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ABSTRACT

This study explored the dimensions of work motivation of construction workers in the city of Mati, Davao
Oriental. With construction being a vital driver of economic development, understanding the factors
affecting work motivation of construction workers is essential to improve employee performance. Using
a descriptive-comparative quantitative research design, the study surveyed 500 construction workers.
Frequency count and percentage, Exploratory Factor Analysis,(EFA) and Analysis of Variance (ANOVA)
were employed to identify the motivational constructs of construction workers, determine their profile,
assess the level of work motivation of construction workers across the factors, and ascertain the significant
difference on the level of work motivation of construction workers across their demographic profiles.
Results revealed that the respondents represent a young, predominantly male, relatively educated, and
project-based workforce engaged mainly in skilled and general labor construction activities. Results
indicate that the five dimensions of work motivation are performance reward, workplace support,
occupational well-being, job security, and employee welfare. All these dimensions obtained mean scores
interpreted as very high, reflecting a general strong level of motivation. The study also suggests that work
motivation varies significantly across most demographic characteristics, except sex, highlighting the
influence of educational, occupational, and economic factors on workers” motivational experiences. Based
on these findings, the study developed a guide to enhance work motivation of construction workers.
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Chapter 1

INTRODUCTION

Background of the Study

Unmotivated workforce causes organization’s downturn and underdevelopment in the construction
industry (Razzag, Thaheem, Magsoom, & Gabriel, 2018). A study in Japan stated that demotivation
leading to low productivity is a major challenge in the construction industry (Sweis, Sweis, Kassab, Elfar,
Athammneh & Sweis, 2017). In Nigeria, a study on the effect of motivation on the productivity of skilled
workers found that motivation is a crucial factor in enhancing the productivity of workers in the
construction industry (Maduekeh, Obi, & Obinwa, 2016).

In the local scenario, some studies have been carried out exploring the work motivation of construction
workers or those in the field of construction. For example, Duka (2024) conducted a study on the factor
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affecting motivation among job order employees in a construction-adjacent public organization in Davao,

and found that the organization is facing some problems related to lack of motivation and working

enthusiasm in the employees.

According to Mee-Edoye and Andawei as cited by Garba et. al (2021), employees in civil and building

construction industry of a country are the largest, and Thuy, Toan, Hanh, and Van Tuan (2024) expressed

that in the coming time, the demand of the human resources will continue to increase to meet the rapid

development of the construction industry. Since the workforce in construction projects is one of the

difficult factors to supervise, manage, and control, it is critically important to determine the motivational

factors influencing construction labor productivity (Hamza, Shahid, Bin Hainin, & Nashwan, 2019).

The researcher identified three major gaps in the prior research and literature in the Philippines, both in

the national and local settings. First, there is an apparent knowledge gap in the prior research concerning

work motivation of construction workers in the city of Mati, despite the city being a hub of infrastructure

development. Second, based on the review of the prior research, there is a population gap, specifically

with the construction workers population. Lastly, the researcher identified an empirical gap in the prior

research. There is a lack of rigorous research in the prior literature. Very little research has been done on

the work motivation of construction workers to properly evaluate the problem. In this study, we seek to

provide a new inquiry on the factors affecting the motivation of construction workers, determine their

profile, assess the level of work motivation of construction workers across the factors, and ascertain the

significant difference on the level of work motivation of construction workers across their demographic

profiles.

Statement of the Problem

This study was conducted to determine the dimensions of work motivation of construction workers in the

city of Mati.

Specifically, it answers the following questions:

1. What are the profiles of the construction workers in the city of Mati?

2. What are the dimensions of work motivation among the construction workers in the city of Mati?

3. What is the level of work motivation of construction workers across the identified dimensions?

4. s there a significant difference in the level of work motivation among construction workers across
their demographic profiles?

Objectives of the Study

This study aimed to identify the dimensions of work motivation of construction workers in the city of

Mati.

Specifically, it seeks to:

1. Determine the profile of the construction workers in the City of Mati;

2. Determine the dimensions of work motivation among the construction workers in the city of Mati;

3. Assess the level of work motivation of construction workers across the identified dimensions;

4. Ascertain the significant difference on the level of work motivation of construction workers across
their demographic profiles.

Significance of the Study

The findings of this study would be beneficial to the following:

Local Government Unit (LGU). This would provide the LGUs with valuable insights into the

motivational dynamics of the construction workers in the city. This knowledge can improve policies

especially in labor welfare, training, and infrastructure development programs.
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Construction Firms or Contractors. This would assist construction firms in understanding the factors
that influence the work motivation of their workforce. They can adapt and implement the proposed
capacity-building initiative of the study as a learning and development strategy.

Human Resource Practitioners or Managers. This would guide HR professionals in the construction
sector in designing better HRD interventions aligned with what motivates workers.

Construction Workers. The construction workers themselves stand to benefit from this research.
Understanding their own participatory drivers can empower them to perform their work tasks.

Academe. Educational institutions may use the results of this study as a reference to any future studies
related to the topic and help to uncover critical areas of work motivation among construction workers.
Researchers. This would enrich the academic literature on work motivation offering insights specific to
the context of the construction workers in the city of Mati. It will serve as a valuable addition to the body
of knowledge on work motivation theories and their practical application in the field of business
administration.

Scope and Limitation

This study focused on examining the dimensions of work motivation among construction workers in the
City of Mati, determine their profile, assess the level of work motivation of construction workers across
the factors, and ascertain the significant difference on the level of work motivation of construction workers
across their demographic profiles. The primary concern of the research is to identify the underlying factors
that define work motivation using established motivational theories as its framework.

The respondents consisted of 500 construction workers employed in local construction firms handling
projects with contract amounts not exceeding Ten Million Pesos (10,000,000). Participants were selected
through purposive sampling, guided by the recommended sample-to-item ratio for Exploratory Factory
Analysis. To ensure relevance and reliability of responses, respondents met the following criteria: (1) at
least 18 years old; (2) currently employed as a construction worker, including skilled, semi-skilled, or
unskilled; and (3) with at least (6) months of continuous work experience in their current employer.

Data was collected using a 50-item structured survey questionnaire based on established work motivation
theories. The survey administration took approximately 15 to 20 minutes per respondent and was
conducted onsite at selected construction projects within the City of Mati during the study period.
Definition of Terms

The following are the terms that are operationally defined as they are used in the study:

Construction Workers. This refers to the skilled and unskilled workers of a construction firm or
contractor.

Employee Welfare. This refers to the provision of benefits, humane treatment, and basic worker needs
that contribute to the well-being of construction workers.

Job Security. This refers to the stability and assurance of continuous employment experienced by
construction workers.

Occupational well-being. This refers to the physical and mental condition of construction workers as
affected by their work environment, safety, and workload.

Performance reward. This refers to the motivation of construction workers through salary, incentives,
bonuses, and recognition for good work performance.

Work Motivation. This refers to motivational variables that determine the construction worker’s
approach to a given work task.
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Workplace support. This refers to the assistance, guidance, and positive support received by construction
workers from supervisors and co-workers in the workplace.

Chapter 2

REVIEW OF LITERATURE AND THEORETICAL FRAMEWORK

This chapter consists of a review of the related literature and studies, the theory base and the conceptual
framework of the study.

Literature and Studies

Work Motivation. The primary asset of an organization is its people. Being the lifeblood of the
institution, their efforts are vital in the institution’s success. It is essential that they always have the drive
to work to harvest the most productive outcome for the organization. The concept of work motivation
plays a crucial role in comprehending the performance and productivity of workers within organizational
settings. The organization runs successfully because of the people working for it, and each person
contributes toward achieving the ultimate goal of an organization (Gagné et al., 2018).

Work motivation is described as a set of energetic forces that originate both within as well as beyond the
being of an individual to initiate work-related behavior, and to determine its form, direction, intensity and
duration (Pinder, 2014). According to Lopez (2017), workers that are motivated are more inclined to
demonstrate increased levels of engagement, dedication, and performance. Additionally, Hauser (2014)
has suggested that work motivation could be seen as a source of positive energy that leads to the self-
recognition and self-fulfillment of an organization’s manpower. Therefore, work motivation is a
forerunner of the self-actualization of individuals and the achievement of organizations.

Many authors suggest that work motivation is one of the most important and critical functions to be
performed by managers due to the need for increasing productivity (Cerasoli et al., 2014). However, it is
alarming how workers have become unmotivated and unsatisfied at work. The decrease in the level of
motivation possessed by employees is suspected to be the cause of the decline in employee performance,
and insufficiently motivated workers perform poorly despite being skillful (Kuswati, 2020).

