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Abstract

The research findings reveal the following across
employees at Sulu State College, Jolo, Sulu:
Demographics: The workforce consists of 54%
female employees, with 48% holding college
degrees. A significant portion (32%) is aged
between 31 to 40 years, and 49% have served for
5 years or less, with 62% having regular
permanent  status.  Engagement  Levels:
Intellectual engagement received an average
weighted mean of 4.207 (SD = 0.181), indicating
employees generally agree on the level of
engagement. Affective engagement had a
weighted mean of 4.213 (SD = 0.677), also
reflecting agreement among employees. Social
engagement yielded a weighted mean of 4.200
(SD = 0.667), showing similar agreement. Task
performance scored a weighted mean of 4.261
(SD = 0.140), further indicating agreement.
Differences in Engagement: No significant

difference in employee engagement was found
based on sex, age, or status of appointment.
However, significant differences were observed
in engagement levels based on highest
educational attainment and length of service.
Differences in Performance: Likewise, no
significant differences in task performance were
seen based on sex, age, or status of appointment.
In contrast, significant differences were found
related to highest educational attainment and
length of service. Correlation between
Engagement and Performance: A substantial
correlation exists between employee engagement
and performance at SSC-Sulu, suggesting that
higher engagement is linked to improved
performance outcomes. These findings highlight
the importance of educational attainment and
length of service in influencing both engagement
and performance among employees at SSC-Sulu.

Keywords: Employees engagement, employees performance, affective engagement, intellectual engagement

INTRODUCTION

Higher education institutions (HEIs) worldwide are under pressure to improve teaching quality,
promote innovation, and prepare graduates for the 2 1st-century workforce, with faculty engagement being
key to these objectives. Engaged faculty members tend to be more effective educators, supportive mentors,
and productive researchers, leading to better student outcomes and enhanced institutional reputation (Kuh
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et al., 2005). Global higher education trends emphasize the significance of creating environments that
support faculty well-being, including work-life balance and professional development.

In the Philippines, HEIs face unique challenges such as limited resources and diverse student needs,
with the Commission on Higher Education (CHED) setting standards and promoting quality. National
policies, including the K-12 program, highlight the importance of faculty development and research but are
often hindered by infrastructure constraints.

Specifically, SSC-Sulu, located in a region with its own socio-political and economic challenges,
faces difficulties in faculty recruitment and retention due to geographical isolation and security issues.
Understanding these local conditions is essential for interpreting this study’s findings and developing
relevant recommendations. This research will investigate how local factors influence faculty engagement
at SSC-Sulu and its effects on teaching quality, research output, and institutional effectiveness, addressing
a gap in research regarding employee engagement and task performance in this context (Bakker &
Demerouti, 2008)

METHOD

Research Design

A descriptive-correlational research design method was employed in this study. According to Bless
and Higson-Smith, a research design as “a program that guides a researcher in collecting, analyzing and
interpreting observed facts.” (1995:63). Moreover, Babbie and Mouton regard research design as the road
map or blueprint by which one intends to conduct a research and achieve his/her research goals and
objectives.” (2001:75). Thus, this study purported to describe, quantify, and infer as well as to discover
significant differences and relationships among variables and to allow the prediction of future events from
present knowledge or phenomenon of employees of SSC-Sulu, namely:

1) The demographic profile of employee of SSC-Sulu in terms of gender, age, status of appointment, and
educational attainment;

2) The extent of employees engagement in terms of intellectual engagement, social engagement and
affective engagement as well as task performance;

3) The significant difference in the extent of faculty’s engagement in terms of intellectual engagement,
social engagement and affective engagement as well as task performance when data are grouped according
to gender, age, status of appointment and educational attainment;

4) The degree of correlation among the sub-categories subsumed under employees engagement and
performance.

Employees of SSC-Sulu will be the main source of data which will be quantified to answer the research
questions in this study. Library and internet research will be the sources of information that will be used to
enrich the theoretical and conceptual frameworks of this research. The data from the respondents will be
gathered through the use of questionnaires.

Research Locale

This study was conducted among employee of SSC-Sulu during the Fiscal Year 2024. This higher
education institution is located in Capitol Site, Jolo, Sulu which is under the direct supervision of the
Commission on Higher Education (CHED).

https://journals.aloysianpublications.com
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Respondents of the Study

The respondents of this study are the employees of SSC-Sulu who are teaching during this Fiscal
Year 2024 regardless of their ranks/positions.
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Sampling Design

A non-probability sampling design through purposive sampling method was employed in this study.
A total representative of one hundred (100) samples were purposively chosen based on the availability of
faculty members of SSC-Sulu. The use of purposive sampling in this study ensured the proper
representation of gender, age, civil status, status of appointment and educational attainment.

