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Abstract

The main objective of the study was to determine the extent of organizational commitment in
DepEd Occidental Mindoro and its correlate, namely organizational identity and job
satisfaction. The study involved 299 school heads and teachers from large schools in the
province. A descriptive-correlation design was employed the findings revealed that
organizational identity, in terms of professionalism, career progression, organizational culture,
and organizational climate were all to a great extent. Regarding job satisfaction, the
respondents expressed a great extent of satisfaction with supervision, colleagues,
responsibility, and work itself while a moderate extent of satisfaction was observed for
indicators such as working conditions, salary/benefits, advancement, security, and recognition.
Surprisingly, affective, continuance and normative commitment are all described as moderate
extent. Using Kendall's Tau, positive relationships were identified among organizational
identity and organizational commitment, organizational identity, and job satisfaction, and job
satisfaction and organizational commitment. This suggests that any charges or increase in the
extent of identity and job satisfaction may impact the overall organizational commitment. All
indicators were described as either moderate or great extent, therefore, it is recommended to
maintain or sustain these levels for a more effective human resource management. Thus, A
strategic intervention plan is designed to elevate the extent of these three major elements
which are believed to contribute to human resource production management.

Keywords: organizational identity, job satisfaction, organizational commitment, strategic
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© The Author(s) / Attribution-NonCommercial-NoDerivs CC BY-NC-ND



Caballes, C. S., & Limos-Galay, J. A.

Correlates of organizational commitment: Basis for strategic intervention plan

1. Introduction

There have been numerous or vast hiring of teachers since K12 started to be offered in the country. Plenty of
items from Teacher | to 111 and Master Teacher | to 11 were given to applicants who deserved it. All placements
were based on the ranking process duly executed by ranking committee, properly observed by higher officials,
and accompanied by necessary training for the full blast of implementation of K12, specifically Grades 11 and
12. Most of the items were given with upgraded positions, allowing teachers to advance with their colleagues in
terms of salary and other benefits. Despite this, the fact that teachers accept the position or item for the sake of
the job cannot be denied. They enjoy it from the day they enter the service. Since Filipino teachers are resilient
and resourceful, still, they still execute teaching with pride and enthusiasm. Some of them after several years, are
questioning their contentment, fulfillment, and satisfaction with the different angles of the teaching profession.
Once they availed and enjoyed a fair salary and have availed also various types of loans from private or
government agencies, their interest in performing their job may decrease along with their level of commitment at
work (Berry et al., 2010).

The sad part is that since the mass hiring in 2016, there has been no progression in the career of teachers
compared to junior high school teachers. Aside from that, other factors are believed to affect the productivity
among educators (Blazar & Kraft, 2017). Tendency is, that they cannot render a satisfying service which is to
teach our youth and be an instrument in their growth and development as an individual. Being committed among
its employees is a blessing to an organization for it to prosper. It entails productivity, being consistent, and loyal
to service. It is good to bear in each teacher’s mind that loyalty shall not only be given to the school head as a
principal but to the organization which is the Department of Education. Therefore, the commitment should be
given to whoever leads their respective school considering that we are following a centralized system in which
guidelines are coming from the Department of Education, down to the Regional Office, then the Division Office.

An organization, to thrive and sustain requires investment. This is true especially when it comes to human
resources. It cannot be established, penetrated, or even developed overnight. Establishing an identity in an
organization is not easy. It takes time, good and bad experiences, and collaboration among the workforce to
achieve harmony and working enthusiasm. Thus, the main role of the teacher is to transfer knowledge. Helping
students achieve their goals, for this to happen, it was suggested to create a productive learning environment and
maintain a career. A key element in raising children’s success level is teacher dedication (Altun, 2017).
However, it was found that the lowest attendance commitment and the highest emotional involvement were in
academics (Hamid & Earlyanti, 2023). While it had high levels of emotional and normative commitment, it also
demonstrated low levels of attendance commitment.

In the report of Mangaleswarasharma (2017), forty-five percent (45%) of instructors are completely satisfied
with their work in the classroom as they said that they loved it. They are motivated to work in their field. Some
of them, however, felt displeased with their occupations and wanted to find alternative employment. Therefore, it
is advised that teachers be given chances for relevant training and professional development, pay raises, and
respect and recognition to encourage them and to boost their level of job satisfaction. When emotion is involved
and the teachers feel that they do not want to leave the organization because of identified reason/s, and the
feeling of a sense of obligation prevails, here comes the issue of organizational commitment. Like when job
satisfaction, is believed to be one of the factors that affect commitment in an organization. They developed a
strong sense of attachment, and it is believed that they perform their job with the highest level of commitment.
They are happy at work that it doesn’t matter if they give extended service and time if it is for and in the name of
the organization (Hamid & Earlyanti, 2023).
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At present, the continuity of education in the country amid the coronavirus disease (COVID-19) situation is
hanging in the balance with teachers complaining of burnout, an organization of education workers warned,
(Malipot, 2021). In response to the question concerning teacher statistics McCain (2022), revealed that 44% of
teachers left their jobs within the first five years. Most frequently stop teaching completely rather than merely
leaving their jobs. This rate is significantly greater than that of most American jobs, even ones with a reputation
for having high rates of burnout, like police officers. Still, in the United States, only 36% of workers feel
engaged at work, which is a serious worry. In addition, Garcia and Weiss (2020) revealed the need for teachers as
significant, acute, and expanding. The deficit is considerably worse than currently anticipated when measures of
teacher quality such as certification, pertinent training, experience, and the like are taken into account, with
high-poverty schools suffering the most from the lack of credentialed instructors. This matters because a teacher
shortage affects both students and instructors, as well as the public education system. High teacher turnover uses
up financial resources that may be used elsewhere, while a lack of skilled teachers threatens students' capacity to
learn and undermines teachers' efficacy. In addition, all government employees have to conform to every rule
and strengthen their level of commitment for them to stay in their organization.