According to Dugguh (2014) in his study about Using Motivation Theories to Enhance Productivity in
Cement Manufacturing Companies in Nigeria, the inability of the management to effectively motivate
their workers or employees could be linked to the declining productivity in the industry, and it implies that
motivation is related to productivity because unmotivated workers are unproductive workers.
Consequently, a study on the Work Motivation of Employees and Motivational Strategy Evaluation in an
Industrial Establishment in the Philippines showed that their employees’ work motivation is not high. It
was perceived to have significantly been affected by the employee’s compensation, the number of years
they were in service, and their educational background (Cabahug-Fugoso, 2019).

Maslow’s Hierarchy of Needs. Abraham Maslow developed his hierarchy of needs to account for
motivation and expression of personality. The hierarchy of needs, organized from lowest and most
powerful to highest and least powerful, consisted of the following five need categories: physiological,
safety, belonging and love, esteem, and self-actualization. The principal objective of these needs is the
motivation of the individual to reach a state of self-actualization — attempts by individuals to reach their
full potential by using their talents and abilities to the fullest extent while trying to achieve personal
growth, satisfaction, and fulfillment. Although the hierarchy of needs has found utility in a variety of
applications, criticisms of it include the operational nature and assessment of this system of needs
(Carducci, 2020).
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A study assessed the practical use of Maslow’s hierarchy of needs theory in motivating employees at
Masvingo Polytechnic and found that motivation in general is an important feature in enhancing
productivity and that Maslow’s theory can be applied very well in motivating employees. It further
exposed that the hierarchy is not cast in stone, employees on one level may have needs at different levels
of the hierarchy (Jonas, 2016).

Another study by Nurjanah and Suherman (2022) on employee work motivation showed that work
motivation was based on physiological needs, security needs, social needs, esteem needs, and self-
actualization needs at high motivation levels. The employees' work motivation in the research was studied
based on Maslow's hierarchy of needs theory approach consisting of physical needs, security needs, social
needs, esteem needs, and actualization needs.

Herzeberg’s Two Factor Theory. Herzberg’s theory is appreciated on the ground as it provides an insight
into the task of motivation by drawing attention to the job factors which are often overlooked. It shows
the value of job enrichment in motivation. Thus, Herzberg’s theory has solved the problems of managers
who were wondering why their policies failed to motivate the employees adequately (Peramatzis &
Galanakis, 2022).

A study by Hur (2018) found that motivators such as recognition, advancement and the meaningfulness
of work had a strong positive impact on the job satisfaction of public managers, while hygiene factors like
pay, policies, and working conditions did not significantly increase satisfaction when present, though their
absence could still cause dissatisfaction. This suggests that public managers are more driven by intrinsic
factors related to personal growth and achievement than by extrinsic rewards. The findings confirm the
applicability of Herzberg’s theory in highlighting that true motivation in the public sector comes from
enhancing motivators, while hygiene factors serve mainly to maintain a neutral baseline of satisfaction.
McClelland’s Theory of Needs. Bhatti et al. (2016) suggest that McClelland’s need theory plays a key
role in understanding what drives employee motivation at work. By recognizing these needs, employers
can tailor their motivational strategies and leadership approaches to create a more engaging and productive
workplace.

Research by Dai et al. (2022) shows that addressing employees’ specific needs can boost job satisfaction,
enhance performance (Keling et al., 2022), and improve overall organizational outcomes (Yusuf et al.,
2023). For instance, Dai et al. (2022) applied McClelland’s theory to examine the motivations and career
decisions of academic independent directors, showing how the three fundamental needs shape their
professional choices.

On the other hand, Yusuf et al. (2023) explored how cognitive and motivational factors shape
entrepreneurial orientation in Saudi Arabia, using McClelland’s framework. Their study emphasizes how
these factors particularly influence EO among women. Beyond this, McClelland’s theory has found wide
application in leadership development, team-building programs, and human resource management,
underscoring its practical relevance and effectiveness in addressing challenges across management,
organizational, and business contexts.

Self-Determination Theory. Self-determination theory (SDT), offers a theoretical framework for
enhancing employee motivation and stimulating positive outcomes such as commitment, well-being and
engagement, in organizations (Forner, Jones, Berry, & Eidenfalk, 2021).

Thibault, Zhang, Papachristopoulos, and Forest (2020) underscores that organizations can enhance
employee motivation and performance by framing rewards to support autonomy, thereby fulfilling
employees’ psychological needs and reinforcing intrinsic motivation.

IJFMR260380440 Volume 8, Issue 3, May-June 2026 5



http://www.ijfmr.com/

i International Journal for Multidisciplinary Research (IJFMR)

IJFMR E-ISSN: 2582-2160 e Website: www.ijffmr.com e Email: editor@ijfmr.com

A study on understanding informal caregivers’ motivation from the perspective of self-determination
theory effectively explains and supports caregivers’ motivation, with autonomous motivation enhancing
well-being by satisfying needs for autonomy, competence, and relatedness. It highlights the value of
autonomy-supportive interventions and calls for further research applying SDT to improve caregiver
support and health outcomes (Dombestein, Norheim, & Lunde Husebg, 2020)

Tam, Watanabe and Hai (2022) looked at how fostering autonomous motivation can boost construction
labor productivity by examining the roles of engaging leadership, psychological needs, and work
motivation, based on data from 215 workers in Vietnam. The results show that when workers feel
competent and connected, their motivation and productivity improve.

Expectancy Theory. Expectancy theory is a theory of the process of motivation. Rather than simply
explaining what will motivate an individual, process theories define how motivation comes about. Process
theories are, in effect, working models of the decision-making processes that individuals perform to
determine whether they will be motivated to pursue a certain activity and sustain a certain level of
productivity (Lokman, Hassan, Ustadi, Rahman, Zain, & Rahmat, 2022)

Misroame (2023) found that key factors shaping construction site workers’ motivation and performance
include their expectations of motivation, the type of rewards they anticipate, and the size of those rewards.
Workers were particularly motivated by job security, attractive pay, training and promotion opportunities,
occupational education, and other benefits, though most firms offered these only sparingly. The research
also showed a positive link between core motivational elements, such as expectancy, instrumentality, and
valence, and workers’ performance, leading to the development of a model based on these findings.
Equity Theory. John Stacey Adams’s equity theory highlights a crucial aspect of employee motivation
by focusing on fairness in the workplace. The theory suggests that employees assess the balance between
the effort they put in and the rewards they receive, and they may feel demotivated or perceive unfairness
if they believe their effort is not matched by appropriate rewards (Watters, 2021).

Riyanto, Endri, and Herlisha (2021) suggest that motivation has a clear positive effect on employee
performance, while job satisfaction alone does not directly influence performance. According to Adams’s
equity theory, this aligns with the idea that employees assess the fairness of their effort-reward balance
when motivation is nurtured through recognition, feedback, and opportunities for skill development;
employees perceive their contributions as fairly rewarded, which drives engagement, active involvement,
and higher performance. Encouraging employees’ participation, supporting their needs, and aligning
rewards with effort helps ensure they feel valued, fostering both motivation and optimal performance.
.Performance reward. In developing countries, employees are more inclined to perform when they
receive rewards, intrinsic or extrinsic, from the management (Tehseen and Hadi, 2015). With the help of
a reward management system, companies can appeal, retain, and motivate employees to attain high
performance (Liu et al., 2008).

A study by Gabriel et al. (2023) examined the relationship between effective management of rewards on
the performance of employees in the public service sector of Anambra state, Nigeria. They concluded that
intrinsic rewards like employee development, recognition, and compensation positively influence the
performance of employees in the public sector of Anambra. They also found that employee motivation is
a key factor in organizational success, as it improves both employee performance and overall
organizational performance. Specifically, their findings highlight that when public sector workers feel
genuinely valued through deliberate professional growth opportunities and consistent institutional
acknowledgment, their sense of accountability and productivity increases. Ultimately, this underscores
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that strategic reward systems do not simply satisfy individual workers, but serve as an essential driver that
transforms employee morale into heightened public service efficiency and institutional capability.
Manzoor, Wei and Asif (2021) also discussed the profound relationship between organizational reward
mechanisms and individual job performance, offering foundational insights into how structured incentives
influence human productivity. The study is particularly salient for labor-intensive sectors like construction
and serves as a vital catalyst for sustaining employee morale. By establishing employee motivation as a
critical mediator, the researchers demonstrated that performance rewards do not automatically translate
into higher output unless they first successfully activate a worker's internal drive. Consequently, this
psychological alignment underscores that strategic recognition frameworks transcend mere financial
transactions, acting as essential tools that directly fuel long-term operational efficiency and behavioral
dedication on the field.

