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Abstract 
 
Social service nonprofit organizations (NPOs) are sustained when employees are committed. The 
purpose of this research is to analyze the relationship of the exogenous latent variables or 
identified predictors of employees’ commitment to the organization, with the endogenous latent 
variable of organizational commitment; and the relationship between the exogenous and 
endogenous latent variables with its indicators, using Partial Least Squares Structural Equation 
Modeling (PLS-SEM). Using this data analysis method, the model fit is acceptable. Discriminant 
and convergent validity as well as internal consistency reliability are confirmed. Two hundred 
three employees in social service nonprofits in the Philippines, participated in the study. The 
results show that there is an extremely strong evidence that job satisfaction is a predictor of 
organizational commitment. Likewise, there is an extremely strong evidence that attitudes toward 
NPOs is a predictor of organizational commitment. There is an extremely strong evidence that 
tenure affects the strength of relations between attitudes toward NPOs and organizational 
commitment. Altruistic behavior, however, does not manifest any evidence of a relationship with 
organizational commitment. Moreover, there is no evidence that tenure moderates the relationship 
between altruism and organizational commitment. Similarly, there is no evidence that tenure 
affects the direction of the relations between job satisfaction and organizational commitment. 
Nonprofits benefit from a leader who is technically competent and who can propel employees’ 
satisfaction with their job. The research gives insight on nonprofits as a brand, and the need for 
nonprofits to deliver their promise and maintain a good image of the sector. It recommends further 
study on how the national accrediting body of NPOs can improve the sustainability and integrity 
of nonprofits. Research on job satisfaction, attitudes toward nonprofits, and organizational 
commitment in NPOs with a social mission are valuable in order to stir the interest and 
collaboration of local and foreign companies, inclusive of global business. 
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Introduction 
 



In the past decades, non-government institutions that address social concerns and needs of the 
Filipinos have increased (Asian Development Bank, 2013). The Constitution of the Philippines 
(1987) welcomes these organizations that further the well-being of the country. 
 
Professionals, including young graduates, join the ranks of these organizations.  Nonprofit 
organizations (NPOs) are sustained in so far as there are employees who work for the mission. In 
this regard, it is worth studying what determines the commitment of employees in NPOs.  

Scholars have studied predictors of organizational commitment in service industries (Eslami & 
Gharakhani, 2012; Mesu, Sanders, & Riemsdijk, 2015), in hospitals (Asiri, Rohrer, Al-Surimi, 
Da’ar, & Ahmed, 2016; Eleswed & Mohammed, 2013; Labrague, McEnroe–Petitte, Tsaras, Colet,  
& Gloe, 2018) and of customer service representatives in call centers (Hechanova, 2012). 
However, there is a scarcity of research on organizational commitment in NPOs in general. 
Attitude towards charitable organizations (ACO) scale (Webb, Green, & Brashear, 2000) was 
developed to test how this attitude influences monetary contributions to charity or NPOs. However, 
there is a dearth of studies on ACO scale as a determinant of organizational commitment. This 
research aims to fill in these gaps.   

My research aims to test the relationship of exogenous latent variables with the endogenous latent 
variable which is organizational commitment of employees in NPOs with a social mission; and the 
relationship between exogenous and endogenous latent variables with its respective indicators. 
The commitment of employees to their workplace is referred to as organizational commitment. 
Various scholars studied the significance of organizational commitment (Mowday, Steers & 
Porter, 1979; Mathieu & Zajac, 1990; Meyer & Allen, 1991; Meyer & Herscovitch, 2001; Klein, 
Molloy, & Brinsfield, 2012.). This research adopts the meaning of organizational commitment 
provided by Mowday, Steers & Porter (1979).  

