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ABSTRACT 

 

The study sought to evaluate the level of job satisfaction among 

PNP personnel at the Gen. Trias Police Station, as assessed by the 

PNCOs and PCOs concerning Organizational Factors, Environmental 

Factors, and Personal Factors. This study employed a quantitative-

descriptive methodology. This research utilized a survey methodol-

ogy for data collection.  

The research strategy employed stratified sampling to catego-

rize a population into strata based on a known feature for each sam-

pling unit, followed by the independent selection of samples from 

each stratum. The majority of respondents comprised forty-four 

(44) Police Non-Commissioned Officers and four (4) Police Commis-

sioned Officers, indicating a predominance of male participation in 

this study.  

The study's ultimate outcome is a proposed action plan to im-

prove job satisfaction among PNP personnel in Gen. Trias, Compo-

nent City Police Station, as detailed in Sub-problem No. 4. The re-

sults underscored the importance of organizational variables inside 

the PNP organization. PNP personnel are influenced by their job en-

vironment and atmosphere. The data imply that sustaining open 

communication promotes greater outcomes. 
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Introduction 
Job satisfaction is a complex challenge for 

today's law enforcement leaders. Many studies 
have demonstrated the significant impact of job 

satisfaction on employee motivation, which in 
turn changes productivity and overall organi-
zation performance. However, job satisfaction 
has not yet received the proper attention from 

mailto:azl0040@dlsud.edu.ph


Asido Jr. et al., 2025 / The Extent of Job Satisfaction among PNP Personnel at Gen. Trias Component City Police Station 

 

    
 IJMABER 140 Volume 6 | Number 1 | January | 2025 

 

either researchers or managers of various busi-
ness organizations. 

Despite its overall tradition in scientific re-
search and everyday life, there is still no gen-
eral agreement regarding what job satisfaction 
is. There is no final definition of what a job rep-
resents. Therefore, before a definition of job 
satisfaction can be given, the nature and im-
portance of work as a universal human activity 
must be considered. 

Job satisfaction is an essential metric that 
reflects individuals' attitudes toward their em-
ployment. It is influenced by their achieve-
ments, personal goals, and their perception of 
how their role contributes to the organization's 
outcomes. Understanding job satisfaction is 
crucial as it can predict work-related behav-
iours such as absenteeism, turnover, and burn-
out. (Loan, 2020; Scanlan & Still, 2019). 

Beyond its immediate implications for pro-
fessional life, job satisfaction profoundly influ-
ences individuals' wide range of well‐being and 
quality of life. Its absence often correlates with 
adverse mental health outcomes (Wong et al., 
2021). 

Job satisfaction is influenced by different 
factors that depend on the unique situation, yet 
repeating aspects constantly appear in aca-
demic studies. This encompasses but is not re-
stricted to, the guarantee of job security, in-
volvement in significant tasks, cultivation of 
supportive workplace relationships, provision 
of individual autonomy, and facilitation of pos-
sibilities for personal and professional ad-
vancement (Ghaleh, et.al., 2024). 

Numerous research in social sciences have 
examined the impact of various elements on 
human performance and job satisfaction; nev-
ertheless, the findings are frequently limited to 
certain private enterprises and organizations. 
Kariyawasam (2014), a Police Inspector with 
over fourteen years of experience, asserts that 
studies are scarce regarding job satisfaction in-
side the Sri Lankan Police Department. 

The Philippine National Police (PNP) is the 
primary law enforcement agency in the Philip-
pines. History shows that the first police agency 
in the Philippines was established during the 
administration of Emilio Aguinaldo through us-
ing the Revolutionary Government's  

Constitution. (Center for Police Strategic Man-
agement, 2012). 

Law enforcement relies on the dedication of 
their people. Therefore, all law enforcers must 
experience job satisfaction for effective perfor-
mance. Police officers are integral members of 
the workforce, and their job satisfaction di-
rectly impacts their performance. 

Various studies have explored the job satis-
faction levels of police officers across different 
jurisdictions, all of which have concluded that 
the officers generally express satisfaction with 
their jobs. For instance, a study conducted by 
Bantang et al. (2013) utilized a 5-point scale to 
determine that officers within the Manila Police 
District reported high levels of job satisfaction. 
However, there is currently no study specifi-
cally assessing the job satisfaction of police of-
ficers. 

To address the research gap concerning job 
satisfaction levels among Gen. Trias Police Of-
ficers, the researcher(s) initiated this study to 
systematically gather and present valuable in-
sights into the job satisfaction of police officers 
in Cavite City. 

The study also examines the issues and 
challenges encountered and aims to uncover 
new insights into the significant matters of job 
satisfaction levels at the Gen. Trias City Police 
Station.  

The main aim of this research is to examine 
the relationship among organizational factors, 
personal factors, and environmental factors in 
relation to job satisfaction.  

This research study is essential due to the 
Gen. Trias Component City Police Station's sta-
tus as one of the largest service organizations 
within the PNP.  
 
Statement of the Problem 

This study aims to evaluate the level of job 
satisfaction among PNP officers (PCO and 
PNCO) at the General Trias Component City Po-
lice Station.  
Specifically, this study seeks answers to the fol-
lowing questions. 
1. What is the socio-demographic profile of 

the respondents in terms of: 
1.1. Age;  
1.2. Sex; 
1.3 Civil status; 
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1.4 Tenure; and  
1.5 Salary range;  

2. How do the respondents assess the factors 
that determine their job satisfaction in 
terms of: 
2.1 Organizational Factors; 
2.2 Environmental Factors; and 
2.3 Personal Factors; 

3. What are the issues and challenges encoun-
tered in the above-cited variables needs to 
be addressed to enhance the job satisfac-
tion of PNP police officers at Gen. Trias City 
Police Station? 

4. What factors mostly influence the job satis-
faction of PNP police officers at Gen. Trias 
City Police Station? 

 
Scope and Limitation of the Study 

 The PNP personnel of the General Trias 
Component City Police Station are the subjects 
of this research study. The police station is 
home to 4 Police Commissioned Officers (PCO) 
and 44 Police Non-Commissioned Officer 
(PNCO), each of whom holds a unique rank and 
responsibilities. 
 
