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ABSTRACT

	Nursing is one of the largest professions in the world, yet the nursing force is still insufficient for the healthcare demand. The commitment of nurses to their organization and level of work engagement are important factors that influence job retention and turnover. This research focused on the interplay between the nurses’ socio-demographic profiles, organizational commitment, and work engagement. Organizational commitment involves three components: affective, normative, and continuance, and work engagement involves three constituents: vigor, dedication, and absorption. Hence, this research investigated the nurses’ organizational commitment and work engagement in the three selected private hospitals in Puerto Princesa City in Palawan. The  descriptive correlational research design was utilized to gather and analyze the data. The questionnaire was adapted from the Organizational Commitment Questionnaire and the Utrecht Work Engagement Scale. The study findings revealed that while affective commitment remains strong across demographic groups, education level and age significantly influence normative and continuance commitments. High levels of work engagement characterized by vigor, dedication, and absorption were observed, with dedication showing a notable variance by sex. The findings indicated that all forms of organizational commitment correlate positively with work engagement, particularly affective and normative commitments. To enhance these dynamics, the study proposes a comprehensive training program focusing on educational initiatives, mentorship, gender inclusivity, and emotional intelligence to foster a supportive workplace culture and ultimately improve employee satisfaction and retention.
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1. INTRODUCTION

The nursing profession is the largest in the world and plays a crucial role in inter-professional health teams that strive to achieve universal health care (World Health Organization, 2020). Despite this prominence, nurses account for over half of the global health worker deficit (World Health Organization, 2022). In the Philippines, the nursing shortage is particularly acute, with an estimated deficit of around 106,000 nurses, a figure expected to rise to more than 120,000 and potentially approach 350,000 in the coming years (Ramos 2022; Devenreux 2023). This shortage complicates the recruitment and retention of nursing staff, hindering organizations from meeting their operational goals. Therefore, it is essential to develop strategies that enhance employee commitment, as higher levels of dedication among nurses are critical for the success of healthcare organizations (Gassas and Salem 2023).

One of the primary factors influencing nurses' decisions to stay or leave their positions is their organizational commitment. This commitment encompasses an individual's emotional, moral, and enduring dedication to their organization (Meyer and Allen 1991; Al-Oweidat et al. 2023). Affective commitment refers to the emotional attachment an employee feels towards their organization, while normative commitment reflects their sense of obligation to remain due to moral or social values. Continuance commitment is determined by the perceived costs associated with leaving the organization. Studies have shown a robust positive correlation between nurses' organizational commitment and their intention to remain in their jobs, indicating that higher levels of commitment increase the likelihood of retention (Bell and Sheridan 2020).

Another significant challenge faced by nurses is a lack of engagement in their profession, which can lead to decreased job satisfaction and negatively impact patient care. Engagement encompasses an employee's physical, cognitive, and emotional involvement in their work. Nurses who are fully engaged tend to be more productive, experience greater job satisfaction, and demonstrate a heightened dedication to their organizations (Tang et al. 2022). Moreover, a nurse's dedication to providing quality care can significantly influence their decision to stay with an organization. Despite their initial passion, many nurses consider leaving due to factors such as burnout, excessive workloads, inadequate staffing, lack of recognition, and limited advancement opportunities (Shah et al. 2021). This attrition can result in a significant loss of skilled nurses, exacerbating staffing shortages and compromising the quality of patient care.

Despite being the largest producer of nurses, there is growing concern about nursing turnover and retention, as research indicates that nursing shortages could adversely affect healthcare delivery (Limpin and Artiaga 2023). While much of the existing literature has focused on nurses' intentions to leave their profession or jobs, recent studies have shifted to exploring factors that influence nurses' intentions to remain in their current positions or organizations. Understanding the role of organizational commitment and work engagement is essential, as these factors can significantly impact nurses' decisions to stay or quit. By identifying the levels of engagement and dedication among nurses, organizations can gain valuable insights that enable them to foster a supportive environment, ultimately enhancing nurse retention in critical healthcare roles.

