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A B S T R A C T 

 
The study delved into the intricate dynamics between bureaucratic and humanistic work 

environments and employees' organizational commitment. Extensive literature review was 

undertaken to elucidate these concepts. Employing a descriptive assessment coupled with 

correlational research design, the research focused on employees of the Divine Word College of 

Laoag. Validated questionnaires were utilized for data collection, while statistical tools such as 

weighted mean and Pearson r correlation were employed for analysis. 

The findings revealed a predominance of bureaucratic over humanistic environment, with the 

organizational commitment of employees registering at a high level. However, correlation analysis 

unveiled no significant relationship between the work environment types and organizational 

commitment. Contrary to the initial hypothesis, the study suggests that the observed high 

organizational commitment might be influenced by unexplored factors beyond the scope of this 

research. 

Therefore, it underscores the necessity of further investigations into variables such as psychological 

and organizational factors to comprehensively understand their impact on organizational 

commitment. 

 

© 2024 by the authors. Licensee DWIJMH. This open-access article is distributed under the 

terms and conditions of the Creative Commons Attribution (CC BY) license 

(http://creativecommons.org/licenses/by/4.0/). 

 

 

 Introduction 

In today's increasingly competitive landscape, organizations face challenges driven by external dynamics and 

technological advancements. Staying competitive necessitates continual updates in technology and product/service 

offerings, underscoring the importance of human resource development. While possessing the requisite knowledge 

and skills is crucial, employees' commitment to their roles is equally vital for organizational success. 
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Understanding employees' commitment requires a comprehensive grasp of their work behavior within the 

organizational environment. A conducive workplace, fostering autonomy and creativity, can enhance employee 

performance and organizational outcomes, as indicated by previous studies (Pawirosumarto et al., 2017; Zheinjing 

et al., 2022). This study aims to investigate the impact of bureaucratic and humanistic work environments on 

employees' organizational commitment, providing valuable insights for management to enhance organizational 

performance. 

Given the dearth of research in this area, this study seeks to fill the gap by providing empirical evidence to guide 

management decisions. Structured into sections covering introduction, literature review, research methodology, data 

analysis, and results discussion, this study endeavors to contribute to the understanding of organizational dynamics 

and employee commitment.    

Literature review 

The literature review serves to enrich the study by exploring and synthesizing existing scholarly works relevant to 

its concepts and theories. Through a comprehensive examination of literature, the study discusses and contextualizes 

its theoretical frameworks, providing a solid foundation for the research endeavor. 

Theoretical and conceptual framework 

Work Environment 

Bureaucratic management shapes bureaucratic environment   

Bureaucratic management, as conceptualized by Weber (1966), was initially devised as an efficient and rational 

approach to governance, emphasizing systematic processes and hierarchical structures to ensure order (Mulder, 

2017). This organizational model, reliant on established rules and procedures (CeOpedia, 2019), aims to curb 

favoritism and maintain efficiency (Swedberg & Agewal, 2005). Over time, bureaucracy extended beyond 

government entities, permeating large private organizations as well (Howard, 2012), with its definition evolving to 

denote a rationalized organizational structure characterized by formalization and impersonal relations (Aron, 1994; 

Giddens, 1997, cited by Serpa & Ferreira, 2019). 

Modern bureaucratic frameworks encompass hierarchical authority, rule adherence, division of labor, performance-

based promotion, efficiency, and impersonality (Barnett & Finnemore, 2004; Reynolds, 2018). While bureaucratic 

management is lauded for its efficiency, it is not devoid of drawbacks. Criticisms include organizational bloat, 

decision-making friction, insularity, disempowerment of employees, risk aversion, inertia, and political maneuvering 

(Hammel & Zanini, 2017). 

Such management practices cultivate a bureaucratic environment characterized by rigid adherence to rules, limited 

autonomy, and routine tasks (Langer et al., 2017; Wright & Davis, 2003). Employees often find themselves entangled 

in bureaucratic red tape, detracting from their ability to innovate and adapt (Bozeman & Feeney, 2011). Thus, while 

bureaucratic management offers structure and order, its rigidity can stifle creativity and hinder organizational 

responsiveness. 

Scientific management 

Scientific management, pioneered by Frederick Winslow Taylor (1911), revolutionized workflow by advocating 

data-driven approaches to enhance economic efficiency and productivity (Mitcham, 2005). Taylor observed that 

workers often operated below their potential due to factors like fear of job loss and non-incentive wage systems 
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(NetMBA, n.d.). To address this, he emphasized statistical analysis over rule-of-thumb (Von Brg, 2009) decision-

making, aiming to minimize time and costs while maximizing output (Solomos, 2012). 

Taylor's methodology, exemplified by the pig-iron case, involved time studies to precisely determine task duration 

and optimize efficiency (Wrege, 1991, cited by Solomos, 2012). Moreover, he introduced work standardization, 

linking wages and incentives to job complexity and output (Solomos, 2012). Embracing division of labor and work 

specialization, Taylor delineated clear roles for managers to scientifically define, allocate, and supervise tasks 

(Wrege, 1991). 

While Taylor's principles revolutionized organizational management, critiques emerged. Deming (1991) highlighted 

Taylor's focus on quantity over quality, advocating for customer-centricity and job enlargement. Additionally, Drury 

(1918) criticized Taylor for reducing workers to automatons and proposed more fulfilling work structures. 

In summary, Taylor's scientific management profoundly influenced modern organizational practices, though 

criticisms underscore the need for a balance between efficiency and human-centered approaches.           

