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Abstract :  This study assessed the level of job satisfaction and organizational commitment among job order personnel at the 

Overseas Workers Welfare Administration (OWWA) Regional Welfare Office Caraga. The primary objective of the study was to 

determine a correlation between the employees’ level of organizational commitment, job satisfaction, and their work 

performance. A carefully selected sample of twenty-five job orders from the OWWA Regional Welfare Office Caraga 

participated in the study. These individuals were chosen to represent the organization’s job order workforce. For accuracy and 

dependability, various types of statistical methods and instruments were employed, including advanced statistical tests like the 

independent sample T-test, one-way analysis of variance (ANOVA), and Spearman's rank correlation coefficient, as well as 

descriptive statistics like mean, frequency, and percentage. The study found an acceptable level of job satisfaction regarding work 

performance. It revealed a significant relationship between affective commitment and job satisfaction concerning leadership and 

coworkers. A correlation was observed between normative commitment and work performance. The findings suggest that 

organizations emphasizing positive leadership, fostering supportive coworker relationships, aligning with employee values, and 

promoting a culture of commitment are likely to enhance both affective and normative commitment, thereby improving overall 

employee satisfaction. The study recommends designing and implementing a holistic employee well-being program that addresses 

physical, mental, and emotional health contributing to increased job satisfaction and organizational commitment, creating a 

healthier and engaged workforce. This research contributes to the understanding of the dynamics of organizational commitment 

and job satisfaction among job order employees in the public sector. 
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I. INTRODUCTION 

Hiring job order personnel can provide flexibility and cost-effectiveness for government agencies.  This mechanism is essential 

to carefully consider the trade-offs and ensure that their use aligns with legal and ethical standards while safeguarding personnel 

welfare and the effective delivery of public services. The continued reliance on hiring job order personnel in the government has 

been observed and practiced to augment the workforce in public service (Velasco, 2022). According to the Civil Service 

Commission (CSC), there are 642,077 non-permanent government workers with around 493,943 under job order contracts and the 

remaining 148,134 on a contract of service as of June 2022.  

Joint Circular No. 1 series 2017 issued by the Civil Service Commission and signed jointly by the Department of Budget and 

Management (DBM) and the Commission on Audit (COA) prescribes the rules and regulations governing Contract of Service and 

Job Order workers in the government. Furthermore, the growing number of individual Job Order and Contract of Service 

personnel in the government and their involvement in the performance of regular agency operations have been observed. Job 

order personnel as termed by Overseas Workers Welfare Administration (OWWA) Regional Welfare Office Caraga are called 

Contract of Service in many government agencies considering the nature of their work, services provided, and the continuous 

renewal of their employment contract. 80% of the workforce in the OWWA Regional Welfare Office Caraga is comprised of job 

order personnel while the remaining 20% covers the regular employees. 

Although job order personnel in the OWWA Regional Welfare Office Caraga are treated as temporary and non-permanent, 

commitment is still essential for the effective completion of tasks and the accomplishment of organizational goals. The 

http://www.jetir.org/


© 2024 JETIR May 2024, Volume 11, Issue 5                                                             www.jetir.org (ISSN-2349-5162) 

 

JETIR2405257 Journal of Emerging Technologies and Innovative Research (JETIR) www.jetir.org c467 
 

commitment of job order personnel to carrying out their assigned duties and supporting the organization's goals remains essential, 

even though they might not have the same rights and privileges as regular government employees.  

Every organization strives to achieve a high level of performance. To realize this goal, management considers several factors 

influencing organizational performance such as commitment and job satisfaction. These factors are constructs of an 

organization’s human capital performance which influence the overall well-being of the organization. Organizational commitment 

and job satisfaction are dynamic variables that directly impact employee performance, productivity, engagement, and ultimately, 

organizational sustainability (Shanahan & Hopkins, 2019). This is because when an employee is not committed to the 

organization’s goals and is not satisfied with his job, this will negatively affect their performance and productivity and, hence, 

will detrimentally affect the overall well-being of the organization since employees are its backbone.   

Several studies have correlated organizational commitment to job satisfaction. That is, an employee is committed to the 

organization, this implies that he is satisfied with his job and vice versa. Hedayat et al. (2018) found that there is a positive and 

significant relationship between organizational commitment and job satisfaction among university lecturers. Similarly, a positive 

relationship between organizational commitment and job satisfaction among teachers was also found in the study of Emhan et al. 

(2018). The study by Brown & Barker (2019) also found a moderately strong relationship between these variables among small 

business employees.  

