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Abstract: In this time of adversities brought by the pandemic COVID-19, municipal governments face financial, social, and organizational challenges. 
That if not addressed effectively, it might hamper the delivery of public services. This research was conducted with the foremost aim of generating the 
best fit model for municipal governments' organizational resilience. Specifically, it explores the interrelationship among variables, including public 
leadership, job satisfaction, organizational commitment, and organizational resilience. This study utilized quantitative, descriptive-correlational research 
design, and structural equation modeling. Data were sourced from 240 rank and file, permanent plantilla employees of the eight municipal governments 
in the Province of Davao del Norte utilizing an adapted questionnaire. The result revealed that all the exogenous variables of this study are positively 
and significantly correlated to the endogenous variable, which is the organizational resilience. Besides, a test of influence was conducted; the result 
revealed that all the endogenous variables are significantly influencing the organizational resilience. Moreover, the best fit model for organizational 
resilience was generated; this model met the goodness of fit measures' requirements. The best fit model for organizational resilience demonstrates the 
direct effect of public leadership and job satisfaction on organizational resilience. Also, it is observed that there is a correlation between the exogenous 
variables, public leadership, and job satisfaction. Hence, in establishing municipal governments' organizational resilience, the association between public 
leadership and job satisfaction should be fundamentally considered. 
 
Index Terms: COVID-19, Municipal Governments, New Normal, Organizational Resilience, Structural Equation Modeling  

———————————————————— 

1 INTRODUCTION                                                                     

ince COVID-19 arrived at the Philippine ground in the first 
quarter of 2020, national government agencies and local 
government units' stability were tested. Due to the massive 
number of people infected by the virus in a short period of 
time, government agencies are overwhelmed with the 
necessary actions resulting in struggles and challenges in 
terms of providing quality services to the public [21]. In this 
new normal era, organizational resilience is essential for the 
organization to execute its mandate continually. Resilient 
organizations, despite the uncertainty of situations, thrive on 
accomplishing organizational goals consistently. An 
organization's capacity for resilience should be developed 
strategically to ensure that the organization achieves the 
ability to respond in a resilient manner when crisis and 
uncertainties shock [15]. This study's ultimate objective is to 
create a causal model on organizational resilience utilizing the 
three exogenous variables: public leadership, job satisfaction, 
and organizational commitment through the lens of the 
permanent, rank and file employees of municipal governments 
in the Province of Davao del Norte.  
This present study aims to add evidence to a developing body 
of knowledge about organizational resilience and develop a 
new model that consequently anticipates providing a new 
direction towards enhancing the delivery of public services, 
particularly in this era of new normal brought by the pandemic. 
Furthermore, this study will undoubtedly provide vital 
information for the higher authorities in both local and national 
governments on how to strategically intensify the municipal 
governments' resilience since numerous studies conclude that 
this significantly affects the overall performance of the local 

governments. 
 
1.1 Research Objectives 
This study generated a causal model of organizational 
resilience through public leadership, job satisfaction, and 
organizational commitment. Specifically, this dealt with the 
following objectives: 
 
1. To describe the level of public leadership in 
municipal governments in terms of: 

1.1 Accountability leadership; 
1.2 Rule-following leadership; 
1.3 Political loyalty leadership; and 
1.4 Network governance leadership. 

 
2. To describe the level of job satisfaction of 
employees of municipal governments in terms of: 

2.1 Compensation and benefits; 
2.2 Working condition and work itself; 
2.3 Interpersonal relationship and supervision; and 
2.4 Policies and recognition.  

 
3. To describe the level of organizational commitment 
of employees of municipal governments in terms of: 

3.1 Affective commitment; 
3.2 Continuance commitment; and  
3.3 Normative commitment. 

 
4. To describe the level of organizational resilience of 
municipal governments in terms of: 

4.1 Robustness; 
4.2 Agility; and 
4.3 Integrity.  

 
5. To determine the significant relationship between: 

5.1 Public leadership and organizational resilience; 
5.2 Job satisfaction and organizational resilience; 
5.3 Organizational commitment and organizational 

resilience. 
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6. To determine which among the exogenous variables 
best influence the organizational resilience of municipal 
governments. 

7. To determine what model best fits for the organizational 
resilience of municipal governments. 

 
1.2 Hypotheses 
The following hypotheses were tested at 0.05 level of 
significance: 

1. There is no significant relationship between: 
1.1 Public leadership and organizational resilience; 
1.2 Job satisfaction and organizational resilience; 
1.3 Organizational commitment and organizational 

resilience. 
2. There is no exogenous variable that best influences the 

organizational resilience of municipal governments. 
3. There is no model that best fits the organizational 

resilience of municipal governments. 
 

