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ABSTRACT
	This study assessed job motivation among employees of financial institutions in Cateel, Davao Oriental, during the second semester of AY 2024–2025. Anchored on Maslow’s theory, the study employed a quantitative-descriptive design with 84 respondents selected through complete enumeration. Data were collected using a questionnaire adapted from Tan and Waheed (2011) and analyzed through descriptive statistics, independent-samples t-tests, and one-way ANOVA. Results revealed very high motivation levels regarding intrinsic ($M = 4.50, SD = 0.26$), extrinsic ($M = 4.40, SD = 0.41$), and work environment factors ($M = 4.45, SD = 0.43$), with an overall mean of 4.45 ($SD = 0.33$). No significant differences were found across demographic variables. The findings suggest that the financial institution workforce in Cateel is demographically balanced, with motivation levels remaining consistent across age, gender, position, and experience. These results indicate that universal motivational strategies effectively mitigate demographic disparities, suggesting that organizational policy should prioritize formalizing mentorship and agile feedback systems to sustain this high-engagement climate. Furthermore, the study establishes a high-motivation benchmark for future comparative research between provincial financial sectors and metropolitan banking hubs. The findings indicate a supportive and inclusive work environment, and the study recommends mentorship programs, personalized development plans, and agile feedback systems to further enhance employee motivation.
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1.0 INTRODUCTION              
Employees in financial institutions often experience diminished job motivation due to limited opportunities for growth and career advancement, leading to reduced engagement and increased turnover (Ng et al., 2024; Minzlaff et al., 2024). Existing literature indicates that investing in professional development enhances motivation, supports employee growth, and strengthens workforce stability (Shiri et al., 2023; Shahid, 2017). 
In competitive markets such as Vietnam and the Philippines, employee turnover remains a significant challenge, frequently linked to unmet expectations and low motivation (Hoang et al., 2023; Ngan et al., 2019; Dutta & Banerjee, 2014; IBPAP & Team Asia, 2014; Fazio et al., 2017). 
Research consistently indicates that motivated employees exhibit higher productivity, commitment, and positive workplace behaviors, particularly in service-oriented sectors like finance (Azzam & Harsono, 2021; Calamba, 2019; Blanco & Sison, 2020; Onia, 2021; Robbins & Judge, 2017; Nguyen et al., 2020). 
Despite growing awareness of these issues, localized studies remain limited, especially in Cateel, Davao Oriental. Grounded in Maslow’s Hierarchy of Needs, this study aims to examine job motivation among financial institution employees in Cateel to inform strategies that enhance retention, satisfaction, and long-term organizational performance.
2. OBJECTIVES 
[bookmark: _GoBack]  This study aimed to determine the level of job motivators among financial institution workers in Cateel, Davao Oriental, specifically:
1. To identify the profile of the respondents in terms of age; sex; position; status; and number of years of employment.
2. To determine the level of job motivators of financial institution employees in terms of intrinsic motivation; extrinsic motivation; and work environment. 
3. To identify if there is a significant difference in the level of job motivators among financial institution workers in Cateel when respondents are grouped according to profile.



3. METHODOLOGY 


3.1 Research Design
            This study used a descriptive quantitative research design to systematically describe characteristics of a specific population without manipulating variables (Ghanad, 2023). Quantitative research involves measuring variables numerically and analyzing them statistically to test ideas and generate generalizations (Mohajan, 2020). Descriptive research focuses on accurately presenting attributes, behaviors, or perceptions of a group (Doyle et al., 2023). Accordingly, this design was suitable for examining the job motivators of bank and pawnshop workers in Cateel, Davao Oriental by analyzing numerical data on intrinsic motivation, extrinsic motivation, and perceptions of the work environment.

3.2 Research Locale
             The research study primarily focused on employees of financial institutions and was conducted in the Municipality of Cateel, Davao Oriental. The respondents primarily came from pawnshops, banks, and other financial institutions located in Cateel, Davao Oriental, namely RD Pawnshop, M-Lhuillier, Palawan Pawnshop, Cebuana Lhuillier, Cantilan Bank, Baybank, Enterprise Bank, Card Inc., BDO Network Bank, BanKo, and Pantukan Chess Club. Additionally, the investigation was completed in April 2025.

