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Abstract 

The main purpose of this study was to determine whether work engagement mediates the relationship 

between professional commitment and organizational climate. The study employed a quantitative, non-

experimental design using a correlational technique. The respondents were the public school non-teaching 

personnel of the Davao de Oro Division.  Mean, Pearson-r, and Regression Analysis were used to 

determine the study's findings. Moreover, adapted survey questionnaires were used for professional 

commitment, organizational climate, and work engagement. Results revealed that the level of professional 

commitment is very high, the level of organizational climate is very high, and the level of work 

engagement among non-teaching personnel is very high. Further, there were significant relationships 

between professional commitment and work engagement and between organizational climate and work 

engagement. In its singular capacity, among professional commitment and organizational climate, 

organizational climate best influences the work engagement having the highest beta coefficient. However, 

professional commitment can also influence the working competence but with the support of other 

variables. 
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Introduction 

Rationale 

The influence of professional commitment affects work performance. In the same way, organizational 

climate is the force that keeps every member of the organization engaged. Poor work engagement causes 

dissatisfaction, disruption, and low performance among employees. Those who do not show active 

engagement towards their job and are hesitant to cooperate with others bring organizational performance 

drops to a low level (Febriansyah, Pringgabayu, Hidayanti, & Febrianti, 2018). It was identified that 

disengagement is central to the problem of workers' lack of commitment and satisfaction towards their job 

(Schaufeli & Bakker, 2015). A study on work engagement schools revealed that burnout among employees 

is being experienced, manifested by emotional exhaustion, desensitization, and personal underachievement 

(Kose, 2016).  

The significance of work engagement is that it can result in beneficial outcomes for the organization. Work 

engagement research indicates that a high level of engagement results in an increased sense of 

organizational responsibility, increased job satisfaction, decreased absenteeism and workload ratios, better 

healthcare and well-being, a display of more organizational ethics, high performance, increased demands on 

personal efforts, preventive behaviors, and motivation to learn (Schaufeli & Salanova, 2017). Engaging 

employees can be critical to competitiveness (Macey & Schneider, 2015) and organizational success (Macey 

& Schneider, 2015). (Lockwood, 2017). 

Accordingly,   it was found out that professional commitment and organizational climate are associated with 

work engagement (Kose, 2016; Febriansyah, Pringgabayu, Hidayanti, Febrianti, 2018; & Haugsnes, 2016). 
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They pointed out that professional commitment is the role obligation of employee measurable behavior 

pattern according to certain rules, norms and code of ethics of the employee profession make its 

organizational climate. These two powerful factors can lead to employees work engagement. According to 

Bakker's (2009) idea of work engagement, an engaged employee has a very positive attitude, is 

characterized by inexhaustible vigor and energy, and possesses the will and motivation to work and invest 

the effort necessary to sustain a favorable climate. 

Meanwhile, studies on work engagement were correlated with different factors such as organizational 

commitment, self-efficacy, organizational growth, organizational climate, work performance, and job 

satisfaction. These factors were known to significantly affect employee engagement (Albrecht, 2015; Bakker 

& Albrecht, 2018; Lisbona, 2018). However, those existing studies correlating the abovementioned variables 

were done in foreign settings. The researcher has not come across a study on the influence of professional 

commitment and organizational climate on work engagement in the local setting. In this context, the 

researcher is interested in determining whether professional commitment and organizational climate 

influence employees' work engagement as this can lead to long-term employee retention, higher levels of 

productivity, and improved quality of work. 

 

 

Research Objectives 

This study aimed to determine whether professional commitment and organizational climate significantly 

influence employees' work engagement. Specifically, this will try to achieve the following objectives to wit: 

1. To ascertain the level of professional commitment among DepEd employees in terms 

of: 

1.1 affective professional commitment; 

1.2 continuance professional commitment; and 

1.3 normative professional commitment. 

2. To assess the level of organizational climate of the DepEd employees in terms of:  

2.1 mechanism; 

2.2 trust, team spirit, and objectivity; 

2.3 autonomy, openness, and interpersonal relationship; 

2.4 management beliefs and commitment; and 

2.5 training, development, and management support and encouragement. 

3. To ascertain the level of work engagement among DepEd employees in terms of: 

3.1  cognitive work engagement; 

3.2 emotional work engagement; and 

3.3     physical work engagement. 

4 To determine the relationship between professional commitment and organizational climate 

and work engagement. 

5. To identify which of the exogenous variables best influences work engagement. 

 

    Hypothesis 

 The following null hypotheses were tested at 0.05 levels of significance. 

1. There is no significant relationship between: 

1.1 professional commitment and work engagement, and 

1.2 organizational climate and work engagement. 

2. There is no significant influence between professional commitment, organizational climate, and 

work engagement, both individual and aggregate capacity. 

 

Review of Related Literature and Studies 

Various ideas, points of view, theories, findings from research and publications, and valuable insights from 

different authors relevant to related topics of the study are presented in this section that provides substantive 

proof to clearly support the research objectives essential for the manifestation of understanding in the study. 

The independent variables are professional commitment, as measured by affective, continuing, and 

normative indicators (Bagraim, 2003); organizational climate, as measured by mechanisms; trust, team 

spirit, and objectivity; autonomy, openness, and interpersonal relationships; management beliefs and 
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commitment; and training, development, and governance support and encouragement. (2018) (Chaudhary, 

Rangnekar, and Barua). The dependent variable is work engagement, measured using indicators such as 

cognitive, emotional, and physical job involvement (Kuok & Taomina, 2017). 

 

Professional Commitment 

Professional commitment refers to the measure of the strength of the employees' identification with the goals 

and values of their profession, having strong faith in it, and showing considerable effort to continue in the 

membership of the profession. Employees' professional commitment refers to the willingness of the 

employee to go the extra mile to ensure that clients can be satisfied. Professionally committed employees 

assist clients in their extra time, cooperate with and are willing to work with clients, and utilize work time 

profitably (Nazari & Emami, 2017). 

Meanwhile, commitment plays an important role in determining whether they remain in the profession. 

Thus, it may be possible to determine which employees are at risk of leaving by examining their 

professional commitment. It impacts people's working behaviors, such as their observable attitudes, 

judgments about the working end, and involvement in professional groups (Fresko, Kfir, & Nasser, 2016). 

Professional commitment is associated with beneficial behaviors for the organization. Individuals who 

exhibit a high level of professional commitment engage in fewer actions detrimental to the business ( Nazari 

& Emami, 2017). It is a multifaceted structure. It refers to an individual's socio-psychological attachment to 

a group or organization, its aims, values, occupation, and career. This also refers to the relative intensity of 

an individual's identification with and involvement in their career, acceptance of the profession's aims, and 

desire to invest effort on its behalf (Gill & Kaur, 2017). 

Affective professional commitment is the initial indicator of professional commitment. Affective professional 

commitment refers to an employee's emotional attachment to, identification with, and involvement in the 

employee's profession and its objectives in terms of the teacher's motivation to identify with and expectation 

not to abandon the profession for self-interested desires, compliance to work altruistically and contribute to 

the employee's profession's success, and eagerness to make special sacrifices—to go above and beyond 

normal potential and tolerance (Ware & Kitsantas, 2016). 

The affective professional commitment was defined as an individual's identity, emotional attachment, and 

involvement with the organization and its goals. The three components of affective professional 

commitment are (1) belief in and acceptance of the organization's objectives and standards, (2) readiness to 

exert effort to accomplish the organization's goals, and (3) a willingness to continue participation in the 

organization. These individuals have a great feeling of dedication to their careers (Ibrahim, 2015; Van der 

Werf, 2020). 

Additionally, it was confirmed by meta-analyses that found affective commitment to be more significantly 

connected with absence than continuity or normative commitment (Cooper-Hakim & Viswesvaran, 2005; 

Mercurio, 2017). Additionally, the affective commitment was associated with a broad range of behavioral 

factors, including assisting others, working additional hours, sharing information, and supervisor appraisal 

of performance (Solinger, 2008; Mansell, 2019). 

It was stated that affective commitment happens when an employee wants to be dedicated to a specific goal. 

For instance, if an employee has a high level of affective commitment to the business, they will have a 

positive relationship with it and be more likely to stay. This dedication encourages employees to work 

attentively on their assigned responsibilities. It enables them to perform better in supporting their aims and 

objectives (Towler, 2020). 

The second measure of professional commitment is continuance professional commitment. Professional 

commitment to continuation refers to a commitment based on "the rewards and costs associated with 

remaining in the profession." It is the degree to which an individual believes they must continue in their 

current occupation due to a lack of alternatives or the potential for disruptions if they leave. Economic 

imperatives are what keep professionals committed to their profession and its beliefs. Employees that 

maintain a high level of professional devotion remain in their profession since leaving incurs a substantial 

cost (Nazari & Emami, 2017; Wang & Saunders, 2018). 

Additionally, continuing commitment refers to an individual's belief that leaving the organization would be 

costly. Suppose an individual possesses a high level of commitment to continuity. In that case, they will 

remain with an organization out of a sense of obligation. For instance, one may believe that quitting a job 
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will result in an unacceptably long period of unemployment. On the other side, one may have a sense of loss 

of prestige if they depart a reputable institution (Grimsly, 2018). 

