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Abstract - This study determined the relationship of employee engagement and organizational performance 

among multigenerational workforce in a private non-sectarian school. The findings of the study served as the 

basis in the formulation of human resource development plan. The descriptive survey and correlational research 

design was used employing quantitative method. The data were gathered through the survey questionnaire and 

administered to the one hundred fifty (150) respondents composed of employees from teaching and non-teaching 

personnel. The data gathered were analyzed through frequency, percentage, weighted mean and pearson 

correlation. The findings of the study revealed that Baby Boomers, Generation X, and Generation Y “agreed” 

that their employee engagement has positive correlation to organizational performance.  Therefore, the null 

hypothesis (Ho1) which states that there is no significant relationship between employee engagement when 

grouped by generations and organizational performance is rejected. On the overall results, the study 

recommends that human resource development plan which is formulated based on the findings of the study 

should be adopted by a private non-sectarian school in General Santos City. 
 

Keywords- Engagement, Non-Sectarian School, Performance, Workforce 
 

I. INTRODUCTION 

 Every organization makes effort to make their employees productive. In fact, adequate training fund 

has been an integral component of the budgeting process with the aim of equipping employees with appropriate 

knowledge and skills that they can apply in the organization. However, as cited by Fitzgerald (2017) this 

concept can more become a reality if employees are highly engaged. 
 

Employee meeting is a place of work move toward resultant in the right circumstances for all member 

of an association to give of their most excellent every day, dedicated to their association goals and values, 

aggravated to contribute to organizational achievement, with an improved sense of their possess well-being 

(Macleod, 2006). 
 

 However, as the organization continues to exist in the industry, its workers also changes. This is due to 

retirement, resignation or self-employment of existing workers. This scenario will result to hiring of new 

workers of an older or younger age of diverse cultural background. Thus, these varied ages among employees 

may lead to generation gaps in the workplace (Juevesa, 2019). 
 

 The term generation is about grouping of people of the same age, thus, they shared both values, views 

on authorities and attitude towards work. However, there can be no definite timeframe or generational period 

but usually they are group in between 15 to 20 years (Weingarten, 2009). In the premise of employment, 

Lancanter and Stillman (2002) cited that Baby Boomers, Generation X and Generation Y are currently 

employed. However, Generation Z (Kogan, 2007) who are born in the year 2000 are now employing. These 

people in the workplace might have different culture in dealing with their jobs (Palese, et al. 2006). 
 

An altering employment scenery there place of work confront involving multigenerational variety. 

Business Managers are working to determine successful strategies for addressing the challenges to ensure 

efficient operations and organizational success (Rajput et al., 2013). Iden (2016) indicated that the 

multigenerational workforce presents challenges as well as opportunities for managers. Teclaw (2014) indicated 
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that generational differences receive increased attention in literature. As general diversity grows in the 

multigenerational workforce, opportunities and challenges (Mencl & Lester, 2014) and potential difficulties 

occur with managing the differences (Lester, Standifer, Schultz, & Windsor, 2012).  
 

As an organization with teaching and non-teaching personnel, general diversity is not an exemption for 

the school. There are teachers which are about to retire, some are in the middle of their career and some were 

just currently employed. Thus, managing these different generational cohorts is an important consideration for 

an organization (Bennet et al., 2012). 
 

Thus, this study was conducted to determine employee engagement and organizational performance 

among multigenerational workforce in one of the private non-sectarian school in General Santos City. 

 

II. THEORETICAL AND CONCEPTUAL FRAMEWORK 

As the organization is growing, the employment opportunity is also increasing. This situation leads to 

workplace challenges which involve multigenerational diversity. Multigenerational challenges are not short-

term problem solved with simple transition. Thus, multigenerational workforce has been given attention in 

literature in the recent time. 
 

  According to Fenzel (2013) there are generational differences that exist among workers. In current day 

workplaces, an unprecedented four generations of workers labor side by side. While this blend of age group 

adds valuable variety to the labor force, it also adds difficulty.  Moreover, according to Carnegie (2016) each 

generation has its unique mindset, work style, and ways of communication. Hence, the managers should 

motivate each individual for them to capitalize their strengths. By understanding their attitudinal and behavioral 

differences is an important tool in driving engagement, commitment and satisfaction. 
 

 In the study conducted by Kiiru-Weatherly (2016), she significantly discussed that given the 

demographic mix in an organization, it is important for an organization to internalize and apprehend what 

generational cohorts can do to improve productivity, performance, job satisfaction, and retention. Thus, by 

understanding generational cohorts employee engagement can be measured. 
 

 Mehta & Mehta (2013) discussed that motivated and engaged employees tend to contribute more in 

terms of organizational productivity leading to the higher customer satisfaction. Employees meeting permeate 

crossways the employee-customer border, anywhere income, business kindness, make image are also at stake. 
 

 Moreover, as cited in the paper of Mendoza (2015) it was discussed that employee engagement is based 

on trust, integrity, two way commitment and communication between an organization and its members. It can be 

measured. It varies from poor to great. It can be nurtured and dramatically increased; it can lose and thrown 

away. It is an approach that increases the chances of business success, productivity and well-being. Thereby, 

contributing to better organizational performance. 
 

