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• Established in 1952

• ISO 9001:2015 Certified

• Level I Institutionally Accredited

• 4 Campuses

• 104 Academic Programs

• Accommodating almost 30,000 

students

• With 463 Regular Faculty



The Flow@Work™ Engagement Model

About seven in 10 

Filipinos (70%) are 

engaged in their work, 

making the 

Philippines among 

the most engaged in 

Asia (Hewitt, 2018)



On Work  Engagement

“Engagement is defined as

satisfaction with job and

commitment to the organization.”

— Centre for Creative Leadership (CCL), 

Employee Engagement: Has It Been a Bull 

Market?, 2010

Effort – Enjoyment Model of Engagement
(Doug Malouf and Trevor O’Sullivan, 2013)



The X Model of Engagement
(Blessing White, 2012)

Engagement is a type of psychological 

state — one that might be arrived at 

through the influence of various internal 

and external factors — featuring strong 

emotional connection, identification and 

commitment to one’s work and 

workplace, which is evident as a result of 

high levels of discretionary effort and 

personal satisfaction

On Work  Engagement



On Work  Engagement



Maslow’s Hierarchy of Needs Herzberg’s Motivator-Hygiene Theory

On Job Satisfaction



According to Borman & Motowidlo (1993), job performance consists of

two main factors:

1. Task performance describes the core job responsibilities of an

employee. It is also called "in-role prescribed behavior" (Koopmans

et al. 2011) and is reflected in specific work outcomes and

deliverables as well as their quality and quantity.

2. Contextual performance goes beyond formal job responsibilities.

Also referred to as "discretionary extra-role behavior" (Koopmans et

al. 2011) contextual performance is reflected in activities such as

coaching coworkers, strengthening social networks within an

organization and going the extra mile for the organization.



1. What is the level of work engagement among faculty in terms of

a) vigor

b) dedication

c) absorption

2. What is the level of job satisfaction among faculty in terms of

a) capacity

b) culture

c) development

d) diversity

e) excellence and innovation

f) health, wellness, and safety

g) leadership

h) organizational change



3. What is the employee’s level of self-assessed performance in terms

of

a) task performance scale

b) contextual performance scale

4. Is there a significant relationship between employee’s work

engagement and performance?

5. Is there a significant relationship between an employee's job

satisfaction and performance?

6. Do the faculty members’ work engagement and job satisfaction

predict their work performance?



Research 

Design

Quantitative research with descriptive-

correlational, particularly explanatory (predictive),

as the main method

Context and 

Participants

Laguna State Polytechnic University; 340

Respondents (73.43%); 215 (63.20%), have ages

which range from 21 – 40 years old; 264 (77.60%)

are in the Instructor position while 208 (61.20%)

faculty members have already obtained their

master’s degree and doctorate degree,

respectively.



Research 

Instrument

Faculty Work Engagement, Job Satisfaction, and

Performance (WEJSP) Scale (NWT Bureau of Statistics,

2017; SHRM Employee Job Satisfaction and Engagement Survey, 2015; Ang

& Rabo, 2018; Deligero & Laguador, 2014, and Yusoff, Ali, and Khan,

2014); α = 0.953

Statistical 

Tools

Mean; Standard Deviation; Pearson r; Multiple

Linear Regression using the Enter Method





























Table 14. Respondent’s Level of Work Engagement

Work Engagement Composite Mean Level

Vigor 3.71 High

Dedication 3.60 High

Absorption 3.40 Average



Table 15. Respondent’s Level of Job Satisfaction

Job Satisfaction Composite Mean Level

Capacity 3.45 Average

Culture 3.52 High

Development 3.35 Average

Diversity 3.47 Average

Excellence and Innovation 3.24 Average

Health, Wellness, and Safety 3.42 Average

Leadership 3.58 High

Organizational Change 4.78 Very High



Table 16. Respondent’s Level of Work Performance

Work Performance Composite Mean Level

Task 

Performance
3.30 Average

Contextual 

Performance
3.40 Average



Table 17. Correlation between variables

Variables r-value
Strength of 

Association

Work Engagement and Work 

Performance
.631** Moderate

Job Satisfaction and Work 

Performance
.712** Strong

**p<.01



Adj R2 = .631; F(2, 337) = 5.821; p <.001

Model Predictors B β t-value

1

(Constant) 2.020 7.743**

Work engagement .264 .641 1.192**

Job satisfaction .332 .711 2.744**

Table 18. Prediction of Work Engagement and Job 

Satisfaction on Work Performance



Therefore, it can be justified that work engagement and job

satisfaction significantly explain work performance.

Furthermore, if Model 1 in Table 18 is to be considered, the

teacher work perfor,amce can be predicted using this

regression equation:

WP = 2.02 + .264WE + .332JS

where WP = Work Performance, WE = Work Engagement and JS = Job Satisfaction.



• Hence, the faculty may capitalize on their work

engagement and job satisfaction since they are

the best predictors of their performance.

• The school leaders need to be flexible and very

creative in establishing policies and practices to

meet the requirements of the teaching force in

migrating to the new normal.
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