
INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS) 

ISSN No. 2454-6186 | DOI: 10.47772/IJRISS | Volume IX Issue XIV October 2025 | Special Issue on Management  

Page 2918 
www.rsisinternational.org 

 

 
 

 

Organizational Commitment, Adaptive Performance and Job 

Satisfaction of Hotel Employees in Region XII 

Jim Boy Moreno Pestaño 

Malapatan College of Science and Technology, Philippines 

DOI: https://dx.doi.org/10.47772/IJRISS.2025.914MG00225 

Received: 07 November 2025; Accepted: 14 November 2025; Published: 26 November 2025 

ABSTRACT 

This thesis study entitled “Organizational Commitment, Adaptive Performance and Job Satisfaction of Hotel 

Employees in Region XII” investigated the level of organizational commitment, adaptive performance and job 

satisfaction of hotel employees and designed to yield an intervention program that will help increase if not 

sustain the above-mentioned variables. The study consisted of 10 problems and 3 hypotheses. The research 

instrument which was an adapted 4-part questionnaire was administered to 782 hotel employees, 91 of which 

are managers/administration and 691 are employees of two-to-four stars hotels in Region XII accredited by the 

Department of Tourism to examine the level of organizational commitment, adaptive performance and job 

satisfaction of hotel employees. It used the descriptive research design particularly descriptive normative 

survey and correlational research to determine the level of organizational commitment, adaptive performance 

and job satisfaction of hotel employees. The paradigm of the study was the IPO (input, process, and output) 

where each variable was thoroughly discussed in the review of related literature and studies. The data were 

statistically analyzed using the frequency count, percentages, mean, standard deviation, t-test, ANOVA and 

Pearson r. The result shows that respondents were often committed to the organization, often performed 

adaptively and often satisfied with their job. The hotel is therefore, urged to improve the level of organizational 

commitment, adaptive performance, and job satisfaction of hotel employees. Relative to the result of the study, 

an intervention program in a form of revisiting the policy manual and strategic planning is proposed. 

Keywords:  organizational commitment, adaptive performance, job satisfaction, hotel employees, 

intervention program 

INTRODUCTION  

The tourism sector in the Philippines is growing fast. More and more hotels and resorts are opening themselves 

to an international tourist market as the number of international flights that find their way to the Philippines 

increases. Hotel operators are looking into the natural environment's opportunities for international tourism. 

Some of the major global hotel chains operate in the Philippines. Many well-developed hotels and resorts are 

scattered around the country, concentrating on a few popular resorts. Categories range from backpacker 

facilities to 5-star luxury hotels to cater to customers' needs. Thus, our government is actively encouraging 

investors to invest in this industry.  

The hospitality and tourism industry occupies the largest industry in the world (Karavardar, 2014). In the 

Philippines, these industries are booming leading to more investments in the hospitality sector. The 

government put more effort into the improvement of infrastructure prompting the development of more hotels 

in the country (Francia, 2019). 

With the increasing number of the hospitality and tourism industry, job opportunities also increase. Hotel and 

tourism operators also invest in human capital to answer the diverse needs of customers. Thus, they intensify 

human resource programs to boost organizational commitment, improvement of performance and satisfaction 

of employees at the front lines of providing quality service to customers. The technology was adopted and 

made some refinement of systems as required by the industry. There are also training and work safety 
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workshops done not only to ensure the delivery of quality service to customers but also for the competitive 

advantage of the organization.  

Human resource is the most important resource for any organization (Farooq & Hanif, 2013). One of the key 

resources of the organization is the employees. Organizational success or failure relies most on the ability of 

employers to attract, retain, and reward talented and competent employees appropriately. The willingness of 

the employees to stay on the job has something to do on the compensation packages of the organization that 

will result in the improvement of job performance and satisfaction. Organizations need to consider a variety of 

appropriate ways in rewarding employees to ensure employees optimal performance and retention and to get 

the desired results. The degree of satisfaction of the employees with their job and their readiness to remain 

within the organization is merely a function of compensation packages and reward system (Osibanjo et. al, 

2014). 

Organizational commitment towards their associations has turned into a generally examined point during the 

last quarter of a century. Observational work shows solid relationship among responsibility and significant 

result factors for associations, for example, lower non-appearance and turnover rates just as higher execution 

and efficiency level of workers. (Grund, and Titz, 2018). 

Organizational commitment is defined as the extent to which an employee identifies with the organization and 

wishes to remain actively involved in it. It is a measure of an employee's willingness to stay with a company in 

the future, similar to a strong magnetic force attracting one metallic object to another. It frequently represents 

employees' belief in the firm's objective and goals, willingness to put in effort to achieve them, and intentions 

to continue working there. Longer-term employees, those who have achieved personal achievement in the firm, 

and those who work with a devoted employee group are more likely to be committed. Organizational 

commitment is one of the most important organizational behavior variables since it predicts employee turnover 

as a working attitude and has a significant impact on output. (Dehaghi, Goodarzi, & Arazi, 2012). 

Adaptive performance in the workplace refers to the ability to adjust to and comprehend change in the 

workplace. A versatile individual is regarded and crucial to an organization's success. Employers prefer 

individuals with high adaptability because of the beneficial results that result, such as excellent work 

performance, work attitude, and stress management skills. Employees who exhibit strong adaptive 

performance in a company have a competitive edge in terms of career opportunities, as opposed to employees 

who are not adaptable to change (Haddad, Carey, & Weiss, 2021).  

The requirement to clearly address employees' flexibility to changes in the work environment is shown in 

adaptive performance. Individually, adaptive performance can lead to good results such as improved 

performance capabilities and career success. Adaptive performance of employees can also lead to 

organizational outcomes such as change management, organizational learning, and keeping up with changing 

customer expectations (Jundt, Shoss, & Huang, 2015). 

Employee adaptable performance should be a major focus of HRD. Performance has been identified as a 

critical domain in human resource development. Organizations must manage and develop their employees' 

adaptive performance in addition to their normal task performance since their ability to adjust has become 

increasingly important. Human Resource Development (HRD) researchers must also include employees' 

adaptive performance as an extension of traditional performance that reflects the present changing business 

environment. Only a few studies, however, have looked into the prospect of improving employees' adaptable 

performance. The effects of different types of training episodes on the adaptive performance of trainees. By 

comparing two firefighter groups with varied training content, error exposure training can improve adaptive 

performance. These research, however, were undertaken outside of the HRD field. (Jundt, Shoss, & Huang, 

2015). 

Job satisfaction is defined as the level of contentment with one's job. This includes happiness with team 

members/managers, satisfaction with organizational policies, and the impact of their employment on 

employees' personal lives, in addition to their daily activities. Job satisfaction refers to a person's sense of 

fulfillment on the job, which serves as motivation to work. It is not self-satisfaction, pleasure, or contentment 
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that is important, but rather job fulfillment. Job satisfaction refers to an individual's overall connection with the 

employer for which he is compensated. Satisfaction is defined as the simple feeling of having achieved a goal 

or objective. Job dissatisfaction leads to a lack of drive at work (Bourne & Psych, 2021). 

Job satisfaction is one of the most significant goals for a company that is undergoing a whole quality 

management process. Because, first and foremost, the provision of comprehensive excellence is founded on the 

corporate employees'/managers' honest devotion to work and being content with their jobs; thus, executing 

their tasks fondly. The role of motivation in productivity and efficiency has been studied and argued for many 

years. Because the company's success is dependent on the abilities and willingness of its personnel. The 

fundamental goal of "job satisfaction" is to produce services with zero errors, ensuring complete customer 

happiness, and to have employees who have a harmonious relationship with their colleagues and work. 

Customer satisfaction and loyalty, on the other hand, are dependent on the firm's employees' satisfaction and 

the degree of saturation for their job (Celik, 2011). 

The Bureau of Labor Statistics estimates an annualized employee turnover rate of 73.8% in the hotel and motel 

industry. This figure is striking consider most HR experts agree a healthy turnover rate should actually be 

somewhere in the 10-15% range (Wells, 2018). 

According to the Philippine Statistics Authority, in their survey conducted in the 2nd quarter of 2019, 

employee-initiated separation for accommodation and food industry is 6.7%, higher than the acceptable 

turnover rate of 4.0% for hotel and tourism industry. The result of the survey is quite alarming; thus, this study 

needs to be conducted to determine the factors of the turnover rate and its relationship to the organizational 

commitment, adaptive performance, and job satisfaction of hotel employees in Region XII. 

The study will be anchored on the theory proposed by Eisenberger, Huntington, Hutchinson and Sowa which is 

the organizational support theory (OST) and perceived organization support (POS) in 1986. According to this 

theory, when employees perceived that the organizations value their contributions, meets their needs, and cares 

about their well-being, it will evoke theirs sense of obligation to help the organization in achieving its goals. 

POS has a positive impact on outcomes of employees such as job satisfaction, job performance, organizational 

commitment, and turnover intention because it builds an obligation in employees to pay organization back 

(Hsu, Chun-Yang, Pi-Hui, & Ching-Wei, 2019). 

Organizational Commitment 

Organizational commitment refers to the psychological bond between employees and their organization, 

influencing their willingness to remain and contribute to organizational goals. Jing and Zhang (2014) describe 

it as employees’ attachment and identification with organizational values, which motivates them to continue 

serving regardless of personal cost. 

Organizational commitment has been examined through several foundational theories. Becker’s (1960) side-

bet theory, later reinforced by Grund and Titz (2018), argues that employees remain because of accumulated 

investments they fear losing. This perspective highlights the rational, cost-related aspects of staying in an 

organization. However, later literature broadens the concept, showing that commitment encompasses 

emotional, moral, and calculative dimensions beyond purely economic reasoning. 

Commitment as a Predictor of Work Behavior 

Commitment is widely linked to desirable organizational outcomes. Studies show strong associations between 

commitment and employee performance, lower turnover, job satisfaction, positive organizational behavior, and 

reduced absenteeism (Thien & Razak, 2014; Levy Boyce, 2015). Vig and Dumičić (2016) add that high 

organizational commitment enhances corporate reputation, customer loyalty, ethical decision-making, and 

stakeholder trust. 

Kaplan and Kaplan (2018) further assert that committed employees demonstrate persistence, adaptability to 

change, goal achievement, and higher service quality, making commitment central to organizational 
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effectiveness. As organizations face rapid and unpredictable changes, the need for a committed and high-

quality workforce becomes more pronounced (Muhammad & Abdullah, 2016). 

Liu (2015) emphasizes the importance of aligning employees’ personal goals with organizational objectives. 

When employees internalize organizational goals, especially when these goals are clear, achievable, and 

developed through participatory processes, commitment becomes stronger and more meaningful. 

Multidimensionality of Organizational Commitment 

Allen and Meyer’s (1990, 1991) three-component model remains the most influential framework. They 

categorize commitment into (1) affective, (2) continuance, and (3) normative commitment: 

Affective commitment reflects emotional attachment, identification, and involvement in the organization. 

Employees with strong affective bonds stay because they want to (Ibrahim & Iqbal, 2015; van der Werf, 2018). 

Grund and Titz (2018) argue that affective commitment develops through positive work experiences, 

supportive organizational climates, fairness, autonomy, recognition, and opportunities for growth. Employees 

who feel supported and valued show better performance and stronger loyalty. 

Normative commitment pertains to a moral obligation to remain with the organization. Employees stay 

because they feel they ought to (Shoaib & Khalid, 2017; van der Werf, 2018). This form of commitment often 

arises from socialization processes, organizational support, and feelings of indebtedness when the organization 

invests in employee welfare or development. 

Continuance commitment emerges when employees weigh the economic, social, or personal costs of leaving 

(Shoaib & Khalid, 2017). Employees stay because they need to, often due to limited job alternatives, 

accumulated benefits, or financial responsibilities (van der Werf, 2018; Grund & Titz, 2018). Although it 

encourages retention, research indicates a negative relationship between continuance commitment and job 

performance, as employees may remain despite low motivation. 

Work Experiences and Organizational Environment 

Work environment plays a crucial role in shaping the three forms of commitment. Supportive leadership, fair 

treatment, job clarity, participatory decision-making, and opportunities for professional growth strengthen 

commitment, especially affective and normative (Grund & Titz, 2018). Conversely, stressful conditions, lack 

of recognition, or poor leadership weaken commitment and undermine performance. 

Occupational or professional commitment also influences organizational commitment. Beri and Beri (2016) 

and Shoaib and Khalid (2017) explain that individuals who are motivated, competent, and professionally 

dedicated are more likely to develop strong organizational ties. Professional commitment is linked to job 

satisfaction, motivation, and performance, contributing to a more positive organizational climate. 

Commitment and Job Satisfaction 

Job satisfaction is strongly associated with organizational commitment. Azeem (2010) notes that satisfied 

employees exhibit stronger identification with organizational goals and higher willingness to exert effort. 

However, the causal direction remains debated. While several studies suggest that job satisfaction predicts 

commitment, others argue that commitment may also influence satisfaction (Zeinabadi, 2010). Gunlu, 

Aksarayli, and Percin (2010) found that intrinsic and extrinsic satisfaction significantly predict affective and 

normative commitment but not continuance commitment. Similarly, Malik et al. (2010) reveal that satisfaction 

with supervision, work itself, and salary significantly enhances commitment among faculty members. 