Additionally, and perhaps most importantly, the third and final indicator of professional commitment is 

normative professional commitment. Normative professional commitment refers to individuals' emotions of 

moral obligation to remain in their career. The professional's sense of obligation upholds the profession's 

principles (Maheshwari, 2007; Williams, 2018). 

Sociologists first noticed and analyzed the potential importance of normative professional commitment in 

working life, stating that commitment is promoted by service ideals and that the goal of leadership is to form 

these values. Individual commitment to an organization can be facilitated if religious, educational, or 

healthcare institutions are available to personnel (Bryson & White, 2017). 

Additionally, normative professional commitment is founded on the concept of an employee's sense of 

personal responsibility to the organization in which they work. This commitment is founded on the 

individual's ethical conviction that remaining in the organization is right and good. Individuals who have a 

strong normative commitment to an organization stay because they believe they should. It was explained 

that devoted employees remain with an organization, attend work consistently, work a full day and more, 

safeguard corporate assets, and believe in its aims (Meyer & Allen, 2016). 

To assess the employee is not only to know how one performs the job, to weigh their quality and 

performance in an organization is to normatively construct and shape the employee in ways that have 

reflective significances for communities and institutions (Luke & Luke (2018). Employees' professionalism 

and perception about professional development and factors that affected their formation focused on some 

research. However, little was known about employees' views regarding these issues (Swann, 2016) as 

research has focused more on employees. 

 

Organizational Climate 

Another variable in this research is organizational climate, tacitly or explicitly referenced in some of the 

earliest works in organizational psychology as an alternative to the sole focus on individual characteristics 

that had characterized companies (Scheneider, 2016). 

The first sign of organizational climate is mechanism, which indicates that progressive firms value respect 

for people through fairness, equality, and support for all employees. While the organization's values may 

theoretically support a progressive climate, the widespread climate that actually exists may not be 

experienced uniformly by all organization members. When perceived unfairness is directed towards a certain 

group, such as women, the organization may significantly lose production. This is why organizations must 

prioritize projects and processes for improving and enhancing their operations (Patel, 2017).  

Additionally, individuals who work in an organization that fosters an environment where mistakes and 

failures are addressed through constructive ideas and methods for adjustment rather than punishment are 

more inclined to take the initiative and submit new ideas. Employee resilience is likely to moderate this 

process, as an organizational climate fosters employee resilience, which in turn encourages employees to 

determine their own futures and so behave pro-actively (Caniels & Baaten, 2018). In other words, a 

learning-centered organizational culture fosters employee proactivity through employee resilience. This 

argument is based on social cognitive theory, which maintains that it is critical for human agency to manage 

one's own functioning and control the events that affect one's life (Bandura, 1989).  

Additionally, trust, team spirit, and objectivity serve as the second indicator of organizational climate. While 

these are regarded to have a beneficial influence during the duration of a project, it is worthwhile to attempt 

to quantify their total benefit. A high level of trust between clients and project design teams minimizes 

transaction costs while increasing creativity and problem-solving capacity (Smith, 2019). These ideals will 

not easily deteriorate as a result of disagreements. These will also assist couples in overcoming obstacles 

and fostering mutual understanding (Bestieler 2016). Thus, trust, team spirit, and objectivity can all 

contribute to the strengthening and improving relationships between project partners, resulting in a variety 

of benefits for the project as a whole (Wong, 2018). 

Similarly, the prevalence of trust, team spirit, and objectivity within an organization create a consistent work 

environment where employees have comparable expectations for appropriate behavior and are more likely to 

exhibit consistent behaviors. On the other side, a weak environment or a wide variety of employees' climate 

perceptions is likely to lead to inconsistent employee behavior, mostly determined by individual differences. 

Thus, the prediction of behaviors in weak and ambiguous climates is less reliable than in strong climates. 
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This suggests that the association between climate quality and outcomes is likely to be less in weak climate 

settings than in good climate situations (Chaudhary, Rangnekar, & Barua, 2018). 

Autonomy, openness, and interpersonal relationships are the third indicator of organizational climate. These 

terms refer to the degree of transparency with task-related information (Schein 2017). These allow goal and 

expectation alignment and assist team members in developing a shared and mutual knowledge of the 

project's scope (McLeod & MacDonell 2016). Open and adequate communication contributes to shared 

understanding, promotes the relationship's environment, fosters commitment, ensures deadlines are met and 

builds trust between the partners (Bestieler 2016; Zidane, 2016). 

Additionally, transparency mitigates mistrust and conflicts of interest and enhances project performance 

(Turner & Muller 2016). Organizational policies and procedures may impose limitations on adopting new 

standard processes, techniques, or tools. To overcome these obstacles, a project team should have an 

organizational culture that encourages individual initiative and ensures that necessary information is 

communicated and that direct communication between team members is maintained (McLeod & MacDonell 

2016). 

Correspondingly, a positive organizational climate influences motivation, thus increasing employee 

performance.  Organizational climate variables such as autonomy, openness, interpersonal relationship, and 

organization support and work commitment showed to be positively significant when related to 

organizational climate. A study conducted by Dawson, Gonzalez-Roma, Davis, & West (2019) found a 

correlation of 67.2 percent, which showed a high impact of independent variables on the organizational 

climate. 

Another measure of organizational climate is management belief and commitment, the fourth. These are the 

extent to which an individual identifies with and participates in an organization. It consists of three 

components: a deep commitment to and acceptance of the organization's goals and principles, a readiness to 

devote great work on behalf of the organization, and a desire to maintain membership. Belief and 

commitment are powerful and critical notions that have significant implications for both employees and 

organizations. Commitment to an organization represents a favorable relationship for employees (Mowday 

2017). Belief in management as organizational support has a beneficial effect on attaining project objectives. 

Furthermore, organizational belief strengthens an individual's feeling of connectedness and belonging. This 

is critical for minimizing volatility and slippage in the cost and schedule of the project (Gulzar, 2018). 

Employee attitudes influenced by management issues can impact the organization's values, atmosphere, and 

culture. Thus, motivation is the primary drive that motivates individuals to conceive and implement novel 

ideas. On the other hand, employees are driven to go beyond their assigned position and engage in 

spontaneous and inventive activities only if they have a deep connection to the organization. Under 

conditions of organizational change, organizational commitment can shift the focus away from 

organizational performance and toward employee contribution. This focus is warranted given the connection 

between commitment and critical outcomes such as job performance, organizational citizenship behaviors, 

readiness to share information, absenteeism, tardiness, and dissatisfaction (Chuang, 2016).  

Training, development, and management support and encouragement are the fifth and final indicators of 

organizational climate. Ciplinski (2018) stated that perceptions of an employee's fairness in being considered 

for training and development are frequently at the base of why individuals quit firms. The concept of 

fairness is entwined in this issue, which means that support personnel will go above and above to achieve 

company goals or even their individual employment ambitions. As a result, firms must ensure that their 

employee training and development programs are founded on fairness principles. According to research, an 

employee's opinion of the fairness and equitable treatment is critical in determining retention, engagement, 

and performance. Indeed, inequitable treatment is corrosive. 

The value of providing support and encouragement will improve an organization's performance. 

Organizations that use performance appraisal data to discover areas of strength and opportunity may also 

benefit. Performance appraisals can indicate areas of need for training and point toward effective leadership, 

performance enhancement, and succession planning (Richards, 2017). 

According to Selden and Sowa (2016), performance appraisal findings can be analyzed to discover areas of 

high performance across all employees, by department, or by demographics. Standardized performance 

assessments enable businesses to aggregate, quantify, and evaluate outcomes to identify areas of strength. 

These areas of strength can serve as benchmarks and catalysts for sharing best practices across the firm. 
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Work Engagement 

Employee engagement can be defined as the process by which organizational members' selves are connected 

to their job roles. Individuals engage in engagement through utilizing and expressing themselves physically, 

cognitively, and emotionally. The purpose of this study is to ascertain the extent to which certain 

antecedents contribute to employee engagement (Kumar & Sia, 2017). 

Work engagement is not synonymous with organizational engagement. Employees can feel a sense of 

commitment to their businesses and jobs (Engelberg-Moston, 2019). Positive attitudes regarding their 

professions and organizations can influence employee engagement. These attitudes include a low level of 

intention to leave their job, job happiness, and organizational engagement (Schaufeli, Taris & Van Rhenen, 

2018). Work engagement is also associated with positive organizational behaviors such as self-initiative and 

motivation to learn, take on additional roles, and plan (Sonnentag, 2017; Salanova, Agut, & Peiró, 2015). 

Indeed, these elements can include employees' trust in their organizations. One could argue that trust is 

necessary for healthy relationships and interpersonal harmony. Trust is a state of believing and doing 

without hesitation, fear, or suspicion. Trust implies that one party in a relationship is confident that the other 

party will not take advantage of their vulnerability (Korczynski, 2016). In other words, it entails anticipating 

positive acts and attitudes on the part of others (Kramer, 2009; Costa, 2016). 

