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Abstract:- This study determined the mediating effects
of meta cognitive awareness on the relationship
between professional commitment on job satisfaction.
The quantitative approach using the correlational
technique and analysis were utilized in this study with a
sample of 300 teachers coming from the Public
Elementary Schools of Manay Central District, Division
of Davao Oriental using purposive sampling technique.
Sets of adapted survey questionnaires were used in
obtaining data from the respondents which were
subjected for content validity and reliability analysis.
The data were analysed using the Mean, Pearson-r, and
Multiple Regression Analysis. The results revealed that
the levels of of professional commitment was rated
high, job satisfaction was also rated as high. While
metacognitive awareness was also rated high.
Moreover, a significant relationship existed between
these variables. A significant relationship between
professional commitment and meta cognitive awareness
was significant. A significant relationship between meta
cognitive awareness and job satisfaction was also
significant. A significant relationship  between
professional commitment and job satisfaction was also
significant. The extent of influence of predictor
variables on job satisfaction was proven in the study.
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I. INTRODUCTION

If teachers are dissatisfied with their work lives, they
will suffer, but their students will suffer as well. Beyond
salary, strong work ethics can influence human beings to
commit or not to commit a crime. Empowerment within
the organization remains weak due to a lack of work ethics
that can no longer enhance teachers' job satisfaction.
Negative consequences associated with low job satisfaction
include lack of active participation in decision-making and
often facing ethical issues stemming from teacher’s
behavior (Steinheider, 2016).

The teacher is the most important factor in the
teaching-learning process. The teacher sets the tone and
light of the classroom. He is the authority figure providing
the direction for behavior. He is a model and is consciously
imitated.  Thus, good teachers are essential for the
effective functioning of the education system and
improving the quality of learning. Job satisfaction enables
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teachers to put their best to do the assigned work.
Maintaining high satisfaction and morale has long been an
important objective for educators (Rico &Ertmer, 2015).

Professional commitment is predicted to be a
potential mediator in the connection between job
satisfaction and organizational commitment, in which the
initial job satisfaction of an individual contributes to their
professional commitment before finally leading to
metacognitive awareness (Stadler et al., 2016; Ritz et al.,
2013) and are only experiencing amounts of burnout
(Croom, 2003). Chaney (2017) found that beginning
teachers who had already left the profession were generally
satisfied with their work as teachers but were dissatisfied
with their workload and time demands. Walker et al.
(2014) found teachers who left the teaching profession
were as satisfied as those who remained, but those who left
cited family issues as a primary reason for leaving. In
addition, the determination of cognitive awareness of
teachers concerning their majors and the teaching
profession can help them analyze themselves better in a
professional manner and may affect their job satisfaction
(Northouse, 2010).

With the vision of what motivates operatives, school
heads can larger ascertain what makes the teachers do their
best job. Managers need to understand what propels their
subordinates and colleagues to be competent heads in the
workplace. The recommendations in this study will enable
school heads to become the best presentation out of their
operatives and raise productivity in their departments.
Further, the influence of the commitment on job
satisfaction has been studied extensively but not on
metacognitive awareness. In the above context, the
researcher took an interest in examining if the
metacognitive awareness mediates the relationship
between professional commitment and teachers' job
satisfaction; hence, making this study a generation of new
knowledge that can give a specific contribution to the field
of education.

Further, this study aims to find out the relationship
between the mediating effects of metacognitive awareness
on the relationship between professional commitment and
job satisfaction.
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1. REVIEW OF RELATED LITERATURE

A. Professional Commitment

Committed teachers tend to perform the roles
effectively that their job requires and establish a good
teacher-student relationship following professional values.
This approach facilitates student learning and the
development of terminal behaviors. However, in the clash
of the career goals and values and the goals and values of
the school, the importance of dedication and commitment
increases (Hansen, 2017).

The concept of professional commitment signifies an
attitude reflecting the strength of the bond between an
employee and an organization. Most of the authors define
this concept as the strength of an individual’s identification
with and involvement in an organization or the
psychological attachment felt by an individual within an
organization and reflecting the degree to which an
individual has interiorized and adopted the organization’s
characteristics or perspective (Ghosh, 2016).

The first indicator is affective professional
commitment. Affective commitment can be characterized
as the emotional connection between the employee and the
organization. It can be defined as the identification and
emotional commitment of the employee towards the
organization, leading to them remaining there (Cho &
Huang, 2012; Meyer, 2014). Affective commitment is
developed through previous work experiences in the
organization, which  usually satisfy  employees'
psychological needs (e.g., the development of
competencies) and thus makes them feel comfortable
within the organization and competent when performing
their job (Topolnytsky, 1998; Ng, 2015).

Affective commitment has been considered a
commitment based on the individual’s identification with
and involvement. It is an emotional commitment, where
school heads that are a great deal affectively connected to
an organization stay within it because they want to
(Ozutku, 2018). The quality of teaching depends a great
deal on the level of teachers’ involvement concerning the
profession exerted, the organization one is part of, and the
professional satisfaction that one feels. On the one side, the
relationship with teacher establishes with one’s students,
the nature of the teaching activity and the work carried on
in the professional community, and the relations with
peers, superiors, and students’ parents lead to professional
achievement and, indirectly, it reflects into the
achievements of one’s students (McCready et al., 2010).

Meanwhile, affective commitment refers to the strong
belief and acceptance of goals and professional values and
the will to make considerable efforts to fulfill the
professional objectives and responsibilities. Along with
their professional experience, school heads effectively
involve themselves in their activity, establishing effective
relationships with peers and students. The studies proved
that the empathy and ability to transpose oneself in another
person’s situation as if you were the other such as teacher’s
professional trait, develops and strengthens in time and has
a strong affective component. Other studies on the
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teacher’s affective abilities confirm they develop in time,
along with performing the teaching profession, and they
turn into steady personality traits (McMahon et al., 2013).

