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Abstract 

School leadership is tasked to help faculty developed their potentials so that they could contribute 

to the attainment of the objectives of the university. Failure of the leadership to inspire its people 

would result to low performance of the institution. This study analyzed the correlation between 

spiritual leadership and job satisfaction of the teaching and non-teaching personnel of Partido 

State University.The study used descriptive-correlational research design to describe the 

relationship between spiritual leadership and job satisfaction. The Data were treated through 

Statistical Package for Social Sciences (SPSS). Focused Group Discussion (FGD) was used to 

verify and gather additional data from the respondents. The researchers used standardized 

questionnaires on Spiritual Leadership and Job Satisfaction. The respondents of the study were 

the 81 faculty members and 63 non-teaching personnel of Partido State University.Findings of the 

study revealed that the extent of spiritual leadership in Partido State University was high and the 

job satisfaction was slightly satisfying. The results of the t-test revealed that among the seven 

dimensions of Spiritual Leadership altruistic love and productivity were found to be significantly 

different between the teaching and the non-teaching personnel. Furthermore, Spiritual Leadership 

was found to have a weak correlation to job satisfaction of the teaching and non-teaching 

personnel of Partido State University. The university officials should continue reaching out to its 
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employees and communicate clearly the directions of the institution.  Furthermore, the fair and 

just working environment should be strengthened so that, it would be felt by all employees. Enough 

support should be given to all employees based on their needs to increase their productivity. 

Spiritual leadership should be strengthened to promote healthy working environment and increase 

job satisfaction among employees.    
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1. Introduction  

Partido State University is the premier university in Partido Area. As a premier university 

in the district, it needs to respond to the challenges of providing quality education to the students, 

conducting research geared toward the development of the potentials of the district and 

partnering with the government in delivering services to the people by through its community 

and extension services.  

The burden of fulfilling these tasks rests to the manpower of the university, most, 

especially the teachers. This vital role necessitates them to be academically prepared to fulfill 

such important jobs. However, academic preparation is not an assurance that the teachers would 

successfully fulfill their duties. To become truly productive, their needs should also be given 

attention. As Ken Blanchard puts it: if you want people to be responsible, be responsible to their 

needs.  No matter how academically prepared they are, they are bound to fail and underperformed 

if they could not find satisfaction in their working environment. There are many well-qualified 

faculty members who resigned from their present jobs and transferred to other institutions due 

to the prevailing unsatisfying working conditions and leadership issues surrounding their 

universities. Some are receiving a pretty good pay, but their take home pay did not prohibit them 

to leave. Salary is not a guarantee that the workers would stay in their jobs. As Milliman, John 

et al. (2018), revealed workplace spirituality has a direct effect on employee engagement and 

intention to stay in their works. Saari and Judge (2004), happy employees are productive 

employees. It was also said that teachers who are satisfied with their jobs are teachers who will 

likely work efficiently and stay in the profession. (Bustamante and Delfino, 2013)      

The task of helping the teacher, and the workforces of the university lies in the hands of 

its leader. Leadership energizes the whole organization to become productive, efficient, and 

dynamic. It turns the university into a very productive organization. A very productive 
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organization is one where all its stakeholders perform, contribute, and collaborative 

harmoniously so as to accomplish the goals of the schools. Bringing the workers to work together 

and setting aside personal and professional jealousies is a gargantuan task a leader must face.  It 

is a great challenge that many of the leaders failed to do. Surpassing this challenge would need 

a leadership paradigm that addresses the aspect that defines the essence of human existence. It 

requires a leadership that transforms potential into reality and undertands its people as humans 

who also need nourishment. Spiritual leadership is a new leadership paradigm believed to 

promote productivity among workers through a unique approach. Spirituality at work is about 

understanding each other’s needs, looking for a sense of connectedness, and finding meaning 

and purpose for existence. Walt, (2018) added that spiritual workplaces need to be created to 

promote work engagement and thriving at work.  Spiritual leaders ensure others feel engaged, 

foster integrity, promote a sense of connection and community, are sensitive to stakeholders, and 

foster unity in a culturally diverse work force (Fairholm, 2000). Honesty, integrity, and humility 

are values that are requisites for spiritual leaders. Furthermore, they should have a vision for the 

organization and must be able to inspire their people.   

