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ABSTRACT

The study explored the relationship of quality of work life and organizational commitment of public elementary teachers in Tagum City Division. Also, it
investigated the association of the involved variables and the domains of quality of work life significantly influence organizational commitment. With the use of
probability sampling, 200 elementary teachers in the public schools were selected as the respondents. Utilizing the descriptive-correlational survey method, the data
collated were analyzed through the use of Mean and Product-Moment correlation. Results revealed that there was an extensive quality of work life and an extensive
organizational commitment. Furthermore, there was a significant relationship between quality of work life and organizational commitment. Based on the findings,
it was further suggested that higher officials in the Department of Education and school heads may identify means on how to help teachers to be attain quality of
work life and organizational commitment. More so, future researchers may further explore the involved variables considering other factors and research methods.
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Introduction

The commitment of an employee can be measured by means of the employees” willingness to provide for their organization to accomplish goals, vision
and practice its values. In the case of education, teachers commit to teaching to ensure students get quality education measured by their level of academic
performance (Bading, 2022). Committed educators are competent to offer learners new teaching techniques that result in greater success (Altun, 2017).
However, due to stressful profession, teachers tend to have poor organizational commitment. It was reported that not only overwork has reduced teachers’
service commitment but also teachers poor relationship with the principal (Selamat et al., 2013). Like any other organization, educational institutions,
especially schools, constantly struggle with the problem of worker shortage and the issue of organizational commitment (Duangtha, 2015).

Problems regarding organizational commitment have been evident in the public schools in different countries. In Pakistan, it was revealed that revealed
that burnout negatively affects the organizational commitment of teachers (Sajid, 2014). In Thailand, the problem of teacher shortage is even worsening
in private schools. A report from the Office of Private Educational Commission, Office of the Permanent Secretary Ministry of Education (2016, 2017)
revealed that 11,575 teachers chose to leave their current private schools. Teacher shortage is a continued struggle for many schools and a crucial reason
for schools to retain and reduce the turnover rate of these teachers which signify poor organizational commitment (Boontantrapiwat & Kitcharoen, 2022).
Canada also experiences turnover rate among new teachers by 30% and the problem is attributed to stress resulting from lack of work-life balance and
motivation from school leadership (Kutsyuruba at al., 2013).

In the Philippines, most of the private colleges and universities face difficulties in maintaining the commitment of teachers. Substantial evidence shows
that teachers in private schools are having an exodus to the public schools. Moreover, this predicament on teachers' commitment is undoubtedly due in
part to the low salary and benefits, poor working conditions, and lack of prestige of the teachers in some private colleges and universities. The resignations
of tenured and qualified faculty members had caused the dearth of qualified faculty members in the said colleges and universities. The pervasiveness of
this trend will have a negative impact on private schools (Batugal, 2019).

In Tagum City Division, the researcher observed that teachers overwhelming tasks lead poor organizational commitment. Apart from their very
demanding responsibilities, they were put into situations which led to burnout. Also, teachers were in an environment with a limited support from their
school head and colleagues. More so, teachers, as observed, were given limited opportunities to excel, to be promoted, and to be exposed to different
professional development. This somehow motivated the researcher to explore the organizational commitment of teachers considering their quality of
work life. The scarcity of study regarding organizational commitment in the local setting sparked the interest of the researcher to conduct a study on
investigating the influence of quality of work life on the organizational commitment of public elementary teachers. The researcher hoped that this
undertaking may give further understandings to the DepEd officials and school principals to create undertakings relevant for the improvement of
organizational commitment of teachers. This may also help teachers to discover ways of improving organizational commitment amidst adversity or
challenges.
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This study was mainly anchored to the concept of the Quality of work life (QWL) by Lau and May (1998). In this concept, it highlighted the importance
of an overall life quality. It was a continuous process of making improvements in the work, making it favorable for the people within the organization. It
was claimed that quality of work life involves strategies that increase satisfaction of employees and aims to improve working conditions in the
organizations. The organizations which favored employees’ QWL attracted high performing workers as they felt secured and privileged and perform
better.

According to Rethinam and Ismail (2007), the quality of working life is referred to the workplace efficiency that can develop employees’ well-being and
satisfaction in an organization. The quality of teachers’ working life can ensure how far the school organization and working environment can support
and meet the psychological, social, political, and economic needs by providing many growth and self-development opportunities. Schools need to play a
role in providing a better and more efficient working environment to enhance the quality of teachers’ working life which would strengthen their
organizational commitment. On the other hand, Maslow (1954) stated that dissatisfaction with the quality of working life may influence many employees
regardless of their status or position in an organization.

