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Abstract 
 

In response to the fast transformations shaping higher education, employee adaptability has emerged as a critical 

determinant of institutional resilience and performance. This study examined the impact of key organizational factors, 

including communication, leadership styles, job security, and employee engagement, on employee adaptability to 

organizational change at Mindanao State University–Marawi Campus. Recognizing adaptability as essential to 

institutional resilience, the research aligned with Sustainable Development Goals (SDGs 4, 8, 9, 10, and 16) and 

employed a descriptive-correlational and causal-comparative design, utilizing stratified random sampling to survey 

553 academic, semi-academic, and administrative personnel. Data analysis was conducted using Pearson correlation, 

multiple regression, and Structural Equation Modeling (SEM). Results indicated that job security and engagement 

significantly predicted adaptability, with self-efficacy, teamwork, transactional leadership, and motivation emerging 

as key contributors. Among five structural models tested, only Model 5 satisfied all fit indices, leading to the 

development of the SPM Adaptability Model (Soraya Panondi Manamparan's Model of Adaptive Organizational 

Change). The model emphasizes the interconnected roles of transparent communication, inclusive leadership, 

psychological safety, and employee motivation in facilitating successful change implementation. These findings 

provide both theoretical and practical insights for higher education institutions, offering a validated framework to 

strengthen adaptability, foster inclusive governance, and cultivate a future-ready workforce amid continuous 

organizational transformation. 
 

Keywords: employee adaptability, organizational change, leadership styles, employee engagement, structural 

equation modeling (SEM) 

 

Introduction 
 

In the rapidly transforming landscape of higher education, employee adaptability emerged as a pivotal competency for institutional 

resilience, competitiveness, and sustainability. Universities were increasingly compelled to navigate globalization, leadership 

transitions, technological disruptions, and shifting societal expectations, all of which demanded a workforce capable of continuous 

adjustment and learning. Adaptability, as emphasized by Uhl-Bien and Arena (2018), constituted a central mechanism through which 

organizations and individuals responded effectively to environmental dynamism. Despite its recognized importance, scholarly 

discourse remained limited in explicating the organizational determinants that cultivated adaptability among employees, particularly 

within public higher education institutions in developing contexts. 

Mindanao State University Marawi Campus, through ongoing organizational reforms like the implementation of quality management 

systems, policy realignments, and digital transformation initiatives, underscores the necessity of an adaptive workforce capable of 

sustaining institutional effectiveness. However, empirical evidence on how internal organizational factors shaped employees' adaptive 

capacities remained scant. Kuttappa (2020) and Rehman et al. (2021) acknowledged that supportive environments conditioned adaptive 

behavior; the interrelationships among communication, leadership styles, job security, and employee engagement in fostering 

adaptability had not been systematically examined in the higher education context. 

This gap underscored the need for a holistic and evidence-based understanding of the mechanisms through which these factors 

influenced employee adaptability. Addressing this gap, the present study investigated the extent to which communication, leadership 

styles, job security, and employee engagement predicted adaptability to organizational change among employees of MSU Marawi 

Campus. Furthermore, by aligning its objectives with Sustainable Development Goals (SDGs 4, 8, 9, 10, and 16), the study sought to 

develop a conceptual framework that informed leadership development, human resource policies, and institutional strategies. In doing 

so, it contributed to the broader discourse on organizational adaptability and sustainable institutional transformation in higher education. 

Hence, this study addressed the gap in empirical research on how organizational communication, leadership styles, job security, and 

employee engagement influence adaptability within higher education institutions. By contextualizing these relationships in a 

developing-country university setting, the study extended existing theories of organizational change and provided practical insights for 

building resilient and future-ready academic institutions. 

Research Objectives 

This study aimed to develop a structural model of communication, leadership styles, job security, and employees' engagement in 

adapting to organizational change. Specifically, this study sought to:  

1. Assess the level of communication in terms of: 
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1.1. clarity; 

1.2. transparency; and 

1.3. consistency. 

2. Measure the level of leadership style in terms of: 

2.1. democratic; 

2.2. transformational; and 

2.3. transactional.  

3. Evaluate the level of job security in terms of: 

3.1. self-efficacy; 

3.2. competencies; and 

3.3. appointment status. 

4. Determine the level of engagement in terms of: 

4.1. trust; 

4.2. motivation; and 

4.3. teamwork. 

5. Identify the level of employees' adaptability to organizational change. 

6. Establish the relationship between employees' adaptability of organizational change in terms of: 

6.1 communication; 

6.2 leadership styles; 

6.3 job security; and 

6.4 employee engagement. 

7. Identify the variables, singly or in combination, influence employees' adaptability of organizational change. 

8. Develop a structural model that best fits employees' adaptability of organizational change. 

Literature Review 

The reviewed literature revealed that communication, leadership styles, job security, and employee engagement were interdependent 

constructs that collectively influenced employees' adaptability to organizational change. Communication served as the primary 

mechanism through which leadership intentions and organizational goals were conveyed, shaping employees' perceptions of security, 

engagement, and readiness for change. Studies by Syafwan and Fathia (2023), Elving (2015), and Armenakis and Bedeian (2014) 

indicated that clear, transparent, and consistent communication fostered trust, commitment, and inclusion while reducing uncertainty 

and resistance. Effective communication further strengthened employee engagement by ensuring feedback, openness, and participation 

(Lewis, 2018; Mishra et al., 2014). Leadership styles, whether transformational, democratic, transactional, or adaptive, played 

complementary roles in guiding organizational change by promoting collaboration, innovation, and psychological safety (Bass & 

Riggio, 2014; Shah, 2023; Schulze & Pinkow, 2020). Transformational leadership built trust and shared vision, while democratic and 

adaptive leadership fostered participation and responsiveness to change (Choi & Kim, 2014; Tariq & Sultan, 2019; Banik & Bhadury, 

2021). 

Job security, as emphasized by Chen et al. (2020) and Mauno et al. (2018), enhanced trust, resilience, and openness to change, whereas 

insecurity often heightened resistance and anxiety (Zhang & Wang, 2020). Stable employment and organizational support not only 

reduced fear but also promoted engagement and adaptability (Bah et al., 2024; Bandura & Locke, 2015). Meanwhile, employee 

engagement, rooted in trust, motivation, and teamwork, was shown to increase adaptability by fostering emotional commitment and 

proactive behavior toward organizational transformation (Saks & Gruman, 2014; Albrecht & Bakkar, 2020; Torrance, 2024). Engaged 

employees demonstrated higher levels of resilience, ownership, and flexibility, aligning personal goals with institutional objectives 

(Dirks & Ferrin, 2015; Kim & Lee, 2015). 

