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Abstract.

In March 2020, the Coronavirus Disease 2019 (COVID-19) pandemic health crisis shook the
education industry and forced abrupt changes both in the work environment and in learning
modalities. Despite professional development and the availability of institutional support for
online teaching and learning, a higher education institution in Manila, Philippines found that
there was a higher rate of student-reported complaints regarding faculty performance (i.e.
teacher absenteeism, insufficient teaching and learning materials for online learning, and the
lack of feedback on learning inquiries) in full online learning modalities than in pre-pandemic
face-to-face mode. To better understand the effects of these changes to the work engagement
(i.e. vigor, dedication, and absorption) and affective commitment of higher education faculty
in the midst of the COVID-19 pandemic, 65 faculty members teaching business and
information technology were surveyed online using the Utrecht Work Engagement Scale 9
(UWES-9) and the Affective Commitment Scale. It was found that (1) work engagement leads
to affective commitment, (2) that age and the years of service moderate work engagement and
affective commitment, and that (3) gender makes no difference in either the work engagement
and affective commitment of faculty members. Future longitudinal studies are recommended
to explore other related variables such as job demand-resources and burnout in the academia.
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1. Introduction

The health crisis brought about by the COVID-19 pandemic shook the global education
industry and resulted in a need for an immediate shift from face-to-face to online learning and
working modalities. To support its faculty in making this sudden transition, a tertiary institution
in the Philippines mandated all its faculty members to undergo professional development at the
onset to prepare themselves specifically for the rigors of online teaching, as well as provided
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continued support and assistance services. However, despite access to training opportunities,
professional development and institutional support, a higher rate of dissatisfaction had been
reported by students as compared to when in-person classes were being held, particularly about
faculty absenteeism, the insufficiency of online teaching and learning materials, and the lack
of responses to learning inquiries.

The heads of the business and information technology programs of the institution found in
their investigation that their delinquent and underperforming faculty members were prioritizing
personal commitments over work, which explained the poor job performance. However,
several studies suggest that these unsatisfactory job outcomes are merely symptoms of a much
deeper problem rooted in work engagement and commitment issues (Cook and Wall, 1980;
Meyer and Allen, 2004; Rothbard and Patil, 2011; Schaufeli, 2012; Schaufeli et al., 2008).

Because work engagement is said to relate to organizational commitment and job
satisfaction, as well as in the promotion of “in-role and extra-role performance, client
satisfaction, proactivity, adaptivity, and creativity” in the workplace (Rothbard and Patil, 2011,
p. 2), this study will aim to measure the work engagement of higher education faculty members
from the business and information technology programs, analyze how it relates to their
affective commitment, and determine what demographic variables moderate this relationship.
This is to hopefully provide recommendations that can effectively improve remote or blended
work conditions that foster better job performances among the teaching staff in the new normal.

1.1 Work Engagement

Work engagement, as defined by Schaufeli, et al. (2001), is a positive and persistent
cognitive state of mind characterized by high energy and a strong identification with one’s
employment (in Schaufeli & Bakker, 2004). Following Schaufeli and Bakker’s (2004)
framework, there are three aspects that characterize work engagement: vigor, dedication, and
absorption. Vigor is manifested in energy, resilience, and an initiative for one’s work;
dedication is observed through active participation with a perceptible level of worth, passion,
satisfaction, and challenge for the work accomplished; while absorption is distinguished as
having high levels of concentration, being happily occupied with one’s task, and having a
difficulty detaching oneself from work (Schaufeli & Bakker, 2004; Schaufeli, 2012; Schaufeli
et al., 2008; Schaufeli et al., 2019).

In recent studies, vigor, dedication, and absorption are commonly measured using the
Utrecht Work Engagement Scale-9 or UWES-9 (Schaufeli, et al., 2006; Bakker and Leiter,
2010; Bakker and Albrecht, 2018), which is a shortened 9-item version of the original 17-item
Utrecht Work Engagement Scale by Schaufeli and Bakker in 2004. UWES-9 has been used as
a predictor for several positive outcomes such as (1) job performance (Schaufeli, et al., 2008;

www. worldcte.org info@worldcte.org




4th World Conference onTeaching and Education

03 - 05 June 2022 Oxford, United Kingdom

WORLDCTE

World Conference on
TEACHING & EDUCATION

Schaufeli, 2012), (2) positive work attitude (Schaufeli, 2012), (3) good physical and mental
health (Demerouti, Mostert, & Bakker, 2010; Schaufeli, et al., 2008; Schaufeli, 2012), (4)
organizational commitment, as well as (5) job satisfaction (Schaufeli, et al., 2008; Demerouti,
etal., 2010).