 Framework 

         Mowday, Steers and Porter (1979) describe organization as a place of employment and 
commitment as an attitude held by employees. They explained that commitment goes beyond 
one’s passive loyalty to the job or the employing entity. They elaborated that a minimum of three 
factors characterize organizational commitment. These may be summarized as follows: 

1.  “a strong belief in and acceptance of the organization’s goals and values” (Mowday 
et al., 1979, p. 226)  

2. the disposition to strive for the benefit of the entity (Mowday et al., 1979)  
3. a strong aspiration to remain as a constituent of the institution (Mowday et al., 

1979). 

Porter, Steers and Mowday (2005) expressed that commitment is developed over time in three 
proposed stages. The first refers to the anticipation stage where the employee, before entering the 
organization, possesses certain values, beliefs and behaviors as well as views about the 
organization he/she will join. These characteristics determine somehow one’s potential 
commitment to the organization.  The next stage refers to the initiation stage or initial period of 
employment wherein the employee detects if there is a match between his/her personal 



characteristics and expectations, with his/her actual experience in relation to the overall 
organization, supervision, work with colleagues, tasks, and other job assignments. The more 
positive the employee’s experience is, the greater impact it will have on one’s commitment with 
the organization. The last stage is the entrenchment stage wherein the employee extends his/her 
stay in the organization after a favorable experience in the initial stage. Porter et al. (2005) 
expressed that there is evidence that employees of longer tenure will more likely manifest greater 
commitment. 

  With the foregoing, my research assumes that an employee’s altruistic behavior, job satisfaction 
and attitudes toward nonprofits are predictors of organizational commitment in social service 
NPOs. Furthermore, it assumes that tenure moderates the relationship of each these predictors with 
organizational commitment. The model is shown in Figure 1.  
 
 

 
 

 

 

 

 

 

     
 Figure 1. Conceptual Framework 
 

2.1. Altruism  
 

Altruism is defined (Altruism, n.d.) as “the unselfish regard for or devotion to the welfare of 
others”.  Literature (Rose-Ackerman, 1996; Bekkers & Wiepking, 2011) indicates that altruism is 
a determinant of one’s involvement in NPOs. It is manifested by giving time or money to 
individuals who are neither family members nor friends. 
 

2.2. Attitudes toward nonprofit organizations 
 
NPOs in the Philippines do not distribute dividends to trustees (Council on Foundations, 2018). 
Revenues gained are plowed back to the entity to operationalize the mission of the organization.  
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According to Faircloth (2005) NPOs have a brand personality. The public has the impression that 
nonprofits are warmer than for-profit organizations but are less competent and professional than 
for-profits (Aaker, Vohs & Mogilner, 2010). However, some learn to patronize NPOs after a 
favorable experience with it (Aaker et al., 2010).  
 
The scale of Attitudes toward Charitable Organizations (ACO) or for nonprofits aimed to help 
others (Webb et al., 2000) was designed to measure consumers’ evaluation of charitable and 
nonprofit organizations. Image and branding are important even for nonprofits which may not be 
well understood and appreciated by the public due to its intangible product (Venable, Rose, Bush, 
& Gilbert, 2005).  
  
2.3. Job satisfaction 
 
Job satisfaction has been identified as a construct that leads to organizational outcome (Eslami & 
Gharakhani, 2012; Lumley, Coetzee, Tladinyane & Ferreira, 2011).  It is an attitude which refers 
to one’s experience with and perception of the various elements of his/her job (Spector, 1997).  
One may speak of intrinsic and extrinsic variables of job satisfaction, as well as overall job 
satisfaction (Thomas, 2000; Ritter, 2018). Intrinsic variables refer to factors that are more intimate 
to the person such as value-congruence, significance of the work to the person, and sense of 
fulfillment (Weiss, Dawis, England & Lofquist, 1967). Extrinsic variables refer to external 
recognition and gain such as compensation, benefits, security, and awards (Weiss et al., 1967). 
Overall satisfaction refers to policies, procedures, and organizational culture (Weiss et al., 1967). 
	
2.4.	Tenure	
	
Tenure signifies the length of service time in the same entity or the same employer (Tenure, n.d.).  
It is found to have a meaningful effect on various components of job satisfaction (Vondrasek, 
2000).   
	
