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Abstract 
 

Faculty members in higher education are expected to excel in teaching, research, and professional 
development, thus, requiring effective leadership, motivation, and organizational commitment. Most newly hired 
employees seek regularization to secure stable employment and benefits that allow them to remain with the 
company long - term. However, contract - of- service employees are excluded from these opportunities, 
highlighting a significant and concerning disparity. In the Philippines’ local universities and coll eges (LUCs), 
many educators work under contract - of- service (COS) arrangements characterized by short - term contracts 
and defined roles. This study employed a quantitative correlational design to examine the relationships among 
the variables. Data were colle cted from 300 contract - of- service instructors across all Cavite State University 
campuses using standardized instruments: the Vannsimpco Leadership Survey for leadership style, the Work 
Motivation and Satisfaction Questionnaire for work motivation, and the  Organizational Commitment 
Questionnaire for organizational commitment. Results indicated that autocratic –transformational leadership 
was the most dominant leadership style perceived by the participants. Moreover, participants reported 
moderate work motiva tion and slightly high organizational commitment levels. Furthermore, a weak but 
statistically significant positive relationship was identified between organizational commitment and various 
leadership styles, including autocratic - transactional, democratic - transformational, democratic - transactional, 
transformational, and laissez - faire. Additionally, work motivation showed a weak negative significant 
relationship with factors like work content, promotion, and recognition but a weak positive significant 
relati onship with general aspects. Importantly, leadership style did not predict organizational commitment, but 
work motivation did. These findings suggest that improving work motivation could enhance organizational 
commitment. Campus administrators and higher - ups are encouraged to use these insights to strengthen faculty 
commitment. Future studies should involve a broader participant pool, include other state universities, and 
refine variable correlations to produce more comprehensive findings.  
 

Keywords: leadership style, work motivation, organizational commitment, contract - of- service instructors, 
state universities  
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INTRODUCTION 

 
Every newly hired employee wants to become 
regularized in their line of work, secure tenure, 
and obtain benefits that will enable them to stay 

with the company longer. This is something that 
contract - of- service employees are not able to 
do, which raises serious concerns. As of 2022, 
648,215 government employees were under 
contract or on a job order, according to the 
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Inventory of Government Human Resources. 
Kilusang Mayo Uno (KMU), a labor organization, 
claims that over twenty - five (25) million 
workers are on contracts, which accounts for 
60% of all hired workers. These figures indicate 
that a substantial proportion of  Filipino workers 
are excluded from civil service laws, rules, and 
regulations. Contract - of- service employment 
has thus become widely recognized as a 
pervasive practice, particularly within public 
universities (Dabu, 2022), largely as a response 
to shortag es in regular teaching positions 
funded by the national budget and increasing 
student enrollment.  
 
Within this broader national context, it is 
important to study how contractual employment 
manifests in higher education institutions at the 
local level. In the Philippines, higher education 
institutions are classified into three types: State 
Universities a nd Colleges (SUCs), Local 
Colleges and Universities (LCUs), and Private 
Higher Education Institutions. Among these, 
SUCs comprises 558 campuses in the 
Philippines, including satellite campuses. SUCs 
are any public institution of higher learning 
created by an Act passed by the Congress of the 
Philippines, fully funded by the national 
government as determined by the Philippine 
Congress (International Affairs Service, 
Commission on Higher Education). According to 
Commission on Higher Education (CHED) 
Chairman J. Prospero de Vera III, in 2023, it is 
reported that more than 50 percent of enrollees 
are now applying in state universities and 
colleges (SUCs) (Mateo, 2023). At the regional 
level, CALABARZON, particularly the province of 
Cavite host the highest number  of SUCs, with 15 
universities, including the satellite campuses. A 
total of 11 out of these 15 universities are of 
Cavite State University campuses including its 
main campus: Indang, Rosario, Naic, Cavite City, 
Carmona, Imus, Trece, Silang, Tanza, Bacoor,  
and General Trias. Therefore, Cavite State 
University is the largest SUC operating in Cavite; 
thus, this is where the study was conducted. 
Focusing on this institution allows for a more 
detailed examination of how contractualization 
and institutional fact ors interact in shaping 
teacher’s experience.  

Even within short - term or contractual 
employment arrangements, their commitment 
to their organization is necessary, as it can 
affect not just the knowledge students acquire 
but also the instructor's own motivation, drive, 
and passion for teaching. In a stu dy by Prempeh 
and Kim (2022), organizational management 
encourages and inspires teachers through 
motivation such as to help them grow in 
awareness which can be included in a non -
monetary motivation, to increase their level of 
commitment. Furthermore, Dahli ana and Purba 
(2020) stated that work motivation positively 
affects organizational commitment. Regarding 
leadership style and work motivation, Baidi et 
al. (2020) stated that leadership style directly 
affects work motivation; thus, improving 
leadership style will motivate em ployees. In 
addition to that, Aboudahr and Jiahli (2019) 
stated that there was a positive relationship 
between school - distributed leadership and 
teachers' organizational commitment. It 
indicates that a leadership style contributes 
signif icantly to a teacher's organizational 
commitment. When it comes to autocratic 
leadership style, Boye (2023) stated that it is 
more prevalent among head teachers than 
transactional and democratic leadership styles. 
On the other hand, as per (Zhang et al., 2 023), it 
was found out that Laissez - faire leadership is 
universally considered to be the most 
ineffective leadership style. However, Espia 
(2023) stated in a local study that Laissez - Faire 
leadership is moderately evident among school 
administrators. Trans formational leadership 
assumes that institutions require a significant 
change, and follower’s desire personal and 
close connections with their leaders. A 
systematic review by Algohani and Mydin (2022) 
stated that transformational leadership is 
essential to  teachers' organizational 
commitment to schools. Leaders who practice 
transactional leadership are typically task -
oriented and focused on managing their 
followers, maintaining the chain of command, 
and achieving results rather than driving 
change. In a stu dy by Junaid et al. (20 23), 
employees' organizational commitment 
mediated the relationship between 
transformational and transactional leadership 
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styles. Even the majority perceive transactional 
as not a realistic style. Still, studies support that 
it affects organizational commitment. The local 
study of Morales (2022) was aimed to provide 
school leaders with information related to 
transformational leadership to create an action 
plan in relation to teacher work motivation.  
 