1.3 Review of Related Literature  
In linking public leadership and organizational resilience, the 
following pieces of literature support such assumption. 
Leaders influenced the formation of networks through mutual 
and swift trust and used these to enable collective sense 
making. Further, leaders mindfully communicated with these 
networks in promoting positive emotional contacts among 
members. These leadership traits imply the formation of a 
relational association that could serve as emotional, social, 
and cognitive sources for advance organizational resilience 
[28]. Moreover, resilience concepts emphasized not just an 
organization's capacity to withstand shocks but to adapt also 
and transform. Organizational resilience was affected by these 
factors: resources, planning and preparedness, information 
management, pathways and redundancy, organizational 
culture, social networks, human capital, and leadership 
practices [4]. In incorporating commitment, community 
reciprocity transformational leadership in the organizational 
system equips the organization to adapt to changes and other 
disruptive challenges [31]. For effective leaders, crossing 
change has become a way of life. Through many resilient 
leaders, connections are formed in order for the organization 
to be oriented about resilience. Resilient organizations are 
from resilient leaders who hold transformation leadership 
qualities, model transformational behaviors, professional 
growth expectations among subordinates and furnish the 
required resources to achieve organizational goals [7]. 
Moreover, for the organization to survive during trying times, 
members' resilience and leadership are essential [12]. Also, 
organizational leaders perform a significant role in postcrisis 
activities. An organizational leader should hold the capacity of 
upholding organizational resilience, act with integrity, holds 
orientation in learning, and internal and external stakeholders’ 
connectivity. Further, promoting organizational resiliency and 
working with integrity competency identifies skill for supporting 
change. Furthermore, organizational leaders should be 
communicative and create connectivity with external and 
internal stakeholders [30]. On the job satisfaction and 
organizational resilience, the link is supported by existing 
literature. Individual job satisfaction strongly mediates the 
association between collective perceptions of a particular job's 
social context and performance. Job satisfaction also 
mediates the work resilience of individual and job 
performance. Practically, it is suggested the interventions on 

collective views of social context may advance work resilience, 
job satisfaction, and performance continuously at the level of 
individual employees [19]. Besides, from a system of socio-
ecological perspective, resilience is dynamic. The life 
satisfaction of institutional owners and managers promotes 
organizational resilience. Implications for owners' and 
managers' well-being and approaches to supporting both 
psychological and organizational resilience are suggested to 
be emphasized [23]. Moreover, job satisfaction and resilience 
were found to have a positive correlation with each other. Also, 
a positive relationship between job satisfaction and anticipated 
turnout was revealed. However, resilience and anticipated 
turnout association were demonstrated to have an insignificant 
relationship. With this, organizational resilience is related to 
job satisfaction, while job satisfaction is related to anticipated 
turnout [6]. For the sustainability of organizational resilience, it 
is significant to comprehend that work activity's immediate 
environment performs an essential role. In implementing 
organizational resilience, two lessons stood out. First is that 
there is a need for organizations to work as a well-organized 
system to withstand undesirable circumstances. Second is 
utilizing behaviorism theories; organizations should uphold the 
proper behavior in their employees to deal with disorders [8]. 
 Furthermore, employee resilience is significantly 
predicted by the higher firm and valued employee attitudes 
such as affective commitment, job engagement and job 
satisfaction. However, there should lower behavioral intentions 
related to withdrawal behaviors, just like turnover intention 
[20]. On the other hand, in the assumption of the link between 
organizational commitment, related studies support such a 
claim. It suggested that one of the critical factors of resilience 
in an organization is the high level of commitment of the 
workers toward their organization in times of contingency 
situations. Moreover, organizational commitment improvement 
because of higher resilience at the individual level as 
teamwork in the organization is developed in activities. With 
this, it is suggested that training that aims to uphold 
cooperation under challenging circumstances is essential in 
facilitating organizational resilience [2]. Moreover, it is 
emphasized that resilience impacts organizational 
commitment and the other way around. An investigation 
supported the mediating impact of organizational commitment 
in the association between resilience and organizational 
citizenship behavior (OCB), describing the fundamental 
mechanism of resilience and OCB interrelationship. 
Meanwhile, mediation is limited, implying that resilience 
impacts OCB directly as indirectly by organizational 
commitment [22].  

