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Organizational commitment among faculty members remains a critical
determinant of institutional effectiveness, academic excellence, and overall
employee well-being in higher education settings. This qualitative
phenomenological study employed semi-structured interviews with a purposive
sample of PUP faculty. The interview protocol explored participants'
experiences related to their locus of control (internal vs. external) and its impact
on their organizational commitment. Analysis revealed ten key themes clustered
into textural (descriptive) and structural (explanatory) categories. Textural
themes included a strong sense of control and autonomy in the classroom, deep
commitment to the institution driven by purpose and collegiality, perceived
essential institutional support (though areas for improvement were noted), and
effective communication and leadership. Structural themes emphasised
individual agency and resilience, influences shaping commitment and
responsibility, institutional support and structural alignment, and interpersonal
dynamics and communication. The findings highlight how faculty commitment
and engagement arise from a dynamic interaction between their sense of
personal control and the organizational environment. Faculty demonstrate
strong autonomy and dedication, supported by clear roles, effective leadership,
and collaborative communication. Despite systemic challenges like resource
constraints and workload pressures, faculty show resilience and adaptability,
emphasising the need for institutional support aligned with their motivations.
Sustaining organizational commitment requires integrating individual agency
with responsive structures, fostering a supportive culture that promotes well-
being, collaboration, and academic excellence in a changing educational
landscape. Future directions include providing adequate resources and staff,
clarifying roles, improving communication, promoting participation, and
offering professional development.
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INTRODUCTION

Organizational commitment among faculty members remains a critical determinant of institutional
effectiveness, academic excellence, and overall employee well-being in higher education settings. The degree
to which faculty members feel psychologically attached and motivated to remain within their academic
institutions has significant implications for retention, productivity, and the cultivation of a positive workplace
culture (Meyer, Becker, & Vandenberghe, 2021). While extensive quantitative research has documented
correlations between personality traits, environmental factors, and organizational commitment, there is a
growing recognition of the need to understand the lived experiences that underlie these patterns (Yidana,
Mallin, Music, & Morgan, 2022).

A key psychological concept that influences how individuals engage with their environments and
organizations is locus of control. Locus of control remains a core psychological construct that explains how
individuals perceive the source of control over events in their lives. It has been further explored and validated
in contemporary research emphasising its role in workplace behaviour and well-being (Ng, Lam, & Feldman,
2022). In academic settings, faculty with an internal locus of control may perceive greater agency in managing
their professional circumstances, while those with an external locus might feel more constrained by institutional
or contextual factors (Nguyen, 2023).

Recent scholarship has highlighted the complex ways locus of control interacts with workplace attitudes,
including organizational commitment (Santos & Martins, 2023). Affective commitment reflects emotional
attachment, normative commitment pertains to perceived obligation, and continuance relates to perceived costs
of living. Each component is susceptible to influence by how faculty perceive control over their environment
and professional trajectory (Lee & Kim, 2022).

Although quantitative studies have advanced understanding by measuring statistical relationships between
locus of control and commitment levels (Albrecht & Witt, 2021; Tarazona & Guillén, 2023), they often fall
short in capturing the meaningfulness, context, and subjective interpretation of these.

Despite the empirical contributions of quantitative research, a gap remains in understanding how faculty
members personally interpret and negotiate their sense of control within the complex organizational
environment of higher education institutions. The subjective meanings faculty attach to experiences of
control—or lack thereof—can illuminate the processes through which organizational commitment is
developed, sustained, or diminished over time. For example, faculty who perceive themselves as agents of
change and decision-makers may experience empowerment that reinforces their commitment, whereas those
who feel externally constrained by bureaucratic policies or limited autonomy may express disengagement or
alienation (Johnson & Smith, 2023). By employing a qualitative phenomenological approach, this study seeks
to give voice to faculty members’ lived experiences, revealing the nuanced realities behind statistical
correlations.

Moreover, the academic work environment is uniquely characterised by its autonomous yet
interdependent nature. Faculty members often juggle multiple roles involving teaching, research, service, and
collegial collaboration, all of which require varying degrees of control and negotiation within institutional
structures (Baldwin, 2022). This dynamic interplay shapes how faculty interpret their locus of control, which
may fluctuate across different professional domains and over time. Understanding these complexities requires
in-depth exploration of individual narratives, which can uncover factors such as organizational culture,
leadership styles, and peer relationships that influence perceptions of control and consequent levels of
commitment (Cheng & Tsai, 2023).

The importance of organizational commitment in academia extends beyond individual retention to
affect institutional performance and student success. Faculty members deeply committed to their institutions
tend to engage in discretionary behaviours, such as mentoring students, participating in governance, and
contributing to curricular innovation (Nguyen & Lee, 2024). In contrast, low commitment is frequently linked
to increased turnover intentions and reduced productivity, impacting the continuity and quality of academic
programs (O’Connor, 2023). Consequently, exploring how locus of control shapes organizational commitment
can inform strategies aimed at fostering a supportive environment that enhances faculty wellbeing and
institutional loyalty.

Organizational commitment among faculty members remains a critical determinant of institutional

effectiveness, academic excellence, and overall employee well-being in higher education settings. The degree
- - - -
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to which faculty members feel psychologically attached and motivated to remain within their academic
institutions has significant implications for retention, productivity, and the cultivation of a positive workplace
culture (Meyer, Becker, & Vandenberghe, 2021; Calidguid, 2020). In the Philippine higher education context,
studies reveal that faculty commitment is often influenced by institutional support systems, career development
opportunities, and cultural factors unique to Filipino educators (De Guzman & Buenaventura, 2018). While
extensive quantitative research has documented correlations between personality traits, environmental factors,
and organizational commitment, there is a growing recognition of the need to understand the lived experiences
that underlie these patterns (Yidana, Mallin, Music, & Morgan, 2022).

A key psychological concept that influences how individuals engage with their environments and
organizations is locus of control. Locus of control remains a core psychological construct that explains how
individuals perceive the source of control over events in their lives. It has been further explored and validated
in contemporary research emphasising its role in workplace behaviour and well-being (Ng, Lam, & Feldman,
2022). In line with this, Philippine studies have identified locus of control as a significant predictor of faculty
job satisfaction and coping mechanisms in academic institutions (Alcober, 2019). In academic settings, faculty
with an internal locus of control may perceive greater agency in managing their professional circumstances,
while those with an external locus might feel more constrained by institutional or contextual factors (Nguyen,
2023).

Recent scholarship has highlighted the complex ways locus of control interacts with workplace attitudes,
including organizational commitment (Santos & Martins, 2023). Affective commitment reflects emotional
attachment, normative commitment pertains to perceived obligation, and continuance relates to perceived costs
of leaving. Each component is susceptible to influence by how faculty perceive control over their environment
and professional trajectory (Lee & Kim, 2022). Supporting these findings, Philippine-based research indicates
that faculty members’ perceptions of organizational support and control significantly affect their commitment
levels and turnover.

Research by Pambuena (2021) provides key insights into how locus of control impacts organizational
commitment among faculty members. Her study found that faculty with a strong internal locus of control tend
to demonstrate higher levels of engagement and affective commitment, as they perceive greater agency in
shaping their professional roles. Conversely, those with an external locus of control often experience
diminished motivation and attachment, reflecting a sense of limited influence over their work environment.
These findings highlight the importance of examining locus of control as a lived experience that shapes faculty
members’ commitment to their institutions.

Thus, this qualitative study further investigates these experiences in depth, aiming to uncover the nuanced
ways in which faculty members perceive and interpret their locus of control and how it influences their
organizational commitment.

STATEMENT OF THE PROBLEM

This study aims to explore the lived experiences of faculty members regarding their locus of control (internal

vs. external) and its relationship to their organizational commitment. Specifically, this study will seek to answer

the following central questions;

1. What are the distinct experiences and perspectives of faculty designees with internal versus external locus
of control regarding their organizational commitment to the Selected Polytechnic University of the
Philippines Campuses?

2. How do faculty members' internal or external locus of control orientations shape their engagement with the
organization, influence their perceptions of organizational support and opportunities, and ultimately
contribute to their level of organizational commitment to the Selected Polytechnic University of the
Philippines Campuses?

ASSUMPTIONS OF THE STUDY

The study revolves around the following assumptions:

1. The faculty members at the Polytechnic University of the Philippines vary in their locus of control
orientation, with some exhibiting predominantly an internal locus of control and others leaning towards an

external locus of control.
I
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2. The faculty members with internal and external locus of control have distinct ways of engaging with the
organization, perceiving organizational support, and recognising opportunities, which in turn affect their
organizational commitment levels.

3. Subjective Experiences Provide Insight: The study assumes that exploring the lived experiences of faculty
members through qualitative inquiry will reveal meaningful and nuanced understandings of how locus of
control relates to organizational commitment.

4. The specific institutional environment, policies, culture, and resources of the Polytechnic University of the
Philippines impact faculty members’ perceptions of control and organizational commitment.

THEORETICAL/CONCEPTUAL FRAMEWORK

This study is anchored on the psychological construct of Locus of Control, initially introduced by Rotter (1966),
which remains foundational in understanding individuals’ beliefs about control over life events. Locus of
control refers to the degree to which individuals believe that outcomes are contingent upon their own
behaviours (internal locus) versus external forces such as fate or luck (external locus) (Ng, Lam, & Feldman,
2022). Contemporary research continues to validate the relevance of locus of control in organizational settings,
highlighting its influence on behaviour, motivation, and well-being (Nguyen, 2023).