There have been numerous researchers worldwide who focused on the relatively psychological aspect of
employees particularly those who work in the education sector (Siri et al., 2020). In local scenarios, it is so rare
to mention and use the word organizational identity, particularly in casual conversations, conventions,
symposiums, and the like. If ever it was, it happens slightly only that there are no deep or detailed illustrations
and lectures. The specific topics or literature that are associated with organizational identity are the
organizational climate, culture, and employees™ behavior. Those topics seem to be abstract and general and the
bottom line is that organizational identity always reflects personal, professional, or inner identity. The researcher
tries to connect the three elements; organizational identity, job satisfaction, and organizational commitment
hoping that the first two mentioned were the independent and the latter as dependent variables and to identify the
relationship between those three variables. In addition, it would be interesting to identify the existing
relationship between these variables with organizational identity, and its possible contribution to workforce
motivation for increased productivity. Additionally, this time that the coronavirus pandemic is about to end and
we are at the onset of the recovery phase in education, and all stakeholders are collaborating on its success,
including the school heads, teachers, students, and the like, it would be challenging to assess or determine the
current level of organizational identity with professionalism, career progression, organizational culture, and
organizational climate. Determining its extent and whether which of the indicators under each variable affects
each other most given school heads and teachers. Much literature and studies have been conducted all over the
world proving the connection between the issue of commitment to job satisfaction and organizational identity
and yet, there is no existing literature focusing on these topics here in the Philippines, particularly in the province
of Occidental Mindoro and this is the research gap that this study intends to fill.

Through this endeavor, the researcher believes that anyone especially teachers would be aware that the
constructs or content that were measured in this study through the succeeding indicators will impart an insight
about these big topics, their nature and present status, and their implications to schools and office management.
Most studies similar to this resulted in job satisfaction as its dependent variable but with different independent
variables used. This study tries to prove that job satisfaction determines the extent of commitment a secondary
school head and teacher has. The result of this study would serve as a basis for the formulation of an intervention
strategy on improving or increasing the extent of organizational identity, job satisfaction, and organizational
commitment among DepEd school heads and teachers, for a more motivated and productive workforce in
education. The researcher is hoping that the result of this study will serve as the basis of plans that would be
executed for the welfare of not only the DepEd employees but also for maximizing the learning and development
of Filipino learners.

1.1 Statement of the Problem

Generally, this paper aimed to determine the level of organizational commitment of the public secondary
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school heads and teachers in Occidental Mindoro as affected by the levels of their organizational identity and job
satisfaction. Specifically, this tried to answer the following questions: (1) To what extent do secondary school
heads and teachers manifest their organizational identity in terms of professionalism, career progression,
organizational culture; and organizational climate? (2) What is the extent of job satisfaction of the respondents in
terms of supervision, colleagues, working conditions, salary/wage benefits, responsibility, work itself,
advancement, security, and recognition? (3) What is the extent of organizational commitment of the respondents
in terms of affective, continuance, and normative? (4) Is there a significant relationship between organizational
identity and the job satisfaction of the respondents? (5) Is there a significant relationship between organizational
identity and the organizational commitment of the respondents? (6) Is there a significant relationship between
job satisfaction and the organizational commitment of the respondents? (7) Based on the analysis of the study,
what intervention strategy plan may be proposed?

1.2 Significance of the Study

The findings of this study are expected to be beneficial to the following persons or groups: The result of this
study would contribute to students' morale and credentials especially when they came from reputable
organizations with fair identity. The school’s name itself would be lifted because of its image to the public. It is
assumed that organizational identity, job satisfaction, and organizational commitment relate to each other and if
this happens, the tendency is to have a quality and confident way of teaching. Thus, good learning would take
place. Teachers are believed to be a beneficiary of this advocacy because whatever action and program is laid to
them, would make them feel prioritized because they are part of an organization that interacts and deals with
each other on a day-to-day basis. The result of this study, especially the extent of organizational identity, job
satisfaction, and organizational commitment would lead to teacher’s awareness of the status of the relationship of
these important elements on their career development and would eventually serve as an inspiration to grow
further as they understand the determinants of organizational commitment. The result of this study would lead
the school heads in adjusting to their role as it is assumed that one factor in increasing job satisfaction of teachers
is supervision and giving of rewards and opportunities for teacher growth. Also, the result would help them in
planning and prioritizing necessary measures to uplift teachers' and employees' need and promote teacher’s
organizational involvement. This would also serve as a reference to school heads on how to motivate their
teacher and employee in achieving their goal.

In addition, other stakeholders like school partners, other organizations, parents and the like would also
deem to be a beneficiary of the result of this study. Since they are part of the implementation of school’s vision,
mission goals and objectives, it would be essential that they understand where this organization stands at present.
Whether the employees reflect satisfaction towards their job and the level of commitment an employee can give
to an organization. When these happens, trust would be established and would also affect their level of
commitment to the said organization. The entire agency, specifically the public schools under Department of
Education would benefit from the result of this study and would enable them to understand how and why
common issues exists. This would serve as reference to the management in designing appropriate plans of
actions to improve the performance and engagement level of DepEd Employees. Through the findings,
awareness on the entire organizational identity would also establish, strong points would be maintained, and
weak points would be strengthened. The findings of this work would serve as a reference to DepEd officials on
making decisions for strengthening human resource such as school heads and faculty developmental training and
capacity building. It would also help them which indicator under job satisfaction and organizational
commitment would be given prioritized in budget allocation, program implementation and monitoring. Lastly,
the result of this study would serve as reference of future researchers whose focus are on managerial issues in
educational organization.