 
1.4 Theoretical Framework 
The study is fundamentally anchored in the Positive 
Organizational Behavior theory of Luthans. This theory asserts 
that the positive orientation of human resource strengthens 
and capacitates the entire organization for effective 
management and performance improvement. This further 
proposes that resilience is positively related to work 
happiness, job performance as well as the organizational 
commitment of employees [16]. The study is also supported by 
Howard and Irving's proposition, which asserted that 
leadership development is achieved and formed by 
engagement actively in hardship or difficulty. By overcoming 
challenges, an individual establishes a capability to bounce 
back from difficult circumstances. This implies that 
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organizations have an instrumental impact on building 
members' resilience capability by developing leadership while 
reinforcing resiliency in the organization [13]. Supporting 
further is Luthar'sassertion, which states that resilience is 
described as a positive response to stress. This assists the 
employees to stay immune to the undesirable effects of stress 
and other harsh scenarios. Moreover, this also helps 
employees maintain optimistic emotions, which can further be 
turned to affective attachment with the organization. 
Attachment in an affective manner allows employees to 
promote the organization's psychological bond wherein they 
nurture their commitment to the organization [17]. The links 
between the exogenous and endogenous variables is also 
backed by the conclusion of Morales, Martínez, Gómez, López 
and Torres-Argüelles. Accordingly, organizational resilience 
can be predicted by several factors relevant to several sectors. 
Vision sharing, leadership, management of change, 
organizational commitment, values and integrity, knowledge 
management, connectivity awareness, commitment and 
involvement, organizational learning, financial support, and the 
satisfaction of employees are some of the essential factors 
that impact the capacity of the organization for resilience [19].  

 
1.5 Conceptual Framework 
The hypothesized models are composed of two types of latent 
constructs, namely exogenous and endogenous variables. The 
exogenous variables of this study are public leadership, job 
satisfaction and organizational commitment. At the same time, 
the endogenous variable is the organizational resilience. Since 
latent variables were not observed directly, it follows that these 
cannot be directly measured. Thus, the extents of regression 
paths from the latent variable to the observed variables are 
among the most important interests of this study. The first 
exogenous variable is public leadership. Public leadership is a 
concept of leadership focusing on the public aspect and for 
measuring public leadership roles. These roles refer to the 
level to which public leaders actively support their employees 
in dealing with public issues. This variable construct consists 
of accountability leadership, rule-following leadership, political 
loyalty leadership, and network governance leadership [29]. 
The second exogenous variable is job satisfaction. Job 
satisfaction refers to the feeling of pleasure that employees 
experience in their current job and knowing that their job is 
worth doing and how their job gives such feeling. The variable 
construct comprises four domains: compensation and benefits, 
working condition and work itself, interpersonal relationship 
and supervision and policies and recognition [5]. The last 
exogenous variable is organizational commitment. 
Organizational commitment refers to the view of members' 
psychology on their attachment to their organization. This 
plays a significant role in evaluating whether an individual 
stays and works enthusiastically to achieve the organization's 
goals. This variable is consists of three distinguishable 
components: affective, continuance and normative 
commitment [1]. Meanwhile, the endogenous variable of this 
study is the organizational resilience. Organizational resilience 
is the capacity of an organization to predict, prepare, respond, 
and adapt to changes and unexpected distractions in order for 
the organization to prosper and survive. This variable consists 
of three domains: robustness, agility, and integrity [14]. This 
study introduces five alternative models, as shown in figures 1 
to 5 in the succeeding pages. The model framework was 
decomposed into two sub-models: a measurement model and 

a causal model. The measurement model defined relations 
between the observed and unobserved variables. In contrast, 
the causal model described relations among unobserved 
variables. Furthermore, the five hypothesized structure models 
displayed potential causal dependencies between the 
exogenous and endogenous variables. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
Figure 1: Hypothesized Model Showing the Direct Relationship 

of the Latent Exogenous Variables toward the Latent 
Endogenous Variable. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Figure 2: Hypothesized Model Showing the Interrelationships 

between the Latent Exogenous Variables and their Direct 
Causal Relationship toward the Latent Endogenous Variable. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 

Figure 3: Hypothesized Model Showing the Relationship 
between the Public Leadership and Organizational Commitment 

and their Direct Causal Relationship toward the Latent 



INTERNATIONAL JOURNAL OF SCIENTIFIC & TECHNOLOGY RESEARCH VO`LUME 10, ISSUE 05, MAY 2021  ISSN 2277-8616 

212 
IJSTR©2021 
www.ijstr.org 

Endogenous Variable. 
 
 

 
 
 
 
 
 
 
 
 
 
 
 

Figure 4: Hypothesized Model Showing the Relationship 
between Public Leadership and Job Satisfaction and their Direct 

Causal Relationship toward the Latent Endogenous Variable. 
 
 

 
 
 
 
 
 
 
 
 
 

 
Figure 5: Hypothesized Model Showing the Relationship 

between Job Satisfaction and Organizational Commitment and 
their Direct Causal Relationship toward the Latent Endogenous 

Variable. 

