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Abstract  The study aimed to assess the basic psychological need satisfaction and how it affects employees' work 
engagement in Tangub City Global College, Tangub City, during the school year 2023-2024. Survey, descriptive, 
and correlational research methods were used in the study using the questionnaire checklist, weighted mean, 
standard deviation, and Spearman Rank-Order Correlation Coefficient. The results showed that the respondents rated 
their satisfaction with basic psychological needs as very satisfied and their level of work engagement as "very highly 
engaged." Furthermore, the study found a strong and positive connection between basic psychological need 
satisfaction and work engagement among employees. Employees who strongly affirm their work engagement also 
highly affirm their basic psychological need satisfaction. To continually sustain or maintain the employees' 
management trust and work commitment to the institution, the Tabgub City Global College, Tangub City, must keep 
a team of highly motivated and satisfied employees. The management should ensure that they build a more satisfied 
workplace and drive higher employee physical engagement. 
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1. Introduction 

Maintaining and enhancing well-being is a universal plan 
for every employee. Improving organizational performance 
has no single solution because many aspects of human 
factors cause organizational performance. The performance 
of the organization depends on its employees who are 
working for the objectives of the organization. However, 
employees' psychological needs dissatisfaction could lead 
to organizational cynicism, leading to poor work 
engagement, low morale, high absenteeism, turnover, 
disillusionment, job dissatisfaction, and fewer citizenship 
behaviors. Lack of physiological needs can affect the well-
being of psychological conditions [1]. Hence, disengaged 
employees become disconnected from their jobs and 
conceal their fundamental identities and ideas, leading to 
negative emotions during the performance of duties [2]. 

Self-determination theory emphasizes the importance of 
essential psychological needs satisfaction for optimal 
functioning and ongoing psychological growth. These 
needs indicate the necessary conditions for psychological 
well-being, and satisfying employees' needs such as 
psychological and physiological, which lead to the most 
optimal functioning. Autonomy, competence, and 

relatedness influence an employee's level of intrinsic 
motivation on a given task [3]. Moreover, work 
engagement can be characterized by energy, involvement 
and positive interaction in the workplace and is regarded 
as an important concept for enhancing employees’ 
recruitment and retention [4].  

As for basic psychological need satisfaction and work 
engagement, the same meta-analysis concluded that this 
concept needs further research because it has not received 
much attention in the City of Tangub. However, the 
studies differ in scope and limitation because the various 
studies focused on different sectors. This study on basic 
psychological need satisfaction and work engagement are 
significant for it would help assess the present situation of 
the employees of Tangub City Global College. 

 
Figure 1. Conceptual Framework of the Study 
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2. Research Methodology 

The research methodology is the precise steps taken 
during the investigation process. The survey is a research 
method used for collecting data from a predefined group 
of respondents to gain information and insights on various 
topics of interest [5]. The survey method was employed 
since the researchers’ gathered data through a 
questionnaire checklist of basic psychological need 
satisfaction and level of work engagement. 
Research Design 

The study included survey and descriptive-correlational 
research methods. The researchers performed a 
correlational analysis to determine the significant 
relationship between basic psychological need satisfaction 
and work engagement [6]. 
The Locale of the Study 

The locale of the study was Tangub City Global 
College in Tangub City Misamis Occidental. 
Population  

Those who answered the questionnaires were the 
faculty and employees of the Tangub City Global College, 
Tangub City in Misamis Occidental. Given the limited 
number of employees, the researchers applied a total 
enumeration method. 
Data Gathering Instruments  

The study adopted questionnaires on basic psychological 
need satisfaction and on work engagement [7]. 
Data Gathering Procedures  

The adviser duly signed a letter to the President of 
Tangub City Global Colle, seeking permission to use the 
study's instrument. Next, the researcher's letter, along with 
the president’s endorsement letter, and the endorsement 
letter were forwarded to the Research and Ethics 
Committee, requesting ethics clearance to approve the 
study's instrument to field out. Finally, the ethics 
clearance was sent to the head of the different 
department's office, asking permission to administer the 
instrument. 
Statistical Treatment of Data 

To analyze the data, descriptive and inferential statistic 
was used. The weighted mean was used to determine the 
level of basic psychological need satisfaction of the 
college, Standard Deviation is used to determine the 
homogeneity and heterogeneity of the employees scores, 
and Spearman Rank-Order Correlation was used to 
measure the correlation between basic psychological need 
satisfaction and work engagement of employees. 