Despite the wealth of research on leadership 
styles, the most effective leadership approach 
in universities in the Philippines  particularly for 
Contract of Service (COS) instructors  remains 
largely unexplored. Understanding how 
leadership styles influence Contract of Service 
(COS) instructors’ work motivation and 
organizational commitment is crucial, as these 
factors may directly affect teaching quality, 
student learning outcomes, and  the overall 
development of the teaching - learning process. 
Further to that , the extent to which work 
motivation influences organizational 
commitment among these instructors remains 
uncertain, necessitating further investigation. 
Thus, the study aims to determine the 
relationship between leadership style, work 
motivation, and org anizational commitment of 
contract - of- service instructors in Cavite State 
University. By exploring these relationships, 
this study seeks to provide valuable insights 
that can help university administrators, 
particularly deans and department heads, 
implemen t effective leadership strategies that 
foster a more engaging and supportive work 
environment. A deeper understanding of how 
leadership styles , whether transformational, 
transactional, autocratic, democratic, or 
laissez - faire  impact work motivation and 
commitment can lead to targeted interventions 
that enhance faculty retention, job satisfaction, 
and teaching effectiveness.  
 
LITERATURE REVIEW 

 
Democratic Leadership Style. Democratic 
leaders seek feedback and involve subordinates 
in decision - making. Studies by (Aboudahr & 
Jiali 2019) show a positive link between 
democratic leadership and teacher 
commitment. While in Turkey, Ethiopia, and 
Cameroon, it increased organizationa l 

commitment (Cilek, 2019) In the Philippines, 
democratic leadership in Catholic schools 
resulted in high teacher commitment 
(Magallanes & Dioso, 2020). Similar 
correlations are observed in higher education 
institutions internat ionally (Agarwal & 
Mukherjee, 2020; Zamin & Hussin, 2021).  
 
Autocratic Leadership Style. Autocratic 
leadership is characterized by the leader 
holding centralized decision - making authority, 
whereas democratic leadership emphasizes 
collaboration and the inclusion of subordinates 
in decision - making processes. Boye (2023) and 
Lumumba et al. (2021 ) found it prevalent in 
African schools. Ayele (2022) noted it had no 
impact on affective commitment but influenced 
normative and continuance commitment. 
Contextual assessment across various 
education levels is recommended to ve rify 
these results.  
 
Laissez-faire Leadership Style. In a laissez - faire 
leadership framework, leaders presume that 
employees understand their roles and are 
capable of executing tasks autonomously, 
allowing the leader to take a hands - off 
approach. Though often viewed as ineffective 
(Zhang et al., 2023), some  studies (Donkor et al., 
2021) found it positively affects job performance. 
However, most research (Kern & Selamat, 2022; 
Robert & Vandeberghe, 2020) links it negatively 
with organizational commitment. Mixed findings 
call for  further studies in varying regions and 
times.  
 
Transformational Leadership. Transformational 
leadership is based on the premise that 
organizations need substantial change, and that 
followers seek meaningful and close 
relationships with their leaders. Several studies 
(Algohani & Mydin, 2022; Gyeltshen, 2019; Madjid 
& Samsudin, 202 1) report positive effects on 
teacher commitment in countries like Bhutan, 
Indonesia, and Turkey. Others (Amzat et al., 
2023) found no significant impact, showing 
cultural differences might play a role.  
 
Transactional Leadership. Transactional 
leadership emphasizes task completion, strict 
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adherence to hierarchy, and goal achievement 
over organizational change. Though often 
undervalued, studies (Junaid et al., 20 23; Ramli, 
2019; Halim et al., 2021) confirm its positive 
effect on organizational commitment. 
Contrastingly, Gardner (2018) reported no 
significant relationship in government 
employees, indicating mixed results that 
warrant further study.  
 
Work Motivation. Motivation influences 
classroom success and institutional 
performance. Morales (2022) emphasized the 
role of transformational leadership in boosting 
teacher motivation. Motivation arises from 
internal/external sources and is crucial for 
work productivity.  Studies (Naile & Selesho, 
2014) show leadership styles directly affect 
teacher performance and motivation. Although 
some studies (Mahzan & Nordin, 2021) found 
only moderate links between leadership style 
and motivation, more research is ne eded, 
especially on structural leadership.  
 
Organizational Commitment. Organizational 
success depends on committed employees. 
Motivation significantly affects commitment 
(Jufriadi & Kusuma, 2020; Bytyqi, 2020). 
Teachers who are highly committed improve 
school performance. Studies (Celep, Bülbül, & 
Tunç, 2000, as cited in Ate ş & Türk, 2022) stress 
the importance of teacher commitment in 
educational organizations. While  motivation is 
strongly linked with all three components of 
organizational commitment  affective, 
continuance, and normative (Rachman, 2 022). 
Future research should include additional 
variables to further explore this relationship.  

