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Work performance is an essential aspect for both the employees and the 

organization. However, there were limited studies on the work 

performance and work engagement of employees in the City 

Government of General Santos. For this reason, this study attempted to 

determine the level of work performance of the employees and its 

effect on work engagement. Correlational methods of research were 

used. The study involved ninety-three (93) permanent employees. An 

adopted questionnaire was used. The findings revealed that the work 

performance of employees is high in terms of contextual performance, 

this means that they worked and kept their job skills up to date. It is 

also high in terms of task performance that employees kept in their 

mind the results that they had to achieve in their work while it is low in 

terms of counterproductive work behavior, that they complained about 

unimportant matters in work. Further, work engagement is high in 

terms of supervisors; they consider theirsupervisors as approachable 

and easy to talk to. In terms of the team, they agreed that the people 

they work with treat them with respect. In terms of organization, they 

agreed that the vision and goals of the organization are important, and 

in terms of jobs, they see positive results because of their work.  It was 

also revealed that most of the components in the work engagement 

have a significant influence on the sub-variables of work performance. 

 
Copy Right, IJAR, 2023,. All rights reserved. 

…………………………………………………………………………………………………….... 

Introduction:- 
Work performance is an essential aspect for both the employees and the organization. The ability of the employees 

to complete the task within a specific period indicates that they are motivated. However, the employees that are not 

willing to exert extra effort are most likely to feel disengaged and unmotivated in work.  

 

Motivation is a strategy that necessitates a common goal. It is a simple motivating word that describes the goal and it 

is a decision of employees using the set of skills to achieve it (Palmer, 2005). Similarly, Inuwa and Mohammad 

(2016) stated that organizations should create motivational measures to increase the performance of employees. 

They also noted that motivated employees are satisfied with their jobs.  

 

The Performance Management System of the City Government of General Santos is a 5-years plan used by human 

resources management. It is composed of strategies, methods, and tools to ensure, fulfill and assess the 
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accomplishment of the employees. It is also a mechanism that centralizes the safeguards of the employees‘ 

achievements based on the objectives set by the organization in the strategic plan. Evidently, the data produced is 

useful in terms of human resource planning, management, and decision-making process. 

 

Work engagement is the effectiveness of an employee towards work. In order to be effective, the employees should 

exert effort mentally and physically. It is also observed that an engaged employee is dedicated to work. It was first 

conceptualized by Kahn (1990) as the harnessing of employees‘ work roles in the organization; more likely engaged 

employees are expressive physically, cognitively, and emotionally in performing their work roles. 

 

This study aimed to know the work performance and work engagement of employees in the City Government of 

General Santos. It is important to assess the performance of the workforce to ensure that organizational goals and 

objectives are achieved. This study also aimed to highlight the ways in which work performance is beneficial to the 

organization and career development of employees. Further, the result of this study was a basis to determine the 

competitiveness of the employees in the City Government of General Santos.  

 

Objectives Of The Study:- 
This study focused on the level of work performance and work engagement of employees in the City Government of 

General Santos. 

 

Specifically, it sought to answer the following questions: 1) What is the level of work performance of employees in 

the City Government of General Santos? 2) What is the level of work engagement of the employees in the City 

Government of General Santos? 3) Relationship between the level of work performance and work engagement of 

the employees? 4) Relationship between the level of work performance and demographic profile of the respondents. 

5) Relationship between the level of work engagement and demographic profile of the respondents. 6) The issues 

and challenges encountered by the employees. 

 

Methodology:- 
This study employed the descriptive-correlative type of research method. The descriptive method was used to 

determine the level of work performance and work engagement of the employees in the City Government of General 

Santos. While the correlative method was used to determine the significant relationship between work performance 

and work engagement of the employees and their demographic profile. 

 

This study was conducted in the twenty-seven departments of the City Government of General Santos. 

 

The respondents were the identified permanent employees at the twenty-seven departments of the City Government 

of General Santos. Specifically, the population of employees was based on the list of employees provided by the 

Human Resource Department Office. Employees who are co-term, elected, temporary and contractual are excluded 

to be part of this study. 