1.1 OBJECTIVES

The study aims to assess the relationship between organizational commitment and work engagement of regular staff nurses in selected private hospitals in Puerto Princesa City, with a focus on understanding how these factors relate to their overall engagement and dedication. 
Specifically, the research objectives include:
1. Analyzing the socio-demographic profiles of respondents, such as age, sex, marital status, education level, duration of employment, and monthly income, to provide context for further analysis;
2. Assess levels of organizational commitment through the dimensions of affective, normative, and continuance commitment, as well as to measure work engagement by examining vigor, dedication, and absorption; and
3. Explore the relationships between socio-demographic profiles, organizational commitment, and work engagement.

2. methodology

2.1 Design

The study utilized a descriptive correlational research design to characterize the sample and variables without manipulation. This design facilitated an examination of the socio-demographic profiles, organizational commitment, and work engagement of regular staff nurses. By exploring relationships between these variables, the study aimed to identify associations that could lead to strategies for enhancing nurses' well-being and professional commitment. The study employed a non-probability purposive sampling method, effectively focusing on regular nurses without managerial roles, which allowed for a deeper understanding of their experiences and perspectives. This approach was advantageous due to the homogeneous population, prioritizing detailed insights over generalization, while also being practical and cost-effective for efficient data collection and adequate representation of the regular nursing staff.

2.2 Population and Locale

The participants of the study were regular staff nurses employed in private hospitals in Puerto Princesa City, Palawan, while nursing managers, supervisors, leaders, and those with non-permanent or non-regular work status were excluded. The total sample size was calculated using Slovin's formula, applying a 95% confidence rate and a 5% margin of error. From a total population of 266 regular staff nurses across three hospitals, 160 were selected as participants through purposive sampling to ensure the inclusion of relevant regular staff nurses.

2.3 Data Gathering Tool

The research utilized a semi-structured questionnaire that was adapted and modified to meet the study objectives, consisting of three parts: socio-demographic questions, a questionnaire on organizational commitment (Meyer and Allen 1991), and the Utrecht Work Engagement Scale (Schaufeli et al. 2006). An introductory letter explaining the research's subject, intent, and goals was also included. A qualitative ratings were used to interpret the numerical data answered by the respondents, transforming numerical scores into descriptive categories to enhance clarity and meaning. 

The questionnaire were modified by adding statements in the organizational commitment questionnaire and Utrecht Work Engagement as suggested by the panel of experts during thesis pre-oral defense. It underwent a validation process by seeking experts to review the  statements added, achieving a content validity score of 0.92 from a panel of six experts, exceeding the acceptable threshold set by Polit et al. (2007), indicating that the items were relevant and accurately reflected the constructs being measured. Additionally, a reliability test via pilot testing of the questionnaire was conducted with 15 selected nurses yielded a Cronbach's alpha coefficient of 0.96, demonstrating excellent internal consistency. These validation and reliability measures confirmed the robustness of the survey instrument, thereby enhancing the credibility of the study's findings.

2.4 Data Collection and Analysis

Prior to initiating data collection for the research, the study underwent thesis concept approval by the panelists, validation review, and certification by the ethics committee. A request letter was secured from the Dean to allow the researcher to conduct the study, followed by obtaining approval from the medical directors of the selected hospitals in Puerto Princesa City, Palawan. After receiving these approvals, the researcher ensured that all research instruments, including informed consent forms, were complete before distribution. Due to the researcher being abroad, a nursing colleague served as a representative to administer the questionnaire, following ethical guidelines and instructions closely. To maintain confidentiality, studied participants completed the questionnaire in the absence of the researcher’s representative to prevent bias, and their anonymity was maintained by delivering the questionnaires in envelopes and alphanumeric encoding each data-gathering tool. Verification of the process was documented through photos, and the gathered data was scanned and sent to the researcher for tabulation.

