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Abstract. Limited research has examined emotional intelligence as a mediator between personality traits and
work engagement, particularly among library personnel. Despite its essential role in shaping work
experiences, engagement in the library workplace has received little attention, and the personality traits of
library personnel remain understudied. Addressing this gap, the study examined the degree of personality
traits, the level of work engagement, and the emotional intelligence of library personnel. It also explored the
relationships between these factors and whether emotional intelligence significantly linked personality traits
to work engagement. The study used a non-experimental, quantitative design with a descriptive-
correlational approach and mediation analysis. Data were collected through adapted questionnaires
measuring personality traits, emotional intelligence, and work engagement. A total of 311 library personnel
were selected through convenience sampling. Statistical tests, including correlation and mediation analyses,
were conducted to determine the relationships between the variables. Findings indicated that library
personnel demonstrated strong personality traits, high emotional intelligence, and high levels of work
engagement. Personality traits and emotional intelligence were both significantly linked to work
engagement. The other thing was the mediation of emotional intelligence on the relationship between
personality traits and work engagement-indirect effect exceeding the direct effect. This highlights the
importance of emotional intelligence for enhancing job performance, improving professional relationships,
and heightening engagement in library work. Enhancement of emotional intelligence can enable library
personnel to deal effectively with different challenges encountered in their workplaces and to adapt quickly
to varying work tasks to provide enhanced quality service. Emotional intelligence training should be
incorporated into leadership programs and recruitment strategies, alongside working seminars, coaching,
and mentoring, to increase work engagement and productivity and enhance effective service delivery.
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1.0 Introduction

Work engagement is increasingly recognized as a crucial factor in organizational achievement, yet many
employers struggle to understand how to motivate and meet the needs of their employees effectively (Mansor et
al., 2023). Low work engagement can severely hinder individual and organizational performance, frequently
caused by a lack of recognition, poor communication, a misalignment with organizational goals, and a lack of
management support (Harter, 2021). Reduced job satisfaction, higher absenteeism, higher turnover rates, and
worse job performance are likely outcomes for disengaged workers (Osborne & Hammoud, 2017). Examining the
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fundamental elements that affect work engagement and filling in the gaps in the literature are essential, given
their importance to the success of an organization. Furthermore, understanding how different variables affect
worker engagement in the workplace can help create more successful plans to cultivate an inspired workforce
(Kossyva et al., 2023).

On the other hand, several organizational advantages have been associated with high levels of work engagement,
such as improved customer service, job satisfaction, productivity, and profitability (Gallup, 2021). Engaged
workers are more likely to go above and beyond their duties, which enhances organizational success and business
efficiency (Travisano, 2016). However, disengaged workplaces frequently have high levels of conflict, a bad work
culture, and ambiguous expectations (Munavar, 2019). These problems can be especially harmful in settings like
libraries, which are many institutions' primary knowledge and service centers. Low work engagement among
librarians can impact service quality, retention, productivity, and institutional success (Akinola, 2020). Library
settings remain underexplored despite the growing body of research on work engagement across disciplines. As
a result, it is critical to investigate how engagement is demonstrated in this context and the factors contributing to
its development. Recognizing the importance of work engagement in libraries can result in more effective policies
and interventions to increase job satisfaction and institutional efficiency (Martin, 2019).

Furthermore, studies show that companies that meet their employees' basic psychological needs foster higher
work engagement, indicating an urgent need for engagement-enhancing work environments (Herr et al., 2021).
Individual differences in working engagement are accepted because personality traits significantly impact how
individuals interact with their workplace. Their levels of involvement differ significantly even when they have
the same function since each person has distinct personality traits (Zhenjing et al., 2022). Nonetheless, the
mechanisms by which personality traits influence engagement warrant further investigation despite their
importance in determining work engagement levels. The significance of carrying out a more comprehensive
analysis of how personality traits interact with other psychological categories, such as emotional intelligence, to
affect workplace engagement outcomes is highlighted by this discrepancy (Akhtar et al., 2014).

