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Abstract

The main thrust of this study was to determine the sigmifitnpact of healthcare workers’ resilience level
on the organizational commitment level of Laguna Medical CeftéC). The descriptive-correlational
research design was used to determine the resilienceofelvellthcare workers at Laguna Medical Center
(LMC) in terms of personal competence, social competennglyfacherence, social support, and personal
structure. A survey questionnaire was used to gather datal®mespondents of the study who were chosen
by using the stratified random sampling technique. The meansé&e®roduct Moment Correlation, and
multiple regression analysis were used to interpret and &nthlyzdata gathered.

The study revealed that the level of resilience of heata workers in all variables used were very
high exceptin terms of social competence which was high. The study edsealed that the level of
organizational commitmenof healthcare workers in all variables used were liigherms of affective
commitment, continuance commitment, and normative commitmbaatntll hypothesis was rejected thus, a
significant relationship existed between the healthcare workers’ level of resilience and level of organization
commitment on all the variables used. The resiliencd t#vhe healthcare workers on the organizational
commitment as to personal competence had an impact on tlesiiveffcommitment thus the null hypothesis
was rejected.On the other hand, personal competence had no impact on continuanasoramative
commitment thus the hypothesis was rejected. The organizatiomabitment of the healthcare workers may
also be enhanced, The LMC may provide good benefits, professgwoath, and equal promotion
opportunities for every healthcare worker.

Keywords: Resilience, Resilience Scale, OrganizationalnGonent

INTRODUCTION

Public administration has to cope with the constant chanlgesh affect today's society and continue
to ensure citizens' well-being. Consequently, publictintftins should strengthen their capacity to manage the
unforeseen, namely, to become resilient to differguesyof shocks. The medical crisis that is threatening the
social and economic systems of countries as a restiieoforonavirus pandemic is a big shock for many
stakeholders, including government officials (OECD, 2020;iat®onal Monetary Fund, 2020). In reality,
public institutions are confronted with two significaiocks to which they must respond simultaneously: the
issues confronting national medical systems and tha@repnsoonomic crisis. The government must deal with
the repercussions of the coronavirus epidemic whileiaiptementing policies that will allow economies to
recover from this significant shock. This situation nettates flexibility and a strong ability to adjust ddic
in orderto minimize the impact and repercussiassnuch as feasible (Profiroiu & Nastaca, 2021).
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As it is, health is regarded as a state of completeigalysmental, social, and spiritual well-being
that includes following daily instructions and takingedise-prevention measures to maintain the body as
healthy as possible. Many people are impacted, buthieeith allows them to resist them, and thereby, they
attain physical fitness, feat ease, and go about their daily liasusual.

In addition, health care playan important partin promoting its value in humans. Medical
professionals and clinical researchers have expressederos regarding the effectiveness and
appropriateness of many existing and new medical practiespjte the fact that modern medicine serves a
huge number of people. For example, the evidence suppdnéngfficacy of many of these procedures is
frequently dubious and) many cases, completely nonexistent.

When COVID-19 strikes, a sufficient supply of nurses withriblet abilities is critical to mounting a
quick and compelling reaction to a pandemic. It createg alortage of skilled nurses and other medical
staffs that will serve as a front liner on the crutirale of medical emergencies. Hospitals reconfigure taits
oblige critically ill patients while diminishing and, some cases, taking out elective techniques and other
routine confirmations. In many countries, calls wenttouton-practicing nurses to return to the workforce.

As such, it is important to determine the organizatiaeaimitment of nurses as this is considered as
an emotional and psychological reliance on the orgaoiza#A committed employee/nurse for this matter
who is strongly committed and involves in work situatimyuld contribute more to the work settinig.
addition, resilience, which is explained and described esdpacity to rapidly recover from difficulties and
struggles, can perform at their best during crucial anderigifig times. These two can be recognized as the
adhesive that provides a vital bond between peopl@@gahizational goals (Keyvanlo, 2019).

In connection with these, the ongoing demands Labrague alod &antos (2021) said that nurses
were among the health professionals that were aorgfdowith burnout. In the United States, almost half
(49.6%) the of the health care workers, including nurses, f&.tent of workers identified being ill as a
result of their jobs, and the same missed work due tedlifleu, 2021). Moreover, during the pandemic's
second wave, 38.5 percent healthcare nurses had atelragge compassion fatigue.

With this in mind, the researcher wanted to learn natwaut the resilience of healthcare workers in
Laguna Medical Center, as well as the link betweerigese and organizational commitment, because
resilience and organizational commitment reduce thativegimpact on frontline nurses' job fulfiiment,
turnover intention, and quality of health cdre their assigned placdn addition, resilience-promoting
treatments may improve nurse work satisfaction andtiete as well as the standard of healthcare servic
given in their units. This study also aimed to serve asiiadation for building enhancement programs to help
nurses develop resilience and organizational comenitrim these tough times.

METHODS

The researcher used the Descriptive-Correlational desitin quantitative as approach. While
descriptive research might use a range of variablespigsts required to conduct the study. The three basic
goalsof descriptive investigations ate describe, explain, and validate study findings.

The data was gathered from Laguna Medical Center. The chseawill conduct the study in Sta.
Cruz Laguna due to the limited accessibility of the respuisdéaguna Medical Center is a Level Il hospital,
owned and operated by the Provincial Government of Laguadjdensed hospital under the Department of
Health (DOH), and is an accredited healthcare ingtituby the Philippine Health Insurance Corporation
(PhilHealth).

The respondent®f the study are the healthcare workers from Laguna Mediesdter. The
respondents will be chosen regardless of age, gendetalmand economic status. The healthcare workers
may be directly holding plantilla positions as Perman€nttractual, Casual, Contract of Service, and Job
Order and are workingsMedical Practitioners, under Medical Services, theillarg Services, the Nursing
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Services, and the administrative services.
The sourceof the questionnaires that were usedjuantitative research was Resilience Sdéate
Adults and the Organizational Commitment questionnaireslationto Organizational Commitment. The
researcher used a standardized questionrairan instrumentof the study. The standardized research
guestionnairecan be categorizedhs a personal competence questionnaire, social competensgogoaire,
family coherence questionnaire, social support questionramice personal structure questionndoe
independent variabl@n the other hand, the dependent variable questionnairbenttegorizedsaffective
commitment questionnaire, continuance commitment questi@aad normative commitment questionnaire.
The statistical treatments employed were the Mgamescribe the levebf resilience among
healthcare workerat Laguna Medical Centen terms Resilience Scaller Adults, and Pearson Product
Moment Correlatiorto show relationship between the lewélresilienceof healthcare workers and
organizational commitment. The five-point Likert soats usedor further interpretation of the results.

RESULTSAND DISCUSSION
The discussion follows the orderwhich the problem statements were presented
Tablel.1

Level of Resilience of Healthcare Workémgerms of Personal Competence

Indicators Mean Verbal
I nter pretation
1 | believein my own abilities. 4.64 SA/VH
2 Believing in myself helpmeto overcome difficult times. 4.55 SA/VH
3 | know that | succeed if | carry on. 4.59 SA/VH
4 | know howto reach my goals. 4.51 SA/VH
5 No matter what happens | always find a solution. 4.45 SA/VH
6 | amcomfortable together with other persons. 4.22 SA/VH
7 My future feels promising. 4.35 SA/VH
8 | know that | can solve my personal problems. 4.45 SA/VH
9 | am pleased with myself. 4.34 SA/VH
10 | have realistic planfor the future. 4.45 SA/VH
11 | completely trust my judgements and decisions. 4.38 SA/VH
12 At hard times | know that better times will come. 4.59 SA/VH
Composite M ean 446  SA/VERY HIGH

Legend:

5 - 4.20- 5.00 Strongly Agree/Very High 4-3.40 4.19 Agree/High 3-2.60- 3.39 Moderately
Agree/Moderately High
2 -1.80- 2.59 Disagree/Low  1-1.001.79 Strongly Disagree/Very Low

As shownin Table 1.1, the Level of Resiliena#f healthcare workerén Terms of Personal
Competence obtained a composite meah4f interpreted a¥ery High. Indicator number 1, stating that "I
believe in my own abilities" got the highest meaM @ interpreted ad/ery High. Meanwhile, indicator
number 6, which states that "I am comfortable togethttr other persons" attained the lowest mean of 4.22
interpreted a¥ery High also.

It implies that mosof the resilience levels of healthcare workers from bagMedical Center
(LMC) in termsof personal competence are very high since the nurseseatiticare workers are confident
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enough with their skills which will enable them to wenh their tasks efficiently and effectively. This also
implies that the healthcare providers are given entnaghing and have competent mentors in the work field.
Likewise, most of the healthcare workerspondents from LMC strongly agree that all indicatorsitatice
personal competenesresilienceof healthcare workers from 1 to 12 are very high.

The result is in line with the study of McAllister and McKinnon (as cited in Low, et al. (2019) entitled “Social
Support and Resilience to Stress” stated that the development of resilience in health professionals began with
training and practice, even during the undergraduate prodfarthermore, general intelligence, pliability,
positive identity, esteem support, coping strategies, spidgtraiection, and finding meaning in difficulty can
all be learned and enhanced through educational learringhould also providean opportunity for
practitioners to imitate on and learn from one anathedrk. Furthermore, seasoned professionals should
assist those joining the health professions to pesdive example, mentor, lead, coach, and motivters.

