis that; 

H1: There is a positive and significant relationship between organizational support and teacher 

commitment in publicly funded high schools in Mbarara City.  

2.4.2 Mental capital and commitment   

Studying how mental capital links to teachers' commitment offers key insights into the elements 

that influence educators' well-being and commitment to their work. Shi and Rucktum's (2023) 

study uses action research methods to address the common issue of job burnout in teachers. The 

study examines how "organizational development intervention" (ODI) affects "teacher job 

burnout" (JB), "mental capital" (PC) and "organizational commitment" (OC). Both quantitative 

and qualitative data from non-randomized control and experimental group samples are used in 

the study to assess and interpret ODI outcomes.  

The intervention uses tactics such as career planning, appreciative inquiry, and team building to 

help develop PC and OC, with the ultimate goal of reducing job burnout. The findings show a 

significant reduction in job burnout among teachers in the experimental group following ODI, 

emphasizing an inverse relationship between OC, PC and job burnout. This study stresses the 

potential of organizational interventions in increasing mental capital and organizational 

commitment among teachers, providing significant insights for managing burnout in the 

educational context.  

Gheisizadeh et al. (2023) sampled 45 employees randomly assigned to two experimental groups, 

results show that both therapeutic modalities considerably boosted the mental capital of the 

experimental groups as compared to the controls. Notably, acceptance and commitment 
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treatment had a stronger effect on self-efficacy, resilience, and mental capital than reality 

therapy. This study adds value by demonstrating the efficacy of therapy therapies in enhancing 

mental capital, giving significant insights for firms looking to improve their employees' mental 

well-being and commitment. Gheisizadeh et al. (2023) show how mental capital interventions 

enhance employee well-being and commitment. The findings highlight how these strategies can 

help to boost organizational productivity. This information is especially important for 

educational institutions like publicly funded high schools in Mbarara City, Uganda. 

Implementing mental capital interventions customized to the individual requirements of teachers 

may establish a happy work environment, reduce burnout, and increase teachers' commitment, 

eventually contributing. 

Ribeiro et al. (2021) using data from 226 employees of Portuguese companies report that 

affective well-being (AWB) serves as a mediator between mental capital and affective 

commitment. The study highlights that emotional wellness is crucial for fostering employees' 

commitment to the company. This new refinement of the broaden-and-build hypothesis 

highlights the intricate relationship between PsyCap and affective commitment as seen through 

the perspective of affective well-being. To enhance organizational commitment and outcomes, 

managers should emphasize the significance of employees' emotional wellness, which 

demonstrates a complex yet advantageous relationship. 

Gan and Cheng (2021) investigated the relationship between mental capital or PsyCap and career 

commitment among urban preschool teachers in China, looking into how subjective well-being 

(SWB) moderates and mediates this connection. The findings indicate that PsyCap positively 

influences professional commitment, with SWB serving as a significant mediator and modifier of 

this relationship. The results show that enhanced subjective well-being reinforces PsyCap's 
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positive impact on professional commitment. The association between PsyCap, SWB, and 

professional commitment is clarified by this study, offering chances to enhance the commitment 

and general well-being of Chinese preschool teachers. 

Clarence et al. (2021) investigate how servant leadership affects the affective commitment and 

psychological health of ad hoc schoolteachers, highlighting the mediation role of mental capital. 

The study examines how servant leadership enhances psychological well-being and emotional 

commitment in para teachers in rural India. 1,120 para teachers participated in the survey, and 

the results indicate that through optimism, efficacy and resilience which make up the para 

teacher's mental capital servant, leadership indirectly influence emotional commitment and 

psychological well-being.  

To address these shortcomings, future research should focus on the complex relationships 

between mental capital and teacher commitment in publicly funded high schools in Mbarara 

City. Such context-specific investigations will not only enrich scholarly debate, but will also 

provide focused recommendations for educators, school administrators, and legislators seeking to 

improve teacher commitment and well-being in this particular Ugandan setting. The above 

discussion led to the development of the hypothesis that;  

H2: There is a positive and significant relationship between mental capital and mental capital 

among personnel at publicly funded high schools in Mbarara City.  

2.4.3 Mental capital, organizational support and commitment  

Enhancing mental capital and organizational support promotes teachers' commitment as 

demonstrated by Beheshtifar and Herat (2013). According to their findings, employees' mental 

capital, including resilience and self-efficacy, is increased when they sense organizational 

support. Employee loyalty to the company is bolstered by this improved mental capital. In their 
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more thorough investigation, Kerdpitak and Jermsittiparsert (2020) look into the ways that 

organizational citizenship behavior, employee commitment, and business culture impact HRM 

practices.  

As noted by Ridwan, Mulyani and Ali (2020), there is a positive correlation between mental 

capital, organizational support, and HRM strategies, with perceived organizational support 

serving as a moderating factor. Furthermore, focusing on SPMI Private University in West 

Sumatra, this study illustrates via route analysis that employee performance is positively and 

significantly influenced by organizational commitment, perceived organizational support, and 

organizational citizenship behavior. 

According to Saadeh and Suifan (2020), perceived organizational support acts as a protective 

factor that mitigates the negative impact of work-related stress on organizational commitment. 

The findings of these studies reveal a link between teachers' commitment and the perceived level 

of corporate support, highlighting the importance of organizational support in boosting teachers' 

mental capital and commitment.  