Another theory that supported this study was the organizational commitment which is the 3-component model of Allen and Meyer (1991). This model
argued that service or organizational commitment has three distinctive components, namely affective commitment, continuance commitment, and
normative commitment. Affective commitment is the emotional attachment to an organization. Continuance commitment is the degree believing that
leaving the organization would be costly. Normative commitment is the is the degree of feeling obligated to the organization or believing that staying is
the right thing to do.

In the three components form part of Meyer and Allen's (1991) model, organizational commitment, is predictive of the behaviour of workers in the
organization to which they belong, indicating how they position themselves and are connected to it. This has an influence on performance and absenteeism
(Meyer, Standley, Herscovitch & Topolnytsky, 2002; Ng & Feldman, 2008; Mathieu & Zajac, 1990). Meyer et al. (2002), report that each dimension of
the Meyer and Allen organizational commitment model (Meyer & Allen, 1991) has a history that explains individuals' connection to the organization.

Organizational commitment is regarded as positive or negative attitudes toward the related organization. The quality of working life is a comprehensive
program that increases employee's satisfaction and their learning from environment leading to an increase in organizational commitment (Batvandi &
Ghazavi, 2016). Quality of working life is a technique for organization development seeking to provide triple factors including satisfaction and motivation,
acceptance of responsibility and sense of commitment to work together (Bazaz Jazayeri & Pardakhtchi, 2007).

Salampour (2008) showed that there is a significant and positive correlation between the quality of working life and organizational commitment of Isfahan
physical education employees. In their research, Hosseini et al (2008) concluded that there is a significant and positive correlation between the quality of
working life and organizational commitment. Based on regression analysis, they stated that affective commitment and normative commitment are
influenced by the employee's quality of working life.

Bruning (2005) stated that the 1997 National Study of the Changing Workforce have found that individuals who receive better quality jobs and more
supportive work environment tend to have more commitment to the success of their organization, higher levels of job satisfaction, strong intention to
remain with the organization, and greater loyalty to their organizations. Farh, Podsakoff, and Organ (1990) stated that organizations can influence
behaviors such as organizational commitment by structuring jobs in a way that give the employees

meaning and fulfilment.

More so, Rhoades and Eisenberger (2002) found that when the organization rewards its employees fairly according to their work inputs, this can boost
their perception of QWL and thus will make them willing to show commitment behaviors toward their organizations. Meanwhile, Zin (2004) revealed
that the respondents of the study indicated that growth and development dimension of QWL as a significant antecedent for the normative and affective
commitment. Hence, it was suggested that organizations need to provide more opportunities for the employees to develop their skills in order to develop
a sense of commitment among the organization.

Huang et al. (2007) found that the different dimensions of QWL result in distinguishing effects on organizational commitment, career commitment, and
the intension to turnover. Also, they suggested for managers that the different practices of QWL need to be combined together in order to have the best
results in the individuals’ talent retention and commitment. In addition, Koonmee, Singhapakdi, Virakul, and Lee (2010) discussed how QWL impacts
job-related outputs positively. These outputs can be employee’s organizational commitment, employee’s satisfaction, and building team spirit.

Meanwhile, Normala (2010) presumed that there is a positive and strong relationship between QWL and organizational commitment. This means that the
better the QWL the greater will be the employees’ organizational commitment. According to Ma, Ma, Yu, and Hao (2011), when the employees feel that
their organizations offer them high QWL, they will feel more obligated to perform with better work outcomes such as organizational commitment.
Parameswari & Kadhiravan (2011) stated that providing a reasonable level of QWL will motivate the employees to work on achieving the organizational
goals, which results in having employees with high organizational commitment.

Methodology

Research Design
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This study was a quantitative research approach utilizing the descriptive correlational approach. Quantitative research is a way to learn about a particular
group of people, known as a sample population. Using scientific inquiry, quantitative research relies on data that are observed or measured to examine
questions about the sample population. It is used by social scientists, including communication researchers, to observe phenomena or occurrences affecting
individuals. The purpose of quantitative research is to generate knowledge and create understanding about the social world. Moreover, a descriptive
correlation study is a study in which the researcher is primarily interested in describing the relationships between variables without attempting to establish
a causal relationship (Allen, 2017).