Adaptive Performance  

Adaptive performance refers to an employee’s ability to adjust to changing work demands, fulfill 

organizational expectations, and effectively perform job-related tasks. It reflects the quality and quantity of 

work employees accomplish as they respond to varying job requirements (Hsu, Chun-Yang, Pi-Hui, & Ching-
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Wei, 2019). Employee performance remains a critical determinant of organizational efficiency, 

competitiveness, and development (Inuwa, 2016; Abdirahman, Najeemdeen, Abidemi, & Ahmad, 2018). As 

employees serve as essential organizational resources, their capability to adapt—especially under dynamic 

conditions—drives productivity and overall effectiveness (Oluwafemi, 2013; Lee & Wu, 2011). 

Adaptive performance broadly refers to an individual’s capacity to adjust behavior in response to evolving 

work conditions. Charbonnier-Voirin and Roussel (2012) identify eight core dimensions: (1) handling 

uncertain or unpredictable situations, (2) managing emergencies or crises, (3) solving problems creatively, (4) 

managing work stress, (5) learning new tasks and technologies, (6) demonstrating interpersonal adaptability, 

(7) showing cultural adaptability, and (8) demonstrating physical adaptability. These dimensions highlight that 

adaptability varies depending on organizational demands and occupational contexts. 

Crisis and Emergency Adaptation 

Emergency situations challenge employees’ equilibrium, requiring rapid decision-making and appropriate 

behavioral responses. Crises are defined as states of disequilibrium brought about by perceived threats or 

losses, where typical coping strategies may be insufficient (Tracy, 2017). Organizational crises occur when 

internal values are threatened or when external actors perceive wrongdoing, often disrupting operations 

through incidents such as accidents, theft, layoffs, or death (Registe, 2016). Handling such events requires 

speed, situational awareness, and the ability to navigate high-risk conditions (Charbonnier-Voirin & Roussel, 

2012). 

Historical crisis theory also informs adaptability. Lindemann (1944, 1956) described acute grief as a temporary 

disequilibrium resulting from distressing events, arguing that individuals eventually return to equilibrium 

through either adaptive or maladaptive coping (Tracy, 2017). Caplan (1961, 1964) expanded this by 

emphasizing that outcomes depend on problem-solving abilities, emotional regulation, and the effectiveness of 

early intervention. These foundational ideas explain why employees differ in their crisis responses. 

Individual Coping, Stress Management, and Social Context 

Employees interpret and cope with stressful events based on personal histories, worldviews, and available 

social supports, such as family and peers (Registe, 2016). Stress is heightened when workload demands 

surpass available resources, especially in public-sector environments where responsibilities are high and 

resources limited. While social atmosphere influences stress levels, findings are mixed on whether it 

intrinsically motivates employee career attraction (Registe, 2016). By the 1990s, organizations recognized that 

stress reduces performance through absenteeism and presenteeism, making adaptive stress management an 

essential competency (Tracy, 2017). Charbonnier-Voirin and Roussel (2012) note that managing stress also 

involves influencing co-workers positively during frustration and high-pressure tasks. 

Problem-Solving and Creativity 

Adaptive performance also encompasses the ability to generate innovative solutions when faced with novel, ill-

defined, or complex work demands. This dimension requires employees to think creatively and adjust their 

approach when conventional solutions fail (Charbonnier-Voirin & Roussel, 2012). Effective problem-solving 

serves as a buffer against crisis-induced dysfunction (Caplan, 1961). 

Continuous Learning and Professional Development 

Given rapid technological and occupational changes, employees must continuously learn and acquire new 

skills. They must anticipate future job requirements and remain actively involved in their professional 

development (Charbonnier-Voirin & Roussel, 2012). Research on career development shows that employees 

increasingly pursue careers aligned with both pro-social motivations and extrinsic rewards, especially within 

socially responsible organizations (Registe, 2016). 
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Interpersonal and Cultural Adaptability 

Modern workplaces rely heavily on teamwork, client engagement, and cross-functional collaboration. Thus, 

employees must adjust interpersonal behaviors to work effectively with diverse colleagues and clients 

(Charbonnier-Voirin & Roussel, 2012). The person–organization fit theory argues that employees choose 

workplaces whose culture aligns with their personal motivations (Winter & Thaler, 2016). As organizations 

expand cross-cultural partnerships, cultural adaptability becomes essential—requiring openness, respect for 

differing perspectives, and the ability to function in varied cultural settings (Charbonnier-Voirin & Roussel, 

2012). 

Physical Adaptability 

Some occupations demand resilience to physically challenging environments such as heat, noise, or strenuous 

tasks. This form of adaptability supports roles that require employees to withstand physical strain 

(Charbonnier-Voirin & Roussel, 2012). 

Adaptive Performance, Job Satisfaction, and Organizational Outcomes 

Job satisfaction plays a key role in employee adaptability and productivity. It reflects the degree to which 

expectations align with actual work rewards and conditions. High dissatisfaction often results in negative 

attitudes, reduced performance, and poor work environments (Mowday, Porter, & Steers, 2013). Conversely, 

understanding and addressing employee needs improves adaptive functioning, job performance, and 

organizational competitiveness (Inuwa, 2016; Lee & Wu, 2011). 

Job Satisfaction 

Job satisfaction is widely regarded as a key determinant of employee performance and organizational 

productivity. It refers to the psychological and emotional state in which employees evaluate their work 

experiences positively (Abdirahman, Najeemdeen, Abidemi, & Ahmad, 2018). According to these authors, 

satisfaction emerges from various internal and external factors, including organizational communication, 

working conditions, and the employee’s ability to accomplish required tasks. Employees who perceive fairness 

and competence in organizational practices demonstrate higher commitment and reduced intention to leave. 

Quality of Work Life (QWL) further supports job satisfaction by promoting autonomy, meaningful work, and 

opportunities to apply skills. Kochar (2015) emphasized that QWL initiatives, such as employee participation 

in decision making and improved work environments, enhance motivation, performance, and organizational 

loyalty. Similarly, Amir (2011) noted that work conditions, managerial policies, and workload significantly 

influence satisfaction levels. Compensation also remains a critical factor. Salary, incentives, and benefits shape 

employees’ motivation and retention; dissatisfaction with pay leads to lower job satisfaction, reduced 

engagement, and higher turnover (Muhammad, Hazoor, Rafi, & Masood, 2011). 

Workplace culture and social relationships are equally important. Healthy environments characterized by 

collaboration, open communication, and supportive peer interaction foster positive mental health and stronger 

work engagement (Smith, 2016). Supervisory support likewise predicts satisfaction and retention. Pro-social 

supervisory styles, prompt communication, and involvement in decision making contribute to employee 

commitment, while a lack of administrative support leads to burnout and turnover intentions (Smith, 2016; 

Armer, 2011). 

Career advancement opportunities also influence satisfaction. Promotion pathways and internal hiring systems 

strengthen employee morale and reduce turnover. Amir (2011) recommended structured career ladders, 

additional responsibilities, and professional development as strategies for enhancing advancement prospects. 

Employee turnover has been consistently linked to job satisfaction. Turnover represents the separation of 

employees from the organization, either voluntarily due to dissatisfaction or involuntarily due to restructuring 

(Mowday, Porter, & Steers, 2013). Research shows a strong negative relationship between job satisfaction and 

turnover (Munir & Rahman, 2016). High turnover imposes direct costs, recruitment, training, and indirect 
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costs such as reduced productivity and organizational instability (Arokiasamy, 2013; Fildago & Gouveia, 

2012). Munir and Rahman (2016) classified turnover costs into primary, secondary, and tertiary levels, all of 

which can significantly strain organizational performance. 

Compensation packages that include bonuses, promotions, and recognition play a vital role in minimizing 

turnover and enhancing satisfaction, provided these are communicated clearly and equitably (Osibanjo et al., 

2014). Furthermore, workplace communication, resource availability, and organizational support influence 

stress levels and performance; poor communication and lack of tools contribute to dissatisfaction and eventual 

turnover (Munir & Rahman, 2016). 

Several related studies support these concepts. Fair treatment and equitable managerial practices increase job 

satisfaction and organizational commitment among hotel employees (López-Cabarcos, Machado-Lopes-

Sampaio-de Pinho, & Vázquez-Rodríguez, 2015). Human relations and supportive organizational culture also 

motivate employees beyond financial incentives, consistent with classical theories such as McGregor’s Theory 

X and Y (Registe, 2016). 

The COVID-19 crisis has further highlighted the importance of job satisfaction and employee well-being. 

Tourism and hospitality sectors suffered severe disruptions, affecting employee stability, organizational 

revenue, and industry growth (Gossling et al., 2020; Zenker & Kock, 2020). Crisis literature underscores the 

complexity of such global disruptions and stresses the importance of applying lessons learned to strengthen 

future resilience (Ritchie & Jiang, 2019; Morrish & Jones, 2020). The pandemic’s long-term economic and 

psychological effects on workers emphasize the significance of robust organizational support systems (Hao, 

Xiao, & Chon, 2020). 

Overall, the literature demonstrates that job satisfaction is shaped by multiple, interconnected factors: work 

environment, supervision, compensation, career development, and organizational culture, all of which 

influence performance, commitment, and turnover. 

 

Statement of the Problem 

This study seeks to determine relationship of organizational commitment, adaptive performance and job 

satisfaction of hotel employees in Region XII. 

Specifically, this seeks to answer the following questions: 

1. What is the profile of the respondents in terms of: 
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1.1 Manager/Administration 

1.1.1 Age 

1.1.2 Gender 

1.1.3 Educational Qualification 

1.1.4 Salary 

1.1.5 Administrative Experience 

1.2 Employees 

1.2.1 Age 

1.2.2 Gender 

1.2.3 Educational Qualification 

1.2.4 Salary 

1.2.5 Working Experience 

2. What is the extent of the organizational commitment of hotel employees in terms of:  

a. Affective Commitment 

b. Normative Commitment 

c. Continuous commitment 

3. Is there a significant difference on the extent of organizational commitment in hotels in terms of: 

a. Dimension 

b. Type of Respondents 

c. Profile 

4. What is the level of adaptive performance of hotel employees in Region XII in terms of:  

a. Handling emergencies and crises  

b. Managing work stress  

c. Solving problems creatively 

d. Dealing with uncertain and unpredictable situations 

e. Training and learning effort 

f. Interpersonal adaptability 

g. Cultural adaptability 

h. Physical adaptability 
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5. Is there a significant difference on the level of adaptive performance of hotel employees in Region XII 

in terms of:  

a. Dimension 

b. Type of Respondents 

c. Profile 

6. What is the level of job satisfaction of hotel employees in Region XII in terms of:  

a. Quality of work life 

b. Salary 

c. Co-worker support 

d. Managerial support 

e. Promotion 

7. Is there a significant difference on the level of job satisfaction in hotels in Region XII in terms of: 

a. Dimension 

b. Type of Respondents 

c. Profile 

8. Is there a significant relationship between:  

a. Organizational commitment and adaptive performance 

b. Organizational commitment and job satisfaction 

c. Adaptive performance and job satisfaction 

9. What are the issues and challenges that affect the organizational commitment, adaptive performance 

and job satisfaction? 

10. Based on the findings, what intervention program maybe proposed?  

Hypotheses 

1. There is no significant difference on the extent of organizational commitment in hotels in terms of 

dimension, type of respondents and profile. 

2. There is no significant difference on the level of job performance of hotel employees in Region XII in 

terms of dimension, type of respondents and profile. 

3. There is no significant difference on the level of job satisfaction in hotels in Region XII in terms 

dimension, type of respondents and profile. 

Significance of the Study 

The study will be benefited by the following: 
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Department of Tourism – the study will be used as a basis for program development supporting the hotel and 

tourism industry. 

Local Government Units within Region XII – the study will be used as a basis for crafting a developmental 

plan that will help the hotels to enhance the delivery of quality service to the customers.  

Hotels – the study will be used for development, enhancement and or creation of program and activities that 

will strengthen the organizational commitment of employees for better job performance and satisfaction. 

Managers/Administrators – the study will be used as a basis on the implementation of retention enhancement 

program for the improvement of the hotels. 

Hotel Employees – the study will be used as a basis on strengthening the organizational commitment needed 

for the job. 

Researcher – the study will be used as a basis for the proposed retention enhancement program.  

Future Researcher – the study will be used as a reference for future research undertakings. 

Scope and Delimitations of the Study 

The study is delimited to the organizational commitment, adaptive performance and job satisfaction of hotel 

employees in Region XII. The study looks into organizational commitment in terms of affective, normative 

and continuous commitment; adaptive performance that includes handling emergencies and crises, managing 

work stress, solving problems creatively, dealing with uncertain and unpredictable situations, training and 

learning effort, interpersonal adaptability, cultural adaptability, and physical adaptability; and job satisfaction 

that includes quality of work life, salary, managerial support, co-worker support, and promotion.   

The study was conducted in Region XII particularly the three-to four-star hotels. The study was conducted in 

the first semester of School Year 2019-2020 from August to December. A total of 91 Managers/Administrators 

and 691 Hotel employees was the respondents of the study.  

METHODOLOGY 

This chapter presents the research design, sampling method and technique, research locale, respondents of the 

study, research instrument, data gathering procedure and statistical treatment. 

Research Design 

The study used quantitative - descriptive research design particularly descriptive normative survey and 

correlational research. Descriptive statistics was used to describe the profile characteristics of the respondents. 

