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Abstract: This study examines this study aims to identify the organizational Culture Among Non-Teaching Personnel,
identify the level of employee satisfaction, the relationship of demographic profile to the level of job satisfaction of
the Non-Teaching Personnel, and determine if there is a significant relationship between the organizational culture
dimensions and job satisfaction among Non-Teaching Personnel in the DepEd District of Bokod. The research
employs a sequential mixed-methods design, beginning with quantitative survey followed by qualitative interviews to
explore non-teaching personnel experiences, validate findings. Data were analyzed using statistical techniques for
quantitative results and thematic analysis for qualitative data. Findings indicate that there is no significant difference
in the level of job satisfaction of non-teaching personnel in the DepEd when grouped. The study concludes that non-
teaching personnel in the DepEd district of Bokod are predominantly young, married females with limited years of
work experience, organizational culture perception and job satisfaction within the non-teaching personnel is moderate,
job satisfaction remains consistent across gender and years of experience and study further reveals a strong link
between certain aspects of organizational culture and job satisfaction. Recommendations include mentorship and
career development programs, cultivate a more dynamic and motivating work environment, implement personalized
support systems, and district should refine its training programs.
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INTRODUCTION

Organizations today rely on people because employees are the asset and resource through their
work and effort, contributing to the goals and objectives of the organization- people are the heart
of the organiza-tion (Toreno, 2023). Employee satisfaction affects the achievement of institutional
goals, depending on mo-tivation, commitment, and productivity (DiLiello & Houghton, 2008, as
cited in Abumandil, 2012). Global-ly, job satisfaction trends vary. In the United States, 62.3% of
workers reported being satisfied in 2022, marking the highest rate since 1987, driven largely by
values such as work-life balance and competitive pay (The Conference Board, n.d.; Staff, 2024).
In the Philippines, the Department of Education (DepEd), as a central institution in nation-
building, continues to evolve by addressing structural challenges. One of its key reforms, DepEd
Order No. 002, s. 2024, removing public teachers' administrative tasks. To help relieve teachers
from the burden of performing administrative tasks due to the lack or absence of non-teaching per-
sonnel in schools. Therefore, the non-teaching personnel must acquire the administrative functions
removed from the teachers. (DepEd, 2024; Pineda, 2023).

Organizational culture strongly influences employee satisfaction, motivation, and
performance (Cam-eron & Quinn, 2011; Judge et al., 2001). Schein's (2010) model explains that
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shared values and assump-tions shape workplace behavior, while cultural alignment contributes to
higher job satisfaction and retention (Chatman, 1991; Schneider, 1987). Key factors such as
recognition, communication, and training opportuni-ties have been linked to increased employee
engagement and performance (Men & Yue, 2019; Kadiresan et al., 2020). In the public education
sector, studies show that job security and supportive supervision are ma-jor contributors to
satisfaction among non-teaching staff (Toreno, 2023; Nacor, 2003). However, existing research
often overlooks this group or lacks qualitative depth, highlighting the need for further exploration
(Xiangiang, 2023).

Despite the growing population and importance of non-teaching staff in educational
institutions, there is a noticeable gap in academic research that explores their perceptions of
organizational culture and job satisfaction. Existing literature has largely centered on teaching
staff, leaving the experiences of non-teaching personnel underrepresented. Additionally, studies
that simultaneously apply both quantitative and qualitative methods to assess these variables are
limited (Omer Maroof, 2020).Therefore, this study seeks to fill this gap by examining the
perceptions of organizational culture and the level of job satisfaction among non-teaching
personnel in the Department of Education District of Bokod.

Problem Statement
This study answers the following questions:
1. What is the demographic profile of the Non-Teaching Personnel in the DepEd District of
Bokod as to;
1. Age,
2. gender,
3. years of work experience, and
4. marital status?
2. What are the perceptions of non-teaching personnel among the Personnel in the DepEd
District of Bokod in terms of;
1. Job Security;
2. Development and Training Opportunities;
3. Rewards and Recognition;
4. Communication; and
5. Work Environment?
3. What is the level of employee satisfaction Among Non-Teaching Personnel in the DepEd
District of Bokod in terms of;
1. Job Securities;
2. Development and Training Opportunities;
3. Remuneration;
4. Communication; and
5. Work Environment?
4. Is there a difference of the demographic profile between level of job satisfaction of the
Non-Teaching Personnel in the DepEd District of Bokod when grouped by profile
5. What are the significant relationships between the organizational culture dimensions and
job satisfaction among Non-Teaching Personnel in the DepEd District of Bokod?