1.2 Social Competence

Table1.2

Level of Resilience of Healthcare Workéngerms of Social Competence

Indicators Mean Verbal
I nter pretation

1 | amgood gettingn touch with new people. 4.18 A/H
2 | easily established new friendships. 4.18 A/H
3 Itis easy for me to thinkf good conversational topics. 4.00 A/H
4 | easily adjust to new social milieus. 4.02 A/H
5 It is easy fometo make other people laugh. 3.96 A/H
6 | enjoy being with other people. 4.10 A/H
7 1 know howto start a conversation. 4.03 A/H
8 | easily laugh. 4.26 SA/VH
9 Itis importantfor me to be flexiblén social circumstances. 4.23 SA/VH
10 | experience good relations with both men and women. 4.15 A/H

Composite M ean 411 A/HIGH

Legend:

5 - 4.20- 5.00 Strongly Agree/Very High 4-3.40 4.19 Agree/High 3-2.60- 3.39 Moderately
Agree/Moderately High

2 -1.80- 2.59 Disagree/Low  1-1.001.79 Strongly Disagree/Very Low

Table 1.2 shows the resilience level of healthcankevs at LMC in terms of social competence. It
had a composite mean 4fl1 interpreted addigh. Indicator number 8 which states that “I easily laugh”
achieved the highest mean4o26 interpreted a¥ery High, meanwhile, indicator number 5 stating that “It is
easy formeto make othepeople laugh” attained the lowest mean .96 interpreted asligh.

The result implies that nurses in the hospitals have $igial competence which means that they are
able to communicate and collaborate witbo-workers. It also implies that the nurses have good
communication skills and that they are trained weetfansfer information clearly and effectively.

This is in line with the study conducted by Rilveria (2018) “Healthcare Workers: Work Stress &
Mental Health” healthcare workers had cheerful personalities and can laugh easily even with adversity.
Healthcare workers at Laguna Medical Center can easibhlalt indicates that these healthcare workers,
when stressed, can work efficiently and communicatk eatworkers and patients effectively - trying to be

happy.

WWw.ijrp.org



Mary Ann D. Basco / International Journal of Research Publications (IJRP.ORG) ‘.\ JJRP .ORG

ISSN: 2708-3578 (Online)

431

Table1.3

Level of Resilience of Healthcare Workers in teiwhsamily Coherence

Indicators Mean Verbal Interpretation
1 There is strong bonid my family. 4.65 SA/VH
2 | enjoy being withmy family. 4.71 SA/VH
3 In our familywe are loyal towards each other. 4.64 SA/VH
4 My family we enjoy finding common activities. 4.53 SA/VH
5 Even at difficult times my family keeps a positive outlool  4.60 SA/VH
on the future.
6 In my familywe have a common understandingsdfat’s 4.57 SA/VH
important in life.
7 There are few conflicts imy family. 3.99 A/H
Composite M ean 4.53 SA/VERY HIGH
Legend:

5 - 4.20- 5.00 Strongly Agree/Very High 4-3.40 4.19 Agree/High 3-2.66- 3.39 Moderately
Agree/Moderately High
2 -1.80- 2.59 Disagree/Low  1-1.001.79 Strongly Disagree/Very Low

The result implies that the respondents have a goodoredhtp with family members. This may
imply that work stress does not affect the famihatiehship or that the health care providers have a suppo
system that helps theto cope with work-related stress and be resila&mtork.

This is in line with the study of Cheng, et al. (2018), theplained that work and family were two
core parts of everyday life. In addition to fulfilling tiidnal family roles, nurses undertook high-frequency
night shiftsor irregular shifts, manage a high and intense workloadvanrl-associated risks, and assume
vital care-related responsibilities. When work and famile requirements were incompatible, work-family
conflicts often result. Work-family conflict was lelled as a kind of clashing expectation that took plac&whe
the burdens associated with work and family became dugatlg to balance. The two directions of conflict
were work to family, which occured when difficulties ainl affect the ability to fulfill duties at home, and
family to work, which occurred when problems at home affectedatiilityto perform dutiesat work.

Table1.4

Level of Resilience of Healthcare Workers in terms ef@dupport

Indicators Mean Verbal

I nter pretation
1 | have some close friends/family members who rezhe about me. 4.53 SA/VH
2 | have some friends/family members who back me up. 4.45 SA/VH
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3 | always have someone wicanhelpmewhen needed. 4.46 SA/VH
4 | have some close friend/family members who are gaahcouraging 4.45 SA/VH
me.
5 I amquickly notifiedif some family members get into a crisis. 4.35 SA/VH
6 | can discuss personal matters with friends/family members. 4.26 SA/VH
7 | have some close friends/family members who valuabiljties. 4.38 SA/VH
8 I regularly keegn touch withmy family. 4.43 SA/VH
9 There are strong bonds between my friends. 4.37 SA/VH
Composite Mean 4.41 SA/VERY
HIGH
Legend:

5 - 4.20— 5.00 Strongly Agree/Very High 4-3.40 4.19 Agree/High 3-2.606- 3.39 Moderately
Agree/Moderately High
2 -1.80- 2.59 Disagree/Low  1-1.001.79 Strongly Disagree/Very Low

The result implies that nurses in LMC have tremendoumlseapport. They feel that they are
secure and safe with the group and community they beldregeTs a presence of trusted people either family
or friends that they feel safe being around. The fiigsimay indicate that the nurses are happy and confident
with the people surrounding them.

The findings were in line with a study by to Zhang (2020)hanimpact of the COVID-19 Pandemic
on mental health and quality of life among residentsi&oting province, China: a cross-sectional study,
social support especially from close friends and familynguCOVID-19 pandemic played a part in helping
the individual feel sustained and share the emotionddfitetpwards the extreme events which individual was
experiencing.

Also, Feng and Ying’s (2021) study “Social Support and Hope Mediate the Relationship between
Gratitude and Depression Among Front-Line Medical Demas8imong Front-Line Medical Staff During
the Pandemic of COVID” stated that people feel loved and cared for when they uplifted others and focused on
the benefits they obtained from social resourcesprdiy to the study; hence, social relationships may
provide supporin timesof need.

1.5 Personal Structure
Table15

Level of Resilience of Healthcare Workers in teahBersonal Structure

Indicators Mean Verbal
I nter pretation
1 Rules regular routines makey daily life easier. 4.28 SA/VH
2 | keep upmy daily routines eveatdifficult times. 4.19 A/H
3 | preferto planmy actions. 4.29 SA/VH
4 | work best when | reach for goal. 4.38 SA/VH
5 | amgoodat organizing my time. 4.18 A/H
Composite Mean 4.26 SA/VERY HIGH

Legend:

5 - 4.20- 5.00 Strongly Agree/Very High 4-3.40 4.19 Agree/High 3-2.66- 3.39 Moderately
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Agree/Moderately High
2-1.80-2.59 Disagree/Low  1-1.001.79 Strongly Disagree/Very Low

Table 1.5 shows the resilience level of healthcavekers at LMC in terms of personal structure. It
obtained a composite mean4®6 interpreted a¥ery High. It appeared that indicator number 4 stating that
“I work best when I reach for goal” achieved the highest mean of 4.38 interpreted as/ery High, while
indicator number 5 which states that “I am good at organizing my time” got the lowest mean of 4.18
interpreted asligh.

The findings imply that nurses in LMC are organized amahkwhat to do ahead of time. This may
be a result of routine work and bedside care in the labsphey feel effective at work by planning ahead of
time. As working as a heathcare provider, changes akgétable, and planning the course of action can be
beneficialfor the nurses and patients.

As such, Ojo,et al. (2021) study,it stated that personal resources improved employees' self
perceived hopeful attributes and strengths, often throughdéivelopment of self-efficacy, resilience, or
optimism. Employees with a lot of personal resourcese wequired to assess their ability to complete job
demands quickly, trush positive outcomes, artak ableto meet their requirements by actively participating
in their organizational roles. In addition, employees’ traits and individual skills developed from daily routines
helped people endure stressed circumstances to attaintezkpmdsjectives or attain additional resources.
Likewise, in the same study personal resources were compokatistinctive traits like a sensef
independence, self-efficacy, and optimiaetomposuref their personality structure.

Problem Number 2: What is the level of healthcare workers’ organizational commitment in Laguna
Medical Center intermsof:

2.1 Affective Commitment
Table2.1

Level of Resilience of Healthcare Workengerms of Affective Commitment

Indicators Mean Verbal
I nter pretation
1 I'would be very happy to spend the rest of my career in this 4.04 A/H
organization.
2 | really feel as if this organization problems argown. 3.82 A/H
3 | feellike ‘part of my family” atthis organization. 4.07 A/H
4 T feel emotionally attached’ to this organization. 3.88 A/H
5 This organization has a great deal of personal medoinge. 4.00 A/H
6 | feel a strong sense of belongitagthis organization. 4.00 A/H
Composite Mean 3.97 A/HIGH

Legend:

5 - 4.20- 5.00 Strongly Agree/Very High 4-3.40 4.19 Agree/High 3-2.60- 3.39 Moderately
Agree/Moderately High
2 -1.80- 2.59 Disagree/Low  1-1.001.79 Strongly Disagree/Very Low

Table 2.1 shows the level of healthcare workers’ organizational commitment in Laguna Medical
Centerin termsof affective commitmentlt obtained a composite meah3.97 interpretecasHigh. Indicator
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number 3 stating that “I feel like ‘part of my family’ at this organization” received the highest mean of 4.07
interpreted agdigh. On the other hand, In indicator number 2 which states that “I really feel as if this
organization problem amay own” earned the lowest meaih 3.82 interpreted asligh.