Statistical analysis was employed to analyze and interpret the data gathered from the survey. 

Research Locale 

The study was conducted in Region XII particularly the two-to-four-star hotels that are accredited by the 

Department of Tourism Regional Office. These hotels were located within the heart of the city catering guests 

within and across the region. Greenleaf Hotel is a four-star hotel, East Asia Royale Hotel is a three-star hotel, 

Sun City Suites is a three-star hotel, and Sydney Hotel is a two-star hotel located in General Santos City. The 

Farm Carpenter Hill is a three-star hotel, and FB Hotel is a two-star hotel located in Koronadal City, South 

Cotabato. Alnor Hotel is a three-star hotel located in Cotabato City.  
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Figure 2 Location Map 

Samples and Sampling Technique 

The study used complete enumeration for managers/administration and employees of the identified hotels 

including the processing and analyzing of data gathered from the survey.   

Respondents of the Study 

The respondents of the study include hotel managers/administration and employees of the two-to-four stars 

hotels in Region XII accredited by the Department of Tourism. A total of 782 respondents were included in the 

study, 91 of which are managers/administration and 691 are employees.  

Table 1 Profile Distribution of Respondents 

Hotel f % 

Greenleaf Hotel 173 22.09 

East Asia Royale Hotel 100 12.79 

Sun City Suites 91 11.63 

Sydney Hotel 82 10.47 

Alnor Hotel 85 10.93 

The Farm Carpenter Hill 167 21.39 

FB Hotel 84 10.70 

Total 782 100 

Research Instrument 

Survey was used in establishing the profile of the respondents and generating information about their 

organizational commitment, job performance and the satisfaction of the hotel employees under study. 

An adapted survey questionnaire from Kanning & Hill, 2013 for measuring the organizational commitment, 

Charbonnier‐Voirin & Roussel, 2012 for adaptive performance and from Munir & Rahman, 2016 for job 
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satisfaction was used for the purpose of the study. The questionnaires served as a tool for collecting data 

necessary for the study.  

Part 1 includes demographic information of the respondents such as age, gender, administrative experience, 

working experience, and educational qualification.  

Part 2 determines the employees’ organizational commitment which has three domains namely, affective, 

normative, and continuous commitment. 

Part 3 determines the adaptive performance which has eight domains namely, handling emergencies and crises, 

managing work stress, solving problems creatively, dealing with uncertain and unpredictable situations, 

training and learning effort, interpersonal adaptability, cultural adaptability, and physical adaptability. 

Part 4 determines the job satisfaction which has five domains namely, quality of work life, salary, managerial 

support, co-worker support, and promotion. 

The scale below was used to determine the relationship of employees’ organizational commitment, adaptive 

performance, and job satisfaction of hotel employees in Region XII and was become basis for the development 

of Employees Retention Enhancement Program.  

Numerical Rating Interpretation 

5 Always 

4 Often 

3 Sometimes 

2 Seldom 

1 Never 

5 Very Satisfied 

4 Moderately Satisfied 

3 Undecided 

2 Moderately Dissatisfied 

1 Very Dissatisfied 

To ensure the appropriateness and rigor of the adapted questionnaire for this study, comprehensive reliability 

and validity procedures were conducted before the full data collection. The survey instrument consisted of four 

major parts: the respondents’ demographic profile, organizational commitment (adapted from Kanning & Hill, 

2013), adaptive performance (Charbonnier‐Voirin & Roussel, 2012), and job satisfaction (Munir & Rahman, 

2016). Since the original instruments were developed in different research contexts, it was necessary to subject 

the adapted items to expert evaluation. Three specialists in human resource management, organizational 

behavior, and hospitality administration assessed the clarity, relevance, and contextual suitability of all items. 

Based on their evaluation, the instrument achieved a high Content Validity Index (CVI) of 0.94, which 

demonstrates excellent content validity. Minor revisions in wording and item structure were made to enhance 

alignment with the realities of hotel operations in Region XII. 

A pilot test was then administered to 30 hotel employees outside the main study sample. The pilot testing 

aimed to determine the clarity, usability, and internal consistency of the questionnaire. Feedback indicated 

several items requiring simplification for easier comprehension, particularly those concerning adaptive 
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performance dimensions. After necessary adjustments, the reliability of the instrument was assessed through 

Cronbach’s alpha. The results revealed high internal consistency across all constructs: organizational 

commitment (α = 0.89), adaptive performance (α = 0.91), and job satisfaction (α = 0.88). Each dimension 

within these constructs also recorded acceptable to excellent reliability scores, confirming that the items were 

consistent in measuring what they intended to measure. These results indicate that the adapted survey 

instrument is statistically sound and reliable for use among hotel employees in Region XII. 

Furthermore, the study recommends that the results section be expanded with deeper analytical interpretations, 

especially by linking statistical findings to established theoretical frameworks. For instance, variations in 

organizational commitment scores should be interpreted in the context of perceived organizational support, 

considering how affective, normative, and continuance commitment may differ depending on employees’ 

sense of recognition and organizational care. Likewise, findings related to adaptive performance should be 

connected to existing models that explain how individuals respond to crises, manage stress, solve problems 

creatively, and learn new tasks in dynamic work environments. Integrating these theories will not only 

strengthen the explanation of results but also help illuminate how the constructs interact within the broader 

context of employee behavior in the hospitality industry. Such analytical integration ensures that the discussion 

extends beyond numerical outcomes and allows the findings to meaningfully reflect theoretical assumptions in 

organizational behavior, employee performance, and workforce adaptability. 

Data Gathering Procedure 

Before the conduct of the study, the researcher made a letter to the Regional Director of the Department of 

Tourism Region XII to ask for an approval and endorsement to conduct the study. The said approved and 

endorsement letter was attached after to the letter of request to the hotel managers/administration for an 

approval to conduct the study. After an approval was sought, the survey questionnaire was distributed to the 

respondents through an enumerator hired for the purpose of the study and through the assistance of the Human 

Resource Department of the respective hotels.  Out of 834 identified respondents, only 728 or 87.29% returned 

the survey questionnaire. After, the questionnaire was retrieved for tabulation, analysis and interpretation and 

treated with utmost confidentiality. 

Statistical Treatment 

Descriptive statistics was used to describe the profile of the respondents; mean scores to determine the 

organizational commitment, job performance and satisfaction of employees interpreted as follows, to wit: 

 

T-test and Anova particularly one-way analysis of variance (one-way Anova) was employed to analyze the 

extent difference between the organizational commitment, job performance and satisfaction of hotel 

employees.  

Correlation analysis was used to analyze and establish the relationship between the extent of employees’ 

organizational commitment, level of job performance and job satisfaction of hotel employees in Region XII.  
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RESULTS AND DISCUSSIONS 

This chapter presents the results, analysis and discussion of data gathered from the survey pertaining to 

organizational commitment, adaptive performance and job satisfaction of hotel employees in Region XII. The 

desired number of sample population was calculated to be 348, complete enumeration was used in the 

administration of survey questionnaire and on interpretation and analysis of data.  

100% return rate or 782 respondents was secured. Challenges on data gathering was experienced, specifically 

for reasons of alternative work arrangement of employees due to pandemic. Coordination was done with the 

human resource department to reach the desired population target. 

Profile of the Respondents 

A. Manager/Administration 

Table 2 shows the manager/administration’s profile. As shown, 30 out of 91 respondents or 32.98% were 36 to 

40 years old, 25 or 27.47% were 30 to 35 years old, 22 or 24.18% were 41 to 45 years old, 8 or 8.79% were 24 

to 29 years old, 3 or 3.30% were 46 to 50 years old, 2 or 2.18 were 18 to 23 years old, and 1 or 1.10% were 51 

years old and above. 

The data revealed that, majority of the respondents were 36 to 40 years old.  

When it comes to gender, the data shown that, 50 or 55% were females and 41 or 45% were males.  

This means that, majority of the managers/administrators were females at 50.  

Table 2 Profile of the Respondents – Manager/Administration f % 

Age   

18yrs old – 23yrs old 2 2.18 

24yrs old – 29yrs old 8 8.79 

30yrs old – 35yrs old 25 27.47 

36yrs old – 40yrs old 30 32.98 

41yrs old – 45yrs old 22 24.18 

46yrs old – 50yrs old 3 3.30 

51yrs old and above 1 1.10 

Grand Total 91 100.00 

Gender   

Male 41 45.00 

Female 50 55.00 

Grand Total 91 100.00 

Educational Qualification   

High School 1 1.10 
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College 52 57.14 

Graduate Studies 35 38.46 

Post Graduate 3 3.30 

Grand Total 91 100.00 

Administrative Experience   

0 to 5yrs 16 17.58 

6 to 10yrs 49 53.86 

11 to 15yrs 19 20.89 

16 to 20yrs 5 5.29 

21yrs above 2 2.18 

Grand Total 91 100.00 

Moreover, as to educational qualification, 52 or 57.14% were college graduates, 35 or 38.46% had undergone 

master’s studies, 3 or 3.30% has post graduate degree, and 1 or 1.10% were high school graduate.  

The data manifest that, majority of the respondents were college graduates at 57.14%.  

Lastly, as far as administrative experience is concerned, the data stipulates that 49 or 53.86% has 6 to 10 years 

of experience, 19 or 20.89% has 11 to 15 years of experience, 16 or 17.58% has 0 to 5 years of experience, 5 

or 5.29% has 6 to 20 years of experience, and 2 or 2.18 has 21 years and above years of experience.  

The data stipulates that, majority of the respondents has 6 to 10 years of working experience in the hotel.  

Furthermore, the data manifests that mostly of the managers/administrators were female, with ages ranges 

from 36 to 40 years old, who are college graduates and with administrative experience of 6 to 10 years.  

B. Employees 

Table 3 shows the employees’ profile. As shown, 289 out of 691 respondents or 41.82% were 24 to 29 years 

old, 194 or 28.06% were 18 to 23 years old, 144 or 20.84% were 30 to 35 years old, 33 or 4.78% were 36 to 40 

years old, 17 or 2.46% were 41 to 45 years old, 8 or 1.16 were 46 to 50 years old, and 6 or 0.88% were 51 

years old and above.  

The data exposed that; majority of the respondents were 24 to 29 years old. 

When it comes to gender, the data shown that, 463 or 67% were females and 228 or 33% were males.  

This means that, majority of the employees were females at 463 out of 691. 

Moreover, as to educational qualification, 329 or 47.62% were high school graduates, 302 or 43.70% were 

college graduates, 54 or 7.81% has master’s degrees, and 6 or 0.87% has post graduate degrees. 

Table 3 Profile of the Respondents – Employees f % 

Age   

18yrs old – 23yrs old 194 28.06 
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24yrs old – 29yrs old 289 41.82 

30yrs old – 35yrs old 144 20.84 

36yrs old – 40yrs old 33 4.78 

41yrs old – 45yrs old 17 2.46 

46yrs old – 50yrs old 8 1.16 

51yrs old and above 6 0.88 

Grand Total 691 100.00 

Gender   

Male 228 33.00 

Female 463 67.00 

Grand Total 691 100.00 

Educational Qualification   

High School 329 47.62 

College 302 43.70 

Graduate Studies 54 7.81 

Post Graduate 6 0.87 

Grand Total 691 100.00 

Working Experience   

0 to 5yrs 242 35.00 

6 to 10yrs 263 38.00 

11 to 15yrs 104 15.00 

16 to 20yrs 55 8.00 

21yrs above 27 4.00 

Grand Total 691 100.00 

The data manifest that, majority of the respondents were high school graduates at 329 or 47.62%.  

Lastly, as far as working experience is concerned, the data displays that 263 or 38.00% has 6 to 10 years of 

experience, 242 or 35.00% has 0 to 5 years of experience, 104 or 15.00% has 11 to 15 years of experience, 55 

or 8.00% has 16 to 20 years of experience, and 27 or 4.00 has 21 years and above years of experience.  

The data confirms that, majority of the respondents has 6 to 10 years of working experience in the hotel at 263.  

Additionally, the data were evident that mostly of the employees were female, with ages ranges from 24 to 29 

years old, who are high school graduates and with a working experience of 6 to 10 years. 
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Employees’ Affective Commitment 

Table 4 Affective Commitment Weighted 

Mean 

Verbal 

Description 

1. I would be very happy to spend the rest of my career with this organization. 3.24 Sometimes 

2. I enjoy discussing my organization with people outside it. 3.35 Sometimes 

3. I really feel as if this organization’s problems are my own. 4.23 Often 

4. I think that I could easily become as attached to another organization as I am 

to this one.  

2.79 Sometimes 

5. I do not feel like part of the family at my organization. 3.20 Sometimes 

6. I do not feel emotionally attached to this organization. 3.13 Sometimes 

7. This organization has a great deal of personal meaning for me. 3.55 Often 

8. I do not feel a strong sense of belonging to my organization. 3.20 Sometimes 

Grand Total 3.34 Sometimes 

Table 4 shows the respondents’ organizational affective commitment. As shown, the respondents often felt that 

the organization’s problems are their own at 4.23 mean, they also often felt that the organization has a great 

deal of personal meaning to them at 3.55 mean. They sometimes very happy to spend the rest their career with 

organization at 3.24 mean, they sometimes enjoying to discuss the organization with people outside at 3.35 

mean, they sometimes think that they could easily become attached to another organization compare with their 

organization at 2.79 mean, they sometimes do not feel that they part of the family within the organization at 

3.20 mean, they sometimes do not feel emotionally attached the organization at 3.13 mean, and they 

sometimes do not feel a strong sense of belonging to the organization at 3.20 mean.  