In organizational behaviour studies, locus of control has demonstrated significant relationships with work
attitudes, including organizational commitment. Allen and Meyer’s (1990) as cited by (Meyer, Stanley,
Herscovitch, & Topolnytsky, 2023; Park & Rainey, 2022), widely recognised multidimensional framework
categorises organizational commitment into three components:

- Affective commitment: Emotional attachment and identification with the organization.

- Continuance commitment: Awareness of the costs associated with leaving the organization.

- Normative commitment: A sense of obligation to remain with the organization.

Recent studies reinforce the role of locus of control in shaping these commitment dimensions, suggesting
individuals with an internal locus of control are more likely to exhibit proactive engagement and stronger
affective and normative commitment (Pambuena, 2021; Santos & Martins, 2023). Conversely, those with an
external locus often feel constrained by organizational structures or external circumstances, which may affect
their continuance commitment differently (Lee & Kim, 2022).

This study conceptualises that faculty members’ locus of control orientations intricately influence how
they experience and enact organizational commitment within the specific milieu of the Polytechnic University
of the Philippines. Utilising a phenomenological qualitative approach acknowledges that locus of control and
organizational commitment are lived, subjective experiences embedded within personal and institutional
contexts (Calidguid, 2020; Yidana et al., 2022).

SCOPE AND DELIMITATION

This study will focus on exploring the lived experiences of faculty designees regarding their locus of control
(internal vs. external) and its relationship to their organizational commitment of the selected campuses of
Polytechnic University of the Philippines, Academic Year 2024-2025. The participants will be limited to ten
(10) Department Heads who directly supervise and represent the faculty of the selected campuses of
Polytechnic University of the Philippines.

The faculty designee to be included will be based upon the approval of the Branches and Campus
Directors for the initial interview. The researcher will give them the option to use English or Filipino in giving
their responses to the interview for good and relevant data.

SIGNIFICANCE OF THE STUDY

This study holds significant value for various stakeholders within the Polytechnic University of the
Philippines (PUP) and beyond, particularly in understanding how locus of control influences faculty
members’ organizational commitment.

Faculty of Selected PUP Campuses: This study will enable faculty members to gain deeper self-awareness

of how their locus of control orientation affects their engagement, motivation, and commitment to the
- -]
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institution. Understanding these dynamics can empower them to develop strategies for enhancing their sense
of agency and professional fulfilment, thereby improving their overall work experience and effectiveness.

Administrators of Selected PUP Campuses: The findings of this study will serve as a valuable resource for
administrators in designing targeted interventions, professional development programs, and support systems
that consider faculty members’ locus of control orientations. Such insights can help create a more supportive
organizational climate that fosters higher levels of commitment, satisfaction, and retention among faculty.

Students of PUP Branches and Campuses: Although indirectly, students stand to benefit from a faculty body
that is more committed, motivated, and engaged. Faculty members who experience a positive locus of control
and strong organizational commitment are likely to contribute more effectively to teaching quality, mentorship,
and the overall learning environment.

Researchers: This study will provide the researchers with an in-depth understanding of the subjective
experiences of faculty members concerning locus of control and organizational commitment. It will also equip
the researcher with valuable insights into how psychological constructs manifest in the academic workplace
context.

Future Researchers: For scholars interested in organizational behaviour, educational leadership, and
psychology within academic institutions, this study offers a reference point for further research. It provides
foundational knowledge and methodological guidance for exploring locus of control and organizational
commitment in various institutional contexts, possibly expanding to different regions, academic disciplines, or
educational settings.

DEFINITION OF TERMS
For this study, the following frequently used terms are operationally and conceptually defined to provide clarity
and understanding for the reader:

Locus of Control is an individual’s belief about whether outcomes are determined by their own actions
(internal) or by external forces such as fate or luck (Ng, Lam, & Feldman, 2022). In this study, locus of control
is identified from faculty members’ descriptions of their perceived control over their professional environment
and responsibilities (Nguyen, 2023).

Faculty Members refer to the academic personnel responsible for teaching, research, and service within higher
education institutions (Altbach & de Wit, 2021). This study involves faculty of the Polytechnic University of
the Philippines (PUP) in the National Capital Region who share their experiences regarding locus of control
and organizational commitment.

Organizational Commitment is the psychological attachment and loyalty an individual has toward their
employer, encompassing affective, normative, and continuance dimensions (Meyer, Stanley, Herscovitch, &
Topolnytsky, 2023). Explored qualitatively through faculty members’ narratives on their emotional attachment
and sense of obligation to remain with PUP.

Lived Experiences refer to individuals’ subjective, first-person interpretations of events and phenomena as
personally perceived (Van Manen, 2021). Captured through faculty members’ personal accounts reflecting how
they perceive and experience their locus of control and organizational commitment within their academic roles
at PUP.

The phenomenological approach is the process of exploring, examining, analysing, and constructing the
meaning of human experiences through intensive dialogue with individuals living those experiences (Creswell
& Poth, 2018; Moustakas, 2020).

|
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Bracketing (Epoche) is the initial stage of phenomenological reduction where the researcher intentionally sets
aside preconceived notions to fully understand participants’ experiences (Moustakas, 2020; Creswell & Poth,
2018).

Horizontalization involves identifying all significant statements from the data and treating each statement
with equal importance (Creswell & Poth, 2018; Groenewald, 2022).

Theme Clustering (Clusters of Meaning) is the process of grouping significant statements into themes by
eliminating overlapping and repetitive statements (Creswell & Poth, 2018; Groenewald, 2022).

Textural Description details “what” participants experienced regarding the phenomenon under study
(Creswell & Poth, 2018).

Structural Description (Imaginative Variation) involves describing “how” the experience occurred by
exploring different perspectives and underlying contexts (Moustakas, 2020; Creswell & Poth, 2018).

Overall Essence synthesises the textural and structural descriptions into a concise statement that captures the
fundamental nature of the experience shared by all participants (Creswell & Poth, 2018).

Verification is the final step, where the researcher returns to participants to validate the synthesised findings,
thereby establishing the credibility and trustworthiness of the study (Creswell & Poth, 2018; Lincoln & Guba,
2020).

REVIEW OF RELATED LITERATURE

Presented in this chapter is the related literature which provided the theoretical views and varied perspectives
altogether synthesized from different relevant scholarly articles, journals and researchers written by
acknowledged authorities who have explored the lived experiences of faculty designee regarding their locus of
control (internal vs. external) and its relationship to their organizational commitment of the selected campuses
of Polytechnic University of the Philippines, Academic Year 2024-2025. Diverse angles from related sources
covered helped in detailing and furthering the pursuit of this paper by considering an in-depth look at the
phenomenon under study. It also presents the synthesis of the related literature, which is the summary of the
related literature and studies, and the gaps to be bridged in relation to the present study.

Locus of Control and Its Role in Organizational Behaviour

Locus of control, defined by Rotter (1966) as a personality construct reflecting individuals' generalised beliefs
about control over events, continues to be a critical variable in understanding workplace attitudes and
behaviours. Recent empirical studies reaffirm its relevance, demonstrating that faculty members with an
internal locus of control tend to exhibit higher motivation, job satisfaction, and resilience in academic settings
(Nguyen, 2023; Santos & Martins, 2023). Conversely, those with an external locus of control may perceive
their work environment as unpredictable or governed by factors beyond their influence, which can negatively
impact their work engagement and psychological well-being (Lee & Kim, 2022).

In particular, in higher education institutions, faculty locus of control influences how individuals navigate
challenges, adapt to educational reforms, and engage with organizational processes (Ng, Lam, & Feldman,
2022). Faculty with an internal locus are more likely to employ proactive coping strategies and seek
professional development opportunities, while those with an external locus might demonstrate passivity or
reduced initiative.

A recent international study by Johnson and Ma (2024) involving university faculty across several countries
found that an internal locus of control strongly predicts adaptive coping behaviours during periods of rapid

change, such as the transition to online teaching. Their findings highlight that faculty members who perceive
- - - - - - |

67




IJMEET / Volume 4, Issue 1, 2026 ISSN: 2583-9438

control over their technological adaptation were more engaged and reported greater job satisfaction despite the
challenges posed by remote instruction.

Locally, Garcia and Cruz (2023) conducted a qualitative study on Filipino higher education faculty, revealing
that those with an internal locus of control expressed greater confidence in managing workload and institutional
demands amid the pandemic. Conversely, faculty with an external locus often attributed stress and professional
setbacks to systemic issues and policies beyond their control, which correlated with lower organizational
commitment.

Further, a cross-sectional study by Park and Kim (2023) in South Korea emphasised how faculty members'
locus of control influenced their perceptions of institutional support. Those with an internal locus reported
feeling empowered and satisfied when institutional resources were available, whereas those with an external
locus often felt disconnected and less motivated, suggesting locus of control moderates the relationship
between support and engagement.

Organizational Commitment in Academic Settings

Organizational commitment remains a pivotal construct in understanding faculty retention and performance.
Allen and Meyer’s (1990) three-component model—affective, continuance, and normative commitment—has
been widely validated in academic contexts (Meyer, Stanley, Herscovitch, & Topolnytsky, 2023). Recent
studies highlight that affective commitment, or the emotional attachment to the institution, is strongly
associated with faculty job satisfaction and intent to remain (Park & Rainey, 2022).