With this, the study aimed to assess the level of organizational commitment and job satisfaction of the job order personnel in 

the Overseas Workers Welfare Administration Regional Welfare Office Caraga. The study also aims to correlate if there is a 

significant relationship between the participants’ organizational commitment and job satisfaction to the level of work 

performance. The output of the study is deemed to provide insights and information as to how the chosen organization may 

enhance employees’ performance by providing emphasis on these two human capital performance constructs regardless of 

employment status. 

II. THEORETICAL FRAMEWORK 

 The study was anchored on two theories, Psychological Contract Theory by Denise Rousseau and Hygiene Motivation Theory 

by Frederick Herzberg which are two influential frameworks used in studying organizational commitment and job satisfaction. 

III. CONCEPTUAL FRAMEWORK 

The study aimed to assess the level of organizational commitment and job satisfaction among job order personnel in the 

Overseas Workers Welfare Administration Regional Welfare Office Caraga. The demographic profile of the participants in terms 

of age, gender, civil status, employment designation, employment status, length of service, monthly salary, and career eligibility 

would be assessed. Subsequently, the study would evaluate the level of organizational commitment and job satisfaction of the job 

order personnel in the OWWA Regional Welfare Office, Caraga Region, using adopted survey questionnaires. Organizational 

commitment would be measured in terms of affective, continuance, and normative commitment.  

Job satisfaction would be evaluated in terms of pay, promotion, and benefits; working conditions and environment; leadership 

and co-workers; job task engagement; and work performance. Using the data gathered, the study would assess the significant 

difference in the participants' level of organizational commitment and job satisfaction when they are grouped according to their 

demographic profile. More importantly, the study would assess if there is a significant relationship between the job order 

personnel's organizational commitment and job satisfaction with work performance. The schematic diagram is used to present the 

intervening variables of the study.  

The profile of the participants would be considered as the independent variable of the study. In contrast, the level of 

organizational commitment and job satisfaction are the dependent variables. Demographic profiles may have an impact on 

employee commitment to the organization. Several authors have studied this relationship in the literature on organizational 

psychology and management.  

Meyer and Allen (1991) conducted a noteworthy study and created the Three-Component Model of Organizational 

Commitment. While they did not focus entirely on demographics, their model indicates that demographic variables such as age, 

tenure, and educational level can influence an individual's commitment to an organization. Numerous researchers have 

investigated the particular impacts of demographics on organizational commitment, but Meyer and Allen's work provides a 

fundamental understanding of how all of these variables interact. Meanwhile, Judge and Watanabe (1993) conducted a meta-

analysis of job satisfaction research and discovered substantial relationships between demographic characteristics and job 

satisfaction. They concluded that some demographic features can shape employees' satisfaction with their jobs. 

The latter is referred to as the independent variable when evaluating the significant relationship between organizational 

commitment and job satisfaction among the participants. At the same time, the former is the dependent variable. There is a 

considerable relationship between organizational commitment and satisfaction with work, which has been extensively researched 

in organizational psychology and management literature. Numerous authors have investigated this relationship and presented 

empirical evidence to back up their findings. One influential study was conducted by Mathieu and Zajac (1990). They found a 

substantial positive correlation between organizational commitment and job satisfaction in their meta-analysis of research 

findings. In their Three-Component Model of Organizational Commitment, Meyer and Allen (1991) further suggested that job 

satisfaction is one of the components that contribute to organizational commitment.  

Overall, these authors' works, like many others, indicate the significant connection between organizational commitment and job 

satisfaction. Upon studying the variables, an employee work enhancement program could be crafted. This study must tailor an 

employee work enhancement program that will propel a holistic self-management framework among job-order employees and 

improve their work. 

Figure 1 presents the schematic diagram of the study. 
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IV. RESULTS AND 

DISCUSSION 

 

The result of the study showed that the highest number of participants were male at 75% with ages ranging from 25 to 34 years 

old at 87.50% rate. There are more single at 62.50% than married participants. 2 to 5 years of service has the highest percentage, 

with a total of 7, equivalent to 43.75% while below 1 year and 6 to 10 years have percentage rates of 31.25% and 25% 

respectively. On salary range, those with monthly salary between P15,000.00 to P25,000 is the highest at 62.5% while those with 

salary below P15,000.00 represents the 37.5%. As for career eligibilities, 43.75% of the participants doesn’t have any form of 

eligibilities while those who have CSC-Professional eligibility is at 37.50% and the remaining 18.75% are for those who have 

other forms of career eligibilities recognized by the Civil Service Commission that includes Honor Graduate Eligibility, 

Bar/Board Eligibility and Skills Eligibility. In terms of employment designation, Family Welfare Officer is the highest at 31.25% 

while Administrate Staff, ORP Staff, Repatriation Support, IT Staff/Labor Communications Officer/Arabic Instructor is at 

18.75%, 12.50%, 12.50% and 25% respectively. 
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The overall mean score of 2.80 for affective commitment indicated a level of neutral commitment. Participants may feel a 

sense of connection with their organization, but it might not be exceptionally strong.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The overall mean for continuance commitment was 3.23, which is regarded as a neutral level of commitment. The participants 

refuse to leave because it would be too expensive, and finding new jobs appears to be hard and they work even harder to stay 

because of the salary they currently receive. 