Humanistic management creates humanistic environment 

Humanistic management emerged in the early 20th century as a response to the dominance of bureaucratic and 

scientific management theories, which prioritized productivity and profit over the well-being of individuals within 

organizations (Mele, 2016). In contrast to mechanistic approaches, humanistic management places a greater 

emphasis on the human element of organizations, considering people's needs and values as central to effective 

management (Mele, 2016). While scientific management, pioneered by Taylor, viewed management as a science, 

proponents of humanistic management, such as Maslow, Rogers, Moustakas, Follett, and Mayo, saw it as more of 

an art, focusing on human-centered approaches rather than strict procedures and scientific methods (Lilienthal, 

1967). 

The roots of humanistic management can be traced back to a call by Pope Leo XIII in the late 19th century to respect 

the dignity of human beings in economic activities (Leo XIII, 1891, cited by Mele, 2016, Thompson, 2019; Wright, 

2002; Kerstein, 2019). This call reinforced the idea of humanizing the business world and moving away from viewing 

individuals solely as economic resources. While bureaucratic and scientific management prioritize rules, processes, 

and efficiency, humanistic management prioritizes the needs and values of individuals within the organization 

(Adaui, 2013). 

Key figures in humanistic management, including Drucker, argued that management should focus on understanding 

and addressing the needs of employees, recognizing that they are essential to achieving organizational objectives 

(Drucker, 1990). Unlike bureaucratic and scientific management, which often treat profit as the goal, humanistic 

management sees profit to improve the welfare of individuals within the organization (Mele, 2016). 

Central to humanistic management is the idea that motivated and satisfied employees are essential for achieving 

productivity and organizational goals (Swart, 1973). This approach places people above economic objectives, 

emphasizing respect for human dignity and the promotion of well-being (Von Kimakowitz et al., 2011). It calls for 

a shift in focus from viewing individuals as mere means to an end to treating them as subjects with dignity 

(Humanistic Management Center, 2018). 

Practicing humanistic management creates an environment characterized by respect for human dignity and 

prioritization of people over economic objectives (Von Kimakowitz et al., 2011). This approach recognizes the 

importance of considering human needs, values, desires, and emotions in management practices (Humanistic 

Management Center, 2018). By embracing humanistic principles, organizations can create a more supportive and 

fulfilling work environment for their employees (Langer et al., 2017). 
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Organizational commitment 

Organizational commitment encompasses various dimensions, including psychological attachment and identification 

with the organization, as well as the dedication of time and energy to its goals (Leonard, 2009; Ajayi & Muraina, 

2016; Ceylan, 2020). Scholars like Meyer and Allen (1991) and Porter et al. (1974) emphasize the psychological 

aspect, defining it as a state influencing the decision to stay or leave an organization. This aligns with the view of 

Idris and Manganaro (2017), who see it as psychological identification with the workplace. Greenberg and Baron 

(2008) further stress the importance of employees' identification and commitment to the organization. 

Rousseau (1995) argues that organizational commitment arises from a psychological contract between individuals 

and organizations, comprising relational and transactional dimensions. The relational contract involves emotional 

ties and loyalty based on expectations of reward, while the transactional contract is driven by economic exchange. 

Research by Fischer and Mansell (2009), Mathieu and Zajac (1990), Meyer et al. (2002), and Solinger et al. (2008) 

consistently demonstrates the impact of organizational commitment on factors like job satisfaction, job involvement, 

and employee turnover. High organizational commitment correlates with lower turnover rates, reduced absenteeism, 

and increased organizational citizenship behavior, contributing to overall employee well-being (Angle & Perry, 

1981; Mathieu & Zajac, 1990; Meyer et al., 2002; Solinger et al., 2008). 

Dimensions of organizational commitment: affective, continuance and normative 

commitment.   

Organizational commitment, as understood by scholars, encompasses multiple dimensions, including attitudes, 

behaviors, and motivations (Morrow, 1993). Attitude towards the organization reflects emotional attachment, 

identification, and loyalty (Meyer et al., 1990), often manifested through active participation and job involvement 

(Reicher, 1985; O'Reilly, 1989). Miller and Lee (2001) note that this bond is evident in employees' acceptance of 

organizational goals and their willingness to exert effort. 

Scholars have proposed various multidimensional models of organizational commitment. Meyer and Allen (1997) 

identified three dimensions: affective, continuance, and normative commitment. Affective commitment reflects 

emotional attachment, motivating employees to exert effort for the organization (Johnson & Chang, 2006; Becker et 

al., 1996). Continuance commitment arises from a cost-benefit analysis, where employees weigh the advantages of 

staying against the perceived losses of leaving (Allen & Meyer, 1990; Meyer & Allen, 1984). Normative 

commitment stems from a sense of moral and legal obligation (Muhammad et al., 2021). 

O'Reilly and Chatman (1986) proposed compliance, identification, and internalization as dimensions of commitment. 

Compliance relates to extrinsic rewards, akin to continuance commitment (Meyer & Allen, 1997). Identification and 

internalization capture affective commitment, reflecting emotional attachment and valuing organizational goals. 

Similarly, Wechsler and Balfour (1996) identified identification, affiliation, and exchange as dimensions. 

Identification and affiliation align with affective commitment, while exchange mirrors continuance commitment 

(Meyer & Allen, 1997). 

These dimensions overlap, with Meyer and Allen's (1997) model encompassing elements proposed by O'Reilly and 

Chatman (1986) and Wechsler and Balfour (1996). Thus, this paper adopts Meyer and Allen's framework for 

investigating affective, continuance, and normative commitment. 
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 Hypothesis 

Management style and work environment are crucial determinants of employees' work behavior and organizational 

performance (Pawirosumarto et al., 2017; Zheinjing et al., 2022). Building on this understanding, the current study 

posits that both bureaucratic and humanistic work environments exert influence on employees' organizational 

commitment. 