 
METHODS 

 
Design. The study utilized correlational design. 
According to Bhandari (2022), a correlational 
research design investigates relationships 
between variables without the researcher 
controlling or manipulating any of them. In this 
study, the design was used to deter mine the 
relationship that exists between leadership 
style and work organizational commitment, and 
work motivation and organizational 

commitment of contract - of- service instructors. 
Furthermore, in predictive design, the goal of 
the investigation is to determine prediction 
capability of a given variable (IvyPanda, 2023). 
In this study, the design was used to determine 
if leadership styles predict organizational 
commitment of the participants and if work 
motivation predicts the organizational 
commitment of the participants. T he data was 
analyzed using JAMOVI version 2.4. The 
significance level was set at 0.05.  
 
Population and Sampling. The participants of the 
study consist of contract - of- service instructors 
exclusively employed at Cavite State University 
campuses, with no other part - time jobs. 
Following the guidelines of Borg and Gall (1979, 
as cited in Delice, 2010), survey research 
generally requires 100 samples per major 
subgroup and 20 to 50 samples per minor 
subgroup. Therefore, approximately 100 
participants were initially planned for inclusion. 
Cluster sampling technique was employed to 
select the participa nts from the population. 
However, due to the large population size, the 
researcher utilized G power. Power analysis 
was conducted using G*Power software to 
determine the appropriate sample size (Faul 
et.al., 2009), which indicated that a total of 368 
instr uctors would be required, assuming an 
effect size of 0.03 (between small and medium), 
an alpha level of 0.05, and a statistical power of 
0.80. 
 
Instrumentation and Data Gathering Process. To 
answer the study’s specific objectives, the 
researchers employed multiple standardized 
instruments. The Vannsimpco Leadership 
Survey (VLS) was used to assess the 
participants’ leadership styles; the Work 
Motivation and Satisfaction Questionnaire 
measur ed participants’ work motivation; and 
the Organizational Commitment Questionnaire 
(OCQ) evaluated the level of organizational 
commitment. After obtaining the necessary 
approvals, the paper - and- pen questionnaires 
were distributed with an informed consent 
letter outlining the study’s objective, voluntary 
participation, and confidentiality. Only 
participants who provided consent take part in 



___________________________________________________________________________________________ 
 

 

33  

Business Fora: Business and Allied Industries International Journal 
2026, Vol. 8, No.1 | https://doi.org/10.62718/vmca.bf-baiij.8.1.SC-1025-015 

 

the survey. Collected data were then encoded, 
analyzed using statistical software, and 
securely stored to ensure anonymity and 
confidentiality, with access limited to the 
researchers.  

 
Vannsimpco Leadership Survey (VLS).  
Vannsimpco Leadership Survey (VLS), a hybrid -
based survey employing questions to combine 
leadership qualities into relevant categories, 
was developed by Barry A. Vann, Jennifer A. 
Simpson, and Aaron N. Coleman  of the 
University of the Cumberlands , in collaboration 
with SBS Swiss Business School in 2014. The 
instrument includes 27 items categorized into 
nine leadership types : transactional, 
democratic, autocratic, autocratic -
transformational, autocratic - transactional, 
democratic - transformational, democratic -
transactional, transformational, and laissez -
faire  (delegative). Its wording enables the 
assessment of how staff and subordinates 
perceive their supervisors’ leadership styles. 
VLS was used to determine the most domin ant 
leadership style of the participants and to 
examine its relationship with organizational 
commitment. Responses were measured in a 5 -
point Likert scale, Strongly Disagree was 
equivalent for 1 point, Disagree for 2 points, 
Neutral for 3 points, Agree for  4 points, and 
Strongly Agree for 5 points. The reliability of the 
VLS was evaluated using correlation 
coefficients, specifically Pearson’s Product 
Moment Correlation (r). According to Vann  et al., 
(2014), reliability was confirmed through this 
method. In the pilot study, the VLS was 
administered twice to the same participants, 
and the correlation between the two sets of 
scores yielded a high reliability coefficient 
(r[108] = .91, p < .001). 

 
Work Motivation and Satisfaction Questionnaire. 
The instrument used to assess participant’s 
work motivation and its relationship with 
organizational commitment was adapted from 
the Work Satisfaction and Motivation 
Questionnaire attributed to De Beer (1987). This 
instrument is commonly cited in literatur e as 
being conceptually aligned with Herzberg’s 
Two- Factor Theory, which distinguishes 

between intrinsic and extrinsic motivational 
factors. The questionnaire included 39 items 
under eight dimensions —Work Con tent, 
Payment, Promotion, Recognition, Working 
Conditions, Benefits, Personal, and General.  
These dimensions are consistent with 
Herzberg’s conceptualization of motivators and 
hygiene factors. Leadership and supervision -
related aspects were not emphasized in the 
present adaptation. Responses were rated on a 
three - point Likert scale. True was equi valent 
for 1 point, not sure for 2 points, not true for 3 
points. The scoring procedure for the Work 
Motivation and Satisfaction Questionnaire was 
based on particip ants’ responses across the 
eight identified categories. Each item was rated 
on a three - point Likert scale with the following 
response options: 1 - True, 2 - Not sure, and 3 -
Untrue. Higher scores were interpreted as 
indicating lower levels of perceived satis faction 
or motivation.  Each participant’s total score 
was computed and interpreted according to the 
corresponding range of scale values. Scores 
ranging from 1.00 to 1.66 were interpreted as 
“Highly Satisfied,” indicating that respondents 
expressed strong satisfaction with their 
company’s reward system. Scores between 1.67 
and 2.33 were classified as “Moderately 
Satisfied,” reflecting a moderate level of 
satisfaction toward organizational rewards. 
Finally, scores from 2.34 to 3.00 were 
interpreted as “Dissa tisfied,” suggesting a low 
level of satisfaction with the existing reward 
system. These verbal interpretations 
correspond to the participants’ overall 
motivation levels and serve as indicators of how 
satisfied or dissatisfied they are with the 
rewards and recognition they receive in their 
workplace.  
 

