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ABSTRACT  

 

By employing both descriptive and correlational methodologies, the study aimed to 

provide a comprehensive understanding of the research and development companies 

specifically from three pharmaceutical companies in Metro Manila. The descriptive 

research design focused on systematically collecting data to describe the situation and 

three host pharmaceutical institutions engaged in research and development. 

Supplementing the descriptive approach, the correlational research design aimed to 

quantify the relationships between variables or sets of scores. This involved identifying 

variables of work engagement, organizational commitment and employee development 

programs, and their interrelationships to ascertain potential significant correlations. 

Results revealed that there was strong evidence for both work engagement and 

organizational commitment while moderate evidence for employee development 

programs. These variables have significant connections with each other. Based from the 

findings, the proposed employee retention framework may be used to improve the 

employee retention at research and development companies especially within the 

pharmaceutical industry. Future researchers may use other variables that could have 

similar effects on the work engagement of research and development companies 

especially within the pharmaceutical industry.   

 

 

Keywords: Work Engagement, Organizational Commitment, Employee Development 
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INTRODUCTION  

Employee retention within an organization is intricately linked to various factors 

(Chaudhary, 2023). In the context of an organization, job characteristics, and individual 

attributes collectively influence the inclination of employees to remain with their current 

organization. Factors within the organization encompass elements such as the 

organizational culture, leadership style, opportunities for advancement, compensation 

and benefits, work-life balance initiatives, and overall organizational climate (Andrianto & 

Alsada, 2019). Similarly, job-related factors incorporate the nature of the work, amount of 

work, autonomy, task variety, prospects for skill utilization, and inherent rewards.  

Behavioral intentions and inclinations of the employee precede how an employee 

acts in their organization posited by the Theory of Reasoned Action (Fishbein & Ajzen, 

1975). Individual employee attributes which comprise attitudes, values, motivations, and 

career objectives exercise significant influence on employees' decisions regarding 

retention within an organization.  It also becomes evident that employees' intentions to 

remain with their current organization are critical to determining their subsequent actions. 

Thus, when individuals observe a coherence between their personal goals, work 

characteristics, and work environment, they are more inclined to show actions and 

behaviors indicative of their intention to stay with their organization (Silva, et al., 2023).  

In essence, employees are more likely to commit when they believe that their 

values align with those of the organization, when they feel a supportive work culture, and 

when they perceive a sense of autonomy and control over their work environment 

(Nguyen, et al., 2020). This alignment nurtures a sense of belonging and fulfillment, 

enhancing employees' commitment and reducing turnover rates. Moreover, when 

employees feel that their professional aspirations are acknowledged and supported by 

the organization, they are more likely to invest in their long-term growth within the 

company, further solidifying their intention to stay. 

Additionally, an organization’s efforts to enhance job fulfilment, provide 

opportunities for skill development, and create a positive work culture can significantly 

contribute to reinforcing employees' intentions to remain with the organization (Fishbein 

& Ajzen, 1975). Therefore, understanding and addressing individual attributes and 

aligning them with organizational objectives are crucial strategies for promoting employee 

retention and fostering a committed and engaged workforce. Thus, employee retention 

emerges as a dynamic process influenced by the interplay of organizational, job-related, 

and personal-related factors, wherein employees' intentions serve as a precursor to their 

retention-related actions (Rasdi & Chen, 2018). 

Employee retention and effective people management are essential factors in 

maintaining a competitive edge and sustaining economic growth in the Philippines 

(Malinao & Agustin, 2022). In a dynamic and competitive job market like the Philippines, 

where the economy is rapidly expanding, retaining talented employees has become more 
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critical than ever for businesses striving to thrive amidst fierce competition. Businesses 

need to recognize that their workforce is one of their most valuable assets, and losing 

skilled employees can significantly impact productivity, innovation, and overall success. 

Therefore, investing in strategies to attract, engage, and retain top talent is crucial. This 

includes offering competitive compensation and benefits packages, providing 

opportunities for career development and advancement, fostering a positive work culture 

that values diversity and inclusivity, and implementing effective performance 

management and employee recognition programs. By prioritizing employee retention and 

people management initiatives, businesses in the Philippines can not only reduce 

turnover costs but also create a sympathetic and conducive environment where 

employees feel valued, motivated, and committed to achieving organizational goals, 

ultimately driving success and sustainability in the research and development sector. 

Research and development (R&D) play a multifaceted and essential role in an 

economy's growth, innovation, and competitiveness. The economic research in the field 

of econometrics consistently demonstrates that, irrespective of the diverse methods used 

it is typically observed that a substantial and statistically meaningful enhancement in 

productivity and economic expansion is seen as a result of increased investment in 

research and development (OECD, 2015). R&D endeavors yield novel technologies, 

goods, and procedures. By increasing the productivity, efficiency, and competitiveness of 

industries, these innovations can promote economic growth. The Philippine business 

companies have been severely affected by the COVID-19 pandemic hence, there is a 

need to strengthen employee retention within the organizations in the country (Caredo, 

et al., 2022).  There are also a few studies specific to the research and development 

industry of the country, a sector that can help in the economic growth of the Philippines. 

Employee retention within this sector has been a point of contention among employees 

and organizations for several reasons and this point of contention has to be addressed.  

The R&D sector in the Philippines, specifically the pharmaceutical industry, is 

significant as it is one of the sectors that provides hope to alleviate health and well-being 

of the people, not only in the country, but in a more global scale.  Employee retention 

within this sector is vital as it aids in keeping the goals of the organization (Andrianto & 

Alsada, 2019). The implications of the study are imperative within the three host 

institutions/organizations within the sector in the Philippines. However, these implications 

maybe applicable to other organizations in a global scale. 

The outcomes of R&D initiatives ripple through the economic landscape, fostering 

a climate ripe for growth and ingenuity. This is accentuated by strong empirical evidence 

within the field of econometrics, consistently underscoring the tangible benefits of 

increased R&D investments within an economy of a country (Olaoye, 2021). The infusion 

of resources into research and development not only fosters novel technologies but also 

births groundbreaking goods and refined processes. These advancements act as pivotal 

agents which amplifies productivity and competitiveness across various sectors 

(Szarowská, 2018). Consequently, the resultant surge in economic growth becomes a 
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testament to the indispensable role that R&D plays in steering the course of a thriving 

and dynamic economy. 

In an interconnected and technologically evolving world, each of the countries 

recognize the crucial role of R&D in maintaining a competitive edge and achieving 

sustainable economic growth. Investments are strengthened in the R&D sector to 

promote innovation, improve productivity, and advance various sectors, including 

healthcare, technology, and manufacturing (Soltanisehat, et al., 2022). The economic 

benefits of R&D are not restricted to amplified production; they extend to job creation, 

higher living standards, and long-term economic growth. The transformative impact of 

R&D reverberates through different industries; redefining norms of the economic 

landscapes.  

Entrenched within the canons of econometrics exhibits a resounding affirmation of 

the correlation between intensified investment in research and development and positive 

economic advancement (Szarowská, 2018). The outcomes are made apparent in various 

forms of revolutionary technologies, pioneering products, and streamlined 

methodologies. These advancements become the foundation for increased productivity, 

improved efficiency, and heightened competitiveness within sectors, shaping a conducive 

environment for sustained economic growth and laying the groundwork for continued 

innovation and advancement. 

The emphasis on R&D is not limited to economic growth; it also extends to 

addressing pressing challenges in various sectors. R&D plays a critical role in finding 

solutions to complex problems, from healthcare to environmental sustainability. By 

investing in R&D, the government aims to stimulate innovation, drive economic growth, 

and enhance the quality of life for its citizens. It is a strategic investment in the future, a 

commitment to finding solutions to the most intricate challenges that transcend national 

borders. R&D serves as a beacon of hope, a testament to human ingenuity, and a 

testament to the unwavering dedication to a better, more sustainable, and healthier world.  

This sector is one of the priorities of the Philippine government as this is highlighted 

in the Philippine Development Plan 2023-2028. R&D sector is seen as a vital pillar of 

economic progress and a clear sector to build up in the country (NEDA, 2023). The R&D 

sector in the Philippines is a dynamic and growing part of the country's economy and 

academic landscape. It encompasses a wide range of activities, organizations and 

industries focused on scientific and technological advancement. As a result, the country 

has seen an exponential growth in research initiatives and academic collaborations. 

In the medical and pharmaceutical context, R&D companies contribute to the 

development of various new drugs, devices and solutions aimed to address medical 

quandaries (Shabani, et al., 2022). This is essential to address medical challenges, 

advance public health and entice investment into the health sector. The transition from 

R&D to the pharmaceutical industry is a crucial driver that delivers development of life-
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saving procedure, equipment, and drugs. The combination of scientific discovery, clinical 

development and regulatory approval is a complex path that promises to improve human 

health and countries’ economies (Varntanian, 2018). As research continues to advance 

and new breakthroughs emerge, synergy between R&D and the pharmaceutical industry 

will remain essential to solving healthcare challenges and driving innovation.  

