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Unlocking the Power of Non-Monetary
Motivation: Exploring the Impact on
Job Commitment and Performance
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Abstract — This study investigated the influence of
non-monetary motivational factors on the dedication
and performance of both teaching and non-teaching
staff in a higher education institution in the Philippines.
During the 2023-2024 academic year, a quantitative-
descriptive study design involved 93 teaching staff and
24 non-teaching individuals from a public institution.
Data were gathered via a verified and reliability-tested
survey instrument. The data revealed that while
training and job stability were highly esteemed,
recognition and incentive programs, job performance,
job commitment, and awards received exceptionally
high ratings. Aside from work security, which exhibited
significant variation across age groups, no discernible
differences were observed in rewards, recognition, job
security, training, job dedication, or job performance
among profile characteristics. Awards and recognition
were found to have a strong positive correlation with job
devotion. No significant association was found between
job performance and the stability of employment,
commitment, or rewards and recognition. Employment
security shown a robust correlation with job
performance, while training demonstrated a significant
correlation with both job commitment and job
performance. No discernible association was found
between job performance and job devotion. The report
advocates for regular evaluations of recognition and
award programs to guarantee fairness and efficacy.
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Organizations should incorporate training, job
security, and rewards into a holistic staff development
program that aligns with the organization’s objectives
and core values. Additional research is necessary to
examine the intricate relationship between professional
success and commitment.

Keywords — Recognition and rewards, job security,
training, development, employees’ growth.

1. Introduction

In contemporary organizational environments,
non-monetary — motivating  strategies such as
recognition, training and development, flexible work
arrangements, and career progression have become
significant catalysts for employee engagement and
performance. In Homa Bay County, Kenya,
determined that recognition and training solely
explained 62.7% of the variance in performance
among public sector employees [1]. It has been proved
that a balanced system of monetary and non-monetary
incentives enhanced job satisfaction and productivity
by as much as 44% [2]. In Saudi Arabia’s industrial
sector, baseline evidence demonstrated that non-
financial rewards indirectly improve performance by
augmenting job satisfaction, with a standardized
coefficient of 0.91 for the relationship between
rewards and satisfaction, and 0.74 for satisfaction and
performance [3].

This study investigates the impact of recognition,
job security, and training on the job commitment and
performance of both teaching and non-teaching
personnel within Philippine higher education, with the
objective of informing institutional measures to
improve worker engagement. The escalating
expectations and aspirations of the Indonesian
populace propel the progress of human civilization.
Engaging in employment and generating revenue is
one approach to do that. Upon receipt, individuals
must effectively manage their income to allocate it
appropriately.  Contemporary individuals must
develop financial acumen, defined as the capacity to
handle personal financial resources.
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In universities, where both teaching and non-
teaching personnel are equally vital, employee
motivation is  essential for  organizational
performance. Although financial incentives have
traditionally been utilized to enhance motivation,
current studies indicate that non-monetary elements
such as job security, recognition, and opportunities for
professional growth may significantly impact
performance and job commitment [4]. The rigorous
creation of effective motivational methods in
educational environments necessitates an
understanding of the underlying processes.

Empirical research has underscored the
significance of non-monetary incentives in the
Philippines [5]. The impression of performance-based
bonus schemes by faculty members strongly
influences their organizational commitment and job
happiness, necessitating equitable and transparent
recognition systems.

Non-monetary elements have been demonstrated to
be significantly influential in employee motivation
and retention globally [6]. Motivation mediates the
major impact of professional growth opportunities,
recognition, and promotion on employee retention.

This research aims to investigate the influence of
non-monetary motivational factors on the job
commitment and performance of both teaching and
non-teaching staff in a higher education institution in
the Philippines. The study examines factors including
training, job stability, and rewards to elucidate diverse
motivating strategies that foster a dedicated and
effective workforce.

Enhancing the understanding of intrinsic
motivation in the workplace will augment behavioral
research outcomes. They will provide significant
advice to higher education administrators on
designing motivational models that improve
commitment, job happiness, and performance.
Organizations can cultivate a more dedicated and
sustainable staff, ultimately achieving long-term
profitability, by implementing  non-monetary
incentive measures.

1.1. Literature Review

This literature review examines the influence of
non-monetary motivational factors such as training,
job security, and reward and recognition programs on
the job performance and commitment of both teaching
and non-teaching personnel in higher education
institutions. The review is conducted thematically,
utilizing essential factors, relevant theories, concepts,
and a conceptual framework to inform the study.

