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Abstract

The research identified which organizational commitment and HRM practices influence work
engagement of 138 teachers at Tacurong National High School. The descriptive-correlation method
was used in a quantitative non-experimental approach. The mean, Pearson product-moment
correlation, and multiple regression were used to evaluate the data. Results showed that there was a
high degree of organizational commitment, work engagement, and HRM practices. Furthermore,
HRM practices and organizational commitment has a significant relation with work engagement.
Regression study revealed that HRM practice domains such as training and development,
performance appraisal, work-life balance, and rewards and benefits had no influence on teachers'
work engagement, as well as organizational commitment domains such as: continuance and
normative commitment, have no influence on work engagement, but the affective commitment
influence work engagement of teachers. Nevertheless, HRM practices, organizational commitment,
and work engagement aided in teachers' effectiveness, which benefited the school and, most
importantly, the learners.

Keywords: human resource management practices, organizational commitment, work engagement,

correlation, regression, tacurong national high school

Introduction

Teaching is regarded as one of the most demanding
professions (Hakanen et al., 2019). A heavy workload,
low autonomy, minimal support from the leader, and
poorly implemented HRM are the key issues that
impact teachers' work in secondary school
(Konermann, 2018). Thus, teacher burnout is rather
prevalent. The main factors that influence the work of
teachers' stress are a lack of practical training,
excessive student-to-faculty ratios, inadequate
facilities, and a professional skills shortage (Lai et al.,
2020). Although research has shown that teachers are
more involved than workers in other industries, many
factors might impact their degree of involvement (Zee
et al., 2019). Further, as the educational sector grows
more quality-conscious, the work involved in the
teaching profession undergoes dramatic changes.

Vigor, dedication, and absorption are traits of a work-
engaged person, which denotes a psychologically
fulfilling and contented mental state (Bakker, 2019).
Additionally, the concept has developed into a crucial
indicator of a teacher's effectiveness, accounting for a
significant amount of variation in the prediction of
professional and organizational outcomes including
teaching  effectiveness, problem-solving,
organizational commitment, and job satisfaction (Field
& Buitendach, 2018). Positive attitudes toward work
and the organization, good task performance,
improved health and a reduction in psychosomatic
complaints, proactive behavior and personal initiative,

high levels of motivation to learn new skills and take
on new challenges at work, and higher levels of
service quality are just a few of the outcomes of work
engagement (Salanova & Llorens, 2019). Thus, work
engagement is a pleasant mental state associated with
the job that emphasizes a strong sense of connection
and drive (Leal-Sotoi et al., 2018).

Meanwhile, the significant elements of employee
engagement at work are training satisfaction and
performance evaluation satisfaction (Memon et al.,
2020). Suan and Nasurdin (2018) added that human
resource management strategies have a favorable and
substantial impact on proactive behavior, which
directly impacts the work engagement of
professionals. Additionally, businesses have often
identified the need for a strong organizational
commitment and high levels of work engagement as
crucial success factors for obtaining good performance
(Cesario & Chambel, 2019). Also, employee
participation and devotion to a company are known as
organizational commitment, and it is becoming
increasingly important in today's changing corporate
climate (Abu-Shamaa et al., 2018).

Work engagement is another crucial element many
organizations and researchers are paying attention to
(Manalo et al., 2020). Employers must take into
account how crucial it is to provide motivating work
environments, human resource policies, and situations
for employees (Cesario & Chambel, 2019). Hence,
evaluating work engagement on measures of where
teachers are performing well, as well as areas in work
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engagement dimensions that require development,
deserves to be a worthwhile topic of investigation.
Further, in Tacurong National High School, no studies
have been conducted concerning teachers' work
engagement. The researchers found no literature or
study on the correlation of work engagement. Thus,
the researchers made the decision to conduct this study
on the impact of two independent variables, namely,
organizational commitment and human resource
management (HRM) practices, on the level of job
engagement among teachers at Tacurong National
High School.

Research Objectives

The purpose of this research is to ascertain how HRM
practices, organizational commitment, and teachers'
work engagement relate to one another at Tacurong
National High School.
It satisfies the following objectives in particular:
1. To assess the degree of HRM practices with regard
to:

1.1. Training and Development;

1.2. Performance Appraisal;

1.3. Work-Life Balance; and

1.4. Rewards and Benefits.
2. To evaluate the degree of organizational
commitment using the following criteria:

2.1. Affective Commitment;

2.2. Continuance Commitment; and

2.3. Normative Commitment.
3. To gauge the degree of work engagement in terms
of:

3.1. Vigor;

3.2. Dedication; and

3.3. Absorption.
4. To determine the relationship between:

4.1. HRM practices and work engagement; and

4.2. Organization commitment and work

engagement.
5. To determine which domain of HRM practices and
organizational commitment best influences teachers'
work engagement in Tacurong National High School.

Literature Review

The opinions, guiding principles, ideas, and concepts
on HRM practices (Jafri, 2013), organizational
commitment (Piong, 2016), and work engagement
(Petrovic et al., 2017) presented in this part are
synthesized here. It also includes a collection of data
and material that has been published and is pertinent to
this investigation, with an emphasis on providing
related research that offers the context and knowledge

required for this study.
Human Resource Management (HRM) Practices

HRM is a set of formal processes inside an
organization that ensures the effective and efficient use
of skilled people to achieve organizational aims
(Solomon et al., 2018). HRM practices emphasize
employee capacities, including skill training and
personal growth (Sisulu, 2020). It is also a key to an
organizational level moderator that affects diversity
dynamics inside an organization and has significance
for business performance (Roh, 2019). However, there
is a contrast between human resource functions and
human resource practices in HRM. Functions are
internal or outsourced tasks, while practices are HRM
systems that affect employees and the organization
(Pefia & Hinlayagan, 2023). Consequently,
organizations with effective HRM strategies should
expect lower absence and turnover, improved skill
development, and employee retention (Asadi et al.,
2018).

Lai et al. (2020) stated that most actions involving the
administration of work and persons occur informally
and often without the involvement of a human
resources department or an employment expert. Also,
the simple presence of professional human resource
capability significantly impacts employment and
company infrastructure while responding to economic
change (Lai et al., 2020). Thus, effective HRM
policies and processes improve corporate performance
in critical areas (Hayton et al., 2020).

Moreover, human resource management is burdened
by the influence of innovation on a company (Taylor,
2019). Becker and Smidt (2018) added that risks in
innovation include, but are not limited to, the loss of
workers with critical organizational networks.
Furthermore, Hotho and Dowling (2019) underlined
that since human resource concerns are one of the
most crucial components of a company's operation,
innovation should be considered as a challenge of
human management. Likewise, regardless of size,
human resource technology is a crucial factor in
successful business talent management (Taylor, 2019).

HRM principles have progressed from focusing on
care and administration to motivating employees and
ensuring job happiness (Shen, 2020). Further, HRM
goals include personnel, performance, change
management, and administration (Solomon et al.,
2018). The following areas are training and
development, performance appraisal, work-life
balance, and rewards and benefits (Jafri, 2013).
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Training and development enable organizations to
focus on using the skills of their workers and helping
their growth and development, as well as the growth
and development of organizations in the current period
of global competitiveness (Binsiddiq, 2020). In
addition, training and development refer to refining
and changing employees' knowledge, skill, and
attitudes, and a key to HRM practices that are used to
improve current and future performances (Jafri, 2013).
Argote and Miron-Spektor (2018) added that
employees' ability to learn and adapt is crucial to an
organization's performance and long-term success.

Performance appraisal is assessing how effectively
employees do their tasks compared to a set of criteria
and then conveying that information to those
employees (Jafri, 2013). Despite the widespread use of
performance appraisals, experts have shown that the
process needs to be fixed and may not be helpful as a
measurement tool for both the company and the person
(Kumari, 2021). Royes (2019) emphasized that if the
appraisal process is not correctly handled, performance
appraisals can have a detrimental influence on the
organization, and regardless of its popularity, the
performance appraisal process may be ineffective as a
human resource tool.

On the other hand, work-life balance refers to a
person's capacity to balance work and family
obligations, as well as other non-work obligations
(Jafri, 2013). In addition, work-family balance
supplies a complete answer to various difficulties
societies confront in the twenty-first century
(Fernandez et al., 2019). Moreover, one of the
important ways to balance work and other obligations
in companies is to have flexible work arrangements
(Michielsens et al., 2020). The advantages of higher
job satisfaction, organizational loyalty, and decreased
turnover intentions are also more likely to be realized
by businesses that provide a family-friendly workplace
(Jahn, 2019).