Scope and delimitation of the study 

The study's focus is restricted to examining the relationship between two specific work environments, namely 

bureaucratic and humanistic, and three dimensions of organizational commitment: affective, continuance, and 

normative commitment. The research population comprises individuals affiliated with the Divine Word College of 

Laoag. 

Research methodology 

The study adopts a quantitative approach, employing a descriptive assessment and correlational research design. The 

research is conducted at the Divine Word College of Laoag, focusing on its employees. Data collection is carried out 

through questionnaires, with statistical analysis utilizing both descriptive and inferential statistics, specifically 

weighted mean and Pearson correlation coefficient (Pearson r). Prior to data collection, the researcher sought 

permission from the President of the college to distribute the questionnaires, which were facilitated by employees' 

representatives. Ethical considerations were taken into account, and given the absence of sensitive human issues, 

ethical review was waived. 

The following ranges of values with their descriptive interpretation will be used:  

Statistical Range         Descriptive Interpretation                       

4.21-5.00  Strongly Agree/Very High                                        

3.41-4.20  Agree/High                                                             

2.61-3.40   Somewhat Agree/Moderate                                      

1.81-2.60   Disagree/Low                                            

1.00-1.80  Strongly Disagree/Very Low  

 

Data presentation and analysis 

This section presents data based on the statement of the problems.  

Problem 1: What is the work environment of the institution in terms of 

1.1. Bureaucratic environment 

1.2. Humanistic environment 

 

Table 1. The work environment of Divine Word College of Laoag (n=121) 

  

 WORK ENVIRONMENT  

 WEIGHTED 

MEAN 

 

DESCRIPTIVE  

INTERPRETATION 

 A. Bureaucratic Environment   

 1.  Employees here do the same job, in the same way, every day  3.68 A/H 

 2. Employees are not allowed to do things on their own  3.98 A/H 
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 3. There can be little action taken here until a supervisor approves a 

decision  

3.79 A/H 

 4. Even small matters have to be referred to someone higher up for 

a final answer  

3.69 A/H 

 5. In general, a person who wants to make his own decisions would 

be quickly discouraged in this agency  

3.55 A/H 

 6. There are so many rules and policies to be followed  3.78 A/H 

 7. Decisions are always delayed because they have to go through 

several processes and procedures  

3.72 A/H 

 8. Lower-level managers are not free to make decisions  3.86 A/H 

 9. People are afraid to violate the policies because it means 

punishment  

3.59 A/H 

  Composite Mean  3.74 A/H 

 
 

  

 B. 
Humanistic Environment  

  

 1. When making decisions, the management always considers the 

effect of the decision on the employees   

3.26 SWA/M 

 2. The management puts the employees first before the work  3.22 SWA/M 

 3. The management considers the ideas of employees when making 

decisions  

3.21 SWA/M 

 4. The management always tries their best to serve the needs of 

employees   

3.17 SWA/M 

 5. The management listens to the employees when they employees 

counter problems in their work. 

3.14 SWA/M 

 6. The management respects and treats the employees as human 

beings with dignity  

3.14 SWA/M 

 7. The management recognizes the good efforts of the employees to 

help the institution  

3.14 SWA/M 

 8. There is an open communication between employees and 

management  

3.02 SWA/M 

  
Composite Mean  

3.16 SWA/M 

     

  OVERALL MEAN  3.45  

                                                                                                                                        

Source: Source: Salkind, (2010) and Langer, et al. (2019).  

 

Legend: 

Range of Mean Values    Descriptive Interpretation  

       4.21 - 5.00   Strongly Agree/Very High  

       3.41 - 4.20   Agree/High  

       2.61 - 3.40   Somewhat Agree/Moderate  

       1.81 - 2.60    Disagree/Low      

               1.00 - 1.80                                             Strongly Disagree/Very Low 

 

The table data indicates an overall mean rating of 3.45, reflecting an "agree/high" assessment of the combined 

bureaucratic and humanistic work environment. While both dimensions are perceived positively, the bureaucratic 

environment receives a higher mean rating of 3.74, indicating a dominant presence compared to the humanistic 

environment, rated at 3.16, signifying a moderate presence. Employees in the bureaucratic setting express feelings 

of limited autonomy and adherence to strict procedures, potentially hindering efficiency and motivation (Rosadi et 

al., 2022; Lesmana et al., 2022). Conversely, the humanistic environment demonstrates management's prioritization 

of employee well-being, albeit to a moderate extent, including consideration of employee needs and ideas in 

decision-making and fostering open communication (Daley, 1986). Mele (2016) advocates for a balanced approach, 

combining both management styles to foster creativity, autonomy, and organizational success.    

Problem 2: What is the organizational commitment of the employees in terms of: 

2.1. Affective commitment 

2.2. Continuance commitment 

2.3. Normative commitment 
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Table 2. Organizational commitment of employees of Divine Word College of Laoag (n=121) 

  

 ORGANIZATIONAL COMMITMENT  

 WEIGHTED 

MEAN 

 

DESCRIPTIVE  

INTERPRETATION 

 A. Affective Commitment   

 1. I would be very happy to spend the rest of my career in this 

organization  

3.86 A/H 

 2. I feel as if this organization's problems are my own  3.71 A/H 

 3. I feel like 'part of my family at this organization  3.65 A/H 

 4. I feel 'emotionally attached to this organization  3.70 A/H 

 5. This organization has a great deal of personal meaning for me.  3.86 A/H 

 6. I feel a strong sense of belonging to this organization  3.62 A/H 

  Composite Mean  3.73 A/H 

 
 

  

 B. 
Continuance Commitment  

  

 1. It would be very hard for me to leave my job at this organization 

right now even if I wanted to  

3.72 A/H 

 2. Too much of my life would be disrupted if I left my organization  3.42 A/H 

 3. Right now, staying with my job at this organization is a matter of 

necessity as much as desire  

3.64 A/H 

 4. I believe I have too few options to consider leaving this 

organization  

3.58 A/H 

 5. One of the few negative consequences of leaving my job at this 

organization would be the scarcity of available alternatives 

elsewhere.  

