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ABSTRACT  
 
Understanding the factors that influence employee commitment is important for 
enhancing organizational effectiveness, particularly in the Local Government Unit (LGU). 
This study aimed to examine the influence of organizational culture, job satisfaction, and 
career development opportunities on employees’ organizational commitment in LGU in 
Misamis Oriental. A total of 150 participants were selected through random sampling, and 
data were collected using a structured questionnaire. The research utilized a descriptive 
statistics and regression analysis employed to analyze the data. The findings on 
organizational culture showed that employees actively participated in environmental 
practices and valued organization’s efforts, both rated as high. Innovation also rated high, 
reflecting workplace supportive of new ideas and continuous improvement. Job 
satisfaction was rated high, reflecting favorable work conditions, compensation, and job 
involvement. Similarly, career development opportunities rated as high, showing 
employee appreciation for training and development. Organizational commitment also 
high, showing strong employee loyalty and dedication. Regression analysis showed that 
organizational culture, job satisfaction, and career development opportunities collectively 
influenced organizational commitment, with career development emerging as the 
strongest individual predictor. These results emphasize the active role of a supportive 
work culture, development opportunities, and job satisfaction in employee commitment. 
This study offers insights into employee behavior in Philippine LGUs and serves as a 
useful reference for future research on culture, job satisfaction, commitment, and career 
development across workplaces.   
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INTRODUCTION  
 

Organizational commitment has become a key factor in ensuring the success and stability 
of organizations. It reflected employees' dedication and loyalty, which influenced 
productivity, job satisfaction, and retention. In the Local Government Unit (LGU), 
developing commitment was essential to maintaining efficiency and reducing turnover. 
However, many public institutions struggled with employee disengagement, so exploring 
the factors that shaped organizational commitment was necessary. For instance, a study 
by Calapre et al. (2024) explored the importance of organizational commitment and belief 
among public employees in a Philippine Local Government Unit (LGU). The findings 
conclude that nurturing trust through clear leadership, fair practices, and employee 
empowerment can be a valuable strategy for LGUs to promote a more committed 
workforce.  
 
Organizational culture plays an important role in shaping employees' viewpoints and ways 
of behaving, which serves as the basis for shared ethics, norms, and practices within the 
workplace (Alvesson & Sveningsson, 2008). A productive organizational culture fosters 
protection, collaboration, and motivated force, ultimately increasing organizational 
commitment. Job satisfaction was one of the other bases or causal factors of 
organizational commitment, relevant to an individual's psychological response to their 
assignments and work environment (Tatar, 2020). This also connected with the United 
Nations Justifiable Growth Goal (SDG) 6, which aimed to guarantee the accessibility and 
maintainable organization of water and sanitation for all. Career development programs 
that integrated sustainability training promoted responsible water use, improved water 
quality, and enhanced sanitation efforts in workplaces. By fostering awareness and skills 
related to water conservation and hygiene practices, collective water-use efficiency and 
guarding water-related environments. Without such initiatives, employees lacked the 
information and motivation to support workable practices, affecting together 
organizational commitment and wider environmental goals. Therefore, organizations 
needed to prioritize career development that aligned with sustainability efforts to improve 
employee dedication and universal progress. 
 
There was not much research on local government units (LGUs) in Misamis Oriental, 
which makes it hard to completely understand the challenges the workforce faced in 
Mindanao. Recent studies have begun to address the challenges faced by local 
government units (LGUs) in Mindanao, including those in Misamis Oriental. For instance, 
Laniton et al. (2021) examined a computer knowledge teaching platform for LGU workers 
in Opol, Misamis Oriental, highlighting the need for enhanced digital skills among the 
workforce. Similarly, study by Mamoso et al. (2022) focused on the readiness of LGU 
employees in Malita, Davao Occidental, to adopt work-from-home arrangements during 
the COVID-19 pandemic, highlighting the importance of employee resilience and 
organizational preparedness.  
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Additionally, a socioeconomic influence assessment by the United Nations Development 
Programme (2021) provided insights into the wider social and economic encounters met 
by LGUs in Mindanao during the pandemic. While these studies contribute valuable 
evidence, there remains a need for more complete research to completely recognize the 
various challenges encountered by LGU workforces in Misamis Oriental and the wider 
Mindanao region. That creates a gap in understanding, especially concerning how 
organizational commitment affects organizational culture, job satisfaction and career 
growth possibilities/opportunities in the organization. Keeping employees contented and 
committed was vital/critical for the achievement and competence of public area 
organizations. 
 