1.3 Scope and Delimitation of the Study

This study focused on the extent of organizational identity, job satisfaction and organizational commitment
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of the public secondary schools of the Division of Occidental Mindoro. The existing relationship between and
among each variable was also determined. The extent of organizational identity was determined in terms of
professionalism, career progression, organizational culture and organizational climate. Extent of job satisfaction
was identified in terms of supervision, colleagues, working conditions, pay, responsibility, work itself,
advancement, security and recognition and extent of organizational commitment was determined in terms of
affective, continuance and normative aspect.

This study was conducted in eight (8) largest public secondary schools, categorized as mega or big, of the
lone district of Occidental Mindoro according to number of teachers, master teachers and students. The
secondary teachers are at least having one (1) year in service, and for school head, regardless of their length of
stay in their current school. Due to the controversial ongoing environmental issues like extreme hot whether
brought by climate change and the rotational brownout averaging at almost twenty (20) hours per day which is
assumed to be brought up and related to political issue in the place, although this study benefit from focused
face-to-face discussion, this cannot be implemented due to uncomfortable condition that may lead to uneasy
collection of responses, therefore so this study utilized either online platform and printed questionnaire for data
collection, depending on the convenience for both the researcher and the respondents. Another factor that
affected the data-gathering process was the hectic schedule of the respondents and the distance of one school to
another where the researcher needed to conduct her study. Limited to eight (8) largest schools, no other school
is included in this study. Volunteer and probationary teachers were not allowed to participate in the study. This
study was conducted during the school year 2022-2023. The said respondents met the set criteria. Hence, they
were selected using purposive random sampling.

2. Methodology

Research Design - This study intends to determine the extent of organizational identity, job satisfaction, and
organizational commitment among the public secondary school teachers and school heads in Occidental Mindoro.
The researcher used a quantitative approach to measure and analyze pertinent data needed with the accuracy of
results expected. A quantitative approach is the process of gathering and interpreting numerical data is known as
guantitative research. It may be used to identify trends and averages, formulate hypotheses, examine causality,
and extrapolate findings to larger groups. Gathering numerical data and utilizing mathematical analysis
(especially statistics) to explain phenomena. It was formulated by Daniel Starch in the 1920°s-1930's. The
descriptive correlation design was used in this study. In descriptive design, population, circumstance, or
phenomena is intended to be correctly and methodically described through descriptive study. What, where, when,
and how inquiries can be answered, but why questions cannot, (McCombes, 2019). The relationship between
organizational identity and job satisfaction (independent variables) was tested whether as to  they affect
teachers and school heads™ level of commitment (dependent variable) in their respective schools and in the
DepEd as a whole or not. The descriptive-correlational design was utilized to describe the level of these
variables and to test the existence of correlation between and among each of them.

Sampling Procedure - To cover the entire locale of the proposed research, and to get equal representative
from each school, the stratified sampling method was applied. The total population of public secondary school
heads and teachers from big or mega category which consists of Junior High School and Senior High School
teachers is one thousand three hundred thirty (1330). The computed sample size is 299 using Raosoft calculator
with 5% margin of error and 95% level of significance. To ensure that the objectives be met, the researcher used
purposive sampling wherein it was assured that respondents are characterized by the set inclusion criteria.

Respondents of the Study - The respondents of the study were two hundred ninety-one (291) public
secondary school teachers from junior and senior high school together with eight (8) school heads of big or mega
secondary schools in the province of Occidental Mindoro, with a total of (299). Teachers are all a regular
-permanent Junior or Senior High School teachers, with a minimum of 3 years working experience in DepEd and
who are 25 years old and above. They work and collaborate with the same vision and mission, policies and
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objectives. They are oriented to render loyalty to the Department of Education and assume duties and
responsibilities as public-school teacher and school heads as they enter the organization, and they are expected to
perform the task that are stipulated in their job description during their induction program even beyond working
hours and whenever the exigency of service arise.

Research Instrument - To gather necessary data regarding the determination of the level of organizational
identity, job satisfaction and organizational commitment, the researcher prepared an adopted, revised and
modified from the standardized or ready-made questionnaires used by the previous researchers, and modified
according to the need of this study. The questions for affective, continuance and normative commitment was
adapted from Allen and Meyer (1990), organizational identification was gain from Miller et al. (2000), and job
satisfaction is from Lester (1984). The Likert scale was used to identify their level of self-evaluation towards
their organizational identity, job satisfaction and organizational commitment. Respondents were asked to tick
any number, 4 as the highest and 1 as the lowest when it comes to their actual experiences, agreement, and
description of their distinction as a member of the organization. The instrument consists of a total of 160 items
which are expressed through statements describing three aspects: Organizational Identity, comprising 40 items in
Part I, Job Satisfaction, comprising 90 in Part 11, and Organizational Commitment, comprising 30 items in Part
111. Follow-up interviews were conducted the respondents using guide questions to validate their responses.

The questionnaire was presented for validation to ensure its objectivity. Content validation of the instrument
was done by five (5) experts in the locality to determine the flaws and needs for improvement so that necessary
changes and revisions could be initiated. To ensure that the instrument is designed to measure it intended purpose,
the content of the instrument was consulted with individuals who have expertise in organizational management
and organizational behavior. These individuals are seasoned teachers with experience and proven factors that
affect job satisfaction. For its face and content validity, the method specialist and the adviser were consulted. For
concurrent and predictive validity, the expertise, insights, and suggestions from research experts were sought.
One of the experts is a leader of one of the big schools, holding a doctorate in educational management. The
other expert is also an education specialist, a research expert and a supervisor, as well as a school head from a
big school who also holds a Doctor of Education degree major in Educational Management. To establish the
reliability of the of the research instrument, pilot testing was conducted. Validated instruments were distributed
to 30 non-respondents who work in the Department of Education in the Division of Occidental Mindoro. The
data gathered was tabulated using a spreadsheet and submitted to the data analyst for a reliability test. The
guestionnaire was tested for internal reliability based on Cronbach Alpha. The degrees of reliability of all
computed coefficients were judged based on a five (5) percent level of significance.