Data Gathering Procedure

The following procedures were employed in the course of data gathering: A permit to administer
the questionnaire was secured from the College President, SSC-Sulu. The researcher had launch and
administered the questionnaires personally as well as the retrieval.

Research Instrument

A survey questionnaire was the main instrument employed to gather data on the extent of
engagement and performance among Faculty members at SSC--Sulu. The Faculty engagement
questionnaire was adapted and patterned with slight modification from Fletcher (2015) Model on Personal
Role Engagement which is based on Soane, et al. (2012) Intellectual, Social and Affective (ISA) Scale.
Similarly, task performance will be measured using Koopans et al. (2014) questionnaire.

Soane, et al. (2012) and koopans et al. questionnaires are standardized research instrument with
established validity and reliability. Nonetheless, to suit its usability in the local setting, the questionnaire
used in this study was subjected to the perusal of two experts from the faculty members of Sulu State
College.

The research instrument used in this study consisted of three parts. Part I of the questionnaire which
focus on obtaining the demographic profile of the faculty of SSC-Sulu to include gender, age, status of
appointment and educational attainment. Part II geared towards obtaining data on the extent of faculty’s
engagement and performance to include the following dimensions such as Intellectual engagement (3
items), Social engagement (3 items), Affective engagement (3 items), and Task performance ( 7 items).

Data obtained using these questionnaires were analyzed through a 5-point Likert Scale such as
Strongly Agree=5, Agree=4, Undecided=3, Disagree=2, Strongly Disagree=1 will be used for employee’s
personal role engagement and task performance.

Validity and Reliability

This study was adapted from Fletcher (2015) Model of Personal Role Engagement which is based
on Soane, et al. (2012) ISA Scale and Koopans et al. (2014) which are standardized research instrument
with established validity and reliability. To suit its usability in the local setting, however, the questionnaire
used in this study was subjected to the perusal of at least two experts from Sulu State College.

Statistical Treatment of Data
Descriptive and inferential statistical tools were appropriately employed in the treatment of data

gathered for this study, namely:

1) For research problem number one 1, frequency counts and percentage will be employed to determine
the demographic profile of faculty of SSC-Sulu;

2) For research problem number two 2, mean and standard deviation will be employed to determine the
extent of engagement and performance of Faculties;

3) For research problem number 3, t-test for independent samples will be employed to determine the
significant differences in the extent of engagement and performance when data are grouped according



Online ISSN: 3082-5121
https://journals.aloysianpublications.com
Volume 1 Issue 4 (2025)

to gender; and One-way Analysis of Variance (ANOVA) will be employed to determine the significant
differences when data are grouped according to age, status of appointment and educational attainment.

4) For research question number 4, Pearson Product Moment Correlation Coefficient (Pearson’s r) will be
employed to determine the degree of correlation among the sub-categories subsumed under engagement
and performance.
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The following rating scales intervals will be adopted in the analyses of the results of the computations
obtained from the use of both descriptive and inferential statistical tools:
Rating Scales Interval on the extent of personal role engagement and task performance of employees based
on 5-point Likert’s Scale:

Point Scale Descriptors
Value
5 }.50- 5.00 Strongly Agree
4 .50-4.49 Agree
3 .50-3.49 Undecided
2 .50-2.49 Disagree
1 .00- 1.49 | Strongly Disagree

RESULTS AND DISCUSSIONS

The main purpose of the study was to assess the relationship between engagement and performance
of employees in Sulu State College, Jolo, Sulu.. In order to meet the purpose, this chapter discusses
demographic profile of the respondents, descriptive and inferential statistics allowed the study to
consolidate and summarize the data collected.

Thus, to inspect the extent of engagement and Performance of employee at SSC-Sulu in terms of:
Intellectual engagement; Affective engagement; Social engagement; and Task performance, adopted
questionnaire was used for employees to give their feedbacks. 100 questionnaires were distributed at SSC-
Sulu. From the total number of questionnaires distributed to employees all (100) were fully answered and
returned; finally, the researcher had secured 100 responded questionnaires. Therefore, the questionnaires
collected is 100% response rate.

1. Profile of the Employees’ Respondents

In terms of sex

Out of 100 employees’ respondents in Sulu State College, Jolo, Sulu, 46.0 percent are male
respondents and 54.0 percent are female respondents. In this study, majority of the respondents are female.
In terms of Age bracket
Thirty-two (32) percent of the employees were 31 years old to 40 years old, followed by the 41
years old to 50 years old with a percentage of 26.0 percent, and 23 percent were age 30 years old & below.
On the lowest were those on the senior category with a percentage of 19.0 percent. Majority of the
employees’ respondents are from 31 to 40 years of age.




