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Abstract

This study endeavored to inguire into the level of Herzberg’s two factor motivation theory of Job Satisfaction of National Government
Agency (NGA) personnel in the province of Tawi- Tawi. Hopefully, the result obtained in this study would help the National
Government Agencies in Tawi-Tawi can contribute fo the job satisfaction of the irrespective agencies. This study ntilized a quantitative
research survey method with the use of a questionnaire the orizedand designed by Frederick Herzberg. The one bundred three(103)
participants selected from the nine(9)out of the seventeen(17)line agencies of the National Government Agencies in Bongao, Tawi-Tawi.
The retrieved questionnaire from the participants was processed with the guidance from the researcher’s statistical consultant. The
data is processed and analyzed through the Statistical Package for Social Sciences (SPSS) with the belp of the researcher statistician.
The appropriate statistical test was under taken on the basis of need.
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I. Introduction

The main concern of the government is to enhance the quality and economic status of people within their territorial
jurisdiction. Parallelly, the National Government Agencies of Tawi-Tawi caters towards accomplishing the
eradication of corruption and poverty alleviation through sustainable economy, peace and development. The
government offers various reforms among administrators of the National Government Agencies particularly in
Tawi-Tawi. It is the goal of the province to establish good governance, quality, quantity and equity among the
Tawi-tawinians to ensure prosperous economy. As old dictum once said “where there is no corruption, there will
be no poverty”. Thus, most of the Tawi-Tawi National Government Agencies Department imposed corruption
free agencies and were tasked to incorporate programs that address poverty alleviation in the entire province.

55

Originally, Tawi-tawi is part of Sulu province, however, it was legally proclaimed as distinct and separate province
from Sulu in September 27, 1973 by virtue of presidential Decree No. 103 which marked a significant milestone of
the province. From its separation Tawi-tawians instilled hope of becoming more actively involved in the different
activities and development of the National Government. The province of Tawi-Tawi is a part of the Bangsamoro
Autonomous Region in Muslim Mindanao (BARMM) is the poorest region in the Philippines today and it is
characterized by a very low Human Development Index (HDI) low participation rate in basic education,
(Ibon:2015).Now, the province offers a more excellent and efficient management in all government affairs
particularly for the welfare of Tawi-tawinians and the development of the Tawi-tawi province in general.

People join organizations for a purpose and each of them has their own motives for doing so. And as human being
their works are motivationally driven. Motivation may be intrinsic or extrinsic depending on the situation, desires,
and needs of the worker. This may be given in various form such as incentive, rewards or promotion (Business
Dictionary.com. 2016). Motivation encourage the workers to work efficiently and effectively, and they become more
enthusiastic and committed to their job (Encarta, 2009).

According to Davis and Newstroom (1981) people work harder when their work is recognized, and personal credit
for their efforts will be given. People in organizations are human beings who have varied motivation in their work
environment. Fach employee’s motivational drives are influenced by the environment where they live and work
which in return, they view their job and approaches in different manner (Davis; 1991). Maslow theorized that people
search for satisfaction hierarchically. They have to first satisfy their physiological needs, safety needs, social needs,
self-esteem needs, and self-actualization needs, the apex of the hierarchy of needs.

Likewise, job satisfaction in broader sense varies from people to people and it can be affected by various factors that
will be reflected by the workers quality of work and quality of life. It is believed that job satisfaction will be better
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understood once it is link with the wotkers general well-being, stress at work, control at work, home-work interface,
and working conditions (ibid). Affect theory of Lock’s Range in 1976 stressed out that satisfaction is determined by
determining what one wants in a job and what one has in a job. Furthermore, the theory states that the satisfaction
and dissatisfaction of the workers on their job can be seen on how much ones value his job. Once an employee is
motivated, he become persistent to finish his task happily and effectively. According to Zhang and Bartol (2010),
motivation intensify the desire of the workers to improve their performance. Cerasoli et al. (2014) with a meta-
analysis study proves that motivation significantly influence the workers performance. Motivation is one of the
driving forces that makes the employees performance excellent (Rogstadius et al., 2011) and entrepreneurial
performance (Machmud and Sidharta, 2016). In order to make workers satisfied to their job, motivation should be
regularly provided. This motivation will intensify the workers persistence in doing their job to achieve the goals of
the company, agency, and any other institutions (Robbins and Judge, 2011). Giving motivation to the employees
encourage them and make them feel importance and belongingness. Motivation affects person direction, intensity,
and persistence of voluntary behavior (McShane and Von Gillow (2015).

