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ABSTRACT 
This study aimed to establish the best fit structural model of work engagement of police 
commissioned officers in region 11. The exogenous variables in the model are leadership 
factors, personality traits, and organizational commitment. The endogenous variable is 
work engagement. 400 police commissioned officers selected through stratified random 
sampling responded to the survey. Data analysis used the mean, Pearson r, multiple 
regression, and structural equation modeling (SEM). Results showed the respondents' 
high leadership factors, personality traits, organizational commitment, and work 
engagement. Additionally, the correlation test revealed a significant relationship 
between the exogenous and endogenous variables. The regression results exposed the 
61.2% combined effect of leadership factors, personality traits, and organizational 
commitment on work engagement. Only Model 5 met all goodness of fit indices among 
the five developed models. Further analysis of the model revealed that leadership factors, 
personality traits, and organizational commitment, with their select manifest variables, 
are predictors of work engagement. The model shows that for leadership factors, the 
indicators are intellectual stimulation, individualized consideration, management-by-
exception, and passive leadership; personality traits are agreeableness and openness; 
affective and normative for organizational commitment. For work engagement, the 
manifest variables left in the model are vigor and dedication. The study concludes with 
the significance of leadership, personality, and commitment toward meaningful work 
engagement. Police commissioned officers can work on their leadership skills, improve 
their character, and practice the art of commitment to face the challenge of police work. 
The paper further discussed the implications for the police agency in the country. 
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1. INTRODUCTION 

The work engagement of police officers is of enormous importance as it affects 
performance Cho (2021). It refers to all the employees' behaviours at work that 
affects the motivational state, proficiency, and task commitment state of the person 
to become dedicated and more work-focused Bakker and Albrecht (2018), Fogaça 
et al. (2018), Wood et al. (2020). Besides, highly engaged employees are highly 
creative, task performers, and satisfy customers with their outputs, making work 
engagement highly desirable for public and private organizations Bakker et al. 
(2014). So, if police commissioned officers are not engaged in their work, criminality 
will rise, and disorder will set in, affecting the socio-economic setup of the country 
and the lives of many. 

Many factors affect work engagement. For example, authors claimed that a 
robust positive relationship exists between leadership and employee engagement 
and performance Novitasari et al. (2021), Schaufeli (2015), Winarno and Hermana 
(2019). In addition, personality traits such as openness, conscientiousness, 
extroversion, agreeableness, and neuroticism, positively correlate with work 
engagement Caniëls et al. (2018), Kong and Li (2018), Perera et al. (2018), Tisu et 
al. (2020), Young et al. (2018). Also, organizational commitment positively 
correlates with performance Khan et al. (2021). It increases work engagement and 
is one of the most fundamental concepts explored concerning employee motivation 
and productivity. Employees with organizational commitment become engaged in 
their work, doing their jobs well, with precision and efficiency Ligan (2018), Suharto 
et al. (2019). 

Several researchers have studied the above-stated topics but not structural 
equation modeling with these variables in a single model. Moreover, the researcher 
has not come by a study that delved into the determinants of the police 
commissioned officers' work engagement, specifically in the Davao Region. These 
research gaps prompted the researchers to conduct this study to benefit the police 
agency because they can use the data to design a work engagement enhancement 
program for the whole organization in the Davao region and the whole country. 

 
1.1. STATEMENT OF THE PROBLEM 
The study intended to determine the best model for work engagement. In 

addition, the study wanted to establish which indicators of the exogenous variables 
influence the work engagement of the PNP commissioned officers. The following 
particular research objectives guided this study. 

• To describe the leadership factors, personality traits, organizational 
commitment, and work engagement of the police commissioned officers in 
region 11.   

• To ascertain the significance of the relationship between leadership factors 
and work engagement, personality traits and work engagement, and 
organizational commitment and work engagement. 

• To determine the significance of the influence of leadership factors, 
personality traits, and organizational commitment on work engagement. 

• To determine the best-fit causation model for work engagement. 
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2. HYPOTHESIS 

1) There is no significant relationship between leadership factors, 
personality traits, organizational commitment, and work engagement. 

2) Leadership factors, personality traits, and organizational commitment 
have no significant influence on work engagement. 