Online ISSN: 3082-5121

\&’5 Aloysiqn |nterdiscip|inqry JOUI‘I‘ICII https://journals.aloysianpublications.com
&34 | of Social Sciences, Education, and Allied Fields Volume 1 Issue 4 (2025)

ALOYSIAN

uuuuuuuuuuuu

Status of Appointment
Sixty-two (62) percent of the employees were permanent in status, followed by temporary in status
of employees with a percentage of 23.0 percent, and 15.0 percent were contractual or job order employees.
Majority of the employees’ respondents are permanent in their status of appointment.

In terms of Highest Educational Attainment
Almost 50 percent of the employees’ respondents were Bachelor’s degree holders, followed by
those Bachelor’s degree with master’s units with a frequency of 25 or 25.0 percent, 14.0 percent of
employees’ respondents were master’s degree, 9.0 percent are employees with doctoral units, and those
respondents with doctorate degree were at the lowest with a frequency of four or 4.0 percent. The
employees’ respondents could still elevate their educational attainment to increase the number of those
having doctorate degrees.

In terms of Length of Service
Forty-nine or 49.0 percent being the greater number of the employees in Sulu State College, Jolo,
Sulu were in the service for 5 years and less, 28.0 percent were employees had been working from 6 years
to 10 years, and the smallest number of the employees were 23.0 percent who were in the service for 11
years and more. This means that most of the respondents were newly hired employees.

2.The extent of engagement and performance of employee at SSC-Sulu in terms of:
2.1 Intellectual engagement;

2.2 Affective engagement;

2.3 Social engagement; and

2.4 Task performance

2.1. In terms of Intellectual engagement
Intellectual engagement is one of the engagements and performance of employee at SSC-Sulu and the result
is shows in Table 2.1. There are three (3) questions presented to evaluate this Intellectual engagement and
the response are summarized in the table in the next page.

Table 2.1
Engagement and performance of the Employee in terms of Intellectual Engagement
Statement Mean | S.D. Description
Inspires and motivates me to achieve my goals. |4 519 | 0.522 Strongly Agree
Epcourag§s me to think creatively and come up 4240 | 0726 Agree
with new ideas.
Provides a clear vision for the organization and
communicates it effectively. 3.870 | 0.884 Agree
Total|4.207 | 0.181 Agree

Legend: (5) 4.50— 5.00 = Strongly Agree; (4) 3.50 — 4.49 = Agree, (3) 2.50 — 3.49 = Undecided;(2) 1.50 —
2.49 = Disagree; (1) 1.00 — 1.49 = Strongly Disagree

Table 2.1 shows the extent of engagement and performance in terms of Intellectual engagement. Under this
group, employees’ responses have total weighted mean score of 4.207 with standard deviation of 0.181
which is rated as Agree. This result indicates that employee-respondents involved in this study believed



Y | Aloysian Interdisciplinary Journal
A of Social Sciences, Education, and Allied Fields

that Knowledgeable engagement will inspires and motivates them to achieve the institutional goals and
provides to think creatively and come up with best ideas.

2.2. In terms of Affective engagement

Legend: (5) 4.50 — 5.00 = Strongly Agree; (4) 3.50 — 4.49 = Agree; (3) 2.50 — 3.49 = Undecided;(2) 1.50

20

Affective engagement is the second of the engagement and performance of employee at SSC-Sulu
and the result is showed in Table 2.2. There are three (3) questions presented to evaluate this Affective
engagement and the response are summarized in the table below.

Table 2.2
Engagement and performance of the Employee in terms of Affective Engagement

https://journals.aloysianpublications.com

Statement Mean S.D. Description

I share the same work values as my 4350 0.626 Agree
colleagues
I share the same work goals as my 4210 0.701 Agree
colleagues
I share the same work attitudes as my 4.080 0.706 Agree
colleagues

Total| 4.213 0.677 Agree

— 2.49 = Disagree, (1) 1.00 — 1.49 = Strongly Disagree

Out of 100 respondents, employees agreed on all the statement of the engagement and performance of
employee in terms of Affective engagement. The employee shares the same work values, goals and

attitudes as their colleagues.

Generally, the employee-respondents obtained a weighted mean score of 4.213 with standard deviation of
0.677 which is rated as “Agree” on the extent of engagement and performance of respondents in terms of
Affective engagement. This means that employees adopts an open-door policy where they feel

comfortable sharing their thoughts with co-workers.

2.3. In terms of Social engagement

Social engagement is the third of the engagement and performance of employee at SSC-Sulu and
the result is showed in Table 2.3. There are three (3) questions presented to evaluate this Social
engagement and the response are summarized in the table below.