The result implies that the nurses in LMC feel that theyreally a part of the organization. They
feel accepted and acknowledged by the organization. This rafses that LMC is taking care of their
employees as respondents feel loved and takerothgethe institution.

The result is in line with the study conducted by Meyer Alieh (1991 as cited in Gorgulu, &
Akilli, 2017) revealed that nurses in most hospitals in thaédd States wanted to stay at their organizations
and had a high level on how they feel affection forrtbeganizations. Employees were affectively devoted to
their company, which implies that they wanted to stasrd, were involved in the organization's goals,
believed that the organization's issues and successeshearewn, and were happy with their work. The
study also found that nurses during the pandemic were guiitinput extra effort in providing care for the
patients. Affective commitment, accordiri)g some expertscan mitigate the harmful effects of work
pressures on employee health and well-being. Others,eontlier hand, believed that devoted employees
were more likelyto have negative reactiotssuch circumstances than less committed employees.

2.2 Continuance Commitment

Table2.2

Level of Resilience of Healthcare Workers in terms of GQmoisthce Commitment

Indicators Mean Verbal
I nter pretation
1 It would be very hard fameto leave my jokat this organization right 3.93 A/H
now even if | wanted to.
2 Too much ofmy life would be disrupted if | leavay organization. 3.68 A/H
3 Right now, staying with my job at this organizatisraimatter of 3.88 A/H
necessity as much as desire.
4 | believe | have too few optiorte consider leaving this organization.  3.77 A/H
5 Oneof the few negative consequences of leavimgob atthis 3.72 A/H
organization wouldethe scarcity of available alternative elsewhere.
6 Oneof the major reasons | continue to wdok this organizations that  3.78 A/H
leaving would require considerable personal sacrifice.
Composite Mean 3.79 A/HIGH
Legend:

5 - 4.20- 5.00 Strongly Agree/Very High 4-3.40 4.19 Agree/High 3-2.66- 3.39 Moderately
Agree/Moderately High
2 -1.80- 2.59 Disagree/Low  1-1.001.79 Strongly Disagree/Very Low

Table 2.2 shows the level of healthcare workers’ organizational commitment in Laguna Medical
Center in terms of continuance commitment. It obtaiaecomposite mean @.79 interpreted aHigh.
Indicator number 1 stating that “It would be very hard for me to leave my job at this organization right now
even if I wanted to” yielded the highest mean of 3.93 interpreted asligh while indicator number 2 which
states thatToo muchof my life would be disruptedf | leavemy organization” achieved the lowest mean
3.68 interpreted as High.
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The result implies that although they feel loved and @faithie organization, working as a nurse and
being in the organization for so long makes it harder to cheaugeer path. As the practice has been agfart
their life and daily routine, they tend master the daily routine.

This is in accordance with the study of AstéuHag et al. (as cited in Soriano & Castanano, 2020),
involved a person's seeming need to stay with an orgasmizsince leaving would be costly. They made
mentioned that continuance commitment was the need toithethe institution due to the costs (term of
office, compensation, benefits, retirement pensions,family obligations, among other things) associated
with leaving. Furthermore, employees were devoted to thainess since they shared the same views and
values and would prefer to stay in order to contributdnéocompany. They also discovered that employees'
perceptions of the management business' organizational siygube favorable and significant impact on
their devotionto the company.

Table2.3

Level of Organizational Commitment of Healthcare Workeiterms of Normative Commitment

Indicators Mean Verbal
I nter pretation

1 Ido not feel any obligatioto remain withmy organization 3.38 A/H
(External).

2 Even ifit wereto my advantage, | do not feglwould be 3.72 A/H
right to leave.

3 | would feel guiltyif | left this organization now. 3.76 A/H

4  This organization deservesy loyalty. 3.98 A/H

5 | would not leavany organization right now becauserof/ 3.94 A/H
senseof obligation to it.

6 | owe a great dedb this organization. 4.01 A/H

Composite Mean 3.80 A/HIGH
Legend:

5 - 4.20- 5.00 Strongly Agree/Very High 4-3.40 4.19 Agree/High 3-2.66- 3.39 Moderately
Agree/Moderately High
2 -1.80- 2.59 Disagree/Low  1-1.001.79 Strongly Disagree/Very Low

The result implies that nurses in LMC have ethical ciments toward the association since
participation is seeas“the correct thingo do”.

According to the study by Fabiene and Kachchhap (2017), healthcare and inthestries,
organizational commitment, particularly normative cotmment, had a favorable link with employee
performance. In other words, employees who felt a feadingbligation and devotion to their employers
tended to perform better. As a result, a lack of comnmitrasnong employees increased their desire or action
to depart, lowering overall organizational performance.

Problem Number 3: Is there any significant relationship between the healthcare worker’s level of
resilience and the level of organizational commitment at LM C?

Table3
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Significant Relationship between the Level of Resiliemnd the Levebf Organizational Commitment

Variables Pear son Verbal T-Test Remarks  Decison
r Interpretation  Computed Tabular
Personal Competence 0.390 Small 7.433 1.96 With Reject
and Affective Correlation Significant Ho
Commitment Relationship
Personal Competence 0.256 Small 4.648 1.96 With Reject
and Continuance Correlation Significant Ho
Commitment Relationship
Personal Competence 0.290 Small 5.318 1.96 With Reject
and Normative Correlation Significant Ho
Commitment Relationship
Social Competence anc  0.381 Small 7.232 1.96 With Reject
Affective Commitment Correlation Significant Ho
Relationship
Social Competence ant  0.317 Small 5.866 1.96 With Reject
Continuance Correlation Significant Ho
Commitment Relationship
Social Competence anc  0.305 Small 5.621 1.96 With Reject
Normative Commitment Correlation Significant Ho
Relationship
Family Coherence and 0.326 Small 6.052 1.96 With Reject
Affective Commitment Correlation Significant Ho
Relationship
Family Coherence and 0.287 Small 5.258 1.96 With Reject
Continuance Correlation Significant Ho
Commitment Relationship
Family Coherence and 0.248 Small 4.493 1.96 With Reject
Normative Commitment Correlation Significant Ho
Relationship
Social Support and 0.331 Small 6.156 1.96 With Reject
Affective Commitment Correlation Significant Ho
Relationship
Social Support and 0.237 Small 4.281 1.96 With Reject
Continuance Correlation Significant Ho
Commitment Relationship
Social Support and 0.242 Small 4.377 1.96 With Reject
Normative Commitment Correlation Significant Ho
Relationship
Personal Structure anc  0.296 Small 5.438 1.96 With Reject
Affective Commitment Correlation Significant Ho
Relationship
Personal Structure anc  0.255 Small 4.628 1.96 With Reject
Continuance Correlation Significant Ho
Commitment Relationship
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Personal Structure and 0.266 Small 4.843 1.96 With Reject
Normative Commitment Correlation Significant Ho
Relationship
N =310

It implies that affective commitment is determined by ‘an employee’s personal choice to remain
committed to the organization via some emotional ideatifin with the organization.

According to GregoiRlaner’s (2019) research, employees who felt supported by their organization
were braced to "pay it forward" to the business and hdasied to connect with it. As a result, the entire
organization, as well as each management, should batk exaployee. If the employee perceived this
support, he or she will grow more attached to the compiryor she will provide more of their social
resources, including citizenship behavior.

As to Personal Competence and Continuance Commitment & lsanall correlation as manifested
by the computed Pearson’s r value of 0.256, since the computed t-test value of 4.648 was greater than the
tabular t-test value of 1.96 at 0.05 level of significarace it can be said that the paired variables had a
significant relationship and thus the null hypothesas wejected.

In the study made bRamarsari et al. (2021) revealed that continuance commitweshconsidered
as an employees’ desire to advance the institution because of consideration of sacrifices and losses that must
be paid if it left that institution. Also, continuance coritment formed on thevorker’s views of the losses
that will be obtainedf they did not continue working in the organization.

As to Personal Competence and Normative Commitmemagdita small correlation as manifested by
the computed Pearson’s r value of 0.290, since the computed t-test value of 5.318 was greater than the tabular
t-test value of 1.96 at 0.05 level of significance, hahcan be said that the paired variables had a significa
relationship and thus the null hypothesis was rejected.