The study by Astuty and Udin (2020) offers important insights by analyzing how 

transformational leadership and perceived organizational support impact affective commitment 

and employee performance. The research carried out at stone milling companies in Central Java, 

Indonesia, using structural equation modeling, discovered that transformational leadership and 

perceived organizational support positively influence emotional commitment and employee 

performance. This comprehensive investigation examines the connection between transformative 

leadership and perceived organizational support, as well as their impact on teachers' performance 

and commitment.  
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By investigating the effects of acceptance and devotion therapy and contemporary group reality 

therapy on mental capital, Gheisizadeh et al. (2023) broaden this viewpoint. Both intervention 

options enhance employees' mental capital, according to their research. This supports the idea 

that targeted interventions can significantly increase teachers' mental capital and, consequently, 

their commitment when combined with perceived organizational support. Research, 

instructional, and technical support are the main areas of focus for Falola et al.'s (2020) 

investigation into the effects of institutional support strategies on faculty job effectiveness. The 

implications are applicable to the entire educational sector, even if their main focus is on 

universities. 

The study carried out by Aggarwal, Jaisinghani and Nobi (2022) examines the broader 

organizational context, highlighting how factors such as organizational justice and support affect 

employees' commitment to the organization and their departure intentions. Their findings 

illustrate a positive effect, affirming the significance of supportive organizational practices in 

promoting commitment. Atuheire (2022) investigates the connections between ethical leadership, 

employee commitment, intellectual capital, and innovative work practices within publicly funded 

high schools in Kampala. The study emphasizes organizational elements that influence 

employees' commitment, in line with the notion of a connection between mental capital and 

organizational support, even though it’s primary focus is creativity. From the above, hypothesis 

was developed that;  

H3: The joint effect of Mental capital and organizational significantly influence teacher 

commitment in Mbarara City's publicly funded high schools. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction  

This section narrates the variable operationalization and measurement table, validity and 

reliability tests, quality control measures, data analysis procedures, research design, data sources, 

study population, sample size determination, sampling criteria, data collection methods, tools, 

and other crucial components that form the research methodology are included in this section. 

Ethical concerns and study limitations are also addressed to ensure that the research meets ethical 

standards and recognizes potential constraints. 

3.2 Study Design 

The study was a cross sectional survey study (Thomas & Zubkov, 2023). The study was cross-

sectional to captured current data as it was at that moment in time (Fowler, 2013). Cross-

sectional survey studies are effective in examining relationships and associations within a given 

population at a single moment, making them practical for our objective of understanding the 

current status of organizational support, mental capital, and teachers' commitment in the selected 

schools (Babbie, 2016). 

3.3 Study Population 

A population of 188 teachers drawn from 5 publicly funded high schools in Mbarara City South 

was considered (Uganda National Schools Electronic Registry, 2023).  This as specified earlier 

in the geographical scope was informed by the decreased teacher commitment coinciding with 

intense efforts to improve it.  
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3.5 Sample Size Determination 

The study considered a sample 123 teachers as adequate for the study (Krejcie & Morgan, 1970). 

The distribution of this sample size across different categories ensured a representative sample of 

participants for the study. The teachers in the public secondary schools in Mbarara city were both 

the unit of inquiry, since they were tasked to respond to the study; and also the unit of analysis, 

since data was not aggregated according to schools but rather according to the individual 

responses  

Table 3.1. Sampling frame (traditional schools over 10 years old).  

Category Population Percentage  Sample Size 

Nyamitanga Secondary School 35 18.6% 23 

Mary Hill high school 46 24.4% 31 

Nyakayojo secondary school 37 19.6% 24 

Mbarara Army Boarding school 36 19.1% 23 

Mbarara Secondary School 34 18.0% 22 

Total  188 100% 123 

Source: Uganda National Schools Electronic Registry, 2023 

The distribution is based on proportional representation of each category within the total 

population of teachers. 

3.6 Sampling technique 

This research utilised “proportionate, stratified sampling and simple random sampling” 

technique to mitigate selection bias, as recommended by Smith (2020). Proportionate sampling 

was used to ensure that each school is represented proportionately. In proportionate sampling, 

the size of the sample drawn from each subgroup corresponds to the proportion of that subgroup 

within the overall population. Stratified sampling ensures that the sample accurately reflects the 

diversity of the whole population, reducing bias and improving the reliability of results (Sirwan, 
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2024). Stratified sampling was used in formation of strata based on teachers’ job terms. Simple 

random sampling will be applied on each strata. The process involves employing a lottery 

method for each school, wherein samples were written on small pieces of paper marked either 

with "YES" or "NO" based on inclusion in the population. The papers were then jumbled in a 

container. Teachers taking part in the research project were asked to choose a paper at random, 

without replacement, from the box. Those selecting a paper marked "YES" received a 

questionnaire, while those with a "NO" were excluded. 

3.7 Sources of Data 

Primary sources were considered in this investigation. Organized surveys with validated 

questions were used to gather primary data on teachers' feelings of commitment, mental capital, 

and organizational support.  The use of questionnaires is supported by the fact that they are able 

to help the researcher to collect large volumes of quantitative data in a short time yet in a 

standardised way (Saunders, Lewis & Thornhill, 2016).   

3.8 Data Collection Methods 

Primary data was a major reliance for our investigation, collected using a self-administered, 

closed-ended questionnaires. These were structured into main sections to ensure a thorough 

examination of each variable in the model. These comprised commitment from instructors, 

mental capital, organizational support, and contextual details. 