Employee motivation is a multifaceted
phenomenon with significant consequences for
performance and job commitment.
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Self-Determination Theory (SDT) posits that
individuals are driven by internal and extrinsic
motivations that influence their level of engagement
and productivity. Extrinsic motivation denotes the
inclination to engage in activities to obtain rewards
from external sources, while intrinsic motivation
involves the engagement in activities for their inherent
value [7]. Comprehending these motivational
elements aids in cultivating a dedicated and efficient
higher education workforce.

Recent research has underscored the efficacy of
non-monetary rewards in augmenting employee
performance and motivation [8]. Research indicates
that career advancement possibilities, skill
proficiency, and promotions directly influence
employee retention through the mediating role of
motivation [9]. Job satisfaction among academic
personnel is strongly influenced by non-monetary
benefits and a favorable work environment. These
data demonstrate that non-monetary factors
significantly influence the behavior and attitudes of
school staff.

A worker's psychological commitment to their
organization is reflected in job dedication, which is
essential for attaining organizational objectives [10].
Non-monetary advantages, like recognition and
professional advancement, have been shown to
reinforce this commitment. In the telecommunications
business, open communication and career
advancement  favorably  influence  employee
commitment; these factors may also be beneficial in
higher education institutions.

Reward and recognition programs are exemplary
non-monetary incentives that address employees'
desires for esteem and acknowledgment [11]. Staff
engagement, intimately linked to workplace
commitment and productivity, is augmented by
rewards [12]. Likewise, incentivizing achievement
boosts organizational efficiency by fostering new
work methods among employees.

A significant  factor affecting employee
commitment and performance is job security [13].
Certain studies indicate that job security positively
influences employee retention, with the work
environment serving as a moderating factor [14]. Job
stability is crucial in academic institutions as it
enhances the work performance of technical assistants
within higher education settings.

Employee performance and dedication are
augmented by training that develops skills and
competence [15]. Opportunities for professional
development and training significantly increase work
motivation, hence positively influencing workplace
performance. In the Philippine setting, sustaining
elevated employee performance and engagement in
higher education institutions necessitates ongoing
professional development.
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As shown in Figure 1 the schematic diagram
illustrates the correlation between the respondents'
profiles and their career-related outcomes. The initial
box presents the respondents' profiles, including
gender, age, marital status, educational attainment,
and position, which influence the subsequent box:
non-monetary motivator elements such as rewards and
recognition, job security, and training.

An arrow connects the profile to these
characteristics, suggesting that personal background
affects individuals' perceptions of motivation. Two
arrows extend straight from this box to job
commitment and job performance, indicating that
non-monetary motivators are crucial for enhancing
employees' dedication to their work and the
productivity with which they execute their tasks.

Profile of the Respondents: NO”_'l}m_netaf}’ Job
1. Age IIZ/IOilVatlonal —»  Commitment
2. Gender actors:
3. Marital status —> ;ﬁ(ffh?;‘(;gaﬂtion t
4. Educational attainment :
5. Position 2. Job security [ fJOb
T 3. Traim'ug Performance

Figure 1. Schematic diagram of the study

1.2. Objective of the Study

The study sought to ascertain the influence of non-
monetary motivational factors on the job commitment
and performance of both teaching and non-teaching
personnel at a Philippine university. It specifically
examined the influence of training on job commitment
and performance, the effect of job security on job
commitment and performance, and the impact of
recognition and reward programs on job commitment
and performance. Moreover, the study revealed
significant disparities in rewards and recognition, job
stability, training, dedication, and performance when
classified by these characteristics. The study
established significant correlations among job security
and job commitment, job security and job
performance, training and job commitment, and job
performance and job commitment.

2. Methodology

The study aims to assess the influence of non-
monetary motivational factors on the commitment and
performance of teaching and non-teaching staff at a
state institution on Negros Island. A quantitative-
descriptive research design was employed to
accomplish this.

2.1. Respondents
The study comprised 93 teaching personnel and 24
non-teaching staff, totaling 117 participants from a

single state institution in the Philippines for the 2023-
2024 academic year.
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2.2. Data Gathering Instrument

A verified and reliability-tested  survey
guestionnaire was employed to gather data, utilizing
online platforms such as Google Forms and
Messenger for distribution. The research's structured
data collection method commenced with obtaining the
necessary permit for conducting the study. The
questions were disseminated through Google Forms,
with links shared via group chats, email, and Facebook
Messenger, ensuring voluntary participation through
an inclusion consent within the form.