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

Basic Psychological Need Satisfaction 
Scale Description Implication 

4.21-5.00 Strongly Agree Very Satisfied 
3.41-4.20 Agree Satisfied 

2.61-3.40 Somewhat 
Agree Somewhat Satisfied 

1.81-2.60 Disagre Not Satisfied 

1.00-1.80 Strongly 
Disagree Not Satisfied at All 

Work Engagement 
Scale Description Implicatio 

4.21-5.00 Strongly Agree Very Highly Engaged 
3.41-4.20 Agree Highly Engaged 

2.61-3.40 Somewhat 
Agree Moderately Engaged 

1.81-2.60 Disagree Low Engaged 

1.00-1.80 Strongly 
Disagree Very Low Engaged 

3. Results 
Table 1. Employees’ basic psychological need satisfaction in terms of 
autonomy 

Descriptors AWV SD Description Interpretation 
At work, I feel a 

sense of choice and 
freedom in the 

things I undertake. 

4.10 0.681 Agree Satisfied 

I feel that my 
decisions on my job 
reflect what I really 

want. 

4.25 0.751 Strongly 
Agree Very satisfied 

I feel my choices on 
my job express who 

really I am. 
4.28 0.761 Strongly 

Agree Very satisfied 

I feel I have been 
doing what really 
interests me in my 

job. 

4.38 0.691 Strongly 
Agree Very satisfied 

Mean & SD 4.25 0.605 Strongly 
Agree Very satisfied 

AWV-Average Weighted Value, SD-Standard Deviation 
 
The respondents' perceived level of basic psychological 

need satisfaction in terms of autonomy is shown in Table 
1. According to the table, respondents rated the basic 
psychological need satisfaction in terms of autonomy as 
"very high" [AWV = 4.25, SD = 0.605]. The raters 
deemed their assertions to be true for three (3) descriptors 
[Items, 2, 3, & 4], and one (1) agree suggested that 
employees’ workplaces feel a sense of choice and freedom 
in doing their task.  

[Item 1]. The respondents' "very satisfied" assessment 
may have been influenced by the fact that employees 
exercise their free will, experience a sense of choice, and 
have psychological freedom when carrying out tasks. 
Abun et al. [7], which found that employees' basic 
psychological need for autonomy is generally satisfied. 
They further indicated that employees' intrinsic desire for 
meaningful engagement, the autonomy of choice, and 
psychological freedom during task execution are 
substantial. 

Depicted in Table 2 is the respondents' perceived level 
of basic psychological need satisfaction in terms of 
relatedness. Employees rated the workplace as having 
relatedness, which is evidenced by their connectivity, 
caring, industry, and importance of each other, providing a 
good example. The table reveals that respondents rated all 
four (4) items pertaining to staff, heads, and employees as 
"very satisfied," leading to an overall relatedness rating of 
"very satisfied" for basic psychological need satisfaction 
[AWV=4.38, SD=0.484]. Baes et al. [8], which discovered 
that employees with high social and external esteem needs 
have positive relationships or involvement with friends, 
family, and coworkers. 
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Table 2. Employees’ basic psychological need satisfaction in terms of 
relatedness 

Descriptors AWV SD Description Interpretation 
I feel that the people I 
care at work about also 

care about me. 
4.28 0.585 Strongly 

Agree 
Very 

satisfied 

I feel connected with 
people who care for 
me at work and for 

whom I care at work. 

4.45 0.565 Strongly 
Agree 

Very 
satisfied 

At work, I feel close 
and connected with 

other people who are 
important to me. 

4.37 0.610 Strongly 
Agree 

Very 
satisfied 

I experience a warm 
feeling with the people 

I spend time with at 
work. 

4.42 0.561 Strongly 
Agree 

Very 
satisfied 

Mean & SD 4.38 0.484 Strongly 
Agree 

Very 
satisfied 

AWV-Average Weighted Value, SD-Standard Deviation 

Table 3. Employees’ basic psychological need satisfaction in terms of 
competency 

Descriptors AWV SD Description Interpretation 
I feel confident that I 
can do things well on 

my job. 
4.28 0.761 Strongly 

Agree 
Very 

satisfied 

At work, I feel capable 
at what I do When I 
am at work, I feel 

competent to achieve 
my goals. 