Table 2.3
Engagement and performance of the Employee in terms of Social engagement
Statement Mean S.D. Description
I am enthusiastic in my work 4.400 0.636 Agree
I feel positive about my work 3.890 0.803 Agree
I feel energetic in my work 4.310 0.563 Agree
Total| 4.200 0.667 Agree

Legend: (5) 4.50 - 5.00 = Strongly Agree; (4) 3.50 — 4.49 = Agree; (3) 2.50 — 3.49 = Undecided;

(2) 1.50 — 2.49 = Disagree, (1) 1.00 — 1.49 = Strongly Disagree
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Out of 100 respondents, employees Agreed on all the statement of the engagement and performance
of employee in terms of Social engagement with a mean of 4.200 and a standard deviation of 0.667.
Majority of the employees are dedicated, confident and energetic in their work.

2.4. In terms of Task performance
Task performance is the fourth of the engagement and performance of employee at SSC-Sulu and

the result is showed in Table 2.4. There are seven (7) questions presented to evaluate this Task performance
and the response are summarized in the table below.

Table 2.4
Engagement and performance of the Employee in terms of Task performance
Statement Mean |S.D. Description

I managed to plan my work so that it was done on time 4.390 10.567 Agree

My planning was optimal. 3.790 10.844 Agree
I kept in mind the results that I had to achieve in my work. [4.690 ]0.506 Strongly Agree

I was able to separate main issues from side issues at work. [3.970 0.797 Agree
I knew how to set the right priorities. 4.520 (0.674 Strongly Agree

i g(?ri 'able to perform my work well with minimal time and 3970 10.870 Agree
Collaboration with others was very productive. 4.500 10.644 Strongly Agree

Total|4.261 [0.140 Agree

Legend: (5) 4.50 — 5.00 = Strongly Agree; (4) 3.50 — 4.49 = Agree; (3) 2.50 — 3.49 = Undecided;(2) 1.50
— 2.49 = Disagree, (1) 1.00 — 1.49 = Strongly Disagree

Out of 100 employees’ respondents, 43 percent of them Strongly Agreed on the statements number 3, 5 and 7
of the Engagement and performance of Employee in terms of Task performance. Result means that the
employees know how to set the right priorities to perform and achieve the results of their task.

However, 57 percent of the employees’ responses Agree on the statements number 1, 2, 4, and 6. Employees
managed to plan their work so that it is done on time and able to perform their work well with minimal time
and effort.

Generally, the employee-respondents obtained an overall weighted mean score of 4.261 with standard
deviation of 0.140 which is rated as “Agree” on the extent of the Engagement and performance of Employee
in terms of Task performance.

3.The significant difference on the extent of Engagement and performance of Employees at SSC-Sulu
when respondents are grouped according to sex, age, status of appointment, highest educational

attainment and length of service

3.1. Engagement of Emplovee

3.1.A. According to Sex

Table 3.1.A shows the significant difference on the responses of the respondents on the extent of Engagement
of Employees when data are grouped according to sex.
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It can be gleaned from this table 3.1.A that the t-values of 0.631 is less than the
t-critical value of 2.119 is indeed NOT Significant at alpha 0.05. The null hypothesis is accepted. This means
that the responses of male and female employee-respondents are almost same level of extent towards the

engagement of the employees to their work.

Table 3.1.A. Significant difference on the extent of Engagement of Employees when data are grouped
according to their sex

Mean t-Comp. t-Crit.

Sex Mean SD Differenc Description [nterpretation
Value Value
e
Female 4.241 0.194 Accept
0.074 0.631 2.119 Not Significant
Male 4.167 0.294 Ho

*Significant at alpha 0.05

3.1.B. According to Age
Table 3.1.B presents the differences on the responses of the respondents on the extent of Engagement of

Employees when data are grouped according to age. It can be gleaned from this table that F-value of 0.107
is less than the F-critical value of 2.901 is indeed NOT Significant at alpha 0.05. This means that even
though employee-respondents vary in age range, yet they do not differ in their engagement to perform their

work well.

Table 3.1.B. Significant difference on the extent of Engagement of Employees when data are grouped
according to their age

Sources of Variation Sum of Squares |DF | Mean F brit Decision Interpretation
Squares
Between Groups 0.020 3 0.007 ]0.107 2.901 Accept Not
Within Groups 1.951 32 | 0.061 Ho Significant
Total 1.971 35

alpha set at 0.05 level of confidence
3.1.C. According to Status of Appointment

Table 3.1.C presents the differences on the responses of the respondents on the extent of Engagement of
Employees when data are grouped according to status of appointment. It can be gleaned from this table that
F-value of 0.633 is less than the F-critical value of 3.403 is indeed NOT Significant at alpha 0.05.

Therefore, we have evidence to Accept the null hypothesis.