 

The instrument used in this study was adopted from the study of Koopmans, et al., 2014 to measure work 

performance. The 18-item scale was composed of subscales namely task performance (5 items), contextual 

performance (8 items), and counterproductive work behavior (5 items). Another instrument was adopted from 

Decision Wise Intelligence to determine work engagement. It was an 18-item scale composed of job (5 items), team 

(3 items), supervisor (4 items), and organization (6 items).  

 

The researcher asked permission from the school of Graduate Studies for the conductedstudy. After approval was 

granted, the researcher sent a letter for cooperation from the Human Resource Management Development Office for 

the administration of the research questionnaires. She was instructed to personally proceed to the Human Resource 

Academy for the other requirements. Right after, the distribution of questionnaires to the employees was 

administered online using google forms. Retrieval of the data was gathered after which the employees‘ answered 

questionnaires. 

 

The researcher employed frequency distribution and weighted mean to treat the data gathered. In order to determine 

the relationship between the variables, Spearman‘s Rho and Chi-Square Test were used. 
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The 5-point Likert scale with a range of descriptions and description levelswas used to describe the data gathered on 

the work performance of the employees. 

 

Results And Discussions:- 

Table 1 summarizes the respondents‘ profiles. The age ranges from 30 years and below (35.5%). Altogether, 60.2% 

of the respondents are 40 years old and below. This age profile shows a force of young employees; dominated by 

females which constituted 63.4%; the majority were married (51.6%) This shows that most permanent employees 

were married in the City Government of General Santos. Similarly, Choong et al., (2012) highlighted that married 

employeeswere more determined to display higher performance in their job because they were concernedabout the 

economic safety of their families.Additionally, most of the employees were college graduates (67.7%) these results 

show that they were educationally qualified for their job positions. Almost 27% were pursuing graduate and 

postgraduate degrees, an indication that these employees value the importance of educational advancement in the 

quality of work performance and work engagement and 5 years and below in service (43%). 

 

Table 1:- Profile of the Respondents. 

Profile  Frequency Percentage 

Age 

61 years old and above 1 1.1% 

51-60 years old 18 19.4% 

41-50 years old 18 19.4% 

31-40 years old 23 24.7% 

30 years old and below 33 35.5% 

Sex 

Male 34 36.6% 

Female 59 63.4% 

Civil Status 

Married 48 51.6% 

Single 45 48.4% 

Educational Attainment 

Doctoral Degree 1 1.1% 

Master's Degree 24 25.8% 

College Graduate 63 67.7% 

High School Graduate 5 5.4% 

Years in service 

26 years and above 12 12.9% 

21-25 years 14 15.1% 

16-20 years 3 3.2% 

11-15 years 6 6.5% 

6-10 years 18 19.4% 

5 years and below 40 43.0% 

 

Table 2 shows the summary of mean levels of task performance. The table reveals that the employees rated very 

high that they kept in mind the results they had to achieve their work (M=4.69); they managed to plan their work so 

that it was done on time (M = 4.56). The employees also rated as high that they are able to separate main issues 

from side issues at work (M=4.46) and they are able to perform their work well with minimal time and effort. The 

lowest under-task performance was that their planning was optimal (M=3.96). Taken as a whole, the work 

performance of employees was described as high in terms of task performance with a mean of 4.35.  

 

Table 2:- Level of Work Performance in terms of Task Performance. 

Task Performance Mean  Description 

In the past three months……. 

1. 1. I managed to plan my work so that it was done on time. 
4.56 Very High 

2. 2. My planning was optimal. 3.96 High 
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3. 3. I kept in mind the results that I had to achieve in my work. 4.69 Very High 

4. 4. I was able to separate main issues from side issues at work. 4.46 High 

5. 5. I was able to perform my work well with minimal time and effort.  4.08 High 

Over-all Mean 4.35 High 

 

Table 3 shows the summary of the mean level of contextual performance. The table reveals that the employees in the 

City Government of General Santos rated items 5, 4, and 1 as very high in that they took challenging work tasks 

when available (M=4.58); they worked and kept their job skills up to date (M=4.65), and they took extra 

responsibilities (M=4.63). The employees also rated items 2, 3, 6, 7, and 8 as high. This means that they start new 

tasks when the old ones were finished (M=4.26), they work and kept their job knowledge up to date (M=4.44), they 

came up with creative solutions to new problems (M=4.46), they kept looking for new challenges in their job 

(M=4.23) and they actively participated in work meetings (M=4.47). Item 7 is identified as the lowest in terms of the 

contextual performance of the employees. The mean of 4.47 is described as high. This means that the employees 

have a high level of work performance in terms of contextual performance. 