3) There is no best-fit model for work engagement 
 
3. METHODOLOGY 

This quantitative study uses structural equation modeling (SEM) to analyze the 
structural relationships between the measured variables and the latent constructs. 
SEM combines factor analysis and multiple regression, a multivariate statistical 
analysis technique. Civelek (2018) and Tarka (2018) claimed that among 
researchers in the social sciences, SEM is becoming popular, even among 
dissertation writers. Besides SEM, descriptive statistics, like the mean and standard 
deviation, were also used to describe the levels of leadership factors, personality 
traits, organizational commitment, and work engagement. Finally, Pearson r and 
multiple regression analysis tested the statistical hypotheses. 

 
3.1. ENVIRONMENT AND PARTICIPANTS 
Davao Region is the setting of this study, comprised of the provinces of 

Compostela Valley, Davao del Norte, Davao Oriental, Davao del Sur, and Davao 
Occidental. Davao Region is in the southeastern portion of Mindanao with six cities: 
Davao, Digos, Mati, Panabo, Samal, and Tagum, with 43 municipalities grouped into 
11 congressional districts and 1,162 barangays. The region of Davao has a total land 
area of 20,357 sq. km., with Davao City as the primer city.  

The study used stratified random sampling in selecting 400 police 
commissioned officers from all local units. Samples of this study were police officers 
with ranks from Police Inspector to Police Senior Inspector, with the exclusion of 
the non-commissioned officers and the non-uniformed personnel. Respondents 
voluntarily participated in the survey. Although they signed the Informed Consent 
Form (ICF), they could opt to cancel their participation at any time without penalties 
or fines. 

 
4. RESULTS  

Table 1 
Table 1 Levels of Leadership Factors, Personality Traits, Organizational Commitment, and 
Work Engagement of Police Commissioned Officers in Region XI 

Variables Mean SD Descriptive Level 
1.1 Leadership Factors 4.08 0.35 High 
1.2 Personality Traits 4.01 0.37 High 

1.3 Organizational Commitment 4.05 0.37 High 
1.4 Work Engagement 3.91 0.44 High 

Overall Mean 4.01 0.07 High 

 
In all four variables in Table 1, the overall mean scores are high, which means 

that respondents often exhibited leadership factors (M=4.08, SD=0.35), personality 
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traits (M=4.01, SD=0.37), organizational commitment (M=4.05, SD=0.37), and work 
engagement (M=3.91, SD=0.44).  Similarly, all standard deviations are small values, 
indicating the homogeneity of responses in all four variables. The standard 
deviation tells the dispersion of the data from the mean, and it reports the skewness 
of the data in measuring the central tendencies.  

The mean scores of both the exogenous (leadership factors, personality traits, 
and organizational commitment) and the endogenous (work engagement) variables 
were high, indicating that the respondents have often exhibited the things stipulated 
in the survey. By the way, the manifest variables for leadership factors are 
charismatic/inspirational, intellectual stimulation, individualized consideration, 
contingent reward, management-by-exception, and passive/avoidance. Personality 
traits are extraversion, agreeableness, conscientiousness, neuroticism, and 
openness. Organizational commitment includes affective, normative, and 
continuance commitments, whereas vigor, dedication, and absorption for work 
engagement.   

The high mean scores have significant implications. For example, research 
showed leadership factors, whether styles and skills correspond to employee 
outcomes at work. One researcher observed that passive (laissez-faire) leadership 
did not positively affect work engagement Gemeda and Lee (2020). Perhaps the 
reason is that leaders are hands-off in laissez-faire leadership, allowing group 
members to make decisions resulting in the lowest productivity Cherry (2020). One 
vital aspect of leadership is a crucial management function that allows organizations 
to realize their mission, vision, and goals. 

There is no universal meaning of leadership, and leaders can approach it from 
various perspectives. Leaders perform depending on their capabilities. Some 
leaders are better than others; this belief also depends on members' perspectives. 
However, there are five roles that most leaders perform. They motivate, mentor, 
learn, communicate, and navigate USI Web Services. (2018). In other words, 
leadership factors, such as those covered in this study, are vital aspects for achieving 
the vision, mission, and goals of the Philippine National Police. The respondents 
agreed that they have often experienced or observed these aspects of leadership 
demonstrated by their superiors: charismatic, inspirational, intellectual stimulation, 
individualized consideration, contingent reward, management-by-exception, and 
passive/avoidance.  

Moreover, personality traits also yielded high mean results, which means that 
the police commissioned officers often demonstrated these traits: extraversion, 
agreeableness, conscientiousness, neuroticism, and openness. Personality traits 
make people unique; their thought patterns, behaviors, and feelings reflect their 
personality Diener et al. (2019), Diener and Lucas (2019a). For example, a person 
exhibiting extraversion shows sociability and can handle every situation differently. 
Thus, each person differs depending on their location in the personality dimensions 
Pappas (2017). 