Spirituality at work is an inspiring and motivating force for constantly searching for 

meaning and purpose in the work life, personal understanding of the value of work and personal 

belief system. Spirituality should be seen as an integral characteristic of leaders in today's 

organizations. This inseparability is a factor, which contributes towards self- development so as 

to achieve higher levels of internal and external work success (Aydin and Ceylan, 2008).   

Many researches had been done and showed the positive effects of spiritual leadership 

to job satisfaction. Nonetheless, studies about it in the state colleges and universities in the 

Philippines have not been conducted. As revealed in the study of Saner and Eyupoglu, (2009), 

job satisfaction has significant implications between the faculty and the administration of higher 

educational organizations. It was corroborated by the study of Syed et al., (2012), where they 

found that the faculty’s job satisfaction is the most significant aspect in higher education and is 

important for the improvement, efficacy, and effectiveness of the higher education system.  

This study aimed to determine the extent of spiritual leadership and job satisfaction of 

teaching and non-teaching personnel of Partido State University. Specifically, it determines the 

differences of spiritual leadership among the groups of respondents and the correlation between 

spiritual leadership and job satisfaction. 
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2. Literature Review 

Spiritual leadership is a kind of leadership that utilizes values and sense of calling and 

membership to motivate followers (Northouse, 2016). The sources and the factors for the 

development of the spiritual leadership of the school heads were spiritual meanings and programs, 

past experiences, family influence, beliefs, and college lives (Banke, Maldonado, and lacey, 2012). 

For organizations to implement spiritual leadership, they must co-create a vision wherein both 

leaders and followers experience a sense of calling that their life has a meaning and makes a 

difference; put into effect an organizational culture based on the values of altruistic love; and 

support employees’ inner life, spiritual, or mindful practices to help them be more self-aware and 

conscious (Fry and Nisieiwcz, 2013).  

There have been studies conducted that showed the positive impact of spiritual leadership 

to the job satisfaction of the workers of different organizations in different countries. In the study 

of Hassan, Misbah et al. (2016), it was found out that there was a positive relationship between 

workplace spirituality and job satisfaction. Similarly, Yusof (2011) discovered that some 

dimensions of spiritual leadership such as membership, meaning, altruistic love, vision, and 

hope/faith were found to be associated with job satisfaction. Osboei and Nojabaee (2016) found 

34% variations of correlation between spiritual leadership and quality of working life. 

Furthermore, it was discovered that the quality of the working life among education employees 

was much affected by faith/hope.   

In addition Gupta, M. et al. (2013), Hassan, Misbah, et al. (2016), and Mahipalan, (2018), 

found a positive link among the dimensions of spirituality in the workplace and job satisfaction 

and organizational engagement. The new leadership paradigm does not only affect job satisfaction 

but other aspects of work lives too. As Swanepoel (2015) and Pio (2017), affirmed the positive 

roles of spirituality in the quality of work life, job satisfaction and job involvement. Monu Lal 

Sharma, Akbar Hussain (2012), also reported a positive relationship between the scores of 

workplace spirituality and employee engagement. Panes et al. (2017) added that spiritual 

leadership and school culture were drivers of job satisfaction of the teaching force. Furthermore, 

Musta’in, Mudjib and Abdul Manan, (2014), revealed that the implementation of a spiritual 

leadership model enhanced the work motivation and strengthened employees' satisfaction in 

improving a work performance at University Darul Ulum.   

