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Abstract  

Motivation serves as a pivotal driver for achieving optimal work performance, especially in the realm of local government 

operations. Through a qualitative multiple-case study design, the researchers analyzed the pivotal connection between 

employees' performance and overall organizational success. Thirteen (13) participants from the first-class municipalities 

in the first district of Batangas were selected using purposive sampling techniques. Face-to-face interviews were 

conducted to get the opinions of the participants and were subsequently subjected to thematic analysis. The findings 

highlight the strong connection between motivational tools and employee preferences. Despite the local government's 

emphasis on teamwork and collaboration, employees exhibit a strong preference for incentives, rewards, and 

acknowledgment. Advocating for the systematic integration of employee feedback into motivational strategy 

formulation and the necessity of comprehensive evaluations of existing tools. Additionally, it underscores the 

importance of cultivating an inclusive environment where employees actively participate in discussions about 

motivational approaches. By embracing the proposed motivational plan that considers both organizational and 

employee perspectives, this research seeks to cultivate a culture of heightened productivity and performance 

enhancement within local government units. 
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Introduction 

With its dynamic and highly proficient workforce, the Philippines boasts an impressive employment rate of 

95.3 percent, as reported by the Philippine Statistics Authority. The recognition of employee performance's pivotal role 

in organizational success has led to an increased emphasis on employee satisfaction, clear expectations, and 

motivation. Research suggests that these increased numbers are directly correlated to the motivational tools being 

implemented within the organizations (Mangarin, 2023). 

Motivational tools play a pivotal role in shaping employee motivation and are often categorized into extrinsic 

and intrinsic factors. Extrinsic motivation involves external rewards such as bonuses and promotions, while intrinsic 

motivation stems from internal sources, driven by factors like personal satisfaction and enjoyment in the task itself. 

Ilagan et al.'s (2014) research sheds light on a distinctive motivational paradigm among Filipino workers. The study 

suggests a preference for intangible rewards, such as self-fulfillment and recognition, over tangible incentives. This 

preference may be influenced by cultural factors emphasizing personal growth and recognition as significant motivators. 

Siddiqui (2014) underscores the importance of recognizing the diversity of motivational factors among 

employees. It is crucial to acknowledge and address individualized incentives that drive diverse workers. The call for 

personalized approaches in motivational strategies is evident, emphasizing the need to tailor incentives, recognition 

programs, and professional development opportunities to align with the unique motivations of each employee. 

In practical terms, organizations need to move away from a one-size-fits-all approach to employee motivation. 

Instead, they should consider the interplay between extrinsic and intrinsic motivators, cultural influences, and the 

individualized nature of employee preferences. By doing so, organizations can create more effective and tailored 

motivation strategies that contribute to enhanced employee satisfaction, engagement, and overall performance. 

Against the backdrop of a changing economic landscape, the retention of high-performing employees has 

become a critical imperative. Insights from the International Public Management Association for Human Resources 

highlight the prominence of attractive benefits and job security, particularly within the public sector, as leading factors 

influencing employment seeking and retention. Consequently, motivational tools have become indispensable in 

fostering efficiency and effectiveness, with employee motivation identified as a key variable for advancing both 

individual and organizational performance (Ritz, Neumann, & Vandenabeele, 2016). 

This research directs its focus towards the first-class municipalities in the first district of Batangas, specifically 

Balayan, Lemery, and Nasugbu. These municipalities, recognized for their fiscal capacity and economic stability, stand 

as epitomes of local government excellence. The classification of these areas, based on income levels and economic 

indicators, holds pivotal significance in evaluating their financial capacity to adequately compensate employees. 

Insights into the developmental prowess of these municipalities are gleaned from provincial rankings, 

encompassing economic dynamism, government efficiency, infrastructure, resilience, and innovation. The rankings of 

Balayan, Lemery, and Nasugbu serve as valuable indicators of their relative performance and socio-economic vibrancy 

within the specified categories. 
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Against this intricate backdrop, our research seeks to comprehensively explore the motivational tools 

employed within first-class municipalities, specifically within the first district of Batangas. The primary objective is to 

assess the impact of these tools on employee performance, striving to establish a nuanced understanding of the 

interrelationships between these variables. Additionally, the study aims to identify the types of rewards preferred by 

employees within this unique socio-economic context, contributing valuable insights to the broader discourse on 

organizational motivation and performance. 