Theoretical Framework  

This study's theoretical framework was 
founded on Mannheim's theory of generations 
(Mannheim, 1952). 

Mannheim’s theory shows that problem of 
generations is significant enough to warrant 
careful investigation. It is one of the most useful 
resources for understanding the structure of 
social and intellectual movements. Its practical 
significance becomes obvious as soon as one at-
tempts to gain a more precise understanding of 
the increased pace of social change that defines 
our day. It would be sad if extra-scientific ap-
proaches were permanently used to conceal as-
pects of the problem that could be investigated 
immediately (Mannheim, 2009). This theory is 
enhanced by the understanding that individu-
als from various generations have been shaped 
by distinct historical contexts, leading to a di-
vergence in experiences, beliefs, attitudes, val-
ues, and expectations, all of which influence the 

conduct exhibited by various generations in the 
professional environment (Cogin, 2012). It is 
not a tangible entity similar to a community, 
defined as a group that relies on its members 
having specific knowledge of one another, and 
which disintegrates as a mental and spiritual 
unit once physical closeness is eliminated. On 
the other hand, it is not comparable to associa-
tions like purpose-driven organizations, which 
are defined by a deliberate establishment, for-
mal statutes, and mechanisms for dissolution—
elements that unify the group despite the ab-
sence of geographical proximity and communal 
living. A collective consciousness emerges from 
these experiences as new generations strive to 
conform to established customs and social pat-
terns, thereby instigating change and introduc-
ing their own distinctiveness (Joshi, Dencker, & 
Franz, 2011). The application of Mannheim’s 
theory in my study involved the variable of gen-
erational cohorts to assess its impact on an of-
ficer’s job satisfaction. The analysis of this var-
iable aimed to ascertain whether generational 
disparities influenced job satisfaction, despite 
all officers executing identical roles. 
 
Conceptual Framework of the Study 

The following presents the conceptual 
framework of the study:  

Based on Figure 1, the conceptual frame-
work model applies to the present research.                  
The use of the model deemed applicable by the 
researcher(s) to effectively show the different 
independent and dependent variables, the pro-
cesses or methods that will be used, and also 
the intended output of the study. In this re-
search, the inputs that will be utilized include 
the addressing the issues and challenges to en-
hance the job satisfaction of PNP police officers 
at Gen. Trias Component City Police Station and 
factors mostly influence the job satisfaction. 

The study final output is to aims to produce 
a proposed action plan containing specific initi-
atives to enhance job satisfaction among PNP 
personnel in Gen. Trias Component City Police 
Station.
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Research Methodology 

This investigation employed the Descrip-
tive Method. The Descriptive Method involves 
the examination and delineation of phenomena 
in real-life contexts. It provides a realistic ex-
planation of the properties of specific, individ-
ual meanings and describes what exists. It is a 
systematic method of collecting, analysing, 
classifying, and tabulating data regarding exist-
ing conditions, practices, beliefs, process 
trends, and causal links, followed by precise 
and thorough interpretation of the data. (Sie-
dlecki, 2019). 
 
Research Design  

Stratified sampling designs divide a popula-
tion into strata based on a characteristic known 
for each sampling unit, then independently 
choose samples from each stratum.                     
This architecture allows flexible sampling 
across strata and improves target parameter 
estimations when strata have homogeneous 
units. Field conditions, such as geographic re-
gions or administrative frameworks, often de-
termine strata. Targeting specific de-
mographics is easier with stratified sampling. 
Most stratified sampling uses disproportionate 
sample allocation among strata, showing that 
the sample's stratum proportions do not match 
the populations. The estimating procedure 
must use stratum weights, which are the ratios 
of stratum sizes to the population, to address 
this issue. After completion, the mean or per-
centage estimators for each stratum and the 

population estimator, which is the sum of the 
stratum weights multiplied by their estimators, 
are unbiased. The actual parameter is the mean 
of the estimates over all potential samples in 
each stratum for the identical design if there is 
an unbiased estimator. Poor stratum weight 
computation biases estimate. Weighted means 
of adequately stratified samples are less varia-
ble than arithmetic means of basic population 
random samples. Variance estimation for strat-
ified data requires stratum weights. (Qian, 
2010). 
 
Respondents of the Study 

The participants for this study were em-
ployed police officers (PCO and PNCO) assigned 
at the Gen. Trias Police Station, Component City 
Police Station. There was a total of 48 respond-
ents coming from all locations. However, some 
of the possible respondents were unavailable 
due to being deployed at various areas. 
 
Research Instrument  

The researcher(s) prepared a self-struc-
tured survey questionnaire and then verify it to 
assess its validity before conducting the study. 
The questionnaire will be structured into three 
sections: the demographic profile of the re-
spondents; addressing the issues and chal-
lenges to enhance the job satisfaction of PNP 
police officers at Gen. Trias Component City Po-
lice Station; and factors mostly influence the 
job satisfaction. 
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The study final output is to proposed action 
plan to enhance job satisfaction among PNP 
personnel in Gen. Trias, Cavite City the degree 
of application will be assessed using a 4-point 
Likert Scale. 
 
Quantitative Qualitative Description 
Description Interpretation 
3.26 - 4.00 Very Satisfied  
  Very Serious Distinguished 
2.51 – 3.25 Satisfied  
  Serious Proficient 
2.26 – 2.50 Least Satisfied  
  Least Serious Beginning 
1.00 – 1.25 Not Satisfied 
  Not Serious Poor 
 
Data Gathering Procedure 

 Following the acceptance of the title 
and the review of literature and studies regard-
ing the degree of job satisfaction among PNP 
personnel in Gen. Trias Component City Police 
Station, the researcher will develop a self-
structured survey questionnaire. All partici-
pants will obtain authorization from their re-
spective units prior to disseminating the sur-
vey questionnaire. Participants will utilize 
Google Forms and a printed version of the 
questionnaire to conduct the survey and gather 
the requisite data.   The researcher will require 
around three weeks to retrieve the question-
naire from the aforementioned portal, which 
will be utilized by all responders. Following a 
three-week wait, the researcher will aggregate 
the responses and proceed to data analysis. 

Data Analysis 
The treatments of the data will be as fol-

lows: 
Percentage. The simple percentage will be 

used to determine the size and magnitude of 
one variable to another. 