METHODOLOGY
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Research design

The study concentrates on organizational culture and job satisfaction among non-teaching
personnel in the DepEd District of Bokod. The researcher used the combination of Quantitative
and Qualitative Method. In Sequential Research Design which integrates qualitative and
quantitative methods that follows structural sequence in order to provide comprehensive analysis
of the research wherein this approach is effective because it has depth insights but allows to provide
empirical validation in systematic process (Creswell & Creswell, 2018). Quantitative Method is
the collection and analysis of data in order to describe, predict and explain variables (Gay, Mills
& Airasian, 2009 as cited by Mertler 2016). On the other, Qualitative Method is non-numerical
data rather than to explore, provide deeper insights, comprehensive and detailed description of
phenomena (Oranga & Matere, 2023).

The quantitative method was used in the demographic profile, organizational culture, level
of job satisfaction, correlation between demographic profile and level of satisfaction, and
significant relationship between organizational culture dimensions and job satisfaction among
Non-Teaching Personnel among the DepEd District of Bokod. Then, all data from the quantitative
method was validated through qualitative method.

Locale of Study

Bokod is one of the thirteen (13) municipalities of Benguet. The nearest municipalities are
Kabayan, Benguet, Kayapa, Nueva Vizcaya, Atok, Benguet, Tublay, Benguet, Itogon, and
Benguet. (PhilAtlas, 1990) Consequently, the municipality of Bokod has ten (10) barangays. Then,
in the barangays, there were Department of Education Schools with 37 elementary schools, four
national high schools, and one integrated school. The District Office is also located in Poblacion,
Bokod, Benguet. In these schools and offices, non-teaching personnel were deployed. Thus, this
study is limited to the DepEd-Bokod District.

Respondents of the study
Participants possessed the criteria of non-teaching staff in Bokod District and was willing to
participate.

Selection and Description of Respondents
This research used the purposive sampling technique to choose the population members to
participate in the study because the participants should be capable and reliable enough to share the
most helpful information about the study.

The DepEd- Bokod District has approximately (due to massive re-clustering and transfers)
32 non-teaching personnel. Though the group includes administrative staff, support staff, and
maintenance workers who collectively contribute to the smooth functioning of educational
environments (Hood, 2005), the participant will just be limited to the personnel consisting of
Administrative Assistants II, Administrative Assistant I1I, Planning Development Officer II and
Administrative Officer II.

Data Gathering Instruments
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The research instrument in this study had two (2) Phase. In the quantitative data collection, the
researcher used a survey questionnaire in the Likert Scale Item format. On the other hand,
qualitative data collection is in the form of semi-structured interviews. Wherein, the instrument
was adopted by existing studies. The Demographic Profile was adapted from the study of
Abumandil (2012) whereas gender, age, civil status and length of service however, the researcher
changed civil status from marital status and did not adapt highest degree of education. In the same
study, under organizational culture reward and recognition, communication and job securities are
adapted with modifications. Reward and Recognition from emphasis of rewards is modified from
four indicators to three indicators which were also reword to give emphasis on the current study.
Same as through with communication and job securities, in the questionnaire reference it was
named as Stability and Communication however, in this research it was divided in two and the
main idea was also restructured in order to suffice the objectives of this research. Also, the study
added the overall job satisfaction to the sub-group of the indicators. When it comes to the
structured interview, the guide interview was also the modification of the survey questionnaire
given turned into interview questions in order to validate respondent’s respond.

Data Analysis Procedure

Tabulation was made through the statement given, and then the ordered response options was be
set: the range of agreement and satisfaction. The range are 1= strongly disagree, 2= slightly
disagree, 3= neither disagree nor agree, 4= slightly agree, and 5= strongly agree, then 1 = Very
Dissatisfied, 2 = Dissatisfied, 3 = Neutral, 4 = Satisfied, and 5 = Very Satisfied.

Frequencies and percentages. Used to analyze the demographic profile including gender,
age, civil status and years in service.Mean and standard deviation. This was used to determine the
organizational culture and level of satisfaction among the Non-Teaching Personnel of DepEd
Bokod District. Independent T-test. This was used to find the difference on the level of job
satisfaction of the Non-Teaching Personnel in the DepEd District of Bokod when grouped by
profile. Pearson correlation. This is used to discover the relationship of organizational culture and
job satisfaction. Thematic Analysis was used to analyzed interview.

DISCUSSION OF FINDINGS

Demographic profile of the non-teaching personnel

Based on the data, it is evident that females represented a significant majority. Specifically, there
were 28 respondents comprising 82.35% of the total population. Apparently, male respondents
comprised a much smaller proportion, with 6 respondents comprising 17.65% of the sample. This
implies a strong female majority among those who responded, revealing a significant gender
imbalance in the respondent population.