Professional commitment is recognized as a natural
ingredient of the teaching profession. It is closely
connected to school heads' work performance, absenteeism,
burnout, and turnover and has an important influence on
students’ achievement and attitude towards school. Often,
teachers come to be in the profession because of their pull
toward the students. They feel a devotion to educating, and
therefore their priority as a teacher is to their students and
their learning. Committed teachers always put their
students’ wants, needs, and interests first. They strive to
motivate and engage students, and they understand that not
every child will learn in the same way (Demir, 2015).

Teachers occupy a pivotal place of importance in the
education system. Indeed, no one is more responsible for
taking a country forward in the race of modernization and,
at the same time, imparting character to the personalities of
the young than the teachers. All planning, buildings,
equipment, instructional material, organization, etc., could
fail if the right type of teachers is missing (Day et al.,
2007). In addition, affective commitment has been
considered a commitment based on the individual’s
identification with and involvement in the organization. It
is an emotional commitment, where people that are a great
deal affectively connected to an organization stay within it
because they want to (Delima, 2015).

The second indicator is the continuance of
professional commitment. This involves appraisals of
personal investments tied to one's current employment and
the availability of employment alternatives (Meyer &
Allen, 1991). Employees with strong continuance
commitment maintain their employment relationship
because it provides desirable personal outcomes that they
are unwilling to forego or perceive a lack of employment
opportunities elsewhere (Riveros& Tsai, 2011, Cho &
Huang, 2012).

School heads were more likely to persist in the
profession and the same building when they were involved
in constant learning and development. The more also they
stay if they are informed, included in common decision
making, frequently renewed, and motivated through
cooperative determinations (Brown & Wynn, 2009; Tait,
2018).

Continuance commitment means that the workers
cannot risk quitting their jobs as they realize the cost of
giving up the opportunities such as wages, pension rights,
and profit-sharing. The workers keep working at the
present organization as there are no alternative job
opportunities, and they will experience difficulties
transferring their basic skills to another organization
constitutes continuance commitment. Such commitment is
also called rational commitment, which means continuing
to be a member of that organization as leaving would cost
high. Moreover, throughout the study, teachers are more
committed to the organization when they are delivered
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sufficient funds and provisions from the administrators
(Brown & Wynn, 2009; Steers, 2009).

Moreover, this conveys that the school heads are
persistently staying in an organization because of personal
investment, retirement benefits, and faculty development
offered by the government. Consequently, it makes school
heads feel that: staying in an organization is a matter of
necessity as much as they desire; very hard for them to
leave their organization even if they wanted to; much of
their lives will be disrupted if they decide they want to
leave their organization; they have too few options to
consider leaving their organization; have the willingness to
remain on their organization because of personal
investment in non-transferable investment; and continue
staying in their organization because of their close working
relationship with co-workers (Tweve, 2015).

Further, continuance commitment means that the
workers cannot risk quitting their jobs as they realize the
cost of giving up the opportunities such as wages, pension
rights, and profit-sharing. The workers keep working at the
present organization as there are no alternative job
opportunities, and they will experience difficulties
transferring their basic skills to another organization
constitutes continuance commitment (Ozutku, 2018).

In the same wvein, such commitment is also called
rational commitment, which means continuing to be a
member of that organization as leaving would cost high.
Moreover, Dependable throughout the study is that
teachers are more committed to the organization when they
are delivered sufficient funds and provisions from the
administrators. School heads were more likely to persist in
the profession and the same building when they were
involved in constant learning and development. The more
also they stay if they are informed, included in common
decision making, frequently renewed, and motivated
through cooperative determinations (Brown & Wynn,
2009; Denton, 2019).

The third indicator is normative professional
commitment. This expresses that the school heads are
obligated to remain in the organization due to believing
that it is moral and right. Also, this implies that teachers
feel that: they are guilty if they leave their organization
now; their organization deserves their loyalty; they owe a
great deal to their organization; they have loyalty to their
organization because of family investment in the
organization; and they have to stay in their organization
because they still have to contribute to the effectiveness of
their organization (Kardes, 2009; Shashi, 2014).

In addition, normative commitment is based upon an
ideology or a sense of obligation towards the organization,
on the individual’s moral belief that it is right and moral to
continue within the organization. People with a high
normative commitment stay within an organization because
they think they should. This feeling of obligation results
from internalizing the norms exerted on the individual
before following his admission into the organization
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through a process of familial or cultural socialization and,
accordingly, organizational socialization (Kardes, 2019).

The introductory presentation and discussion of
various literature helped highlight the importance of the
influence of professional commitment on their teaching
competence. These served as support to the results and
findings of the study.

B. Job Satisfaction

Job satisfaction is an important concept that is not only
related to an individual, but it is relevant to society’s
wellbeing. Job satisfaction is one factor that will ensure
class performance and productivity of schools. The
teachers would get interested in teaching their students
effectively when satisfied with their jobs. Like India, other
countries are trying to improve their quality of education to
meet Teachers who would perform to maximum capacity
only if they are satisfied with their jobs. So, job satisfaction
is an important phenomenon in every sector, especially in
the teaching profession (Chen, 2010).

If the teachers work under stress, they cannot be
satisfied, negatively impacting the job. So, it is necessary
to identify the factors that influence the teachers to derive
satisfaction from their work. Teachers can do wonders for
transforming the students' raw materials into excellent
finished goods, that is, as complete human beings and
responsible citizens. Additional energy can be developed
when the teachers are satisfied with their job (Rehman,
2015).

Meanwhile, the role of teachers in society and
education can change, but the importance of their position
remains the same. Attracting and retaining quality teachers
is a great challenge to educational institutions. In
education, the essential quality of the teacher is to have a
positive approach. Every teacher must have the potential
and clear intention to discharge their duty with utmost
devotion to derive satisfaction from their work. Job
satisfaction is the combination of emotional and
psychological experience at any work. Job Satisfaction is
the relationship between what everyone expects according
to what everyone achieves. Any work cannot be effectively
done without satisfaction (Ghosh, 2015).