 

Table 3:- Level of Work Performance in terms of Contextual Performance. 

Contextual Performance Mean  Description 

In the past three months……. 

1. I took on extra responsibilities. 
4.63 Very High 

2. I started new tasks myself when my old ones were finished. 4.26 High 

3. I worked at keeping my job knowledge up-to-date. 4.44 High 

4. I worked on keeping my job skills up-to-date. 4.65 Very High 

5. I took on challenging work tasks, when available. 4.58 Very High 

6. I came up with creative solutions to new problems. 4.46 High 

7. I kept looking for new challenges in my job. 4.23 High  

8. I actively participated in work meetings. 4.47 High 

Over-all Mean 4.47 High 

 

Table 4 shows the summary of the mean level of counterproductive work behavior. The table reveals that the 

employees of the City Government of General Santos rated items 1, 4, and 5 as low, that they complained about 

unimportant matters in work (M=2.24), they speak with colleagues about the negative aspects of their work 

(M=2.12) and they speak with people from outside the organization about the negative aspects of their work 

(M=1.71). The two lowest in counterproductive work behavior of employees were rated as very low, that the 

problems they made were greater than when they were at work (M=1.49) and they focused on the negative aspects 

of the work situation, instead of on the positive aspects (M=1.45). Both were rated by the employees as very low. 

The mean of 1.80 is described as very low. This means that the employees have verylow work performance in terms 

of counterproductive work behavior.  

 

Table 4:- Level of Work Performance in terms of Counterproductive Work Behavior. 

Counterproductive Work Behavior Mean  Description 

In the past three months……. 

1. I complained about unimportant matters at work. 
2.24 Low 

2. I made problems greater than they were at work. 1.49 Very Low 

3. I focused on the negative aspects of a work situation, instead of on the positive 

aspects. 
1.45 Very Low 

4. I spoke with colleagues about the negative aspects of my work. 2.12 Low  

5. I spoke with people from outside the organization about the negative aspects of 

my work.  
1.71 Low  

Over-all Mean 1.80 Low  
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Table 5 shows the summary of the mean level of work performance. The table reveals that the highest work 

performance is contextual performance (M=4.47) followed by task performance (M=4.35) and counterproductive 

work behavior (M=1.80). This means that contextual performance is important to the employees to strengthen social 

networks. Contextual performance is high an indication that the employees are aware of the aligned responsibilities 

in their tasks therefore, they work and kept their job skills up to date. Task performance is rated high this indicates 

that the performance condition of the employees is high when they kept in mind the results they achieved at work. 

Further, the counterproductive work behavior of the employees is low and should be maintained. Contextual 

performance is a measurement of job performance that influences the quality of human resource practices 

(Befort&Hattrup, 2003). 

 

Table 5:- Summary of the Level of Work Performance. 

Work Performance Mean  Description 

A. Task Performance 4.35 Somewhat true 

B. Contextual Performance 4.47 Somewhat true 

C. Counterproductive work behavior 1.80 Slightly true 

Over-all Mean 3.54 Moderately true 

 

Table 6 shows the summary of the mean level of job and rated by the employees as high. The table reveals that the 

employees agreed that they see positive results because of their work (M=4.38), their work was valued by the 

organization (M=4.35), they have the tools and resources they needed to do their job (M=4.17), the amount of work 

they expected is reasonable (M=4.14) and they received the training they need to do their job (M=4.01). The job has 

a mean of 4.21 described as high. This means that the employee has a high level of work engagement in terms of 

the job. 

 

Table 6:- Level of Work Engagement in terms of Job. 

Job Mean  Description 

1. I have the tools and resources I need to do my job well. 4.17 High  

2. Most days, I see positive results because of my work. 4.38 High 

3. My work is valued by this organization. 4.35 High 

4. I have received the training I need to do my job well. 4.01 High 

5. The amount of work I am expected to do is reasonable. 4.14 High 

Over-all Mean 4.21 High 

 

Table 7 shows the summary of the mean level of work engagement in terms of team. The table reveals that 

employees of the City Government of General Santos rated items 2 and 3 as very high, that the people they work 

with treat them with respect (M=4.56) and their coworkers openly talk about what needs to be done to be more 

effective (M=4.58). They also rated item 1 as high that the people they work with take accountability and ownership 

for the results (M=4.23). The mean of 4.46 is described as high this means that the work engagement of employees 

is high in terms of team. 