Table 3.1.C. Significant difference on the extent of Engagement of Employees when data are grouped

according to their status of appointment
Sources of | Sum of | DF Mean F ‘-crit |Decision |Interpretation

Variation | Squares

Squares
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Between 0.085 2 0.042 0.633 }.403 | Accept Not
Groups L

Ho Significant
Within 1.604 24 0.067
Groups
Total 1.688 26

alpha set at 0.05 level of confidence

3.1.D. According to Highest Educational Attainment

Table 3.1.D presents the differences on the responses of the respondents on the extent of Engagement of
Employees when data are grouped according to their highest educational attainment It can be seen from
this table that F-value of 7.620 is greater than the F-critical value of 2.606 is indeed Significant at alpha
0.05. This means that employee-respondents having different level in educational attainment, may probably
have different level of knowledge in engagement on their work.

Table 3.1.D. Significant difference on the extent of Engagement of Employees when data are grouped
according to their highest educational attainment

Mean
Sources of Variation Sum of DF F F-crit Decision | Interpretation
Squares Squares
Between Groups 2.424 4 0.606 Reject
1.620 | 2.606 Significant
Vithin Groups 3.181 40 ]0.080 Ho
Total 5.604 44

alpha set at 0.05 level of confidence

3.1.E. According to Length of Service

Table 3.1.E presents the differences on the responses of the respondents on the extent of Engagement of
Employees when data are grouped according to their Length of Service. It can be seen from this table that
F-value of 9.209 is greater than the F-critical value of 3.403 is indeed Significant at alpha 0.05. This means
that employee-respondents having more years in experience are more positive about their work.

Table 3.1.E. Significant difference on the extent of Engagement of Employees when data are grouped
according to their Length of Service

Sources of |Sum of Mean L. - .
.. DF F  f-crit Decision nterpretation

Variation | Squares Jquares

setween |y 191 b 10,586 1209 1.403 [Reject | Significant

Groups
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Vithin 1526 b4 0.064‘ Ho ‘
Groups

Total 2.697 26

alpha set at 0.05 level of confidence

3.2. Performance of Employee

3.2.A. According to Sex
Table 3.2.A shows the significant difference on the
responses of the respondents on the extent of task performance of Employees when data are grouped

according to sex.

Table 3.2.A. Significant difference on the extent of performance of Employees when data are grouped

according to their sex

Sex IeanSD Mean Comp.-Crit. escriptioniterpretation
Difference Value Value

emale.323 327 0.134  0.703 2.179 Accept Not
Hp Significant

Male .189 380

*Significant at alpha 0.05

It can be gleaned from this table 3.1.A that the t-values of 0.703 is less than the  t-critical value of 2.179

is indeed NOT Significant at alpha 0.05. The null hypothesis is accepted. This means that the responses of
male and female employee-respondents are almost same level of extent towards the task performance of
the employees to their work.

3.2.B. According to Age

Table 3.2.B presents the differences on the responses of the respondents on the extent of task performance of

Employees when data are grouped according to age. It can be gleaned from this table that F-value of 0.018
is less than the F-critical value of 3.009 is indeed NOT Significant at alpha 0.05. This means that even
though employee-respondents vary in age range, yet they do not differ in their task to perform and manage
their work.

Table 3.2.B. Significant difference on the extent of Engagement of Employees when data are grouped

24

according to their age

Sources Sum of |DF |Mean |F F-crit Decisi [nte

of Squa i on | 1p
. Square

Variati res q ret

S )

on at1

on
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Between |0.007 | 3 [0.002 ).01 3.009 Accep Not

Group 8 t|.
S bign
Ho ifi
Within (3.116 |24 |0.130 ca
Group nt

N

Total |3.123 |27

alpha set at 0.05 level of confidence
3.2.C. According to Status of Appointment

Table 3.2.C presents the differences on the responses of the respondents on the extent of task performance of
Employees when data are grouped according to status of appointment. It can be gleaned from this table that
F-value of 0.228 is less than the F-critical value of 3.555 is indeed NOT Significant at alpha 0.05.
Therefore, we have evidence to Accept the null hypothesis.

Table 3.2.C. Significant difference on the extent of Engagement of Employees when data are grouped
according to their status of appointment

Sources of |Sum of DF [Mean | F f-crit Decision nterpretation
Variation | Squares

bquares

Between | 0.056 |2 ]0.028 ).228 }.555 |Accept Not

Groups
P Ho Significant

Within 2.208 |8 ]0.123
Groups

Total 2.264 20

alpha set at 0.05 level of confidence
3.2.D. According to Highest Educational Attainment

Table 3.2.D presents the differences on the responses of the

respondents on the extent of task performance of Employees when data are grouped according to their highest
educational attainment It can be seen from this table that F-value of 8.276 is greater than the F-critical
value of 2.690 is indeed Significant at alpha 0.05. This means that employee-respondents having different
level in educational attainment, may probably have different strategies in planning about their task so that
it will be done on time.