 Organizational performance can be attained continually. It can be measured through accomplishing its 

goals known as effectiveness and using minimum resources known as efficiency (Devi, 2017). It can be both a 

financial and non-financial indicators in a degree of achievements of objectives and results (Lebas & Euske, 

2006). 
 

 The concepts of employee engagement have been anchored in the study conducted by Kazimoto 

(2016). He identified employees engagement parameters as follows: control over the job, availability of tool and 

resources, recognition for performance, provision of fair rewards for work, recognition of ideas and suggestions, 

importance to the individual needs, employee commitment for his activities, refer to friend or colleagues, image 

of company to the industry sector, and image of the company in the community. 
 

 The concepts of organizational performance could be anchored on the study conducted by Mitchell 

(2002). Accordingly, the impact of human resource on organizational performance can be measured. Thus, 

organizational performance can be measured using indicators such as organizational efficiency, organizational 

effectiveness, organizational relevance to stakeholders and financial viability. 
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 In general, the context of the study has been adapted on the study of Juevesa (2019) which is about 

employee engagement and organizational performance among multigenerational workforce but focuses on the 

private non-sectarian school. 
 

As stated above on theoretical anchors, the conceptual framework of the study is shown on the figure 1. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1. Conceptual Framework of the Study 
 

III. STATEMENT OF THE PROBLEM 

The study aimed to analyze the significant relationship of employee engagement and organizational 

performance among multigenerational workforce in a private non-sectarian school in General Santos City. 
 

 Specifically, it seeks to answer the following questions: 

1. What is generational group of the respondents in terms of: 

1.1  Baby Boomers; 

1.2  Generation X; and 

1.3  Generation Y? 
 

2. What is the level of employee engagement of the respondents  when grouped by generations in terms 

of: 

2.1   Control over the job; 

2.2  Availability of tools and resources; 

2.3  Recognition for performance; 

2.4 Provision for fair rewards for work; 

2.5 Recognition of ideas and suggestions; 

2.6 Importance to the individual needs; 

 

Employee Engagement in terms of: 

1. Control over the job; 

2.  Availability of tools and 

resources; 

3.  Recognition for 

performance; 

4. Provision for fair rewards for 

work; 

5. Recognition of ideas and 

suggestions; 

6. Importance to the individual 

needs; 

7. Image of the company in the 

industry sector; and 

8. Image of the company in the 

community. 

 

 

 

 

Organizational Performance in terms of: 

1. Organizational 

Relevance; 

2. Organizational 

Effectiveness; 

3. Organizational 

Efficiency; and 

4. Financial Viability. 

Generations in terms of: 

1. Baby Boomers; 

2. Generation X; 

and 

3. Generation Y. 
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2.7 Image of the company in the industry sector; and 

2.8 Image of the company in the community? 
 

3. What is the level of organizational performance of their institutions as perceived by the respondents in 

terms of: 

5.1 Organizational Relevance; 

5.2  Organizational Effectiveness; 

5.3  Organizational Efficiency; and 

5.4  Financial Viability? 
 

4. Is there a significant relationship between employee engagement and organizational performance when 

grouped by generations? 
 

5. Based on the findings of the study, what human resource management development plan can be 

proposed? 
 

IV. METHODOLOGY 

Research Design 

In the conduct of the study, descriptive survey was used as well as correlational method of research. 

This research methodology is appropriate in describing the employee engagement and organizational 

performance among multigenerational workforce in a certain private non-sectarian school in General Santos 

City. 
 

This study aimed to determine employee engagement in terms of control over the job, availability of 

tools and resources, recognition for performance, provision for fair rewards for work, recognition of ideas and 

suggestions, importance to the individual needs, image of the company in the industry sector, and image of the 

company to the community its relation to organizational performance in terms of organizational relevance, 

organizational effectiveness, organization efficiency and financial viability.  
 

Research Locale 

General Santos City (GENSAN) is an independent city of South Cotabato, Region XII in the 

Philippines. It is the southernmost city in the country and classified as highly urbanized first class city.  
 

The study was conducted from June 2018 to March 2020 in one of the private non-sectarian school, a 

higher educational institution. 
 

The school is located at Pioneer Avenue, General Santos City. It offers different courses and Masters in 

Education with government recognition, where the BS in Criminology and College of Teacher Education are the 

largest in terms of number of students’ population.  The school is known for its open admission but selective 

retention policy on all of its courses offered to give students a chance to enroll the course they wanted to be. 

With this, the school was able to maintain the national passing percentage in the licensure examinations. It is a 

PACUCOA accredited school and an ISO 2001:2015 quality management system certified by AJA Registrars. 
 

Respondents of the study 

 The respondents of the study were the one hundred fifty (150) employees; one hundred (100) 

employees from teaching and fifty (50) from non-teaching.  

 

They were considered as the respondents because they were the main subject of the study. They were 

asked in terms of employee engagement and organizational performance. Thus, they answered the questions 

considering they were knowledgeable enough on the information needed in the conduct of the study. 
 