The reliability of the instrument was supported 
by previous studies that reported high internal 
consistency of the subscales associated with 
the De Beer (1987) - based framework. Reported 
Cronbach’s alpha values for related dimensions 
ranged from acceptable to excellent levels 
(approximately r= .75 to .93), indicating good 
reliability across motivational factors such as 
payment, promotion, working conditions, 
recognition, and personal factors. Overall, the 
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instrument demonstrates acceptable content 
and face validity as it measures key constructs 
of work motivation and job satisfaction 
commonly recognized in organizational 
psychology literature.  
 
Organizational Commitment Questionnaire. The 
questionnaire for organizational commitment 
was developed by Porter and Smith in 1970, it 
was utilized to determine the level of 
organizational commitment among 
participants, as well as examine the predictive 
relationship of leadership style and work 
motivation on organizational commitment. The 
test consisted of 15 items that appeared to tap 
the three aspects of the definition of 
organizational commitment: affective, 
continuance, and normative commitment. The 
res ponse format employs a 7 - point Likert scale 
with the following anchors: strongly disagree, 
moderately disagree, slightly disagree, neither 
agree nor disagree, slightly agree, moderately 
agree, strongly agree. The organizational 
commitment questionnaire, th e instrument 
demonstrated strong internal reliability and 
validity. Cronbach’s alpha values ranged from 
0.82 to 0.93, with a median of 0.90, indicating 
high internal consistency. Item correlations on 
the commitment scale ranged from 0.36 to 0.72, 
with a me dian of 0.64, and test - retest reliability 
values ranged from 0.53 to 0.75. The instrument 
also showed predictive validity, as it 
consistently related to employee turnover, 
absenteeism, tenure, and job performance in 
the expected direction. Furthermore, 
convergent validity across six different samples 
ranged from 0.62 to 0.74, with a median of 0.70, 
exceeding discriminant validity correlations (r = 
0.52 vs. 0.42). Overall, these results confirm the 
OCQ’s reliability and consistent validity.  
 
Data Analysis. The researchers conducted data 
analysis using statistical methods in Jamovi 
version 2.4, ensuring accurate and 
comprehensive results. Leadership style, work 
motivation, and organizational commitment 
were assessed using the mean, which provides 
a precise a verage reflecting the significance of 
each observation, and standard deviation, which 
measures the variation from the mean. 

Relationships between variables were analyzed 
using Pearson’s r, a widely used method for 
assessing relationships betw een variables 
(Walk & Rupp, 2022). Additionally, Multiple 
Linear Regression was employed to examine 
the predictive relationships between multiple 
independent variables and a dependent 
variable.  
 
Ethical Considerations. Before conducting the 
survey, a formal letter requesting permission 
was provided to the research personnel, 
coordinators, and the university president, who 
granted approval through a signed agreement. 
Prior to participation, respondents provided 
informed consent, ensuring their voluntary 
involvement. All responses remained 
anonymous, and the collected data were 
handled with strict confidentiality.  
 
RESULTS 

 
Most Dominant Leadership Style. Table 1 show s  
that autocratic - transformational leadership (M 
= 4.41, SD = 0.65) emerged as the most dominant 
leadership style among participants, ranking 
highest among all categories. This was followed 
closely by democratic - transactional (M = 4.39, 
SD = 1.01).  
 
Other styles observed in descending order were 
transactional (M = 4.33, SD = 0.67), democratic 
(M = 4.30, SD = 0.66), democratic -
transformational (M = 4.27, SD = 1.01), autocratic 
(M = 4.22, SD = 0.68), transformational (M = 4.16, 
SD = 1.01), autocratic - transactional (M = 3.92, SD 
= 0.99), and laissez - faire (M = 3.82, SD = 1.13).  
 
Table 1 
Most Dominant Leadership Style  

Legend: 1.00- 1.75 (Very Low ); 1.76-  2.50 (Low ); 2.51- 3.25 
(Moderate ); 3.26- 4.00 (High ); 4.01- 5.00 (Very  High ) 
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Based on the given scale, most leadership 
styles were interpreted as very high, while 
autocratic - transactional and laissez - faire were 
interpreted as high. This indicates that the 
prevailing leadership style among participants 
involved maintaining authority  over key 
organizational decisions, goals, and directions 
while also empowering subordinates to pursue 
their own objectives. By fostering a supportive 
and motivating work environment, leaders were 
able to facilitate effective change and promote 
organizatio nal transformation . 
 