The benefits of spiritual leadership go beyond job satisfaction, as it was associated high 

workers' commitment (Ahiauzu, 2009) and decrease job stress, (Yaghoubi et al., 2010). It was also 
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observed that the peace and performance oriented behaviors of primary school principals enabled 

the teachers to perceive positively the administrative efforts, (Karadag, 2009). It could further be 

used to preserve Catholic values, and the vision of service (Dayler and Fry, 2012) and improve the 

level of engagement of employees (Devedhiran and Wesley, 2017). 

 

3. Methodology 

3.1 Design 

 The study used the descriptive-correlational research design to describe the spiritual 

leadership of PSU and job satisfaction of the teaching and non-teaching personnel and look for the 

correlations between the two. It looks at the relationships between and among two or more 

variables.  

3.2 Respondents 

 The researcher used a purposive sampling technique through total enumeration of 

respondents. The respondents of the study were the permanent faculty members and non-teaching 

personnel (permanent and casual) who have served University for at least one year. A total of 83 

faculty members from four colleges (Education, Arts and Sciences, Engineering, and Business 

Education) and 61 non-teaching personnel in the main campus of Partido State University 

participated in the study. 

3.3 Instrument 

 The researchers used standardized questionnaires on Spiritual Leadership and Job 

Satisfaction.   The Spiritual Leadership was the work of Dr. Louis Fry of A and M University in 

Texas, United States of America while the job satisfaction questionnaire was adapted from the 

work of Delfino and Bustamante (2013). 

3.4 Procedure 

 The researcher sought the permission of the university presidents before the questionnaires 

were distributed to the faculty and non-teaching personnel of the university. The researcher 

personally supervised the distribution and retrieval of the questionnaires from the respondents. 

Focused group discussion was conducted to obtain additional information from the respondents, 

which were not captured by the questionnaires.  

3.5 Data Analysis 

The gathered data were treated using Statistical Package for Social Sciences (SPSS).  

Specifically the following statistical tools were used: Mean and ranking to determine the extent of 
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the spiritual leadership and job satisfaction of teaching and non-teaching personnel of Partido State 

University; t-test to determine if there were significant differences in spiritual leadership between 

the faculty and non-teaching personnel; and Pearson’s Correlation Coefficient to determine if there 

is a significant relationship between spiritual leadership and organizational performance.  

 

4. Results and Analysis 

 

Table 1: Extent of Spiritual Leadership in Partido State University 

 

Dimensions of Spiritual Leadership 

 

Mean 

 

QI 

 

Rank 

1. Meaning/Calling 3.40 Very High 1st 

2. Faith/Hope 3.27 High 2nd 

3. Productivity 3.26 High 3rd 

4. Vision 3.15 High 4th 

5. Membership 2.98 High 5th 

6. Organizational Commitment 2.95 High 6th 

7. Altruistic Love 2.85 High 7th 

Average 3.12 High   

Legend: 1.00-1.70 – Very Low 1.80-2.50 – Low     2.60-3.30 – High   3.40-4:00 – Very High 

Table 1 shows that the level of spiritual leadership in Partido State University was high 

(M=3.12). Meaning/calling was rated very high (M=3.40), faith/hope was second with a mean of 

3.27 (high), productivity was third with a mean of 3.26 (high), vision was fourth with a mean of 

3.15 (high), membership was fifth with a mean of 2.98, organizational commitment was sixth with 

a mean of 2.95 (high), and altruistic love has the lowest mean of 2.85 (high).   

 

Table 2: Differences in Spiritual Leadership between Teaching and Non-Teaching Personnel of 

PSU 

Group 

Mean 

Diff 
t 

(df = 145) 
p value Teaching 

Personnel 

Non-teaching 

Personnel 

Vision 3.09 3.21 0.13 1.28 0.203 

Altruistic Love 2.73 2.99 0.26 2.47* 0.015 

Faith 3.31 3.39 0.09 1.04 0.300 
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Meaning 3.37 3.37 0.00 0.01 0.992 

Membership 2.90 3.05 0.15 1.41 0.160 

Productivity 3.10 3.41 0.30 3.31* 0.001 

OrganizationalCommitments 2.93 3.02 0.08 0.90 0.368 

 * significant at 0.05 level of significance 

Table 2 shows that altruistic love and productivity between teaching and non-teaching were 

significantly different at 5% significance level. On the other hand, table 2 further showed that there 

were no significant differences among vision, faith, meaning, membership, and organizational 

commitment of teaching and non-teaching personnel of Partido State University.    