Further, trust is a human feeling nourished and improved by mutual discussion, commitment, and action, 

and is a concept based on honesty and integrity in the most general sense (Ayaz-Yilmaz, 2016; Demircan & 

Ceylan, 2003). Stakeholders in an organization also need to trust each other. Organizational trust is 

important for both stakeholders and organizations because problems will be encountered in attaining goals in 

an organization with trust issues (Yilmaz, 2016). Trust forms the basis of harmonious and productive 

relationships, effective cooperation, and communication within the organization (Baier, 2016). 

Employee performance and productivity will improve in such an organizational environment. As a result, 

organizational trust can be considered a factor in determining an organization's level of effectiveness. 

Employee-built relationships based on trust with other internal stakeholders in the workplace can contribute 

to a sense of engagement with work. Engaged employees can also play a critical role in reshaping their 

schools into good and sustainable organizations (Ozer, 2006; Yilmaz, 2016). 

There are no studies exploring the association between employees' perceptions of work engagement and 

organizational trust in the available literature. However, studies analyze the relationship between employees' 

perceptions of work engagement and organizational trust separately, or between work engagement and 

organizational trust and other variables (Yildiz, 2013; Sancak, 2016; Tumkaya & Ustu, 2016). 

Additionally, work engagement is defined in a different context as a positive, fulfilling state of mind 

associated with work characterized by vitality, dedication, and absorption (Schaufeli, Salanova, Roma, & 

Bakker, 2017). Thus, engaged employees feel strong and vigorous at work, are enthusiastic and optimistic 

about their work, and are frequently immersed in it. Additionally, work engagement has been defined as "job 

involvement," which is defined as an employee's interest in, eagerness for, and funding in their job 

(Kirkpatrick, 2017). 

Indeed, work engagement does not have the same connotation as organizational engagement. Employees can 

feel a sense of commitment to their businesses and jobs (Engelberg-Moston, 2019). It can be influenced by 

an employee's favorable attitude toward their job and organization. These attitudes include a low level of 

intention to leave their job, job happiness, and organizational engagement (Schaufeli, Taris & Van Rhenen, 

2018). 

Additionally, work engagement is associated with a sense of commitment and investment in one's work 

performance and accomplishments, demonstrated through various work behaviors (MacTavish & Kolb, 

2016). Work engagement is also associated with positive organizational behaviors such as self-initiative and 

motivation to learn and take on additional roles and planning (Salanova, Agut, & Peiró, 2015). 

These factors can also include employees' trust in their organizations. One could argue that trust is necessary 

for healthy relationships and interpersonal harmony. Trust is a state of believing and doing without 

hesitation, fear, or suspicion. Trust implies that one party in a relationship is confident that the other party 

will not take advantage of their vulnerability (Korczynski, 2016). In other words, it entails anticipating 

positive acts and attitudes on the part of others (Kramer, 2009; Costa, 2016). 

Additionally, trust is a human emotion that is nurtured and enhanced through mutual discussion, 

commitment, and action and is a concept that is founded on honesty and integrity in the broadest sense 

(Ayaz-Yilmaz, 2016; Demircan & Ceylan, 2003). Stakeholders within an organization must also trust one 
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another. Organizational trust is critical for stakeholders and organizations, as trust concerns impede an 

organization's ability to accomplish its goals (Yilmaz, 2016). The foundation of happy and productive 

relationships, good collaboration, and effective communication is trust (Baier, 2016). 

Employees' performance and productivity will improve in a favorable work environment. As a result, 

organizational trust can be considered a factor in determining an organization's level of performance. 

Relationships that an employee develops with other colleagues based on trust can foster a sense of 

engagement with work. Engaged employees can also play a critical role in converting their company into a 

successful and efficient firm (Yilmaz, 2016).  

The first sign for work engagement is cognitive work engagement. Cognitive work engagement is predicated 

on effectiveness, with the premise that people must work with rationality and awareness to be more 

effective. In theory, those cognitively engaged at work should have more positive attitudes about and 

attention to their work. Their cognitive processing of tasks would be frequent and intense, resulting in 

improved effectiveness. Thus, cognitive work engagement is defined here as the deliberate and active 

consciousness of one's tasks, objectives, or functions of the organization, characterized by voluntarily 

directing one's attention to and thinking positively about one's work to increase one's effectiveness at those 

tasks, objectives, or activities (Kuok & Taormina, 2017). 

Emotional work engagement is the second predictor of work engagement. Employee involvement can 

decline during economic dread and gloom as employees lose confidence and become frightened about the 

organization's future. Suppose an organization has made staff cuts or targets are not fulfilled. In that case, 

there can be a downward spiral effect on employee productivity, further eroding the firm's performance. 

However, when individuals are emotionally and psychologically invested in their work, the firm performs 

better. This has a cascading effect, as employees increase their level of engagement. When people are 

involved in better performance and future development, they acquire a deeper sense of ownership. 

Additionally, they become more enthused and supportive of what is occurring in their work environment 

(Boyd, 2016). 

To elaborate, cognitive work engagement is a proxy for an employee's attitude to tasks and their 

psychological involvement in and willingness to understand complex subjects (Fredricks, 2017). Cognitive 

engagement, in particular, is based on ideas of goal orientation, cognitive strategy use, and self-regulation 

that have historically been associated with motivational processes and academic functioning (Cleary & 

Zimmerman, 2017; Wolters & Taylor, 2012). 

Additionally, emotional work engagement is predicated on the concept of emotional labor at work, which 

refers to the process of managing one's emotions while at work. By and large, those who are emotionally 

invested in their work feel good or joyful about it. Experiencing such favorable effects provides them with 

pleasant thoughts about their employment. Thus, emotional work engagement is defined here as a willing 

connection to tasks, objectives, or organizational activities that are characterized by good sentiments about 

actively executing and achieving those tasks, objectives, or activities, such as pride, enthusiasm, and 

contentment (Grandey, 2000;  Kuok & Taormina, 2017). 

The third sign of work engagement is physical work engagement, which demonstrates employees' current 

level of commitment to their jobs. (Kirkpatrick, 2017). It possesses vitality, commitment, and efficacy. 

However, engagement was defined as a pleasant, rewarding state of mind associated with work marked by 

vigor, devotion, and absorption. It is more than collaboration. It is the ability to maintain rapport with others 

(Cardwell, 2016).  

Physical work engagement is predicated on the concept of bodily involvement in any activity. Individuals 

make physical efforts/use energy to perform things. While the amount of physical effort required to perform 

work varies by occupation, the concept of energy exertion at work remains relevant. For instance, a 

physically active industrial worker would be more energized during their work shift and finish assigned 

duties more quickly than other workers. Similarly, a physically engaged employee would be more likely to 

report to work and devote more effort to writing tasks that assist students in better comprehending the 

material of a lecture (Demerouti, Mostert, & Bakker, 2015). 

Furthermore, physical work engagement encompasses the amount of energy expended and the intensity or 

frequency with which energy and effort are expended at work. For instance, a football player who is 

extremely physically involved will run faster and exert more force to pressure opponents to gain possession 

of the ball. Thus, physical labor engagement is defined here as the intentional and voluntary use of one's 
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energy and effort to execute and finish tasks, objectives, or organizational activities (Fredricks, Blumenfeld, 

& Paris, 2017). 

 

Correlation between Measures  

Numerous studies have established the critical nature of employee engagement. The job entails resources 

model (JD-R model) supposes that work engagement occurs due to the intrinsic motivational nature of 

resources. Two available resources are distinguished: job resources, which are associated with 

organizational climate, and personal resources, which are defined as aspects of the self-connected with 

perseverance and refer to the ability to successfully control and influence one's environment, such as 

commitment to a job (Bakker & Demerouti, 2008).  

According to Bakker's (2009) idea of work engagement, an engaged employee has an extremely optimistic 

attitude characterized by inexhaustible vitality, energy, and a willingness to work and put effort. 

Engagement is a pleasurable, positive, affective-cognitive state. This implies that one must engage in life 

and be joyful, which was underlined by the philosophy of job engagement. Engaged individuals are 

receptive to new ideas, maintain physical and mental health, seek out their real abilities, and begin each day 

with vitality and vigor. 

It is noted that the organizational atmosphere significantly impacts both professional dedication and work 

engagement (Uysal, 2018). The sincerity of connections among employees in an organizational climate is 

contingent upon employees' close ties and pleasant interactions with one another; close relationships and 

pleasant conversations with others influence employees' attitudes toward colleagues (Bayram & Aypay, 

2017). 

Organizations require motivated employees to compete on a global scale. The importance of identifying 

indicators that predict organizational commitment has increased. Workplace commitment is one of the 

variables that might contribute to a positive organizational atmosphere, higher morale, motivation, and 

productivity. 

Employees cannot perform their jobs due to unfavorable organizational climates at work, demonstrating that 

organizational climate has a significant effect on employee performance (Nurharani, Samsu, & Kamalu, 

2018). There is a significant association between organizational climate values and job satisfaction (Castro 

& Martins, 2010) and between organizational climate and profitability, integrity, and involvement (Castro & 

Martins, 2010). (Putter, 2010). 