2.3. Statistical Treatment of Data

Mean and standard deviation were utilized to
assess the influence of non-monetary motivational
elements (training, job stability, and incentive and
recognition programs) on job commitment and
performance, while frequency and percentage were
used to determine the profiles of respondents. T-tests
and one-way ANOVA were utilized to examine
significant ~ differences in these parameters.
Additionally, Pearson R was employed to examine the
significant relationships among job security, training,
job dedication, job performance, and rewards and
recognition. A preset set of criteria was employed to
analyze the resulting mean scores.

2.4. Ethical Considerations

Ethical norms were discussed and upheld
throughout the study. The respondents' data and the
agency's information were rigorously maintained as
confidential. To guarantee accurate data collection,
respondents were assured that their names and
identities would remain confidential.
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Participants were informed that their participation
in the study was completely voluntary and that they
might withdraw at any point during its duration.
Furthermore, the credibility of information regarding
treatment was guaranteed.

This encompassed encoding, interpretation, and
rendering analysis grounded in objective data rather
than personal biases or assumptions. Completed
guestionnaires will be securely stored for one year in
a designated location. They would subsequently be
discarded systematically to guarantee data security
and privacy.

3. Results and Discussion

This study examined the impact of non-monetary
motivational factors such as training, recognition, job
security, and incentive programs—on the job
commitment and performance of both, teaching and
non-teaching personnel. The study sought to analyze
variations in age, gender, employment type,
education, and marital status to comprehend how these

factors influence employee engagement and
productivity, providing insights to inform
organizational strategies for enhanced worker
motivation.

Table 1. The Level of non-monetary motivational factors,
job commitment and job performance (n-117)

Variables Mean Std. Interpretation
Deviation

Recognition and 311 561 Very High

Reward Programs

Job Security 3.32 .500 Very High

Training 3.35 536 Very High

Job Commitment 3.06 478 High

Job Performance 3.21 .395 High

The level of significance marks @ 0.05

In the Table 1 showing the level of non-monetary
motivational factors, job commitment and job
performance, the respondents perceive reward and
recognition schemes as elevated (mean = 3.11) with
minimal variability (standard deviation = 0.561). Job
security is perceived as stable (standard deviation =
0.500) and quite high (mean = 3.32). Training exhibits
minimal variability, with a standard deviation of 0.536
and a mean of 3.35. Job commitment is substantial
(mean = 3.06), albeit with greater variability (standard
deviation = 0.478). Job performance has low
variability (standard deviation = 0.395) and a high
mean (mean = 3.21). These data indicate that the
organization excels in training, job security, awards,
and recognition, hence enhancing employee
performance and perceived job commitment. The
integration of these criteria indicates a robust
performance management system that fosters
favorable employee impressions.
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The results indicate that employees possess a
favorable perception of job stability, training, and
incentives and recognition programs, demonstrating
that these non-monetary reward strategies enhance job
dedication and performance [16], [17]. This aligns
with previous research emphasizing the significance
of employment security and recognition in fostering
employee commitment [18]. Trained personnel
experience increased competence in their roles, which
has been demonstrated to improve job satisfaction and
performance. The efficacy of the organization's
performance management system, which fosters
employee engagement and organizational success, is
evidenced by the high degree of consistency in these
perceptions [19]. This demonstrates the essential role
of non-monetary benefits in augmenting employee
loyalty and performance within higher education
settings.

Table 2. Significant difference of non-monetary
motivational factors in terms of recognition and reward,
when they grouped according to the aforementioned
variables (n-117)

Variable P- Interpretation
value
Age .535 No Significant Difference
Gender .982 No Significant Difference

Employment Category 7155
Educational Attainment 712
Marital Status .140

No Significant Difference
No Significant Difference
No Significant Difference

Table 2 showing the significant difference of non-
monetary motivational factors in terms of recognition
and reward when grouped according to the
aforementioned variables, it demonstrates that non-
monetary incentives, encompassing reward and
recognition, exhibit no significant variation according
to marital status, age, gender, occupational category,
or educational attainment. The absence of noticeable
distinctions suggests that the organization treats all
employees equally, fostering fairness and equity.
Consistent recognition and reward initiatives can
enhance employee morale and motivation, while
promoting diversity and inclusivity within the
workplace. An efficient performance management
system aims to improve employee well-being and
foster a more positive organizational culture by
ensuring that employees from all backgrounds feel
appreciated.