Work Motivation of Participants. The findings in 
Table 2 revealed that contract - of- service 
instructors were generally satisfied with their 
teaching roles. They expressed high satisfaction 
with aspects such as recognition ( M = 1.51, SD = 
0.54), work conditions ( M = 1.45, SD = 0.52), and 
personal fulfillment ( M = 1.22, SD = 0.50). 
However, moderate satisfaction was reported in 
areas like payment ( M = 1.93, SD = 0.55), 
promotion opportunities ( M = 1.71, SD = 0.64), 
benefits ( M = 1.98, SD = 0.68), and general 
aspects of work ( M = 2.12, SD = 0.77), including 
their relationship with administrators and 
thoughts about alternative employment. 
Overall, while instructors felt positively about 
their work and environment, moderate 
satisfa ction in compensation and career growth 
suggests room for improvement.  
 
Table 2  
Work Motivation of Participants  

 
Legend:  1.00- 1.66 (Highly Satisfied );  1.67- 2.33 (Moderately 
Satisfied ); 2.34- 3.00 (Dissatisfied ) 

 
Level of Organizational Commitment. This 
signifies that contract - of- service instructors 
will slightly highly commit to the organization 
given the benefits they offer. According to 
Jufriadi and Kusuma (2020), employees’ 

organizational commitment is strongly 
influenced by their level of motivation.  
 
Table 3  
Level of Organizational Commitment  

 
 
Relationship of Autocratic – Transformational 
Leadership Style and Organizational 

Commitment. Table 4 show s  the relationship 
between autocratic – transformational 
leadership style and organizational 
commitment. Data analysis revealed that r = -
0.091, p = 0.115, implying that there was a 
negative but not significant relationship 
between the most dominant perceiv ed 
leadership style which is autocratic -
transformational leadership style and 
organizational commitment, thus the null 
hypothesis is retained.  
 
The result contradicted the findings of Ratican's 
(2020) study, which suggested that adopting an 
autocratic - transformational leadership style 
would increase employee satisfaction and 
prevent them from leaving the company.  
 
Table 4  
Relationship of Autocratic – Transformational Leadership 
Style and Organizational Commitment  

 
Note: Retain H O if p- value is > 0.05; Reject H O if p- value is < 0.05.  

 
Relationship of Work Content Motivation and 

Organizational Commitment. Table 5 show s  the 
relationship between work content motivation 
and organizational commitment. Data analysis 
revealed that, r = - 0.182, p<0.05 implying that 
there was a weak and negative relationship 
between work content motivation and 
organizational commitment. It coul d be inferred 
that the null hypothesis is rejected.  
 
The study found that contract - of- service 
instructors’ organizational commitment tended 
to decrease as the complexity of their work 
increased. This is reflected in item four of the 
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questionnaire, which states, “My work is easy,” 
receiving the highest mean score, with most 
respondents indicating that it was not true. This 
suggests that the majority of participants 
perceive their work as challenging, which may 
influence their likelihoo d of leaving or staying in 
the organization, resulting in a weak 
relationship between work content and 
organizational commitment. Conversely, 
Pongpeng and Pongpeng (2022) reported that 
employees with high motivation related to their 
work content were more likely to exhibit strong 
organizational commitment.  
 
Table 5  
Relationship of Work Content Motivation and 
Organizational Commitment  

 
Note: Re tain HO if p- value is > 0.05; Reject H O if p- value is < 0.05 . 

 
Relationship of Payment Motivation and 

Organizational Commitment. Table 6 reveal s  the 
computed r = - 0.106, p= 0.067 between payment 
motivation and organizational commitment . As 
shown in the table, the variables  were  greater 
than the alpha value of 0.05 thus, interpreted as 
no correlation between the two variables. The 
study’s findings indicate that contract - of-
service instructors’ commitment to the 
organization is not solely guaranteed by 
financial compensation, whic h serves as an 
extrinsic motivator.  
 
Table 6  
Relationship of Payment Motivation and Organizational 
Commitment  

 
Note: Retain Ho if p - value is > 0.05; Reject Ho if p - value is < 0.05.  

 
The study's findings ran contrary to those of 
Solong  et al. (2021), suggesting that extrinsic 
motivation  such as a high salary  was correlated 

with organizational commitment, with 
employees' commitment increasing as 
organizational commitment increased.  
 
Relationship of Promotion Motivation and 

Organizational Commitment. Table 7 below 
show s  the relationship between promotion 
motivation and organizational commitment. 
Data analysis revealed that, r = - 0.165, p<.001 
implying that there was a weak and negative 
relationship between promotion motivation and 
organizational commitment.  
 
Table 7  
Relationship of Promotion Motivation and Organizational 
Commitment  

 
Note: Retain Ho if p - value is > 0.05; Reject Ho if p - value is < 0.05.  

 
In this study, higher scores on the promotion 
motivation scale reflect participants’ 
dissatisfaction with promotion opportunities, 
meaning they feel that opportunities for 
advancement are limited or even nonexistent. 
The negative correlation indicates that  
contract - of- service instructors who are less 
satisfied with their chances for promotion also 
tend to show slightly lower commitment to the 
organization. As observed in the item 22 of the 
questionnaire states, “I will be promoted within 
the next two years, ” received the highest mean, 
with most respondents answering,  “not sure.” 
This reflects the reality that promotion 
opportunities for contract - of- service 
instructors in state universities are limited or 
uncertain. Corresponding to that, Pongpeng and 
Pongpeng (2022) reported that employees 
showed higher organizational  commitment 
when motivated by the organization’s promotion 
system, highlighting a discrepancy with the 
current study’s findings.  
 