Meanwhile, the relationship between professional dedication and work engagement was examined using 

Demerouti, Bakker, Nachreiner, and Schaufeli (2015) and Hair, Anderson, Tatham, and Black (2014) 

investigations in summary, this research revealed a positive relationship between professional commitment 

and job engagement. Committed personnel demonstrates a strong commitment to the organization's goals 

and ideals, a readiness to invest significant effort on behalf of the employee, and a strong desire to maintain 

membership in the organization. 

In another light, the organizational atmosphere has been demonstrated to predict job engagement. Bakker, 

Hakanen, Demerouti, and Xanthopoulou (2014) studied Finnish teachers to determine whether job demands 

increase workplace engagement when job resources are abundant. They found support for this hypothesis, 

and these types of demands are referred to as tough job demands. However, they included the organizational 

environment as a job resource and discovered that it was significantly connected to job engagement (Bakker 

& Demerouti, 2017). 

Finally, this study considers Chaudhary, Rangnekar, and Barua (2017) 's argument. Their study found 

support for partial mediation and mediating effects of occupational self-efficacy between a particular climate 

(human resource development) and work engagement. The moderating effect was stronger for people with 

low self-efficacy than those with high self-efficacy. Both of the studies cited above indicate that an 

organization's climate can help to increase employee engagement. However, there is a shortage of research 

on the relationship between the corporate atmosphere and employee engagement. 

The related literature and studies provide the most needed knowledge and background on professional 

commitment, organizational climate, and work engagement as subjects under study, specifically on the 

relationship among these variables and how these variables and their indicators affect one another. The 

knowledge and concepts culled out from renowned scholars contribute much to the formulation of the 

theoretical framework and the questionnaire's development. 
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Theoretical Framework 

This study is based on Deci and Ryan's (1985) Self-Determination Theory, which examines the elements 

that influence employee motivation. This hypothesis was established and applied in professional and 

academic studies on employee engagement. As previously stated, employee engagement and individual 

behavior are related to the Self-Determination Theory. The ability of an employee to control specific 

behavior and goals determines their level of involvement. Employee behaviors encompass one's dedication 

and how one interacts with their environment. 

Another theory that supports this study is Schneiderman's (1999) Theory of Engagement which is based on 

the idea that when employees find their work meaningful, have a high level of interest in the tasks, the 

working atmosphere is conducive, and employees have the commitment in managing their tasks. It was also 

emphasized that employees who want to increase their engagement level strengthen their commitment to 

their jobs and maintain a positive organizational climate (Funtowicz (2018). 

The employee engagement theory (Hellivig, 2017) bears the current study. The theory emphasized that 

leaders of an organization ensure that all their staff members are fully engaged. To acquire such a goal, 

members must be fully committed, and a positive organizational climate must be maintained. In this study, 

being engaged simply means being committed, motivated, and enjoying a good working climate. 

Additionally, this study is based on the Job Demands and Resources Model (JD-R model), which states that 

while each profession may have its own unique characteristics of work engagement, they can all be 

classified into one of two categories, namely job demands or job resources (Bakker & Demerouti, 2017). Job 

requirements are stressful work that might result in a low level of commitment and a bad work climate over 

time (Garrosa, Moreno-Jiménez, Rodrguez-Muoz, & Rodrguez-Carvajal, 2011). The second workplace 

environment is job resources, which pertains to those factors that can help reduce job demands and 

associated physiological and psychological costs, aid in achieving work goals or increase employee 

commitment, and contribute to the development of a positive organizational climate (Salanova, Del Lbano, 

Llorens, & Schaufeli, 2018). 

 

Conceptual Framework 
As illustrated in Figure 1, the conceptual model for this study consisted of two relationships derived from 

two independent variables and one dependent variable. The study's independent variables are professional 

and organizational dedication. The variable of interest, on the other hand, is work engagement. Because 

these factors are not observed, they cannot be directly measured. This allowed for the association of each 

structure with measures of the observed variable. Thus, one of the key objectives of this study was to 

determine the length of regression routes connecting the independent factors to the dependent variable. 

One of the independent variables was professional commitment, which was quantified using three 

indicators: affective professional commitment, continuance professional commitment, and normative 

professional commitment (Bagraim, 2003). Affective professional commitment is defined as an individual's 

emotional attachment to and involvement with the organization and its objectives; continuance professional 

commitment is defined as an individual's proclivity to commit to a continuous line of activity. Normative 

professional commitment is defined as the idea of a sense of personal responsibility toward the organization 

in which employees operate. 

 

Another control variable is organizational climate, which was quantified using different indicators: 

mechanism; trust, team spirit, and objectivity; autonomy, openness, and interpersonal relationships; 

management beliefs and commitment; and training, development, and management support and 

encouragement (Chaudhary, Rangnekar, & Barua 2018). Mechanism refers to the steps undertaken on 

behalf of the group; trust, team spirit, and objectivity refer to the commitment and loyalty to the 

organization; autonomy, openness, and interpersonal relationships refer to the rapport that one has within 

the  

organization; management belief and commitment refer to a firm conviction in an organization's goals and 

values, an eagerness to work together with the organization's interest, and a strong intention to maintain a 

member.   

Meanwhile, the variable of interest was work engagement, as measured by three criteria: cognitive work 

engagement, emotional work engagement, and physical work engagement (Kuok & Taormina, 2017). 

Cognitive work engagement is defined as the deliberate and active awareness of one's tasks, objectives, or 
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organizational activities, which is characterized by voluntarily directing one's attention to and thinking 

positively about one's job to increase effectiveness. Employees' emotional work engagement relates to their 

feelings about their job and organization, increasing their job satisfaction. In contrast, physical work 

engagement relates to employees' body participation in any employment, as they put physical effort/energy 

into executing duties. 

 

Independent Variables    
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        Dependent Variable 
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Figure 1. Conceptual Framework of the Study 

 

Significance of the Study 

In general, work engagement is consistently shown as something given by the employee that can benefit the 

entire organization through commitment, dedication, advocacy, discretionary effort, using talents to the 

fullest, and supporting the organization's goals and values. It can be noted that engaged employees feel a 

sense of attachment towards their organization, investing themselves in their role and the organization as a 

whole. Further, highly engaged employees are more likely to stay with the organization, perform better than 

their colleagues, and act as business advocates. Engagement can enhance bottom‐line profit and enable 

organizational agility and improved efficiency in driving change initiatives (Smith & Marwick, 2014). 

This study can help the employees identify the factors that greatly contribute to work engagement. This will 

enable them to determine the best training needed by the employees to improve their work performance by 

strengthening their professional commitment and maintaining a positive organizational climate. This may 

also serve as an overall lookout of the organization; this may guide and assist employees in improving their 

working strategies to achieve greater work achievement. Also, DepEd employees being the focus of this 

study may find this study beneficial. This may give them adequate information to strengthen their work 

engagement. They may gain from this research since their work engagement will be boosted. Their 

commitment will be enhanced, eventually improving their working performance. Finally, future researchers 

Professional Commitment 

 Affective Professional 

Commitment 

 Continuance Professional 
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 Normative professional 

Commitment 

Work Engagement 
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may use the outcome of this study as a reference for deeper and wider research to explore variables not 

included in this study. 

 

Definition of Terms 

To facilitate comprehension of the concepts used in this work, the following terms are defined operationally:  

Professional Commitment. The phrase relates to a person's loyalty, desire to remain in a profession, and a 

sense of responsibility for the difficulties and challenges unique to that profession. This commitment can be 

quantified in affective commitment, continuance commitment, and normative commitment.  

Organizational Climate. This study uses the phrase to refer to worker productivity, motivation, and 

conduct contingent on another individual's assessment. This can be demonstrated by mechanisms such as 

trust, team spirit, and objectivity; autonomy, openness, and interpersonal relationships; management beliefs 

and commitment; and training, growth, and management help and support.  

Work Engagement. The term refers to the process through which organization members are harnessed to 

their work-related activities: during role performances, people employ and express themselves physically, 

cognitively, emotionally, and mentally. This might be measured in cognitive, emotional, or physical 

engagement with work. 

 

Method 

In this part of the study, the research steps and procedures employed are discussed. It includes the research 

design, the research locale, the population and sample, the research instrument, the data collection 

procedures, the statistical tools used, and the ethical consideration. 

 

Research Design    

This study employed a quantitative, non-experimental research approach with the express purpose of 

establishing correlations between variables. This is an organized approach to collecting and evaluating data 

from various sources. Quantitative research Study design entails applying computational, statistical, and 

mathematical techniques to arrive at conclusions. It is definitive in its objective since it attempts to quantify 

the problem and determine its prevalence by looking for outcomes that can be projected to a larger 

population (Labaree, 2017). This research design is appropriate for this study since it aims to ascertain the 

major impact of professional commitment and organizational climate on work engagement. Additionally, it 

is non-experimental in nature, as variables were investigated in their natural situations without being 

modified or altered (Relo, 2016). 

