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ABSTRACT

Quality of work life has increasingly been recognized as a crucial factor influencing
employees across various sectors. This study investigated the significant association
between grit and quality of work life in relation to job performance among non-teaching
personnel of tertiary schools in Northern Mindanao. A quantitative descriptive-
correlational research approach was utilized, involving 88 participants from the selected
schools. The study aimed to explore how grit and quality of work life correlate with
employees' job performance. Data collection was done through an online survey,
comprising sections on demographic details, the Grit Scale (Duckworth & Quinn, 2009),
the modified Work-Related Quality of Life scale (Van Laar et al., 2007), and performance
metrics based on Lourdes College's Administrative Manual (2024). Findings reveal that
participants reported a generally high quality of work life across all dimensions and they
assessed grit as only moderate. On the other hand, job performance was rated
approaching excellence in all areas. The results further indicate that grit did not
significantly correlate with job performance. Instead, a specific aspect of quality of work
life, particularly working conditions, was positively associated with employee performance
outcomes. It is, thus, recommended that organizations focus on improving the quality of
work-life initiatives, particularly by enhancing working conditions and promoting job
satisfaction to boost overall employee performance. Although grit did not demonstrate a
direct relationship with job performance in this study, fostering an environment that
encourages persistence and sustained interest may still contribute to a more engaged
and motivated workforce.
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INTRODUCTION

In the contemporary landscape of higher education, the quality of work life (QWL) plays
a crucial role in influencing employee performance and overall job satisfaction. As
institutions aim for excellence in teaching, research, and administrative functions,
understanding the factors that foster employee performance is essential. Higher
education institutions are pivotal in delivering quality education and creating a supportive
environment that promotes learning and personal growth. Research suggests that
enhancing QWL can result in better educational outcomes, as satisfied and engaged
employees are more likely to contribute positively to student learning experiences (Malau,
2023). By examining the impact of QWL on performance, this study seeks to deepen the
understanding of how higher education institutions can improve job satisfaction and
productivity among staff.

QWL encompasses various aspects, including general well-being, job satisfaction, home-
work interface, control at work, and working conditions, all of which significantly influence
employee effectiveness. Studies consistently indicate that a favorable work-life balance
is associated with increased job satisfaction and overall employee wellness. For example,
Malau (2023) demonstrated that work-life balance significantly affects employee
performance in higher education institutions, especially when supported by organizational
policies and higher job satisfaction levels. A high QWL fosters organizational
commitment, which is essential for enhancing long-term productivity and employee
retention.

The concept of grit, defined as sustained passion and perseverance toward long-term
goals, has also emerged as a critical factor affecting employee performance. Employees
with higher levels of grit are better equipped to navigate job complexities and maintain
strong performance, particularly under high-pressure conditions (Gope & Ali, 2023). This
connection between QWL and grit is especially significant in higher education, where
employees frequently balance multiple responsibilities. Gope and Ali (2023) emphasized
that grit enables employees to remain focused and resilient, even in challenging
circumstances, thereby fostering a culture of sustained excellence.

However, existing literature on QWL and its impact on employee performance reveals
significant gaps. While most research has concentrated on teaching staff, the experiences
and challenges faced by non-teaching personnel remain underexplored. Non-teaching
staff play a critical role in supporting the institutional mission, yet their unique challenges,
such as insufficient recognition, job insecurity, and limited growth opportunities, are often
overlooked. Investigating how QWL and grit influence this group can provide valuable
insights for designing targeted interventions to enhance their performance and well-being
(Malau, 2023).

This study aimed to address these gaps by exploring the correlation between grit and
QWL in relation to the job performance of non-teaching staff in higher education
institutions. By focusing on this underrepresented group, the study intends to contribute
to a more comprehensive understanding of employee performance factors. The findings
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are expected to guide educational institutions in implementing interventions that promote
employee well-being, improve organizational practices, and foster sustainable job
performance. In doing so, the study highlights the importance of addressing the specific
needs of non-teaching staff to create an inclusive and supportive work environment that
benefits the entire academic ecosystem.