Lastly, rewards and benefits refer to various monetary
and non-monetary rewards provided to workers in
exchange for employees' contributions to the company
(Jafri, 2013). According to the study of Bhatnagar
(2020), employees who felt supported by their bosses
and were given adequate rewards and recognition had
a lower turnover intention. Further, intrinsic
incentives, along with extrinsic rewards and
recognition, are key components of employee
motivation since intrinsically driven persons
participate in activities for personal fulfillment and the
pleasure of completing a task or achieving a goal
(Hung et al., 2021) and extrinsic incentives have been

shown to increase organizational commitment (Acosta,
Fulgencio, & Decena Il1, 2021).

Organizational Commitment

Securing employees' affection and showing
commitment have been important goals for
organizations and human resources development
practices (Mercurio, 2021). An employee's strong
desire to remain with the company even if offered the
option to leave is known as organizational
commitment (Upchurch et al., 2018). Moreover,
organizations with attentive, fair, and treat employees
and their voice behavior with respect and dignity foster
a sense of worth in the workplace, which improves
employee organizational commitment (de la Rosa,
2019). On the other hand, organizations that do not
respond with justice or respect may suppress voice
behavior, affecting organizational commitment
(Janssen & Gao, 2018).

According to Floerchinger (2019), organizational
commitment is strong sentiments of employees'
devotion to an organization, which anchor an
employee's self-identity. Likewise, employees with
high organizational commitment are more inclined to
work harder and deliver a higher level of service (de la
Rosa, 2019), and the degree of an individual's sense of
duty toward the organization's goals and mission
(Chhabra, 2018). Further, organizational commitment
is an established bond between employees who feel
devotion to their organization (Chovwen, 2021). The
desire of the employee to offer their best and complete
effort will pay off for the organization (Stawowczyk,
2018).

Moreover, organizational commitment has attracted
people's attention in today's global economy and
evolving business environment because it leads to a
competitive advantage by keeping excellent employees
(Jun-Cheng et al.,, 2019). In addition, employees
committed to the organization will provide them with a
competitive advantage and decrease the expenses
associated with employee turnover (Decena &
Abellanosa, 2022). Thus, businesses need dedicated
employees to properly handle competition in our
global market (Adeoye & Torubelli, 2018).

Organizational commitment is important High levels
of commitment to an organization are associated,
according to studies, with less plans to leave (Brunetto
et al., 2019). The financial line of the company is
improved by low turnover. Seeing other workers
depart a firm, however, may lower employee
engagement (Meyer & Maltin, 2019), thus it also helps
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with employee engagement and well-being
(Stawowczyk, 2018). Further, in the study of Oloyede
(2020), higher levels of organizational commitment
were seen in those with higher levels of satisfaction.
Furthermore, satisfied and motivated employees have
more positive sentiments, thoughts, and behaviors
about their jobs, and they are more inclined to channel
that optimism into achieving organizational goals.

It is important to highlight, according to Mahoney's
(2018) research, that empirical literature identifies
three key organizational commitment dimensions as
being workers' more significant organizational
commitment: affective, continuation, and normative
commitment. According to Miao et al. (2020),
affective commitment is an emotional connection,
engagement, and identification with an organization.
In addition, Bellido (2020) stated that affective
commitment also refers to an employee's belief that he
is an integral part of the organization's operation. Since
they take very aggressive, company-promoting
behaviors, employees who exhibit emotional
commitment serve as brand ambassadors (Slack et al.,
2020), and affective commitment is also measured by
how much a person connects with, appreciates, and is
actively engaged with working for his employer
(Chhabra, 2018).

Geneviit-Janonien and Endriulaitien (2019) claim that
affective commitment is the most beneficial
component of organizational commitment for
organizations since it positively influences workers'
professional effectiveness and reduces the danger of
professional burnout and withdrawal behavior.
Further, Gao-Urhahn et al. (2018) explained that
affective commitment grows with time; yet varied
employee experiences might lead to differences in
these degrees. Thus, the time a person has worked for
a firm and the amount of money they earn has also
been connected to organizational commitment (Griego,
2019).

The ratio of a person's commitment to a company
based on the expense of leaving compared to their
desire to continue with the company is known as their
continuity commitment (Chhabra, 2018). Moreover,
when an employee quits an organization, this is
perceived cost (de la Rosa, 2019). The cost might be
linked to losing work connections or the inability to
transfer collected job skills (Miao et al., 2020).
Additionally, continuance commitment was discovered
to be a significant predictor of higher levels of
resistance to change, cynicism, and emotional
exhaustion, suggesting that commitment based on
employee investments and a lack of job alternatives

consumes a significant amount of emotional resources
(Geneviit-Janonien & Endriulaitien, 2019).

Lastly, a normative commitment was linked to good
workplace outcomes, such as attendance, job
performance, and organizational and civic behavior.
These findings contribute to the growing body of
evidence showing that the broader concept of
organizational commitment may prevent and promote
negative consequences, such as voluntary turnover
(Kautz, 2018). On the other hand, the non-significant
connections of continuance commitment suggest that it
will require support from other elements to produce
favorable results (Boichuk & Menguc, 2019).

Chhabra (2018) elaborated normative commitment as
the degree to which a person's sense of moral and
ethical responsibility is the primary motive for staying
employed with the organization. It is also the extent to
which employees stay with their employer out of pure
responsibility (Slack et al., 2020). Brown (2020) added
that normative commitment is influenced by two
factors: the organization's size and quantity of
investments, as well as the impression of a lack of exit
alternatives.

Work Engagement

It is widely understood that contemporary
organizations require engaged workers to be
competitive, and work engagement has served as a
source of inspiration for academics and practitioners
throughout the world (Bakker, 2019). However, it has
been viewed as a societal challenge with far-reaching
economic implications (Schaufeli & De Witte, 2017).
Work engagement is the opposite of burnout and
predicts job dissatisfaction and intention to leave the
organization (Lappin, 2021).

Organizational commitment is more concerned with
the organization, whereas work engagement is more
concerned with the task at hand. Work engagement is
conceptualized as a general long-term mental state
relating to the concurrent engagement of personal
energy in the experience or execution of work
(Christian et al., 2021). Work engagement was
developed to describe a person's relationship with their
job rather than the broader idea of engagement, which
encompasses their relationship with the organization
(Bakker & Leiter, 2020). Thoele (2018) posited that
work engagement and self-esteem are related because
work engagement improves the perceived significance
of one's work, which influences one's self-
consciousness and, as a result, one's self-esteem.

Organizations understand the value of work
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engagement among their associates. They are working
to discover methods to increase it, and because of the
increased attention to this issue, organizations are
scrambling to develop solutions (Fox, 2019). Human
resource studies have shown that leadership is a crucial
factor in work engagement, but they do not look at a
specific type of leadership (Gallup, 2017). The term is
like effective leadership and claims it improves
engagement but does not link to a leadership style
(Watson, 2019). Other studies have shown that when a
manager sets up an organization's vision or strategy or
acts non-defensively, it positively influences work
engagement (Shuck et al., 2019).

According to Bakker (2019), an engaged employee is
energetic, resilient, involved, enthusiastic, driven, and
focused. Cobb (2021) added that work engagement is
distinct in that it includes pleasure, proactivity, and a
condition that varies based on external and internal
variables. However, Hopstaken et al. (2020) elaborated
that highly engaged employees performed better
because they could focus all their attention and energy
on a challenging task. Hence, corporate sectors know
that work engagement is essential to organizational
success, but they still have a long way to go in figuring
out how to ensure it happens (Fox, 2019).

Work engagement, according to Petrovi et al. (2017),
is a positive affective-motivational state of work-
related well-being characterized by energy, devotion,
and absorption. According to Bakker (2019), vigor is
described as an increase in energy, mental fortitude,
and effort investment; devotion is defined as a
commitment to one's job and a feeling of enthusiasm;
and absorption is defined as total focus and fixation on
one's work. Additionally, vigor is defined as a
willingness to exert effort, mental fortitude, and work-
related energy (Flores, 2021). In addition, in the study
of Swords (2020), vigor is defined as a positive
affective reaction to one's continuing encounters with
essential components in one's employment and work
environment that includes sensations of physical
strength, emotional energy, and cognition.

Vigor has been related to several positive outcomes,
including improved health, a lower risk of death and
diabetes, and more work satisfaction (Shirom et al.,
2019). However, just as burnout occurs when a
worker's energy resources are depleted at work, vigor
is more likely to happen when the work environment
encourages resource acquisition (Nahrgang et al.,
2019). On the other hand, increasing vigor may
encourage positive outcomes, just as minimizing
burnout may aid in preventing bad ones (Swords,
2020).