Data analysis in the study involved applying various statistical techniques to derive insights from the quantitative data collected through the questionnaire, specifically focusing on the correlation between nurses' organizational commitment and work engagement. Descriptive and inferential analyses were conducted using frequency measurements and weighted means, with data organized in frequency tables and percentages to assess overall averages. The Chi-square test was to identify associations between categorical variables, while Spearman’s rho was used to examine the strength and direction of associations between variables, particularly for ordinal data or data with outliers, using a significance threshold of P ≤ 0.05. Finally, based on the analysis and findings, a proposed enhancement training program was presented, aimed at improving the identified areas of concern.

3. results

3.1 Socio-demographic profile of the studied participants

The socio-demographic profile of the studied participants revealed a predominantly young and female workforce. The largest age group was 21-25 years, comprising 33.8%, followed by those aged 31-35 years at 23.8%. The majority of the studied participants were female (76.3%), while males represented 23.8%. In terms of marital status, 60.6% were single, 38.1% were married or cohabitating, and a small fraction (1.3%) were widowed. Educationally, most hold a Bachelor of Science in Nursing (77.5%), with 19.4% pursuing a master’s degree. Employment duration showed that 30% have been employed for 1 to 3 years, while 23.1% have worked for 4 to 6 years. Regarding income, 67.5% earned between 20,000 to 30,000, followed by 25.6% earning between 10,001 to 20,000, indicating a relatively stable economic status among the studied participants. 

Table 1. Summary of the Socio-demographic Profile of the Studied Participants
	VARIABLE
	CLASSIFICATION
	NUMBER
	PERCENTAGE

	AGE
	21-25
	54
	33.8%

	
	26-30
	26
	16.3 %

	
	31-35
	38
	23.8 %

	
	36-40
	27
	16.9 %

	
	41-45
	9
	5.6%

	
	46-50
	2
	1.3%

	
	51-55
	3
	1.9%

	
	56-60
	1
	0.6%

	SEX
	Male
	38
	23.8 %

	
	Female
	122
	76.3%

	MARITAL STATUS
	Single
	97
	60.6%

	
	Married/ Cohabitating
	61
	38.1%

	
	Widowed
	2
	1.3%

	HIGHEST LEVEL OF EDUCATION
	Bachelor of Science Degree in Nursing
	124
	77.5%

	
	With units on master’s degree
	31
	19.4%

	
	Master’s degree
	5
	3.1%

	DURATION OF EMPLOYMENT
	Less than one year
	36
	22.5%

	
	1 to 3 years
	48
	30%

	
	4 to 6 years
	37
	23.1%

	
	7 to 10 years
	32
	2%

	
	More than 10 years
	7
	4.4%

	MONTHLY INCOME
	Less than 10,000
	2
	1.3%

	
	10,001 to 20,000
	41
	25.6%

	
	20,001 to 30,000
	108
	67.5%

	
	30,001 to 40,000
	9
	5.6%



3.2 Organizational commitment of the studied participants

The studied participants demonstrated varied levels of organizational commitment across the three types: affective, normative, and continuance. Affective commitment, which gauged emotional attachment, revealed strong pride in the organization (mean: 4.31) and a willingness to exert extra effort (mean: 4.11), with an overall weighted mean of 3.80, indicating general agreement. However, the studied participants were less inclined to make significant sacrifices for the organization (mean: 3.41). Normative commitment reflected a sense of obligation, with high loyalty (mean: 4.05) and responsibility (mean: 3.80), though feelings of guilt about leaving were lower (means of 3.36 and 3.28), resulting in a weighted mean of 3.57. For continuance commitment, the studied participants recognized the costs associated with leaving, with mean scores indicating awareness of personal and professional investments (ranging from 3.46 to 3.88) and acknowledging significant disruption (means of 3.74 and 3.88). The grand mean across all commitment types was 3.66, suggesting that the studied participants generally agreed with their commitment to the organization.

