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ABSTRACT

This study aimed to examine the relationship among professional development opportunities, organizational
commitment, and workload demands of private school teachers in Bukidnon during the School Year 2025-2026.
Specifically, it sought to determine the levels of professional development opportunities, organizational
commitment, and workload demands, as well as to identify their significant relationships and predictive
influences. Employing a descriptive-correlational quantitative research design, data were gathered from 300
private school teachers using adopted standardized survey questionnaires. The collected data were analyzed
through descriptive statistics, Pearson product-moment correlation, and multiple regression analyses. Findings
revealed that teachers perceived a high level of professional development opportunities across instructional,
scientific, personal, and organizational domains, indicating favorable access to professional growth activities. In
terms of organizational commitment, teachers demonstrated moderate levels of affective, continuance, and
normative commitment, suggesting a reasonable sense of attachment and responsibility toward their institutions,
albeit influenced by existing conditions. Meanwhile, teachers reported high workload demands in terms of time,
quantitative, and qualitative aspects, signifying that although workloads are manageable, they remain
consistently challenging. Correlation analysis showed a significant positive relationship between workload
demands and both professional development opportunities and organizational commitment. This implies that
increased engagement in professional growth and stronger organizational attachment are associated with
heightened perceptions of workload demands. Furthermore, regression analysis revealed that normative
commitment, affective commitment, and selected dimensions of professional development—particularly
instructional, organizational, and personal development—significantly predict workload demands. These
findings suggest that as teachers become more professionally involved and organizationally committed, their
responsibilities and perceived workload likewise increase.

Keywords: normative commitment, instructional development, organizational development, personal
development, affective commitment

INTRODUCTION

Teachers play a critical role in sustaining educational quality, yet their effectiveness is increasingly shaped by
the combined influence of professional development opportunities, organizational commitment, and workload
demands. In private school settings, teachers are expected not only to deliver instruction but also to engage in
continuous professional growth and organizational responsibilities, which may intensify their workload.

Professional development enhances teachers’ instructional competence and adaptability, particularly across
instructional, scientific, personal, and organizational domains. However, increased engagement in these
activities may also expand teachers’ roles, contributing to higher workload demands. At the same time,
organizational commitment—whether affective, continuance, or normative—influences teachers’ willingness to
remain in their institutions and accept additional responsibilities.

In the Philippine context, teachers face increasing workload demands due to administrative tasks and evolving
educational expectations. A study by the Philippine Institute for Development Studies (2019) highlights that
teachers often spend significant time on non-instructional duties, while the Department of Education (2020)
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emphasizes the need to rationalize workload to protect teacher well-being. Although professional development
is guided by national standards (Department of Education, 2017), limited research has examined how these
factors interact in private school contexts, particularly in provincial areas such as Bukidnon.

Grounded in relevant organizational and educational theories, this study examines the relationship among
professional development opportunities, organizational commitment, and workload demands of private school
teachers in Bukidnon during the School Year 2025-2026. Specifically, it aims to determine the levels of these
variables, examine their relationships, and identify the predictors of workload demands.

METHODOLODY

This study employed a descriptive—correlational quantitative research design to examine the relationship among
professional development opportunities, organizational commitment, and workload demands of private school
teachers in Bukidnon during School Year 2025-2026. The respondents consisted of 300 private school teachers
from selected private educational institutions in the province, chosen through random sampling to ensure
adequate representation across participating schools. Data were collected using three adopted and standardized
survey questionnaires measuring professional development opportunities (instructional, scientific field,
personal, and organizational development), organizational commitment (affective, continuance, and normative
commitment), and workload demands (time, quantitative, and qualitative). Prior to actual data collection, the
instruments were pilot-tested and demonstrated excellent reliability, with Cronbach’s alpha coefficients of 0.908
for professional development opportunities, 0.959 for organizational commitment, and 0.940 for workload
demands. A five-point Likert scale was used for all instruments. Formal permission to conduct the study was
secured from school administrators, and participation was voluntary, with confidentiality of responses assured.
The gathered data were analyzed using descriptive statistics to determine the levels of the variables, Pearson
product—-moment correlation to examine the relationships among them, and multiple regression analysis to
identify which variables significantly predicted teachers’ workload demands.

RESULTS AND DISCUSSIONS

This chapter contains the presentation, analysis, and interpretation of data gathered on the Teachers’ levels of
Professional Development Opportunities, Organizational Commitment, and Workload Demands. The order of
presentation is based on the order of specific objectives of the study.

Professional Development Opportunities
Instructional Development

The results in Table 1 show that teachers generally perceive a high level of professional development
opportunities in terms of instructional development, as indicated by an overall mean of4.02, a standard deviation
0f 0.53, and a descriptive rating of Agree, which is qualitatively interpreted as High Opportunity. The relatively
low standard deviation suggests a high level of consistency in teachers’ perceptions. Among the indicators, the
highest-rated items were the need for knowledge about designing and using instructional materials (M = 4.35,
SD = 0.78, Agree), following innovations in information and communication technologies and applying them in
lessons (M =4.34, SD =0.72, Agree), and the need for knowledge about using technology for teaching purposes
(M =4.33, SD = 0.86, Agree), all of which were interpreted as High Opportunity. On the other hand, the lowest
rated indicator was the ability to teach gifted children or children with learning disabilities (M = 3.32, SD = 1.00,
Neutral), which was qualitatively interpreted as Moderate Opportunity. The relatively higher standard deviation
for this item indicates greater variability in teachers’ responses, suggesting differences

The findings reveal that teachers perceive a high level of professional development opportunities in instructional
development (M =4.02, SD =0.53). High ratings were observed in competencies related to instructional material
design, integration of information and communication technologies, and application of varied teaching
strategies. These results indicate that teachers are generally well-supported in enhancing their instructional
practices and adapting to evolving pedagogical demands.
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However, the comparatively lower rating in teaching gifted learners and students with learning disabilities (M =
3.32) highlights a critical gap in inclusive education competencies. The higher variability in this indicator
suggests unequal access to specialized training and institutional support across schools. This disparity implies
that while general instructional competencies are well developed, targeted training in differentiated instruction

and inclusive practices remains insufficient.