According to the article published by Kaplan M., and Kaplan A., (2018) entitled “The Relationship
Between Organizational Commitmemid Work Performance: A Case of Industrial Enterprises,” had the goal
which wasto see how organizational commitment (affective commitmeormative commitment, and
continuation commitment) affected worker’s productivity. A total of 329 employees from enterprises in the
Konya Chamber of Commerce and Industry in Turkey weckided in the sample. According to the study,
normative commitment related to employees' value éolthsiness; also, employees with a high level of
normative commitment believed they should beladngthe organization. Furthermorén normative
commitment, employees' retention in the business whgeirted by their culture and work ethic, and as a
result, employees felt loyad the firm.

As to Social Competence and Affective Commitment, it hachall correlation as manifested by the
computed Pearson's r value of 0.381, since the calculatstviatae of 7.232 was greater than the tabular t-
test value of 1.96 at 0.05 level of significance, hencarithe said that the paired variables had a significant
relationship and thus the null hypothesis was rejected.

Early socialization into the organization correlated pediyi with attitudes of responsibility, and
peer group cohesion and attitudes toward the organizabiwelated strongly with commitment. Mercurio
(2017) cited early research that established affective conamitas a construct as leading to crucial inquiries
into the repercussions of low and high deg@esffective commitment.

As to Social Competence and Continuance Commitment, iatsdall correlation as manifested by
the computed Pearson's r value of 0.317, since the catttitest value of 5.866 was greater than the tabular
t-test value of 1.96 at 0.05 level of significance, heitcean be said that the paired variables have a
significant relationship and thus the null hypothesis wejected.

Accordingto the study conducted by Haf{2017) entitled “Relationship between Organizational
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Commitment and Employee’s Performance Evidence from Banking Sector of Lahore made mentioned that
Employees who feel heartened by their employer heedepatpit forward," and hence wanted to identify
with the company. As a result, the entire organizatem ,well as each management, should back each
employee. If an employee feels supported, he or she will lecoone attached to the organization and will
transfer moref their social resources to it, including citizenshatavior.

As to Social Competence and Normative Commitménhad a small correlatioas manifestedby
the computed Pearson's r value of 0.305, since the calctistidvalue of 5.621 was greater than the tabular
t-test value of 1.96 at 0.05 level of significance, hahcan be said that the paired variables had a significa
relationship and thus the null hypothesis was rejected.

According to the study conducted by Lizotet al. (2019)in “Perceived organizational factor,
internal marketing and organizational commitment in Univesity Teachers”. Said that affective organizational
commitment instituted that a wide variety correlatethwiffective commitment that appeared to be linked to
demographic traits and job experiences, laftivhich were positively associatéd performance, according
to the literature.

As to Family Coherence and Affective Commitment, il lsasmall correlation as manifested by the
computed Pearson’s r value of 0.326, since the computed t-test value of 6.052 was greater than the tabular t-
test value of 1.96 at 0.05 level of significance, hencartbe said that the paired variables had a significant
relationship and thus the null hypothesis was rejected.

According to the article by Mihalache (2021) entitled “Knowledge Hiding in Emergency Ambulance
Healthcare Settings: Its Mediating Role in the Relatidm between Organizational Support and Affective
Commitment and OrganizationaitZenship” mentioned that affective organizational commitment was noted
to be linked to a great form of correlations. Thedif® commitment was found to be relatively conneated t
work-related well-being in the literature. It was afeand to be related to both demographic variables and
work experiences.

As to Family Coherence and Continuance Commitment, itahsiwhall correlation as manifested by
the computed Pearson’s r value of 0.287, since the computed t-test value of 5.258 was greater than the tabular
t-test value of 1.96 at 0.05 level of significance, héhcan be said that the paired variables had a signific
relationship and thus the null hypothesis was rejected.

As to Family Coherence and Normative Commitment, it hahall correlation as manifested by the
computed Pearson’s r value of 0.248, since the computed t-test value of 4.493 was greater than the tabular t-
test value of 1.96 at 0.05 level of significance, hencaritbe said that the paired variables had a significant
relationship and thus the null hypothesis was rejected.

According to the study conducted by Benligiray and Sonmegitd in Afifl, 2018) mentioned that
Stress and work-family conflict were found to have a tiegaonnection with emotional commitment and
interlock with normative commitment. However, it was fouthdt there was no substantial link between
continued commitment and stress or work-family conhflic

As to Social Support and Affective Commitment, it had a be@telation as manifested by the
computed Peaaon’s r value of 0.331, since the computed t-test value of 6.156 was greater than the tabular t-
test value of 1.96 at 0.05 level of significance, hencartbe said that the paired variables had a significant
relationship and thus the null hypothesis was rejected.

As stated by Abunget al. (2021) entitled “Employee Treatment and Work Engagement: The
Philippines Context”, it was stated that the performance of employees in the workplace depended on their
perceived social support for the organization. For instapeople perceived positive images and feel proud to
affiliate with "their" organization and considered itteué or real organization." They developed their self-
esteem, sense of loyalty, and the desire to perfotterbend form affective bonds that benefited the whole
organization.
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As to Social Support and Continuance Commitment, it hswhall correlation as manifested by the
computed Pearson’s r value of 0.237, since the computed t-test value of 4.281 was greater than the tabular t-
test value of 1.96 at 0.05 level of significance, hencarntbe said that the paired variables had a significant
relationship and thus the null hypothesis was rejected.

The unifying point of organizational commitment componeassindicated by Hashmi, et al. (2021)
said that affective commitment enabled workers to wditigently, accepted their employers' aims and
objectives, and contributed to the organization's succesthahthe employees continued to remain in the
organization whatever they felt positive or negative. étife commitment should lead to increased job
satisfaction, increased commitment, and reduced turrfgeen & Igbal, 2020b).

As to Social Support and Normative Commitment, it had dlstoerelation as manifested by the
computed Pearson’s r value of 0.242, since the computed t-test value of 4.377 was greater than the tabular t-
test value of 1.96 at 0.05 level of significance, hencaritbe said that the paired variables had a significant
relationship and thus the null hypothesis was rejected.

The study conducted by Martini et al. (2018) found that a senethical obligation to be in the
institution was linked to normative commitment. The exgimes of normative commitment was based on
raising experiences received first in the family and timethe workplace, especially if faithfulness to one
organization mattered. The level of normative commitmeas defined by an individual's ideals and the
beneficial relationship between a company and itd@yeps.

As to Personal Structure and Affective Commitmernttaidl a small correlation as manifested by the
computed Pearson’s r value of 0.296, since the computed t-test value of 5.438 was greater than the tabular t-
test value of 1.96 at 0.05 level of significance, hencaritbe said that the paired variables had a significant
relationship and thus the null hypothesis was rejected.

As to Personal Structure and Continuance Commitment, iatsasall correlation as manifested by
the computed Pearson’s r value of 0.255, since the computed t-test value of 4.628 was greater than the tabular
t-test value of 1.96 at 0.05 level of significance, hehcan be said that the paired variables had a signtfica
relationship and thus the null hypothesis was rejected.

As stated by Abunget al. (2021) entitled “Employee Treatment and Work Engagement: The
Philippines Context”, it was stated that the performance of employees in the workplace depended on their
perceived social support for the organization. For instapeople perceived positive images and feel proud to
affiliate with "their" organization and considered itteue or real organization." They developed their self-
esteem, sense of loyalty, and the desire to perfotterbend form affective bonds that benefited the whole
organization.

As to Personal Structure and Normative Commitment, itehsighall correlation as manifested by the
computed Pearson’s r value of 0.266, since the computed t-test value of 4.843 was greater than the tabular t-
test value of 1.96 at 0.05 level of significance, hencaritbe said that the paired variables had a significant
relationship and thus the null hypothesis was rejected.

Halim et al. (2019) said that the individual performanceroployees strongly influences the success
of an organization. Every organization always tried tprowe employee performance to accomplish goals.
Performance was still a problem that management faceadministration needed to know the factors that
affected work performance One measwafeemployee performance was intellectual ability, whighs
supported by the ability to master, manage themselvesthandbility to build personal relationships with
others.

Problem Number 4. Does the redlience level of the healthcare workers singly or in combination
significantly impact or ganizational commitment in LM C?
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Problem Number 4: Does the reslience level of the healthcare workers singly or in

combination significantly impact organizational commitment in LM C?

Table4.1

Multiple Regression Analysis on the Level of Health Woskd?ersonal Competence

Variables Coefficients  Standard t-Stat P- Remarks Decison
Error Value
Intercept 40.65 1.9395 20.958 0.000
Affective 0.434 0.0908 4776 0.000 Significant RejectHo
Commitment
Continuance 0.011 0.102 0.107 0.915 Not Significant RejectHa
Commitment
Nor mative 0.101 0.101 1.001 0.318 Not Significant RejectHa

Commitment

Table 4.1 shows the impact of the resilience lesfekhe healthcare workers on organizational
commitment. It appeared that personal competence had an iompthatir affective commitment as it attained
a p-value of 0.000 which was lower than the critical pealf 0.05, thus the null hypothesis was rejected.

On the other hand, personal competence had no impachtnuance and normative commitment.
They obtained a p-value of 0.915 and 0.318 which were both higirerthe tabular p-value of 0.05, which
was why the hypothesis was rejected.