The first domain is security. Teachers' job
satisfaction is the sense of fulfillment and pride felt by
people who enjoy their work and do it well. Job
satisfaction is also how a job provides gratification,
actualization, and enjoyment to the worker. Job satisfaction
is also used to refer to the degree to which a teacher is
happy with their success in meeting their career goals and
expectation (Oh et al., 2017).

Moreover, job dissatisfaction, on the other hand,
occurs when an individual is not happy with their job at the
workplace and therefore cannot be relied upon to give full
devotion to the job assigned. That dissatisfaction occurs
when an individual fails to achieve the desired goal.
Indeed, there are possible reactions to dissatisfaction.
These can be summarized under four broad headings:
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aggression, regretfulness, fixation, and withdrawal
(Khuong& Vu, 2014).

The many and varied problems tend to reduce the
morale of teachers to deliver in their various classrooms.
Offices of the teacher’s employer — The Ghana Education
Services (GES) and the Ghana National Association of
Teachers (GNAT), are inundated with calls from furious
teachers seeking answers to problems related to their
salaries (Govaerts, Kyndt, Dochy, & Baert, 2011).

Moreover, the pay problems facing some teachers
across the country have dampened their spirits, and its
concomitant negative effect on the work output cannot be
ignored. While GNAT will continue to contact the
appropriate Ministries and Departments to seek solutions
to the legitimate concerns of these affected teachers under
its umbrella, we hope that due diligence will be done by
the new government so that teachers will be encouraged to
contribute their full quota to the development of our dear
country (Loganathan, & Dharmaraj, 2017).

The second domain is on work environment. The
work environment directly impacts the employees' job
satisfaction with the construction industry regarding the
managers. Most managers perceive remuneration, job
security, working hours, and information in time as
important to get effective results. It was revealed that there
is a strong relationship between job characteristics,
working conditions with job satisfaction, such as job grade,
dirt, and humidity, noise, lighting, sufficient space for
work, cooperation with others to solve problems, observing
rules and procedures, and to abide with duties. These
factors directly impact organizational performance (Kavita,
2016).

Due to this, working environmental factors such as
pay, decision-making authority, promotional policies,
enjoyable co-workers and advancement, job security,
support from superior and reward systems, etc., are the
main sources to enhance job satisfaction and morale of the
employees. It was found that there is a strong relationship
between working environment and stress (Jamal, 2018)

The third domain is job responsibilities. Strong work
ethics in the organization is the key to the ethical behavior
of employees. Organizations that focus on developing
strong work ethics relevant to the issues faced by
employees will lead to the employees behaving ethically
(Valentine & Barnett, 2013).Hence, the organization
always looks for employees who can perform their job
well. Employees with strong work ethics are reliable,
hardworking, and use great efforts. There appear to be four
broad categories of theory about work ethics and more
specific and concrete theories on satisfaction (Alsop
&Heinsohn, 2015; Apasu, 2011).

The degree to which teachers are guided by their
moral beliefs is considered independent. Teachers have the
right to be guided by their interests in the organization.
Each teacher in the organization confirms what is right and
wrong. The dimensions associated with independence with
the principle of ethics are related to the teachers' personal
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and moral beliefs. Employees focus on themselves and are
guided by their ethics (Islam et al., 2018).

The fourth domain is community attachments/
linkages. Community satisfaction is comprised of the
factors that residents consider important to their happiness
and impact their decisions about where they reside. Part of
community satisfaction is the feeling the people of the
community have toward the local organizations. Griffin
(2011) describes job satisfaction as to how individuals are
pleased with their jobs.

Furthermore, “community attachment is a personal
reaction to departure from the community. Residents
within rural communities consider the attachment they
have to the area. This could be especially evident in those
residents who have children. While the caretaker(s) of the
dependents may desire to move when they consider their
attachments to the community through their children, their
decision to relocate may be altered. Another example of
community attachment is the bond parents have with
grown children residing in the area (Hanaysha, 2016).

Job satisfaction is a very important attribute that
organizations frequently measure. It is a recurring attitude
and therefore needs continuous management. The drive to
understand and explain job satisfaction has been motivated
by useful and practical reasons. It could increase
productivity, enhance organizational commitment, lower
absenteeism, and turnover, and ultimately increase
organizational effectiveness.

C. Metacognitive Awareness

Metacognition is the ability to think about one's
thoughts and regulate them. Teaching metacognitive
strategies can improve the performance of students, which
makes it a good target for action based on evidence. Such
thoughts control the ability to change them. It is a leap
beyond basic comprehension of thought patterns,
integrating the ability to change thoughts and behaviors
(Beisler&Medaille, 2015).

Metacognition includes thinking and thinking before,
during, and after the task of learning. Once students think
about their methods to perform a task, metacognition
begins. When they choose the most effective strategies,
metacognition occurs and determine for themselves
whether the result of these strategies meets the standards
(De Backer et al.,, 2016). It is the awareness and
management of one's thoughts (Smith & Mancy, 2018;
Azevedo, 2015) and the monitoring and control of thought.

It refers to knowledge about oneself and about what
influences one's performance. Moreover, it involves
knowledge, skills, and strategies essential  for
accomplishing a task under various conditions (Mahdavi,
2014). In other words, declarative knowledge refers to the
understanding that a person may have about their abilities
and the salient learning characteristics that affect cognitive
processing (lwai, 2011).
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Moreover, declarative knowledge is knowledge about
what one knows (Sugiharto et al., 2018). It is the
knowledge of how to learn and the factors that encourage
the learning process (Arkorful&Abaidoo, 2015). It is
concerned with the insights of a person about their ability
to process learning and the factors which influence their
performance (De Backer et al., 2012). Further, this type of
knowledge is easily noticed, for instance, when a person is
mindful of the breach between their understanding and the
demands of the transcript.