These findings suggest that professional development programs are effective in strengthening core instructional
skills but must be expanded to address diverse learner needs. Without such support, disparities in teacher
preparedness may persist, potentially affecting equitable learning outcomes.

Table 1. Mean scores of the teachers’ level of professional development opportunities in terms of instructional

development.

Indicators Mean | Standard | Descriptive | Qualitative
Deviation | Rating Interpretation

I need knowledge about designing and using instructional | 4.35 0.78 Agree High Opportunity
materials.
I follow the innovations in information and | 4.34 0.72 Agree High Opportunity
communication technologies and apply them in my
lessons.
I need knowledge about using technology for teaching | 4.33 0.86 Agree High Opportunity
purposes.
I would like to learn different teaching methods to | 4.26 0.82 Agree High Opportunity
motivate students and to encourage them participate in
classroom activities.
I can easily use various teaching strategies in my lessons. | 4.12 0.75 Agree High Opportunity
I can always motivate my students and encourage them | 4.06 0.76 Agree High Opportunity
participate in the classroom activities.
I can easily improve my students thinking abilities. 3.97 0.74 Agree High Opportunity
I am successful in teaching environment and classroom | 3.94 0.74 Agree High Opportunity
preparation activities.
I have enough knowledge about assessment and | 3.91 0.79 Agree High Opportunity
evaluation.
I do not have any problems in preparing lesson plans in | 3.84 | 0.85 Agree High Opportunity
accordance with learning outcomes in the curriculum.
I do not have difficulty in preventing student interventions | 3.79 0.89 Agree High Opportunity
that negatively affect the lesson.
I do not have difficulty in teaching gifted children or | 3.32 1.00 Neutral Moderate
children with learning disability. Opportunity
Overall Mean 4.02 0.53 Agree High Opportunity
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Range: Descriptive Rating Qualitative Interpretation
4:51-5:00 Strongly Agree (SA) Very High Opportunity
3:51:4:50 Agree (A) High Opportunity
2:51-3:50 Neutral (N) Moderate Opportunity
1.51:2:50 Disagree (D) Low Opportunity
1:00-1:50 Strongly Disagree (SD) Very Low Opportunity

Scientific Field Development

Table 2 shows that teachers perceive a high level of professional development opportunities in terms of scientific
field development, with an overall mean of 3.83, a standard deviation of 0.58, and a descriptive rating of Agree,
which is qualitatively interpreted as High Opportunity. The standard deviation indicates a moderate level of
agreement among teachers, suggesting generally similar but not uniform experiences in scientific development

opportunities.

Table 2. Mean scores of the teachers’ level of professional development opportunities in terms of scientific field

development.
Indicators Mean | Standard | Descriptive | Qualitative
Deviation | Rating Interpretation
I want to learn the research methods and statistical research | 4.23 | 0.80 Agree High
techniques related to my field. Opportunity
I need knowledge on how to take part in national and | 4.05 | 0.81 Agree High
international projects and activities related to my field. Opportunity
I am provided with opportunities to attend seminars, | 3.91 | 0.93 Agree High
workshops, or conferences relevant to my field. Opportunity
I know how to take part in projects and activities related to my | 3.83 | 0.78 Agree High
field or to benefit from research funds. Opportunity
I am informed about recent trends, innovations, and | 3.82 | 0.78 Agree High
advancements. Opportunity
I receive adequate guidance or mentoring from experts to | 3.76 | 0.87 Agree High
develop my research skills in my field. Opportunity
I am encouraged to publish research outputs (e.g., journals, | 3.76 | 0.84 Agree High
conference papers) related to my field. Opportunity
I am given opportunities to collaborate with other researchers | 3.68 | 0.92 Agree High
or professionals within my field Opportunity
I have enough knowledge about scientific research methods. 3.67 |0.81 Agree High
Opportunity
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I have access to updated research resources (e.g., journals, | 3.57 | 0.92 Agree High
databases, research tools) related to my field. Opportunity
Overall Mean 3.83 |0.58 Agree High
Opportunity
Legend:

Range: Descriptive Rating Qualitative Interpretation

4:51-5:00 Strongly Agree (SA) Very High Opportunity

3:51:4:50 Agree (A) High Opportunity

2:51-3:50 Neutral (N) Moderate Opportunity

1.51:2:50 Disagree (D) Low Opportunity

1:00-1:50 Strongly Disagree (SD) Very Low Opportunity

Teachers also reported a high level of professional development opportunities in scientific field development (M
= 3.83, SD = 0.58), particularly in learning research methods and statistical techniques. This reflects a strong
recognition of the importance of research competence in professional practice.

Nevertheless, relatively lower ratings in mentoring, collaboration, and access to research resources indicate
variability in institutional support systems. While teachers demonstrate interest in research engagement,
opportunities for sustained scholarly involvement are not consistently available.

This suggests that professional development in research should move beyond individual capacity-building
toward structured institutional support, including mentoring programs, research funding access, and
collaborative networks. Strengthening these mechanisms can promote a more consistent research culture and
enhance evidence-based teaching practices.

Personal Development

Table 3 shows that teachers perceive a high level of professional development opportunities in terms of personal
development, with an overall mean 0f4.02, a standard deviation of 0.60, and a descriptive rating of Agree, which
is qualitatively interpreted as High Opportunity. The results further indicate a high level of professional
development opportunities in personal development (M = 4.02, SD = 0.60). Teachers expressed strong interest
in improving communication skills, stress management, and emotional regulation, highlighting the importance
of personal competencies in sustaining professional effectiveness.

Table 3. Mean scores of the teachers’ level of professional development opportunities in terms of personal
development.