Moreover, according to Shirom (2019), burnout and
vigor are most likely separate. However, they can
happen at the same time. Unlike burnout, vigor is
thought to be a part of the behavioral enabling system,
which stimulates pleasure or reward-oriented behavior
and encourages a person to respond enthusiastically to
circumstances where rewards and resources are likely
to be acquired. Bakker (2019) emphasized that even
though vigor and burnout have significant differences,
the two emotional states are thought to be independent.

On the other hand, dedication is described as pride in
one's work and acknowledging that one's work is
meaningful or significant and that one's work matters
(Swords, 2020). Employees are proficient in their jobs
but need more energy and passion for their work.
People may be proficient at their jobs but need more
motivation and passion (Mejalli, 2020). Thus,
employee dedication and energy are key factors that
influence and result in employee engagement (Smith
& Wallace, 2018).

Johnson et al. (2018) explored how certain
communication business executives engage their staff
to boost profitability. Moreover, organizational
cohesiveness and productivity improved for business
executives who studied and implemented effective
employee engagement techniques (Osborne &
Hammoud, 2021). Further, the study by Vandenabeele
(2020) stated that employee dedication had been
proven to be related to employee satisfaction. Hence,
meaningful work helps workers see how important
they are to the company, which keeps them engaged
(Ladyshewsky & Taplin, 2018).

Lastly, absorption is described as fascinating by one's
job and finding it difficult to separate oneself from the
activity at hand (Flores, 2021). According to Carleton
et al. (2020), absorption is a distinctive personality
attribute that may be examined, and there is ambiguity
around the personality traits linked to the absorption
feature. However, there seems to be a strong basis for
knowing what absorbent individuals are likely to do;
little is known about the personality attributes that may
explain why they engage in the ways that they do
(Riley, 2018).

Methodology

Research Design

This study used correlation and regression analysis in a
quantitative, non-experimental approach. The
researchers identified the association between HRM
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practices, organizational commitment, and work
engagement of the teachers at Tacurong National High
School, making this study's design and methodology
the most suitable.

Correlational research also identifies connections
between two or more variables within the same
population (Curtis et al., 2016). In a correlational
research study, the researcher is interested in
determining the strength of the association or
relationship between variables. As a result, it is
important to determine whether and to what extent
there is a relationship between HRM practices,
organizational commitment, and work engagement of
teachers at Tacurong National High School. In
research, the conclusion is assumed to be caused by an
independent variable. According to Bridgmon and
Martin (2012), changes in the independent variable
result in changes in the dependent variable. The
resultant behavior or effect of HRM practices and
organizational commitment is work engagement,
which is assessed.

Population and Sample

Total enumeration sampling was used to choose the
study's respondents. Studying the complete population
of interest is part of the purposive sampling method
known as total enumeration sampling. When the whole
population is under control, as in a well-defined subset
of a larger population, it is most practical. It enables
scientists to draw a clearer picture and greatly reduces
speculation. It does away with the possibility of biased
sample selection, which is often present in random
research samples (Singh, 2022).

At present, there are a total of 171 Junior and Senior
High School teachers at Tacurong National High
School who were selected to be the respondents of the
study. However, in the study's actual conduct, only
138 public school teachers were surveyed due to the
inclusion, exclusion, and withdrawal criteria.

Inclusion Criteria. Teachers who have taught at least
three months in Tacurong National High School are
considered respondents.

Exclusion Criteria. Only newly appointed teachers
with three months of service will be included.

Withdrawal Criteria. Respondents have the right to
leave a survey anytime they feel uneasy or intimidated
or if they believe they may suffer actual or imagined
bodily, psychological, or emotional damage.

Research Instrument

Primary information regarding the constructs, such as
HRM practices, organizational commitment, and work
engagement, was acquired for the research. The survey
questions were modified and contextualized to match
the respondents in the study using data from several
relevant studies. The instrument has been restructured
to make it more appropriate to the local environment.

The HRM practices survey was modified from Jafri
(2013). The modified instrument's four categories of
training and development, performance evaluation,
work-life balance, and incentives and benefits are used
to assess HRM practices. The survey tool for
organizational commitment was modified based on
Piong's (2016) research. The instrument's three
domains—affective, continuation, and normative
commitment—are used to assess perceived
organizational commitment. The survey instrument for
measuring work engagement is based on research by
Petrovic et al. The instrument is designed to measure
work engagement based on three domains: vigor,
dedication, and absorption. Using a Likert-type scale
with a range of 1 to 5, the respondents expressed their
responses using the words "strongly agree" or
"strongly disagree."

Data Collection

Numerous methods were used to collect the data
required for the investigation. The first step was to
gain approval to carry out the research, which was
granted by the Tacurong City Schools Division
Superintendent's Office and the principals of Tacurong
National High School and Tacurong City Schools
Division, respectively. Following approval, the
researchers checked the instrument's suitability. It
received a 4.36 out of 5 stars, or Very Good, from two
business management specialists who confirmed it.
Following validation, a pilot test with 23 senior high
school teachers from Tacurong National High School
was carried out. The researcher adhered to the barest
minimal of health requirements for COVID-19
prevention given the danger of the disease. The
following metrics were utilized to test the
questionnaire's reliability: HRM practices (0.925),
organizational commitment (0.905), and work
engagement (0.830). According to Taber (2018), the
Cronbach alpha consistency co-efficient often falls
between zero and one. The coefficient had no lower
bound, however. The greater the internal consistency
of the scale's items, the closer the Cronbach's alpha
coefficient is to one (Gliem & Gliem, 2019).

Cronbach's alpha is also used to assess the reliability
of questionnaires, and Darren and Mallery (1999)
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suggested the following rule of thumb: if the result is
greater than or equal to 0.9, it is excellent; greater than
or equal to 0.8 is good; greater than or equal to 0.7 is
acceptable; greater than or equal to 0.6 is questionable;
greater than or equal to 0.5 is poor; and greater than or
equal to 0.4 is unacceptable.

Statistical Treatment

The following statistical methods were used to total
and process the data obtained from the questionnaires:

Mean. It determines the HRM practices, organizational
commitment, and work engagement level.

Pearson Product Moment Correlation. It is used to
demonstrate the importance of the link between work
engagement, organizational commitment, and HRM
practices. The researchers employed Parvez
Ahammad's Pearson correlation interpretation table,
which was given by Jaadi (2019). The Pearson
correlation interpretation was utilized to determine the
association between HRM practices, organizational
commitment, and teachers' work engagement.

Ethical Consideration

The study was carried out in accordance with all
ethical guidelines and regulations. In particular, they
managed the population and data according to the
following guidelines, according to the research
protocol evaluations and defined criteria:

Voluntary Participation. The respondents to this
survey were given the freedom to choose whether or
not to take part. The respondents were given a
thorough explanation of the study's goals and
advantages, and their right to decide whether or not to
participate in it was carefully reviewed and respected.

Privacy and Confidentiality. The researcher followed
the RA 10173 of the Data Privacy Act by including a
signed note with the questionnaire informing
respondents that the information obtained was kept
private and confidential. In addition, the data collected
was only utilized for academic reasons and, if
required, was destroyed when the research was over.

The Informed Consent Process. The study's
respondents were requested to participate by gaining
consent, which was critical in ensuring they were
treated with respect by offering deliberate agreement
for a voluntary act. The study questionnaires were
given in the same manner, with authorization from the
approved channel of authority.

Risks. The survey did not cover high-risk situations,
despite the present pandemic, thus the respondents
were not at danger in terms of their health, wellbeing,
or socioeconomic status. If the respondents weren't
there or weren't accessible, the researchers first asked
when would be the best time to do the survey, or they
just left the questionnaires with them and retrieved
them when they were finished. Both the researchers
and the respondents followed the IATF protocol.

Benefits. The study greatly advances our
understanding of the level of job engagement among
instructors in educational institutions. The results of
this research are advantageous to the education sector
since they provide some insights that may be used to
the formulation of policies in the pursuit of more
consistent and superior teaching services.

Authorship. Their authorship in this research
publication was indicated by their individual
contributions to the investigation and reporting. The
co-authors must get approval from the other co-authors
before using the research.

Results and Discussion

The information in these sections is presented together
with a breakdown of the conclusions based on the
respondents’ comments on their involvement at
Tacurong National High School. Level of HRM
practices, organizational commitment, and work
engagement were the subheadings that determined the
order of the conversations. The impact on HRM
procedures, employee engagement, organizational
commitment, and employee engagement is thereby
substantial. The impact of HRM practices and
organizational commitment on work engagement was
also studied using regression analysis.