Moreover, normative commitment—feelings of obligation—often reflects cultural and contextual factors
within universities, including perceived institutional support and alignment with the university’s mission
(Santos & Martins, 2023). Continuance commitment, or awareness of costs related to leaving, can sometimes
coexist with lesser emotional engagement, presenting a complex dynamic affecting faculty turnover.

An international study by Chen et al. (2024) across universities in East Asia revealed that affective commitment
was the strongest predictor of faculty retention, significantly influenced by mentoring programs and
institutional recognition. Their findings suggest that fostering emotional bonds through professional support
enhances faculty loyalty. In addition, the positive work environment, inclusive settings, and workload
adjustments all influence commitment levels. The cited studies (Johnson & Smith, 2021; Thompson et al.,
2022; Garcia & Lee, 2023; Patel & Kim, 2024) directly support this.

Locally, Torres and dela Cruz (2023) examined organizational commitment among Filipino faculty and found
a positive correlation between perceived administrative support and normative commitment, highlighting
cultural values related to loyalty and reciprocity within Philippine academic institutions. Their study
emphasises the role of supportive leadership in strengthening faculty commitment.

Research by Oliveira and Silva (2023) in Brazil showed that continuance commitment could sometimes mask
low affective commitment, leading to faculty staying primarily due to limited alternative opportunities rather
than true organizational attachment. This dynamic is critical for universities aiming to boost genuine
engagement rather than mere retention.

A cross-national study by Martinez and Lopez (2023) involving universities in Latin America and Europe found
that job security and workload balance were significant predictors of continuance commitment, while
opportunities for professional growth were linked to affective commitment. These nuanced findings provide
insight into how different factors influence commitment components. Teachers with deep organizational
commitment exhibit higher retention and engagement, driven by intrinsic motivation and alignment with
institutional goals (Purise et al., 2022; Khan et al., 2022).
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Lastly, a Philippine-based study by Mendoza and Reyes (2024) indicated that faculty involvement in decision-
making processes positively affected all three components of organizational commitment, suggesting that
participative governance can foster a more committed.

Locus of Control and Job Performance in Higher Education

Recent research by Nguyen et al. (2023) demonstrated that faculty members with an internal locus of control
are more adaptive and proactive in managing job demands, leading to improved performance and innovative
teaching practices. Their study conducted across multiple Southeast Asian universities, emphasised that
internal locus of control fosters self-efficacy and resilience amidst institutional changes, whereas faculty with
an external locus often experienced increased stress due to perceived lack of control over their work
environment.

Supporting these findings, Santos and Martins (2023) found a significant positive correlation between internal
locus of control and academic productivity among university faculty in Portugal. Faculty members who believe
they have control over academic outcomes tend to engage more deeply in research, curriculum development,
and student mentorship. Conversely, those with an external locus attributed challenges to institutional
bureaucracy and external pressures, which sometimes resulted in lower work initiative and performance.

In a longitudinal study by Lee and Kim (2022), Korean university faculty with an internal locus of control
demonstrated better adaptation to sudden shifts such as remote teaching during the COVID-19 pandemic. These
faculty members actively sought resources and training to master new technologies, while those with an
external locus often felt overwhelmed and disengaged. The study highlights the role of locus of control in
coping effectiveness and overall job continuity.

Furthermore, research conducted in the Philippines by Garcia and Cruz (2023) revealed that faculty with an
internal locus of control tended to perceive themselves as agents of change within their institutions. Their sense
of control enhanced motivation to implement innovative teaching methods and collaborate with colleagues.
Conversely, some faculty with an external locus viewed organizational constraints as insurmountable barriers,
negatively affecting their job satisfaction and commitment levels.

Internationally, Johnson and Ma (2024) explored the relationship between locus of control and faculty stress
management in higher education. The study found that an internal locus of control serves as a buffer against
stress by promoting a problem-solving orientation. Faculty who perceive control over their environment
demonstrate greater job engagement and lower turnover intentions, underscoring locus of control as a
protective psychological factor. Studies indicate that reducing multitasking through strategic hiring can
improve focus and enhance overall job performance (Johnson et al., 2023).

Lastly, a meta-analysis by Park, Martinez, and Lopez (2024) examined multiple studies across different cultural
contexts and confirmed that locus of control consistently predicts faculty job performance and engagement in
higher education. Their findings indicate that an internal locus of control is universally associated with greater
job satisfaction, commitment, and effective coping strategies, whereas an external locus often correlates with
higher stress levels and absenteeism. The analysis highlights the importance of fostering internal control beliefs
through institutional support and professional development to enhance faculty productivity and well-being.

Impact of Locus of Control on Faculty Well-being and Work Engagement

Research highlights that a better work-life balance contributes to improved mental health and job
satisfaction among educators (Chen & Wang, 2022). Also, studies affirm that setting achievable goals and
deadlines enhances faculty performance and overall job satisfaction (Lee & Kim, 2023).
Lee and Kim (2022) explored the psychological well-being of university faculty in South Korea, revealing that
an internal locus of control significantly predicted higher levels of work engagement and lower burnout rates.
Conversely, an external locus of control was associated with feelings of helplessness and decreased motivation.
This study underscores the importance of locus of control as a psychological resource influencing faculty
commitment and overall job satisfaction.

_________________________________________________________________________________________________________________________|
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Supporting these findings, Martins and Santos (2023) conducted a mixed-method study among European
university faculty that found faculty members with an internal locus of control reported greater emotional
resilience and proactive stress management, which positively correlated with work engagement levels. Faculty
with an external locus tended to experience increased anxiety about institutional changes, resulting in
withdrawal behaviours and decreased participation in collaborative activities.

In local contexts, Reyes and Lopez (2023) highlighted in their study of Filipino educators that internal locus
of control positively influenced faculty’s adaptive coping strategies, fostering a sense of empowerment despite
challenges brought by remote learning and institutional restructuring. The study demonstrated that faculty
members’ beliefs about control directly affected their mental health and commitment to teaching, with external
locus respondents expressing more frustration and detachment.

A recent international longitudinal study by Nguyen et al. (2024) examined locus of control and well-being
among academics in Australia and New Zealand, confirming that an internal locus of control enhances faculty
engagement by promoting goal-directed behaviours and self-regulation. The study also noted a buffering effect
against work-related stress, contributing to higher satisfaction and reduced turnover intentions.

In addition, research by Martinez et al. (2024) emphasises that strong leadership, characterised by effective
communication, directly correlates with higher levels of employee engagement and satisfaction. This study
could be included under multiple themes depending on the nature of the study itself. Research shows that when
faculty members are involved in decision-making processes, it leads to increased job satisfaction and a sense
of ownership over their work (O’Leary et al., 2021). The individual agency and resilience, supported by studies
on proactive behaviour (Gonzalez et al., 2021), coping strategies (Tran & Lee, 2022), and goal orientation
(Patel & Kumar, 2023), impact well-being.

Furthermore, Patcharaporn and Chaiyakul (2023) explored the relationship between locus of control and
faculty engagement in Thailand, finding that internal locus of control was positively associated with both
intrinsic motivation and job satisfaction. Their findings emphasised the role of cultural nuances in shaping how
locus of control impacts well-being, where collective support systems augmented the positive effects of internal
control beliefs.

Experiences of Organizational Support among Faculty with Diverse Locus of Control Orientations
Torres and dela Cruz (2023) utilised in-depth interviews to explore the lived experiences of organizational
support among faculty in Philippine higher education. Their findings revealed stark contrasts: participants with
an internal locus of control recounted stories of leveraging available resources to enhance their work and shared
strong feelings of institutional affiliation. Conversely, faculty with an external locus tended to narrate feelings
of marginalisation and perceived the organizational support system as inconsistent or inadequate. This dynamic
points to how locus of control not only influences individual perceptions but also becomes intertwined with
the actual accessibility and utilisation of organizational resources.

Complementing these findings, Garcia and Santos (2024) conducted a qualitative study in several Southeast
Asian universities, which similarly found that faculty members with an internal locus of control actively sought
out institutional support mechanisms, such as mentorship programs and research grants, interpreting these as
opportunities for growth and affiliation. These faculty perceived organizational support as a reciprocal
relationship where personal initiative, coupled with institutional resources, promotes professional
development. On the other hand, faculty exhibiting an external locus often described passivity, relying on
external circumstances to provide support, leading to feelings of frustration when such support was lacking.

Internationally, Huang and Lee (2023) explored faculty experiences in universities across Taiwan and
discovered that internal locus faculty conceptualise organizational support beyond material assistance,
including supportive leadership and collegial relationships that validate their professional identity. Their

narratives highlighted how a belief in personal agency encouraged active engagement with support services.
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In contrast, those with an external locus tended to emphasise systemic barriers and expressed scepticism about
institutional responsiveness, undermining their willingness to seek out support.

Further, Mendoza and Reyes (2024), in their grounded theory study within Philippine universities, emphasised
how locus of control shapes faculty interpretations of institutional feedback and recognition. Faculty with
internal control orientations viewed constructive criticism as opportunities for improvement, reinforcing their
commitment to institutional goals. External locus faculty, however, often internalised such feedback negatively
or attributed it to arbitrary institutional politics, which hindered their sense of belonging and potentially
decreased organizational commitment.

In line with these perspectives, Johnson and Ma (2024) utilised phenomenological methods to capture the
tension faculty experience in relation to organizational support and locus of control across East Asian
universities. Faculty with an internal locus of control narrated experiences of empowerment and proactive
navigation of institutional dynamics, often describing how they initiated contact with support services and
actively sought collaboration opportunities. In contrast, participants with an external locus of control frequently
expressed feelings of disempowerment and resignation, portraying organizational systems as rigid and
inaccessible. These lived experiences demonstrated a clear link between locus of control orientations and the
depth and quality of faculty engagement with organizational support.