Indicators Mean | Standard | Descriptive | Qualitative
Deviation | Rating Interpretation

I would like to take support or training about career planning | 4.13 1.88 Agree High

and time management Opportunity

I believe I need to enhance my verbal and nonverbal | 4.23 | 0.84 Agree High

communication skills for professional purposes. Opportunity
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I would like to receive training to improve my stress | 4.18 | 0.82 Agree High
management and coping skills at work. Opportunity
I feel the need to improve my emotional regulation and anger | 4.06 | 0.82 Agree High
management skills in professional settings. Opportunity
I need opportunities to develop my self-confidence and | 3.99 | 0.86 Agree High
professional self-awareness. Opportunity
I am competent in career planning and time management skills | 3.96 | 0.83 Agree High
related to my profession. Opportunity
I have a strong sense of self-awareness and confidence in my | 3.96 | 0.81 Agree High
professional role. Opportunity
I demonstrate effective verbal and nonverbal communication | 3.91 | 0.72 Agree High
skills in my professional interactions. Opportunity
I am able to control my emotions and manage anger effectively | 3.91 | 0.78 Agree High
in work-related situations Opportunity
I am able to handle work-related stress in a healthy and | 3.88 | 0.80 Agree High
productive manner. Opportunity
Overall Mean 4.02 10.60 Agree High
Opportunity
Legend:

Range: Descriptive Rating Qualitative Interpretation

4:51-5:00 Strongly Agree (SA) Very High Opportunity

3:51:4:50 Agree (A) High Opportunity

2:51-3:50 Neutral (N) Moderate Opportunity

1.51:2:50 Disagree (D) Low Opportunity

1:00-1:50 Strongly Disagree (SD) Very Low Opportunity

Notably, the higher variability in career planning and time management suggests differences in teachers’
preparedness in managing professional responsibilities. While some teachers demonstrate confidence in these
areas, others require additional support.

These findings underscore the importance of integrating personal development into professional training
programs. Enhancing teachers’ emotional resilience, communication, and self-management skills is essential not
only for performance but also for long-term well-being, particularly in high-demand work environments.

Organizational Development

Table 4 shows that teachers perceive a high level of professional development opportunities in terms of
organizational development, with an overall mean of 3.98, a standard deviation of 0.63, and a descriptive rating
of Agree, which is qualitatively interpreted as High Opportunity. Teachers perceived a high level of professional
development opportunities in organizational development (M = 3.98, SD = 0.63), particularly in areas related to
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teamwork, organizational processes, and problem-solving. This indicates that teachers are generally capable of

functioning effectively within institutional structures.

However, slightly higher variability in leadership-related indicators suggests unequal opportunities for
leadership engagement and decision-making participation. While teachers are competent in collaborative roles,

not all are equally involved in organizational leadership.

This implies that schools should expand leadership development initiatives and promote shared governance
practices. Providing more teachers with opportunities to participate in decision-making can strengthen

organizational commitment and institutional effectiveness.

Table 5. Mean scores of the teachers’ level of professional development opportunities in terms of organizational

development.

Indicators Mean | Standard | Descriptiv | Qualitative
Deviation | e Rating Interpretation
I need further orientation or training regarding the | 4.08 0.81 Agree High
organizational structure and operational processes of the Opportunity
school.
I feel the need to improve my teamwork skills to effectively | 4.06 0.81 Agree High
meet the school’s organizational goals. Opportunity
I need opportunities to improve my decision-making and | 4.04 0.84 Agree High
problem-solving skills within the organization. Opportunity
I would like to receive training on school policies, rules, and | 4.03 0.85 Agree High
administrative procedures. Opportunity
I consider myself effective in working collaboratively with | 4.00 0.79 Agree High
teams within the institution. Opportunity
I need professional development opportunities related to | 3.98 0.85 Agree High
leadership and organizational roles in the school. Opportunity
I have sufficient understanding of the school’s organizational | 3.97 0.63 Agree High
structure, culture, and work processes. Opportunity
I am familiar with and able to comply with the school’s policies | 3.93 0.74 Agree High
and administrative procedures. Opportunity
I am capable of taking leadership responsibilities when required | 3.84 0.83 Agree High
in the organization. Opportunity
I am able to make sound decisions and contribute to problem- | 3.83 0.86 Agree High
solving in organizational matters. Opportunity
Overall Mean 3.98 0.63 Agree High
Opportunity
Legend:
Range: Descriptive Rating Qualitative Interpretation
4:51-5:00 Strongly Agree (SA) Very High Opportunity
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3:51:4:50 Agree (A) High Opportunity
2:51-3:50 Neutral (N) Moderate Opportunity
1.51:2:50 Disagree (D) Low Opportunity
1:00-1:50 Strongly Disagree (SD) Very Low Opportunity

Summary of Professional Development Opportunities

Table 5. Summary of the teachers’ level of professional development opportunities.

Professional Development | Mean | Standard Descriptive Qualitative
Opportunities Deviation Rating Interpretation
Instructional Development 4.02 0.53 Agree High Opportunity
Personal Development 4.02 0.6 Agree High Opportunity
Organizational Development 3.98 0.63 Agree High Opportunity
Scientific Field Development 3.83 0.58 Agree High Opportunity
Overall Mean 3.96 0.45 Agree High Opportunity
Legend:

Range: Descriptive Rating Qualitative Interpretation

4:51-5:00 Strongly Agree (SA) Very High Opportunity

3:51:4:50 Agree (A) High Opportunity

2:51-3:50 Neutral (N) Moderate Opportunity

1.51:2:50 Disagree (D) Low Opportunity

1:00-1:50 Strongly Disagree (SD) Very Low Opportunity

Professional development opportunities across instructional, scientific, personal, and organizational domains
were rated as high (M = 3.96, SD = 0.45), indicating that teachers generally experience favorable access to
professional growth. However, the relatively lower rating in scientific field development suggests that research-
related opportunities are less consistently available. This imbalance highlights the need for a more integrated
and equitable approach to professional development that ensures holistic teacher growth across all domains.

These findings imply that schools have generally established effective professional development structures that
address multiple dimensions of teachers’ growth. However, the comparatively lower rating and greater variability
in Scientific Field Development indicate the need to strengthen research-focused opportunities to ensure
balanced professional growth. Enhancing access to mentoring, research resources, and scholarly collaboration
can help maintain consistency across all domains and support holistic teacher development that benefits both
instructional practice and institutional advancement.

The overall high opportunity ratings align with Mallillin and Laurel (2022), who demonstrated that well-
designed professional development programs positively influence instructional quality and student learning
outcomes. At the same time, the relatively lower score in scientific field development reflects the disparities
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noted by Constantino and Antonio (2025), who found that teachers in rural areas often face fewer opportunities
for scientific growth. These studies affirm that while PDOs are effective in enhancing teacher competence,
institutional support and equitable access remain essential for sustaining balanced professional growth.