Statement of the Problem 

This study looked into how motivation affects employees' performance in organizations, specifically focusing 

on first-class municipalities in the first district of Batangas. The goal was to understand the different methods used to 

motivate employees and how these methods influence their performance. The study aimed to answer the following 

questions: 

1. What are the various motivational tools and strategies currently employed by organizations in First Class 

Municipalities in the first district of Batangas to motivate their employees? 

2. How these motivational tools influence the performance of employees in these organizations?  

3. Is there any distinct preference among employees in terms of the types of rewards or motivational tools they 

prefer for enhance performance? 

4. In light of the study’s findings, what effective motivation plan can be formulated to enhance employees’ 

performance? 

Methodology 

The researchers aimed to find out which motivational tools improve employee performance in first-class 

municipalities using a multiple-case study research design. The study evaluated how these motivational tools affected 

participants, who were employees of the respective municipalities. This research method was selected based on its 

suitability and endorsement by Hoole & Hotz (2016) and AYE (2019), making it a well-established and recommended 

approach for studying motivational factors in organizational settings. 

Population and Sampling  

This study focused on municipal employees in first-class municipalities in the First District of Batangas. The 

thirteen (13) participants were selected using a purposive or judgmental sampling approach. Participants had to meet 

specific criteria. Firstly, they were required to have a minimum of five years of service in their respective roles within 

the municipal government. This ensured that the participants had a substantial period of experience in their positions. 

Additionally, participants needed to possess a five-year plantilla status, indicating that they held a permanent position 

within the organizational structure for at least five years. This criterion aimed to include individuals who had 

demonstrated a long-term commitment to their roles. 

Instrumentations 



 

35 

Guild of Educators in TESOL International 

The researchers developed a semi-structured interview to determine the impact of motivational tools on 

employee performance. This instrument underwent a careful validation process and was revised and improved for 

better accuracy. The initial part of the interview centered on gathering essential demographic information from the 

participants, providing a comprehensive overview of their background, and contextualizing their responses. The 

subsequent portion delved deeper into the exploration of motivation, categorizing and understanding its various forms, 

and discerning its specific influence on individual job performance. These two parts aimed to capture a holistic view of 

the participants' experiences and perceptions, enabling a nuanced analysis of the intricate relationship between 

motivational factors and employee performance in the context of first-class municipalities in the First District of 

Batangas. 

Data Collection 

Initially, the researchers formulated research instruments. This instrument underwent a validation process to 

ensure its appropriateness and relevance. Following the validation of the interview questions, a request letter was 

created to seek official approval for the conduct of the study within the first-class municipalities situated in the initial 

district of Batangas. The letter underwent a thorough review by the research advisor and, upon finalization, was 

formally sent to the concerned municipalities for approval. Upon securing approval, the researchers conducted 

interviews with participants, systematically gathering data. Following the completion of the interviews, the researchers 

examined and evaluated the compiled information. This phase involved an analysis of the acquired data, aligning with 

the research objectives. Then, data interpretation was done, and a motivational plan was developed.  

Data Analysis 

This study utilized qualitative thematic analysis, a method that entails identifying patterns and connections 

within themes. The researchers organized the interview data into meaningful codes, subsequently grouping them into 

overarching themes. This approach facilitated a comprehensive exploration of the content, revealing patterns and 

relationships in the data. The thematic analysis methodology proved to be a robust tool for uncovering the depth and 

complexity of participants' perspectives, aligning with the overarching research objectives, and elevating the overall 

interpretative quality of the study (Jowsey, Deng, and Weller, 2021). 

Ethical Considerations 

The study took careful steps to protect the privacy and confidentiality of participants, following ethical 

guidelines. The researchers did not ask for any personal information, and all comments shared were kept anonymous. 

Participation was completely voluntary, with individuals having the choice to engage or not without any pressure. 

Participants were not required to reveal personal details, and if they chose to withdraw at any point, they could do so 

without giving a reason. Importantly, withdrawing didn't affect the relationship between the researcher and 

participants. If someone withdrew before data collection was completed, their information was promptly returned or 

removed, ensuring their input didn't influence the final analysis. This commitment to confidentiality and voluntary 

participation reflects our dedication to ethical standards and prioritizes the well-being and privacy of our participants. 
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Results and Discussions 

The information provided below illustrates the variety of strategies and tools of motivation, their impact, and 

the preferences and motivation tools of employees. In-depth research and understanding of the variety of employee 

motivating tools, especially in first-class municipalities in Batangas' first district, as well as how they impact employee 

productivity, were the goals of the interviews. There are 34 codes collected through thematic analysis. 