With a total mean of 3.34, the respondents were sometimes committed affectively to the organization where 

they belong.  

According to Grund and Titz (2018), the employees who have strong affective commitment continue to work 

in the organization because they want to. When employees feel that the organization is responsible toward 

them such as offering salaries higher than industry average, they tend to reciprocate with positive attitudes 

toward the organization, including affective bonds and feelings of loyalty. 

Employees’ Continuance Commitment 

Table 5 shows the respondents’ continuance commitment. As exposed, the respondents always feel that it 

would be hard for them to leave the organization right now even if they wanted to at 4.80 mean. They are 

always afraid of what might happen if they will quit their job without having another one lined up at 4.67 

mean. They always believe that too much of their life would be disrupted if they decided to leave the 

organization now at 4.56 mean. However, they often feel that staying with the organization right now is a 

matter of necessity as much as desire at 4.23 mean. They often feel that one of their major reasons in 

continuing to work in the organization is that leaving would require considerable personal sacrifice and another 

organization may not match the benefits they have at 4.20 mean. They often feel that one of the few serious 

consequences of leaving the organization would be the scarcity of available alternatives at 4.03 mean. 

Moreover, they sometimes feel that that they have too few options to consider leaving the organization at 3.46 

mean. They sometimes feel that it wouldn’t be too costly for them to leave the organization now at 3.45 mean. 

https://rsisinternational.org/journals/ijriss
https://rsisinternational.org/journals/ijriss
http://www.rsisinternational.org/


INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS) 

ISSN No. 2454-6186 | DOI: 10.47772/IJRISS | Volume IX Issue XIV October 2025 | Special Issue on Management  

Page 2935 
www.rsisinternational.org 

 

 
 

 

Table 5 Continuance Commitment Weighted 

Mean 

Verbal 

Description 

1. I am not afraid of what might happen if I quit my job without having another 

one lined up. 

4.67 Always 

2. It would be very hard for me to leave my organization right now, even if I 

wanted to 

4.80 Always 

3. Too much of my life would be disrupted if I decided I wanted to leave my 

organization now 

4.56 Always 

4. It wouldn't be too costly for me to leave my organization now 3.45 Sometimes 

5. Right now, staying with my organization is a matter of necessity as much as 

desire 

4.23 Often 

6. I feel that I have too few options to consider leaving this organization 3.46 Sometimes 

7. One of the few serious consequences of leaving this organization would be the 

scarcity of available alternatives 

4.03 Often 

8. One of the major reasons I continue to work for this organization is that leaving 

would require considerable personal sacrifice - another organization may not 

match the overall benefits I have here 

4.20 Often 

Grand Total 4.18 Often 

With a total mean of 4.18, the respondents often feel that they have continuance commitment with 

organization.  

According to Shoaib & Khalid (2017) continuous engagement is the economic requirements that push the 

worker to stay with the organization. An employee has been said to have to determine his / her dedication. The 

bond between the worker and the organization is complemented by factors such as economic benefits, seniority 

and incentives. Financial conditions prevent them from leaving the job because they have responsibilities with 

their family.  

There is a positive connection between full of feeling responsibility and work execution. Additionally, as the 

employee’s fulfilment increments, there will be increment in work execution. The continuation responsibility 

has a negative association with work execution having a place with the study. It isn't astounding to get low 

work execution from the individuals who want to surrender and reluctance with the authoritative objectives 

and conditions. Reasonable workplaces which fulfil and rouse the employees, lead them to have higher works 

execution (Grund, C. and Titz, K., 2018). 

 

Employees’ Normative Commitment 

Table 6 shows the respondents’ normative commitment. As shown, the respondents always feel that the major 

reasons they continue to work for the organization is that they believe that loyalty is important and therefore 

feel a sense of moral obligation to remain at 4.56 mean. They always feel that jumping from one organization 

to another organization does not seem at all unethical to them at 4.50 mean. They often feel that things were 

better to the days when people stayed with one organization for most of their careers at 4.34 mean, they also 

often feel taught to believe in the value of remaining loyal to one organization at 4.23 mean, and they often not 

believe that a person must always be loyal to his or her organization at 3.52 mean. Moreover, they sometimes 
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feel of not thinking that wanting to be a 'company man' or 'company woman' is sensible anymore 3.45 mean 

and they sometimes think that people these days move from company to company too often at 3.21 mean. 

Table 6 Normative Commitment Weighted 

Mean 

Verbal 

Description 

1. I think that people these days move from company to company too often. 3.21 Sometimes 

2. I do not believe that a person must always be loyal to his or her organization 3.52 Often 

3. Jumping from organization co-organization does not seem at all unethical to me 4.50 Always 

4. One of the major reasons I continue to work for this organization is that I believe 

that loyalty is important and therefore feel a sense of moral obligation to remain 

4.56 Always 

5. If I got another offer for a better job elsewhere, I would not feel it was right to 

leave my organization 

4.23 Often 

6. I was taught to believe in the value of remaining loyal to one organization 4.27 Often 

7. Things were better to the days when people stayed with one organization for most 

of their careers 

4.34 Often 

8. I do not think that wanting to be a 'company man' or 'company woman' is sensible 

anymore 

3.45 Sometimes 

Grand Total 4.01 Often 

With a total mean of 4.01, the respondents often feel that they have normative commitment to the organization.  

According to van der Werf (2018) workers that are normatively dedicated for the most part feel that they 

should remain at their affiliations. Normatively dedicated workers feel that leaving their connection would 

have excruciating results, and feel an assessment of flaw about the likelihood of leaving.  

Significant Difference on the Extent of Organizational Commitment of Employees’ Affective, 

Continuance and Normative Commitment 

Table 7 Significant Difference on the Extent of Organizational Commitment of Employees’ Affective, 

Continuance and Normative Commitment 

Organizational Commitment F value Sig Remarks Decision 

Affective Commitment 4.928 .000 Significant Reject Ho 

Continuance Commitment 28.994 .000 Significant Reject Ho 

Normative Commitment 19.994 .000 Significant Reject Ho 

Table 7 showed the result of the Anova on the significant difference on the extent of organizational 

commitment of employees’ affective, continuance and normative commitment. As shown, the result is 

significant, Affective (F=4.928, p=.000), Continuance (F=28.994, p=.000), and Normative (F=19.994, 

p=.000), since their p-value are less than .05 (p<.05). The results therefore, led to the rejection of the null 

hypothesis that implies there is no significant difference on the extent of organizational commitment of 

employees’ affective, continuance and normative commitment. 

The result conforms to the findings of Kim (2020). Accordingly, the levels of psychological safety and 

organizational commitment in employees function as underlying processes in explaining the job insecurity–

perceived organizational performance link. 
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The result also agrees on the findings of Islam, Ahmad, & Ahmed (2013). They found out that organizational 

commitment performs the role of mediator between organizational learning culture and turnover intention. HR 

managers should know the importance of leaders' support and learning environment, as these affect employees' 

level of commitment, which ultimately reduces their intentions to leave the organization. 

These results validate the claims of Noe (2010) that organizational commitment can be affected by a 

person’s attitude towards work which can be positive or negative. It is further explained by 

Carpenter (2009) that these attitudes can be a cause of different aspects of the work environment like 

attitude towards works are personality, person-environment fit, job characteristics, psychological 

contracts, organizational justice, work relationship, and stress. In some aspect the attitude domain 

embraces behavior that might have positive or negative effects of organizational commitment. 

Significant Difference on the Extent of Organizational Commitment of Manager/Administration and 

Employees 

Table 8 Significant Difference on the Extent of Organizational Commitment of Manager/Administration 

and Employees 

Organizational Commitment F value Sig Remarks Decision 

Manager/Administration 110.994 .000 Significant Reject Ho 

Employees 76.994 .000 Significant Reject Ho 

Table 8 showed the result of the Anova of the significant difference on the extent of organizational 

commitment of Manager/Administration and Employees. As disclosed, the result is significant, 

Manager/Administration (F=110.994, p=.000), and Employees (F=76.994, p=.000), since their p-value are 

less than .05 (p<.05) The results, therefore, led to the rejection of the null hypothesis that suggests there is no 

significant difference on the extent of organizational commitment of Manager/Administration and Employees. 

Meaning, the organizational commitment of the managers/administration and employees vary from each other.  

According to Kumar (2012), a person who attached more importance to the values of openness, fairness, logic and 

moral integrity are affectively committed and those who perceive their organizations to promote the values of 

openness, fairness, logic and moral integrity are committed normatively.  

Significant Difference on the Extent of Organizational Commitment of Respondents According to 

Profile 

Table 9 Significant Difference on the Extent of Organizational Commitment of Respondents According to 

Profile 

Organizational Commitment F value Sig Remarks Decision 

Age 1.237 .122 Not significant Do not Reject Ho 

Gender 2.258 .082 Not significant Do not Reject Ho 

Educational Qualification 15.944 .000 Significant Reject Ho 

Administrative Experience 6.251 .000 Significant Reject Ho 

Working Experience 5.238 . 001 Significant Reject Ho 

Table 9 presents the result of the Anova of the significant difference on the extent of organizational 

commitment of respondents according to profile. As shown, Educational Qualification, Administrative 

Experience and Working Experience, is significant; Educational Qualification (F=15.944, p=.000), 
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Administrative Experience (F=6.251, p=.000) and Working Experience (F=5.238, p=.001), since their p-

value are less than .05 (p<.05). The results, therefore, led to the rejection of the null hypothesis that implies 

there is no significant difference on the extent of organizational commitment of respondents according to 

profile in terms of Educational Qualification, Administrative Experience and Working Experience.  

On the other hand, age and gender, showed not significant; Age (F=1.237, p=.122), and Gender (F=2.258, 

p=.082) since their p-value are greater than .05 (p>.05). The results, therefore, led to the acceptance of the null 

hypothesis that there is no significant difference on the extent of organizational commitment of respondents 

according to profile in terms of age and gender.  

Meaning, the respondents showed significant difference on their organizational commitment in terms of 

educational qualification, administrative experience, and working experience. It simply means that, the higher 

the educational qualification of the employee and the longer administrative and working experience they 

become more committed to the organization.   

However, in terms of age and gender it shows no significant difference. It means that, age and gender doesn’t 

matter as far as organizational commitment is concerned.  

Suryani (2018) discovered in her study on factors influencing organizational commitment that various 

important aspects are divided into two viewpoints, employers and employees. According to employers, 

position ambiguity, work control, job instability, career progression, performance appraisal, and positive team 

experience all have a substantial impact on organizational commitment. Employee commitment is influenced 

by characteristics such as locus of control, age and tenure in the organization, task self-efficacy, culture, job 

happiness, and employee engagement. 

Employees’ Adaptive Performance in Terms of Handling Emergencies and Crises 

Table 10 Handling Emergencies and Crises Weighted 

Mean 

Verbal 

Description 

1. I am able to achieve total focus on the situation to act quickly. 3.16 Sometimes 

2. I analyze possible solutions and their ramifications quickly to select the most 

appropriate one. 

3.35 Sometimes 

3. I quickly decide on the actions to take to resolve the problem. 3.21 Sometimes 

4. I am not in a position to be able to respond quickly. 3.18 Sometimes 

5. I am able to understand situations and act on it accordingly. 3.45 Sometimes 

6. I am able to adapt to situations and use it on my advantage. 3.58 Often 

7. I am able to take care of my work and produce quality output despite of any 

situations.   

3.78 Often 

Grand Total 3.39 Sometimes 

Table 10 shows the respondents’ adaptive performance in terms of handling emergencies and crisis. As shown, 

the respondents often feel that they are able to take care of their work and produce quality output despite of 

any situations at 3.78 mean and they often feel that are able to adapt to situations and use it on their advantage 

at 3.58. The data also exposed that they sometimes understand situations and act on it accordingly at 3.45 

mean, they sometimes analyze possible solutions and their ramifications quickly to select the most appropriate 

one at 3.35 mean, they also sometimes quickly decide on the actions to take to resolve the problem at 3.21 

mean. Furthermore, they sometimes think that they are not in a position to be able to respond quickly at 3.18 

mean. Lastly, they sometimes feel that they able to achieve total focus on the situation to act quickly at 3.16 

mean.  
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With a total mean of 3.39, the results manifest that respondent often feel to act quickly in terms of handling 

emergencies and crisis when something transpire in the organization.  

According to Registe (2016), each individual who encounters an upsetting occasion will see and adapt to the 

occasion in an unexpected way. Every individual will react to an occasion dependent on their very own history 

and developed perspective on the real world. Moreover, singular social backings including family, friends, and 

companions can impact the manner in which an individual makes meaning or translates the occasion. 

Employees who battle with feelings or practices related with the basic occurrence or use maladaptive adapting 

abilities are not ready to take care of their work and may affect the suitability of a business. 

Employees’ Adaptive Performance in Terms of Managing Work Stress 

Table 11 shows respondents’ adaptive performance in terms of managing work stress. As shown, the results 

exposed that the respondents often look for solutions by having a calm discussion with colleagues at 4.21 

mean, they often develop strategies to cope-up with work stress at 4.12 mean, and they often keep their cool in 

situations where they are required to make many decisions at 3.56 mean. Additionally, the respondents 

sometimes feel at ease even if my tasks change and occur at a very fast pace at 3.46 mean, they sometimes 

being ask by colleagues for their advice regularly when situations are difficult because of their self-control at 

3.43 mean, they sometimes feel anxious when having an additional work unexpectedly at 3.21 mean. Lastly, 

the respondents sometimes feel that work-related stress impacts the quality of what they do at 3.15 mean. 

