[bookmark: _Hlk197017257]KNOWLEDGE SHARING AND IT’S RELATION TO THE ORGANIZATIONAL COMMITMENT AND WORK ENGAGEMENT OF ADMINISTRATIVE OFFICERS: BASIS FOR TRAINING PROGRAM



Abstract

This study determined the extent of knowledge sharing and its relationship to the organizational commitment and work engagement among the administrative officers in one of the Division in Southern Negros for the School Year 2024-2025 as the basis for the human resource development plan. The extent of knowledge sharing and work engagement of administrative officers were taken collectively were rated with high level. The extent of organizational commitment as perceived by the administrative officers when they are taken collectively were moderate extent. There was a significant relationship between the extent of knowledge sharing and the extent of work engagement as perceived by the administrative officers. There was a significant relationship between the knowledge sharing and organizational commitment, work engagement and organizational commitment as perceived by the administrative officers. The researcher advised the management of the administrative officers to create plans and programs for a training initiative that will foster knowledge sharing, organizational commitment and work engagement. 
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Introduction
[bookmark: _Hlk208377634]Knowledge sharing is the process of sharing information within groups, companies, or individuals, teams and organization. According to Nyugen et al, (2024) Knowledge sharing in the spread and exchange of knowledge, skills, and experiences between individuals.
According to Doe (2024). One of the numerous obstacles in running a successful organization is keeping employees engaged and motivated.  According to Lee & Kim (2023).  Work engagement has a direct effect on organizational commitment because engaged employees create an atmosphere that encourages commitment in several various ways, including by giving them opportunities for growth, recognition, and autonomy. Many Administrative officers struggle to design and deliver a high-quality of service due to inadequate training and knowledge sharing. 
The present study focus on the perspective on how administrative officers can design programs about knowledge sharing that will improve and increase efficiency and productivity that sustain their employees' high levels of organizational commitment and work engagement.

 Objectives of the Study 
[bookmark: _Hlk170806158][bookmark: _Hlk170800231][bookmark: _Hlk170797283][bookmark: _Hlk207858367]This study determined the extent of knowledge sharing and its relationship to the organizational commitment and work engagement among the administrative officers in one of the Division in Southern Negros for the School Year 2024-2025 as the basis for the human resource development plan. The study answered the following questions: the profile of the respondents; the extent of knowledge sharing of administrative officers in terms of Individual Scale; Team Culture Scale and Service Innovation Scale; extent of work engagement in terms of vigor; dedication; and absorption; extent of organizational commitment in terms of affective commitment; continuance commitment; and normative commitment. Significant difference in extent of knowledge sharing, work engagement    and organizational commitment when respondents are grouped according to profile. Significant relationship between the knowledge sharing and the work engagement, the knowledge sharing and organizational commitment, and work engagement and the organizational commitment.  Determine the training program to be created to enhance the knowledge sharing among administrative officers.

Theoretical/ Conceptual Framework
	
	The Social Exchange Theory serve as the foundation for this research. Social Exchange Theory suggest that knowledge sharing create cycle of reciprocal benefit between employee, boosting their work engagement according to Smith and Jones (2022). By highlighting the significance of reciprocal trading platforms and the pursuit of rewards in interactions with others within organizations, the notion of social exchange offers a theoretical framework for comprehending the relationships between organizational commitment, work engagement, and knowledge sharing. By understanding and applying the principles of Social Exchange Theory, organizations can cultivate a culture of reciprocity, were employees feel valued and motivated to contribute their best, ultimately leading to improved knowledge sharing, increased organizational commitment, and higher levels of work engagement. 

Methodology
	
[bookmark: _Hlk208398483]This study utilized the descriptive research design. Descriptive research aimed to describe a population, situation, or phenomenon accurately and systematically. Descriptive research is an appropriate choice when the research aims to identify characteristics, frequencies, trends, and categories (McCombes, 2020).  The respondents of the study were the 60 public administrative officers employed in Himamaylan City Division. Since the number of respondents was quite small, total enumeration was employed. This method is used when the population is relatively small or when the researcher aims to gather comprehensive information from the entire group. The modified questionnaire was used and was subjected to validity testing by the experts. A validity rating of 4.79 was established. The items in the questionnaire were also analyzed to test their reliability. Using Cronbach alpha, it reported acceptable reliability results of 0.97. The survey was given through face to face in its execution. The respondents were informed that their participation in the study was voluntary since they had the option to not be directly involved in its execution. Additionally, they were informed that any information acquired from them would be kept private and utilized solely for the investigation. The data gathered were statistically treated using a frequency count, percentage distribution, and weighted mean, ANNOVA, Independent t-test and Spearman Rho Correlation.






