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of human needs for survival, an individual’s lower-level needs must be
satisfied before they can address their higher-level needs. Intrinsic mo-
tivation engages a person in an activity for self-satisfaction while extrin-
sic motivation drives a person to function due to rewards or punish-
ment. This allows us to foresee the incoming demotivator for the per-
sonnel and how it affects the performance of the agency where they
work. The study used a quantitative research design through a Likert
scale questionnaire research instrument. Descriptive statistics and Mul-
tivariate Analysis of Variance (ANOVA) were applied to analyze the data,
acknowledging potential biases from personal beliefs, professional
background, and participant interaction to enhance the study's reliabil-
ity. The survey results indicated a balanced gender distribution among
respondents, falling in the 26 to 35 age group, and most were identified
as permanent government personnel. The overall sentiment toward in-
trinsic motivation and recognition in the workplace was positive, sug-
gesting a healthy organizational climate and a need for improved recog-
nition practices. Additionally, significant differences in job motivation
were noted based on age and length of service, particularly in the areas
of career advancement opportunities and job security. Furthermore, the
study reveals that career advancement opportunities are the main mo-
tivator for government personnel's job performance, with intrinsic mo-
tivation recognized as important, while training programs,
performance-based bonuses, and team-building activities are effective
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strategies for enhancing motivation across diverse demographic pro-

files.
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Introduction

As the Philippines' economy continues to
grow at a robust pace of 6.0 percent in the first
half of 2024, technological advancements in-
side government agencies, and by ensuring the
government personnel motivation you also en-
sure their commitment and loyalty. Productiv-
ity, efficiency, and work performance increase
when employees are highly motivated and
completely satisfied with their jobs. However,
this does not mean that there are no issues in
keeping government employees motivated.
One example of this is the hiring of contractors
or untenured employees, who only work for a
set amount of time depending on their contract.
Even though they often do the identical tasks,
the difference in job security between contrac-
tual and permanent employees may already be
demotivating for contractual government per-
sonnel.(David, 2023).

Motivation plays a crucial role in influenc-
ing job performance, especially within the pub-
lic sector, where employee engagement di-
rectly affects service delivery and organiza-
tional effectiveness. In recent years, there has
been an increasing focus on understanding the
motivational factors that drive government
personnel in public sector organizations, as
motivated employees tend to exhibit higher
productivity and job satisfaction (Engidaw,
2021). A well-motivated workforce is essential
for enhancing economic efficiency, given the
critical role government agencies play in imple-
menting policies, providing public services, and
promoting sustainable development.

Research highlights that motivation is mul-
tifaceted, comprising both intrinsic and extrin-
sic elements, which can significantly impact
employee satisfaction and engagement levels
(Ryan & Deci, 2000). Intrinsic motivation,
which arises from personal satisfaction and a
sense of accomplishment, often fosters a
deeper commitment to work, while extrinsic
motivation—such as financial rewards and

recognition—can reinforce positive behaviors
and improve job performance (Hernandez,
2016). For government personnel, balancing
these forms of motivation is essential to sus-
taining high performance in challenging and of-
ten resource-limited environments.

Government personnel are motivated by
unique factors, including job security, career
advancement, and a sense of purpose associ-
ated with serving the public (Perry & Wise,
1990). However, in developing countries, pub-
lic sector organizations often face additional
challenges, such as bureaucratic inefficiencies
and limited resources, which can hinder em-
ployee motivation and overall job performance
(Rainey, 2009). Despite these challenges, many
government employees are driven by a strong
commitment to public service, a phenomenon
that scholars refer to as public service motiva-
tion (PSM), which has been shown to positively
impact job performance in various settings
(Vandenabeele, 2008).

From a case study in a local government, an
organization needs motivation, whether it
comes from intrinsic or extrinsic motivation.
An organization that is lacking in motivation
will affect the satisfaction which affects their
performance due to that they were not able to
have their needs that needed to be fulfilled
(Rauben, 2023). Therefore, this study deter-
mines the significance of both intrinsic and ex-
trinsic motivation in the workplace and how it
fosters its government employee motivation
and fulfilling their needs.

In the Philippine context, government agen-
cies implement a variety of motivational strat-
egies to enhance employee engagement and
performance. These strategies are essential,
given the significant role of government per-
sonnel in achieving national development goals
and addressing societal challenges. However,
there is a need to assess whether these strate-
gies are effective in meeting the motivational
needs of government personnel, particularly in
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terms of providing job satisfaction and promot-
ing productivity. For the Filipino government
employee, the intrinsic and extrinsic motives
interact as motivators (using the Herzberg
model) and are not considered as antagonistic
needs. One cannot claim that either because
work satisfaction is thought to result from a
combination of favorable intrinsic and extrinsic
work conditions, these motives are hierarchi-
cally rated (Amaryllis-Torres, 1989). This
study, therefore, seeks to explore the impact of
motivation on job performance among govern-
ment personnel in public sector organizations
in the Philippines in terms of different kinds of
motivators.

Organizational culture and leadership also
play significant roles in shaping employee mo-
tivation and performance within public sector
organizations. Transformational leadership,
which involves inspiring and empowering em-
ployees, has been shown to create a supportive
work environment that fosters motivation and
enhances job performance (Bass & Riggio,
2006). In contrast, a lack of recognition and
poor managerial support can lead to demotiva-
tion and reduced job performance, underscor-
ing the importance of effective leadership in
sustaining employee motivation (Kahn, 1990).
Understanding the impact of organizational
culture and leadership on motivation can pro-
vide valuable insights into enhancing job per-
formance within government agencies.

Several studies indicate that even though
poverty is prevalent in the Philippines, Franco
(2008) found that intrinsic motivation is signif-
icantly more important than extrinsic motiva-
tion wherein that challenge to ability, learning
and growth, and enjoyment respectively rank
as top three most valued intrinsic however ex-
trinsic motivation like career advancement and
money did not fall far from the scores from in-
trinsic in terms of importance.