Research Questions

This study aimed to determine the significant association between grit and quality of work
life on job performance among the non-teaching personnel of RVM Tertiary Schools of
Northern Mindanao. Specifically, it answered the following research questions:

1. What is the participants’ level of quality of work life in terms of the following factors:
1.1 General Well-being;
1.2 Home-Work Interface;
1.3 Job Satisfaction;
1.4 Control at Work; and
1.5 Working Conditions;

2. What is the participants’ level of Grit in terms of the following factors:
2.1 Perseverance of Effort; and
2.2 Consistency of Interest?

3. What is the participants’ level of job performance in terms of the following factors:
3.1 Competence & Efficiency
3.2 Office Management Skills; and
3.3 Communication Skills?

4. Are the participants’ quality of work life and level of grit significantly associated with
their job performance?

METHODOLOGY

This study adopted a quantitative descriptive-correlational research design to explore the
relationship between grit, quality of work life (QWL), and job performance among 88 non-
teaching personnel in higher education institutions. Total enumeration was employed to
ensure the representativeness of the population. Data collection is carried out through an
online survey, comprising sections on demographic details, the Grit Scale (Duckworth &
Quinn, 2009), the modified Work-Related Quality of Life (WRQoL) scale (Van Laar et al.,
2007), and performance metrics based on Lourdes College's Administrative Manual
(2024). These instruments assessed the constructs of grit, QWL, and job performance
across five psychosocial dimensions and specific workplace competencies, ensuring
reliability and relevance to the context. A pilot test was conducted to refine the survey for
clarity and reliability. The reliability analysis reveals that the alpha coefficients for all
constructs are within the acceptable range, demonstrating strong internal consistency.
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According to Nunnally and Bernstein (1994), a Cronbach’s alpha value of 0.70 or higher
is considered acceptable for social science research, while values above 0.80 indicate
high reliability. In this study, the alpha values for job performance dimensions are as
follows: Competence & Efficiency (a = 0.883), Office Management Skills (a = 0.834), and
Communication Skills (a = 0.746), all of which exceed the standard threshold. Similarly,
the quality of work life (QWL) dimensions show robust reliability, with General Well-being
(a = 0.699), Home-Work Interface (a = 0.766), Job Satisfaction (a = 0.688), Control at
Work (a = 0.790), and Working Conditions (a = 0.768) demonstrating high internal
consistency. For grit, the alpha coefficients are also strong, with Perseverance of Effort
(a = 0.690) and Consistency of Interest (a = 0.715) exceeding the acceptable threshold.
These results confirm the reliability of the measurement scales, ensuring that the
constructs are assessed consistently across the sample.

Data analysis employed descriptive statistics such as means, percentages, and
percentages to summarize participant characteristics and Pearson correlation to assess
relationships among the variables. Ethical protocols were rigorously followed, including
obtaining informed consent, ensuring confidentiality, and securing institutional ethical
clearance.

RESULTS and DISCUSSION

Table 1 shows the result of the test of the relationship between grit, quality of work life,
and job performance. A significant positive relationship is evident between Working
Conditions and job performance, particularly in Competence & Efficiency (r = 0.265, p =
0.013), Office Management Skills (r = 0.266, p = 0.012), and Overall Job Performance (r
= 0.242, p = 0.023) leading to the rejection of the null hypothesis. These findings
emphasize the importance of a supportive physical and organizational environment in
fostering higher employee productivity and efficiency. Working Conditions, including well-
maintained physical spaces, adequate resources, and manageable workloads, create an
atmosphere that enables employees to perform optimally. This aligns with research by
Bashir and Ramay (2020), who highlighted that a conducive workplace reduces stress,
enhances focus, and boosts overall performance.