Organizational Commitment

Affective Commitment

Table 6 presents the teachers’ level of organizational commitment in terms of affective commitment. The results
show an overall mean of 3.49, a standard deviation of 0.58, and a descriptive rating of Neutral, which is

qualitatively interpreted as Moderate Commitment.

Table 7. Mean scores of the teachers’ level of organizational commitment in terms of affective commitment.

Indicators Mean | Standard | Descriptive | Qualitative
Deviation | Rating Interpretation
I would be very happy to spend the rest of my career with this | 3.88 0.87 Agree High
organization. Commitment
I feel proud to tell others that I am part of this organization. | 3.95 0.96 Agree High
Commitment
I feel emotionally connected to this organization. 3.83 0.84 Agree High
Commitment
I enjoy discussing my organization with people outside the | 3.79 0.88 Agree High
organization. Commitment
This organization has a great deal of personal meaning for me. | 3.75 0.97 Agree High
Commitment
I really feel as if this organization’s problems are my own. 3.60 0.95 Agree High
Commitment
I think that I could easily become as emotionally attached to | 3.52 0.89 Agree High
another organization as I am to this one. Commitment
I do not feel a strong sense of belonging to this organization. | 2.93 1.18 Neutral Moderate
Commitment
I do not feel emotionally attached to this organization. 2.89 1.19 Neutral Moderate
Commitment
I do not feel like “part of the family” in this organization. 2.77 1.18 Neutral Moderate
Commitment
Overall Mean 3.49 0.58 Neutral Moderate
Commitment

Legend:
Range: Descriptive Rating Qualitative Interpretation
4:51-5:00 Strongly Agree (SA) Very High Commitment
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3:51:4:50 Agree (A) High Commitment
2:51-3:50 Neutral (N) Moderate Commitment
1.51:2:50 Disagree (D) Low Commitment
1:00-1:50 Strongly Disagree (SD) Very Low Commitment

Teachers demonstrated moderate affective commitment (M = 3.49, SD = 0.58), characterized by feelings of pride
and identification with their institutions. However, lower ratings in belongingness-related indicators suggest that
deeper emotional attachment is not consistently experienced. This indicates a distinction between surface-level
identification (e.g., pride in affiliation) and deeper emotional integration within the organization. While teachers
value their institutions, not all feel a strong sense of belonging. Strengthening collegial relationships, recognition
systems, and inclusive organizational cultures may enhance affective commitment and promote stronger
emotional engagement.

Continuance Commitment

Table 7 presents the teachers’ level of organizational commitment in terms of continuance commitment. The
results show an overall mean of 3.41, a standard deviation of 0.69, and a descriptive rating of Neutral, which is
qualitatively interpreted as Moderate Commitment. The highest-rated indicators include the difficulty of leaving
the organization even if one wanted to (M = 3.57, SD = 1.01) and staying with the organization as a matter of
necessity as much as desire (M = 3.53, SD = 0.99), both descriptively rated as Agree and interpreted as High
Commitment.

Table . Mean scores of the teachers’ level of organizational commitment in terms of continuance commitment.

Indicators Mean | Standard Descriptive | Qualitative
Deviation | Rating Interpretation
It would be very difficult for me to leave my organization | 3.57 1.01 Agree High
right now, even if [ wanted to. Commitment
At this point, staying with my organization is a matter of | 3.53 0.99 Agree High
necessity as much as it is a matter of desire. Commitment
One serious consequence of leaving this organization | 3.50 1.05 Neutral Moderate
would be the lack of available job opportunities Commitment
elsewhere.
One of the major reasons I continue to work for this | 3.49 0.96 Neutral Moderate
organization is that leaving would require considerable Commitment

personal sacrifice, as another organization may not
provide the same overall benefits.

I believe that the benefits I receive from this organization | 3.45 1.03 Neutral Moderate

would be difficult to replace if I left. Commitment

Too much in my life would be disrupted if I decided to | 3.40 1.06 Neutral Moderate

leave my organization at this time. Commitment

I stay with this organization largely because the costs | 3.39 0.97 Neutral Moderate

associated with leaving are too high for me at present. Commitment
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I feel that I have very few viable alternatives if I were to | 3.35 1.00 Neutral Moderate
leave this organization. Commitment
I am not afraid of the possible negative consequences of | 3.28 1.15 Neutral Moderate
quitting my job without having another one lined up. Commitment
Leaving my organization now would not involve | 3.15 1.06 Neutral Moderate
significant personal or financial costs. Commitment
Overall Mean 3.41 0.69 Neutral Moderate
Commitment
Legend:

Range: Descriptive Rating Qualitative Interpretation

4:51-5:00 Strongly Agree (SA) Very High Commitment

3:51:4:50 Agree (A) High Commitment

2:51-3:50 Neutral (N) Moderate Commitment

1.51:2:50 Disagree (D) Low Commitment

1:00-1:50 Strongly Disagree (SD) Very Low Commitment

The findings show moderate continuance commitment (M = 3.41, SD = 0.69), with notable variability across
respondents. Teachers acknowledged practical considerations such as job security, benefits, and limited
alternatives as factors influencing their decision to stay. This suggests that continuance commitment is shaped
largely by contextual conditions, including economic constraints, employment opportunities, and personal
responsibilities. Teachers who remain primarily due to necessity may experience reduced motivation and
increased vulnerability to burnout. These findings highlight the limitations of reliance on necessity-based
retention. Schools must move beyond structural constraints and foster more meaningful engagement to ensure
sustainable commitment.

Normative Commitment

Table 8 presents the teachers’ level of organizational commitment in terms of normative commitment. The results
show an overall mean of 3.47, a standard deviation of 0.65, and a descriptive rating of Neutral, which is
qualitatively interpreted as Moderate Commitment. Indicators reflecting a sense of obligation and loyalty
obtained relatively higher mean scores, including the belief that staying with the organization is the right thing
to do (M = 3.63, SD = 0.85), feeling an obligation to give back to the organization (M = 3.60, SD = 0.97), and a
sense of duty due to institutional investment (M = 3.55, SD = 0.88), all rated as Agree and interpreted as High
Commitment.