Shimazu, et al. (2014) further distinguish work engagement in contrast with workaholism
in that the former is a positive and fulfilling association with work while the latter is a negative
compulsion to work excessively hard. It is also worth noting that the level of work engagement
in an individual has been found to change over time due to variables such as personal
experiences and circumstances (Bakker & Albrecht, 2018).

1.2 Commitment

Commitment is defined as a psychological state that increases the probability of an
employee staying within an organization (Herscovitch & Meyer, 2002). While researchers have
had difficulty defining the constructs of commitment over the years, the concept has been
distilled into having three distinct components: (1) affective commitment, which is the desire
to stay with an organization; (2) continuance commitment, which is the perceived cost of
leaving one’s job; and (3) normative commitment, which is the perceived obligation to stay at
one’s job. These are the foundations for the construct of The Three-Component Model of
Commitment by Meyer and Allen (1991), the most widely-accepted model of commitment
which has since been considered as canon due to its congruence with previously accepted
theoretical concepts (Bar-Haim, 2019). Moreover, these three components have been used
separately depending on the aspect to be measured, and Meyer and Allen’s measure of affective
commitment in the Three-Component Model has been recognized and accepted on its own as
“a distinct, discriminate, and influential construct” (Mercurio, 2015, p. 400).

Incidentally, apart from job performance, affective commitment has also been found to
influence job performance, work attendance, and satisfaction (Meyer and Allen, 2004) as it
refers to the emotional attachment of employees to an organization (Meyer and Allen, 1991,
Mercurio, 2015). Employees who have been found to have high affective commitment have
been said to exhibit more confidence, stronger work ethics, as well as manifest higher
satisfaction and motivation for the work that they do (Meyer and Allen, 1997). This translates
to positive job outcomes such as maintaining regular attendance, doing their best, and showing
initiative at work (Allen & Meyer, 1990; Meyer & Allen, 1997).

1.3 Work Engagement as Predictor of Affective Commitment
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A number of studies have positively correlated and used work engagement interchangeably
as either an independent, mediating, or dependent variable in relation to affective commitment
(Ferrer & Morris, 2013; Poon, 2013; Scrimaa, et al., 2014; Choi, et al., 2015; Yalabik, et al.,
2015; van Gelderen & Bik, 2016; Kloutsiniotis & Mihail, 2017; Mahmood & Sahar, 2017;
Ogbuanya & Chukwuendo, 2017; van Dam, et al., 2017; Asif et al., 2019; De Guzman &
Dumantay, 2019; Hu et al., 2019; Rayton et al., 2019; Ampofo, 2020; Ceséario & Chambel,
2019; Jiang et al., 2020; Kotze & Nelb, 2020; Teo et al., 2020), and found that employees who
are engaged and involved at work tend to be more affectively committed to the organization
(Choi, et al., 2015; Cesario and Chambel, 2019; Ampofo, 2020).

Figure 1: Theoretical framework of work engagement and affective commitment

Independent Variable

Dependent Variable
Work Engagement (H1)
(Schaufeli & Bakker, 2004) H1 Affective
Commitment (H1)
1. Vigor (D4) (Meyer & Allen, 2004)
2. Dedication (D;)
3. Absorption (D3) H2 H3. H4

Variables
Age (H2)
Years of Service (H3)
Gender (H4)

Moderating Variable

Following the construct that work engagement is a predictor of affective commitment, this
study’s operational variables, as shown in Figure 1, will use Schaufeli and Bakker’s (2004)
dimensions of work engagement as independent variables and Meyer & Allen’s (2004)
affective commitment as its dependent variable. The elements of continuance and normative
types of commitment have purposefully been left out of this study’s framework as they have
not necessarily been found to explain job outcomes, and appear irrelevant to adjunct faculty
members whose contracts are on a per-term basis and who also make up the bulk of the teaching
population to be studied.