This study was considered as quantitative since it depended on the numerical data when analyzing and interpreting the data. It was descriptive since its
purpose was to determine the extent of quality of work life and organizational commitment of teachers. In addition, this academic pursuit was correlational
since its purpose was to measure the connection between quality of work life and organizational commitment of teachers in Tagum City Division.

Research Respondents

This study catered the 200 public elementary teachers in the Division of Tagum City. It was claimed that 200 samples are enough when testing the Pearson
Correlation analysis (Memon et al., 2020). Hence, the 200 respondents were enough to address the purpose of this study. In  the inclusion and
exclusion criteria, elementary teachers with 3 years teaching experience were chosen in this endeavor since their 3 years stay in the public school would
help them to assess their quality of work life and professional commitment. Respondents who felt awkward and uncomfortable in answering the survey
questionnaire were free to withdraw from their participation. They were not forced to be part of the study. Their decision to withdraw was respected.
Apparently, the respondents’ welfare was given utmost importance in the conduct of the study.

Research Instruments

As to the form of gathering data, this study utilized an adapted survey questionnaire. The questionnaire that was employed in this undertaking was divided
into two sets. The first set was focusing the on the quality of work life of teachers while the second set was about the professional commitment of teachers.

The questionnaire on quality of work life was proposed by Catapan, Bonfim, Panucci-Filho, da Veiga and Catapan, (2014). It had a total of 27 items. It
comprised the following indicators: working conditions for human capacity development (10 items), social integration in the work organization (8 items),
future opportunity for growth and employment security (3 items), work and space for recreation (3 items), and remuneration and compensation (3 items).
The alpha coefficient for the 27 items is .72, suggesting that the items have relatively high internal consistency.

The organizational commitment questionnaire was adapted from the study of Meyer and Allen (1997). It has a total of 24 items. It comprised the following
indicators: affective commitment (8 items), continuance commitment (8 items), and normative commitment (8 items). The alpha coefficient for the 24
items is .75, suggesting that the items have relatively high internal consistency.

The instruments in this study were contextualized to achieve the purpose of this study. The researcher incorporated all the comments and suggestions of
the adviser, panel members and expert validators for the refinement of the tools and to achieve construct validity.

Table

Table 1

Summary on the Extent of Quality of Work Life of Teachers

No Indicators Mean Descriptive Equivalent
1 Working Conditions for Human Capacity Development 3.45 Extensive

2 Social Integration in the Work Organization 3.56 Extensive

3 Future Opportunity for Growth and Employment Security 3.47 Extensive

4 Work and Space for Recreation 3.43 Extensive

5 Remuneration and Compensation 3.33 Moderately Extensive
Overall 3.45 Extensive

Table 1 provides the summary on the extent of quality of work life of teachers. It is exhibited that the overall mean of quality of work life of teachers is
3.45, which is in an extensive level. This means that quality of work life of teachers is oftentimes evident.

Data show that all five (5) indicators are in an extensive level. As arranged chronologically, social integration in the work organization has the highest
mean score (3.56). This is followed by future opportunity for growth and employment (3.47), working conditions for human capacity development (3.45),
work and space for recreation (3.43), and remuneration and compensation (3.33).



International Journal of Research Publication and Reviews, Vol 5, no 5, pp 11639-11646 May 2024 11642

The data analysis reveals an overall extensive level of satisfaction across all five indicators, indicating that teachers enjoy a highly positive work
environment. The extensive satisfaction levels across all these indicators indicate that teachers benefit from a supportive, inclusive, and favorable work
environment, promoting their overall well-being and job satisfaction.

With the extensive quality of work life, this reaffirmed the widely held belief of Hermawati (2017) believing that Quality of Work Life (QWL) is one of
the ideas to create a better working environment for employees. Jabeen et al. (2018) mentioned that is an effort made by employees to improve their
working circumstances, tasks, job-related safety and security, benefits, and compensation. Dechawatanapaisal (2017) stated that because the primary goal
of QWL is to emphasize how work can improve employees' lives rather than how to improve work itself, this idea underlines the significance of respect
for people in the workplace. In order to implement quality of work life within the business, an organization must give the resources that employees need.

Similarly, Kara et al. (2018) underscored that QWL is crucial for shaping how employees view the company and how they make decisions about whether
to stay or quit. Winarno and Hermana (2019) claimed that because of an overwhelming feeling of belonging that stems from the employees themselves,
employee commitment to the business might boost its performance. According to Fakhri et al. (2019), employee commitment will be impacted when they
have a positive experience with the organization. The society is significantly impacted by QWL as well. Employees that are content at work will spread
that happiness to their loved ones and their surroundings (Paais et al., 2020).