Weighted Mean. This will be computed to 
denote the measure of central tendency of 
quantitative or continuous variable. To inter-
pret the weighted mean, the following was used 
for the results of survey questionnaire. 

Ethical Considerations 
The following ethical guidelines will be con-

sidered by the researcher in the gathering of 
raw data:  

The researcher has pledged to maintain 
confidentiality regarding the identity of those 
who were observed or who had any kind of in-
formal interaction with the researcher 
throughout the course of performing the sur-
vey. All information collected and analysed 
during this study will remain strictly confiden-
tial.  

The survey questions' sensitivity will be 
planned for and evaluated.  

Ethical concerns may arise throughout the 
survey process due to disparities in age, sex, 
class, health, and culture, and the researcher 
will be mindful of these factors.  

The researcher will ask for respondents' in-
formed consent for the data collection process 
sanctioned by the PNP Administrators, which 
includes being aware of the research's goals, 
being aware of any potential benefits to them-
selves, and being able to make a rational choice 
without fear of repercussions.  

The researcher will understand that the re-
spondents are free agents who voluntarily pro-
vided their information. Participants will be af-
forded many opportunities to express their in-
herent autonomy by deciding for themselves 
whether or not to take part in the study. All 
people involved in studies will have their pri-
vacy protected and their dignity upheld at all 
times. The researcher will also keep respond-
ent confidentiality in mind throughout the 
whole data collection, analysis, and reporting 
processes. Thematic findings will be reported 
using codes.  

Only the researcher will collect the data, as 
prescribed by the methodology, to ensure con-
sistency. The researcher will ensure data qual-
ity by keeping a detailed log of all collected in-
formation. 
 
Results and Discussions 
Sub-problem No. 1. Socio-demographic pro-
file of the respondents. 

The respondents at the Gen. Trias Compo-
nent City Police Station have the following de-
mographic characteristics: age, gender, civil 
status, level of education, salary, and duration 
of service. 
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A total of 44 PNP officers were analysed, 
with 48 respondents identified as  

follows: 91.70% from the PNCO, and 8.3% or 4 
respondents from the PCO. 

 
Table 1. Type/Category of Respondent 

Type/Category of Respondent f % 
Police Commissioned Officer 4 8.3% 

Police Non-Commissioned Officer 44 91.7% 
Total 48 100% 

 
Republic Act No. 8551 is also referred to as 

the "Philippine National Police Reform and Re-
organization Act of 1998." The state has stated 
its policy to develop a highly efficient and capa-
ble police force that is both national in scope 
and civilian in character, and is governed and 
overseen by a national police commission. The 
Philippine National Police (PNP) is a commu-
nity-oriented institution tasked with maintain-
ing peace, order, and public safety. 

The PNP shall be organized in such a way 
that accountability and uprightness in police 
discretion are ensured, as well as that its mem-
bers and units perform their tasks efficiently 
and effectively. 

The National Police Commission will ad-
minister the entrance and promotional tests for 
police officers based on the standards estab-
lished by the Commission. 

The Commission is required to establish a 
promotion system for uniformed and non- 

uniformed personnel of the Philippine National 
Police (PNP) within six (6) months of the effec-
tive date of this Act. This system will be based 
on the availability of vacant positions in the 
PNP manning pattern and on merit. This sys-
tem will be gender-neutral and will guarantee 
that women members of the PNP have the same 
opportunity for promotion as their male coun-
terparts. 

Table 2 ages of respondents are detailed in. 
The age group predominantly consists of indi-
viduals aged 31 to 40 years, totalling 21 out of 
48 participants, representing 43.75% of the 
sample. Conversely, 19 individuals, represent-
ing 39.58%, fall within the age bracket of 41 to 
50 years. Among the surveyed participants, 6 
out of 48, representing 12.50%, fall within the 
age range of 21 to 30 years. On the other hand, 
4 respondents (4.16%) belong to the age group 
of 51 to 60 years old.

 
Table 2. Age of the Respondents 

Age Frequency Percentage 
21 – 30 years old 6 12.50% 
31 – 40 years old 21 43.75% 
41 – 50 years old 19 39.58% 
51 – 60 years old  4 4.16% 

Total 48 100% 
 

Section 30. General Requirements for Ap-
pointment A person must have the following 
requirements in order to be appointed as an of-
ficer or member of the PNP:  

A new applicant must be between the ages 
of twenty-one (21) and thirty (30). The afore-
mentioned requirements must all be continu-
ous in nature, with the exception of the final 
one, and failure to meet any one of them at any 

point in time will result in separation or retire-
ment from the service. 

With the exception that PNP members who 
are currently serving will be granted an addi-
tional two (2) years to complete the minimum 
educational requirements and one (1) year to 
meet the weight requirement after this Act goes 
into effect. 
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Section 15. PNP Initial Appointment Waiv-
ers. The age, height, weight, and educational re-
quirements for first PNP appointment may be 
eased if there are less suitable applicants than 
the minimum yearly quota:  

The applicant must be 20–35 years old. Fur-
ther, any applicant who does not meet the 
weight threshold would be given a fair six-
month period to comply. Only applicants who 
have finished second year college or at least 72 
collegiate units leading to a bachelor's degree 
will be evaluated. Without a baccalaureate  

degree, military recruits have four years to get 
one.  

Finally, cultural community applicants will 
automatically be exempt from height. 

Table 3 showed that majority of respond-
ents were male. A total of 39 individuals were 
identified, representing 81.25% of the popula-
tion studied. However, 9 respondents 
(18.75%) identified as female. The presence of 
males indicates a dominance within the PNP 
workforce.