Workplace support. The quality of the workplace environment fundamentally dictates an employee’s
willingness to remain driven, creative, and actively engaged (Gu et al., 2022). A study by Astuti (2025)
examined the parallel dimension of workplace support, finding that institutional backing exerts a
significantly positive effect on the work motivation of organizational members. The research concluded
that as the work environment improves through deliberate corporate interventions, the overall work
motivation of the workforce increases accordingly. This suggests that when organizations actively
establish robust structural and emotional support systems, employees naturally experience a heightened
drive to perform. Within task-intensive fields like construction, this relationship implies that supportive
field management and reliable safety provisions do not merely serve operational safety, but function as
crucial psychological anchors that transform the job site into an empowering space, ultimately sustaining
long-term morale and mitigating labor exhaustion.

Complementing this perspective, another study by Jo and Shin (2025) highlighted that workplace
environmental resources, particularly supervisor leadership and active recognition, serve as potent
motivators that amplify employee engagement. Their findings reinforce the idea that organizational
support systems achieve their maximum utility when paired with proactive, visible leadership that
validates daily operational contributions. In a construction setting, where field operations rely heavily on
tight coordination, rigid timelines, and team synergy, an encouraging and present supervisor acts as a
critical external resource that buffers against physical and mental stress. Consequently, when laborers feel
consistently backed by their leadership and recognized for their grueling on-site efforts, their
psychological investment in the project deepens, leading to heightened focus, safer task execution, and
overall superior project engagement.

Occupational well-being. Occupational well-being serves as a foundational determinant of workplace
functionality, directly encompassing an employee's comprehensive job satisfaction, physical safety, and
overall quality of life (Mendonca et al., 2024). Recent empirical research confirms that prioritizing the
physical and mental health of the workforce directly determines individual productivity levels,
establishing occupational well-being as a vital catalyst for sustaining long-term organizational success
and individual work motivation (Vukicéevi¢ et al., 2025).

A study by Zhang and Rowlinson (2024) found that the systematic implementation of occupational health
and safety management systems significantly enhances the motivation of site workers by directly
satisfying their fundamental need for workplace security. Within highly volatile and physically grueling
operational environments, a structured health and safety framework functions as an institutional guarantee
that buffers laborers against persistent occupational hazards and psychological distress. By proactively
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managing systemic risks and establishing transparent safety protocols, organizations demonstrate a
tangible commitment to worker welfare, which in turn fosters a deep sense of psychological safety and
professional validation on the field. Ultimately, this structural alignment underscores that comprehensive
safety systems transcend basic regulatory compliance; they act as powerful behavioral mechanisms that
transform immediate physical protection into a profound, self-sustaining drive that optimizes individual
engagement, diminishes operational errors, and fuels long-term project dedication.

Job Security. Job security serves as a vital psychological anchor within the contemporary employment
landscape, representing an employee's perceived assurance regarding the permanence and predictability
of their role within an organization (Garcia-Ael et al., 2021). Extensive scholarly evidence establishes that
a stable employment outlook fundamentally reduces turnover intentions and mitigates workplace
alienation, positioning job security as a critical baseline requirement for unlocking sustained worker
motivation and institutional loyalty (Jiang & Lavaysse, 2021).

Al-Saeed et al. (2024) demonstrated that in labor-intensive construction environments, financial
continuity through regular wages serves as the strongest predictor of long-term retention and workforce
morale. Because the construction sector is traditionally characterized by cyclical employment and project-
based instability, the guarantee of steady compensation provides laborers with the essential economic
predictability required to alleviate chronic financial stress. Parallel to this, a study by Nguyen and
Tokunaga (2025) highlighted that when management actively implements transparent, safety-first policies
on site, workers experience significantly lower levels of occupational anxiety, which directly enhances
their daily productivity.

Employee Welfare. Employee welfare represents the comprehensive institutional efforts designed to
preserve and improve the health, comfort, and social well-being of workers beyond standard contractual
compensation (Smith & Davis, 2021). Within contemporary organizational frameworks, a proactive
commitment to worker welfare acts as a critical barometer of corporate social responsibility, directly
fostering a supportive corporate culture that enhances individual organizational commitment and internal
work motivation (Smith & Davis, 2021).

A study by Ramos and Santos (2024) showed that direct non-wage benefits, such as meal provisions,
immediately boost daily productivity by lowering out-of-pocket food costs and improving physical
stamina. In highly strenuous, physically demanding operational fields like construction, the direct
extension of nutritional and wellness support functions as a tangible mechanism that actively alleviates
the everyday economic burdens borne by the workforce. By directly offsetting essential living expenses
on-site, organizations effectively increase the real economic value of a worker's compensation while
ensuring their physiological needs are fully optimized for grueling labor.

Osei-Kyei et al. (2025) study on the Socioeconomic drivers and family-tied compensation models in high-
risk industries, emphasized that the primary psychological driver for craft laborers in high-risk industries
is the economic security of their dependents, meaning that wages directly tied to family survival yield the
highest retention rates. In sectors defined by severe physical risks and volatile market conditions, a
worker's operational commitment is deeply intertwined with their role as a household breadwinner,
making compensation a matter of familial stability rather than mere individual consumption. When an
organization structuralizes wages and welfare benefits to clearly support the long-term survival and
security of a laborer's family, it directly taps into this powerful altruistic motivator.

A study on the temporal effects of the financial incentives on construction workforce morale revealed that
frequent, smaller financial incentives are far more effective at sustaining day-to-day morale on
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construction sites than distant, year-end bonuses. Because field labor requires intense, repetitive physical
exertion on a daily basis, delayed rewards often fail to counteract immediate on-site exhaustion or
maintain continuous motivation throughout a prolonged project lifecycle. Implementing short-term,
incremental milestones such as weekly safety or performance bonuses provides laborers with immediate
operational reinforcement and tangible validation for their ongoing efforts (Becker and Muller, 2024).
To sum up, these related studies explored the various facets of work motivation, emphasizing its profound
potential to drive individual task performance, operational efficiency, and long-term organizational
success. This body of literature highlights key foundational and process-based frameworks, including
Maslow’s Hierarchy of Needs, Herzberg’s Two-Factor Theory, McClelland’s Theory of Needs, Self-
Determination Theory, Expectancy Theory, and Adams’s Equity Theory, which offer distinct yet
complementary lenses on how internal drives and external stimuli shape employee behavior. The literature
stresses that modern workforce management must transcend a one-size-fits-all approach, showing that a
decline in motivation directly correlates with plummeting industry productivity, regardless of an
employee's underlying skill set. Furthermore, the review underscores that unlocking a workforce's full
potential relies on a multidimensional strategy built upon performance rewards, structural workplace
support, comprehensive occupational well-being, stable job security, and robust employee welfare
initiatives.

Theory Base

The theoretical approach of this study was based on recognized structures, namely combining Maslow’s
Hierarchy of Needs, Herzberg’s Two-Factor Theory, McClelland’s Theory of Needs, Self-Determination
Theory, Expectancy Theory and Equity Theory. Together, these theories provide a comprehensive lens
for analyzing the dimensions of work motivation among construction workers in the City of Mati.
Maslow’s hierarchy of needs emphasizes the progression of human needs, from basic physiological and
safety requirements to higher-order aspirations such as esteem and self-actualization, which reflects the
realities of construction workers seeking stability, security, and growth (Liu & Zhong, 2025). Herzberg’s
Two-Factor Theory distinguishes between hygiene factors, such as salary and working conditions that
prevent dissatisfaction, and motivators, such as recognition and achievement, that enhance satisfaction
(De Jesus et al., 2024). McClelland’s Theory of Needs highlights individual differences, particularly the
needs for achievement, affiliation, and power, which may shape workers’ attitudes and performance. Self-
Determination Theory underscores the importance of intrinsic motivation by focusing on autonomy,
competence, and relatedness as key drivers of sustained engagement. Expectancy Theory explains how
workers’ motivation is influenced by the belief that effort leads to performance and that performance
results in valued rewards (Tayari & Mutinda, 2023). Meanwhile, Equity Theory emphasizes fairness,
particularly the perceived balance between workers’ contributions and the rewards they receive, which is
critical in labor-intensive settings like construction (Shinde, 2025)

By integrating these theories, this study adopts a holistic and multidimensional framework to analyze the
different drivers of work motivation among construction workers in the City of Mati, ensuring that the
investigation is grounded on recognized principles while remaining responsive to the local context of the
construction sector.