Collectively, these studies revealed that open communication enhanced leadership effectiveness and perceptions of security; supportive 

leadership strengthened engagement and adaptability; and job security reinforced commitment and readiness for change. Engagement, 

in turn, translated these factors into active adaptability behaviors. Together, these constructs formed a dynamic, mutually reinforcing 

system that enhanced employees' capacity to adapt, sustain performance, and support organizational transformation, especially within 

dynamic institutional contexts like Mindanao State University Marawi Campus. 

Methodology 

Research Design 

This study employed the descriptive correlational and causal-comparative research design to develop a structural model of how 

communication levels, leadership styles, job security, and employee engagement affect adaptability to organizational change. A 

descriptive design was deemed appropriate as it allowed the systematic observation, documentation, and analysis of variables and 

conditions related to the phenomenon. Within this framework, a correlational method was applied to investigate the strength and 

direction of relationships among the variables without controlling or manipulating them. A causal-comparative design was used to 
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further explore cause-and-effect connections by examining the influence of independent variables on dependent variables after an 

action or event had already occurred. To strengthen the validity of the findings and test the hypothesized relationships, the study also 

utilized Structural Equation Modeling (SEM). SEM is a powerful multivariate statistical technique that allows the examination of both 

direct and indirect effects within pre-assumed causal relationships. It combines measurement and structural models, offering a 

comprehensive approach to confirm theoretical frameworks and evaluate complex interrelationships among variables. 

Respondents 

Employees of the Mindanao State University-Marawi Campus were randomly selected as participants for this study. This included 

faculty members and staff from the academic, semi-academic, and administrative units who had served the university for at least three 

(3) years in a level 2 itemized position and were encouraged to participate voluntarily. Participants who did not meet the inclusion 

parameters were excluded from the study. Specifically, employees of Mindanao State University Marawi Campus who had rendered 

less than three (3) years of service, held non–level 2 itemized positions, or were employed under temporary, job order, or contractual 

status were not included. Likewise, students, part-time personnel, and individuals who declined to participate or failed to provide 

complete survey responses were excluded from the final sample. These criteria were established to ensure that the data accurately 

reflected the perspectives of regular university employees with sufficient experience and organizational familiarity relevant to the study 

variables. 

The sample size was determined using the Raosoft calculator, an online tool that calculates the appropriate sample size for the study 

(Crilly et al., 2017; Jahirul Islam, 2024). It helped to ensure that the data collected was statistically significant and representative of the 

population under investigation, with the algorithm: x = Z (c/100) 2r(100-r), n = N x/((N-1) E² + x), and n = N x/(N-1) E² + x). Where 

N represents the population size, r denotes the proportion of responses of interest, and Z (c/100) is the critical value corresponding to 

the confidence level c. 

Stratified Random Sampling was used to obtain the study's sample because it requires explicitly rank-and file and faculty members 

working in the different units of the Mindanao State University Main Campus-Marawi as participants where the sample size of each 

stratum is proportionate to the population size of the stratum considering the formula, n = (n/N)* ns, where n= sample size; N = 

population size, and ns = stratum size. The formula was initially designed and reviewed by Hayen and Westfall (2020), cited by Bisht 

(2024), and subsequently modified by the researcher to simplify the interpretation of each symbol. 

The first stage was identifying the stratum of each unit of Mindanao State University Main Campus, Marawi. The study population 

consisted of three strata: the academic unit, the semi-academic unit, and the administrative unit, totaling 1,393 employees who had 

served the university for at least three years in Level 2 itemized positions. In the second stage, the desired sample size of 608 was 

determined. This sample size was divided by the total population (1,393) to obtain a quotient, which was then multiplied by the size of 

each stratum to allocate the appropriate number of respondents from each group. The resulting whole numbers from this calculation 

were recognized as the sample sizes for each stratum, yielding a total sample size of 608 participants.  

Instrument 

A five-part questionnaire was used in this study. The first up to the final part of the questionnaire was carefully adapted and modified 

to suit the specific needs of the population from the following studies: Li et al., (2021) entitled" Employees Coping with Organizational 

Change in the Face of a Pandemic: the role of the transparent internal communication"; Syafwan et al. (2023) entitled "The Role of 

Communication in Organizational Change: Case Study of Indonesian Telecommunication Company"; Yue et al.,  (2019) entitled 

"Bridging Transformational Leadership, Transparent Communication, and Employee Openness to Change: the Mediating of Trust"; 

Geroy (2023) entitled "Commitment, Job Satisfaction, Teamwork, and Training: A structural Model on Productivity of Employees in 

Higher Education Institution"; and Aduman (2016) entitled "Employee Perceptions and Attitudes Towards Organizational Change: a 

Study of Organizations in GHANA.  

Using a Likert Scale 1-5 (5 as the highest and one as the lowest), first up to 5th  part of the questionnaire had a scoring scale of thirty 

(30) items that measured the level of (1) Communication in terms of clarity, transparency and consistency; (2) Leadership Styles in 

terms of democratic, transformational and transactional; (3) Job Security in terms of self-efficacy, competencies, and appointment 

status; (4) Employee Engagement in terms of trust, motivation and teamwork; and (5) Employees' Adaptability of organization change.  

To ensure the validity and reliability of the questionnaires, the adopted and modified questionnaire underwent content validation by 

experts in the field. It adheres to the critical procedure of research ethics and receives approval from the Research Ethics Committee; 

thus, the method of data collection strictly follows the proper course of action. All procedures and requirements were followed to finally 

present the data to the adviser and research panel for binding approval. Furthermore, the adopted and modified questionnaire was pilot 

tested with 37 randomly chosen participants who were not included in the study sample. All variables in the questionnaire demonstrated 

excellent internal consistency, with Cronbach's alpha coefficients ranging from .882 to .960, exceeding the minimum acceptable 

threshold of .70 (Cronbach, 1951). Specifically, reliability coefficients were as follows: clarity (α = .929), transparency (α = .945), 

consistency (α = .960), democratic leadership (α = .954), transformational leadership (α = .946), transactional leadership (α = .882), 

self-efficacy (α = .904), competencies (α = .928), appointment status (α = .941), trust (α = .934), motivation (α = .959), teamwork (α = 

.959), and adaptability to organizational change (α = .932). These results confirmed that the instrument used to measure the constructs 
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in this study was highly reliable. The pilot testing results using Cronbach's alpha ensured the validity and reliability of the questionnaire, 

serving as the basis for proceeding with its administration. The ability of an instrument to measure was referred to as its validity. A 

pilot test was used to establish reliability.  