Results and Discussion

	The table 1 below shows the profile of Administrative Officers in terms of According to the Variables, Age, Sex, Highest Educational Attainment and Length of Service and used frequency and percentage.
	Profile
	Frequency
	Percentage

	Age
	
	

	   below 30 years old
	12
	20.0%

	   31 - 50 years old
	45
	75.0%

	   51 years old and above
	3
	5.0%

	Sex
	
	

	   Male
	11
	18.3%

	   Female
	49
	81.7%

	Civil Status
	

	   Single
	17
	28.3%

	   Married
	43
	71.7%

	Highest Educational Attainment

	   College Graduate
	26
	43.3%

	   With Master’s Unit
	31
	51.7%

	   With master’s degree
	3
	5.0%

	Length of Service
	

	   below 10 years
	52
	86.7%

	   11 - 20 years
	8
	13.3%

	Total
	60
	100%



[bookmark: _Hlk205523021]The age distribution of the respondents is displayed in Table 1, with 45 or 75% aged 31-50 years old got a high score. In terms of Sex, 49 or 81.7majority were female. In terms of civil status majority of the participants were married with 72.7%.   Regarding the highest level of education, 31 respondents, or 51.7%, were in master’s level, while 26 respondents, or 43.3%, had a bachelors, degree, and only 3 or 5% with master’s degree level. Additionally, 52 respondents, or 86.7%, were classified as having a shorter tenure (below 10 years), and 8 respondents, or 13.3%, as having a longer tenure (11 years to 20 years), based on duration of service. 

	[bookmark: _Hlk207897516]Table 2.   Extent of Knowledge Sharing of Administrative Officers in Terms of Individual Scale

	Items
	Mean
	SD
	Interpretation

	1.I want to become a person with professional knowledge in the eyes of my colleagues.
	4.65
	0.66
	Very High Extent

	2.I believe that sharing among employees can help establish my image as an expert.
	4.53
	0.79
	Very High Extent

	3.Helping my co-employee address work problems would make me feel happy and satisfied.
	4.37
	0.82
	High Extent

	4.I would personally help personnel regardless of whether they ask for my help.
	4.05
	0.75
	High Extent

	5.I am pleased to learn and share knowledge among co-employees.
	4.42
	0.74
	High Extent

	6.I enjoy exchanging knowledge and I don’t ask anything in return.
	4.38
	0.76
	High Extent

	7.I am willing to use my spare time to help other personnel.
	4.03
	0.80
	High Extent

	8. I believe that members should help each other to foster knowledge sharing.
	4.67
	0.66
	Very High Extent

	9. I believe that if there is a proper transmission of knowledge sharing employee will be highly competent in their fields. 
	4.63
	0.76
	Very High Extent

	10.I respect others’ impression that I am willing to assist people.
	4.32
	0.77
	High Extent

	Total
	4.41
	0.78
	High Extent



The extent of knowledge sharing among administrative officers was assessed on an individual scale, revealing a high overall level of engagement with a mean score of 4.41 and a standard deviation of 0.78. 
Overall, the findings suggest that administrative officers actively engage in knowledge sharing, driven by personal satisfaction, professional image, and a strong belief in collaborative growth.
	[bookmark: _Hlk207897621][bookmark: _Hlk208291767]
Table 3. Extent of knowledge sharing of Administrative Officers in terms of Team Culture Scale 

	            Items
	Mean
	SD
	Interpretation

	1.My team supports knowledge and technical information sharing.
	4.25
	0.86
	High Extent

	2.I am pleased to learn and share knowledge among the different teams.
	4.27
	0.76
	High Extent

	3.I believe that members should help each other through teamwork to foster knowledge sharing.
	4.38
	0.72
	High Extent