Level of HRM Practices

The extent of HRM procedures at Tacurong National
High School is shown in Table 1. The total mean score
for HRM practices was 3.96, which is considered to be
very high. It indicates that HRM is often used. The
mean ratings for the four indicators, which received
high descriptions, are as follows: Work-life balance
received a mean rating of 3.95, rewards and benefits
received a mean rating of 3.98, performance
assessment received a mean rating of 3.96, and
training and development received a mean rating of
3.94.
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Table 1. Level of HRM Practices

Indicator Mean Descriptive lavel
Training and Development 3.96 High
Performance Appraizal 3.04 High
Work-life Balance 3.95 High
Rewards and Benefits 3.08 High
Overall 3.96 High

The high level of HRM procedures is credited to all
indicators, training and development, performance
appraisal, work-life balance, and rewards and benefits.
Tacurong National High School teachers often practice
in HRM activities. These events are an articulation of
the pronouncements of Roh (2019) that HRM practices
influence diversity within organizations and impact
teachers' performance. Also, as a crucial component of
HRM practices to enhance present and future
performances, training and development improve
teachers' knowledge, skills, and attitudes (Jafri, 2013).

Level of Organizational Commitment of Teachers

Table 2 lists the organizational commitment levels of
the teachers at Tacurong National High School. The
total mean score for organizational commitment was
3.92, which is considered high. It implies that the
teachers are often committed to the school. In
particular, the three indicators received high
descriptions, and the mean ratings are as follows:
Affective commitment had a mean value of 4.11,
continuation commitment received a mean rating of
3.99, and normative commitment received a mean
rating of 3.67.

Table 2. Level of Organizational Commitment of
Teachers

Indicator Mean Descriptive
level
Affective Commitment 411 High
Continuance Commitment 3.90 High
Normative Commitment 3.67 High
Overall 302 High

The result of the respondents' high ratings for
emotional, continuation, and normative commitment
on the variable's assessment is the overall high degree
of organizational commitment. It shows that
respondents rated organizational commitment as often
committed in the organization across all variable
assessment components.

The result aligns with the study of de la Rosa (2019)

that improved organizational commitment is
undoubtedly a result of responsive and fair institutions
that treat teachers and their conduct with respect and
dignity. Moreover, highly committed employees are
more likely to put in more effort and provide better
service (Floerchinger, 2019). Also, Oloyede (2020)
emphasized that people who are happy and motivated
have more positive feelings, attitudes, and behaviors
about their professions and are more likely to use their
optimism to forward the aims of the organizations.

Level of Work Engagement of Teachers

In Table 3, Tacurong National High School teachers'
degrees of work engagement are shown. Work
engagement overall had a high mean score of 4.18. It
implies that educators are often engaged with their
task. The work engagement metrics have the following
mean score: The average score for vigor was 4.02, the
average for dedication was 4.34, and the average for
absorption was 4.19.

Table 3. Level of Work Engagement of Teachers

Indicator Mean Dascriptive lsvel
Vigor 4.02 High

Dedication 434 WVery High

Absorption 419 High
Ovwerall 4.18 High

The respondents' high scores for the variable's
measurement, namely vigor and absorption, explain
the overall high degree of work engagement. On the
other hand, dedication achieved a very high outcome.
It shows that respondents rated their level of work
engagement for each variable measurement construct
as often engaged.

Based on Smith and Wallace's (2018) research, staff
dedication and energy have a significant impact on and
are responsible for producing employee engagement.
Moreover, work engagement is positively impacted
when administrators establish an organization's vision
or goal or when they operate non-defensively. (Shuck
et al., 2019). It also substantiates the study of Thoele
(2018) work engagement enhances the value of one's
work as perceived by the individual, which affects
self-consciousness and, consequently, self-esteem.
Also, high-engagement workers were better at their
jobs because they could devote all their attention and
energy to complex tasks (Hopstaken et al., 2020).

Correlation between HRM Practices and Work
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Engagement

Data on the relationships between HRM practices and
work engagement are shown in Table 4. The aggregate
r-value obtained from the foregoing measurements is
0.342, and the null hypothesis that there is no
significant relation is rejected with a p-value less than
0.05.

Additionally, it was shown that when associated to
vigor, training and development, performance
apprasail, work-life balance, and rewards and benefits
serve as indications of HRM practices. With p>0.05
and an overall r-value of 0.155, it is not significant.
The total r-value is 0.325 with a p-value of 0.05, which
is significant when the hands of HRM practices are
associated to dedication. The indicators of HRM
practices relate to absorption, and as a result, the total
r-value is 0.326 with a p-value of 0.05, making it
significant.

Table 4. Significant Relationship between HRM
Practices and Work Engagement of Teachers

. Work Engagement
HRM Practices Vigor Dedication Absorption  Overall
Training and 205* 254 278 313
Development (.016) (.003) (.001) (.000)
Performance 091 306%* 220 250
Appraisal (.290) (.00 (009 (.002)
. . 127 288 307* 308
Work-life Balance (138) (001) (.000) (.000)
] 098 238 279 263+
Rewards and Benefits (251) (.005) (001) (002)
_ 155 325 326 342
Overall (070) (.00 (000 (.000)

The null hypothesis of the research is rejected because
of the variable relationship test, which demonstrates a
crucial link between HRM practices and work
engagement. This proves that there is a connection
between HRM practices and work engagement.
Engagement at work is substantially connected with
the overall outcome of HRM practices. Work
engagement is linked to training and development,
performance appraisal, work-life balance, and, rewards
and benefits.

The result aligns with the Human Resource Theory of
Hewett and Shantz (2021) that human resources might
redefine organizational success as the simultaneous
attainment of commercial, environmental, and social
goals. The study's results confirm Suan and Nasurdin's
findings from 2018 that proactive behavior is
favorably and substantially impacted by human
resource management techniques, and that aggressive
behavior directly affects professionals' degree of

engagement at work.

Correlation between Organizational Commitment
and Work Engagement

Data on the relationships between organizational
commitment and work engagement are shown in Table
5. The null hypothesis of no significant relationship is
rejected by the aggregate r-value of 0.375 with p <
0.05, which is significant.

Additionally, when strength was considered, it was
shown that affective, continuation, and normative
commitment acted as markers of organizational
commitment. Significant because the total r-value is
0.249 and has a p-value of 0.05. The total r-value is
0.295 with a p-value of 0.05, making it significant
when organizational commitment and dedication are
correlated. The total r-value is 0.341 with a
significance level of 0.05 due to the organizational
commitment indicators' correlation with absorption.
Significant but mild correlations were seen in the
probability values.

Table 5. Significant Relationship between
Organizational Commitment and Work Engagement of
Teachers

Organizational Commitment Vigor Dedf‘iﬁ?ﬁjﬂgﬁiﬁfﬁfon Overall
Affective Commitment (23{81:)* ?gé;; (33;;; ? ;{3;;;
Continuance Commitment (233;; (233;; (2;(11:; (3(11{:;;;
Normative Commitment (:gig) (:gclszsz) (:(lngg) (:1 é;)
Overat (oo (o0 o (oo

The null hypothesis of the research is rejected because
of the test for relationships between variables showing
a significant association between organizational
commitment and work engagement. It suggests that
engagement at work and organizational commitment
are related. Work engagement is substantially
connected with the overall outcome of teachers'
organizational commitment. In one instance, work
engagement relates to affective and continuance
commitment.

The result of the study is supported by Cesério and
Chambel (2019) that organizations have frequently
identified solid organizational commitment and high
work engagement as crucial success factors for
obtaining improved performance. Also, in the shifting
environment of today, employee commitment and

Dela Pefia et al.

86/92



Psych Educ, 2023, 12: 78-92, Document 1D:2023 PEMJ1038, doi:10.5281/zenodo.8234052, ISSN 2822-4353

involvement are becoming increasingly important
(Abu-Shamaa et al., 2018).

Multiple Regression Analysis of the Influence of
HRM practices Domains on Work Engagement

The analysis of job engagement is shown in Table 6 as
a function of training and development, performance
appraisal, work-life balance, and rewards and benefits.
The regression analysis demonstrates how
modifications to work engagement are correlated with
modifications to training and development,
performance appraisal, work-life balance, and rewards
and benefits.

According to the analysis's findings, factors such as
work-life balance, rewards and benefits, performance
appraisal, and training and development have no
influence on how engaged teachers are at work. Their
t-values of 1.795,.073, 1.860, and.095, as well as their
respective p-values of 0.075,.942,.065, and.924 (all
more than 0.05), are clear indications of this.