3.3 Research Participants
        The study involved 84 employees from financial institutions in Cateel, Davao Oriental, selected through stratified and purposive sampling. Participants were required to have at least two years of work experience. Consent and background information were provided to ensure informed participation, and only individuals with the specified qualifications were included due to their relevant knowledge and experience. 
	Respondents
	Population
	Sample Size (ni)

	RD Pawnshop 
	6
	4

	M-Lhuillier
	9
	6

	Palawan Pawnshop 
	11
	8

	Cebuana Lhuillier 
	8
	5

	Cantilan Bank
	15
	10

	Baybank
	15
	10

	 Enterprise Bank
	13
	9

	Card Inc.
	18
	12

	BDO Network Bank
	7
	4

	Pantukan Chess Club
	12
	9

	BanKo (a subsidiary of BPI)
	10
	7

	TOTAL
	113
	84


Table 1. Distribution of respondents

3.4 Research Instrument
             The key instrument used in the data gathering procedures was a 38-item questionnaire derived from "Herzberg's Motivation-Hygiene and Job Satisfaction in the Malaysian Retail Sector: Mediating Effect of Love and Money" by Tan and Waheed (2011). This study identified three indicators: intrinsic motivation, extrinsic motivation, and work environment. A Likert scale was employed to evaluate the responses.

3.5 Data Gathering Procedure 
In gathering the data, the researchers first secured ethical clearance and institutional approval before conducting the study. They identified eligible respondents from financial institutions in Cateel, Davao Oriental and determined the sample size using Slovin’s formula. After obtaining informed consent, questionnaires were distributed at convenient times for participants. The completed surveys were then collected, compiled, and analyzed using appropriate statistical methods while ensuring confidentiality and ethical compliance.

3.6 Data Analysis
           The study used frequency counts and percentages to describe respondents’ demographic profiles. The mean and standard deviation were applied to assess perceptions of job motivators and organizational commitment, as well as the variability of these perceptions. An independent sample t-test was used to determine differences based on sex, while ANOVA was employed to identify significant differences in job motivation across multiple profile variables.

Table 2. Interpretation of the level of job motivators
	[bookmark: _74d4chpcgmqa]Range of Means
	Verbal
Description
	Remarks

	4.20 – 5.00
	Very High
	This means that the level of job motivators is highly evident among financial institution workers.

	3.50 – 4.19
	High
	This means that the level of job motivators is evident among financial institution workers.

	2.60 – 3.49
	Moderate
	This means that the level of job motivators is moderately evident among financial institution workers.

	1.80 – 2.59
	Low
	This means that the level of job motivators is rarely evident among financial institution workers.

	1.00 – 1.79
	Very Low
	This means that the level of job motivators is not evident among financial institution workers.


4. RESULTS AND DISCUSSION
         This chapter provides a comprehensive analysis and discussion of the research findings. To enhance clarity and understanding, tables have been utilized to organize and interpret the collected data. The data encompasses the demographic profiles of the respondents, their levels of job motivation, and the differences in job motivation among employees in financial institutions based on factors such as age, gender, years of experience, position, and employment status.
4.1 Profile of the Respondents
This part presents the data on the demographic profile of the financial institution workers in terms of their age, sex, years of experience, position, and status. 
         Table 3 presents the demographic profile of the respondents in terms of age. Results indicate that the majority of the respondents who participated in the study were financial institution workers aged 31 years and above, comprising 51.19% of the total population. On the other hand, 48.81% were respondents aged 21 to 30 years old. The narrow gap between the two age groups indicates that the age distribution of the respondents is remarkably balanced, with a slight majority aligning with the older age group. 
Table 3. Profile of the respondent in terms of age
	Age
	Frequency
	Percentage (%)