Frederick Herzberg’s Two Factor theory states that there are different factors that causes employees job satisfaction
and dissatisfaction. This can be a factors-motivation and hygiene factors. Motivation may an inner force that drives
individuals to attain personal and organizational goals (Saif et al., 2012). Motivating factors are considered to be
intrinsic to the job, or the work carried out. Hygiene factors include aspects of the working environment such as
pay, company policies, supervisory practices, and other working conditions. According to Agashahi and Ismail
(2011:12) as mentioned by Badubi (2017), to create opportunities for personal growth, enrichment and recognition
among employees, the organizations should apply Herberg’s theory of motivation.

The aspiration of the leader of any nations whether they are democratic, socialist or communist is to provide the
greater welfare for the greatest number of their citizens. In this inception, motivation must be explored in order that
they can maximize their contribution to reduce the poverty problem in the fabric society of Tawi-Tawi province.
Specifically, it aimed to find out the level of job satisfaction of the National Government agencies personnel in the
province of Tawi-Tawi asawholeand/ot by agency if the rear significant differences in the irrespective level of job
satisfaction as conceptualized by Herzberg. Furthermore, it also identifies the work environment of the employees
that caused satisfaction and dissatisfaction of their job.

These government departments are administered by personnel who seefficiency and effectiveness are dependenton
their motivation in performing their functions. At the local scene, provincial offices of the aforesaid departments,
and the personnel must pursue their respective mandatese specially on improving the poverty alleviation of Tawi-
Tawians. In a nutshell, the following questions served as guidelines in the conduct of the research. What is the level
of Job Satisfaction of the National Government Agency personnel in terms of the following factors: 1, Salary; 2,
Fringe Benefits; 3, Physical Working Conditions; 4, Working Relationship; 5, Development and Progress; 0,
Adequacy of Communications; 7, Job Demands; 8, Technical Competence of Supervision; and 9, Job Security?
Wearedrivenbyourrespectivemotivesandinthecaseofthepersonnelofthe three national government department in
Tawi-Tawiwe acknowledge that they can contribute alottoalleviate the plight four poor province mates. This is the
reason why the researcher wants to explore the motivation of the participants in this study with the title Herzberg'’s
Two Factor Motivation Theory as Revealed by National Government Agenciesin Tawi-Tawi.

I1. Method
This study was conducted in the province of Tawi-Tawi, Philippines.

Participants
The study was participated by nine (9) out of the seventeen (17) National Government Agencies of the province of
Tawi-Tawi with a total of one hundred three (103) participants.

Design

This study was conducted to examined the level of Job Satisfaction of the National Government Agency personnel
in terms of the following factors: 1) Salary; 2) Fringe Benefits; 3) Physical Working Conditions; 4) Working
Relationship; 5) Development and Progress; 6) Adequacy of Communications; 7) Job Demands; 8) Technical
Competence of Supervision; and 9) Job Security. The enquiry coveredamong selected personnel of randomly
selected National Government Agencies in the province of Tawi-Tawi. The study is quantitative in nature which
employed the descriptive survey research design. Descriptive was used in describing the data gathered and
quantitative analysis were employed.
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III. Materials

Research Instruments

The instrument that was used in this research is Herzberg’s Job Satisfaction questionnaire. It is categorized in to
nine(9) dimensions of job satisfaction and these are:(1) salary,(2)fringe benefits,(3)physical working
conditions,(4)working  relationships,(5) development and progress,(6)adequacy of communications,(7)job
demands,(8)technical competence of supervision and (9)job security.