Table 2. Organizational Commitment of the Studied Participants

	Statement
	Mean
	Qualitative Rating

	Affective Commitment
	
	

	I am proud to tell people that I work for this organization.
	4.31
	Strongly Agree

	I am willing to put in a lot of extra effort for this organization.
	4.11
	Agree

	I would be very happy to spend the rest of my career with this organization.
	3.49
	Agree

	This organization has a great deal of personal meaning for me.
	3.83
	Agree

	I feel very attached to this organization.
	3.71
	Agree

	I feel like part of the family at this organization.
	3.84
	Agree

	I am willing to sacrifice a lot for this organization.
	3.41
	Neither Disagree nor Agree

	I am deeply committed to this organization.
	3.73
	Agree

	Weighted Mean
	3.80
	Agree

	Normative Commitment
	
	

	I feel morally obligated to remain with this organization.
	3.59
	Agree

	I believe it is important to be loyal to my organization.
	4.05
	Agree

	I would feel guilty if I left this organization, even if I had a better job offer.
	3.36
	Neither Disagree nor Agree

	My sense of obligation keeps me from leaving this organization.
	3.44
	Agree

	It is hard for me to imagine working for another organization.
	3.28
	Neither Disagree nor Agree

	I feel responsible for the success of this organization.
	3.72
	Agree

	I have a strong sense of duty to this organization.
	3.80
	Agree

	It is against my conscience to leave this organization.
	3.29
	Neither Disagree nor Agree

	Weighted Mean
	3.57
	Agree

	Continuance Commitment
	
	

	I would find it very difficult to leave this organization now.
	3.74
	Agree

	Too much of my life would be disrupted if I quit this job.
	3.88
	Agree

	My personal relationships would suffer if I left this organization.
	3.63
	Agree

	It would be very hard for me to start over in a new organization.
	3.48
	Agree

	I have made too many sacrifices to leave this organization now.
	3.63
	Agree

	I have too much invested in this organization to leave now.
	3.65
	Agree

	It would be very costly for me to leave this organization now.
	3.54
	Agree

	Staying with this organization is a matter of necessity for me right now.
	3.46
	Agree

	Weighted Mean
	3.63
	Agree

	Grand Mean
	3.66
	Agree



3.3 Work engagement of the studied participants

The studied participants exhibited high levels of work engagement across three key dimensions: vigor, dedication, and absorption. For vigor, nurses reported feeling energized and prepared to tackle challenges, achieving a weighted mean of 3.96. Similarly, in terms of dedication, they frequently found meaning and purpose in their work, reflecting a strong commitment to their roles and the organization's success, also with a mean of 3.96. Regarding absorption, the studied participants often become deeply immersed in their tasks, losing track of time, which resulted in a weighted mean of 3.86. Collectively, these dimensions contributed to a holistic engagement process, indicated by a grand mean of 3.93, demonstrating that nurses consistently experienced high levels of energy, dedication, and immersion in their work.

Table 3. Work Engagement of the Studied Participants

	Statement
	Mean
	Qualitative Rating

	Vigor
	
	

	I feel bursting with energy at work.
	4.00
	Often

	I start each workday feeling fresh and ready to tackle challenges.
	4.14
	Often

	My work gives me a boost of energy throughout the day.
	4.06
	Often

	Even after a long day, I still have the stamina to keep going.
	3.83
	Often

	Working on challenging tasks energizes me rather than drains me.
	4.01
	Often

	I feel physically and mentally revitalized after a productive workday.
	3.73
	Often

	My colleagues often comment on my high energy levels at work.
	3.95
	Often

	I find myself working late or putting in extra effort because I'm simply enjoying it.
	4.00
	Often

	Weighted Mean
	3.96
	Often

	Dedication
	
	

	I am enthusiastic about the work I do.
	4.00
	Often

	I find my work to be meaningful and purposeful.
	4.14
	Often

	I feel proud of the contributions I make through my work.
	4.06
	Often

	I am deeply invested in the success of my organization.
	3.83
	Often

	I go the extra mile for my work because I genuinely care about it.
	4.01
	Often

	I look forward to coming to work most days.
	3.73
	Often

	I feel inspired by the people I work with to give my best.
	3.95
	Often

	Even when faced with challenges, I remain committed to my work.
	4.00
	Often

	Weighted Mean
	3.96
	Often

	Absorption
	
	