	21-30 years old
	41
	48.81

	3 years old and above
	43
	51.19

	Total
	84
	100.00


            Age significantly influences job performance, motivation, adaptability, and workplace satisfaction (Varianou-Mikellidou et al., 2020). Younger employees are often characterized by high energy, technological proficiency, openness to innovation, and a preference for career development, continuous learning, and flexibility (Oleka-Onyewuchi, 2023; Blokker et al., 2019). In contrast, older employees tend to bring greater experience, emotional maturity, responsibility, and a stronger focus on job security and long-term stability (Alcover et al., 2021). Employee engagement also varies by age, with older workers frequently showing higher commitment and loyalty, particularly in structured organizations such as financial institutions (Mistrean, 2023). Furthermore, balanced intergenerational collaboration can enhance organizational effectiveness through mutual mentoring and knowledge transfer (Nurani, 2025).
Table 4 indicates that males slightly outnumber females among respondents, with 44 males (52.38%) and 40 females (47.62%), suggesting that most responses—by a narrow margin—came from male financial institution workers in Cateel, Davao Oriental.
Table 4. Profile of the respondent in terms of sex
	Sex
	Frequency 
	Percent

	Female
	40
	47.62

	Male
	44
	52.38

	Total 
	84
	100.00


The literature suggests that gender distribution in financial institutions reflects broader labor patterns, with women’s participation increasing but men still slightly dominating managerial and technical roles, especially in rural or developing areas (Kabeer, 2021; Mroczek-Dąbrowska and Gawel, 2019; Hendytio and Barany, 2022). 
Although female employees often perform as well as or better than males, they continue to face barriers to advancement (Biswas and Saha, 2025), while overall performance differences by sex are minimal and more influenced by workplace policies than gender itself (Koskela, 2022).
Table 5 shows that most financial institution workers in Cateel, Davao Oriental have 3–6 years of experience, while those with 7 years or more are equal in number to those with 2 years or less of experience.
Table 5. Profile of the respondent in terms of years of experience
	Experience
	Frequency
	Percent (%)

	2 years or less
	22
	26.19

	3 to 6 years
	40
	47.62

	7 years and above
	22
	26.19

	Average
	84
	100.00


Novice employees (<2 years) are mainly motivated by extrinsic factors such as pay, support, and clear career paths, with early positive experiences shaping their commitment (Siregar, 2022). Mid-career workers are more driven by intrinsic motivators, and their job engagement strongly predicts all forms of commitment—affective, continuance, and normative (Traje & Sulayon, 2022). Veteran employees (7+ years) tend to value job security, legacy, and mentoring, and they maintain motivation and commitment when they continue to feel respected (Tudlong, 2025).
The result in Table 6 indicate that the majority of respondents were tellers (55.95%), followed by other staff (29.76%) and managers (14.29%). This distribution suggests a higher propensity for survey participation among tellers within financial institutions.
Table 6. Profile of the respondent in terms of position  
	Position
	Frequency
	Percent (%)

	Manager
	12
	14.29

	Teller
	47
	55.95

	Staff
	25
	29.76

	Total
	84
	100.00


       Occupational roles in financial institutions differ in responsibility, stress, and customer interaction, which influence employee engagement and participation (Islam et al., 2023). Tellers are often overrepresented in studies due to their customer-facing roles, accessibility, and involvement in operational tasks (Hoang, 2024). 
Managers, though fewer, play key roles in strategic decision-making and policy implementation (Tabesh et al., 2019), while support staff contribute to organizational efficiency but may feel less recognized, affecting their participation in assessments (Gilal et al., 2019). Job position also shapes commitment, with tellers showing higher continuance commitment and managers demonstrating stronger affective commitment (Shockley, 2022).
Table 7 shows that among 84 respondents, exactly half (50%, n = 42) are regular or permanent employees, and the other half (50%, n = 42) are non-regular employees. The 1:1 ratio from both employment groups is equally represented, which suggests that any comparison between both employment statuses will have balanced sample sizes.
Table 7. Profile of the respondent in terms of employment status
	Status
	Frequency
	Percent (%)