Relationship of Recognition Motivation and 

Organizational Commitment. Table 8  reveal s  the 
computed r = - 0.186, p < .05 between recognition 
motivation and organizational commitment, 
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which was less than the alpha value of 0.05 
thus, interpreted as a weak and negative 
correlation between recognition motivation and 
organizational commitment therefore, the null 
hypothesis was rejected. Since the p - value is 
less than the alpha level of 0.0 5, the null 
hypothesis is rejected, indicating a statistically 
significant relationship. In this study, higher 
score on the recognition motivation scale 
indicate unsatisfied recognition motivation, 
meaning participants feel that they do not 
receive enough acknowledgement or praise for 
their work. The negative weak correlation 
suggests that contract - of- service instructors 
who experience lower satisfaction with 
recognition tend to have slightly lower 
organizational commitment.  
 
Table 8  
Relationship of Recognition Motivation and Organizational 
Commitment  

 
Note: Retain Ho if p - value is > 0.05; Reject Ho if p - value is < 0.05.  

 
Item 25 of the questionnaire states, “I am 
praised regularly for my work,” had the highest 
mean, with most participants responding,  “not 
sure.” This may suggest the perception that 
recognition earned by participants are 
inconsistent and lacking. Thus, these findings 
suggest that simply receiving recognition 
occasionally is not a strong factor in influencing 
contract - of- service instruc tors’ decision to 
remain committed to the organization. Similarly , 
Pongpeng and Pongpeng (2022) reported that 
employees’ orga nizational commitment 
increases when they are motivated by 
recognition.  
 
Relationship of Work Condition Motivation and 

Organizational Commitment. The results in 
Table 9 indicate a weak negative relationship 
between work conditions and organizational 
commitment among Contract - of- Service (COS) 
instructors (r = - 0.171, p = 0.003). Since the p -
value is less than the alpha level of 0.05, the null 

hypothesis is rejected, indicating a statistically 
significant relationship. The negative 
correlation suggests that as unfavorable work 
conditions increases, organizational 
commitment tends to slightly decrease, 
although the strength of this relationship is 
weak.  
 
Table 9  
Relationship of Work Condition Motivation and 
Organizational Commitment  

 
Note: Retain Ho if p - value is > 0.05; Reject Ho if p - value is < 0.05.  

 
Specifically, item number 30 of the 
questionnaire, which states, "I am never 
overworked," received the highest mean, with 
the majority of participants responding untrue. 
This indicates that the majority of COS 
instructors perceive themselves as 
overworked,  which may negatively influence 
their commitment to the organization. However, 
because the correlation is weak, work 
conditions alone do not strongly determine 
organizational commitment, but they may 
contribute to instructors’ plan  to stay or leave.  
 
These findings align with the study of Moonsri 
(2018), which highlights that job satisfaction 
related to work conditions plays a role in 
organizational commitment. In this context, 
when COS instructors perceive their workload 
as excessive or their working conditions as 
unfavorable, their commitment to the institution 
tends to decline. This highlights the importance 
of improving work conditions as a supportive 
factor in fostering organizational commitment 
among contract - based faculty members.  
 
Relationship of Benefits Motivation and 

Organizational Commitment. Table 10  reveal s  
the computed r = - 0.102, p 0.077 between 
benefits motivation and organizational 
commitment, which was greater than the alpha 
value of 0.05 thus, interpreted as no correlation 
between the two variables.  
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Table 10 
Relationship of Benefits Motivation and Organizational 
Commitment  

 
Note: Retain Ho if p - value is > 0.05; Reject Ho if p - value is < 0.05.  

 
The study's findings made it clear that contract -
of- service instructors' commitment to the 
company is not always ensured by benefits, 
which is seen as an extrinsic incentive and 
discusses salary. Contradictory to the study of 
Ibrahim (2023), employee perks  were found to 
be favorably related to organizational 
commitment. Employees that received 
beneficial advantages were more committed.  
 
Relationship of Personal Motivation and 

Organizational Commitment. The results in 
Table 11 shows a weak negative relationship 
between personal motivation and 
organizational commitment among contract -
of- service instructors (r = - 0.264, p = 0.001). 
Since the p - value is less than the alpha level of 
0.05, the null hypothesis is rejected, indicating 
that the relationship is statistically significant.  
 
The negative correlation suggests that 
contract - of- service instructors who 
experience lower satisfaction with personal 
motivation tend to have slightly lower 
organizational commitment, although the 
relationship is weak. Higher scores on the 
personal motiva tion scale may indicate 
unsatisfied personal motivation, meaning that 
the participants feel their personal needs  such 
as being assigned work aligned with their 
qualifications, skills, or preferred department  
are not fully met. Items 35 and 36 of the 
questi onnaires , which state,  “I am given work in 
accordance with my qualifications and skills” 
and “I work in the department of my choice,” 
both obtained the highest mean scores, with 
most participants responding true. This 
suggests that when contract - of- service 
instructors’ personal  motivation is not fully 
satisfied, their commitment to the organization 
tends to be slightly lower.  

Table 11 
Relationship of Personal Motivation and Organizational 
Commitment  

 
Note: Retain Ho if p - value is > 0.05; Reject Ho if p - value is < 0.05.  

 
In comparison, Desa et al. (2021) found that 
individuals’ personal values significantly 
influenced organizational commitment, 
suggesting a positive relationship between the 
two variables. The present study also found a 
significant relationship between pers onal 
motivation and organizational commitment; 
however, the relationship was weak and 
negative. This may suggest that contextual 
factors, such as employment status and job 
security, may influence how personal 
motivation relates to organizational 
commitment  among contract - of- service 
instructors.  
 
