INTERNATIONAL JOURNAL OF MULTIDISCIPLINARY: APPLIED

BUSINESS AND EDUCATION RESEARCH

2025, Vol. 6, No. 10,4915 - 4924
http://dx.doi.org/10.11594 /ijmaber.06.10.05

Factors Affecting Employee Motivation in Selected Local Government Units
(LGUs) in Davao Del Norte

Jhaca Jones N. Tan, Jinedeth T. Cemini*, Glenn Froyd N. Morente, Modesto Carlos S. Castro
I1I, Gemar S. Saromines, Shemar Jove H. Pormento

Business Administration Program, St Mary’s College of Tagum, Inc., Tagum City 8100, Philippines

Article history:

Submission 23 July 2025
Revised 30 September 2025
Accepted 23 October 2025

*Corresponding author:
E-mail:

j:cemini@smctagum.edu.ph

ABSTRACT

This quantitative descriptive-correlational research aimed to investigate
the factors affecting employee motivation in selected local government
units (LGUs) in Davao del Norte. In this study, 365 employees from vari-
ous LGUs participated, providing insights into how financial incentives,
career development, promotional opportunities, and job security influ-
ence their motivation levels. The researchers used adopted research in-
struments to assess the variables. Data were analyzed using statistical
tools like Mean, Standard Deviation, Pearson Correlation Coefficient (r),
and Regression Analysis. Based on the results of the study, financial in-
centives, career development, promotional opportunities, and job secu-
rity collectively scored very high, indicating that these factors are evident
at a very large extent. Similarly, the level of employee motivation among
employees is evident to a very great extent. The findings further show
that there is a significant relationship between factors affecting motiva-
tion and employee motivation among employees. The results also
showed that the factors affecting motivation significantly predict the em-
ployee motivation among LGU employees in Davao Del Norte. The find-
ings suggest that enhancing these influencing factors can effectively lead
to increased levels of employee motivation. Based on these findings, the
study recommends maintaining and increasing financial rewards, invest-
ing in career development and job security programs. Also, the Human
Resource Department of each LGU may implement transparent, merit-
based promotion policies aligned with organizational goals and em-
ployee performance. They may also foster employee well-being by intro-
ducing programs such as team-building activities, wellness initiatives,
and recognition awards to build a motivating and supportive workplace.
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Introduction

Highly performing and productive govern-
ment employees are essential in ensuring the
delivery of quality public service. However,
their effectiveness heavily depends on their
level of motivation, as low motivation often
leads to poor performance. Since motivation is
a key driver of organizational success, its ab-
sence prevents employees from giving their
best, thereby reducing the overall efficiency of
the institution (Alwedyan & Al-Balqa, 2021).
Moreover, Mourad (2024) stated that motiva-
tion is a vital force that drives public sector em-
ployees to stay committed to their duties, mis-
sions, and organizational goals. However, the
challenge lies in its unstable nature as it often
fades over time, leading to declining engage-
ment and reduced effectiveness in the work-
place. In addition, a low level of motivation
among government employees increases the
rate of absenteeism as they need more excite-
ment and stimulus to attend work (Ha & Moon,
2023). Also, research revealed that govern-
ment employees depart from offices due to low
motivation (Credo & Naparota, 2022).

Issues related to employee motivation also
exist in other countries. In fact, the findings of
Agbanero (2023) revealed that lack of motiva-
tion is one of the major issues impeding excel-
lent service performance in the Nigerian civil
service. In Jordan, government workers strug-
gle with motivation due to insufficient align-
ment with their work and lack of consideration
for physical and moral incentives (Alwedyan &
Al-Balqa, 2021). A study based in Portugal
shows that over 40% of the workers felt unmo-
tivated to do their jobs. This is due to low pay
and benefits and lack of recognition (Forte et
al., 2022). In addition, more than 50% of the
U.S. workforce expresses disengagement with
their employment due to these individuals'
poor productivity.

In Matalam, North Cotabato, some regular
employees of their LGU are found to have mod-
erate employee motivation, due to the lack of
need achievements and affiliation (Nitafan &
Camay, 2022). Similarly, in the Municipality of
Sara, Province of Iloilo, government employees
disclose in a survey that low motivation causes
them to perform poorly in public service. This
is due to many factors, such as policy/

procedure, workload, professional oppor-
tunity, promotion, recognition, etc. (Dela Cruz,
2019).