Table 9. Mean scores of the teachers’ level of organizational commitment in terms of normative commitment.

Indicators Mean | Standard | Descriptive | Qualitative
Deviation | Rating Interpretation

I believe that employees today move from one organization to | 3.63 0.96 Agree High

another more often than they should. Commitment
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I believe that staying with my organization is the right thing to | 3.63 0.85 Agree High
do, not just a practical decision. Commitment
I feel an obligation to give back to my organization by | 3.60 | 0.97 Agree High
continuing my service. Commitment
I feel a sense of duty to remain with my organization because it | 3.55 | 0.88 Agree High
has invested in me. Commitment
One of the major reasons I continue to work for this [ 3.52 | 0.94 Agree High
organization is my belief that loyalty is important and that I Commitment
have a moral obligation to remain.
I would feel guilty if I left my organization now, even if doing | 3.44 | 0.94 Neutral Moderate
so benefited me personally. Commitment
[ think that leaving one organization for another is not unethical, | 3.40 | 0.98 Neutral Moderate
even when one feels some responsibility to stay. Commitment
Even if I were offered a better job elsewhere, I would feel that | 3.38 1.05 Neutral Moderate
it would not be right to leave my organization. Commitment
I do not believe that a person has a moral obligation to remain | 3.33 1.08 Neutral Moderate
loyal to his or her organization. Commitment
I do not feel any moral responsibility to stay with my | 3.27 1.14 Neutral Moderate
organization if another opportunity arises. Commitment
Overall Mean 3.47 0.65 Neutral Moderate
Commitment
Legend:

Scale: Descriptive Rating Qualitative Interpretation

4:51-5:00 Strongly Agree (SA) Very High Commitment

3:51:4:50 Agree (A) High Commitment

2:51-3:50 Neutral (N) Moderate Commitment

1.51:2:50 Disagree (D) Low Commitment

1:00-1:50 Strongly Disagree (SD) Very Low Commitment

Teachers also exhibited moderate normative commitment (M = 3.47, SD = 0.65), reflecting a sense of obligation
and loyalty to their institutions. This commitment appears to be influenced by cultural values, professional
identity, and institutional investment. In the Philippine context, teaching is often viewed as a vocation associated
with service and responsibility, which may reinforce teachers’ moral obligation to remain committed. However,
this obligation is balanced by personal career considerations, indicating that normative commitment is not deeply
internalized across all respondents. These findings suggest that while teachers recognize the value of loyalty,
institutions must strengthen value-based connections and shared purpose to sustain long-term commitment.
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Summary of Organizational Commitment

Table 9 presents the summary of teachers’ organizational commitment in terms of affective, continuance, and
normative commitment. The results show that all three dimensions obtained moderate levels of commitment,
with mean scores ranging from 3.41 to 3.49. Affective commitment recorded the highest mean (M = 3.49, SD =
0.58), followed by normative commitment (M = 3.47, SD = 0.65) and continuance commitment (M = 3.41, SD
=0.69).

Table 10. Summary of the teachers’ level of professional development opportunities.

Organizational Commitment | Mean Standard Deviation | Descriptive Rating | Qualitative Interpretation
Affective Commitment 3.49 0.58 Neutral Moderate Commitment
Normative Commitment 3.47 0.65 Neutral Moderate Commitment
Continuance Commitment 3.41 0.69 Neutral Moderate Commitment
Overall Mean 3.46 0.53 Neutral Moderate Commitment
Legend:

Scale: Descriptive Rating Qualitative Interpretation

4:51-5:00 Strongly Agree (SA) Very High Commitment

3:51:4:50 Agree (A) High Commitment

2:51-3:50 Neutral (N) Moderate Commitment

1.51:2:50 Disagree (D) Low Commitment

1:00-1:50 Strongly Disagree (SD) Very Low Commitment

The overall mean of 3.46, with a standard deviation of 0.53 and a descriptive rating of Neutral, is qualitatively
interpreted as Moderate Commitment, indicating that teachers exhibit a balanced but not strongly entrenched
attachment to their institutions. Commitment appears to be shaped by a combination of emotional, practical,
and moral factors, none of which dominate strongly. Strengthening organizational culture, recognition, and
support systems is essential to deepen commitment and enhance retention.

The overall moderate ratings resonate with Ballenas et al. (2023), who found that compliance with CPD is
influenced by organizational learning culture and managerial support, underscoring the role of institutional
environment in shaping commitment. Similarly, Ramada (2020) highlighted that professional development
integrated with recognition and performance evaluation enhances job satisfaction and organizational loyalty.
These studies affirm that while teachers show moderate commitment, stronger institutional investment in culture
and recognition is essential to deepen organizational bonds.

Workload Demands
Time Demands

Teachers reported high workload demands in terms of time (M = 3.86, SD = 0.64), with generally structured
schedules and reasonable deadlines. However, variability in responses related to sudden assignments indicates
that unplanned tasks contribute to time pressure. This suggests that while overall time management systems are
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effective, unpredictability in task allocation remains a challenge. Reducing last-minute assignments and
improving planning processes may enhance time efficiency.

Table 10. Mean scores of the teachers’ level of workload demands in terms of time.