3.50 A/H 

 6. One of the major reasons I continue to work for this organization 

is that leaving would require considerable personal sacrifice  

3.61 A/H 

  
Composite Mean  

3.58 A/H 

 C. 
Normative Commitment  

  

 1. I must remain with my organization.  3.62 A/H 

 2. Even if it were to my advantage, I do not feel it would be right to 

leave.  

3.57 A/H 

 3. I would feel guilty if I left this organization now  3.64 A/H 

 4. This organization deserves my loyalty  3.78 A/H 

 5. I would not leave my organization right now because of my sense 

of obligation to it  

3.76 A/H 

 6. I owe a great deal to this organization 3.84 A/H 

  
Composite Mean  

3.70 A/H 

  OVERALL MEAN  3.67 A/H 

Source: Meyer and Allen (1997).  

The data from the table reveals that employees' overall organizational commitment, encompassing affective, 

continuance, and normative commitment, received an aggregate mean rating of 3.67, indicating an "agree/high" level 

of commitment. This rating reflects a high level of commitment across all three dimensions, as individually assessed. 

Affective commitment is characterized by employees' strong emotional attachment to the institution, with a sense of 

belonging and fulfillment derived from their affiliation (Ardiansyah & Afandi, 2018; Sao et al., 2022). This 

emotional investment translates into enhanced performance and organizational citizenship behavior, as supported by 

prior research (Kumari & Afroz, 2013). 

Continuance commitment relates to employees' perception of the difficulty in leaving the institution due to potential 

disruptions in their lives and limited alternative opportunities elsewhere (Kasogela, 2019). While continuance 

commitment is associated with job performance, it reflects a necessity rather than a choice to remain with the 

organization. 
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Normative commitment, on the other hand, stems from employees' feelings of obligation and loyalty to the 

institution, even when leaving might be advantageous (Igbomor & Ogbumar, 2024). However, research suggests 

that normative commitment may have adverse effects on performance and well-being, as employees may feel 

compelled to stay out of duty rather than genuine commitment (Vandenberghe et al., 2014). 

In summary, while affective and continuance commitment positively contribute to organizational success, normative 

commitment may not align with organizational objectives, potentially hindering performance. 

Problem 3: Is there a relationship between a bureaucratic work environment and 

organizational commitment? 

The results of the test relationships between the bureaucratic work environment and organizational commitment of 

the employees of the institution in terms of affective commitment, continuance commitment, and normative 

commitment revealed that no significant relationships exist between the variables tested as shown by the obtained 

correlation coefficients which ranged from -.056 to -.106. 

These results suggest that regardless of the bureaucratic work environment existing in the institution the affective 

commitment, continuance commitment, and normative commitment of the employees remain the same.  

Table 3. Correlation coefficients obtained on the test of the relationship between bureaucratic work 

environment and organizational commitment of the employees at Divine Word College of 

Laoag (n= 121) 

 

 

Affective Commitment   r  -.106 

 (Sig. 2 - tailed)   .245 

Continuance Commitment  r  -.056 

 (Sig. 2-tailed)   .542 

Normative Commitment  r  -.075 

 (Sig. 2-tailed)   .414 

* Significant at .05 level of significance ( 2-tailed) 

Problem 4: Is there a relationship between a humanistic work environment and organizational 

commitment?  

 The correlation coefficients ranging from -.020 to -.119 on the test of relationships between the humanistic 

environment in the institution and employees' organizational commitment along affective, continuance and 

normative commitments indicate that these variables tested are not significantly related. 

 These findings denote that the institution's humanistic environment has nothing to do with the employees' 

organizational commitment along with affective, continuance, and normative commitments. The employees' 

organizational commitment remains the same regardless of the prevailing humanistic environment in the institution.  

Table 4. Correlation coefficients obtained on the test of the relationship between humanistic work 

environment and organizational commitment of the employees at Divine Word College of 

Laoag (n= 121) 

ORGANIZATIONAL COMMITMENT BUREAUCRATIC ENVIRONMENT  
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Affective Commitment   r  -.106 

 (Sig. 2 - tailed)   .245 

Continuance Commitment  r  -.056 

 (Sig. 2-tailed)   .542 

Normative Commitment  r  -.075 

 (Sig. 2-tailed)   .414 

* Significant at .05 level of significance (2-tailed) 

Results and discussion 

Based on the correlation analysis conducted, the findings indicate that the work environment, including both 

bureaucratic and humanistic aspects, doesn't significantly correlate with organizational commitment among 

employees at Divine Word College of Laoag. This suggests that altering bureaucratic practices or enhancing 

humanistic approaches within the institution may not directly influence the level of organizational commitment 

among employees. 

The notion is supported by the mixed results found in previous studies. While Suzuki and Hur (2019) suggested that 

bureaucratic practices could lead to higher commitment, contrasting results were observed in the study by Idrus 

(2015), indicating lower commitment associated with high bureaucratic leadership. Such discrepancies highlight the 

complexity of the relationship between bureaucratic management and organizational commitment. 

Given these inconsistent findings, it becomes imperative to explore alternative factors influencing organizational 

commitment. Psychological aspects like job satisfaction and well-being, as highlighted by Lee & Kim (2023) and 

Hendri (2019), could play a significant role. Additionally, enhancing job characteristics and fostering a positive 

social environment, as proposed by Dalkrani & Dimitriadis (2020), may also contribute to organizational 

commitment. 