	4.In a team setting, I would share knowledge with colleagues who had assisted me in the past.
	3.92
	0.74
	High Extent

	5.The school assigns coordinators to coordinate teamwork. 
	3.60
	0.87
	High Extent

	6.The school coordinator work by directly communicating with knowledgeable team members.
	3.57
	0.83
	High Extent

	7.The school members hold regular meetings to coordinate teamwork.
	3.48
	0.89
	High Extent

	8.Each member of the team contributes equally to our school service innovation
	3.52
	0.83
	Very High Extent

	9. The service team possesses a fine spirit.
	3.77
	0.74
	Very High Extent

	10.Members of this team have a strong sense of participation.
	3.77
	0.74
	High Extent

	Total
	3.85
	0.86
	High Extent



The extent of knowledge sharing among administrative officers was also evaluated in terms of team culture, yielding an overall high level of engagement with a mean score of 3.85 interpreted as with high extent and a standard deviation of 0.86. The results indicate that team culture plays a significant role in fostering knowledge-sharing behaviors. 
Overall, the team culture within the organization supports a high extent of knowledge sharing, driven by mutual assistance, collective participation, and a shared commitment to service improvement.
	[bookmark: _Hlk208014748]
Table 4.   Extent of Knowledge Sharing of Administrative Officers in Terms of Service Innovation Scale 

	Items
	Mean
	SD
	Interpretation

	1.At work, I seek new service technique and methods.
	4.32
	0.87
	High Extent

	2.At work, I sometimes come up with innovative and creative notions.
	3.75
	0.93
	High Extent

	3.At work, I sometimes propose my creative ideas and try to convince others. 
	3.37
	0.80
	Moderate Extent

	4.At work, I provide a suitable plan and workable process for developing new ideas.
	3.07
	0.78
	Moderate Extent

	5.Overall, I consider myself a creative member of my team. 
	3.35
	0.68
	Moderate Extent

	6.This resort provides a suitable environment for new services.
	3.20
	0.71
	Moderate Extent

	7.All departments and units interact well to develop new ideas.
	3.22
	0.83
	Moderate Extent

	8.When developing and executing new service projects managers and front-line service personnel collaborate closely.
	3.33
	0.66
	Moderate Extent

	9.The school will offer incentives or promotions to members involved in the department of new innovation upon the success of their project.
	3.32
	0.65
	Moderate Extent

	10.The school will dedicate some resources to developing new services.
	3.58
	0.79
	High Extent

	                    Total
	3.45
	0.84
	Moderate Extent



The extent of knowledge sharing among administrative officers was further examined in terms of service innovation, revealing a high overall level with a mean score of 3.45 and a standard deviation of 0.84. Officers demonstrated a strong inclination toward seeking new service techniques and methods
These findings suggest that while administrative officers exhibit a strong personal drive for innovation, organizational structures and encouragement for creative initiatives could be further enhanced to fully realize their potential. 

Over-all Result of Knowledge Sharing of Administrative Officers in Terms of Individual Scale; Team Culture Scale and Service Innovation Scale

   Table 5 Shows the over-all result of knowledge sharing of Administrative Officers in terms of Individual Scale; Team Culture Scale; and Service Innovation Scale.  

	Table 5.  Over-all result of knowledge sharing of Administrative Officers in terms of Individual Scale; Team Culture Scale; and Service Innovation Scale.  


	Items
	Mean
	SD
	Interpretation

	Individual Scale
	4.41
	0.78
	High Extent

	
	
	
	

	Team Culture Scale
	3.85
	0.86
	High Extent

	
	
	
	

	Service Innovation Scale
	3.45
	0.84
	Moderate Extent

	Total
	3.90
	0.83
	High Extent


The Over-all result of knowledge sharing of Administrative Officers in terms of Individual Scale, revealing a high overall level with a mean score of 4.51 interpreted as with high extent and a standard deviation of 0.78. Team Culture Scale with the mean of 3.85 interpreted as high extent with standard deviation of .86 and the Service Innovation Scale with mean score of 3.45 interpreted as high extent with standard deviation of .84 
Overall mean is 3.90 interpreted as high extent and standard deviation of .83.
	Table 6. Extent of Work Engagement as Perceived by the Administrative Officers in Terms of Vigor 