Procedure 

To ensure the quality and reliability of research findings, the researcher sought approval from the adviser after careful assessment and 

reviews of the manuscript and sent a letter to the Dean of School of Business, Management and Accountancy to secure permission to 

conduct the study, following the Research Ethics Board (REB) inform consent form for a more reliable and valid study and its result. 

A letter of consent was then sent to the institution to conduct the study, addressed to the Vice President of Academic Affairs, the Vice 

Chancellor for Academic Affairs, and the Director of Human Resources and Development at Mindanao State University, Marawi 

Campus. 

Similarly, the adopted and modified questionnaire underwent content validation by experts in the field to ensure quality. It adheres to 

the critical procedure of research ethics and receives approval from the Research Ethics Committee; thus, the method of data collection 

strictly follows the proper course of action. All procedures and requirements were followed to finally present the data to the adviser 

and research panel for binding approval. 

The approved letters from the institution to conduct the study were attached to the letter of permission and personally handed by the 

researcher to the different unit heads of academic, semi-academic, and administrative units of the Mindanao State University Marawi 

Campus to allow the researcher to administer the questionnaires to their employees about the adaptability of organizational change. 

Once the unit heads approved the permission letter, the researcher administered and distributed the questionnaires to randomly selected 

participants to assess their adaptability to organizational change.  

Before data collection, the researcher provided participants with information about the study's purpose and instructions for completing 

the questionnaire. Participants were able to complete the survey within 3–5 minutes, as it employed a Likert scale scoring system 

designed for their convenience. Creating a consent document for research participants was one part of the informed consent process. 

The primary purpose of the consent was to provide information to prospective research participants, enabling them to give free and 

informed consent to participate in research. Consent documents conform to standards created to support understandability and 

voluntariness.  

To ensure the confidentiality and ethical integrity of the study, the researcher guaranteed that all information provided by participants 

was handled with the utmost confidentiality and data security. The collected data were used solely for research purposes and did not 

influence the participants' performance or employment status. Access to the responses was restricted to the researcher, research adviser, 

statistician, and other authorized personnel directly involved in data analysis. The results were not disclosed outside the research team, 

thereby protecting the participants' privacy and anonymity. 

Participation was entirely voluntary, and participants retained the right to refuse or skip any questions that caused discomfort. No 

monetary or non-monetary compensation was provided, and no penalties or loss of benefits were incurred by those who chose to 

withdraw at any point. These procedures were implemented in accordance with the Ethical Principles of Psychologists and Code of 

Conduct (American Psychological Association, 2017), ensuring adherence to the principles of respect for persons, beneficence, and 

justice. 

Data Analysis 

To analyze and interpret the collected data, various statistical tools were employed. To address research problems 1 through 5, 

descriptive statistics, including mean and standard deviation, were used to summarize, describe, understand, and assess the levels of 

communication, leadership styles, job security, employee engagement, and employee adaptability in the context of organizational 

change. Descriptive research design is primarily concerned with answering the questions of who, what, when, where, and how regarding 

a research problem. It is commonly used to develop theory, evaluate or justify practices, and provide insights by observing and 

documenting variables and conditions that influence a phenomenon (Pangcatan, 2020; Geroy, 2023; Singh, 2023). 

For Problem 6, Pearson product-moment correlation was used to determine the significant relationship between Employees' 

Adaptability and Communication, Leadership Styles, Job Security, and Employees' Engagement. Problem 7 employed Multiple 

Regression Analysis to determine which of the independent variables, singly or in combination, influence employees' adaptability to 

organizational change. Multiple Regression Analysis was also utilized to identify the independent variables, such as Communication, 

Leadership Styles, Job Security, and Employees' Engagement, that best predict Employees' Adaptability. A predictive model was 

developed to integrate these variables for accurate prediction. A correlational study is a non-experimental design that examines the 

statistical relationship between two or more variables without manipulation, focusing on the strength and direction of their association 

but not establishing causality (Bhandari, 2023; Cherry, 2019; Pangcatan, 2020). On the other hand, Multiple Regression Analysis 

(MRA) is a statistical technique used to examine the relationship between one dependent variable and two or more independent 

variables. It extends simple regression by allowing researchers to assess the combined and individual effects of multiple predictors on 

an outcome, making it especially useful for testing complex models in organizational and social research. Through this method, it is 
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possible to determine not only which variables significantly influence the dependent variable but also the strength and direction of 

these influences.  

Lastly, Structural Equation Modeling (SEM) was utilized to develop a predictive or causal model that best fits the concept of 

Employees' Adaptability. Structural Equation Modeling (SEM) is a powerful statistical method for analyzing complex relationships 

among multiple observed and latent variables. It enables researchers to test hypotheses, identify direct and indirect effects, and develop 

predictive models, providing deeper insights into the mechanisms influencing employees' adaptability. As a confirmatory approach, 

SEM systematically evaluates and refines both measurement and structural models, making it a widely used tool in scientific 

investigations (Kline, 2016; Ahmad et al., 2016; Fan et al., 2016). 

Results and Discussion 

Level of Communication  

Table 1. Summary results for the Level of Communication 
Sub-variables Mean SD Description Interpretation 

Clarity 3.98 .658 Agree High 

Transparency 3.81 .720 Agree High 

Consistency 3.90 .655 Agree High 

Over-all Mean 3.89 .625 Agree High 
Legend: 5 – 4.51–5.00, Strongly Agree, Very High; 4 – 3.51–4.50, Agree, High; 3 – 2.51–3.50, Neutral, Moderate; 2 – 1.51–2.50, Disagree, Low; 1 – 

1.00–1.50, Strongly Disagree, Very Low 

The study revealed that among the three dimensions of communication, clarity received the highest mean rating (M = 3.98, SD = .658) 

implied that participants perceived a high level of communication which reflected positively on internal communication, it followed 

by consistency (M = 3.90, SD = .655) implied that the organization demonstrated a moderate high level of consistency in how 

information was conveyed. Transparency received the lowest mean score (M = 3.81, SD = .720), suggesting that employees 

acknowledged the presence of transparency in communication and reflected positively on the organization's communication strategy. 