The interplay between motivation and job
performance in public sector organizations is
complex, involving various intrinsic and extrin-
sic factors that influence employee productiv-
ity. While intrinsic motivation contributes to
personal fulfillment and job satisfaction, extrin-
sic factors like rewards, recognition, and career
advancement opportunities also play a signifi-
cant role in motivating personnel to perform at

their best (Deci & Ryan, 2000). By examining
these factors, this study aims to identify key
motivational drivers that impact job perfor-
mance among government personnel, thereby
providing insights into effective strategies for
enhancing employee engagement in the public
sector.

This study will contribute to the existing
body of literature by exploring the specific mo-
tivational factors that influence job perfor-
mance among government personnel in the
Philippines. By examining both intrinsic and
extrinsic motivations and their effects on job
satisfaction and productivity, this research
seeks to provide a comprehensive understand-
ing of how motivation can be leveraged to im-
prove organizational outcomes in public sector
settings. The findings of this study are expected
to inform policymakers and government agen-
cies on effective motivational strategies that
can enhance employee performance and ser-
vice delivery.

This research aims to fill a gap in the litera-
ture by focusing on the relationship between
motivation and job performance within public
sector organizations in the Philippines. By ex-
amining the motivational factors that drive
government personnel and assessing their im-
pact on productivity, this study seeks to pro-
vide valuable insights that can support the de-
velopment of policies and practices aimed at
fostering a motivated and efficient public sec-
tor workforce. Through this exploration, the re-
search hopes to contribute to a better under-
standing of how motivation influences job per-
formance and how public sector organizations
can implement effective strategies to enhance
employee engagement and productivity.

Methodology
Research Design

The researchers used the quantitative
method of research to determine the impact of
motivation on job performance of government
personnel in various public sector organiza-
tions. In this study, a research instrument was
developed to provide answers to questions of
this study and provide quantitative data. Based
on the data gathered, this design is formulated
at identifying patterns, testing hypotheses, and
establishing relationships between variables.
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Population and Sampling Respondents of the
Study

The research population in this study were
all personnel working for public sector organi-
zations of the Philippine government, regard-
less of type or nature of appointment. This in-
cluded a diverse group of personnel across var-
ious departments and levels of government.
The target population comprised individuals
engaged in roles that span from entry-level po-
sitions to senior management, ensuring a com-
prehensive representation of the workforce
within the public sector.

For the purpose of conducting this study,
the researchers used a convenience sampling
method in choosing respondents to participate
in the research due to constraints related to
time, cost, and access to a large and unknown
population. According to Etikan, 1., Musa, S. A,
& Alkassim, R. S. (2016), convenience sampling
is a non-probability sampling technique where
researchers select participants based on their
easy availability and accessibility. The re-
searchers acknowledge the limitations of this
sampling method such as potential biases in the
results of this study; however, the researchers
aimed to maintain the credibility and reliability
of the study by diversifying the respondents
considering their different backgrounds, loca-
tions and demographics.

Table 1.0 Likert Scale Interpretation

Research Instrument

The research used a Likert scale question-
naire for the purpose of data gathering for this
study. The research instrument has five (5) sec-
tions specifically constructed to obtain data for
each statement of the problem, such as the de-
mographic profile of respondents, the current
level of job motivation among government per-
sonnel, key motivational factors that influence
job performance among government person-
nel, impact of different types of motivation (in-
trinsic vs. extrinsic) on job performance, and
strategies public sector organizations can
adopt to enhance the motivation of their em-
ployees to improve job performance. The de-
mographic profile of the respondents contains
information such as sex, age group, years in ser-
vice, type of employment and public sector or-
ganization affiliation. The questions concern-
ing the current level of job motivation, key mo-
tivational factors that influence job perfor-
mance, and impact of different types of motiva-
tion (intrinsic vs. extrinsic) on job performance
were structured using the 5-point Likert scale
format with the following points and interpre-
tation:

Point Range Interpretation
1 From 1.00 to 1.80 Strongly Disagree
2 Over 1.80 to 2.60 Disagree
3 Over 2.60 to 3.40 Neutral
4 Over 3.40 to 4.20 Agree
5 Over 4.20 to 5.00 Strongly Agree

The last section of the research instrument
regarding questions on the strategies to en-
hance the motivation of employees to improve
job performance were structured through enu-
meration of pre-identified strategies, where
respondents could select all that apply to them
and their organization.

Data Gathering Procedure
After the research instrument was devel-
oped, the researchers converted this in a

Google form format, then distributed them to
select government personnel who were inter-
ested and liberally consented to participate.
The researchers then gathered the responses
to the research instrument, which were auto-
matically recorded in the database of the
Google form used, through the charts, graphs
and excel file generated for data and statistical
analysis.
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Statistical Treatment of Data
The researchers used different statistical

methods to determine the impact of motivation

on job performance of government personnel
in various public sector organizations.

Specifically, this research used descriptive
statistics to conduct data analysis on the fol-
lowing statement of the problems:

1. The current level of job motivation among
government personnel in public sector or-
ganizations in terms of intrinsic motivation
(e.g., curiosity, pride, mastery, interest), ex-
trinsic motivation (e.g., money, grades, ca-
reer, exam), recognition, job satisfaction
and work environment;

2. The key motivational factors that influence
job performance among government per-
sonnel in terms of rewards and recognition,
career advancement opportunities, job se-
curity, work-life balance, and organiza-
tional culture and support;

3. The impact of different types of motivation

(intrinsic vs. extrinsic) on job performance

in public sector organizations; and

The strategies public sector organizations

can adopt to enhance the motivation of

their employees to improve job perfor-
mance.