Procedures

The main source of data in this study was the National Government Agency Personnel’s responses to Herzberg’s
job Satisfaction questionnaire. The data gathered thru the instrument used in this study was processed using
Statistical Package for Social Science with the assistant from the statistical consultant. Appropriate statistical test
was undertaken on the basis of need in accordance to the research statement of the problems. The data obtained
from nine (9) out of the seventeen(17) National Government Agencies of the province of Tawi-Tawi with a total of
one hundred three(103) participants
wereformedpartofthisstudy. Theindependentvariablesareaspectsofjobenvironment ~ of  participants, and  the
dependent variables is their level of job satisfaction while the National Government Agencies in Tawi-Tawi was
considered as the intervening variables of the study.

IV. Results

The data being presented here were drawn from the Job Satisfaction Questionnaire to determine if employees of
some sector in the national government were satisfied with the privileges and amenities provided for by their
job. There were nine(9)National Government Agencies located in Bongao, Tawi-Tawi, the seat of the provincial
government that comprise the sample size of one hundred threelO3participants. These patticipants were
sampled from the randomly selected National Government Agencies in Tawi-Tawi.

Descriptive Statistics
A. Salary
TheparticipantscontentedthattheyweresatisfiedwiththepromptnessofSalary administration.

TablelSatisfaction withSalary

Salary Mean Interpretation
I amofhowl amand regarded formy workin agency 3.8873 Satisfied
I amoftheagency’spaying power capacityto payasmuch 3.8732 Satisfied
aspossible.

I amofthewayjobsareclassified into salarygrades. 3.6620 Satisfied
I amoftherelationshipsbetween salariesand 3.5775 Satisfied
therisksordifficultyofjobswhich employeeshave.

I amwith salaryscalein comparisonwith salatiesofothersin 3.6761 Satisfied
otheragencies.

I amwith thepromptnessofsalary administration. 3.8873 Satisfied
I amwith theadministrationofsalary increases. 3.6338 Satisfied
AverageMean 3.7425 Satisfied
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Legend:4.21- (HS) 1.81-2.60=Dissatisfied D)
3.41-4.20=Satisfied S 1.00- (HD)

2.61-3.40=LessSatisfied  (LS)

Table 1 shows that in general, the participants in this study are satisfied with their salary with respect to their job
assignment as manifested by an average mean of 3.7425.

B.Fringe Benefits
Thistableshowstheassessment of theparticipants in this study ontheirsatisfaction withfringebenefits.

Table2Satisfaction withFringeBenefits

Fringe Benefits Mean Interpretation
I amwithemployee’sbenefitsprogram outside thesalary,i.e.,
13thmonth pay/bonus; 3.8169 Satisfied
Meal/travel allowances; 3.0845 LessSatisfied
Medical-dentalservices; 2.8732 LessSatisfied
Sick/vacation leaves/pay; 3.4225 Satisfied
Hospitalization; 3.0845 LessSatisfied
Sizableretirementbenefits; 3.1549 LessSatisfied
[others] free housing; 2.8873 LessSatisfied
PAG-IBIG; 3.4930 Satisfied
Clothing allowances; 3.6761 Satisfied
GSIS; 3.0423 LessSatisfied
Medicare 3.2817 LessSatisfied
I amwith the policiesrelatedto administrationof benefits. 3.4366 Satisfied
I amwith thewayinwhich theagency upgrade topolicies pertaining 3.4366 LessSatisfied
tobenefits
I amwith theagencyadministrators’willingness — togivebenefitsoverand | 3.4648 Satisfied
abovethe provisionoflaw.