 
Table 3. Sex of the Respondents 

Sex Frequency Percentage 
Male 39 81.25% 

Female 9 18.75% 
Total 48 100% 

 
Policing, as a profession traditionally asso-

ciated with male dominance, often emphasizes 
attributes such as strength, risk-taking, and 
control. This environment may be especially in-
fluenced by cultures that celebrate masculinity, 
where social norms elevate physical prowess, 
discourage vulnerability, prioritize profes-
sional commitment, and endorse dominance. 
(Buhrig, 2024) 

Throughout history, ideas of danger, excite-
ment, and physicality have influenced the 
"macho" aspect of law enforcement (Fielding 
1994, Reiner 1992, Silvestri 2017). The empha-
sis on brotherhood, toughness, stoicism, and 
self-control has led some police organizational 
cultures to be described as "cults of masculin-
ity" (Brough et al., 2016, Silvestri 2017, Work-
man-Stark 2017). According to some, these el-
ements promote teamwork and are essential 

for a hazardous line of work (Chan 2007, Pao-
line 2003, Reiner 2010). However, some con-
tend that some facets of masculinity can be 
damaging by upholding negative societal 
norms and creating corporate cultures that in-
hibit cooperation, candid communication, and 
creativity (Brown 2007, Workman-Stark 
2017). 

The necessity to demonstrate masculinity is 
a recurring motif within police organizational 
culture (Reiner 1992, Brough et al., 2016, Bikos 
2020). The prevailing cultural stereotype that 
portrays police officers as strong, courageous 
men contributes to a police culture that priori-
tizes masculinity (Workman-Stark 2017). 

Table 4 revealed that a substantial majority 
of respondents, specifically 95.83% (46), were 
College Graduates.  Units earned for MA or a 
Master’s Degree, totalling 4.16% (2).

 
Table 4. Educational Attainment of the Respondents 

Educational Attainment Frequency Percentage 
College Level  46 95.83% 
MS/MA Units  2 4.16% 

Total 48 100% 
 

Police officers protect their communities 
and ensure everyone's safety. Becoming a po-
lice officer can provide you a rewarding career 
path serving your community. These law  
enforcement professionals are required to 

complete specialized training and pass exams 
to secure employment. A high school degree or 
GED is normally required to become a police of-
ficer, while many choose to pursue further 
criminal justice education. Other prerequisites 
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include having a spotless driving record, pass-
ing psychological and physical exams, and com-
pleting criminal background checks. (Indeed, 
2024). 

One of the most popular degrees for stu-
dents hoping to work in law enforcement is 
criminology. For police officers, detectives, en-
forcement agents, and others, this is a typical 
path. A bachelor's or master's degree in crimi-
nology may be a better alternative for many 
law enforcement personnel, even if psychology 
and sociology are excellent degree options. The 
study of criminology focuses on using theoreti-
cal and conceptual reasoning to explain crimi-
nal conduct. (Sweeney, 2018). 

Sec. 30. General Appointment Qualifica-
tions - No PNP official or member may be ap-
pointed without the following qualifications: 
Philippine citizen; A moral person; Must pass 

PNP or NAPOLCOM-accredited government 
hospital psychiatric/psychological, drug, and 
physical exams to determine physical and men-
tal health; Must have a bachelor from a recog-
nized school; and Be eligible according to Com-
mission standards. 

Sec. 15. Qualifications. - No individual shall 
be appointed as a regular member of the Com-
mission unless: A member of the Philippine Bar 
with a minimum of five (5) years of experience 
in managing criminal or human rights cases, or 
a holder of a master's degree, though a doctor-
ate degree in public administration, sociology, 
criminology, criminal justice, law enforcement, 
or other related fields is preferred. 

Table 5 exhibited the profile of the respond-
ents according to Civil Status. The respondents 
were mostly married, with 38 respondents or 
79.17%. Single had 10 respondents or 20.83%.

 
Table 5. Civil Status of the Respondents 

Civil Status Frequency Percentage 
Married  38 79.17% 
Single 10 20.83% 
Total 48 100% 

 
The findings of the current study indicate 

that marital status affects job satisfaction and 
work efficiency.  The majority of employees 
struggle to achieve a balance between work 
and family life, resulting in conflict. The escalat-
ing expectations and demands from family af-
fect the obligation to perform work-related re-
sponsibilities (Ahmad & Islam 2019). 

Work-family conflict really takes a toll on 
police officers' lives. It can lead to stress at 
work, less commitment to their organization, 
lower satisfaction in their marriages, and even 
affect how they feel about their careers. Plus, it 

can strain family relationships and hurt the 
quality of their work (Qureshi et al., 2016). 

Table 6 presented the characteristics of re-
spondents categorized by their length of ser-
vice. A substantial segment of the police per-
sonnel has served for 11 years or more, result-
ing in 34 respondents, which represents 
70.83% of the total. A total of 9 respondents, 
which represents 18.75%, have served for a du-
ration of 6 to 10 years. Conversely, 5 respond-
ents, corresponding to 10.42%, have served for 
a duration of 2 to 5 years.

 
Table 6. Length of Service of the Respondents 

Length of Service Frequency Percentage 

11 years above 34 70.83% 

6 – 10 years  9 18.75% 
2 – 5 years 5 10.42% 

Total 48 100% 
 

Sec 24. Attrition System. - Within one (1) 
year of the effective date of this Act, the PNP 

shall implement an attrition system among its 
uniformed members, which will be submitted 
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to the Commission for approval. Such an attri-
tion system must contain, but is not limited to, 
the provisions of the following sections. 

Sec 31. Rationalized Promotion System. - 
Within six (6) months of the effective date of 
this Act, the Commission shall create a mecha-
nism of promotion for uniformed and non-uni-
formed PNP personnel based on merit and the 
availability of vacant posts in the PNP staffing 
pattern. Such a system must be gender fair and 
ensure that women members of the PNP have 
equal opportunities for advancement as males. 

Sec 38 Promotions. - A uniformed member 
of the PNP is not eligible for promotion to a 
higher position or rank unless he or she has 
successfully passed the corresponding promo-
tional examination given by the Commission, 
the Bar, or the corresponding board examina-
tions for technical services and other profes-
sions, has satisfactorily completed the appro-
priate and accredited course in the PNPA or 
equivalent training institutions, and has satis-
factorily passed the required psychiatric/psy-
chological and drug tests. 

Furthermore, no uniformed member of the 
PNP shall be eligible for promotion while his or 

her administrative and/or criminal case is 
pending, or until he or she has been cleared by 
the People's Law Enforcement Board (PLEB) 
and the Office of the Ombudsman of any com-
plaints filed against him or her. 