This shows that people are more expected to stick around when they have a positive work 
environment and feel satisfied with their careers. Similarly, Solo’s (2021) study in 
Zamboanga City discovered job satisfaction and employee retention, but it also 
mentioned that there should be more research on how job satisfaction affects 
commitment and retention, primarily in LGUs in Misamis Oriental. 
 
Research Questions 
 
This research explored the influence of organizational culture, job satisfaction, and career 
development opportunities on the participants' organizational commitment. Specifically, it 
aimed to answer the following questions: 
 

1. What is the participants’ assessment of the organizational culture of a Local 
 Government Unit (LGU) in Misamis Oriental considering: 

1.1 Environmental Practices; and 
1.2 Innovation? 

2. What is the participants’ level of job satisfaction? 
3. What are the career opportunities received by the participants? 
4. What is the participants’ assessment of their organizational commitment? 
5. Do the participants’ assessment of the organizational culture, career 
development opportunities, and their job satisfaction significantly influence their 
organizational commitment? 

 
 
METHODOLOGY 
 
This study utilized a quantitative study with a descriptive correlational investigation plan, 
and the research examined 150 randomly selected participants through a questionnaire. 
Descriptive statistics, such as frequency, percentage, and mean, were utilized to evaluate 
workers' insight on organizational culture, job satisfaction, career opportunities, and 
organizational commitment. A regression analysis was shown to regulate the notable 
influence of these aspects on workers' engagement with the organization. 
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RESULTS AND DISCUSSION 
 
Table 1 reveals the frequency, percentage, and results showed an overall mean 
distribution of the participants with a score of 4.03 interpreted as "High". This indicates 
that the participants' assessment of Environmental Practices was perceived in a generally 
positive manner, indicating that sustainability efforts and eco-friendly initiatives within the 
organization were acknowledged and appreciated. 

A standard deviation (SD) of 0.67 showed moderate variation in the result. These 
variations were supported by research from Ogiemwonyi (2024), who revealed that 
environmental practices were perceived differently by individuals based on personal 
values, previous experience, and understanding of sustainability matters. Furthermore, 
the majority of the participants gave high scores to the several indicators measuring 
environmental practices. This revealed that the employees perceived the organization's 
environmental efforts positively, representing a positive overall impression of how the 
organization handles environmental practices. 

Table 1 

Frequency, Percentage, and Mean Distribution of the Participant’s Assessment of 
Environmental Practices. 

Range Interpretation Frequency Percentage 

4.51-5.00 Very High 26 17.33% 

3.51-4.50 High 91 60.67% 

2.51-3.50 Moderate 30 20.00% 

1.51-2.50 Low 2 1.33% 

1.00-1.50 Very Low 1 0.67% 

 Total 150 100.0 

 Overall Mean 4.03 

 Interpretation High 

 SD 0.67 

 

Table 2 presents the participants' assessment of the organizational culture of a Local 
Government Unit (LGU) in Misamis Oriental in terms of Innovation. The data revealed 
that the highest mean score of 42.67 percent fell within the "High" rate of the 
organization's innovation efforts, indicating strong recognition of improvements in 
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services, systems, and technology. This showed progress in modernizing processes and 
addressing community needs. However, the 2.67 percent who gave low ratings point to 
gaps in fully implementing or communicating innovation. Although the overall mean score 
of 4.00 is a positive level of awareness, the slight variability of responses for that mean, 
with a standard deviation of 0.70, suggests room for improvement. These gaps should 
address LGUs by promoting consistent innovation in all departments for the purpose of 
delivering services. For example, He and Sutunyarak (2024) based their study on the 
relationships between Perception of Corporate Social Responsibility (PCSR), 
organizational commitment, and employee innovation behavior. The overall mean score 
in Table 2 of 4.00 (interpreted as "High") signified that employees found their 
organizations to be generally innovative. 