Despite extensive research on work engagement, limited studies explore emotional intelligence as a mediating
factor between personality traits and work engagement, particularly among librarians. Engagement in the library
workplace has received little attention in the literature (Martin, 2019). Additionally, there is little literature on
emotional intelligence for librarians, particularly in academic libraries, even though it significantly impacts an
individual's work experience (Villagran & Martin, 2021). Few researchers have examined the personality features
of librarians despite the significance of personality (Williamson & Lounsbury, 2016). This literature gap is
important because it acknowledges that personality traits can affect work engagement levels and that emotional
intelligence can affect these effects. This relationship can be further investigated to understand better the
psychological factors that influence work engagement in library environments.

Developing strategies that increase engagement levels requires a greater comprehension of the relationship among
personality traits, emotional intelligence, and work engagement. Emotional intelligence is essential to workplace
dynamics in jobs like libraries that need customer service and interpersonal contacts. Potential research topics
include how Emotional Intelligence (EI) mediates the relationship between personality traits and work
engagement. This would close a gap in the literature and offer helpful advice on developing a more engaged
library workforce. Organizations can develop customized interventions that raise worker motivation and general
job satisfaction by comprehending and applying these crucial psychological characteristics. Therefore, this study
investigates the mediating function of emotional intelligence in the relationship between personality traits and
library personnel's work engagement. It aims to provide valuable insights into improving library personnel's work
engagement, wellness, and institutional performance.

2.0 Methodology
2.1 Research Design
The study used a descriptive-correlational design. Descriptive correlational research is used when a researcher
wants to determine the characteristics of groups of people or investigate the connections between different
variables. In a descriptive correlational design, the researcher focuses on a single group and seeks to establish the
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relationship between two variables (Brodowicz, 2024). The research also involved mediation testing to explore the
relationships between predictor, mediator, and criterion variables.

2.2 Research Locale

The research focused on library personnel in South Cotabato, Cotabato, Sultan Kudarat, Sarangani, and General
Santos City (SOCCSKSARGEN) Region XII, located in the central part of Mindanao, Philippines. As of School Year
2021-2022, there are 2,525 schools in DepEd Region XII. It encompasses 1,697 elementary schools, 120 high schools,
38 senior high schools, 353 combined junior-senior high schools, 150 schools from Kindergarten up to Grade 10,
and 167 schools from Kindergarten to Grade 12 (Department of Education, n.d.). Additionally, Region XII has 97
colleges and universities (Commission on Higher Education, 2024). The official directory of the National Library
of the Philippines reveals that the region is served by two provincial libraries, four city libraries, 26 municipal
libraries, and 114 barangay reading centers (National Library of the Philippines, 2023).

2.3 Research Participants

This study's research participants were library personnel working in Region XII. It included library personnel
from diverse libraries in the region. As of 2023, there were approximately 208 librarians across all regional
libraries, not including additional staff. To ensure a representative sample, the researcher used a convenience
sampling technique. This non-probability sampling approach selects the most accessible or contactable
individuals. While convenience sampling does not eradicate selection bias, it is valued for its ease and speed
(Hassan, 2024). Participants aged 23 and older from various ethnic origins and gender identities in Region XII
were invited to ensure a diverse sample. A total of 311 responses were collected.

2.4 Research Instrument

The study utilized adapted questionnaire surveys designed to assess library personnel's personality traits, work
engagement, and emotional intelligence. These included the Big Five Inventory, a 44-item questionnaire
developed by John et al. (1991), the Utrecht Work Engagement Scale (UWES), a 17-item questionnaire developed
by Schaufeli et al. (2006) to assess work engagement, and a 50-item Emotional Intelligence Questionnaire by
Leading Across London (2014). Experts reviewed the questionnaires for validity, and a pilot test confirmed their
reliability with a Cronbach's Alpha of 0.903 for the personality traits questionnaire, 0.944 for the work engagement
questionnaire, and 0.956 for the emotional intelligence questionnaire.

2.5 Data Gathering Procedure

This study undertook specific steps, including validating the adapted and modified questionnaires. After
validation, the researcher sought permission from several schools, libraries, and offices within Region XII through
direct communication with School Presidents and Library Heads. Approved questionnaires and informed consent
were personally delivered to nearby libraries, while distant localities were engaged via e-mail or platforms like
Google Forms. The researcher recorded and subjected the data gathered to statistical computation and analysis
after collating the responses from each respondent.