Table 1 

Motivational tools and strategies employed by different municipalities in First Class Municipalities in the first district of 

Batangas 

MAJOR THEMES CODES 

Recognition and Awards Participant 1: "Awards and recognitions play a crucial role in motivating 
employees, fostering employee involvement and empowerment." 
Participant 2: "Recognition, awards, and training and development are key 

strategies. Employee involvement, performance feedback, and teamwork 
contribute to a motivated workforce." 
Participant 5: "Mentoring, awards, and incentives contribute to employee 

motivation, encouraging continuous improvement." 
Participant 4: "Validating good work is a motivational tool that recognizes 
and reinforces positive contributions." 

 
Training and Development Participant 3: "Trainings and seminars are essential in enhancing employee 

skills and knowledge, contributing to overall motivation." 

Participant 12: "Capacity building is identified as a key theme, emphasizing 
the importance of enhancing employee skills and capabilities." 
Participant 7: "Seminars and team building activities are employed to 
enhance teamwork and collaboration among employees." 

 
Teamwork and Collaboration Participant 6: "Emphasizing teamwork as a motivational strategy fosters a 

collaborative and supportive work environment." 

Participant 8: "Teamwork is a major theme in motivating employees, 
fostering a sense of unity and shared goals." 
Participant 9: "Cooperation and teamwork are highlighted as essential 

elements in motivating employees to achieve common objectives." 
Participant 10: "Teamwork is consistently mentioned as a motivational 
strategy, emphasizing the importance of collective efforts." 

 
Table 1 shows the motivation tools that are currently experienced by the employees of the first-class 

municipalities in the first district of Batangas. The researchers generated three (3) major themes with their respective 

codes.  

1. Recognition and Awards 

2. Training and Development 

3. Teamwork and Collaboration 
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Recognition and Awards 

In the context of "Recognition and Awards” participant 1 underscores the significance of awards and 

recognitions in motivating employees, emphasizing their role in acknowledging individual efforts and fostering a sense 

of involvement and empowerment within the workforce. This theme is reinforced by Participant 2, who suggests that 

a motivated workforce is best achieved through a holistic approach that integrates recognition, awards, training, and 

development, as well as factors like employee involvement, performance feedback, and teamwork. Participant 5 adds 

depth to the discussion by introducing specific elements such as mentoring and incentives, highlighting their 

contribution to continuous improvement, and emphasizing the dynamic nature of motivational strategies. Additionally, 

Participant 4's focus on validating good work further emphasizes the importance of acknowledging and reinforcing 

positive contributions. Furthermore, the external validation provided by Imran, Ahmad, Nisar, and Ahmad (2014) 

underscores the significant impact of employee recognition as a potent motivational tool that channels energies towards 

organizational goals and objectives. Overall, the data suggests that an effective approach to motivation in these 

municipalities involves a comprehensive combination of recognition practices, awards, and broader strategies aimed at 

fostering professional development, teamwork, and continuous improvement. 

Training and Development 

Under the theme of "Training and Development," several key insights emerge. Participant 3 emphasizes the 

essential role of training and seminars in enhancing employee skills and knowledge, underscoring their direct 

contribution to overall motivation. Participant 12 aligns with this sentiment by identifying capacity building as a key 

theme and highlighting the significance of enhancing employee skills and capabilities. Additionally, Participant 7 

introduces the use of seminars and team-building activities to enhance teamwork and collaboration, indicating the 

interconnected nature of training with broader organizational goals. The external insights from Chris Madu (2020) and 

Gabriel (2023) further support these participant perspectives. Madu (2020) suggests that perceived growth 

opportunities act as strong motivators, and one effective avenue for enhancing motivation is through learning and 

development opportunities. Moreover, Gabriel (2023) emphasizes that by providing employees with the tools and 

resources for skill development, organizations can foster a culture of continuous improvement, ultimately promoting a 

sense of ownership and investment in their work. 