Table 1
Reliability Results of the Instruments
Variables Items Cronbach Alpha Description

Professionalism 10 933 Very Reliable
Career Progression 10 951 Very Reliable
Organizational Culture 10 .906 Very Reliable
Organizational Climate 10 .903 Very Reliable
Organizational ldentity 40 .976 Very Reliable
Supervision 10 .922 Very Reliable
Colleagues 10 951 Very Reliable
Working Condition 10 932 Very Reliable
Salary/Benefits 10 .906 Very Reliable
Responsibility 10 .810 Very Reliable
Work Itself 10 .920 Very Reliable
Advancement 10 .947 Very Reliable
Security 10 .802 Very Reliable
Recognition 10 .914 Very Reliable
Job Satisfaction 90 .976 Very Reliable
Affective 10 .862 Very Reliable
Continuance 10 .886 Very Reliable
Normative 10 .883 Very Reliable
Organizational Commitment 30 .933 Very Reliable
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The computed Cronbach alpha for the indicators of the three variables, organizational identity, job
satisfaction, and organizational commitment with 40 items, 90 items, and 30 items respectively resulted in a very
reliable questionnaire. The questionnaire is ready for administration to the public secondary school teachers and
head teachers in Occidental Mindoro.

Data Gathering Procedure - Before data gathering, the permit to gather essential information was secured
by the researcher. A formal letter was sent to the Schools Division Superintendent of DepEd-Occidental Mindoro
asking permission to allow the researcher to conduct the study. To access those isolated municipalities that are
hard to reach, the questionnaire was sent via an online platform specifically, the Google Form. Those teachers
who are serving the nearby municipalities were asked to answer it on a hard copy, face-to-face basis. To ensure
the safety of both the researcher and respondents, safety protocols set by IATF were strictly observed. The
researcher ensured that she wore a facemask and applied alcohol from time to time especially if she had physical
contact with different respondents in different places. Upon arrival at each school, the researcher conducted a
courtesy call to each school head. The researcher introduced herself first and explained the need to conduct a
study. The researcher presented the permit to conduct a study and informed that the school head was also
included as one of the respondents. The process and nature of data collection were explained including the
duration. Furthermore, the structure of the research instrument and the directions on how respondents should
accomplish the survey were explained. Data collection formally started with participants being asked to answer
questionnaires about their self-assessment, perception, and awareness regarding their organization's level of
identity, level of job satisfaction, and level of organizational commitment. Additionally, follow-up interviews
were randomly conducted with selected respondents to address any issues or concerns they might be
experiencing and to substantiate and validate their responses. After the three to five-day period, the computed
guestionnaires were retrieved. The retrieved data related to the topic of this research was collected, sorted, edited,
coded, tallied, tabulated interpreted, and presented to the data and method analyst for accuracy assessment.

Statistical Treatment of the Data - To determine the extent of organizational identity, job satisfaction, and
organizational commitment, descriptive statistics was utilized specifically, the mean of responses for each item
was treated using weighted mean, and to test whether there is a relationship between and among these variables,
and at the same time to analyze the existence of a relationship between and among the given variables, Kendall's
tau-b. This was used because the classification of estimates and the Likert scale is ordinal. All data was
consolidated and processed with the use of IBM SPSS (Statistical Package for the Social Sciences) software.

3. Results and discussions

Table 2
Mean extent of organizational identity

Indicators Overall Mean Verbal Description
Professionalism 3.58 Great Extent
Career Progression 3.48 Moderate Extent
Organizational Culture 3.51 Great Extent
Organizational Climate 3.43 Moderate Extent

Scale: 3.51-4.00 Great Extent; 2.51-3.50- Moderate Extent; 1.51-2.50- Slight Extent; 1.00-1.50- Low Extent

Table 2 shows the extent of organizational identity in terms of professionalism, career progression,
organizational culture, and organizational climate. It can be gleaned from the table that the items in this indicator
resulted to a great and moderate extent with 3.58, 3.48, 3.51, and 3.43 overall mean respectively. It means that
employees are working together, and they believe that it is the right thing to do. In all managerial processes, from
planning to execution, up to monitoring and evaluation, schools will benefit when school heads involve their
teachers. Most of the respondents are manifesting a great extent of organizational identity in terms of
professionalism in their respective schools. They are helping with each other when performing their job through
good communication, sharing opinions, and helping others to build their own professional identity. An interview
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was conducted among school heads and teachers on how they improve themselves professionally, and most of
them answered that they are pursuing their graduate studies in master's and doctorate. For them, it is their
weapon that will help them to mobilize their career and get some promotion. They are securing and preparing
their credentials by attending seminars, training, leadership activities, and community activities while all waiting
for the guidelines for promotion and the promised New Merit Selection Policy for teachers or the Career
Progression. They also adhere to the standards stipulated in the IPCRF-OPCRF for teachers and school heads.
Through this, they believe that they are performing according to the set expectations of their employer, the
DepEd. In support of the current study, Tantawy (2020) discussed that understanding how teachers advance
professionally and the factors that go into that growth can help to increase their professional development (PD).
It is worth noting that strong support from the administration towards teachers and school heads greatly
contributes to the organizational identity in terms of professionalism and other areas. The more professionally
developed a teacher becomes the higher the livelihood of their commitment to the organization. They are also
willing to share the knowledge they acquired with their respective schools.