At the same time, there was also room for improvement. The overall mean score (M = 3.89, SD = .625) implied that participants 

generally agreed that communication in their organization was effective, with strong marks in clarity and consistency, and a developing 

culture of transparency.  

These results indicated clarity and consistency as communication strengths that build trust, credibility, and alignment, while 

transparency remains an area for further improvement. Prior research has emphasized that clear and consistent communication enables 

employees to understand organizational directions, reduces ambiguity, and fosters confidence in leadership during change (Men & 

Bowen, 2017; Welch, 2018; Hallahan et al., 2017; Men & Yue, 2019). Similarly, transparency, though somewhat less pronounced, 

plays a critical role in strengthening commitment, reducing resistance, and sustaining trust, particularly when organizations openly 

share both opportunities and challenges (Rawlins, 2015; Welch & Jackson, 2017; Kim & Lee, 2022; Zerfass et al., 2021). Furthermore, 

the results indicated that the organization has established a solid foundation for engagement and adaptability initiatives, aligning with 

scholars who argue that clearly communicating vision and the purpose of change helps employees understand the "what, why, and 

how," ultimately supporting smoother adoption of new practices (Matkin, 2016; Grossman, 2023).  

Level of Leadership Style 

Table 2. Summary results for the Level of Leadership Style 
Sub-variables Mean SD Description Interpretation 

Democratic 3.98 .715 Agree High 

Transformational 4.06 .734 Agree High 

Transactional 3.72 .633 Agree High 

Over-all Mean 3.92 .600 Agree High 
Legend: 5 – 4.51–5.00, Strongly Agree, Very High; 4 – 3.51–4.50, Agree, High; 3 – 2.51–3.50, Neutral, Moderate; 2 – 1.51–2.50, Disagree, Low; 1 – 

1.00–1.50, Strongly Disagree, Very Low 

The results revealed that among the leadership styles assessed, transformational leadership received the highest mean score (M = 4.06, 

SD = .734)  implied that leaders demonstrated a high level of transformational leadership behaviors, followed by Democratic leadership 

(M = 3.98, SD = .715) implied that respondents perceived a high level of democratic leadership within the organization, indicated that 

leaders often encouraged employee input, promoted team participation, and practiced openness in communication and decision-making, 

and transactional leadership with the lowest mean score (M = 3.72, SD = .633) implied that employees perceived a substantial presence 

of transactional leadership in their organization indicated that leaders frequently rely on formal exchanges to manage work performance 

and accountability. The overall mean score (M = 3.92, SD = .600) implied a generally high level of perceived leadership effectiveness, 

which further highlighted a favorable organizational leadership climate with a strong emphasis on visionary, inclusive, and people-

centered approaches.  

The findings indicated that the organization demonstrates a balanced leadership climate, where democratic and transformational styles 

drive participation, trust, and adaptability, while transactional practices ensure discipline and clarity. This interplay reflects an 
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integration of people-centered and goal-oriented approaches, aligning with evidence that democratic and transformational leadership 

enhance innovation, commitment, and openness to change, whereas transactional leadership provides the structural stability needed for 

effective implementation (Bass & Riggio, 2015; Al Khajeh, 2018; Pradhan & Jena, 2019). In the Philippine context, such a balance 

appears culturally congruent, as employees respond positively to clear expectations when delivered with fairness and inclusivity 

(Manalo & Manansala, 2020). Overall, these results affirm that leadership effectiveness lies not in a single style but in the strategic 

combination of approaches that simultaneously address organizational performance, employee commitment, and readiness for change 

(Akinbode & Shuhumi, 2018; Khan et al., 2020; Gilbert, 2021). 

Level of Job Security 

Table 3. Summary Results for the Level of Job Security 
Sub-variables Mean SD Description Interpretation 

Self-Efficacy 4.08 .592 Agree High 

Competencies 4.04 .654 Agree High 

Appointment Status 3.94 .777 Agree High 

Over-all Mean 4.02 .577 Agree High 
Legend: 5 – 4.51–5.00, Strongly Agree, Very High; 4 – 3.51–4.50, Agree, High; 3 – 2.51–3.50, Neutral, Moderate; 2 – 1.51–2.50, Disagree, Low; 1 – 

1.00–1.50, Strongly Disagree, Very Low 

The study revealed that among the dimensions of job security, self-efficacy received the highest mean score (M = 4.08, SD = .594) 

implied that respondents felt a strong sense of self-efficacy contributed to their perception of job stability and confidence in navigating 

organizational demands, followed by Competencies (M = 4.04, SD = .654) and appointment status rated lowest (M = 3.94, SD = .777) 

indicated that employees felt a relatively high sense of job security associated with the stability and clarity of their employment status. 

The overall mean (M = 4.02, SD = .577) presented an optimistic picture of job security within the organization. Despite variations in 

appointment status, the general agreement across indicators implied that the organization provided a stable and supportive work 

environment, laying a strong foundation for sustained employee engagement and performance.  

The findings indicated that employees' strong sense of self-efficacy and job security function as reinforcing mechanisms that enhance 

both individual adaptability and organizational stability. High self-efficacy not only equipped employees with confidence and initiative 

but also mitigated the perceived risks of organizational change, underscoring its role as a psychological buffer against uncertainty 

(Rigotti et al., 2018; Kim & Beehr, 2017). Job security, while largely anchored in appointment status, was further strengthened by 

continuous competency development and leadership support. This indicates that structural stability alone is insufficient without 

dynamic capacity-building (Greenhalgh & Rosenblatt, 2017; Vander Elst et al., 2019). Collectively, these results highlighted that 

sustainable employee commitment emerges from the interplay of personal efficacy and institutional security, aligning with evidence 

that such conditions reduce stress, foster satisfaction, and underpin long-term organizational success (Wilczyńska et al., 2015; Chung 

et al., 2014; Tanner, 2024). 