Table 3.2.D. Significant difference on the extent of Engagement of Employees when data are grouped
according to their highest educational attainment

Sources of fum of PF [lea|F [-crit|ecisiopterpretati
Variation | Square n n on

s
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26

qua
res

Between [3.772 |4 [94]276|690 keject |ignificant
Groups 3

Within ~ |3.419 BO |11
Groups

Total 7.191 [B4

alpha set at 0.05 level of confidence
3.2.E. According to Length of Service

Table 3.2.E presents the differences on the responses of the respondents on the extent of task
performance of Employees when data are grouped according to their Length of Service. It can be seen from
this table that F-value of 5.934 is greater than the F-critical value of 3.403 is indeed Significant at alpha
0.05. This means that employee-respondents having more years in experience can perform well with
minimal time and effort compared less years of work experience.

Table 3.2.E. Significant difference on the extent of Engagement of Employees when data are grouped
according to their Length of Service

sources of Variation jum of DF Mean i - Decision |nterpretation
Squares bquares crit

3etween Groups .534 767 934  }.555 Reject Significant

Within Groups 1.327 8§ 129 Ho

lotal .861 0

* alpha set at 0.05 level of confidence

4.The significant correlation between engagement and performance of employees at SSC—Sulu

Table 4 shows the significant correlation between engagement and performance of employees at
SSC--Sulu. It can be gleaned from this table that computed Pearson r Correlation Coefficients is 0.6131
between these variables at alpha 0.05 level of significance is Substantial Relationship. This result indicates
that engagement of employees to focus, concentrate and pay attention to their work is significantly related
to their performance in accomplishing their task.

Table 4. The significant correlation between engagement and performance of employees

Pearson r Correlation
Performance of Interpretatio
Employee n
Engagement Substantial
of Employee 0.6131 Relationship

Correlation Coefficient is significant at alpha 0.05Correlation Coefficient Scales Adopted from De Vaus’s
(2002):0.10-0.29 =Low; 0.30-0.49 =Moderate; 0.50-0.69 =Substantial; 0.70-0.89 =Very Strong; 0.90-0.99
=Near Perfect; 1.00 = Perfect Relationship



Online ISSN: 3082-5121

Y2 | Aloysian Interdisciplinary Journal

Q)
<24 of Social Sciences, Education, and Allied Fields
ALOYSIAN

------------

https://journals.aloysianpublications.com
Volume 1 Issue 4 (2025)

REFERENCES
Books

Babbie, E. & Mouton, J. 2001. The practice of social research. Cape Town: Oxford University
Press.

Bless, Claire and Higson-Smith, Craig (1995). Fundamentals of Social Work Research: A Guide for Students
and Beginning Practitioners. Juta: Second Edition. ISBN 0702134325, 978070213432

Journals

Abun Damianus, Theogenia Magallanes, Grace Sylvia Lalaine Foronda, Mary Joy Encarnacion. Employees’
workplace well-being and work engagement of divine word colleges’ employees in Ilocos region,
Philippines. International journal of academic research in business and social science s, Société de
recherche universitaire en gestion des ressources humaines, 2020, Employees’ workplace well-being and
work engagement of divine word colleges’ employees in Ilocos region, Philippines, 9 (2), pp.70-84.
£10.20525/ijrbs.v9i2.623ff. ffhal-02512094

Albrecht, Simon L., Bakker, Arnold B., Gruman, Jamie A., Macey, William H. and Saks, Alan M. (2015).
Employee engagement, human resource management practices and competitive advantage, Journal of
organizational effectiveness, vol. 2, no. 1, pp. 7-35.

Ali Ahmad Bodla, Tang Ningyu, (2017). Transformative HR practices and employee task performance in
high-tech firms: The role of employee adaptability. Journal of Organizational Change Management, Vol. 30
Issue: 5, pp.710-724, https://doi.org/10.1108/JOCM-02-2016-0030. Permanent link to this document:
https://doi.org/10.1108/JOCM-02-2016-0030

Anand, V. Vijay et al. (2016). Employee Engagement — A Study with Special reference to Postal Employees
in Rural Areas of Thanjavur. Indian Journal of Science and Technology, Vol 9(27), DOI:
10.17485/1jst/2016/v9i27/97600, July 2016

Barakat, L. L., Lorenz, M. P., Ramsey, J. R., & Cretoiu, S. L. (2016). Global Managers: An Analysis of the
Impact of Cultural Intelligence on Job Satisfaction and Performance. International Journal of Emerging
Markets, 10(4), 781-800. https://doi.org/10.1108/IJoEM-01-2014-0011

Barik, Smita and Kochar, Aastha (2017). Antecedents and Consequences of Employee Engagement: A
Literature review. International Journal of Latest Technology in Engineering, Management & Applied
Science (IJLTEMAS); Volume VI, Issue IV, April 2017 | ISSN 2278-2540

Basheer, Muhammad Farhan et al. (2019). Factors effecting Employee Loyalty through Mediating role of
Employee Engagement: Evidence from PROTON Automotive Industry, Malaysia. Journal of Managerial
sciences, Volume XIII Number 3.