 

Table 7:- Level of Work Engagement in terms of Team. 

Team Mean  Description 

1. The people I work with take accountability and ownership for results. 4.23 High  

2. The people I work with treat me with respect. 4.56 Very High 

3. My coworkers and I openly talk about what needs to be done to be more 

effective. 
4.58 Very High 

Over-all Mean 4.46 High  

 

Table 8 shows the summary of the mean levels of supervisors. The table reveals that the employees rated items 1 

and 2 as very high, they consider the supervisor as approachable and easy to talk to (M=4.55) and it helps them 

understand how their work is important to the organization (M=4.52). Likewise, they rated items 3 and 4 as high 
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and supervisors set high expectations for their team performance (M=4.44) and created a motivating and energizing 

workplace (M=4.37). The mean of 4.47 is described as high. This means that the employees have high engagement 

in terms of supervisor. 

 

Supervisor performance is recognized as an important factor to promote employee work performance. The leaders 

that lead the employees with a transformational style, will be more engaged in their work, which improved as well 

as their work performance (Pourbakhordari et al., 2016). 

 

Table 8:- Level of Work Engagement in terms of Supervisor. 

Supervisor Mean  Description 

1. My supervisor helps me understand how my work is important to the 

organization. 
4.52 Very High 

2. My supervisor is approachable and easy to talk to. 4.55 Very High 

3. My supervisor creates a motivating and energizing workplace. 4.37 High 

4. My supervisor sets high expectations for our team‘s performance. 4.44 High 

Over-all Mean 4.47 High 

 

Table 9 shows the summary of the mean levels of the organization. The table reveals that the vision and goals of the 

organization are important (M=4.56), they will recommend the organization as a great place to work (M=4.34); they 

believe that the organization provides attractive opportunities for training and development (M=4.28). Further, they 

consider that the organization cares for them (M=4.23) and there are opportunities for their advancement in the 

organization (M=4.20).  The mean of 4.23 is described as high.  

 

It is noted that a safe and secure workplace helped the engagement of their work. In this manner, they carry out their 

tasks to meet the organizational outcomes. The more suitable the workplace the more responsible the employees are 

to develop their potential to deliver quality service (Masadeh et al., 2016). Further, a workplace that is more 

enjoyable, and less anxiety among co-workers leads to a positive attitude toward work and increased productivity 

(Tayler, 2012). 

 

Table 9:- Level of Work Engagement in terms of Organization. 

Organization WM Description 

1. The vision and goals of this organization are important to me personally. 4.56 Very High 

2. This organization provides attractive opportunities for training and 

development. 
4.28 High 

3. There are opportunities for my own advancement in this organization. 4.20 High 

4. My opinions are sought on issues that affect me and my job. 3.78 High 

5. This organization cares about employees. 4.23 High 

6. I would recommend this organization as a great place to work. 4.34 High 

Over-all Mean 4.23 High 

 

Table 10 shows the summary of work engagement. The table reveals that the employees rated high all the indicators 

of work engagement. They rated highthat supervisor (M=4.47), team (M=4.46), organization (M=4.23), and job 

(M=4.21) are essential in work engagement. They also agreed that organization (M=4.23) and job (M=4.21) are 

important. The overall mean of 4.34 is described as high. 

 

Table 10:- Summary of the Level of Work Engagement of Employees. 

Work Engagement Mean  Description 

A. Job 4.21 High  

B. Team 4.46 High 

C. Supervisor  4.47 High 

D. Organization 4.23 High 
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Over-all Mean 4.34 High 

 

Table 11 shows the significant influence of work performance and work engagement of the employees in the City 

Government of General Santos (r=.110 and p=.295). A p-value of less than.05 (p=.000 <.05) indicates a significant 

relationship or influence. Likewise, task performance (r=.390 and p=.000), contextual performance (r=.370 and 

p=.000), and counterproductive work behavior (r=-.250 and p=.016) also significantly influence the work 

engagement of the employees. 