IAverageMean 3.2918 LessSatisfied

Legend:4.21-5.00=HighlySatisfied (HS) 1.81-2.60=Dissatisfied (D)
3.41-4.20=Satisfied ®) 1.00-1.80=HighlyDissatisfied (HD)
2.61-3.40=LessSatisfied (LS)

However,holisticallypersonneloftheNational GovernmentAgenciesin the Provinceof Tawi-
TawiarelesssatisfiedwiththeirFringeBenefitsasexpressed byan averagemean of 3.2918.

C. Physical WorkingConditions
Theresultsshowthe feelingsof the participants inthisstudyontheirsatisfactionwith
thisPhysicalWorkingConditions.Notably,therearealsoitemswhich ~ the  participants  registered  lesssatisfied,

likeagency’s provisionfor safe, healthy conditionsfreehealth hazards.

Table3Satisfaction withPhysical WorkingConditions
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Physical Working Conditions: Mean Interpretation
1 amonagency’sprovisionforsafe healthy conditionsfreefrom | 3.2977 LessSatisfied
healthhazards.
I amonagency’sprovisionforpleasant workingconditions. 3.5634 Satisfied
1 amonagency’sprovisionforrestand recreation 3.6338 Satisfied

periods,tools,programs,places,etc.

1 amonagency’sprovisionforsecurity againstsuch 3.4930 Satisfied
contingenciesassickness,accidents,and old age.

IAverageMean 3.4970 Satisfied
Legend:4.21-5.00=HighlySatisfied (HS) 1.81-2.60=Dissatisfied D)
3.41-4.20=Satisfied ©®) 1.00- (HD)

2.61-3.40=LessSatisfied (LS)

Based on the findings shown in Table 3, the employees on Tawi-tawi National Governmen Agencies generally
satisfiedwith theagency’sprovisionfor restandrecreation periods, tools, programs, placesas conveyed by
anaveragemean of 3.4970.

D. Working Relationships
Thefindingsshowtheoutlooksoftheparticipants’inthestudyontheirsatisfaction withtheirWorkingRelationships.

Table4Satisfaction withWorkingRelationships

Working Relationships Mean Interpretation
I amwithmyrelationshipswithother ~ administrators,teachersand 3.5423 Satisfied
staffwho wotkwithme;] considerthemrealfriendsaswellasreal

workers.

I amwith  thespirit  ofteamworkin  myrelationship  with | 3.9296 Satisfied
otheradministrators,teachersand staffl work

with.

I  amwith the good  qualification and  abilitiesof 3.9577 Satisfied
theiradministrators,andstaffl workwith.

I amofmyagencysupervisorasagood person. 3.9437 Satisfied

I amwith thesuperior’sfairtreatmentofall agencypersonnelin having | 4.2817 HighlySatisfied

everyoneabide bythesame setofrules.

I amofmysuperior forhelpingmegetahead in the organization 3.9014 Satisfied
ladder;giving creditto whatgoodis done.

I amofmysuperior forbeing sympatheticand understanding ofmy 3.8169 Satisfied
problems.
IAverageMean 3.9105 Satisfied
Legend:4.21-5.00=HighlySatisfied (HS) 1.81-2.60=Dissatisfied D)
3.41-4.20=Satistied S 1.00-1.80=HighlyDissatistied (HD)

T
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As  portrayed in  Table 4, employees  weresatisfiedwiththegoodqualificationandabilities  of
theiradministrators.Buttheyindicated thattheywerchighlysatisfiedwiththeir superior’sfair
treatmentofallagencypersonnelsatisfied,in havingeveryoneabide bythe sameset of
rules.Nonetheless,theyweregenerallywiththeirWorkingRelationshipsasupheldbyan averagemean of 3.9105.

E.DevelopmentandProgress
Theresultdisplaystheoutlooksoftheparticipants’inthisstudyontheirsatisfaction withtheirDevelopment and Progress.

Table5Satisfaction withDevelopmentand Progress

DevelopmentandProgress Mean Interpretation
(OpportunitiesforGrowthand Advancement):

I amwith thetraining givenmetowards developing 3.9678 Satisfied
meforhigherpositions.