The findings demonstrate that the corporation
promotes justice and equity by providing fair reward
and recognition programs to various demographic
groups. The action aligns with research demonstrating
the significance of non-cash awards in enhancing staff
dedication and morale.

Recent research indicates that non-monetary
benefits, such as commendation and acknowledgment,
positively influence job satisfaction and performance
[20].
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Likewise, non-monetary incentives can enhance
collaboration and efficiency in professional
environments [21]. The study indicates that equitable
and consistent recognition processes improve
employee motivation and organizational performance
by cultivating a positive work environment [22].

Table 3. Significant difference of non-monetary
motivational factors in terms of job security, when they are
grouped according to the aforementioned variables (n-117)

Profile Variable p- Interpretation
value
Age .002 Significant
Gender 515 No Significant Difference

Employment Category .596
Educational Attainment  .341
Marital Status .249

No Significant Difference

No Significant Difference
No Significant Difference

The findings in Table 3, significant difference of
non-monetary motivational factors in terms of job
security, when they are grouped according to the
aforementioned varaibles, demonstrate that, with the
exception of age, job security, a crucial non-monetary
incentive, remains mostly unchanged across many
demographic variables, including gender,
employment category, educational attainment, and
marital status. This signifies that the organization
advocates for equity and a favorable work
environment by offering equal possibilities for job
security. Employees are more likely to engage and
commit when they perceive their job security as
meritocratic, hence increasing loyalty, job
satisfaction, and productivity. Nonetheless, the
pronounced age disparities reveal variations in beliefs
of job security between generations. Older employees
may emphasize lifetime learning to maintain
employability, whereas younger employees may
emphasize skill development. Organizations can
formulate more focused strategies for fostering a
welcoming and inclusive workplace by enhancing
their understanding of generational dynamics.

The results suggest that most demographic groups
regard job security as equitable, promoting fairness
and a positive workplace atmosphere. This aligns with
studies that emphasizes the significance of perceived
job stability in enhancing employee commitment and
engagement. Recent research indicate that work
instability adversely impacts psychological well-
being and job satisfaction, underscoring the
significance of perceived stability [23]. Similarly, job
stability has been shown to enhance employee
retention, especially when accompanied by a
conducive work environment [24]. The results
indicate that equitable job security protocols enhance
employee engagement and organizational success by
cultivating a hospitable and inclusive work
environment [25].
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Table 4. Significant difference of non-monetary
motivational factors in terms of training, when they are
grouped according to the aforementioned variables (n-117)

Profile Variable P- Interpretation
value
Age .236  No Significant Difference
Gender .099  No Significant Difference

Employment Category 575
Educational Attainment  .933
Marital Status .093

No Significant Difference
No Significant Difference
No Significant Difference

Despite the previously mentioned variables, Table
4, significant difference of non-monetary motivational
factors in terms of training, when they are grouped
according to the aforementioned variables,
demonstrates that no differences exist in the
components of non-monetary incentives for training.
The lack of substantial inequalities indicates that the
organization offers equitable opportunity for all
employees, irrespective of their demographic traits, to
obtain training. The results clearly demonstrate that
training options provide equitable chances for
individuals from various backgrounds and ethnicities
to improve their skills and knowledge. This fosters a
positive company culture in which all employees feel
esteemed and empowered by cultivating an
environment of fairness and equity in the workplace.

The results demonstrate that the organization
promotes fairness and a superior workplace culture by
ensuring all employees have equal access to training
opportunities. This method aligns with research
demonstrating the critical importance of equitable
access to fair training in enhancing employee
engagement and organizational efficacy. For example,
[26] shows that the involvement of U.S. government
employees is positively influenced by access to
training and development programs. Similarly, [27]
mentorship programs have demonstrated advantages
for underrepresented groups by providing networking
opportunities and advising support, thus fostering
workplace diversity [28]. The results indicate that fair
training techniques improve workplace engagement
and organizational effectiveness by fostering a
congenial and inclusive work environment.

Table 5. Significant difference of job commitment, when
they are grouped according to the aforementioned
variables (n-117)

Profile Variable P- Interpretation
value
Age .269  No Significant Difference
Gender .801  No Significant Difference

Employment Category .952
Educational Attainment  .470
Marital Status 475

No Significant Difference
No Significant Difference
No Significant Difference
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The results of Table 5, significant difference of job
commitment, when they are grouped according to the
aforementioned variables, demonstrate that there is no
significant variation in job commitment based on
demographic factors such as age, gender, occupation
type, educational attainment, and marital status. This
signifies that the organization upholds equality and
justice, fostering a constructive working atmosphere
where all individuals are respected irrespective of
their employment status. Despite their distinct
characteristics, employees exhibit a strong dedication
to their roles, as evidenced by the consistency of job
commitment across demographic segments. This
solidarity fosters collaboration and efficiency, hence
improving organizational effectiveness and employee
happiness.