 

It is also noted that most of the components in the work engagement have a significant influence on the sub-

variables of work performance. 

 

Table 11:- Relationship Between Work Performance and Work Engagement. 

 

Work Engagement 

Work Performance  

Over-all Task Contextual CWB 

Job 439** 

.000 

.361** 

.000 

-.300** 

.004 

.105 

.316 

Team .478** 

.000 

.487** 

.000 

-.238** 

.021 
.232** 

.025 

Supervisor .253* 

.015 

.136 

.194 

-.093 

.378 

.048 

.647 

Organization .174 

.095 

.292* 

.005 

-.256** 

.013 
-.038 

.721 

Over-all .390** 

.000 

.370** 

.000 

-.250** 

.016 

.110 

.295 

 

Table 12 shows the significant influence of demographic profile and work performance of the employees in the City 

Government of General Santos. A p-value of less than.05 (p =.000 <.05) indicates a significant relationship or 

influence. On educational attainment, it significantly influences task performance (r=7.878 and p=.047). It is also 

noted that most of the components of the demographic profile have no significant influence on the contextual and 

counterproductive work behavior of the employees. 

 

Table 12:- Relationship Between Demographic Profile and Work Performance of the Employees in the City 

Government of General Santos. 

 

Demographic Profile 

Work Performance  

Overall  Task Contextual CWB 

Age  11.218 

.242 

18.505 

.411 

11.735 

.089 

11.810 

.288 

Sex  1.383 

-.119 

2.508 

-.164 

1.106 

-.076 

4.496 

-.195 

Civil Status 8.314 

.298 

11.182 

.342 

5.245 

.164 

13.380 

.362 

Educational Attainment 7.878** 

.047 

4.993 

.146 

17.790 

-.226 

10.338 

-.135 

Number of Years in Service 10.053 

.141 

21.003 

.401 

15.963 

.115 

15.944 

.298 

 

Table 13 shows the significant influence of demographic profile and work engagement of the employees in the City 

Government of General Santos. A p-value of less than.05 (p =.000 <.05) indicates a significant relationship or 

influence. It was revealed that it significantly influences the organization (r=4.654 and p=-.004), civil status is 

significantly related to supervisor (r=2.482 and p=-.008) and educational attainment has significantly influenced 

the job (r=7.041 and p=.025). It is also noted that the educational attainment of employees influences the 

components of work engagement (r=5.190 and p=-.016).  
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Table 13:- Relationship Between Demographic Profile and Work Engagement of employees in the City 

Government of General Santos. 

 

Demographic Profile 

Work Engagement  

Overall Job  Team Supervisor Organization 

Age  7.091 

.129 

16.510 

.303 

4.753 

-.051 

13.145 

.075 

10.021 

.187 

Sex  2.568 

.054 

2.320 

.052 

2.963 

-.088 

4.654** 

-.004 

2.964 

-.131 

Civil Status 5.319 

.121 

10.286 

.258 

2.482** 

-.008 

9.783 

.059 

7.457 

.201 

Educational Attainment 7.041** 

.025 

5.468 

.130 

4.724 

-.068 

6.319 

.101 

5.190** 

-.016 

Number of Years in Service 22.642 

.065 

11.786 

.237 

14.158 

-.062 

10.807 

.091 

13.965 

.187 

 

Issues and Challenges 

Based on the results of the study the issues and challenges of the employees in the City Government of General 

Santos are about their educational attainment. It was found that the majority are college graduates.  

 

In terms of work performance, it was found out that employees‘ plan was optimal. They kept on looking for the 

challenges in their job and they focus on the negative situation of their work. 

 

Further, employees are more engaged when the organization values their work.  They agreed that they take 

accountability and ownership with the people they work with, and a supervisor that creates motivating and 

energizing workplaces increases the level of work engagement. 

 

Conclusions:- 
Based on the findings of the study, the following conclusions were formulated. In terms of the work performance of 

employees, they kept in their mind the results that they had to achieve in their work. They worked and kept their job 

skills up to date. They complained about unimportant matters at work. 

 

Further, in terms of work engagement, they agreed that they see positive results because of their work and that the 

people they work with treat them with respect. They consider the supervisor as approachable and easy to talk to. 

Moreover, they believed that the vision and goals of the organization are important. 
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