The Philippine pharmaceutical industry includes a wide range of companies, both 

local and multinational. Local companies such as United Laboratories (Unilab), Pascual 

Laboratories and others operate alongside global pharmaceutical giants such as Pfizer, 

GlaxoSmithKline (GSK), Sanofi-Aventis, and others (Reyes & Taguba, 2020). These 

companies are involved with developing, manufacturing, distribution and marketing of 

pharmaceutical products, including prescription and over-the-counter drugs, medical 

devices and various healthcare-related products. The Philippines is one of the major 

pharmaceutical markets in the ASEAN region only trailing to Indonesia and Thailand (BOI, 

2017). Roughly 4.4% of the top 500 Non-Individual Taxpayers in the Philippines are 

pharmaceutical companies according to the Bureau of Internal Revenue (BIR) 

contributing P15.7 Billion in taxes in 2011 alone (NTRC, 2014). 

Research on employee retention in pharmaceutical companies engaged in R&D is 

of particular importance due to the unique and important nature of this field. It is true that 

employee retention is a key challenge in any sector; it creates a challenging situation in 

balancing an organization’s ability financial and knowledge resources (Patriota, 2009). 

The pharmaceutical R&D sector is marked by its inherent complexity, the importance of 

innovation and its significant dependence on qualified experts. There are only a very small 

number of studies on the profile of the Philippine pharmaceutical industry; the majority of 

works deal with market research, association reports, and drug prices (Reyes & Taguba, 

2020). Employee retention extends beyond the conventional realms of human resource 

management. It is inherently tied to the industry's ability to innovate, remain competitive, 

and respond to evolving healthcare hurdles (Alkafafy & Siddiqui, 2022). Moreover, the 

loss of specialized experts on respective fields can ultimately undermine the 

pharmaceutical industry's ability to bring innovative resolutions. 

 

Research Questions 

 

The purpose of this to study is to assess the work engagement, organizational 

commitment and employee development programs of research and development 

companies in Metro Manila as basis for an employee retention framework. Specifically, 

the study aims to: 

1. assess work engagement their employees in terms of vigor (physical), absorption 

(cognitive), and dedication (emotional) engagement;  

2. determine their organizational commitment as affective, normative and 

continuance commitment;  
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3. evaluate the employee development and training programs of the Pharmaceutical 

companies in terms knowledge /skills retention, significance of programs, and 

employees’ appreciation / satisfaction;  

4. test the correlation among work engagement, organizational commitment, and 

employee development programs; and   

5. lastly, develop an employee retention framework. 

 

 

METHODOLOGY 

The participants of the study were employees from the three (3) host 

pharmaceutical companies engaged in in research and development in Metro Manila. 

They were from different positions and roles in different pharmaceutical companies. 

Samples were randomly obtained across the three pharmaceutical companies and the 

survey participants of the study totaled four hundred twenty-eight (428). Participants also 

had a diverse range of age salaries, educational attainment and years of service. As per 

the confidentiality agreement, the number of participants from each host institutions was 

not revealed. 

As there were no current data on the number of employees in pharmaceutical 

companies in Metro Manila at the time of writing, the researcher used the latest available 

data from the Philippine Competition Commission’s Issue Paper published in 2020. The 

number of employees totaled one thousand four hundred two (1,402). The number of 

pharmaceutical companies totaled twenty (20) based on the official published account of 

the country in 2020. 

The study used four sets of questionnaires (first would be the profile of the 

respondents) as the primary instrument in collecting the necessary data from the 

respondents. Items in the instrument were presented as descriptive statements, and 

respondents were given the frequency with which each of the descriptive statement 

applies on a four-point Likert scale with an interpretation of 3.50 – 4.00 scale means 

strongly agree, 2.50 – 3.49 rate means agree, 1.50 – 2.49 scale means disagree and, 

1.00 – 1.49 rating means strongly disagree. 

The questionnaire was composed of two parts. The first part contained the profile 

of the respondents from the pharmaceutical companies. The second part, on the other 

hand, contained the assessment of work engagement, organizational commitment and 

employee development programs of their host institution. Work engagement is a three-

factor model consisting of physical engagement (5 items) with Cronbach alpha of 0.830, 

cognitive (5 items) with Cronbach alpha of 0.808, and emotional engagement (5 items) 

with Cronbach alpha of 0.798. For this variable, questions totaled 15 items.  

Measuring organizational commitment was materialized and tabulated through the 

instrument adopted to the study of Kassaw & Golga (2019) which standardized it. This 



1666 
 

Ignatian International Journal for Multidisciplinary Research            Vol 2 No 8          August 2024          www.icceph.com 

study applies a four-point Likert scale. It was a 15-item questionnaire with three factors; 

affective commitment (5 items) with Cronbach alpha reading of 0.854, continuance 

commitment (5 items) with alpha reading of 0.823 and normative commitment (5 items) 

with Cronbach alpha reading of 0.823.  

Lastly, in assessing parts of employee development programs, the questionnaire 

was adopted from a previous study that proposed a (Hajjar & Alkhanaizi, 2018).  It applied 

a four-point likert scale with verbal interpretation of 3.50 – 4.00 scale means strongly 

agree (with great evidence), 2.50 – 3.49 rate means agree (with moderate evidence), 

1.50 – 2.49 scale means disagree (with little evidence) and, 1.00 – 1.49 rating means 

strongly disagree (without evidence). It was a 15-item questionnaire with three factors; 

knowledge/skills retention with a Cronbach alpha reading of 0.826, significance of 

programs with an alpha reading of 0.791, and employees’ appreciation/satisfaction with 

an alpha reading of 0.785.  

Cronbach's alpha was used by the authors to test the reliability of the adopted 

instrument. This statistical method provides a coefficient that quantifies the degree to 

which items within a test consistently measure the same underlying construct (Jugessur, 

2022). It was used under the assumption the researcher has multiple items measuring 

the same fundamental concept to guarantee the reliability and consistency of their 

measurement instruments, thereby fortifying the credibility of their study outcomes. A 

strong Cronbach's alpha value, typically falling within the 0 to 1 range which signals an 

internal consistency, signifying a high correlation among variables and a reliable 

measurement of the targeted concept (Taber, 2018). The researcher of this study used 

the published theses and dissertations as sources for the gathering and collection of data. 

In addition to these, books, articles and peer-reviewed journals that are reliable for the 

study were used where relevant data and related information will be collected. Additional 

and relevant information on the pharmaceutical companies were collected through 

informal interviews. 

Before gathering of the data, it was reiterated to the host institutions that the 

purpose of the survey to be conducted will be used for academic purposes and that all 

information collected will be kept confidential. Upon the approval of the respective heads 

of departments of the research and development companies, specifically from the 

pharmaceutical industry, and approval of the adopted questionnaires by the adviser, the 

researcher started by distributing questionnaires to the staff of the three (3) selected 

pharmaceutical companies in Metro Manila engaged in research and development. 

The schedule for the date of distribution and retrieval of the questionnaire was 

discussed and set on a mutually agreed date with the pharmaceutical companies. The 

questionnaires were administered by using google forms as per the request of the host 

institutions. To ensure the accuracy and confidentiality of the results, limited people 

handled the survey results.       
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Weighted mean and rank were used to assess work engagement their employees 

in terms of vigor (physical), absorption (cognitive), and dedication (emotional) 

engagement; to determine their organizational commitment as affective commitment, 

normative commitment, and continuance; and to evaluate the employee development and 

training programs of the Pharmaceutical companies in terms Knowledge/skills retention, 

significance of programs, and employees’ appreciation/satisfaction.  The result of 

Shapiro-Wilk Test showed that p-values of all variables were less than 0.05 which means 

that the data set was not normally distributed. Therefore, Spearman rho was used as part 

of the non-parametric tests to determine the significant relationship. All analyses were 

performed using SPSS version 28. 

 

 

RESULTS 

 

Table 1 

Work Engagement in terms of Physical Engagement 

Indicators WM VI Rank 

1.     I recognize the importance of 

reporting for work 
3.66 Strongly Agree 1 

2.     I am willing to participate in 

the activities at work 
2.65 Agree 4 

3.     I keep active in my 

workplace 
3.39 Agree 2 

4.     I am enthusiastic about work 

and doing my duties 
2.61 Agree 5 

5.     I put a lot of effort when it 

comes to achieving my tasks at 

work 

2.96 Agree 3 

Composite Mean 3.05 Agree   

Legend:3.50-4.00=Strongly Agree;2.50-3.49=Agree;1.50-2.49=Disagree;1.00-1.49=Strongly 

Disagree 

 

Table 2 

Work Engagement in terms of Cognitive Engagement  

Indicators WM VI Rank 

1.     I finish the task assigned at 

work in a timely manner 
3.78 Strongly Agree 2 

2.     I understand my role and 

responsibilities at work 
2.85 Agree 4 

3.     I understand how my work 

contributes to the overall goal of 

the institution 

2.92 Agree 3 
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4.     I am able to decide on the 

best course of action to finish my 

assigned task 

3.80 Strongly Agree 1 

5.     It is difficult to detach myself 

from my job 
2.62 Agree 5 

Composite Mean 3.19 Agree   

Legend:3.50-4.00=Strongly Agree;2.50-3.49=Agree;1.50-2.49=Disagree;1.00-1.49=Strongly 

Disagree 

 

Table 3 

Work Engagement in terms of Emotional Engagement 

Indicators WM VI Rank 

1.     I see professional growth and 

career development opportunities 

for myself in the institution 

3.29 Agree 3 

2.     I am happy and satisfied with 

my current work/job 
3.43 Agree 2 

3.     I have good working 

relationship with my co-workers 
3.04 Agree 4 

4.     I get a sense of personal 

accomplishment when I do my 

work and tasks 

3.51 Strongly Agree 1 

5.     I am inspired by my work to 

do better 
2.83 Agree 5 

Composite Mean 3.22 Agree   

Legend:3.50-4.00=Strongly Agree;2.50-3.49=Agree;1.50-2.49=Disagree;1.00-1.49=Strongly 

Disagree 

 

Table 4 

Summary Table on Work Engagement  

Key Result Areas Composite Mean VI Rank 

Physical Engagement 3.05 Agree 3 

Cognitive Engagement 3.19 Agree 2 

Emotional Engagement 3.22 Agree 1 

Grand Composite Mean 3.15 Agree   

Legend:3.50-4.00=Strongly Agree;2.50-3.49=Agree;1.50-2.49=Disagree;1.00-1.49=Strongly 

Disagree 
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Table 5 

Organizational Commitment as Affective Commitment  

Indicators WM VI Rank 

1.     I would be very happy to 

spend the rest of my career in this 

organization. 