V. RESULTS AND DISCUSSIONS 

Generational Group 

As shown in Table 1, the result shows that majority of the respondents belong to the Generation Y 

group with a frequency of 82 or 55 percent of the total respondents. There are 15 or 10 percent who belongs to 

the Baby Boomers group, 53 or 35 percent belongs to the Generation X group. 
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It can be gleaned that majority of the employees belongs to the Generation Y group. This can be 

attributed to the large proportion of generation Y who are now working in the school. These are the employees 

who were born in the year 1981 to 1999. Moreover, these are the employees who are at the prime of their 

respective careers. 

 

Table 1 

Result of the Generational Groups of Employees     _________ 

Generation Frequency Percentage 

Baby Boomers (1946 to 1964) 15 10 

Generation X (1965 to 1980) 53 35 

Generation Y (1981 to 1999) 82 55 

      Total 150 100 

________________________________________________________________________________ 

Employee Engagement 

Tables 2-4 presents the level of employee engagement in accordance to the generational group of these 

employees along with the eight (8) employee engagement dimensions, namely:  control over the job, availability 

of tools and resources, recognition for performance, provision for fair rewards for work, recognition of ideas and 

suggestions, importance to the individual needs, image of the company in the industry sector, and image of the 

company in the community. 
 

Table 2 

Result of Employee Engagement for Baby Boomers     _________ 

Parameters Mean Value Description 

1. Control Over the Job 4.22 Agree 

2. Availability of Tools and Resources 3.99 Agree 

3. Recognition for Performance 3.85 Agree 

4. Provision for Fair Rewards for Work 3.65 Agree 

5. Recognition of Ideas and Suggestions 3.91 Agree 

6. Importance to Individual Needs 3.83 Agree 

7. Image of the Company in the Industry Sector 4.34 Agree 

8. Image of the Company in the Community 4.22 Agree 

Grand Mean 4.00 Agree 

n=15 
 

Control over the Job 

 For the control over the job for Baby Boomers, the mean value was 4.22 which was descriptively 

interpreted as “agree.”  This mean value implied that Baby Boomers have high level of employee engagement as 

to control over the job. The data could tell that Baby Boomers maintain and sustain strong connection with their 

job. They responded that they were very supportive to the institutions that why by all means they control their 

jobs well by being directed, authoritative and accountable on whatever actions they had for the jobs. They are 

empowered and well-involved in handling their jobs. 

Availability of Tools and Resources 

The mean level value for availability of tools and resources for Baby Boomers is 3.99. This mean value 

was interpreted as “agree” with high level of employee engagement as to availability of tools and resources. The 

data reveals that Baby Boomers believe that they are provided with the necessary tools and resources for 

working at the high extent. This signifies further that they are highly engaged to their jobs because as practiced 

they had the necessary equipment as part of their routinely tasks. Moreover, it implies that when employees 

were provided with appropriate tools and technology for working they were able to maximize productivity and it 

allows workers to optimize their job performance.  
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Recognition for Performance 

The mean value for Baby Boomers on Recognition for Performance is 3.85 which was interpreted as 

“agree.” The mean value implied that Baby boomers have level of employee engagement as to recognition for 

performance.  The data gleaned that Baby Boomers had the idea and highly considers that there institution has 

the programs of recognizing those performing well employees. It shows that recognition for performance is their 

job motivator. They experience recognition and had this feeling to be recognized more in the future and because 

of it they are highly engaged in doing the jobs. 

Provision for Fair Rewards for Work 

 The provision for fair rewards for work for Baby Boomers has a mean value of 3.65 and interpreted as 

“agree.” This mean value implied that Baby Boomers had a high level of engagement as to provision for fair 

rewards for work. The data could tell that Baby Boomers signify that there is provision for fair rewards for work 

in their organization. It further implies that there is clear provision of the rewards given to deserving employees. 

Hence, they are motivated and expecting to receive rewards in the future.  
 

Recognition of Ideas and Suggestions 

 For the recognition of ideas and suggestions for Baby boomers, the mean value was 3.91. This mean 

value implied that Baby Boomers had high level of engagement as to recognition of ideas and suggestions and 

interpreted as “agree.”  Data depicts that the Baby Boomers noticed that their superiors consider their ideas and 

suggestions in the workplace. In fact some of their suggested ideas were put into practice. Through this sharing 

of ideas and suggestions they were able to engage their selves enthusiastically.  
 

Importance to the Individual Needs 

 The importance to the individual needs for Baby Boomers has a mean value of 3.83. This mean value 

was interpreted as “agreed” among the respondents. This clearly implied that there is a high level of engagement 

among Baby Boomers as to the indicators of importance to the individual needs.   The result tells that the Baby 

Boomer agreed that their individual needs were sustain by the organization. It can be gleaned that they are 

receiving better compensation.  It further tells that they received appropriate benefits from the school where they 

are working with. In fact those compensation and benefits were more than those what mandated by laws. 

Besides, their workload is just enough to have work life balance. 
 