2.5 Organizational Commitment 
 
Organizational commitment refers to one’s solid alignment with the organization’s vision, mission 
and goals; determination to go an extra mile for the organization; and a robust intent to continue 
working in and for the entity (Mowday et al., 1979).  Organizational commitment differs from job 
satisfaction in the sense that the former encompasses an attitude towards the employing 
organization, while the latter refers to an emotion towards the particulars of one’s work (Mowday 
et al., 1979).  
 
Considering the latent variables or constructs, the hypotheses are presented below.  

H1: There is a positive relationship between job satisfaction and organizational commitment. 
H2: There is a positive relationship between attitudes toward NPOs and organizational 
commitment. 



H3: There is a positive relationship between altruism and organizational commitment. 
H4. Tenure moderates the relationship between job satisfaction and organizational commitment. 
H5:Tenure moderates the relationship between attitudes toward NPOs and organizational 
commitment 
H6: Tenure moderates the relationship between altruism and organizational commitment. 
 
Methodology  

3.1. Research Instrument 
 
I prepared a questionnaire soliciting basic information of the respondent and containing items from 
the following scales that are reliable and valid paper-and-pencil measurements (Bearden, 
Netemeyer & Haws, 2011). 
 
Minnesota Satisfaction Questionnaire (Weiss et al., 1967): I asked the respondents to indicate the 
degree of satisfaction on different aspects of the job, using a scale of 1 (very dissatisfied) to 7 (very 
satisfied). 
 
Attitudes toward Charitable Organizations (Webb et al., 2000): The proponents of this scale 
intended this tool to measure one’s attitudes toward charitable institutions as well as NPOs that 
aim to help individuals. I asked the respondents to mark their degree of agreement with the 
statement, using a scale of 1 (strongly disagree) to 7 (strongly agree). 

Self-Report Altruism Scale (Rushton, Chrisjohn, & Fekken, 1981): I requested the respondents to 
signify their frequency in carrying out the specified altruistic deed towards a stranger using 1 
(never), 2 (once), 3 (more than once), 4 (often), and 5 (very often). 

Organizational Commitment Questionnaire (Mowday et al., 1979):  I requested the respondents to 
indicate how much they agree or disagree with each statement in relation to their attitude towards 
the organization, from 1 (strongly disagree) to 7 (strongly agree). 

I pretested the questionnaire among 20 employees of 5 NPOs. Upon summarizing the data, I tested 
the statistical information for Cronbach’s alpha using Statistical Package for the Social Sciences 
(SPSS), to ensure scale reliability and internal consistency.  The set of questions, per construct, 
with Cronbach’s alpha above .70 was accepted. I prepared the new version of survey questionnaire 
for the research paper. The initial respondents confirmed that the statements were straightforward 
and understandable.  

3.2. Data collection procedure 

A sample of 20 NPOs gave a mean of 11 employees, a median of 6 employees and a mode of 2 
employees.  Given the frequency of small-sized organizations and the absence of a list of NPOs 
for social services, I employed purposive sampling. I contacted officers and key personnel through 
electronic mail, phone calls, messaging applications and walk-in, and invited them to participate 
in the survey. The selected samples represent 80 different NPOs in the National Capital Region 
and Central Visayas Region of the Philippines with varied social mission.  Only 21 organizations, 



that represent charitable, educational, health, social development, and social welfare sectors, 
agreed to participate. Out of these 21 organizations, a total of 203 employees responded. 
 