4.30 0.743 Strongly 
Agree 

Very 
satisfied 

When I am at work, I 
feel competent to 
achieve my goals. 

4.37 0.712 Strongly 
Agree 

Very 
satisfied 

In my job, I feel I can 
successfully complete 

difficult task. 
4.30 0.671 Strongly 

Agree 
Very 

satisfied 

Mean & SD 4.31 0.645 Strongly 
Agree 

Very 
satisfied 

AWV-Average Weighted Value, SD-Standard Deviation 
 

Table 3 displays the respondents' perceived level of 
basic psychological need satisfaction in terms of 
competency. According to the table, respondents rated the 
competency as "very satisfied" [AWV = 4.31, SD = 
0.645]. The raters deemed their assertions to be true for 
four (4) descriptors that suggested that employees are 
knowledgeable, skilled, and capable in their assigned tasks. 
The fact that employees feel competent—which is 
considered effective in social contexts and expresses 
his/her ideas and talents—may have contributed to the 
respondents' "very satisfied" assessment. Coxen et al. [9], 
employees with high competency and satisfaction with the 
working environment can confidently perform tasks and 
develop new skills to enable mastery in the future. 

Table 4. Summary of employees’ basic psychological need 
satisfaction  

Indicators Mean SD Description Interpretation 

Autonomy 4.25 0.605 Strongly 
Agree Very satisfied 

Relatedness 4.38 0.484 
Strongly 
Agree Very satisfied 

Competency 4.31 0.645 Strongly 
Agree Very satisfied 

Overall Mean & SD 4.31 0.482 Strongly 
Agree Very satisfied 

SD-Standard Deviation 

To summarize, Table 4 shows the respondents' 
perceived level of basic psychological need satisfaction as 
"very satisfied." The raters also perceived autonomy, 
relatedness, and competency as indicators of basic 
psychological need satisfaction at a "very satisfied" level. 
This indicates that Tangub City Global College employees 
expressed satisfaction with the working environment and 
services provided by top-level management. Similarly, 
their firm self-determination leads to increased job 
performance and work engagement. This could ultimately 
indicate that the employees at Tangub City Global College 
in Tangub City are content with their work environment 
because autonomy-supportive environments are predictive 
of higher levels of well-being, autonomy, openness, 
resilience, and vitality. The present data corroborates the 
findings of Abun, Magallanez, Foronda, and Agoot [7], 
indicating that the overall satisfaction of employees' basic 
psychological needs is regarded as high. They additionally 
stated that employees concur that their needs for 
autonomy, relatedness, and competency are fulfilled. 

Table 5. Employees’ work engagement in terms of cognitive 

Descriptors AWV SD Description Interpretation 
My mind is often full 

of ideas about my 
work. 

4.12 0.846 Agree Highly 
Engaged 

My mind is fully 
engaged with my 

work. 
4.15 0.709 Agree Highly 

Engaged 

I have an idea about 
how to perform my 

work better. 
4.28 0.640 Strongly 

agree 
Very Highly 

Engaged 

I search for new ways 
to improve my 

knowledge related to 
my work. 

4.30 0.646 Strongly 
agree 

Very Highly 
Engaged 

My thoughts are fully 
focused when thinking 

about my work. 
4.25 0.680 Strongly 

agree 
Very Highly 

Engaged 

Mean & SD 4.22 0.562 Strongly 
agree 

Very Highly 
Engaged 

AWV-Average Weighted Value, SD-Standard Deviation 
 
The respondents' perceived cognitive level of work 

engagement is shown in Table 5. According to the 
statistics, employees at Tangub City Global College in 
Tangub City, had an overall "very highly engaged" level 
of cognitive work engagement. Additionally, the 
indicators show "highly engaged" to "very highly 
engaged" engagement levels. It indicates that the 
employees Tangub City Global College, are 
knowledgeable about what they do and regularly consider 
and give their jobs their whole attention. Employees 
approach their work with concentration and are free from 
distractions that could reduce output. They have the 
capacity and desire to complete the work at hand. 
Cognitive engagement covers the length of time and effort 
that workers are willing to put into the task at 
hand.Tenney [10] asserts that cognitively engaged 
workers actively support organizational objectives by 
aligning with the institution's vision, mission, and strategy. 
Similarly, Joo et al. [11] point out that intellectually 
engaged workers show a strong sense of loyalty to the 
company and their position. They derive purpose and 
value from completing tasks. 
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Table 6. Employees’ work engagement in terms of emotional 

Descriptors AWV SD Description Interpretation 
I feel very delighted 

about what I am doing 
whenever I am 

working. 