	When I'm working on something I enjoy, I lose track of time.
	3.96
	Often

	My work can completely absorb me, making me forget everything else around me.
	3.64
	Often

	Hours can fly by without me noticing when I'm fully engaged in my tasks.
	4.01
	Often

	I often find myself so immersed in my work that I neglect to take breaks.
	3.86
	Often

	Challenges at work become like puzzles I'm excited to solve, not obstacles to overcome.
	3.71
	Often

	The flow of work can make me feel like I'm in a different world, completely present in the moment.
	3.67
	Often

	After finishing a particularly absorbing task, I feel a sense of satisfaction and accomplishment that lingers.
	4.08
	Often

	Finding opportunities for flow and absorption is one of the main reasons I enjoy my work.
	3.97
	Often

	Weighted Mean
	3.86 
	Often

	Grand Mean
	3.93 
	Often



3.4 Relationship between socio-demographic profile, organizational commitment, and work engagement of the studied participants

The studied participants' perceptions of organizational commitment revealed varied associations with socio-demographic factors. For affective commitment, no significant associations were found among age, sex, marital status, education level, duration of employment, or monthly income, as all P-values exceeded 0.05. This suggested that the studied participants' emotional attachment to the organization, reflected in their pride and willingness to exert extra effort, was consistent across demographic groups. In contrast, normative commitment showed a significant relationship with education level (P = 0.008), indicating that nurses with higher educational attainment felt a stronger moral obligation to remain loyal. For continuance commitment, significant associations were noted with age (P = 0.001) and education level (P = 0.001), implying that older employees and those with higher education perceived greater costs associated with leaving the organization, consistent with a mean score of 3.74 indicating difficulty in leaving. 

The relationship between socio-demographic profiles and work engagement, specifically in the dimensions of vigor, dedication, and absorption, revealed that factors such as age, sex, marital status, duration of employment, and monthly income did not significantly associate with vigor or absorption, as indicated by P-values above 0.05. This suggested that studied participants' feelings of energy and enthusiasm at work, as well as their immersion in tasks, remained consistent across various demographic groups. Both vigor and dedication received high weighted mean scores of 3.96, indicating that respondents generally experienced strong engagement irrespective of their backgrounds. However, dedication did show a significant association with sex (P = 0.045), suggesting differences in how male and female perceived their investment in work. Additionally, both vigor (P = 0.005) and dedication (P = 0.002) were significantly associated with education level, implying that respondents with higher education levels felt more energized and committed, likely due to greater opportunities for personal growth and meaningful work. The findings underscored the importance of education in enhancing work engagement, particularly concerning vigor and dedication.

Table 4. Relationship between Socio-Demographic Profile, Organizational Commitment, and Work Engagement of the Studied Participants

	Socio-demographic Profile
	Organizational Commitment
	χ²
	P-value
	Decision
	Utrecht Work Engagement
	χ²
	P-value
	Decision

	AGE
	Affective
	16.2
	0.756
	Not Significant
	Vigor
	185
	0.173
	Not Significant

	
	Normative
	194
	0.084
	Not Significant
	Dedication
	140
	0.781
	Not Significant

	
	Continuance
	343
	0.001
	Significant
	Absorption
	167
	0.126
	Not Significant

	SEX
	Affective
	1.2
	0.752
	Not Significant
	Vigor
	20.8
	0.653
	Not Significant

	
	Normative
	22.1
	0.571
	Not Significant
	Dedication
	34.4
	0.045
	Significant

	
	Continuance
	40.02
	0.064
	Not Significant
	Absorption
	17.6
	0.672
	Not Significant

	MARITAL STATUS
	Affective
	10.9
	0.092
	Not Significant
	Vigor
	34.8
	0.923
	Not Significant