Any uniformed member of the PNP who has 
demonstrated exceptional heroism and gal-
lantry above and beyond the call of duty shall 
be promoted to the next higher rank, provided 
that such acts are confirmed by the Commis-
sion using prescribed standards." 

Table 7 showed the salary range of the re-
spondents, the majority of the respondents 
have salaries between Php 31,000 - 40,000 
with a frequency of 20 or 41.67%, while 9 or 
18.75% have salaries between Php 25,000 – 
30,000. 4 or 8.33% of the respondents have sal-
aries between Php 41,000 – 50,000, 2 or 4.17% 
have salaries between Php 51,000 and above. 

The researchers believe that these results 
are in line with the implementation of Execu-
tive Order No. 201, S.2016 which modified and 
adjusted the salary ranges of all civilian, mili-
tary and uniformed personnel (Official Gazette, 
2016).

 
Table 7. Salary Range of the Respondents 

Salary Range Frequency Percentage 
25,000 – 30,000 9 18.75% 
31,000 – 40,000 20 41.67% 
41,000 – 50,000 4 8.33% 

51,000 and above 2 4.17% 
Total 48 100% 

  
Republic Act No. 6975's Section 36 is stated as:  

 Sec 36. Philippine National Police Mem-
bers' Status – The PNP's uniformed members 
will be paid by the National Government, which 
will regard them as its workers. With the excep-
tion that PNP members stationed in Metropoli-
tan Manila, chartered cities, and first-class mu-
nicipalities may get financial incentives from 
the relevant local government unit, contingent 
on funding availability, they will be  

compensated at the same grade level as public-
school instructors. 
 
Sub-problem No. 2. Respondents’ assess-
ment on the factors determines job satisfac-
tion. 

Table 8 illustrates the respondents' assess-
ment on the factors determine the job satisfac-
tion at the Gen. Trias Cavite Police Station in 
terms of organizational factors.  
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Table 8. Respondents Assessment the Factors that Determine their Job Satisfaction in terms of Or-
ganizational Factors  

Indicators 
Weighted 

Mean 
Interpretation  

(I) 

1. 
The PNP provides opportunities for professional growth and per-
sonal development. 

3.54 Very Satisfied 

2. The PNP offers a supportive work environment for its officers. 3.50 Very Satisfied 

3. 
The PNP does not require its officer to work extra, valuing family 
time. 

3.18 Satisfied 

4. 
The PNP develops a strategic vision that is possible, achievable, con-
centrated, and easily understood by its officers to communicate the 
organization's vision, mission, and objectives. 

3.47 Very Satisfied 

5. 
The PNP maintains accelerations by building on both short-term 
and long-term success and rewriting minor goals for its officers to 
better correspond with the organization's overarching objectives. 

3.41 Very Satisfied 

Overall Weighted Mean 3.42 Very Satisfied 
Legend: 
 Scale Interpretation 
    4 Very Satisfied (VS) 
    3 Satisfied (S) 
    2 Least Satisfied (LS) 
    1 Not Satisfied (NS) 
 

The result shows that the overall assess-
ment of the respondents is Very Satisfied, with 
mean score of 3.42. 

The PNP personnel group has a Very Satis-
fied assessment regarding the indicator 1: “The 
PNP provides opportunities for professional 
growth and personal development with 
weighted mean of 3.54.” It follows with the in‐
dicator number 2 “The PNP offers a supportive 
work environment for its officers” with 
weighted mean of 3.50 interpreted as Very Sat-
isfied. Lastly, indicator number 3 receives the 
lowest mean of 3.18, “The PNP does not require 
its officer to work extra, valuing family time” 
with interpretation of Satisfied.  

In order to improve job performance, cre-
ate a favourable work environment, and in-
crease public safety generally, police organiza-
tions must have organizational support (Zeng 
et al., 2020). This assistance entails giving offic-
ers access to sufficient resources, including cut-
ting-edge gear, thorough training courses, and 
mental health services for health (Ripp et al., 
2020).  

It also entails cultivating an environment of 
gratitude and acknowledgment where officers 
are inspired and feel appreciated. As officers 

are better prepared to carry out their responsi-
bilities effectively and morally, effective organ-
izational support can result in higher work sat-
isfaction, lower turnover rates, and better com-
munity connections. Furthermore, robust sup-
port networks aid in reducing the strains of law 
enforcement, improving officers' physical and 
mental health and their capacity to successfully 
serve the public (Lucia & Halloran, 2020). 

The job satisfaction of police officers is sig-
nificantly influenced by organizational support, 
which in turn affects their performance and 
overall well-being. Job satisfaction among offic-
ers increases when they perceive adequate 
support from their department in terms of re-
sources, leadership, and training (LaGree et al., 
2023).  

Effective Communication channels, equita-
ble policies, and acknowledgment of their en-
deavours foster a favorable work atmosphere, 
enhancing feelings of inclusion and satisfaction 
within the company. A deficiency in assistance 
or inadequate funding may lead to dissatisfac-
tion, potentially diminishing morale and affect-
ing the quality of care provided by police offic-
ers. Ultimately, organizational support signifi-
cantly influences law enforcement officers' job 
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satisfaction and overall effectiveness (Stormer, 
2021). 

A multitude of specialists have articulated 
that the occupational demands placed upon po-
lice officers are profoundly stressful and laden 
with pressure.  The findings of this study indi-
cate that job satisfaction plays a crucial role in 
the work efficiency of police officers. This var-
ies in accordance with both internal and exter-
nal factors, including one's designation and 

marital status and how they handle work-life 
balance. The findings of this research indicate 
that demographics, alcohol consumption, and 
smoking behaviors significantly influence sub-
jective job satisfaction and levels of work effi-
ciency. (Sangeetha et. al., 2022). 

Table 9 illustrates the respondents' assess-
ment on the factors determine the job satisfac-
tion at the Gen. Trias Cavite Police Station in 
terms of environmental factors.  

 
Table 9. Respondents Assessment the Factors that Determine their Job Satisfaction in terms of Envi-

ronmental Factors  

Indicators 
Weighted 

Mean 
Interpretation  

(I) 

1. 
The PNP officer is satisfied with the way things are done in the 
workplace and its culture. 

3.37 Very Satisfied 

2. 
The environment and culture in the organization have contrib-
uted a great deal throughout the job of the PNP officer. 