 

Table 3: Job Satisfaction of PSU Teaching and Non-teaching Personnel 

Indicators Mean QI Rank 

1. Achievement 3.23 Slightly Satisfying 1st 

2. Status 3.21 Slightly Satisfying 2nd  

3. Interpersonal Relationship 3.14 Slightly Satisfying 3rd  

4. Responsibility 3.08 Slightly Satisfying 4th  

5. Supervision 3.05 Slightly Satisfying 5th  

6. Recognition 3.03 Slightly Satisfying 6th  

7. Working Condition 3.00 Slightly Satisfying 7.5th  

8. Possibility of Growth and Advancement 3.00 Slightly Satisfying 7.5th  

Average 3.09 Slightly Satisfying  

Legend: 1.00-1.75: Highly Dissatisfying, 1.76-2.50: Slightly Dissatisfying, 2.51-3.25: Slightly Satisfying, 

 3.26-4.00: Highly Satisfying 

Table 3 shows that the job satisfaction of the teaching and non-teaching personnel of 

Partido State University was slightly satisfying (M=3.09). Achievement has the highest mean of 

3.23 (slightly satisfying), status was second with a mean of 3.21 (slightly satisfying), interpersonal 

relationship was third with a mean of 3.14 (slightly satisfying), responsibility was fourth with a 

mean of 3.08, supervision was fifth with a mean of 3.05 (slightly satisfying), recognition was sixth 

with a mean of 3.03 (slightly satisfying), and working condition and possibility growth and of 

advancement had the lowest mean of 3.00 (slightly satisfying). 
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Table 4: Correlation between Spiritual Leadership and Job Satisfaction of PSU Teaching and 

Non-Teaching Personnel 

Dimensions of Spiritual 

Leadership 

rxy Strength of Correlation p value 

Vision 0.197* weak 0.017 

Altruistic Love 0.231* weak 0.005 

Faith 0.163* weak 0.049 

Meaning 0.123 weak 0.138 

Membership 0.208* weak 0.011 

Productivity 0.216* weak 0.009 

Organizational Commitments 0.241* weak 0.003 

Spiritual Leadership and Job 

Satisfaction 

0.235* weak 0.004 

* significant at 0.05 level of significance (two-tailed) 

Table 4 shows that the six dimensions of spiritual leadership such as vision (p=0.017), altruistic 

love (p=0.005), faith (p=0.049), membership (p=0.011), productivity (p=0.009), and organizational 

commitments (0.003) were found out to have positive direct correlation to the job satisfaction of the 

teaching and non-teaching of Partido State University at 5% significance level. 

Overall there was a significant weak positive correlation noted between the spiritual leadership 

(M = 3.11, SD = 0.49) and job satisfaction (M = 3.08, SD = 0.49), r = .235, p = .004, N = 147, with 5% 

of the variance being explained by the linear relationship between the variables.  

5. Discussion and Conclusions 

5.1 Spiritual Leadership 

The study revealed that the Partido State University community rated high the spiritual 

leadership exhibited by its officials. Meaning/calling has the highest mean (3.40) while altruistic 

love has the lowest mean (2.85). The result was similar to the previous study conducted by Delfino, 

(2014) where he found meaning/calling as the most important dimension of spiritual leadership 

while altruistic love as the least important. However, Masouleh et. al (2012) found that altruism is 

the most important  dimension of spiritual leadership, while hope/faith is the least.  