Image of the Company to the Industry Sector 

 The Baby Boomers got a mean value of 4.34 for employee engagement as to the image of the company 

in the industry sector. This mean value implied that Baby Boomers have a high level of employee engagement 

as to image of the company to the industry sector. The data could tell that Baby Boomers signify and agree that 

they are working in the institution with high image and being admired by the industry sector. In fact these 

industry sectors are looking for human resources to be employed.  Employing those graduates produced by Baby 

Boomers create an impact that they are an effective employee. Those employed graduates can create an image 

for the industry bringing the name of the school and upholding those employees inside the school. As a result, it 

can be gleaned that Baby Boomers feel more valued and engaged in the workplace as a part of the team. 
 

Image of the Company to the Community 

 For the image of the company to the community for Baby Boomers, the mean value was 4.23 and 

interpreted as “agree.” This mean value implied that the Baby Boomers have high level of employee 

engagement as to image of the company to the community.  The data could depict that the Baby Boomers 

claimed that they are employed in the well-known school. Moreover, it can be further depicted that they are 

engaged in the job considering the good image of the school that they are working with. Besides, it also signifies 

that Baby Boomers upholding themselves to be a good carrier of the school’s reputation by always upholding its 

core values of the institutions wherever they are. 
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Table 3 

Result of Employee Engagement for Generation X     __________ 

Parameters Mean Value Description 

1. Control Over the Job 4.21 Agree 

2. Availability of Tools and Resources 4.19 Agree 

3. Recognition for Performance 3.87 Agree 

4. Provision for Fair Rewards for Work 3.70 Agree 

5. Recognition of Ideas and Suggestions 3.74 Agree 

6. Importance to Individual Needs 3.91 Agree 

7. Image of the Company in the Industry Sector 4.34 Agree 

8. Image of the Company in the Community 4.37 Agree 

Grand  Mean 4.04 Agree 

n=53 
 

Control over the Job 

For the control over the job for Generation X, the mean value was 4.21 and interpreted as “agree.” This 

mean value suggested that Generation X have high level of engagement as to control over the job.  Like the 

Baby Boomers, data tells that Generation X is highly engaging themselves in the manner of doing their jobs. 

They responded that they are involved very well that makes them highly engaged in the workplace. They even 

accept responsibility, authority and accountability. 
 

Availability of Tools and Resources 

 The employee engagement as to availability of tools and resources for Generation X has a mean value 

of 4.19. It has an “agreed” rating which means that Generation X has a high level of employee engagement as to 

availability of tools and resources. This data shows that Generation X concur that there are availability of tools 

and resources in their workplace. Moreover, it can be perceived that they were actively engaged because of the 

availability of tools and resources which they can conveniently use in doing their assigned tasks. It can be noted 

also that there is enough provision of the stated resources. 
 

Recognition for Performance 

 The mean value for recognition of performance for Generation X is 3.87. This mean value implied that 

Generation X has high level of employee engagement as to recognition for performance. The data reveals that 

the Generation X agreed that in the institution there is recognition of performance. It further reveals that they are 

aware of what, when, and how the program was taken in recognizing employees. Moreover, it can be gleaned 

that the basis and measurement used is visible and clear to all employees.  This program somehow motivated 

them and makes them more engaged in doing their jobs.  

Provision for Fair Rewards for Work 

 The mean value for the provision for fair rewards for work to Generation X is 3.70. This mean value 

suggested that Generation X has a high level of employee engagement as to provision for fair rewards for work. 

Results signify that Generation X agreed on the system of having the provision for fair rewards for work as they 

experience in their organization. It can be noted that there are clear provisions on how it was given. They are 

motivated because they seen that awardees are deserving. Since, they perceived and observed that it was based 

on fairness and equality. Hence, they are also expecting to receive that in the future. 
 

Recognition of Ideas and Suggestions 

 The mean value of Generation X for recognition of ideas and suggestions is 3.74. This mean value 

implied that Generation X has high level of employee engagement as to recognition of ideas and suggestions. 

The finding of the study generally reveals that the Generation X agreed that there is a recognition of ideas and 

suggestions that takes place in the organization. It also signifies that they were able to share ideas and 

suggestions for the improvement of the organization. In fact some of their suggestions were in place in the 

organization. Hence, they are enthusiastically engaged for there is sharing of ideas among them. 
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Importance to the Individual Needs 

 The mean value of 3.91 implied that Generation X employees has high level of engagement as to 

importance to the individual needs. The mean value suggested that Generation X agreed that their organization 

considers the provision of needs to its employees. The result of the study actually shows that Generation X were 

able to receive compensation and benefits as due to them as employees. It is expected that those compensation 

and benefits can sustain their daily needs. Moreover, they feel that their jobs make them financially secure that 

they can sustain their personal needs and well-being. 

Image of the Company to the Industry Sector 

 For the image of the company to the industry sector for Generation X, the mean value was 4.34. The 

mean value implied that there is high level of employee engagement among Generation X employees. Data 

reveals that Generation X “agreed” that their organization has a strong image in the industry sector. It further 

reveals that Generation X employees are working well in the organization as a result of having an institution of 

respectable image. They are committed, loyal and dedicated as signifies by their high level of agreement.  
 

Image of the Company to the Community 

 The image of the company to the community for Generation X has a mean value of 4.37. This mean 

value result suggested that there is a high level of engagement among Generation X employees. Data reveals 

that the Generation X employees agreed that their organization has a strong image to the community. Moreover, 

it can be inferred that they are highly protecting the image of their organization. It can be gleaned that they are 

very highly fortified to uphold the integrity of the school for they are a part of it.  
 