1.1. Table 2 Frequency, Percentage, and Mean Distribution of the participant’s 
assessment of Innovation. 

Range Interpretation Frequency Percentage 

4.51-5.00 Very High 42 28.00% 

3.51-4.50 High 64 42.67% 

2.51-3.50 Moderate 39 26.00% 

1.51-2.50 Low 4 2.67% 

1.00-1.50 Very Low 1 0.67% 

 Total 150 100.0 

 Overall Mean 4.00 

 Interpretation High 

 SD 0.70 

 

Table 3 presents the participants' assessment summary of the organizational culture of a 
Local Government Unit (LGU) in Misamis Oriental, specifically examining Environmental 
Practices and Innovation as key dimensions. The data shows the overall rating for 
Organizational Culture was high, with a mean score of 4.02 and a standard deviation of 
0.65. This suggests that employees view their work culture positively. It also means the 
values and practices in the LGU are well established and strongly followed. These values 
help guide both the daily operations and the long-term goals of the organization. 

According to Humanyze (n.d.), positive work cultures lead to higher productivity, better 
service, and lower employee turnover. For the LGU, this means better services for the 
public. AWorld (n.d.) also says that involving employees in green projects boosts their 
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commitment and well-being. Since the LGU scored high in environmental practices, it 
may already be seeing these benefits. 

 

Table 3 

Summary Table  

Dimensions  Mean Interpretation SD 

Environmental Practices 4.04 High 0.67 

Innovation 4.00 High 0.70 

Organizational Culture 4.02 High 0.65 

 

Table 4 presents the participants’ assessment of job satisfaction in a Local Government 
Unit (LGU) in Misamis Oriental. The results showed a consistently high level of job 
satisfaction, with a general mean of 4.27, interpreted as “High,” and a standard deviation 
of 0.58. This implies that most employees are satisfied with their jobs and that their 
responses were relatively consistent. While this reflects a healthy working environment, 
there is still room for improvement. It is important to identify which factors contribute to 
this satisfaction—such as salary, opportunities for career development, management 
support, and work-life balance—so the LGU can maintain and enhance these positive 
outcomes. Often connected to high job satisfaction is better retention and performance 
from employees leading to a stable and productive workforce which is beneficial to the 
organization. The LGU may continue investing in employee wellbeing, professional 
growth, and engagement to sustain these levels in order to maintain motivational levels 
and effective public service delivery. 

The employees gave high agreement with the statement that their job responsibilities are 
clearly understood and that their managers do an effective job of communicating with 
them. The mean score was 4.29 with a standard deviation of 0.65 for this indicator, thus 
the majority of workers are on the right path, in their roles. This is crucial for productivity 
and responsiveness in public service. This stresses the importance of routine supervision 
and training and performance feedback to ensure that employees understand what they 
are supposed to do in the context of the organization’s objectives. Bakker and De Vries 
(2020) have shown that having job clarity makes it possible for the employees to do what 
they know how and more confidently contribute. 
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Table 4 

Frequency, Percentage, and Mean Distribution of the Participant’s Assessment of 
Job Satisfaction 

Range Interpretation Frequency Percentage 

4.51-5.00 Very High 59 39.33% 

3.51-4.50 High 78 52.00% 

2.51-3.50 Moderate 13 8.67% 

1.51-2.50 Low 0 0.00% 

1.00-1.50 Very Low 0 0.00% 

 Total 150 100.0 

 Overall Mean 4.27 

 Interpretation High 

 SD 0.58 

 

Table 5 presents the participants' valuation of the career development opportunities of a 
Local Government Unit (LGU) in Misamis. The table revealed the overall mean score of 
4.28 (High) conclude that employees in LGU generally perceive these opportunities as 
beneficial, indicating that the organization actively provides training, learning seminars, 
and career advancement programs that contribute to professional growth. A small 
percentage (0.67) perceived their career development opportunities as "Low," indicating 
that a few employees feel overlooked or lack access to meaningful professional 
development initiatives.  

Recent studies point that career development opportunities are very critical in determining 
employee job satisfaction and preservation. Some supporting arguments, such as that in 
a Victorian Public Sector Commission (2023), since 60% of respondents indicated that 
their organization supports their learning and growth in their career, and 66% indicated 
that they are satisfied with their jobs, work, life balance and career development.  
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Table 5 

Frequency, Percentage, and Mean Distribution of the participant’s assessment of 
Career development Opportunities 

Range Interpretation Frequency Percentage 

4.51-5.00 Very High 61 40.67% 

3.51-4.50 High 69 46.00% 

2.51-3.50 Moderate 19 12.67% 

1.51-2.50 Low 1 0.67% 

1.00-1.50 Very Low 0 0.00% 

 Total 150 100.0 

 Overall Mean 4.28 

 Interpretation High 

 SD 0.62 

 