In connection to organizational culture, there is a good practice of collaboration among teachers and school
heads in working organization's goal. It denotes that school heads and teachers are working cooperatively in
developing new programs and policies, spending time together to discuss ways to improve the school, and the
committed to professional growth and improving teaching and learning. It implies that teachers adequately plan
teaching and learning activities. This means that school heads perceive and practice great culture in education,
which they pass on to teachers and students. On the other hand, Alegado (2018) attested that lack of formal
leadership training, as well as the teacher classification that they adhere to, were the two phenomena that were
highlighted as barriers to a teacher leadership's development.

In terms of organizational climate, the study shows that organizational climate is not fully practiced in
maximum in every school. Although it is not low, there is a need to increase its extent through establishing a
consistent practice and valuing then when it comes to performing tasks and dealing with stakeholders. According
to interviews with the group of school heads and teachers, many teachers were enthusiastic because of generous
praises and recognition from their school heads. This serves as the intrinsic motivation that makes them perform
more actively in school activities specifically in teaching. The spirit of damayan is still there when they have
problems that need to be resolved. Welcoming new teachers is also a best practice for more schools. Fornham &
Goodstein (2013) clarified the notion of organizational environment and discussed how it is founded on shared
experiences and meaning as one of the traditions and practices, newly hired or newly transferred teacher in one
station receives warmth welcome, assistance, and orientation as well as colleagues that will guide them on the
existing culture in the school. Sharing of ideas, experiences, history, and other basic information that can help is
expected to happen between colleagues.

Table 3
Mean extent of job satisfaction

Indicators Overall Mean Verbal Description
Supervision 3.53 Great Extent
Colleagues 3.58 Great Extent
Working Conditions 3.36 Moderate Extent
Benefits and Salary 2.84 Moderate Extent
Responsibility 3.66 Great Extent
Work Itself 3.58 Great Extent
Advancement 3.45 Moderate Extent
Security 3.43 Moderate Extent
Recognition 3.41 Moderate Extent

Scale: 3.51-4.00 Great Extent; 2.51-3.50- Moderate Extent; 1.51-2.50- Slight Extent; 1.00-1.50- Low Extent

Table 3 presents the extent of job satisfaction in terms of supervision, colleagues, working conditions,
benefits and salary responsibility, work itself, advancement, security, and recognition. The table describes it as
great extent to moderate extent and can be attributed to both school heads and teachers, having a composite mean

22 Consortia Academia Publishing (A Partner of CollabWritive Publishing House)



Correlates of organizational commitment: Basis for strategic intervention plan

of 3.53, 3.58, 3.36, 2.84, 3.66, 3.58, 3.45, 3.43, and 3.41 respectively, it means that there is a good practice of
supervising teachers within the division. Teachers are delighted to be supervised and they are happy with the
results. This indicates that the school administrators efficiently handle the monitoring. On the other side, poor
supervision will lead to teacher mobility, school administrators, and parents taking the lead in handling
administrative problems, which is predicted to cause moral decay within an organization. Similarly, the study of
Patris (2016) stressed that compared to assistance from coworkers, perceived supervisor support had a stronger
effect on increased levels of job satisfaction. Alfan (2022) stated that the large percentage of teachers (68%-99%)
who agreed to perform supervisory tasks indicated that instructors believed supervision activities are vital.
Through supervision, everything will take place as it is planned. If weak points of the teaching process or
strategies are identified, appropriate interventions might be planned and applied. This cycle when practiced can
improve the teaching performance of secondary school teachers. Teaching performance can be validated,
assessed, and improved through constant monitoring.

In addition to classroom observation, window observation or passing-by observation can be practiced by
school heads followed by the giving of constructive feedback. It is important to every teacher that every day
should be an observation day to develop a well-planned delivery of lessons and to avoid the term “ningas cogon”
among teachers (Desamparo & Barrameda, 2019). It can be gleaned from the table that there is high job
satisfaction among school heads in terms of colleagues are a great extent. The overall mean is 3.58 and is
described as a great extent. It shows that school heads and teachers are good at building camaraderie among their
colleagues. To sum it up, both school heads and teachers are very satisfied at work because of their colleagues.
They count on each other as confidantes, friend, and in their plans and sometimes, their partners in professional
growth and development. It is important to interact with people at work. Working in groups, performing
research-related work and teaching are necessary for clinical academic practice. This is true especially for
women, according to Burke et al. (2022). To recuperate and preserve their job abilities, public investments in
teachers' working circumstances are crucial as found out by Vedovato and Monteiro (2014).

Based on the interviews conducted with teachers, their salaries are enough to live a decent life. However,
many are complaining about the inadequate salary they receive. Many decided to engage in an extra
income-generating project to somehow augment the growing needs of their family. Some are not that motivated
to work because of the low net income they take home during payday. Sometimes they cannot help but lend
money from a moneylender and give their ATM as collateral. Despite these conditions, still there are teachers
and school heads who can manage their salary and benefits well and manage to have a savings account at the
bank. They vary when it comes to financial management. The result of the present study is comparable to the
findings of de Ree et al. (2017) which was conducted in Indonesian schools and found to be accelerated in terms
of pay increase for teachers, the large pay increase in Indonesia significantly increased teachers' satisfaction with
their income, decreased the prevalence of teachers working outside the classroom, and decreased self-reported
financial stress. In contrast, it was found that the amount of Pay for Performance (P4P) exposure has no negative
effects on other aspects of working life, including job satisfaction (Allen et al., 2017). This means that no matter
how high or low the pay and benefits of teachers, it has nothing to do with their work motivation. The quantity of
PAP exposure had no adverse consequences on other facets of working life, such as job satisfaction.