I amon thechanceand opportunitiesgivenin  using  the | 3.6056 Satisfied

bestofmyknowledgeand experience.

1 amon thechanceand opportunitiesprovided 3.7324 Satisfied
todevelopmyspecial skill orabilitiesorharness potentials.

I amaboutthetraining given to meto helpme develop the bestl 3.6479 Satisfied
candoin my presentjob.
IAverageMean 3.7384 Satisfied
Legend:4.21- (HS) 1.81-2.60=Dissatisfied D)
3.41-4.20=Satisfied ®) 1.00- (HD)

2.61-3.40=LessSatisfied  (LS)

On the aspect of employees’ satisfaction with regards to development and progress on their job, they were generally
satisfied as indicatedin the averagemean of 3.7384.

F. AdequacyofCommunication
The results revealedthe viewpoints of the participantsin this study on their satisfactionwith theAdequacy

ofCommunication.

Table6Satisfaction withthe AdequacyofCommunication

Satisfaction withAdequacyofCommunication Mean Interpretation
I amabouttheadequacyofinformation  dissemination 3.6796 Satisfied
intheagency.

1 amon keepingmeinformedofhowwell Tam doing | 3.8028 Satisfied
orperformanceevaluation feedbackgivenmeby

myimmediatesupervisor.

I amabouttheprovision ofwaysandmeansfor 3.8310 Satisfied
meto availoftheinformation which isveryimportantto me.

I amofthewayl am informed aboutthereason forchangesin 3.7324 Satisfied
policies/regulations.
I amof justwhattheagencypolicy is. 3.7324 Satisfied
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Average Mean ‘ ‘ Satisfied

Legend:4.21-5.00=HighlySatisfied =~ (HS)  1.81-2.60=Dissatisfied D)

3.41-4.20="Satisfied ®) 1.00-1.80=HighlyDissatisfied ~ (HD)

2.61-3.40=LessSatistied  (LS)
Table 6 shows that theemployeesweresatisfiedabouttheprovision ofwaysand
meansforthemtoavailoftheinformationwhichisveryimportanttothem. Alto gether, thepersonnelofthe
NationalGovernmentAgenciesincludedinthe studywerelargely satisfiedwith

theAdeguacyofCommunicationintheirrespectiveagenciesasestablished by anaveragemeanof 3.7500.

H.JobDemands
The findings illustrated theviews of the participants’in thisstudy on their Satisfaction with theirJobdemands.

Table7Satisfaction withJobDemands

Satisfaction withJobDemands Mean Interpretation

I amwith theinformal atmosphereprevailing in 3.3990 LessSatisfied
the organization thus creating amoreenjoyableworking situation.

T amwith theamount of workI havetodo,nottoo 3.8431 Satisfied
much,nottoolittle,justenough

I amwith thetimeconsideration forgettingmy 4.8169 HighlySatisfied
jobwell done,nottorush,nottooslow.
I amwith theworking hours. 3.8766 Satisfied
I amwith thefreedomI getfromconflicting 3.7956 Satisfied
demandsfromwhat other peoplemakeofme.
I amwith theauthority given to domy own 3.9085 Satisfied
job.
I amwith theschool’s motivation forme todo 3.7962 Satistied
thebestwork.
I amwith my workload. 4.7990 Highly Satisfied
IAverageMean 4.1032 Satisfied
Legend:4.21-5.00=HighlySatisfied (HS) 1.81-2.60=Dissatisfied D)
3.41-4.20=C8atisfied ©) 1.00-1.80=HighlyDissatisfied (HD)
2.61-3.40=LessSatisfied LS)

Table 7 depicted that the employees wereless satisfiedwith theinformalatmosphere prevailingin
theorganizationalthoughcreatingamoreenjoyableworkingsituationbut — satisfiedwiththeauthoritygiven to domy
ownjob.Whileontwoitemsthe participants
revealedthattheyarehighlysatisfiedontimeconsiderationforgettingthejobwelldone

anditemontheworkload. However,asawholethepersonneloftheNational GovernmentAgenciesexpressedthatthey
weresatisfiedon theirJob Demands asregistered by an averagemean of 4.1032.