Table 6 presents the participants' assessment of the organizational commitment of a 
Local Government Unit (LGU) in Misamis Oriental. The table revealed that the overall 
mean score for organizational commitment among participants is 4.36, which fell within 
the "High", and the 7.33 reported a Moderate level of commitment; the standard deviation 
(SD) of 0.58 indicated that response is relatively consistent. This indicates that most 
participants feel strongly committed to their organization, with only a small portion feeling 
less engaged. The results highlight the overall positive commitment within the 
organization, but there is room to improve engagement for those with moderate 
commitment levels. This study aims to shape the factors of organizational culture, job 
satisfaction, and career development opportunities in relation to employees' commitment 
levels. This signifies that LGUs have successfully fostered a work environment that 
promotes loyalty and engagement, which is crucial for effective public service delivery. 
However, continuous efforts are needed to sustain and further enhance this commitment 
across all levels of LGU personnel. 

A study by Oyewobi (2024) in the Nigerian construction industry revealed that 
management styles positively influence organizational commitment, with job satisfaction 
temporary as a part mediator. This showed that effective leadership enhances job 
satisfaction, which in turn boosts employees' commitment to their organizations.  
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Table 6 

Frequency, Percentage, and Mean Distribution of the Participant’s Assessment on 
their Organizational Commitment 

Range Interpretation Frequency Percentage 

4.51-5.00 Very High 70 46.67% 

3.51-4.50 High 69 46.00% 

2.51-3.50 Moderate 11 7.33% 

1.51-2.50 Low 0 0.00% 

1.00-1.50 Very Low 0 0.00% 

 Total 150 100.0 

 Overall Mean 4.36 

 Interpretation High 

 SD 0.58 

   

 

Table 9 presents the results of a regression analysis conducted to investigate the 
influence of participants' assessment of organizational culture (specifically environmental 
practices and innovation), together with job satisfaction and career development 
opportunities, on their organizational commitment in a Local Government Unit (LGU). The 
regression model demonstrates strong statistical significance with an F-statistic of 42.22 
(p < 0.001), indicating that the combination of predictor variables significantly explains 
variations in organizational commitment. The coefficient of determination (R²) value of 
0.538 reveals that 53.8 percent of the variability in organizational commitment can be 
explained by the combination of the predictor variables examined in this study. This 
represents a substantial proportion of explained variance, suggesting that these factors 
collectively play an important role in shaping employees' commitment to the organization. 
However, 46.2 percent of the variability remains unexplained by these variables, 
indicating that other factors not measured in this study also contribute to organizational 
commitment. 
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Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 

 (Constant) 1.015 .303  3.35 .001 

Environmental 
practices 

-.007 .081 -.008 -.087 .931 

Innovation -.014 .078 -.017 -.18 .856 

Job Satisfaction .387 .073 .382 5.28** .000 

Career Development 
Opportunities 

.416 .068 .441 6.15** .000 

 

Model Summary 

    R R Square Adjusted R Square F                    P 

 

P 

.734a .538 .525 42.2222**    000       .000 

*Significance at 0.05 level 

**Significance at 0.01 level 

 

Equation model: OC= 1.015 - 0.007EP- 0.014I + 0.387JS + 0.416CDO 

The analysis reveals interesting findings regarding the two components of organizational 
culture examined in this study. Environmental practices show a negligible negative 
coefficient (Beta = -0.008, t = -0.087, p = 0.931) that is not statistically significant. This 
suggests that within this particular LGU, employees' perceptions of environmental 
practices do not significantly impact their commitment to the organization. This finding is 
somewhat surprising given the increasing importance of environmental sustainability in 
modern workplaces. The non-significance could be attributed to several factors. First, 
environmental practices may be viewed as peripheral to core job functions in this specific 
governmental context. Employees might consider them important for the organization's 
public image but not necessarily connected to their personal commitment. Second, if 
environmental initiatives are relatively new or inconsistently implemented across 
departments, their impact on organizational commitment may not yet be fully realized. 
Third, the implementation of environmental practices might be perceived as a compliance 
requirement rather than a value-driven initiative, potentially limiting its influence on 
emotional commitment. 
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Similarly, innovation shows a small negative coefficient (Beta = -0.017, t = -0.18, p = 
0.856) that is not statistically significant. This indicates that employees' perceptions of 
innovation within the LGU do not significantly predict their organizational commitment. 
This finding contrasts with some previous research that has linked innovative 
organizational cultures to increased employee commitment. The non-significance of 
innovation might reflect the bureaucratic nature of government institutions, where 
innovation may be constrained by established procedures and regulations. Employees 
might value stability and predictability in a government setting more than innovation. 
Additionally, if innovation initiatives are not effectively communicated or recognized, 
employees may not connect these efforts to their sense of commitment. It is also possible 
that innovation efforts in this particular LGU might be in early stages or not fully integrated 
into daily operations, limiting their impact on commitment. 