Kampkotter (2016) also highlighted and proven the formal performance assessments (PA) as one of the most
important methods used in business human resource management. Both assessments with and without financial
results, such as bonus payments and promotions, were found. PAs considerably increase job satisfaction, which
is mostly driven by evaluations of financial performance. In the same way, Hendricks (2015) describes pay
increase which has the largest effect on hire rates among teachers with 2-3 years of experience and the effect
diminishes with experience. Higher teacher salaries provide a dual benefit of retaining and attracting a more
effective distribution of teachers. This supports the findings of Kaiyom et al. (2021) which stated that due to the
increasing workload, instructors are required to work after hours or remain late at work. During their leisure time,
teachers might interact and engage in work-related activities. In addition to instructing pupils, teachers nowadays
also function as community role models, administrators, planners, and facilitators. In contrast to the result of the
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current study, Andrew et al. (2018) believed that teaching is a high-stress job that is prone to burnout. This will
bring up a variety of issues, including job unhappiness, stress, diminished engagement, and others, and will
indirectly affect their ability to progress professionally and at work. Andrew et al. (2018) expressed the struggles
or hardships of teachers in doing their daily routine and it made him feel that nothing is new but doing these stuff
repeatedly. Unlike in this study’s result, responsibility was harvested to a great extent from school heads and
teachers.

Generally, in terms of responsibility, they are responsible for performing their job according to the given
responsibility by the organization. Responsibilities vary depending on their position. Master teachers have more
responsibilities complex compared to teachers | to I11. DepEd personnel appreciates the job because it serves as
their bread and butter. Commitment is necessary for the successful performance of their tasks. Teachers commit
themselves and accept its very nature and it will give them satisfaction. On the other hand, some teachers,
regardless of their age and position complain about the stress and pressure brought by teaching. The study of
Nyamubi (2017) supports the result of the current study. The connections and collaborations between teachers
and their coworkers, students, and community members all affected how satisfied they were with their
professions. They are motivated, some are through tangible ways, and some are intrinsic. It gives them a feeling
of self-fulfillment when they think they have done their part well. As revealed, data shows the extent of the job
satisfaction of school heads and teachers in terms of advancement. It shows that the composite mean for school
heads and teachers' advancement is 3.45 and is described as a moderate extent. It means that not everyone
employed in an organization is given the chance for advancement and that they do not have the control to
materialize it along their career life. School heads have a better chance of being promoted and advanced in their
career than teachers. The result was supported by the findings of Gepila Jr. (2000) saying that a tiny number of
in-service teachers in the Philippines hold PhD degrees, while the majority simply hold bachelor’s degrees.
Professional development, especially through these initiatives, has a substantial influence on teachers' ability to
expand their competency in terms of their service history.

Most of the teachers in the province of Occidental Mindoro have their career advancement because of their
initiative. Lucky are those who are provided with the chance to grow professionally. Some can avail of
scholarships from the agency, some are allowed to excel among their peers by taking an extra responsibility to
exercise their skills and competencies in the field. In terms of security, it implies that they feel secure when it
comes to physical safety, financial security, and future job tenure. However, it can still be improved for it to
maximize. Based on the findings of Robosa et al. (2021) on the experiences and challenges of Public School
Teachers Amidst the COVID-19 pandemic, most educators face considerable challenges because of a lack of
resources, how students are handled, and workloads and submissions all contribute to burnout and stress, the
advent of the digital era constrained the majority of instructors in public schools. In terms of recognition, this
study strongly supports the findings of Dhurup et al. (2016). They believe that employers in businesses need to
focus on fostering workers' ongoing commitment to influence their tendency to remain committed to the
company. The most obvious recognition for teachers is praise, verbal acknowledgment, and monetary for their
extraordinary accomplishments. It can be reviewed on Ivan Pavlov's theory of conditioning that in the form of
reinforcement, the rewards will keep them responding to their environment.

Table 4

Mean Extent of Organizational Commitment in terms of Affective, Continuance, and Normative
Indicators Overall Mean Verbal Description

Affective 3.33 Great Extent

Continuance 3.28 Moderate Extent

Normative 3.24 Moderate Extent

Scale: 3.51-4.00 Great Extent; 2.51-3.50- Moderate Extent; 1.51-2.50- Slight Extent; 1.00-1.50— Low Extent

Table 4 shows the organizational commitment of the school heads and teachers in terms of affective,
continuance, and normative. The overall mean as shown in the table is 3.33, 3.28, and 3.23 respectively were
also described as great and moderate extent. This means that they have already developed their organizational
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commitment in terms of affective but not on a full basis. Giving additional responsibility was also proven to
make teachers develop affective commitment. This is also referred to the study of Isik (2020) where he
investigated how job satisfaction and affective commitment function as mediators between ethical leadership and
school performance. The findings confirmed the positive relationships between ethical leadership and affective
commitment, work happiness, and academic success that had been expected.

It can be gleaned from it that the overall composite mean for continuance is 3.28, indicating a moderate
extent. They will serve their school as long as they can because they have already invested a long time and
valuable effort and expertise in service. Because of this type of commitment, their plan, dream, or wish to leave
and shift to their career or workplace will not be easy and they think that they must stay. They believe that going
somewhere else would cost too much as compared to their present situation as they are used to the present
situation and worst, they are afraid that there will be a tendency that their life in the new station will be disrupted,
therefore, they tend to stay than to move or resign. The result conforms to the findings of Ercument and Erkan
(2019), that physical education instructors' normative commitment levels are lower than those of classroom
teachers. The normative levels of commitment among female instructors are higher than those among male
teachers. Teachers who work in cities are more committed to staying on the job than those who work in districts.
Teachers who have worked for 1 to 10 and 11 to 20 years have higher degrees of dedication to their careers than
those who have worked for more than 30 years. Also, gender, years of experience, and location of duty all have
an impact.