Table 4 

Result of Employee Engagement for Generation Y     __________ 

Parameters Mean Value Description 

1. Control Over the Job 4.06 Agree 

2. Availability of Tools and Resources 3.77 Agree 

3. Recognition for Performance 3.49 Moderately Agree 

4. Provision for Fair Rewards for Work 3.41 Moderately Agree 

5. Recognition of Ideas and Suggestions 3.63 Agree 

6. Importance to Individual Needs 3.59 Agree 

7. Image of the Company in the Industry Sector 4.20 Agree 

8. Image of the Company in the Community 4.07 Agree 

Grand Mean 3.78 Agree 

n=82 
 

Control over the Job 

For the control over the job for Generation Y, the mean value was 4.06. This mean value implied that 

Generation Y agreed that there is a high level of engagement among them as to control over the job.  Data 

clearly shows that the Generation Y employee assumes full responsibility and highly involved in dealing with 

their jobs. They are exercising willpower and strong connection in handling their jobs.  
 

Availability of Tools and Resources 

For the availability of tools and resources for Generation Y, the mean value was 3.77.  The mean value 

implied that there is high level of engagement for availability of tools and resources for Generation Y 

employees. Data reveals that they agree that their organization has the available of tools and resources provided 

to them. It further reveals that this provision is enough and can be used conveniently anytime in the workplace. 

Thus, this availability of tools and resources make them highly engaged in dealing with their jobs. 

 

Recognition for Performance 

 For the recognition for performance for Generation Y, the mean value was 3.48. This mean value 

implied that there is a fairly high level of employee engagement for recognition of performance for Generation 

Y. Data reveals that Generation Y moderately agree on the recognition of performance in the organization. 

Through the data, it can be gleaned positively that their organization had a program for recognizing employees. 
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However, it signifies that they quite disagree that they were being recognized. It signifies that they are not that 

convince on the recognition being done in their institution. As a result, it can be demonstrated that they are not 

that engaged and motivated in doing their jobs. 

Provision for Fair Rewards for Work 

For the provision for fair rewards for work for Generation Y, the mean value was 3.41. The mean value 

suggested that there is fairly high level of engagement among Generation Y employees. The findings of the 

study reveal that the Generation Y “moderately agree” on their organization’s provision for fair rewards for 

work.  Meaning they quite disagree on the indicators on the provision for fair reward for work. It denoted that 

Generation X employees experience unfair giving of rewards, questioning the clarity of the provision on how 

rewards are given, something wrong in the system of rewards, and somehow notice that awardees do not 

deserve. Hence, they are not motivated to receive a reward in the future. 
 

Recognition of Ideas and Suggestions 

 For the recognition of ideas and suggestions for Generation Y, the mean value was 3.63. This mean 

value depicted that there is a high level of engagement on this parameter for Generation X employees. The data 

could tell that Generation Y employees in general “agreed” on their organization’s recognition of ideas and 

suggestions. It can be noted that they are recognized and encouraged for sharing their ideas. Besides, they are 

encouraged by their superiors to share their views and opinions on the things that they wanted to improve in the 

workplace. As a result they were highly engaged. 
 

Importance to Individual Needs 

 For the importance to individual needs for Generation Y, the mean value was 3.56. This mean value 

implied that Generation Y have high level of engagement as to importance to individual needs. Data reveals that 

Generation Y “agreed” that their organization considers their need as employee of the organization. They agreed 

that they were provided with appropriate benefits and they are financially secured in their job. They even have 

manageable work-life balance schedule. 
 

Image of the Company in the Industry Sector 

 The mean value of Generation Y for image of the company in the industry sector was 4.20. This mean 

value entailed that Generation Y has high level of engagement as to image of the company in the industry 

sector. Data ultimately shows that Generation Y is highly engaged because of the strong image of the company 

to the industry sector. It can be distinguished that Generation Y claimed that they are working in a reputable 

organization which is well known to the industry. They even claimed that there organization is being admired. 

As a result, they are committed and engaged because of it. 
 

Image of the Company to the Community 

 For the image of the company to the community, the mean value was 4.08. This mean value suggested 

that Generation Y employees have high level of engagement as to image of the company to the community. It 

shows that Generation Y “agreed” that their organization has strong image in the community. They 

acknowledged that they are employed by a well known organization to the community. They even claimed that 

their organization is sought for by the community in providing services. Accordingly, they highly protecting and 

upholding the image of the school in the community.   
 