2.6 Ethical Considerations

The research study adhered to ethical guidelines, obtaining informed consent from participants and ensuring data
security through encryption and passwords. Access to data was limited to authorized personnel, avoiding
plagiarism and disclosing conflicts of interest. The researcher addressed potential risks, such as confidentiality
breaches, emotional distress, time commitments, and data security, with strong security measures, clear
expectations, support resources, and open communication.

3.0 Results and Discussion

3.1 Personality Traits

Table 1 illustrated the personality traits among respondents, yielding an overall mean of 3.69, categorized as high.
Conscientiousness has the highest mean score among all personality traits, with a mean of 4.05, categorized as
high. This is followed by agreeableness, with a mean of 4.03, also classified as high, and openness to experience,
with a mean of 3.91, likewise categorized as high. The mean score for extraversion is 3.61, indicating a high level,
while neuroticism has the lowest mean score at 2.86, classified as neutral.
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Table 1. Level of Personality Traits

Indicators Mean SD  Descriptive Level
Extraversion 3.61  0.583 High
Agreeableness 403  0.666 High
Conscientiousness 405 0.634 High
Neuroticism 286  0.804 Neutral
Openness to experience ~ 3.91 0.65 High
Overall Result 3.69 0434 High

People often evaluate their conscientiousness and agreeableness as moderate to high (Fraga, 2019). This shows
that these characteristics are often seen in a range of groups. In many cases, agreeableness, openness, and
extraversion show moderate levels of leaning toward positive personality characteristics. This supports the view
that most people, at least many, possess moderate amounts of positive personality traits, regardless of individual
differences (Shuai et al., 2023). The job characteristics of libraries, for information resources, cataloging, and patron
assistance, require precision, orderliness, and attention to detail; therefore, the high conscientiousness of librarians
was justified (Akbar et al., 2024).

High conscientiousness can lead to both professional achievement and work benefits in the library area, resulting
in high-performing librarians (Scott, 2024). Reliability, accountability, and a dedication to quality are
characteristics of conscientious people crucial for librarians' work in guaranteeing proper information processing
and customer pleasure (Feng et al., 2024). However, the neutral degree of neuroticism indicates that librarians are
resilient and well-adjusted, capable of effectively handling stress. Lower neuroticism aligns with the job's
demands since librarians frequently must keep a steady demeanor in various occasionally stressful situations
while offering consumers regular, composed help. The idea that conscientiousness and emotional stability are
positive qualities is supported by these personality traits (Lindner et al., 2023).

3.2 Work Engagement

Table 2 showed the respondents' level of work engagement, with an aggregate mean score of 3.94, which is
considered high. Dedication has the highest mean score for work engagement, at 4.13, which is considered high.
Vigor, with a mean of 3.87, is next. Finally, absorption, similarly classified as high, has the lowest mean score of
3.86.

Table 2. Level of Work Engagement

Indicators Mean SD  Descriptive Level
Vigor 387  0.687 High
Dedication 413  0.728 High
Absorption 386 0.712 High
Overall Result  3.94  0.634 High

Individuals with high work engagement frequently report an intense sensation of activity, commitment, and
absorption in their tasks. These people usually have much energy and enthusiastically tackle their duties. Their
dedication is shown in their commitment and love for their profession, which frequently leads to increased
productivity and job satisfaction (Sonnentag, 2017). High work engagement correlates with enthusiasm and
devotion to work responsibilities (Arcadio et al., 2021).

Librarians are intrinsically motivated by their work, and dedication frequently ranks high among them. They are
usually deeply committed to their roles, which align with a sense of purpose in supporting community learning
and facilitating access to information (Daly, 2024). However, absorption is lesser even if it is likewise high. This
might be because librarians' work is complicated and frequently unpredictable, making it more challenging to
focus deeply and continuously (Cunningham, 2023). The constant juggling of maintaining collections, helping
patrons, and other duties may affect a librarian's ability to focus on a single activity for an extended period.

3.3 Level of Emotional Intelligence

Table 3 displayed the respondents' emotional intelligence level, with an aggregate mean of 3.98, categorized as
high. The highest mean score for emotional intelligence is self-awareness, with a mean of 4.13, categorized as high.
Motivating oneself is at 4.02, also categorized as high, and social skills are at 4.01, likewise categorized as high.
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Empathy comes next, scoring a mean of 3.97, which is considered high. On the other hand, managing emotions
has the lowest mean score (3.66), which is also considered high.