Moreover, this research used Multivariate
Analysis of Variance (MANOVA) to test the null
hypothesis that there is no significant differ-
ence in the job motivation among government
personnel across the demographic profiles.
Brunner, H. I, & Giannini, E. H. (2011) defines
MANOVA as a statistical test used to determine
whether there are significant differences be-
tween groups on multiple dependent variables
simultaneously. It extends the Analysis of Vari-
ance (ANOVA) framework by allowing for the
analysis of more than one dependent variable
at a time, which can provide a more compre-
hensive understanding of the data (Brunner, H.
I, & Giannini, E. H., 2011).

Subjectivity of the Researchers

Subjectivity in research refers to the poten-
tial biases and personal influences that a re-
searcher brings to the study, which can affect
the interpretation of data and overall findings.
In the context of this research on the impact of

motivation on job performance among govern-

ment personnel, several factors contribute to

the subjectivity of the researcher:

1. Personal Biases and Beliefs: The research-
ers may hold preconceived notions about
what constitutes effective motivation and
how it relates to job performance. These bi-
ases can shape the formulation of research
questions, the design of the study, and the
interpretation of results.

2. Professional Background: The researchers’
prior experiences within public sector or-
ganizations may influence their perspec-
tive on government personnel and their
motivations. If the researcher has worked
in similar environments, their experiences
might lead to assumptions about employee
behavior and attitudes that could skew
their analysis.

3. Emotional Engagement: The researchers’
emotional connection to the topic can also
introduce bias. If the researcher is particu-
larly passionate about improving work-
place motivation, this enthusiasm might
lead to a more favorable interpretation of
findings that support motivational initia-
tives, potentially overlooking data that sug-
gests less favorable outcomes.
Participant Interaction: The nature of the
researchers’ engagement with participants
can influence their responses. If partici-
pants perceive the researcher as sympa-
thetic or supportive, they may tailor their
answers to align with the researcher’s per-
ceived expectations, affecting the authen-
ticity of the data collected.

By acknowledging and addressing these
subjective influences, the researchers aimed to
enhance the credibility and reliability of the
study. This awareness not only would foster a
more robust research process but also contrib-
ute to more valid and meaningful insights into
the relationship between motivation and job
performance among government personnel.

Results and Discussion

The sex distribution of respondents re-
vealed a balanced representation with only
1.2% difference between male and female re-
spondents. The age of respondents ranged
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from 18 to 65 years. Based on the survey, the
majority or 53.5% of respondents fell within
the group 26 to 35 years, indicating that a mid-
age demographic may influence the study. In
terms of salary, the survey shows the monthly
salary ranges reported by respondents. A sig-
nificant portion or 32.4% and 24.7% of re-
spondents have a monthly salary of P
30,000.00 and below. In terms of length of
service, there is a notable domination from
groups 26 to 35 years and 6 to 15 years with

percentages of 34.5% and 32.7%, respectively.
In terms of employment, respondents were
identified with the type or nature of their ap-
pointment, a significant portion or 69.4% of the
respondents were permanent government per-
sonnel holding permanent positions. In terms
of government office, the respondents were
distributed across different government of-
fices, showing a significant domination coming
from the National Government Agencies
(NGAs) with 66.7% of the total sample size.

Table 1.1 Current level of job motivation in terms of intrinsic motivation

- - Weighted Standard Verbal
Intrinsic Motivation s . .
Mean Deviation Interpretation

1.1 feel a sense of personal accomplishment in my job. 3.99 0.98 Agree
2.1am motlvate'd by the positive impact my work has 4.02 1.00 Agree
on the community.
3. My job tasks are engaging and intellectually stimu- 406 0.98 Agree
lating.
4. 1 find my work personally fulfilling, even without 396 1.07 Agree
external rewards.
5.1am motlvatgd by the challenges and opportunities 407 0.96 Agree
to grow professionally.
Average Weighted Mean 4.02 Agree

The average weighted mean for all state-
ments in Table 1.1 was 4.02, categorizing the
overall sentiment as “Agree”. This suggests that
government personnel largely experience in-
trinsic motivation in their roles, indicating a

healthy organizational climate that fosters en-
gagement, personal fulfillment, and a sense of
purpose. The relatively low standard devia-
tions suggest consistent agreement across the
statements.

Table 1.2 Current level of job motivation in terms of extrinsic motivation

Extrinsic Motivation Weighted  Standard Verbal
Mean Deviation Interpretation

1. Tl’.le financial rewards and benefits I receive 3.94 0.98 Agree
motivate me to work harder.
2. (.Iareer advancement opportunities inspire me 401 0.97 Agree
to improve my performance.
3. External recognition from supervisors moti- 308 110 Agree
vates me to perform at my best.
4.. The possibility of. receiving bonuses or incen- 410 0.98 Agree
tives keeps me motivated.
5. ]ot_) securlt_y m.otlvates me to stay committed 418 0.96 Agree
to this organization.
Average Weighted Mean 4.04 Agree

The average weighted mean for all state-
ments in Table 1.2 was 4.04, categorizing the

overall sentiment as “Agree”. This indicates
that extrinsic motivation factors play a vital
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role in influencing employee performance and
commitment of government personnel. Moreo-
ver, the relatively low standard deviations

across the statements suggest consistent agree-
ment among the respondents.

Table 1.3 Current level of job motivation in terms of recognition

Recosnition Weighted Standard Verbal
g Mean Deviation Interpretation

1.1 fgel that my efforts are recognized by my su- 3.87 1.07 Agree
pervisors.
2.1 bellevg my work is valued and appreciated by 3.82 1.06 Agree
the organization.
3. Public acknowledgment of my achievements
encourages me to maintain or improve perfor- 3.83 1.07 Agree
mance.
4. I.recelve feedback that helps me understand 390 111 Agree
the importance of my work.
5. Recognition from my colleagues motivates me
to do better in my job. 4.02 1.03 Agree
Average Weighted Mean 3.89 Agree

The average weighted mean for all state-
ments in Table 1.3 was 3.89, which is inter-
preted as “Agree” and indicates a general
agreement with the recognition received in the
workplace. However, it also suggests that there

is potential for improvement in the ways recog-
nition is perceived and enacted by both super-
visors and the organization. The relatively low
standard deviations suggest consistent opin-
ions among the respondents on the statements.