Meaning/Calling is a sense that one’s life has meaning and makes a difference. The 

respondents claimed that the works they do were very important and meaningful to them. This is 

understandable, because their works are their bread and butter. Nevertheless, the importance of 
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work does not automatically make it a meaningful one. The work environment and the leadership 

are vital for its development. Fleishman as cited by Mansor, Ismail, Alwi, and Anwar (2013), 

suggests that calling is an essential dimension of spiritual survival in the workplace. When work 

is seen as a calling, rather than, a job or as an opportunity to serve higher power and purpose for 

the common good, work striving takes on a new significance.   

Existential theory of Cohen (2003), explains the connections among calling, religiousness, 

and career decision making by emphasizing individuals’ search for meaning or purpose in life. 

This theory posits two lenses through which individuals view their lives: Universal and Individual.  

The universal lens focuses on meaning in all peoples’ lives, whereas the individual lens focuses 

on the meaning within the individual. The main tenet of existential theory is freedom of choice 

and individuals who choose to view their lives through universal lenses are focused on how their 

actions affect others, whereas individuals who choose to view their lives through individual lenses 

are focused on both themselves.   

It was also found out that faith/hope has the second highest rating (3.27) among the seven 

dimensions of Spiritual Leadership. Faith/hope refers to the assurance of things hoped for, the 

conviction that the organization’s vision/purpose/mission will be fulfilled (Fry, L.W., 2003). 

Accordingly, the respondents strongly displayed faith in the university and its mission by doing 

what they can do and persevered extra effort to help the university succeed. Faith gives strength to 

the people to hold on and continue hoping for a brighter future. People with hope/faith possess 

clarity of where they are going, how to get there, and are willing to face opposition and endurance 

hardship in order to achieve their goals. He added further that hope/faith is the source of a 

conviction that the organization’s vision, purpose, and mission will be fulfilled. (MacArthur cited 

by Fry et. al, 2011).   

Altruistic love (2.85) and Organizational commitment (2.98) received the lowest rating 

respectively among the seven dimensions of spiritual leadership. Altruistic love refers to a sense 

of wholeness, harmony, and well-being produced through care, concern, and appreciation for both 

self and others. While organizational commitment refers to the degree of loyalty or attachment to 

the organization (Fry, L. W. 2003).   

The respondents take note on the trustworthiness and loyalty of the official to the welfare 

of the employees. They also highlighted the lack of honesty of some officials of the university.  

Some faculty members member stressed that they did not feel the care and concern of the 

administration about their welfare. They felt that the administration was more focused on the 
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output and work accomplishment than social and other needs of the faculty members. They even 

commented that they felt rejection if they could no longer contribute to the university. 

Furthermore, they underscored that the practice of requiring the faculty members to work beyond 

the required office hours and even extending in the midnight without thinking about the risk posed 

to their lives and without any compensation for the additional services was regarded as a lack of 

concern to their welfare. This practice stole their precious time to their families.  Some pinpointed 

the lack of appreciation by the administration to the senior faculty members who would be retiring 

and to those who were pillars of the university for without their sacrifices the school would never 

reach its present status.   

Similar results were found in the studies of Delfino (2014) and Malone and Fry (2003) 

where altruistic love had received a low rating from the respondents. Both studies disclosed 

personal and leadership issues were haunting faculty members, and the administrations as reasons 

for such a rating.  Delfino (2014), revealed lack of transparency on financial matters and unfair 

human resource policies on promotions and faculty grants, among others as factors for the lower 

rating of altruistic love. On the other hand the study of Malone and Fry (2003) leadership and 

personal issues between the administration and teachers had led to a very intimidating and conflict-

ridden school environment.  

Furthermore, some respondents have an apprehension in spending the rest of their career 

in the university. Most of these respondents were those affected by the requirement of the 

university to conduct research. Since most of them were high school teachers back then, before 

the school was converted to college then to university, they complaint of having no enough 

knowledge to do research. The respondents were willing to conduct research, however, they would 

like the administration to capacitate them.  Some would rather avail of early retirement than 

continuing service in the university and stressing their lives with the research requirement. 

Commitment of group’s members will be stronger when it is based on human and moral values 

and also when it has taken place as a result of conscious selection (Kahsefi et al., 2013).  