Teamwork and Collaboration 

Participant 6 underscores that emphasizing teamwork serves as a motivational strategy, fostering a 

collaborative and supportive work environment. Participant 8 reinforces this perspective, stating that teamwork is a 

major theme in motivating employees, fostering a sense of unity and shared goals. Participant 9 highlights the essential 

elements of cooperation and teamwork as motivators to achieve common objectives, while Participant 10 consistently 

mentions teamwork as a motivational strategy, emphasizing the significance of collective efforts. Furthermore, Abbas 

& Nawaz (2019) suggest that organizations supporting collaboration and teamwork experience elevated levels of 

teamwork. When employees develop positive connections with their co-workers, it is reported that they perform better. 

Additionally, the existence of teamwork attributes provides team members with self-confidence, emotional security, 

and the ability to positively plan and make collective decisions. 

 

 

 

Table 2 

Influence of motivational tools on the performance of employees in different municipalities in first-class municipalities 

in the first district of Batangas 
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MAJOR THEMES CODES 

Sense of Ownership and Responsibility Participant 2: "Can give employees a sense of ownership and 
responsibilities in their roles, trusting them to make decisions 

within their areas and expertise." 
 

Morale and Commitment Participant 3: "It uplifts employees’ morale and helps build strong 

commitment with our duties and responsibilities." 
Participant 11: "Employees are well compensated and given office 
space conducive for efficient work performance." 
 

Productivity and Efficiency Participant 5: "Employees tend to be more productive and 
efficient at work because of incentives." 
 

Collaboration and Teamwork Participant 6: "Helping each other with our tasks." 
Participant 7: "Seminars and team building." 
 

Shared Vision and Goals Participant 8: "Share our vision and clear goals." 
Participant 9: "Sharing Ideas." 

 

Table 2 presents the themes regarding the influence of motivational tool on the performance of employees in 

different municipalities in first-class municipalities in the first district of Batangas, namely: 

1. Sense of Ownership and Responsibility 

2. Morale and Commitment 

3. Productivity and Efficiency 

4. Collaboration and Teamwork 

5. Shared Vision and Goals 

Sense of Ownership and Responsibility 

Participant 2 highlights the importance of fostering a sense of ownership and responsibility among employees 

by entrusting them with decision-making authority within their areas of expertise. In addition, Dave (2023) suggests 

that autonomy and empowerment serve as potent motivational tools. Autonomy provides employees with the freedom 

and discretion to control their work, leading to increased motivation, creativity, and job satisfaction. Similarly, 

empowerment involves giving employees the authority and resources to make decisions, fostering a sense of 

importance and impact on organizational success. Both autonomy and empowerment contribute to increased self-

confidence, self-efficacy, and commitment to work, ultimately enhancing overall motivation.  

Morale and Commitment 

Under this theme, Participant 3 emphasizes the uplifting of employees' morale, noting a positive impact on 

building strong commitment to duties and responsibilities. In contrast, Participant 11 highlights the role of 

compensation and conducive office spaces in promoting efficient work performance. Thus, LineZero (2023) insights 

make it evident that employee morale is a multifaceted concept that encompasses various aspects of satisfaction, 

attitude, and outlook within an organization. High morale is closely linked to job satisfaction, indicating that employees 

feel fulfilled and content in their roles. Moreover, it contributes to strong team cohesion, as employees are more likely 

to collaborate and support one another when morale is high. A positive attitude towards organizational objectives also 

emerges when morale is boosted, as employees feel invested in the success of the organization and are motivated to 

contribute towards its goals. 

Productivity and Efficiency 
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Participant 5 asserts that employees tend to be more productive and efficient at work because of incentives, 

which aligns with existing research on the relationship between motivational tools and employee performance. 

Motivational strategies play a crucial role in not only enhancing productivity but also in achieving organizational goals 

by fostering a positive work environment. Incentives, such as bonuses, recognition, or other tangible rewards, serve 

as powerful motivators by providing employees with a clear incentive to perform well. Research has shown that when 

employees feel valued and rewarded for their efforts, they are more likely to be engaged and motivated to excel in 

their roles. Moreover, the reference to improved working conditions as a means to enhance productivity reinforces the 

idea that a comfortable and supportive work environment is essential for maximizing employee efficiency. When 

employees feel comfortable and supported in their work environment, they are better able to focus on their tasks and 

perform at their best. Omilani and Akintolu (2017) support this notion by highlighting the importance of enhancing 

working conditions through motivational incentives. By providing the right incentives, organizations can not only boost 

employee morale and motivation but also increase productivity and overall performance. 