This aligns with research that validates the
significance of equitable treatment in fostering
employee loyalty [29]. Organizational outcomes,
employee engagement, and job satisfaction are all
positively correlated with workplace equity [30].
Equitable treatment irrespective of demographic
position cultivates loyalty and trust, hence improving
overall work performance and organizational
efficiency [31]. These findings underscore the
importance of diversity and inclusion in influencing
employee commitment and organizational success.

Table 6. Significant difference of job performance when
they are taken as whole and group according to the
aforementioned variables (n-117)

Profile Variable P Interpretation
value
Age .229  No Significant Difference
Gender 478  No Significant Difference

Employment Category .099
Educational Attainment ~ .197
Marital Status .364

No Significant Difference
No Significant Difference
No Significant Difference

The results in Table 6, significant difference of job
performance when they are taken as a whole and
grouped according to the aforementioned variables,
indicate that there is no discernible variation in work
performance based on demographic characteristics
such as age, gender, employment, educational
attainment, and marital status. This indicates that the
organization possesses objective, well-defined
performance standards, fostering accountability and
transparency in assessments. This guarantees equity
and meritocracy by evaluating employees according
to their accomplishments and skill sets.

This consistent performance demonstrates a
results-oriented culture with aligned growth potential,
which can improve employee engagement and
organizational efficacy [32]. This method is supported
by research indicating that objective performance
standards improve fairness and job satisfaction, and
that transparent evaluation processes foster
involvement and trust [33].
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Table 7. Significant relationship of non-monetary
motivational factors in terms of recognition and rewards to
job commitment and job performance (n-117)

Recognition and Rewards

Variable p- .
Pearson-r Interpretation
value
Job Commitment .557 .000 Significant
Job Performance 172 .065 Not Significant

As shown in Table 7, significant relationship of
non-monetary motivational factors in terms of
recognition and rewards to job commitment and job
performance. The correlation analysis indicates a
significant  positive association between "Job
Commitment” and "Recognition and Rewards" (p <
0.05), suggesting that employee commitment and
motivation are augmented by acknowledgment.
"Recognition and Rewards" and "Job Performance"
had no significant correlation (p > 0.05), indicating
that although recognition bolsters dedication, it does
not inherently influence performance.

This study highlights the necessity for a
comprehensive work performance enhancement
strategy that integrates recognition programs with
additional performance improvement elements,
including intrinsic motivation, feedback, and
developmental chances.

This has been substantiated by studies. A positive
link exists between employee performance and reward
systems, with rewards recognized as significant
predictors of performance [34]. Both extrinsic and
intrinsic rewards significantly enhance employee
motivation and performance [35]. Additional data
substantiates the favorable correlation between
efficient reward systems and enhanced employee
results [36].

Table 8. Significant relationship of non-monetary
motivational factors in terms of job security to job
commitment and job performance (n-117)

. Job Security
Variable .
Pearson-r _ p-value Interpretation
Job Commitment 529 .065 Not Significant
Job Performance 446 .000 Significant

In Table 8, showing significant relationship of non-
monetary motivational factors in terms of job security
to job commitment and job performance, there is
significant positive correlation (p < 0.05) between
"Recognition and Rewards" and "Job Commitment"
underscores the critical role of recognition in
enhancing employee motivation and commitment.
The connection inside the Subject Performance
Management System offers significant insights into
the relationships among "Recognition and Rewards,"
"Job Security,” "Job Commitment,” and "Job
Performance."
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The non-significant correlation (p > 0.05) between
"Job Performance" and "Recognition and Rewards"
indicates that although recognition enhances
dedication, performance outcomes may not be directly
influenced.

The non-significant connection (p > 0.05) between
"Job Commitment™ and "Job Security" indicates that
employment commitment is not substantially
influenced by job security. Nevertheless, the
statistically significant link (p < 0.05) between "Job
Security” and "Job Performance” underscores the
critical role of employment stability in improving
performance. When employees feel at ease in their
roles, they are more likely to thrive and maintain the
organization's success.