3.9 Data Collection Instruments 

The Survey Questionnaire was the primary tool for collecting self-reported data from teachers. It 

was structured based on established scales and theories related to organizational support, mental 

capital, and commitment. Furthermore, an Official Records Form was employed for extracting 
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objective information from official records, encompassing school details and organizational 

structures. This combination ensured a robust and nuanced dataset for analysis. 

3.10  Measurement of variables 

Variable Measures Operationalization  Source 

O
rg

an
iz

at
io

n
al

 

S
u
p
p
o
rt

 

Managerial Support Perceived assistance, guidance, and 

resources from managers 

Rhoades & 

Eisenberger 

(2020), Rhoades 

& Eisenberger 

(2020) 

Supervisory 

Support 

Support and encouragement from 

supervisors 

Co-worker Support Assistance and cooperation from 

colleagues 

Cognitive Support Provision of information and feedback. 

M
en

ta
l 

ca
p
it

al
 Self-efficacy Self-confidence in one's capacity to do 

tasks. 

 

 

Avey et al. 

(2019), Luthans 

et al. (2022) 

Optimism Positive outlook on future outcomes. 

Resilience Ability to bounce back from setbacks. 

C
o
m

m
it

m
en

t 

Affective 

Commitment 

Emotional attachment and identification 

with the organization. 

Meyer et al. 

(2020), Avey et 

al. (2022) Continuance 

Commitment 

Perceived cost and investment in 

leaving the organization. 

Normative 

Commitment 

Conviction that one has a moral duty to 

remain with the company. 

Organizational 

Commitment 

Overall attachment to the organization. 

Commitment 

Competence 

Demonstrated proficiency and 

effectiveness in fulfilling commitments. 

 

3.11 Validity and Reliability of the tool 

3.11.1 Reliability of the tool 

The reliability of the questionnaire items was assessed using the Cronbach's alpha coefficient, 

with values equal to or greater than 0.7 being declared reliable (Kim et al.,2023). According to 

the questions used to evaluate each of the variables under investigation must have reliability 

values exceeding 0.7, which is the minimum criterion recommended by statistics. The questions 

were pre-tested at other Mbarara City North government secondary schools. This is because 

these schools had comparable characteristics and were situated in the same area. Data was 
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gathered from 10% of the respondents the researcher was targeting. Following its collection, it 

was entered into SPSS and subjected to a reliability test. 

3.11.2 Validity  

The authenticity of the tool was verified using a Content Validity Index (CVI), where statements 

and or questions considered irrelevant after the CVI were scored above 0.7 in line with Yusoff's 

(2019) assertion that a tool is legitimate if the obtained values are above 0.65. 

CVI = Number of items rated relevant    x 100% 

           Total number of items 

Table 3.1: Validity and reliability statistics  

Variable  Original 

items  

Retained 

items  

Validity 

(CVI) 

Reliability 

(Cronbach’s 

alpha) 

Comment  

Organizational support. 25 22 
0.880 

.914 Both validity 

and reliability 

were passed, 

width scores 

above 0.70 

Mental capital  23 21 0.913 .847 

Teacher commitment 22 21 
0.955 

.852 

Source: primary data  

From table 3.1 above, all the variables had CVI greater than the minimum accepted of 0.7. It is 

thus concluded that there was validity. In addition, all the variables score above 0.7 for the 

reliability, hence there was reliability.  

3.13 Data Processing  

The field data was processed and analyzed using the Statistical Package for Social Sciences 

(SPSS version 30). In order to clean up the data, outliers and missing values were searched for. 

Research objectives, descriptive statistics on global variables to illustrate the magnitude of the 

problem, and inferential statistics (hierarchical regression and Pearson's rank correlation) were 

all used to address the research questions. 
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3.14 Data analysis and management 

Inferential statistics is the most effective method for analyzing the correlations between 

variables. After being presented in tables, the results were analyzed. Pearson's rank is used to 

measure the degree of linear correlation among the study variables. Correlation analysis was 

used in the study to determine the direction, strength, and significance of the association between 

the variables being examined.  

The Pearson correlation is selected as the best method for examining the correlations between the 

research variables, as they are measured on a continuous scale. The results were displayed in 

tables that showed the connections between the research variables and contained descriptive 

statistics for significant variables as well as demographic details. Regressions were used to assess 

how well the independent variables predicted variance or change in the dependent variable.  

3.15 Ethical Considerations 

To facilitate the approval process from the target respondents, an introductory letter was 

obtained. To protect the rights and welfare of participants, this study also complied with the 

highest ethical standards. All participants provided informed consent, emphasizing their 

voluntary participation and the lack of risks linked to exiting the study. To guarantee 

confidentiality, participants were given unique identifiers instead of using personal information.  
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CHAPTER FOUR 

 ANALYSIS, PRESENTATION AND INTERPRETATION OF FINDINGS  

4.1 Introduction  

This chapter contains the presentation, analysis and interpretation of findings. The presentation 

follows the order of the objectives, namely; To study the correlation between organizational 

support and teacher commitment; The establish how mental capital affects teacher commitment; 

and to establish the joint effect of mental capital and organizational support on teacher 

commitment in publicly funded high schools in Mbarara City.  