 
2 METHOD  
 
2.1 Research Design 
In this study, the researcher utilized the quantitative non-
experimental design research method. While, in generating 
the best fit model, the structural equation model (SEM) was 
used.  The process was divided into two phases; firstly, the 
study utilized the descriptive-correlational method of research 
wherein this method is a measure of associations of the 
variable with varying level of measurement. Accordingly, 
descriptive-correlational studies produce an understanding of 
what is in a specific situation with a recognized population and 
examine the extent to which two or more variables relate to 
each other [26]. Secondly, this study utilized the structural 
equation model (SEM). SEM aims to determine the 
association of exogenous and endogenous variables through 
a series of statistical analyses that determine the proposed 
causal process and or model regarding a specific 
phenomenon [3]. Such methods were used to generate a best 
fit model on organizational resilience of municipal 
governments considering public leadership, job satisfaction, 
and organizational commitment as exogenous variables. 
 
2.2 Population and Sample 
This study's respondents were the rank and file permanent 
employees of the eight municipal governments of Davao del 
Norte. Using the online calculator software developed by 

Soper for computing power and minimum sample size for 
SEM, the sample size was determined. Based on the number 
of latent variables and observed variables of this study, the 
computation proposes a minimum number of 138 samples 
[25]. However, Shah and Goldstein suggested that in a 
structural equation modeling, the sample size should reach at 
least 200 samples [24]. Since the principle of quantitative 
inquiries suggests that the greater the sample size the better, 
and to comply with the two cited literature related to SEM 
samples, the researchers opted to set the sample size to 240. 
Moreover, to determine the samples, cluster sampling was 
utilized. Cluster sampling is used in statistics when natural 
groups are existing in a population. The whole population is 
divided into clusters, or groups and random sample are then 
collected from every group [11]. In this case,the cluster is the 
eight municipal governments in the province. 
 
2.3 Research Instruments 
This study adopted four downloaded scales from web sources. 
The instrument public leadership is from the study Measuring 
Public Leadership: Developing Scales for Four Key Public 
Leadership Roles by Tummers and Knies [29]. The instrument 
for job satisfaction is from Basilio et al. in the study Job 
Satisfaction Levels of PNP Employees in a Provincial City [5]. 
Also, the organizational commitment instrument is from the 
study Affective, Continuance, and Normative Commitment to 
the Organization: An Examination of Construct Validity by Allen 
and Meyer [1]. Simultaneously, the scale for organizational 
resilience is from the study Measuring Organizational 
Resilience: A Scale Development by Kantur and Say [14]. The 
survey research questionnaire had undergone a validation 
process to ensure content validity. The first draft of the 
research instrument was presented to the research committee 
for comments, suggestions and recommendations to improve 
its presentation with the corrections to be included and 
integrated. The final copy was submitted to a panel of experts 
for refinement. The final revision was made by incorporating 
the corrections, comments and suggestions given by the 
expert validators before gathering data. The ratings of the 
validators were consolidated to know the status of the 
questionnaire.  Further, the reliability of the questionnaire was 
tested through pilot testing with Cronbach Alpha. Cronbach's 
alpha reliability coefficient ranges typically between 0 and 1. 
However, there is no lower limit to the coefficient. The closer 
Cronbach's alpha coefficient is to 1.0, the higher the internal 
consistency of the items in the scale [27]. For the pilot test 
result, Cronbach's Alpha should have a score higher than the 
required 0.70 to establish the scale's reliability. The pilot test 
was conducted to 30 samples not included in the actual target 
respondents. For the public leadership scale, the Cronbach's 
Alpha is .818. Moreover, the job satisfaction scale got 
Cronbach’s Alpha .899. Also, the scale for organizational 
commitment got Cronbach's Alpha .874. While the 
organizational resilience scale got a Cronbach's Alpha .949. 
Hence, all the scales of this study passed the reliability test 
through pilot testing. This implies that the results generated 
from the questionnaire of this study are reliable. 
 
2.4 Data Collection 
The study was conducted amidst the new normal era, 
particularly in the month of October year 2020. Approval of the 
Provincial Director of Department of the Interior and Local 
Government (DILG) and the mayors of municipal governments 
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of Davao del Norte were sought to float the research 
instrument since the LGU employees were the respondents of 
this study. Permission letters were delivered to the provincial 
director and mayors for approval. The same procedure was 
done in the conduct of pilot testing in the Municipality of Maco, 
Province of Davao de Oro. After the mayor approved the 
conduct of the study in the organization, the researchers then 
distributed and administered the questionnaire to the rank and 
file permanent employees and retrieved the same after it was 
accomplished. Also, since the study was done amidst the 
COVID-19 pandemic, the researchers adhered to the safety 
protocols of the government by wearing face mask, face shield 
and observing the physical distancing while conducting the 
survey. The retrieval rate of the questionnaire was 100%.  
 