Relationship of General Motivation and 

Organizational Commitment. The data in Table 12 
reveal that the computed r = .117, p = 0.044 
between general motivation and organizational 
commitment was less than the alpha of 0.05, 
thus interpreted as a weak and positive 
relationship between general and 
organizational commitment. In this study, 
higher  scores on the general motivation scale 
reflect unsatisfied general motivation, meaning 
participants feel less motivated overall. On the 
other hand, the positive correla tion suggests 
that contract - of- service instructors with lower 
general motivation tend to have a slightly higher 
organizational commitment, although the 
strength of this relationship is weak.  
 
These findings suggest that, while general 
motivation may have a slight influence on 
organizational commitment, it is not a strong 
predictor on its own. Similarly, Bytyqi (2020) 
reported that motivation has a positive 
influence on organizational commitment . 
Furthermore, Ateş and Buluç (2015) 
emphasized that intrinsic motivation is a strong 
predictor of overall motivation, which may help 
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explain the positive, though limited, association 
observed in the present study.  
 
Table 12 
Relationship of General Motivation and Organizational 
Commitment  

 
Note: Retain Ho if p - value is > 0.05; Reject Ho if p - value is < 0.05.  

 
Leadership Style as Predictor of Organizational 

Commitment. A regression analysis was  
conducted to determine if leadership style  
predicts organizational commitment.  The 
results in Table 13  indicate that none of the 
leadership style factors significantly predicted 
organizational commitment: autocratic -
transactional (B= - 0.04, t = - 0.29, p = 0.776), 
democratic - transformational (B = 0.24, t = 1.01, p 
= 0.313), democratic - transactional (B = 0.18,  t = 
0.68, p = 0.499), transformational (B = - 0.08, t = 
- .41, p = 0.685), and laissez - faire (B = 0.02, t = 
0.14, p = 0.888). These findings suggest that 
leadership style does not serve as a significant 
predictor of organizational commitment.  
 
Table 13  
Leadership Style as Predictor of Organizational 
Commitment  

 
 
Although some leadership styles displayed 
positive beta coefficients, indicating a potential 
positive direction of influence, these effects 
were not strong enough to reach statistical 
significance. This suggests that variations in 
leadership style, by them selves, do not 
meaningfully predict organizational 
commitment among contract - of- service 
instructors.  
 

These findings contradict Donkor (2021), who 
reported that transformational and laissez -

faire leadership styles were significant 
predictors of organizational commitment. The 
discrepancy may be attributed to differences in 
organizational context, employment status, or 
contractual arrangements, which may limit the 
influence of leadership style on commitment 
among contract - of- service instructors.  
 
Work Motivation as Predictor of Organizational 

Commitment. A regression analysis was 
conducted to determine if work motivation 
predicts organizational commitment. The 
results in Table 14 indicate that personal 
motivation (B = - 0.63, t = -  2.96, p = <0.05) is 
negatively associated with organizational 
commitment and general motivation (B = 0.30, t 
= 2.81, p = <0.05) is positively associated with 
organizational commitment. On the other hand, 
work content (B = - 0.27, t = - 0.81, p = 0.42), 
promotion (B = 0.01, t  = 0.05, p = .95), recognition 
(B = - 0.20, t = - 0.99, p = .33), and work condition 
(B = - 0.06, t = - 0.28, p = .779) are not significantly 
related with organizational commitment.  
 
Table 14 
Work Motivation as Predictor of Organizational 
Commitment  

 
 
It is necessary to note that higher scores on the 
motivation scales indicate unsatisfied 
motivation. Thus, the negative correlation with 
personal motivation suggests that contract - of-
service instructors with higher dissatisfaction 
in personal motivation te nd to have lower 
organizational commitment. Conversely, the 
positive relationship with general motivation 
indicates that the participants with higher 
dissatisfaction in general motivation are slightly 
more committed, although the effect is modest.  
 
Overall, the findings suggest that specific 
aspects of work motivation: personal and 
general, can predict organizational 
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commitment, while other factors do not show a 
significant effect.  
 
The results are consistent with the findings of 
Rao (2020), who reported that work motivation 
significantly predicts the three components of 
organizational commitment. In the context of 
the present study, where higher scores indicate 
unsatisfied motivation , these findings suggest 
that lower satisfaction with work motivation is 
associated with slightly lower organizational 
commitment, whereas higher satisfaction may 
correspond to higher commitment.  
 
DISCUSSION 

 
The findings of this study indicate that the 
autocratic –transformational leadership style 
was the most dominant among contract - of-
service instructors, followed closely by 
democratic –transactional leadership and 
democratic - transformational leadership styles . 
This suggests that instructors prefer leaders 
who maintain authority over organizational 
decisions while simultaneously empowering 
subordinates and fostering a supportive work 
environment that facilitates change and 
transformation. However, despite its 
prevalence, the autocratic –transformational 
leadership style demonstrated a negative but 
non- significant relationship with organizational 
commitment (r = - 0.091, p = 0.115), and 
regression analysis confirmed that none of the 
leadership styles significantly predicted 
commitment. This suggest that leadership style 
alone may not strongly influence the contract -
of- service instructor commitment to the 
organization, which contrasts with prior studies 
highlighting transformational or laissez - faire 
leadership as sig nificant predictors (Donkor, 
2021; Ratican, 2020).  
 
In terms of work motivation, participants 
reported high satisfaction with intrinsic aspects 
of their roles, such as work content, 
recognition, work conditions, and personal 
fulfillment, while moderate satisfaction was 
observed in extrinsic factors, includi ng 
payment, promotion, benefits, and general work 
considerations.  