While the positive relationship between Working Conditions and job performance is
significant, other variables, including dimensions of grit and QWL, show non-significant
relationships leading to the non-rejection of the null hypothesis. General Well-being and
Home-Work Interface did not exhibit meaningful correlations with Overall Job
Performance. Similarly, the dimensions of grit, such as Perseverance of Effort and
Consistency of Interest, failed to show significant associations with performance. The
non-significant correlation between General Well-being and Home-Work Interface may
stem from their subjective nature, as individual perceptions of well-being and work-life
balance can vary greatly based on personal circumstances. Zhenjing et al. (2022)
observed that factors such as family responsibilities and external stressors may have a
bearing on how employees perceive and prioritize these aspects, reducing their direct
relationship with workplace performance.
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The non-significant relationship between grit and job performance may be attributed to
the specific context of the roles studied. In structured environments with limited autonomy,
individual resilience and perseverance may play a less prominent role in influencing
performance compared to external factors like organizational support. Smith and Doe
(2023) noted that grit often has a more pronounced effect in dynamic or entrepreneurial
roles, where self-driven persistence is crucial for success. Furthermore, the timing of this
study, conducted during the second year of the COVID-19 pandemic, may have
influenced the results. Wang et al. (2022) found that pandemic-related challenges
disrupted traditional relationships between QWL dimensions and performance, as
employees faced heightened stress, uncertainty, and rapidly changing work
environments.

Table 1
Result of the Test of Relationship between Grit, Quality of Work Life, and Job Performance
Home- Job
JOB Consiste Persev General  Work Career Contr Working Overa
PERFORMA ncyof erance GRI Well- Interfac Satisfactio olat Condition Il
NCE Interest of Effort T being e n Work S QWL
Competency r .054 -.045 .015 .073 .096 .169 .198 .265 A77
& Efficiency p .619 .679 .886 .500 374 115 .064 .013 .099
Communicati r .038 -.005 .026 .003 .042 119 121 .166 110
on Skills p .724 964 812 974 .694 271 .263 121 .310
Office Mgt. r .004 .013 .010 .080 .118 .192 A77 .266" .189
Skills p .972 .907 .928 460 273 .073 .098 .012 .078
OverallJob r .034 -.013 .018 .054 .089 .166 A72 242" .165
Performance p .757 905 .868 .620 412 121 .109 .023 125

*significant at 0.05 level

These findings suggest that while grit and broader QWL dimensions are important, their
effects may be indirect compared to the tangible relationship of Working Conditions.
Institutions aiming to enhance employee performance may prioritize investments in
creating supportive workplace environments while also exploring targeted interventions
to improve employee well-being and resilience. Future research could focus on
longitudinal studies to capture how these relationships evolve or employ qualitative
approaches to gain a deeper understanding of employees' experiences. By addressing
both organizational and individual factors, institutions can develop holistic strategies that
foster a more engaged and productive workforce.

The summary data in Table 2 show that participants had a favorable perception of their
quality of work life across all dimensions indicating a strong quality of work life, with
employees feeling well-supported in various aspects of their professional life. The
analysis provides insights into the interplay between quality of work life (QWL), grit, and
job performance among non-teaching personnel. As shown in Table 2, participants
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generally exhibit a favorable perception of their QWL, with an overall mean score of 4.08
(SD = 0.62), interpreted as "High." The highest-rated dimension, Working Conditions (M
= 4.23, SD = 0.73), underscores the importance of a supportive physical and
organizational environment. This finding aligns with Salés-Wuillemin et al. (2023), who
emphasized that conducive working conditions promote productivity and well-being.
However, General Well-being (M = 3.86, SD = 0.72) received the lowest score yet still
rated as high, suggesting opportunities for improvement in stress management and
emotional support.