	Items
	Mean
	SD
	Interpretation

	1.At my work, I feel bursting with energy.
	3.45
	0.70
	High Extent

	2.At my job I feel strong and vigorous.
	3.43
	0.67
	Moderate Extent

	3.I can continue working for very long periods at a time
	3.48
	0.77
	High Extent

	4.At my work, I always persevere, even when things do not go well.
	3.63
	0.71
	High Extent

	I can handle pressure of workload.
	3.78
	0.83
	High Extent

	Total
	3.56
	0.75
	High Extent



The extent of work engagement among administrative officers was assessed in terms of vigor, yielding a high overall level with a mean score of 3.56 interpreted with high extent of vigor and a standard deviation of 0.75. These results suggest that administrative officers maintain a robust level of engagement, characterized by endurance, determination, and effective stress management. 

	
[bookmark: _Hlk207897768]Table 7.   Extent of Work Engagement as Perceived by the Administrative Officers in Terms of Dedication 

	           Items
	Mean
	SD
	Interpretation

	I find the work that I do full of meaning and purpose.
	3.47
	0.68
	High Extent

	I am enthusiastic about my job.
	3.50
	0.67
	High Extent

	To me, my job is challenging.
	3.57
	0.77
	High Extent

	I am proud of the work that I do.
	3.52
	0.71
	High Extent

	My job inspires me.
	3.62
	0.83
	High Extent

	           Total
	3.53
	0.63
	High Extent



The extent of work engagement among administrative officers was also evaluated in terms of dedication, revealing a high overall level with a mean score of 3.53 with high extent and a standard deviation of 0.63. These results suggest that administrative officers are deeply committed to their roles, driven by a sense of purpose, pride, and intrinsic motivation. Overall, the dedication dimension highlights their strong emotional connection to their work, characterized by enthusiasm, challenge, and personal inspiration. The high level of dedication likely contributes to sustained engagement and performance in their professional.
	
[bookmark: _Hlk207944069]Table 8. Extent of Work Engagement as Perceived by the Administrative Officers in Terms of Absorption 

	Items
	Mean
	SD
	Interpretation

	1.When I work, I forget everything else around me.
	3.38
	0.64
	Moderate Extent

	2.Time flies when I’m working
	3.47
	0.67
	High Extent

	I feel happy when I am working intensely
	3.62
	0.77
	High Extent

	3.It is difficult to detach myself from my job
	3.40
	0.71
	Moderate Extent

	I am immersed in my work
	3.45
	0.83
	High Extent

	Total
	3.46
	0.65
	High Extent


The extent of work engagement among administrative officers was further examined in terms of absorption, demonstrating a high overall level with a mean score of 3.46 and a standard deviation of 0.65. The results indicate that officers frequently experience deep concentration and enjoyment in their work. These findings suggest that while administrative officers generally exhibit a high level of absorption in their work, certain dimensions of this engagement, particularly complete detachment from external distractions, could be further strengthened. Overall, the absorption dimension highlights their ability to maintain focus and derive satisfaction from their work, contributing to sustained productivity and job fulfillment. 



Over-all Results of Work Engagement as perceived by the administrative officers in terms of Vigor; Dedication; and Absorption
[bookmark: _Hlk208248282]Table 9: 	The overall result of Extent of Work Engagement of Administrative Officers in terms of Vigor, Dedication; and Absorption.
	Items
	Mean
	SD
	Interpretation

	Vigor
	3.56
	0.75
	High Extent

	Dedication
	3.53
	0.63
	High Extent

	Absorption
	3.46
	0.65
	High Extent

	Total
	3.52
	0.68
	High Extent


In Table 9, the Extent of Work Engagement of Administrative Officers, the dimension of Vigor, dedication, and absorption was rated high extent   by the employees with a mean score of 3.56, 3.53 and 3.46, respectively. The data highlights that the employees already had strong work engagement in all the dimensions and leveraged their strengths in training or mentoring other sections. Customized training that addresses the specific needs and backgrounds of the employees could lead to more uniformly positive outcomes. Moreover, the high extent of work engagement can be used to develop a supportive culture throughout the organization. Programs encouraging cross-sectional interactions and learning could help imbue similar values across all employees. 
	Table 10. Extent of Organizational Commitment as Perceived by Administrative Officers in Terms of Affective Commitment 