As to age, a significant portion of respondents, comprising 61.76% were from the age bracket
of 25-34 years old with a total frequency of 21. The second largest age group was from the age
bracket of 24 years old and below with a total frequency of 8 respondents comprising 23.53% of
the sample. Additionally, respondents aged from 35-44 years old comprised the smallest group,
with a frequency of 5 representing 14.71% of the sample. This distribution shows a primarily
young adults’ respondent, with smaller but significant contributions from both younger and older
age groups.

Moreover, most of the respondents were married with a total frequency of 23 comprising
67.65%, reflecting a strong representation of married participants in the study. Meanwhile, a
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smaller portion of there were 11 respondents comprising 32.35% who were single, showcasing a
noteworthy balance between different marital statuses within the group.

A large proportion of 26 comprising 76.47% had 1-5 years of work experience. Notably,
only a small portion of respondents had more than 5 years’ work experience with a total frequency
of 5 comprising 14.71% and a mere 3 comprising 8.82% had less than 1-year work experience.

Organizational Culture Among Non-Teaching Personnel in the DepEd District of Bokod

Based on the result, the non-teaching personnel slightly agree (moderate agreement) in all the five
organizational cultures which are job securities, development and training opportunities,
remuneration, communication and work environment as reflected by the computed overall average
mean scores of 4.03, 4.01, 3.54, 3.89 and 3.65 respectively. As per non-teaching staff, they feel
secure in the permanence of their government jobs, but they worry about their career advancement
and lack of adequate professional development opportunities continue. Similarly, though
remuneration and benefits ensure financial security, they may not always keep pace with the
increasing cost of living, resulting in moderate satisfaction. Communication within the district,
although effective, at times fails, resulting in misinterpretation of policies and slow reactions to
issues. Although the work environment is community-oriented, the mounting workload and
administrative requirements at times result in stress and burnout.

As observed, job security has the highest mean score among the organizational culture
perception, in which fifteen, and eleven slightly agree (moderate agreement). The strong
agreement of most non-teaching personnel in the DepEd Bokod district regarding job security
reflects the stability and assurance that come with government employment. Additionally, non-
teaching staff attested to the fact that working in the public education system gives them a feeling
of security, enabling them to serve without the threat of instant job loss. Job security is more than
the employee's financial requirements, according to Akinyi (2013).

On the contrary, the remuneration aspect obtained the lowest overall mean score. Although
some firmly or somewhat agree that their pay and allowances bring about financial security, a large
number are neutral or dissatisfied, pointing to the ongoing concern of wage sufficiency in the
public sector. As noted by some non-teaching staff, the price of living keeps increasing, and their
income finds it difficult to match everyday expenses, family requirements, and unforeseen
financial pressures. The fact that they disagree so vehemently points to the urgent need for salary
reviews, more allowances, since their salary is not enough to cater to and sustain their day-to-day
expenses and education of their children. Amoah & Bonsu (2020) point out that competitive pay
has a great deal of influence on workers' perception of value and job satisfaction, which in turn
increases their commitment and overall work performance.

Level of Employee Satisfaction Among Non-Teaching Personnel in the DepEd District of Bokod

The finding revealed that the non-teaching personnel were satisfied across key job satisfaction
aspects including job securities, development and training opportunities, remuneration,
communication and work environment as indicated with the overall mean scores of 3.76, 3.54,
3.57, 3.79 and 3.78 accordingly. Non-teaching staff are very satisfied with the most important
elements of their work experience, especially in job security, professional growth, compensation,
communication, and general work environment. They greatly value the stability that job security
brings, particularly regarding opportunities for promotion, retirement plans, recognition schemes,
awards, and leave credits. In terms of career development, staff members see much value in the
agency's training and development activities, such as seminars, study privileges, and its

1302



Jackery Lin Q. Pa-ay

receptiveness to staff input. In terms of compensation, staff members are satisfied with their salary,
allowances, and the clarity of deductions. Communication in the workplace is also a plus, as
workers are given clear directions by their superiors, enjoy well-organized communication
channels, and value the smooth exchange of information. Additionally, workers are satisfied with
the task organization and general workplace arrangement, which lead to a positive and productive
work environment. This is in accordance with the study conducted by Society for Human Resource
Professional (2007) that the top five factors contributing to job satisfaction were job security,
communication between the employees and top management, benefits, flexibility to balance
work/life concerns and feeling secure at the workplace. Besides, Daljeet et al. (2011) discovered
three variables which are environmental stress and work conditions, organizational variables such
as fair reward, promotion and opportunities and behavioral variables such as adequate authority,
salary and supervisors have positive effects on job satisfaction.