	
	Normative
	36.5
	0.888
	Not Significant
	Dedication
	41.7
	0.569
	Not Significant

	
	Continuance
	59.4
	0.351
	Not Significant
	Absorption
	41
	0.513
	Not Significant

	HIGHEST LEVEL OF EDUCATION
	Affective
	5.45
	0.487
	Not Significant
	Vigor
	77.1
	0.005
	Significant

	
	Normative
	74.5
	0.008
	Significant
	Dedication
	76.4
	0.002
	Significant

	
	Continuance
	101
	0.001
	Significant
	Absorption
	42.1
	0.468
	Not Significant

	DURATION OF EMPLOYMENT
	Affective
	11.1
	0.518
	Not Significant
	Vigor
	106
	0.23
	Not Significant

	
	Normative
	116
	0.082
	Not Significant
	Dedication
	107
	0.08
	Not Significant

	
	Continuance
	134
	0.074
	Not Significant
	Absorption
	89.5
	0.32
	Not Significant

	MONTHLY INCOME
	Affective
	14.6
	0.104
	Not Significant
	Vigor
	71.5
	0.496
	Not Significant

	
	Normative
	88.7
	0.088
	Not Significant
	Dedication
	56.4
	0.793
	Not Significant

	
	Continuance
	90.2
	0.301
	Not Significant
	Absorption
	38.3
	0.994
	Not Significant



3.5 Correlation of organizational commitment and work engagement

The relationship between organizational commitment dimensions—affective, normative, and continuance commitment—and work engagement components—vigor, dedication, and absorption—revealed significant correlations, all with P-values less than .001, indicating a moderate positive relationship between commitment and engagement. Affective commitment, reflecting emotional attachment, had a strong correlation with vigor (0.66), suggesting that emotionally attached nurses exhibit higher energy levels. Similarly, it correlated with dedication (0.611) and absorption (0.546), indicating that such nurses were more committed and engrossed in their tasks. Normative commitment, which encompassed a sense of obligation, showed an even stronger correlation with vigor (0.694) and moderate correlations with dedication (0.549) and absorption (0.499), suggesting that loyal nurses maintained high energy and commitment. In contrast, continuance commitment, which reflected the perceived costs of leaving, showed moderate positive correlations with vigor (0.625) but weaker correlations with dedication (0.431) and absorption (0.399). This indicated that while continuance-committed nurses remained energized, their engagement might be less driven by emotional or moral factors and more by external necessities. Overall, affective and normative commitments were more strongly linked to work engagement than continuance commitment, highlighting that emotional and moral connections to the organization fostered greater employee engagement and enthusiasm in their work. 

Table 5. Correlation: Organizational Commitment and Work Engagement
	Organizational Commitment
	Work Engagement
	Spearman’s rho
	P-value
	Decision