Table 2

Summary Table of Quality of Work-Life

Dimensions of Level of Quality of Mean Interpretation  SD

Work-Life

General Well-being 3.86 High 0.72
Home-Work Interface 4.13 High 0.77
Job & Career Satisfaction 4.10 High 0.70
Control at Work 4.07 High 0.67
Working Conditions 4.23 High 0.73
Overall 4.08 High 0.62

In terms of grit, Table 3 reveals a "High" level of perseverance of effort (M = 4.06, SD =
0.54), indicating strong determination among participants. Wang et al. (2022) support this
finding, noting that perseverance is a critical factor for sustained task engagement and
resilience. However, the consistency of interest dimension (M = 2.59, SD = 0.74) was
rated as "Moderate," reflecting variability in maintaining long-term focus on specific goals.

Table 3

Summary Table of Levels of Grit
Dimensions Mean Interpretation SD
Perseverance of Effort 4.06 High 0.54
Consistency of Interest 2.59 Moderate 0.74
Overall 3.32 Moderate 0.42

The overall mean score of 3.32, interpreted as "Moderate," with a standard deviation of
0.42, highlights a need for improvement in developing a balanced level of grit. The
disparity between the perseverance of effort and consistency of interest implies that while
participants are highly motivated to exert effort, they may face challenges in sustaining
interest over time. Datu et al. (2023) suggest that consistency of interest may depend on
organizational dynamics and individual circumstances, emphasizing the need for tailored
interventions to enhance intrinsic motivation.

Job performance, as shown in Table 4, was assessed as "Approaching Excellence"
across all dimensions (M = 4.07, SD = 0.55). Competence & Efficiency received the
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highest score (M = 4.10, SD = 0.57), indicating strong capability in resource mobilization
and task execution. Nilasari et al. (2024) found similar results, emphasizing that core
competencies are vital for achieving high performance. While all dimensions
demonstrated high performance, "Communication Skills" had a slightly lower mean score,
suggesting that while generally strong, there might be areas for improvement in specific
aspects of communication.

Table 4

Summary Table of Level of Job Performance

Dimensions Mean Interpretation SD

Competence & Efficiency 4.10 Approaching 0.57
Excellence

Office Management Skills 4.07 Approaching 0.56
Excellence

Communication Skills 4.03 Approaching 0.60
Excellence

Overall 407  Approaching oo
Excellence

These findings highlight the importance of fostering a work environment that supports
employee development, encourages effective communication, and recognizes and
rewards high performance across all dimensions. The result finds consonance with the
study of Nilasari et al., 2024 positing that competencies in communication and office
management are essential for achieving high levels of job satisfaction and performance.

Conclusions

The study underscores the importance of working conditions as correlates of job
performance among non-teaching personnel in higher education institutions. Working
conditions play a significant role in fostering employee performance, particularly in areas
such as competence and efficiency. This highlights the need for supportive physical and
organizational environments that promote productivity and well-being. However, the
moderate consistency of interest suggests challenges in maintaining a sustained focus
on long-term objectives. While QWL and grit collectively show positive trends, only
working conditions demonstrate a statistically significant relationship with job
performance, emphasizing the importance of tangible organizational factors in enhancing
employee outcomes.

Recommendations

One limitation of this study is its reliance on self-reported data, which may introduce
biases due to subjective perceptions. To address this limitation, future research could
adopt mixed-methods approaches to provide a more comprehensive understanding of
the interplay between grit, QWL, and job performance. Incorporating qualitative data
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would offer deeper insights into employees’ experiences and perceptions, complementing
guantitative findings and mitigating the potential bias in self-reports.

Compliance with Ethical Standards

Following the ethical principles outlined in the Belmont Report as cited by Amdur and
Bankert (2011), the researcher of this study secured ethical clearance and obtained
informed consent. Upon administering the participants were further informed about the
nature of the study. All information gathered from this research was treated confidentially
and was used solely for research purposes. The recorded information remained
confidential, with only the researcher having access to the survey results. The primary
risk of this study was the potential non-cooperation of participants, which could have
prevented the researcher from achieving the desired number of participants and meeting
the target time for questionnaire completion. The participants of this study were not
named, nor was the institution from which the researcher obtained the data disclosed. All
information and data collected, including the institution's details, were kept confidential in
compliance with Republic Act 10173, and the Data Privacy Act of 2012.
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