Indicators Mean | Standard | Descriptive | Qualitative
Deviation | Rating Interpretation
The deadlines given for my tasks are reasonable. 4.04 0.83 Strongly High Workload
Agree Demand
I am given sufficient time to complete my assigned work. | 4.04 0.81 Strongly High Workload
Agree Demand
I am able to complete my tasks within the expected time | 3.93 0.81 Strongly High Workload
frame. Agree Demand
My workload deadlines allow me to maintain work quality. | 3.92 0.82 Strongly High Workload
Agree Demand
I can manage my time effectively to finish my work | 3.91 0.86 Strongly High Workload
responsibilities. Agree Demand
My work schedule allows me to complete tasks without | 3.86 0.88 Strongly High Workload
rushing. Agree Demand
The time allocated for my work matches the difficulty of | 3.79 0.87 Strongly High Workload
the tasks. Agree Demand
I seldom experience time pressure when completing my | 3.77 0.88 Strongly High Workload
work. Agree Demand
I rarely receive tasks that must be completed in an | 3.69 0.96 Strongly High Workload
unreasonably short time. Agree Demand
Sudden work assignments do not significantly disrupt my | 3.63 0.94 Strongly High Workload
planned schedule. Agree Demand
Overall Mean 3.86 0.64 Strongly High Workload
Agree Demand
Legend:
Scale: Descriptive Rating Qualitative Interpretation
4:51-5:00 Strongly Agree (SA) Very High Workload Demand
3:51:4:50 Agree (A) High Workload Demand
2:51-3:50 Neutral (N) Moderate Workload Demand
1.51:2:50 Disagree (D) Low Workload Demand
1:00-1:50 Strongly Disagree (SD) Very Low Workload Demand
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The findings align with Hakanen et al. (2016), who emphasized that time pressure is a major predictor of teacher
stress and burnout, particularly when educators juggle multiple responsibilities beyond classroom instruction.
Similarly, Skaalvik and Skaalvik (2017) found that unreasonable deadlines and sudden assignments are strongly
associated with emotional exhaustion, reinforcing the lower ratings teachers gave to indicators on unexpected
tasks. Alves et al. (2019) further confirmed that even teachers with strong time management skills struggle when
institutional demands exceed available time resources, especially during curriculum reforms. These studies
affirm that structured scheduling and realistic deadlines are essential in sustaining teacher well-being and

performance.

Quantitative Demands

Table 11. Mean scores of the teachers’ level of workload demands in terms of quantitative demands.

Indicators Mean Standard | Descriptive Qualitative
Deviation | Rating Interpretation

The amount of work assigned to me is manageable. 3.97 0.79 Strongly High  Workload
Agree Demand

The number of tasks assigned to me allows me to | 3.92 0.82 Strongly High  Workload

maintain work efficiency. Agree Demand

I am rarely given tasks beyond my assigned duties and | 3.90 0.77 Strongly High  Workload

responsibilities. Agree Demand

My workload allows me to perform my duties | 3.89 0.83 Strongly High  Workload

effectively. Agree Demand

The volume of work assigned to me is reasonable 3.85 0.81 Strongly High  Workload
Agree Demand

My work assignments are distributed fairly. 3.83 0.85 Strongly High  Workload
Agree Demand

I can handle my workload without feeling | 3.81 0.84 Strongly High  Workload

overwhelmed. Agree Demand

I am not overloaded with excessive work |3.79 0.89 Strongly High  Workload

responsibilities. Agree Demand

The number of tasks I handle does not exceed my | 3.79 0.80 Strongly High  Workload

work capacity. Agree Demand

I can complete all assigned tasks within my working | 3.78 0.91 Strongly High  Workload

hours. Agree Demand

Overall Mean 3.85 0.68 Strongly High  Workload
Agree Demand

Legend:
Scale: Descriptive Rating Qualitative Interpretation
4:51-5:00 Strongly Agree (SA) Very High Workload Demand
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3:51:4:50 Agree (A) High Workload Demand
2:51-3:50 Neutral (N) Moderate Workload Demand
1.51:2:50 Disagree (D) Low Workload Demand
1:00-1:50 Strongly Disagree (SD) Very Low Workload Demand

The results also indicate high quantitative workload demands (M = 3.85, SD = 0.68), reflecting the substantial
volume of tasks assigned to teachers. Despite this, teachers generally perceive their workload as manageable.
This pattern suggests a high level of professional capacity and adaptability among teachers. However, sustained
exposure to high task volume may lead to cumulative stress over time, particularly if additional responsibilities

continue to Increase.

Qualitative Demands

Table 12. Mean scores of the teachers’ level of workload demands in terms of qualitative demands.

Indicators Mean | Standard Descriptive | Qualitative
Deviation | Rating Interpretation

There is good teamwork in completing work tasks. 4.12 0.80 Strongly High  Workload
Agree Demand

Cooperation among colleagues helps me accomplish my | 4.11 0.80 Strongly High  Workload

work effectively. Agree Demand

Collaboration between departments supports my work | 4.09 0.79 Strongly High  Workload

performance. Agree Demand

The quality of work expected from me is achievable | 4.05 0.81 Strongly High  Workload

with my skills and resources. Agree Demand

I am confident in my ability to complete the tasks | 4.04 0.74 Strongly High  Workload

assigned to me. Agree Demand

My work assignments allow me to use my professional | 4.02 0.76 Strongly High  Workload

competencies. Agree Demand

I clearly understand how to perform my assigned duties. | 4.00 | 0.84 Strongly High  Workload
Agree Demand

The level of difficulty of my work is appropriate for my | 3.93 0.82 Strongly High  Workload

position. Agree Demand

My ideas and suggestions are considered when | 3.93 0.85 Strongly High  Workload

completing work tasks. Agree Demand

The tasks assigned to me match my skills and | 3.92 0.79 Strongly High  Workload

qualifications Agree Demand

Overall Mean 4.02 0.65 Strongly High  Workload
Agree Demand
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Range Descriptive Rating Qualitative Interpretation
4:51-5:00 Strongly Agree (SA) Very High Workload Demand
3:51:4:50 Agree (A) High Workload Demand
2:51-3:50 Neutral (N) Moderate Workload Demand
1.51:2:50 Disagree (D) Low Workload Demand
1:00-1:50 Strongly Disagree (SD) Very Low Workload Demand

Teachers experienced high qualitative workload demands (M = 4.02, SD = 0.65), particularly in areas requiring
collaboration, professional judgment, and alignment of tasks with competencies. Strong collegial support and
teamwork appear to facilitate the management of complex tasks. This indicates that qualitative demands, while
high, are supported by positive organizational conditions. Maintaining collaborative environments is therefore
essential in ensuring that complex work remains manageable and professionally rewarding.

Summary of workload demands

Table 14. Summary of the teachers’ level of workload demands.