Level of Engagement  

Table 4. Summary results for the Level of Engagement 
Sub-variables Mean SD Description Interpretation 

Trust 3.95 .661 Agree High 

motivation 3.91 .720 Agree High 

Teamwork 3.95 .693 Agree High 

Over-all Mean 3.94 .642 Agree High 
Legend: 5 – 4.51–5.00, Strongly Agree, Very High; 4 – 3.51–4.50, Agree, High; 3 – 2.51–3.50, Neutral, Moderate; 2 – 1.51–2.50, Disagree, Low; 1 – 

1.00–1.50, Strongly Disagree, Very Low 

Trust (M = 3.95, SD = .661) and Teamwork (M = 3.95, SD = .693) achieved the highest engagement rates, indicating that employees 

perceived a healthy workplace environment and experienced positive collaboration within their organization. It was followed closely 

by Motivation (M = 3.91, SD = .720), which implied that respondents perceived themselves as motivated and engaged in their work. 

This reflected a favorable motivational climate within the organization, which was a central driver of employee engagement, 

productivity, and retention. The overall mean (M = 3.94, SD = .642) of engagement level implied a generally high level of employee 

engagement across the organization, which is relevant to a strong interpersonal and relational foundation for engagement.  

The findings indicated that employee engagement in the organization is anchored in trust, motivation, and teamwork, reflecting a 

supportive climate that strengthens both performance and adaptability. Trust in leadership fostered psychological safety, loyalty, and 

discretionary effort, confirming its role as both a driver and outcome of engagement (Breevaart & Bakker, 2018; Dirks & Ferrin, 2019; 

Kim & Beehr, 2021). Motivation further reinforced engagement by encouraging employees to invest energy and commitment, 

particularly when supported by clear roles, recognition, and growth opportunities (Breevaart et al., 2016; Alfes et al., 2017). Teamwork 

also enhanced engagement by promoting collaboration, accountability, and organizational commitment (Gratton & Erickson, 2015; 

Hanaysha, 2016). Overall, the results highlighted that trust, motivation, and teamwork collectively create a high-engagement 

environment that sustains employee well-being and drives organizational resilience and change readiness (Mehrzi & Singh, 2016; 

Golhar, 2023). 
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Level of Employees' Adaptability to Organizational Change 

Table 5. Level of employees' adaptability of organizational change  
Indicators Mean SD Description Interpretation 

1. I believe that the change would benefits this organization. 4.17 .761 Agree High 

2. I saw the change positively regardless of its impact on my job. 4.03 .77 Agree High 

3. I believe that the change was appropriate for this organization. 4.08 .758 Agree High 

4. I shared whatever knowledge and information I had to help this change to be 

successful. 
4.08 .756 Agree High 

5. I am willing to help the change be successful. 4.22 .77 Agree High 

6. I believed the change would be very effective for this organization. 4.17 .764 Agree High 

7. I tried to encourage my colleagues to adopt the change. 4.05 .801 Agree High 

8. I am strongly supporting the implementation of the change. 4.12 .562 Agree High 

9. I am happy with the change. 4.04 .811 Agree High 

10. I supported the change in every way for the success of my organization. 4.15 2.16 Agree High 

11. The change was unpleasant for me. 3.04 1.17 Neutral Moderate 

12. I felt the change would not help the development of this organization 3.07 1.20 Neutral Moderate 

13. I doubted the outcomes of the change. 3.05 1.14 Neutral Moderate 

14. I am afraid that my daily work routines affected by the change. 2.90 1.14 Neutral Moderate 

15. I feel stress with the change. 2.98 1.14 Neutral Moderate 

16. The change will give me a chance to do multitasks. 3.65 .887 Agree High 

17. The change will give opportunities to use my skills and abilities. 3.89 .767 Agree High 

18. The change will make me excel in my field of specialization. 3.96 .785 Agree High 

19. The change will not affect my employment. 3.86 .860 Agree High 

20. I felt uncomfortable with the change being implemented. 2.64 1.10 Neutral Moderate 

21. I understand that there is a need for a change in the organization as soon as 

possible. 
4.01 1.11 Agree High 

22. I will welcome organizational change as a positive challenge. 4.11 .746 Agree High 

23. I am open to switching my jobs if needed for the success of organizational 

change. 
3.92 .834 Agree High 

24. I understand the current organizational challenges in the organization. 3.99 .757 Agree High 

25. I believe that the organization has been able to cope effectively with new 

situation. 
4.03 1.87 Agree High 

26. I believe that the organization has itself capable of implementing organizational 

change. 
3.97 .765 Agree High 

27. I believe that organismal change helps me perform my duties better than before. 3.97 .758 Agree High 

28. I received adequate training to adapt the organizational changes. 3.82 .844 Agree High 

29. I believe that organizational change will bring a better working environment. 4.03 .758 Agree High 

30. I am very much confident in adapting organizational change. 4.05 .771 Agree High 

Over-all Mean 3.80 .519 Agree High 
Legend: 5 – 4.51–5.00, Strongly Agree, Very High; 4 – 3.51–4.50, Agree, High; 3 – 2.51–3.50, Neutral, Moderate; 2 – 1.51–2.50, Disagree, Low; 1 – 1.00–1.50, Strongly Disagree, Very Low 

The fifth statement of the problem investigated the level of employees' adaptability to organizational change. The results revealed a 

high level of employees' adaptability to organizational change, with an overall mean (M = 3.80, SD = .519) indicating high levels of 

change readiness, organizational commitment, and a positive attitude toward transformation. The high mean scores further implied an 

environment where employees were not only prepared but also emotionally and cognitively aligned with the change.  

The findings indicated high levels of change readiness, organizational commitment, and adaptability, reflecting a workplace climate 

where employees were not only prepared but also emotionally and cognitively aligned with transformation initiatives. Employees 

generally viewed change as beneficial, well-managed, and non-threatening, which reduced resistance and fostered psychological 

acceptance, an outcome consistent with research linking perceived change valence and transparent leadership to greater trust, 

motivation, and ownership of change (Oreg et al., 2018; Rafferty & Jimmieson, 2016; Holt et al., 2017; Wanberg & Banas, 2020; 

Bouckenooghe, 2018). Minimal negative emotions suggested effective communication and supportive systems that buffered stress and 

uncertainty. At the same time, high adaptability demonstrated cognitive flexibility, resilience, and proactive engagement in evolving 

roles (van den Heuvel et al., 2019). Overall, the results affirmed that cultivating a change-positive culture grounded in involvement, 

trust, and empowerment strengthens organizational resilience and positions employees as active contributors to innovation and long-

term success in dynamic environments (Hakkak et al., 2021; Jahanshahi et al., 2020; Boylan & Turner, 2017). 