Moreover, while no prior studies were available on the effect of a humanistic environment on organizational 

commitment for comparison, it is recommended to continue investigating various aspects of the organizational 

environment to understand their impact on employee commitment fully. 

The current findings further suggest that organizational commitment among employees at Divine Word College of 

Laoag may be influenced by factors beyond bureaucratic and humanistic management practices. Therefore, further 

research focusing on different psychological and environmental factors is warranted to develop a comprehensive 

understanding of organizational commitment dynamics. 

Conclusion  

The study explored the impact of distinct work environments—namely bureaucratic and humanistic—on 

organizational commitment. The results indicate that within the institution under scrutiny, the bureaucratic 

environment prevails over the humanistic one, suggesting a tendency towards bureaucracy rather than human-

centered practices. Despite this, employees demonstrate a notable level of organizational commitment. 

ORGANIZATIONAL COMMITMENT HUMANISTIC ENVIRONMENT  
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Interestingly, the study did not uncover a significant correlation between the specific work environments—

bureaucratic and humanistic—and organizational commitment. This implies that the observed high level of 

organizational commitment among employees cannot be directly attributed to either the bureaucratic or humanistic 

aspects of the work environment. 

Therefore, there is a need to delve into additional factors that could potentially influence employees' organizational 

commitment, beyond the dichotomy of bureaucratic versus humanistic environments. 

Authors’ contribution.      

Authors contribution:  

Conceptualization: A.B.A., E.A. D.A. Methodology: A.B.A., E.A. D.A. Data collection: A.B.A., E.A. D.A 

Formal Analysis: A.B.A., E.A. D.A Writing-Review and Editing. A.B.A., E.A. D.A 

 

 All authors have read and agreed to the published final version of the manuscript 

 

Institutional Review Board Statement: Ethical review and approval were waived for this study, due to the research 

does not deal with vulnerable groups or sensitive issues. 

 

Data Availability Statement: the data presented in this study are available on request from the corresponding author. 

Data are not publicly available due to privacy. 

Conflict of Interest: The authors declare no conflict of interest 

 

Funding: the study is privately funded.    

 

References 

Adaui, C.R.L. & Habisch, A. (2013). A social capital approach towards social Innovation. In: Osburg, T., 

Schmidpeter, R. (eds). social innovation. CSR, sustainability, ethics & governance. Springer. 

https://doi.org/10.1007/978-3-642-36540-9_6 

Ajayi, K.O. & Muraina, K.O. (2016). Collective bargaining as a tool for industrial conflict in organization and 

conflict resolution. IGI Global: Publisher Timely Knowledge. https://doi.org/10.4018/978-1-4666-9850-5.ch008.  

Ajzen, I. (1993). Attitude theory and the attitude-behavior relation. In D. Krebs, & P. Schidt (Eds.). New directions 

in attitude measurement (pp. 41-57). Walter de Gruyter 

Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of affective, continuance, and normative 

commitment to the organization. Journal of Occupational Psychology, 63, 1–18. https://doi.org/10.1111/j.2044-

8325.1990.tb00506.x 

Angle, H. L., & Perry, J. L. (1981). An empirical assessment of organizational commitment and organizational 

effectiveness. Administrative Science Quarterly, 26(1), 1-14. https://doi.org/10.2307/2392596 

Ardiansyah & Afandi, E. (2018). Impact of affective commitments with employee performance moderated by 

organization citizenship behavior. Advances in Social Science, Education and Humanities Research (ASSEHR), 

304(4).  

Aron, R. (1994). As etapas Do pensamento sociológico (The stages of sociological thinking). Publicações Dom 

Quixote. 

Balfour, D. L., & Wechsler, B. (1996). Organizational commitment: antecedents and outcomes in public 

organizations. Public Productivity & Management Review, 19(3), 256–277. https://doi.org/10.2307/3380574 

https://doi.org/10.1007/978-3-642-36540-9_6
https://doi.org/10.4018/978-1-4666-9850-5.ch008
https://psycnet.apa.org/doi/10.1111/j.2044-8325.1990.tb00506.x
https://psycnet.apa.org/doi/10.1111/j.2044-8325.1990.tb00506.x
https://psycnet.apa.org/doi/10.2307/2392596


Abun et al.,Divine Word  International Journal of Management and Humanities 3(2)(2024) 705-719 

715 
 

Barnett, M. & Finnemore, M. (2004). Rules of the world: international organizations in global politics. Cornel 

University Press.   

Becker, H.S. (1960). Notes on the concept of commitment. American Journal of Sociology, 66, 32-42. 

http://dx.doi.org/10.1086/222820 

Becker, T. E., Billings, R. S., Eveleth, D. M., & Gilbert, N. L. (1996). Foci and bases of employee commitment: 

implications for job performance. Academy of Management Journal, 39, 464–482. https://doi.org/10.2307/256788 

Best, P.W. (1994). Locus of control, personal commitment and commitment to the organization. Unpublished MCom 

thesis. University of South Africa, Pretoria 

Bozeman B., Feeney M. K. (2011). Rules and red tape: a prism for public administration theory and research. 

Sharpe. 

Cambridge Dictionary (n.d). Age. In Cambridge Dictionary. Retrieved March 2, 2024 from 

https://dictionary.cambridge.org/ 

Ceylan, C. (2020). Management by values in educational organizations: a case study of a technical university. IGI 

Global: Publisher Timely Knowledge. https://doi.org/10.4018/978-1-7998-2562-3.ch005.  