I. Technical Competence ofSupervision

Thetabledisplaystheviewsof theparticipantsinthis study ontheirsatisfactionwith
theirTechnicalcompetenceofSupervision. They indicatedthatthey werelesssatisfiedwith
theinformalatmosphereprevailingintheorganization.
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Table8Satisfaction withTechnical CompetenceofSupervision

Satisfaction withTechnical CompetenceofSupervision Mean Interpretation
(Job Standards):

I amwith theknowledgel gotregarding whatis expectedofmeinmyjob. 4.0013 Satisfied
I ammyjobstandards. 3.9014 Satisfied
I amaboutmysuperior’sknowledgeand abilities ofthejobhesupervised. 3.9296 Satisfied
I amwith the developmentandtraining given to help me develop 3.9155 Satistied

thebestlamcapableofdoing inmy presentjob.

IAverageMean 3.9369 Satisfied
Legend:4.21-5.00=HighlySatisfied (HS) 1.81-2.60=Dissatistied D)
3.41-4.20=8atisfied ®) 1.00-1.80=HighlyDissatisfied (HD)
2.61-3.40=LessSatisfied LS)

In general, the employees of the National Government Agencies in Tawi-Tawi province weresatisfiedwith
theTechnical CompetenceofSupervision onaveragemean of 3.9369.

J.Job Security
Theresultssh ow n on Table 9 below exhibittheviewsoftheparticipantsontheirsatisfaction
withtheirJobSecurity.

Table9Satisfaction withJobSecurity

Satisfaction withJob Security: Mean Interpretation

I amwith theassurance ofhaving asteadyjob with protection 3.7887 Satisfied

againstconditionsthatl can’tcontrol.

I amwith theassuranceofholdingmy own jobas long asI dogoodwork. 3.9577 Satisfied

1 amwith theagency’srecognitionoflong service and 3.7746 Satisfied

provisionofdecentbenefits.

I amwith theagency’sprovisionforasteadier workand safefuture. 3.8592 Satisfied

IAverageMean 3.8451 Satisfied
Legend:4.21-5.00=HighlySatisfied (HS) 1.81-2.60=Dissatisfied D)

3.41-4.20=Satisfied S 1.00-1.80=HighlyDissatisfied (HD)
2.61-3.40=LessSatisfied (LS)

LargelyonSatisfactionwithJobSecurity,the personnel ofthe National Government AgenciesintheProvinceofTawi-
Tawijustifiedthatgenerallytheyweresatisfiedonthis facet of theirjob as conveyed by an averagemeanof3.8451.

Summary AssessmentofNationalGovernmentAgenciesontheir JobSatisfaction
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The aspects ofjobenvironmentofthe Tawi-TawiNational GovernmentAgencies’
employeesworkenvironmentthatcausedsatisfactionordissatisfactionasconceptualized by Herzbergareasfollows:

1. The participantsare satisfiedintheirmotivatorsparticularly on challenging work,
recognition,responsibilitythatgive positivesatisfaction,atising fromintrinsicconditionof thejob
itself,suchasrecognition,achievement,or personalgrowth.

2. 'The hygiene factors that the participantsare satisfiedwith ate the following:1) status, 2) jobsecutity, 3)
salaryandfringebenefits. In the absence of these, they were dissatisfied with their job.
However,asagronp,thepersonnel oftheNationalGovernment AgenciesinTawi-Tawi acknowledgedthat
theyweregenerallysatisfiedwiththeirjobs howevertheyrevealedless satisfiedwith theirfringebenefits.