Basuki, et al. (2020) it discussed that the success of a companyeavily influenced by individual
employee performance. Every company stritedincrease employee performanite order to meetits
objectives. Management still has a problem with employeéormpeance; thus, they must understand the
elements that influenced employee performance. Intellectacity was one indicator of employee success,
which was bolstered by the ability to master and govaeself, as well as the ability to develop personal
interactions with others.

Multiple Regression Analysis on the LeadlHealth Workers: Social Competence

Variables Coefficients Standard  t-Stat P-Value Remarks Decision
Error

Intercept 26.616 2.004 13.278 0.000

Affective 0.360 0.094 3.840 0.000 Significant RejectHo

Commitment

Continuance 0.170 0.106 1.609 0.109 Not Significant  Reject Ha

Commitment

Normative 0.091 0.104 0.868 0.386 Not Significant  Reject Ha

Commitment

Table 4.2 shows the impact of resilience level of hiealthcare workers on the organizational
commitment. It appeared that social competence had artimpdheir affective commitment as it attained a
p-value of 0.000 which was lower than the critical p-vaiii@.05, thus the null hypothesis was rejected.

On the other hand, social competence hadmpacton continuance and normative commitment
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where they obtained a p-value of 0.109 and 0.386 which wehehigher than the tabular p-valoé 0.05
thus the hypothesis was rejected.

The study made by Gadecka, et al. (2018) showed that over 10% of the healthcare professionals’
population may have considerable difficuitycoping with everyday social situations. Another causg be
a lack of knowledge and nurse training regarding augmeatatid alternative communication. Furthermore,
based on the study nurses have the average predispositioto work with patients and to cope with various
social including professional situations.
Table4.3

Multiple Regression Analysisn the Level of Health Workers: Family Coherence

Variables Coefficients Standard Error  t-Stat P-Value Remarks Decision
Intercept 24.056 1.252 19.207 0.000

Affective 0.189 0.059 3.215 0.001 Significant Reject
Commitment Ho
Continuance 0.124 0.066 1.872 0.062 Not Significant  Reject
Commitment Ha

Nor mative 0.015 0.065 0.227 0.820 Not Significant  Reject
Commitment Ha

On the other hand, family coherence had no impact otinc@nce and normative commitment
where they obtained a p-value of 0.062 and 0.820 which wenéhigiter than the tabular p-value of 0.05 that
is why the alternative hypothesis is rejected.

According to the study "Relationship between senseobkrence, health, and work engagement
among nurses" by Aguilera, et al. (2018) emphasized that lifepseceived as ordered, manageable, and
meaningful globally. It was capable of dealing with strgssituations. People's coping abilities to deal with
everyday life challenges was measured by their sensetmrence (SOC). Understanding, managing, and
attaching significance to life events and the work mmvnent were all highlighted in enabling to cope with
adverse experiences. Many workplace stressors may Ipéesitn manage if registered nurses have a high
sense of family coherence, but the impact of thisesaor their self-reported health condition and work
engagement was uncertain. Nurses who scored high on {iveg feé coherence scale reported no work-
related family conflicts, improved health, and higheoductivity.

Table4.4

Multiple Regression Analysis on the Level of Health Work&wcial Support

Variables Coefficients Standard t-Stat P- Remarks Decision
Error Value

Intercept 29.968 1.722 17.404 0.000

Affective 0.307 0.081 3.807 0.000  Significant RejectHo

Commitment

Continuance 0.058 0.091 0.643 0.521  Not Significant Reject Ha

Commitment

Normative 0.047 0.090 0.526 0.600 Not Significant Reject Ha

Commitment

Table 4.4 shows the impacf resilience levelof the healthcare workersn the organizational
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commitment. It appeared that social support had an impatteanatfective commitment as it attained a p-
value of 0.000 which was lower than the critical p-valu@.85, thus the null hypothesis was rejected.

On the other hand, social support had no impact on cemaguand normative commitment where
they obtained a p-value of 0.521 and 0.600 which were bottehtgan the tabular p-value of 0.05 thus the
hypothesis was rejected.

According to the study of Othman and Nasurdin, (2019) entiti€dcial support and work
engagement: a study of Malaysiamrses” Nurses also played a significant rale representing the
organization's competency as frontline employees. Ratieappiness and perceptions of service quality were
influenced by their attitudes and behavior toward thempe8&isor support was found to be closely linked to
work engagement. Work engagement was fotmde unaffected by coworker support. Nurses' work
engagement was influenced by their bosses' support. Nurse mapgrshould receive more training and
knowledge updates on a yearly basis, and nurse mentoringum®ghould be developed to encourage more
supportfor nurses.

Table4.5

Multiple Regression Analysisn the Levelof Health Workers: Personal Structure

Variables Coefficients Standard Error  t-Stat P-Value Remarks Decision
Intercept 15.810 0.966 16.366 0.000

Affective 0.114 0.045 2.515 0.012 Significant RejectHo
Commitment

Continuance 0.058 0.051 1.129 0.260 Not Significant Reject Ha
Commitment

Nor mative 0.066 0.050 1.305 0.193 Not Significant Reject Ha
Commitment

Table 4.5 shows the impact of resilience level lod healthcare workers on the organizational
commitment. It appeared that personal structure had pacinon their affective commitment as it attained a
p-value of 0.012 which was lower than the critical p-vaii@.05, thus the null hypothesis was rejected.

On the other hand, personal structure had no impact mingance and normative commitment
where they obtained a p-value of 0.260 and 0.193 which bathehigher than the tabular p-value of 0.05
thus the hypothesis was rejected.

Shalaby, et al. (2018), care has been regarded as the morardéeheart' of nursing. Furthermore,
caring was the most important intellectual, theorettwaliristic, and core essential to nursing practices&u
supervisors and nurse peers' caring attitudes toward mlasesl an important role in developing connections
that created a good work environment. Taking care ofa@ng@ environment was recognizess the
overarching category. Caring through aiding and supportingngcdlhrough appreciating, and honoring
undeserved caring were also discovered as emerging categadcording to the research, nurses showed
caring behaviors toward their coworkers by getting tovkthem on a professional and personal level. These
actions lay the groundwofflar an environment that encouraged a consistent display of coropass
Problem Number 5: Based on the findings of the study, what resilience enhancement program may be
proposed?

A resilience enhancement program was proptséelp LMC healthcare workers.

Table5

Proposed Resilience Enhancement Program
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KEY RESULT OBJECTIVES STRATEGIEY TIME PERSONS SOURCE SUCCESS
AREA ACTIVITIES FRAME INVOLVED OF INDICA-
FUNDS TORS
*LMC « Topromote  Strategy (1): Strategy 1+ Batch 1- Company -« Resilience
employees the The Program, (Webinar Nurses & Approved level
presented to development of promoted through a series) shall doctors from 2021 among
have challenges a sound mind  series of webinar for be clinical wards Budget healthcare
in easily making and body LMC employees, launcted workers at
other people through aims to improve the by January <Batch 2- LMC has
laugh even if lectures, open resilience of the 31, 2022, Nursing Company been
they are ableto forums, healthcare workers following Aides and Approved amplified
get along well focused group by promoting the the four (4) hospital 2021 by 70% at
with their discussions anc development ofa  week helpers Budget the end of
colleagues; other follow-up sound mind and scheduleas the year;
* Despite the exercises body through plotted: * Batch 3-
family-like which will lectures, open Lab & Company < Employee
ambience at enlightenthe  forums, focused a. Week 1: Pharmacy Approved resignation
work, individual group discussions  Webinar—  Personnel 2021 rate has
employees do  understanding and other follow-up Mon, Wed, Budget been
not feel as if the of each exercises which will and Friday. -« Batch 4- decreased
organization’s participant on  enlighten the Eachday  Admin Company by 70% at
problems are how vital their  individual will have Personnel (1) Approved the endof
their own. roles, morals, understanding of two (2) 2021 the year;
*Only afewof and each participants on sessions » Batch 5- Budget
the employees  performances how vital their roles, morning Admin * Employee
believe that their are in the morals, and and Personnel (2) Company Recognitio
life would be overall success performance are in afternoon, Approved n boards
disrupted if they of the the overall success both 3 * Batch 6- 2021 has been
leave the organization.  of the organization. hours each. Admin Budget 100%
organization; *Toincrease  a Week 1: Webinar Personnel (3) visible and
and employee — “Emotional Safety Company maximized
» Majority of the  retention to in the Workplace” * Batch 7- Approved in key areas
employees still  30% for the Attendees will be Unit Heads; 2021 of the
do not feel any  next three able to identify the Budget facility;
obligation to months after different factors that * Batch 8-
remain with the the execution  triggers their Hospital Company -« Absences
organization. of the entire negative and Management Approved and
program; positive emotions in and Clinical 2021 tardiness
» To encourage the workplace. Department  Budget rates have
the They will be able to Heads. been
Managemento create a safe Company drastically
device an personal dimension **Life Coach  Approved reduced by
effective where they can Philippines; 2021 70% at the
measure on safeguard their and Budget end of the
how to provide emotions, hence year;
employee contributing to the **Resilience
recognition wellnessof other Institute. .
program and a people’s emotions Complaints
morein-depth  especiallyatwork. received
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analyzation of
the employee
promotion or
selection
program which
will lift
employee
morale.

b. Week 2:

Webinar -“Finding
Worth in Your
Work”

Through this
webinar, attendees
will be able to
realize, understand,
and appreciate their
personal worth in
the work place.
They will also be
able to set their
physical and
emotional
boundaries at work
hence preserving
and strengthening
their personal
resilience towards
work.

c. Week 3:
Webinar—
“Redefining stress
and staying calm
under pressure”
Understanding the
nature and the
causes of stress at
work will help the
individual in
creating an action
plan on how to stay
calm even under
pressure especially
during this time of
pandemic. This
webinar will help
workers to become
more accustomed
and aware of stress
triggers hence,
improving their way
of reacting and
improving their
state to eventually
eliminate stress in
their work area,
even in their
personal lives.

d. Week 4:

Company
Approved
2021
Budget

b. Week 2:
Webinar -
Mon, Wed,
and Friday.
Each day
will have
two (2)
sessions
morning
and
afternoon,
both 3
hours each.