In addition, Hu, et al. (2019) have found that age and years of service both increase work
engagement and affective commitment but that gender has no effect on either. In this study,
the same moderating variables (i.e. age, gender, and tenure or years of service) will be
employed to test these findings.

Furthermore, there have been some empirical studies on work engagement and affective
commitment set in tertiary education contexts. For instance, Ogbuanya and Chukwuendo
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(2017) and De Guzman & Dumantay (2019) sampled aging and higher education faculty
members in their research, while Poon (2013) and Ferrer and Morris (2013) had undergraduate
students as their target respondents. However, since these studies were conducted prior to the
COVID-19 pandemic, a reinvestigation in consideration of the unprecedented effects of the
pandemic to work engagement and commitment among members of the academe may provide
fresh insights that may be valuable for education leaders, administrators, human resources, and
other service providers within the industry.

2. Methodology

2.1 Sample, Data Collection, and Design

A total of 138 full-time and part-time faculty members (N = 138) teaching under the
business and information technology programs of a higher education institution in Manila,
Philippines were surveyed for this study between August 28 and September 8, 2021. All
academic employees had been working full time from home, and all classes had been
conducted fully online due to the extended period of strict lockdown that the national
government had mandated since March 2020 to mitigate the spread of the virus.

The 9-item Utrecht Work Engagement Scale (UWES-9) to assess vigor, dedication, and
absorption and the revised 6-item Meyer and Allen Employee Commitment Survey (Meyer &
Allen, 2004) to assess affective commitment were both encoded on a Google Forms document
and distributed via a faculty mailing list to facilitate the distribution and data collection from
the target respondents. The Cronbach’s alpha of the UWES-9 and the Employee Commitment
Survey were both ranging from .89 to .91, demonstrating the reliability of both instruments
(Vaske et al., 2017).

This study is cross-sectional in nature as it was conducted at only one point in time (Sekaran
& Bougie, 2014) between August and September 2021. Purposive sampling, specifically
judgment sampling, was also used to save time. Based on the study's scope, business and
information technology faculty members would be able to provide first-hand information, and
hence are the ideal target participants for the purpose of this study.

2.2 Data Analysis

An online survey using Google Forms collected the data, and the responses were recorded
in a Google Sheets file, which was then converted to an MS Excel file for analysis using
Jamovi, a statistical software. The online survey contained nominal, ratio, and interval data
types. Age and years of service were included in the ratio. The UWES-9 and affective
commitment scales were considered interval data since both used a 7-point Likert scale.
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For the causal research, the assumptions of normality (age (SK = -.38, K = -0.99), and
years of service (SK = .57, K =-.379), linear relationship (Figure 2 in Appendix), independence
(DW = 1.72), multicollinearity (VIF (ranges from 1.09 to 3.03), TLRNC (ranges from .33 to
.91) and heteroskedasticity (Breusch-Pagan, p = .61, Goldfeld-Quandt, p = .30, Harrison-
McCabe, p = .37) were met.

Linear regression was used to determine if vigor, dedication, and absorption lead to
affective commitment. Linear regression was also used to determine if age and years of service
moderate vigor, dedication and absorption and lead to affective commitment. Lastly, a
Student’s t-test was used to determine the significant difference in vigor, dedication, absorption
leading to affective commitment across gender.

3. Results and Discussion

3.1 Demographic Profile

Out of the 138 faculty members from the business and information technology programs
who were asked to participate in the study, only 65 (47.1% retrieval rate) responded to the
online survey. 51 were part-time (78.5%) and 14 were full-time (21.5%) faculty members from
the business and information technology programs of a tertiary institution based in Manila,
Philippines. Moreover, of the total 65 respondents, 37 were male (56.3%) and 28 were female
(43.8%)

Table 1: Descriptive statistics of the demographic profile

Variable M SD
Mean 47.0 9.64
Gender 1.43 0.499
Number of years worked in the college 11.8 7.87

Table 1 shows the demographic profile of the business and information technology faculty
respondents. The mean and standard deviation of variation of age are M = 47, and SD = 9.6.
The mean and standard deviation for the number of years in service to the college are M =11.8
and SD = 7.87.

Table 2: Age group (grouped data) of the respondents

% of
Age Range Count Total
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26-35 10 15.4%

36-45 18 27.7%

46-55 24 36.9%

56-65 13 20.0%

Grand Total 65 100%

Table 2 shows the age ranges of the business and information technology faculty
respondents. Forty-three percent (43%) of the respondents fall within the age range of 26 to 45
years old, while 56.9% fall within the age range of 46 to 65 years old.