Table 6. Multiple Regression Analysis of the Influence
of HRM Practices Domains towards Work
Engagement

Work Engagement
HRM Practices B Beta  tvalue  p-value

(Constant) 3.107 11.840 000
Training and Development 143 203 1.795 073
Performance Appraisal 007 009 073 942
Work-life Balance 114 195 1.860 065
Rewards and Benefits 0og 012 095 924
R? 129
F-value 4.923
P-value 001

It was discovered that work engagement is not
influenced by training and development, performance
appraisal, work-life balance, or rewards and benefits.
Conferring to the research done by Lai et al. (2020),
most choices pertaining to the management of people
and work are made on an informal basis, sometimes
without the help of human resources departments or
employment experts. This is further supported by the
findings of the research by Lai et al. (2020), which
found that when responding to economic change, the
availability of competent professional human
resources has a more significant influence on
employment and organizational infrastructure.
Effective HRM policies and practices thereby increase
organizational performance in key areas (Hayton et al.,
2020).

Multiple Regression Analysis of the Influence of
Organizational Commitment Domains on Work
Engagement

The analysis of work engagement is shown in Table 7
as a regression on emotional, continuance, and
normative commitment.  Affective commitment,
according to the research, accounts for around 22.9 or
23 percent of the difference in work engagement. It
should be noted that there is a 0.44 rise in work
engagement for every unit of emotional commitment.

However, continuance and normative commitment
may like to have no influence to teachers' work
engagement. It is evident in their t-values of .564 and
451, with their p-values of 0.574 and .653,
respectively, greater than 0.05. The result
demonstrates further that emotional commitment has a
big impact on job engagement. Considering this, the
null hypothesis that there is no insluence is rejected.
Given that F= 13.252 and a p-value of 000 show that
the findings showed a solid model,

Table 7. Multiple Regression Analysis of the Influence
of Organizational Commitment Domains towards
Work Engagement

Work Engagement

Organizationa! Commitment B Beta  fvalue  p-value
(Constan) 2674 10.211 000
Affective Commitment 31 436 4712 .000
Continuance Commitment 039 057 564 574
Normative Commitment 020 038 451 633
RZ 229
F-value 13.252
P-value 000

It has been shown that work engagement is not
influenced by continuance or normative commitment.
Affective commitment, however, has an influence on
work engagement. Affective commitment, which has a
positive effect on employees' professional
effectiveness and lowers the risk of burnout and
withdrawal behavior, was found to be the most
advantageous aspect of organizational commitment for
organizations in the study conducted by Geneviit-
Janonien and Endriulaitien (2019). The findings of
Griego's 2019 research, which showed that an
individual's income and length of employment have
been connected to organizational commitment, further
support this claim. However, organizational
commitment may be undermined by reactions from
companies that do not treat individuals fairly or with
respect, as highlighted by Janssen and Gao (2018).
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Conclusion

(1) The findings indicated that there is a high degree of
HRM practices, organizational commitment, and work
engagement, which is indicative of often practice,
commitment, and engagement on the part of the
organization and teachers, respectively.(2) Work
engagement has a considerable association with
organizational commitment and HRM practices. (3)
There is no significant influence between the
following HRM practices domains: training and
development, performance appraisal, work-life
balance, and rewards and benefits with work
engagement.(4) Only affective commitment of
organizational commitment significantly influences
work engagement.

Based on the results of the study, the researchers
proposed the following recommendations: (1) The
high-level rating of HRM practices, organizational
commitment, and work engagement of teachers in
Tacurong National High School suggests that there is
room for improvement by raising them to a very high
level. The school should instigate training and
activities to help teachers grow and engage.(2) The
significant relationship between the two variables:
HRM practices and organizational commitment toward
work engagement, indicates that the school must
sustain these variables because a higher level of these
variables will result in a higher level of work
engagement. It can be done by continuously setting
HRM practices by ensuring that teachers have efficient
and effective training and development, performance
appraisal, work-life balance, and rewards and
benefits.(3) Since the study shows that HRM practice
domains have no significant influence on teachers'
work engagement, the researchers highly recommend
that school administrators align their HRM practices
based on the developmental needs of the teachers.(4)
The school should also consider teachers'
organizational commitment focusing on affective
commitment because it influences teachers' work
engagement and improves continuance and normative
commitment.(5)Future researchers should explore
other variables and indicators that may have an
influence and relationship to work engagement.

References

Abu-Shamaa, R., Al-Rabayah, W. A., & Khasawneh, R. T. (2018).
The effect of job satisfaction and work engagement on
organizational commitment. IUP Journal of Organizational
Behavior, 14(4).

Acosta, J. G., Fulgencio, J. L., & Decena Ill, J. T. (2019). Teachers'

Financial Management Assessment: Basis for Technical Assistance.
Ascendens Asia Journal of Multidisciplinary Research Abstracts,
3(21).

Adeoye, H., & Torubelli, V. (2018). Emotional intelligence and
human relationship management as predictors of organisational
commitment. IFE Psychologia: An International Journal, 19(2),
212-226. doi:10.4314/ifep.v19i2.69532

Argote, L., & Miron-Spektor, E. (2018). Organizational learning:
From experience to knowledge. Organization Science, 22(5), 1123—
1137.

Asadi, P., Givi, M. K. B., Parvin, N., Taherishangh, A. A. M., &
Tutunchilar, S. (2018). On the role of cooling and tool rotational
direction on microstructure and mechanical properties or friction stir
processed AZ91. International Journal of Advanced Manufacturing
Technology, 63(9-12), 987-997. doi:10.1007/s00170-012-3971-0

Bakker, A. B. (2019). Strategic and proactive approaches to work

engagement. Organ. Dyn. 46,8 67-75. doi:
10.1016/j.0rgdyn.2017.04.002

Bakker, A. B., & Schaufeli, W. B. (2018). Work
engagement. Organizational Behaviour: The Blackwell

Encyclopedia of Management. West Sussex, UK: Wiley.

Bakker, A., & Leiter, M. (2020). Work engagement: A handbook of
essential theory and research. New York: Psychology Press.
doi:10.4324/9780203853047

Becker, K. & Smidt, M. (2018). A risk perspective on human
resource management: A review and directions for future research.
Human Resource Management Review, 26(2), 149- 165. doi:
10.1016/j.hrmr.2015.12.001

Bellido, C. M. (2020). A quantitative study evaluating the degree to
which organizational commitment, organizational support, and job
satisfaction may be predictive of turnover intentions among
millennial employees of insurance companies in the southeastern
united states (Order No. 28314726). Available from ProQuest
Central. (2487831976). Retrieved from
https://www.proquest.com/dissertations-theses/quantitative-study-ev

aluating-degree-which/docview/2487831976/se-2?accountid=31259

Bhatnagar, J. (2020). Mediator analysis in the management of
innovation in Indian knowledge workers: The role of perceived
supervisor support, psychological contract, reward and recognition,
and turnover intention. The International Journal of Human
Resource Management, 25, 1395-1416.
d0i:10.1080/09585192.2013.870312

Binsiddiqg, Y. A. (2020). Current and future perceived importance of
training and development competencies in a selected area identified
by saudi practitioners (Order No. 10154519). Available from
ProQuest Central. (1819301409). Retrieved from
https://www.proguest.com/dissertations-theses/current-future-percei
ved-importance- training/docview/1819301409/se-
2?accountid=31259

Boichuk, J. P., & Menguc, B. (2019). Engaging dissatisfied retail
employees to voice promotive ideas: The role of continuance
commitment. Journal of Retailing, 89(2), 207-218.

Bridgmon, K. D., & Martin, W. E. (2012). Quantitative and
statistical research methods: From hypothesis to results. John Wiley
& Sons.

Brown, M. L. (2020). The impact of transformational, transactional
and Passive/Avoidant leadership on affective, continuance and

Dela Pefia et al.

88/92


http://www.proquest.com/dissertations-theses/quantitative-study-ev
http://www.proquest.com/dissertations-theses/current-future-percei

Psych Educ, 2023, 12: 78-92, Document 1D:2023 PEMJ1038, doi:10.5281/zenodo.8234052, ISSN 2822-4353

normative employee commitment (Order No. 10165691). Available
from ProQuest Central. (1832299956). Retrieved from
https://www.proquest.com/dissertations-theses/impact-transformatio
nal-transactional-
passive/docview/1832299956/se-2?accountid=31259

Brown, M., Hyatt, D., & Benson, J. (2020). Consequences of the
performance appraisal experience. Personnel review

Brunetto, Y., Xerri, M., Shriberg, A., Farr-Wharton, R., Shacklock,
K., Newman, S., & Dienger, J. (2019). The impact of workplace
relationships on engagement, wellbeing, commitment and turnover
for nurses in Australia and the USA. Journal of Advanced Nursing,
69(12), 2786-2799. doi:10.1111/jan.12165

Cai, D., Cai, Y., Sun, Y., & Ma, J. (2018). Linking empowering
leadership and employee work engagement: The effects of person-
job fit, person-group fit, and proactive personality. Frontiers in
psychology, 9, 1304.