	Regular Employee
	42
	50.00

	Non-regular Employee
	42
	50.00

	Total
	84
	100.00


Employment status significantly influences employees’ job satisfaction, motivation, and productivity (Kang and Lee, 2021). Regular employees generally report higher satisfaction due to job stability and benefits (Neirotti et al., 2019), while non-regular employees may experience income insecurity and inconsistent schedules that affect engagement (Kang and Lee, 2019). 
However, supportive management practices can enable non-regular workers to achieve comparable performance levels (Kim and Cho, 2020). In financial institutions, inclusive policies and incentives help align motivation and productivity across employment types, making balanced representation important for meaningful comparison (Adinew, 2024).
4.2 Level of Job Motivators of Financial Institution Workers
This part of the discussion shows the data on the level of job motivators of the respondents/financial institution workers from Cateel, Davao Oriental, in the aspects of intrinsic motivation, extrinsic motivation, and work environment.
Intrinsic Motivation
     Table 8 indicates that intrinsic job motivators among employees of financial institutions in Cateel, Davao Oriental are highly evident, with all eleven indicators receiving high mean scores ranging from 4.43 to 4.69, reflecting a strong positive perception of intrinsic motivation.
Table 8. Level of job motivators in terms of intrinsic motivation
	No.
	Indicators
	Mean
	Std. Deviation
	Interpretation

	1
	The organization offers many professional opportunities for promotion.
	4.69
	0.54
	Highly Evident 

	2
	Employees know the requirements of professional development.
	4.44
	0.55
	Highly Evident 

	3
	The organization offers clear plans for training and professional development.
	4.52
	0.50
	Highly Evident 

	4
	The organization offers employees a policy for professional development fairly.
	4.57
	0.50
	Highly Evident 

	5
	The organization offers many opportunities to promote capability.
	4.44
	0.57
	Highly Evident 

	6
	The organization trains with the knowledge and skills necessary for work.
	4.44
	0.52
	Highly Evident 

	7
	Employees can be trained further to work better.
	4.50
	0.53
	Highly Evident 

	8
	When there is a job to be done, energy is devoted to getting it done.
	4.44
	0.55
	Highly Evident 

	9
	Work is interesting and challenging.
	4.54
	0.53
	Highly Evident 

	10
	Capabilities are used well for the current job.
	4.44
	0.52
	Highly Evident 

	11
	The job suits expertise.
	4.43
	0.52
	Highly Evident 

	
	Average
	4.50
	0.26
	Highly Evident 


         Opportunities for promotion emerged as the strongest intrinsic motivator, reflecting employees’ belief in clear and attainable career advancement paths, which enhance achievement, job involvement, morale, and retention (Sulayon and Traje, 2022; Ospina, 2019; Urme, 2023). Although still highly evident, job–expertise fit received the lowest mean, supporting findings that intrinsic motivation and engagement are strongest when tasks align with employees’ skills and qualifications (Tudlong, 2025; Shevchuk et al., 2019; Ortega and Wallin et al., 2022). The high overall mean indicates very strong intrinsic motivation driven by structured development plans, training, and engaging work, consistent with studies linking aligned skill development to sustained motivation and engagement (Emon and Chowdhury, 2023; Khan et al., 2020; Pougajendy et al., 2024). 
These findings also align with higher-order needs in Maslow’s Hierarchy, particularly esteem and self-actualization, where advancement opportunities, challenging tasks, and skill utilization foster competence, fulfillment, and self-realization (Maslow, 1943 as cited in Noltemeyer et al., 2021; Thornhill-Miller et al., 2023; Tahir, 2021). 
Extrinsic Motivation 
Table 9 presents the level of extrinsic job motivators among financial institution employees in Cateel, Davao Oriental. 
Table 9. Level of job motivators in terms of extrinsic motivation  
	No.
	Indicators
	Mean
	Std. Deviation
	Interpretation