Adding to this, Park and Ahn (2023) explored how cultural contexts influence faculty perceptions of
institutional support in South Korean universities. Their qualitative interviews revealed that faculty members
with an internal locus of control perceived support as a two-way exchange, involving personal responsibility
and institutional provision. This reciprocal perception bolstered trust and organizational commitment.
Meanwhile, those with an external locus often viewed support as something to be passively received, increasing
their vulnerability to dissatisfaction and low engagement when institutional support fell short.

Additionally, Lopez and Fernandez (2024) conducted case studies in Latin American universities focusing on
faculty adaptation to changing educational policies. The study found that faculty with an internal locus of
control were more likely to utilise support structures creatively and felt a stronger affiliation with their
institutions. Conversely, their external locus counterparts often reported feeling overwhelmed by policy
changes, with limited trust in the organization’s capacity to support them, which adversely affected their
motivation and commitment.

Furthermore, research consistently demonstrates a strong correlation between teacher autonomy and positive
outcomes. Worth (2020), for instance, highlights that teachers with decision-making authority over
instructional practices experience increased job satisfaction and enhanced student engagement. This suggests
that autonomy is a key factor in fostering professional motivation and retention within the teaching profession.

The importance of supportive organizational structures is underscored by AccuTrain (2021) and Michaelsen
(2020). Their research indicates that clear organizational structures and collaborative frameworks, such as
team teaching, effectively mitigate professional isolation. These structures promote shared responsibility,
bolstering teacher confidence and control over their roles. Ultimately, prioritising autonomy and supportive
structures within educational institutions cultivates thriving environments for both educators and students.

Finally, Nguyen et al. (2024) emphasised the role of organizational communication in shaping faculty
interpretations of support. Faculty with an internal locus of control actively sought clarifications and feedback,
leveraging communication channels to reinforce their agency and engagement. In contrast, faculty with an
external locus of control often perceived organizational messaging as ambiguous or insufficient, increasing
feelings of isolation and reducing their involvement in institutional activities.

Lived Experiences Influencing Organizational Commitment in Faculty

_________________________________________________________________________________________________________________________|
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Johnson and Ma (2024) applied a hermeneutic phenomenological approach to understand faculty narratives in
East Asian universities. Their study highlighted that faculty members with an internal locus of control described
a sense of personal agency and responsibility that bolstered affective and normative commitment to their
institutions. Those with an external locus of control often experienced a tension between obligation and
disengagement, reflecting a more transactional commitment shaped by external factors rather than personal
identification.

Echoing these findings, Mendoza and Reyes (2024) conducted in-depth interviews with Filipino university
faculty to explore how locus of control orientations shape organizational commitment. Faculty with an internal
locus of control emphasised intrinsic motivation and alignment with institutional values as key factors driving
their affective commitment. They narrated experiences of actively contributing to their organizations’ missions.
In contrast, faculty with an external locus of control often described their commitment as conditional, based on
external rewards or job security, which resulted in a weaker emotional attachment to their institutions.

Similarly, Garcia and Santos (2023) explored the lived experiences of faculty in Latin American universities,
finding that internal locus of control was closely linked to a deeper identification with institutional goals and
greater participation in governance and collegial activities. These faculty perceived themselves as co-creators
of their work environment, which enhanced their normative commitment. Conversely, those with an external
locus narrated feelings of disconnection and perceived their roles as dictated by external authority, diminishing
their affective investment.

In a qualitative study conducted by Park and Lee (2023), South Korean faculty described how locus of control
influenced their responses to institutional pressures such as performance evaluations and policy changes.
Faculty with an internal locus engaged in reflective practices and sought developmental opportunities,
reinforcing their sense of ownership and commitment. Faculty with an external locus often expressed feelings
of helplessness, contributing to compliance-driven behaviours rather than genuine organizational commitment.

Additionally, Smith and Johnson’s (2024) phenomenological study across multiple Western universities
revealed that organizational commitment for faculty with an internal locus of control stemmed from personal
meaning and alignment between self-identity and institutional culture. Their narratives spotlighted ongoing
efforts to shape and influence university policies. External locus faculty, alternatively, voiced a transactional
view of their roles, often motivated by job stability or external incentives rather than emotional attachment,
which resulted in more superficial or conditional commitment.

Furthermore, a qualitative investigation by Oliveira and Silva (2023) in Brazilian universities found that faculty
with an internal locus of control described experiences of empowerment and agency that reinforced their
commitment, even amidst challenges such as budget cuts and institutional restructuring. These faculty members
actively sought to contribute to university life beyond their teaching duties. Conversely, external locus faculty
felt disenfranchised by organizational changes and expressed scepticism toward institutional leadership, which
weakened their commitment.

Lastly, Martinez and Lopez (2024) explored faculty commitment in the context of doctoral education in Spain,
revealing that internal locus of control faculty interpreted organizational challenges as opportunities for growth,
further deepening their affective and normative commitment. Contrarily, faculty with an external locus
frequently perceived these challenges as threats, detaching themselves emotionally and limiting their
organizational involvement. The study underscores the nuanced ways locus of control influences how faculty
narrate their lived experiences and relate them to organizational commitment.

Synthesis of the Reviewed Literature
The above literature and studies, which have been conscientiously organized and synthesised
by the researcher, directed the researcher in the conceptualisation of this study. Primarily, the reviewed

literature focused on the study of Locus of Control and Its Role in Organizational Behaviour as studied by
- -
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Nguyen, 2023; Santos & Martins (2023), Ng, Lam, & Feldman, 2022; Lee & Kim, 2022; Garcia & Cruz, 2023;
Park & Kim (2023), and Johnson & Ma (2024. Then, a reviewed on Organizational Commitment on Academic
Settings by Meyer, Stanley, Herscovitch, & Topolnytsky (2023); Park & Rainey (2022); Santos & Martins
(2023); Chen et al. (2024); Torres & dela Cruz (2023); Oliveira & Silva (2023); Martinez & Lopez (2023);
Mendoza & Reyes (2024).; Locus of Control and Job Performance in Higher Education as studied by Nguyen
et al. (2023); Santos & Martins (2023); Lee & Kim (2022); Garcia & Cruz (2023); Johnson & Ma (2024); Park,
Martinez, & Lopez (2024). Then, it emphasised the study on the Impact of Locus of Control on Faculty Well-
being and Work Engagement as reviewed by Lee & Kim (2022); Martins & Santos (2023); Reyes & Lopez
(2023), Nguyen et al. (2024); Patcharaporn & Chaiyakul (2023).

Moreover, the Experiences of Organizational Support among Faculty with Diverse Locus of Control
Orientations which examined by Torres & dela Cruz (2023); Garcia & Santos (2024); Huang & Lee (2023);
Mendoza & Reyes (2024); Johnson & Ma (2024); Park & Ahn (2023); Lopez & Fernandez (2024); Nguyen et
al. (2024). The literature extends to the Lived Experiences Influencing Organizational Commitment in Faculty
by Johnson & Ma (2024); Mendoza & Reyes (2024); Garcia & Santos (2023); Park & Lee (2023); Smith &
Johnson (2024); Oliveira & Silva (2023); Martinez & Lopez (2024).

Gap/s Bridged by the Present Study

While a considerable body of research has examined locus of control, organizational commitment, job
performance, faculty well-being, and organizational support within academic settings (e.g., Nguyen, 2023;
Santos & Martins, 2023; Meyer et al., 2023; Johnson & Ma, 2024), there remains a scarcity of studies that
holistically capture the lived experiences of faculty members with diverse locus of control orientations in
relation to organizational support and commitment.

Specifically, the researcher identified the following gaps to address in the present study:

1. There is a lack of qualitative research focusing on how faculty in Higher Education Institutions (HEIs)
personally experience and interpret organizational support according to their locus of control orientations.

2. Few studies have thoroughly explored the interplay between faculty locus of control, organizational
commitment, and their adaptive responses to institutional challenges within Filipino HEIs, despite the
cultural nuances noted in existing works.

3. Limited research exists on how faculty with differing locus of control orientations navigate institutional
changes and policies, and how these experiences affect their engagement, motivation, and overall
organizational commitment.

In view of these gaps, the researcher aims to deepen understanding of the lived experiences of faculty members

at the Polytechnic University of the Philippines, particularly in how their locus of control shapes their

perceptions of organizational support and commitment within the academic environment.

RESEARCH METHODOLOGY

In this chapter, the researcher will discuss the research design, the selection of the participants, the
instrumentation and validation, the data gathering procedures and the treatment and analysis of data.

Research Design

Considering the research problem, this study will explore the lived experiences of faculty members regarding
their locus of control (internal vs. external) and its relationship to their organizational commitment. The
researchers will employ the phenomenological research design.

Phenomenological research aims to describe the common experiences of participants as they engage with a
phenomenon, seeking to identify its essential meaning. Its primary goal is to return to the fundamental nature
of the experience, often summarised by the call to go “back to the things themselves” (Moustakas, 1994, as
cited in Creswell & Creswell, 2018; updated in Creswell, 2024). Specifically, this study will explore the
experiences, difficulties, problems, and challenges encountered by the faculty members regarding their locus
of control (internal vs. external) and its relationship to their organizational commitment.
-
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Sources of Data

The primary sources of data for this phenomenological study will be the faculty members of the selected
campuses of Polytechnic University of the Philippines who possess varying locus of control orientations
(internal and external). Participants will be purposively selected to represent diverse disciplines, academic
ranks, and years of experience to ensure richness and variation in the lived experiences explored. Data will be
collected through in-depth, semi-structured interviews that allow participants to share their personal narratives
on how their locus of control influences their organizational commitment.