Carleton, R. N., Abrams, M. P., & Asmundson, J. G. (2020). The
attentional resource allocation scale (ARAS): Psychometric
properties of a composite measure for dissociation and absorption.
Depression and Anxiety, 27, 775-786.

Cesério, F., & Chambel, M. J. (2019). Linking organizational
commitment and work engagement to employee
performance. Knowledge and Process Management, 24(2), 152-158.

Chhabra, B. (2018). Locus of control as a moderator in the
relationship between job satisfaction and organizational
commitment: A study of Indian IT professionals. Organizations and
Markets in Emerging Economies, 2(8), 25-41.

Chovwen, C. (2021). Predictors of organizational commitment of
factory employees. IFE Psychologa, 20(2), 184-191. Retrieved from
https://journals.co.za/content/journal/ifepsyc

Christian, M. S., Garza, A. S., & Slaughter, J. E. (2021). Work
engagement: A Quantitative review and test of its relations with task
and contextual performance. Personnel Psychology, 64(1), 89-136.
doi:10.1111/j.1744-6570.2010.01203.xt

Cobb, B. (2021). Work engagement, emotional labor, and grit in
frontline restaurant employees: A quantitative study (Order No.
28541688). Available from ProQuest Central. (2544894392).
Retrieved from
https://www.proquest.com/dissertations-theses/work-engagement-e
motional-labor-grit-
frontline/docview/2544894392/se-2?accountid=31259

Conway, N., & Briner, R. B. (2022). Investigating the effect of
collective organizational commitment on unit (J level performance
and absence. Journal of Occupational and Organizational
Psychology, 85(3), 472-486.

Cookson, C. S. (2020). The role of work-life balance programs in
job satisfaction (Order No. 10000366). Available from ProQuest
Central. (1757993730). Retrieved from
https://www.proguest.com/dissertations-theses/role-work-life-balanc
e-programs-job-
satisfaction/docview/1757993730/se-2?accountid=31259

Curtis, E. A., Comiskey, C., & Dempsey, O. (2016). Importance and
use of correlational research. Nurse researcher, 23(6).

Dakhan, S. A., Sohu, J. M., Jabeen, A., Mirani, M. A., Shaikh, J. A.,
& Igbal, S. (2020). Impact of Green HRM on Employees Pro-
Environmental Behavior: Mediating Role of Women Environmental
Knowledge at Higher Education Institutions. IJCSNS Int. J. Comput.

Sci. Netw. Secur, 20(12), 202-208.

Darren, G., & Mallery, P. (1999). SPSS for Windows Step by Step:
A Simple Guide and Reference. Allyn & Bacon, USA.

Decena Ill, J. T., & Abellanosa, G. G. (2022) Responsible
Leadership, Financial Management Practices, and Green Marketing
orientation: A Structural Equation Model on Triple Bottom Line
Performance among food Manufacturing Industries In Region XII.

de la Rosa, E. (2019). The impact of self-efficacy for voice behavior,
supervisor responsiveness and quality leader-member exchange on
employee organizational commitment (Order No. 13879028).
Auvailable from ProQuest Central. (2226062323). Retrieved from
https://www.proquest.com/dissertations-theses/impact-self-efficacy-
voice-behavior-
supervisor/docview/2226062323/se-2?accountid=31259

Duhn, S. T. (2021). Examining correlates of part-time faculty
affective commitment and job satisfaction (Order No. 3569194).
Available from ProQuest Central. (1355777198). Retrieved from
https://www.proguest.com/dissertations-theses/examining-correlates
-part-time-faculty-
affective/docview/1355777198/se-2?accountid=31259

Fernandez, J. M., Nadal, J. I., & Recio, L. E. (2019). The national
Work-Life balance index©: The European case. Social Indicators
Research, 128(1), 341-359. doi:10.1007/s11205-015-1034-2

Field, L. K., and Buitendach, J. H. (2018). Work engagement,
organisational commitment, job resources and job demands of
teachers working within disadvantaged high schools in KwaZulu-
Natal, South Africa. J. Psychol. Afr. 22, 87-95. doi:
10.1080/14330237.2012.10874525

Filstad, C. (2011). Organizational commitment through
organizational socialization tactics. Journal of Workplace Learning.

Floerchinger, A. K. (2019). Millennial and post-millennial
employees’ fear of commitment and organizational
commitment (Order No. 22588775). Available from ProQuest
Central. (2311959678). Retrieved from
https://www.proquest.com/dissertations-theses/millennial-post-empl
oyees-fear-
commitment/docview/2311959678/se-2?accountid=31259

Flores, M. A. (2021). Positivity at work: Perceived work-
performance, work-engagement, and health in full- time
workers (Order No. 1555956). Available from ProQuest Central.
(1536361768). Retrieved from
https://www.proquest.com/dissertations-theses/positivity-at-work-pe
rceived-performance/docview/1536361768/se-2?accountid=31259

Fox, T. P. (2019). Investigating impact of transformational
leadership on work engagement for information technology
associates (Order No. 13428311). Available from ProQuest Central.
(2182975644). Retrieved from
https://www.proquest.com/dissertations-theses/investigating-impact-
transformational-
leadership/docview/2182975644/se-2?accountid=31259

Gallup. (2017). Gallup daily: U.S. employee engagement. Retrieved
from
http://news.gallup.com/poll/180404/gallup-daily-employee-engagem
ent.aspx

Gao-Urhahn, X., Biemann, T., & Jaros, S. J. (2018). How affective
commitment to the organization changes over time: A longitudinal
analysis of the reciprocal relationships between affective
organizational commitment and income. Journal of Organizational

Dela Pefia et al.

89/92


http://www.proquest.com/dissertations-theses/impact-transformatio
http://www.proquest.com/dissertations-theses/work-engagement-e
http://www.proquest.com/dissertations-theses/role-work-life-balanc
http://www.proquest.com/dissertations-theses/impact-self-efficacy-
http://www.proquest.com/dissertations-theses/examining-correlates
http://www.proquest.com/dissertations-theses/millennial-post-empl
http://www.proquest.com/dissertations-theses/positivity-at-work-pe
http://www.proquest.com/dissertations-theses/investigating-impact-
http://news.gallup.com/poll/180404/gallup-daily-employee-engagem

Psych Educ, 2023, 12: 78-92, Document 1D:2023 PEMJ1038, doi:10.5281/zenodo.8234052, ISSN 2822-4353

Behavior, 37(4), 515-536. doi:10.1002/job.2088

Geneviciaté-Janoniené, G., & Endriulaitiené, A. (2019). Employees’
Organizational Commitment: Its Negative Aspects for
Organizations. Procedia - Social and Behavioral Sciences, 140,
558-564. https://doi.org/10.1016/j.shspro.2014.04.470

Gliem, J. A., & Gliem, R. R. (2019). Calculating, interpreting, and
reporting Cronbach’s alpha reliability coefficient for Likert-type
scales. Midwest research-to-Practice Conference in Adult,
Continuing, and community education.

Griego, M. J. (2019). The relationship of three professional factors
on affective commitment in online adjunct faculty members (Order
No. 13861254). Available from ProQuest Central. (2213000589).
Retrieved from
https://wwwv.proguest.com/dissertations-theses/relationship-three-pr
ofessional-factors-on/docview/2213000589/se-2?accountid=31259

Hadi, N., & Tentama, F. (2020). Affective commitment, continuance
commitment and normative commitment in reflecting organizational
commitment. American International Journal of Business
Management, 3(8), 148-156.

Hakanen, J. J., Bakker, A. B., & Schaufeli, W. B. (20019). Burnout
and work engagement among teachers. Journal of school
psychology, 43(6), 495-513.

Hayton, J. C., Hornsby, J. S., & Bloodgood, J. (2020). Part II: The
contribution of HRM to corporate entrepreneurship: a review and
agenda for future research. M@n@gement, 16(4), 357-432.
Retrieved from
http://eds.a.ebscohost.com.proxyl.ncu.edu/eds/pdfviewer/pdfviewer
?vid=2&sid=bff5c91
0-3081-43e4-9f3d-8d5b22a71d79%40sessionmgr4006

Hewett, R., & Shantz, A. (2021). A theory of HR co-
creation. Human Resource Management Review, 31(4), 100823.