Company
Approved
2021
Budget

c. Week 3:
Webinar—
Mon, Wed,
and Friday.
Each day
will have
two (2)
sessions
morning
and
afternoon,
both 3
hours each.

has been
reduced by
70% at the
end of the
year;

* The
number of
medical
supplies
requested
has been
reduced by
30% at the
end of the
year as
employees
are no
longer
hiding
them from
their
colleagues.
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Webinar—

“Resilience for

Leaders” Company
This webinar Approved
focuses on empathy 2020
influence, and team Budget

chemistry, designed
specifically for

leaders. This is will d. Week 4:
help improve and Webinar—
edify the Mon, Wed,
effectiveness of and Friday.
leadership in order Each day
to create a will have
harmonious and two (2)
healthy work sessions
environment, which morning
eventually and
minimizes stress in  afternoon,
the workplace. both 3
hours each.

CONCLUSIONS

The following conclusions were formed based on the &uhove-mentioned findings:
That healthcare employees are optimistic about thesppas. They feel confident in their ability to

succeed in the future. Similarly, they believe that wtetdwappened, they could solve it on their own.
Healthcare personnel have a high level of social compgteThey might laugh while doing their jobs
because they believe that social competency is essfemtizing adaptable in their profession.

That healthcare workers at LMC have a very high leveksifience. However, there are few family

conflicts that might affect performing their duties andpmnsibilities as healthcare workers at LMC. With
social support, LMC healthcare workers have a very highl lef resilience. They are adaptable to any
situation that may emerge while carrying out their dutiesl responsibilities. Similarly, they have a
wonderfulfamily/friend’s relationship that helps thetm be supportivén all aspects of life.

That LMC healthcare employees have a high level of mizgdonal commitmenin terms of

normative commitment. LMC healthcare employees canimaplg quit their professions since they are
obligated and accountable to carry out their tasks aspbnsibilities. Similarly, they believe that the LMC
does not deserve for its employees to resign without pagoedination with management simply.

That a significant relationship exists between persaoahpetence, social competence, family

coherence, and social support among the organizational ibormh of the LMC Healthcare workers in terms
of affective commitment, continuance commitment, aominative commitment.

That the proposed Resilience Enhancement Programhelp nurses develop resilience and

organizational commitmer these tough times.

RECOMMENDATIONS

Based on the conclusion drawn, the researcher wdwddirecommends the following:
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LMC may maintain the high level of social competency of their healthcare workers’ resilience,
especially since they can laugh while doing their jolbgs Thay be done by promoting and providing a good
work atmosphere for the healthcare workers, Howeveretieea need to enhance/improve the indicators
identified as high.

LMC may include certain interventions to mitigate or adsirizsnily conflicts of the healthcare
workers as it affects the performance of their employ&ks may be done by organizing and conducting
webinars about.

LMC may maintain the very high level of resiliencetloéir healthcare workers in terms of social
support. It may be recommendedo design and provide suitable and manageable time scheduatbs
workloadsto healthcare workerfer themto have quality time with friends and loved ones.

LMC may improve or enhance the affective commitment of their healthcare workers’ organizational
commitment. Thus, the LMGmay provide good benefits, professional growth, and equaimgtion
opportunitiedor every healthcare worker.

The proposed Resilience Enhancement Progreaybe adoptedo help nurses develop resilience
and organizational commitmeintthese tough times.

Future researchers may use this research as refa®mary study that deals with the concepts
similar to the current study. They may want to explorestotiactors that affect their resiliency toward
organization commitment.

WWw.ijrp.org



JRP.ORG

Research Publicatic
8-3578 (Online)

447

Mary Ann D. Basco / International Journal of Research Publications (IJRP.ORG) @ ;

WWw.ijrp.org



Mary Ann D. Basco / International Journal of Research Publications (IJRP.ORG) @ JJRP .ORG

ISSN: 2708-3578 (Online)

448

Acknowledgements

It is the researcher’s privilege to express her gratitude to all those people who extended their time,
hands, hearts, and minidismaking this research possible.

First and foremost, the researcher would likethank God Almighty who has provided
everything that she needed; strength, patience, couragggmiand guidance all throughout the course of
this study.To Godbethe Glory!

Theresearcher’s sincerest gratitude goes to her adviser and statisficiaRamir R. Larino, for
the continuous suppoifor her Master’s Degree study and researdby his patience, motivation, and
enthusiasm anfbr giving his relevant comments, suggestions, and ideafoastiaring his expertise and
guidanceon the statistical treatment ustmt the data results that enhanced the quality of herndsstudy;

She would like to express her heartfelt thanks to her sisté best friendulce M. Biticon, for
her support, financially, emotionally, and unendimglerstanding which truly inspired hter strive harder
to finish her study. Without her cooperation, this stiglgat feasible;

The researcher is also thankful to titeff of Laguna Medical Center, who gave their full
supportin orderto conduct this study, without their cooperation, this stuillynet be achievable;

Mr. Alfredo Perez Jr, the Dean of Graduate Studies, for his moral support,verds of
encouragement to finish this research paper;

The PanelistsPr. Ma. Lorena M. Tagala, Dr. Chester Alexis Buama and Dr. Fernando
Pendon 111, for their positive criticisms and generous considenatibat made the study more credible and
valuable;

Dr. Claudette R. Gabrillo andDr. Arlene C. Abalos, for the encouragement they gave the
researcher, enabling htercontinue her study even during difficult times;

Marievic B. Cao, for giving her full support time and effad finish the reseach.

NanayEva Biticon, for giving the researcher a comfortable working plecénish her paper;
and

The ever-proudnother, sister, and brothers Demetria D. Basco, Cecily Cenidoza, Ernesto
Cenidoza, Mark Camall Cenidoza, Kayeil Cayl Cenidoza and Dane-Erich Cenidoza, for their prayers,
assistance, and moral and financial support to finish not only this research paper but also her Master’s
Degree.

MDB

WWw.ijrp.org



Mary Ann D. Basco / International Journal of Research Publications (IJRP.ORG) ‘.\ JJRP 'ORG
ISSN: 2708-3578 (Online)

449

REFERENCES

Abun., D.,etal. (2020). Employee treatment and work engagement: Tilipditie context. Proteus Journal,
ISSN/elSSN: 0889-6348, Volume 11 Issue 10 2020,
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3780567

Afifl, A.H. (2018). The relationship between perceived amigational supports with job satisfaction and
organizational commitmenat faculty membersof universities. Hypnosis A Journalf Clinical
Neuroscience and Psychopathology; Sleep Hypn. 2018 Dec29{493
http://dx.doi.org/10.5350/Sleep.Hypn.2018.20.0164

Aguilera, M., et al. (2018). Relationship between senseobérence, health and work engagement among
nurses. https://onlinelibrary.wiley.com/doi/abs/10.1111jdtP848

Anand, A., & Vohra, V. (2019). Alleviating employee work-family conflict: rolef organizations.
International Journal of Organizational Analysis.

Alnazly E, et al. (2021). Anxiety, depression, stresar fand social support during COVID-19 pandemic
among Jordanian healthcare workers. POME 16(3): e0247679.

Al-Haroon HI, Al-Qahtani MF. (2020). Assessment of organizatioagmitment among nurses in a major
public hospital in Saudi Arabia. J Multidiscip Healthc. 2020;13:519-526
https://doi.org/10.2147/IJMDH.S256856

Asif M., et al. (2019). Ethical leadership, affective comneitrtp work engagement, and creativity: testing a
multiple mediation approach. https://www.mdpi.com/2071-1050/11/16/4489

Basuki, S., et al. (2020). Performance analysis of fera@ployees in the Covid-19 pandemic period: The
Effects of readinesdor change and effectivenessf transformational leadership. Solid State
Technology, 63(1s), 20217. http://www.solidstatetechnology.us/index.php/JSST/aftiew/7

Bell, J.C. (2022). The simple guide to understanding quantitatetaods of inquiry. University of Louisiana
at Monroe, USA, DOI: 10.4018/978-1-7998-8848-2.ch013

Bozorgi, Z. & ShamshirgaranM. (2018). effectiveness of positive trainiog social competence and health
hardiness in nurses. https://ppls.ui.ac.ir/article_21335.htmihytp:ui.ac.ir/article_22993.html?lang=en

Bothma, M. (2020). The effect of affective and normative commitmamthelping behaviouin different
online  contexts. SA  Journal of Information Management, 22 (1). DOl:
http://doi.org/10.4102/sajim.v22i1.1190

Celik, I., et al. (2018). The investigation on physiediication teacher candidate’s resilience, tenacity and
motivation levels. Journalf Education and e-Learning Reseanhn3 p174-178 2018

Cheng, S.-Y., et al. (2018). Sleep quality mediates tltiarkhip between work-family conflicts and the self-
perceived health status among hospital nurdedurs. Manag. 2018, 27, 3&87. [Google Scholar]
[CrossRef]

Chiazor,A.,etal. (2018). Distributive justice and organizational commithiie Rivers State civil service.
International Research Journal; Volume 10, Issues 4&5,PP27-47, 2360+9718.