Table 11 Managing Work Stress Weighted 

Mean 

Verbal 

Description 

1. I feel at ease even if my tasks change and occur at a very fast pace. 3.46 Sometimes 

2. I keep my cool in situations where I am required to make many decisions. 3.56 Often 

3. Having to take on additional work unexpectedly makes me very anxious. 3.21 Sometimes 

4. I look for solutions by having a calm discussion with colleagues. 4.21 Often 

5. Work-related stress impacts the quality of what I do. 3.15 Sometimes 

6. My colleagues ask my advice regularly when situations are difficult because 

of my self-control. 

3.43 Sometimes 

7. I develop strategies to cope-up with work stress.  4.12 Often 

Grand Total 3.59 Often 

With a total mean of 3.59, the results were evident that respondents often manage work stress within the 

organization.  

According to Registe (2016), employees experience greater job stress than their counterparts because they have 

fewer resources at their disposal while serving more challenging segments of the population. Job stress 

differences was experienced in the public and private sectors relative to social atmosphere. 

Employees’ Adaptive Performance in Terms of Solving Problems Creatively 

Table 12 Solving Problems Creatively Weighted 

Mean 

Verbal 

Description 

1. I do not hesitate to go against established ideas to propose an innovative solution. 4.53 Always 

2. I use a variety of sources/types of information to come up with an innovative 4.51 Always 
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solution. 

3. Whatever the problem to be solved, I never use anything but well-known methods. 4.43 Often 

4. I develop new tools and methods to resolve new problems. 3.45 Sometimes 

5. Within my department, people rely on me to suggest new solutions. 3.42 Sometimes 

6. I consider looking into a win-win solutions on problems being encountered in the 

workplace. 

4.34 Often 

7. I enclosed myself with people who will support me in finding solutions to a 

problem.  

4.53 Always 

Grand Total 4.17 Often 

Table 12 shows respondents’ adaptive performance in terms of solving problems creatively. As shown, the 

respondents always feel of not being hesitant to go against established ideas to propose an innovative solution 

at 4.53 mean, they always enclosed themselves with people who will support them in finding solutions to a 

problem at 4.53 mean and always use a variety of sources/types of information to come up with an innovative 

solution at 4.51 mean. As shown also, the respondents often use anything but well-known methods in whatever 

problem to be solved at 4.43 mean and they often consider looking into a win-win solutions on problems being 

encountered in the workplace 4.34 mean. Moreover, they sometimes develop new tools and methods to resolve 

new problems at 3.45 mean and sometimes feel that people rely on them to suggest new solutions within their 

department at 3.42 mean.  

With a total mean of 4.17, the respondents often solve problems creatively when something happen in the 

organization.  

According to Charbonnier‐Voirin & Roussel, (2012), employees have the ability to find solutions and develop 

creative approaches to handle a typical, ill-defined, or complex problems. 

Employees’ Adaptive Performance in Terms of Dealing with Uncertain and Unpredictable Situations 

Table 13 Dealing with Uncertain and Unpredictable Situations Weighted 

Mean 

Verbal 

Description 

1. I wait for more accurate information from my superior before acting. 3.45 Sometimes 

2. I easily reorganize my work to adapt to the new circumstances. 3.23 Sometimes 

3. I contribute to the stability of my team by driving others towards our priority 

assignments. 

4.56 Always 

4. Uncertain or unpredictable work situations impair my ability to act. 3.21 Sometimes 

5. Dealing with uncertain or unpredictable work situations enable me to think 

outside the box. 

3.54 Often 

6. I easily get disturbed in times of uncertain or unpredictable work situations.  3.42 Sometimes 

7. I got easily panicked and cannot make good decisions in times of uncertain or 

unpredictable work situations.  

3.12 Sometimes 

Grand Total 3.96 Often 

https://rsisinternational.org/journals/ijriss
https://rsisinternational.org/journals/ijriss
http://www.rsisinternational.org/


INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS) 

ISSN No. 2454-6186 | DOI: 10.47772/IJRISS | Volume IX Issue XIV October 2025 | Special Issue on Management  

Page 2941 
www.rsisinternational.org 

 

 
 

 

Table 13 presents the respondents’ adaptive performance in terms of dealing with uncertainties and 

unpredictable situations. As shown, the respondents always recognize easily their work to adapt to the new 

circumstances at 4.56 mean, they often enable them to think outside the box in dealing with uncertain or 

unpredictable work situations at 3.54 mean. They sometimes wait for more accurate information from their 

superior before acting at 3.45 mean, easily get disturbed in times of uncertain or unpredictable work situations 

at 3.42 mean, easily reorganize their work to adapt to the new circumstances at 3.23 mean, they sometimes feel 

that uncertain or unpredictable work situations impair their ability to act 3.21 mean, and sometimes got easily 

panicked and cannot make good decisions in times of uncertain or unpredictable work situations at 3.12 mean.  

With a total mean of 3.96, the results revealed that the respondents often deal with uncertain and unpredictable 

situations that happened within the organization.  

According to Charbonnier‐Voirin & Roussel (2012), employees are also expected to be able to manage the 

stress associated with the rapid and unpredictable nature of change in their working conditions. They cannot 

panic and must continue to make appropriate decisions. Included here is the capability to positively influence 

co-workers in stressful and/or frustrating situations such as behaviors that help control team stress.  

Employees’ Adaptive Performance in Terms of Training and Learning Effort 

Table 14 displays the respondents’ adaptive performance in terms of training and learning effort. As exposed, 

the respondents often feel that they are able and willing to engage on new learning in dealing with change in an 

effective manner at 4.36 mean, often look for every opportunity that enables me to improve my performance 

(training, group project, exchanges with colleagues, etc.) at 4.23 mean, often prepare for change by 

participating in every project or assignment that enables them to do so at 4.12 mean, and often focus on career 

development and advancement at 4.10 mean. Moreover, the respondents sometimes on the lookout for the 

latest innovations in their job to improve the way they work at 3.47 mean, sometimes wait for the innovations 

having to do with their job to become widespread in the company before they put major effort into relevant  

training or learning at 3.36 mean, and sometimes undergo training on a regular basis at or outside of work to 

keep their competencies up to date 3.25 mean. 

Table 14 Training and Learning Effort Weighted 

Mean 

Verbal 

Description 

1. I am on the lookout for the latest innovations in my job to improve the way I 

work. 

3.47 Sometimes 

2. I undergo training on a regular basis at or outside of work to keep my 

competencies up to date. 

3.25 Sometimes 

3. I wait for the innovations having to do with my job to become widespread in the 

company before I put major effort into relevant training or learning. 

3.36 Sometimes 

4. I prepare for change by participating in every project or assignment that enables 

me to do so. 

4.12 Often 

5. I look for every opportunity that enables me to improve my performance 

(training, group project, exchanges with colleagues, etc.) 

4.23 Often 

6. I am able and willing to engage on new learning in dealing with change in an 

effective manner. 

4.36 Often 

7. I am focus on career development and advancement. 4.10 Often 

Grand Total 3.84 Often 
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With a total mean of 3.84, the data discovered that the respondents’ adaptive performance in terms of training 

and learning effort were often observed and practiced.  

According to Charbonnier‐Voirin & Roussel (2012), given continuous technological innovation and the 

evolution of various occupations, employees need the ability and willingness to engage themselves in new 

learning to deal with change in an efficient manner. They must anticipate, prepare for, and learn the skills 

anticipated to be of importance in future jobs. Thus, it is assumed that employees will be ready and willing to 

be involved in their professional development. 

Employees’ Adaptive Performance in Terms of Interpersonal Adaptability 

Table 15 Interpersonal Adaptability Weighted 

Mean 

Verbal 

Description 

1. I adapt my work practices to the requirements and suggestions of others. 3.26 Sometimes 

2. I do not consider negative comments about my work very important. 3.14 Sometimes 

3. I adjust my work practices if someone points out a better solution. 3.46 Sometimes 

4. Developing good relationships with all my counterparts is an important factor 

of my effectiveness. 

4.53 Always 

5. I try to understand the viewpoints of my counterparts to improve my 

interaction with them. 

4.45 Often 

6. I appreciate the differences of my colleagues and use it for my advancement.  4.46 Often 

7. I live in the golden rule principle to work along with my colleagues 

productively. 

4.35 Often 

Grand Total 3.95 Often 

Table 15 illustrates the respondents’ adaptive performance in terms of interpersonal adaptability. As disclosed, 

the respondents are always developing good relationships with all their counterparts as an important factor of 

their effectiveness at 4.53 mean. They often appreciate the differences of colleagues and use it for 

advancement at 4.46 mean, often try to understand the viewpoints of counterparts to improve interaction at 

4.45 mean, and often live in the golden rule principle to work along with colleagues productively at 4.35 mean. 

Furthermore, the respondents sometimes adjust work practices if someone points out a better solution at 3.46 

mean, sometimes adapt work practices to the requirements and suggestions of others at 3.26 mean and lastly, 

sometimes do not consider negative comments about work at 3.14 mean. 

With a total mean of 3.95, the results exposed that the respondents’ adaptive performance in terms of 

interpersonal adaptability were often practice inside the organization.  

According to Charbonnier‐Voirin & Roussel (2012), employees are also expected to be able to manage the 

stress associated with the rapid and unpredictable nature of change in their working conditions. They cannot 

panic and must continue to make appropriate decisions. Included here is the capability to positively influence 

co-workers in stressful and/or frustrating situations such as behaviors that help control team stress. To the 

extent that work environments are increasingly characterized by team or project work and the formation of 

multidisciplinary teams, employees are expected to adjust their interpersonal behaviors to work effectively 

with a wide range of co-workers. Growth in service activities, which presupposes extended client contact, also 

requires that interpersonal flexibility in order to better respond to client expectations.  
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Employees’ Adaptive Performance in Terms of Cultural Adaptability 

Table 16 displays the respondents’ adaptive performance in terms of cultural adaptability. As exposed, the 

respondents often can work, live and grow with people with diverse culture at 4.23 mean, often open to 

different opinions, point of view and ideas of others at 4.21 mean, often willingly adapt behavior whenever 

need to in order to work well with others at 4.12 mean, and often learn to adapt to various personality inside 

the workplace at 4.01 mean. Additionally, the respondents sometimes learn new ways to do job in order to 

collaborate better with others at 3.37 mean, sometimes like to stay with own work practices and act based on 

own principles of cooperation on whatever the situation at 3.28 mean, and sometimes frequently feel awkward 

because of problems in understanding the work practices of others at 3.23 mean. 

Table 16 Cultural Adaptability Weighted 

Mean 

Verbal 

Description 

1. I learn new ways to do my job in order to collaborate better with others. 3.37 Sometimes 

2. I frequently feel awkward because of problems in understanding the work 

practices of others. 

3.23 Sometimes 

3. I willingly adapt my behavior whenever I need to in order to work well with 

others. 

4.12 Often 

4. Whatever the situation, I like to stay with my own work practices and act based 

on my own principles of cooperation. 

3.28 Sometimes 

5. I can work, live and grow with people with diverse culture. 4.23 Often 

6. I am open to different opinions, point of view and ideas of others. 4.21 Often 

7. I learn to adapt to various personality inside the workplace.  4.01 Often 

Grand Total 3.78 Often 

The results unveiled that the respondents often observed and practiced cultural adaptability within the 

organization at 3.78 mean.  

According to Charbonnier‐Voirin & Roussel (2012), employees need to work effectively in different national, 

international, and occupational cultural contexts. The willingness to adapt to different cultures should be 

reflected by openness to others, consideration of different opinions and points of view, and adaptation to 

various personalities.  

Employees’ Adaptive Performance in Terms of Physical Adaptability 

Table 17 Physical Adaptability Weighted 

Mean 

Verbal 

Description 

1. I strive to adapt, however difficult, to the working conditions I am in. 3.59 Often 

2. I can only work efficiently in a comfortable environment. 3.47 Sometimes 

3. I sometimes reach my physical limits to accomplish an urgent task. 3.65 Often 

4. I can work in uncomfortable or difficult environments.  4.01 Often 

5. I am able to withstand physical strain that the job requires. 4.10 Often 
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6. I can easily get along with others and work effectively. 4.24 Often 

7. I can work with team.   4.12 Often 

Grand Total 3.88 Often 

Table 17 presents the respondents’ adaptive performance in terms of physical adaptability. As divulged, the 

respondents often easily get along with others and work effectively at 4.24 mean, often work with team at 4.12, 

often able to withstand physical strain that the job requires at 4.10 mean, often can work in uncomfortable or 

difficult environments at 4.01 mean, often reach physical limits to accomplish an urgent task at 3.65, and often 

strive to adapt, however difficult, to the working conditions at 3.59 mean. Moreover, the respondents 

sometimes can only work efficiently in a comfortable environment 3.47 mean.  

The results unveiled that the respondent’s adaptive performance in terms of physical adaptability is often 

observed and practiced within the organization at 3.88 mean.  