	Items
	Mean
	SD
	Interpretation

	1.I would be very happy to spend the rest of my career with this organization.
	3.62
	0.92
	High Extent

	2.I enjoy discussing my organization with people outside it.
	3.78
	0.85
	High Extent

	3.I really feel as this organization’s problems are my own.
	3.40
	0.87
	Moderate Extent

	4.I think that I could easily become as attached to another organization as I am to one.
	3.42
	0.79
	Moderate Extent

	5.I feel motivated to go beyond and above my regular duties.
	3.35
	0.94
	Moderate Extent

	Total
	3.51
	0.88
	High Extent



The extent of organizational commitment among administrative officers was assessed in terms of affective commitment, revealing a high overall level with a mean score of 3.51 and a standard deviation of 0.88. The findings indicate that officers generally feel a strong emotional attachment to their organization. These results suggest that while administrative officers demonstrate significant emotional ties to their organization, there may be opportunities to further strengthen their sense of ownership and dedication. Overall, the affective commitment dimension highlights their positive emotional connection to the workplace, characterized by loyalty and pride, though with room for growth in deeper personal investment and discretionary effort.

	[bookmark: _Hlk207944381]Table 11.   Extent Of Organizational Commitment as Perceived by Administrative Officers in Terms of Continuance Commitment


	            Items
	Mean
	SD
	Interpretation

	1.If I will leave this organization, I feel that I will lose significant financial benefits.
	3.38
	0.67
	Moderate Extent

	2.I feel that you have invested too much time and effort in this organization to leave now.
	3.33
	0.84
	Moderate Extent

	3.I am financially secure that my compensation is fair to my work.
	3.33
	0.68
	Moderate Extent

	4.If I got another offer for a better job elsewhere, I would not feel it was right to leave my organization.
	3.38
	0.76
	Moderate Extent

	5.One of the major reasons I continue to work for this organization is that I believe the organization provided me a career progression and professional development.
	3.42
	0.85
	Moderate Extent

	            Total
	3.37
	0.76
	Moderate Extent



The extent of organizational commitment among administrative officers was evaluated in terms of continuance commitment, yielding a moderate overall level with a mean score of 3.37 and a standard deviation of 0.76. The results indicate that officers perceive their commitment to the organization as being influenced by practical considerations rather than strong emotional or moral ties and decided to stay in the organization. Overall, the continuance commitment dimension highlights a pragmatic attachment to the organization, characterized by a balance of perceived benefits and investments, without a strong imperative to remain solely due to financial or career-related considerations. 
	Table 12 Extent of Organizational Commitment as Perceived by Administrative Officers in Terms of Normative Commitment



	Items
	Mean
	SD
	Interpretation

	1.This organization has a great deal of personal meaning for me.
	3.30
	0.72
	Moderate Extent

	2.One of the major reasons I continue to work for this organization is that 3.I believe that loyalty is important and therefore feel a sense of moral obligation to remain.
	3.42
	0.77
	Moderate Extent

	4.Things were better in the days when people stayed with one organization for the most of their careers. 
	3.48
	0.87
	High Extent

	I feel a sense of duty to this company.
	3.43
	0.74
	Moderate Extent

	5.I feel that I am obligated to stay with this organization even though I have a better job offer. 
	3.50
	0.77
	Moderate Extent

	Total
	3.43
	0.77
	Moderate Extent




The extent of organizational commitment among administrative officers was examined in terms of normative commitment, demonstrating a moderate overall level with a mean score of 3.43 and a standard deviation of 0.77. The findings suggest that officers feel a sense of duty and obligation toward their organization, though this sentiment is not overwhelmingly strong and leaving the will hurt the organization. 
Table 14. Overall Results of the Extent Organizational Commitment of administrative officers
	Items
	Mean
	SD
	Interpretation

	Affective Commitment
	3.51
	0.88
	High Extent

	Continuance Commitment
	3.37
	0.76
	Moderate Extent

	Normative Commitment
	3.43
	0.77
	Moderate Extent

	Total
	3.44
	0.80
	Moderate Extent



Table 13 presents the extent of Organizational Commitment in terms of affective, continuance, and normative commitment of administrative officers when taken collectively. The overall response of the administrative officers showed a high extent, with a mean score of 3.44 and a standard deviation of 0.80 for organizational commitment. 
Results in Table 13 reveal that when taken collectively, the employees' organizational commitment was moderate extent. It is highest in affective commitment and lowest in normative commitment. This indicates a moderate emotional attachment of the employees to their respective department. 
	