Table 2

Summary on the Extent of Organizational Commitment

No Indicators Mean Descriptive
Equivalent

1 Affective Commitment 3.46 Extensive

2 Continuance Commitment 3.49 Extensive

3 Normative Commitment 3.46 Extensive

Overall 3.47 Extensive

Table 2 provides the summary on the extent of organizational commitment. It is exhibited that the overall mean of

The results presented in the data showcase a compelling and significant commitment is 3.47, which is in an extensive level. This means that the
organizational commitment is oftentimes evident.

Data show that all three (3) indicators are in an extensive level. As arranged chronologically, continuance commitment the highest mean score (3.49).
This is followed by affective commitment (3.46), and normative commitment (3.46).

The implications of the results are noteworthy, revealing a robust presence of commitment across all three indicators. Notably, continuance commitment
ranks the highest indicating that individuals are strongly tied to their positions due to factors such as financial security or perceived sacrifices in leaving.
Following closely are affective commitment and normative commitment. This suggests that employees not only feel a strong emotional attachment to
their organizations but also a sense of moral obligation, further strengthening their commitment. The balanced scores across these indicators demonstrate
that individuals in the study exhibit a comprehensive and multifaceted commitment to their organizations. Such findings highlight the need for
organizations to recognize and nurture these various forms of commitment to promote employee engagement and retention. The favorable findings of
this study supported the findings of Lizote et al., (2017) revealing that employee commitment and involvement are necessary for productivity as well as
a higher volume of work and activity, which promotes capacity utilization. They are essential for opening up opportunities, exploiting individual and
organizational talents, and influencing how quickly emerging technologies and knowledge are internalized and environmental/market response are made.

Furthermore, Scales (2018) underscored that organizational commitment is described as a positive assessment of an organization's aims and structure. He
referred to the commitment as a "bonding" between the employee and the employer. The higher the amount of commitment, the longer the employee
stays with the company, and this effect is also measured by commitment. Kumar et al (2016) stated that employees who are dedicated to their company
constantly want to see it succeed.

More so, Hafiz (2017) indicated that organizational commitment is the single most important factor in determining employee retention, performance on
the job, and organizational success. The effectiveness of a company depends on its workforce. A commitment is a possible agreement for a specific task
to be performed under specific circumstances and at an appointed time. An employee's attitude and actions in support of the business are referred to as
organizational commitment. An employee develops dedication when they are open and honest about their tasks, assigned obligations, and job. Since it
guarantees that they will strive toward organizational goals while simultaneously accomplishing their own goals, an employee's commitment to a firm is
a potent

incentive.

Table 3
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Significance of the Relationship Between the Extent of

Quality of Work Life and Organizational Commitment of Teachers

Quality of Work Life of

. r-value
Teachers Indicators Dependent Variable p- value Decision on Ho
Working Conditions for Human 0.552 0.000 Rejected
Capacity Development
Social Integration in the Work 0.582 0.000 Rejected
Organization
Future Opportunity for Growth 0.563 0.000 Rejected
and Employment Security Organizational

Commitment

Work and Space for Recreation 0.525 0.000 Rejected
Remuneration and .510 0.000 Rejected
Compensation
Overall 0.546* 0.000 Rejected

*Significant at 0.05 significance level.

Presented in Table 3 are the data on the significance of the relationship between quality of work life and organizational commitment of teachers. Reflected
in the hypothesis, the relationship was tested at 0.05 level of significance. The overall r-value of .546 with a p-value of <0.05 signified the rejection of
the null hypothesis. It means that there is a significant relationship between quality of work life and organizational commitment of teachers. This shows
that quality of work life is correlated with the organizational commitment of teachers.

Doing a pairwise correlation among the measures of both variables, it can be gleaned that working conditions for human capacity development, social
integration in the work organization, future opportunity for growth and employment security, work and space for recreation, and remuneration and
compensation revealed computed r-values of 0.552, 0.582, 0.563, 0.525 and 0.510 respectively with p-values which are less than 0.05 in the level of
significance.