 As shown in Table 5, the comparative data of employee engagement shows that the Generation X got 

the highest grand mean of 4.04, then the Baby Boomers at a grand mean of 4.00, and lastly, the Generation Y at 

a grand mean of 3.78. Generally, the data presented that the three generations “agreed” that they had a high level 

of employee engagement in the organization. 
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Table 5 

Comparative Summary of Employee Engagement       

 Parameters BB- 

Mean 

Value 

BB- 

Description 

GX- 

Mean 

Value 

GX- 

Description 

GY- 

Mean 

Value 

GY-Description 

1. Control Over the Job 4.22 Agree 4.21 Agree 4.06 Agree 

2. Availability of Tools and Resources 3.99 Agree 4.19 Agree 3.77 Agree 

3. Recognition for Performance 3.85 Agree 3.87 Agree 3.49 Moderately Agree 

4. Provision for Fair Rewards for Work 3.65 Agree 3.70 Agree 3.41 Moderately Agree 

5. Recognition of Ideas and Suggestions 3.91 Agree 3.74 Agee 3.63 Agree 

6. Importance to Individual Needs 3.83 Agree 3.91 Agree 3.59 Agree 

7. Image of the Company in the Industry 

Sector 

4.34 Agree 4.34 Agree 4.20 Agree 

8. Image of the Company in the 

Community 

4.22 Agree 4.37 Agree 4.07 Agree 

 Grand Mean 4.00 Agree 4.04 Agree 3.78 Agree 

 

Organizational Performance 

 Tables 6 to 8 discussed the level of organizational performance as the effect of employee engagement 

among generational group of employees in the workplace.  The dimensions used to measure are: organizational 

relevance, organizational effectiveness, organizational efficiency and financial viability.  
 

Table 6 

Result of Organizational Performance for Baby Boomers    ___________ 

 Mean Value Description 

Organizational Relevance 4.19 Agree 

Organizational Effectiveness 4.03 Agree 

Organizational Efficiency 3.93 Agree 

Financial Viability 3.98 Agree 

Grand Mean 4.03 Agree 

n=15 

Organizational Relevance 

 For the organizational relevance, Baby Boomers generation had a mean value level of 4.19. This level 

value suggested that Baby Boomers “agreed” that their engagement had high effect on organizational 

performance. They agreed that there is an increase in management satisfaction the way they engage with their 

jobs.  Moreover, they believed that they had visible engagement to support the school’s program and activities. 

The said actions that they had lead the community feel organizationally relevant leading them avail or advertise 

the services of the school. 
 

Organizational Effectiveness 

 The Baby Boomers had a mean level of 4.03 in terms of organizational effectiveness. This result 

implied that Baby Boomers “agreed” that they had high level of organizational performance in terms of 

organizational effectiveness. Data connotes that there is increase in organizational effectiveness among Baby 

Boomers as a result of their engagement. In detailed, it can be wrapped up that there is  awareness among Baby 

Boomers about the mission, vision and goals of the school that lead them to become effective in the workplace. 
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Moreover, it depicts that there is investment being provided by the administration to the leadership and 

management development among Baby Boomers to further become effective in the workplace. This 

effectiveness can be seen on how they perform well in the organization that resulted to positive feedback of the 

client to their evaluation.  
 

Organizational Efficiency  

For organizational efficiency for Baby Boomers, the mean level was 3.93. This means that Baby 

Boomers “agreed” that they had high level of organizational efficiency in the organization. Data also reveals 

that this organizational efficiency was a direct effect of their high level of engagement in the workplace. This 

high level of efficiency can be linked to their high level of proficiency in doing their jobs. This is also the effect 

of the personal competencies that they had in the workplace as a result of administration move to increase 

funding for training and development. 
 

Financial Viability 

 For financial viability on the other hand, it has a mean level of 3.98. This result implied that Baby 

Boomers “agreed” that their organization had high level of financial viability. This financial viability is a direct 

effect of their high level of engagement in the workplace. It can be noted that financial viability was achieved 

because of increasing number of enrolment in the school that they are working with because of increasing 

investment in the HR department.  As a result, the school had the capacity to survive with its own normal 

operating cycle. 
 

 Overall, for Baby Boomers Generation, the organizational performance was rated as 4.03. This means 

that Baby boomers in general “agreed” that there organization had high level of organizational performance in 

terms of organizational relevance (4.19), organizational effectiveness (4.03), organizational efficiency (3.93) 

and financial viability (3.98) as a result of their high level of engagement.  
 

Table 7 

Result of Organizational Performance for Generation X    ___________ 

 Mean Value Description 

Organizational Relevance 3.87 Agree 

Organizational Effectiveness 4.07 Agree 

Organizational Efficiency 3.85 Agree 

Financial Viability 3.74 Agree 

Grand Mean 3.88 Agree 

n=53 
 

Organizational Relevance 

 For organizational relevance, Generation X had a mean level of 3.87. This level value implied that 

Generation X “agreed” that their organization had a high level of performance in terms of organizational 

relevance. It can be noted that this organizational relevance is a direct result of employees’ visible engagement 

and commitment on the program and activities of their institution. Moreover, it is also about taking action on the 

feedback of the customer for the improvement of services. Thus, those situations happening inside the 

organization reflects to the stakeholders’ point of view leading them to assess the relevance of this organization 

to cater their needs. As a result there is an increasing number of students enrolled in the school. 
 