Relationship between employees' adaptability, Communication, Leadership Styles, Job Security, and Engagement 

The sixth problem investigated the possibility of a correlation between the adaptability of organizational change and communication, 

leadership styles, job security, and employee engagement. The correlation results revealed that all measured variables demonstrated a 

positive and statistically significant relationship (p < .05) with employees' adaptability to organizational change. The strongest 

associations were found with Engagement (r = .683) and Job Security (r = .668), implying that when employees feel secure, motivated, 

trusted, and engaged, their adaptability to organizational change is greatly enhanced. Additionally, key factors in Communication (r = 
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.475) and Leadership Styles (r = .440) also indicated a meaningful contribution to adaptability.  

Table 6. Relationship between employees' adaptability, Communication, Leadership Styles, 

Job Security, and Engagement 
Variables N r P-value Interpretation 

Clarity 553 .431 .000 Significant 

Transparency 553 .435 .000 Significant 

Consistency 553 .448 .000 Significant 

Communication 553 .475 .000 Significant 

Democratic 553 .461 .000 Significant 

Transformational 553 .447 .000 Significant 

Transactional 553 .213 .000 Significant 

Leadership Styles 553 .440 .000 Significant 

Self-Efficacy 553 .581 .000 Significant 

Competencies 553 .597 .000 Significant 

Appointment Status 553 .546 .000 Significant 

Job Security 553 .668 .000 Significant 

Trust 553 .608 .000 Significant 

motivation 553 .643 .000 Significant 

Teamwork 553 .651 .000 Significant 

Engagement 553 .683 .000 Significant 
Note: p=.05 or p<.05 is significant (reject Ho) and p>.05 is not significant (accept Ho) 

The findings demonstrated a statistically significant and positive relationship between employees' adaptability to organizational change 

and factors such as engagement, job security, leadership, and communication, underscoring the multidimensional nature of change 

readiness. Engagement and job security emerged as the strongest predictors, suggesting that when employees feel secure, valued, and 

connected through teamwork, motivation, and trust, they are more likely to embrace and support change (Albrecht et al., 2022; Bah et 

al., 2024; Chen et al., 2020). Effective communication, especially when it is clear, transparent, and consistent, further strengthens 

adaptability by fostering trust, reducing resistance, and aligning employees' behaviors with organizational goals (Armenakis & Bedeian, 

2014; Lewis, 2018). Leadership styles also played complementary roles, with democratic leadership enhancing ownership, 

transformational leadership inspiring commitment, and transactional leadership ensuring structure and clarity, together creating a 

balanced foundation for adaptability (Shah, 2023; Tariq & Sultan, 2019; Banik & Bhadury, 2021). Collectively, these results affirm 

that adaptability is best cultivated through an integrated approach where supportive leadership, secure employment conditions, 

meaningful engagement, and transparent communication converge to build a resilient workforce capable of navigating continuous 

transformation (Rafferty & Jimmieson, 2016; Wanberg & Banas, 2020). 

Multiple Regression for the variables, singly or in combination, influences employees' adaptability to organizational change 

Table 7. Multiple Regression for the variables, singly or in combination, influences employees' adaptability to 

organizational change 

Model 
Unstandardized Coefficients Standardized Coefficients 

t Sig. Interpretation 
B Std. Error Beta 

 

(Constant) 1.43 .116  12.3 .000 Significant 

Self-Efficacy .238 .036 .272 6.67 .000 Significant 

Competencies .108 .035 .137 3.07 .002 Significant 

Teamwork .198 .042 .265 4.76 .000 Significant 

motivation .151 .043 .209 3.51 .000 Significant 

Trust .089 .040 .113 2.21 .027 Significant 

Transactional .205 .028 .250 7.37 .000 Significant 

R=.749  R2=.561    F(6, 546)=116.48   P=.000  
 

The multiple regression analysis determined a significant model, F(6, 546) = 116.48, p < .05, R2 = .56, indicated that the significant 

predictors such as self-efficacy (beta=.272), teamwork (beta=.265), transactional leadership (beta=.250), motivation (beta=.209), 

competencies (beta=.137), and trust (beta=.113) predicted 56.1% of employees' adaptability to organizational change and rejected the 

null hypothesis. These results implied that these factors played a significant role in shaping employees' capacity to adjust to change, 

and the high mean score of self-efficacies emphasized the vital role of employees' confidence in their abilities.  

The results demonstrated that employees' adaptability to organizational change was shaped by a constellation of factors, with self-

efficacy emerging as the strongest predictor. This underscores the pivotal role of confidence in one's capabilities for resilience and 

proactive adjustment during transitions (Wang et al., 2022). Transactional leadership and teamwork also exerted substantial influence, 

as structured guidance, clear accountability, and collaborative dynamics fostered stability, coordination, and agility in navigating 

uncertainty (Bass & Riggio, 2014; Salas et al., 2015; Tannenbaum & Salas, 2019). Motivation, both intrinsic and extrinsic, further 

strengthened adaptability by driving commitment, initiative, and willingness to embrace change. At the same time, core competencies 

such as technical expertise, cognitive flexibility, and emotional intelligence provided the behavioral foundation for effective 



467/475 

 
 

 
 

 

Manamparan et al. 

Psych Educ, 2025, 48(3): 459-475, Document ID:2025PEMJ4666, doi:10.70838/pemj.480310, ISSN 2822-4353 

Research Article 

performance under evolving conditions (Ryan & Deci, 2017; Mitrani et al., 2020). Trust in leadership and institutions complemented 

these predictors by reducing resistance, building openness, and reinforcing engagement, which collectively enhanced change readiness 

(Dirks & Ferrin, 2016; Huang et al., 2020). Overall, these findings confirm that adaptability is multidimensional, requiring an integrated 

strategy that simultaneously develops individual capabilities, fosters motivational climates, enables teamwork, and sustains trust 

through effective leadership and organizational support. 