4.35 0.709 Strongly 
agree 

Very Highly 
Engaged 

I am excited to do my 
work. 4.42 0.809 Strongly 

agree 
Very Highly 

Engaged 
I feel good about the 

work that I do. 4.42 0.696 Strongly 
agree 

Very Highly 
Engaged 

I am always very 
enthusiastic to perform 

my work. 
4.38 0.691 Strongly 

agree 
Very Highly 

Engaged 

I feel very happy when 
I carry out my 

responsibilities at 
work. 

4.35 0.732 Strongly 
agree 

Very Highly 
Engaged 

Mean & SD 4.38 0.624 Strongly 
agree 

Very Highly 
Engaged 

AWV-Average Weighted Value, SD-Standard Deviation 
 
Table 6 shows the respondents' perceived emotional 

level of work engagement. According to the results, 
employees at Tangub City Global College, had an overall 
emotional job involvement with a mean rating of 4.38, 
indicating a "strongly agree/very highly engaged" level. It 
implies that workers had a "very high" emotional 
engagement, as evidenced by their joy, contentment, and 
enthusiasm for their jobs. Macaspac, Galat, Cumlat, and 
Julian [12], the results of the current study support the 
idea that emotionally involved workers typically display 
higher work performance and engagement levels and are 
more eager to put effort into their duties [13]. 

Table 7. Employees’ work engagement in terms of physical 

Descriptors AWV SD Description Interpretation 

No matter how much I 
work, I still have a 

high level of energy. 
4.23 0.810 Strongly 

agree 
Very Highly 

Engaged 

I have a great deal of 
stamina for my work. 4.12 0.846 Agree Highly 

Engaged 
I have a lot of energy 

for my work. 4.13 0.853 Agree Highly 
Engaged 

I am frequently 
energized by my work. 4.08 0.850 Agree Highly 

Engaged 
Though my work is 

physically challenging, 
I am still excited to do. 

4.17 0.867 Agree Highly 
Engaged 

Mean & SD 4.15 0.750 Agree Highly 
Engaged 

AWV-Average Weighted Value, SD-Standard Deviation 
 
Table 7 shows the respondents' perceived level of 

physical work engagement. According to the information 
presented, employees at Tangub City Global College had 
a highly engaged overall level of physical work 
engagement, which is indicative of a robust degree of 
participation. Every indicator likewise shows this highly 

engaged level of involvement, except item 1, where 
respondents engaged at a "very highly engaged" level, 
indicating a degree of physical energy, endurance, and 
vitality in their work. The current study's findings are 
consistent with those of Kiema-Junes et al. [14], who 
found that physically active workers typically had high 
engagement and performance ratings, which boost output 
and improve organizational performance [15]. 

Table 8 summarizes the respondents' perceived level of 
work engagement. According to the table, there was a 
"very highly engaged" level of cognitive and emotional 
engagement among the workers at Tangub City Global 
College, Tangub City. On the other hand, the workers 
thought their physical engagement at work was " highly 
engaged." The educational institution's employee work 
engagement was rated as "very highly engaged" on an 
excellent scale. This implies that workers are likely to be 
efficient and effective in delivering high-quality work. It 
shows how dedicated, committed, and persevering the 
employees are to supporting their educational institution 
objectives. The current findings disagree the findings of 
Baes and Naparota, [8] found that the respondents' 
reported level of work involvement was highly engaged. 

The test of correlations between measures of basic 
psychological need satisfaction and work engagement 
among employees of the Tangub City Global College, 
Tangub City, is shown in Table 9. A closer examination of 
the data reveals that basic psychological need satisfaction 
indicators (autonomy, relatedness, and competency) were 
moderately, highly, and positively connected with, and 
significantly related to, indicators of work engagement 
(cognitive, emotional, and physical). In general, however, 
basic psychological need satisfaction among employees of 
Tangub City Global College, Tangub City was found to be 
highly and positively connected with, and significantly 
related to, the work engagement [rho=0.554, p<0.001]. It 
means that the documented relationship was substantial. It 
implies that those employees who highly affirm their basic 
psychological need satisfaction in the workplace also 
strongly affirm their work engagement. Baes and Naparota, 
[8] findings are supported by the current findings. The 
findings demonstrated a strong relationship between work 
engagement and the basic psychological need satisfaction 
dimensions of autonomy, relatedness and competency. 