2.5 Statistical Tools 
The following statistical tools were used in the computation of 
data and testing the hypotheses at alpha 0.05 level of 
significance. Mean and Standard Deviation. This was used to 
determine the extent of public leadership, job satisfaction, 
organizational commitment, and organizational resilience.  
Pearson r. This was used to determine the link between public 
leadership, job satisfaction, organizational commitment, and 
organizational resilience. Multiple Regression Analysis. This 
was used to analyze the significant influence of public 
leadership, job satisfaction, and organizational commitment 
toward organizational resilience. Structural Equation Modeling 
(SEM). This was used to explore the best fit model. Factor 
analysis was carried out in testing the latent variables. In 
generating the best fit model, the Alternative Model thru 
Analysis of Moment Structure (AMOS) will be utilized. In order 
to identify the best fit model, all the values of the given indices 
must fall with each criterion. 
Chi Square/Degree of Freedom (CMIN/DF) < 2 
P Value      > 0.05 
Normative Fit Index (NFI)   > 0.90 
Comparative Fit Index (CFI)   > 0.90 
Goodness of Fit Index (GFI)   > 0.90 
Tucker-Lewis Index (TLI)    > 0.90 
Root Mean Square Error of Approximation  
(RMSEA)     < 0.05 
P close      > 0.50 

 
3 RESULTS 
 
3.1 Public Leadership in the Municipal Governments 
Divulged in table 1 is the level of public leadership in Davao 
del Norte's municipal governments with means ranging from 
3.87 to 4.40 with a corresponding overall mean of 4.16 with a 
standard deviation of 0.48 or qualitatively described as high. It 
could be gleaned from the data that the indicator with the 
highest mean rating of 4.40 or very high is the rule-following 
leadership. In contrast, the indicator with the lowest mean 
rating of 3.87 though still described as high, is the political 
loyalty leadership. The overall result indicates that public 
leadership is oftentimes observed in most of the municipal 
governments in the Province of Davao del Norte. 
 

 
 
 
 

 

Table 1. Level of Public Leadership in the Municipal 
Governments of Davao del Norte 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

3.2 Job Satisfaction in the Municipal Governments 
Revealed in table 2 is the level of job satisfaction in the 
municipal governments of Davao del Norte with means 
 

Table 2. Level of Job Satisfaction in the Municipal 
Governments of Davao del Norte 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
ranges from 4.13 to 4.22with a corresponding overall mean of 
4.17 with a standard deviation of 0.43 or qualitatively 
described as high. It could be gleaned from the data that the 
indicator with the highest mean rating of 4.22 or very high is 
the working condition and work itself. However, the indicator 
with the lowest mean rating of 4.13 though still described as 
high, is the interpersonal relationship and supervision. The 
overall result indicates that job satisfaction is oftentimes 
observed by the regular plantilla employees of most of the 
municipal governments in the Province of Davao del Norte. 

 
3.3 Organizational Commitment in the Municipal 

Governments 
Shown in table 3 is the level of organizational commitment in 
the municipal governments of Davao del Norte with means 
ranges from 3.95 to 4.09 with a corresponding overall mean of 
4.01 with a standard deviation of 0.54 or qualitatively 
described as high. It could be observed from the data that the 
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indicator with the highest mean rating of 4.09 or high is the 
affective commitment. However, the indicator withthe lowest 
mean rating of 3.95 though still described as high, is the 
continuance commitment. The overall result indicates that 
organizational commitment is oftentimes observed by the 
regular plantilla employees of most of the municipal 
governments in the Province of Davao del Norte. 

 
Table 3. Level of Organizational Commitment in the Municipal 

Governments of Davao del Norte 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

3.4 Organizational Resilience in the Municipal Governments 
Disclosed in table 4 is the level of organizational resilience in 
Davao del Norte's municipal governments with means  

 
Table 4. Level of Organizational Resilience in the Municipal 

Governments of Davao del Norte 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

ranging from 4.19 to 4.22 with a corresponding overall mean 
of 4.21 with a standard deviation of 0.52 or qualitatively 
described as very high. It could be observed from the data that 
the indicator with the highest mean rating of 4.22 or very high 
is agility. In contrast, the indicator with the lowest mean rating 
of 4.19 though still described as very high, is the robustness. 
The overall result indicates that organizational resilience is 
always observed in most municipal governments in the 
Province of Davao del Norte. 
 

3.5 Relationship between Public Leadership and 
Organizational Resilience 

Reflected in table 5 is the significance of the relationship 
between public leadership and organizational resilience of 
municipal governments with an overall computed r-value of 
.658 and equivalent probability value of .000, very much lower 
than the .05 level of significance set in this study.This means 
that there is a positive high significant correlation between the 
two variables. Hence, the null hypothesis is rejected in this 
context. Also, this implies that in municipal governments, high 
public leadership indicates high organizational resilience.  
 