Conceptual Framework

The conceptual framework of the study revolved around the assumption that there is a dimension of work
motivation among construction workers. This illustration served as the guiding framework of the
researcher for inquiry and analysis.
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Presented in Figure 1 is the perceived conceptual framework which shows the possible constructs of the
study.

Figure 1
Conceptual Framework of the Study

Performance
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Chapter 3
METHODOLOGY

This chapter presents the research design, sources of data, date gathering instrument, sampling technique,
the procedure of the study, and statistical treatment of data.

Research Design

This study used descriptive-comparative quantitative research design. A quantitative framework was
highly appropriate for this study as it allowed for the empirical measurement, objective evaluation, and
statistical analysis of numerical data gathered from a large, diverse sample of 500 construction workers in
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the City of Mati. Specifically, the descriptive component of the design was utilized to systematically map
out the demographic and professional profile of the respondents.

An Exploratory Factor Analysis (EFA) framework was embedded within the design to statistically
discover, isolate, and verify the underlying multi-dimensional structure of work motivation within this
specific population, successfully establishing its distinct latent dimensions. Following this factor isolation,
the descriptive design was further utilized to measure the precise level of motivation across these newly
verified dimensions without manipulating any environmental variables.

Lastly, the comparative component was applied to determine if the measured levels of work motivation
varied significantly when the respondents were grouped and cross-examined according to their distinct
profile characteristics, such as age, educational attainment, employment status, or daily wage rates

This multi-faceted design ensured a structured, data-driven methodology capable of both modeling the
internal psychometric features of the local workforce's motivation and establishing meaningful statistical
variances between subgroups.

Research Locale

The study was conducted within the geographical boundaries of the City of Mati, the capital and economic
nucleus of the Province of Davao Oriental, Philippines. Spanning a total land area of 588.63 square
kilometers (roughly 10.36% of the province's landmass) and housing a growing population of
approximately 148,672 residents, Mati City serves as the administrative hub of the region (Masancay &
Jimenez, 2025). The necessity of selecting this locale is further highlighted by empirical spatial data
showing that Mati City has experienced an accelerated surge in urban sprawl, with built-up areas
expanding dramatically from 1,864.21 hectares to 3,181.88 hectares (Cabrera et al., 2026). This physical
development includes extensive multi-use residential subdivisions, commercial centers, and farm-to-
market road network expansions.

Participants/Respondents and Sampling

Purposive sampling was employed in the study. The sample-to-item ratio was used to determine the
number of respondents. According to Suhr, as cited by Memon et al. (2020), the ratio should not be less
than 5 to 1. Hence, since this study utilized a survey questionnaire with fifty (50) items, at least two
hundred fifty (250) construction workers would suffice as respondents. However, to ensure wider coverage
and stronger validity, the researcher adopted a more rigorous 10 to 1 ratio, resulting in a target sample of
five hundred (500) construction workers in the City of Mati.

The survey instrument used a five-point Likert scale (1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4
= Agree, 5 = Strongly Agree) to measure the different dimensions of work motivation. This scaling method
is appropriate for quantifying attitudes and perceptions, allowing the researcher to determine the intensity
of agreement or disagreement of respondents toward each statement (Joshi, Kale, Chandel, & Pal, 2015).
Research Instruments

The following statistical tools were utilized:

Data Reduction Analysis. This was used to identify the work motivation of construction workers in the
city of Mati. This will identify the dimensions and framework of work motivation.

Exploratory Factor Analysis (EFA). This measured the identified dimensions of work motivation of
construction workers in the city of Mati.

Cronbach Alpha. The reliability of the survey questionnaire was tested through a pilot study involving a
small group of construction workers who will not be included in the final sample. Cronbach’s Alpha will
be computed to determine the internal consistency of the items. A coefficient of 0.70 or higher will be
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considered acceptable, indicating that the instrument is reliable for measuring the dimensions of work
motivation.

Frequency and Percentage. These were used to describe the distribution of respondents’ answers across
the different levels of work motivation. This showed the number and proportion of construction workers
corresponding to each response category within each identified dimension.

Mean. The mean score was computed to determine the average level of work motivation across each
identified dimension. This allowed the researcher to interpret whether the level of motivation is very high,
high, moderate, low, or very low.

Multiple Regression Analysis. This was used to determine which identified dimensions significantly
influence the overall work motivation of construction workers. This analysis measured the extent to which
each dimension contributes to overall motivation and identified the strongest predictors among the
identified factors.

Data Collection Procedure

Prior to data collection, a formal request for approval and endorsement was sought from construction firms
operating within the City of Mati. Once permission was granted, the researcher coordinated with site
supervisors or project managers to identify qualified respondents. The purpose of the study was clearly
explained, and informed consent was obtained from the participants to ensure voluntary participation.
The validated survey questionnaire, which consists of the 50 items on work motivation measured using a
five-point Likert scale, was administered personally to construction workers at their worksites. To ensure
better comprehension, the questions were translated into Bisaya, the local dialect commonly spoken by
the respondents. For workers who have limited literacy, the researcher or trained assistants read and
explained each item in the local language to ensure accurate responses. Respondents were given ample
time to complete the questionnaire during scheduled breaks to avoid disruption of work activities.
Ethical considerations were strictly observed in the conduct of the study. Participants’ rights to voluntary
participation, confidentiality, and anonymity were upheld at all times. Data privacy was also maintained
by securing all completed questionnaires and ensuring that individual responses were not be disclosed or
used for purposes other than this research.

After the collection phase, all accomplished questionnaires underwent a strict quality-checking procedure
to verify data completeness, integrity, and response consistency. Any survey forms with missing,
ambiguous, or double-shaded responses were immediately segregated to prevent data corruption during
processing. The cleared questionnaires were then systematically coded, organized by demographic profile,
and transcribed into a secure digital spreadsheet database. This digitized data matrix was cross-checked
against the physical forms before being exported into statistical software for precise tabulation, descriptive
interpretation, and inferential analysis.

Ethical Considerations

This study adheres to ethical standards to ensure the protection of the participants’ rights and well-being
throughout the research process. Prior to data collection, necessary permissions from relevant authorities
and secured informed consent from all participants were obtained. Participation was entirely voluntary
and participants were informed of their right to withdraw without penalty. They were informed of the
potential risks and discomforts, and the potential benefits to them and/or the society. Confidentiality and
anonymity were strictly maintained. Personal data were stored securely to prevent unauthorized access.
The study complied with all the applicable laws and institutional guidelines regarding data privacy and
research ethics.
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Data Analysis

To ensure that the construct is suitable for factor analysis, the Kaiser-Meyer-Olkin Measure (KMO) of
Sampling Adequacy and Bartlett’s Test of Sphericity were conducted. Table 1 shows that the KMO value
is .956 with an approximate chi-square of 25984 and p value of <.001. According to Shrestha (2021), the
KMO values between 0.8 to 1.0 indicate the sampling is adequate.

Table 1.

KMO and Bartlett’s Test of Sphericity
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.956
Bartlett's Test of Sphericity Approx. Chi-Square 25984

df 1225
Sig. <.001

In addition, the sample’s eligibility was assessed employing Bartlett’s test of sphericity. It compares the
variance equality of two or more groups. The null hypothesis is that the original correlation matrix is an
identity matrix, or that the data involves at least one meaningful correlation between two variables. The
value of Bartlett’s test is less than .001, indicating that the sample was fit for use in the study and
confirming the use of factor analysis as an appropriate treatment for the investigation.

Based on the preliminary analysis, it can be decided that the items in the data gathering tools are
appropriate and sufficient for factor extraction, and are concluded fit for factor analysis.

Total Variance Explained. Table 2 depicts the extracted dimensions, alongside their initial Eigenvalues,
percentage of total variance, and cumulative percentage. The criteria applied yielded five dimensions.
Furthermore, different methods of factor analysis involve the identification of a set of components within
a given dataset. These factors are normally orthogonal and categorized according to how well they explain
the variance in the original data. According to Abdi, as cited by Ma et al. (2021), only a few elements are
usually deemed important for further study, while the rest is regarded as insignificant or potentially
attributable to measurement inaccuracies.