	1
	The organization pays fairly.
	4.62
	0.54
	Highly Evident

	2
	Wages are commensurate with work
performances.
	4.46
	0.55
	High Evident

	3
	Employees can totally depend on the income from the organization for their living.
	4.29
	0.63
	High Evident

	4
	The organization offers a higher salary than other organizations.
	4.35
	0.72
	High Evident

	5
	Higher-ups usually ask for suggestions when something happens related to work.
	4.40
	0.75
	High Evident

	6
	Labor union officers usually help to solve conflicts with higher-ups and with coworkers.
	4.32
	0.81
	High Evident

	7
	Employees are treated fairly and indiscriminately in my organization.
	4.36
	0.69
	High Evident

	8
	Employees are respected and trusted at work.
	4.48
	0.63
	High Evident

	9
	The organization offers a good policy for retirement.
	4.27
	0.73
	High Evident

	10
	The organization offers a good policy for social insurance and health insurance.
	4.55
	0.52
	High Evident

	11
	The organization often arranges for the employees’ periodic health examinations.
	4.55
	0.55
	High Evident

	12
	The organization offers good policies and subsidies for hazardous/dangerous work.
	4.35
	0.69
	High Evident

	13
	The organization offers a good subsidy for overtime work.
	4.30
	0.79
	High Evident

	14
	I am glad about choosing this organization to work with.
	4.44
	0.65
	High Evident

	15
	I tend to work for this organization longer.
	4.36
	0.67
	High Evident

	16
	I feel as if my organization’s problems are my own, and I am willing to share the difficulties with this organization.
	4.31
	0.71
	High Evident

	
	Average
	4.40
	0.41
	High Evident


           All extrinsic motivator indicators were rated “highly evident,” with mean scores between 4.27 and 4.62, showing strong agreement that fair compensation, benefits, respect, and participation in decision-making are present and satisfactory. The highest-rated indicator was fair pay (M = 4.62), reflecting employees’ perception of equitable and competitive compensation, consistent with findings that link pay fairness to motivation, trust, engagement, and retention (Presbitero, 2017; Haddad et al., 2023; Lee & Rhee, 2023). The lowest-rated item, retirement policy (M = 4.27), though still highly evident, suggests it is less motivating than immediate rewards, aligning with views that retirement benefits function more as hygiene factors than active motivators (Alam, 2021; Valentine, 2020; Hansamali et al., 2024).
         The overall mean of approximately 4.40 indicates a consistently high level of external motivational support across compensation, healthcare, respect, fair treatment, and participatory management. This supports research emphasizing the importance of respect, trust, involvement in decision-making, and comprehensive benefits in enhancing engagement, satisfaction, loyalty, and retention (Zhao et al., 2022; Blanchflower, 2021; Haddad et al., 2023; Lee & Rhee, 2023).
These findings also align with the lower to middle levels of Maslow’s Hierarchy of Needs, as high ratings for wages, benefits, security, and participation suggest fulfillment of physiological, safety, and belongingness needs (Maslow, 1943 as cited in Downes, 2020; Kerr-McCurry, 2020). By ensuring fair compensation, benefits, and inclusive structures, organizations provide the foundation for psychological security and higher-level motivation, enabling employees to progress toward greater engagement, commitment, and internal fulfillment (Sebete, 2020; Touma, 2021; Paroli, 2025).
4.3 Work Environment
       Table 10 presents the respondents’ perception of job motivators related to the work environment. All eleven indicators were rated “Highly Evident”, with mean scores ranging from 4.24 to 4.61. The overall composite mean of 4.45 and a standard deviation of 0.43 indicate a generally strong and consistent agreement among employees that their work environment is safe, supportive, comfortable, and conducive to productivity.
Table 10.  Level of job motivators in terms of work environment  
	No.
	Statement
	Mean
	Std. Deviation
	Interpretation