CEOPedia (2019). Bureaucratic leadership. CEOPedia Management Online. https://ceopedia.org 

Daley, D. M. (1986). Humanistic management and organizational success: the effect of job and work environment 

characteristics on organizational effectiveness, public responsiveness, and job satisfaction. Public Personnel 

Management, 15(2), 131-142. https://doi.org/10.1177/009102608601500204 

Dalkrani, M. & Dimitriadis, E. (2018). The effect of job satisfaction on employee commitment (December 1, 2018). 

International Journal of Business and Economic Sciences Applied Research, 11(3), 16-23. 

https://doi.org/10.25103/ijbesar.113.02 

Deming, W.E. (1991). Quality, productivity, and competitive position. Quality Enhancement Seminars, Inc 

Drucker, P. (1950). The new society: the anatomy of industrial order. Harper & Brothers.  

Drucker, P. (1990). The new realities. Mandarin  

Drury, H. B. (1918). Scientific management: a history and criticism. Internet Archive Book Reader. 

https://www.arcvive.org  

Fischer, R., & Mansell, A. (2009). Commitment across cultures: a meta-analytic approach. Journal of International 

Business Studies, 40 (8), 1339-1358. http://www.jstor.org/stable/27752450. https://doi.org/ 10.1057/jibs.2009.14 

Gabelli School of Business (n.d). About The humanistic management network. Fordham University Press.  

Giddens, A. (1997). Sociologia [Sociology]. Fundação Calouste Gulbenkian. 

Greenberg, J. & Baron, R.A. (2008). Behavior in organizations. Pearson, Hoboken, 269-274. 

Hammel, G. & Zanini, M. (2017). Assessment: do you know how bureaucratic your organization is? Harvard 

Business Review. https://hbr.org   

https://psycnet.apa.org/doi/10.2307/256788
https://dictionary.cambridge.org/
https://doi.org/10.4018/978-1-7998-2562-3.ch005
https://doi.org/10.4018/978-1-7998-2562-3.ch005
https://ceopedia.org/
https://doi.org/10.1177/009102608601500204
https://www.arcvive.org/
http://www.jstor.org/stable/27752450
http://dx.doi.org/10.1057/jibs.2009.14
https://hbr.org/


Abun et al.,Divine Word  International Journal of Management and Humanities 3(2)(2024) 705-719 

716 
 

Hendri, M.I. (2019). The mediation effect of job satisfaction and organizational commitment on the organizational 

learning effect of employee performance. International Journal of Productivity and Performance Management, 

68(7), 1208-1234. https://doi.org/10.1108/IJPPM-05-2018-0174 

Herrera, J. & Heras-Rosas, C. (2021). The organizational commitment in the company and its relationship with the 

psychological contract. Frontier in Psychology, 11, 609211. https://doi.org/ 10.3389/fpsyg.2020.609211 

Howard, P.K. (2012). To fix America’s education bureaucracy, we need to destroy it. The Atlantic. 

https://www.theatlantic.com 

Humanistic Management Center (2018). The three-stepped approach to humanistic management. Humanistic 

Management Center. http://humanisticmanagement.org 

Idris, A. M., & Manganaro, M. (2017). Relationships between psychological capital, job satisfaction, and 

organizational commitment in the Saudi Oil and Petrochemical Industries. Journal of Human Behaviour in the Social 

Environment, 27, 251–269. https://doi.org/10.1080/10911359.2017.1279098.  

Idrus, A. (2015). The role of bureaucratic leadership, organizational culture, and organizational commitment on 

organizational performance (Study on the local government task force/ SKPD’s financial administration officials in 

Jayapura city government). European Journal of Business and Management, 7(19).  

Igbomor, E. & Ogbuma, S.M. (2024). Empirical evidence of the effect of organizational commitment on employee 

job performance. International Journal of Research Publication and Reviews, 5(1), 1941-1947.   

Johnson, R.E. & Chang, C.H. (2006). “I” is to continuance as “we” is too affective: the relevance of the self-concepts 

for organizational commitment. Journal of Organizational Behavior, 27, 549-570. https://doi.org/ 10.1002/job.364  

Kasogela, O. K. (2019). The impacts of continuance commitment to job performance: a theoretical model for 

employees in developing economies like Tanzania. Advanced Journal of Social Science, 5(1), 93–100. 

https://doi.org/10.21467/ajss.5.1.93-100 

Kerstein, S. (2019). Treating persons as means. Stanford Encyclopedia of Philosophy. https://plato.stanford.edu 

Kumari, N. & Afroz, N. (2013). The impact of affective commitment in employees' life satisfaction. Global Journal 

of Management and Business Research Interdisciplinary, 13(7).  

Langer, J., Feeney, M. K., & Lee, S. E. (2019). Employee fit and job satisfaction in bureaucratic and entrepreneurial 

work environments. Review of Public Personnel Administration, 39(1), 135–

155. https://doi.org/10.1177/0734371X17693056 

Lee, M., & Kim, B. (2023). Effect of employee experience on organizational commitment: case of South 

Korea. Behavioral sciences (Basel, Switzerland), 13(7), 521. https://doi.org/10.3390/bs13070521 

Leo XIII (1891). Encyclical-letter “Rerum Novarum”. The Holy See. https://www.vatican.va 

Leonard, A.C. (2009). Alignment with sound relationships and SLA support. Encyclopedia of Information Science 

and Technology, Second Edition. https://doi.org/10.4018/978-1-60566-026-4.    