According to Charbonnier‐Voirin & Roussel (2012), employees need to have the ability to work in 

uncomfortable or difficult environments, involving, for example, heat and noise. As with the handling 

emergencies and crises dimension, the nature of the sample should be kept in mind. They need to have the 

ability to withstand physical strain. 

Significant Difference on the Level of Adaptive Performance of Employees 

Table 18 Significant Difference on the Level of Adaptive Performance of Employees 

Adaptive Performance F value Sig Remarks Decision 

Handling Emergencies and Crisis 5.328 .000 Significant Reject Ho 

Managing Work Stress 10.980 .000 Significant Reject Ho 

Solving Problems Creatively 6.772 .000 Significant Reject Ho 

Dealing with Uncertain and Unpredictable 

Situations 

1.075 .192 Not significant Do not Reject Ho 

Training and Learning Effort 1.931 .097 Not significant Do not Reject Ho 

Interpersonal Adaptability 2.024 .094 Not significant Do not Reject Ho 

Cultural Adaptability 4.927 .000 Significant Reject Ho 

Physical Adaptability 7.220 .000 Significant Reject Ho 

Table 18 showed the result of the Anova of the significant difference on the level of adaptive performance of 

employees. As shown, in terms of handling emergencies and crisis, managing work stress, solving problems 

creatively, cultural adaptability and physical adaptability the result is significant; Handling Emergencies and 

Crisis (F=5.328, p=.000) ,  Managing Work Stress (F=10.980, p=.000), Solving Problems Creatively 

(F=6.772, p=.000),  Cultural Adaptability (F=4.927, p=.000), and Physical Adaptability (F=7.220, p=.000) 

since their p-value are less than .05 (p<.05) The results, therefore, led to the rejection of the null hypothesis 

that implies there is no significant difference on the level of adaptive performance of employees on the 

mentioned dimensions. 

On the other hand, in terms of dealing with uncertain and unpredictable situations, training and learning effort 

and interpersonal adaptability, the result is not significant; Dealing with Uncertain and Unpredictable 
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Situations (F=1.075, p=.192), Training and Learning Effort (F=1.931, p=.097), and Interpersonal 

Adaptability (F=2.024, p=.094) since their p-value are greater than .05 (p>.05). The results, therefore, led to 

the acceptance of the null hypothesis that there is no significant difference on the level of adaptive 

performance of employees on the mentioned dimensions.  

Meaning, managers/administration and employees shows difference in handling emergency and crisis, 

managing work stress, solving problems creatively, cultural adaptability and physical adaptability. It means 

that employees are capable of handling emergency and crisis in the workplace. They know how to manage 

work stress and even solve their problems creatively. They are also aware on the diverse culture and different 

personalities inside the organization.  

On the other hand, when it comes to dealing with uncertain and unpredictable situations, training and learning 

effort and interpersonal adaptability it shows no difference. It means that in dealing with uncertain and 

unpredictable situations and training and learning effort, employees need to consult the management as to what 

decisions are going to undertake. They need also to be equipped with interpersonal skills which can be learned 

through trainings and workshops.  

Employee performance is an absolutely essential in the association. Since, it enables the association to rise and 

build up the ability of the organization's representatives. Additionally, it clarifies into association an 

extraordinary office and collaboration where influences each space of the organization. To comprehend 

organization needs to make approaches that will build worker viability. An employee's job performance relies 

upon or could be a result of a blend of capacity, exertion, and possibility. Yet, the estimations might be 

depleted terms of results or results created. Performance is illustrated as the record of results made on a 

predefined occupation capacity or action during indicated time (Abdirahman, Najeemdeen, Abidemi, & 

Ahmad, 2018). 

Significant Difference on the Level of Adaptive Performance of Manager/Administration and 

Employees 

Table 19 Significant Difference on the Level of Adaptive Performance of 

Manager/Administration and Employees 

Adaptive Performance F value Sig Remarks Decision 

Manager/Administration 12.216 .000 Significant Reject Ho 

Employees 14.965 .000 Significant Reject Ho 

Table 19 reveals the result of the Anova on the significant difference on the level of adaptive performance of 

Manager/Administration and Employees. As revealed, the result is significant; Manager/Administration 

(F=12.216, p=.000), and Employees (F=14.965, p=.000), since their p-value are less than .05 (p<.05) The 

results, therefore, led to the rejection of the null hypothesis that implies there is no significant difference on the 

level of adaptive performance of Manager/Administration and Employees.  

Meaning, manager/administration and employees shows significant difference on their adaptive performance. 

It means that they performed according to their respective functions within the organization.  

Employees are the essential wellspring of advantages and upper hand in any association. At the end of the day, 

the suitability and proficiency of an association is credited to the practicality and efficiency of worker's 

exhibition. In addition, employee performance is instrumental to hierarchical advancement and efficiency 

(Inuwa, 2016). 
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Significant Difference on the Level of Adaptive Performance of Respondents According to Profile 

Table 20 Significant Difference on the Level of Adaptive Performance of Respondents According 

to Profile 

Adaptive Performance F value Sig Remarks Decision 

Age .954 .459 Not significant Do not Reject Ho 

Gender 1.640 .077 Not significant Do not Reject Ho 

Educational Qualification 2.439 .069 Not significant Do not Reject Ho 

Administrative Experience 5.331 .000 Significant Reject Ho 

Working Experience 4.382 . 000 Significant Reject Ho 

Table 20 disclosed the result of the Anova on the significant difference on the level of adaptive performance of 

the respondents according to profile. As shown, in terms of administrative experience and working experience, 

the result is significant; Administrative Experience (F=5.331, p=.000) and Working Experience (F=4.382, 

p=.000), since their p-value are less than .05 (p<.05) The results, therefore, led to the rejection of the null 

hypothesis that implies there is no significant difference on the level of adaptive performance of the 

respondents in terms administrative experience and working experience. 

While in terms of age, gender, and educational qualification, the result is not significant; Age (F=.954, 

p=.459), Gender (F=1.640, p=.077), and Educational Qualification (F=2.439, p=.069) since their p-value is 

greater than .05 (p>.05). The result, therefore, led to the acceptance of the null hypothesis that there is no 

significant difference on the level of adaptive performance of respondents according to profile in terms of age, 

gender and educational qualification. 

Meaning, the respondents show significant difference on their adaptive performance in terms of administrative 

and working experience. It means that, the higher the position and the longer the working experience they 

have, they know how to adapt and performed well within the organization.  

On the other hand, in terms of age, gender, and educational qualification it shows no difference. It means that, 

no matter what is the age, gender and educational qualification of the respondents, they need to be adaptive in 

all aspects for them to become productive.  

Employees exhibit adaptive performance by modifying their practices to the necessities of work circumstances 

and new occasions. In spite of the fact that others have featured the significance of an assortment of adaptive 

practices were the first to propose a worldwide model of versatile execution (Charbonnier‐Voirin & Roussel, 

2012). 

Employees’ Job Satisfaction in Terms of Quality of Work Life 

Table 21 Quality of Work Life Weighted 

Mean 

Verbal 

Description 

1. I have the opportunity to exercise my talent and capacities inside the 

organization.  

3.45 Moderately 

Satisfied 

2. I am able to face challenges/situations that require independent initiative and 

self-direction. 

3.26 Undecided 

3. I am involved in an activity that is thought to be worthwhile by the 

individuals involved. 

3.42 Undecided 
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4. I am able to participate in an activity in which one understands the role the 

individual can play in the achievement of some overall goals. 

3.32 Undecided 

5. I am able to take sense of pride in what one is doing and in doing it well. 3.46 Undecided 

6. I am able to take full authority of every task assigned to me.  4.20 Moderately 

Satisfied 

7. I am entrusted of full trust from the management that I can perform my job 

effectively.  

4.32 Moderately 

Satisfied 

Grand Total 3.63 Moderately 

Satisfied 

Table 21 reflects the job satisfaction of respondents in terms of quality of work life. As disclosed, the 

respondents were moderately satisfied on the entrusted full trust from the management that can perform job 

effectively at 4.32 mean, moderately satisfied on taking full authority of every task assigned at 4.20 mean, 

moderately satisfied on having the opportunity to exercise talent and capacities inside the organization at 3.45 

mean. On the other hand, the respondents are undecided on taking sense of pride in what one is doing and in 

doing it well at 3.46 mean, undecided on the involvement in an activity that is thought to be worthwhile by the 

individuals involved at 3.42 mean, undecided on the participation in an activity in which one understands the 

role the individual can play in the achievement of some overall goals at 3.32 mean, and undecided on facing 

challenges/situations that require independent initiative and self-direction at 3.26 mean. 

With a total mean of 3.63, the results revealed that the respondents were moderately satisfied in terms of 

quality of work life. 

Amir (2011) portrayed the idea of work both as the activity assignments and depicted to what level of 

enthusiasms the worker appreciates playing out the undertakings. As indicated by him, the effective idea of 

crafted by employees requires work, commitment, and excitement. Besides, he referenced that, work or 

working conditions may impact employee's employment fulfilment. The work or working conditions alluded to 

the overseeing rules, strategies, methods, and outstanding burden that impact one's activity fulfilment. 

Employees’ Job Satisfaction in Terms of Salary 

Table 22 Salary Weighted 

Mean 

Verbal 

Description 

1. My current salary meets my qualification. 3.46 Undecided 

2. My hotel practices satisfactory increment and salary scheme. 3.22 Undecided 

3. My hotel is equitable to the job that I do. 3.46 Undecided 

4. My hotel offers satisfactory promotion opportunities to employees. 3.49 Undecided 

5. My hotel provides basic allowance schemes e.g., extra loading allowance, 

travelling, etc. 

3.01 Undecided 

6. My hotel always gives bonus to employees. 3.42 Undecided 

7. My hotel practices increment and salary scheme after conducting an appraisal. 3.21 Undecided 

Grand Total 3.24 Undecided 

Table 22 exhibits the respondents’ satisfaction in terms of salary. As shown, the data divulged that the 

respondents were undecided whether the hotel offers satisfactory promotion opportunities to employees or not 
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at 3.49 mean, undecided whether or not the hotel is equitable to the job that they do at 3.46 mean, undecided 

whether or not the current salary meets qualification at 3.46 mean, undecided whether hotel always gives 

bonus to employees or not at 3.42 mean, undecided whether or not the hotel practices satisfactory increment 

and salary scheme at 3.22 mean, undecided whether or not the hotel practices increment and salary scheme 

after conducting an appraisal at 3.21 mean, and lastly, undecided whether or not the hotel provides basic 

allowance schemes e.g. extra loading allowance, travelling, etc. at 3.01 mean 

With a total mean of 3.24 mean, the results revealed that the respondents were undecided whether satisfied or 

not on salary matter.  

According to Muhammad et. al (2011), pay is maybe striking great to most people since it offers them a 

relating level of obtaining power. While maintaining a business, the pay can likewise be considered as the 

expense of increasing human capital for running frameworks and tasks, and they are assigned at various 

position and boss bear staff payment or compensation cost. Compensation, salary or pay is viewed as a huge 

reward to inspire the workers and their conduct towards the objectives of the boss. There is a certain impact of 

pay fulfilment on occupation fulfilment and it can clearly see in each field of life. Worker fulfilment level has 

little relationship to pay and is comparative crosswise over most factors, for instance, working condition, 

proficient uniqueness, the measure of logical movement in work, though salary satisfaction demonstrated the 

more grounded relationship to genuine pay, in any event at the higher pay positions. It has been seen that 

consistency in pay regarding getting regularly scheduled pay is abundantly wanted by the faculty when 

contrasted with temptation-based pay bundles which are flexible in nature. With the much sub-par pay, work 

happiness and pay fulfilment are somewhat higher. 

Employees’ Job Satisfaction in Terms of Co-Worker Support 

Table 23 Co-Worker Support Weighted 

Mean 

Verbal Description 

1. My colleagues give me opportunities to contribute ideas from various 

perspectives. 

4.23 Moderately Satisfied 

2. My colleagues always give moral support to perform my task. 4.21 Moderately Satisfied 

3. My colleagues can cooperate well with me. 4.27 Moderately Satisfied 

4. My colleagues always share information and knowledge to enhance 

the quality of our performance. 

4.25 Moderately Satisfied 

5. My colleagues respect each one’s ideas and understanding on different 

issues. 

4.12 Moderately Satisfied 

6. My colleagues support system is noticeable in every task given. 4.20 Moderately Satisfied 

7. My colleagues value the sense of self-worth and trust.  4.13 Moderately Satisfied 

Grand Total 4.20 Moderately Satisfied 

Table 23 displays the satisfaction of respondents in terms of co-worker support. As shown, the results revealed 

that the respondents were moderately satisfied on the cooperation of colleagues at 4.27 mean, moderately 

satisfied on colleagues sharing information and knowledge to enhance the quality of performance at 4.25 

mean, moderately satisfied on colleagues giving opportunities to contribute ideas from various perspectives at 

4.23 mean, moderately satisfied on colleagues always giving moral support to perform task at 4.21 mean, 

moderately satisfied on colleagues support system in every task given at 4.20 mean, moderately satisfied on 

colleagues valuing the sense of self-worth and trust at 4.13 mean and moderately satisfied on colleagues 

respecting each one’s ideas and understanding on different issues at 4.12 mean.  
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The results disclosed that the respondents were moderately satisfied on co-workers’ support in the organization 

at 4.20 mean.  