 

 

   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The overall mean for normative commitment was 3.13, corresponding to a level of commitment that is neutral. Participants 

may take a neutral stance because they do not strongly identify with the organization's ethical values or do not feel a strong sense 

of duty. 
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The overall mean for job satisfaction in terms of working conditions and environment was 2.86, which corresponds to a neutral 

level of commitment. Participants may believe that their working conditions and environment are generally satisfactory but not 

exceptional. 

 

 

 

   
 

 

 

 

 

 

 

 

 

 

 

The overall mean for job satisfaction in terms of pay, promotion, and benefits was 3.16, corresponding to a level of 

commitment that is neutral. Participants may believe that their pay is reasonable, but this does not always reflect their exceptional 

performance or contributions (Rosenfeld, 2021). 

 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The overall mean for job satisfaction in terms of leadership and coworkers was 3.23, corresponding to a level of commitment 

that is neutral. This level of neutral satisfaction indicates that the participants may have mixed feelings about the leadership style 

and coworker interactions. 
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The overall mean for job satisfaction in terms of job task engagement was 3.13, corresponding to a level of commitment that is 

neutral. The participants' neutral stance may indicate that they are looking for more variety, challenge, or opportunities for growth 

in their tasks. 

 

    
 

The overall mean for job satisfaction in terms of work performance was 3.84, indicating an acceptable level of satisfaction. 

Participants who agree with statements about job performance demonstrate a willingness to constantly improve.  

 

    
 

Job order personnel do not significantly differ in their level of organizational commitment when categorized based on their 

demographic profile. The p-values are greater than 0.05, suggesting no significant difference in their level of organizational 

commitment.  
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There is a significant relationship between affective commitment and job satisfaction concerning coworkers and leadership, as 

well as a correlation between normative commitment and work performance (p-value of less than 0.05 level of significance). 

However, the remaining organizational commitment and job satisfaction variables had a p-value greater than 0.05, indicating no 

significant relationship between the other variables.  

 

    
 

When job satisfaction is categorized by demographic profile, career eligibility, and gender have a significant impact on the 

degree of job satisfaction in terms of pay, promotion, benefits, and job task engagement (p-value is less than 0.05 level of 

significance). However, there is no significant difference on the other hand in terms of working conditions and environment, 

leadership and coworkers, and work performance (p-value greater than 0.05, indicating no significant difference). 
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With the study's significant findings, enhancement efforts centered on employee well-being, leadership development, 

recognition and rewards, and feedback mechanisms may be proposed to address issues that are neutral and could lead to a more 

engaged, productive, and satisfied workforce regardless of job status. After all, these initiat ives will always have a positive impact 

on the agency's overall performance and success in providing its programs and services. 

 

V. CONCLUSION 

The demographic characteristics and employment conditions of job order personnel provide insights, which could inform 

recruitment strategies, training programs, or policy decisions within the organization. A neutral stance on commitment could 

indicate a potential area for improvement in organizational engagement and retention strategies. It may also signify a need for 

further investigation into factors that could enhance employee commitment and loyalty within the agency.While the Job Order 

personnel may not strongly favor or disfavor their job conditions and environment, they are motivated by intrinsic factors such as 

job task engagement and personal fulfillment. Organizations may benefit from focusing on enhancing job engagement and 

providing opportunities for personal growth and achievement to foster greater satisfaction among employees. While the study did 

not reveal significant differences in commitment based on demographic profiles, the need for vigilance and responsiveness to 

changes in employee attitudes and expectations remains paramount. Emphasizing the importance of proactive measures to address 

disparities and promote fairness, transparency, and inclusivity in the workplace, ultimately contributing to higher levels of job 

satisfaction among employees. The significance of effective leadership, supportive coworker dynamics, and a culture of 

commitment in driving employee engagement, enhancing job satisfaction, and fostering organizational commitment among job 

order personnel. Organizations that prioritize these factors are poised to create a positive and fulfilling work environment, 

ultimately leading to improved performance and satisfaction among employees. The study's significant findings emphasize the 

importance of implementing targeted enhancement programs to improve job satisfaction and organizational commitment among 

employees. By addressing key areas identified in the study, organizations can create a more positive and encouraging work 

atmosphere, leading to various benefits.  
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