Supplementary data may include reflective journals or institutional documents related to faculty support and
commitment policies to provide contextual understanding.

Participants of the Study

This study will focus on exploring the lived experiences of faculty with official designation concerning their
locus of control (internal vs. external) and its relationship to their organizational commitment within selected
campuses of the Polytechnic University of the Philippines during the Academic Year 2024-2025. The
participants will be limited to ten (10) Department Heads who directly supervise and represent the faculty
members and different offices of the selected campuses. This sample size aligns with Creswell’s (2024)
recommendation that phenomenological studies typically involve between 5 and 25 individuals who have
experienced the same phenomenon.

Participants will be purposively selected based on the following criteria:

1. Must be a full-time regular faculty member with an official designation as Department Head or equivalent
administrative role within the selected Campuses of Polytechnic University of the Philippines

2. Should have supervisory responsibilities over faculty members, ensuring their role provides relevant
insights into faculty experiences and organizational commitment.

3. Have served in their current designation for at least one academic year to ensure familiarity with
institutional practices.

4. Possess experience in both online and modular modes of teaching, to capture diverse perspectives related
to current educational modalities.

5. Willingness and availability to participate in in-depth interviews, with the option to respond either in
English or Filipino to facilitate comprehensive and authentic sharing of experiences.

Selection of participants will be conducted with the approval of the respective Campus Directors to ensure
alignment with institutional protocols. This purposive approach aims to gather rich, relevant data reflective of
varying locus of control orientations and organizational commitment within the faculty leadership context.

Instrumentation and Validation

The researchers conducted interviews using a research interview protocol administered via Google Forms. The
interview protocol will consist of predesigned, general, and open-ended questions developed in accordance
with qualitative research guidelines, specifically drawing from the principles outlined by Morse and Field
(1995), as emphasised in recent qualitative research frameworks (Creswell & Creswell, 2024). Since the
interview questions are researcher-developed and not standardised instruments, the protocol will be subjected
to expert review. Feedback will be sought from credible authorities in qualitative research to ensure content
validity, clarity, and relevance. Initially, the interview protocol will be submitted to the 3 validator experts for
thorough evaluation and finalisation, and the application for the University Research Ethics Committee of the
Research Management Office for Ethics Clearance.

Data Gathering Procedure

The data gathering process will begin upon receiving the necessary approvals from the Polytechnic
University of the Philippines’ Campus Directors. After securing institutional consent or ethics clearance, the
researcher will coordinate with selected Department Heads to explain the study’s purpose, scope, and ethical
considerations, including voluntary participation and confidentiality assurances. Participants will be invited to
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partake in the study through formal communication, and informed consent will be obtained before data
collection.

The interviews will be conducted using the validated research interview protocol delivered via Google Forms,
allowing participants to respond at their convenience. Participants will have the option to answer in either
English or Filipino to provide rich and accurate accounts of their experiences. The researcher also monitored
the responses and conducted a follow-up for clarification or elaboration.

All collected data will be securely stored and treated confidentially. Upon completion of data collection,
transcripts and responses will be organized for thematic analysis to explore the lived experiences of faculty
designees regarding their locus of control and organizational commitment.

Ethical Considerations

Ethical standards will be maintained throughout the course of the study by attending carefully to the following
issues. Central to any ethics protocol and the initiation of research is the need for informed consent (Scott,
Wishart, & Bowyer, 2006; Creswell & Creswell, 2024). In this study, participants will be asked to sign an
informed consent form providing a clear and accurate description of the nature and aims of the research. Their
right to withdraw from the study at any time without consequence will be explicitly stated. Participants will
also provide informed consent specifically for the interview process.

Another fundamental ethical principle in qualitative research is the protection of privacy, anonymity, and
confidentiality. All data gathered from the interviews will be transcribed and coded to ensure participant
anonymity and confidentiality. Analysed data will be securely stored for a reasonable period and then properly
discarded to prevent any unauthorised use or misappropriation (Creswell & Creswell, 2024). Pseudonyms or
aliases will be used in any subsequent publication or dissemination of findings to safeguard participant
identities. This approach aligns with the Republic Act No. 10173 — Data Privacy Act of 2012, ensuring
compliance with national data protection standards.

Treatment and Analysis of Data

All interviews and field notes will be transcribed using Microsoft Word. The researcher will carefully review
the transcripts multiple times to identify significant statements that reveal meaning and understanding related
to the phenomenon under study. Utilising van Manen’s (1990) selective highlighting approach, as referenced
in recent qualitative research methodologies (Creswell & Creswell, 2024), the researcher will isolate thematic
statements by selecting and emphasising sentences or clusters of sentences that capture essential aspects of the
participants’ experiences. Notes will be taken to document these thematic statements.

Subsequently, all phrases, sentence clusters, notes, and textual data will be systematically condensed to reveal
core themes. These themes will be organized into two categories: textural themes, which describe what was
experienced, and structural themes, which explain how the experience occurred. Both sets of themes will be
integrated to formulate comprehensive textural and structural descriptions.

The culmination of this process will be the synthesis of these descriptions into an overall essence that captures
the fundamental nature of the lived experiences shared by the participants.

To ensure accuracy and validity, the final step involves member checking, where the researcher will return the
synthesised findings to the participants for their review and verification. Participants will have the opportunity
to provide feedback, corrections, or additional comments, which will be incorporated into the final presentation
of the study’s findings to enhance credibility and trustworthiness (Creswell & Creswell, 2024).

RESULTS
This chapter presents the structured elements of bracketing, horizonalization, textural and structural

descriptions, and the overall essence, along with the verification of the lived experiences of faculty members
- _________________________________
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and officials regarding their locus of control (internal vs. external) and its relationship to their organizational
commitment within selected campuses of the Polytechnic University of the Philippines during the Academic
Year 2024-2025. As discussed in Chapter 3, the treatment, analysis, and interpretation of data followed a
systematic and integrated approach.

The chapter begins with the bracketing process, where the researcher reflects on and sets aside personal biases
and assumptions that could influence the study, sharing the motivations and intentions driving this research
endeavour.

As a researcher with a background in quantitative studies of locus of control, I recognise the potential for my
pre-existing knowledge and assumptions to influence this qualitative investigation of faculty lived experiences.
Therefore, I consciously set aside my prior findings on the subject of locus of control, acknowledging that
quantitative data, while valuable, may not fully capture the nuanced realities of individual perceptions and
interpretations within a specific institutional context. This research, focusing on “The Lived Experiences of
Faculty with Internal Vs. External Locus of Control and Their Organizational Commitment,” aims to
complement my previous quantitative work by exploring the qualitative dimensions of this complex
relationship. My motivation stems from a desire to deepen our understanding of how locus of control impacts
faculty experiences, not simply as a statistical measure but as a lived reality shaping their daily interactions
and commitments within the academic setting.

Following this, the horizontalization process is presented by listing significant statements extracted from the
verbatim transcripts of participants' responses. These statements were carefully read and analysed multiple
times to address the core research questions relating to faculty designees’ or campus officials' experiences of
locus of control and how these orientations impact their organizational commitment. The research interview
protocol’s guiding questions and probes framed this analysis, ensuring depth and relevance. From the word-
for-word transcriptions, the researcher got hold of the significant statements, which are presented below.

Table 1
Significant Statements of Faculty Designee Lived Experiences on Their 1
Locus of Control (internal vs. external) and its Relationship to their Organizational Commitment
. I have the final say in decision-making in my class.
. Strong control during certification activities.
. Control over time and conflict resolution.
. Clear structures and supportive collaboration enhance control.
. No control outside my responsibilities.
. Too little time to finish tasks.
. New policies affected assignments without my input.
. Need approval from the higher authority.
9. My commitment is deep and enduring.
10. I give 100% commitment.
11. My role is a responsibility, not just a position.
12. Motivated by purpose and community.
13. Love for work, students, and colleagues.
14. The faculty provides necessary support.
15. Support is present but could improve in workload management.
16. Supportive faculty and administration collaboration.
17. Need more staff to focus on tasks.
18. Resources and office layout need improvement.
19. Use letters and emails for formal communication.
20. Face-to-face discussions for urgent issues.
21. Communicate through immediate supervisors.
22. Conduct communication professionally.
23. Leadership is appreciated.
24. Want genuine participatory decision-making.
25. More staff to reduce multitasking.
26. Better work-life balance.
27. Strict time reporting needed.

_________________________________________________________________________________________________________________________|
76

01NN W~




IJMEET / Volume 4, Issue 1, 2026

ISSN: 2583-9438

28. Manage workload and realistic deadlines.

29. I always give my best.

30. This is my bread and butter.

31. It doesn’t affect me because I have a goal to focus on.

32. Constant awareness of the purpose is needed.

33. Areasonable workload and adequate staff

34. Role clarity and leadership support are key to accountability

35. Systemic limitations erode trust

36. I always manifest good communication.

37. Communicate professionally, respectfully, and solution-focused.

38. Adapting communication styles to personalities enhances mutual understanding.
39. Understanding people’s strengths and weaknesses fosters teamwork.