Research showed that people with higher extroversion have low rational 
decision-making. Conversely, those with higher agreeableness and 
conscientiousness have higher rational decision-making. In addition, those with 
higher extroversion and openness are more intuitive than those with higher 
agreeableness and conscientiousness, demonstrating higher dependent decision-
making El Othman et al. (2020). These findings suggest that a person's decision-
making depends upon his type of personality. Therefore, drawing from the findings 
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suggests that the respondents have well-balanced decision-making skills about their 
work, considering their all-high mean scores in all the types of personalities. 

Similarly, organizational commitment is the component that glues employees 
to their organization. Research showed that those with high affective commitment 
have a high sense of accomplishment and reduced job stress. On the other hand, high 
continuance commitment can trigger emotional and depersonalization burnout 
because of intense stress or traumatic episodes, affecting work productivity 
Lambert et al. (2018), Ligan (2018). In other words, continuance commitment 
moderates affective commitment and job engagement because the thought of 
staying in the job for life tires them Hayat Bhatti et al. (2019). 

The above findings revealed a contrasting effect of affective and continuance 
commitment. That affective commitment reduces stress and burnout; however, 
continuance commitment can trigger emotional stress and moderates affective 
commitment and productivity Lambert et al. (2018), Ligan (2018), Hayat Bhatti et 
al. (2019). Comparing these findings in this study's results would mean that the all-
high results in affective, normative, and continuance commitment have balanced the 
stress and work productivity of the police commissioned officers. Thus, they have 
no problem with stress and productivity. 

As for work engagement, the result was high, indicating that respondents were 
often engaged in their work, resulting in better job performance. This finding 
supported that a high work engagement led employees to be creative to the 
satisfaction of employers and customers. However, this could occur better when 
leaders are effective enough to let their people engage in their work Bakker and 
Albrecht (2018). 

While it is true that employees have their job descriptions, leaders can help 
employees to achieve more by empowering them, such as giving them access to 
information, opportunities, adequate resources, and support Amor et al. (2020), 
Ariyani and Hidayati (2018). Empowering and providing employees with these will 
improve their work-life balance Wood et al. (2020). Significantly, the resultant effect 
of work engagement is self-efficacy which would, in turn, result in higher job 
performance Ligan (2018), Lisbona et al. (2018). In other words, police leadership 
can result in a more productive police force. 

 
5. HYPOTHESES  

Table 2 
Table 2 The Significant Relationship between the Exogenous and Endogenous Variables 

 Work Engagement (Endogenous Variable) 
Exogenous Variables Vigor Dedication Absorption Sig. 

Leadership Factors .198** 
(.000) 

.470** 
(.000) 

.600** 
(.000) 

.518** 
(.000) 

Personality Traits .649** 
(.000) 

.632** 
(.000) 

.525** 
(.000) 

.769** 
(.000) 

Organizational Commitment -.082 
(.100) 

.175** 
(.000) 

.347** 
(.000) 

.167** 
(.001) 

 
Table 2 shows the significant correlation of all three exogenous variables with 

work engagement. Although, of all three exogenous variables, personality traits 
have the strongest association with all the manifest variables of work engagement, 
with all the coefficients of correlation over a .50 mark. Thus, a total of .769 at a p-
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value of .000 signifies a compelling relationship between the variables. Therefore, 
the rise in personality traits (extraversion, agreeableness, conscientiousness, 
neuroticism, and openness) will increase work engagement (vigor, dedication, and 
absorption). 

In addition, the linear relationship between leadership factors (charismatic, 
intellectual stimulation, individualized consideration, contingent reward, 
management-by-exception, and passive) is moderate, as denoted by its correlation 
coefficient of .518, with a p-value of .000. The values mean that the increase in the 
leadership factors can moderately increase work engagement.  

This study revealed a significant relationship between leadership factors, 
personality traits, organizational commitment, and work engagement. This result 
confirmed the findings of other authors discussed in the subsequent paragraphs. 

Leadership exists because of a need for headship, control, and direction Oc 
(2018). Leadership comes in various styles, and research shows they are 
significantly related to employees' work engagement. For example, Gemeda and Lee 
(2020) found a significant relationship between transformational leadership and 
work engagement. The same significant relationship between transactional 
leadership and task performance. Although charismatic leadership does not reward 
followers for their involvement, followers perform because of the shared vision of 
charismatic leaders Meslec et al. (2020). Still, leadership that gives rewards makes 
the lives of both leaders and members more satisfying Nassif et al. (2021). 