In the same vein, procedural knowledge refers to the
awareness of applying procedures as learning strategies to
utilize declarative knowledge and achieve goals (Harris et
al., 2016). When someone knows how to do things and
procedures, such as learning strategies, skilled learners
possess more intuitive, accurate, and sufficient procedural
knowledge than unskilled learners. Similarly, procedural
knowledge refers to knowledge about the execution of
procedural skills. Individuals with a high degree of
procedural knowledge use skills more automatically
(Schraw &Moshman, 1995). It necessitates learners to
understand what reading strategies are and how to use
them (Iwai, 2011).

It is also known as the knowledge of efficient
methods, procedural knowledge aimed at achieving
particular learning goals, and the cognizance of how to
apply cognitive skills in the learning process (De Backer et
al., 2012). Knowledge of methods that can be used to
achieve success will provide security for a person facing
problems. The assurance of answering learning-related
problems grows within the ability of the person to apply
their cognitive skills. Further, it is the knowledge about the
approaches that can improve performance (Sugiharto et al.,
2018).

It is the knowledge of when and why to apply various
procedures, skills, and cognitive actions or strategies.
Moreover, this is related to knowing when and why
declarative and procedural knowledge is used. It is
appropriate to add that the conditional knowledge of
efficacious learners makes them facile and flexible in their
strategy use (Asy' ari etal., 2019).

Conditional knowledge is usually associated with
knowledge of external conditions or set up so that the use
and effectiveness of particular strategies can be fitting to
those circumstances (De Backer et al., 2012). Conditional
knowledge is indulgent of when and how to use something
we already know, for example, using different strategies in
different situations (Sugiharto et al., 2018).

Moreover, conditional knowledge is the awareness of
how, when, and where to use particular strategies
(McDermott & Hand, 2013). Conditional knowledge
emphasizes knowledge that links facts to employ inductive
reasoning, making a decision based on facts collected
together (Sugiharto et al., 2018).

This refers to the assortment of proper strategies and
providing resources sufficient for reaching goals (Mahdavi,
2014). More importantly, planning provides a structure and
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context for both teachers and students and the framework
for evaluation (Spencer et al., 2012). Planning entails
thinking about the future and trying to assume control over
the future events by consolidating and managing resources
so they can gratify the successful completion of the set
forth objectives (Bandarin, 2016). Thus, effective teaching
results from planning and enhancing student performance
and achievement (Blazer, 2009).

On the other hand, monitoring can be understood as
an act of cognition and can be tacit within the more general
context of self-regulation. For example, individuals who
are successful in life tend to know what they need and
want, set goals for themselves, and make plans to achieve
these goals (Ylvisaker, 2005). Conscientious teachers
regularly self-evaluate their teaching strategies and
instructional techniques (Koszycki et al., 2010). Hence,
self-appraisal is one useful indicator of competence and
professionalism, which involves reviewing current
knowledge, skills, and attitudes to improve teaching.
Moreover, it implies the importance of reflective reviewing
or monitoring (Rani et al., 2017).

Evaluation refers to examining the progress made
toward goals, triggering further planning, monitoring, and
evaluation (Mahdavi, 2014). Also, evaluation is closely
connected to planning and monitoring reflection-in-action
and reflection-on-action. Continually evaluating the
performance of both the students and teachers is beneficial
to identify learning needs and respond accordingly (Berry,
2008).

A teacher who can employ the use of teaching about
thinking has reached a superior level of metacognitive
thinking for students — planning a course of action before
beginning a task, monitoring themselves during the
execution of a plan, backing up or adjusting a plan
consciously, and evaluating themselves upon completion
(Hargrove, 2013). Teaching about thinking incorporates
the need for thinking out loud for others to understand the
thought processes taking place within one's mind,
providing others with the ability to make connections to
their thinking about their thinking. In layman's terms,
research focuses on a person's ability to plan, monitor, and
evaluate metacognition (Darling-Hammond et al., 2018).

The basis of teaching about thinking is the evaluation
and reflection portion of our metacognition. When
evaluating, teachers need to show their evaluation and
reflection strategies by going back to their work and
honing in on critical aspects of their work that they feel
need refining or revising to assist students with thinking
about their thinking (Marks & Fraley, 2007).

Metacognition is the ability of learners to take
necessary steps to plan suitable strategies for solving the
problems they face, evaluate consequences and outcomes,
and modify the approach as needed, based on the use of
their prior knowledge. Metacognition helps learners
successfully achieve a personal goal by choosing the right
cognitive tool for this purpose.
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D. Correlation between Measures

Organizational commitment can be thought of as an
extension of job satisfaction. It deals with the teacher's
positive attitude, not toward her job but the organization.
The emotions, however, are much stronger in the case of
organizational commitment. It is characterized by the
teachers' attachment to the organization and readiness to
make sacrifices for the organization (Govender &
Parumasur, 2010).

According to Day (2011), teacher commitment is
multidimensional. They can feel the commitment to the
organization, the students, their career continuance, the
professional knowledge base, and the teaching profession.
Commitment to the teaching becomes a reason of internal
driving force for a good performance, and commitment to
the institution becomes a stronger motivational force for
admirable work Job commitment is an emotional
attachment to the job and organization. Hassan et al.
(2018) has described job commitment in three aspects.
Firstly, affective commitment (love for the job) is a strong
emotional attachment to a job/organization that increases
job satisfaction. Secondly, continuance commitment (fear
of job loss) is a fear of loss that could be greater than the
benefit one can get out of the new job. Thirdly, normative
commitment (obligation to stay at a job) is the state of
mind where the employee feels that he should stay with the
organization (Balci, 2007).

Teacher commitment is recognized by
Srisrankulwong (2005) as an intrinsic quality of a good
teacher. It reflects job satisfaction, morale, motivation,
identity, and professional meaning. Committed teachers
will work devotedly for the values and school goals and
engage in promoting the development and well-being of
the students; teachers are committed to both the
organization and the profession in successful schools
(Guay, 2008). Teachers' metacognitive attitude is a strong
predictor of an effective teaching motivation, confirming
the study of Caprara et al. (2006), which emphasizes that
teachers’ beliefs in their capacity to manage class
situations, didactical tasks efficaciously, and interpersonal
relationships with the other school members strongly
influences their level of satisfaction with job conditions
and likely, the morale of the whole school as resulting
from aggregated teachers’ job satisfaction (Bembeanutty,
2007).