3.42 Agree 2 

2.     I really feel as if this 

organization’s problems are my 

own. 

2.97 Agree 3 

3.     I feel this organization makes 

me feel like I am part of a family. 
3.70 Strongly Agree 1 

4.     I feel that I am "emotionally 

attached" to this organization. 
2.93 Agree 4.5 

5.     I have a strong sense of 

belonging in my organization 
2.93 Agree 4.5 

Composite Mean 3.19 Agree   

Legend:3.50-4.00=Strongly Agree;2.50-3.49=Agree;1.50-2.49=Disagree;1.00-1.49=Strongly 

Disagree 

 

Table 6 

Organizational Commitment as Normative Commitment  

Indicators WM VI Rank 

1.     It would be very hard for me 

to leave my job at this 

organization right now even if I 

wanted to. 

3.60 Strongly Agree 2 

2.     Different aspects of my life 

would be affected if I left this 

organization. 

2.93 Agree 5 

3.     I believe that staying with this 

organization is a matter of 

necessity and desire. 

3.19 Agree 4 

4.     I believe I have not enough 

options to consider leaving this 

organization. 

3.99 Strongly Agree 1 

5.     Leaving this organization 

would require a considerable 

personal sacrifice from me is one 

of the reasons why I continue to 

work here. 

3.23 Agree 3 

Composite Mean 3.39 Agree   

Legend:3.50-4.00=Strongly Agree;2.50-3.49=Agree;1.50-2.49=Disagree;1.00-1.49=Strongly 

Disagree 
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Table 7 

Organizational Commitment as Continuance 

Indicators WM VI Rank 

1.     I do not feel it would be right 

to leave even if leaving would be 

better for me. 

3.38 Agree 3 

2.     I would have a feeling of 

guilty if I left this organization now. 
3.40 Agree 2 

3.     This organization deserves 

my loyalty. 
2.94 Agree 5 

4.     I would not leave my 

organization right now because of 

my sense of obligation to it. 

3.51 Strongly Agree 1 

5.     I owe a great deal to this 

organization. 
3.08 Agree 4 

Composite Mean 3.26 Agree   

Legend:3.50-4.00=Strongly Agree;2.50-3.49=Agree;1.50-2.49=Disagree;1.00-1.49=Strongly 

Disagree 

 

Table 8 

Summary Table on Organizational Commitment  

Key Result Areas Composite Mean VI Rank 

Affective Commitment 3.19 Agree 3 

Normative Commitment 3.39 Agree 1 

Continuance 3.26 Agree 2 

Grand Composite Mean 3.28 Agree   

Legend:3.50-4.00=Strongly Agree;2.50-3.49=Agree;1.50-2.49=Disagree;1.00-1.49=Strongly 

Disagree 

 

Table 9 

Employee Development Programs in terms of Knowledge and Skills 

Retention  

Indicators WM VI Rank 

1.     I find the learnings from previous 

programs still applicable today 
2.79 Agree 4 

2.     I learned new skills from programs 

instituted by my organization 
3.37 Agree 1 

3.     I still use skills I've learned from 

previous programs 
2.77 Agree 5 

4.     I apply things I learn from the 

programs of my institution 
2.81 Agree 3 
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5.     I value the knowledge and skills I gain 

from my organization's programs 
3.24 Agree 2 

Composite Mean 3.00 Agree   

Legend:3.50-4.00=Strongly Agree;2.50-3.49=Agree;1.50-2.49=Disagree;1.00-1.49=Strongly Disagree 

 

 

Table 10 

Employee Development Programs in terms of Significance of 

Programs  

Indicators WM VI Rank 

1.     I find the programs in my 

organization highly relevant to my work 
2.87 Agree 4 

2.     I find the programs in my 

organization are utilizable even outside 

my work 

3.12 Agree 3 

3.     The programs in my organization 

aid me while doing tasks at work 
3.35 Agree 1 

4.     The programs in my organization 

aligns my expectations to that of my 

organization 

2.82 Agree 5 

5.     The programs in my organization 

addresses my needs and that of others 

to be more efficient and effective at 

performing my tasks 

3.24 Agree 2 

Composite Mean 3.08 Agree   

Legend:3.50-4.00=Strongly Agree;2.50-3.49=Agree;1.50-2.49=Disagree;1.00-1.49=Strongly 

Disagree 

 

 

Table 11 

Employee Development Programs in terms of Employees’ 

Appreciation 

Indicators WM VI Rank 

1.     I feel empowered after attending 

the employee development programs 

of my organization 

2.81 Agree 5 

2.     I am confident with performing my 

tasks after attending the programs of 

my organization 

3.17 Agree 2 

3.     The programs of my organization 

make me feel like I am part of the 

future of my organization as it prepares 

me for other tasks 

3.23 Agree 1 
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4.     I am satisfied with the work I am 

doing and I feel like I am growing 

professionally when I attend the 

programs of my organization 

3.06 Agree 4 

5.     The programs of my organization 

help decide into staying with my 

organization 

3.08 Agree 3 

Composite Mean 3.07 Agree   

Legend:3.50-4.00=Strongly Agree;2.50-3.49=Agree;1.50-2.49=Disagree;1.00-1.49=Strongly 

Disagree 

 

 

Table 12 

Summary Table on Employee Development Programs  

Key Result Areas Composite Mean VI Rank 

Knowledge and Skills Retention 3.00 Agree 3 

Significance of Programs 3.08 Agree 1 

Employees’ Appreciation 3.07 Agree 2 

Grand Composite Mean 3.05 Agree   

Legend:3.50-4.00=Strongly Agree;2.50-3.49=Agree;1.50-2.49=Disagree;1.00-1.49=Strongly 

Disagree 

 

 

Table 13 

Relationship Between Work Engagement and Organizational 

Commitment 

Variables rho p-value Interpretation 

Physical Engagement       

Affective Commitment 0.862** <.001 Highly Significant 

Normative Commitment 0.407** <.001 Highly Significant 

Continuance 0.462** <.001 Highly Significant 

Cognitive Engagement       

Affective Commitment 0.833** <.001 Highly Significant 

Normative Commitment 0.462** <.001 Highly Significant 

Continuance 0.584** <.001 Highly Significant 

Emotional Engagement       

Affective Commitment 0.456** <.001 Highly Significant 

Normative Commitment 0.709** <.001 Highly Significant 

Continuance 0.920** <.001 Highly Significant 

**. Correlation is significant at the 0.01 level  

As seen in the table, the computed rho-values ranging from 0.407 to 0.920 indicate a moderate to very 

strong direct relationship among the sub variables of work engagement and organizational 
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commitment. There was a statistically significant relationship between work engagement and 

organizational commitment because the obtained p-values were less than 0.01.  

 

 

Table 14 

Relationship Between Work Engagement and Employee's Development 

Programs 

Variables rho p-value Interpretation 

Physical Engagement       

Knowledge and Skills Retention 0.673** <.001 Highly Significant 

Significance of Programs 0.638** <.001 Highly Significant 

Employees’ Appreciation 0.647** <.001 Highly Significant 

Cognitive Engagement       

Knowledge and Skills Retention 0.690** <.001 Highly Significant 

Significance of Programs 0.693** <.001 Highly Significant 

Employees’ Appreciation 0.685** <.001 Highly Significant 

Emotional Engagement       

Knowledge and Skills Retention 0.556** <.001 Highly Significant 

Significance of Programs 0.418** <.001 Highly Significant 

Employees’ Appreciation 0.474** <.001 Highly Significant 

**. Correlation is significant at the 0.01 level  

As seen in the table, the computed rho-values ranging from 0.418 to 0.693 indicate a moderate to 

strong direct relationship among the sub variables of work engagement and employee’s development 

programs. There was a statistically significant relationship between work engagement and employee’s 

development programs because the obtained p-values were less than 0.01.  