	Affective
	Vigor
	0.66
	< .001
	Significant

	
	Dedication
	0.611
	< .001
	Significant

	
	Absorption
	0.546
	< .001
	Significant

	Normative
	Vigor
	0.694
	< .001
	Significant

	
	Dedication
	0.549
	< .001
	Significant

	
	Absorption
	0.499
	< .001
	Significant

	Continuance
	Vigor
	0.625
	< .001
	Significant

	
	Dedication
	0.431
	< .001
	Significant

	
	Absorption
	0.399
	< .001
	Significant



4. DISCUSSION

4.1 Socio-demographic profile of the studied participants

The socio-demographic profile of the studied participants indicated a predominance of younger individuals, particularly those age on 21 to 40, while older age groups were underrepresented. Supporting studies, such as those by Al-Haroon and Al-Qahtani (2020) and Falguera et al. (2022), highlighted the correlation between age and organizational commitment, suggesting that younger nurses may exhibit different commitment levels compared to their older counterparts. Gender-wise, the majority of the studied participants were female, which aligned with findings from Jain and Lamichhane (2020) that emphasized employees' dedication to their roles, regardless of sex, while Panchal et al. (2022) found no definitive link between gender and organizational commitment. The marital status of studied participants showed that most were single, with studies by Turan and Ali-Alah (2023) indicating that demographic factors like marital status can influence perceptions of problem-solving and organizational engagement. In terms of education, the majority hold a Bachelor of Science in Nursing, with some pursuing or having completed master's degrees; research by Neves et al. (2022) underscored the impact of academic standing on organizational commitment. Employment duration revealed that many of the studied participants had relatively short tenures, which Gassas and Salem (2023) noted can affect commitment levels, while income data suggested a positive correlation between pay and organizational commitment, as highlighted by Ahmed et al. (2023). Overall, these demographic factors significantly shaped the experiences and engagement of nurses within their organizations.

4.2 Organizational commitment of the studied participants

The organizational commitment of the studied participants was characterized by three types: affective, normative, and continuance commitment. Affective commitment reflected employees' emotional attachment and pride in their organization, highlighting a strong sense of connection and willingness to put in extra effort. This emotional bond was crucial for fostering a positive work environment, enhancing job satisfaction, and reducing turnover rates; however, the studied participants indicated some hesitance to make significant personal sacrifices for the organization, suggesting an area for improvement in organizational support. Normative commitment encompassed feelings of obligation and loyalty, revealing that while employees felt a moral responsibility to stay with the organization, they experienced less guilt about leaving, signaling that fostering a stronger culture of engagement could enhance their commitment. Continuance commitment reflected the perceived costs associated with leaving, with studied participants acknowledging the personal and professional investments they had made, which creates a sense of obligation to remain. Overall, the combined commitment levels suggested a positive organizational climate, where nurses felt attached and obligated to their workplace. Higher levels of commitment were linked to improved retention, job performance, and alignment with organizational goals, reinforcing the findings of Van Der Werf (2020) regarding the importance of recognizing and nurturing these commitment types to enhance organizational effectiveness.

4.3 Work engagement of the studied participants

The major aspects of the studied participants' work engagement were reflected in three key components: vigor, dedication, and absorption. Vigor represented the dynamic aspect of engagement, indicating that the studied participants felt energized and motivated in their roles, which not only enhanced individual performance but also contributed to overall organizational success. This enthusiasm was essential for fostering a committed and productive workforce, as engaged individuals typically exhibited higher levels of dedication and job satisfaction. Dedication, on the other hand, measured the commitment and enthusiasm of the studied participants had for their work, with the studied participants expressing a strong sense of purpose and meaning in their roles. This deep investment in organizational success aligned with findings by Sabetsarvestani et al. (2022), which emphasized that dedication in nursing encompasses an unwavering commitment to compassionate care and effective use of resources. Absorption reflected how deeply the studied  participants were immersed in their work, with often losing track of time due to their focus. This total involvement supported the behavioral approach to engagement, highlighting the importance of utilizing physical, cognitive, and emotional capabilities as noted by Michelli (2021). Overall, the high levels of engagement indicated that the studied participants were not only physically present but also mentally and emotionally invested in their tasks. Such engagement leads to improved job performance and greater organizational outcomes, reinforcing Smith's (2022) assertion that engaged employees view their contributions as meaningful and have a vested interest in their organization's growth and success.

4.4 Relationship between socio-demographic profile, organizational commitment, and work engagement of the studied participants

The chi-square analysis of organizational commitment revealed that affective commitment remained consistent across various socio-demographic factors, as no significant associations were found, indicating that the studied participants' emotional attachment to their organization was uniform regardless of age, sex, marital status, education, duration of employment, or income. In terms of normative commitment, a significant relationship was identified with education level, suggesting that the studied participants with higher educational attainment felt a stronger moral obligation to remain loyal to their organization, which aligned with findings by Neves et al. (2022) that emphasized the impact of academic standing on commitment. Additionally, continuance commitment showed significant associations with both age and education level, indicating that older and more educated participants of the study perceived greater costs associated with leaving the organization, which reflected their awareness of investments made in their roles. This finding was supported by Al-Haroon and Al-Qahtani (2020), who noted a positive correlation between age and overall organizational commitment. The implications of these findings suggested that organizations should consider these dynamics when developing retention strategies, recognizing that educational support and career development opportunities may strengthen employees' commitment to the organization.