Table 2.
Total Variance Explained
Factors Eigenvalues % of Variance Cumulative %
Factor 1 8.450 16.90 16.90
Factor 2 7.180 14.40 31.30
Factor 3 5.870 11.70 43.00
Factor 4 5.380 10.80 53.70
Factor 5 5.190 10.40 64.10

Figure 2 depicts the scree plot. According to Shrestha (2021), the scree plot presents the number of factors
against their associated Eigenvalues to corroborate the findings indicated in the preceding table. It graphs
eigenvalue magnitudes on the vertical access, with eigenvalue numbers constituting the horizontal axis.
The illustration shows that the first five groups capture data, as revealed by Eigenvalues that all exceed 1.
The eigenvalue of a factor represents the amount of the total variance explained by that factor. In factor
analysis, the remarkable factors having eigenvalue greater than one are retained (Shrestha, 2021). Kaiser’s
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criterion suggests keeping factors with Eigenvalues greater than one, is one strategy to arrive at this
decision.

Figure 2
The Scree Plot
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Rotated Component Matrix with the 26 Attributes. Of the original 50 items, 26 were retained and
grouped into five distinct dimensions. Twenty four items were excluded due to concerns regarding face
validity and low commonalities. This approach aligns with the guidance of Hair, Howard, and Nitzl
(2020), who emphasized that items lacking relevance to a factor or demonstrating poor coherence should
be removed to improve the validity and reliability of the model.

Rotated Component Matrix with the Group Attributes. The 50 survey questions were analyzed using
exploratory factor analysis with varimax rotation, a statistical method aimed at identifying a smaller set
of factors that explain the relationships among the variables. This analysis revealed new insights, resulting
in the identification of five key dimensions of work motivation of construction workers in the city of Mati.

Chapter 4

RESULTS AND DISCUSSION

This chapter presents the results of the exploratory factor analysis and subsequent interpretation and
analysis of the respective results. It utilizes tables to present the findings of the study and the insights and
interpretation of the tabular and graphical data were simplified to facilitate easy understanding.
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Profile of construction workers

Age and Sex Distribution. Table 3 presents the demographic distribution of the 500 construction worker
respondents in Mati City. In terms of age, the workforce is predominantly composed of young adults, with
the majority falling within the 18-25 years old bracket 51.80% (n = 259). This is followed by a steep
decline in the older cohorts, with those aged 26—-35 making up 18.00%(n=90), and workers aged 56 and
above constituting the smallest segment at just 4.40% (n=22). This heavy concentration of youth indicates
a physically vibrant but relatively green workforce. This trend aligns with recent labor studies in
developing economies by Tan et al. (2024), which note that the construction sector increasingly acts as a
primary entry-level shock absorber for youth employment due to its low initial barriers to entry.
Regarding sex, the data reflects the traditionally male-dominated nature of physical construction
environments, with males comprising 66.60% (n=333) of the sample. However, it is notable that females
account for a substantial 33.40% (n=167) of the workforce. While the majority conforms to industry
historical norms, the significant presence of female workers points to a shifting demographic landscape.
According to Bustamante and Cruz (2025), structural shifts and localized economic pressures in regional
urban centers have increasingly led women to take on site roles, breaking conventional gender divides in
regional development projects.

Education Attainment and Work Position. A compelling finding emerges within the respondents'’
educational profiles. More than half of the construction workers have achieved a college level of education
54.60% (n=273), whereas only a minute fraction ended their education as elementary graduates
1.80%(n=9). This high baseline of literacy suggests that many workers have pursued higher education but
have transitioned into manual or technical labor sectors.

This educational background heavily informs their positions on site. Skilled workers represent the largest
group at 46.40% (n=232), closely followed by semi-skilled workers at 37.20% (n=186), while unskilled
laborers constitute the smallest cohort at 16.40% (n=82). The high volume of skilled and college-level
personnel indicates an over-qualification trend or a strategic pivot by educated youth toward vocational
trades due to local white-collar job scarcity. This socio-economic pattern is validated by Aquino (2023),
who observed that in emerging cities, the lack of immediate corporate avenues frequently drives
underemployed, college-educated individuals to leverage technical/vocational capacities in booming
infrastructure developments.

Years of Experience and Employment Status. Despite the high proportion of self-identified skilled
workers, a substantial plurality of the respondents are relatively new entrants to the field. Workers with
less than 1 year of experience make up 45.00% (n=225) of the sample, while those possessing 7-10 years
of experience represent the lowest percentage at 10.20% (n=51). This distribution closely mirrors the age
data, confirming an influx of workers with less than one year of experience.

This workforce with less than one year of experience operates under highly transient contractual structures.
Project-based employment is the most dominant status at 48.60% (n=243), followed by daily wage
arrangements at 27.40% (n=137), while regular or permanent employees make up the remaining 24.00%
(n=120). This concentration highlights the highly cyclical and unstable nature of local construction
employment. As argued by Salamat and Villafuerte (2024), project-based and daily-wage frameworks
dominate regional building activities, exposing a major vulnerability where the workforce must
continuously navigate short-term security and volatile project lifecycles.

Average Daily Wage Rate and Type of Work. Financially, the largest portion of the workforce earns an
average daily wage rate between 451 and 550 Pesos (30.60%, n=153) while the lowest earning bracket
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(below 350) accounts for 12.20% (n=61). A significant 29.00% (n=145) report earning 651 and above,
which likely correlates with the high percentage of skilled workers on site.
This wage structure is tied directly to their everyday physical tasks. General labor is identified as the most

common type of construction work executed by the respondents (45.20%, n=226), drastically

outnumbering specialized trades such as plumbing, which represents the smallest niche at 3.00% (n=15).
This discrepancy suggests an operational reality where workers must adapt to whatever manual labor is
available on a given day. This structural imbalance is thoroughly explored by Del Rosario (2025), who

notes that regional construction setups frequently optimize labor costs by utilizing multi-skilled or highly

educated workers for generic site labor, heavily impacting how wage brackets scale relative to actual task

complexity.
Table 3.
Demographic Profile of the Respondents
. Frequency
Profile (n=500) Percentage
18-25 years old 259 51.80%
26-35 years old 90 18.00%
Age 36-45 years old 83 16.60%
46-55 years old 46 9.20%
56 years old and above 22 4.40%
Sex Female 167 33.40%
Male 333 66.60%
Elementary graduate 9 1.80%
High school level 44 8.80%
Highest High school graduate 49 9.80%
Educational College level 273 54.60%
Attainment College graduate 54 10.80%
Vo_ca_ltlonaI/TechnlcaI 71 14.20%
training
Position in | Laborer 82 16.40%
Construction Semi-skilled Worker 186 37.20%
Work Skilled Worker 232 46.40%
v f Less than 1 year 225 45.00%
E)faz -~ ‘i)n 1-3 years 86 17.20%
Cozstruction 4-6 years 61 12.20%
Work 7-10 years 51 10.20%
More than 10 years 77 15.40%
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Employment Dai!y wage worker 137 27.40%
Status Project-based 243 48.60%

Regular employee 120 24.00%
Below 350 61 12.20%
Average Daily 350 — 450 74 14.80%
Wage Rate 451 — 550 153 30.60%
551 — 650 67 13.40%
651 and above 145 29.00%
Carpentry 81 16.20%
Type of Electrical 57 11.40%
Construction General labor 226 45.20%
Work Masonry 69 13.80%
Plumbing 15 3.00%
Welding 52 10.40%

Dimensions of work motivation among construction workers

The dimensions of work motivation among construction workers were generated based on the results of
the EFA with the maximum likelihood extraction method in combination with varimax rotation. As a
result, a five-factor structure for 26 out of 50 items was evident, namely: performance reward, workplace
support, occupational well-being, job security, and employee welfare. These extracted factors represent
the underlying dimensions of work motivation that explain the relationship among observed variables.
Dimension 1: Performance reward. The loadings per attribute indicate the contribution of each principal
component. Nine items from the original dataset highly contribute to this specific dimension. As indicated
in Table 4, exploratory factor analysis revealed the first dimension with the following indicators: | am
encouraged to work when there are overtime pays with the load score of 0.743; | am satisfied when |
receive allowances or extra pay with the load score of 0.726; | feel more satisfied when | receive certificate
or awards with the load score of 0.693; I feel more motivated when learning opportunities are given with
the load score of 0.659; | feel more motivated when my work allows me to improve my skills with the
load score of 0.607; I feel more motivated when | can perform tasks that challenge me with the load score
of 0.586; I feel happy when | am treated with respect by my co-workers with the load score of 0.555; |
feel motivated when | receive bonuses for good work with the load score of 0.549; and | feel encouraged
when transportation allowance is provided with the load score of 0.511. High loading values close to 1
suggest strong relationships and positive correlation.

These loadings show that construction workers are motivated to perform tasks if they receive performance
rewards. The participants confirm that reward plays a crucial role in motivating construction workers by
giving monetary rewards, bonuses, recognition, and rewarding tasks.