Locally, a study about motivation among
government employees in the Davao Region re-
veals that government personnel need to be
more committed to their employer, which may
be caused by a lack of motivation (De La Salde
& Gempes, 2018). Moreover, a study about pub-
lic service motivation in six (6) city govern-
ments of the Davao Region divulged that public
service motivation significantly decreased; this
is due to the existing organizational culture,
such as salaries, duties, budgeting, and work
environment that are not desirable as per-
ceived by the employees (Dagohoy & Dura,
2022).

While earlier studies, such as that of Novi-
anty and Evita (2018), have primarily focused
on financial incentives, there is limited re-
search that holistically integrates other factors
like career development, promotional opportu-
nities, and job security, particularly within the
context of Philippine LGUs. Additionally, stud-
ies like Kabuka (2019), which employed both
quantitative and qualitative methods, differ
from this study that adopts a purely quantita-
tive approach. Furthermore, the absence of
government employees as participants in the
works of Kabuka (2019) and Novianty and
Evita  (2018) underscores  significant
knowledge and population gaps that this re-
search addressed.

Studying what motivates government
workers is vital because motivated personnel
result in improved government services for all
of us. The urgent need to improve government
operations and provide the public with more
efficient services is the source of the urgency
since low motivation greatly affects how gov-
ernment employees meet the needs of the pub-
lic. Moreover, the problem of employee motiva-
tion needs to be solved to create an end to or
lessen practices such as low productivity, ab-
senteeism, and low level of work engagement
in the workplace, which hinder the delivery of
services. This study aimed to determine the re-
lationship between the factors that affect moti-
vation and employee motivation in the selected
local government units (LGUs) in Davao Del
Norte.
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Furthermore, this study was anchored to
Vroom's (1964) Expectancy Theory, which is a
psychological theory that suggests that peo-
ple's actions and decisions are influenced by
their future expectations. Also, it suggests that
rewards, such as putting in significant effort on
a project for their employer, can significantly
impact motivation, particularly when the goal
is to earn compensation, recognition, or pro-
motion. Moreover, Maslow's Hierarchy of
Needs (1943) is another foundation for this re-
search. This theory of motivation holds that a
person's needs and goals are all structured in a
five-level pyramid, with the lowest level to the
highest, which is the most significant (Sharma,
2021).

Method

This study used a non-experimental quanti-
tative research design, specifically utilizing de-
scriptive-correlational approach. Quantitative
research is a method that uses structured sur-
veys, experiments, or observations to gather
objective information, which is then analyzed
using statistical methods to draw conclusions
and make predictions (Bouchrika, 2024). More-
over, descriptive-correlational approach was
utilized to better understand the factors that
influence employee motivation in certain LGUs
in Davao del Norte. By looking at financial in-
centives, career development, promotional op-
portunities, and job security, the researcher
hoped to uncover how these aspects affect the
motivation of employees. Through this ap-
proach, the researchers explored the connec-
tions between these variables and their impact
on employee motivation.

In addition, this study was conducted in the
three Local Government Units (LGUs) in Davao
del Norte. These LGUs were purposively se-
lected based on their employee population size
and their geographical proximity. Moreover,
the respondents of this study consisted of em-
ployees from selected LGUs, which included
permanent, casual, and job order employees.
They were chosen through stratified random
sampling to ensure fair representation across
employment categories. Among the participat-
ing LGUs, LGU A had a total employee popula-
tion of 4,724, from which 237 respondents
were drawn. LGU B had 2,040 employees, with

103 respondents selected, while LGU C had 495
employees, represented by 25 respondents.
Overall, the combined employee population
from the three LGUs was 7,259, based on rec-
ords from their respective Human Resource
Departments. Using the Raosoft Sample Size
Calculator, the recommended sample size was
365 respondents.

The study used adapted survey question-
naires from the study of Kabuka (2019) to
measure the following factors: financial incen-
tives, career development, promotional oppor-
tunities, and job security. The Cronbach's alpha
of this tool was .928 which indicates high relia-
bility and internal consistency. Another tool
was adapted from Brooks (2007) to gauge em-
ployee motivation, with Cronbach’s alpha of
.964, indicating high reliability and internal
consistency. The data collected were analyzed
using statistical tools such as Mean, Standard
Deviation, Pearson Correlation Coefficient (r),
and Regression Analysis.