Table 3. Level of Emotional Intelligence

Indicators Mean SD  Descriptive Level
Self-Awareness 413 0588 High
Managing Emotion ~ 3.66  0.673 High
Motivating Oneself ~ 4.02  0.634 High
Empathy 397  0.668 High
Social Skill 4.01 0.637 High
Overall Result 398  0.541 High

Additionally, the results aligned with research demonstrating that many people consistently demonstrate
emotional intelligence in various contexts. For example, it emphasizes how emotional intelligence —which
encompasses motivation, managing emotion, self-awareness, empathy, and social skills is often present in a
sizable section of the population and plays a role in successful interpersonal relationships and career success
(Cherry, 2023). Further highlighting the significance of these skills in various personal and professional contexts,
emotional intelligence is an area where people appear to differ, typically falling between the moderately able and
the highly proficient (Antonopoulou, 2024).

A crucial component of librarianship is its reflective practice, in which practitioners continuously examine
themselves to improve user interactions and the general caliber of services they offer. Wallbridge (2023) asserts
that self-awareness is the cornerstone of emotional intelligence because it allows people to precisely assess their
emotional reactions, strengths, and shortcomings, fostering professional and personal development. On the other
hand, although being ranked as "High," emotion management has a lower mean score. This might reflect the
difficulties librarians have controlling their emotions due to pressures like high service expectations, few
resources, and frequent encounters with a wide range of users, all of which can cause emotional tiredness
(Newman, 2024).

3.4 Correlation Analysis of the Variables
Table 4 illustrated the correlation analysis of the variables.

Table 4. Correlation Analysis of the Variables

Pair Variables Correlation Coefficient  p-value Remarks

IV and DV Personality traits and Work engagement 0.690 <0.001  Significant
IV and MV Personality traits and Emotional intelligence 0.712 <0.001  Significant
MV and DV Emotional intelligence and Work engagement 0.743 <0.001  Significant

Significant connections between personality traits, emotional intelligence, and professional engagement are
shown by the correlation analysis in Table 4. With a p-value of less than 0.001, there is a substantial positive
association (0.690) between personality traits and work engagement, suggesting that those with favorable
personality traits are more engaged at work. The data have revealed a strong positive correlation between
personality traits and work engagement. Since conscientiousness and agreeableness promote proactive and decent
work cultures, they have been associated with higher levels of work engagement. Work engagement and positive
personality traits correlate positively, highlighting people's more significant commitment to their positions
(Laguia et al., 2024).

Similarly, there is a statistically significant (p <0.001) and strong (0.712) correlation between emotional intelligence
and personality traits, suggesting that people with positive personality traits tend to have higher emotional
intelligence. Furthermore, the evidence indicates strong correlations between emotional intelligence and
personality traits. The evidence of a link goes back to the premise that those high on emotional intelligence are
more likely to be invested with positive personality traits. High emotional intelligence correlates strongly with
positive personality traits such as openness and agreeableness (Alegre et al., 2019). This suggests that individuals
with these traits can better understand and regulate their emotions. Furthermore, the fact that emotional
intelligence is influenced by openness and emotional stability supports the link between favorable personality
traits and high emotional intelligence (Chen, 2023)
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Additionally, emotional intelligence shows a solid positive correlation (0.743) with work engagement, again with
a p-value of less than 0.001, demonstrating that individuals with higher emotional intelligence are highly engaged
in their work. This association is highlighted in supporting literature. For instance, workers with high emotional
intelligence are more invested in their jobs because they can easily manage stress and foster productive
relationships (Landry, 2019). Moreover, emotional intelligence strongly predicts work engagement and that those
who can control their emotions are deeply connected and dedicated to their jobs (Darko et al., 2023). The constant
rejection of null hypotheses for each pair affirms the importance of these interactions. Emotionally intelligent
individuals will develop positive personality traits leading to work engagement and motivation.

3.5 Direct and Indirect Effects of X and Y

Presented in Table 5 is the direct and indirect effect of Personality Traits (IV) on Work Engagement (DV) through
the mediator of Emotional Intelligence. The direct effect of personality traits on work engagement, controlling for
emotional intelligence, is significant (Effect = 0.4776, p < .0001, 95% CI [0.3311, 0.6241]). It showed a significant
direct effect of personality traits on work engagement, even when controlling for emotional intelligence.