Collaboration and Teamwork 

Both Participant 6 and Participant 7 emphasize the importance of collaboration and teamwork in the 

workplace, albeit through different means. Participant 6 suggests a more informal approach to fostering collaboration, 

where colleagues actively assist each other with their tasks. This type of collaboration likely occurs organically within 

the day-to-day work environment, fostering a culture of mutual support and cooperation among team members. On 

the other hand, Participant 7's mention of seminars and team-building activities indicates a more structured approach 

to promoting collaboration and teamwork. These organized activities provide opportunities for team members to 

interact in a controlled setting, building rapport, trust, and communication skills essential for effective teamwork. In 

addition, Abbas and Nawaz (2019) provide additional insight into the significance of collaboration and teamwork in 

organizational performance. Their research suggests that organizations with high levels of collaboration and teamwork 

tend to perform better. This is attributed to the positive connections formed among employees, which enhance 

productivity and overall team effectiveness. 

Shared Visions and Goals 

Under this theme, Both Participant 8 and Participant 9 highlight the importance of shared vision and goals, 

although their expressions differ. Participant 8 asserts that sharing the organizational vision and clear goals suggests 

a top-down approach to communication, where the company's leadership plays a key role in articulating a compelling 

vision and specific objectives. This approach ensures that employees are aware of the overarching mission and have a 

clear understanding of what needs to be achieved. On the other hand, Participant 9's emphasis on sharing ideas 

suggests a more bottom-up approach to fostering a shared vision and goals. This approach encourages open 

communication and collaboration among employees, allowing for the exchange of diverse perspectives and ideas. This 

can lead to a shared understanding of goals that emerges collaboratively within the team. The reference to AIContentfy 

(2023) supports both participants' views, highlighting the immense impact of a strong company vision on employee 

motivation. A well-defined vision not only provides a sense of purpose and direction but also aligns individual goals 

with organizational objectives, fostering a culture of innovation and collaboration. 

 

 

Table 3  

Employee preferences for types of rewards or motivational tools across various first-class municipalities in the first 

district of Batangas 

MAJOR THEMES CODES 
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Monetary Incentives Participant 1: "Employees respond positively to incentives, whether they be in 
the form of bonuses or other rewards. It plays a crucial role in motivating them 

to excel in their roles." 
Participant 3: "Monetary incentives have a direct impact on employee 
motivation. Recognizing their hard work with financial rewards creates a sense 

of value and appreciation." 
Participant 10: "Employees are motivated by the prospect of tangible rewards. 
It could be anything from recognition plaques to monetary bonuses—a concrete 

acknowledgment of their contributions." 
Participant 12: "Financial rewards act as a powerful motivator, signaling to 
employees that their hard work is not only noticed but also valued in a 

substantial way." 
 

Recognition and Acknowledgment Participant 2: "Acknowledging employees with formal recognition and awards is 

essential. It goes beyond monetary benefits, fostering a positive work culture 
where individuals feel seen and valued." 
Participant 4: "Celebrating achievements, whether big or small, is crucial for 

employee morale. It's not just about awards but acknowledging every success, 
reinforcing a culture of appreciation." 
Participant 8: "Positive feedback is a simple yet effective form of 
acknowledgment. When paired with rewards, it becomes a powerful tool for 

boosting morale and encouraging a culture of continuous improvement." 

Participant 13: "Recognizing the effort employees put into their work is 
fundamental. It's not just about the end result but appreciating the dedication 

and hard work they invest in their tasks." 
 

Career Advancement Participant 5: "The prospect of career advancement, such as promotions, serves 

as a strong motivational factor. It not only rewards past performance but also 
encourages employees to strive for excellence in their roles." 

Participant 11: "Combining monetary rewards with work acknowledgments 
creates a dual incentive—financial gain and recognition. This duality is especially 

potent in motivating employees to aim for career advancement." 
 

Training and Development Participant 7: "Investing in employees' professional growth through team 

building and seminars is a strategic motivator. It not only enhances skills but 
also demonstrates a commitment to their long-term development, fostering 
loyalty and motivation." 