Lesmana, D., Rosadi, B., Hermana, D., Liu, R. & Winarno, A. (2022). Analyzing the effect of bureaucratic leadership 

on public service motivation and job performance. Journal of Local Government Issues, 5(2). 

https://doi.org/10.22219/logos.v5i2.20904 

 

Lilienthal, D.E. (1967). Management: a humanist art. Carnegie Institute of Technology.  

https://www.emerald.com/insight/search?q=Muhammad%20Irfani%20Hendri
https://www.emerald.com/insight/publication/issn/1741-0401
https://doi.org/10.1108/IJPPM-05-2018-0174
https://www.theatlantic.com/
http://humanisticmanagement.org/
https://doi.org/10.1080/10911359.2017.1279098
https://plato.stanford.edu/
https://doi.org/10.1177/0734371X17693056
https://www.vatican.va/
https://www.igi-global.com/book/encyclopedia-information-science-technology-second/362
https://www.igi-global.com/book/encyclopedia-information-science-technology-second/362
https://doi.org/10.4018/978-1-60566-026-4
https://doi.org/10.4018/978-1-60566-026-4
https://doi.org/10.22219/logos.v5i2.20904


Abun et al.,Divine Word  International Journal of Management and Humanities 3(2)(2024) 705-719 

717 
 

Lowry R. J. (1973). Abraham Maslow: an intellectual portrait. Brooks/Cole 

Macneil, I.R. (1985). Relational contract: what we do and do not know. Wisconsin Law Review 1, 483-52 

Mathieu, J. E., & Zajac, D. M. (1990). A review and meta-analysis of the antecedent's correlation, and consequences 

of organizational commitment. Psychological Bulletin, 108, 171-194. https://doi.org/10.1037/0033-2909.108.2.171 

Mele, D. (2016). Understanding humanistic management. Humanistic Management Journal, 1, 33-55.  

Meyer, J. P., & Allen, N. J. (1984). Testing the ‘side-bet theory’ of organizational commitment: some methodological 

considerations. Journal of Applied Psychology, 69, 372–378. https://doi.org/10.1037/0021-9010.69.3.372      

Meyer, J.P., Allen, N.J. & Gellatly, I.R. (1990). Affective and continuance commitment to the organization: 

evaluation of measures and analysis of concurrent and time-Lagged relations.  Journal of Applied Psychology, 75, 

710–720. https://doi.org/10.1037/0021-9010.75.6.710 

Meyer, J.P. & Allen, N.J. (1991). A three-component conceptualization of organizational commitment. Human 

Resource Management Review, 1(1), 61-89. https://doi.org/10.1016/1053-4822(91)90011-Z 

Meyer, J. P., Stanley, D. J., Herscovitch, L., & Topolnytsky, L. (2002). Affective, continuance, and normative 

commitment to the agency: a meta-analysis of antecedents, correlates, and consequences. Journal of Vocational 

Behavior, 61(1), 20-52. https://doi.org/10.1006/jvbe.2001.1842 

Meyer, J. P., Becker, T. E., & Vandenberghe, C. (2004). Employee commitment and motivation: a conceptual 

analysis and integrative model. Journal of Applied Psychology, 89, 991–1007.  https://doi.org/10.1037/0021-

9010.89.6.991 

Meyer, J.P. & Allen, N.J. (1997). Commitment in the workplace. theory, research and application. Sage 

Miller, K. (2003). Values, attitudes and job satisfaction In Robbins, S.P., Odendaal A. & Roodt, G. (eds). 

Organizational behavior: global and Southern African perspectives. Pearson Education South Africa  

Miller, D. & Lee, J. (2001). The people make the process: commitment to employees, decision making and 

performance. Journal of Management, 27, 163–189.  https://doi.org/10.1016/S0149-2063(00)00094-5 

Mitcham, C. & Adam, B. (2005). “Management”, encyclopedia of science, technology, and ethics. McGraw-Hill, 

Inc.   

Morrow, P.C. (1993). The theory and measurement of work commitment. Jai. 

Muhammad, S., Afridi, F. K., Ali, M. W., Shah, W. U., & Alasan, I. I. (2021). Effect of training on employee 

commitment: mediating role of job satisfaction. Pakistan Journal of Society, Education and Language (PJSEL), 

7(1), 28-37. 

Mulder, P. (2017). Bureaucratic theory by Max Weber. Toolshero. https://www.toolshero.com 

NetMBA (n.d). Frederick Taylor and scientific management. Management. http://www.netmba.com 

O’Reilly, C. (1989). Corporations, culture and commitment. California Management Review, 31, 9–24. 

https://psycnet.apa.org/doi/10.1037/0033-2909.108.2.171
https://psycnet.apa.org/doi/10.1037/0021-9010.69.3.372
https://psycnet.apa.org/doi/10.1037/0021-9010.75.6.710
https://doi.org/10.1016/1053-4822(91)90011-Z
https://doi.org/10.1006/jvbe.2001.1842
https://psycnet.apa.org/doi/10.1037/0021-9010.89.6.991
https://psycnet.apa.org/doi/10.1037/0021-9010.89.6.991
https://psycnet.apa.org/doi/10.1016/S0149-2063(00)00094-5
https://www.toolshero.com/
http://www.netmba.com/


Abun et al.,Divine Word  International Journal of Management and Humanities 3(2)(2024) 705-719 

718 
 

O'Reilly, C. A., & Chatman, J. (1986). Organizational commitment and psychological attachment: the effects of 

compliance, identification, and internalization on prosocial behaviour. Journal of Applied Psychology, 71, 492-499. 

https://doi.org/10.1037/0021-9010.71.3.492 

Pawirosumarto, S., Sarjana, P.K. and Gunawan, R. (2017). The effect of work environment, leadership style, and 

organizational culture towards job satisfaction and its implication towards employee performance in Parador hotels 

and resorts, Indonesia. International Journal of Law and Management, 59(6), 1337-

1358. https://doi.org/10.1108/IJLMA-10-2016-0085 

Pirson, M. (2017). Humanistic management: protecting dignity and promoting well-being. Cambridge University 

Press 

Porter, L. W., & Lawer, E. E. (1965). Managerial attitudes and performance.  Homewood. 