Breevaart, Kimberley and Bakker, Arnold B. (2017). Daily Job Demands and Employee Work Engagement:
The Role of Daily Transformational Leadership Behavior. Journal of Occupational Health Psychology ©
2017 American Psychological Association 2018, Vol. 23, No. 3, 338-349 1076-8998/18/$12.00
http://dx.doi.org/10.1037/0cp0000082

Buil, 1., (2018). International Journal of Hospitality Management, https://doi.org/10.1016/j.ijhm.2018.06.014



Online ISSN: 3082-5121

Y2 | Aloysian Interdisciplinary Journal

Q)
<24 of Social Sciences, Education, and Allied Fields
ALOYSIAN

------------

https://journals.aloysianpublications.com
Volume 1 Issue 4 (2025)

Chandani, Arti et al. (2016). Employee Engagement: A Review Paper on Factors Affecting Employee
Engagement. Indian Journal of Science and Technology, Vol 9(15), DOI: 10.17485/ijst/2016/v9115/92145,
April 2016

Damianus Abun, Theogenia Magallanez, Sylvia Lalaine Grace L. Foronda, Frederic Agoot. Measuring Basic
Psychological Need Satisfaction and Frustration and Work Engagement of Employees of Divine Word
Colleges in Ilocos Region, Philippines. International Journal of English Literature and Social Sciences,
Infogain Publication, 2019, 4 (2), pp.306-321. ff10.22161/ijels.4.2.211f. fthal-02182861ff

Damianus Abun, Theogenia Maggalanez. Psychological need satisfaction at work of faculty and employees
of divine word colleges in region I, Philippine and their work engagement. Swiss Medical Weekly, EMH
Swiss Medical Publishers, 2017, Psychological need satisfaction at work of faculty and employees of divine
word colleges in region [, Philippine and their work engagement, 4 (3), pp.21-30.
ff10.13140/rg.2.2.36352.07686fF. ffhal-02334350

De Ocampo, Russell C. et al. (2018). The Relationship Of Perceived Organizational Support And Perceived
Supervisor Support To Work Engagement Among BPO-RPO Employees. International Journal of Advanced
Research and Publications. Volume 2 Issue 9, September 2018

Haddud, Abubaker et al. (2016) made study on “Exploring the Impact of Internal Social Media Usage on
Employee Engagement. Journal of Social Media for Organizations; Volume 3, Number 1, July 2016

Jie Shen and John Benson (2016). When CSR Is a Social Norm: How Socially Responsible Human Resource
Management Affects Employee Work Behavior. Journal of Management Vol. 42 No. 6, September 2016
1723-1746. DOI: 10.1177/0149206314522300. © The Author(s) 2014

Karen R. Johnson, Sunyoung Park, Kenneth R. Bartlett, (2018) "Perceptions of customer service orientation,
training, and employee engagement in Jamaica’s hospitality sector", European Journal of Training and
Development, Vol. 42 Issue: 3/4, pp.191-209, https://doi.org/10.1108/. EJTD-11-2017-0094

Khodakarami, Nima et al. (2018). Employee engagement: finding a generally accepted measurement scale.

King, Ronnel B. et al. (2015). Positive affect catalyzes academic engagement: Cross-sectional, longitudinal,
and experimental evidence. Learning and Individual Differences; 39 (2015) 64-72

Kiiltigin Akg¢in et al. (2018). Effect of Psychological Ownership on Employee Silence and Task Performance:
A Study on Academicians. International Business Research; Vol. 11, No. 1; 2018. ISSN 1913-9004 E-ISSN
1913-9012. Published by Canadian Center of Science and Education

Lacap, Jean Paolo G. (2019). The Mediating Effect of Employee Engagement on the Relationship of
Transformational Leadership and Intention to Quit: Evidence from Local Colleges in Pampanga,
Philippines. Asia-Pacifc Social Science Review 19(1) 2019, pp. 3348

Lee, Jae Young et al. (2020). What Is a Resource: Toward a Taxonomy of Resources for Employee
Engagement. Human Resource Development Review, 2020, Vol. 19(1) 5-38. © The Author(s) 2019. Article
reuse guidelines: sagepub.com/journals-permissions. DOI: 10.1177/1534484319853100.
journals.sagepub.com/home/hrd

Myung H. Jin and Bruce McDonald (2017). Understanding Employee Engagement in the Public Sector: The
Role of Immediate Supervisor, Perceived Organizational Support, and Learning Opportunities. American



Online ISSN: 3082-5121
https://journals.aloysianpublications.com
Volume 1 Issue 4 (2025)

Review of Public Administration 2017, Vol. 47(8) 881-897 © The Author(s) 2016. Reprints and
permissions: sagepub.com/journalsPermissions.nav. DOI: 10.1177/0275074016643817.
journals.sagepub.com/home/arp