Organizational Commitment | Mean | Standard Deviation | Descriptive Rating | Qualitative Interpretation
Qualitative 4.02 0.65 Strongly Agree High Workload Demand
Time 3.86 0.64 Strongly Agree High Workload Demand
Quantitative 3.85 0.68 Strongly Agree High Workload Demand
Overall Mean 3.91 0.57 Strongly Agree High Workload Demand
Legend:

Range: Descriptive Rating Qualitative Interpretation

4:51-5:00 Strongly Agree (SA) Very High Workload Demand

3:51:4:50 Agree (A) High Workload Demand

2:51-3:50 Neutral (N) Moderate Workload Demand

1.51:2:50 Disagree (D) Low Workload Demand

1:00-1:50 Strongly Disagree (SD) Very Low Workload Demand

Workload demands were rated as high (M =3.91, SD = 0.57) across all dimensions. This indicates that teachers
consistently experience substantial professional demands requiring sustained effort and competence. Addressing
workload requires a holistic approach that considers not only task volume but also time constraints and

qualitative expectations.

These results imply that workload demands should be addressed in a comprehensive and balanced manner,
considering not only the volume of tasks but also time constraints and qualitative expectations. Schools should
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ensure equitable distribution of responsibilities, realistic scheduling, and continued support for collaborative
practices. Addressing workload demands holistically can help sustain teaching quality, reduce work strain, and
promote teachers’ well-being and long-term professional engagement.

The consistently high workload ratings across time, quantitative, and qualitative dimensions resonate with the
broader literature. Geiger and Pivovarova (2018) and Van Droogenbroeck et al. (2016) emphasized that workload
pressures are persistent challenges that affect both efficiency and well-being. Meanwhile, Vangrieken et al.
(2017) and Ryan & Deci (2020) highlighted that collaboration and recognition can mitigate these pressures,
sustaining teacher engagement and satisfaction. Alves et al. (2019) further confirmed that institutional support
and balanced workload policies are vital in ensuring that demands remain manageable. These studies affirm that
addressing workload demands holistically through equitable distribution, realistic deadlines, and collaborative
structures supports teaching quality and professional fulfillment.

Relationship of Professional Development Opportunities,
Organizational Commitment, and Workload Demands

The correlation results in Table 14 show that workload demands are significantly related to both professional
development opportunities and organizational commitment, with all correlations significant at the 0.01 level.
The strongest relationships were observed with professional development opportunities (r=.489, p=.000) and
organizational development (r=.419, p=.000). Organizational commitment also showed a notable correlation
(r=.415, p=.000), with affective (.368), continuance (.299), and normative (.376) commitments all moderately
linked to workload demands.

Table 14. Correlation of Professional Development Opportunities, Organization Commitment, and Workload
Demands.

Workload Demands r-value p-value

Professional Development Opportunities . 489%* .000
Instructional Development 386%* .000
Scientific Field Development 306%* .000
Personal Development 388%* .000
Organizational Development A419%* .000

Organizational Commitment A415%* .000
Affective Commitment 368%* .000
Continuance Commitment .299%* .000
Normative Commitment 376%* .000

**, Correlation is significant at the 0.01 level (2-tailed).

The findings suggest that teachers’ perceptions of workload demands are closely tied to the availability of
professional development and their level of organizational commitment. When institutions provide structured
opportunities for instructional, personal, and organizational growth, teachers are better able to manage workload
pressures. Likewise, higher levels of organizational commitment, whether emotional, practical, or moral, appear
to buffer the effects of workload demands, indicating that commitment and development act as protective factors
against stress.
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The findings reveal significant positive relationships between workload demands, professional development
opportunities, and organizational commitment. This indicates that as teachers become more engaged in
professional growth and more committed to their institutions, their perceived workload also increases.

This relationship suggests that professional engagement and organizational attachment, while beneficial, may
lead to expanded responsibilities. Teachers who actively participate in development activities and organizational
functions may assume additional roles, contributing to higher workload demands.

These results imply that institutions should integrate professional development initiatives with strategies to
strengthen organizational commitment. By aligning workload management with opportunities for growth and
fostering loyalty through a supportive organizational culture, schools can reduce the negative impact of workload
demands. This holistic approach ensures that teachers remain engaged, resilient, and effective despite the
pressures of their responsibilities.

The findings align with Saikia et al. (2025), who emphasized that institutional support systems, such as
knowledge repositories and governance structures, sustain professional development and keep workload
demands manageable. Similarly, Melesse and Belay (2022) demonstrated that participation in professional
development enhances job satisfaction and organizational loyalty, reinforcing the link between development,
commitment, and workload management. Together, these studies affirm that professional growth and
organizational support are essential in mitigating workload pressures and sustaining teacher effectiveness.

Predictors of Teachers’ Workload Demands

The regression analysis shows that several predictor variables significantly influence teachers’ workload
demands, with an overall model fit of R=.605, R?>=.366, F=34.37, p=.000. Among the predictors, Normative
Commitment (B=.261, p=.000) had the strongest effect, followed by Instructional Development (B=.177,
p=.001), Organizational Development (B=.183, p=.003), Personal Development (B=.166, p=.006), and Affective
Commitment (B=.158, p=.003).

Table 15. Regression Analysis Showing the Extent of Influence of Predictor Variables on the Teachers’ Workload
Demands.

Model Unstandardized Coefficients | Standardized Coefficients

B Std. Error Beta t Sig.
(Constant) 553 263 2.101 |.036
Normative Commitment 227 .045 261 5.053 | .000
Affective Commitment 154 .051 158 3.009 |.003
Organizational Development 164 .055 183 2.977 |.003
Instructional Development 187 .056 A77 3.352 | .001
Personal Development 156 .056 .166 2.782 | .006

a. Dependent Variable: Workload Demands

R=.605 R*=.366 F=34.37 Sig=.000

The findings suggest that teachers’ workload demands are shaped not only by institutional structures but also by
their sense of moral obligation and professional growth opportunities. Normative commitment’s strong influence
highlights that teachers who feel duty-bound to remain in their institutions perceive workload demands more
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intensely. Meanwhile, professional development dimensions, particularly the instructional and organizational
dimensions, also contribute, suggesting that as teachers engage in growth opportunities, they become more aware
of the workload pressures associated with their expanded roles.