4.2 Response rate  

The target was 123 out of which 108 (88%) questionnaires were fully completed and returned. 

This response was representative enough of the target and results are thus representative to a 

large extent. Those who never responded could not substantially affect the overall study 

outcomes given their small proportion and centrality of the results obtained. 

4.3 Demographics characteristics  

The section below shows the responses on the demographics characteristics of the respondents as 

summarized in table 4.1 below;  
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Table 2: Demographics characteristics 

   Gender             Frequency Percent 

Male 40 37.0 

Female 68 63.0 

Age Group Frequency Percent 

25-34 43 39.8 

35-44 25 23.1 

45-50 23 21.3 

51-55 17 15.7 

Years Of Teaching 

Experience Frequency Percent 

0-5 35 32.4 

6-10 36 33.3 

11-15 31 28.7 

15-20 6 5.6 

Education Qualification Frequency Percent 

Diploma 27 25.0 

Bachelor's 52 48.1 

Master's 29 26.9 

Subject Category Frequency Percent 

Science 53 49.1 

Arts 55 50.9 

Years At Current School Frequency Percent 

<1 19 17.6 

1-5 83 76.9 

6-10 6 5.6 

Total 108 100.0 

Source: primary data  
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Gender             

From table 4.1 above, results on gender indicated Male (37.0%) and Female (63.0%). This 

means that there is gender balance and with females dominating. This is a positive trend turning 

the historical setting where males used to be dormant in secondary education teaching.  

Age Group 

From table 4.1 above, results further show the age group of 25-34 being dominant (39.8%), 

followed by 35-44(23.1%), 45-50(21.3%) and 51-55(15.7%). This shows that as one advances, 

the chances of leaving the teaching profession increase. However, this also means that the 

youngsters are joining the teaching profession, which is healthy for the sector as replacements 

are guaranteed.  

Years of Teaching Experience 

From table 4.1 above, regarding the years of experience, it was revealed that most teachers had 

an experience of 0-5(32.4%), followed by 6-10 (33.3%); 11-15(28.7%) and 15-20(5.6%). This 

confirms that most teachers were of moderate experience as reflected also in their being middle 

aged. This still has implication of the ability from school management to satisfy them in order 

to win their commitment. 

Education Qualification 

From table 4.1 above, results on education qualification show that the majority had Bachelor’s 

(48.1%), followed by Master’s (26.9%) while the minority had Diploma (25.0%). This shows 

an advancement in education and probably skill mix of teachers, with many being well 

qualified and having chances for upgrading. This also shows high possibility of being in 

position to deliver as long as associated factors like mental capital and organisational support 

among others are sorted out.  
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Subject Category 

From table 4.1 above, regarding subject category, results show Science (49.1%) and Arts 

(50.9%). This shows a balanced recruitment into the study of both arts and sciences teachers. It 

also spells good balance of science and arts teachers in schools which aligns well with the 

government’s plan for improved industrialization through more science based innovation.  

Years at Current School 

From table 4.1 above, the results on year at current school were 1-5(76.9%), <1 (17.6%), and  

6-10 (5.6%). This shows that most teachers did not stay for long at a given schools. This is an 

indicator that indeed there are gaps in commitment hence limited attachment and need to stay in 

one place.  

4.2 Correlation Results  

This section shows the correlation results between organizational support and mental capital and 

teacher commitment in publicly funded high schools in Mbarara City. To demonstrate the 

direction, magnitude, and importance of the correlations between the variables, a correlation 

analysis was conducted. The outcomes are displayed in table 4.2 below;   
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Table 4.2: Correlation Results between organizational support, mental capital and commitment 

in publicly funded high schools in Mbarara City 

Correlations 1 2 3 4 5 6 7 8 9 10 11 12 

Managerial Support (1) 1            

Coworker Support (2) .545** 1           

Cognitive Support (3) .715** .714** 1          

Organizational Support 

(4) 
.876** .842** .916** 1         

Self-efficacy (5) -.126 .118 .120 .031 1        

Optimism (6) -.104 .098 -.116 -.052 .619** 1       

Resilience (7) .105 -.178 .244* .070 .520** .304** 1      

Mental capital (8) -.058 .025 .085 .015 .876** .823** .724** 1     

Affective Commitment 

(9) 

.522** .497** .766** .673** .516** .150 .440** .439** 1    

Continuance Commitment 

(10) 

.352** .262** .361** .373** -.054 .073 .050 .032 .333** 1   

Normative Commitment 

(11) 

.323** .514** .608** .537** .238* .064 .242* .215* .757** .354** 1  

Teacher’s Commitment 

(12) 
.499** .529** .726** .660** .310** .121 .316** .297** .882** .667** .876** 1 

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

*. Correlation is significant at the 0.05 level (2-tailed). 

Source: primary data  

4.2.1 Organizational support and teacher commitment in publicly funded high schools in 

Mbarara City 

The correlation results presented in table 4.2 indicate that organizational support and teacher 

commitment in publicly funded high schools in Mbarara City are positively and significantly 

correlated (r=.660**, p<0.01). As a result, this indicates that the correlation is significant at 99%, 

implying that enhancing organizational support increases the chances for teacher commitment 

improvements, assuming other factors remain constant.  