Buchanan (2006) strives to describe the relation
between job satisfaction and performance, keeping this
relation's value for organizations. Three factors generally
determine individual performance. Motivation, the desire
to do the job, ability, the capability to do the job, and the
work environment, the tools, materials, and information
needed to do the job. If an employee lacks the ability, the
manager can provide training or replace the worker. If
there is an environmental problem, the manager can also
make adjustments to promote higher performance. But if
motivation is the problem, the manager's task is more
challenging. Individual behavior is a complex
phenomenon, and the manager may not be able to figure
out why the employee is not motivated and how to change
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the behavior. Thus, also motivation plays a vital role since
it might negatively influence performance and because of
its intangible nature.

If your employees are satisfied, they will produce
superior quality performance in optimal time and lead to
growing profits. Satisfied teachers are also more likely to
be creative and innovative and come up with
breakthroughs that allow an institution to grow and change
positively with time and market conditions. The quality or
effectiveness of teachers is associated with their
satisfaction with their profession and their satisfaction with
their values. Thus, it is clear that an effective and
competent teacher will achieve the desired learning
outcomes, provided he is satisfied in his profession or job
(Wright & Crapanzano, 2007).

Committed teachers are likely to be devoted to the
teaching profession and the organization, thus giving the
best of themselves to their work resulting in efficient
utilization of time and resources. Satisfied teachers who
are organizationally committed are likely to have a good
attendance record and adhere to school policies
(Gumussoy, 2007).

Organizational commitment is how a teacher feels
loyalty to a particular organization. Thus, organizational
commitment acts as a psychological link to an organization
that influences individuals to act consistently with the
organization’s interests (Yang, 2002).

Teachers' involvement and commitment are essential
for successfully implementing strategic change in
organizations (Fiegener, 2005; Elbanna, 2012). It can be
said that companies can demand that employees make
strategic changes involving as many managers and
employees as possible.  Tonnessen and Jefsen (2009)
argue that when employees understand the strategy of
their company, they think they are members of the group
and therefore increase their willingness to work towards
common business goals.

The teachers' commitment is considered the principal
indicator of failure or success in the education system. Due
to the minimal commitment of the teachers, students tend
to lose their level of self-efficacy. In this way, students
switch to the deeper strategic approach to learning and
move toward the surface learning approach in the first year
of education (Stavrou et al., 2016).

Furthermore, the initial presentation and discussion
of various literature have helped bring into focus the two
important variables of the study; professional commitment
and job satisfaction. These served as support to the results
and findings of the study.
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I11. MATERIALS AND METHODS

The study employs the quantitative non -
experimental design method of research using the
correlation technique. The plan and structure of this
research are to provide a credible answer to a research
question. Its purpose is to describe obtainable
characteristics such as achievement, attitudes, behavior,
and relationships. The non — experimental quantitative
method is appropriate for the present investigation because
it deals with the mediating effect of metacognitive
awareness on the relationship between professional
commitment and job satisfaction. Variables are not
manipulated; they are only identified and are studied as
they occur in a natural setting (Educational Research,
2011).

The descriptive survey is valuable in proving facts on
which scientific judgments may be based. It provides
essential knowledge about the nature of objects and
persons and plays a large part in the instruments'
development for the measurements of many things. These
instruments are engaged in all types of quantitative
research as data-gathering instruments. The descriptive-
correlational survey method is appropriate for the present
investigation, for it deals with the description and
determination of both independent and dependent variables
(Creswell, 2008).

The mediating variable lies intermediate between
causal factors and an outcome. It causes mediation in the
dependent and independent variables. It further aims to
estimate how a variable affects X's impact on Y. A
mediator is presumed to cause the outcome and not vice
versa. One reason for testing mediation is to understand
how the initial variable affects the outcome (Baron &
Kenny, 1986).

Further, a mediator can be a potential mechanism
where an independent variable can cause changes in a
dependent variable. Thus, the metacognitive awareness
may function as a mediator when variations in the
perceived school professional commitment and job
satisfaction account for the variations in the metacognitive
awareness. And the variations in metacognitive awareness
significantly account for the variations in work
engagement. And finally, the direct link between
professional commitment and job satisfaction is no longer
significant. The interest of the study is to investigate the
relationship between professional commitment and job
satisfaction, the relationship between professional
commitment and job satisfaction, the relationship between
metacognitive awareness and job satisfaction, and the
mediating effect of metacognitive awareness on the
relationship between professional commitment and job
satisfaction of teachers.

These findings were specific to the context of the
public elementary schools of Manay, Davao Oriental. The
scope limits the possibility for the overall applicability of
the results and the sample; accordingly, even though there
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could be common structures, the findings may not have
overall applicability to other systems.

The public elementary schools of Manay District,
Davao Oriental, were chosen as the research setting. The
scope limited the possibility for the general applicability of
the findings and the sample; accordingly, even though
there could be common features, the findings may not have
general applicability to other systems.

The respondents in which public elementary schools
of Manay District are located in the Municipality of
Manay, Davao Oriental. = Manay is a second-class
municipality in the province.

The respondents were 300 public elementary school
students in Manay District from 20 public elementary
schools. Furthermore, the place of the respondents and the
conduct of the study are located in the Municipality of
Manay, Davao Oriental, Philippines.

Moreover, the researcher considered the inclusion
and exclusion criteria in selecting the study's respondents.
The teacher respondents are regular teachers among public
elementary schools in Manay Central District, whose
plantilla numbers are in the Department of Education.
Teachers are willing to submit themselves and are
permitted by their school heads to undergo the survey to be
conducted. Those teachers who voluntarily agree with the
informed consent are included in the survey; hence,
teachers who confessed their denial are excluded from the
study. Further, the researcher considers teachers who
decided to withdraw or back out during the actual
administration of the survey questionnaires.