 

Table 15 

Relationship Between Organizational Commitment and Employee's 

Development Programs 

Variables rho p-value Interpretation 

Affective Commitment       

Knowledge and Skills Retention 0.689** <.001 Highly Significant 

Significance of Programs 0.658** <.001 Highly Significant 

Employees’ Appreciation 0.710** <.001 Highly Significant 

Normative Commitment       

Knowledge and Skills Retention 0.621** <.001 Highly Significant 

Significance of Programs 0.481** <.001 Highly Significant 

Employees’ Appreciation 0.501** <.001 Highly Significant 

Continuance       

Knowledge and Skills Retention 0.538** <.001 Highly Significant 
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Significance of Programs 0.456** <.001 Highly Significant 

Employees’ Appreciation 0.461** <.001 Highly Significant 

**. Correlation is significant at the 0.01 level  

As seen in the table, the computed rho-values ranging from 0.456 to 0.710 indicate a moderate to strong 

direct relationship among the sub variables of organizational commitment and employee’s development 

programs. There was a statistically significant relationship between organizational commitment and 

employee’s development programs because the obtained p-values were less than 0.01. 

 

 

DISCUSSION 

Table 1 delivers a thorough investigation of work engagement, specifically focusing 

on physical engagement. The respondents' perspectives are measured across five 

distinct indicators, each assigned a weighted mean (WM) score. The overall composite 

mean for all five indicators records at 3.05, positioning it within the "Agree" range. This 

implies a collective consensus among respondents concerning their physical 

engagement in the workplace. The weighted mean score reflects a positive evaluation of 

employees' involvement in physical aspects of their work. The "Agree" categorization 

suggests a shared acknowledgment of active participation, indicating a positive alignment 

between the workforce and their physical engagement at work. This comprehensive 

overview serves as a valuable insight into the employees' perceptions, highlighting a 

generally favorable assessment of their physical involvement in the work environment.  

It is important to note that the highest-ranking indicator, with a WM of 3.66, is "I 

recognize the importance of reporting for work," and the respondents expressed a 

"Strongly Agree" sentiment towards this aspect of Physical Work Engagement. This 

signifies  that there is a high level of acknowledgment among the respondents regarding 

the significance of punctuality and attendance (Sijabat, 2023). This indicator also can be 

considered as the “Task Completion” indicator of this facet of Work Engagement. The 

strong agreement expressed by the respondents in recognizing the importance of 

reporting for work suggests a communal understanding of the connection between 

punctuality and overall work engagement. This resonates with the concept of work 

engagement, a term popularized by Kahn in 1990, which posits that employees invest not 

only their physical but also their mental efforts in the execution of their tasks at work. 

The indicator "Maintaining an active presence in my workplace" secures the 

second position with a WM of 3.39. This signifies a unanimous agreement among 

respondents with this aspect of Physical Engagement. The obtained result indicates a 

prevalent inclination among respondents to actively engage in workplace activities, 

underscoring a significant inclination for Work Engagement. The consensus observed 

among the surveyed individuals implies a highly favorable disposition towards their 

professional involvement. This unanimous agreement across the employee spectrum not 

only underscores a positive work environment but also signifies that employees are 
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consistently and energetically executing their duties and responsibilities. Such active 

participation contributes significantly to fostering a collective sense of engagement within 

the organizational framework (Abdulrahman, et al., 2022).The widespread commitment 

to workplace involvement suggests that individuals are not merely fulfilling their roles but 

are also actively contributing to the overall productivity and success of the team or 

organization.   

However, it is notable that while the majority of indicators fall within the "Agree" 

range, there is variation in the degree of agreement among respondents. For instance, 

the indicators "I am enthusiastic about work and doing my duties" and “I am willing to 

participate in the activities at work” have lower weighted means of 2.61 and 2.65, 

respectively. These places the two indicators in the "Agree" range but towards the lower 

end of the spectrum. This submits that there is somewhat tempered enthusiasm among 

respondents when it comes to their duties. This, therefore indicates a potential area for 

improvement in fostering greater enthusiasm and work engagement within the three host 

organizations. 

The majority of indicators for Physical Engagement reflect a positive work 

engagement, particularly in terms of recognizing the importance of reporting for work and 

staying active in the workplace. However, the nuanced disparities in agreement levels 

across different the five indicators highlight specific areas that may warrant further 

improvement. Elevating and refining Physical Engagement can cultivate a more engaged 

workforce and better work culture (Abidin, et al., 2021). 

Table 2 shows that positive Cognitive Work Engagement is evident in the 

composite mean within the "Agree" range. This highlights laudable aspects of task 

completion efficiency and decision-making autonomy within the organizations of the 

respondents. These aspects can be considered as strengths that underscore a well-

functioning and proactive work environment (Huang, et al., 2022). The efficiency in task 

completion signifies that the employees are capable of meeting objectives on time, while 

decision-making independence shows a level of empowerment and responsibility among 

employees within the pharmaceutical companies. The Composite Mean also reiterates 

that positive Cognitive Work Engagement enhances job performance, motivation, 

adaptability, job satisfaction, and overall organizational pursuits. (Amrollahifar, et al., 

2023). 

The assessment of work engagement, specifically focusing on cognitive 

engagement, reveals valuable perceptions into various facets of the total employee 

experience in an (Huang, et al., 2022). Based on the results from respondents, the 

competence in task accomplishment is deemed creditable. The majority of the 

respondents of the pharmaceutical companies expressed strong agreement that they 

consistently finish assigned tasks in a timely manner. This is reflected on indicator leading 

to the top rank in this Cognitive Engagement. This overwhelming consensus suggests a 
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positive trend in meeting work deadlines and underscores a communal commitment to 

the prompt delivery of responsibilities.  

The high level of agreement among participants further strengthens the reliability 

and effectiveness of the team or individuals in question (Dawson, et al., 2019). The 

acknowledgement of this efficiency bodes well for the overall productivity and success of 

the tasks at hand. The emphasis on timely task completion not only highlights a 

disciplined work ethic and engagement but also signals a dedication to fulfilling 

professional obligations on a timely manner. This positive assessment indicates that the 

surveyed group exhibits a commendable level of time management and organizational 

skills, underwriting significantly to the overall effectiveness of the employees’ work 

(Huang, et al., 2022). The strong majority's confirmation of timely task completion reflects 

a positive work culture and commitment to achieving goals. 

On a positive note, employees feel empowered in their decision-making 

processes, with a substantial number strongly agreeing that they can decide on the best 

course of action to complete their assigned at work. This autonomy in decision-making is 

a notable asset contributing to overall work engagement within the organizational (Kim, 

et al., 2020). The challenge of detaching from the job is recognized by the respondents. 

The majority of the respondents agree that it is difficult to distance themselves from their 

work. While dedication to one's job is commendable, addressing this difficulty in 

detachment plays a crucial role in preventing potential burnout and promoting a healthier 

work-life balance. 

Table 3 shows the assessment of work engagement focusing on emotional 

engagement. The Composite mean of Emotional Engagement is 3.22 which falls under 

the “Agree” range. This reflects a positive emotional work engagement among the 

respondents within their organizations. However, there are areas of improvement that can 

be addressed to enhance the efficiency of the organizations. Consistent feedback and 

strategic interventions grounded on these insights can further nurture a thriving and 

emotionally connected and engaged employees within the workplace. It reveals a 

generally positive sentiment among employees. Notably, the indicator which displays 

employees expresses a strong sense of personal accomplishment ranks the highest. 

Employees who are expressing a strong sense of personal accomplishment in 

organizations suggest high satisfaction and pride in their work at their organizations (Metz 

, 2018). In this light, Emotional Work Engagement can attribute to the overall success of 

completing tasks, achieving goals, and contributing meaningfully to the organization by 

the employee. This is reinforced by the second highest indicator:  satisfaction with their 

current work or job. Acknowledgment, challenging work, goal attainment, autonomy, 

continuous learning, alignment with values, a encouraging work environment, and a 

vigorous work-life balance are key factors affecting this type of engagement (Selvi & 

Aiswarya, 2023). This creates a positive impact on both employees and the organization 

as a whole. 
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Employees perceive opportunities for professional growth and career development 

is placed third among the indicators. The mean score indicates that there is room for 

improvement in this area, signaling a potential gap between employee expectations and 

the current offerings. Enhancing initiatives for career advancement and skill development 

could contribute to even higher levels of engagement (Bai & Liu, 2018). Additionally, the 

indicator concerning working relationships with co-workers which ranked fourth implies a 

positive but not exceptional dynamic. This suggests that employees generally experience 

a good and harmonious working relationship with their colleagues, but it does not foster 

in the ideal level. The greater Emotional Work Engagement helps foster in an encouraging 

and constructive work culture, dynamics, and environment (Tharika, et al., 2022), Positive 

relationships among employees tender a positive emotional engagement at work. When 

employees have good relationships among their fellow coworkers, it fosters a holistic and 

collaborative work environment (Abdulrahman, et al., 2022). Employees who feel a sense 

of belonging and understanding with their coworkers are more likely to be emotionally 

engaged in their work. This emotional engagement can lead to increased job satisfaction, 

productivity, and overall well-being. It creates a workplace that fosters in a feeling of being 

valued, heard, and motivated which ultimately contributes to a positive work environment. 