The chi-square analysis examining the relationship between socio-demographic profiles and work engagement—specifically vigor, dedication, and absorption—revealed that factors such as age, sex, marital status, duration of employment, and monthly income did not significantly affect the studied participants' energy levels or their tendency to become absorbed in their tasks, indicating a consistent experience of engagement across diverse demographic groups. However, a notable relationship was found between dedication and sex, suggesting that men and women may differ in their investment in their work, which contrasted with findings from Jain and Lamichhane (2020) that suggested no differences based on gender. Moreover, both vigor and dedication showed significant associations with education level, implying that higher educational attainment correlated with increased energy and commitment at work. This could be attributed to greater opportunities for personal growth and meaningful work among more educated employees. The overall findings underscored the importance of education in enhancing work engagement, highlighting that organizations should foster educational development to boost employee motivation and dedication.

4.5 Correlation of organizational commitment and work engagement

The relationship between organizational commitment dimensions—affective, normative, and continuance commitment—and work engagement components—vigor, dedication, and absorption—revealed significant correlations, indicating that these constructs were interdependent and mutually reinforcing. Affective commitment, which reflected an emotional bond to the organization, was strongly associated with higher levels of vigor, suggesting that the studied participants who felt emotionally connected were more energetic and enthusiastic about their work. Similarly, normative commitment, characterized by a sense of obligation, correlated positively with vigor and showed that the studied participants with a strong sense of duty were likely to maintain high energy levels. In contrast, continuance commitment, which was based on the perceived costs of leaving the organization, had weaker associations with dedication and absorption, implying that while such of the studied participants might remain engaged, their motivation could stem more from necessity than from genuine attachment or obligation. Studies by Arcadio et al. (2023) and Rani et al. (2020) supported these findings, emphasizing that fostering emotional and moral commitment can enhance employee engagement and contribute to a positive workplace environment. The implication was clear: organizations should prioritize strategies that strengthen affective and normative commitment, as these dimensions were crucial for boosting employee engagement, well-being, and overall organizational success.

5. CONCLUSION

The analysis of respondents' perceptions of organizational commitment indicated that affective commitment remained robust across various socio-demographic factors, reflecting a consistent emotional attachment to the organization. Education level played a significant role in influencing normative commitment, with higher education linked to a stronger sense of moral obligation to stay loyal. Additionally, continuance commitment was associated with age and education, as older and more educated employees perceive greater costs of leaving. Work engagement, particularly in terms of vigor and absorption, was generally high across demographic groups, though dedication varies by sex, with both vigor and dedication positively correlated to education level. 

5. RECOMMENDATION

In response to these findings, a multifaceted enhancement program is proposed to strengthen organizational commitment and work engagement throughout the workforce. This program would prioritize educational development through tailored training and professional growth opportunities, as supported by Khan et al. (2020), who found that such initiatives enhance organizational commitment and job performance. Mentorship programs connecting experienced and less experienced staff can foster engagement and reduce turnover, as indicated by Akgerman and Sonmez (2020). Moreover, recognition and rewards are crucial for enhancing commitment and engagement, as noted by Wirama et al. (2022), promoting a sense of value among employees. Addressing gender differences in dedication through inclusivity workshops, as emphasized by Abun et al. (2020), would ensure that all employees feel valued and engaged. Lastly, incorporating initiatives that promote emotional intelligence and resilience can help sustain high levels of vigor and absorption, thereby encouraging continuous engagement across demographic factors. Ultimately, this comprehensive program aims to elevate organizational commitment and work engagement for all employees, fostering a more motivated and loyal workforce.
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