The gathering of data used by the researcher has
divided into three parts. The first part of the questionnaire
deals with professional commitment. With Cronbach
Alpha result of .877, which implies that the items have
relatively high consistency, having subscales of the
affective professional commitment (APC), continuance
professional commitment (CPC), and normative
professional commitment variable questionnaire was
adapted from (Meyer et al., 1993). The second set of
instruments used is to measure teachers' job satisfaction.
The questionnaire is modified and patterned on the Asia
Pacific Institute of Advanced Research (APIAR) (2018)
study with a Cronbach Alpha result of .912, which implies
that the items have relatively high consistency. With
emphasis on the following indicators: security (salary,
benefits, rewards, performance, recognition, and
promotion), work environment; job responsibilities; and
community attachments/ linkages. And, the third set was
an adapted questionnaire from the Modified Version of
Metacognitive Awareness Inventory for Teachers (MAIT)
developed by (Zhou & Brown, 2017). It encompasses the
six factors of Metacognitive Awareness. The validated
survey questionnaire annexed to this paper be seen in the
appendices part. Items were clustered under six pre-
determined domains: declarative knowledge; procedural
knowledge; conditional knowledge; planning; monitoring;
and evaluating.), with a Cronbach Alpha result of .966,
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which implies that the items have relatively high
consistency.

Moreover, the adapted standardized questionnaire is
valid in contents as they went through a series of
modifications to classify the most reliable and valid
questions. Further, it was already tested and proven by the
authors per se. The questionnaire was designed in a very
comprehensive form with the help of the expert validators
to provide the respondents with ease and comfort in
answering each question and understanding the study's
objective. Upon validation, the questionnaire got an overall
mean score of 4.28, equivalent to the expert validators'
very good descriptive rating.

Also, pilot testing will also be applied. Cronbach
alpha will be used to check the validity of the questionnaire
with the following measures: cognitive awareness and
professional commitment to job satisfaction. Cronbach’s
alpha consistency coefficient customarily ranges between
zero to one. However, there was no lower limit to the
coefficient. The closer the Cronbach’s alpha coefficient to
one, the larger the internal constancy of the items in the
scale (Gliem&Gliem, 2003). There would be modifications
to check the validity of the questionnaires.

In addition, the researcher asked permission from the
office of the Superintendent of the Manay Davao Oriental
to conduct the study among the different public elementary
schools of Manay Davao Oriental. Upon approval, the
letter of endorsement is sought to accommodate the
researcher to administer the survey questionnaire to the
study's respondents. Moreover, the researcher made
another letter to conduct the study to teachers in their
respective schools in Manay Davao Oriental. The
researcher asked for the School Heads' approval to
distribute survey questionnaires to their respective
teachers. The researcher personally handed in the
questionnaire and explained the research tool and its
purpose.

Furthermore, the researcher retrieved the survey
questionnaires after the respondents had answered all
items. Finally, the researcher tallied and tabulated all the
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data gathered from the respondents and subjected them to
statistical analysis. The statistical results are analyzed and
interpreted. With the data, conclusions were drawn, and
recommendations were formulated based on the study's
findings.

The statistical tools that are employed by the
researcher in the analysis and interpretation of the data are
mean which was used to determine the level of
professional commitment, teacher job satisfaction, and
metacognitive awareness to answer problems 1, 2, and 3;
Pearson r was utilized to determine if the relationship
between professional commitment and teacher job
satisfaction, professional commitment ,metacognitive
awareness, and metacognitive awareness and teacher job
satisfaction are significant; and path analysis was
employed to prove the mediation and strengthen the
obtained result.

IV. RESULTS AND DISCUSSION

The presentation, analysis, and interpretation of the
acquired data are depicted in this part of the paper based on
the research objectives of this study. The flow of
presentation on the stated topic is as follows: level of
professional commitment, level of job satisfaction, and
level of metacognitive awareness; the correlation between
professional commitment and job satisfaction; the
correlation between metacognitive awareness and job
satisfaction.

Shown in Table 1 are the average scores for the
indicators of professional commitment, with an overall
mean of 4.13 described as high with a standard deviation
of 0.42. The high level could be attributed to the equally
high rating given by the respondents. The cited overall
mean score was the result gathered from the computed
mean scores of its indicators. The data could glean the
indicator with the highest mean rating of 4.13 or high are
affective professional commitment with a mean score of
0.49 and normative professional commitment with a mean
score of 0.36. In contrast, the indicator with the lowest
mean rating of 4.12, still high, is continuance professional
commitment with a mean score of 0.54.

Indicators Mean SD Descriptive Level
Affective 0.49 4.13 High
Continuance 0.54 4,12 High
Normative 0.36 4.13 High
Overall 0.42 4.13 High

Table 1: Professional Commitment

The data shows that the high level of professional
commitment is due to the high rating given by the
respondents on the importance of affective professional
commitment (APC), continuance professional
commitment, and normative professional commitment;
these indicators registered an overall high rating which
was the product of the high scores rated by the teachers.
This indicates that competent and committed teachers are
one of the most crucial factors in the success of any
education system. A teacher who is truly committed to
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their profession puts students’ learning and interests above
everything else (Gaan, 2008). This finding conforms with
the pronouncement of Levy (2011), which stated that the
teachers were professionals and committed to the teaching
profession. They felt proud of the teaching profession.

In the same vein, McMahon and Hoy (2009) said that
the strong belief and acceptance of goals and professional
values and the will to make considerable efforts to fulfil
the professional objectives and responsibilities. Along with
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their professional experience, teachers effectively involve
themselves in their activity, establishing effective
relationships with peers and students.