The correlational design was utilized to characterize, analyze, and explain the relationship between 

professional dedication and job engagement and the association between organizational climate and work 

engagement. This technique was used to examine relationships between variables without controlling or 

manipulating them (Bhandari, 2021). There are two independent factors and one dependent variable in this 

study. Without modifying the independent variables, the influence of job engagement on the professional 

dedication and organizational climate was seen. 

A causal model including regression or correlation analysis was applied in this investigation. This provides a 

robust theoretical foundation for the study's variables. Regression is the study of the relationship between a 

dependent and one or more independent variables; it observes changes in one variable due to unit changes in 

another variable(s) (Raja, 2019). Work engagement is related to professional commitment and 

organizational atmosphere in this scenario 

 

Research Locale 

This study was conducted at Davao de Oro public schools. The province is located in the Philippines' 

Mindanao Island's mid-eastern region. Compostela, Maragusan, Monkayo, Montevista, and New Bataan, as 

well as Laak, Mabini, Maco, Mawab, Nabunturan, and Pantukan. The province is divided into 237 

barangays, each with a school. Davao de Oro has a total population of 736,107 people, according to the 2015 

Census of Population and Housing (CPH). 

The province's agriculture-based economy is thriving and consistently outperforms other provinces in the 

region, particularly in bananas and other high-value crops. It is mineral-rich and, together with Davao 

Oriental, is considered Mindanao's mineral powerhouse. According to a survey, most families in the 

province get their primary income from agriculture-related activities (The Golden One, 2021).  
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From the different walks of life of people living in the area, teachers encountered diverse cultures and the 

environment from the populace. Apart from that, varied working issues were experienced by them. 

Engagement among teachers in the workplace needs concern as this has been identified to affect schools' 

working atmosphere and performance. This study was done in the entire Division of Davao de Oro, as 

shown in the map in Figure 2. This study was conducted from December 2020 to February 2021. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

     

 

 

 

Figure 2. Map of the Philippines and Davao de Oro 

 

 

Population and Sample 

 The study surveyed 312 non-teaching professionals from the Department of Education, Davao de Oro 

Division, comprising 137 male and 175 female respondents. The respondents were chosen because they 

could provide the relevant data and information for the present study; thus, this study focused on the impact 

of professional dedication and organizational climate on non-teaching personnel's work engagement. While 

these individuals may differ in specific qualities and attitudes toward their jobs, they have a common 

experience (Laerd Dissertation, 2018) as non-teaching professionals in DepEd's Davao de Oro Division 

public schools. 

 The researcher used a simple random sampling technique to ascertain the total number of non-teaching 

workers employed in each institution. The rule of thumb was used to select respondents suitable for the 
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study (Bentler, Yuan, & Eu, 2010), which states that the researcher prefers to work with the correct sample 

size per strata in quota sampling (Changing Minds, 2017). Additionally, information gleaned from the entire 

community provided a more complete picture of a target demographic than partial samples could. It can 

enable researchers to build a far more complete picture and significantly minimize the amount of guesswork. 

Additionally, it reduces the potential of biased sample selection that frequently occurs in purported random 

study samples (Crossman, 2018). 

 Respondents may be removed from the research study if they are found to have committed falsification, 

plagiarism, or other moral violations or if they have a medical condition or specialized need. Additionally, 

participants may withdraw from the research at any point if they are upset or uncomfortable. If this is the 

case, volunteers should notify the researcher of their withdrawal. A participant may notify the researcher 

with their reason(s) for withdrawing from the study. However, they are not compelled to do so. 

 

Research Instrument 

Three (3) sections comprised the questionnaire survey that served as the study's instrument. The first section 

is based on Bagraim's (2003) Questionnaire on Professional Commitment. The questionnaire is composed of 

fifteen items. Each item was scored using a five-point Likert Scale ranging from Strongly Disagree to 

Strongly Agree. The original questionnaire was adapted to reflect the work environment. Experts verified 

the redesigned questionnaire with a mean score of 4.15 or Very Good. The pilot study was conducted with a 

Cronbach alpha of.880. 

The following range of means was used in describing the level of professional commitment. 

Range of Means 
Descriptive 

Level 
Interpretation 

4.20 – 5.00 Very High Professional commitment is always manifested. 

3.40 – 4.19 High Professional commitment is often manifested.  

2.60 – 3.39 Moderate 

Professional commitment is sometimes 

manifested. 

 

1.80 – 2.59 Low 

 

Professional commitment is seldom manifested. 

 

1.00 – 1.79 Very Low Professional commitment is never manifested. 

 

The second section of the survey consisted of the Organizational Climate Questionnaire adapted 

from Chaudhary and Barua (2013). It consisted of 38 things measuring five structures condensed into 25 

items. The original questionnaire was adapted to reflect the work environment. Each item was assigned a 

score on a five-point Likert Scale ranging from Strongly Disagree to Strongly Agree. As with the first 

section, experts verified the amended questionnaire with a mean score of 4.15 or Very Good, and pilot 

testing yielded a Cronbach Alpha of.915. 

. The following range of means was used in describing the level of organizational climate are the 

following: 

Range of Means Descriptive 

Level 

Interpretation 

4.20 – 5.00 Very High Organizational climate is always observed. 

 

3.40 – 4.19 High Organizational climate is often observed. 

 

2.60 – 3.39 Moderate Organizational climate is sometimes observed. 
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1.80 – 2.59 Low Organizational climate is seldom observed. 

 

1.00 – 1.79 Very Low Organizational climate is never observed. 

 

 

Additionally, the final section included the Work Engagement Questionnaire (Kuok & Taormina, 

2017). Additionally, the original questionnaire was updated to fit the work environment. Each item was 

assigned a score on a five-point Likert Scale ranging from Strongly Disagree to Strongly Agree. As with the 

two components, the redesigned questionnaire was validated by experts and received a mean score of 4.30 or 

Very Good during pilot testing. 

The following range of means was used in describing the level of role work engagement: 

Range of Means Descriptive 

Level 

Interpretation 

4.20 – 5.00 Very High Work engagement is always manifested. 

 

3.40 – 4.19 High Work engagement is often manifested. 

 

2.60 – 3.39 Moderate Work engagement is sometimes manifested. 

 

1.80 – 2.59 Low Work engagement is seldom manifested. 

 

1.00 – 1.79 Very Low Work engagement is never manifested. 

 

 

After expert validation, an average mean rating of 4.20 or Average was obtained, as was reliability. The 

instruments were pilot tested with 40 samples from a nearby division and received a Good Cronbach Alpha 

for all variables. 

 

Data Collection 

The researcher underwent different procedures in the conduct of the study. First, the researcher sent a letter 

of permission to conduct the study to the Department of Education- Davao de Oro Division from the Dean 

of the Graduate School as proof that this research was officially acknowledged by the University of 

Mindanao which was sent to the Schools Division Superintendent, District Supervisor and School Heads of 

the schools' concern. The letter's purpose is to seek permission to study the influence of professional 

commitment and organizational climate on work engagement among the non-teaching employee of the 

Department of Education in the Davao de Oro Division. 

Upon the approval of the office heads, the researcher sent and distributed the Informed Consent Form (ICF) 

to the participants asking them permission to be part of the study face to face and online. It cannot be denied 

that employees were not participative in the study. Nevertheless, the researcher explained the study's 

purpose and ensured maximum confidentiality. Then, the researcher administered the questionnaire to the 

participants using google form and achieved 100 percent retrieval after a series of follow-ups among all the 

respondents. Then, a Certificate of Appearance was secured from the office heads concerned to vouch that 

the researcher honestly collected the data from the study participants. The accomplished results were then 

tabulated, checked, and tallied. Finally, after all the results were tallied, these were analyzed and interpreted 

based on the purpose of the study. 

 

Statistical Tools 
The following statistical tools were used in interpreting the data that were gathered. 

Mean. This was used to characterize professional commitment, organizational climate, and work 

engagement which addressed the first, second, and third research objectives. 

Pearson's r. This statistical tool was used to determine the significance of the relationships between 

professional commitment and work engagement and organizational climate and work engagement. This is in 

answer to research question number 4. 
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Regression. This was used to determine the significant influence of professional commitment and 

organizational climate to work engagement. This is in answer to research question number 5. 

 

Ethical Considerations 

This study aimed for a high-quality effect ensuring the integrity of all data gathered. Human legislation was 

obeyed, and data protection was observed. Thus the name and other data are optional. Respondents of the 

survey conducted voluntarily filled up the Google survey form questionnaires, assured their rights and 

privacy were protected, and responses were strictly used for the study. This was done to confirm that this 

research considered ethical considerations. Research papers may even be doomed to failure if this part is 

missing. Research ethics is mainly concerned with analyzing ethical issues raised when people are involved 

in research (Walton, 2017). To ensure integrity, quality, and transparency, this research was reviewed and 

undertaken following commonly agreed standards of good research practices. 

Voluntary Participation. This research entailed voluntary participation, which ensured that the participants 

were willing to be involved in the investigation after fully knowing the purpose of the study. The 

participants were allowed to read the information first and ask anything they did not know before 

participating. They were also given enough time to think about their participation.  