Porter, L. W., Steers, R. M., Mowday, R. T., & Boulian, P. V. (1974). Organizational commitment, job satisfaction, 

and turnover among psychiatric technicians. Journal of Applied Psychology, 59(5), 603–609. 

https://doi.org/10.1037/h0037335 

Reicher, A.E. (1985). A review and reconceptualization of organizational commitment. Academy of Management 

Review, 10, 465–476.  https://doi.org/10.2307/258128 

Reynolds, L. (2018). Six characteristics of bureaucracy. Bizfluent. https://bizfluent.com 

Ritzer, G. (2004). Enchanting a disenchanted world: revolutionizing the means of consumptions. Pine Forge Press.   

Rosadi, B., Debora, M. & Silalahi, B.A. (2022). The effects of bureaucratic leadership towards motivation and job 

performance of employees of public service institution: a study in Indonesia. Social Science Journal, 12(1).   

 

Rousseau, D. (1995). Psychological contracts in organizations: understanding written and unwritten 

agreements. Sage. 

Serpa, S. & Ferreira, M. (2019). The concept of bureaucracy by Max Weber. International Journal of Science 

Studies, 7(2). 

Shao H, Fu H, Ge Y, Jia W, Li Z and Wang J (2022) Moderating effects of transformational leadership, affective 

commitment, job performance, and job insecurity. Frontier in Psychology, 13, 847147. 

https://doi.org/10.3389/fpsyg.2022.847147 

Solinger, O. N., van Olffen, W., & Roe, R. A. (2008). Beyond the three-component model of organizational 

commitment. Journal of Applied Psychology, 93(1), 70-83 

Solomos, D.K. (2012). Taylor’s scientific management. Review of General Management, Vol. 16(2). 

Suzuki, K. & Hur, H.  (2020) Bureaucratic structures and organizational commitment: findings from a comparative 

study of 20 European countries. Public Management Review, 22, 6, 877-

907. https://doi.org/10.1080/14719037.2019.1619813 

Swart, J.C. (1973). The worth of humanistic management: some contemporary examples. Business Horizons, 16(3), 

41-50.   

Swedberg, R. & Avegal, O. (2005). The Max Weber dictionary: key words and central concepts. Stanford University 

Press 

https://psycnet.apa.org/doi/10.1037/0021-9010.71.3.492
https://www.emerald.com/insight/search?q=Suharno%20Pawirosumarto
https://www.emerald.com/insight/search?q=Purwanto%20Katijan%20Sarjana
https://www.emerald.com/insight/search?q=Rachmad%20Gunawan
https://www.emerald.com/insight/publication/issn/1754-243X
https://doi.org/10.1108/IJLMA-10-2016-0085
https://psycnet.apa.org/doi/10.1037/h0037335
https://psycnet.apa.org/doi/10.2307/258128
https://bizfluent.com/
https://doi.org/10.1080/14719037.2019.1619813


Abun et al.,Divine Word  International Journal of Management and Humanities 3(2)(2024) 705-719 

719 
 

Taylor, F.W. (1911). The principles of scientific management. Norton 

Thompson, S. (2019). Challenges of humanistic ,management. Management. https://bizfluent.com   

Vandenberghe, C., Mignonac, K., & Manville, C. (2015). When normative commitment leads to lower well-being 

and reduced performance. Human Relations, 68(5), 843-870. https://doi.org/10.1177/0018726714547060  

Von Berg, A. (2009). Humanisierung der arbeit. neue formen der arbeitsgestaltung als determinante von 

arbeitszufriedenheit am beispiel teilautonomer arbeitsgruppen. Gottingen Georg- August Universität  

Von Kimakowitz, E., Pirson, M., Dierksmeier, C., Spitzeck, H. & Amann, W. (2011). Introduction to humanistic 

management in practice. Fordham University Press 

Weber, M. (1966). Os fundamentos da organização burocrática: uma construção do tipo ideal.  (The basics of 

bureaucratic organization: A construction of the ideal type).  Zahar Editores 

Wechsler, B. & Balfour, D.L. (1996). New approaches to organizational commitment: a symposium 

introduction. Public Productivity & Management Review, 19(3), 253–255. http://www.jstor.org/stable/3380573 

Wrege, C.D. (1991). Frederick W. Taylor: The father of scientific management. McGraw-Hill Inc. 

Wright, R. G. (2002). Treating persons as ends in themselves: the legal implications of Kantian principle. University 

of Richmond Law Review, 36(1).  

Zhenjing G, Chupradit S, Ku KY, Nassani AA and Haffar M (2022) Impact of employees' workplace environment 

on employees' performance: a multi-mediation model. Frontier in Public Health, 10, 890400. 

https://doi.org/10.3389/fpubh.2022.890400 

 

Publisher’s Note: DWIJMH stays neutral with regard to jurisdictional claims in published maps and institutional affiliations. 

 

© 2024 by the authors. Licensee DWIJMH. This article is an open access article distributed under the terms and 

conditions of the Creative Commons Attribution (CC BY) license (http://creativecommons.org/licenses/by/4.0/). 

Divine Word International Journal of Management and Humanities.  DWIJMH is licensed under a Creative 

Commons Attribution 4.0 International License. 

https://bizfluent.com/
https://doi.org/10.1177/0018726714547060
http://creativecommons.org/licenses/by/4.0/)
http://ssbfnet.com/ojs/index.php/ijrbs
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/