3.2 Work engagement (Vigor, dedication, and absorption)

Table 3: Work engagement descriptive statistics

Variables M SD

VI 4.38 97
DE 4.97 .95
AB 4.68 7

Legend: VI = vigor, DE = dedication and AB = absorption

Table 3 shows the descriptive statistics of work engagement of the business and
information technology faculty respondents. The mean score in dedication, M = 4.97, is higher
than vigor, M = 4.38, and absorption, M = 4.68. The standard deviation in vigor, SD = .95, is
higher than dedication, SD = .95, and absorption, SD = .77.

3.3 Affective Commitment

Table 4: Affective Commitment descriptive statistics
Variable M SD

Affective commitment 5.27 .92

Legend: AC = affective commitment

Table 4 shows the descriptive statistics of the affective commitment of business and
information technology faculty members in the college. The mean and standard deviation of
affective commitment are M = 5.2, SD= .92, respectively.

3.4 Correlation Matrix between variables
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Table 5: Correlation between variables
Number
of Years
Your o orked  LoUr VI DE AB AC
age . Gender
in the
College
Pearson's -
VI ; 0.279 0.047 0.025 —
p-value 0.025 0.709 0.846 —
Pearson's - _
DE ) 0.121 0.106 0.037 0.751 —
p-value 0.337 0.400 0.767 <.001 —
Pearson's -
AB ) 0.257 0.012 0.150 0.693 0.726 —
p-value 0.039 0.926 0.234 <.001 <.001 —
AC fears"”s 0.272 0.140 0.068 0590  0.650  0.554 —
p-value 0.029 0.267 0.591 <.001 <.001 <.001 —

Legend: VI = vigor, DE = dedication, AB = absorption, and AC = affective commitment

Table 5 shows the correlation between age, gender, years of service, vigor, dedication,
absorption, and affective commitment. Age appears to positively correlate with all the
variables, while number of years in service to the college is negatively correlated to dedication
and absorption. Moreover, vigor, dedication, absorption, and affective commitment are
moderately correlated.

3.5 Hypothesis testing

Hypothesis 1: Vigor, dedication and absorption lead to affective commitment among business
and information technology faculty members in the college

Hypothesis 1 was supported since the regression model was statistically significant, p
<.001. Dedication is statistically significant (B = .18, p <.001), while vigor (B = .18, p =.23)
and absorption (B = .13, p = .48) are not statistically significant. Because the variables do not
show multicollinearity and autocorrelation, the regression model is still supported; this
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concludes that vigor, dedication, and absorption lead to affective commitment. Moreover, the
adjusted R-squared is .41, which shows that the model is adequate.

Hypothesis 2: Age moderates the dimensions of work engagement (i.e. vigor, dedication, and
absorption) leading to affective commitment among business and information technology
faculty members in the college

Hypothesis 2 was supported since the regression model is statistically significant, p <
.001, respectively. As mentioned in Hypothesis 1, there were no multicollinearity and
autocorrelation of the variables. This concludes that age moderates vigor, dedication, and
absorption leading to affective commitment, B = 2.23. There is no statistically significant
interaction between age, vigor, dedication, and absorption, p = .97. Since the moderation model
shows that there is a statistically significant moderator effect (p <.001), this concludes that age
moderates the relationship between vigor, dedication, and absorption and affective
commitment. This moderation model also shows that all the variables in this model must be
included for it to be statistically significant. Moreover, the adjusted R-squared is .41, which
shows that the model is adequate.

Hypothesis 3: The number of years of service in the college moderates vigor, dedication, and
absorption leading to affective commitment among business and information technology
faculty members in the college

Hypothesis 3 was supported since the regression model was statistically significant, p
< .001, respectively. As mentioned in Hypothesis 1, there were no multicollinearity and
autocorrelation of the variables. The number of years of service moderates vigor, dedication
and absorption leading to affective commitment, B = 1.02. There is no statistically significant
interaction between the number of years of service, vigor, dedication and absorption, p = .33.
Since the moderation model shows that there is a statistically significant moderator effect, this
concludes that the number of years of service moderates the relationship between vigor,
dedication, and absorption and affective commitment. This moderation model also shows that
all the variables in this model must be included for it to be statistically significant. Moreover,
the adjusted R-squared is .41, which shows that the model is adequate.