According to Smith (2016), if an employee and coworkers have excellent mental health at work, it is likely that 

they will have better mental health outside of work as well. Coworker relationships can connect an employee 

with relevant information, increase their network, and help open up future professional prospects. 

Employees’ Job Satisfaction in Terms of Managerial Support 

Table 24 Managerial Support Weighted 

Mean 

Verbal Description 

1. My supervisor gives support through recognition of my work. 3.47 Undecided 

2. My supervisor offers suggestions to improve the quality of my work. 4.20 Moderately Satisfied 

3. My supervisor makes me feel contented working under his/her 

supervision. 

4.21 Moderately Satisfied 

4. My supervisor provides me with continuous feedback to help me achieve 

the goals. 

3.45 Undecided 

5. My supervisor gives full trust and confidence on every task assigned to 

me.  

3.49 Undecided 

6. My supervisor maintains open communication with subordinates to 

discuss issues that affect them.  

3.54 Moderately Satisfied 

7. My supervisor affirms support in every undertaking that occurs in the 

workplace.  

3.48 Undecided 

Grand Total 3.69 Moderately 

Satisfied 

Table 24 presents the satisfaction of respondents in terms of managerial support. As shown, the results 

unveiled that the respondents were moderately satisfied on supervisor making them feel contented working 

under his/her supervision at 4.21 mean, moderately satisfied on supervisor offering suggestions to improve the 

quality of work at 4.20 mean, moderately satisfied on supervisor maintaining open communication with 

subordinates to discuss issues that affect them at 3.54 mean. On the other hand, the respondents were 

undecided on the way supervisor giving full trust and confidence on every task assigned at 3.49 mean, 

undecided on the way supervisor affirms support in every undertaking that occurs in the workplace at 3.48 

mean, undecided on the way supervisor gives support through recognition of work at 3.47 mean, undecided on 

the way supervisor provides with continuous feedback to help achieve the goals at 3.45 mean. 

The results exposed that the respondents were moderately satisfied on managerial support given in the 

organization at 3.69 mean. 

According to Smith (2016), boss reliability created comparable outcomes. Through the investigation, the 

analyst found that subordinates were increasingly fulfilled and communicated work happiness when the boss 

showed promptness and pro-social administrative style. Subordinates likewise detailed loving the boss on the 

off chance that he/she showed quickness and a master social administrative style. As indicated by Smith 

(2016), supervisory relationship among subordinates predicts the worker's expectation to leave. Strong 

supervision is imperative to worker fulfilment and maintenance. He likewise revealed bigger associations will 

in general need steady supervision. Smith (2016), recommend associations draw in directors in preparing to 
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help them in building up the abilities important to rehearse an increasingly steady administrative style with 

consideration of representatives on choices and remunerating workers for their presentation. 

Armer (2011) added that an employees' involvement with his or her boss could affect his or her job 

satisfaction. Organizational leadership was "the absolute most significant factor to workers in general, which 

thus is likewise identified with improved employment execution". 

Employees’ Job Satisfaction in Terms of Promotion 

Table 25 Promotion Weighted 

Mean 

Verbal Description 

My current job gives me an opportunity to use my skills and abilities. 4.20 Moderately Satisfied 

My current job meets my career objectives. 4.02 Moderately Satisfied 

My hotel offers training for a better work productivity. 4.23 Moderately Satisfied 

My current job has clear succession plan.  3.58 Moderately Satisfied 

My current job open opportunities that would help improve working 

conditions. 

3.45 Undecided 

My current job open avenues to renew my sense of working in the 

organization. 

3.49 Undecided 

My current job creates worker career ladders that gives employees 

empowerment and influence over organization and working policies.  

4.01 Moderately Satisfied 

Grand Total 3.85 Moderately 

Satisfied 

Table 25 shows the respondents’ satisfaction in terms of promotion. As shown, the results divulged that the 

respondents were moderately satisfied on the offered training of the hotel for a better work productivity at 4.23 

mean, moderately satisfied on current job in giving an opportunity to use skills and abilities at 4.20 mean, 

moderately satisfied on the current job in meeting career objectives at 4.02 mean, moderately satisfied on 

current job in creating worker career ladders that gives employees empowerment and influence over 

organization and working policies at 4.01 mean, moderately satisfied on the current job with a clear succession 

plan at 3.58 mean. On the other hand, the respondents are undecided whether the current job open avenues to 

renew sense of working in the organization at 3.49 mean and undecided whether the current job open 

opportunities that would help improve working conditions at 3.45 mean.  

With a total mean of 3.85, the results manifest that the respondents were moderately satisfied on the 

promotional practices in the organization.  

According to Amir (2011), opportunities for promotions for workers would help improve working conditions, 

therefore, helping improve workers’ retention and reduce turnover. Moreover, opportunities for success 

provide employees with avenues to renew their sense of working, especially in experienced employees.  Amir 

(2011), further stated, “to promote resiliency, organization should create worker career ladders . . . that is a 

career ladder that gives employees empowerment and influence over organization and working policies”. 

Significant Difference on the Level of Job Satisfaction of Employees 

Table 26 shows the result of the Anova on the significant difference on the level of job satisfaction of 

employees. As shown, the result is significant; Quality of Work Life (F=12.102, p=.000), Salary (F=5.281, 

p=.000), Co-Worker Support (F=5.631, p=.000), Managerial Support (F=11.034, p=.000), and Promotion 
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(F=13.877, p=.000) since their p-value are less than .05 (p<.05) The results, therefore, led to the rejection of 

the null hypothesis that implies there is no significant difference on the level of job satisfaction of employees. 

Table 26 Significant Difference on the Level of Job Satisfaction of Employees 

Job Satisfaction F value Sig Remarks Decision 

Quality of Work Life 12.102 .000 Significant Reject Ho 

Salary 5.281 .000 Significant Reject Ho 

Co-Worker Support 5.631 .000 Significant Reject Ho 

Managerial Support 11.034 .000 Significant Reject Ho 

Promotion 13.877 .000 Significant Reject Ho 

Meaning, the respondents show significant difference on their job satisfaction in terms of quality of work life, 

salary, co-worker support, managerial support and promotion. It simply means that the respondents are 

satisfied in all dimensions mentioned.  

Work fulfilment clarified how satisfied a person by his/her work. It's typical that workers would be 

progressively happy with their movement if they were seen to be satisfied and enchanting in completing their 

obligation. Fundamentally, Ramdhani, Ramdhani, & Ainissyifa (2017) also explained that activity fulfilment 

outlines a positive acknowledgment towards a particular business, coming to execution by assessment of its 

trademark. All things considered; workers who proceed with extraordinary level of employment fulfilment 

hold positive knowledge towards his/her work. 

Significant Difference on the Level of Job Satisfaction of Managers/Administration and Employees 

Table 27 Significant Difference on the Level of Job Satisfaction of Managers/Administration and 

Employees 

Job Satisfaction F value Sig Remarks Decision 

Managers/Administration 7.189 .000 Significant Reject Ho 

Employees 6.302 .000 Significant Reject Ho 

Table 27 divulged the result of the Anova on the significant difference on the level of job satisfaction of 

manager/administration and employees. As shown, the result is significant; Manager/Administration 

(F=7.189, p=.000), and Employees (F=6.302, p=.000), since their p-value are less than .05 (p<.05). The 

results, therefore, led to the rejection of the null hypothesis that implies there is no significant difference on the 

level of job satisfaction of manager/administration and employees. 

Meaning, the manager/administration and employees shows significant difference on their level of job 

satisfaction. It simply means that the respondents satisfaction varies from one dimension to another no matter 

what are their position inside the organization.  

Abdirahman et. al, (2018), mentioned that the job satisfaction may vary depending on the affiliation of the 

worker. Workers who proceed with extraordinary level of employment fulfilment hold positive knowledge 

towards his/her work. 
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Significant Difference on the Level of Job Satisfaction of Respondents According to Profile 

Table 28 Significant Difference on the Level of Job Satisfaction of Respondents According to Profile 

Adaptive Performance F value Sig Remarks Decision 

Age 1.020 .076 Not significant Do not Reject Ho 

Gender .640 .371 Not significant Do not Reject Ho 

Educational Qualification 4.863 .005 Significant Reject Ho 

Administrative Experience 1.091 .063 Not significant Do not Reject Ho 

Working Experience 8.312 .000 Significant Reject Ho 

Table 28 presents the result of the Anova on the significant difference on the level of job satisfaction of 

respondents according to profile. As revealed, in terms of educational qualification and working experience, 

the result is significant; Educational Qualification (F=4.863, p=.005) and Working Experience (F=8.312, 

p=.000), since their p-value are less than .05 (p<.05). The results, therefore, led to the rejection of the null 

hypothesis that implies there is no significant difference on the level of job satisfaction of respondents 

according to profile in terms of educational qualification and working experience. 

On the other hand, in terms of age, gender, and administrative experience, the result is not significant; Age 

(F=1.020, p=.076), Gender (F=.640, p=.371), and Administrative Experience (F=.1091, p=.063) since their 

p-value are greater than .05 (p>.05). The results, therefore, led to the acceptance of the null hypothesis that 

there is no significant difference on the level of job satisfaction of respondents according to profile in terms of 

age, gender, and administrative experience. 

Meaning, the respondents job satisfaction varies in terms of educational background and working experience.  

In other words, no matter what is the level of education and the number of years working in the organization, 

still the respondents are satisfied as far as their job is concerned.  

On the other hand, the respondents job satisfaction doesn’t vary in terms of age, gender, and administrative 

experience. It means that, no matter what is the age, gender, and administrative experience of the respondents, 

it will not be a determinant for their satisfaction in their job.  

According to Abey (2019), younger employees with higher energy levels are more likely to be happy. As 

employees become older, their aspirations rise. They are unhappy if their desire is not accomplished. Job 

happiness is determined by the employees' gender and race. Even if they work in low-wage jobs, women are 

more likely to be content than males. Education allows for the development of one's personality. It improves 

personal wisdom and the evaluation process. Employees with a high level of education are more likely to be 

persistent, reasonable, and creative. As a result, they can comprehend the issue and evaluate it favorably. Other 

aspects that influence job happiness include learning, skill autonomy, job features, management's unbiased 

attitude, social status, and so on. Managers should examine all of these aspects when analyzing employee 

satisfaction and boosting their level of job satisfaction. 

Significant Relationship Between Organizational Commitment and Adaptive Performance 

Table 29 Significant Relationship Between Organizational Commitment and Adaptive 

Performance 

Organizational Commitment r value Sig Remarks Decision 

Adaptive Performance .546 .000 Significant Reject Ho 
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Table 29 shows the result of the correlation on the significant relationship between organizational commitment 

and adaptive performance (r=.546, p=.000), thus, relationship is significant since p-value is less than .05(p 

<0.05). The result led to the rejection of the null hypothesis that implies there is no significant relationship 

between organizational commitment and adaptive performance. 

The results were in cognizant to the arguments raised by Torrington, Hall & Taylor (2020), that there 

is a wide variety of methods available for motivating staff, from recognizing the employee’s 

achievements by simply saying “thank you” to more complex schemes which combine and set 

targets with fixed rewards and thus affecting performance.  

Torrington, Hall & Taylor (2020) reiterated that the work place still remains one of the sensitive 

subjects that determine the level of input that employees will put in the organization to commit to 

good performance. 

Significant Relationship Between Organizational Commitment and Job Satisfaction 

Table 30 shows the result of the correlation on the significant relationship between organizational commitment 

and job satisfaction (r=.478, p=.000), thus, relationship is significant since the p-value is less than .05(p 

<0.05). The result led to the rejection of the null hypothesis that implies there is no significant relationship 

between organizational commitment and job satisfaction. 

Table 30 Significant Relationship Between Organizational Commitment and Job Satisfaction 

Organizational Commitment r value Sig Remarks Decision 

Job Satisfaction .478 . 000 Significant Reject Ho 

This implies that if the employees are committed to the organization, it means that they are satisfied on their 

job within the organization. It also implies that a committed employee is a satisfied employee.  

According to Azeem (2010), organizational commitment and job satisfaction are two job-related attitudes that 

have gotten a lot of attention from scholars all around the world. This is due to the fact that devoted and 

satisfied personnel are typically great performers who contribute to organizational productivity. An 

organization's success and pursuit of quality are dependent not only on how it makes the most of human 

competencies, but also on how it encourages commitment to an organization.  

According to the findings of a study done by Gunlu, E., Aksarayli, M., and Percin, N. (2010), extrinsic, 

intrinsic, and overall job satisfaction have a substantial effect on normative and affective commitment. 

According to Mowday, Porter, and Steers (2013), most employees nowadays have a high level of job 

discontent, which leads to negative attitudes on the job and, as a result, degenerates their performance ability 

as well as their working environment. 

Significant Relationship Between Adaptive Performance and Job Satisfaction 

Table 31 Significant Relationship Between Adaptive Performance and Job Satisfaction 

Adaptive Performance r value Sig Remarks Decision 

Job Satisfaction .783 . 000 Significant Reject Ho 

Table 31 shows the result of the correlation on the significant relationship between adaptive performance and 

job Satisfaction (r=.783, p=.000), thus, relationship is significant since the p-value is less than .05(p <0.05). 