Structural Model 5 of Employees' Adaptability to Organizational Change 

 
Figure 1. Structural Model 5 of Employees' Adaptability to Organizational Change 

Figure 1 presents Structural Model 5 of Employees' Adaptability to Organizational Change. From the latent variables, Communication 

(COMMU), Leadership Style (LEADS), and Job Security (JOBSE) were presumed to predict Employees' Adaptability (ADAPT). In 

this Model 5 Communication (COMMU), Leadership Style (LEADS), and Job Security (JOBSE) co-varied from each other. As a latent 

variable, the Employees' Adaptability (ADAPT) was measured with one measured variable/construct, Employees' Adaptability 

(ADAPT_AD), which also served as the dependent variable for Employees' Adaptability (ADAPT) and error terms. On the other hand, 

Communication (COMMU) is measured by three variables, namely Clarity (CLA_CO), Transparency (TRA_CO), and Consistency 

(CON_CO). These three measured variables also served as dependent variables for Communication (CMMU). 

Meanwhile, Leadership Style (LEADS) is calculated using only two measured variables: Democratic (DEM_LS) and Transformational 

(TFO_LS). These two variables were dependent variables for Leadership Styles (LEADS) and error terms. Job Security (JOBSE) was 

also measured by three variables: Self-Efficacy (SEF_JS), Competencies (CPE_JS), and Appointment Status (AST_JS). These 

variables served as the dependent variables for Job Security (JOBSE) along with their associated error terms. Furthermore, Engagement 

(ENGAG) was not included in the best-fitted model because it did not significantly predict employees' adaptability compared to other 

variables. Regression analysis showed its weak contribution, and retaining it would have reduced the model's overall fit. 

Standard of Fit Indices in Structural Model 5 of Employees' Adaptability of Organizational Change (COMMU, LEADS, JOBSE & 

ADAPT) 

Table 8. Standard of Fit Indices in Structural Model 5 of Employees' Adaptability of Organizational Change 

(COMMU, LEADS, JOBSE & ADAPT) 
Standard Indices Standard Value Per Criterion Model Fit Value Interpretation 

CMIN/DF <2 .775 Best Fit 

P-Value >.05 .716 Best Fit 

NFI >.95 .975 Best Fit 

TLI >.95 1.01 Best Fit 

CFI >.95 1.00 Best Fit 

GFI >.95 .989 Best Fit 

RMSEA <.090 .000 Best Fit 
Legend: CMIN/DF – Chi-Square Minimum/Degrees of Freedom; CFI – Comparative Fit Index; RMSEA – Root Mean Square Error of Approximation; NFI – Normed Fit Index; TLI – Tucker-

Lewis Index; GFI – Goodness of Fit Index 

As shown in the table, the model fit value of CMIN/DF was .775 less than 2, p-value was .716 greater than .05, Normed Fit Index-NFI 

was .975 greater than .95,  Tucker-Lewis Index-TLI was 1.01 greater than .95, Comparative Fit Index-CFI was 1.00 greater than .95, 

Goodness of Fit Index-GFI was .9989 greater than .95 and Root Mean Square Error of Approximation-RMSEA was .000 which is 



468/475 

 
 

 
 

 

Manamparan et al. 

Psych Educ, 2025, 48(3): 459-475, Document ID:2025PEMJ4666, doi:10.70838/pemj.480310, ISSN 2822-4353 

Research Article 

lower than .05. The data revealed that model 5 fits the value of the seven standard indices statistically complied/satisfied with the 

standard value of the seven indices thus this model was considered as the best fit model of the study. 

The findings from Model 5 demonstrated an excellent fit of the model data across all seven standard statistical indicators. Specifically, 

CMIN/DF (.775) was well below the maximum threshold of 2.0; p-value (.716) was nonsignificant (greater than .05), indicating 

minimal discrepancy between the observed and estimated covariance matrices. Additionally, high values for NFI (.975), TLI (1.01), 

CFI (1.00), GFI (.9989), and a very low RMSEA (.000) further support the model's statistical adequacy. These values clearly indicate 

that Model 5 was considered the best-fitted model of the study.  

The excellent fit of Model 5 validated the underlying theoretical framework of the study, likely reflecting well-constructed latent 

variables and logically coherent paths among constructs such as Leadership, Communication, Job Security, Engagement, and 

Adaptability. According to West et al. (2014), a model that meets all seven indices strengthens structural validity, providing confidence 

that the model could be used for predictive purposes, intervention development, or future replication. Furthermore, models that meet 

these strict criteria are often described as parsimonious and generalizable, characteristics that improve both the internal and external 

validity of the study (Brown, 2015).  

Summary of Goodness-of-Fit Measures of the Five Structural Models (COMMU, LEADS, JOBSE & ADAPT) 

Table 9. Summary of Goodness-of-Fit Measures of the Five Structural Models (COMMU, LEADS, JOBSE 

& ADAPT) 
Model CMIN/DF P-value NFI TLI CFI GFI RMSEA 

1 3.44 .000 .745 .719 .799 .889 .067 

2 3.09 .000 .846 .831 .888 .939 .062 

3 2.89 .000 .843 .832 .888 .935 .059 

4 4.13 .000 .782 .731 .821 .907 .075 

5 .775 .716 .975 1.01 1.00 .989 .000 

Standard <2 >.05 >.95 >.95 >.95 >.95 <.05 
Legend: CMIN/DF – Chi-Square Minimum/Degrees of Freedom; CFI – Comparative Fit Index; RMSEA – Root Mean Square Error of Approximation; NFI – Normed Fit Index; 

TLI – Tucker-Lewis Index; GFI – Goodness of Fit Index. 

The best-fit model was identified to explain employees' adaptability to organizational change. Structural Models 1, 2, 3, and 4 failed 

to obtain the standard value of the seven indices. However,  Structural Model 5 met all seven standard fit indices CMIN/DF (.775 < 2), 

P-value (.716 > .05), NFI (.975 > .95), TLI (1.01 > .95), CFI (1.0 > .95), GFI (.989 > .95), and RMSEA (.000 < .05) confirmed that 

Model 5 was identified as the best fit structural model for employees' adaptability and captured effectively the structural relationships 

among leaderships, job security, communication, and adaptability. The most suitable and fitted model is called the SPM Adaptability 

Model (Soraya Panondi Manamparan's Model of Adaptive Organizational Change).  