Table 5. Significance on the Relationship between Public 
Leadership and Organizational Resilience 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Moreover, it is observed that the association between 
accountability leadership and integrity got the highest r-value 
of .606 and p-value of .000 described as positive high 
significant correlation. However, political loyalty leadership and 
robustness correlation got the lowest r-value of .354 and p-
value of .000 described as positive low significant correlation. 

 
3.6 Relationship between Job Satisfaction and 

Organizational Resilience 
Revealed in table 6 is the significance of the relationship 
between job satisfaction and organizational resilience of 
municipal governments with an overall computed r-value of 
.738 and equivalent probability value of .000, verymuch lower 
than the .05 level of significance set in this study. This means 
that there is a positive very high significant correlation 
between the two variables. Hence, null hypothesis is rejected 
in this context. Also, this implies that if the satisfaction of the 
employees is high, it also indicates a high level of 
organizational resilience.   
  

Table 6. Significance on the Relationship between Job 
Satisfaction and Organizational Resilience 
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Furthermore, it is observed that the association between 
policies and recognition and integrity got the highest r-value of 
.652 and p-value of .000 described as positive high significant 
correlation. However, working conditions and work itself and 
agility relationship got the lowest r-value of .467 and p-value of 
.000 described as positive moderate significant correlation. 
 
3.7 Relationship between Organizational Commitment and 

Organizational Resilience 
Shown in table 7 is the significance on the relationship 
between organizational commitment and organizational 
resilience of municipalgovernments with overall computed r-
value of .756 and equivalent probability value of .000 very 
much lower than .05 level of significance set in this study. This 
means that there is a positive, very high significant correlation 
between the two variables. Hence, the null hypothesis is 
rejected in this context. Also, this suggests that if the 
organizational commitment of municipal governments' 
employees is high, it also implies a high level of organizational 
resilience. 
 

Table 7. Significance on the Relationship between 
Organizational Commitment and Organizational Resilience 

 
 
 
 
 
 
 
 
 
 
 
 
Additionally, it is shown that the association between affective 
commitment and robustness got the highest r-value of .675 
and p-value of .000 described as positive high significant 
correlation. However, normative commitment and agility 
relationship got the lowest r-value of .498 and p-value of .000 
described as positive moderate significant correlation. 

 
3.8 Influence of Exogenous Variables toward 

Organizational Resilience 
Disclosed in table 8 is the combined influence of public 
leadership, job satisfaction, and organizational commitment 
toward organizational resilience with a computed f-value of 
134.350, r-value of .794, the r-squared value of .631, and p-
value of .000 lower than .05 level of significance, the overall 
results concurred the rejection of the null hypothesis of this 
context. This implies that the exogenous variables of this study 
are significantly influencing the endogenous variable. 

 
Table 8. Significance on the Influence of Exogenous Variables 

toward Organizational Resilience 
 
 
 
 
 
 
 
 

It could be observed from the result that all the exogenous 
variables got p-value lower than the required level of 
significance (.050) in this study. Organizational resilience is 
influenced by public leadership with p-value .015; job 
satisfaction with p-value .000; and organizational commitment 
with p-value.000. This implies that all the exogenous variables 
are significantly influencing organizational resilience. 
Moreover, determining which among the exogenous variables 
best influences organizational resilience, examining the 
unstandardized beta coefficients is necessary. Public 
leadership towards organizational resilience revealed a beta of 
.167. This means that a unit increase of public leadership will 
result in a .167 increase in organizational resilience. Further, 
job satisfaction towards organizational resilience revealed a 
beta of .332. This means that a unit increase in job satisfaction 
will result in a .332 increase in organizational resilience. 
Furthermore, organizational commitment to organizational 
resilience revealed a beta of .417. This means that a unit 
increase of organizational commitment will result in a .417 
increase in organizational resilience. Hence, organizational 
commitment is the best predictor of organizational resilience 
among the exogenous variables of this study. 

 
3.9 The Best Fit Model 
The generated structural model 6 or the best fit model is 
presented in figure 6. It is revealed that there are two 
remaining latent variables for the best fit model on the 
organizational resilience of municipal governments. Also, it 
could be found in table 25 that the latent variable job 
satisfaction has more influence on organizational resilience 
represented the coefficient (Beta = .815) followed by public 
leadership (Beta=.316). 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 

Figure 6: Generated Model 6 Best Fit Model for Organizational 
Resilience 

 
The main thrust of the study is related to the model that best 
represents the variables as a predictor of municipal 
governments' organizational resilience. The proposed models 
sketched in figure 1 to figure 5 need to be modified to meet the 
goodness of fit measures' requirements. The six models 
generated in the study were encapsulated in table 9. In 
distinguishing the best fit model, all the indices included must 
consistently fall within acceptable ranges. Chi-square/degrees 
of freedom value should be less than 2 with its corresponding 
p-value greater or equal to 0.05. Root Mean Square of Error 
Approximation value must be less than 0.05, and its 
corresponding p-close value must be greater or equal to 0.05. 
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Theother indices, such as a Normed Fit Index, Tucker-Lewis 
Index, Comparative Fit Index, and Goodness of Fit, must be all 
greater than 0.95. 