These conclusions are supported by researches
such as Employee commitment generally rises with
the guarantee of job security, but less job security
undermines organizational commitment [37]. Job
stability fosters psychological safety, which enhances
performance outcomes [38]. Research further
substantiates that job security enhances job
performance, while employment uncertainty induces
stress and diminishes productivity [39].

Table 9. Significant relationship of non-monetary
mativational factors in terms of training to job commitment
and job performance (n-117)

. Training
Variable .
Pearson-r  p-value Interpretation
Job Commitment 431 .000 Significant
Job Performance 433 .000 Significant

In Table 9, significant relationship of non-
monetary motivational factors in terms of training to
job commitment and job performance. The significant
associations (p < 0.05) among "Training,” "Job
Commitment,” and "Job Performance” in Table 9
suggest that training favorably influences employee
outcomes. Training specifically promotes work
commitment, indicating that individuals who receive
sufficient training exhibit greater motivation and
engagement in their roles. Secondly, the relationship
between job performance and training suggests that
proficient individual complete tasks more swiftly,

hence enhancing  productivity and  overall
organizational success.
Research indicates that training improves

employee performance and affective commitment,
resulting in increased job satisfaction [40]. Training,
in conjunction with oversight and managerial
assistance, markedly enhances staff productivity and
motivation [41]. Moreover, well-organized training
programs significantly impact employee commitment,
thereby improving job performance [42]. There exists
a distinct and favorable correlation between training
programs and enhanced work outcomes [43].
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Table 10. Significant relationship between job commitment
and job performance

Variable Pearson-r
Job Commitment

Job Performance

p-value
172 .065

Interpretation

Not Significant

As shown in Table 10, significant relationship
between job commitment and job performance. No
discernible  association  exists  between  job
performance and job dedication, as indicated by the
correlation study. Consequently, although employees
exhibit commitment to their tasks, such dedication

does not invariably result in enhanced job
performance. This indicates that elements beyond
commitment, including skills, clarity of tasks,

motivation, and organizational support, significantly
influence work success. In addition to fostering
employee dedication, firms must prioritize the
provision of tools, training, and support essential for
performance enhancement. Enhanced outcomes can
be attained through a holistic approach to performance
management that harmonizes dedication with
appropriate tools.

This concept is further corroborated by empirical
evidence. Research indicates that job satisfaction
mediates the relationship between organizational
commitment and performance, suggesting that
commitment alone does not ensure enhanced
outcomes [44]. Psychological capital, encompassing
hope, optimism, and resilience, in conjunction with
robust organizational commitment, markedly
enhances employee performance and adaptability
[45]. These findings underscore that emotional well-
being and organizational commitment together are
essential for optimizing employee success [46].

4. Conclusion

The study aimed to examine the extent to which
non-monetary motivational factors affect the
performance and job commitment of both teaching
and non-teaching staff. The results indicated that
training, incentive systems, job security, and
recognition received exceptionally high ratings,
although job commitment and performance were rated
favorably. Significant disparities were noted in job
security between younger and older employees
concerning recognition and reward, employment
stability, training, job dedication, and performance.
These were evident even after adjusting for age,
gender, occupational type, educational attainment,
and marital status. The relationship among job
stability, training, commitment, performance, and
recognition indicates important insights into
organizational processes.
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The statistical correlation between recognition and
job performance reveals that rewarding employees'
efforts can enhance their work performance. The
absence of a statistically significant correlation
between recognition and commitment suggests that,
although recognition may improve performance, it
fails to maintain employees’ commitment to the
organization. The lack of a statistically significant
correlation between job security and commitment
denotes that employees' perceptions of employment
stability do not inherently influence their commitment
levels. The association between job security and
performance reveals that job security enhances worker
productivity and job performance. The strong
relationships between training, performance, and job
commitment underscore the need of ongoing learning
in enhancing both performance and engagement.
Finally, the observation that job commitment and
performance are not strongly connected aligns with
the notion that highly devoted people do not
necessarily exhibit exceptional job performance. To
enhance employee motivation and performance, the
institution should routinely evaluate its reward and
recognition programs and periodically solicit
feedback from employees.

Transparency and equity in the recognition process
are essential. An extensive employee development
and engagement strategy must be executed through
the incorporation of training, job security, and
recognition programs. The initiatives must align with
the objectives, principles, and organizational ethos of
the institution. Further research is recommended to
examine the intricate relationship between job
commitment and job performance to improve the
understanding of employee motivation and
productivity.
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