Y2 | Aloysian Interdisciplinary Journal

Q)
<24 of Social Sciences, Education, and Allied Fields
ALOYSIAN

------------

Neetu Choudhary, M. Muzamil Nagshbandi, P.J. Philip, Rajender Kumar, (2017). Employee job performance:
The interplay of leaders’ emotion management ability and employee perception of job characteristics.
Journal of Management Development, Vol. 36 Issue: 8, pp.1087-1098, https://doi.org/10.1108/JMD-10-
2016-0195

Nima Khodakarami, Khalil Dirani, Fatemeh Rezaei, (2018). Employee engagement: finding a generally
accepted measurement scale. Industrial and Commercial Training, Vol. 50 Issue: 6, pp.305-311,
https://doi.org/10.1108/ ICT-11-2017-0090

Ocampo, Lanndon A. et al. (2017). Using fuzzy DEMATEL in modeling the causal relationships of the
antecedents of organizational citizenship behavior (OCB) in the hospitality industry: a case study in the
Philippines. © 2017 published by Elsevier. This manuscript is made available under the Elsevier user
license. https://www.elsevier.com/open-access/userlicense/1.0/

Peerayuth Charoensukmongkol & Jenette Villegas Puyod (2020): Mindfulness and emotional exhaustion in
call center agents in the Philippines: moderating roles of work and personal characteristics, The Journal of
General Psychology, DOI: 10.1080/00221309.2020.1800582

Phuangthuean, Passanan et al. (2018). Employee Engagement: Validating The ISA Engagement Scale.
Conference of the International Journal of Arts & Sciences, CD-ROM. ISSN: 1943-6114 :: 11(01):99—-108
(2018)

Poplil, Sapna and Rizvi, Irfan A. (2016). Drivers of Employee Engagement: The Role of Leadership Style.
Global Business Review. 17(4) 965-979. © 2016 IMI SAGE Publications sagepub.in/home.nav. DOI:
10.1177/0972150916645701. http://gbr.sagepub.com

Rabindra Kumar Pradhan and Lalatendu Kesari Jena (2017). Employee Performance at Workplace:
Conceptual Model and Empirical Validation. Business Perspectives and Research 5(1) 69-85. © 2017 K.J.
Somaiya Institute of Management Studies and Research SAGE Publications. sagepub.in‘home.nav. DOI:
10.1177/2278533716671630. http://bpr.sagepub.com

Sahni, Jolly (2018). Role of Quality of Work Life in Determining Employee Engagement and Organizational
Commitment in Telecom Industry. International Journal for Quality Research 13(2) 285-300. ISSN 1800-
6450

Sattar, Tehmina et al. (2015). Role Of Human Resource Practices In Employee Performance And Job
Satisfaction With Mediating Effect Of Employee Engagement. Pakistan Economic and Social Review;
Volume 53, No. 1 (Summer 2015), pp. 81-96

Sharma, Divya (2016). A Study of ISA Engagement at an Autonomous Management Education and Research
Institute, Madhya Pradesh. Ushus J B Mgt 15, 2 (2016), 23-32 ISSN 0975-3311 | doi: 10.12725/ujbm.35.2

Sidharta, Iwan (2019) made study on “The Intellectual, Social, Affective Engagement Scale (ISA Engagement
Scale) A Validation Study. Journal Computech and Bisnis, Volume 13, Number 1, June 2019, 50-57. ISSN
2442-4943



Online ISSN: 3082-5121
https://journals.aloysianpublications.com
Volume 1 Issue 4 (2025)

Singh, Sanjay Kumar (2019). Territoriality, task performance, and workplace deviance: Empirical evidence
on role of knowledge hiding. Journal of Business Research 97 (2019) 10-19

N\ . . o e
Aloysian Interdisciplinary Journal

of Social Sciences, Education, and Allied Fields

ALOYSIAN

............

Villarosa and Ganotice, Jr. (2018). Construct Validation of Ryff’s Psychological Well-being Scale: Evidence
From Filipino Teachers in the Philippines. Philippine Journal of Psychology, 2018, 51(1), 1-20

Viloria, Dominick (2018). Exploring a Socially-Constructed Concept and Precursors of Employee
Engagement in the Philippine Setting. Review of Integrative Business and Economics Research, Vol. 7,
Issue 4

Xu, Feng Zeng and Wang, Ying (2020). Enhancing Employee Innovation through Customer Engagement:
The Role of customer Interactivity, Employee Affect, and Motivations. Journal of Hospitality & Tourism
Research, Vol. 44, No. 2, February 2020, 351-376. DOI:10.1177/1096348019893043 https://doi.org/. ©
The Author(s) 2019

Yasin Rofcanin et al. (2018). The moderating role of prosocial motivation on the association between
family supportive supervisor beha

30