In addition, a key limitation of this study
lies in the reliance on self-reported data gath-
ered through surveys. Since the respondents
were employees of LGUs, their answers may
have been influenced by social desirability bias
or fear of possible repercussions, despite assur-
ances of confidentiality. This could result in
overreporting positive attitudes and underre-
porting negative experiences, which may affect
the accuracy and objectivity of the findings.

Furthermore, the researcher secured ethi-
cal clearances from St. Mary’s College of Tagum,
Inc. - Research Ethics Committee (SMCTI -
REC) and rigorously adhered to the ethical
principles such as securing the informed con-
sent of all the respondents, whose rights were
respected and whose privacy and confidential-
ity were treated with high regard.

Results and Discussion
Extent of financial incentives

Table 1 shows the extent of financial incen-
tives which has an overall mean of 4.57, with a
descriptive equivalent of very high. This sug-
gests that the extent of financial incentives af-
fecting employee motivation among LGU em-
ployees is evident to a large extent. Addition-
ally, the small standard deviation of 0.63 sug-
gests that the respondents' responses are
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closely clustered around the mean, signifying
greater precision and reliability in the meas-
urements or observations. The results further
reveal that a competitive salary and allowances

Table 1. Extent of financial incentive

can motivate employees to perform better. Ad-
ditionally, the results suggest that working
overtime with pay may enhance organizational
performance.

Items Mean SD Des.
1. Good salary can motivate employee to work. 4.65 0.66 Very High
2. Fringe benefits lead employees to work hard. 4.57 0.70 Very High
3. Allowances do increase employee performance. 4.60 0.71 Very High
4. Bonuses influence employees’ productivity. 4.59 0.71 Very High
5. Overtime can facilitate organization performance. 4.45 0.84 Very High
Overall Mean 4.57 0.63 Very High

The result is parallel to the finding of Novi-
anty and Evita (2018), who demonstrated a
clear connection between financial incentives
and employee motivation. Their research con-
cluded that financial rewards such as salaries,
bonuses, and allowances significantly enhance
employee performance and engagement. In ad-
dition, the Cognitive Evaluation Theory (CET)
by Deci (1971) explains the positive impact of
financial incentives on employee motivation.
CET posits that extrinsic rewards can enhance
intrinsic motivation when they support an indi-
vidual's sense of competence and autonomy. In
addition, in motivating employees to retain in
their work, Tejero et al. (2021) reported that
aside from salaries, other financial incentives
provided by the LGUs in the Philippines include
travel allowances, the Personal Economic

Table 2. Extent of career development

Relief Allowance (PERA), hazard pay, and
clothing and subsistence allowances.

Extent of career development

Table 2 shows the extent of career develop-
ment which has an overall mean of 4.36, with a
descriptive equivalent of very high. This means
that the extent of career development among
LGU employees is evident at a very large extent.
Also, the standard deviation of 0.68 denotes
that the responses of the respondents are clus-
tered around the mean. The results further re-
veal that providing seminars and further edu-
cational training can stimulate the career of the
employee. Additionally, the results suggest that
having effective job rotation can also improve
their motivation.

Items Mean SD Des.
1. Seminars are provided by professionals. 4.42 0.71 Very High
2. Further education stimulates career of employee. 4.41 0.76 Very High
3. There are effective job rotation opportunities in the 4.32 0.80 Very High
Institution.
4. There are education and self-training opportunities 4.34 0.83 Very High
in workplace.
5. Employee development and succession plans are 4.29 0.82 Very High
well implemented.
Overall Mean 4.36 0.68 Very High

The result aligns with Parsons' Career De-
velopment Theory, which emphasizes that
aligning career opportunities with an individu-
al's skills, interests, and values is crucial for job
satisfaction and motivation (Andreev, 2023).

Gabriel (2023) supports this by demonstrating
that training and development significantly en-
hance employees' skills and knowledge,
thereby improving job performance. Similarly,
Daang et al. (2024) revealed that career
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development enhances skills for all LGU em-
ployees, fostering adaptability and boosting job
satisfaction and efficiency. Additionally, the re-
sults are parallel to the findings of Thoyib et al.
(2021), who demonstrated that career devel-
opment plays a significant role in mediating
employee motivation. Their study revealed that
providing employees with opportunities for
growth and advancement leads to higher levels
of motivation.