40. My sense of purpose drives me to advocate for improvements.

41. A ‘good vibe’ environment inspires commitment.

42. Positive workplace atmosphere boosts commitment.

43. Inclusive environments provide welcoming solutions to concerns.

44. Embracing workload adjustments is critical to maintaining performance.
45. PUP’s mission to provide accessible education gives meaning to my work.
46. My motivators—purpose and people—are tied to my sense of agency.

47. Growth opportunities and recognition encourage initiative.

After identifying significant statements from the participants’ responses, the researcher proceeded with theme
clustering. These statements were grouped according to emerging themes relevant to the research problem,
which is to understand the lived experiences of faculty designees concerning their locus of control and its
relationship to organizational commitment. Through a thorough analysis of the significant statements, the
researcher classified six theme clusters organized into two overarching theme groups that address the study’s
two central research questions. Table 2 below summarises the categorisation of these clustered themes along

with their associated ideas.

Table 2
8 Clusters Categorised Into Textural and Structural Themes

Textural Themes

Theme 1: Strong Sense of Control and Autonomy
- Have the final say in decision-making in my class
-Strong control during certification activities
-Control over time and conflict resolution
-Clear structures and supportive collaboration enhance control

Theme 2: Deep Commitment to the Institution
-Commitment is deep and enduring
-100% commitment
- Role is a responsibility, not just a position
-Motivated by purpose and community
-Love for work, students, and colleagues

Theme 3: Essential Institutional Support and Work Environment
- Faculty provide necessary support
-Support is present but could improve in workload management
-Supportive faculty and administration collaboration
-Need more staff to focus on tasks
-Resources and office layout need improvement

Theme 4: Effective Communication and Leadership
-Use letters and emails for formal communication
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-Face-to-face discussions for urgent issues.
-Communicate through immediate supervisors
-Conduct communication professionally
-Leadership is appreciated

Theme 5: Critical Areas for Improvement
-Want genuine participatory decision-making
-More staff to reduce multitasking
-Better work-life balance
-Strict time reporting needed
-Manage workload and realistic deadlines ok

Structural Themes

Theme 6: Individual Agency and Resilience

Always give my best.

This is my bread and butter

It doesn’t affect me because I have a goal to focus on.
Constant awareness of the purpose is needed

Theme 7: Influences Shaping Commitment and Sense of Responsibility
- A ‘good vibe’ environment inspires commitment
-Positive workplace atmosphere boosts commitment
-Inclusive environments provide welcoming solutions to concerns
-Embracing workload adjustments is critical to maintaining performance

Theme 8: Institutional Support and Structural Alignment
- A reasonable workload and adequate staff
-Role clarity and leadership support are key to accountability
-Systemic limitations erode trust

Theme 9: Interpersonal Dynamics and Communication
- Manifest good communication
-Communicate professionally, respectfully, and solution-focused
-Adapting communication styles to personalities enhances mutual understanding
-Understanding people’s strengths and weaknesses fosters teamwork

Theme 10: Enhancing Organizational Support for Faculty Engagement and Well-being
- Embracing workload adjustments is critical to maintaining performance
-PUP’s mission to provide accessible education gives meaning to my work
-My motivators—purpose and people—are tied to my sense of agency
-Growth opportunities and recognition encourage initiative

1. The participants’ view of their distinct experiences and perspectives with internal versus external locus of
control regarding their organizational commitment.

Theme 1: Strong Sense of Control and Autonomy. Participants reported a strong theme of control and
autonomy in their classrooms, manifesting in several key areas. They described having the ultimate decision-
making authority within their classroom environment, setting the agenda and directing learning activities. This
control extended to certification activities, where participants maintained a firm grasp on the process and
ensured adherence to standards. Furthermore, participants highlighted their ability to effectively manage
classroom time and swiftly resolve conflicts, indicating a proactive approach to maintaining order and
productivity. Finally, the presence of clear structures and supportive collaboration further enhanced their sense
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of control, suggesting a well-organized and harmonious classroom environment where participants felt
empowered to manage the learning experience as described in the following:

(1) Control over time and conflict resolution.

(2) Clear structures and supportive collaboration enhance control.

The above findings are consistent with the view of Worth (2020), who, in his research, highlights that
teachers with decision-making authority over instructional practices experience higher job satisfaction and
student engagement, as autonomy fosters professional motivation and retention.

It is also confirmed by the study of AccuTrain (2021) and Michaelsen (2020) that clear organizational
structures and collaborative frameworks—such as team teaching—reduce professional isolation, promote
shared responsibility, and bolster teachers’ confidence and control over their roles. By prioritising autonomy
and supportive structures, educational institutions can cultivate environments where both educators and
students thrive.

Theme 2: Deep Commitment to the Institution. Participants frequently expressed a deep and enduring
commitment to their institution, extending beyond a mere job. Their commitment wasn't simply transactional;
they described it as a profound sense of responsibility, viewing their roles as integral to the institution's mission
and community. This commitment stemmed from a strong sense of purpose, a genuine love for their work,
students, and colleagues, and a deep-seated motivation to contribute to the institution's success and the well-
being of its community. Their dedication went beyond fulfilling job requirements, reflecting a personal
investment in the institution's values and its impact on students. to the majority of the participants, as three of
them stated:

(1) My commitment is deep and enduring.

(2) I give 100% commitment.

(3) My role is a responsibility, not just a position. Sudden class interruption because

Research underscores that teachers with deep organizational commitment exhibit higher retention and
engagement, driven by intrinsic motivation and alignment with institutional goals (Purise et al., 2022; Khan et
al., 2022). Viewing their role as a moral responsibility—not just a job—teachers prioritise holistic student
development, integrating mentorship and community-building into their practice (Watanabe et al., 2021).

Theme 3: Essential Institutional Support and Work Environment. Participants identified essential
institutional support and a conducive work environment as crucial factors influencing their experience. While
acknowledging the presence of necessary support from colleagues and collaborative relationships between
faculty and administration, they also highlighted areas needing improvement. Specifically, workload
management emerged as a significant concern, with participants suggesting a need for additional staff to
alleviate the burden and allow for greater focus on individual tasks, as expressed by two participants:

(1) Support is present but could improve in workload management.

(2) Supportive faculty and administration collaboration.

Furthermore, improvements to resources and office layout were deemed essential for enhancing productivity
and well-being. The overall sentiment suggested that while existing support was beneficial, addressing these
issues would significantly improve the work environment and support faculty effectiveness. Two participants
revealed:

(1) The faculty provides necessary support.

(2) Need more staff to focus on tasks.

This supports the study of Lee et al. (2023) emphasizes that adequate staffing is vital for ensuring that faculty
can concentrate on their primary responsibilities without being overwhelmed by administrative tasks. Also,
studies suggest that well-designed workspaces can enhance collaboration and productivity, while inadequate
resources can detract from faculty effectiveness (Choi & Lee, 2020).
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Theme 4: Effective Communication and Leadership. The majority described a communication system
characterised by formality and efficiency. Formal communication primarily relied on letters and emails, while
face-to-face interactions were reserved for urgent matters. Communication typically flowed through immediate
supervisors, maintaining a structured hierarchy. Participants emphasised the professional conduct of these
communications. Two participants shared:

(1) Use letters and emails for formal communication.

(2) Communicate through immediate supervisors.

Conducting communication professionally not only enhances mutual respect but also contributes to a positive
organizational culture (Lee, 2020).

Finally, appreciated leadership played a significant role in facilitating effective communication and overall
institutional functioning.

Two participants highlighted:

(1) Leadership is appreciated.

(2) Leading people is crucial for every institution to function.

Research by Martinez et al. (2024) emphasises that strong leadership, characterised by effective
communication, directly correlates with higher levels of employee engagement and satisfaction.

Theme 5: Critical Areas for Improvement. Participants identified several critical areas for improvement,
focusing on enhancing their work experience and well-being. A strong desire for genuine participatory
decision-making processes emerged, suggesting a need for increased faculty involvement in institutional
governance. The overwhelming need for additional staff to mitigate multitasking and promote greater focus
on individual tasks was also highlighted. Two participants shared:

(1) Want genuine participatory decision-making.

(2) More staff to reduce multitasking.

Research shows that when faculty members are involved in decision-making processes, it leads to increased
job satisfaction and a sense of ownership over their work (O’Leary et al., 2021). Studies indicate that reducing
multitasking through strategic hiring can improve focus and enhance overall job performance (Johnson et al.,
2023).

Furthermore, achieving a better work-life balance was a recurring concern, indicating a need for policies and
practices promoting employee well-being. Participants also advocated for stricter time reporting systems and
improved workload management, including the setting of realistic deadlines. These improvements would
contribute to a more balanced, efficient, and fulfilling work environment as mentioned by the participants:

(1) Better work-life balance.

(2) Manage workload and realistic deadlines.

Research highlights that a better work-life balance contributes to improved mental health and job satisfaction
among educators (Chen & Wang, 2022). Studies affirm that setting achievable goals and deadlines enhances
faculty performance and overall job satisfaction (Lee & Kim, 2023).

2. The participant’s view on how internal or external locus of control orientations shape their engagement with
the organization, influence their perceptions of organizational support and opportunities, and ultimately
contribute to their level of organizational commitment.