Privacy and Confidentiality. This also safeguarded and guaranteed the privacy and confidentially of 

participants' information. The researcher kept the study records confidential to protect the rights and welfare 

of participants involved in the study. The researcher also provided a Non-disclosure Agreement (NDA) to 

protect the integrity and confidentiality of both parties.  

Informed Consent. Further, this study underwent the informed consent process applying the principle of 

respect for the person, who may solicit consent, how and when it will be done. This study was done in the 

form of consent from the participants themselves to voluntarily signify their willingness to become a part of 

the study. 

Recruitment. For this research, the appropriate identified recruiting parties were the schools' division 

superintendent since the target respondents are the non-teaching personnel of the Department of Education. 

They were the ideal partners of the investigator to achieve well-established working relationships with the 

selected respondents. Such partnership could be expected to provide greater awareness of the importance of 

this research study. 

Risks. The researcher assumed that this research involves minimal risk. The probability and magnitude of 

possible harms implied by participation in the research are no greater than those encountered by participants 

in those aspects of their everyday life related to the research. However, for this research, the researcher has a 

higher risk of getting harmed through physical injury or physiological harm due to traveling to different 

locations where this research project covers. The researcher evaluated the risks and decided on the 

precautions such as maximum health and safety travel protocols were followed to mitigate this. Travel was 

done with a companion, awareness of options for mode of travel, awareness of physical environments like 

alleyways, open spaces, and awareness of health and safety policies of research locations.  

Benefits. This study also ensured the obligation of the investigator or researcher to maximize the benefits as 

stated in the significance of the study while minimizing the risk of harm of the research for the individual 

participants and/or society involved. 

Plagiarism. Additionally, the researcher warranted no trace of evidence of misrepresentation of someone 

else's work as his own. To make this certain, the use of Turnitin software and/ or Plagiarism Detector will be 

in place.  

Fabrication. Moreover, this research showed no trace/ evidence of intentional misrepresentation of what 

has been done, no making of data and/ or results, or purposefully putting forward conclusions that are not 

accurate and no inconsistency with the existing literature among the information included in the manuscript. 

Falsification. Furthermore, no trace of purposefully misrepresenting the work to fit a model or theoretical 

expectation, and no evidence of overclaiming or exaggerations on this research appeared.  

Conflict of Interest. Similarly, there was no trace of conflict of interest (COI), for disclosure of COI was 

evident in this study. COI is a set of conditions in which a professional judgment concerning primary 

interest such as the participant's welfare or the validity of the research tends to be influenced by a secondary 

interest such as financial or academic gains or recognitions. 

Deceit. In essence, the falsehood about the author's identity and the nature and true purpose of the study 

should be avoided; this research does not use deception. To deceive is to deliberately mislead others. This 
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issue is most relevant in experimentation where personal knowledge of the purposes might change people's 

behavior; hence this is not applicable for this study. 

Focus Group Participant Identification. Also, to address the fact that the information discovered within 

the group becomes common knowledge among those in attendance, this research included a provision in the 

consent form reminding participants to keep the information discussed confidential. 

Permission from Organization/Location. Notably, the researcher ensured to get written permission from 

the organization in which the research was undertaken or the location in which the data were collected and 

made sure that when getting written permission, the person to talk to must have the authority to give the 

permission sought and that the activities are organized well in advance. In this study, the permission was 

addressed to the School Division Superintendent and the Head of Offices of non-teaching employees who 

became respondents to this study. 

Technology Issues. In this study, provisions as to the use of online panels, collection of data online, and 

how one views the information being communicated in an online environment were put in place and are 

made understandable to the participants before data collection was done. In this study, Google form was 

used to gather data for the research. Aside from sending the form online, the researcher called some 

respondents, informing them that the survey was already sent to their emails/ messenger. This was backed 

up by a series of follow-ups to retrieve the data. Doing the survey online needs a good internet connection. 

Authorship. As can be seen, the author of this research is the one whose name appeared on the title page of 

this manuscript. Her study will undergo a series of content revisions due to recommendations made by her 

adviser. The study followed the standards of the University of Mindanao Ethics Review Committee for the 

guidelines of ethical consideration. After their approval, the study underwent pilot testing. The data 

collected were interpreted for the consistency of the research questionnaire. With the assistance of her 

adviser as co-author, the author of this research manuscript contributed mentally and spiritually to the 

scientific content and shaped the research aspect into a presentable and understandable form. 

 

Results 

As a result of those discoveries, the data and analysis in this chapter are presented. Professional commitment 

and organizational environment are discussed in order of importance: the relationship between these two 

variables and work engagement; the relationship between these two variables and work engagement; the 

influence of predictors on work engagement. 

 

Level of Professional Commitment 

The primary goal of this research was to find out how committed non-teaching staff at the Division of Davao 

de Oro were to their jobs. The professional commitment was measured in affective, continuance, and 

normative professional commitments, respectively. According to the survey, the level of professional 

devotion is depicted in Table 1. There is an overall mean of 4.42 or a very high level of professional 

devotion, with a standard deviation of 0.581. There is a constant display of professional commitment here. 

To summarize, the emotional professional commitment had a mean score of 4.65, with a standard deviation 

of 0.514 percent, making it the most common type of professional commitment. As a result, the mean rating 

of 4.32 for normative professional commitment, with a standard deviation of 0.581, was followed by 4.30 

for continuation professional commitment with a mean rating of 4.30. 

 

Table 1 : Level of Professional Commitment 

 

Indicators SD Mean Descriptive 

Level 

Affective Professional Commitment  0.514 4.65 Very High 

Continuance Professional Commitment 0.555 4.30 Very High 

Normative Professional Commitment 0.581 4.32 Very High 

Overall 0.581 4.42 Very High 

 

Level of Organizational Climate 



Ofelia P. Sanchez, IJSRM Volume 10 Issue 01 January 2022 [www.ijsrm.in]                                    EM-2022-2987 

To measure the level of organizational climate of non-teaching personnel in the Division of Davao de Oro, 

we used a survey questionnaire that included the following indicators: mechanism; trust, team spirit, and 

objectivity; autonomy; openness; interpersonal relationships; and managerial belief, commitment, and 

encouragement. Table 2 shows the results of the organizational climate which was calculated to have a 

grand mean of 4.28 and a standard deviation of 0.503, which indicates that the statements of the 

organization's climate are always present. A number of factors contribute to a positive work environment, 

which has mean values of 4.20 to 4.34. The typical scores are 4.34 for trust, team spirit, and objectivity; 4.30 

for mechanism and managerial belief and dedication; and 4.34 for training, development, managerial 

assistance, and encouragement. 25; as well as freedom, honesty, and trust in other people at 4.20. 

 

Table 2 : Level of Organizational Climate   

 

Indicators SD Mean Descriptive 

Level 

Mechanism  0.592 4.30 Very High 

Trust, Team Spirit, and Objectivity 0.529 4.34 Very High 

Autonomy, Openness, and Interpersonal Relationships 0.553 4.20 Very High 

Managerial Belief and Commitment 0.548 4.30 Very High 

Training, Development, Managerial Support and  

   Encouragement 

 

0.622 4.25 Very High 

Overall 0.503 4.28 Very High 

 

  

Level of Work Engagement 

The third objective of this study, as reflected in Table 3, was to ascertain the level of work engagement of 

non-teaching employees in the Division of Davao de Oro. This was actually achieved by using a survey 

questionnaire that included the following components: cognitive work engagement, emotional work 

engagement, and physical work engagement.  

 

Table 3 : Level of Work Engagement 

 

Indicators  

 

SD Mean Descriptive 

Level 

Cognitive Work Engagement 0.534 4.34 Very High 

Emotional Work Engagement 0.547 4.37 Very High 

Physical Work Engagement  0.565 4.28 Very High 

Overall 0.508 4.33 Very High 

 

The overall level of work engagement was 4.33, which is extremely high, with a standard deviation of 0.508, 

indicating that the work engagement assertions are consistently manifested. The mean scores for indicators 

that contributed to the extremely high degree of work engagement range from 4.28 to 4.37.  

From highest to lowest, the criterion and its mean ratings are as follows: emotional work engagement, 4.37 

or very high, with a standard deviation of 0.547; cognitive work engagement, 4.34 or very high, with a 

standard deviation of 0.534; and physical work engagement, 4.28 or high, with a standard deviation of 0.565. 

  

Significance of the Relationship between  

Professional Commitment and Work Engagement. 

As stated in Table 4.1, one of the most critical objectives of this study was to establish if professional 

dedication is significantly associated with job engagement among non-teaching professionals in the Division 

of Davao de Oro. 



Ofelia P. Sanchez, IJSRM Volume 10 Issue 01 January 2022 [www.ijsrm.in]                                    EM-2022-2988 

 

Table 4.1 : Significance of the Relationship between Levels of Professional Commitment and Work 

Engagement 

Professional 

Commitment 

Work Engagement  

Cognitive Work 

Engagement 

Emotional 

Work 

Engagement 

Physical Work 

Engagement 

Overall 

Affective 

Professional 

Commitment  

.625* 

(0.000) 

.637* 

(0.000) 

.588* 

(0.000) 

.655* 

(0.000) 

Continuance 

Professional 

Commitment 

.549* 

(0.000) 

.532* 

(0.000) 

.564* 

(0.000) 

.592* 

(0.000) 

Normative 

Professional 

Commitment 

.542* 

(0.000) 

.521* 

(0.000) 

.561* 

(0.000) 

.584* 

(0.000) 

Overall .660* 

(0.000) 

.649* 

(0.000) 

.660* 

(0.000) 

.708* 

(0.000) 
     *Significant at 0.05 significance level. 