The findings are parallel to the study of Manzoor et. al (2021) which disclose that rewards have a
significant positive impact on the motivation of employee and employee performance. This also aligns
with the study of Gabriel et al. (2023) which concluded that performance rewards positively influence the
performance of employees.

IJFMR260380440 Volume 8, Issue 3, May-June 2026 17



http://www.ijfmr.com/

N\ International Journal for Multidisciplinary Research (IJFMR)

(i

IJFMR E-ISSN: 2582-2160 e Website: www.ijffmr.com e Email: editor@ijfmr.com

This dimension aligns with the theories Two-factor theory and Expectancy theory, which emphasize that
employees are motivated when they receive rewards and recognition for their performance. The dimension
suggests that construction workers are more motivated to perform their tasks effectively when they
perceive that their efforts are fairly compensated through salary, incentives, and other forms of
performance-based rewards.

Table 4
Rotated Matrix with Group Attributes under Performance Reward

Item No. | Item Description Loadings | Dimension
48 | am encouraged to work when there are overtime | 0.743 Performance

pays reward
46 | am satisfied when | receive allowances or extra | 0.726

pay
50 | feel more satisfied when 1 receive certificates or | 0.693

awards
47 | feel more motivated when learning opportunities | 0.659

are given
49 | feel motivated when my work allows me to | 0.607

improve my skills

44 | feel motivated when | can perform tasks that | 0.586
challenge me

35 | feel happy when | am treated with respect by my | 0.555
co-workers

43 | feel motivated when | receive bonuses for good | 0.549
work

26 | feel encouraged when transportation allowance is | 0.511
provided

Dimension 2: Workplace Support. Table 5 shows the rotated matrix with group attributes under this
dimension. The loadings per attribute indicate the contribution of each principal component. Six items
from the original dataset highly contribute to this specific dimension. This dimension garnered high scores
with a maximum factor loading of 0.632, which means the construction workers are motivated when they
have a good relationship with engineers, followed by “I feel more motivated when I am given clear tasks
to do” with the load score of 0.619, “I am encouraged when my efforts are rewarded with appreciation”
with the load score of 0.602, “I feel encouraged when I gain new knowledge from work™ with the load
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score of 0.594, “I feel satisfied when I can improve my performance over time”, and the load score of
0.505 for the item “I feel motivated when engineers teach me new techniques”.

These loadings emphasize that motivation is deeply rooted in both interpersonal dynamics and structural
clarity. Specifically, the strong desire for clear task delegation and constructive relationships with
engineers demonstrates that workers thrive when they are given explicit guidance within a supportive
professional framework. Furthermore, this foundation of clarity and connection directly fuels their drive
for self-improvement, as evidenced by how highly they value receiving recognition, acquiring new
knowledge, and mastering new techniques on site.

The second dimension is parallel to the study by Astuti (2025), which found that workplace support has a
positive effect on the work motivation of members; essentially, as the work environment improves, work
motivation increases accordingly. This suggests that when organizations actively establish robust
structural and emotional support systems, employees naturally experience a heightened drive to perform.
Another study by Jo and Shin (2025) highlighted that workplace environmental resources particularly
supervisor leadership and active recognition serve as potent motivators that amplify employee
engagement.

The critical role of workplace support in driving motivation of construction workers is robustly
conceptualized through Herzeberg’s Two-Factor Theory. Herzberg’s theory underscores that workplace
support does not merely prevent dissatisfaction among construction workers; when executed effectively
through mentorship and appreciation, it actively transforms the job site into a space of high performance
and intrinsic satisfaction.

Table 5
Rotated Matrix with Group Attributes under Workplace support

Item No. Item Description Loadings Dimension
5 | feel motivated when | have good | 0.632 Workplace support

relationship with engineers
6 | feel motivated when | am given clear | 0.619

tasks to do
7 I am more encouraged when my efforts | 0.602

are rewarded with appreciation

12 I feel encouraged when | gain new | 0.594
knowledge from work

13 | feel satisfied when | can improve my | 0.581
performance over time

9 | feel motivated when engineers teach | 0.505
me new techniques
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Dimension 3: Occupational well-being. Table 6 illustrates the loading per attribute or variable from the
original dataset. The loadings per attribute indicate the contribution of each principal component. Four
items from the original dataset highly contribute to this specific dimension. This dimension garnered high
scores with a maximum factor loading of 0.587, which means that the construction workers are motivated
when they are allowed to rest properly, followed by 0.575 revealing that construction workers are satisfied
when there is no conflict. Third is 0.550 which shows that they are motivated when their health and safety
are prioritized at work. Lastly, 0.514 for the item “I feel motivated when my efforts are recognized by my
supervisor”. High loading values close to 1 suggest strong relationships and positive correlation.

These factor loadings emphasize that occupational well-being for construction workers is fundamentally
anchored in physical recovery, psychological safety, and supportive leadership. The high priority placed
on proper rest and a conflict-free environment indicated that workers require a baseline of physical and
emotional stability to sustain their daily motivation on site.

This dimension strongly aligns with the study by Zhang and Rowlinson (2024) which found that
occupational health and safety management systems enhance the motivation of site workers by satisfying
their fundamental need for workplace security.

This dimension is parallel to Maslow’s Hierarchy of Needs which established that safety needs such as
physical health, rest, and protection from danger, form the bedrock of human motivation.

Table 6
Rotated Matrix with Group Attributes under Occupational well-being

Item No. Item Description Loadings Dimension
29 I am satisfied when my work hours allow | 0.587 Occupational  well-

me to rest properly being
33 | feel satisfied when there is no conflict | 0.575

at work
37 I am more motivated when my health | 0.550

and safety are prioritized at work
2 | feel motivated when my efforts are | 0.514

recognized by my supervisor

Dimension 4: Job security. As indicated in Table 7, exploratory factor analysis revealed the fourth
dimension with the following indicators: | feel motivated when | receive recognition for my performance
with a load score of 0.672; | feel secure when my job provides steady income with the load score of 0.671;
| feel motivated when my safety is prioritized during construction work with the load score of 0.544; and
| feel motivated when management appreciates my work.

The factor loadings demonstrate that job security in the construction industry is intimately tied to financial
stability, physical survival, and executive validation. The near-identical high loadings for performance
recognition (0.672) and steady income (0.671) reveal that true occupational security is twofold: workers
require the material assurance of a stable livelihood alongside the psychological security that their position
is valued. This sense of protection is further reinforced by the emphasis on prioritized safety (0.544) and
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management appreciation. On a volatile job site, these indicators collectively suggest that construction
workers perceive security not merely as keeping a job, but as working within a reliable corporate
framework that actively safeguards their lives, wages, and contributions.

The dimension is parallel to the study by Al-Saeed et al. (2024) which demonstrated that in labor-intensive
construction environments, financial continuity through regular wages serves as the strongest predictor of
long-term retention and workforce morale. Also, a study by Nguyen and Tokunaga (2025) highlighted that
when management actively implements transparent, safety-first policies on site, workers experience
significantly lower levels of occupational anxiety, which directly enhances their daily productivity.

This multidimensional view of job security is robustly explained by combining Maslow’s Hierarchy of
Needs and Herzberg’s Two-Factor Theory. According to Maslow, a steady income and prioritized physical
safety on high-risk scaffolding or structures satisfy fundamental safety and security needs, which must be
stabilized before workers can focus on higher-level performance targets. Concurrently, Herzberg’s
framework contextualizes the remaining indicators. While stable wages and structural safety act as
essential hygiene factors to prevent intense dissatisfaction and attrition, explicit recognition and
management appreciation function as powerful motivators. Blending these two theories demonstrates that
Dimension 4 operates at a critical intersection; a secure job site establishes the baseline survival needs
while utilizing recognition as a catalyst to actively drive high employee engagement.

Table 7
Rotated Matrix with Group Attributes under Job security
Item No. Item Description Loadings Dimension
38 | feel motivated when 1 receive | 0.672 Job security

recognition for my performance

36 | feel secure when my job provides | 0.671
steady income

16 | feel motivated when my safety is | 0.544
prioritized during construction work

34 | feel motivated when management | 0.543
appreciates my work

Dimension 5: Employee welfare. Table 8 illustrated the loading per attribute or variable from the original
dataset. The loadings per attribute indicate the contribution of each principal component. Two items from
the original dataset highly contribute to this specific dimension. This dimension garnered high scores with
a maximum factor loading of 0.787 for the item “I am motivated when my employer provides food or
meal allowance”, I am motivated when my family’s needs are supported by my income with a factor
loading of 0.585, and a factor loading of 0.561 for the item “I feel satisfied when incentives are given
regularly”, High loadings values close to 1 suggest strong relationships and positive correlation.