4.2.2 Mental capital and teacher commitment in publicly funded high schools in Mbarara 

City  

The correlation results presented in table 4.2 indicate that mental capital and teacher commitment 

are positively, significantly, and strongly correlated in publicly funded high schools in Mbarara 
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City (r=.297**, p<0.01). This indicates that the correlation holds significance at 99% and that, 

assuming other factors remain constant, enhancing mental capital increases the chances of 

having better teacher commitment, other factors held constant.  

4.3. Regression results  

These were processed to answer the third objective that is “joint effect of mental capital and 

organizational support on teacher commitment in publicly funded high schools in Mbarara City. 

Table 3.3: Regression results 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

Correlations 

B 

Std. 

Error Beta 

Zero-

order Partial Part 

1 (Constant) -.478 .508  -.941 .349    

Organizational 

support 

.600 .062 .656 9.690 .000 .660 .687 .656 

Mental capital .460 .108 .288 4.251 .000 .297 .383 .288 

a. Dependent Variable: Teacher’s Commitment 

b. Independent variables: Organizational support, Mental capital 

R=.720a 

R2= .519 

Adjusted R2= .510 

F Statistics=56.590 

Sig=.000b 

a. Dependent Variable: Teacher’s Commitment 

Source: primary data (2025) 

From table 4.3 above, the model summary shows that Organizational support, Mental capital 

predict 51% of the variance in Teacher’s commitment (Adjusted R Square=510, P<0.01). This 

means that if there are changes in Teacher’s commitment, 51% can be predicted by 

Organizational support and Mental capital. The remaining 49% is predicted by other factors. In 

addition, the model is seen to be fitting the relationship, where F=56.590 and is significant at 

.000b indicating that Organizational support, Mental capital are true predictors of Teacher’s 
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commitment. Lastly, examining the beta scores reveals a beta of .656 for Organizational support 

and .288 for mental capital, meaning that Organizational support 0.65.6 is a better predictor of 

the changes in Teacher’s commitment compared to mental capital 0.28.8.  

4.4 Hypothesis testing   

H1: There is a positive and significant relationship between organizational support and teacher 

commitment in publicly funded high schools in Mbarara City.  

Results: Beta for Organizational support =.656, p=.000 

Conclusion: the hypothesis was accepted that “There is a positive and significant relationship 

between organizational support and teacher commitment in publicly funded high schools in 

Mbarara City”. 

H2: There is a positive and significant relationship between mental capital and teacher 

commitment in publicly funded high schools in Mbarara City. 

Results: Beta for Mental capital =.288, p=.000 

Conclusion: the hypothesis was accepted that “There is a positive and significant relationship 

between mental capital and teacher commitment in publicly funded high schools in Mbarara 

City”. 

H3: Mental capital and organizational support together significantly influence teacher 

commitment in Mbarara City's publicly funded high schools. 

Results: Adjusted R2= .510, Sig=.000b , F Statistics=56.590 

Conclusion:  the hypothesis was accepted that “Mental capital and organizational support 

together significantly influence teacher commitment in Mbarara City's publicly funded high 

schools”. 
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CHAPTER FIVE 

DISCUSSION OF FINDINGS, CONCLUSION AND RECOMMENDATIONS 

5.1  Introduction  

This chapter contains the summary and discussion of findings, conclusion and recommendations. 

The presentation is in accordance with the study objectives namely; To study the correlation 

between organizational support and teacher commitment in publicly funded high schools in 

Mbarara City; to establish how mental capital affects teacher commitment in publicly funded 

high schools in Mbarara City; and to establish the joint relationship of mental capital and 

organizational support on teacher commitment in publicly funded high schools in Mbarara City.  

5.2 Discussion of Findings  

5.2.1 Organizational support and teacher commitment in publicly funded high schools in 

Mbarara City 

The first aim investigated how organizational support relates to teacher commitment in Mbarara 

City’s publicly funded high schools. The results of the regression analysis indicated that 

organizational support is a genuine predictor of teacher commitment in Mbarara City’s publicly 

funded high schools. It was confirmed that organizational support accounts for 65.6% of the 

variance in teacher commitment within publicly funded high schools in Mbarara City. Therefore, 

if teacher commitment in publicly funded high schools in Mbarara City changes, 65.6% of that 

change can be linked to organizational support.  This tells us that once the administration and 

other stakeholders care about supporting teachers, then there are better chances for teachers to 

pay back through becoming more committed as opposed to when such supportive gestures are 

missing. This finding relates to prior studies by Beheshtifar and Herat (2013) offers insights into 

the broader organizational context, showing that when organizational support is seen as high, it 
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improves attitudes and actions within the organization. This confirms that improved 

organisational support is likely to lead to improved commitment, other factors held constant. In 

addition, Ridwan, Mulyani and Ali (2020) found that perceived organizational support had a 

favorable and significant impact on employee performance. Applying this study to the 

educational setting, it suggests that teachers' perceptions of their employer's support directly 

influence the resultant job performance in addition to their level of commitment. Further support 

is seen in Kerdpitak and Jermsittiparsert (2020) who demonstrate that perceived organizational 

support acts as a positive mediator in the interactions among organizational culture, commitment 

of employee, organizational citizenship behavior and HRM practices.  

5.2.2 Mental capital and teacher commitment in publicly funded high schools in Mbarara 

City  

The second aim examined the link between mental capital and teacher commitment within 

Mbarara City’s publicly funded high schools. The results of the regression analysis demonstrated 

that mental capital is a genuine predictor of teacher commitment in publicly funded high schools 

located in Mbarara City. Additionally, it was confirmed that mental capital accounts for 28.8% 

of the variance in teacher commitment within publicly funded high schools in Mbarara City. 