 

The correlation coefficient between instructors' professional dedication and work engagement was 0.708, 

with a probability value of 0.000 or significant. Because the p-value was less than 0.05, there was even a 

significant association between non-teaching personnel's professional dedication and work engagement in 

the Division of Davao de Oro. As a result, the null hypothesis that no significant relationship existed 

between professional commitment and work engagement was rejected. 

When the domains of professional commitment were associated with total work engagement, the results 

indicated that emotional, professional commitment is strongly associated with an employee working 

competence, with an r-value of 0.655 and a probability value of P 0.05 or significant. When the domain 

continuance professional commitment was correlated with work engagement of Department of Education 

personnel in the Division of Davao de Oro, the results indicated an r-value of 0.592 with a probability value 

of P 0.05 or significant, and a mean rating of 0.584 with a probability value of P 0.05 or significant. 

Meanwhile, when the domains of work engagement were correlated with overall professional commitment, 

the results indicated that cognitive work engagement was strongly associated with professional commitment, 

with an r-value of 0.660 and a probability value of P 0.05 or significant. When emotional work engagement 

and work engagement were connected, the outcome was an r-value of 0.649 with a likelihood value of P 

0.05 or significant. Physical labor involvement was assigned a mean score of 0.660, with a probability value 

of P 0.05 or significant. 

 

Significance of the Relationship between Levels of  

Organizational Climate and Work Engagement 

The association between the organizational atmosphere and work engagement was demonstrated in Table 

4.2. The findings indicate a substantial association between organizational environment and work 

engagement, as evidenced by the correlation coefficient's overall value of 0.719 with a probability value of 

0.000 or significant. 

When the domains of organizational climate were correlated with work engagement, the correlation 

coefficient for the indicator mechanism had a mean rating of 0.656; trust, team spirit, and objectivity had a 

mean rating of 0.292; autonomy, openness, and interpersonal relationship had 0.574managerial belief and 

commitment had 0.664, and training, development, managerial support, and encouragement had 0.658. 

Results implied that organizational climate had a strong correlation among all domains of work engagement. 

All domains were significantly correlated, as reflected in all the probability values less than 0.05.  

 

Table 4.2 : Significance on the Relationship between Levels of Organizational Climate and Work 

Engagement 
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Organizational 

Climate 

Work Engagement  

Cognitive 

Work 

Engagement 

Emotional 

Work 

Engagement 

Physical Work 

Engagement 

Overall 

Mechanism  .655* 

(0.000) 

.592* 

(0.000) 

.579* 

(0.000) 

.656* 

(0.000) 

Trust, Team 

Spirit, and 

Objectivity 

.595* 

(0.000) 

.578* 

(0.000) 

.560* 

(0.000) 

.623* 

(0.000) 

Autonomy, 

Openness, and 

Interpersonal 

Relationships 

.567* 

(0.000) 

.517* 

(0.000) 

.513* 

(0.000) 

.574* 

(0.000) 

Managerial 

Belief and 

Commitment 

.625* 

(0.000) 

.610* 

(0.000) 

.611* 

(0.000) 

.664* 

(0.000) 

Training, 

Development, 

Managerial Support 

and Encouragement 

.658* 

(0.000) 

.571* 

(0.000) 

.601* 

(0.000) 

.658* 

(0.000) 

Overall .703* 

(0.000) 

.649* 

(0.000) 

.648* 

(0.000) 

.719* 

(0.000) 

    *Significant at 0.05 significance level. 

Meanwhile, when domains of work engagement were correlated with organizational climate, the following 

correlation coefficients were revealed: cognitive work engagement, 0.703; emotional work engagement, 

0.649; and physical work engagement, 0.648. All correlations have probability values of less than 0.05 or 

significant. 

 

The Extent of the Influence of Predictor  

Variables on Work Engagement  

Shown in Table 5 are the regression coefficients to test the significant influence of the overall professional 

commitment and organizational climate on work engagement. Using the regression analysis, the data 

revealed that the generally professional commitment and organizational climate significantly influences 

work engagement since the influence of professional commitment and organizational climate have the F 

value 234.154 and P < 0.05. The R2 value of 0.610 implies that 61 percent of the professional commitment 

and organizational climate were due to the variation in work engagement. The 39 percent is influenced by 

other factors not covered in this study. The P<0.05 signifies the rejection of the null hypothesis set in the 

early part of this study. Specifically, the data revealed that professional commitment and organizational 

climate significantly influence work engagement, which has values of 0.000 which are less than the alpha 

value, which is 0.05. Meanwhile, in its singular capacity, organizational climate best influences work 

engagement with the highest beta coefficient of 0.448. However, professional commitment can also influence 

work engagement but with the support of other variables. 
 

Table 5 : Regression Analysis on the Influence of Professional Commitment and Organizational Climate on 

Work Engagement 

Work Engagement (Dependent Variables) 

Independent Variables β 

(Standardize

d 

Coefficients) 

B 

(Unstandardiz

ed 

Coefficients) 

T Sig. 

Constant  .469 .181 2.598 .010 
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Professional Commitment (PC) .411 .439 8.441 .000 

Organizational Climate (OC) .443 .448 9.102 .000 

 

R  .781    

R
2 

 .610    

F  234.154    

P  .000    

 

Discussion 

This chapter presents the discussion, conclusion, and recommendations based on the results of the study.  

 

Professional Commitment 

The overall level of professional commitment is very high, which means that professional commitment item-

statements were manifested at all times. This further implies that non-teaching personnel is happy and proud 

of their profession. Findings also implied that they make an effort to stay in the profession and are satisfied. 

They are loyal and feel responsible for remaining with the profession, and are open to learning opportunities 

in the teaching profession. 

The study's findings also corroborate various writers' assertions (Nazari & Emami, 2012; Gill & Kaur, 2017) 

that personnel is willing to go above and beyond to ensure that work is successful. They lend assistance to 

others in their spare time, cooperate with and are willing to work with others, and profitably utilize work 

time. They exhibit good behaviors that benefit the organization and, as a result, are less likely to engage in 

activities that are detrimental to the business. They demonstrate a strong commitment to their profession, 

embrace its aims, and a desire to invest effort on its behalf. 

 

Organizational Climate 

The overall level of organizational climate is very high, which means that the organizational climate 

statements are manifested at all times. This further implies that non-teaching personnel-respondents have 

strong potential in maintaining a good working atmosphere. The item-statements contribute to the very high 

level of organizational climate: taking training seriously to learn from the programs attended, being 

delegated with work to prepare us for higher responsibilities, and top management believes that human 

resources are essential resources. 

This is consistent with other writers' assertions (Chaudhary, Rangnekar, & Barua, 2018; Patel, 2017; Caniels 

& Baaten, 2018) that non-teaching personnel has a progressive culture that values respect for individuals 

through fairness, equality, and support for all employees. They consistently construct a work atmosphere 

and have identical expectations for appropriate behavior. Hence, they are more likely to exhibit consistent 

behaviors. They are encouraged to shape their own futures and take a proactive role in achieving the 

organization's aims and ambitions. 

McLeod and MacDonell (2016) and Schein (2017) concur with the study's findings, emphasizing the 

importance of committed professionals being transparent in communicating task-relevant knowledge. These 

commitments enhance objective and expectation alignment and assist team members in developing a shared 

and mutual knowledge of the project's scope. Non-teaching people benefit from fairness since they have 

equal access to training and development opportunities, which are frequently why employees leave firms. 

The concept of fairness is entwined in this issue, which means that supportive personnel will go above and 

beyond the call of duty to accomplish company goals or even their personal, professional ambitions. 

 

Work Engagement 

Work engagement is quite high. All factors were rated as very high by non-teaching respondents, which 

contributed to the extremely high degree of work engagement. Cognitive work engagement, emotional work 

engagement, and physical work engagement are the indications. The item-statements: being satisfied with 

one's job, being enthusiastic about one's work, and being completely involved in one's work all contribute to 

the extremely high degree of work engagement. 
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This finding is consistent with Kumar and Sia's (2017) assertion that non-teaching people are extremely 

committed to their organizational work positions. They use and express themselves physically, mentally, and 

emotionally while performing their assigned jobs. They exhibited favorable opinions regarding their 

employment and employers. Additionally, the information gathered from several authors (Schaufeli, Taris, 

& Van Rhenen, 2018; Sonnentag, 2017; Salanova, Agut, & Peiró, 2015; Kramer, 2009; Costa, 2016; 

Yilmaz, 2016) correlates with the study's findings because they emphasize that work-engaged individuals 

have a low level of intention to leave their job. Work engagement is also associated with desirable 

organizational behaviors such as self-initiative and a desire to learn, taking on extra duties, and planning. 