Hypothesis 4: There is a significant difference across gender in terms of vigor, dedication,
absorption, and affective commitment

Hypothesis 4 was not supported since the tests of significance of the Student’s t-test

was greater than .05 (p >.05). There is no significant difference across gender in terms of vigor,
p = .84, dedication, p = .75, absorption, p = .23, and affective commitment, p = .59.
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3.6 Summary of Findings

Based on the data presented, the following is a summary of the findings of this study:

The dimensions of work engagement (i.e. vigor, dedication, and absorption) were found to
positively correlate with affective commitment, r = .67. Vigor, dedication and absorption were
found to lead to affective commitment among business and information technology faculty
members in the college, p = <.001, respectively. Adjusted R-squared is .42.

Age, vigor, dedication, and absorption were found to be positively correlated with affective
commitment, r = .67. Age moderated the dimensions of work engagement (i.e. vigor,
dedication, and absorption) leading to affective commitment among business and information
technology faculty members in the college, p = <.001, respectively. Adjusted R-squared is .41.

The number of years in service to the college, vigor, dedication, and absorption were also
positively correlated with affective commitment, r = .67. The number of years of service in the
college likewise moderated vigor, dedication, and absorption leading to affective commitment
among business and information technology faculty members in the college, p = <.001,
respectively. Adjusted R-squared is .41.

However, there is no significant difference across gender in terms of vigor (p = .84),
dedication (p = .75), absorption (p = .23), and affective commitment (p = .59), which is similar
to the findings presented by Hu, et al. (2019).

4. Conclusion

The results of this study affirm that the dimensions of work engagement — vigor, dedication,
and absorption — do lead to affective commitment and the findings are statistically significant,
similar to the findings in Yalabik et al. (2015) and many other literature previously presented
in this study. More importantly, the data reflects how faculty members of the business and
information technology programs are engaged and affectively committed to their teaching jobs.
The previously noted issues with faculty job performance may be attributed to the
unprecedented circumstances we are all in while in the midst of the pandemic.

An increase in age as well as in the years of service both appear to have significant
influences on work engagement, which is similar to the results of De Guzman and Dumantay
(2019), Hu, et al. (2019), and Schaufeli and Bakker (2004). There was also no significant
difference across gender, which means that the longer these faculty members work in the
institution, the more emotionally invested they become to the program and organization they
are serving, regardless of their gender.
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This study also demonstrated that a work-from-home setup and a fully online mode of
learning during a pandemic can result in positive work engagement and affective commitment
in a higher education institution. This is similar to the results of studies focusing on educational
contexts that had been completed before the pandemic (De Guzman and Dumantay, 2019;
Ogbuanya and Chukwuendo, 2017), and therefore supports the idea that teaching can be just
as meaningful online as it is in the pre-pandemic face-to-face modality.

However, it must be noted that because the sample size is too small, the generalizability of
these results on work engagement and affective commitment cannot yet be established for the
tertiary context. A more sizeable respondent population in subsequent replications and
investigations can help eliminate biases and give its results more weight.

For related future research, perhaps it would be good to explore the influence of other
variables such as educational attainment on work engagement and commitment in the academe.
Longitudinal studies tracking the same cohort's work engagement and affective commitment
over an extended period of time may also yield unexpected yet valuable results that otherwise
would go undocumented.

Also, due to the unpredictability of the COVID-19 pandemic and its resultant changes in
work setup, it may be wise to suggest to educational institutions to assess the work engagement
and affective commitment of their employees intermittently in order to really understand what
is happening at the ground level, and what nature of support their employees need in order to
continue to perform well even under changing circumstances and environments.

Likewise, it has become apparent that members of academic communities need to be the
focus of studies related to burnout and job demand-resources, too. Teachers are people, too,
and this pandemic has forced every single one of us to face our fragile mortality despite the
need to continue with our work and mission. It is important that educational institutions
acknowledge the humanity of their employees through fundamental reforms in policy and
practice to let them know that it’s okay not to be okay all the time.
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Appendix

Figure 2: Q-Q Plot of the control variables (age, gender and years of service), independent variables (vigor,
dedication and absorption), and dependent variable (affective commitment)
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