Table 1.4 Current level of job motivation in terms of job satisfaction

Job Satisfaction Weighted  Standard Verbal
Mean Deviation Interpretation

1.1 am satisfied with thg overall balance between 385 0.98 Agree
my work and personal life.
2.. I find my job tasks to be meaningful and ful- 3.92 101 Agree
filling.
3.1 am satisfied with the level of responsibility I 391 0.97 Agree
have in my current role.
4. ] believe my current role aligns with my per- 379 1.06 Agree
sonal and career goals.
5.1 am.c_ontent.w1th the pr(.)fessllonal gr.owt.h op- 374 111 Agree
portunities available to me in this organization.
Average Weighted Mean 3.84 Agree

The average weighted mean for all state-
ments in Table 1.4 was 3.84, indicating a gen-
eral agreement with job satisfaction among
government personnel. However, the slightly
lower scores are noted in areas of goal

alignment and professional growth opportuni-
ties. The relatively low standard deviations
across the statements suggest consistent agree-
ment among respondents regarding job satis-
faction.
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Table 1.5 Current level of job motivation in terms of work environment

Work Environment Weighted  Standard Verbal
Mean Deviation Interpretation

1. My work environment supports collaboration 393 0.98 Agree
and teamwork.
2. Tllle. resources provided by thg organization are 372 1.05 Agree
sufficient for me to perform my job well.
.3. [ feel supported by my supervisors in complet- 389 107 Agree
ing my tasks.
4. The Yvorkmg condlt.lo.ns in my organization are 379 1.05 Agree
conducive to productivity.
5. The organizational culture fosters motivation
and a positive work attitude. 381 1.08 Agree
Average Weighted Mean 3.83 Agree

The average weighted mean for all state-
ments in Table 1.5 was 3.83, indicating a gen-
eral agreement with the positive aspects of the
work environment. However, weighted mean

of resource sufficiency and working conditions
have slightly lower scores. The relatively low
standard deviations across the statements sug-
gest consistent agreement among respondents.

Table 2.1 Key motivational factors in terms of rewards and recognition

Rewards and Recognition Weighted Standard Verbal
g Mean Deviation Interpretation

1. .I am moth:_;lted to perform well because I re- 378 1.05 Agree
ceive appropriate rewards for my efforts.
2. Recc?lvmg public Fecognltlon for my achieve- 382 1.04 Agree
ments improves my job performance.
3. The f1na¥1c1al incentives offered by my organi- 3.89 101 Agree
zation motivate me to work harder.
4. Non-rponetary rewa.rds .(e.g., c.ertl.flcates, com- 388 107 Agree
mendations) are effective in motivating me.
5. am motivated whpn my supervisor acknowl- 410 0.93 Agree
edges my work contributions.
Average Weighted Mean 3.89 Agree

The overall average weighted mean of 3.89
in Table 2.1 indicates a general agreement on
the importance of rewards and recognition in
motivating employees to perform better. The
table also shows that respondents have a
greater value on the recognition they received
from their supervisors, among others. This sug-
gests that if supervisors recognize the contri-

butions of their employees to their organiza-
tion, then this may result in the improvement
of job performance.

The relatively low standard deviations
across the statements suggest that respondents
consistently perceive these factors as signifi-
cant motivators, with less variability in opin-
ions.
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Table 2.2 Key motivational factors in terms of career advancement opportunities

Career Advancement Opportunities Weighted  Standard Verbal
PP Mean Deviation Interpretation

1. Opp.ortunltles fo.r career progression motivate 401 1.04 Agree
me to improve my job performance.
2.1 feel motivated to V.vorll< harder wh.en there isa 411 0.97 Agree
clear path for promotion in my organization.
3. P.rofelssmnal .development programs m.the or- 410 0.98 Agree
ganization motivate me to enhance my skills.
4. AcFess t.o training a.nd learning opportunities 412 0.98 Agree
positively impacts my job performance.
5. 1 am more motivated to perform well when I
see others in my organization advance in their ca- 4.06 0.99 Agree
reers.
Average Weighted Mean 4.08 Agree

Table 2.2 shows the overall average
weighted mean of 4.08, which indicates a
strong consensus on the importance of career
advancement opportunities as motivating fac-
tors that influence job performance. Specifi-
cally, this shows that job performance of em-
ployees may be improved by having a clear

path for promotion, and an access to profes-
sional development programs and training and
learning opportunities. The relatively low
standard deviations across the statements sug-
gest consistent agreement among respondents
regarding the significance of these opportuni-
ties.

Table 2.3 Key motivational factors in terms of job security

Job Securi Weighted  Standard Verbal
ty Mean Deviation Interpretation

1.. The sense of job security in my current role mo- 408 0.91 Agree

tivates me to perform better.

2.1 am motivated by the Stéflblllty that my job in 405 0.91 Agree

the government sector provides.

3. Knowing that my job is secure gives me the con- 409 091 Agree

fidence to take on new challenges.

4. Job security rpotlvates me to meet the perfor- 413 0.88 Agree

mance expectations of my role.

5. Fear of losing my job motivates me to work 381 110 Agree

harder.

Average Weighted Mean 4.03 Agree

The overall average weighted mean of 4.03
in Table 2.3 signifies a strong agreement among
respondents on the importance of job security
as a motivating factor influencing job perfor-
mance. Importance of job security of employ-
ees implies that they perform better (e.g., tak-
ing on new challenges) knowing that their jobs
are secure.