	1
	Employees work well together.
	4.50
	0.72
	Highly Evident

	2
	Employees help each other.
	4.24
	0.70
	Highly Evident 

	3
	Co-workers are polite, gentle, and friendly.
	4.37
	0.69
	Highly Evident 

	4
	Equipment at the workplace is safe and clean.
	4.38
	0.62
	Highly Evident 

	5
	Work physical environment (temperature, light, noise…) is favorable.
	4.42
	0.70
	Highly Evident 

	6
	Machinery and equipment are modern.
	4.52
	0.55
	Highly Evident 

	7
	Employees can work safely at my workplace.
	4.61
	0.56
	Highly Evident 

	8
	The job is secure.
	4.52
	0.59
	Highly Evident 

	9
	Workplace is in an area where employees feel comfortable.
	4.37
	0.60
	Highly Evident 

	4
	Employees feel satisfied because of the comfort provided at work.
	4.45
	0.63
	Highly Evident 

	5
	Employees are proud to work for my company because of the pleasant working conditions.
	4.57
	0.65
	Highly Evident 

	
	Average
	4.45
	0.43
	Highly Evident 


The work environment indicators were rated very positively, with the highest mean score for workplace safety (M = 4.61), reflecting employees’ strong perception of physical security. Research supports this finding, emphasizing that workplace safety enhances trust, commitment, job satisfaction, performance, and retention (Zhenjing & Chupradit, 2022; Soliman, 2023; Taheri et al., 2020). The lowest-rated indicator, coworker support (M = 4.24), though still “highly evident,” suggests that helping behavior among employees may vary across teams, aligning with studies highlighting the influence of team culture, trust, communication, and individual dynamics on collaboration (Yap et al., 2024; Reddin, 2024; Hughes, 2022).
 The overall mean of 4.45 indicates a very favorable perception of both physical and social work conditions, including modern equipment, suitable lighting and temperature, job security, and pride in the workplace. These results are consistent with findings that link comfort, aesthetics, cleanliness, and ergonomic design to higher engagement, morale, performance, and reduced fatigue (Budie et al., 2019; Taheri et al., 2020; Soliman, 2023).
Viewed through Maslow’s Hierarchy of Needs, the positive assessments suggest that employees’ safety, belonging, and esteem needs are being met through secure, comfortable, and socially supportive environments (Maslow, 1943 as cited in Zhao et al., 2024; Qasim & Laghari, 2025; Waller, 2021). Satisfaction with both physical and social aspects of the workplace provides a foundation for higher motivation and psychological growth (Kim et al., 2019).
If the survey mean for intrinsic motivation is near the scale's top (e.g., >4 on a 5-point scale with a small SD), it indicates a very high intrinsic drive; if around 3–4, it would still be high. In practice, employees who score high in intrinsic motivation enjoy the work itself, find personal growth and recognition satisfying, and thus stay engaged.
Table 11. Level of job motivators of financial institution workers
	Factors of Job Motivation 
	Mean
	Standard Deviation 
	Interpretation

	Manager
	4.50
	0.26
	Very High 

	Teller
	4.40
	0.41
	Very High 

	Staff
	4.45
	0.43
	Very High 

	Total
	4.45
	0.33
	Very High 


Intrinsic motivation is often rated higher than extrinsic motivation in Philippine studies, fostering strong affective commitment as employees find purpose and meaning in their work (Fugoso, 2019; Silud et al., 2024). In Cateel’s financial institutions, a high intrinsic mean suggests employees are motivated by personal fulfillment and community service, strengthening job motivation and commitment.
Extrinsic motivation, reflected in pay, benefits, and job security, remains essential for sustaining commitment. Higher extrinsic means indicate satisfaction, while lower scores may signal areas for improvement, consistent with Philippine findings on financial concerns among workers (Wheeler & Cabigas, 2024; Onaolapo, 2024). Fair compensation and promotion opportunities directly enhance organizational commitment and retention (Siregar, 2022; Onaolapo, 2024).
A high work-environment mean reflects a supportive and comfortable workplace that enhances motivation, satisfaction, and commitment by reducing stress and fostering belonging (Silud et al., 2024; Zhenjing et al., 2022). Positive physical conditions, teamwork, and leadership strengthen overall employee morale and performance.
Overall job motivation is shaped by the interaction of intrinsic motivation, extrinsic rewards, and work environment. Intrinsic factors drive affective commitment, extrinsic rewards influence continuance commitment, and the work environment supports all motivational dimensions (Onaolapo, 2024; Silud et al., 2024; Zhenjing et al., 2022). Viewed through Maslow’s Hierarchy of Needs, these findings suggest that multiple employee needs are met, resulting in stable and sustained motivation (Hoang, 2024; Ned & Umesi, 2023; Mardanov, 2021; Durmus et al., 2024).           
[bookmark: _qr7iwkbek6ep]4.4 Significant Difference on the Level of Job Motivation Among Financial Institution Workers Grouped According to Profile