On the other hand, the respondents revealed that they felt like being part of the family and 

had strong sense of belonging to the university. This could be attributed to the long association 

among faculty members who have been in the university for a long time. Most of the respondents 

have been in the university for more than ten years. The time they spent together had developed a 

strong feeling of closeness and mutual relationship among each other.    
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As revealed in table 1, the respondents strongly affirm that they understand and committed 

to the vision of the university. They added that the vision of the university inspired and brings out 

the best of them. Vision is the guiding principle for all the members of the university. When the 

faculty and staff of the university understood it, they will certainly be empowered. Leadership 

should be credited for making it happened in their organization. The distinguishing characteristics 

of successful educational leaders are their capacity to provide a vision for the future and inspire 

hope in those with whom they work. They also lift the spirits of their people and help them translate 

the vision into the daily practices of their work (Duignan, 2006).   

Membership refers to a sense that one is understood and appreciated. The respondents felt 

that the university demonstrated respect and appreciates their works. They were also valued as a 

person in their job. These results implied that spiritual leadership in the university had been doing 

well in valuing the faculty and non-teaching personnel in their work as persons to be respected. 

The treatments that were shown by the universities to their employees have certainly contributed 

for the development of their sense of belonging. The acceptability of the faculty and their works 

in the university simply means that they find common grounds between their personal ideas and a 

meaningful organizational mission or intention. In this way, the faculty members were able to 

connect their own identity to that of the organizations and gave them enough reason of caring for 

the organization where they belong. When leaders recognized employee contributions, employees 

feel better about the organization, they feel more of a sense of community, and they are more likely 

to stay with the organization and continue to contribute (Reave, 2005).   

Productivity was the third dimension with the highest rating of 3.26. Productivity refers to 

efficiency in producing results, benefits, or profits. The respondents strongly agreed that everyone 

is giving the best effort to be productive and that the work quality is a high priority for all workers. 

This response of the respondents is commendable and should have receive support praise from the 

administrators. The response is expected because the respondents believe that the work that they 

do is important and meaningful to them. They were also inspired and committed to the university’s 

vision. If the employees have a positive perception of their work environment, they are inclined 

them to be more involved in organizational concerns. The productivity of employees brings in the 

revenues and progress to the organization and as such productivity is affected by the work 

environment, employment health and wellness, intent and interest in the job, technology, 

managers, work-life balance, and flexibility (Chakkirala, 2013).  
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5.2 Differences of Spiritual Leadership between Faculty and Non-Teaching Personnel of 

Partido State University  

As seen in table 2, there were significant differences in spiritual leadership between the 

teaching and non-teaching personnel of Partido State University in the dimensions of altruistic 

love and productivity. The data show that in terms of altruistic love non-teaching personnel felt 

better than the faculty. Specifically, the non-teaching personnel gave a high rating to all the 

parameters of altruistic love than the faculty. These parameters are the trustworthiness and loyalty 

to employees, courage, integrity, kindness and being considerate, and honesty.    

Productivity for non-teaching personnel was very high as compared to high by the faculty. 

Specifically, the non-teaching personnel said that everyone in their group gives his/her best work 

quality is the high priority and they argued that their group is very productive.    

The differences could be attributed to the nature and demand of their works. Most of the 

faculty found it difficult to comply with the academic requirements of the university, most, 

especially in the area of research and the production of instructional materials. The situation 

became more complicated by the lack of skills of the faculty members. They interpreted the 

limited, or the absence of effective trainings of faculty members in the areas of research and the 

development of instruction negatively.  As compared to the non-teaching personnel, demands to 

the faculty members were a little bit difficult. These could be the reasons for the differences in the 

two groups of respondents.       

5.3 Job Satisfaction of Faculty and Non-Teaching Personnel   

The respondents described their job satisfaction in terms of achievement, status, 

interpersonal relationship, responsibility, supervision, recognition, working condition and 

possibility of growth and advancement as slightly satisfying.    