Based on these findings, the null hypothesis H₀₁ cannot be rejected for the components 
of organizational culture measured in this study. Neither environmental practices nor 
innovation significantly influence organizational commitment in this context. 

Career development opportunities (Beta = 0.441, t = 6.15, p < 0.001) demonstrate the 
strongest influence on organizational commitment among all variables in the model. With 
the highest unstandardized beta coefficient (0.416), career development opportunities 
emerge as the most powerful predictor of organizational commitment.This means for 
every one unit increase in career development opportunities, the organizational 
commitment is expected to increase by 0.416 units and holding all other variables 
constant.  This robust relationship highlights the critical importance of providing clear and 
meaningful career advancement pathways for LGU employees. Employees who see 
growth opportunities in terms of professional journey, skill development, and career 
progression in the institution, they tend to be more committed to the organization. This 
suggests that investment is made in high returns career development initiatives, in 
particular related to employee loyalty and dedication. This strong relationship might be 
explained by several mechanisms. 

First, career development opportunities indicate to employees that the organization 
recognizes their potential contribution over time and is willing to play a pivotal role in their 
future. This enhances feeling of reciprocity and psychological contract fulfilment. Second, 
development opportunities enhance intrinsic motivation and organization identification by 
simultaneously satisfying fundamental psychological needs for growth, competence and 
self-actualization. Third, clear career pathways eliminate uncertainty as to prospects and 
make it less likely that employees will choose to move to opportunities elsewhere. These 
findings are supported by research where Yuliansyah (2023) found the significance of 
involving employees in budgetary decision-making processes, which directly affects 
career progression and commitment to the organization. The organizations who clearly 
delineate such opportunities can help establish a feeling of importance of each employee 
towards the organization and develop a sense of attachment and loyalty. Career 
development opportunities significantly influence organizational commitment, with the 
evidence showing it is the strongest predictor among the variables examined. 
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Job satisfaction (Beta = 0.382, t = 5.28, p < 0.001) shows a strong and statistically 
significant positive relationship with organizational commitment. With a unstandardized 
beta coefficient of 0.387, job satisfaction emerges as the second strongest predictor of 
commitment after career development opportunities. This means for every unit increase 
in job satisfaction, the organizational commitment is expected to increase by 0.387 units, 
holding other variables as constant. This finding confirms the intuitive connection between 
how employees feel about their jobs and their commitment to the organization. As 
employees find satisfaction in different parts of their work, such as tasks, environment, 
relationships and recognition, they become more emotional bonded to the organization. 
This satisfaction commitment link manifests through various psychological processes 
such as improvement in positive affect in the workplace, increasing organizational 
identification and enhancing needs fulfilment. The strong relationship between job 
satisfaction and commitment has practical effects for LGUs. To appreciate this reality, by 
concentrating on enhancing association of the representatives though significant 
movement tasks, reasonable supervision, reasonable dedication frameworks, and 
positive set up associations, these associations can considerably upgrade individual duty. 
Being a public service LGUs, satisfied employees are probably likely to provide better 
service to the community, creating a virtuous cycle of better performance, resulting to 
higher commitment. The same finding was supported by Wang et al. (2020) when they 
concluded that employees that are satisfied with their job are more likely to show high 
organizational commitment. Strong emotional attachment to the organization comes from 
employees’ opinions about their work environment, their tasks, and their relations with 
their team. Higher degree of job satisfaction among the employees supports employee 
morale and productivity, ultimately ensuring organizational stability as well as lower 
turnover rates.  