Table 14. Significant difference in the level of Work Engagement when respondents are grouped according to profile 

	Age
	   N
	 Mean
	  SD
	  F
	  P
	Decision
	Conclusion

	  Below 30   years old 
	  12
	3.11
	0.44
	5.101
	0.009
	Sig
	Reject H0

	  31 - 50 years old
	  45
	3.61
	0.48
	
	
	
	

	  51 years old and above

	   3
	3.71
	0.93
	
	
	
	

	 Sex                
	  N
	Mean
	SD
	T
	P
	Decision
	Conclusion

	  Male
	  11
	3.62
	0.50
	0.736
	0.465
	not sig
	Failed to Reject H0

	  Female
	  49
	3.49
	0.54
	
	
	
	

	
	
	
	
	
	
	
	

	 Civil Status               
	  N
	Mean
	SD
	T
	P
	Decision
	Conclusion

	  Single
	  17
	3.61
	0.57
	0.863
	0.392
	not sig
	Failed to Reject H0

	  Married
	  43
	3.48
	0.52
	
	
	
	

	
	
	
	
	
	
	
	

	
Educational 
Attainment
	  N
	Mean
	 SD
	   F
	 P
	Decision
	Conclusion

	  College Graduate
	  26
	3.62
	 0.45
	2.202
	0.120
	not sig
	Failed to Reject H0

	  Master’s Unit
	  31
	3.48
	 0.54
	
	
	
	

	 Master’s Degree

	   3
	2.98
	 0.86
	
	
	
	

	Length of 
Service
	  N
	Mean
	SD
	  T
	P
	Decision
	Conclusion

	 Below 10 years
	  52
	3.47
	0.54
	1.543
	0.128
	not sig
	Failed to Reject H0

	 11-20 years
	   8
	3.78
	0.37
	
	
	
	

	
	
	
	
	
	
	
	



A one-way ANOVA revealed statistically significant differences in work engagement among the three age categories, F(2, 57) = 5.101, p = 0.009 These results suggest that work engagement tends to increase with age, with the most pronounced and statistically reliable difference occurring between the youngest employees and those in mid-career. 
 An independent samples t-test was conducted to examine potential differences in work engagement between male and female administrative officers. Results indicated no statistically significant difference in work engagement scores between male (M = 3.62, SD = 0.50) and female (M = 3.49, SD = 0.54) officers, t(58) = 0.736, p = 0.465. However, it should be noted that the unequal group sizes (11 males vs. 49 females) may have affected the statistical power to detect smaller effects. The findings contribute to understanding that work engagement perceptions among administrative officers appear consistent across sex categories in this organizational setting.
The analysis revealed no statistically significant difference in engagement levels between single (M = 3.61, SD = 0.57) and married (M = 3.48, SD = 0.52) officers, t(58) = 0.863, p = 0.392. The mean difference of 0.13 between groups failed to reach statistical significance at the conventional alpha level of .05, resulting in a failure to reject the null hypothesis. These findings suggest that civil status does not appear to significantly influence work engagement perceptions among administrative officers in this sample. 
The analysis indicates that marital status does not have a statistically significant impact on engagement levels. In other words, whether someone is married or not does not appear to influence their level of engagement based on this particular analysis. 
The results indicated no statistically significant differences among groups, F(2, 57) = 2.202, p = 0.120. While descriptive statistics showed college graduates reported the highest mean engagement (M = 3.62, SD = 0.45), followed by masteral level students (M = 3.48, SD = 0.54), and finally those with master's degrees (M = 2.98, SD = 0.86), these differences were not statistically significant at the conventional alpha level of .05. Consequently, we failed to reject the null hypothesis, suggesting that educational attainment does not appear to significantly influence work engagement perceptions among administrative officers in this sample. 
An independent samples t-test was conducted to compare work engagement between administrative officers with different lengths of service. Results revealed no statistically significant difference in engagement levels between officers with less than 10 years of service (M = 3.47, SD = 0.54) and those with 11-20 years of service (M = 3.78, SD = 0.37), t(58) = -1.543, p = 0.128. this difference did not reach statistical significance at the conventional alpha level of .05, leading to a failure to reject the null hypothesis.
	[bookmark: _Hlk207945359]Table 15. Significant difference in the level of Organizational Commitment when respondents are grouped according to profile 