Overall, contract - of- service instructors 
displayed moderate satisfaction, highlighting 
the importance of intrinsic motivators in 
contract - based employment where extrinsic 
rewards and career advancement may be 
limited. Correspondingly, participants exhibite d 
slightly high levels of organizational 
commitment (M = 4.72, SD = 1.43), suggesting 
that professional fulfillment, recognition, and 
meaningful engagement in teaching activities 
contribute more substantially to commitment 
than financial or career advancem ent 
incentives.  
 
The study also revealed a complex relationship 
between work motivation and organizational 
commitment. Weak negative relationships were 
observed between organizational commitment 
and most motivational dimensions: work 
content, payment, promotion, recognitio n, work 
conditions, benefits, and personal motivation, 
suggesting that dissatisfaction in these areas is 
associated with slightly lower commitment.  
 
Conversely, general motivation displayed a 
weak positive relationship, indicating that 
overall satisfaction or broader motivational 
factors may moderately enhance commitment. 
Regression analysis further confirmed that 
personal and general motivation signif icantly 
predicted organizational commitment, with 
personal motivation negatively associated (B= -
0.63, p = 0.003) and general motivation positively 
associated (B= 0.30, p = 0.005). Other 
motivational dimensions, including work 
content, payment, promotion, recognition, and 
work conditions, did not significantly predict 
organizational commitment.  
 
These findings are partially consistent with 
prior research, such as Rao (2020), who 
reported that work motivation significantly 
predicts organizational commitment, 
emphasizing that increases in motivation can 
enhance commitment. Collectively, the results 
highlight that individual motivational factors, 
particularly personal and general motivation, 
play a more decisive role than leadership style 
in shaping organizational commitment among 
contract - of- service instructors.  
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Conclusion. This study was conducted from 
October 2023 to December 2023. This study 
aimed to determine the most dominant 
leadership style and work motivation of 
contract - of- service instructors and ascertain if 
there is a significant relationship between 
leadership sty le and organizational 
commitment and work motivation and 
organizational commitment, and if leadership 
style and work motivation could be considered 
as predictive factors of organizational 
commitment. The result revealed the most 
dominant percei ved leadership style among 
contract - of- service instructors was found to be 
autocratic - transformational. The participants 
demonstrated a high level of work motivation, 
with aspects such as work content, recognition, 
work condition, and personal motivation r ated 
at high levels. Organizational commitment 
among the participants was found to be slightly 
high, suggesting that contract - of- service 
instructors maintain a moderate commitment to 
their organization. The study explored the 
relationships between various leadership 
styles (e.g., transactional, democratic, 
autocratic) and organizational commitment. It 
was revealed that autocratic - transformational 
leadership styles also showed no significant 
correlation with organizational commitment.  
 
Furthermore, the study conducted regression 
analyses to explore whether leadership styles 
and work motivation could predict 
organizational commitment. Surprisingly, the 
results indicated that leadership styles were 
not significant predictors of organizatio nal 
commitment. On the other hand, aspects of 
work motivation, specifically personal 
motivation and general motivation, were 
significant predictors. Personal motivation 
showed a negative relationship, suggesting that 
dissatisfaction with personal needs sli ghtly 
decrease organizational commitment, whereas 
general motivation was positively associated, 
indicating that overall job satisfaction slightly 
increase organizational commitment. Other 
motivational factors showed weak or non -
significant relationships wi th organizational 
commitment.  
 

Each variable had evidently proved that they 
were significantly correlated and not correlated 
with others. Overall, the study concludes that 
while contract - of- service instructor prefer 
hybrid leadership styles, these do not directly 
influence their organiz ational commitment. 
Instead,  specific facets of work motivation 
particularly personal motivation and general 
motivation play a more decisive role in shaping 
organizational commitment. These findings 
highlight the importance of fostering intrinsic 
satisfact ion, recognition and supportive work 
conditions to enhance organizational 
commitment in contract - based academic 
settings.  
 
Recommendations. The following 
recommendations and suggestions were 
formed based on the conclusion and findings of 
the study. For the university administrators, 
focus on enhancing the work motivation of 
contract - of- service instructors, particularly 
personal and general motivation, as these 
factors were found to signific antly predict 
organizational commitment. Efforts may include 
aligning work assignments with instructors’ 
qualifications and preferences, providing 
professional development opportunities, 
fostering meaningful engagement in teaching 
activities, and implement ing consistent 
recognition of achievements. Although 
participants preferred hybrid leadership styles, 
the study indicated that leadership style does 
not significantly influence organizational 
commitment, highlighting the need to prioritize 
intrinsic and ge neral motivators over 
leadership approaches.  
 
For future researchers, it is recommended to 
employ  larger and more diverse sample of 
participants to gather more data . 
Recommending also to use other 
questionnaires appropriate for measuring the 
leadership style that does not rely solely on the 
preferences of respondents. Moreover, to 
extend the study at other local and private 
universities to determine whether similar 
patterns exist across differ ent institutional 
contexts.  
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Furthermore, exploring the relationships 
between sub - dimensions of work motivation 
and organizational commitment, as well as 
additional contextual factors, may provide a 
more comprehensive understanding of the 
determinants of commitment among contract -
of- s ervice instructors.  
 
Additionally, look for a tailored - fit and recent 
questionnaire that measures the work 
motivation of contract - of- service instructors 
with a lesser number of items.  
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