V. Discussion

Thisstudy hypothesizedasatisfactorylevelofconfidence; thereis nosignificant
differenceinthelevelofjobsatisfactionofthepersonnelofthe  NationalGovernment Agenciesin theprovinceof Tawi-
Tawi.For the purposeofthisresearchallthe National GovernmentAgenciesinTawi-
Tawiwereconsideredandincludedhowever onlyrepresentativesamples
oftheseNational GovernmentAgenciessuccessfully participated in this study. According to
thestatisticalconsultantwhether  itwasapopulationstudyorascientifically  selectedsample,theresultwillbethesameas
atotal populationstudy.

Findings showed that therearesignificantdifferencesbetweenofthemeanresponsesoftheparticipantsfrom  the
NationalGovernmentAgencieson theindicatorsprovidedforbytheHerzberg modelexceptforthetwoindicators which
shows not significantnamely;satisfactionwith physicalworking
conditionsandsatisfactionwithdevelopmentandprogress. The significant differences between them meant that
the participants are indisagreementin the responsesof the patticularindicator; while being not significant,meant
thattheirresponseswereinagreementorthesame. As stated by Kreitner and Kinicki (2014) workers characteristics is
related to their maximum physical and mental abilities. The capacity of individual to perform their job or tasks varies
in accordance with their ability. Employee’ motivation and skills are meaningless to the company if they do not have
the ability to work. (Robbins and Judge, 2011).

Generally, all employeesofthe National GovernmentAgenciesin the province of Tawi-Tawiwho
participatedinthisstudyweresatisfiedinall dimensionsof theirjobexcepton thepersonnelof the
DepartmentofAgrarianReformwho disclosed that the participants wereless satisfiedwiththeirjob.Research study of
Rogstadius et al. (2011) suggest that motivation plays significant role on employees’ job satisfaction and
performance in terms of intensity, direction and perseverance. Shipton et al., (2006) mentioned that employees
performed effectively on their job when they are satisfied. However, it is challenging to determine employees job
satisfaction considering that an employee can be satisfied with some aspect of their job and on the other hand,
dissatisfied with other facets of their job.

Likewise, Pan (2015) believed that employees feel more satisfied and committed to their job when they are free to
decide how to develop and organize their own work. There is a strong link between job variety, job autonomy and
feedback to job satisfaction (Bhuian et al., 1996). Moreover, Lim (2008) stressed out that sense of belongingness
and feeling of acceptance fosters job satisfaction. Social capital and worker support also affect job satisfaction (Flap
and Volker 2001; Roxana, 2013). Rich et al. (2010) and Rousseau and Aubé (2010) stated in order to improve
employee’s performance, there is a need to increase employee engagement in working condition.

VI. Conclusion

The NationalGovernmentAgencies personnel ofTawi-Tawiprovince aresatisfiedwith
theirjob.However,insomeaspectof theirjob environment,theparticipantsrevealed thattheywerelesssatisfiedoftheir
fringebenefits and highly satisfiedwith otheraspect ofjob environment.Fine et al., (2010) pointed out that integrity
and counterproductive work behaviors are influence by different situational factors. Thus, support and motivation
is necessary to produce food performance of employees.

VII. Recommendations
Onthelightofthe findingsandconclusionsof thisstudy, thefollowingmeasuresare recommended:
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1. The NationalGovernmentAgencies administrators —mustexertcollectiveefforts to  enhancethe
fringebenefits oftheirpersonnel,where their personnelrevealedthatthey wereless satisfied.
2. TheNationalGovernmentAgenciesadministratormustadoptmeasurestoassuretheirpersonnelthattheyworki

nanenvironmentwhichissafeforeverybodyprimarilywith theagency's provision
forsafe,healthyconditionsfreefromhealth hazards.

3. AllNationalGovernmentAgencyadministratorsshouldcometogetheranddesign ahumanrelations
developmentprogramtoboost theleveloftheirpersonnel'sjob satisfaction fromsatisfiedtohighly
satisfiedemployees.
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