Based on these findings, the null hypothesis H₀₃ is rejected. Job satisfaction significantly 
influences organizational commitment, emerging as the second most important predictor 
after career development opportunities. The unexplained variance (46.2%) indicates that 
other factors beyond those measured in this study also influence organizational 
commitment. These may include leadership style, work-life balance, employee 
recognition, compensation and benefits, organizational justice, and personal factors such 
as demographic characteristics and personality traits. 

These have substantial practical implications for LGUs. Although certain environment 
practices and innovation may be important for other organizational outcomes, the results 
indicate that placing resources on career development opportunities and job satisfaction 
will bring the biggest yield regarding reinforcing organizational commitment. Therefore, 
LGUs should contemplate comprehensive career development programmes, 
encompassing definite trends in advancement pathways, development in competencies, 
mentorship openings, and routine career planning dialogues. In addition, they might be 
able to improve job satisfaction by assigning meaningful work, supportive supervision, 
and recognizing achievements and fair evaluation systems, as well as promoting positive 
work relationships. Moreover, it seems that career development and job satisfaction 
initiatives are complementary to each other to enable organizational commitment. 



917 
 

Ignatian International Journal for Multidisciplinary Research            Vol 3 No 5          May 2025         www.icceph.com 

The regression analysis shows that career development opportunities and job satisfaction 
had great predictive value for organizational commitment in the LGU employees. 
Together these two factors explain a good part of the variance in organizational 
commitment and indicates the importance of organizations to build conducive work 
environment and strategically invest in career development and satisfaction initiatives. 
The organizations that want to increase employee commitment must concentrate on 
improving their work culture of being supportive and growth oriented, providing clear 
career advancement paths and satisfying their employees. But these efforts will also help 
avert the build-up of disgruntled long-term employees, which can ultimately extend to hurt 
organizational success, by extension, effective provision of public service. Nevertheless, 
environmental practices and innovation had no pronounced effects on organizational 
commitment in this case, but they may (still) be significant for other organizational 
outcomes and may also affect commitment indirectly via other unmodeled mechanisms. 
Additional factors which might account for the unexplained variance in organizational 
commitment could be examined on the basis of further research. 

Conclusions 
 
This study assumed that organizational culture, job satisfaction, and career development 
opportunities significantly affect employees’ engagement within the organization. The 
results confirmed this assumption, revealing that all three factors were rated at a high 
level, with organizational commitment also found to be high among employees. This 
overview indicates that a positive organizational environment, employee satisfaction, and 
access to career development opportunities foster stronger commitment and loyalty within 
the organization. 
 
The study also confirmed the Social Cognitive Career Theory (SCCT) which proposes 
that employees’ career needs and choices are congruous with self-efficacy beliefs and 
are determined by outcome expectations which are guided by personal and 
environmental factors. In this research, the employees’ perception of a supportive 
organizational culture and easily available career development opportunities positively 
influenced the self-efficacy and positive outcome expectations of the employees which in 
turn influenced their stronger commitment to the parents’ organization. This is consistent 
with the SCCT’s framework that highlights the role of environmental factors in directing 
the career-related behaviors. 
 
The study was intended to determine how employees create their careers through 
Personal perception and interpretation of work environment. The level of job satisfaction 
and the perception of career development opportunities pushed in the study was 
positively contributing towards the positive commitment of employees to building a stable 
and meaningful career path within the organization. The processes for building these 
careers are a deeper engagement because people find a personal relevance to what they 
are doing and aligning their professional objectives with the objectives of the organization. 
 
The research points that positive organizational culture, the job satisfaction and the clear 
career development opportunities are an important for an employee commitment. In this 
light, these findings emphasize the need to harmonize the organizational practices with 
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the theoretical frameworks such as SCCT in order to bring together a set of committed 
and dedicated workforce. 
 
Recommendations 
 
Based on the answers and outcomes of this research, the following recommendations 
are provided: 
1. Local Government Unit (LGU) may  

1.1. enhance career development opportunities by offering regular training 
programs, skills development workshops, and mentorship initiatives.  
1.2. implement clear career advancement pathways to motivate employees and 
reduce turnover rates.  

2. Human Resource Managers may 
2.1 develop approaches to improve workplace culture, job satisfaction, and career 
growth, strengthening organizational assurance and improving worker retention 
and presentation. 
2.2. develop strategic plans and programs to enhance positive workplace culture, 
job satisfaction, and career growth. 