Consequently, if teacher commitment in publicly funded high schools in Mbarara City changes, 

28.8% of this change can be attributed to mental capital. Education being a highly demanding 

sector calls for teachers who are mentally alert and as such, having a boost in mental capital can 

go a long way to push teacher’s commitment higher as evidenced among teachers in Mbarara 

public secondary schools. As a corroboration of these findings, Shi and Rucktum (2023) argue 

that organizational interventions hold promise for enhancing teachers' mental capital and 
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organizational commitment, thereby offering valuable perspectives on how to address burnout in 

educational settings. 

More support to the current study findings is seen in Gheisizadeh et al. (2023) who note that 

acceptance and commitment treatment had a stronger effect on self-efficacy, resilience, and 

mental capital than reality therapy.  

Further connection with the current study results is seen in other several studies such as;  

Ribeiro et al. (2021) who show that affective well-being (AWB) mediates the association 

between PsyCap and affective commitment. The study emphasizes the relevance of emotional 

wellness in developing employees' commitment to the firm. Furthermore, in Chinese coal mines, 

Ye et al. (2020), emphasizes self-efficacy, hope, optimism, and resilience as significant 

mediators. In addition, Gan and Cheng's (2021) show that enhanced subjective well-being 

reinforces PsyCap's positive impact on professional commitment.  Finally, Clarence et al. (2021) 

indicate that through optimism, efficacy, and resilience which make up the para teacher's mental 

capital servant leadership indirectly influences emotional commitment and psychological well-

being.  

5.2.3 Joint effect of mental capital and organizational support on teacher commitment in 

publicly funded high schools in Mbarara City 

The third objective investigated how Mental capital and organizational support relate to teacher 

commitment in publicly funded high schools in Mbarara City. The results of the regression 

analysis showed that mental capital and organizational support are valid predictors of teacher 

commitment. It was confirmed that Organizational support and mental capital account for 51% 

of the variance in Teacher’s commitment. Therefore, if teacher commitment in publicly funded 

high schools in Mbarara City changes, 51% of this change can be attributed to organizational 
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support and mental capital. This means that there are additional factors, apart from these two, 

that influence teacher commitment.  This tells us that where there is both mental and 

organisational support, teachers in the public secondary schools will do a better job having 

attained higher commitment. By contrast, absence of such will diminish the commitment levels 

and thus the quality of service being offered. In support of the above results, Beheshtifar and 

Herat (2013) show that employees' mental capital, including resilience and self-efficacy, is 

increased when they sense organizational support. In addition, Ridwan, Mulyani and Ali (2020) 

prove that mental capital and organizational support and HRM strategies are positively 

correlated, with perceived organizational support acting as a moderator.  Moreso, Saadeh and 

Suifan (2020) demonstrate that the detrimental effects of occupational stress on commitment 

within the organization are lessened by perceived organizational support, which acts as a 

mitigating factor. According to these studies, teachers' commitment and perceived corporate 

support are correlated, and organizational support is a critical component in enhancing teachers' 

mental capital and commitment.  The results are also supported by the theory, that is, the 

commitment-trust theory”, proposed by Mayer and Schoorman in 1995, emphasizes the 

importance of commitment and trust in organizational interactions.  More support in theory in 

relation to the current study findings is seen where Meyer, Irving, and Topolnytsky (2020) reveal 

that trust and commitment are interconnected and mutually reinforcing in organizational 

environments (Dirks & Ferrin, 2002).  

The combination of these contemporary ideas provides a comprehensive explanation of the 

elements that influence teacher commitment, incorporating organizational support, individual 

psychological resources, and the reciprocal dynamics of commitment and trust. 
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5.3 Conclusion 

5.3.1 Organizational support and teacher commitment in publicly funded high schools in 

Mbarara City 

Basing on the regression results, the study concludes that organisational support is a significant 

predictor of teacher commitment. This means that if any school administrator intends to improve 

on the state of teacher commitment, looking at organisational support enhancements would 

produce some tangible positive results. Still, organisational support is a better predictor of 

teacher commitment hence focusing on it would produce much more impact compared to 

focusing on mental capital.  

5.3.2 Mental capital and teacher commitment in publicly funded high schools in Mbarara 

City  

Basing on the regression results, the study concludes that mental capital is a significant predictor 

and teacher commitment. This means that if any school administrator intends to improve on the 

state of teacher commitment, looking at mental capital enhancements would produce some 

tangible positive results. However, mental capital is a weaker predictor of teacher commitment 

hence focusing on it would produce less impact compared to focusing on organisational support.  

5.3.3 Mental capital and organizational support on teacher commitment in publicly funded 

high schools in Mbarara City 

Basing on the regression results, the study concludes that organisational support and mental 

capital are significant predictors of and teacher commitment. This means that if any school 

administrator intends to improve on the state of teacher commitment, looking at organisational 

support mental and capital enhancements would produce significant and positive results. In 
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addition, organisational support and mental capital when combined, produce significant positive 

changes in teacher’s commitment.  