3.3. Analytical Method   
 
To test the model of organizational commitment, I employed path analysis using partial least 
squares structural equation modeling (PLS-SEM).  SEM is commonly used in research designs 
that are correlational instead of experimental (Jaccard & Jacoby, 2009). PLS-SEM measures the 
relationship among latent variables which refers to the inner model, and the relationship between 
each latent variable and its observed indicators (Wong, 2013). It is used to analyze path modeling 
when sample size is small, not much theory is available on its applications, predictive accuracy is 
of prime importance and correct model specifications cannot be established (Wong, 2013). 
Considering that the conceptual theory is nascent and model specifications are not yet ensured, 
PLS-SEM is deemed appropriate for this research. I used PLS-SEM to test the causal direct 
relationship and moderated causal relationship models to predict factors that lead to organizational 
commitment.  I used SmartPLS 3.0 software to run PLS-SEM technique. This software is 
developed “under the leadership of Prof. Christian M. Ringle” (Garson, 2016, p. 35) and is popular 
due to its accessibility.   
 
 Discussion of Results  
 
  Male and female employees from 18 to over 60 years old participated in the research. More than 
half (56.7%) finished a bachelor’s degree as its highest educational attainment. The respondents 
hold different positions in mid-executive level, senior management, and middle management, or 
as supervisors, professors or teachers, staff and skilled workers. Among the respondents, 12.2% 
have not completed a year of service in the organization, 22.2% have been working for 1 to 3 years, 
15.8% for more than 3 to 5 years, 9.9% for more than 5 to 8 years and 39.9% have been working 
with the same employer for over 8 years.  
 
4.1. Descriptive Statistics 
 
 The mean of altruism is 3.43 which signifies that at the average, the respondents performed the 
indicated altruistic deeds more than once but not often. They were asked on their frequency in 
giving money to a charity, donating goods or clothes for a charity, and volunteering work for a 
charity (Weiss et al. 1967). There are responses, among the survey participants, that reveal one 
has never performed the altruistic deed. 
 
On the other hand, organizational commitment has a mean of 5.63. Hence, at the average, the 
employees are inclined towards a strong agreement with the commitment statements. 

4.2. Target endogenous variable variance 
 
The coefficient of determination, R2, is 0.642 for the endogenous variable. Wong (2013) explained 
that R2 is substantial at 0.75, moderate at 0.50 and weak at 0.25. Thus, job satisfaction, attitudes 



toward NPOs, and altruism moderately explain 64.2% of the variance of organizational 
commitment.  
 
4.3. Inner model path coefficient  
 
 Based on the inner model, job satisfaction (0.512) has the strongest impact on organizational 
commitment followed by attitudes toward NPOs (0.390). The path coefficient of altruism is 0.033. 
The standardized path coefficient should not be lower than 0.1 for the path to be statistically 
significant (Wong, 2013). Thus, the hypothesized path relationship between job satisfaction and 
organizational commitment is statistically significant. Likewise, the hypothesized path 
relationship between attitudes toward NPOs and organizational commitment is statistically 
significant. However, the hypothesized path relationship between altruism and organizational 
commitment is not statistically significant. Based on these results, altruism does not directly 
predict organizational commitment.  
 
 
4.4. Outer model loading 
 
 Figure 2 presents the path model and the indicator loadings. Table 1 shows the correlations 
between the latent variable and the indicators in its outer model.  
 

 



Figure 2: Path model with indicator loadings using PLS-SEM 

4.5. Indicator reliability  
 
Standardized indicator loadings must be greater than or equal to 0.70, or at least greater than or 
equal to 0.40 for exploratory research, to be acceptable. (Hair, Sarstedt, Ringle, & Mena, 2012; 
Hulland, 1999). Table 1 shows that all the individual indicator reliability values are greater than 
0.40 and some are even higher than 0.70. 

 
Job satisfaction has eight indicators namely human relations of supervisor, technical competence 
of supervisor, social service, ability utilization, organization policies and practices, compensation, 
co-workers, and feeling of accomplishment. The indicator with the highest load is the feeling of 
accomplishment (0.836), followed by the competence of the supervisor in making decisions 
(0.811), the way the policies are put into practice (0.809), satisfaction in using one’s abilities 
(0.772) and satisfaction with pay for the work done (0.734). Employers should pay attention to 
these indicators to obtain job satisfaction of employees. 