 
Table 3 presents the themes regarding the employee preferences for types of rewards or motivational tools 

across various first-class municipalities in the first district of Batangas, namely: 

1. Monetary Incentives 
2. Recognition and Acknowledgment 

3. Career Advancement 
4. Training and Development 

 

Monetary Incentives 

The responses from Participants 1, 3, 10, and 12 collectively emphasize the significant impact of monetary 

incentives as a preferred motivational tool across various first-class municipalities in the first district of Batangas. These 

participants highlight that employee respond positively to incentives, whether in the form of bonuses or other tangible 

rewards, indicating a direct link between financial recognition and enhanced motivation. For instance, Participant 1 

underscores the crucial role of incentives in motivating employees to excel in their roles, emphasizing the positive 
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response generated by such rewards. Similarly, Participant 3 emphasizes the direct impact of monetary incentives on 

employee motivation, creating a sense of value and appreciation for their hard work. In addition, Participant 10 and 

Participant 12 provide additional insights into the preference for tangible rewards, indicating that recognition plaques 

and monetary bonuses serve as concrete acknowledgments of employees' contributions. This suggests that the tangible 

nature of financial rewards is a powerful motivator, signaling to employees that their efforts are not only noticed but 

also valued in a substantial way. Furthermore, the reference to Tenney (2023) supports these perspectives by 

highlighting the motivational power of incentives and rewards. Incentives and recognition programs are seen as 

effective tools for making employees more aware of their impact, providing their work with a greater sense of purpose, 

and consistently motivating them to perform well. 

Recognition and Acknowledgment 

Tenney (2023) indicates that recognition significantly impacts employee motivation by letting them know they 

are valued and that their work has an impact. Furthermore, Tenney highlights that recognition builds trust, boosts 

team morale, increases employee retention and loyalty, and improves performance. Like Participant 2, he/she 

emphasizes the importance of formal recognition and awards as essential elements, highlighting their role in cultivating 

a positive work culture. This sentiment is echoed by Participant 4, who stresses the crucial role of celebrating 

achievements, big or small, in boosting employee morale and reinforcing a culture of appreciation. Participant 8 

introduces the idea that positive feedback, when paired with rewards, becomes a powerful tool for boosting morale 

and encouraging a culture of continuous improvement. This suggests that the combination of acknowledgment and 

tangible rewards can have a synergistic effect on motivating employees. Participant 13 adds depth to the discussion 

by emphasizing the fundamental nature of recognizing the effort employees put into their work. The focus here is not 

solely on the end result but on appreciating the dedication and hard work invested in tasks, highlighting the importance 

of acknowledging the process and commitment. 

Career Advancement 

The responses from Participants 5 and 11 highlight the significant impact of career advancement as a potent 

motivational factor in various first-class municipalities in the first district of Batangas. Participant 5 underscores the 

prospect of career advancement, particularly through promotions, as a strong motivational factor. The notion that it 

not only rewards past performance but also serves as an incentive for employees to continually excel aligns with the 

idea that career development is a powerful motivator. Participant 11 introduces the concept of combining monetary 

rewards with work acknowledgments to create a dual incentive for employees, emphasizing the potency of this 

approach in motivating individuals to aim for career advancement. This dual incentive, encompassing both financial 

gain and recognition, reinforces the idea that a multifaceted approach to motivation, including career advancement, 

can be highly effective. Yamin et al. (2020) provide additional context, emphasizing the importance of career 

development, particularly through promotions, as a crucial element in motivating employees. The recognition that 

employees need feedback on their performance and the existence of promotional targets that make them feel valued 

and recognized align with the participants' views. 

 

Training and Development 

Participant 7 emphasizes the strategic importance of investing in employees' professional growth through 

team-building activities and seminars, highlighting that such initiatives not only enhance skills but also demonstrate a 

commitment to their long-term development, fostering loyalty and motivation. Rodriquez and Walters (2017) support 

this perspective by underscoring the crucial role of training and development (T&D) in enhancing various aspects of 

employee performance. Their assertion that T&D contributes to increased efficiency, productivity, job satisfaction, 

motivation, and innovation aligns with Participant 7's view that investing in professional growth serves as a strategic 
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motivator. Furthermore, Chris-Madu (2020) adds depth to the understanding of training and development. Chris-Madu 

emphasizes that T&D is an essential component of human resource management practices, contributing to employees' 

competency, job satisfaction, and commitment. The recognition that T&D serves as a source of competitive advantage 

for retaining proficient manpower aligns with the notion that investing in employees' skills and knowledge contributes 

to their long-term development and loyalty.
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Table 4 

Proposed Motivation Plan Formulated to Enhance Employees’ Performance  

Motivational Action Plan Matrix 

Motivational Area Action Steps Expected Outcome Target 
Date 

Person(s) 
Involved 

Resource 
Budget 

1. Teamwork and 

Collaboration 
 
 

 

- Continue seminars and team-

building activities. 