 
Table 9. Summary of Goodness of Fit Measures of the Six 

Models 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
The first generated structural model showed the direct 

causal relationship between exogenous variables, public 
leadership, job satisfaction, and organizational commitment to 
the endogenous variable, organizational resilience. This entire 
model's computed indices do not reach the acceptable ranges 
of values; thus, the model is a poor fit. The second generated 
structural model exhibits the interrelationship of the exogenous 
variables: public leadership, job satisfaction, and 
organizational commitment to the endogenous variable, 
organizational resilience. This model found poor fit because 
the p-value = .000 and RMSEA = .098 with p-close = .000, all 
did not fall to the acceptable ranges of values. The third 
generated structural model highlights the interrelations of 
public leadership and organizational commitment and their 
direct causal link to organizational resilience. The results 
settled to non-fit model as indicated by its p-value = .000 and 
RMSEA = .094 with p-close = .000. The fourth generated 
structural model indicates the interrelations of public 
leadership and job satisfaction and their direct causal link to 
organizational resilience. The results established a non-fit 
model as indicated by its p-value = .000 and RMSEA = .093 
with p-close = .000. The fifth generated structural model 
reveals the link between job satisfaction and organizational 
commitment and their direct causal link to organizational 
resilience. The results divulged a non-fit model as indicated by 
its p-value = .000 and RMSEA = .115 with p-close = .000.  
Furthermore, the modified model showing the direct causal 
link of the exogenous variables, public leadership, and job 
satisfaction toward the endogenous variable, organizational 
resilience, and their relationship with each other. The 
generated model six found to have indices that shows a very 
good fit to the data as indicated by CMIN/DF = 1.629, p-value 
= .081, RMSEA = .041, p-close = .438 and indices such as NFI 
.971, TLI .982, CFI .988 and GFI .961. All of the indices with 
their corresponding values were greater than 0.95 or met the 
goodness of fit measures' requirements. It is therefore stated 
that the null hypothesis is rejected. It could be concluded that 
there is a model that best fits on organizational resilience of 
municipal governments. 

4 DISCUSSION, CONCLUSION AND RECOMMENDATION  
 
4.1 Discussion  
It is revealed in the results of the correlational analysis that 
there is a significant association between the exogenous and 
endogenous variables of this study. Specifically it can be 
concluded that there is positive, very high, and significant 
correlations between job satisfaction and organizational 
resilience and organizational commitment and organizational 
resilience. However, the correlation result between public 
leadership and organizational resilience gained a positive, 
high, and significant. This result confirms the contention of the 
theory Positive Organizational Behavior of Luthans [16]. This 
theory emphasizes that resilience is positively correlated with 
job performance and organizational commitment of 
employees. If the organization's employees are satisfied with 
their job and have a sense of commitment towards their 
organization, a high level of organizational resilience is 
attained. Besides, Howard and Irvin's proposition is also 
confirmed in this study, which asserted that employees' 
resilience capacity is developed by leadership while 
reinforcing resiliency. Leadership development is formed by 
engagement actively in hardships and difficulties [13]. Also, 
Luthar’s assertion is also confirmed that employees 
emotionally optimistic and stress-free are developing their 
attachment and commitment towards their organization [17]. 
Moreover, employees with a high level of satisfaction in their 
work activate a sense of coherence and resilience [10]. It is 
exposed in the regression analysis results that all the 
exogenous variables established a significant influence toward 
the endogenous variable. In particular, public leadership, job 
satisfaction, and organizational commitment significantly 
influence organizational resilience. This finding corroborates 
Morales et al. articulation that leadership, organizational 
commitment, and satisfaction of employees are the essential 
factors that impact the capacity of organizational resilience 
[19]. It implies that the higher the level of organizational 
commitment, job satisfaction, and public leadership in the 
municipal governments, the higher the possibility for the 
organization to be resilient at any adversities. It can also be 
analyzed in the result that there is an r-squared value of .631 
and a p-value of .000. This indicates that 63.1 percent is the 
coefficient of determinations, which means that the variance of 
organizational resilience can be attributed to the exogenous 
variables' variations by 63.1 percent. The remaining 36.9 
percent is the coefficient of alienation, which is factors that are 
not covered in this study. The analysis of the interrelationships 
among public leadership, job satisfaction, and organizational 
commitment to municipal governments' organizational 
commitment consisted of five alternative models. These 
models were tested to achieve the best fit model for 
organizational resilience. Each model has a framework that 
could be decomposed into two sub-models: the measurement 
model and the structural model. The measurement model 
signifies the measure loads on each factor to their latent 
constructs while the structural model defines relations among 
the latent variables. Moreover, the assessment of fit was used 
as a baseline for accepting and rejecting the model.  Based on 
the results, the model illuminates the essentials of public 
leadership and job satisfaction as predictors of organizational 
resilience. Public leadership and job satisfaction are important 
elements that should be highly established in an organization 
based on the existing literature. Hence, the findings 
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highlighted that municipal governments' organizational 
resilience must be anchored on job satisfaction and public 
leadership. Moreover, the best fit model suggests that job 
satisfaction should be associated with a high level of public 
leadership to significantly predict organizational resilience. On 
the other hand, it is observed that an indicator of public 
leadership, the political loyalty leadership, is removed from the 
model as suggested by the modification indices result of 
AMOS. This implies that political loyalty leadership is not one 
of the factors that significantly contribute in modeling municipal 
governments' organizational resilience. This support 
Christensen contention that political loyalty principle should 
not be pushed too far on civil servants. Major changes and 
loss of stability in civil service may occur when new 
administration comes into power. Furthermore, conflicts 
created and independent expertise is questioned since civil 
servants have been too loyal and committed to specific 
political views [9].  
 