Table 12. Significant difference in the level of job motivators in terms of age
	Independent Sample Test

	
	t-test for equality of means

	
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	Lower
	Upper

	Overall Motivation 
	-0.263
	82
	0.793
	- 0.019
	0.072
	- 0.163
	0.125


The t-test results showed no significant difference in overall motivation between younger and older employees (p = 0.793), indicating similar motivation levels across age groups. In a close-knit community like Cateel, shared cultural values and common work goals may reduce generational differences, suggesting that uniform motivational initiatives such as fair pay, recognition, and teamwork are effective for employees of all ages.
Consistent with these findings, prior studies indicate that employee motivation is influenced more by workplace culture, inclusivity, and organizational support than by age (Hitka et al., 2019; Portaankorva, 2024). A supportive and equitable environment promotes high motivation across age groups, as employees respond similarly to fair compensation, recognition, involvement, and a sense of belonging (Ann & Blum, 2020; Rahn et al., 2021).
Table 13. Significant difference in the level of job motivators in terms of sex
	Independent Sample Test

	
	t-test for equality of means

	
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	Lower
	Upper

	Overall Motivation 
	- 1.006
	82
	0.317
	- 0.072
	0.072
	- 0.216
	0.071


The t-test results showed no significant difference in motivation between male and female employees (p = 0.317), indicating that both genders are equally motivated. This suggests that financial institutions in Cateel provide an egalitarian work environment with similar roles, rewards, and opportunities for men and women, supported by gender-equal labor policies and inclusive organizational practices.
These findings are consistent with studies showing that when access to resources, responsibilities, and recognition is equal, motivation levels between men and women are comparable (Lopez-Fernandez et al., 2019). Gender-fair policies and inclusive cultures help minimize motivation gaps and ensure that employees feel equally valued, particularly in Philippine community-based workplaces (Tarrayo, 2023; Martinez, 2025).
Table 14. Significant difference in the level of job motivators in terms of years of experience
	
	Sum of Squares 
	df
	Mean Square 
	f
	Sig.

	Between Groups 
	0.156
	2
	0.078
	0.714
	0.493

	Within Groups 
	8.850
	81
	0.109
	
	

	Total
	9.006
	83
	
	
	


The ANOVA results showed no significant difference in motivation based on years of experience l(p = 0.493), indicating that both new hires and veteran employees are similarly motivated. In Cateel’s community-focused setting, effective orientation, mentoring, ongoing training, and meaningful responsibilities help align motivation across tenure.
Research supports that motivation is influenced more by organizational support than by tenure. New employees become engaged through orientation and meaningful tasks, while experienced staff maintain motivation via challenges, learning opportunities, and recognition (Bunteng, 2022; Raub et al., 2021; Imran et al., 2025). A strong organizational culture and supportive environment help sustain motivation across all experience levels, fostering a cohesive workforce (Adinew, 2024).
Table 15. Significant difference in the level of job motivators in terms of position
	Independent Sample Test

	
	t-test for equality of means

	
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	Lower
	Upper

	Overall Motivation 
	- 0.063
	57
	0.549
	- 0.068
	0.113
	- 0.294
	0.158


The t-test results showed no significant difference in motivation between rank-and-file and supervisory employees (p = 0.549), indicating similar motivation across job levels. In Cateel’s financial institutions, a flat structure, cohesive culture, and comparable recognition or incentives likely contribute to this uniformity, though leaders should still address the unique needs of each group.
Research supports that when all employees receive recognition, clear communication, and opportunities to contribute, motivation remains consistent across positions (Ali & Anwar, 2021). Close collaboration between supervisors and staff reduces hierarchical barriers, while fair responsibility distribution and acknowledgment of achievements foster shared motivation and engagement at all levels (Dhir, 2019; Jabagi et al., 2019).
Table 16. Significant difference in the level of job motivators in terms of employment status
	Independent Sample Test