The findings from Model 5 demonstrated an excellent model fit across all indices, confirming the robustness of the structural 

relationships among leadership styles, communication, job security, and employee adaptability. The model validated the theoretical 

framework by showing that influence (leadership), stability (job security), and clarity (communication) function as mutually reinforcing 

domains that collectively enhance employees' readiness for change (Avolio et al., 2016; Men & Yue, 2019; Giauque et al., 2020). This 

integration advanced organizational change theories by situating adaptability within a multi-theoretical lens: leadership as a catalyst 

for behavioral modeling (Social Learning Theory) (Bandura, 1977), job security as psychological safety (Maslow's Hierarchy of Needs) 

(Maslow, 1943), and communication as the mechanism for alignment and clarity (Lewin's Change Theory) (Lewin, 1951). The strong 

systemic fit further aligned with Systems Thinking, illustrating that adaptability emerges not from isolated drivers but from the 

synergistic interaction of organizational subsystems (Senge, 1990). Taken together, these insights informed the development of the 

SPM Adaptability Model, a holistic framework that anchors adaptability in the interplay of leadership, communication, and job security. 

Conclusions 

Based on the findings of the study, the following conclusions were reached: 

Employees generally agree that communication in their organization was effective, with a strong emphasis on clarity and consistency. 

However, a relatively lower rating on transparency suggests there is room for improvement in openness and information sharing. The 

importance of transparent communication in strengthening employee adaptability reaffirms its value as a cornerstone for successful 

and sustainable organizational change in higher education institutions. 

Employees generally view leadership as effective, with transformational styles rated highest and democratic styles rated lowest, both 

contributing to a motivated and inclusive leadership climate. The rating of transactional leadership underscores a progressive move 

towards leadership that fosters empowerment, collaboration, and intrinsic motivation. 

Employees perceive a high level of job security driven by strong self-efficacy and competencies, with the highest ratings indicating 

confidence in their roles and organizational support. The overall positive perception implies that the institution offers a stable and 

empowering work environment that supports long-term performance, adaptability, and institutional resilience. 
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Employees demonstrate a high level of engagement, with trust indicating a favorable organizational climate. This is closely followed 

by motivation, which reflects a strong commitment and energy toward work. Moreover, the favorable perceptions of teamwork imply 

effective collaboration and interpersonal support in the organization. Collectively, these factors describe a connected and engaged 

workforce that contributes to the employees' well-being and the institution's long-term performance and adaptability. 

Employees demonstrate a high level of adaptability to organizational change, marked by strong support and minimal resistance, 

indicating a resilient and open workforce. This adaptability emerges as an important asset that enables more effective implementation 

of change initiatives and contributes to institutional resilience, innovation, and long-term success. 

All measured variables significantly influence employees' adaptability to organizational change, with engagement and job security as 

the strongest predictors. This indicates that motivated, secured, and well-supported employees are more capable of adapting to 

organizational change. Teamwork, motivation, trust, communication, and leadership also played key roles, while transactional 

leadership had a weaker yet positive impact. Strengthening these areas could boost change readiness and support sustainable 

organizational transformation. 

The predictors explained 56.1% of the variance in employees' adaptability, indicating that an increase in these predictors positively 

influences adaptability. This emphasizes the importance of employee confidence, collaboration, structured leadership, and intrinsic 

motivation. The model offers meaningful development of these key dimensions in fostering a resilient and change-ready workforce. 

Structural Model 5 meets all seven standard indices and demonstrates strong validity and goodness-of-fit. Model 5, anchored with 

Communication, Leadership Styles, and Job Security, is identified as the best-fitted structural model for employees' adaptability and is 

called the SPM Adaptability Model (Soraya Panondi Manamparan's Model of Adaptive Organizational Change).  

Higher Education Institutions may adopt the SPM Adaptability Model (Soraya Panondi Manamparan's Model of Adaptive 

Organizational Change) for a more adaptive workforce by fostering stability, aligning leadership, and promoting transparent 

communication. Investing in transformational and democratic leadership development, along with embedding adaptability into 

institutional strategies, can strengthen innovation and long-term resilience.  

The Commission on Higher Education may adopt and promote transparent communication, faculty engagement, and competency-based 

professional development to strengthen job security and institutional resilience. It may also explore leadership programs that highlight 

transformational and democratic approaches, adopting the SPM Adaptability Model as a framework for managing change in higher 

education institutions. 

Department of Education may consider enhancing school communication systems, supporting teacher engagement, and reinforcing job 

security through continuous training and development. It may also strengthen leadership capacity-building for principals and 

supervisors and adopt the SPM Adaptability Model to help schools manage change and sustain resilience amid reforms. 

The Civil Service Commission may adopt the SPM Adaptability Model to strengthen its policies on leadership development, employee 

welfare, and organizational communication, which are essential to fostering a motivated, secure, and adaptable civil service. In turn, 

this would support the Commission's mission of cultivating a professional, responsive, and people-centered bureaucracy.  

Administrators may strengthen transparent communication by implementing inclusive feedback systems and consistent information-

sharing practices. They may also prioritize leadership development that promotes transformational and democratic styles, while 

integrating adaptability and change-readiness into strategic planning to build a resilient and forward-looking institutional culture.  

Human Resources Management may adopt the SPM Adaptability Model to enhance professional development programs in 

communication, change management, emotional intelligence, and adaptability, supporting lifelong learning. Fostering mentorship, 

team-building, and cross-functional collaboration can further strengthen cohesion and adaptability in the workplace.  

Employees may use this research as a basis for professional development to enhance adaptability and support a more collaborative and 

resilient work environment. Active engagement in institutional dialogue, open communication with leadership, and contribution to 

change initiatives may help employees become more adaptable.  

Future Leaders may invest in leadership development, focusing on a transformational and democratic approach to lead an adaptive and 

resilient workforce. By modeling openness, consistency, and transparency, they can build trust and reduce resistance. Investing in 

leadership development focused on vision-setting, inclusive communication, and emotional intelligence can also better equip them to 

lead adaptive and resilient teams.  

Scholars may conduct interdisciplinary research that integrates communication, leadership, engagement, and job security into academic 

programs, using a practical framework as a guide for institutional policy and reform in higher education institutions. 

Future Researchers may further validate the SPM Adaptability Model (Soraya Panondi Manamparan's Model of Adaptive 

Organizational Change) across various educational settings. Future studies may also examine other emerging factors that can enhance 

the adaptability of organizational change.         
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