The result crucially suggests that there exists a statistically significant relationship between the quality of work life and the organizational commitment
of teachers. The findings underscore the interconnectedness of these two variables, indicating that the quality of work life experienced by teachers has a
substantial influence on their level of organizational commitment. These results hold significant implications for educational institutions and policy-
makers. It implies that improvements in the quality of work life for teachers, encompassing factors such as working conditions, job satisfaction, and
supportive work environments, can lead to a tangible increase in their professional commitment. Such a commitment is crucial for fostering a dedicated
and motivated teaching workforce, ultimately benefiting the educational outcomes and experiences of students. These findings emphasize the importance
of investing in and prioritizing the well-being and job satisfaction of teachers as a means to enhance their commitment and, by extension, the quality of
education they provide.

The result is in consonance to the study conducted by Kaur (2016) revealing that a successful organization considers the quality of work life of employees
as a strategy to provide a competitive advantage. Because the quality of work life has benefits to both organizations and employees. In general terms, the
key purpose of an effective quality of work life is to improve working conditions, to influence positively and to increase the efficiency of employees and
the organization and the quality of services and products. Bora (2017) mentioned that QWL is important in achieving organizational commitment,
diminishing absenteeism and stress levels, employee welfare, participation and even improved performance.

Similarly, Yasin and Khalid (2015) emphasized that quality of work life influences organizational commitment, and quality of work life is a mediating
variable that reduces the negative impact of organizational cynicism on organizational commitment and weakens the negative impact of wages on
employee performance. It increases employee productivity and reduces workers' anti-production and harmful behaviors. In addition to these findings, it
has been found that activities aimed at improving the quality of work life led to improvements in employee productivity and absenteeism rates increased

Conclusions

Based on the findings of this study, the following conclusions were offered:
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The extent of quality of work life of the public elementary teachers implies that it is oftentimes evident in the school. In fact, all dimensions are oftentimes
evident from the school heads, namely, working conditions for human capacity development, social integration in the work organization, future
opportunity for growth and employment security, work and space for recreation, and remuneration and compensation

Meanwhile, the extent of organizational commitment of teacher is high. Apparently, all indicators are found to be high specifically on affective
commitment, continuance commitment, and normative commitment.

Based on the findings, quality of work life and organizational commitment are related. All domains of quality of work life are linked to the organizational
commitment of teachers.

Also, quality of work life of teachers significantly influences organizational commitment. In fact, all domains of quality of work life, namely, working
conditions for human capacity development, social integration in the work organization, future opportunity for growth and employment security, work
and space for recreation, and remuneration and compensation significantly influence organizational commitment by registering a p-value of .000 which
is less than .05 in the level of significance. This leads to the rejection of the null hypothesis. Further, the result indicates that for every unit increase in the
five domains of quality of work life, the organizational commitment will increase.

Recommendations

The following suggestions were offered based on the conclusions of the study:

The higher officials in the Department of Education may significantly contribute to the attainment of quality of work life and organizational commitment
of teachers by prioritizing policies and initiatives that enhance the working conditions and job satisfaction of educators. They may allocate resources for
professional development programs, create opportunities for career advancement, and establish mechanisms for regular feedback and recognition of
teachers' efforts. Additionally, DepEd officials may ensure that teachers have access to adequate resources and a supportive work environment, reducing
administrative burdens to allow educators to focus on their primary role teaching.

Moreover, school heads may significantly impact the quality of work life and organizational commitment of teachers by creating a positive and supportive
school environment. They may actively engage in fostering a culture of collaboration, open communication, and mutual respect. Offering professional
development opportunities, recognizing teachers' achievements, and involving them in decision-making processes may enhance their job satisfaction and
commitment. School heads may also prioritize a manageable workload for teachers, reducing unnecessary administrative tasks and ensuring that they
have access to necessary resources.

Furthermore, teachers may play a pivotal role in fostering the quality of work life and organizational commitment of their peers by actively participating
in a supportive and collaborative school culture. They may engage in mentorship and peer support programs, where experienced teachers can assist newer
educators in navigating the challenges of the profession. Teachers may also provide feedback and constructive suggestions to school leaders regarding
workload, professional development needs, and the overall work environment. Actively participating in decision-making processes and contributing to a
positive and inclusive school climate can enhance the overall quality of work life for all teachers.

Lastly, future researchers may significantly contribute to the attainment of quality of work life and organizational commitment of teachers by conducting
comprehensive studies that delve into the specific factors and practices that impact teacher well-being and commitment. Their research may explore the
effectiveness of various professional development programs, mentorship initiatives, and support systems, providing insights into what works best for
different contexts.
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