The regression analysis demonstrates that normative commitment, affective commitment, and selected
professional development dimensions significantly predict workload demands (R* = 0.366). Normative
commitment emerged as the strongest predictor, indicating that teachers who feel a moral obligation to their
institutions are more likely to assume additional responsibilities. This suggests that value-based commitment
may lead to increased workload acceptance.

Professional development dimensions—particularly instructional and organizational development—also
significantly contribute, implying that increased engagement in professional growth expands teachers’ roles.
These findings indicate that workload demands are not solely imposed but are partly shaped by teachers’ own
engagement, commitment, and professional involvement. While professional development enhances
competence, it may also intensify workload if not supported by appropriate institutional structures.

The model yielded an R value of .605 and an R? value of .366, indicating that 36.6% of the variance in workload
demands is explained by the combined influence of professional development opportunities and organizational
commitment variables. This suggests that the predictor variables included in the model have a meaningful
contribution in explaining workload demands, while the remaining 63.4% may be attributed to other factors not
included in the study.

The model can be expressed as:
Y=0.553+0.227(X1)+0.154(X2)+0.164(X3)+0.187(X4)+0.156(X5)

Where:

0.553 is constant

X1= Normative (Organizational Commitment)

X2= Affective (Organizational Commitment)

X3= Organizational Development (Professional Development Opportunities)
X4= Instructional Development (Professional Development Opportunities)
X5= Personal Development (Professional Development Opportunities)

The regression equation shows how each predictor variable contributes to teachers’ workload demands when all
variables are considered together. The constant value of 0.553 represents the baseline level of workload demands
when all predictor variables are at zero. Each coefficient in the equation indicates the expected change in
workload demands for every one-unit increase in the corresponding predictor variable, while holding the other
variables constant.

Specifically, a one-unit increase in normative commitment results in a 0.227 increase in workload demands,
indicating that teachers who have a stronger sense of obligation to their organization tend to experience higher
workload demands. Similarly, a one-unit increase in affective commitment leads to a 0.154 increase in workload
demands, suggesting that emotional attachment to the organization is associated with increased workload
engagement. In terms of professional development variables, a one-unit increase in organizational development
corresponds to a 0.164 increase, instructional development to a 0.187 increase, and personal development to a
0.156 increase in workload demands. This implies that greater involvement in these development areas is
associated with increased workload demands.
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The findings align with Ballenas et al. (2023), who emphasized that compliance with CPD is influenced by
organizational learning culture and managerial support, reinforcing the link between development and workload
perception. Similarly, Saikia et al. (2025) highlighted that institutional governance and support systems sustain
professional development while helping teachers manage workload demands effectively. The Job Demands—
Resources (JD-R) Theory explains that job resources, such as professional development, enhance employees’
ability to manage job demands, thereby influencing workload experiences. Studies by Pan et al. (2023) and Evers
et al. (2016) indicate that teachers engage in professional development as a mechanism to cope with increasing
workload demands, supporting the predictive role of instructional, organizational, and personal development
variables.

Similarly, research by Cayupe et al. (2023) and Fehintola et al. (2023) confirms that organizational commitment
significantly influences how teachers respond to workload pressures, with commitment dimensions shaping their
engagement and resilience. In particular, the emergence of normative commitment as the best predictor aligns
with studies suggesting that moral obligation and sense of duty play a critical role in sustaining teachers’
performance under demanding conditions. These studies affirm that workload pressures are intertwined with
both professional growth and organizational commitment, underscoring the need for balanced institutional
strategies.

CONCLUSIONS
Based on the findings of this study, the following conclusions were drawn:

Teachers consistently demonstrated engagement in Professional Development Opportunities (PDOs) across
instructional, scientific, personal, and organizational domains, with all dimensions rated as High Opportunity.

Teachers exhibited moderate levels of organizational commitment across affective, continuance, and normative
dimensions.

The overall level of workload demands was interpreted as High, with teachers reporting high workload demand
in time, quantitative, and qualitative expectations.

The study concludes that there is a significant correlation between workload demands and both professional
development opportunities and organizational commitment. Therefore, the null hypothesis (Ho1) stating that
there is no significant relationship between PDOs and organizational commitment is failed to be accepted.
Similarly, the null hypothesis (Ho2) regarding workload demands and organizational commitment is also failed
to be accepted, confirming that these variables are significantly related.

Finally, regression analysis revealed that normative commitment, affective commitment, and instructional,
organizational, and personal professional development opportunities significantly predict workload demands.
Therefore, the null hypothesis (Ho3) stating that there are no variables—singly or in combination—among PDOs
and organizational commitment that significantly predict workload demands is rejected.

RECOMMENDATIONS

Based on the findings and the significance of this study, the following recommendations are proposed:

Teachers are encouraged to maximize available Professional Development Opportunities (PDOs) while adopting
effective workload management strategies. Since PDOs were found to significantly influence workload
perceptions, teachers should engage in continuous learning but also practice time management and collaborative
approaches to balance professional growth with well-being. This will enhance their competence while reducing
stress associated with high workload demands.

School administrators may design policies and programs that balance workload demands with meaningful
professional development initiatives. Since organizational commitment was found to be moderate, institutions
must strengthen supportive work environments by recognizing teachers’ contributions, ensuring equitable task
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distribution, and fostering collaboration. Doing so will not only improve teacher retention but also enhance
institutional effectiveness.

Students benefit most when teachers are professionally supported and organizationally committed. Institutions
may therefore ensure that PDOs and workload management strategies directly translate into improved classroom
practices. By supporting teachers’ growth and reducing unnecessary workload pressures, schools can improve
learning outcomes and create a more positive educational experience for students.

This study may serve as a reference for further investigations into the interplay of professional development,
workload demands, and organizational commitment. Future research could expand to public school settings or
explore additional variables such as teacher motivation, leadership practices, and institutional culture. Such
studies will deepen understanding of teacher retention and professional fulfillment across diverse educational
contexts.

Since regression results confirmed that PDOs and organizational commitment significantly predict workload
demands, policymakers and school leaders may integrate professional growth initiatives with workload
management frameworks. This means aligning training programs with realistic expectations and providing
institutional support systems that prevent burnout. By doing so, private schools in Bukidnon can strengthen
teacher engagement, retention, and overall institutional success.
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