Strong interpersonal relationships lay the foundation for a healthy emotional link which 

enhances the overall employee experience within the organization (Muda & Chan, 2020). 

On the other hand, the indicator related to inspiration from work which ranks the 

last among the indicators reveals a slightly lower score which suggests that employees 

find room for development in feeling inspired by their tasks within their organization. 

Encouraging a more inspiring work culture and recognizing contributions of the 

employees could positively impact employees' motivation within the organization 

(Amrollahifar, et al., 2023). Creating an environment that values innovation and 

recognizes individual efforts by the employees cultivates a sense of purpose and 

achievement. This drives employees to excel in their work and improving overall 

workplace fulfilment and efficiency. 

Table 4 provides an overview of work engagement across three key result in 

different aspects: Physical Engagement, Cognitive Engagement, and Emotional 

Engagement. Grand Composite Mean, with an overall average of 3.15, indicates an 

overall agreeable level of work engagement across all key areas within the organizations. 

This collective score proposes that employees within the three host organizations exhibit 

positive engagement in their work, encompassing the three aspects: physical, cognitive, 

and emotional. The balanced nature of this mean shows a rounded and satisfactory work 

environment where employees are likely to feel connected, mentally stimulated, and 

emotionally invested in their roles. The analysis highlights a generally positive work 

engagement across the organization. However, it also reveals specific areas for 

improvement, particularly in Physical and Cognitive Engagement aspect aspects. 

Emotional Engagement, having the highest mean score of 3.22, underscores a 

strong agreement among employees, highlighting a profound connection and 
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commitment to the host organizations on an emotional level. The strong alignment 

emotionally suggests that employees feel a deep sense of belonging and investment in 

the three host organizations missions and values (Abdulrahman, et al., 2022). 

Recognizing and fostering this aspect becomes critical for organizations aiming to 

enhance employee satisfaction and productivity. Programs fostering a positive company 

culture, providing possible avenues for employee recognition, and ensuring effective 

communication channels within the workplace can further strengthen emotional 

engagement (Selvi & Aiswarya, 2023). This creates an environment where individuals are 

professionally committed and emotionally engaged in contributing to their organization's 

overall success.  

Cognitive Engagement, marked by a mean score of 3.19, shows a better level of 

agreement compared to Physical Engagement within the organizations. Employees 

within the organization appear to have a positively engaged inclination towards tasks 

demanding mental effort. This indicates a strong placement with the cognitive aspects of 

their work (Li & Bunchapattanasakda, 2019). It being the second ranked indicator implies 

that while the overall engagement has a promising outlook, there may be specific areas 

for enhancement or opportunities to introduce further intellectual challenges. The three 

host organizations could explore development programs for skill enhancement, advanced 

training programs, or projects that stimulate employees' intellectual curiosity. Recognizing 

the issues and looking for ways to address them can enhance cognitive engagement and 

also contribute to a more active and intellectually stimulating work environment, enabling 

continuous growth and development among the employees of the organizations (Huang, 

et al., 2022). 

The Physical Engagement aspect, with a mean score of 3.05, displays a largely 

agreeable but not outstanding level of engagement among the employees within their 

respective organizations. While there is a positive outlook towards physical engagement 

aspects of work, being the lowest ranked indicator implies that there is room for 

improvement. The organizations should strategically address this by implementing 

initiatives to enhance physical engagement. This could include encouraging a healthier 

work environment, regular breaks, and providing tailored solutions to ensure that the 

employees are comfortable and supported in their work within the organization (Chigeda, 

et al., 2022). By prioritizing addressing the issues, these organizations can positively 

impact employee well-being, satisfaction, and overall productivity. This leads to creating 

a workplace that improves the physical aspects of engagement for a more rounded and 

beneficial work environment for the employees (Kim, et al., 2020). 

Table 5 shows an inclusive assessment of organizational commitment, specifically 

focusing on the affective commitment aspect. With a Composite Mean of 3.19, there is 

an overall agreement among the respondents which indicates a positive organizational 

commitment level. The individual indicators offer nuanced insights into specific facets of 

affective commitment. This guides potential organizational strategies and programs to 

further deepen the commitment of the employees.  
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The indicator "I feel this organization makes me feel like I am part of a family" is 

ranked highest with a WM of 3.70. This high score highlights a vigorous emotional 

connection among employees within the host organizations which transcends the 

conventional workplace dynamic and environment (Chigeda, et al., 2022). This 

accentuates a constructive organizational culture that dynamically nurtures a genuine 

sense of belonging. The cohesive and supportive environment, seen in employees' strong 

agreement in this indicator, goes beyond the conventional workplace dynamics within the 

organizations (Adewoyin, et al., 2020). As an alternative, it suggests that employees 

perceive the organization as more than just a place where they work but the organizations 

are seen as an extended family. This observation confirms a commendable commitment 

by the organizations to fostering meaningful connections among its employees which 

contributes to an organizational culture that prioritizes emotional connection and a sense 

of community (Khan, et al., 2021). 

"I would be very happy to spend the rest of my career in this organization," has a 

WM of 3.42, claiming the second-ranking position among the indicators. This score 

emphasizes a notable inclination among employees to commit to long-term careers within 

their respective organizations. This reveals a positive disposition toward continuous 

dedication of the employees (Alrowwad, et al., 2019). This also signifies a significant 

alignment with the three host organizations’ values and vision, indicating that the 

employees are generally contented within the organizations. The optimistic connection 

between the employees’ individual career objectives and organizational values 

contributes to a positive work environment which fosters a sense of fulfillment among the 

employees (Fako, et al., 2018) This is also reflected in the third ranking indicator "I really 

feel as if this organization’s problems are my own," which has a WM of 2.97. The result 

WM highlights a shared sense of responsibility among employees. This shows a collective 

commitment to addressing organizational challenges met by their respective 

organizations. This suggests a positive organizational attitude wherein the organizations’ 

employees feel they are personally invested in overcoming problems, fostering a 

collaborative approach to problem-solving within their work environment (Kassaw & 

Golga, 2019). 

The lowest ranked indicators are tied between "I feel that I am 'emotionally 

attached' to this organization" and "I have a strong sense of belonging in my organization" 

sharing the same WM of 2.93 revealing a moderate level of agreement. Both of these 

indicators address emotional attachment and a sense of belonging of the organizations’ 

employees. While the verbal interpretation "Agree" still indicates positivity, these 

indicators suggest areas where the organization could enhance emotional ties and 

strengthen the sense of belonging among employees. Emotional connection and 

attachment cultivate devotion, commitment, and a sense of reason among the employees 

of the organization (Khan, et al., 2021). The host organizations should consider targeted 

interventions and development programs to distinguish and reinforce each of this aspect 

to further nurture their employees' connection to the workplace. 
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Table 6 provides an inclusive overview of organizational commitment measured 

through its normative commitment aspect. The composite mean of all indicators is 3.39 

which places it within the “Agree” range. This shows a generally optimistic normative 

commitment among the employees of the host institution, with robust sense of agreement 

on the difficulty of leaving, perceived inadequate alternatives, and acknowledgment of 

personal costs in leaving. This overall agreement within the employees reinforces the 

notion that employees, on average, feel a substantial normative commitment to the 

organization (Nguyen, et al., 2020).  

This aspect of organizational commitment refers to an employee's sense of 

obligation to remain with the organization due to a perceived necessity or desire 

(Kalitanyi, 2022). The indicators shed light on employees' sentiments regarding the 

exertion needed if they leave their current job, the impact on various life facets if they do, 

their certainty in the necessity and desire to stay, the seeming lack of alternative 

opportunities, and the acknowledgment of the employees’ personal sacrifices associated 

with leaving the organization.  

The indicator, "I believe I have not enough options to consider leaving this 

organization," has the highest WM of 3.99 which is within the “Strongly Agree” range. This 

indicates a robust consensus among employees that they perceive limited alternatives if 

they leave their current organization. This can possibly be attributed to factors such as 

the employee’s specialized skills, job market conditions, or an optimistic outlook of the 

employee’s current work environment (Nitafan, 2020). Positive work cultures, effective 

leadership, and a supportive organizational climate contribute to employees viewing their 

current engagement optimistically. When employees have a positive experience in their 

current work, they may be less motivated to explore other opportunities (Adewoyin, et al., 

2020). 

"It would be very hard for me to leave my job at this organization right now even if 

I wanted to," has a weighted mean (WM) of 3.60, indicating a robust level of agreement 

and is ranked second among the indicators. This suggests that a substantial percentage 

of employees feels a strong attachment to their organization, making it difficult for them 

to consider the idea of voluntarily leaving. This could be indicative of a positive 

organizational culture, strong leadership, or fulfilling work experiences (Kuhal, et al., 

2020). This idea is also highlighted by the indicator, "Leaving this organization would 

require a considerable personal sacrifice from me is one of the reasons why I continue to 

work here." This indicator has a WM of 3.23, falling into the Agree range. This suggests 

that employees recognize the personal disadvantages associated with leaving the 

organization which ultimately contributes to their decision to stay (Candelario, et al., 

2020). 