Extent of promotional opportunities
Table 3 presents the extent of promotional

opportunities which has an overall mean of

Table 3. Extent of promotional opportunities

4.33, with a descriptive equivalent of very high.
This means that the extent of promotional op-
portunities among LGU employees is evident at
avery large extent. Also, the standard deviation
of 0.76 denotes that the responses of the re-
spondents are clustered around the mean. The
results further reveal that promotional an em-
ployee has consequently improved the motiva-
tion of the employee and having also a clear or-
ganization structure can also affect the motiva-
tion itself. Additionally, the results suggest that
a low rate of employee turnover may enhance
employees’ performance.

Items Mean SD Des.
1. Institution has a culture to promote its employees. 4.39 0.83 Very High
2. Promotion policies have fair promotion decisions. 4.29 0.88 Very High
3. Institution has a clear organization structure. 4.35 0.87 Very High
4. Institution promote employee at reasonable times. 4.31 0.89 Very High
5. Low rate of employee turnover. 4.29 0.94 Very High
Overall Mean 4.33 0.76 Very High

The result aligns with Herzberg’s Two-Fac-
tor Theory, which posits that motivators such
as recognition, achievement, and growth con-
tribute directly to job satisfaction and motiva-
tion (Alrawahi et al.,, 2020). Hartman (2021)
supports this by demonstrating that promo-
tional opportunities provide employees with
increased compensation and recognition,
which are critical for maintaining high motiva-
tion levels. Similarly, Alrawahi et al. (2020)
found that recognition and growth opportuni-
ties significantly enhance employees' job satis-
faction and motivation. In the same vein, Ford
et al. (2025) stated that when an organization’s
recognition system identifies high-performing
employees with strong potential, it becomes
advantageous for the organization to promote
them to meet its internal staffing and leader-
ship needs. On the other hand, in Cagayan, Phil-
ippines, although employee performance was
generally high, inconsistencies existed in the
implementation of promotion processes; thus,

there is the need to improve communication
and evaluation procedures within the LGU’s
promotion system to ensure greater transpar-
ency, fairness, and alignment with the princi-
ples of the Local Government Code of the Phil-
ippines (Maramag, 2024).

Extent of job security

Table 4 presents the extent of job security
which has an overall mean of 4.33, with the de-
scriptive equivalent of very high, which shows
that the extent of job security among LGU em-
ployees is evident to a very large extent. In ad-
dition, the standard deviation of 0.75 denotes
that the respondents' responses are clustered
closely to the mean. The results revealed that
having pension funds and long-term job pro-
spects creates an employee's interest in in-
creasing their motivation. Furthermore, when
employees work in a union term, they feel mo-
tivated to work.
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Table 4. Extent of job security

Items Mean SD Des.
1. Employment laws are well observed. 4.33 0.85 Very High
2. Employment contracts have long-term job prospects. 4.34 0.87 Very High
3. Institution has clear organization plan. 4.33 0.83 Very High
4. Employees join the workers’ unions. 4.30 0.91 Very High
5. Organization allows employees to join pension funds. 4.37 0.81 Very High
Overall Mean 4.33 0.75 Very High

The result aligns with Herzberg's Two-Fac-
tor Theory, which posits that hygiene factors
such as job security prevent dissatisfaction and
contribute to overall job satisfaction and moti-
vation. Employees who feel secure in their jobs
are more motivated and able to concentrate on
their tasks (Strick, 2022). In addition, Sohalia et
al. (2020) support this by demonstrating that
job security significantly enhances employee
motivation and productivity. They also empha-
sized the importance of job security in enhanc-
ing job satisfaction and motivation. Similarly,
Herrity (2023) found that increased job secu-
rity motivates workers to perform better in
their current positions and further their ca-
reers with the company. In the same vein,
Alajlouni and Nawafleh (2018) found that em-
ployees with low job satisfaction and insecurity
about their employment tend to reduce organ-
izational productivity, suggesting that ensuring

Table 5. Level of employee motivation

job security enhances satisfaction and perfor-
mance. Likewise, Kayar and Yesilada (2024)
confirmed that job security has a positive im-
pact on sustaining employees’ job perfor-
mance.