Theme 6: Individual Agency and Resilience. The theme of individual agency and resilience highlights the
importance of personal commitment and focus in achieving professional goals, particularly in challenging
environments. Faculty members often express a dedication to excellence, stating that they "always give my
best." This intrinsic motivation is crucial for maintaining high performance and overcoming obstacles.
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Research indicates that individuals who exhibit a strong sense of agency are more likely to engage in proactive
behaviours that lead to successful outcomes (Gonzalez et al., 2021).

The phrase "this is my bread and butter" underscores the significance of one’s work as a primary source of
livelihood and identity. This connection to their profession can enhance resilience, as individuals are motivated
to navigate challenges to secure their roles and responsibilities. A study by Tran and Lee (2022) found that
when individuals see their work as integral to their identity, they are more likely to develop coping strategies
that foster resilience in the face of adversity.

Moreover, the sentiment that "it doesn’t affect me because I have a goal to focus on" reflects a critical aspect
of resilience: goal orientation. Research by Patel and Kumar (2023) highlights that individuals with clear,
purpose-driven goals are better equipped to manage stress and remain focused during difficult times. This focus
not only aids in overcoming immediate challenges but also fosters long-term personal and professional growth.

Finally, the need for "constant awareness of the purpose" is essential for sustaining motivation and resilience.
Studies suggest that maintaining a clear understanding of one’s purpose can enhance engagement and
commitment, thereby improving overall well-being (Chen et al., 2024). This awareness serves as a guiding
principle, helping individuals navigate challenges while remaining aligned with their core values and
objectives.

Theme 7: Influences Shaping Commitment and Sense of Responsibility. The theme of influences shaping
commitment and sense of responsibility highlights the critical role of workplace environment and culture in
fostering faculty engagement and performance. A “good vibe” environment is often cited as a key factor that
inspires commitment among faculty members. Research indicates that a positive work environment can
significantly enhance job satisfaction and organizational commitment (Johnson & Smith, 2021). Such
environments promote collaboration, creativity, and a sense of belonging, which are essential for motivating
educators to invest in their roles.

Moreover, a positive workplace atmosphere not only boosts commitment but also enhances overall morale. A
study by Thompson et al. (2022) found that when faculty members feel supported and valued, their commitment
to the institution increases, leading to improved retention rates and job performance. This positive
reinforcement creates a cycle where a supportive atmosphere encourages greater dedication, which in turn
contributes to a healthier workplace culture.

Inclusive environments are also crucial for addressing concerns and fostering engagement. Research by Garcia
and Lee (2023) emphasises that inclusivity in the workplace enables individuals to voice their concerns and
feel heard, leading to a greater sense of responsibility among faculty members. When educators perceive that
their contributions are valued in an inclusive setting, they are more likely to commit to the institution's goals
and collaborate effectively with colleagues.

Lastly, the ability to embrace workload adjustments is critical for maintaining performance. Flexibility in
managing workloads allows faculty to adapt to changing demands without compromising their effectiveness.
A study by Patel and Kim (2024) illustrates that institutions that support workload adjustments not only help
alleviate stress but also enhance faculty resilience and commitment. By recognising the need for adaptability,
educational institutions can foster an environment where faculty members feel empowered to take ownership
of their responsibilities.

Theme 8: Institutional Support and Structural Alignment. The theme of institutional support and structural
alignment emphasises the importance of adequate resources, clear roles, and effective leadership in fostering a
productive academic environment.
A reasonable workload and adequate staffing are fundamental to ensuring that faculty members can perform
their duties effectively without experiencing burnout. Research indicates that manageable workloads contribute
significantly to job satisfaction and retention among faculty (Johnson & Smith, 2021). When institutions
provide sufficient staffing, they not only alleviate the pressure on individual faculty members but also enhance
the overall quality of educational delivery.
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Role clarity is another critical component of this theme. Clearly defined roles help faculty understand their
responsibilities and expectations, which fosters accountability. According to Thompson et al. (2022), when
faculty members have a clear understanding of their roles, they are more likely to engage fully in their work
and take ownership of their contributions to the institution. Leadership support plays a pivotal role in this
process, as effective leaders provide guidance and resources that empower faculty to fulfil their responsibilities.
However, systemic limitations can undermine trust within the institution. When faculty perceive that
institutional structures are inadequate or that resources are mismanaged, it can lead to frustration and
disengagement. A study by Garcia and Lee (2023) highlights that systemic issues, such as insufficient funding
or bureaucratic obstacles, can erode trust between faculty and administration, ultimately impacting faculty
commitment and performance.
Theme 9: Interpersonal Dynamics and Communication. The theme of interpersonal dynamics and
communication emphasises the significance of effective communication practices in fostering a collaborative
and productive academic environment. Good communication is foundational to building relationships and
ensuring that faculty and staff can work together harmoniously.

Manifesting good communication involves more than just exchanging information; it requires clarity,
empathy, and responsiveness. Research by Thompson and Garcia (2021) highlights that effective
communication enhances collaboration and reduces misunderstandings among faculty members. When
communication is clear and open, it leads to a more cohesive work environment where everyone feels valued
and heard.

Communicating professionally, respectfully, and solution-focused is crucial in maintaining a positive
atmosphere. A study by Lee and Patel (2022) found that professional communication practices not only
improve interpersonal relationships but also contribute to a culture of respect and accountability. Faculty
members who engage in respectful dialogue are more likely to resolve conflicts constructively and foster a
collaborative spirit.

Adapting communication styles to accommodate different personalities is another essential aspect of effective
communication. Research by Kim and Johnson (2023) indicates that tailoring communication approaches
based on individual preferences can significantly enhance mutual understanding and reduce friction. By
recognising and valuing diverse communication styles, faculty can create an inclusive environment that
promotes collaboration and innovation.

Furthermore, understanding people’s strengths and weaknesses fosters teamwork and enhances overall
productivity. According to a study by Smith et al. (2024), teams that leverage individual strengths while being
mindful of weaknesses are more effective in achieving their goals. This understanding allows team members
to complement each other, leading to improved performance and satisfaction.

Theme 10: Enhancing Organizational Support for Faculty Engagement and Well-being. The theme of
enhancing organizational support for faculty engagement and well-being underscores the necessity for
educational institutions to create an environment that fosters faculty satisfaction and productivity. This can be
achieved through workload adjustments, alignment with institutional missions, recognition of personal
motivators, and opportunities for professional growth.

Embracing workload adjustments is critical for maintaining faculty performance. Research indicates
that when institutions actively manage and adjust faculty workloads, it leads to improved job satisfaction and
productivity. A study conducted by Sibai and Alabdullaziz (2021) highlights that a balanced workload not only
enhances teaching effectiveness but also allows faculty to engage more fully in research and community service
activities. This balance is essential for sustaining high performance across various academic responsibilities,
as excessive workloads can lead to burnout and decreased effectiveness in teaching and research roles.

The mission of an institution, such as PUP’s commitment to providing accessible education, gives
profound meaning to faculty work. Research by Kumar and Singh (2023) emphasises that when faculty
members resonate with their institution's mission, it significantly enhances their motivation and engagement.
Faculty who feel aligned with their institution's goals are more likely to exhibit commitment and a sense of
purpose in their roles, which contributes to their overall well-being and job satisfaction.

_________________________________________________________________________________________________________________________|
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The motivators of purpose and interpersonal relationships are closely tied to faculty members' sense of
agency. A study by Rokni and Sabet (2022) found that faculty who perceive their work as meaningful and who
maintain strong connections with colleagues are more likely to feel a sense of control and autonomy in their
roles. This sense of agency fosters engagement and encourages faculty to take initiative in their teaching and
research endeavours.

Finally, providing growth opportunities and recognising faculty achievements are crucial for
encouraging initiative. According to research by Chandran and Usman (2024), institutions that invest in
professional development and actively recognise faculty contributions create an environment that promotes
engagement and innovation. Faculty members who receive acknowledgement for their efforts are more likely
to pursue new initiatives and take on leadership roles within their departments.

Textural Description. As presented, five prevailing themes: (Theme 1: Strong Sense of Control and Autonomy;
Theme 2: Deep Commitment to the Institution; Theme 3: Essential Institutional Support and Work
Environment; Theme 4: Effective Communication and Leadership; Theme 5: Critical Areas for Improvement)
emphasized the views of participants about their distinct experiences and perspectives with internal versus
external locus of control regarding their organizational commitment.

Primarily, it revealed their experiences are a picture of a multifaceted understanding of their
organizational commitment, shaped by their locus of control within the institution. A prominent theme that
emerged is a strong sense of control and autonomy, where faculty members exercise significant authority over
classroom decisions, time management, and conflict resolution. This autonomy is reinforced by clear
organizational structures and collaborative environments, fostering professional motivation and a sense of
empowerment.

Coupled with this autonomy is a deep and enduring commitment to the institution. Participants view their
roles not merely as jobs but as meaningful responsibilities tied to the institution’s mission and community.
Their dedication is driven by intrinsic motivation, passion for their work, and a personal investment in student
development and institutional success.

Essential institutional support and a conducive work environment also play critical roles in shaping
participants’ experiences. While there is acknowledgement of existing support and collaboration between
faculty and administration, concerns remain regarding workload management and resource adequacy.
Participants emphasise the need for additional staffing and improvements in physical workspaces to enhance
their productivity and well-being.

Effective communication and leadership emerge as foundational elements in sustaining organizational
commitment. Formal and professional communication channels, combined with appreciative and capable
leadership, contribute to a positive organizational culture and facilitate institutional functioning.