The second lowest and lowest ranked indicators are "I believe that staying with 

this organization is a matter of necessity and desire," and "Different aspects of my life 

would be affected if I left this organization," respectively. They have a WM of 3.19 and 
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2.93, respectively, which puts them together in the Agree range. While the agreement of 

the employees with the indicator is present, it is not as pronounced as the other indicators. 

This implies that employees recognize the effect of leaving but may not perceive it as 

strongly as the difficulty of leaving the organization (Kalitanyi, 2022). Employees that 

show a sense of obligation and desire to stay, suggests a combination of both intrinsic 

motivation and external issues inducing their commitment to the organization. 

Table 7 presents a nuanced analysis of organizational commitment through the 

continuance commitment aspect. The composite mean of all indicators is 3.26 which 

places it within the “Agree” range. This reveals a strong sense of continuance 

commitment among the employees within the host institutions with a mostly high 

agreement on the sense of obligation as an important factor in their decision to stay in 

their organization. The presence of ethical considerations, emotional ties, and 

perceptions of organizational worthiness adds depth to the understanding of employees' 

commitment (Colquitt, et al., 2021). 

This is the aspect of the organizational commitment wherein employees may feel 

compelled to stay with their organization due to perceived costs or their sense of 

obligation (Kassaw & Golga, 2019). The indicators for this aspect highlight the employees' 

sentiments regarding the perceived properness of leaving, feelings of guilt linked with 

leaving the organizations, the commendable nature of the organizations’ loyalty, the 

sense of responsibility to stay, and the indebtedness employees’ impression towards their 

organization.  

The indicator, "I would not leave my organization right now because of my sense 

of obligation to it," has the highest WM of 3.51 which falls into the “Strongly Agree” range. 

This indicates a definitive consensus among employees that their sense of obligation is 

a significant factor in their decision to stay. This line up with the fundamental notion of 

continuance commitment wherein employees feel they are bound to the organization due 

to perceived costs, such as the time, effort, or resources invested (Kasogela, 2019). This 

idea is complemented by the second and third ranking indicator; both falling into the 

“Agree” range. The indicator "I would have a feeling of guilt if I left this organization now" 

has a WM of 3.40. The presence of guilt as an aspect in the choice to leave by an 

employee shows a strong emotional tie to their organization (Colquitt, et al., 2021). This 

emotional tie contributes to the continuance commitment, as employees have a sense of 

fear for negative sentiments associated with abandoning their current roles in their 

organization. The third ranking indicator, "I do not feel it would be right to leave even if 

leaving would be better for me," has WM of 3.38. This suggests that employees recognize 

a struggle between what may be personally advantageous and what is perceived as 

ethically right (Abellanosa, et al., 2020). This inner struggle of an employee can create a 

sense of moral responsibility to continue which indicates a form of continuance 

commitment. 
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Lowest ranking indicators are “I owe a great deal to this organization," which has 

a WM of 3.08, and “This organization deserves my loyalty," which has a WM of 2.94. Both 

of the categories within the mid “Agree” range. While the agreement is present, the lower 

mean suggests a more nuanced standpoint among employees regarding the 

organizations’ right for the loyalty of their employees (Al-Jabri & Ghazzawi, 2019). The 

first indicator probes into the perception of the organization's actions, policies, or values 

that warrant employees' commitment. The second indicator suggests that employees 

recognize a debt to the organization, possibly stemming from the opportunities, support, 

or growth they have experienced (Chidega, et al., 2022). Recognizing and addressing 

this personal obligation an employee has to the organization can further reinforce the 

sense of continuance commitment. 

Table 8 presents a wide-ranging summary of the different aspects of organizational 

commitment. The Grand Composite Mean of the Organizational Commitment is 3.28 

which still falls under the “Agree” range. Organizational commitment is a vital aspect of 

an employee's connection and loyalty to the organization they are part of (Candelario, et 

al., 2020). The table comprises three key dimensions of commitment: Affective 

Commitment, Normative Commitment, and Continuance. Additionally, it makes available 

the Grand Composite Mean which offers an overall perspective on the level of agreement 

within the employees regarding organizational commitment. 

Normative Commitment emerges as the highest-ranked dimension with a 

Composite Mean of 3.39 which signals a stronger agreement within the workforce. 

Normative Commitment is associated with a sense of obligation or moral responsibility of 

an employee towards his or her organization (Kalitanyi, 2022). The Composite Mean is 

within the “Agree” range. This higher level of commitment may be indicative of the 

employees’ feeling of moral obligation to stay with the organization; possibly owing to 

shared values, positive organizational culture, or a sense of duty (Mezeh, 2021). The 

employees, driven by a shared understanding of principles, an optimistic organizational 

culture, or a sincere sense of responsibility, demonstrate a commitment that exceeds the 

contractual or transactional dimension of employment.  

Continuance, with a Composite Mean of 3.26 (putting it in the “Agree” range) and 

the second ranking dimension, demonstrates a commendable level of agreement among 

the respondents. This dimension of commitment is concerned about the perceived costs 

of employees associated with leaving the organization (Kalitanyi, 2022). The recognition 

of value and benefits made available from staying with the organization likely contributes 

immensely to the observed commitment within the employees. They may perceive 

tangible and intangible compensations, such as career growth opportunities, financial 

stability, or a constructive work environment, which influence their overall commitment 

level to the organization. This realistic perspective on commitment proposes that 

employees are making a rational assessment of the costs and benefits associated with 

their organizational tenure (Chidega, et al., 2022).  
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Affective Commitment, with a Composite Mean of 3.19, emphasizes a generally 

positive and favorable sentiment among employees towards their respective 

organizations. This dimension digs into the emotional attachment and identification that 

employees feel for their workplace (Adewoyin, et al. 2020). Despite its mean being slightly 

lower compared to the other aspects of commitment dimensions, it resides within the 

“Agree” which signifies a notable level of positive emotional connection and commitment. 

Furthermore, Affective commitment comprises the employees' notion of loyalty, affection, 

and belongingness to their organizations (Chidega, et al., 2022).  The emotional 

connection within the three host organizations may stem from various foundations such 

as a supportive work environment, positive relationships with coworkers, or a strong 

connection with the organization's values and mission. 

Table 9 presents the analysis of Employee Development Programs with a specific 

focus on Knowledge and Skills Retention dimension. The Composite Mean of 3.00, which 

falls within the “Agree” range, provides an aggregated view of employees' sentiments 

regarding the Employee Development Programs' effectiveness in terms of Knowledge 

and Skills Retention. This shows a collective agreement that the organizations’ programs 

contribute positively to employees' professional growth (Al-Rawahi, 2022).  It mirrors a 

consensus that the initiatives executed by these organizations contribute meaningfully to 

enhancing the skills, knowledge, and overall growth of their workforce. The table includes 

five key indicators offering valuable insights about the employees’ notion on the 

effectiveness and impact of the organization's developmental initiatives towards them.  

"I learned new skills from programs instituted by my organization" indicator boasts 

the highest WM of 3.37 among the indicators of this dimension. This indicates a strong 

consensus among employees of the three host organizations that they have learned new 

skills through the programs instituted by their respective organizations. Its WM falling 

under the “Agree” range aligns with its high score; reflecting the success of the 

organizations in fostering skill development programs. The indicator being ranked as the 

highest accentuates the effectiveness of these programs in imparting valuable skills to 

the employees. By aligning closely with the developing demands of their industry, the 

organizations cater to the dynamic needs of employees: ensuring technical proficiency 

and honing of crucial soft skills (Mishra, 2023). This position underscores a commitment 

by the organizations to create a supportive environment. This also compliments the 

second highest indicator; "I value the knowledge and skills I gain from my organization's 

programs." This indicator has a WM of 3.24 which falls under the “Agree” range. This 

indicator underscores that employees gives importance on the knowledge and skills 

acquired through the organization's programs. This emphasizes the positive perception 

of the overall influence of these developmental programs on the professional growth and 

competence of the employees (Mishra, 2023). 

"I apply things I learn from the programs of my institution" is the third highest and 

has WM of 2.81 which falls under the “Agree” range. Employees confirm their application 

of knowledge and skills gained from their respective organizations’ programs. While there 
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is a level of agreement on the practical application of the acquired knowledge, there may 

be variations in the extent to which the employees implement these learnings in their daily 

roles (Bhanudas, 2021). The differences in the extent of implementation shows the 

complexity of translating learning into action in diverse professional contexts within the 

organizations.  

The alignment between the skills acquired and the actual requirements of the job 

and this can be seen in the indicator "I find the learnings from previous programs still 

applicable today." With a WM of 2.79 and falling under the “Agree” range, employees of 

the host organizations generally recognize the continuing relevance of learnings from past 

programs. However, the fourth rank suggests that there is room for improvement in 

ensuring the sustained applicability of these acquired knowledge and skills over time. This 

indicator highlights the need of the organizations to focus on improving the enduring value 

of the knowledge imparted through the organizations’ developmental programs (Yedama, 

et al., 2020). This is also highlighted by the lowest ranking indicator; "I still use skills I've 

learned from previous programs." While employees generally agree (WM of 2.77) that 

they continue to use skills and knowledge acquired from previous developmental 

programs, the lowest rank suggests a potential challenge in retaining and applying these 

skills over time. This indicator provokes a deeper investigation into the factors prompting 

the sustainability of skills gained through developmental programs (Mishra, 2023). 