Table 5. Direct and Indirect Effects of X and Y
95% Confidence Interval

Effect se t P LLCI ULCI
IV—-DV 04776 0.0745 6.4148 .0000 0.3311 0.6241
95% Confidence Interval
Effect BootSE BootLLCI BootULCI
emotion 0.5300 0.0673 0.3978 0.6633

Through the mediator of emotional intelligence, personality traits (IV) indirectly impact work engagement (DV).
Through emotional intelligence, personality traits also substantially and indirectly impact work engagement,
suggesting partial mediation. Emotion has a substantial indirect impact on Y (Effect = 0.5300, 95% CI [0.3978,
0.6633]). A significant mediation effect exists since zero is not included in the bootstrap confidence interval. In
conclusion, this analysis supports a partial mediation model where personality traits, directly and indirectly, affect
work engagement through emotional intelligence. The indirect effect (0.5300) is slightly more significant than the
direct effect (0.4776), suggesting that a substantial portion of the effect of personality traits on work engagement
is mediated by emotional intelligence. However, the significant direct effect indicates that personality traits
influence work engagement independently of its effect on emotional intelligence.

3.6 Mediation Analysis of Emotional Intelligence Between Personality Traits and Work Engagement

Figure 2 illustrated the mediation investigation of the relationships between personality traits, emotional
intelligence, and work engagement. The impact size estimations for the mediation test among the three
components indicate partial mediation because the effects are statistically significant at the 0.01 level. The path
from Personality Trait to Emotional Intelligence has a coefficient of 0.8882 with an SE of 0.0498. The path from
Emotional Intelligence to Work Engagement has a coefficient of 0.5968 with an SE of 0.0597. The direct path from
Personality Trait to Work Engagement has a coefficient of 0.4776 with an SE of 0.0745. This suggests that while
emotional intelligence (EI) mediates some of the effects of personality traits on work engagement, the continuing
component is mediated by other factors.

Emotional Intelligence
0.5968 (SE=0.0597) b

0.8882 (SE=0.0498) 2

Personality Trait Work Engagement

v

0.4776 (SE=0.0745) ¢

Figure 2. Med graph showing the mediation analysis
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Emotional intelligence predicts that life satisfaction is influenced by other personality traits and environmental
factors (Kartol et al., 2024). This suggests that emotional intelligence is a partial mediator among the many
variables affecting results, like work engagement. Taking emotional intelligence into account as a mediating
variable, a study examined the impact of leadership styles on organizational commitment and work engagement.
According to the study, emotional intelligence, which partially mediated the relationship between leadership
styles and work engagement, is crucial but not the only factor determining work outcomes (Aboramadan &
Dahleez, 2020). Emotional intelligence acts as a partial mediator, demonstrating the complex interactions between
several factors in the relationship between personality traits and work engagement.

4.0 Conclusion

The study revealed that among library personnel in Region XII, conscientiousness is the most valued personality
trait, according to the study; they are less neurotic, which suggested better emotional stability and a lower
likelihood of experiencing negative emotions; they are dedicated to their work and feel motivated, proud, and
excited about their roles; and they possess emotional intelligence, which is an essential trait for library
professionals because it allows them to recognize and understand their emotions, values, strengths, and
weaknesses. Work engagement is strongly linked to personality traits, with a strong correlation between these
traits and commitment, focus, and activity levels. The association between personality traits and work engagement
is partially mediated by emotional intelligence. The results are corroborated by the Five-Factor Model, also known
as the Big Five, which asserts that personality traits significantly impact the growth of emotional intelligence and
work engagement. To improve emotional intelligence and work engagement, libraries should implement training
programs, foster conscientiousness and low neuroticism, and create a supportive work environment. Initiatives
that improve worker engagement and emotional intelligence should be given top priority by library
administration. A work culture that encourages diligence and mental stability, supportive policies, and focused
training programs can all help achieve this. The library personnel will become more dedicated, driven, and
effective if these factors are strengthened. Further research should explore the relationship between personality
traits, work engagement, and emotional intelligence, using qualitative approaches and longitudinal studies better
to understand the long-term effects of treatments and environmental factors.
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