The factor loadings for the fifth dimension, employee welfare, highlight that motivation among
construction workers is deeply tied to immediate physical sustenance, family well-being, and predictable
financial rewards. The exceptionally high loading for a meal allowance (0.787) reveals that direct, tangible
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support that reduces daily living costs is the most powerful driver within this dimension. This is strongly
supported by the workers' drive to sustain their families through their wages (0.585) and their satisfaction
with regular incentives (0.561). Taken together, these indicators demonstrate that construction workers
view welfare not as abstract corporate perks, but as practical provisions that directly alleviate the economic
pressures on their households and fuel their physical labor on site.

This dimension is backed by the study of Ramos and Santos (2024) which showed that direct non-wage
benefits, such as meal provisions, immediately boost daily productivity by lowering out-of-pocket food
costs and improving physical stamina. Second, research by Osei-Kyei et al. (2025) emphasized that the
primary psychological driver for craft laborers in high-risk industries is the economic security of their
dependents, meaning that wages directly tied to family survival yield the highest retention rates. Finally,
a longitudinal study by Becker and Muller (2024) confirmed that frequent, smaller financial incentives are
far more effective at sustaining day-to-day morale on construction sites than distant, year-end bonuses.
Collectively, these studies reinforce that regular, practical welfare initiatives are vital for maintaining a
highly driven construction workforce.

This dimension is perfectly framed by Alderfer’s ERG Theory and Vroom’s Expectancy Theory. Under
Alderfer’s ERG framework, the dimension heavily targets existence needs, which include the fundamental
physiological and material requirements for human survival, vividly illustrated by the critical importance
of a meal allowance and family sustenance. When these existence needs are securely met, it creates a
stable foundation for workers to stay engaged. Vroom’s Expectancy Theory explains the motivational
impact of regular incentives through the lens of instrumentality, the belief that achieving performance
targets will reliably lead to valued rewards. Together, these theories show that employee welfare works
by satisfying immediate survival needs while maintaining high performance through a predictable reward
system.

Table 8
Rotated Matrix with Group Attributes under Employee welfare
Item No. Item Description Loadings Dimension
22 | am motivated when my employer | 0.787 Employee welfare

provides food or meal allowance

23 I am motivated when my family’s needs | 0.585
are supported by my income

20 | feel satisfied when incentives are given | 0.561
regularly

Level of work motivation of construction workers

Table 9
Level of Work Motivation of Construction Workers
Factors Mean SD Descriptive Level
Performance Reward 4.28 0.88 | Very High
Workplace Support 4.39 0.64 | Very High
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Occupational Well-being 4.44 0.89 | Very High
Job Security 4.40 0.71 | Very High
Employee Welfare 4.41 0.65 | Very High
Overall Motivation of Construction 438 055 | Very High
Workers

Table 9 presents the empirical data regarding the level of work motivation among construction workers in
the city of Mati across five distinct operational dimensions: performance reward, workplace support,
occupational well-being, job security, and employee welfare.

The data reveals that the overall work motivation of the respondents yielded a composite mean score of
4.38 (SD = 0.55), which is descriptively interpreted as Very High. This overarching result demonstrates
that construction workers in the locale possess exceptionally strong motivational attitudes and are highly
driven across financial, social, physical and organizational facets of their employment. The remarkably
low overall standard deviation (SD = 0.55) further implies a high degree of consensus and uniformity
among the respondents, indicating that these motivational dimensions are felt across different construction
sites in the city of Mati.

Among the specific dimensions evaluated, Occupational Well-being obtained the highest statistical score
of 4.44 (SD=0.89), with a descriptive interpretation of Very High. This finding indicates that physical
health, site safety protocols, adequate rest intervals, and harmonious conditions on the job site serve as the
most potent catalysts for worker motivation. Because construction labor is inherently hazardous and
physically demanding, prioritizing the physical and psychological well-being of the workforce directly
amplifies their drive to perform.

Second is Employee Welfare which garnered a mean score of 4.41(SD=0.65), interpreted as Very High.
The narrow standard deviation demonstrates that construction workers strongly agree on the importance
of welfare provisions, such as access to health benefits, basic site amenities, and compassionate
management practices. In the context of Mati City’s ongoing infrastructure boom, addressing basic human
and welfare needs ensures that laborers feel valued by their employers.

Job Security ranked third with a mean score of 4.40(SD=0.71), also denoting a Very High descriptive
level. This highlights that stability of employment, whether through consistent project contract renewals
or steady placement within a construction firm, remains an essential motivator. Fourth is Workplace
Support achieved a mean score of 4.39(SD=0.64), interpreted as Very High. This dimension underscores
the critical role of peer camaraderie and supervisory style, particularly the guidance provided by foremen
and site engineers. Because construction relies heavily on sequential teamwork, open communication and
respectful management from leaders prevent operational bottlenecks.

Finally, Performance Reward obtained the lowest mean score among the dimensions at 4.28, though it still
maintains a descriptive interpretation of Very High. This dimension exhibited a slightly higher standard
deviation of 0.88, indicating a wider spread of opinions among the respondents. This variance can be
attributed to the diverse employment models active in the construction industry in the city of Mati, where
compensation fluctuates between daily wage structures and piece-rate subcontracting frameworks.

To sum up, the uniform Very High descriptive levels across all dimensions imply that maximizing
workforce retention and project efficiency in the city of Mati requires a holistic management approach
that simultaneously honors economic compensation, operational safety, and supports social relations on
site.
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Significant difference in the level of work motivation of construction workers
Table 10
Analysis on the Difference in the Level of Work Motivation of Construction Workers across their
Demographic Profile

Profile Mean F-value | p-value Remarks
18-25 years old 4.38
26-35 years old 4.34

Age 36-45 years old 4.31 7.06 <.001 Significant
46-55 years old 4.43

56 years old and above | 4.01

Female 441 Not
Sex Male 4.31 3.18 075 Significant

Elementary graduate | 3.58

High school level 3.96
Highest High school graduate | 4.34
Educational College level 4.34 55.51 <.001 Significant
Attainment College graduate 4.74
Vo_ca_ltlonaI/TechnlcaI A.44
training
Position in | Laborer 4.30
Construction Semi-skilled Worker | 4.53 16.02 <.001 Significant
Work Skilled Worker 4.22
v f Less than 1 year 451
Ejagsrience (i)n 1-3 years 4.19
perienc 4-6 years 4.02 7.23 <001 | Significant
Construction =710 vears 11
Work y '
More than 10 years 4.33
Emplovment Daily wage worker 4.24
Statrl)Js y Project-based 4.42 3.76 024 Significant

Regular employee 4.32

Below 350 4.40
. [350-450 4.39
Cvézr:%:ate Pally 251 550 4.24 321 | .014 Significant
551 — 650 4.26
651 and above 4.50
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Carpentry 4.43
Type of Electrical 4.20
. General labor 4.32 N
Construction 5.79 <.001 Significant
Masonry 4.44
Work -
Plumbing 4.73
Welding 4.28

Table 10 illustrates the inferential statistical analysis assessing whether significant variations exist in the
level of work motivation among construction workers when grouped according to their distinct
demographic and professional profiles. An Analysis of Variance (ANOVA) was executed across the
selected parameters to determine if the differences among the group means were statistically meaningful.
The empirical findings indicate that nearly all profile variables except sex showed significant differences,
revealing that socio-demographic, occupational, and economic backgrounds heavily dictate the
motivational variance of the construction workforce in the city of Mati.

Age. The statistical analysis reveals a highly significant difference in work motivation when workers are
grouped by age, demonstrating that age brackets heavily influence a worker’s professional drive. Laborers
aged 46-55 years old exhibited the highest motivation level (M=4.43), followed closely by the youngest
demographic of 18-25 years old (M=4.38), while those aged 56 and above registered the lowest (M=4.01).
This numerical trend implies a non-linear motivational curve over a laborer’s lifespan. The peak
motivation in mid-adulthood (46-55) reflects peak familial and financial responsibilities, where
occupational stability becomes paramount. Conversely, the drop among senior workers (56 and above)
highlights the debilitating physical toll of prolonged manual construction labor.

Sex. In contrast to the other demographic indicators, grouping the respondents by sex yielded an F-value
of 3.18 with a p-value of 0.75. Because the significance level clears the standard alpha threshold of 0.05,
the result is not statistically significant. This indicates that male (M=4.31) and female (M=4.41)
construction workers in the city of Mati share the comparable levels of work motivation. In the
contemporary construction landscape, where female professionals are increasingly integrated into
administrative, safety management, or specialized trade roles, both genders are driven equally by the site’s
environment and reward systems.