	
	t-test for equality of means

	
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	Lower
	Upper

	Overall Motivation 
	- 0.753
	82
	0.454
	- 0.054
	0.072
	- 0.198
	0.089


The t-test showed no significant difference in motivation between permanent and contract employees (p = 0.454), indicating that both groups are equally motivated. This is likely because Cateel’s institutions integrate all staff into meaningful work and foster a sense of community, suggesting that fair treatment and recognition help maintain motivation across employment types.
Research supports that employment status alone does not determine motivation when organizations promote inclusion, equitable workloads, access to resources, and respectful treatment (Dawson et al., 2024; Nagamatsu, 2021). Providing supportive management, recognition, and participation opportunities helps equalize motivation across permanent and non-permanent staff, contributing to harmony and consistent performance (Kang & Lee, 2021).
Overall, demographic characteristics—age, gender, tenure, position, or employment status—do not appear to drive motivation in this context. Instead, shared organizational and cultural factors, such as supportive management, recognition, and meaningful work, are the primary motivators. Broad, inclusive motivational strategies that reinforce a positive work environment and provide development opportunities are therefore appropriate for all employees.  
5.  CONCLUSION AND RECOMMENDATIONS
Conclusion 
          The researchers concluded that Cateel’s financial institution workforce is demographically balanced, with even distribution across age, gender, tenure, position, and employment status.
Employees reported high motivation across intrinsic, extrinsic, and work-environment factors, indicating a strong overall motivational climate. Key motivators included meaningful work, skill development, promotion opportunities, fair pay, equitable policies, comprehensive benefits, teamwork, safety, and workplace comfort, highlighting the importance of both personal growth and supportive conditions.
Statistical analyses, including t-tests and ANOVA, showed no significant differences in motivation by age, gender, position, experience, or employment status (p > .05), suggesting that the organization’s culture and motivational strategies effectively engage all employees equally.
Recommendation
Based on the results, the following recommendations are proposed:
1. To capitalize on the demographically balanced workforce, financial institutions should implement a structured mentorship initiative. By intentionally pairing employees across different tenures and roles—such as veteran managers with newly hired tellers—the organization can facilitate mutual skill transfer and strengthen professional solidarity. This initiative should utilize a six-month roadmap with defined objectives for career guidance and cultural onboarding, supported by regular progress tracking. Such a systematic approach ensures consistency and reinforces the organization's commitment to inclusive professional growth and sustained job motivation.
2. To sustain the current high levels of employee motivation, the organization should establish a formal development framework centered on Individual Development Plans (IDPs). This initiative would integrate intrinsic drivers, such as autonomy and skill mastery, with extrinsic rewards like certifications and salary increases through career roadmaps and rotational assignments. By incorporating "quarterly development sprints" with a tiered recognition system (badges or bonus points), the institution can codify its supportive work culture into a structured, goal-oriented practice that ensures long-term engagement.
3. To sustain and build upon the existing high motivation levels, the organization should establish a formal professional development framework centered on Individual Development Plans (IDPs). This initiative would codify current motivational drivers into official practice by allowing employees to create career roadmaps and engage in unit rotations. The framework balances intrinsic needs (autonomy and skill mastery) with extrinsic rewards (certifications and pay increases) through "quarterly development sprints" and a tiered recognition system involving badges or redeemable points. This structured approach ensures that the supportive environment employees currently value is systematically maintained and incentivized.
4. By implementing these strategic recommendations, financial institutions in Cateel can transform current high motivation levels into sustainable organizational commitment. Leveraging the workforce's existing intrinsic drive, robust extrinsic support, and inclusive environment will empower employees, fostering long-term loyalty and ensuring that the institutions remain resilient and highly engaged in the long run.
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