5.4 Recommendations 

5.4.1 Organizational support and teacher commitment in publicly funded high schools in 

Mbarara City 

Policy makers should ensure that they create avenues for better organisational support to teachers 

and fund them effectively such as listening to concerns of teachers and resolving them, 

supporting professional development through training and workshops 

The study recommends that management of schools should endeavor to provide avenues and 

facilitating activities that promote organisational support since it has been proved to positively 

contribute to teacher’s commitment in publicly funded high schools in Mbarara City. 

Specifically, management of secondary schools should undertake;  

The school management should ensure better managerial support in such activities like listening 

to the concerns of the teachers, appreciating teacher’s contributions, offering professional 

development, maintaining an open-door policy, good communication skills and acknowledging 

efforts of the teachers.  

Teachers need to cultivate a culture of co-worker support through such activities as being 

supportive to fellow teachers, relying on co-workers for assistance, co-workers respecting each 

other’s opinions and collaborating effectively, helping to create a productive workplace, sharing 

knowledge and expertise as well as communicating openly.  

Cognitive Support should be prioritized by the schools management through such initiatives like 

providing necessary resources, promoting creativity, valuing the opinions of employees, 
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investing in employee training, promoting a learning culture, fostering adaptability and ensuring 

work-life balance.  

5.4.2 Mental capital and teacher commitment in publicly funded high schools in Mbarara 

City  

The study recommends that management and teachers should ensure that they provide mental 

capital to all teachers and all the time. Specifically, the management should undertake;  

Self-efficacy should be done specifically through teachers believing in their capacity of doing 

my work well, managing responsibilities, fixing issues in an efficient manner, accomplishing 

difficult tasks, possessing the abilities needed to do well, fulfilling the requirements of 

employment and overcoming challenges. 

Optimism should be promoted in term of expecting positive outcomes, remaining hopeful even 

in difficult situations, thinking everything will work out fine, seeing the positive side of 

everything, seeing setbacks as temporary, viewing challenges as opportunities, keeping a 

cheerful attitude about life. 

Resilience should be supported to ensure that teachers can believe in recovering from failures 

fast, adjusting to change well, remaining composed under pressure, staying focused in 

challenging situations, keeping a cheerful disposition, persevere in the face of obstacles and 

handling stress well.  

5.4.3 Mental capital and organizational support on teacher commitment in publicly funded 

high schools in Mbarara City 

There is need for school management to give consideration to both organisational support and 

mental capital as this combination will result in greater improvements in teacher’s commitment 

as opposed to looking at either of the two.  
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5.5   Limitations of the study  

This study had certain limitations even with carefully planned execution. To begin with, the 

cross-sectional design limits the ability to establish trends. However, the study was able to give 

statistical evidence based on the current state of affairs.  

 Because self-reported data is used, response bias was faced and the findings may only be 

applicable to the particular setting of elementary schools in Mbarara City. The researcher did 

data cleaning and removed responses that exhibited inconsistences.  

The study's reliance on a sample from a single geographical location may affect the 

generalizability of results to other regions.  This is not a substantial limitation as many public 

secondary schools elsewhere exhibit similar teacher’s need in relation to commitment.  

Additionally, external factors such as school-specific policies or external events may influence 

the perceived levels of organizational support and commitment. The results of the study should 

be interpreted and applied with these limitations in mind. 

5.6  Areas for further study  

A similar study can be conducted considering a wider geographical coverage. This would give a 

broader insight to the readers.  

Another related study can be done but using a longitudinal approach to study changes over time 

as mental capital and organisational support are altered.  

Another related study can be done but using a mixed design to get both qualitative and 

quantitative evidence. 

Since the factors studied variables contribute only 51%, other factors contributing 49% also need 

to be investigated in future.  
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Appendix I:  Questionnaire  

Dear participant. 

Greetings! I am Agnes Ampeire, a master’s degree student from Makerere University conducting 

an academic research “Organizational Support, Mental capital and Teachers’ Commitment 

among Government Aided Secondary Schools in Mbarara City”. Your participation in this 

questionnaire is invaluable to my academic study. Your responses are confidential, and your 

rights as a respondent, including anonymity and voluntary participation, are upheld. Thank you 

for your cooperation. 

SECTION A: Demographic Information 

INSTRUCTION: Please mark with a tick in the corresponding option of your demographic 

information. 

CODE DEMOGRAPHIC Male Female 

A1 Gender 1 2 

 

CODE DEMOGRAPHIC <25 25-34 35-44 45-50 51-55 >55 

A2 Age Group 1 2 3 4 5 6 

 

CODE DEMOGRAPHIC 0-5 6-10  11-15  15-20 >20 

A3 Years Of Teaching Experience 1 2 3 4 5 

 

CODE DEMOGRAPHIC Diploma Bachelor's Master's Doctorate 

A4 Education Qualification 1 2 3 4 

 

CODE DEMOGRAPHIC Science Arts 

A5 Subject Category 1 2 
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CODE DEMOGRAPHIC <1  1-5  6-10  >10  

A6 Years At Current School 1 2 3 4 

 

INSTRUCTION: For sections B, C and D Please fill with a tick   in the Likert scale columns 

with the appropriate response options: SD (Strongly Disagree), D (Disagree), NS (Neutral), A 

(Agree), SA (Strongly Agree). Let me know if you need further assistance or modifications! 

SECTION B: ORGANIZATIONAL SUPPORT 

Managerial Support (MNS) 

CODE Statement SD D NS A SA 

MNS1 My manager provides necessary support 1 2 3 4 5 

MNS2 My management assists me with problem-solving. 1 2 3 4 5 

MNS3 My manager listens to my concerns 1 2 3 4 5 

MNS4 My manager appreciates my contributions 1 2 3 4 5 

MNS5 Professional development is encouraged by my 

manager. 