	Age
	N
	Mean
	SD
	F
	P
	Decision
	Conclusion

	   below 30 years old
	12
	2.78
	0.40
	12.74
	<0.001
	Sig
	Reject H0

	  31 - 50 years old
	45
	3.61
	0.51
	
	
	
	

	  51 years old and above
	3
	3.53
	0.87
	
	
	
	

	Sex
	N
	Mean
	SD
	T
	P
	Decision
	Conclusion

	  Male
	11
	3.55
	0.46
	0.668
	0.507
	not sig
	Failed to Reject H0

	
	
	
	
	
	
	
	

	  Female
	49
	3.41
	0.62
	
	
	
	

	Civil Status
	N
	Mean
	SD
	T
	P
	Decision
	Conclusion

	  Single
	17
	3.58
	0.57
	1.241
	0.220
	not sig
	Failed to Reject H0

	
	
	
	
	
	
	
	

	  Married
	43
	3.37
	0.60
	
	
	
	

	Educational Attainment
	N
	Mean
	SD
	F
	P
	Decision
	Conclusion

	  College Graduate
	26
	3.57
	0.48
	3.398
	0.040
	Sig
	Reject H0

	  Master’s Unit
	31
	3.39
	0.64
	
	
	
	

	  Master’s Graduate
	3
	2.69
	0.60
	
	
	
	

	Length of Service
	N
	Mean
	SD
	T
	P
	Decision
	Conclusion

	  Below 10 years
	52
	3.37
	0.60
	-2.363
	0.021
	Sig
	Reject H0

	
	
	
	
	
	
	
	

	  11-20 years
	8
	3.88
	0.38
	
	
	
	



A one-way ANOVA revealed statistically significant differences in organizational commitment across age groups of administrative officers, F(2, 57) = 12.745, p < .001. Descriptive results showed officers below 30 years old reported the lowest commitment levels (M = 2.78, SD = 0.40), while both middle-aged (31-50 years: M = 3.61, SD = 0.51) and older officers (51+ years: M = 3.53, SD = 0.87) demonstrated higher mean scores. The significant F-statistic (p < .001) indicates that at least one age group differs significantly from others in organizational commitment, leading to rejection of the null hypothesis. The pattern suggests a potential developmental path where commitment increases after age 30, but confirmation would require additional follow-up tests. 
An independent samples t-test was conducted to compare organizational commitment between male and female administrative officers. Results indicated no statistically significant difference in commitment levels between male (M = 3.55, SD = 0.46) and female (M = 3.41, SD = 0.62) officers, t(58) = 0.668, p = 0.507. The mean difference of 0.14 between groups was not statistically significant at the conventional alpha level of .05, resulting in a failure to reject the null hypothesis. The results contribute to the understanding that male and female administrative officers in this organization demonstrate comparable levels of organizational.
An independent samples t-test comparing organizational commitment between single and married administrative officers showed no statistically significant difference, t(58) = 1.241, p = 0.220. The null hypothesis was therefore not rejected, indicating insufficient evidence to conclude that civil status affects organizational commitment in this sample. The results suggest comparable commitment levels between single and married administrative officers.
A one-way ANOVA revealed statistically significant differences in organizational commitment across educational attainment groups, F(2, 57) = 3.398, p = 0.040. The significant p-value (p < .05) led to rejection of the null hypothesis, indicating that educational attainment is associated with differing levels of organizational commitment among administrative officers. The results demonstrate that commitment levels vary significantly across these educational groups. 
An independent samples t-test revealed a statistically significant difference in organizational commitment between administrative officers with different lengths of service, t(58) = -2.363, p = 0.021. Officers with 11-20 years of service reported higher commitment levels (M = 3.88, SD = 0.38) compared to those with less than 10 years of service (M = 3.37, SD = 0.60). The significant p-value (p < .05) led to rejection of the null hypothesis, indicating that length of service is associated with differing levels of organizational commitment among these administrative officers. 