Hopstaken, J., Linden, D. v. d., Bakker, A. B., & Kompier, M. A. J.
(2020). A multifaceted investigation of the link between mental
fatigue and task disengagement. Psychophysiology, 52(3), 305-315.
https://doi.org/10.1111/psyp.12339

Hotho, S., & Dowling, M. (2019). Revisiting leadership
development: the participant perspective. Leadership &
Organization Development Journal, 13(7), 609-629. Retrieved from
doi:10.1108/01437731011079655

Huang, X. X., Hu, Z. P., Liu, C. S., Yu, D. J,, & Yu, L. F. (2019).
The relationships between regulatory and customer pressure, green
organizational responses, and green innovation performance. Journal
of Cleaner Production, 112, 3423-3433.

Hung, S. Y., Durcikova, A., Lai, H. M., & Lin, W. M. (2021). The
influence of intrinsic and extrinsic motivation on individuals'
knowledge sharing behavior. International Journal of Human-
Computer Studies, 69, 415-427. doi:10.1016/j.ijhcs.2011.02.004

Idowu, A. (2019). Effectiveness of performance appraisal system
and its effect on employee motivation. Nile Journal of Business and
Economics, 3(5), 15-39.

Jafri, M. H. (2013). HRM Practices as Predictors of Employee
Engagement: An Empirical Investigation. Anvesha, 6(4), 1.

Jahn, E. (2019). Don't worry, be flexible? - Job satisfaction among
flexible workers. Australian Journal of Labour Economics, 18(2),
147-168.

Janssen, O., & Gao, L. (2018). Supervisory Responsiveness and

Employee SelfPerceived Status and Voice Behavior. Journal of
Management, 41(7), 1854-1872.
https://doi-org.ezproxy.ollusa.edu/10.1177/0149206312471386

Jeve, Y. B., Oppenheimer, C., & Konje, J. (2019). Employee
engagement within the NHS: a cross-sectional study. International
journal of health policy and management, 4(2), 85.

Johnson, A., Nguyen, H., and White, L. (2018). Workplace
aggression and organizational effectiveness: The mediating role of
employee engagement Australian Journal of Management, 43(4),
614-663. doi:10.1177/0312896218768378

Jun-Cheng, Z., Wen-Quan, L., Zhao-Yi, Z., & Jun, X. (2019).
Organizational commitment, work engagement, person-supervisor
fit, and turnover intention: A total effect moderation model. Social
Behavior & Personality: An International Journal, 43(10),
1657-1666. doi:10.2224/sbp.2015.43.10.1657

Kautz, B. W. (2018). The self-correcting workplace: The impacts of
continuance commitment and job autonomy on the relationship
between job dissatisfaction and creativity (Order No. 10752250).
Auvailable from ProQuest Central. (2055241025). Retrieved from
https://www.proquest.com/dissertations-theses/self-correcting-work
place-impacts-
continuance/docview/2055241025/se-2?accountid=31259

Konermann, J. (2018). Teachers' work engagement: A deeper
understanding of the role of job and personal resources in
relationship to work engagement, its antecedents, and its outcomes.

Kumari, S. (2021). A study on performance appraisal errors of
telecom managers in Navi Mumbai region. SIES Journal of
Management, 8(2), 3-13. Retrieved from Business Source Complete
database.

Ladyshewsky, R.K. and Taplin, R. (2018). The Interplay between
Organizational Learning Culture, the Manager as Coach, Self-
Efficacy, and Workload on Employee Work Engagement.
International journal of evidenced-based coaching and mentoring,
16, pp. 3-19 DOI: 10.24384/000483

Lai, Y., Saridakis, G., & Johnstone, S. (2020). Human resource
practices, employee attitudes and small firm
performance. International Small Business Journal, 35(4), 470-494.

Lappin, J. (2021). Predicting work engagement in federal employees

through the federal employee viewpoint survey (Order No.
28543008). Available from ProQuest Central. (2546057556).
Retrieved from

https://www.proquest.com/dissertations-theses/predicting-work-enga
gement-federal-
employees/docview/2546057556/se-2?accountid=31259

Leal-Sotoi, F., Carmona-Halty, M., Davila-Ramirez, J., & Valdivia,
Y. (2018). Work engagement, teaching practices with motivational
effects, and learning-oriented classroom motivational
climate. Revista Interamericana de Psicologia, 52(2).

Mahoney, A. (2018). Commitment and employee development:
Comparing generations X and Y. (Doctoral dissertation). San Jose
State University, San Jose, CA. Retrieved from
https://scholarworks.sjsu.edu/cgi/viewcontent.cgi?article=8144&con
text=etd_theses

Manalo, R. A., de Castro, B., & Uy, C. (2020). The mediating role
of job satisfaction on the effect of motivation to organizational
commitment and work engagement of private secondary high school
teachers in Metro-Manila. Review of Integrative Business and
Economics Research, 9, 133-159.

Dela Pefia et al.

90/92


http://www.proquest.com/dissertations-theses/relationship-three-pr
http://eds.a.ebscohost.com.proxy1.ncu.edu/eds/pdfviewer/pdfviewer
http://www.proquest.com/dissertations-theses/self-correcting-work
http://www.proquest.com/dissertations-theses/predicting-work-enga

Psych Educ, 2023, 12: 78-92, Document 1D:2023 PEMJ1038, doi:10.5281/zenodo.8234052, ISSN 2822-4353

Masvaure, P., & Maharaj, A. (2018). Work engagement, intrinsic
motivation and job satisfaction among employees of a diamond
mining company in Zimbabwe. Journal of Economics and
Behavioral Studies, 6(6), 488-499.

Mejalli, R. (2020). Organizational climate and employee
engagement (Order No. 27957923). Awvailable from ProQuest
Central. (2404058008). Retrieved from
https://www.proguest.com/dissertations-theses/organizational-climat
e-employee-
engagement/docview/2404058008/se-2?accountid=31259

Memon, M. A, Salleh, R., Mirza, M. Z., Cheah, J. H., Ting, H.,
Ahmad, M. S., & Tarig, A. (2020). Satisfaction matters: the
relationships between HRM practices, work engagement and
turnover intention. International Journal of Manpower.

Mercurio, Z. A. (2021). Affective Commitment as a Core Essence of
Organizational Commitment. Human Resource Development
Review, 14(4), 389.

Meyer, A. M. (2016). The impact of onboarding levels on perceived
utility, organizational commitment, organizational support, and job
satisfaction (Order No. 10158472). Available from ProQuest
Central. (1839269259). Retrieved from
https://www.proguest.com/dissertations-theses/impact-onboarding-le
vels-on-perceived-
utility/docview/1839269259/se-2?accountid=31259

Meyer, J. P., & Maltin, E. R. (2019). Employee commitment and
well-being: A critical view, theoretical framework and research
agenda. Journal of Vocational Behavior, 77, 323-337. Retrieved
from

Miao, Q., Newman, A., Schwarz, G., & Xu, L. (2020). Servant
Leadership, Trust, and the Organizational Commitment of Public
Sector Employees in China. Public Administration, 92(3), 727-743.
https://doiorg.ezproxy.ollusa.edu/10.1111/padm.12091Mowday, R.
T., Steers, R. M., & Porter, L. W. (1979). The measurement of
organizational commitment. Journal of Vocational Behavior, 14,
224-247. https://doi.org/10.1016/0001-8791(79)90072- 1

Michielsens, E., Bingham, C., & Clarke, L. (2020). Managing
diversity through flexible work arrangements: management
perspectives. Employee Relations, 36(1), 49-69.

Nahrgang, J. D., Morgeson, F. P., & Hofmann, D. A. (2019). Safety
at work: A metaanalytic investigation of the link between job
demands, job resources, burnout, engagement, and safety outcomes.
Journal of Applied Psychology, 96, 71-94. doi:10.1037/a0021484

Nda, M. M., & Fard, R. Y. (2019). The impact of employee training
and development on employee productivity. Global journal of
commerce and management perspective, 2(6), 91-93.

Oloyede, D. O. (2020). Comparative study of casual and regular
workers' job satisfaction and commitment in two selected banks in
Lagos State. IFE Psychologia: An International Journal, 20(1),
380-393. Retrieved from
https://journals.co.za/content/journal/ifepsyc

Osborne, S., & Hammoud S. (2021) Effective Employee
Engagement in the Workplace. Scholar Works, International Journal
of Applied Management and Technology, wldu.ijamt.1239.
https://scholarworks.waldenu.edu/ijamt/vol16/iss1/4

Pefia, R. D. D., & Hinlayagan, K. R. A (2023) Structural Equation
Model on Employer silience in Relation To Human Resource
management (Hrm) Practices, Organizational commitment, And
Work Engagement Of employees In the Tourism Industry in Region

Xii.