The second objective was to determine the level of
job satisfaction which was measured through a survey
questionnaire with the following indicators are security;
work environment; job responsibilities; and community
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attachment/linkages. Shown in Table 2 are the data on the
level of job satisfaction. Computations yield a grand mean
of 4.00 or high with a standard deviation of 0.27,
indicating that job satisfaction is always manifested. It
could be gleaned from the data that the indicator with the
highest mean rating of 4.10 or high is community
attachment/linkages.

Indicators SD Mean Descriptive Level

Security 0.29 3.97 High

Work Environment 0.31 4.01 High

Job Responsibility 0.31 3.90 High

Community 0.34 4.10 High
Attachments/Linkages

Overall 0.27 4.00 High

Table 2: Job Satisfaction

In contrast, job responsibility is the indicator with the
lowest mean rating of 3.90 but still high. The two other
indicators work environment got a mean score of 4.01 with
a standard deviation of 0.31; and, security with a mean
score of 3.97 and a standard deviation of 0.29.

As rated by the respondents, the high level of job
satisfaction, these indicators registered an overall very
high rating, which was the product of the very high scores
rated by the teachers. This indicates that every teacher
must have the potential and clear intention to discharge
their duty with utmost devotion to derive satisfaction from
their work. Job satisfaction is the combination of
emotional and psychological experience at any work. Job
Satisfaction is the relationship between what everyone
expects according to what everyone achieves. Any work
cannot be effectively done without satisfaction

The viewpoints of various authors, including Ololube
(2008); Ghosh (2015); Kavita (2013), said that teachers'
job satisfaction is the sense of fulfilment and pride felt by
people who enjoy their work and do it well. Job
satisfaction is also how a job provides gratification,
actualization, and enjoyment to the worker. Job

satisfaction is also used to refer to the degree to which a
teacher is happy with their success in meeting their career
goals and expectation.

The third objective was to determine the level of
metacognitive awareness, which was measured through a
survey questionnaire. Shown in Table 3 are the data on the
level of metacognitive awareness. Computations yield a
grand mean of 4.17or high with a standard deviation of
0.37, indicating that metacognitive awareness is oftentimes
manifested. The high level of metacognitive awareness is
due to the high ratings given by the respondents. This
implies that the teachers possess the necessary knowledge,
skills, and strategies for accomplishing tasks under various
conditions; they display a high metacognitive awareness
(Mahdavi, 2014). These practices, therefore, are expected
to increase understanding of their abilities and the salient
learning characteristics that affect cognitive processing
since it is in line with the views of various authors (lwali,
2011; Mahdavi, 2014; Spencer et al., 2012) who stated that
teachers need to progress in providing structure, as well as
the framework and evaluation.

Metacognitive Mean Descriptive Level
Awareness
Overall 0.37 4.17 High

Table 3: Extent of Metacognitive Awareness

Illustrated in Table 4 is the test result on the
relationship between the variables. The result shows that
the overall values reveal a positive and significant
relationship between professional commitment and job
satisfaction. The overall result reflects that professional
commitment is positively correlated with job satisfaction
since the overall r-value is .874 with a p-value p < 0.01,
hence rejecting the null hypothesis. Hence, there is a
positive association between the two variables.
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In particular, it revealed a positive and significant
relationship between all indicators of professional
commitment and job satisfaction, as revealed in the P-
value of less than 0.05, and with an r-value of .848 on
security, .689 on the work environment, .694 on job
responsibilities, and .805 on community
attachments/linkages, with an overall value of 874.
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Pair Variables p-value Decision on Ho
IV and DV Professional Commitment and Job .874* 0.000 Reject
Satisfaction
IV and MV Professional Commitment and Meta 719* 0.000 Reject
Cognitive Awareness
MV and DV Meta Cognitive Awareness and Job .812* 0.000 Reject
Satisfaction

Table 4: Relationship between the variables

The present study reveals a significant relationship
between professional commitment and job satisfaction.
This implies that a teacher’s professional commitment
influences job satisfaction, as seen in the data. This
confirms the study of Wright and Crapanzano (2007) that
satisfied teachers are also more likely to be creative and
innovative and come up with breakthroughs that allow an
institution to grow and change positively with time and
changing market conditions. The quality or effectiveness of
teachers is associated with their satisfaction with their
profession and their satisfaction with their values. Thus, it
is clear that an effective and competent teacher will
achieve the desired learning outcomes, provided he is
satisfied in his profession or job.

Moreover, the test result on the relationship between
professional commitment metacognitive awareness as
shown Table 4 as well. This relationship was tested at a
0.05 level of significance. In particular, it revealed a
positive and significant relationship between all indicators
of professional commitment and metacognitive awareness,
as revealed in the p-value of less than 0.05 and with an r-
value of .699 for affective professional commitment, .682
for continuance professional commitment, and .633 on
normative professional commitment, with an overall value
of 719. When all indicators, professional commitment, are
correlated with the indicators of metacognitive awareness,
all r- values were greater than p<0.05 significant level,
hence, significant.

To sum it up, professional commitment and
metacognitive awareness show a moderate positive
relationship; this implies that professional commitment has
something to do with metacognitive awareness. So, if the
professional commitment improves, the teachers gain
awareness about and control over how they think and teach
by planning, monitoring, evaluating, and adjusting their
instructional goals and teaching strategies according to
their student's needs and the sociocultural context. The
present study reveals a significant relationship between
professional commitment and metacognitive awareness.
This implies that professional commitment significantly

influences metacognitive awareness, as seen in the data.
This confirms the study of Takallou (2011) stressed that
committed teachers are concerned with their students'
development and profoundly struggle with how to keep
students learning. They cultivate students’ curiosity and
interest in learning. Showing commitment to student
learning can be an important factor in motivating students.
Committed teachers recognize and endeavor to fulfill their
responsibilities to their students. The degree of loyalty
committed teachers to have toward their profession is one
of their distinguishing characteristics.