- Improved collaboration and unity. Q2 2024 

 
 
 

 
 

HR Department 

 
 
 

 

TBD 

 
 
 

 
 

- Encourage cross-functional 
teamwork initiatives. 

- Recognition of successful team 
efforts. 

 - Establish a recognition program for 
team achievements. 

2. Recognition 
and Awards 

 
 
 

- Enhance recognition program with 
tangible rewards. 

- Increased employee involvement 
and empowerment. 

Q3 2024 Recognition 
Committee 

Budget 
allocation 

needed - Implement a peer-recognition 
system. 

- Cultivate a culture of continuous 
improvement. 

 

 

- Communicate impact of recognition 

on individual and team success. 
3. Employee Well-
being Programs 

 
 
 

- Strengthen well-being programs for 
physical and mental health. 

- Improved job satisfaction and 
mental health. 

Q4 2024 Well-being 
Committee 

Budget 
allocation 

needed - Conduct regular surveys to identify 
additional well-being needs. 

- Fostering a healthy work-life 
balance. 

- Promote a healthy work 

environment and stress management 
resources. 

4. Training and 

Development 
 
 

- Expand training programs for a 

broader skill range. 

- Increased employee skills and 

loyalty. 

Q2 2024 Training 

Department 

Budget 

allocation 
needed - Establish mentorship programs for 

continuous learning. 
- Cultivate a culture of continuous 

learning. 

- Communicate long-term benefits of 
training for career growth. 

5. Shared Vision 
and Goals 

- Clearly communicate organizational 
vision and goals. 

- Improved morale, commitment, 
and creativity. 

Q1 2024 Leadership Team TBD 

- Align individual performance goals 
with the organizational vision. 

- Increased overall productivity. 

- Implement regular feedback 

sessions. 
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6. Rewards and 
Incentives 
 

 
 

- Review and update rewards and 
incentives structure. 

- Increased motivation and positive 
workplace culture. 

Q3 2024 HR Department Budget 
allocation 
needed - Introduce flexible rewards based on 

individual preferences. 

- Alignment with strategic goals. 

- Highlight connection between 
individual performance and 

organizational success. 
7. Implementation 
Monitoring 

 
 

- Establish a monitoring system to 
track effectiveness. 

- Real-time feedback for 
adjustments. 

Ongoing HR Department Budget for 
monitoring 

tools - Gather feedback through surveys 
and focus groups. 

- Adjust action plan based on 

feedback and organizational needs. 
8. Continuous 
Improvement 

 

- Encourage a culture of continuous 
improvement. 

- Regular review and update of 
motivational strategies. 

Ongoing Leadership Team TBD 

- Emphasize adaptability and 
flexibility. 

9. Communication 
Strategy 

 

- Develop a clear communication 
plan. 

- Informed employees about new 
initiatives. 

Q1 2024 Communication 
Team 

Budget for 
communication 

- Highlight the connection between 
employee input and motivational 

strategies. 

10. Training for 
Managers 
 

- Provide leadership and motivation 
training for managers. 

- Equip managers with skills for 
addressing individual needs. 

Q2 2024 HR Department Budget for 
training 

- Empower managers to recognize 

and respond to team dynamics. 
11. Periodic 
Evaluation 

- Conduct periodic evaluations. - Measure overall impact of the 
motivational action plan. 

Ongoing Evaluation Team Budget for 
evaluation 

tools 
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Motivational Action Plan Matrix 

The "Motivational Action Plan Matrix" serves as a comprehensive and structured tool designed to guide an 

organization in its endeavors to enhance employee motivation and performance. It is a strategic document that outlines 

specific action steps, expected outcomes, timelines, responsibilities, and resource allocations for key motivational areas 

within the organization. 

Each row in the matrix corresponds to a specific motivational area, such as teamwork, recognition, well-being 

programs, training, shared vision, and rewards. The "Action Steps" column lists tangible tasks and activities that 

contribute to improving each motivational area. These actions are accompanied by an "Expected Outcome" column, 

which articulates the anticipated results and benefits of implementing the specified measures. The "Target Date" 

column sets clear timelines for the completion of each action step, promoting accountability and timely execution. The 

"Person(s) Involved" column assigns responsibility to individuals or departments, ensuring a coordinated and 

collaborative approach to implementation. The "Resource Budget" column outlines the financial and non-financial 

resources allocated to support the plan's execution. 