Significant relationship between the knowledge sharing and the work engagement
	Table 16 shows the significant relationship between the Knowledge Sharing and the Work Engagement and used Pearson Correlation Analysis.
	[bookmark: _Hlk207945988]Table 16. Significant relationship between the Knowledge Sharing and the Work Engagement 


	r-value
	p-value
	Decision
	Conclusion

	.355**
	0.005
	Sig
	Reject H0



A Pearson correlation analysis revealed a statistically significant positive relationship between knowledge sharing and work engagement among administrative officers, r = .355, p = .005. The significant p-value (p < .01) led to rejection of the null hypothesis, indicating that higher levels of knowledge sharing are associated with greater work engagement in this sample. The moderate positive correlation suggests that as administrative officers perceive more knowledge sharing occurring in their workplace, they also tend to report higher levels of work engagement
	Table 17 shows the significant relationship between the knowledge Sharing and Organizational commitment and used Pearson Correlation Analysis.
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	r-value
	p-value
	Decision
	Conclusion

	.374**
	0.003
	Sig
	Reject H0



A Pearson correlation analysis was conducted to examine the relationship between knowledge sharing and organizational commitment among administrative officers. The results revealed a statistically significant positive correlation between these variables (r = .374, p = .003). This indicates that higher levels of knowledge sharing are associated with greater organizational commitment in this sample. The moderate strength of this relationship suggests that as administrative officers perceive more knowledge sharing occurring in their workplace, they also tend to report stronger commitment to their organization. The significant p-value (p < .01) led to rejection of the null hypothesis, confirming that the observed relationship is statistically significant.
Significant relationship between the work engagement and organizational commitment 
	Table 18 shows significant relationship between the Work Engagement and the Organizational Commitment and used Pearson Correlation Analysis.
	[bookmark: _Hlk207946560]Table 18. Significant relationship between the Work Engagement and the Organizational Commitment 


	r-value
	p-value
	Decision
	Conclusion

	.770**
	<0.001
	Sig
	Reject H0



[bookmark: _Hlk205492646]A Pearson correlation analysis revealed a strong, statistically significant positive relationship between work engagement and organizational commitment among administrative officers, r = .770, p < .001. The highly significant result (p < .001) led to rejection of the null hypothesis, indicating these variables are substantially related in this population. These findings demonstrate that administrative officers who report higher work engagement tend to show correspondingly stronger organizational commitment. 
Conclusions
Based on the results, the researcher draws the conclusion that to create a work environment that encourages knowledge, need to make investments in organizational commitment and work engagement. By guaranteeing dependability, effectiveness, and usability, organizations may free up staff members to concentrate on important tasks. Productivity, creativity, and general employee satisfaction all rise as a result. 
The most valuable resource for the organization should be its workforce. To increase productivity, every institution should focus on providing for the requirements and preferences of its employees in the most economical way. Based on the results, the researcher draws the conclusion that to create a work environment that encourages knowledge, administrative officers need to make investments in organizational commitment and work engagement.
Recommendations
To enhance knowledge sharing, work engagement, and organizational commitment, focus on fostering a culture of knowledge sharing, creating accessible knowledge repositories, and recognizing and rewarding knowledge sharing efforts. Engaging employees through meaningful work, clear communication, and opportunities for growth also boosts commitment and productivity. Managers and supervisors should actively participate in knowledge sharing activities and demonstrate its value. Facilitate teamwork and cross-functional interactions to promote the exchange of knowledge and perspectives. Implement reward systems, recognition programs, or other incentives to motivate employees to share their expertise. Certain areas needed to be improved, according to the study's findings. The researcher advised the management of the administrative officers to create plans and programs for a training initiative that will foster organizational commitment and work engagement.
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