The result led to the rejection of the null hypothesis that implies there is no significant relationship between 

adaptive performance and job satisfaction. 

https://rsisinternational.org/journals/ijriss
https://rsisinternational.org/journals/ijriss
http://www.rsisinternational.org/


INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS) 

ISSN No. 2454-6186 | DOI: 10.47772/IJRISS | Volume IX Issue XIV October 2025 | Special Issue on Management  

Page 2954 
www.rsisinternational.org 

 

 
 

 

This implies that if the employee is satisfied with his/her job, he/she performed adaptively in the organization. 

It also implies that a satisfied employee is an adaptive employee who perform effectively and efficiently in the 

organization.  

According to Azeem (2010), greater commitment can lead to higher sentiments of belonging, security, 

efficacy, professional progress, increased compensation, and intrinsic rewards for the individual. Commitment 

can result in higher employee tenure, reduced turnover, lower training costs, greater job satisfaction, 

acceptance of organizational expectations, and achievement of organizational goals such as high quality.  

Employee productivity and performance will be strongly influenced by an employer's capacity to comprehend 

employee happiness as it relates to schedules and daily obligations (Mowday, Porter, and Steers, 2013). 

Factors Affecting Organizational Commitment  

Table 10.1 shows the factors that affect organizational commitment. As shown, 368 out of 782 respondents or 

47.06 percent answered that issue on salary and benefits affect their organizational commitment, 137 or 17.52 

percent on issue on reward system, 123 or 15.73 percent on issue on working relationship with colleagues, 732 

or 9.21 percent on issue on work safety and security, 35 or 4.48% on issue on communication with the 

management, 26 or 3.32 percent on issue on personal worth towards organization and 21 or 2.68 percent on 

other factors. 

Table 32 Factors that Affect Organizational Commitment f % 

1. Issue on salary and benefits 368 47.06 

2. Issue on work safety and security 72 9.21 

3. Issue on reward system 137 17.52 

4. Issue on working relationship with colleagues 123 15.73  

5. Issue on communication with the management 35 4.48 

6. Issue on personal worth towards organization 26 3.32 

7. Others 21 2.68 

Total 782 100 

The results revealed that issue on salary and benefits could be an influential factor that could affect the 

respondents’ commitment in the organization at 47.06%. 

The findings are consistent with those of Hung, Lee, and Lee (2018), who discovered that salary satisfaction 

has a moderating effect between organizational commitment and turnover intention, i.e., when salary 

satisfaction is high, there is a lower working pressure of moderating effect, and when salary satisfaction is low, 

there is a higher working pressure of moderating effect. 

Factors Affecting Adaptive Performance  

Table 10.2 presents the factors that affect adaptive performance of the respondents. As shown, 205 out or 782 

respondents or 26.21 percent answered that issue on solving problems in the workplace could be a factor that 

affect their adaptive performance. Followed by issue on managing stress at 171 or 21.87 percent. Then, issue 

on training and development at 115 or 14.71 percent. On issue on how to handle crisis and emergencies at 114 

or 14.58 percent. On issue on interpersonal skills at 85 or 10.87 percent. Moreover, on issue on dealing with 

uncertain and unpredictable situations at 43 or 5.50 percent. Furthermore, on issue on culture diversities at 26 
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or 3.32 percent. Moreso, 15 or 1.92 percent on issue on adapting physically on the working environment. 

Lastly, 8 or 1.02 percent on other factors. 

Table 33 Factors that Affect Adaptive Performance f % 

1. Issue on how to handle crisis and emergencies  114 14.58 

2. Issue on managing stress 171 21.87 

3. Issue on solving problems in the workplace 205 26.21 

4. Issue on dealing with uncertain and unpredictable situations 43 5.50 

5. Issue on training and development 115 14.71 

6. Issue on interpersonal skills 85 10.87 

7. Issue on culture diversities 26 3.32 

8. Issue on adapting physically on the working environment 15 1.92 

9. Others  8 1.02 

Total 782 100 

The result disclosed that, a factor that could affect the adaptive performance of the respondents are on issue on 

solving problems in the workplace at 26.21 percent.  

Hoandră (2017) discovered that organizations rely on teams to attain their proximal or distal goals. They are 

expected to execute at a high level in dynamic environments and in uncertain situations. Teams in these 

situations must be able to adapt and adjust their performance in response to the changes they face. They found 

scenarios in which task conflict is advantageous to adaptive performance.  

According to the findings of Park et al. (2020), organizational support influences adaptive performance via job 

crafting and work engagement. Furthermore, the association between organizational support and work 

engagement was mediated by job crafting and adaptive performance. Finally, there were circular links between 

job crafting, work engagement, and adaptive performance. Our findings contribute to a better understanding of 

the function of adaptive performance in driving people to do more creative work. Furthermore, it contributes to 

our understanding of the intricacies of the interplay between job construction, work engagement, and adaptive 

performance. 

Factors Affecting Job Satisfaction 

Table 34 Factors that Affect Job Satisfaction f % 

1. Issue on quality of work life 120 15.35 

2. Issue on salary 221 28.26 

3. Issue on co-workers 159 20.33 

4. Issued on management 123 15.73 

5. Issue on promotion 135 17.26 

6. Others 24 3.07 

Total 782 100 
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Table 10.3 disclose the factors that affect job satisfaction. As shown, 221 out of 782 respondents answered that 

issue on salary could affect their job satisfaction. 159 or 26.21 percent on issue on co-workers, 135 or 17.26 

percent on issue on promotion, 123 or 15.73 percent on issue on management, 120 or 15.35 percent on issue on 

quality of work life, and 24 or 3.07 percent on other factors.  

The result divulged that issue on salary could be a factor that affect the job satisfaction of the respondents at 

28.26 percent. 

Vermandere (2013) discovered that wage level is a major factor in job mobility. Employees' decision to change 

employment could be motivated by a greater income.  

According to Mabaso and Dlamini (2018), salary has a favorable and significant effect on job satisfaction. 

Academic staff work satisfaction was significantly related by compensation. 

Proposed Intervention Program 

The results of the study indicate specific areas where organizational commitment, adaptive performance, and 

job satisfaction of hotel employees showed weaker dimensions, thereby highlighting the need for targeted 

organizational improvements. Based on the empirical findings, revisiting the Policy Manual and strengthening 

Strategic Planning are critical interventions that directly address the identified gaps. For example, lower scores 

in affective and normative commitment suggest that employees perceive inconsistencies in organizational 

support, role clarity, or recognition systems. Updating the Policy Manual ensures that policies governing 

employee welfare, incentives, workload expectations, and professional development align with practices that 

foster stronger commitment and reduce ambiguities that weaken organizational attachment. 

Similarly, findings relating to adaptive performance, particularly in handling emergencies, managing stress, or 

engaging in continuous learning, indicate the need for clearer operational procedures and more structured 

capacity-building initiatives. A revised Policy Manual can institutionalize guidelines on crisis response, stress 

management mechanisms, and learning pathways that directly address the adaptive performance domains 

where employees scored lower. Strategic Planning, on the other hand, allows management to realign 

organizational priorities with employee needs by integrating evidence-based strategies such as enhanced 

training plans, clearer communication frameworks, and supportive leadership practices. This ensures that the 

organization becomes more responsive to employees’ behavioral patterns and work demands. 

Moreover, empirical results showing moderate levels of job satisfaction, particularly in the areas of salary, 

promotion, and managerial support, justify the need to reassess outdated provisions in the Policy Manual that 

may no longer reflect competitive industry standards. Strategic Planning also provides an avenue to 

incorporate employee feedback into future programs, ensuring that policies on compensation, recognition, and 

workplace support systems remain equitable, transparent, and motivating. 

Overall, revisiting the Policy Manual and engaging in Strategic Planning are not merely administrative 

exercises but evidence-driven interventions that respond directly to the study’s findings. By grounding 

enhancements in empirical data, the organization can realign its systems to improve employee commitment, 

strengthen adaptive work behaviors, and elevate job satisfaction, ultimately contributing to higher performance 

and retention within the hotel industry. 

CONCLUSIONS AND RECOMMENDATIONS 

Conclusions 

Based on the findings, the following conclusions were drawn.  

1. Mostly of the managers/administrators were female, with ages ranges from 36 to 40 years old, who are 

college graduates and with administrative experience of 6 to 10 years. On the other hand, for the profile 

of the employees, mostly of the employees were female, with ages ranges from 24 to 29 years old, who 

are high school graduates and with a working experience of 6 to 10 years. 
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2. The respondents were sometimes committed affectively to the organization. They often feel to have 

continuance and normative commitment with the organization.  

3. There is a significant difference on the extent of organizational commitment of employees’ affective, 

continuance and normative commitment. There is also a significant difference on the extent of 

organizational commitment of Manager/Administration and Employees. Moreso, there is a significant 

difference on the extent of organizational commitment of respondents according to profile in terms of 

educational qualification, administrative experience, and working experience. However, there is no 

significant difference in terms of age and gender.  

4. The respondents often feel to act quickly in terms of handling emergencies and crisis when something 

transpires in the organization. They often manage work stress within the organization. Often solve 

problems creatively when something happens in the organization. Often deal with uncertain and 

unpredictable situations that happened within the organization. In terms of training and learning effort, 

interpersonal adaptability, cultural adaptability, and physical adaptability the respondents often 

observed and practiced within the organization.  

5. There is significant difference on the level of adaptive performance of employees in terms of handling 

emergencies and crisis, managing work stress, solving problems creatively, cultural adaptability, and 

physical adaptability. However, in terms of dealing with uncertain and unpredictable situations, 

training and learning effort, and interpersonal adaptability, it shows no significant difference. 

Furthermore, manager/administration and employees show significant difference on their adaptive 

performance. But when group according to their profile, administrative and working experience shows 

significant difference while age, gender, and educational qualification shows no significant difference.  

6. The respondents were moderately satisfied in terms of quality of work life, co-workers’ support, 

managerial support, and promotional practices in the organization. While on salary matter the 

respondents were undecided whether satisfied or not. 

7. The respondents show significant difference on their job satisfaction in terms of quality of work life, 

salary, co-worker support, managerial support and promotion. Moreover, the manager/administration 

and employees show significant difference on their level of job satisfaction. And when group according 

to profile, educational qualification and working experience shows significant different but in terms of 

age, gender, and administrative experience it shows no significant difference.  

8. There is a significant relationship between organizational commitment and adaptive performance also 

with organizational commitment and job satisfaction and adaptive performance and job satisfaction.  

9. Salary and benefits could be an influential factor that could affect the respondents’ commitment in the 

organization. While issue on solving problems in the workplace could be a factor that affect adaptive 

performance. Lastly, issue on salary could be a factor that affect the job satisfaction of the respondents.  

10. Revisiting the Policy Manual and Strategic Planning will be conducted to update areas that could be a 

factor for employees’ commitment, performance, and satisfaction. It will be a basis for updating and 

realigning areas that needs to be enhanced. Also, it will be a venue for validating those provisions in 

the plan that are obsolete and needs to be updated. 

Recommendations 

1. Creation of Employee Development Program to let employees to continue their professional 

development through further studies, skills trainings and workshops. This will enable them to become 

productive in the future.  

2. Regular conduct of performance evaluation and appraisal to determine employees who are performing 

excellently. This is a good venue for giving rewards and appreciation for the employees to feel that 

they are valued in the organization.  
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3. A conduct of teambuilding and recollections can also be done. This is to let employees assess and 

reflect their commitment to the organization. By doing so, it will open a communication line between 

the administration and the rank in file employees. It will be a good venue for discussing issues and 

concerns and resolve it accordingly. 

4. A training on handling workplace conflict effectively can also be facilitated. This will enable 

participants to have skills on dealing with issues and problems that may arise in the workplace. With 

this, it will empower employees to become proactive in solving problems within their levels and be 

able to decide on things collectively.  

5. A constant consultation with the team is a good move to have an open communication among 

employees. A constant dialogue will be conducted to talk issues and concerns that affect productivity. 

With this, the employees will feel that their voices were heard and valued making them empower to act 

on things that may affect their performance in their day-to-day work.  

6. Transparency on succession planning for promotion and salary matters could also be discussed among 

employees. This could be done through conference, conventions or meetings. By this, the employees 

will be aware on what are the plans of the organization as far as their career development is concern.  

This will lead to a better satisfaction among them. 

7.  Giving of credits where the credit is due. This can be done through regular conduct of regular 

employee awarding of outstanding performance. With this, the employee will feel that the organization 

recognizes their efforts and contributions in attaining the organizational goal. 

8. Revisiting of rewards and benefits policy to encourage employees to strive for excellence. By this, the 

employees will become more motivated to become productive knowing that all are their efforts will be 

paid off. This will increase organizational commitment, better performance, and job satisfaction. 

9. An increase of salary from time to time is also a good move to increase commitment, performance, and 

satisfaction. Though, it has cost implications on the part of the organization it will become a positive 

motivation for the employees to work harder during their tenure in the organization. This will also 

lessen the turnover of employees.  

10. Revisiting the Policy Manual and Strategic Planning will be conducted to update areas that could be a 

factor for employees’ commitment, performance, and satisfaction. It will be a basis for updating and 

realigning areas that needs to be enhanced. Also, it will be a venue for validating those provisions in 

the plan that are obsolete and needs to be updated. 

11. Repetition of this study using other variables that are not included in the present investigation was 

recommended to ascertain what variable can affect organizational commitment, adaptive performance 

and job satisfaction. Thus, it can be manipulated in such a way that there is improvement and 

development in the work force of the hotel employees in Region XII. 
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