Level of employee motivation

Table 5 presents the level of employee mo-
tivation which has an overall mean of 4.32, with
a descriptive equivalent of very high. This
means that the extent of motivation among LGU
employees is evident at a very large extent. In
addition, the standard deviation of 0.59 de-
notes that the responses of the respondents are
clustered closely to the mean. The results fur-
ther reveal that when they do their job well it
makes them different also employees are chal-
lenged to do their job while they are aiming for
promotion in the company.

Variable

Overall Mean

SD Des.

Employee Motivation 4.33

0.75 Very High

This result aligns with Vroom's Expectancy
Theory, which posits that individuals are moti-
vated to act in certain ways based on their ex-
pectations of the outcomes (Vroom, 1964). In
line with this, Grzesiak et al. (2024) confirmed
in their study that highly motivated employees
show higher work efficiency and care more
about the quality of their products or services,
which positively strengthens the organization’s
credibility and position as a stable employer.
Furthermore, Tenney (2024) stated that moti-
vation plays a role in engaging employees in
their work, energizing their efforts, increasing
their dedication, and driving their perfor-
mance. He added that employee motivation is
greater when employee needs are being met.

Also, Uka and Prendi (2021) reported that the
more motivated the employees are, the better
they perform at work. On the other hand, the
resultis in contrast with the findings of Sibonde
and Dassah (2021) that employee motivation is
low in the municipality in the Western Cape
province, which indicates that participants are
motivated to a little extent.

Significance of the relationship between fac-
tors daffecting employee motivation

Table 6 shows the results of testing the sig-
nificance of the relationship between factors
that affect motivation and employee motiva-
tion among employees of the selected local gov-
ernment units (LGU’S) in Davao Del Norte. The

IJMABER

4920 Volume 6 | Number 10 | October | 2025



Tan et al, 2025 / Factors Affecting Employee Motivation in Selected Local Government Units (LGUs) in Davao Del Norte

factors affecting employees towards work have
displayed a moderate positive linear relation-
ship significantly correlated to the employee’s

motivation (p< .05), with a correlation coeffi-
cient of 0.731.

Table 6. Significance of the relationship between factors affecting employee motivation

Variables Correlated p-value Remarks
Financial Incentives 0.182 0.000 Significant
Career Development 0.174 0.001 Significant

Promotional Opportunity 0.229 0.000 Significant
Job Security 0.286 0.000 Significant

This result is consistent with the finding of
Dessler (2014), who similarly identified that
motivational factors such as financial incen-
tives, career development opportunities, and
job security significantly enhance employee
motivation. Dessler's conclusions align with the
results of this study, as both emphasize the im-
portance of linking performance to rewards
and offering clear career advancement path-
ways to maintain high levels of employee en-
gagement and motivation. Likewise, the study
by Novianty and Evita (2018) supports these
results, demonstrating that financial rewards,
including salaries and bonuses, are key drivers
of employee performance and satisfaction. This
congruence further reinforces the role of finan-
cial incentives as a vital motivational factor in
the workplace. Furthermore, Uka and Prendi
(2021) reported that employees feel satisfied
and motivated when they receive extra bo-
nuses, are promoted in their roles and respon-
sibilities, and feel appreciated by others, espe-
cially by their supervisors.

Regression analysis on factors affecting em-
ployee motivation

Table 7 presents the results of the regres-
sion analysis on factors that predict employee
motivation among employees of the selected
local government units (LGU’S) in Davao Del
Norte. The results indicate a significant influ-

ence of the factors affecting motivation on em-
ployee motivation, as evidenced by the statisti-
cal outputs. The B-Coefficient of 0.731 suggests
a strong positive relationship between the mo-
tivational factors and employee motivation, in-
dicating that for every unit increase in the fac-
tors affecting motivation, employee motivation
increases by 0.731 units. This strong positive B-
Coefficient highlights the substantial impact
that motivational factors have on enhancing
employee motivation.

Furthermore, the R-Squared value of 0.534
indicates that the factors affecting motivation
can explain approximately 53.4% of the vari-
ance in employee motivation. This suggests
that more than half of the changes in employee
motivation can be attributed to the combined
influence of financial incentives, career devel-
opment opportunities, promotional opportuni-
ties, and job security.