They anticipate favorable behaviors and attitudes from others that will aid in launching efforts toward 

corporate success. Additionally, it meant that employees could convert their workplace into a profitable and 

efficient enterprise. 

 

Significance of the Relationship between 

Professional Commitment and Work Engagement 

The correlation between professional commitment and work engagement showed a strong significant 

relationship. This implies that professional commitment is correlated with the work engagement of non-

teaching personnel. This means that professional commitment affects work engagement. This could mean 

that how personnel manages their work determine their commitment. On the contrary, employees with a low 

management system may have low commitment.  

This study's finding corroborates the assertions of Demerouti, Bakker, Nachreiner, and Schaufeli (2015) and 

Hair, Anderson, Tatham, and Black (2014) that organizational commitment and work engagement are 

positively related. Committed personnel demonstrates a strong commitment to the organization's goals and 

ideals, a readiness to invest significant effort on behalf of the organization, and a strong desire to maintain 

membership in the organization.     

 

Significance of the Relationship between  

Organizational Climate and Work Engagement 

The correlation between the organizational climate and work engagement showed a strong significant 

relationship. This implies that organizational climate is correlated with the work engagement of non-

teaching personnel. This means that organizational climate affects work engagement. This could mean that 

the work environment's atmosphere, which is made up of its climate, can determine their work engagement. 

As implied, they enjoy a good relationship, provision of work resources, and disciplined and respectful staff 

manifest a positive organizational climate that enhances work engagement as they become motivated to 

improve their tasks. 

This finding is consistent with Bakker, Hakanen, Demerouti, and Xanthopoulou's (2014) finding that 

organizational atmosphere predicts work engagement. They discovered that commitment improves work 

engagement when job resources are abundant, and they discovered evidence to support this idea. 

Meanwhile, another study examined organizational climate as a job resource and discovered a substantial 

relationship with job engagement (Bakker & Demerouti, 2017). In addition, Schneiderman's (1999) Theory 

of Engagement bears this study, which implied that when employees are engaged and find their work 

meaningful, have a high level of interest in the tasks, the working atmosphere is conducive, and employees 

have the commitment in managing their tasks. It was also emphasized by Funtowicz (2008) that employees 

who work to increase their level of engagement strengthen their commitment to their jobs and want to 

maintain a positive organizational climate. 

 

Significance of the Extent of Influence of  

Predictor Variables on Work Engagement 

A regression analysis was employed to determine the influence of professional commitment and 

organizational climate on work engagement. Data revealed that the overall professional commitment and 

organizational climate significantly influence work engagement. The employee engagement theory of 

Hellivig (2017) validates the current study. The theory emphasized that if members in an organization are 

fully engaged, goals can be achieved easily. In order to have an engaging workplace, members must be fully 

committed, and a positive organizational climate must be maintained. He also emphasized that being 

engaged simply means being committed, motivated, and enjoying a good organizational climate. 
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To that end, the Job Demands and Resources Model (JD-R model) is relevant to the study, as it states that 

while each occupation has its own unique characteristics of work engagement, they may typically be 

classified into one of two categories, namely job demands or job resources (Bakker & Demerouti, 2017). Job 

demands cause stress, which in turn can result in a low level of commitment and a negative work climate 

(Garrosa, Moreno-Jiménez, Rodrguez-Muoz, & Rodrguez-Carvajal, 2011), whereas job resources, which 

refer to those factors that can help reduce job demands and are beneficial for achieving work goals or 

increasing one's commitment, contribute to the development of a positive organizational climate (Salanova, 

Del Lbano,2018) 

From the two variables, professional commitment and organizational climate, in its singular capacity, 

organizational climate best influences the work engagement having the highest beta coefficient. However, 

professional commitment can also influence work engagement but with the support of other variables. This 

implies that professional commitment and maintaining a positive organizational climate manifest their work 

engagement. With this, non-teaching personnel can excellently perform their duties if they are highly 

engaged in their work.  

This means that work engagement can influence how employees demonstrate their professional commitment 

and adherence to a positive company atmosphere. This supports Deci and Ryan's (1985) Self-Determination 

Theory, which examines factors affecting employee motivation. This idea was established and used in 

professional and academic studies on employee engagement. Employee engagement and human behavior 

have been linked to Self-Determination Theory. The degree to which an employee is engaged is determined 

by their ability to control personal actions and goals. Employee behaviors include one's commitment to and 

behavior in their environment and maintaining a positive organizational climate. 

 

Conclusion 
Professional commitment is extremely high, as evidenced by respondents' high ratings for all of its markers, 

including affective professional commitment, continuation professional commitment, and normative 

professional commitment. On the other hand, the organizational climate is really positive in general. Its 

indicators indicate that all of its indicators performed exceptionally well. The overall degree of work 

engagement among non-teaching professionals is quite high, as are all its indicators, including cognitive 

work engagement, emotional work engagement, and physical work engagement. 

Additionally, substantial connections existed between professional dedication and job engagement and 

between the organizational atmosphere and job engagement. The findings corroborate Bakker and 

Demerouti's (2008) job demands resources model (JD-R model), which postulates that work engagement 

results from the intrinsically motivating nature of resources. Two available resources are differentiated: job 

resources, which are associated with organizational climate, and personal resources, which are defined as 

aspects of the self-associated with resiliency and refer to the capacity to effectively control and influence 

one's environment. 

In its singular capacity, among professional commitment and organizational climate, organizational climate 

best influences the work engagement having the highest beta coefficient. However, professional commitment 

can also influence teaching competence but with the support of other variables. This validates the employee 

engagement theory of Hellivig (2017), which emphasized that if members in an organization are fully 

engaged, goals can be achieved easily. In order to have an engaging workplace, members must be fully 

committed, and a positive organizational climate must be maintained. He also emphasized that being 

engaged simply means being committed, motivated, and enjoying a good organizational climate. 

 

Recommendations 

The study revealed a very high level of professional commitment and a very high-level organizational 

climate. However, professional commitment and organizational climate are very high. There is still a need 

for non-teaching personnel to continue enhancing their engagement to perform their tasks excellently and 

achieve higher work performance. Further, the item-statements being disrupted in changing profession and 

feeling guilty and not right to leave the profession have the lowest rating though high, which could mean 

that non-teaching personnel need to focus on enhancing their professional duties and responsibilities. This 

can be done through re-induction orientation. 

Meanwhile, it was identified that in the level of organizational climate, item-statements: supervisors are not 

being afraid to discuss their feelings with their subordinates, supervisors are treating the mistakes of 
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subordinates with understanding and helping them to learn and not being hesitant to discuss our problems 

with our supervisors are the lowest which implied the need for non-teaching personnel to engage their selves 

among others to collaboratively improve their engagement. The provision of capacity-building training can 

best address the problem, for this may allow them to mingle with others on how to improve their work and 

build affective involvement with others. 

The level of work engagement is very high. But, physical work engagement is being identified as the lowest, 

though still high, which needs concern and attention. Non-teaching personnel may be encouraged to undergo 

professional development through training related to their tasks to be fully oriented and be aware of 

maximizing their potentials on the fulfillment of their work duties and responsibilities. 

Additionally, the study found a significant relationship between professional commitment and work 

engagement and organizational climate and work engagement; thus, the researcher recommends that non-

teaching personnel continuously enhance professional commitment and maintain the organizational climate 

for them to have a strong work engagement. It is recommended that non-teaching personnel continue to 

maintain and find innovative ways to intensify their work engagement to maintain good relations among 

others, implement working practices properly, and perform well in their tasks, which can be manifested in 

their engagement. 

The result underscores in its singular capacity that organizational climate best influences the work 

engagement having the highest beta coefficient. Therefore, the researcher recommends that the Department 

of Education formulate programs that may further provide relevant information in strengthening work 

engagement, which will guide non-teaching personnel to improve their work performance.  

Subsequently, albeit the research finding shows a significant influence of professional commitment and 

organizational climate on work engagement, the researcher still recommends that further research regarding 

the other factors associated with work engagement may be conducted. Further studies may be done to 

validate the results of the present study. 

Additionally, the study found a significant relationship between professional commitment and work 

engagement and organizational climate and work engagement. Thus, the researcher recommends that non-

teaching personnel continuously enhance professional commitment and maintain the organizational climate 

for them to have a strong work engagement. It is recommended that non-teaching personnel continue to 

maintain and find innovative ways to intensify their work engagement to maintain good relations among 

others, implement working practices properly, and perform well in their tasks, which can be manifested in 

their engagement. 

The result underscores in its singular capacity that organizational climate best influences the work 

engagement having the highest beta coefficient. Therefore, the researcher recommends that the Department 

of Education formulate programs that may further provide relevant information in strengthening work 

engagement, which will guide non-teaching personnel to improve their work performance.  

Subsequently, albeit the research finding shows a significant influence of professional commitment and 

organizational climate on work engagement, the researcher still recommends that further research regarding 

the other factors associated with work engagement may be conducted. Further studies may be done to 

validate the results of the present study. 
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