The normative aspect according to the respondents is like to loyalty to an agency or organization. Teachers
are satisfied because their names are attached to their organization. The normal thing is to stay in the
organization where they are working. In terms of loyalty, most teachers express themselves as almost 80-100 %
loyalty to the Department of Education. The findings of the study of Mousa and Alas (2016) contradict the
current study. Egyptian public primary schools where teachers show a low level of organizational commitment.
There are instances that teachers and school heads normally feel guilt when the time comes that they need to
leave their station. Due to hard work, dedication, and concern towards their work, and because they believe that
they are deeply connected or rooted in their organization, they find it hard to leave it.

Based on the correlation analysis in Table 5, there is a significant positive inter-relationship among the
parameters of organizational identity (p<.005). This indicates that the researcher crafted and presented a good
and appropriate research construct for variables of organizational identity. The analysis also shows that there is a
very significant positive relationship between organizational identity and job satisfaction (p=.000). This indicates
that improving organizational identity may also increase the job satisfaction of both the school heads and
teachers. This further implies that any changes or movement in the value of organizational identity may
significantly affect or make the value of job satisfaction change, too.

On the other hand, the study of Chen et al. (2020) was found to be contrary to the findings of the current
study. It says that professional identity and job satisfaction do not influence job burnout. Job satisfaction and
professional identity affect job burnout among university teachers. Identity and job satisfaction in an
organization are related to each other. They are both essential for the development of organizational identity. In
other study’s results about organizational identity, job satisfaction, and organizational commitment, it is usual
that job satisfaction depends on the first and last-mentioned variables but in this study, it is the organizational
commitment that turned out to be the dependent variable. As the result shows, respondents are committed
equally in terms of affective, continuance, and normative.

Table 6 showcases the correlation between the organizational identity of the school heads and teachers and
their organizational commitment. It could be noted from the results that all parameters constructed for
organizational identity are positively correlated to organizational commitment. Based on the correlation analysis
in the Table above, there is a very significant inter-relationship between the parameters of organizational identity
and organizational commitment (p<.005). This indicates that the presented research construct for organizational
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commitment is good and appropriate for the study.

Table 5

Relationship between Parameters of Organizational Identity and Job Satisfaction

Independent Variables Dependent Variables r-value p-value Interpretation
Supervision 456 .000 Significant
Colleagues .389 .000 Significant
Working Condition .378 .000 Significant
Salary/Wage/benefit .229 .000 Significant

Professionalism Responsibility 430 .000 Significant
Work Itself .395 .000 Significant
Advancement 436 .000 Significant
Security .387 .000 Significant
Recognition .389 .000 Significant
Supervision 460 .000 Significant
Colleagues 379 .000 Significant
Working Condition 420 .000 Significant
Salary/Wage/benefit 242 .000 Significant

Career Progression Responsibility 459 .000 Significant
Work Itself 402 .000 Significant
Advancement 449 .000 Significant
Security .396 .000 Significant
Recognition .369 .000 Significant
Supervision 513 .000 Significant
Colleagues .507 .000 Significant
Working Condition 497 .000 Significant
Salary/Wage/benefit 314 .000 Significant

Organizational Culture Responsibility 461 .000 Significant
Work Itself 464 .000 Significant
Advancement .505 .000 Significant
Security 468 .000 Significant
Recognition 449 .000 Significant
Supervision 573 .000 Significant
Colleagues 438 .000 Significant
Working Condition .584 .000 Significant

s Salary/Wage/benefit .341 .000 Significant

Organizational Lo I

Climate Responsibility 430 .000 S!gn!f!cant
Work Itself 437 .000 Significant
Advancement 489 .000 Significant
Security 457 .000 Significant
Recognition 466 .000 Significant

Extent of Organizational Extent of job satisfaction .642 .000 Significant

Identity

**Significant at p< 0.05

Table 6
Relationship between Parameters of Organizational Identity and Organizational Commitment
Independent Variables Dependent Variables r-value p-value Interpretation
Affective .376 .000 Significant
Professionalism Continuance .348 .000 Significant
Normative .296 .000 Significant
Affective .354 .000 Significant
Career Progression Continuance .359 .000 Significant
Normative .330 .000 Significant
Organizational Affective 429 .000 Significant
Culture Continuance .408 .000 Significant
Normative .357 .000 Significant
Organizational Affective 451 .000 Significant
Climate Continuance .396 .000 Significant
Normative 434 .000 Significant
Extent of organizational identity  Extent of organizational commitment  .455 .000 Significant

**Significant at p< 0.05

The analysis also shows that there is a very significant positive relationship between organizational identity
and organizational commitment (p=.000). This indicates that improving organizational identity may increase the
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organizational commitment of the school heads and teachers. The findings supported by Afshari et al. (2020) as
they discovered a link between organizational identity and professional occupational identity and the
development of organizational commitment. This led to the proposal that human resource managers might
construct an effective identification process by reinforcing sentiments of organizational identity and fostering a
favorable company image. Both the result and literature prove that the current organizational identity helps in the
heightening extent of the commitment of employees, and probably, even teachers and school heads.

Based on the correlation analysis in Table 7, there is a very significant positive inter-relationship among the
parameters of Job Satisfaction and organizational commitment of the school heads and teachers (p=.000). This
indicates that improving job satisfaction may increase the organizational commitment of teachers. Experienced
women in high positions also show a commitment to their work. The organizational climate, workers' job
engagement, and younger teachers' abilities to manage diverse student populations, master their pedagogy,
perform better when planning, assessing, and reporting learners' outcomes, create better learning environments,
and have social regard for learning have a significant relationship with each other. Instructors are happier when
they have more growth opportunities, and happy instructors are more likely to exhibit high levels of
organizational commitment. On the other side, 50% or more academics connected pay/salary, university policy
and administration, a lack of constructive feedback, and a lack of time for family and home with work discontent.
According to Ghenghesh (2018), academics, department heads, and deans see job security as an essential aspect
of their job pleasure.