Indicators of attitudes toward nonprofit organizations (Webb et al., 2000) have the corresponding 
loadings:  I have a positive image of nonprofits that aim to help others (0.948), nonprofits for a 
cause perform a meaningful role in the society (.937),   money donated to NPOs are utilized for a 
good cause (0.930), NPOs that aim to help the needy have been successful (0.907). The loadings 
signify that these four items are very good indicators of attitudes toward nonprofits. 

  As regards organizational commitment variable, the indicator with the highest load (0.902) 
refers to the statement on the organization as one that really inspires the employee to do his/her 
very best, followed by the statement that he is extremely glad for choosing that particular entity 
over others at the time he/she joined (0.879), then by the statement that the employee is eager to 
contribute all that he can to make the organization successful (0.850). 

Table 1  
Item Loadings and Indicator Reliability 

Constructs Items Loadings Indicator Reliability (square of 
each outer loading) 

Job Satisfaction JS-1 0.751 0.563 

 JS-2 0.811 0.658 

 JS-3 0.681 0.464 

 JS- 0.772 0.596 

 JS-5 0.809 0.654 

 JS-6 0.734 0.538 

 JS-7 0.705 0.497 

 JS-8 0.836 0.699 

 JS - Tenure: Mod Effect 0.987 0.943 



Attitude towards NPO Att-1 0.930 0.865 

Att-2   0.948 0.898 

Att-3 0.907 0.822 

 Att-4 0.937 0.877 

 Att –Tenure: Mod Effect  0.996 0.973 

Behavior: Altruism Altr-1 0.665 0.442 

 Altr-2 0.635 0.403 

 Altr-3 0.960 0.921 

 Altr-Tenure:Mod Effect 1.048 1.097 

Organizational OC-1 0.850 0.722 

Commitment OC-2 0.664 0.441 

 OC-3 0.902 0.813 

 OC-4 0.879 0.772 

Tenure  1.00 1.00 

 
4.6. Internal consistency reliability 
 
Composite reliability measures internal consistency reliability (Hair et al., 2012; Wong, 2013).  It 
“should be 0.7 or higher. If it is an exploratory research, 0.6 or higher is acceptable” (Bagozzi & 
Yi as cited by Wong, 2013, p. 21).  Table 2 shows that the reliability of all constructs is higher 
than 0.7. Thus, the assessment tool produces consistent and stable results.  
 
4.7. Convergent validity 
 
  Item loading is the relationship between the survey question and the construct. Convergent 
validity indicates that the measures used to measure the same construct are close enough i.e. they 
converge, and they are related. If these are close enough, it means they are measuring the same 
construct. The Average Variance Extracted (AVE) numbers should be equal to or greater than 0.5 
in each latent variable or construct (Bagozzi & Yi as cited by Wong, 2013). Table 2 shows all the 
AVE values are greater than 0.5 thus confirming that there is convergent validity. 
 
Table 2  
Reliability Coefficients and Average Variance Extracted 

  Cronbach's 
Alpha rho_A Composite 

Reliability 
Average Variance 
Extracted (AVE) 

Attitudes toward NPO 0.948 0.950 0.963 0.866 
Behavior: Altruism 0.737 1.578 0.805 0.589 
Job Satisfaction 0.898 0.906 0.918 0.584 



Moderating Effect 1 1.000 1.000 1.000 1.000 
Moderating Effect 2 1.000 1.000 1.000 1.000 
Moderating Effect 3 1.000 1.000 1.000 1.000 
Organizational Commitment 0.847 0.881 0.897 0.687 
Tenure_ 1.000 1.000 1.000 1.000 

 
  
4.8 Discriminant validity  
 
Table 3 shows diagonally in boldface the square root of AVE of each latent variable. Discriminant 
validity tests that the constructs or latent variables that are meant to be unrelated are unrelated, and 
they do not measure the same thing.   “Fornell and Larcker (1981) suggest that the ‘square root’ 
of each latent variable should be greater than the correlations among the latent variables” (Wong, 
2013, p. 21). As an example, the square root of organizational commitment’s AVE is 0.829 which 
is greater than the other figures on the row and column of organizational commitment. A similar 
pattern is found among the other variables. Therefore, discriminant validity is confirmed. 
 