Petrovic, I. B., Vukelic, M., & Cizmic, S. (2017). Work engagement
in Serbia: Psychometric properties of the Serbian version of the
Utrecht Work Engagement Scale (UWES). Frontiers in
psychology, 8, 1799.

Piong, C. (2016). Servant leadership, organizational commitment,
and perceived organizational support in the restaurant
industry (Order No. 10249857). Available from ProQuest Central.
(1862127372). Retrieved from
https://www.proquest.com/dissertations-theses/servant-leadership-or
ganizational-
commitment/docview/1862127372/se-2?accountid=31259

Riley, S. E. (2018). Absorption and the helping professions:
Examining personality-related characteristics of the trait of
absorption with the rorschach performance assessment
system (Order No. 3644014). Available from ProQuest Central.
(1626039079). Retrieved from
https://www.proguest.com/dissertations-theses/absorption-helping-p

rofessions-examining/docview/1626039079/se-2?accountid=31259

Roh, H. (2019). Unraveling the effects of workforce diversity on
firm performance: The role of HRM practices in large U.S.
corporate law firms (Order No. 3452199). Available from ProQuest
Central. (863813791). Retrieved from
https://www.proquest.com/dissertations-theses/unraveling-effects-w
orkforce-diversity-on-
firm/docview/863813791/se-2?accountid=31259

Royes, G. (2019). Performance appraisal process, job satisfaction,
and job performance: Case study of employee perceptions of
fairness (Order No. 3731705). Available from ProQuest Central.
(1734861856). Retrieved from
https://www.proquest.com/dissertations-theses/performance-apprais
al-process-job-
satisfaction/docview/1734861856/se-2?accountid=31259

Salanova, M., & Llorens, S. (2019). Estado actual y retos futuros en
el estudio del burnout [Actual status and future challenges on
burnout research]. Papeles del Psicdlogo, 29(1), 59-67.

Schaufeli, W., and De Witte, H. (2017). Work engagement: Real or
redundant? Burnout Res. 5, 58-60. doi: 10.1016/j.burn.2017.06.002

Schaufeli, W.B. and Bakker, A.B. (2019), “Defining and measuring
work engagement: bringing clarity to the concept”,
in Bakker, A.B. and Leiter, M.P. (Eds), Work Engagement: A
Handbook of Essential Theory and Research, Psychology Press,
New York, NY, pp10-24.

Shen, J. (2020). Principles and applications of multilevel modeling
in human resource management research. Human Resource
Management, 556, 951-965. doi:10.1002/hrm.21666

Shirom, A. (2019). Employee burnout and health. Contemporary
occupational health psychology, 59-76.

Shuck, M., Rocco, T. S., & Albornoz, C. A. (2019). Exploring
employee engagement from the employee perspective: Implications
for HRD. Journal of European Industrial Training, 35(4), 300-325.
https://doi.org/10.1108/03090591111128306

Sisulu, M. M. (2020). Managing organizational commitment during
adverse events: An exploratory case study in the hotel
industry (Order No. 3512465). Available from ProQuest Central.
(1024140695). Retrieved from
https://www.proquest.com/dissertations-theses/managing-organizati
onal-commitment-during-

Dela Pefia et al.

91/92


http://www.proquest.com/dissertations-theses/organizational-climat
http://www.proquest.com/dissertations-theses/impact-onboarding-le
http://www.proquest.com/dissertations-theses/servant-leadership-or
http://www.proquest.com/dissertations-theses/absorption-helping-p
http://www.proquest.com/dissertations-theses/unraveling-effects-w
http://www.proquest.com/dissertations-theses/performance-apprais
http://www.proquest.com/dissertations-theses/managing-organizati

Psych Educ, 2023, 12: 78-92, Document 1D:2023 PEMJ1038, doi:10.5281/zenodo.8234052, ISSN 2822-4353

adverse/docview/1024140695/se-2?accountid=31259

Singh, K. K. (2022). Research Methodology in Social Science. KK
Publications.

Slack, F. J., Orife, J. N., & Anderson, F. P. (2020). Effects of
commitment to corporate vision on employee satisfaction with their
organization: An empirical study in the United States. International
Journal of Management, 27(3), 421.

Smith, M., & Wallace, C. (2018). Employee involvement climate,
task and citizenship performance, and instability as a moderator.
International Journal of Human Resource Management, 42(4), 1-22.
doi/abs/10.1080/09585192.2016.1184175?
scroll=top&needAccess=true&journalCode=rijh20

Solomon, M. V., Bozga, R. E. & Mateescu, M. A. (2018).
Management of human resource: Past and present. Managerial
Challenges of the Contemporary Society, 6, 185-190. Retrieved
f r 0 m
http://eds.a.ebscohost.com.proxyl.ncu.edu/eds/pdfviewer/pdfviewer
?2vid=1&sid=0b7499
36-361f-499b-940e-41ab486d953d%40sessionmgr4010

Stawowczyk, T. (2018). The relationship between emotional
intelligence, trust, and organizational commitment in call
centers (Order No. 10830929). Available from ProQuest Central.
(2072468921). Retrieved from
https://mnwww.proguest.com/dissertations-theses/relationship-between
-emotional-intelligence-
trust/docview/2072468921/se-2?accountid=31259

Suan, C. L., & Nasurdin, A. M. (2018). An empirical investigation
into the influence of human resource management practices on work
engagement: the case of customer-contact employees in Malaysia.
International Journal of Culture, Tourism and Hospitality Research.

Swords, B. A. (2020). Predictors of burnout and vigor among
clinical and counseling psychology doctoral students (Order No.
3606991). Available from ProQuest Central. (1492744443).
Retrieved from
https://mww.proquest.com/dissertations-theses/predictors-burnout-vi
gor-among-clinical/docview/1492744443/se-2?accountid=31259

Tartt-Walker, S. (2018). Influence of normative commitment on
english as a second language teachers' implementation of learner-
centered practices for diverse learners (Order No. 3615795).
Available from ProQuest Central. (1524722447). Retrieved from
https://www.proquest.com/dissertations-theses/influence-normative-
commitment-on-english-
as/docview/1524722447/se-2?accountid=31259

Taylor, L. C. (2019). Human resource management practices and

additional resources that aid in business sustainability and
growth (Order No. 13427840). Available from ProQuest Central.
(2212344772).

Thoele, C. D. (2018). Why we work and why we stay: An
exploration of millennial work engagement and retention (Order No.
13423176). Available from ProQuest Central. (2161113521).
Retrieved from
https://www.proquest.com/dissertations-theses/why-we-work-stay-e
xploration-millennial/docview/2161113521/se-2?accountid=31259

Tuckey, M. R., Bakker, A. B., and Dollard, M. F. (2020).
Empowering leaders optimize working conditions for engagement: a
multilevel study. J. Occup. Health. Psychol. 17, 15-27. doi:
10.1037/a0025942

Upchurch, R.S., DiPietro, R.B., Curtis, C., & Hahm, J. (2018)
Research Note: Organizational Commitment in the Restaurant
Industry, Journal of Foodservice Business Research, 13:2, 127-143,
DOI: 10.1080/15378021003784871

Vandenabeele, W. (2020). Explaining Public Service Motivation:
The Role of Leadership and Basic Needs Satisfaction. Review of
Public Personnel Administration, 34, 153-173.
https://doi.org/10.1177/0734371X14521458

Watson, T. Next generation employee engagement.
Retrieved from
https://www.towerswatson.com/en/Insights/Newsletters/Europe/HR-
matters/2015/12/nextgeneration-employee-engagement

(2019).

Zee, M., de Jong, P. F., and Koomen, H. M. Y. (2019). Teachers’
self-efficacy in relation to individual students with a variety of
social-emotional behaviors: a multilevel investigation. J. Educ.
Psychol. 108, 1013-1027. doi: 10.1037/edu0000106

Affiliations and Corresponding Information

Ronald D. Dela Pefia
Tacurong National High School
Department of Education -Philippines

Jezrell L. Fulgencio
Tacurong National High School
Department of Education -Philippines

Jose T. Decena 111
Tacurong National High School
Department of Education -Philippines

Dela Pefia et al.

92/92


http://eds.a.ebscohost.com.proxy1.ncu.edu/eds/pdfviewer/pdfviewer
http://www.proquest.com/dissertations-theses/relationship-between
http://www.proquest.com/dissertations-theses/predictors-burnout-vi
http://www.proquest.com/dissertations-theses/influence-normative-
http://www.proquest.com/dissertations-theses/why-we-work-stay-e
http://www.towerswatson.com/en/Insights/Newsletters/Europe/HR-