1 2 3 4 5 

MNS6 I have an open-door policy with my manager. 1 2 3 4 5 

MNS7 My manager has good communication skills. 1 2 3 4 5 

MNS8 My manager acknowledges my efforts 1 2 3 4 5 

 

Co-worker Support (CWS) 

CODE Statement SD D NS A SA 

CWS1 My co-workers are supportive 1 2 3 4 5 

CWS2 I can rely on my co-workers for assistance 1 2 3 4 5 

CWS3 My co-workers respect my opinions 1 2 3 4 5 

CWS4 My co-workers collaborate effectively 1 2 3 4 5 

CWS5 My coworkers help to create a productive workplace. 1 2 3 4 5 

CWS6 My co-workers share knowledge and expertise 1 2 3 4 5 

CWS7 My co-workers communicate openly 1 2 3 4 5 
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Cognitive Support (COG) 

CODE Statement SD D NS A SA 

COG1 The organization provides necessary resources 1 2 3 4 5 

COG2 The school promotes creativity. 1 2 3 4 5 

COG3 The school values the opinions of its employees. 1 2 3 4 5 

COG4 The organization invests in employee training 1 2 3 4 5 

COG5 The organization promotes a learning culture 1 2 3 4 5 

COG6 The organization fosters adaptability 1 2 3 4 5 

COG7 The organization supports work-life balance 1 2 3 4 5 

 

SECTION C: MENTAL CAPITAL 

Self-efficacy (SEF) 

CODE Statement SD D NS A SA 

SEF1 I think I'm capable of doing my work well. 1 2 3 4 5 

SEF2 I have faith in my capacity to manage responsibilities. 1 2 3 4 5 

SEF3 I can fix issues in an efficient manner. 1 2 3 4 5 

SEF4 I can accomplish difficult tasks 1 2 3 4 5 

SEF5 I possess the abilities needed to do well. 1 2 3 4 5 

SEF6 I can fulfill the requirements of my employment. 1 2 3 4 5 

SEF7 I believe I can overcome challenges 1 2 3 4 5 

 

Optimism (OPT) 

CODE Statement SD D NS A SA 

OPT1 I generally expect positive outcomes 1 2 3 4 5 

OPT2 I remain hopeful even in difficult situations 1 2 3 4 5 

OPT3 I think everything will work out fine. 1 2 3 4 5 

OPT4 I try to see the positive side of everything. 1 2 3 4 5 

OPT5 I see setbacks as temporary 1 2 3 4 5 
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OPT6 I view challenges as opportunities 1 2 3 4 5 

OPT7 I keep a cheerful attitude about life. 1 2 3 4 5 

 

Resilience (RES) 

CODE Statement SD D NS A SA 

RES1 I recover from failures fast. 1 2 3 4 5 

RES2 I adjust to change well. 1 2 3 4 5 

RES3 I remain composed under pressure 1 2 3 4 5 

RES4 I stay focused in challenging situations 1 2 3 4 5 

RES5 I am able to keep a cheerful disposition. 1 2 3 4 5 

RES6 I persevere in the face of obstacles 1 2 3 4 5 

RES7 I handle stress well 1 2 3 4 5 

 

SECTION D: TEACHERS’ COMMITMENT 

Affective Commitment (AFC) 

CODE Statement SD D NS A SA 

AFC1 This school makes me feel like I belong. 1 2 3 4 5 

AFC2 I love what I do. 1 2 3 4 5 

AFC3 Being a part of this school makes me proud. 1 2 3 4 5 

AFC4 This school holds a special place in my heart. 1 2 3 4 5 

AFC5 I have a deep sense of allegiance to this school. 1 2 3 4 5 

AFC6 I'm prepared to work more for this school. 1 2 3 4 5 

AFC7 I like my job at this school. 1 2 3 4 5 

Continuance Commitment (CCOC) 

CODE Statement SD D NS A SA 

CCOC1 I feel compelled to continue attending this school 

because of the money. 

1 2 3 4 5 

CCOC2 Because of the advantages, I continue to attend this 

institution. 

1 2 3 4 5 
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CCOC3 If I left this school, I would lose too much. 1 2 3 4 5 

CCOC4 I feel stuck at work. 1 2 3 4 5 

CCOC5 I've spent too much money to leave this school. 1 2 3 4 5 

CCOC6 I can't afford to drop out of this institution. 1 2 3 4 5 

CCOC7 I stay because I don't have any better options. 1 2 3 4 5 

 

Normative Commitment (NOC) 

CODE Statement SD D NS A SA 

NOC1 I believe it is morally required of me to remain at this 

school. 

1 2 3 4 5 

NOC2 I agree with this school's principles. 1 2 3 4 5 

NOC3 I feel obligated to stay at this school. 1 2 3 4 5 

NOC4 I'm dedicated to this school's objectives. 1 2 3 4 5 

NOC5 I believe it is my duty to continue attending this school. 1 2 3 4 5 

NOC6 I support this school's mission. 1 2 3 4 5 

NOC7 I consider myself obligated to this school. 1 2 3 4 5 

 

THANK YOU SO MUCH FOR YOUR PARTICIPATION. 