The relatively low standard deviations
across the statements suggest consistent

agreement regarding the significance of job se-
curity. However, it is noted that fear of losing a
job in statement 5 has the lowest weighted
mean with slightly larger standard deviation as
compared to the other statements. This reveals
that opinions of employees vary in terms of job
security due to personal reasons and employ-
ment status of respondents.
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Table 2.4 Key motivational factors in terms of work life balance

. Weighted  Standard Verbal

Work-Life Balance Mean Deviation Interpretation
1. [ am motivated to perform well because my or-
ganization supports a healthy work-life balance. 3.76 1.07 Agree
2.. Flex1l?le WO.I‘k arrangements help me stay mo- 387 1.09 Agree
tivated in my job.
3. Malntallmn.g a good balarllce between work and 408 0.98 Agree
personal life improves my job performance.
4. My motivation to work increases when I have
enough time to spend with my family and friends. 4.29 0.91 Strongly Agree
5. The org.anlza_tlon s supp(_)rt for \./vork-hfe bal- 402 1.02 Agree
ance positively impacts my job motivation.
Average Weighted Mean 4.00 Agree

The overall average weighted mean in Ta-
ble 2.4 is 4.00, which indicates a consensus
among respondents regarding the importance
of work-life balance as a motivating factor that
influences job performance. Employees recog-
nize that their relationship nurtured by quality
time with their family and friends positively
impacts their job performance.

The relatively low standard deviations sug-
gest consistent agreement across the state-
ments. However, it is worth noting that a
healthy work-life balance with weighted mean
of 3.76 and flexible work arrangements with
weighted mean of 3.87 may not be available to
some government offices, as shown by a
slightly higher standard deviation as compared
to the other statements.

Table 2.5 Key motivational factors in terms of organizational culture and support

S Weighted  Standard Verbal
Organizational Culture and Support Mean Deviation Interpretation

1. A positive or.gamzatlonal culture motivates me 410 0.94 Agree
to improve my job performance.
2. The supp(?rt [ receive from my colleagues helps 411 0.91 Agree
me stay motivated at work.
3. My supervisor’s l.ead.ershlp style encourages me 388 1.08 Agree
to be more productive in my role.
4. The organization’s commitment to employee
well-being motivates me to perform at a high level. 3.99 0.99 Agree
5. 1 am motivated \./vhe.n the organization encour- 405 0.97 Agree
ages open communication and feedback.
Average Weighted Mean 4.03 Agree

Table 2.5 shows the overall average
weighted mean of 4.03, signifying a general
agreement among respondents on the im-
portance of organizational culture and support
as motivational factors influencing job perfor-
mance and the relatively low standard devia-
tions indicate consistent agreement across the

statements, except for the leadership style or
statement 3 with slightly lower weighted mean
and higher standard deviation. This implies
that employees also are motivated to improve
their job performance through the positive cul-
ture and support they are getting from their or-
ganization.
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Table 3.1 Multivariate Analysis of Variance (MANOVA) in terms of sex, age group and employment

status (Multivariate Tests)

Multivariate Tests

value F dfl df2 p

Sex Wilks' 0.956 1.274 5 138 0.279
Lambda

Age Group Wilks' 0.789 1.696 20 459 0.031
Lambda

Employment Wilks' 0.859 1.441 15 381 0.125
Lambda

Sex % Age Group Wilks' 0.846 1.188 20 459 0.260
Lambda

Sex * Employment Wilks' 0.909 0.889 15 381 0.577
Lambda

Age Group * Employment Wilks' 0.635 1.473 45 620 0.026
Lambda

Sex * Age Group * Wilks' 0.904 0.951 15 381 0.507

Employment Lambda

Table 3.1 shows that the demographic pro-
files sex and employment have calculated p-
values higher than 0.05, which suggests that
there is no significant difference in the job mo-
tivation among government personnel. Age
group, on the other hand, has a p-value (p =
0.031) lower than 0.05, which indicates that
there is a significant difference in the job moti-
vation in terms of this demographic profile. The
significant difference suggests that organiza-
tions should tailor motivational strategies to
meet the diverse needs of employees at differ-
ent ages. Understanding these differences can
enhance employee engagement and overall
productivity. For example, the human resource
department may adopt programs such as
health and wellness initiatives, where younger
employees might appreciate access to mental
health resources, while older employees may
benefit from fitness programs focused on mo-
bility and chronic disease management.

Table 3.1 also shows interaction between
demographic profiles. Interaction between sex
and age group, sex and employment, and sex,
age group and employment have calculated p-
values higher than 0.05, noting that their inter-
actions have no significant difference in the job
motivation of government personnel. Interac-
tion between age group and employment has a
p-value of 0.026, which suggests that this inter-
action has significant difference in the job mo-
tivation among government personnel. By rec-
ognizing that different age groups may respond
differently to status of employment, organiza-
tions can implement strategies that enhance
engagement and productivity, ultimately lead-
ing to a more satisfied and effective workforce.
Development of a recognition and rewards sys-
tem may be adopted which acknowledges the
contributions of employees in ways that reso-
nate with their age groups and employment
status.