3.45 Very Satisfied 

3. 
The workplace environment is conducive to the specific task of 
the PNP officer. 

3.54 Very Satisfied 

4. 
Increasing contentment in a PNP’s work life by encouraging a 
workplace that provides sufficient tools, training, and guidance. 

3.43 Very Satisfied 

5. 

Job satisfaction and coping strategies in the workplace environ-
ment can be influenced by access to counseling services, support 
networks, and organizational justice—which comprises both 
procedural and distributive justice—that helps prioritize the 
mental and moral health of the officer. 

3.39 Very Satisfied 

Overall Weighted Mean 3.44 Very Satisfied 
Legend: 
 Scale Interpretation 
    4 Very Satisfied (VS) 
    3 Satisfied (S) 
    2 Least Satisfied (LS) 
    1 Not Satisfied (NS) 
 

The result shows that the overall assess-
ment of the respondents is Very Satisfied, with 
mean score of 3.44. 

The PNP personnel group has expressed a 
Very Satisfied evaluation for indication 3: "The 
workplace environment is conducive to the 
specific tasks of the PNP officer," with a 
weighted mean of 3.54. The indicator number 2 
states, “The environment and culture in the or-
ganization have significantly contributed to the 
role of the PNP officer,” with a weighted mean 
of 3.45, interpreted as Very Satisfied. Finally, 
indicator number 1 has the lowest mean score 
of 3.37, reflecting the statement, “The PNP  
officer is satisfied with the workplace practices 

and culture,” which is interpreted as Very Sat‐
isfied. 

According to Tuzovic and Kabadayi (2020), 
positive workplace conditions can enhance em-
ployee health and well-being, which in turn can 
improve organizational performance and 
productivity. The physical workplace environ-
ment components of Haynes, Suckley, and Nun-
nington's (2017) study included office ameni-
ties like storage space, quiet areas, and place-
ment in relation to coworkers; office environ-
mental conditions like lighting, temperature, 
and cleanliness; and additional office variables 
like privacy, interruptions, and work interac-
tion. For example, empirical research has 
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shown that an open and communal workspace 
physical environment facilitates knowledge ex-
change within businesses (e.g., Choi, 2020; Dil-
maghani, 2020). 

The efficiency of police personnel is influ-
enced by the quality of their work-life, which is 
shaped by various factors as highlighted in the 
study. This quality is contingent upon the 
working environment, safety, workload, com-
pensation, and the apprehension of punitive 
measures. 71.8% of police officers experienced 
emotional ailments, while 70% faced physical 
ailments (Yadav et al., 2021). 

This qualitative study explored the work 
and environment-related stressful factors 

among traffic police officials of Kathmandu Val-
ley, Nepal. The major themes that emerged 
from interviews included: workload, work-life 
balance, basic amenities, work environment 
and occupational health problems, and possi-
ble solutions/suggestions. The findings high-
lighted that the traffic police officers in Kath-
mandu Valley face numerous challenges re-
lated to workload and hazardous working con-
ditions which can impact their job performance 
and mental well-being. (Yadav, 2023).  

Table 10 illustrates the respondents' as-
sessment on the factors determine the job sat-
isfaction at the Gen. Trias Cavite Police Station 
in terms of personal factors.

   
Table 10. Respondents Assessment the Factors that Determine their Job Satisfaction in terms of Per-

sonal Factors  

Indicators 
Weighted 

Mean 
Interpretation  

(I) 

1. 
The PNP officer finds ways to enhance his/her performance reg-
ularly. 

3.50 Very Satisfied 

2. PNP officer are competent in their roles. 3.56 Very Satisfied 
3. The PNP officer guarantees quality work. 3.50 Very Satisfied 

4. 
PNP Officers possessing 15 or more years of experience have 
higher levels of job satisfaction. 

3.35 Very Satisfied 

5. 
PNP Officers who view their units and organizations as more in-
novative, along with the community as more cooperative, have 
higher levels of job satisfaction. 

3.41 Very Satisfied 

Overall Weighted Mean 3.46 Very Satisfied 
Legend: 
 Scale Interpretation 
    4 Very Satisfied (VS) 
    3 Satisfied (S) 
    2 Least Satisfied (LS) 
    1 Not Satisfied (NS) 
 

The result shows that the overall assess-
ment of the respondents is Very Satisfied, with 
mean score of 3.46. 

The PNP personnel group has reported a 
Very Satisfied assessment for indicator 2: "PNP 
officers are proficient in their roles," with a 
weighted mean of 3.56. Indicators 1 and 3 as-
sert, “The PNP officer consistently seeks to im‐
prove performance” and “The PNP officer en-
sures quality work,” with a weighted mean of 
3.50, interpreted as Very Satisfied. Indicator 
number 4 has the lowest mean score of 3.35, in-
dicating that "PNP Officers with 15 or more 

years of experience exhibit higher levels of job 
satisfaction," which is read as Very Satisfied. 

The primary influence on job satisfaction, 
as revealed by correlation analysis, is the inter-
est level associated with the job, stemming 
from personal factors. Interest is a matter of in-
dividual perception, and this should be ap-
proached by soliciting the insights and capabil-
ities of police officers. The correlation between 
personal growth and service experience with 
job satisfaction is notably significant. Facilitat-
ing opportunities for police officers' personal 
development, including educational and  
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economic resources, would be a prudent ap-
proach to enhancing job satisfaction levels 
among the ranks. Training and attitudinal de-
velopment is another critical topic that aids po-
lice officers in cultivating attitudes, knowledge, 
and abilities. This issue significantly impacts 
society. Public relations are a crucial aspect 
concerning the function of policing and police 
personnel, and the necessity for their develop-
ment is emphasized. (Kariyawasam, 2014). 

Meanwhile, the present state of job satisfac-
tion among police officers is predominantly 
elucidated by two categories of variables: job 
characteristics and demographic factors. The 
exploration of whether personality traits con-
siderably enhance the explained variance in job 
satisfaction beyond job and demographic  
characteristics remains unexamined. The liter-
ature on industrial/organizational psychology 

is abundant with instances of personality traits 
correlating with work outcomes such as job 
satisfaction. However, it remains uncertain 
whether these conclusions may be extrapo-
lated to the field of police. Due to the distinctive 
attributes of the policing profession, additional 
examination of the factors influencing job satis-
faction is necessary. (Miller et al., 2009). 
 