Table 3  
Square roots of AVE and correlation coefficients 

  Att 
NPO 

Beh: 
Altr 

Job Sat Mod1 
(JS-Ten) 

Mod2 
(Att - 
Ten) 

Mod3 
(Altr - 
Ten) 

Org 
Com 

Ten 

Att tow NPO 0.930               
Beh: Altruism 0.140 0.767             
Job Satisfaction 0.427 0.201 0.764           
Moderating Effect 1 0.000 0.032 0.165 1.000         
Moderating Effect 2 0.194 0.023 0.000 0.438 1.000       
Moderating Effect 3 0.022 -0.046 0.030 0.227 0.112 1.000     
Organizational 
Commitment 0.564 0.198 0.700 0.123 -0.074 0.092 0.829   

Tenure_ -0.066 0.070 -0.019 0.069 0.015 -0.079 0.135 1.000 
 
 
 
 
4.9 Collinearity  
 
When a potential problem of collinearity exists, a variable should be eliminated, or the variables 
should be merged into one.  Each set of exogenous latent variable in the inner model is reviewed 
in order to assess collinearity. In principle, VIF should be lower than 5 to avoid collinearity 
problem. (Wong, 2013; Hair et al., 2012). Table 4 displays that all VIF values are below 5.  
Therefore, there is no risk of collinearity.  
 
Table 4  
VIF 

   VIF 



Attitudes toward NPO 1.344 
Behavior: Altruism 1.055 
Job Satisfaction 1.349 
Moderating Effect 1 1.397 
Moderating Effect 2 1.350 
Moderating Effect 3 1.068 
Tenure_ 1.024 

 
4.10 Model Fit 
 
 Standardized Root Mean Square Residual (SRMR) is analyzed to investigate model fit. A 
SRMR value of less than 0.10 is acceptable (Hu & Bentler, 1999). The fit summary showed that 
SRMR is 0.079. Thus, the model is acceptable.  
 
          4.11 Path Coefficient 
 
The hypothesized relationship among constructs are analyzed using PLS-SEM through SmartPLS 
3.0. Table 5 shows that three hypothetical paths are supported.  
 
Table 5  
Path coefficient  

  p-value Decision 
Attitudes toward NPO -> Organizational Commitment 0.000 Supported 
Behavior: Altruism -> Organizational Commitment 0.505 Not supported 
Job Satisfaction -> Organizational Commitment 0.000 Supported 
Moderating Effect 1 -> Organizational Commitment 0.158 Not supported 
Moderating Effect 2 -> Organizational Commitment 0.009 Supported 
Moderating Effect 3 -> Organizational Commitment 0.084 Not supported 

 

Based on the report, attitudes toward NPOs and job satisfaction are predictors of organizational 
commitment. Tenure is a moderating variable of the relationship between attitude towards NPOs 
and organizational commitment.  In summary, 

H1: There is an extremely strong evidence of a positive relationship between job satisfaction and 
organizational commitment. 
H2: There is an extremely strong evidence of a positive relationship between attitudes toward 
NPOs and organizational commitment. 
H3: There is no evidence of a positive relationship between altruism and organizational 
commitment. 
H4. There is no evidence that tenure moderates the relationship between job satisfaction and 
organizational commitment. 
H5: There is an extremely strong evidence that tenure moderates the relationship between attitudes 
toward NPOs and organizational commitment. 
H6: There is no evidence that tenure moderates the relationship between altruism and 
organizational commitment. 



 
The results corroborate prior studies that job satisfaction predicts organizational commitment. 
Attitudes toward the nonprofit sector as a predictor of organizational commitment is a new insight. 
A positive image of nonprofits in the society contributes to one’s commitment to his/her employing 
organization. 