Table 3.2 Multivariate Analysis of Variance (MANOVA) in terms of sex, age group and employment

status (Univariate Tests)

Univariate Tests

Dependent Sum of df Mean F p
Variable Squares Square
Sex Rewards and 0.35945 1 0.35945 0.48519 0.487
Recognition
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Career Advance- 2.26877 1 2.26877 2.99825 0.086
ment Opportu-
nities
Job Security 0.00317 1 0.00317 0.00479 0.945
Work-Life Bal- 1.39397 1 1.39397 1.74304 0.189
ance
Organizational 1.01779 1 1.01779 1.28787 0.258
Culture and Sup-
port
Age Group Rewards and 2.45748 4 0.61437 0.82930 0.509
Recognition
Career Advance- 6.53202 4 1.63301 2.15807 0.077
ment Opportu-
nities
Job Security 3.87694 4 0.96924 1.46373 0.216
Work-Life Bal- 1.08369 4 0.27092 0.33876 0.851
ance
Organizational 2.40602 4 0.60150 0.76112 0.552
Culture and Sup-
port
Employment Rewards and 1.62276 3 0.54092 0.73015 0.536
Recognition
Career Advance- 4.01744 3 1.33915 1.76973 0.156
ment Opportu-
nities
Job Security 3.45376 3 1.15125 1.73862 0.162
Work-Life Bal- 1.32485 3 0.44162 0.55220 0.647
ance
Organizational 0.99681 3 0.33227 0.42044 0.739
Culture and Sup-
port
Sex %k Age Rewards and 4.23266 4 1.05817 1.42835 0.228
Group Recognition
Career Advance- 2.43195 4 0.60799 0.80348 0.525
ment Opportu-
nities
Job Security 3.22052 4 0.80513 1.21590 0.307
Work-Life Bal- 249119 4 0.62280 0.77875 0.541
ance
Organizational 2.05473 4 0.51368 0.65000 0.628
Culture and Sup-
port
Sex * Employ- Rewards and 2.00381 3 0.66794 0.90160 0.442
ment Recognition
Career Advance- 2.47707 3 0.82569 1.09118 0.355
ment Opportu-
nities
Job Security 1.50363 3 0.50121 0.75693 0.520
Work-Life Bal- 1.00570 3 0.33523 0.41918 0.740

dance
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Organizational
Culture and Sup-
port

1.02553 3

0.34184

0.43255

0.730

Age Group *
Employment

Rewards and
Recognition

9.45438 9

1.05049

1.41798

0.186

Career Advance-
ment Opportu-
nities

11.27116 9

1.25235

1.65502

0.105

Job Security

7.27399 9

0.80822

1.22057

0.287

Work-Life Bal-
ance

8.18605 9

0.90956

1.13733

0.340

Organizational
Culture and Sup-
port

6.46184 9

0.71798

0.90851

0.520

Sex *k Age
Group * Em-
ployment

Rewards and
Recognition

0.59981 3

0.19994

0.26988

0.847

Career Advance-
ment Opportu-
nities

3.75043 3

1.25014

1.65210

0.180

Job Security

2.85590 3

0.95197

1.43765

0.234

Work-Life Bal-
ance

0.75000 3

0.25000

0.31260

0.816

Organizational
Culture and Sup-
port

2.68226 3

0.89409

1.13134

0.339

Residuals

Rewards and
Recognition

105.19813 142

0.74083

Career Advance-
ment Opportu-
nities

107.45093 142

0.75670

Job Security

94.02761 142

0.66217

Work-Life Bal-
ance

113.56244 142

0.79974

Organizational
Culture and Sup-
port

112.22090 142

0.79029

Tables 3.2 presents analysis of variance in
terms of each job motivational factor. The only
dependent variable with marginal significance
is "Career Advancement Opportunities” con-
cerning both sex and age group with p-values
of 0.086 and 0.077, respectively, suggesting
that these demographic profiles may influence
job motivation in terms of career advancement

opportunities. Organizations should consider
implementing targeted initiatives that address
the unique career advancement needs and as-
pirations of different demographic groups. By
doing so, they can enhance employee motiva-
tion and retention, fostering a more inclusive
and supportive workplace environment.
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Table 3.3 Multivariate Analysis of Variance (MANOVA) in terms of salary, length of service and gov-

ernment office (Multivariate Tests)

Multivariate Tests

value F dfl df2 p

Salary Wilks' 0.844 1.090 20 416 0.357
Lambda

Length of Service Wilks' 0.788 2.082 15 345 0.010
Lambda

Office Wilks' 0.880 0.819 20 416 0.691
Lambda

Salary *¢ Length of Service Wilks' 0.656 1.112 50 573 0.283
Lambda

Salary * Office Wilks' 0.663 1.083 50 573 0.329
Lambda

Length of Service * Office Wilks' 0.720 2.165 20 416 0.003
Lambda

Salary *k Length of Service %k  Wilks' 0.843 0.874 25 466 0.643

Office Lambda

Table 3.3 shows that the demographic pro-
files salary and government office have calcu-
lated p-values higher than 0.05, which suggests
that there is no significant difference in the job
motivation among government personnel.
Length of service, on the other hand, has a p-
value (p = 0.010) lower than 0.05, which indi-
cates that there is a significant difference in the
job motivation in terms of this demographic
profile. Organizations should consider develop-
ing tailored motivational strategies such as of-
fering career development opportunities,
recognition programs, and engagement initia-
tives that specifically address the preferences
and aspirations of employees based on their
lengths of service. This approach can help im-
prove overall job satisfaction and retention
rates.

Table 3.3 also shows interaction between
demographic profiles. Interaction between sal-

ary and length of service, salary and govern-
ment office, and salary, length of service and
government office have calculated p-values
higher than 0.05, noting that their interactions
have no significant difference in the job motiva-
tion of government personnel. Interaction be-
tween length of service and government office
has a p-value of 0.003, which suggests that this
interaction has significant difference in the job
motivation among government personnel. This
finding suggests that government organiza-
tions should adopt motivational strategies that
take into account both the length of service and
the unique characteristics of their offices. By
doing so, they can create more effective and en-
gaging work environments that align with the
diverse needs of their employees and organiza-
tional culture, ultimately enhancing job satis-
faction and performance.