Specifically, the communication aspect emerged as the highest area of satisfaction among
non-teaching personnel, earning the highest mean score. Most of them indicated that they had clear
instructions, commands, and guidelines received from their superiors, patient in their views and
suggestions, and can easily query about matters they do not understand. Even with the abundant
positive responses, there are employees who are not willing to give their comments and questions.
Owing to high workloads, it is challenging at times to reply and there is variability in proper
information delivery. Consistent with this, Akinyi (2013) discovered that the non-teaching staff
was contented with communication within their work environment.

Difference in the Level of Job Satisfaction of the Non-Teaching Personnel in the DepEd District of
Bokod

The study examined the differences in job satisfaction levels among non-teaching personnel in the
DepEd District of Bokod, categorized by gender, age, marital status, and years of work experience.
Findings revealed no significant difference in job satisfaction when grouped by gender and years
of work experience, with p-values of 0.06 and 0.57 respectively, both greater than the 0.05
threshold. This suggests that gender and work tenure do not significantly influence job satisfaction
levels. However, among the genders, female personnel reported higher satisfaction across five job
aspects, possibly due to a greater emphasis on work-life balance and intrinsic fulfillment.

Conversely, a significant difference was observed based on age and marital status. With a p-
value of 0.00, age emerged as a strong determinant of satisfaction, with personnel aged 25-34
years expressing the highest levels of contentment. This may be attributed to a favorable work
environment, professional development opportunities, and organizational support such as benefits
and paid leave. Similarly, marital status significantly influenced job satisfaction (p-value = 0.04),
where single personnel reported higher satisfaction (mean = 3.85) compared to their married
counterparts (mean = 3.61). This could be due to singles' greater flexibility, fewer financial
burdens, and more active engagement in professional growth and workplace interactions. In
contrast, married staff may experience divided attention and additional responsibilities that
contribute to lower satisfaction. These findings affirm previous studies such as those by Redmond
and McGuinness (2019), Nacpil and Lacap (2018), and Duah et al. (2022), which also noted the
role of age and marital status in shaping job satisfaction.

Relationship Between the Organizational Culture and Job Satisfaction Among Non-Teaching
Personnel in The Deped District of Bokod
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The findings highlight a strong connection between certain aspects of organizational culture and
job satisfaction. Particularly, there is a significant relationship between the organizational culture
aspects of remuneration and work environment and job satisfaction aspects such as job securities,
development and training opportunities, remuneration, communication, and work environment.
This means that the organizational culture dimensions of work environment and remuneration
affects their job satisfaction dimensions like remuneration, work environment, development and
training opportunities, job securities, and communication. As per their experience, most of the non-
teaching staff perceive that competitive and fair remuneration has a direct effect on their value and
motivation within the organization, and hence their overall job satisfaction. A supportive and well-
organized work setting promotes their productivity and stress reduction, particularly if facilities,
workload allocation, and leadership support are compatible with their demands. Ona (2024)
discovered that a significant relationship existed between organizational culture and job
satisfaction. Furthermore, results of Serinkan and Kiziloglu (2021) revealed that there exists a
significant linear and positive correlation between organizational culture and job satisfaction.
Therefore, the correlational relationship between organizational culture and job satisfaction
enhances employee performance (Jigjiddorj et al., 2021).

Remarkably, there is no significant relationship between the organizational culture aspect of
development and training opportunities and job satisfaction aspects of job securities, development
and training opportunities, remuneration, communication, and work environment. Most non-
teaching staff members disclosed that they value professional development opportunities, but
when such opportunities do not culminate in their advancements, pay raises, or meaningful
changes in their conditions of work, overall satisfaction in their jobs does not change.

CONCLUSION

The study concludes that non-teaching personnel in the DepEd District of Bokod are primarily
composed of young, married females with relatively limited work experience. Both organizational
culture and job satisfaction among this group were found to be at moderate levels, suggesting a
workplace environment that is functional but not fully optimized to promote high engagement or
morale. While job satisfaction did not significantly vary by gender or years of experience, it was
influenced by age and marital status, indicating that personal and life-stage circumstances affect
employees' perceptions of their work.

A key finding of the study is the significant relationship between organizational culture and
job satisfaction. In particular, remuneration and the work environment were identified as strong
predictors of satisfaction, especially in areas such as job security, communication, and professional
growth. Interestingly, while development and training opportunities were considered part of the
organizational culture, they did not significantly impact job satisfaction aspects, pointing to
potential disconnects in how such programs are perceived or implemented. Overall, the study
underscores the need for targeted improvements in workplace policies, particularly in enhancing
employee engagement through better compensation, a supportive environment, and more
meaningful development opportunities.
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