On the other hand, personality traits were also significantly related to work 
engagement. This finding validated other research findings that personality traits 
are associated with work engagement Caniëls et al. (2018), Kong and Li (2018), Tisu 
et al. (2020). In addition, Gwal and Gwal (2019) found a significant correlation 
between the two variables in a study on personality traits and work engagement of 
married and single women. Additionally, Teng et al. (2019)have similar findings. 
They discovered that extroverted employees have a positive relationship with work 
engagement, while neurotic personality and work engagement have a negative 
relationship. This finding led them to suggest a combined grouping of extroverts and 
those with neurotic personalities at work to help the latter tolerate challenging tasks 
and achieve a positive vibe that could change their work engagement. 

Finally, this study found that organizational commitment and work 
engagement are correlated. Studies have shown that organizational commitment 
increases work engagement and performance, mediated by job satisfaction Loan 
(2020). Loan observed that job satisfaction reduced the impact of organizational 
commitment on work engagement. Thus, Loan suggested improving organizational 
commitment for better work engagement and performance. In another scenario, 
Suharto et al. (2019) revealed a direct influence of organizational commitment on 
work engagement in that it can improve employees' skills, efforts, and work 
conditions resulting in better work engagement and job performance. 
Table 3 

Table 3 The Significant Influence of the Exogenous Variables on Work Engagement 

 Work Engagement (Endogenous Variable) 
Exogenous Variables B β t Sig. 

Constant .084  .428 .669 
Leadership Factors .261 .209 4.672 .000 
Personality Traits .795 .675 18.037 .000 

Organizational Commitment -.106 -.089 -2.304 .002 
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 R .782   
 R2 .612   
 ∆R .609   
 F 208.377   
 ρ .000   

 
Table 3 presents the influence of leadership factors, personality traits, and 

organizational commitment on work engagement. The data in the table suggests 
that the combined influence of the exogenous latent variables is 60.9 percent 
(∆R=.609). The adjusted R-square becomes necessary because the model has three 
independent variables for a more detailed correlation view. In addition, more 
variables in the model adjust the value of the r squared. Notably, the adjusted R2 
(∆R) is always lesser than or equal to the coefficient of determination (R2). 

Moreover, the coefficient of determination (R2) suggests that each independent 
variable can explain the variation of work engagement by 61.2 percent (R2=.612). R-
squared helps analyze data with slight or no bias, usually with a single independent 
and dependent variable. The coefficient of correlation (R=.782) affirms the solid 
linear relationship of the independent variable with work engagement. Essentially, 
the F-value of 208.377, with a p-value of .000, ensures the predictive capability of 
the exogenous latent variables (leadership factors, personality traits, organizational 
commitment) in influencing work engagement among commissioned police officers. 
The F and p-values also reject the null hypothesis of no significant influence of the 
exogenous variables over the endogenous variable, work engagement. 

This study revealed a significant influence of leadership factors, personality 
traits, and organizational commitment on work engagement congruent with other 
research findings. Leadership influences work engagement in several ways. For 
example, leaders influence employees' work engagement by changing the working 
conditions, connecting with their employees, inspiring them, and strengthening 
their weak points Schaufeli (2015). In addition, a charismatic leader can change how 
employees perceive things by working on a shared vision and guiding them toward 
it Novitasari et al. (2021).  

Similarly, personality traits also influence work engagement. Several studies 
have proved that personality traits influence how employees engage in theory work 
Caniëls et al. (2018), Kong and Li (2018), Perera et al. (2018), Tisu et al. (2020), 
Young et al. (2018). For example, employees with either of these personality traits 
(openness, conscientiousness, extraversion, agreeableness, and neuroticism 
[OCEAN]) can have their work engagement (vigor, dedication, and absorption) 
impacted by these behaviors Caniëls et al. (2018), Gwal and Gwal (2019), Teng et al. 
(2019). Therefore, building upon these arguments, recruiting police officers with 
these personality types is vital. Also, police leaders with these personality types can 
significantly influence the work engagements of the men under their watch. 