Table 3.4 Multivariate Analysis of Variance (MANOVA) in terms of sex, age group and employment

status (Univariate Tests)

Univariate Tests

Dependent Sum of df Mean F p
Variable Squares Square
Salary Rewards and 1.558 4 0.3895 0.5107 0.728
Recognition
Career Advance- 4.137 4 1.0342 1.3868 0.242
ment Opportunities
Job Security 0.475 4 0.1189 0.1687 0.954
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Work-Life Balance 1.147 4 0.2866 0.3678 0.831
Organizational Cul- 1.080 4 0.2700 0.3389 0.851
ture and Support

Length of Ser- Rewards and 5.370 3 1.7899 2.3466 0.076

vice Recognition
Career Advance- 7.317 3 2.4389 3.2707 0.023
ment Opportunities
Job Security 6.190 3 2.0634 2.9295 0.036
Work-Life Balance 3.004 3 1.0014 1.2849 0.282
Organizational Cul- 3.746 3 1.2487 1.5675 0.200
ture and Support

Office Rewards and 2.444 4 0.6111 0.8012 0.527
Recognition
Career Advance- 2.521 4 0.6304 0.8453 0.499
ment Opportunities
Job Security 2.590 4 0.6476 0.9194 0.455
Work-Life Balance 3.115 4 0.7787 0.9992 0411
Organizational Cul- 4.281 4 1.0702 1.3435 0.257
ture and Support

Salary *k Length Rewards and 7.955 10 0.7955 1.0429 0.412

of Service Recognition
Career Advance- 12.349 10 1.2349 1.6560 0.098
ment Opportunities
Job Security 9.591 10 0.9591 1.3617 0.205
Work-Life Balance 14.647 10 1.4647 1.8795 0.054
Organizational Cul- 9.625 10 0.9625 1.2082 0.292
ture and Support

Salary *k Office = Rewards and 5.498 10 0.5498 0.7208 0.704
Recognition
Career Advance- 4.665 10 0.4665 0.6256 0.790
ment Opportunities
Job Security 2.548 10 0.2548 0.3617 0.961
Work-Life Balance 5.331 10 0.5331 0.6841 0.738
Organizational Cul- 1.990 10 0.1990 0.2498 0.990
ture and Support

Length of Ser- Rewards and 2.892 4 0.7229 0.9477 0.439

vice * Office Recognition
Career Advance- 8.537 4 2.1343 2.8621 0.026
ment Opportunities
Job Security 0.845 4 0.2114 0.3001 0.877
Work-Life Balance 0.196 4 0.0489 0.0628 0.993
Organizational Cul- 0.278 4 0.0694 0.0871 0.986
ture and Support

Salary * Length Rewards and 1.820 5 0.3640 0.4772 0.793

of Service *k Of- Recognition

fice Career Advance- 4478 5 0.8957 1.2011 0.312
ment Opportunities
Job Security 3.116 5 0.6232 0.8848 0.493
Work-Life Balance 1.825 5 0.3650 0.4684 0.799
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Organizational Cul- 5.105 5 1.0211 1.2818 0.276
ture and Support
Residuals Rewards and 98.393 129 0.7627
Recognition
Career Advance- 96.195 129 0.7457
ment Opportunities
Job Security 90.859 129 0.7043
Work-Life Balance 100.533 129 0.7793
Organizational Cul- 102.762 129 0.7966

ture and Support

Tables 3.2 presents analysis of variance in
terms of each job motivational factor. While
most of the tests show no significant difference,
length of service has a significant impact on ca-
reer advancement opportunities and job secu-
rity with p-values of 0.023 and 0.036, respec-
tively. The interaction between length of ser-
vice and office is also significant for career ad-
vancement opportunities with a p-value of
0.026. Some variables like rewards and

Table 4.1 Impact of different types of motivation

recognition related to length of service show
marginal significance, indicating p-value
(0.076) close to 0.05.

Organizations should consider implement-
ing targeted development programs and trans-
parent communication strategies that address
the specific career advancement needs and job
security concerns of employees in considera-
tion of their length of service.

Statement Weighted Star}da}rd Verbal .

Mean Deviation Interpretation

1. Personal satisfaction from my work has a

greater impact on my job performance than ex- 411 0.96 Agree

ternal rewards.

2. Financial incentives are important, but oppor-

tunities for personal growth have a more lasting 4.17 0.95 Agree

effect on my job performance.

3. My job performance improves significantly

when I experience both intrinsic motivation and 4.28 0.89 Strongly Agree

external rewards.

4.1 perform best when I am motivated by both a

sense of accomplishment and financial bonuses. 4.36 0.81 Strongly Agree

5. Intrinsic motivation, such as achieving per-

sonal goals, is more effective for long-term job 4.16 0.95 Agree

performance than external rewards.

6. The presence of career advancement opportu-

nities is more motivating for me than receiving 4.08 1.02 Agree

regular salary increases.

7.1 am more engaged in my job when I am recog-

nized for my contributions than when I receive fi- 3.94 1.09 Agree

nancial bonuses.

8. Job satisfaction driven by personal achieve-

ment has a stronger influence on my productivity 4.05 1.00 Agree

than external incentives.
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Statement Weighted  Standard Verbal
Mean Deviation Interpretation

9. 1 value autonqmy in my work more than per- 3.96 0.94 Agree
formance-based incentives.
10. My motivation to excel at my job increases
when I see the direct impact of my work on per- 4.23 0.90 Strongly Agree
sonal and professional development.
11. Intrinsic rewards, such as mastering new
skills, significantly enhance my job performance 4.08 0.97 Agree
compared to extrinsic rewards.
12. Public recognition and awards have a more
immediate effect on my motivation than long- 3.89 1.02 Agree
term personal goals.
13. The opportunity to contribute to meaningful
projects is more motivating than receiving per- 3.96 1.07 Agree
formance bonuses.
14. My job performance benefits more from in-
trinsic motivators, such as personal growth, than 4.01 1.02 Agree
from external rewards like commissions.
15. The combination of feeling personally fulfilled
and receiving external rewards leads to the high- 4.30 0.87 Strongly Agree
est level of job performance.
Average Weighted Mean 4.11 Agree

Table 4.1 shows the impact of different
types of motivation (intrinsic vs. extrinsic) on
job performance in public sector organizations.
The average weighted mean of 4.11 across all
statements indicates a general agreement
among respondents regarding the importance
of intrinsic motivation in enhancing job perfor-
mance. The standard deviations, mostly around
1.00, suggest consistent responses across de-
mographic profiles, with lower variability in
opinions regarding the influence of different
motivators. However, it is also noted that the
respondents recognize the importance of both
intrinsic and extrinsic motivation as shown in

Table 5.1 Strategies to enhance motivation

the responses from statements 3, 4 and 15 with
weighted mean of 4.28, 4.36 and 4.30, respec-
tively and verbal interpretation of “Strongly
Agree”.