3.Public Sector Employees may 
3.1. continue to retain skilled workers for smooth operations. Understanding the 
influence of job satisfaction and career development on commitment can enhance 
retention, performance, and overall efficiency. 
3.2 implement policies to support career growth and job satisfaction, leading to a 
more motivated and dedicated workforce. 

4. Future Researchers and Scholars may 
4.1. examine the causal relationships among organizational culture, job 
satisfaction, career development opportunities, and organizational commitment 
using longitudinal or experimental designs to establish stronger evidence of cause 
and effect. 
4.2. explore additional variables such as leadership style, employee motivation, 
work-life balance, or psychological well-being as potential mediators or moderators 
that influence organizational commitment. 
4.3. conduct comparative studies across different Local Government Units (LGUs) 
or public sector institutions to identify whether the same organizational patterns 
and employee engagement outcomes are consistent in other contexts. 
4.4. employ qualitative methods such as interviews, focus group discussions, or 
case studies to gain in-depth insights into employee perceptions, experiences, and 
meanings attached to organizational culture and commitment. 

 
Compliance with Ethical Standards  
 
Ethical Clearance was sought first from the Lourdes College Research Ethics Committee 
before starting any research activities. This ensured that the study followed all required 
ethical standards for research involving human participants. 
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After obtaining approval, the data were gathered during the research in a local 
government unit (LGU) sector, and the method began with obtaining informed consent 
from participants. The ethical guidelines of Rahaman et al. (2023) along with the purpose 
of research and the privacy on data, voluntary participation, were followed to align 
consent form. Participants were informed that if at any time they wanted to withdraw from 
the study, it would have no negative consequences on their employment. 
 
Promoting trust and compliance with ethical research standards were ensured by 
ensuring participant understanding and voluntary agreement. Data was collected utilizing 
random sampling to obtain 150 employees from various job positions, lengths of service 
and different divisions within the organization aiming at getting a range of insights of 
culture, job satisfaction and career development opportunities. 
 
An organizational commitment introduction was presented to explain the research 
objective, emphasizing that participation was voluntary and confidential. Participants 
were given one week to complete the questionnaires and received reminders to increase 
the response rate. 
 
To gather data consistently and to standardize the process of data gathering, a 
questionnaire was given out to the participants which consisted of the series of Likert 
scale questions for the variables organizational culture, job satisfaction, career 
development opportunities and organizational commitment. In the questionnaire, 
participants’ perceptions were captured using a 5 point Likert scale, with choices varying 
from ’very high’ to ’very low’. 
 
Following Rahaman et al. (2023), the questionnaire design included clarity and directness 
to ensure participants understood and replied truthfully. This method made it simple to 
collect and analyze quantitative data that could be directly input into Microsoft Excel for 
organization and compilation. 
 
The Belmont Report (1979) guided the ethical framework to ensure respect for persons, 
beneficence, and justice. According to Rahaman et al. (2023), the Belmont Report serves 
as an important guide for protecting human subjects in research. 
 
To protect participants' safety and privacy, each was assigned an individual code to keep 
their identity anonymous, and only the researcher had access to the securely stored 
instruments. It was made clear to participants that their decision to join or withdraw from 
the research would not affect their jobs, and no rewards were given for participation. 
 
The research adhered to these ethical guidelines and protected the rights and well being 
of any and all employees that took part in the research. Upon data collection, participants 
were debriefed and informed of the research procedures and provided with a findings 
summary for transparency and to thank the participants. 
 
After collecting all 150 questionnaires from employees, the data were carefully checked 
to ensure everything was complete. Participants communicated directly, and hard copies 
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of questionnaires were distributed and collected within one week. This procedure aligned 
with the implementation outlined by Sri Yanti and Dahlan (2022), highlighting the 
importance of convenience and participant engagement in data gathering. 
 
Incomplete or unclear participant responses were clarified to keep the data accurate. 
Once the data was completed, it was analyzed using statistical software for evaluation, 
which included analyzing the descriptive statistics and correlation analysis to examine the 
relationship between the variables. However, the researcher used expert statistical 
software like SPSS for more advanced statistical analysis. 
 
The organized method of gathering data ensured that the details were accurately related 
to the workers' real experiences in the government agency, particularly in LGU, providing 
a solid foundation for the research findings and interpretation. 
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