Additionally, the matrix includes sections for "Implementation Monitoring," emphasizing the importance of 

real-time feedback and adjustments, and "Continuous Improvement," promoting a culture of ongoing enhancement. 

The "Communication Strategy" section addresses how the organization plans to inform employees about the new 

initiatives. Furthermore, the matrix incorporates a "Training for Managers" component, underscoring the importance 

of equipping leaders with the skills needed for successful implementation. Finally, the "periodic evaluation" section 

emphasizes the regular assessment of the plan's impact, providing insights for refinement and improvement over time. 

In essence, this matrix serves as a structured roadmap, encompassing various elements to drive organizational success 

through enhanced employee motivation and performance. 

Conclusions 

Based on the comprehensive analysis presented across three tables focusing on motivational tools, their 

impact on employee performance, and employee preferences in first-class municipalities in the first district of Batangas, 

several key conclusions emerge. 

Firstly, teamwork and collaboration consistently stand out as the preeminent motivational tools and strategies 

employed by these municipalities. The emphasis placed on creating a collaborative and supportive work environment 

underscores a shared understanding among participants regarding its potency in driving motivation. 

Secondly, recognition and awards are highlighted as crucial drivers of employee engagement. The strategic 

combination of tangible rewards with acknowledgment fosters a culture of continuous improvement and empowers 

employees, enhancing their sense of involvement and contribution. 

Thirdly, employee well-being emerges as a foundational pillar of motivation. Strong fiscal administration, 

comprehensive compensation, and benefits contribute to creating a healthy work environment, which is essential for 

sustaining employee morale and motivation. 

Moreover, training and development are recognized as indispensable elements in fostering employee growth. 

Continuous learning is not only seen as a means for skill enhancement but also as a cultural catalyst for perpetual 

improvement, aligning with contemporary perspectives on workforce development. 

The impact of motivational tools on employee performance is evident, with shared vision and goals, 

collaboration, and morale and commitment identified as significant factors. A work culture characterized by common 

goals, creativity, teamwork, and increased output is seen as essential for driving performance. 
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Furthermore, rewards and incentives play a vital role in motivating employees. Monetary compensation, career 

progress, and formal recognition are identified as significant stimulants that contribute to fostering a positive workplace 

culture and aligning individual development with organizational goals. 

The dynamic interplay of these motivational elements shapes a workplace ethos that not only motivates 

employees but also propels the organization toward enduring success. This multifaceted approach emphasizes the 

importance of fostering collaboration, recognition, employee well-being, and continuous learning to create a motivated 

and high-performing workforce. 

Recommendations 

Local Government Units (LGUs) should prioritize active listening and integration of employee preferences when 

devising motivational strategies. Recognizing the diverse needs of the workforce and tailoring motivational tools 

accordingly is essential for creating a workplace that not only enhances productivity but also fosters job satisfaction. 

LGUs are encouraged to engage employees in the decision-making process to ensure that motivational initiatives 

resonate effectively with the workforce. 

The Human Resources Department is advised to adopt an open-minded approach to employee suggestions 

and actively seek feedback. Regular assessments of the efficacy of existing motivational tools are crucial, with a focus 

on understanding their impact on employee performance. This proactive approach enables the department to adapt 

and refine strategies based on evolving needs, contributing to a dynamic and responsive work environment. 

Individual government employees are urged to actively participate in providing feedback, particularly 

regarding the alignment of motivational tools with their preferences or requirements. This proactive engagement 

empowers employees to communicate their needs, ensuring that compensation aligns with individual preferences or 

stipulated criteria. This collaborative effort between employees and the organization can lead to a more tailored and 

effective motivational strategy. 

Academic institutions are encouraged to conduct a comprehensive examination of existing motivational tools 

and their impact on employee performance. Through critical analysis, institutions can identify areas for improvement 

and enhance the overall work environment. This proactive approach in the academic sector can set an example for 

other organizations seeking to optimize their motivational strategies. 

For future researchers, expanding the study by including respondents from diverse institutions and employing 

different research methods is recommended. Investigating the correlation between the tenure and employment level 

of government employees and the corresponding impact on benefits can provide valuable insights. This approach would 

contribute to the existing body of knowledge on employee motivation in public-sector organizations, offering a more 

nuanced understanding of the factors influencing motivation and satisfaction. 
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