Table 7
Relationship between Parameters of Job Satisfaction and Organizational Commitment
Independent Variables Dependent Variables r-value p-value Interpretation
Affective 461 .000 Significant
Supervision Continuance 421 .000 Significant
Normative 312 .000 Significant
Affective 375 .000 Significant
Colleagues Continuance .335 .000 Significant
Normative 271 .000 Significant
Affective 453 .000 Significant
Working Condition Continuance .399 .000 Significant
Normative .343, .000 Significant
Affective .356 .000 Significant
Salary/ Benefits Continuance 310 .000 Significant
Normative .270 .000 Significant
Affective .344 .000 Significant
Responsibility Continuance .322 .000 Significant
Normative .282 .000 Significant
Affective 413 .000 Significant
Work Itself Continuance 406 .000 Significant
Normative .388 .000 Significant
Affective 479 .000 Significant
Advancement Continuance 440 .000 Significant
Normative .394 .000 Significant
Affective 475 .000 Significant
Security Continuance 455 .000 Significant
Normative .385 .000 Significant
Recognition Affective 470 .000 Significant
Continuance .397 .000 Significant
Normative .333 .000 Significant
Extent of job satisfaction Extent of organizational commitment .506 .000 Significant

A single road connects professional identity, job happiness, and the intention to quit burnout. Zhang et al.
(2021) found that work satisfaction and burnout had a substantial impact on turnover intention and that the
effects of professional identity on turnover intention might be mediated by these two factors. On the other side,
the findings of the current study are similar to the result of the study conducted by Larkin et al. (2015) stating
that K-12 instructors who teach online report a moderate-high degree of work satisfaction, which is correlated
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intermediate, and long terms. The most fulfilling parts of participants' jobs were flexibility, meeting students'
needs, technical help, and their professional communities, whereas the least satisfying aspects were pay,
workload, missing in-person interactions with students, and inactive pupils. It is indicated that all indicators for
indicators for organizational commitment are found to be suitable in measuring itself. It resulted in an overall

with their emotional commitment to their organization and their intention to continue teaching online in the near,
inference that job satisfaction affects or is related to organizational commitment.

Caballes, C. S., & Limos-Galay, J. A.
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job satisfaction are proven to help improve the extent of organizational commitment of teachers and similarly, all
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Table 8 shows the proposed strategic intervention plan, it shows that knowing teachers® condition is
knowing learners™ condition. The organizational identity, job satisfaction, and organizational commitment of
teachers must be identified to determine the status of the human resource department when it comes to
dedication, motivation, and service. In the field of teaching, the extent of commitment among teachers is crucial
in the materialization of the teaching and learning process as supported by Farid et al. (2019). The culprit for
unhappiness among teachers must be identified and converted into a gateway to satisfaction because happy
teachers will produce happy learners as others are saying. A strategic intervention plan is designed to elevate the
extent of these three major elements which are believed to contribute to human resource production management.
To help the nation materialize the dream of the education sector for the country, a national commission known as
EDCOM 2 was established by Republic Act 11899 and given the responsibility of conducting a thorough
national assessment and review of the performance of the Philippine education sector (EDCOM2, n.d.). To assist
in addressing the issues, MATATAG: Bansang Makabata, Batang Makabansa was introduced on January 30,
2023. Its priority is to strengthen our country's educational system. According to the Basic Education Report
(BER) (2023), it is for the welfare of every Filipino kid. "Sa isang matatag na bayan, para sa ating mahal na
Pilipinas." Make the curriculum relevant to produce competent, job-ready, active, and responsible citizens. Take
action to hasten the delivery of basic education facilities and services. Take care of students by fostering their
well-being, inclusive education, facilities and services, and a positive learning environment. It is also important
to consider the DepEd Mission as a basis for the formulation of a plan. It generally aims to protect and promote
the right of every Filipino to quality, equitable, culture-based, and complete basic education where: students
learn in a child-friendly, gender-sensitive, safe, and motivating environment. Teachers facilitate learning and
constantly nurture every learner (DepEd Mission & Vision, n.d.).

4. Conclusions

Based on the findings generated from this study, the following conclusions were derived: Secondary public
schools in DepEd Occidental Mindoro already established a well-rooted organizational identity in terms of
professionalism, career progression, organizational culture, and organizational climate. School heads and
teachers in public secondary schools of Occidental are generally satisfied in their careers yet there's a need to
elevate its extent especially when it comes to advancement, salary/benefits, security, and working conditions.
DepEd school heads and teachers are committed to their work to a moderate extent in terms of affective,
continuance, and normative. Organizational identity, job satisfaction, and organizational commitment of public
secondary schools are all positively related to each other. There is a need to craft a strategic intervention plan for
the further practice and development of the indicators that are practiced and experienced to a moderate extent,
particularly those with low mean results.

4.1 Recommendations

Based on the emerging conclusions presented above, the following are hereby recommended: It is
recommended that higher officials of the Department of Education provide their support to this endeavor by
revisiting the results of research regarding these topics to address what ought to be addressed. Government and
DepEd officials should address teachers’ concerns regarding working conditions, salary/benefits, advancement,
and security at work for them to be motivated. It is recommended that the Department of Education plans for the
activities or programs that will facilitate the maintenance or improvement of the commitment within the
organization. Educational planners may review the proposed intervention plan and appropriate action and
adequate funds may be given across the province and proper monitoring of the execution of the activities be
done. Future researchers will benefit by focusing on other factors that possibly affect the indicators of
organizational commitment and deciding on another group of employees as their respondents. Also, it is
suggested by the researcher to determine the factors that mostly affect the variables which are organizational
identity, job satisfaction, and organizational commitment.
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