Table 10 provides an in-depth examination of Employee Development Programs, 

focusing on the aspect of Significance of Programs. This aspect Composite Mean of 3.08 

falls within the “Agree” range which provides an overall assessment of employees' 

sentiments regarding the Significance of Employee Development Programs. This is 

indicative of a collective understanding that the host organizations’ programs are largely 

perceived as relevant, utilizable, and address needs to enhance efficiency and 

productivity (Al-Rawahi, 2022). This shared perspective highlights a cohesive statement 

regarding the relevance and utility of the organization's endeavors, fostering a positive 

environment where programs are not only acknowledged but positively accepted for the 

programs’ role in improving performance and meeting organizational needs. The table 

includes five key indicators emphasizing valuable insights into how employees perceive 

the relevance and impact of the organization's developmental programs on their 

specialized roles and expectations.  

"The programs in my organization aid me while doing tasks at work" has the 

highest WM of 3.35 in this aspect. This indicator stands out as one that is particularly 

impactful. Employees categorically agree that the programs initiated by the organizations 

help them in performing their tasks at work; emphasizing the practical value of these 

programs in improving job performance (Oluwaseun, 2018). The acknowledgment that 

these programs dynamically aid in task execution reflects their tangible and positive effect 

on job performance. This notion is reiterated by the "The programs in my organization 

address my needs and that of others to be more efficient and effective at performing my 

tasks" indicator which has the second highest WM of 3.24. This indicator underscores 
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that employees see the programs as relevant in addressing their needs and contributing 

to enhancing efficiency and effectiveness in their task performance (De Jesus & Fajardo, 

2022).  

The third ranking indicator, "I find the programs in my organization are utilizable 

even outside my work," has a WM of 3.12 which emphasizes that employees see the 

training and developmental programs as not only relevant to their work but also applicable 

outside their professional roles. It gestures a cohesive bond between organizational 

training goals and the broader aspirations and needs of employees within the organization 

(Oluwaseun, 2018). This fosters a culture of learning that extends well beyond the 

confines of the organizations 

"I find the programs in my organization highly relevant to my work" with a WM of 

2.87 is the second lowest ranked indicator. This is startling given that the association of 

this indicator to the highest ranked indicator. However, this indicator still imposes that 

employees generally see the significance of programs to their work (Bilderback & Miller, 

2023). However, its ranking suggests that there may be aspects where improvements 

could be made to improve the perceived relevance of these programs. This is reiterated 

by the lowest ranking indicator: "The programs in my organization align my expectations 

to that of my organization." While employees mostly agree (WM of 2.82) that the programs 

imposed by the organizations align their expectations with those of the organization, there 

is room for improvement in this aspect. Employees may not completely perceive a 

continuous and cohesive integration between their expectations and the goals of the 

organizational programs (Bhatt, 2020). 

Table 11 provides an evaluation of Employee Development Programs in terms of 

Employees' Appreciation. The Composite Mean of 3.07 directs a generally optimistic 

consensus among employees regarding the impact of the programs by the organizations. 

This suggests that, on average, employees see the developmental programs initiated by 

the organizations as beneficial, contributing to various aspects of their professional 

growth and employment satisfaction (Al-Rawahi, 2022). This score is indicative of a 

positive alignment between the organizations’ objectives and employees' experiences. 

"The programs of my organization make me feel like I am part of the future of my 

organization as they prepare me for other tasks," stands out as an exceedingly impactful 

aspect of the employee development programs as the highest-ranking indicator. The WM 

of 3.23 emphasizes the host organizations programs’ effectiveness in addressing current 

requirements of the workplace and fostering a sense of community and future readiness 

in the organizations. This result signifies that employees not only acknowledge the current 

utility of the programs and recognize their role in preparing employees for future 

challenges and tasks within the (Chidega, et al., 2022). "I am confident with performing 

my tasks after attending the programs of my organization," indicator reiterates the top 

indicator’s notion. This indicator has a WM of 3.17 which falls within the "Agree" range. 

This indicator highlights the positive impact of the programs on employees' confidence 
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levels by emphasizing their perceived efficiency in improving the employees’ work 

performance. This suggests that the programs implemented by the organization are not 

merely theoretical but are seen as practical, instilling a sense of assurance and 

confidence in employees as they execute their work (De Jesus & Fajardo, 2022). 

"The programs of my organization help decide into staying with my organization," 

secures a WM of 3.08 as the third ranking indicator. This further affirms the overall 

agreement among employees on the programs' influence on employees’ decision to stay 

with their respective organizations. This suggests that the developmental programs 

contribute a prominent role in shaping employees' commitment to staying with the 

organization (Magaji, et al., 2021). This alignment is essential as it highlights the 

programs not only as vehicles for skill enhancement but also as integral components in 

building a positive employee experience and organizational culture that contribute to an 

employee’s long-term organizational commitment. Organizational commitment can be 

seen through the programs initiated by the organizations through the "I am satisfied with 

the work I am doing, and I feel like I am growing professionally when I attend the programs 

of my organization," indicator. This is the fourth-ranking indicator with a WM of 3.06. 

Although falling within the "Agree" range, its ranking suggests that there may be 

opportunities for enhancement to improve satisfaction and perceived professional growth 

by the employees. Ensuring that employees perceive tangible benefits from their 

engagement in the developmental programs is essential to further organizational 

commitment (Dachner, et al., 2019). Lastly, the indicator "I feel empowered after attending 

the employee development programs of my organization," obtains a Weighted Mean of 

2.81 and is the lowest ranked indicator. This signals an agreement among the employees 

with the notion but with a slightly lower impact compared to other indicators. The result 

also reiterates the need for improving the programs to address overall satisfaction and 

appreciation of the employees with the training and developmental programs initiated by 

the organization. 

Table 12 serves as a comprehensive summary of Employee Development 

Programs, encapsulating its three dimensions; significance of the programs, and overall 

employee appreciation. This overarching measure provides a consolidated view of the 

programs' effectiveness across the different dimensions. The Grand Composite Mean, 

stands at 3.05 which places it within the "Agree" range. The positive interpretation reflects 

a general acceptance among employees regarding the value and impact of the Employee 

Development Programs in their work environment. The high Composite Mean for the 

Significance of Programs shows its strategic importance, while the Employees' 

Appreciation dimension confirms the positive impact of these programs. The nuanced 

insights provided by the Knowledge and Skills Retention dimension point to opportunities 

for enhancement and refinement. 

Significance of Programs has the highest Composite Mean of 3.08 which indicates 

a strong collective affirmation among employees regarding the importance and impact of 

the developmental programs by their respective organizations. This highlights the 
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strategic value of these programs which emphasizes their perceived significance in 

contributing to individual and overall organizational growth (De Jesus & Fajardo, 2022). 

It submits that these programs are seen as an instrumental part in shaping the collective 

mindset of the employees. This means aligning employees with the organization's vision 

and mission, and fostering a culture of continuous learning and adaptability. The 

significance of the programs in adding to individual and organizational growth has broader 

implications. It indicates that employees view these programs as more than just 

requirements of training sessions; instead, employees see them as transformative 

programs that contribute to their professional advancement and, by extension, the overall 

success of their respective organizations (Mishra, 2023). 

Employees' Appreciation has Composite Mean of 3.07 which falls under the 

"Agree" range. This suggests an optimistic sentiment among employees within the 

organizations regarding the value and impact of the initiated programs. This positive 

sentiment goes beyond the mere acknowledgment of the programs' existence but rather, 

it implies that employees actively appreciate and value the programs as vital parts of their 

professional development (Tharanya, et al., 2020). Employees are not only participants 

but they are dynamic contributors to the positive account surrounding the impact of these 

programs on their overall professional satisfaction and growth. 

Knowledge and Skills Retention dimension has the Composite Mean of 3.00 which 

falls within the "Agree" range. Being the lowest-ranking dimension, this suggests a 

moderate consensus among employees regarding the effectiveness of the programs in 

retaining knowledge and skills. While the "Agree" interpretation is positive, the 

organization may benefit from a nuanced examination of specific program components to 

enhance knowledge retention further. This recognition becomes a critical pivotal point for 

the leaders of the organization aiming to refine and optimize the impact of developmental 

programs on knowledge and skills retention (Yedama, et al., 2021). This insight 

underscores the organization's commitment to ensuring that developmental programs not 

only meet the current needs of employees but also evolve to align with changing 

expectations and advancements in knowledge acquisition. 

Table 13 presents the Relationship Between Work Engagement and 

Organizational Commitment, exploring the correlation (rho) and associated p-values for 

various subvariables or dimensions. The computed rho-values, ranging from 0.407 to 

0.920, indicate a moderate to very strong direct correlation among the subvariables of 

work engagement and organizational commitment. The significance level, as seen with 

the p-values (<.001), posits that there is a statistically substantial relationship between 

work engagement and organizational commitment. 

Physical Engagement has high correlation coefficients indicating strong and 

statistically significant relationships with Affective Commitment (rho = 0.862, p < .001), 

Normative Commitment (rho = 0.407, p < .001), and Continuance (rho = 0.462, p < .001). 