In another scene, regression analysis shows that organizational commitment 
could influence work engagement. Research claims that emotionally attached 
employees to the organization do their jobs efficiently and precisely Suharto et al. 
(2019). They decide to stay with the organization because they do not want to lose 
whatever they benefit from such an organization. In doing so, they imbibe the 
standards of the organization as part of their norm Asif et al. (2019), Galanaki 
(2019), Han et al. (2018), Meyer et al. (1989), San-Martín et al. (2020), Sariwulan et 
al. (2019), Towler (2020). 
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Figure 1 

 
Figure 1 The Best Fit Structural Model for Work Engagement 

 
There were five generated models in this study. Among the five, Model 5 is the 

best-fit model for work engagement. These are the criterion values for the goodness 
of fit: P-value (>0.05), Chi-Square/Degrees of Freedom (CMIN/DF, 0<value<2), 
Goodness of Fit Index (GFI, >0.95), Comparative Fit Index (CFI, >0.95), Normed Fit 
Index (NFI, >0.95), Tucker-Lewis Index (TLI, >0.95), Root Mean Square of Error 
Approximation (RMSEA, <0.05), and P-close (>0.05).  

The study's findings rejected the null hypothesis, which states that there is no 
structural model of work engagement. Instead, the five hypothesized models and 
those generated in the AMOS program revealed that developed Model 5 is the best-
fit structural model. However, not all manifest variables in the hypothesized model 
came out as predictors because the program removed some of these indicators 
during the statistical analysis for not meeting the standard outer loading 
requirement of greater than 0.70 Hair et al. (2021a), Hair et al. (2021b). Thus, the 
best-fit structural model of job performance is the combined effect of exogenous 
variables with specific manifest variables. 

For example, in leadership factors, the manifest variables are 
passive/avoidance, management by exception, individualized consideration, and 
intellectual stimulation. For personality traits, these are the manifest variables: 
agreeableness and openness. For organizational commitment, the manifest 
variables that remained in the model are affective commitment and normative 
commitment. Finally, the manifest variables for work engagement are vigor and 
dedication. Therefore, for the PNP to motivate their personnel to be vigorous and 
dedicated in their work, the agency should ensure that they demonstrate these 
manifest variables. 

Finally, the findings affirmed the theories purported in this study. The Great 
Man theory purports that some men are born with leadership traits that make them 
lead on instincts. These police commissioned officers are born with leadership 
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factors that could make them become great leaders in their time. Moreover, the 
findings also affirmed the Theory of Commitment used as support in the theoretical 
framework. This theory helps employees understand the significance of the cost of 
losing something when someone discontinues what he has started. This idea is 
essential, especially for police officers, as they make life or work decisions because 
these will decide their fate. 

 
6.  CONCLUSION 

The high levels of exogenous (leadership factors, personality traits, and 
organizational commitment) and endogenous variables (work engagement) suggest 
that the police commissioned officers can still work on these aspects of their 
personality. For example, they can improve leadership factors through observation 
and practice. They can also improve their personality, and they can reconsider 
commitment. Therefore, they still have room to improve themselves in these 
aspects.  

Moreover, understanding the significance of the relationships between 
leadership factors and work engagement, personality traits and work engagement, 
and organizational commitment and work engagement is crucial. Police officers 
should know what they lack to do something about them, especially in improving 
their work engagement. Work is life. Thus, when they fail to improve the things that 
can augment their work performance and productivity, they may face harsh 
consequences in their work. Significantly, there is a relatively strong influence of 
leadership factors, personality traits, and organizational commitment on work 
engagement, suggesting the critical roles these variables play in work engagement. 

Incidentally, the model revealed that leadership factors, with these manifest 
variables: intellectual stimulation, individualized consideration, management-by-
exception, and passive leadership, are predictors of work engagement. In the same 
fashion, personality traits, with manifest variables, namely, agreeableness and 
openness, as well as affective and normative for organizational commitment. These 
are all predictors of work engagement. As for work engagement, the manifest 
variables left in the model are vigor and dedication, suggesting the importance of 
these manifest variables concerning work engagement.  

Finally, the study concludes that in commissioning police officers, the agency 
should investigate leadership factors, personality traits, and organizational 
commitment as vital qualifications. Again, a questionnaire is necessary for this.  

 
7. RECOMMENDATIONS 

Based on the findings and conclusions, the researcher recommends more 
exposure of the police Commissioned officers on the following: authentic leadership 
training, personality development seminars, values formation (commitment) 
activities, and revisiting of the Police Code of Ethics to enhance work engagement. 

The PNP should give the police commissioned officers time for rest and 
recreation, especially after exposure to a traumatic situation, for a well-balanced life 
and better work engagement. In addition, the PNP should engage them in more civic 
community involvement to cultivate their leadership skills and nurture personality 
traits and commitment to the agency and the community. Finally, future researchers 
may replicate this study in a different locale to validate the results of this study.  
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