Organizational Effectiveness 

 For the Generation X, the mean value for organizational effectiveness is 4.07.  This means that 

Generation X “agreed” that their organization had high level of organizational performance in terms of 

organizational effectiveness. Through the result, it can be gleaned that there is organizational effectiveness 

because of the very good performance of Generation X in handling their jobs. This was attributed by good 

alignment of strategy. Moreover, there is effective performance and career management among employees. As a 

result, there is a visible organizational effectiveness as shown in their exemplary performance of graduates in 

the board examination.  
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Organizational Efficiency 

 For organizational efficiency for Generation X, the mean value was 3.85. This mean value implied that 

Generation X “agreed” that their organization had high level of performance as to organizational efficiency. 

This organizational efficiency can be illustrated by minimal number of absences observed among Generation X 

employees. The beating of deadline for paper works and requirements. It even includes the minimal numbers of 

resigning employees among Generation X. 
 

 Financial Viability 

 The financial viability for Generation X has a mean value of 3.74. This mean value implied that the 

Generation X “agreed” that their organization have a high level of organizational performance in terms of 

financial viability. This data also suggested that Generation X claimed that their organization is profitable due to 

the increasing number of students enrolling in the institution. It can be noted also that the institution has easy 

access in outsourcing of funds. Moreover, it can be further noted that they had good financial ratios as to 

performance. 
 

 Generally for Generation X, the organizational performance was rated at 3.88. This mean value stated 

that the Generation X employees contributed to the organizational performance of the organization in terms of 

organizational relevance (3.87), organizational effectiveness (4.07), organizational efficiency (3.85) and 

financial viability (3.74) as a result of their high level of engagement. 
 

 Table 8 

Result of Organizational Performance for Generation Y    ___________ 

 Mean Value Description 

Organizational Relevance 3.73 Agree 

Organizational Effectiveness 3.79 Agree 

Organizational Efficiency 3.69 Agree 

Financial Viability 3.62 Agree 

Grand Mean 3.71 Agree 

n=82 
 

Organizational Relevance 

 For organizational relevance, the Generation Y had a mean level of 3.73. This mean level value shows 

that Generation Y “agreed” in general that their organization had high level of performance in terms of 

organizational relevance. This data depicted that the stakeholders considers the services of the institution as 

relevant for their needs. As a result of this organizational relevance, there is an increasing number of students in 

the institution. Moreover, there is an increasing number of agencies that keep sending their student –scholars   to 

the institution. 
 

Organizational Effectiveness 

 For the organizational effectiveness for Generation Y, the mean value was 3.79. This value suggested 

that Generation Y “agreed” that their organization had high level of performance in terms of organizational 

effectiveness. Data reveals that the high level of engagement among Generation Y leads the company to have 

high level of organizational effectiveness.  This result can be noted that this organizational effectiveness is 

evident on school’s graduates’ employability after graduation. Moreover, it is also evident on school’s results on 

accreditation and certification. 
 

Organizational Efficiency 

 For organizational efficiency of Generation Y, it has a mean value of 3.69. This mean value signifies 

that Generation Y “agreed” that their organization has a high level of performance in terms of organizational 

efficiency. This mean value further signifies that this high level of organizational efficiency is a direct effect of 

Generation Y employees high level of engagement. This organizational efficiency was attained as a result of 

Generation Y employees proficiency and productivity in doing the jobs. 

Financial Viability 
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 The financial viability for Generation Y has a mean value of 3.62. This mean value implied that the in 

general the Generation Y employees “agreed” that their organization has high level of organizational 

performance in terms of financial viability. This financial viability was achieved as result of the Generation Y 

high level of engagement. This financial viability of the institution was visibly measured because of the increase 

in income as a result of increasing number of students enrolling in the program.   They can self-support their 

programs and activities and they even cope up with their day to day business operations. 
 

 Table 9 shows the comparative result of organizational performance as perceived by employees in 

terms of generational groups. 
 

Table 9 

Comparative Summary of Organizational Performance     

Parameters BB- 

Mean 

Value 

BB- 

Description 

GX- 

Mean 

Value 

GX- 

Description 

GY- 

Mean 

Value 

GY-

Description 

1. Organizational Relevance 4.19 Agree 3.87 Agree 3.73 Agree 

2. Organizational Effectiveness 4.03 Agree 4.07 Agree 3.79 Agree 

3. Organizational Efficiency 3.93 Agree 3.85 Agree 3.69 Agree  

4. Financial Viability 3.98 Agree 3.74  Agree 3.62 Agree 

     Grand Mean 4.03 Agree 3.88 Agree 3.71 Agree 
  

As shown in Table 9, the comparative data of perceived organizational performance shows that the 

Baby Boomers got the highest grand mean of 4.03, then the Generation X at a grand mean of 3.88, and lastly, 

the Generation Y at a grand mean of 3.71. Generally, the data presented that the three generations “agreed” that 

their organization had high level of organizational performance as a result of their engagement. 
 

Employee Engagement and Organizational Performance 

 Pearson Product Moment of Correlation was the statistical tool used to determine if there is a 

significant relationship that exists between employee engagement and organizational performance. 
 

 Tables 10 to 12 present the result of the relationship of employee engagement and organization 

performance for Baby Boomers, Generation X and Generation Y. 
 