4.2Conclusion 
Public leadership in municipal governments of Davao del 
Norte is high, implying that it is oftentimes observed in most of 
the LGUs in the province. Therefore, municipal governments' 
leaders actively support their employees in the achievement of 
their goals and in dealing with public issues and concerns. 
Also, the municipal governments' leaders demonstrate 
attributes of being a leader following the organization's rules, 
which consequently attracts subordinates to do the same. Job 
satisfaction in municipal governments of Davao del Norte is 
high, suggesting that it is oftentimes observed by the 
employees of the LGUs. Therefore, municipal governments' 
employees are experiencing a desirable degree of satisfaction 
in their job, and they believe that their job is worth performing. 
Also, working conditions and work itself are rated very high; 
hence, the employees' environment is very desirable for their 
job. Organizational commitment in municipal governments of 
Davao del Norte is high, suggesting that it is oftentimes 
observed in most of the municipal governments in the 
province. Hence, employees have a high degree of 
consciousness in terms of attachment to their organization. 
Also, affective commitment got the highest rating among the 
indicators; this means employees are emotional and 
personally devoted to their organization. The municipal 
governments' organizational resilience in Davao del Norte is 
very high, suggesting that it is always observed by the regular 
plantilla employees. Therefore, municipal governments of this 
province are capable of bouncing back during or immediately 
after adversities. Besides, agility rated the highest among the 
indicators of organizational resilience. Hence, the municipal 
government immediately creates a decision and takes action 
on uncertainties, particularly in this new normal era caused by 
the COVID-19 pandemic.   There is a positive, very high, and 
significant correlation between job satisfaction and 
organizational resilience; and organizational commitment and 
organizational resilience. However, the correlation result 
between public leadership and organizational resilience 
gained a positive, high, and significant. Thus, all the 
exogenous variables are associated with organizational 
resilience. Therefore, higher levels of job satisfaction, 
organizational commitment, and public leadership will mean a 
higher level of municipal governments' organizational 
resilience. The regression analysis results revealed that public 
leadership, job satisfaction, and organizational commitment 

established a significant influence on municipal governments' 
organizational resilience. Therefore, any variance of the 
exogenous variables will significantly affect the organizational 
resilience by 63.1 percent per result of the coefficient of 
determination. The best fit model for organizational resilience 
demonstrates the direct effect of public leadership and job 
satisfaction on organizational resilience. This means that a unit 
increase in the exogenous variable will entice a significant 
increase in organizational resilience. Also, it is observed that 
there is a correlation between the exogenous variables, public 
leadership, and job satisfaction. Hence, in predicting municipal 
governments' organizational resilience, the association 
between public leadership and job satisfaction should be 
considered. 
 
4.3 Recommendation 
This study's findings recommend that the Department of the 
Interior and Local Government (DILG) consider the generated 
best fit model as a reference in assisting other municipal 
governments that are currently challenged because of this 
pandemic. DILG might initiate interventions for the municipal 
governments in advancing organizational resilience through 
revisiting the practices and policies of LGUs in relation to job 
satisfaction and public leadership. Also, it is recommended 
that the local government officials develop a more resilient 
organization by providing a more conducive environment for 
their employees and reevaluating their organization's policies 
in relation to the employees' job satisfaction. This 
recommends further that elected officials, as well as the 
department heads, should consider the practice of public 
leadership since this has a positive impact on organizational 
resilience. Furthermore, it is recommended for future 
researchers to conduct more investigations considering other 
exogenous variables in modeling the organizational resilience 
in a different context and local setting. 
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