Sub-problem No. 3. issues and challenges 
encountered in the above-cited variables 
needs to be addressed to enhance the job 
satisfaction of PNP police officers at Gen. 
Trias City Police Station. 

Table 11 illustrates the respondents' as-
sessment on the issues and challenges encoun-
tered needs to be addressed to enhance the job 
satisfaction of PNP police officers at Gen. Trias 
City Police Station.

 
Table 11. Issues and Challenges Encountered by the Respondents to Enhance the Job Satisfaction of 

PNP Police Officers at Gen. Trias Component City Police Station 

Indicators 
Weighted 

Mean 
Interpretation  

(I) 

1. 
A poor work environment is a concern when it poses a signifi-
cant threat to the well-being and quality of PNP officers and job 
satisfaction. 

3.06 Serious 

2. 
The satisfaction of PNP officers in their roles is of paramount 
importance to the overall performance of an organization, 
which various environmental factors can influence. 

3.12 Serious 

3. 
A considerable number of PNP officers frequently find it chal-
lenging to harmonize their professional surroundings with their 
social engagements. 

2.89 Least Serious 

4. 
Fairness within an organization is crucial for the successful 
management of the PNP. 

3.29 Very Serious 

5. 
The perception of equality within an organization notably influ-
ences PNP officers' attitudes regarding their roles and the work 
environment. 

3.22 Serious 

6.  
The levels of organization show a positive correlation with job 
satisfaction and trust in their superiors. 

3.27 Very Serious 

7.  
Interpersonal conflict among co-workers has been identified as 
one of the most often cited stresses for PNP officers. 

3.10 Serious 

8.  

Excessive workloads and inadequate resources. Adverse public 
perception, job variety, job autonomy, job stress, role conflict, 
and cynicism are critical factors influencing workplace dynam-
ics and PNP officers' well-being. 

3.25 Very Serious 

9. 

Unresolved organizational conflict developed from miscommu-
nication, which led to decreased creative cooperation, impaired 
group problem-solving, process disturbances, reduced commu-
nity satisfaction, mistrust, and division. 

3.06 Serious 
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Indicators 
Weighted 

Mean 
Interpretation  

(I) 

10.  
The impact of the physical environment on the PNP affects their 
commitment to their family. 

3.25 Very Serious  

11. 
The physical surroundings of the PNP should be meant to help 
the members in their quest for organizational goals. 

3.21 Serious 

12. The PNP has clear policies on salary scales and promotion. 3.29 Very Serious  

13. 
The PNP has equal practices in the promotion and delivery of 
training. 

3.25 Very Serious 

14. The PNP manual and handbook are readily accessible. 3.25 Very Serious 

15. 
Community participation has a strong positive relationship with 
PNP engagement. 

3.33 Very Serious  

Overall Weighted Mean 3.19 Serious 
Legend: 
 Scale Interpretation 
    4 Very Serious (VS) 
    3 Serious (S) 
    2 Least Serious (LS) 
    1 Not Serious (NS) 
 

The result shows that the overall assess-
ment of the respondents is Serious, with mean 
score of 3.19. 

The PNP personnel group has reported a 
Very Serious assessment for indicator 4:                     
" Fairness within an organization is crucial for 
the successful management of the PNP," and in-
dicator number 12: “The PNP has clear policies 
on salary scales and promotion” with a 
weighted mean of 3.29. Indicators 1 and 9 as-
sert, “A poor work environment is a concern 
when it poses a significant threat to the well-
being and quality of PNP officers and job satis-
faction” and “Unresolved organizational con‐
flict developed from miscommunication, which 
led to decreased creative cooperation, im-
paired group problem-solving, process disturb-
ances, reduced community satisfaction, mis-
trust, and division.,” with a weighted mean of 
3.06, interpreted as Serious. Indicator number 
3 has the lowest mean score of 2.89, indicating 
that " A considerable number of PNP officers 
frequently find it challenging to harmonize 
their professional surroundings with their so-
cial engagements," which is read as Least Seri-
ous. 

There exists a considerable positive corre-
lation between the organizational, physical, or 
working environment and personal factors. 

A notable correlation exists between the 
workplace environment and job performance.       
This aligns with previous research conducted 
by Tuzovic and Kabadayi (2020), Choi (2020), 
Dilmaghani (2020), and Roskams and Haynes 
(2020). The study has revealed that organiza-
tional factors particularly the management 
support stands out as the most crucial predic-
tor of job performance. This outcome further 
substantiates the second research question and 
aligns with the findings of earlier scholars such 
as Yeh et al. (2021), Wang, Han, and Li (2021), 
and Park et al. (2018). As noted by Mohammed 
and Ali (2016), it is the duty of supervisors to 
furnish emotional support, resource assistance, 
and informative guidance. 

The management must take more serious 
measures to enhance the condition of the work-
place, as it has a positive impact on the efficacy 
and efficiency of employees (Haynes, Suckley, 
and Nunnington, 2017). Additionally, it is im-
perative that organizations prioritize the devel-
opment of executives who are capable of ful-
filling both supervisory and leadership respon-
sibilities. This can be accomplished by provid-
ing training to help them adopt a leadership ap-
proach that is appropriate for engaging with 
employees and to enhance their ability to pro-
vide high-quality performance feedback. 
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Sub-problem No. 4 Factors mostly influence 
the job satisfaction of PNP police officers at 
Gen. Trias Component City Police Station. 
Organizational Factors  
➢ Salaries and incentives have been recog-

nized as an important variable, with the 
majority of PNP personnel indicating it as 
the most significant element influencing 
job satisfaction. 

➢ Acknowledged difficulties exist at Gen. 
Trias Cavite Police Station related to pro-
motions. This research collects data on 
perceived advancement and job satisfac-
tion to determine a relationship. 

➢ Several policies at the Gen. Trias Cavite Po-
lice Station are reviewed and updated to 
enhance decision-making and ensure that 
the PNP organization functions in accord-
ance with procedures and expected behav-
iour. Policies were designed to ensure that 
the mission and vision values were upheld. 