Achievement is one of the motivational factors that could significantly boost the morale of 

the workers. The respondents were highly satisfied with their performance for being able to 

complete the assigned tasks given to them. Furthermore, they were able to maintain high standards 

of teaching and works, and were active in contributing solutions to the problems of the university. 

The study suggests that the respondents were able to maintain a good performance in relation of 

their jobs. However, the sustainability and improvement must be given attention by the 

administration by means of giving them proper rewards. Jex and Britt (2014) said that some 

employees appreciate and want an acknowledgement for successfully completing a task at work. 

Others prefer not to receive public praise and are motivated intrinsically. Employees motivated by 
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the need for achievement are typically more of the risk takers in the organization. They are also 

the employees that want to constantly be challenged and learn new things. They described these 

employees as having a tendency to become very absorbed in their work.   

The respondents were slightly satisfied with their status at the university. However, they 

were highly satisfied with the respect accorded to them by the university and their professional 

eligibility. They were also slightly satisfied to their participation in the school policy formation. 

These data conveyed that the morale of the majority of the respondents in the university were in a 

good spirits. As such, it contributes to the overall satisfaction of the workers in their current jobs. 

Interpersonal relationship is another important aspects that can affect the job performance 

and satisfaction of the workers. Interpersonal relationships among respondents were slightly 

satisfying. However, working relationship with superiors and students were highly satisfying. It 

connotes that working with the superiors and students were smooth and good. Nevertheless, the 

data suggest that the respondents needed the full support of the administration in the area where 

they could help realized the mission and vision of the university. Furthermore, they expressed the 

need for an office or person who would handle grievances.   

Responsibility is the fourth area with the highest rating and one of the factors that can affect 

the job satisfaction of the workers. The respondents were slightly satisfied with the responsibility 

given to them by the university. They were delighted to be encouraged to continually improved 

themselves, allowed to make important decisions relevant to the job independently, and being 

helped to spot and correct deficiencies and to do a job the way it should be done.  

The respondents were slightly satisfied to the kind of supervision shown by the 

administration. Specifically, the respondents were happy in the manner the supervision is carried 

out and on being given the minimum necessary supervision. Furthermore, they were also delighted 

of the unannounced visits by the superiors and the frequency of the supervision being conducted.  

Recognition is another factor that can affect the job satisfaction and performance of the 

workers. The data showed that the respondents were slightly satisfied to the kind of recognition 

they received from the administration. Specifically the respondents were satisfied with their 

standing inside and outside the university, length of service award and being appreciated by peers 

and students.   

The respondents were slightly satisfied to their working conditions. They were specifically 

happy to the physical plant and site conditions, classroom/office physical conditions and the 

support services available to them. However, the respondents had a concern to the amount of 
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school works and facilities such as library, audio-visual, guidance, infirmary, cafeteria, and faculty 

workroom. These things received the lowest ratings among the parameters of the work conditions.   

Possibility of growth and advancement is one of the biggest considerations a worker looks 

at when applying for a job. It is a the natural tendency of professional to expect for their growth 

and advancement since it will give them the chance to be promoted to the higher positions. The 

faculty and the non-teaching personnel of the university were slightly satisfied in provision of the 

possibility of growth and advancement. However, they were slightly dissatisfied to the 

opportunities to work in a supervisory or administrative capacity. It suggests that many of the 

respondents have interests in handling administrative positions. It could probably mean that the 

manner and the rules of promotions to the administrative positions need to be reviewed to ensure 

that it would be fair and transparent.     

6. Conclusion 

The university officials should continue reaching out to its employees and communicate 

clearly the directions of the university. Furthermore, the fair and just working environment should 

be strengthened so that, it would be felt by all employees. Enough support should be given to all 

employees based on their needs to increase their productivity. Social activities that could help 

lessen the work related stress. Spiritual leadership should be maximized in the university because 

it is a potential factor that could create a healthy working environment and increased job 

satisfaction among employees of the University. 
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