As for the result of the test on the relationship
between metacognitive awareness and job satisfaction. In
particular, it revealed a positive and significant relationship
between all indicators of metacognitive awareness and job
satisfaction, as revealed in the P-value of less than 0.05,
and with an r-value of .728 on security, .647 on the work
environment, .676 on job responsibilities and .766 on
community attachments/linkages, with an overall value of
812. The overall result reflects that metacognitive
awareness is positively correlated with job satisfaction
since the overall r-value is .812 with a p-value <.05, hence
rejecting the null hypothesis. This shows that the increase
in metacognitive awareness would also likely increase job
satisfaction.

The test of the relationship between metacognitive
awareness and job satisfaction revealed a significant
relationship between metacognitive awareness and job
satisfaction. This implies that metacognitive awareness is
correlated to job satisfaction. In other words, teachers feel
positive emotions during teaching, use different teaching
strategies according to the classroom and the students, and
have a good self-efficacy perception about their work.
This result conforms to the result of Caprara et al. (2006)
which emphasized that teachers’ beliefs in their capacity
to manage class situations, didactical tasks efficaciously,
and interpersonal relationships with the other school
members strongly influence their satisfaction with job
conditions and, likely, the morale of the whole school as
resulting from aggregated teachers’ job satisfaction.

Path Estimates SE C.R. P
Unstandardized Standardized
PC to MCA .666 .034 19.543 ookl
MCA to JS .264 .027 9.637 ookl
PC to JS .396 .024 16.278 ookl

Table 5: Mediating Effect: Path Analysis

Legend: X=Professional Commitment (PC)
Y= Job Satisfaction (JS)
M=Meta cognitive Awareness (MCA)
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Shown in Table 5 is the regression analysis of the
mediating effect of meta cognitive awareness on the
relationship between professional commitment and job
satisfaction. As evident in the study of Baron and Kenny
(1986), there are three steps to be met for a third variable
to be acting as a mediator. These are categorized as steps 1
to 3, and step 4 is the final step as shown in Figure 1. In
Step 1 (Path C), professional commitment as an
independent variable (IV) significantly predicts job
satisfaction, the dependent variable (DV). In Step 2 (Path
A), the engagement of students (IV) significantly predicts
metacognitive awareness, the mediator (MV).

In Step 3, the mediator (MV), metacognitive
awareness, significantly predicts job satisfaction. In Step 4,
the combined effect of professional commitment and
metacognitive awareness on job satisfaction is significant.
Lastly, the figure shows the results of the computation of
the effect size in the mediation test conducted between the
three variables. The effect size measures how much of the
effect of job satisfaction on metacognitive awareness can

08
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be attributed to the indirect path with a p<0.01, which is
significant. The total effect value of p<0.01 is the raw
correlation between metacognitive awareness and job
satisfaction with p<0.01, signifying no mediation and
significance since p<0.01 is less than .05. Applying the
principle of Multiple Regression is appropriate because the
data has passed the preliminary analysis by establishing a
high level of correlation of p<0.01. Apart from the
assumption of normality of data, a high level of correlation
among the variables is required to do away with a spurious
model.

Furthermore, the study results also suggest that there
is also a partial mediation on the effect of mediating effect
of metacognitive awareness and professional commitment
on job satisfaction. This implies that metacognitive
awareness influences professional commitment, which
influences job satisfaction. This further strengthens the
validity of the theory presented in this study, in which the
results of each regression between two variables support
the authors in the framework.

MCA

18

PC

40

Fig. 1: Path Analysis between Variables

The finding of this study supported the
pronouncement of Fiegener (2005), and Elbanna (2012),
who stated that teachers' involvement and commitment are
essential for the successful implementation of strategic
change in organizations. It can be said that companies can
demand that employees make strategic changes involving
as many managers and employees as possible. This study
also supported the proposition of Adesoji (2008), which
states that teaching style is also associated with a sense of
confidence in students and understanding of the purpose of
education in general. Teachers who practice this style will
serve as helpful mentors and can tolerate students.
Teachers also believe in the best ways for students to learn
about learning.

V. RECOMMENDATIONS

While the overall results of the study revealed high
levels, despite the rich body of prior research on student
engagement, additional studies are needed to analyze the
patterns of change in the levels of student engagement
from the longitudinal perspective. These studies should not
only seek to measure student engagement but provide
interventions that address certain factors influencing
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engagement and estimate the effects the interventions
would produce in the level of engagement within time.
Many of the existing studies aimed to estimate the causal
links between student engagement, motivation, and
academic outcomes. As these links were proved to be
rather clear, it becomes more relevant to empirically seek
ways to control student engagement levels to reach the
desired academic outcomes.

Since there is a high level of metacognitive
awareness, it is recommended for them to have subjects
focused on enhancing the metacognitive awareness of their
soon-to-be teachers. Since if metacognitive awareness is
harnessed in the undergraduate years of these aspiring
teachers, being proactive with initiating how to go about
the strategies in teaching will be natural to them

Teachers will have to adorn a special hat of a
motivator in pandemic learning modes, akin to a cement
mixer! A motivator who facilitates the right mix of tasks
and flexible grading schemes and couples them up with the
right mix of online collaborative technology to churn out
positive energy and a great learning experience for
students. Thus, it will depend on the students’ motivational
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energy fed back to the teacher via their constructive
progress, response, and enthusiasm.

VI. CONCLUSION

With  consideration of the study's findings,
conclusions are drawn in this section. The respondent,
public school teachers, exhibited a very high level of
professional commitment, high level of student
engagement, and high level of professional roles and
expertise. The study results also confirm that there is a
significant relationship between teaching style and
professional roles and expertise. Similarly, there is a
significant relationship between professional roles and
expertise and student engagement. A significant
relationship also exists between teaching style and student
engagement.

Lastly, the study results suggest that professional
roles and expertise significantly and partially mediate the
relationship  between teaching style and student
engagement. Rather than a direct causal relationship
between professional roles and expertise and student
engagement, the result revealed that the former influences
the professional roles and expertise, which influences the
latter variable.
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