Highest Educational Attainment. A massive statistical variance was observed when analyzing the
respondents’ highest educational attainment (F=55.51, p<0.001), showing that formal education
dramatically alters worker expectations and motivational responses. Workers holding a college degree
exhibited an exceptionally high motivation level (M=4.74), followed by vocational/technical training
graduates (M=4.44), whereas elementary graduates scored the lowest (M=3.58). This clear stratification
suggests that higher education equips workers with specialized competencies, opening doors to highly
technical roles that offer greater intrinsic rewards and physical comfort.

Position in Construction Work. A worker’s specific role and operational trade on-site yielded highly
significant differences in motivation, with position scoring an F-value of 16.02 (p <.001) and the specific
trade scoring an F-value of 5.79 (p < .001). Professionally, semi-skilled workers manifested the highest
motivation (M = 4.53), outscoring both general laborers (M = 4.30) and skilled workers (M = 4.22). Trade-
wise, plumbers recorded the highest motivation (M =4.73), followed by masonry (M = 4.44) and carpentry
(M = 4.43), while electrical (M = 4.20) and welding (M = 4.28) lagged behind.
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The superior motivation among semi-skilled workers and specialized trades like plumbing highlights the
power of career momentum and skill mastery. Semi-skilled workers are actively driven by the prospect of
ascending to full "skilled" status. Meanwhile, specialized trades enjoy more distinct task autonomy. On
the other hand, the lower motivation among full skilled workers, welders, and electrical workers may stem
from heightened operational stress, strict accountability, or physical fatigue.

Years of Experience in Construction Work. The duration of a worker’s tenure in the industry revealed
significant variations in motivation (F=7.23, p<0.001). Interestingly, the highest motivation was found
among workers with less than one year of experience (M=4.51), which steadily decayed to its lowest point
at 4-6 years of tenure (M=4.02) before rebounding among veterans with 7-10 years on site (M=4.41),
This trend captures a distinct lifecycle among laborers. These workers enter the industry highly motivated
by immediate financial independence and the novelty of the trade. However, by years 4 to 6, the daily
reality of extreme climate exposure and physical strain causes a drop in enthusiasm. Those who stay past
year 7 achieve professional adaptation and mastery, restoring their motivational drive.

Employment Status and Average Daily Wage Rate. Finally, the structural economic variables
demonstrated a direct, significant impact on worker motivation, with employment status (F=3.76,p=0.024)
and average daily wage rate (F=3.21, p=0.014) both breaking the significance threshold. Project-based
workers displayed higher motivation (M=4.42) than both regular employees (M=4.32) and daily wage
earners (M=4.24). Concurrently, workers earning top-tier wages of P651 and above scored the highest
motivation (M=4.50), while those in the mid-tier wage bracket of 451-550 scored the lowest (M=4.24).
The surge in motivation among project-based and top-earning employees is directly tied to financial
visibility and performance pressure. In Mati City's competitive construction landscape, project-based
contracts are frequently structured around clear delivery timelines backed by rapid performance
incentives. Conversely, the lower motivation among traditional daily wage workers points to economic
stagnation.

Overall, the findings suggest that work motivation varies significantly across most demographic
characteristics, except sex, highlighting the profound influence of educational, occupational, and
economic factors on the workers’ motivational experiences. This divergence underscores that a
construction worker's drive is not uniform; rather, it is continuously shaped by their specific position,
trade, income level, and career stage. Consequently, maintaining a highly motivated workforce in the City
of Mati's booming construction sector requires shifting away from generalized management practices and
instead adopting targeted structural adjustments, safer working conditions, and localized financial
incentives that directly address the unique realities of each demographic group.

Chapter 5

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

This chapter summarizes the results and conclusions of the study about the work motivators as a result of
the instrument used in the study. It also offers recommendations formulated by the researcher to address
the underlying challenges identified throughout the research process.

Summary

This study identified the dimensions of work motivation among construction workers in the City of Mati,
determined their profile, assessed their motivation levels, and analyzed the differences across their
demographic characteristics.

The demographic profile shows that the workforce is predominantly composed of young adults and is mo-
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stly male, reflecting the traditional nature of the industry. Interestingly, more than half of the workers
reached the college level, showing a relatively educated workforce despite being in manual labor. Most
respondents are skilled workers, new entrants with less than one year of experience, and project-based
employees. The largest proportion earns a mid-tier daily wage, and general labor is the most common type
of work. Overall, the respondents represent a young, male, relatively educated, and project-based
workforce.

The statistical analysis of the data provided five dimensions of work motivation of construction workers
from 500 participants of the study. These are performance reward, workplace support, occupational well-
being, job security, and employee welfare.

The study reveals that the overall work motivation of the construction workers is Very High, and they
scored Very High across all five dimensions. Among these, occupational well-being scored the highest,
meaning that health, safety, rest, and good working conditions are the strongest motivators for the workers.
This is followed by employee welfare, job security, and workplace support, while performance reward
scored the lowest. These results show that the workers have highly positive attitudes toward their jobs
when their physical, social, and financial needs are met.

Lastly, the analysis shows significant differences in work motivation when workers are grouped by age,
education, position, experience, employment status, daily wage, and type of work. Specifically, college
graduates, semi-skilled workers, workers with less than one year of experience, top-tier earners, and
plumbers showed higher motivation levels than other groups. However, there is no significant difference
based on sex, meaning male and female workers share the same level of motivation. Overall, the findings
show that motivation varies significantly across almost all demographic profiles except sex, proving that
educational, occupational, and economic factors heavily shape the workers' motivational experiences.

Conclusion

The empirical findings of this study demonstrate that the construction workforce in the City of Mati is
overwhelmingly characterized by young adult males under temporary, project-based arrangements, yet it
possesses an unexpectedly high baseline of formal college-level education. This combination indicates
that while structural employment remains cyclical and traditional, the human resource pool is highly
literate and capable of processing complex technical training or safety directives. Furthermore, the data
proves that construction worker motivation is a multi-dimensional construct built upon five dimensions:
performance reward, workplace support, occupational well-being, job security, and employee welfare. To
fully sustain labor motivation in this sector, project management must balance economic incentives, social
support, and physical protections rather than relying on a single approach.

The study clearly shows that construction workers maintain an exceptionally profound drive and highly
positive attitude toward their employment when their baseline physical, social, and economic needs are
met. Specifically, physical health, on-site safety, adequate rest, and good working conditions,
encompassed in occupational well-being, stand out as the absolute strongest motivators required to unlock
their maximal work ethic. Finally, the analysis establishes that except for sex, work motivation is deeply
stratified by a worker's educational, occupational, and economic background. Motivational experiences
are highly dynamic, with elevated drive concentrated among college graduates, semi-skilled workers
eyeing promotion, workers with less than one year of experience, specialized trades like plumbers, and
top-tier income earners. The data clearly shows that workforce motivation is not a uniform trait but an
adaptive response heavily molded by an individual's career stage, trade, and financial standing.
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Recommendations

Based on the findings and conclusions, the following recommendations were formulated:

The Local Government Unit (LGU) may use the valuable insights from this study to evaluate and improve
local policies, particularly in labor welfare, occupational safety enforcement, and infrastructure
development programs. Given the significant differences in motivation across various demographic
groups in the City of Mati, the LGU can design targeted social protection initiatives and skills-training
frameworks that address the unique needs of vulnerable subgroups, such as older workers and mid-tier
daily wage earners.

Construction Firms, Contractors, and Human Resource Managers may use these findings to better
understand the distinct factors that influence their workforce's drive on site. To maximize project
efficiency and labor retention, they should actively implement the proposed capacity-building initiatives
of this study as a core learning and development strategy. Management must also prioritize concrete
investments in site safety, proper rest intervals, and clean amenities, while structuring tailored incentive
systems and clear career progression pathways instead of relying on a one-size-fits-all approach.

The Construction Workers themselves may use the insights generated by this research to better understand
their own participatory drivers and professional expectations. Recognizing how factors like safety,
teamwork, and financial incentives influence their personal work ethic can empower them to actively
communicate their needs, practice safer behaviors on site, and productively perform their daily tasks.
The Academe and Future Researchers may use the results of this study as a foundational reference for
future academic coursework and institutional research. Educational institutions can utilize these findings
to expand curriculum discussions on labor relations and organizational behavior, while researchers can
use this data to enrich the existing literature on motivational theories. This provides a solid baseline
specific to the construction context in the City of Mati for anyone wishing to conduct longitudinal studies
or explore additional operational variables.
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