Damarsari, R.E., et al. (2021). Affective commitment, carthce commitment, normative commitment, and
turnover intention in shoes industry. Annals of R.S.CIBSN:1583-6258, Vol. 25, Issue 3, 2021,
Pages. 1937-1945. https://www.annalsofrscb.ro/index.php/jouricdéanew/1640/1381

Debska, G.get al. (2017). Sensef coherence vs. Mental lodad nurses workingat a chemotherapy ward.
https://www.researchgate.net/profile/Milan-Tucek-
2/publication/316003689_Pressure_Pain_Sensitivity Marker_for_Stress imdfeé8eneral_Health/lin
ks/5eb90f64a6fdcclfldd0072d/Pressure-Pain-Sensitivity-Mdoketress-Affecting-General-
Health.pdf

Estigoy, E., & Sulasula, J., (2020). Factors affecting engglayommitmentin the workplaceAn analysis.

WWw.ijrp.org



Mary Ann D. Basco / International Journal of Research Publications (IJRP.ORG) ‘.\ IJRP.ORG

Inte escarch Public
ISSN: 2708-3578 (Online)

450

Journal of Education and Practice; ISSN 2222-1735 (Paper) ISSN 2222{Z38e) Vol.11,
No.27, 2020.

Fabiene, E.E. & Kachchhap, S.L. (2017). Determinantengfloyee’s commitment among healthcare
professionals. International Journal of Academic RebearcAccounting, Finance and Management
Sciences, Vol6, No. 2. DOI: 10.6007/IJARAFMS/v6-i2/2038

Faraji, A., et al. (2019). Evaluatiorof clinical competence and its related factors amt@y nursesin
Kermanshah- Iran: A cross-sectional study. Internatidoarnalof Nursing Sciences 6 (2019) 421e425.

Feng, L., & Yin,R. (2021). Social support and hope mediate the relationship dretgratitude and
depression among front-line medical depression amonglfnentmedical staff during the pandenat
COVID. Front. Psychol.10 March 2021. DOI: https://doi.org/10.3389/fpsyg.2021.623873

Gadecka, W., et al (2018). Social competence of mental health nurses.
https://www.sciencedirect.com/science/article/abs/pE801315000156

Gorgulu, O. O & Akilli, A. (2017). The determination of thevels of burnout syndrome, organizational
commitment, and job satisfaction of the health wisksliger Journal Clinical Practice, 20, 48-56.

Grego-Planer (2019). The relationship between organizatimmamiment and organizational citizenship
behaviordn the public and private sectors. https://www.mdpi.com/20030/11/22/6395.

Gulzar, R. (2021). Understanding the relationship betweetincamce commitment (Fear of Loss) and
employee’s job performance. Fenda Communication and IT. International Journal of Management
(IIM) Volume 12, Issue 3, March 2021, pp.1118-1129, Article ID: IIM_12_03_10#aBlaonline at
ISSN Print: 0976-6502 and ISSN Online: 0976-6510 DOI: 10.34218/1IIM202B.105

Hafiz, A. (2017). Relationship between organizational commitment and employee’s performance evidence
from banking sector of Lahore. Arabian Journal of Busiresd Management Review, Vo. 7, Issue 2,
pp. 1-7.

Halim., P. et al. (2019). Competence and commitment tworkathat impact performance in organozations.
https://osf.io/preprints/inarxiv/39fje/

Hashmi, A., et al. (2021). The rolef coordination, decision making and special data infrastructure
the disaster managemeimt Pakistan: Moderating role of information system. Revief Applied
Management and Social Sciences, 4(1), 79-91.

Kaplan, M., & Kaplan, A., (2018). The Relationship betweerganizational commitment and work
performance: A case of industrial enterprises. Journ&cohomics and Social Development (JESD)
Vol. 5, No.1, March 2018.

Khan,A. J., & Igbal, J. (2020b). Training and employee commitment: The Social Exgh&erspective.
Journal of Management Sciences, 78B}100.

Karami A, et al. (2017). Nurses' professional competamclorganizational commitment: Is it important for
human resource management? PLoS One 2017;12(11):e0187863. httpg/idoild71/
journal.pone.0187863.

Keyvanlo Z, et al. (2019). A survey of relationship betvgd satisfaction with organizational commitment
and its influencing factorsin employees of Sabzevar éisity of Medical Sciences. J Sabzevar Univ
Med Sci. 2019;26(5):6126.

Kodikal, R., & Suresh, S. (2017). SEM approach to explore ifgkbalance: A study among nurses of
multispecialty hospitals. Sahyadri JournAManagement (SJOM), 1;-17.

Labrague, L. & de los Santos, J. (2021). Resilience as aatoethetween compassion fatigue, nurses' work
outcomes, and quality of care during the COM®- pandemic.
https://www.sciencedirect.com/science/article/pii/S0897189721000835

Leineweber, C., et al. (2019). Nurses' practice environarhivork-family conflict in relation to burn out: a
multilevel modelling approach.

WWw.ijrp.org



Mary Ann D. Basco / International Journal of Research Publications (IJRP.ORG) ‘.\ IJRP.ORG

Inte escarch Public
ISSN: 2708-3578 (Online)

451

https://journals.plos.org/plosone/article?id=10.1371/journal.pone.009699

Lizote, Z.A., et al. (2019). Perceived organizationaldadhternal marketing and organizational commitment
in Univesity Teachers. Revista Pensamento Contempm@meAdministracdo, vol. 13, nim. 2, 2019,
pp. 88-107 Universidade Federal Fluminense Ride Janeiro, Brasil;, DOI:
https://doi.org/10.12712/rpca.v13i2.28209

Loomis, G. W., (2019). The development of resilience asiiercy instrument using factor analysis. The
University of Utah., Copyright © Geoffrey William Loomiz019.
https://www.proquest.com/openview/430d50658c0fb38cb2fch977457564b5/1?pQg-
origsite=gscholar&cbl=18750&diss=y

Low, R., etal. (2019). Learningo bounce back: A scoping review about resiliency ; PabtsOnline:May
21, 2019https://doi.org/10.3928/01484834-20190621-

Lu, J.(2021). Burnoutasa form of mental health problem among nurseshe Philippines.
https://www.cambridge.org/core/journals/european-psychiatigi@burnoutasa-form-of-mental-
health-problem-among-nursesthe-philippines/F73644FC8F5943C7B1992B7AE2556EAQ

Maben, J., & Bridges). (2020). covid-19: Supporting nurses' psychological and méetath. journalof
clinical nursing, 29(15-16):2742- 2750. https://doi.org/10.1111/jocn.15307

Martini., I., et al. (2018). The influence of competency ompleyee performance through organizational
commitment dimension. IOSR Journal of Business and Managie(IOSR-JBM)e-ISSN: 2278-487X,
p-ISSN: 2319-7668. Volume 20, Issue 2. Ver. VIII (February. 20ABR9-37 www.iosrjournals.org

Mihalache M., & Mihalache O.R., (2021). How workplace supfuetCOVID-19 pandemic and personality
traits affects changes in employees’ affective commitment to the organization and job-related well-
being. https://onlinelibrary.wiley.com/doi/epdf/10.1002/hrm.22082.

McCombes, Sh. (2020). Descriptive Research. Scribber./hitpsv.scribbr.com.

Mercurio, Z. (2017). Affective commitment as a core essefiggganizational commitment: an integrative
literature review; Human Resource Development Reviéslyime 14, Issue 4, December,2015, Pages
389-414; https://doi.org/10.1177/1534484315603612

Murphy, K. & Blake A., (2021) Social class as a moderafopasitive characteristic and subjective well-
being: A test of resilience theory. December 2021, Springer Nature Stetmb
https://doi.org/10.1007/s41042-022-00061-7

Nobahar, M. (2016). Competence of nurses in the intensive cardiac care unit.
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC4930260/

Nurjayanti, A., & TajangandJ. (2021). Social competence and compensdatoremployee performance
through public services the office of women's empowerment, child protection, pajuaontrol, and
family planning. Proceedings of the 11th Annual Internationalf€@ence on Industrial Engineering and
Operations Management Singapore, March 7-11, 2021chrome-
extension://efaidnbmnnnibpcajpcglclefindmkaj/viewer.html?pdfut263A%2F%2Fwww.ieomsociet
y.org%2Fsingapore2021%2Fpapers%2F1287.pdf&clen=980329&chunk=true

Ojo, A.O.,etal. (2021). Examining the predictan§ resilience and work engagement during the COVID-19
Pandemic. Sustainability, 13, 2902. https://doi.org/10.3390/su13052902

Orlando, E..et al. (2019). The affective commitmenf academicsn a universityin Botswana.
https://academicjournals.org/journal/lJEAPS/article-abstract/66631E2606

Othman,A. & Nasrudin,N. (2015). Social support and work engagement: a stfdylalaysian nurses.
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1365-2834.2015.01448.x

Prime, H.,etal. (2020). Risk and resilien@e family well-being during the COVID-19 pandemic. American
Psychological Association, Vol. 75, N®.631-643. http://dx.doi.org/10.1037/amp0000660

Poulose S., & SudarsanN. (2018). Work Life Balance: A Conceptual Review.