Table 18 

Results for Employee Engagement and Organizational Performance for Baby Boomers_____________ 

  Employee 

Engagement 

Organizational 

Performance 

Employee Engagement Pearson Correlation 

Sig. (2-tailed) 

N 

1 

 

15 

.918** 

.000 

15 

Organizational Performance Pearson Correlation 

Sig. (2-tailed) 

N 

.918** 

.000 

15 

1 

 

15 

**. Correlation   is significant at the 0.01 level (2-tailed) 

For Baby Boomers Generation, there is almost perfect positive correlation (r=0.918) between employee 

engagement and organizational performance. 
 

This result means that the higher the Baby Boomers’ engagement in the organization, the better is their 

performance in the organization. Conversely, the lower is the engagement of the Baby Boomers in the 

organization, the lower is their performance.  
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Table 11 

Results for Employee Engagement and Organizational Performance for Generation X______________ 

  Employee 

Engagement 

Organizational 

Performance 

Employee Engagement Pearson Correlation 

Sig. (2-tailed) 

N 

1 

 

53 

.863** 

.000 

53 

Organizational Performance Pearson Correlation 

Sig. (2-tailed) 

N 

.863** 

.000 

53 

1 

 

53 

**. Correlation   is significant at the 0.01 level (2-tailed) 
 

 For Generation X, there is high positive correlation (r=0.863) between employee engagement and 

organizational performance. 
 

 This result is the same with Baby Boomers’ perceptions of engagement in the organization. The result 

can be gleaned on Generation X that the higher is their engagement, the higher also their performance in the 

organization. On the other hand, the lower is their engagement; the lower also is the organizational performance. 
 

Table 12 

Results for Employee Engagement and Organizational Performance for Generation Y______________ 

  Employee 

Engagement 

Organizational 

Performance 

Employee Engagement Pearson Correlation 

Sig. (2-tailed) 

N 

1 

 

82 

.836** 

.000 

82 

Organizational Performance Pearson Correlation 

Sig. (2-tailed) 

N 

.836** 

.000 

82 

1 

 

82 

**. Correlation   is significant at the 0.01 level (2-tailed) 
  

For Generation Y, there is also a high positive correlation (r=0.836) between engagement and 

organizational performance. 
 

 This result holds true for both Baby Boomers and Generation X. It can be gleaned in the Generation Y 

that the higher their engagement, the higher is their performance. However, the lower the engagement, the lower 

also is their performance. 
 

 From the result of Baby Boomers (r=0.918), Generation X (r=0.863), and Generation Y (r=0.836), it 

clearly implicated that job engagement of employees has direct associations to organizational performance.  

Consequently, school shall strategize and assure that there is a high level of engagement among its employee in 

the workplace. Thus, one can conclude therefore that in the organization, regardless of what generations an 

employee belongs, how the way that employee engaged has positive or negative results to organizational 

performance. 
 

 So, the null hypothesis (Ho1) which states that there is no significant relationship between employee 

engagement when grouped by generations and organizational performance is rejected. Thus, there is significant 

relationship between employee engagement when grouped by generations and organizational performance.  
 

VI. CONCLUSIONS 

 The Generation Y is the highest number of employees employed in the studied private non-sectarian 

school.   
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The Baby Boomers, Generation X and Generation Y generally agreed on the parameters presented for 

employee engagement. This means that Baby Boomers, Generation X and Generation Y had observed that there 

is high level of employee engagement among them in the workplace.  
 

The Baby Boomers, Generation X and Generation Y rated agree on the parameters presented for 

organizational performance. They agreed that their institutions had high level of organizational performance as a 

result of their high level of engagement. 
 

 There is almost perfect positive correlation between employee engagement and organizational 

performance for the generation of Baby Boomers. For Generation X, there is high positive correlation between 

employee engagement and organizational performance. For Generation Y, there is also high positive correlation 

between employee engagement and organizational performance. This result means that the higher the 

engagement in the organization, the better is their performance in the organization. Conversely, the lower is the 

engagement in the organization, the lower is their performance. 
 

 Therefore, the null hypothesis (Ho1) which states that there is no significant relationship between 

employee engagement when grouped by generations and organizational performance is rejected.  
 

VII.  RECOMMENDATIONS 

 Given the findings of the study that there is a significant relationship between employee engagement 

and organizational performance among employees regardless of the generational groups where they belong. 

However, some areas of concern have to be focused to determine a more enhanced organizational performance 

for school. Hence, the following were recommended: 

1. The school may assess the level of their employee engagement. After which, the school may develop a 

program based on the assessment done that will improve their employee engagement.  

 

2. The school may assess its organizational performance and relates it to the level of their employee 

engagement. This is for them to determine those factors needed to enhance organizational performance 

in the organization. 

 

3. There must be an open communication and dialogue in the organization to guarantee openness and 

sharing of ideas. This will assure understanding and awareness in the community specifically on those 

policies, programs and activities being conducted by the school. 

 

4. The proposed human resource development plan on employee may be adopted by the school in their 

aim for highly engaged employees.  

 

5. Similar studies may be done in the future in a larger scope and using other methodologies to assure 

reliability, validity and more in-depth scrutiny ensuring highly engaged that will benefit the school. 

Further studies may be done regarding employee engagement, factors to improve organizational 

performance and multigenerational workforce using the findings of the study to continue developing 

models and instruments which are important to the field of human resources management.   
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