 
Environmental Factors  
➢ The characteristics of work fundamentally 

influence job satisfaction, manifesting 
through the levels of occupation and the 
content of the job itself.  Factors such as 
recognition, achievement, responsibility, 
and the nature of work significantly influ-
ence job performance. 

➢ Collaborate with supervisors to assess the 
PNP personnel satisfaction levels. This fac-
tor is crucial for understanding the extent 
to which police personnel find fulfillment in 
their professional roles. 

➢ Organizational structures, values, and con-
ventions influence police personnel, as well 
as informal values, beliefs, norms, rituals, 
and expectations passed down through the 
culture. Political leaders and prominent in-
dividuals can convince police personnel to 
act against their ideas and norms within the 
culture. 

➢ The presence of welcoming and coopera-
tive co-workers contributes modestly to 
job satisfaction among PNP personnel. The 
teams function as a social support system 
for them. Individuals frequently utilized 
their colleagues as sounding boards for is-
sues or as sources of comfort. 

➢ PNP personnel seek favourable working 
conditions as they contribute to enhanced 
physical comfort. For them, working condi-
tions significantly impact their lives beyond 
the workplace. Extended work hours and 
overtime significantly reduce the time 
available for family, social, and recreational 
activities outside of professional obliga-
tions. 

 
Personal Factors  
➢ Community can contribute to PNP officer’s 

tasks including crime prevention, peace 
building, and investigations. The concept of 
community policing emphasizes providing 
a supportive work environment that em-
powers police to make problem-solving de-
cisions. 

➢ The characteristics that correlate with job 
satisfaction encompass self-assurance,  
self-esteem, maturity, determination, a 
sense of autonomy, and a capacity for em-
bracing challenges and responsibilities. Job 
satisfaction tends to rise in correlation with 
an individual's rank within the organiza-
tional structure. 

➢ The length of service and the acknowledg-
ment of seniority constitute an additional 
element pertinent to job satisfaction. Many 
police officers hold the belief that an in-
creased volume of service correlates with 
greater recognition from both the depart-
ment and community they served. 

➢ The variables being examined include age, 
gender, civil status, years of service, salary 
range, and educational attainment. Officers 
from the Philippine National Police Aca-
deme exhibited a higher degree of job satis-
faction compared to their peers with col-
lege or university degrees. The relationship 
between educational attainment and job 
satisfaction remains a topic of discussion; 
however, the viewpoint of the Gen. Trias 
Cavite Police Station has led to an analysis 
of this factor to explore its correlation 
among police officers. 

 
Conclusions 

Based on the findings of the study, it can be 
concluded that: 
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1. The majority of respondents consisted of 
Police Non-Commissioned Officers, reflect-
ing a predominance of male participants in 
this study. They were primarily aged be-
tween 31 and 40 years, married, had a ten-
ure of 11 years or more, were college grad-
uates, and earned a salary within the range 
of Php 31,000 to 40,000.  In light of their 
profiles, respondents emphasized the im-
portance of job satisfaction as a pathway for 
both career advancement and personal 
growth. 

2. The results highlighted the significance of 
organizational factors within PNP organiza-
tion. The development of a PNP Patrol Plan 
2030 road map for daily operations in-
volved the strategic application of policies 
and procedures working together. They 
made certain that laws and regulations 
were followed, decisions were guided, and 
internal processes were optimized.              
The findings indicate that PNP personnel 
are regarded as valuable assets within the 
PNP organization. They were the individu-
als who significantly impacted the success 
of an organization. They exert considerable 
effort to deliver their highest quality work 
and meet the specified deadlines. Leader-
ship plays a vital role in management, ena-
bling the effective direction of an organiza-
tion's resources towards enhanced effi-
ciency and the achievement of goals. Suc-
cessful leaders clarify the organization's ob-
jectives, inspire their team, and facilitate 
their achievement. 

3. It can be deduced that the working environ-
mental culture, characterized by a collec-
tion of shared values, beliefs, and stand-
ards, significantly influences the thoughts, 
emotions, and behaviors of PNP personnel 
within the workplace, shaped by their envi-
ronment and atmosphere. The culture 
within an organization fulfills essential 
functions: it fosters a sense of belonging 
among individuals, enhances their commit-
ment, reinforces the core ideals of the or-
ganization, and serves as a mechanism for 
behavioral regulation. The observed  
findings correlate with the notion that PNP 
personnel receiving adequate compensa-

tion exhibited heightened motivation to at-
tend work. Their spirits remained elevated, 
and they found greater satisfaction in their 
pursuits. When officers were inspired to 
fulfill their duties each day and execute 
their responsibilities to the utmost of their 
capabilities, the morale among PNP person-
nel remained robust. 

4. The findings indicate that maintaining open 
lines of communication enables respond-
ents to boost their team's productivity by 
improving the exchange of information 
among team members. Ultimately, en-
hanced communication fosters improved 
outcomes. 

 
Recommendations 
1. The majority of police personnel have indi-

cated a high level of job satisfaction, rating 
themselves as Very Satisfied. The satisfac-
tion levels among Police personnel have 
varied depending on the factors consid-
ered. Officials at Gen. Trias Police Station 
must focus on enhancing their performance 
metrics, as they received a Very Serious rat-
ing on organizational factors. It is crucial to 
recognize that fairness within the organiza-
tion is vital for effective management 
within the PNP. Furthermore, it is essential 
to acknowledge that increased levels of or-
ganization are positively associated with 
job satisfaction and confidence in leader-
ship. 

2. Organizational policies, disciplinary mech-
anisms, supervision, working conditions, 
safety, community support, job interest, 
personal growth, and service experience 
were certain of the influential factors on the 
overall job satisfaction of the PNP person-
nel at the Gen. Trias Cavite Police Station. 

3. The PNP management must execute timely 
and pertinent team-building exercises to 
enhance camaraderie among PCOs, PNCOs, 
and NUP personnel. The legislation may 
give funding for specific training programs 
amongst the ranks of the PNP. 

4. Conducting a thorough review and analysis 
of the current compensation structure for 
PNP personnel, alongside the implementa-
tion of accessible benefits. 
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