On the other hand, it is unexpected that altruism does not positively relate to organizational 
commitment. Possibly, the employees who join socially oriented NPOs possess altruistic values 
but practice altruistic behavior towards strangers in predominant ways other than those indicated 
in the scale developed in an American culture. It is worth looking into the economic and social 
background of the respondents to understand the results better. Culturally, Filipinos have extended 
families.  Out of duty, the respondents may have to prioritize the financial needs of family and 
friends before strangers.  

Staying long in the organization could nurture a positive attachment to the organization and the 
corresponding sector. This may explain why tenure appears to have a moderating effect on 
attitudes toward nonprofit organization. The absence of evidence for the moderating effect of 
tenure on job satisfaction and organizational commitment relationship, is unexpected.  Probably, 
employees over time get tired with their work such that contentment with their job, in relation to 
their commitment to the workplace, would not depend on one’s length of service.  

 Conclusions  

PLS-SEM technique allowed the prediction of factors that lead to organizational commitment.  
The research I undertook shows that the strong belief of employees in a social service nonprofit 
and their desire to remain part of the organization are strongly predicted by job satisfaction and 
attitudes toward NPOs, but not by altruistic behavior. It also shows that tenure moderates the 
relationship of the attitude towards nonprofits and organizational commitment.  

To obtain job satisfaction, the head ought to be one who is technically competent, who can sustain 
the sense of fulfillment of the employees, and who is able to execute organizational policies.   

This study confirms that NPOs have a brand personality. It presents the emergence of attitudes 
toward nonprofits with a social mission, as a predictor of organizational commitment in NPOs.  
Thus, it is incumbent on the trustees and directors to deliver their promises so that the organization 
develops a good track record. A nonprofit organization which carries out its mission will produce 
a trustworthy image for itself and for the nonprofit sector in general. 

  Limitations and Recommendations for Future Research 

The model is limited to three independent variables and one moderating variable and tested in two 
regions in the Philippines. I suggest to replicate the study in other regions and countries using a 
questionnaire translated to the native tongue in order to encourage the participation of employees 
from all occupational levels. 

Future researchers may conceptualize and test models that encompass other predictors of 
organizational commitment such as value-congruence, internalization of norms, lack of 



alternatives (Meyer & Herscovitch, 2011), trust and locus of control (Klein et al., 2012), and 
attitude towards helping others (Webb et al., 2000). They may also consider the effect of other 
personal characteristics, such as sex, age, educational level and rank (Labrague et al., 2018).  I 
recommend the use of PLS-SEM to predict the constructs of organizational commitment that have 
not yet been tested, especially if the sample size is small (Wong, 2013). 

For the academic body, I recommend they discuss management of nonprofits in class as this may 
provide insights on how to improve professionalism and sustainability of NPOs. Academicians, 
especially in the field of Psychology, may make a deeper study on the reasons why employees of 
nonprofits do not manifest strong tendencies on altruistic behavior towards strangers. This may be 
an opportunity to design scales of altruistic values and altruistic behavior considering the Filipino 
culture and psychology. 

 For marketing practitioners, I recommend that they study branding of nonprofits to help 
the labor force, business community and the public have a clearer view of nonprofits.   

For the board of NPOs, I suggest that they develop strategies to enhance job satisfaction of 
employees. 

I also recommend a study on how the national accrediting body of NPOs could further raise the 
integrity and improve sustainability of these organizations. On one hand, parameters should allow 
the organizations to generate income so that these could operate efficiently and effectively and 
provide good compensation to its employees. On the other hand, the guidelines need to lead the 
NPOs to source donations from credible sources so that nonprofits gain the trust of the public.  

Many nonprofits gain ground when they have a network of donors and partners. Research on 
attitudes toward nonprofit, job satisfaction and organizational commitment in this sector will be 
valuable in igniting the interest of local and foreign companies and in soliciting the collaboration 
of global business, to support the cause of social service nonprofits.  
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