Table 8. Summary of employees’ work engagement  

Indicators Mean SD Description Interpretation 
Cognitive 4.22 0.562 Strongly 

agree 
Very Highly 

Engaged 
Emotional 4.38 0.624 Strongly 

agree 
Very Highly 

Engaged 
Physical 4.15 0.750 Agree Highly 

Engaged 
Overall Mean & SD 4.25 0.555 Strongly 

agree 
Very Highly 

Engaged 

Table 9. Test of relationship between the employees basic psychological need satisfaction and work engagement 

Variables  Cognitive Emotional Physical Overall Work 
Engagement 

Autonomy 
Correlation Coefficient 0.511* 0.268* 0.472* 0.469* 

Sig.(2-tailed) 0.000 0.038 0.000 0.000 
N 60 60 60 60 

Relatedness 
Correlation Coefficient 0.301* 0.274* 0.338* 0.365* 

Sig.(2-tailed) 0.020 0.034 0.008 0.004 
N 60 60 60 60 
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Variables  Cognitive Emotional Physical Overall Work 
Engagement 

Competency 
Correlation Coefficient 0.362* 0.477* 0.479* 0.508* 

Sig.(2-tailed) 0.004 0.000 0.000 0.000 
N 60 60 60 60 

Overall Satisfaction 
Correlation Coefficient 0.448* 0.428* 0.539* 0.554* 

Sig.(2-tailed) 0.000 0.001 0.000 0.000 
N 60 60 60 60 

* Correlation is significant at the 0.05 level 

4. Discussion  

The main purpose of the study is to determine the 
correlation between basic psychological need satisfaction 
and the work engagement of employees. The study found 
out that there is a significant relationship between basic 
psychological need satisfaction and work engagement. 
This implies that as employees the level of basic 
psychological need satisfaction increases, the level of 
work engagement also increases. This further implies that 
employees work engagement is significantly connected by 
basic psychological need satisfaction. Baes and Naparota 
2022 indicated that Autonomy, competence, and 
relatedness satisfaction were significantly associated with 
work engagement. Abun et al. [16] indicated that 
Autonomy, competence, and relatedness satisfaction were 
significantly associated with work engagement. 

Based on the findings of the study as reflected in the 
data, the study demonstarted that the basic psychological 
need satisfaction of the Tangub City Global College, 
Tangub City, is considered strongly agreeable, and the 
work engagement of employees is considered very highly 
engaged. The coefficient correlation indicates a 
correlation between the basic psychological need 
satisfaction and the work engagement of employees at 
Tangub City Global College, Tangub City. Therefore, the 
study rejects its hypothesis. 

5. Conclusions 

The study's findings indicate that employees at Tangub 
City Global College, Tangub City, who experience a "very 
satisfied" level of basic psychological need satisfaction, 
rely on their managers and leaders due to their 
competence. They firmly satisfied in the reliability, 
integrity, competence, and robustness of the institutional 
framework and assure the satisfaction on the services, 
capabilities, or character of the executive leadership. On 
the other hand, employees demonstrating a significant 
level of work engagement are more inclined to be 
productive and deliver high-quality output. The 
institution's objectives are significantly supported by the 
employees' resilience, dedication, and commitment. 
Moreover, employees who exhibit strong work 
engagement also demonstrate a high level of basic 
psychological need satisfaction within the workplace. 

6. Recommendations 

In order to consistently sustain and maintain the 

employees' basic psychological needs, satisfaction, and 
commitment to the institution, Tangub City Global 
College, Tangub City, must maintain a team of highly 
motivated, satisfied employees and foster a positive work 
environment. The management should ensure that they 
build more satisfaction in the workplace and drive higher 
employee physical engagement. To enhance the current 
study's results, further research is required to investigate 
the relationship between basic psychological need 
satisfaction and wider work engagements. The 
perceptional nature of the current research may have 
skewed the results. 
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