This suggests that employees who are further physically engaged in their work also 
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exhibit higher levels of affective, normative, and continuance commitment to the 

organization. This means that physical engagement nurtures a sense of connection 

between employees and the organization; employees feel more dedicated, integrated, 

and valued (Colquitt, et al., 2021). It enhances their motivation and energy, leading to 

increased job satisfaction and a stronger identification with organizational goals. This 

emotional bond reduces nonattendance and turnover rates which in turn, contributes to a 

more stable and productive work environment (Abidin, et al., 2021). 

For Cognitive Engagement, a similar design appears with remarkably high 

correlation coefficients for Affective Commitment (rho = 0.833, p < .001), Normative 

Commitment (rho = 0.462, p < .001), and Continuance (rho = 0.584, p < .001). This infers 

that employees who are mentally devoted in their work, displaying cognitive engagement, 

also establish stronger affective, normative, and continuance commitments. The 

consistency of highly significant correlations across all three dimensions of both work 

engagement and organizational commitment is noteworthy. This consistency reinforces 

the strength of the observed relationships and this highlights the interrelated nature of 

work Engagement and organizational Commitment. The strongest correlation between 

dimensions is observed between Emotional Engagement and Continuance Commitment 

(rho = 0.920). This highlights a particularly compelling link between deep emotional 

connection to work and the perceived costs of leaving the organization. When employees 

exhibit a strong sense of emotionally engagement and continuance commitment, turnover 

rates are likely lower due to the employees staying with the organization for both 

emotional and practical reasons (Abellanosa, et al., 2020). The employees shows a 

multifaceted sense of loyalty. 

This correlation analysis also implies that developing work engagement in its 

different dimensions can significantly contribute to enhancing organizational commitment 

(Rani, et al., 2020). The real-world implications of this analysis are substantially beneficial 

for organizational leaders. The findings of this analysis emphasize that engaged 

employees are more likely to exhibit higher levels of organizational commitment. 

Organizations aiming to nurture dedicated employees should consider strategies or 

programs that promote physically and cognitive engagement, and programs that foster 

emotional connections to their work or affective commitment (Nabhan & Munajat, 2023).  

Table 14 explores the relationship between work engagement and employee 

development programs. The table shows summarizing the overall findings, stating that 

the computed rho-values ranging from 0.418 to 0.693 indicate a moderate to strong direct 

relationship among the sub-variables or dimensions of work engagement and employee’s 

development programs. There is a statistically significant relationship between these two 

variables as seen on the obtained p-values being less than 0.01. This value confirms a 

strong correlation between work engagement and employee development programs.  

For physical engagement, the rho-values with the employee development 

programs variables of range from 0.638 to 0.673 and have all p-values less than 0.001. 
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This indicates an exceedingly noteworthy relationship implying a strong positive 

correlation between physical engagement and employee development programs. Moving 

to cognitive engagement, similar variables are considered. The rho-values range from 

0.685 to 0.693, again with p-values less than 0.001. This suggests an exceedingly 

significant relationship; indicating a strong positive correlation between cognitive 

engagement and employee development programs.  

Emotional engagement’s strong correlations with knowledge and skills retention, 

significance of programs, and employees' appreciation is evident with rho-values ranging 

from 0.418 to 0.556 and p-values less than 0.001. This reinforces the conclusion of a 

highly substantial correlation between emotional engagement and employee 

development programs. Emotionally engaged employees are seen to have deeply 

connected to their learning experiences in the organization; leading to better retention of 

the knowledge and skills imposed by the program (Hajjar & Alkhanaizi, 2018). The 

enthusiasm and commitment of the employees instigates them to actively participate and 

learn in training and development programs. Emotionally engaged employees are seen 

to be more motivated to be updated and proficient in their roles (Wassem, et al., 2019). 

Employees who perceive that the organization is committed to their long-term 

career growth and development are likely to reciprocate with higher levels of work 

engagement (Mrunali & Pathak, 2021). This commitment nurtures a positive work 

environment and establishes a mutual relationship wherein engaged employees 

contribute meaningfully to the organization's success. This entails that employee 

development programs align with individual employee career goals; employees are more 

likely to be engaged in their work (Dawson, Knight, & Patterson, 2019).  

Table 15 presents the findings related to the relationship between organizational 

commitment and employee development programs. The analysis result suggests that 

there is a positive and substantial connection between organizational commitment and 

participation in employee development programs. The computed rho-values ranging from 

0.456 to 0.710 show a moderate to strong direct connection among the sub-variables of 

organizational commitment and employee’s development programs. The statistically 

significant relationships seen through its p-values being less than 0.01, confirming a 

strong connection between organizational commitment and employee development 

programs. This reiterates that employee development programs are a crucial component 

in fostering commitment and sense of loyalty with an organization’s employees (Jehanzeb 

& Mohanty, 2018). This implies that when organizations invest in the personal and 

professional growth of their employees, the message that they value and support their 

staff is clear.  

For affective commitment, the dimensions considered are knowledge and skills 

retention, significance of programs, and employees' appreciation with their rho-values 

range from 0.658 to 0.710 and with all p-values less than 0.001. This suggests a highly 

significant connection. Employees who are emotionally attached to their organization are 



1690 
 

Ignatian International Journal for Multidisciplinary Research            Vol 2 No 8          August 2024          www.icceph.com 

more likely to participate in and appreciate the organization’s programs. Employees with 

a strong sense of affective commitment are seen to be more invested in their learning 

programs and retention of knowledge and skills (Bai & Liu, 2018). The employees’’ 

emotional commitment to the organization propels them to actively participate with 

development programs and apply new skills proficiently. 

In the case of normative commitment, similar dimensions are examined. The rho-

values range from 0.481 to 0.621 with p-values less than 0.001 which signifies a highly 

significant relationship. This suggests a positive correlation between normative 

commitment and employee development programs. Lastly, Continuance commitment 

shows strong correlations with knowledge and skills retention, significance of programs, 

and employees' appreciation, with the rho-values ranging from 0.456 to 0.538 and p-

values less than 0.001. This suggests that employees who perceive high costs associated 

with leaving the organization are more likely to partake in the development programs of 

the organization. Employee development programs can foster in job satisfaction with the 

employees in an organization (Mrunali & Pathak, 2021). As employees obtain new skills 

and knowledge, they may experience increased job satisfaction and a perception of 

growth. This can lead to higher levels of affective commitment. Investing in employee 

development shows that the organization values its employees and is willing to support 

their professional advancement (Yedama, et al., 2021).  

Organizations that prioritize employee development are seen to have higher 

retention rates. Employees who perceive that their organization is actively investing in 

their growth are more likely to stay with the organization longer. This nurtures continuance 

commitment, where employees remain with the organization because of the perceived 

costs associated with leaving (Bhanudas, 2021). 

 

Conclusions 

 

Based on the findings of the study, the researcher came up with the following conclusions: 

1. There is strong evidence on the organizations work engagement in terms of 

physical, emotional, and cognitive aspects.  

2. The employees manifested strong organizational commitment in terms of affective, 

normative, and continuance aspects. 

3. The employee development programs are seen to have moderate evidence on its 

effect considering employee retention programs in terms of Knowledge and Skills 

Retention, Significance, and Employees’ Appreciation. 

4. The is a significant relationship among work engagement, organizational 

commitment, and employee development programs. 

5. An employee retention framework was developed for Research and Development 

Companies. There is a strong positive correlation among each variable which 

contributes to a positive work environment. The amalgamation of dynamic 

engagement, robust commitment, and continuous development opportunities 
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creates a workplace where employees are motivated to stay, reducing employee 

turnover.  

 

 

 

 

 

 

 

 

 

 

 

  

 

 

 

 

 

 

  

 

 

Based on the conclusions of the study, the researcher came up with the following 

recommendations: 

1. The pharmaceutical companies through their Research and Development 

Departments may strengthen the rewards and recognition system of the 

organizations to encourage their employees to perform their duties in a more 

enthusiastic manner.  

2. The companies may implement programs that promote a sense of community and 

connection within the organization.  

3. Policymakers and leaders may continue to encourage their employees to 

participate in planning and decision-making in pertinent processes that affect the 

employees’ work within the organization to foster in inclusivity. 

4. The Human Resource department may improve the programs and institute amore 

future proof programs addressing the needs of the employees. 

5. The organizations’ human resource departments or organization leaders may use 

the proposed employee retention framework to improve the employee retention at 

research and development companies especially within the pharmaceutical 

industry  

Figure 1. Proposed Framework for an Effective Employee Retention Program for Research and 

Development Companies specifically Pharmaceutical Companies engaged in the field 
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6. Future researchers may use other variables that could have similar effects on the 

work engagement, organizational commitment, and employee development and 

training programs of research and development companies especially within the 

pharmaceutical industry. 

 

Compliance with Ethical Standards 

 

Permissions from the three host institutions were requested before initiating this 

study. Ethical considerations were observed during the conduct of the research work to 

ensure that all information that were collected were used for research purposes only to 

maintain the quality and integrity of the research. At the request of the three host 

institutions, they were not named through this study to protect their privacy.  

The researcher properly cited the adopted questionnaires. The researcher 

ensured the confidentiality and anonymity of the respondents by not seeking their names, 

when they answer the questionnaires. 
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