Finally, participants identify critical areas for improvement related to participatory decision-making,
staffing levels, work-life balance, time management, and workload realism. These areas reflect systemic
challenges that, if addressed, could enhance faculty satisfaction, engagement, and overall institutional efficacy.
Collectively, these themes illustrate an organizational landscape where autonomy and commitment coexist with
structural and procedural challenges, highlighting opportunities for growth and development within the
institution.

Structural Description. There are five emerging themes explaining how the participants’ internal or external
locus of control orientations shape their engagement with the organization, influence their perceptions of
organizational support and opportunities, and ultimately contribute to their level of organizational commitment.
(Theme 6: Individual Agency and Resilience; Theme 7: Influences Shaping Commitment and Sense of
Responsibility; Theme 8: Institutional Support and Structural Alignment; Theme 9: Interpersonal Dynamics
and Communication; Theme 10: Enhancing Organizational Support for Faculty Engagement and Well-being).
This implies that the participants’ experiences highlight the multifaceted organizational factors that shape
faculty agency, resilience, and commitment within the academic environment. Central to this structural
framework is the role of institutional support, encompassing adequate staffing, manageable workloads, clear
role definitions, and effective leadership. These elements collectively create the conditions necessary for

faculty to perform their duties effectively, maintain well-being, and feel valued within the institution.
-]
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Conversely, systemic limitations such as resource constraints and bureaucratic challenges can undermine trust
and disengage faculty members, revealing critical areas needing structural attention.

Communication dynamics emerge as another pivotal structural component, where professional, respectful, and
adaptable communication practices foster collaboration, mutual understanding, and a positive workplace
culture. By tailoring communication to diverse personalities and leveraging individual strengths, faculty teams
are better equipped to achieve collective goals, enhancing institutional productivity and cohesion.
Furthermore, the institution’s alignment with its mission and the provision of meaningful growth opportunities
constitute foundational supports that foster faculty engagement and initiative. Workload adjustments and
recognition of personal and professional motivators strengthen faculty agency and resilience, enabling them to
navigate challenges while sustaining high performance. Inclusive, participatory practices within organizational
structures promote a supportive environment, ultimately encouraging faculty investment and well-being.
Overall, the structural themes underscore the need for educational institutions to continuously evaluate and
enhance their organizational frameworks. By addressing resource allocation, communication systems,
leadership support, and alignment with faculty motivations, institutions can cultivate an environment that
empowers faculty, nurtures resilience, and drives sustained academic excellence.

DISCUSSIONS, CONCLUSIONS AND FUTURE DIRECTIONS

In this chapter, the researcher presented the summary of findings, conclusions, and future directions of the
study. The study focused on the lived experiences of faculty members and officials regarding their locus of
control (internal vs. external) and its relationship to their organizational commitment within selected campuses
of the Polytechnic University of the Philippines during the Academic Year 2024-2025.

To solve the main problem, the researcher worked out the following central questions:

1. What are the distinct experiences and perspectives of faculty members and officials with internal versus
external locus of control regarding their organizational commitment to the Selected Polytechnic University
of the Philippines Campuses?

2. How do faculty members' and officials' internal or external locus of control orientations shape their
engagement with the organization, influence their perceptions of organizational support and opportunities, and
ultimately contribute to their level of organizational commitment to the Selected Polytechnic University of
the Philippines Campuses?

Essence. The overall essence derived from the textural and structural descriptions captures the complex
interplay between individual faculty members’ locus of control and the organizational environment in shaping
their commitment and engagement. Faculty experience a strong sense of autonomy and deep dedication to their
institution, fueled by intrinsic motivation, clear roles, and a shared mission. This personal agency is supported
by institutional factors such as adequate staffing, manageable workloads, effective leadership, and a positive,
collaborative work culture grounded in professional and adaptable communication.

However, systemic challenges—including resource limitations, workload pressures, and limited
participatory decision-making—pose ongoing obstacles to faculty satisfaction and performance. Faculty
respond to these challenges by demonstrating resilience, adopting adaptive strategies, and seeking continuous
growth through training and peer collaboration. The alignment of institutional support with faculty needs and
motivations emerges as critical to sustaining their well-being, engagement, and professional excellence.

Together, these descriptions highlight that fostering organizational commitment and success requires an
integrative approach: empowering individual agency while strengthening structural frameworks through
responsive leadership, inclusive communication, and aligned resources. By addressing both personal and
organizational dimensions, educational institutions can cultivate a supportive environment that promotes
resilience, collaboration, and sustained academic achievement amid evolving educational demands.

The significant findings of the study were as follows:
1. As to the lived experiences, perspectives, and experiences with internal versus external locus of control
regarding their organizational commitment. The textural description reveals that faculty members

experience a multifaceted sense of organizational commitment shaped by their locus of control within the
- - |
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institution. They express a strong sense of autonomy and control over their classrooms, which fosters
motivation and empowerment. This is accompanied by a deep, intrinsic commitment to the institution’s
mission and community. While they acknowledge existing institutional support and effective
communication, concerns about workload, staffing, and resource adequacy remain. Participants also
highlight the need for greater participation in decision-making and improved work-life balance. Overall,
their experiences reflect a balance between personal agency and structural challenges, pointing to
opportunities for institutional growth and enhanced faculty engagement.

2. As to how the faculty members' internal or external locus of control orientations shape their engagement
with the organization, influence their perceptions of organizational support and opportunities, and
ultimately contribute to their level of organizational commitment

The structural description reveals that faculty engagement and organizational commitment are shaped
by a complex interplay of individual orientations and organizational factors. Key themes highlight the
significance of individual agency and resilience, as well as the influences that shape commitment and
responsibility within the academic environment. Central to this framework is robust institutional support
characterised by adequate staffing, manageable workloads, clear role definitions, and effective leadership, all
of which enable faculty to perform their duties effectively while maintaining well-being and a sense of value.

Effective communication emerges as a critical structural element, with professional, respectful, and
adaptable practices fostering collaboration and a positive workplace culture. Tailoring communication to
diverse personalities and leveraging individual strengths enhances teamwork and institutional productivity.
Moreover, alignment of institutional missions with faculty values, alongside opportunities for professional
growth and participatory practices, serves to strengthen faculty engagement, resilience, and initiative
The description also acknowledges systemic challenges such as resource constraints and bureaucratic obstacles
that may undermine trust and disengage faculty members, underscoring the need for continuous organizational
evaluation and improvement. By addressing areas such as resource allocation, communication systems,
leadership support, and alignment with faculty motivations, educational institutions can cultivate an
empowering environment that nurtures resilience, promotes sustained academic excellence, and fosters deep
organizational commitment.

Essence. The study’s overall essence highlights how faculty commitment and engagement arise from a dynamic
interaction between their sense of personal control and the organizational environment. Faculty demonstrate
strong autonomy and dedication, supported by clear roles, effective leadership, and collaborative
communication. Despite systemic challenges like resource constraints and workload pressures, faculty show
resilience and adaptability, emphasising the need for institutional support aligned with their motivations.
Sustaining organizational commitment requires integrating individual agency with responsive structures,
fostering a supportive culture that promotes well-being, collaboration, and academic excellence in a changing
educational landscape.

CONCLUSIONS
The researcher came up with the following conclusions based on the textural and structural descriptions:

1. Faculty commitment and engagement are deeply influenced by the interplay between their personal sense of
control and the organizational environment; fostering autonomy, providing clear roles, and ensuring effective
leadership and communication are essential to sustaining their motivation and professional dedication.

2. Overcoming systemic challenges such as resource limitations and workload demands requires institutions to
offer aligned support and build responsive structures that empower faculty resilience and adaptability,
ultimately promoting a positive, collaborative culture conducive to sustained academic excellence.

Future Directions
Considering the findings and conclusions of this study, the researcher elicited the following recommendations

for expected actions:
-
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1.

10.

Faculty Empowerment: Future studies should explore strategies to enhance faculty autonomy and control
over their teaching processes, recognising how these factors influence their organizational commitment and
engagement.

Role Clarity and Expectation Management: Research can investigate how clearly defined faculty roles and
responsibilities impact motivation and sense of belonging, with particular attention to the differences
between those with internal versus external locus of control.

Leadership and Communication: There is a need to examine leadership styles and communication practices
that effectively support faculty with varying locus of control orientations, promoting a culture of trust and
collaboration.

Institutional Support Systems: Further research should focus on identifying institutional support
mechanisms that best foster resilience and adaptability among faculty facing workload and resource
pressures.

Professional Development: Investigating tailored professional development programs—such as trainings,
workshops, and peer support—that empower faculty to adapt to flexible teaching modes like FLEXTEL
may reveal best practices for sustaining commitment.

Feedback Utilisation: Future research should consider how faculty integrate learner feedback across
different teaching modalities, and how this shapes their sense of efficacy and connection to the institution.
Organizational Culture: Studies might explore how inclusive and participatory organizational cultures
mediate the relationship between locus of control and faculty engagement in academic settings.

Resource Allocation and Infrastructure: Research can assess how the alignment of budget and technical
resources with faculty needs influences their capacity to maintain motivation and performance under
varying locus of control perspectives.

Policy Evaluation: Evaluating the impact of institutional and national policies (e.g., Learning Continuity
Plans) on faculty commitment and workload balance will provide insights into sustainable practices for
academic institutions.

Longitudinal Perspectives: Future longitudinal studies could examine how faculty members’ locus of
control and organizational commitment evolve over time, particularly through crises like the pandemic, to
better inform responsive institutional strategies.
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