The results indicate a significant influence
of the factors on employee motivation. This re-
sult aligns with Herzberg's Two-Factor Theory,
which asserts that financial rewards, such as
salaries, allowances, and bonuses, are crucial
for enhancing employee motivation by pre-
venting dissatisfaction. Herzberg's theory cate-
gorizes financial incentives as hygiene factors
that, while not necessarily motivating, elimi-
nate dissatisfaction and contribute to improved
performance.

Table 7. Regression analysis on factors affecting employee motivation

Unstandardized Standardized
Coefficients Coefficients
v B Std. Error Beta t P Re-mark
(Cons.) 1.132 .158 - 7.177  .000 Sig.
Financial Incentives .168 .043 .182 3.907 .000 Sig.
Career Development 150 .045 174 3,535 .001 Sig.
IJMABER 4921 Volume 6 | Number 10 | October | 2025
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Unstandardized Standardized
Coefficients Coefficients
v B Std. Error Beta t p Re-mark
Promotional 176 0.42 229 4205 .000 Sig.
Opportunities
Job Security 225 0.42 .286 5403 .000 Sig.
r=0.731; Rsquared=0.534; F-value=416.631; p =.000

Moreover, the finding is also congruent to
Maslow's Hierarchy of Needs, where job secu-
rity is considered part of the safety needs,
which must be fulfilled before an individual can
focus on higher-level motivators like self-actu-
alization. In addition, the finding aligns with the
Goal-Setting Theory, which emphasizes the im-
portance of clear career progression goals in
driving motivation. The availability of promo-
tions is a powerful extrinsic motivator, encour-
aging employees to enhance their performance
in pursuit of higher positions. Furthermore, the
research of Thoyib et al. (2021) supports this
finding by demonstrating that career develop-
ment opportunities play a critical role in in-
creasing employee motivation, job satisfaction,
and performance. The alignment between
these theories and studies with the findings of
this research underscores the importance of of-
fering career development opportunities as a
key factor in fostering employee engagement
and motivation.

Conclusion

Based on the findings of the study, employ-
ees of selected LGUs in Davao del Norte experi-
ence financial incentives, career development,
promotional opportunities, and job security to
a very large extent, highlighting the robust
measures in place to support their professional
and personal well-being. Additionally, the level
of employee motivation among these employ-
eesis also evident to a very large extent, reflect-
ing their high engagement and satisfaction with
their roles. The study further establishes a sig-
nificant relationship between the factors affect-
ing motivation and the level of employee moti-
vation, emphasizing the interconnectedness of
these elements. Moreover, these factors signifi-
cantly predict employee motivation, under-
scoring their critical role in fostering a moti-
vated and productive workforce within the

LGUs of Davao del Norte. These findings high-
light the importance of continuous efforts to
enhance motivational factors to sustain and im-
prove employee performance and satisfaction.
At the policy level, LGUs may institutionalize
capacity-building and promotion frameworks
to sustain motivation and productivity among
employees.

Furthermore, from a theoretical stand-
point, this study validates Herzberg’'s Two-Fac-
tor Theory and Vroom'’s Expectancy Theory
within the context of Philippine local govern-
ance. The findings affirm that intrinsic and ex-
trinsic motivators, such as promotional oppor-
tunities, recognition, and financial incentives,
remain central to employee motivation even in
public sector.

Recommendations

Based on the findings of the study, it is rec-
ommended that Local Government Units
(LGUs) institutionalize policies that ensure sus-
tainable employee motivation and perfor-
mance. Specifically, LGUs may adopt ordi-
nances or administrative policies that formal-
ize financial incentive systems, including regu-
lar salary reviews, performance-based bo-
nuses, and standardized allowances, to recog-
nize merit and sustain motivation across de-
partments. At the policy level, LGUs are encour-
aged to investin long-term career development
frameworks, such as continuous professional
training programs, competency-based promo-
tion systems, and clear career progression
pathways. Strengthening job security policies
may be done, through fair contractual prac-
tices, transparent employment regularization,
and compliance with civil service standards;
this is also to foster trust and loyalty among
employees.

For future researchers, it is recommended
to employ longitudinal or qualitative research
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designs to explore changes in employee moti-
vation over time and gain deeper insights into
personal and organizational experiences that
quantitative data may not fully capture. Ex-
panding future studies to include different LGU
contexts or other public institutions may also
yield more comprehensive findings on em-
ployee motivation dynamics.
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