WWw.ijrp.org



Mary Ann D. Basco / International Journal of Research Publications (IJRP.ORG) ‘.\ JJRP .ORG

ISSN: 2708-3578 (Online)

452

emanticscholar.org/paper/Work-Life-Balance%3A-A-ConcepRaliew-Poulose-
Sudarsan/473281673d2e1e80f3d08e893d889860ff27e2aa

Ratiu, L., et al. (2021). Knowledge hiding in emergency ambulaeeéhcare settings: its mediating role in
the relationship between organizational support and taffeccommitment and organizational
citizenship. Licensee MDPI, Basel, Switzerland. Rep. 2021983-980. https://doi.org/10.3390/

Rilveria, J.R.C. (2018). The Development of the Filipino @Ggbtrategies Scale. Asia-Pacific Social Science
Review 18(1). Pp. 111-126.

Robertson, H. D. (2016). Resilience of primary healthcesfegsionals: A systematic review. British Journal
of Geneal Practice. https://bjgp.org/content/bjgp/66/647/e423.full.pdf

Rodriguez, M. R- (2020). A study of information technology protesss in healthcare and higher education
perceived quality of relationship with their leaders ait&l effects on follower organizational

commitment during the COVID-19 pandemic
Resilience%20and%200rgcomm/organizational%20commitment%20in%20time84&patndemic.p
df

Samios, C., et al. (2019). Stress, savoring, and coping:rdle of savoring in psychological adjustment
following a stressful life event. https://doi.org/10.1002/8814

Salisu I. & Hashim, N. (2017). A critical review of seslused in resilience research. IOSR Journal of
Business and Management (IOSR-JBM) e-ISSN: 2278-487X, p-ISSN:758®-Volume 19, Issue 4.
Ver. Il (Apr. 2017),PP23-33 www.iosrjournals.org

Satoh, M., et al. (2017). Factors related to affectiveipational commitment among japanese nurses. Open
Journalof Nursing, Vol7, N0.4. DOI: 10.4236/0jn.2017.73035

Shalaby,. S., et al. (2018). Assessing the caring beha¥iorgical care nurses. Journal of Nursing Education
and Practice - May 2018 DOI: 10.5430/jnep.v8n10p77

Shuttleworth M. (2020). Descriptive Research Design. https://explorabledasuriptive-research-design.

Soriano., T. & Castanano., M.G. (2020). Understanding CSR consequences on employees’ awareness of
corporate reputation and organizational commitment in lmidines in the Philippines. Asian Journal of
Research ilBusiness and Management, e-ISSN: 2682-8510/2/do.4,78-79, 2020.

Umoh, G, et al. (2020). Employee benefits and continuance commitrimetite nigerian manufacturing
industry. https://www.researchgate.net/profile/Edwinah-
Amabh/publication/322640562_Employee_Benefits_and_Continuance_Commitmémeé_iNigerian_
Manufacturing_Industry/links/5a65dbda0f7e9b6b8fdch4fb/Employee-Beaefd-Continuance-
Commitmentin-the-Nigerian-Manufacturing-Industry.pdf

Wang Q, (2020). How inclusive leadership enhances followergattiarge: The mediating role of affective
commitment and the moderating role of traditionalisychol Res Behav Manag [Internet].
2020;13:110314. Available from: pmid:33299363

Zandian, H., et al. (2020). Quality of work life and wdidmily conflict: A cross-sectional study among
nursesn teaching hospitals. Nurse Management, https:// doi.org/10nm4820.e1881

WWw.ijrp.org



Mary Ann D. Basco / International Journal of Research Publications (IJRP.ORG) @ JJRP .ORG

ISSN: 2708-3578 (Online)

453

Appendix A
LETTER
25 May 2021
JUDY A. RONDILLA, MD, MHM
Officer-in-Charge
Laguna Medical Center

Sta. Cruz, Laguna

THRU: JONEL C. OSIO, LPT, MPA
Administrative Officer V

Dear Dr. Rondilla:

| am Mary Ann Basco, a Master in Management major in Pédioinistration student from Laguna College
of Business and Arts (LCBA). Bm currently pursuingmy research study entitledResilience and
Organizational Commitment among Healthcare Workers in hadvedical Center: Basis for Enhancement
Program”.

In line with this | would like to request from your good office fermission to allow me to conduct my study
by asking your employees to fitlit the herewith attached questionnaire. Rest assurechsivees will be
treated with utmost confidentiality.

Your kindest support is greatly appreciated and is vadu@blthe attainment and success of this research.
More power and God bless.

Sincerely,

Mary Ann D. Basco
Researcher

Noted:

ALFREDO G. PEREZ, JR, MAEd
Dean, School of Graduate Studies
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Appendix B

SURVEY QUESTIONNAIRE
RESILIENCE SCALE FOR ADULTS

By: Friborg, Hiemdal, Rosenvinge, & Martinussen, (2003)

Instructions: Using the rating scale below, check on the space prb¥gieeach statement that is most true
for youright now. Pleasbe open and honegt your responding.

Strongly Agree 5
Agree 4
Moderately Agree 3
Disagree 2
Strongly Disagree 1
Per sonal Competence 5 4 3 2 1

| believein my own abilities

Believing in myself helpsmeto overcome difficult times

| know that | succeed if | cargn

| know howto reach my goals

No matter what happens | always find a solution

| am comfortable together with other persons

My future feels promising

I know that | can solve my personal problems

| am pleased with my self

| have realistic planr the future

| completely trust my judgements and decisions

At hard times | know that better times will come

Social Competence

| amgood gettingn touch with new people

| easily established new friendships

It is easy formeto think of good conversational topics

| easily adjust to new social milieus

It is easy fometo make other people laugh

| enjoy being with other people

I know howto start a conversation

| easily laugh

It is importantfor me tobeflexible in social circumstances

| experience good relations with both men and women

Family Coherence

There is strong bonid my family

| enjoy being with my family

In our family we are loyal towards each other

My family we enjoy finding common activities

Even at difficult timesny family keeps a positive outlook on the

WWw.ijrp.org



Mary Ann D. Basco / International Journal of Research Publications (IJRP.ORG) ‘.\ IJRP 'ORG

International Jo Rescarch Public
ISSN: 2708-3578 (Online)

455

future

In my family we have a common understandioigwvhat’s important in
life

There are few conflicts imy family

Social Support

I have some close friends/family members who reahg aboutme

| have some friends/family members who back me up

| always have someone who can help me when needed

I have some close friend/family members who are good at
encouragingne

I amquickly notifiedif some family members get into a crisis

| candiscuss personal matters with friends/family members

| have some close friends/family members who valuabhbilities

| regularly keegn touch withmy family

There are strong bonds betwaen friends

Personal Structure

Rules regular routines makey daily life easier

| keep upmy daily routines eveatdifficult times

| preferto plan my actions

| work best when | reador goal

| amgoodat organizing my time
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ORGANIZATIONAL COMMITMENT QUESTIONNAIRE
By: Meyer and Allen 1997

Directions: Using the rating scale below, cheokhe space providefdr each statement thistmost truefor
you right now. Pleaske open and honest your responding.
Strongly Agree 5

Agree 4
Moderately Agree 3
Disagree 2
Strongly Disagree 1
Affective Commitment 5 4 3 2 1

| would be very happto spend the resif my careeiin this
organization

| really feel as if this organization problems argown

| feellike ‘part of my family’ atthis organization

| feel emotionally attached’ to this organization

This organization has a great deal of personal medoiinge

| feel a strong sense of belongitoghis organization

Continuance Commitment

It would be very hard for me to leave my job at this pizgtion
right now everif | wantedto

Too muchof my life would bedisruptedf | leavemy organization

Right now, staying witlmy job atthis organization is a mattef
necessityasmuchasdesire

| believe | have too few optiorte consider leaving this organizatio

One of the few negative consequences of leaving mytjtiisa
organization wouldethe scarcity of available alternative elsewhg

Oneof the major reasons | continteework for this organization is
that leaving would require considerable personal sacrifice.

Nor mative Commitment

| do not feel any obligation to remain with my organizatio
(External)

Even ifit wereto my advantage, | do not feslwould be righto
leave

| would feel guiltyif | left this organization now

This organization deservesy loyalty

| would not leave my organization right now because of emgs of
obligation toit

| owe a great deab this organization
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