Public sector organizations should priori-
tize strategies that foster intrinsic motivation,
such as opportunities for personal growth and
meaningful work, while also recognizing the
role of extrinsic motivators, like recognition
and rewards. By integrating both types of moti-
vation into their performance management
practices, organizations can enhance overall
job performance, employee engagement, and
satisfaction.

Statement Frequency Percentage

Training programs and workshops are regularly offered. 107 4.66%
Performance-based bonuses or incentives are provided. 94 4.10%
Team-building activities and events are organized to strengthen rela- 90 3.92%
tionships.

Opportunities for skill development and training are available. 78 3.40%
Clear pathways for career growth and promotions are provided. 75 3.27%
There are formal programs for recognizing and rewarding outstanding 74 3.23%

performance.
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Statement Frequency Percentage
Employees are assigned tasks that engage their skills and interests. 71 3.10%
Salaries and benefits are competitive and reviewed regularly. 70 3.05%
Regular acknowledgment of employee achievements is practiced. 67 2.92%
Mentorship programs are available for professional development. 65 2.83%
A supportive and inclusive work culture is actively promoted. 64 2.79%
Flexible working hours are available. 63 2.75%
Employees are encouraged to participate in decision-making processes. 63 2.75%
Performance reviews are conducted to discuss strengths and areas for 63 2.75%
improvement.
Flexible leave options and family support programs are available. 63 2.75%
Feedback and suggestions from employees are actively sought and val- 61 2.66%
ued.
Team achievements are celebrated and rewarded. 60 2.62%
Performance evaluations are conducted fairly and transparently. 59 2.57%
Regular goal-setting meetings are conducted to review progress. 56 2.44%
Employees are encouraged to explore different roles within the organi- 56 2.44%
zation.
Regular and constructive feedback is provided to employees. 54 2.35%
Opportunities for involvement in high-impact projects are provided. 53 2.31%
A positive organizational culture supported by strong leadership is 53 2.31%
maintained.
Efforts are made to create an engaging and motivating work environ- 53 2.31%
ment.
Regular salary reviews and adjustments based on performance are con- 52 2.27%
ducted.
Policies and practices support a healthy work-life balance. 51 2.22%
Wellness programs focusing on mental and physical health are offered. 50 2.18%
Clear and achievable performance goals are set for employees. 48 2.09%
Educational reimbursement or support for further education is availa- 45 1.96%
ble.
Clear criteria and feedback are used for performance assessments. 45 1.96%
Necessary resources and tools are provided to employees for job perfor- 44 1.92%
mance.
Performance-linked financial incentives are offered. 44 1.92%
Cross-training opportunities are offered to develop diverse skills. 42 1.83%
Employees have clear career paths and understand their potential for 41 1.79%
growth.
Opportunities for job rotation and diverse responsibilities are provided. 39 1.70%
Remote work options are offered where feasible. 38 1.66%
Investments are made in up-to-date technology and equipment. 38 1.66%
Group-based incentives are provided to encourage teamwork. 37 1.61%
Regular career development discussions are held with employees. 35 1.53%
Access to counseling and support services is provided. 33 1.44%

Table 5.1 shows which strategies public bonuses or incentives and team-building

sector organizations can adopt to enhance em-
ployee motivation. It is identified that training
programs and workshops, performance-based

activities and events are among the strategies
with the highest frequency and percentage.
Public sector organizations should prioritize
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the implementation of these strategies to cre-
ate an environment that fosters professional
growth and teamwork. By investing in training
programs, organizations can enhance employ-
ees' skills and confidence, while performance-
based incentives can drive engagement and
add productivity. Additionally, team-building
activities can strengthen interpersonal rela-
tionships and collaboration among staff. Over-
all, adopting these strategies can lead to im-
proved employee motivation, job satisfaction,
and performance, contributing to a more effec-
tive and cohesive workforce.

Conclusion

The study's findings become evident that
career advancement opportunities emerge as
the predominant motivator for government
personnel, transcending sex, age group, salary,
and government office. The findings from the
assessment of each respondent indicate that,
while the majority of the tests show no signifi-
cant difference, length of service has a signifi-
cant impact on career advancement opportuni-
ties and job security. The findings between
length of service and office is also important for
career progression prospects. Some variables,
such as rewards and recognition related to
length of service, have little significance.

It is clear that respondents’ value both in-
trinsic and extrinsic motivation in improving
government personnel engagement and job
performance whether they are from local or na-
tional government agencies. Understanding
that the respondents from different sectors
from Philippine government agencies valued
both intrinsic and extrinsic motivation provide
the idea that these motives are neither hierar-
chically scaled and both are working as good
motivators for the government personnel.

The study also highlights the efficacy of dif-
ferent tactics used by Philippine government
organizations to boost employee engagement
and job performance. Team-building exercises,
performance-based bonuses, incentives, and
training programs are recognized as commonly
used and effective tactics. This highlights how
important government organization imple-
ments targeted initiatives to create a motivated
and effective government personnel in public
sector organizations.
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