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-----Abstract: 
The purpose of the study determines the motivational drivers of employee engagement across 

generation in an internet   and cable company.  Employee engagement drives performance whether it 

is individual or company wide. Being satisfied at work does not mean that an employee is engage. An 

employee can be satisfied but not fully engaged with his work, reason why it is important to look into 

what drives employee engagement in the Internet and Cable company. This study was guided by the 

objective to identify what motivational drivers of employee engagement is the best to boost the 

performance of the employees. Another challenge to be consider in identifying such is the fact that the 

organization is composed of multigeneration workforce. The respondent of this study is composed of 

180 employees who belongs to four different generation. The researcher used descriptive method, the 

data gathered was analyzed, classified, and tabulated based on the profile of the respondent and the 

indicators. Based on the result of the study, employees in the Internet and Cable Company employee 

engagement were motivated by both Deficiency Needs and Growth Needs. Regardless of what 

generation the employee belongs, the constant need for self-actualization is of top priority for the 

employee to stay engaged. This D Needs is needed by all employees as they were motivational 

factors.  On the other hand, employees under different generation have different opinion when it 

comes to B Needs, it appears that those who were under Generation X has high consideration with the 

psychological needs and Hygiene factor in comparison with other generations.  In order to help the 

organization to keep their employee engage, the researchers suggested three activities that the 

management might consider.  
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----------------------------------------************************-----------------------------

 

I.   INTRODUCTION 

 Employee engagement is an important variable for 

the majority of the organization. It is an approach in a 

workplace that aims to motivate employees to deliver 

superior performance which helps the organization to gain a 

competitive advantage. Employee engagement is a term 

used in human resources (HR) to express a worker's 

excitement and commitment to their work. Employees that 

are engaged are invested in their work and the company's 

success, and they believe that their efforts matter. An 

engaged employee is motivated not just by their salary, they 
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may perceive their well-being to be tied to their 

performance, making them crucial to their company's 

success. (Tim Smith, 2020).  It is also known as an 

employee's emotional commitment to the organization and 

its goals. But how can the organization make sure that 

employees are fully engaged? and what motivational drivers 

should the organization consider across generations to 

increase the individual performance of the employee?  

How the company viewed the importance of workforce that 

developed labor as a commodity to treating employees as 

the most important asset in the company. A good 

organization understands the needs of its entire workforce, 

what motivates and drives the employees to be fully 

engaged to the organization should be of top priority of the 

organization. Nowadays it is not enough that employers are 

able to fulfill the basic needs of the employees as the 

technology progresses and the needs of the workers also 

develop. 

 One of the main theories relating to motivation is Abraham 

Maslow’s Hierarchy of Needs. The original model of 

Maslow hierarchy of needs (1943, 1954) specifies that 

people have five main needs (Deficiency Needs). This 

theory had developed also through time, In 1990 Maslow’s 

Hierarchy of needs went into another adoption and became 

an eight stage model Deficiency and Growth 

Needs(McLeod, S. A.,2020). This supports the statement 

above that the needs of workers also develop. This study 

will further look into the motivational drivers of employee 

engagement.  

Organizations today are composed of a multigeneration 

workforce and ensuring employees from different 

generations are engaged is a top priority for many 

organizations and identifying what motivational drivers is 

most suitable among all generations is necessary. Just like 

the employee’s needs, the population of the workforce also 

progresses. 

 Additional challenge to the company and the members of 

the organization is the fact that workforce consists of four 

generation of workers with different characteristics. For 

Baby Boomers, face-to-face conversations are more 

comfortable than internet contacts. Consider thiswhen it 

comes to the interview process, performance assessments, 

or dealing with a problem, Generation X values 

transparency to the extent that your firm allows. Generation 

X is known for its scepticism while still being adaptive. If 

you're trying to shield Gen X employees from a difficult 

situation, it might help to include them in finding the 

resolution. Not only will this help them trust you as a 

manager, but it might give you some new ideas for 

solutions. Millennials, Ask for their input and advice. 

Millennials, in particular, value sharing their thoughts, so 

soliciting their feedback can brighten their day while also 

providing you with an unexpected perspective. Generation 

Z, Embrace the digital world. Create strong online branding 

and the ability to apply for positions online to attract Gen Z 

employees. Similarly, consider offering online training. 

Chrissy Carroll, (2020). Having this known, it is a question 

on how companies work on the employee engagement of 

this multigeneration workforce. 

 

Cognizant to that, the Internet and Cable Company 

organization is a line of business that is categorized as 

“Service Oriented Company” which aims to deliver the best 

service to all customers. The organization as a whole wants 

to give the best service to its clientele, it is a challenge to 

make sure that all employees regardless of their generation 

are fully engaged to their work and the company. If 

employees feel that their contributions to the organization 

are undervalued, it may lead to burnout. Additionally, 

engaged is the assumed opposite of disengaged. In contrast 

to those who are disengaged, employees who are engaged 

have a sense of enthusiastic and a strong link with their 

professional activities, and was said to be considering 

themselves to be as competent on dealing with the demands 

of their jobs. Addressing the gaps, this research aims to 

study the Motivational Drivers of Employee Engagement 

across generation in this company and how the study be of 

help to have a high performing 

 

 

II. JUSTIFICATION OF THE PROPOSED 

RESEARCH 

This study intended to help the company in determining the 

right motivational driver suitable for all generations as well 

as the gaps in its engagement programs.  Moreover, this 

will provide an opportunity for the researchers to 

comprehend the company’s culture and the relation between 

the motivation drivers for employee engagement and the 

need to assess the generation difference in terms of their 

deficiency and growth need. 

This also aimed to provide an opportunity for the researcher 

to gain a deeper understanding of how relevant employee’s 

engagement in influencing their performance. This also 

measured the level of work engagement of the respondent 

towards the organization and address issues that are 

significant to the performance of the employees. 

Moreover, this will also help the organization to assess 

what are the lacking motivational factors their industry 

needs for them to develop a Total Reward System. Lastly, 

the proposed action plan aimed to help the organization 

increase the level of employee engagement to increase their 

productivity and performance at work.  
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III. STATEMENT OF THE PROBLEM 

This study aimed to determine the motivational drivers for 

employee engagement across generation and its direct effect 

on the performance of employee in the Internet and Cable 

company.  

1. What is the profile of respondent in terms of? 

a. Age 

b. Sex 

c. Job Title/ position 

d. Tenure 

e. Years of Experience 

 

2. How may the effect of motivational drivers on the 

performance of employee in the Internet and cable 

company be assessed in terms of: 

a. Deficiency Needs 

b. Growth Needs 

 

3. How may the response on the effect of 

motivational drivers on the performance of 

employees in the internet and cable company be 

compared when respondents are grouped 

according to profile? 

 

4. What action plan may be proposed based on the 

findings? 

IV. RESEARCH LITERATURE 

The researchers found studies from various online material, 

this literature will look into other researches related to 

motivational drivers of employee engagement and 

multigenerational workforce. 

 According to Markos (2020), the majority of the factors 

that lead to employee engagement are non-financial in 

nature. As a result, any firm with committed leadership can 

reach the appropriate degree of engagement at a lower cost, 

but this does not mean that managers should overlook their 

employees' financial concerns. Performance should be tied 

to monetary compensation. 

 Research of Besa (Managing across Generation, 2020) 

result shows that the Training and challenging job were two 

of the top motivators for Generation Z. In order to stay 

motivated at work, people must improve the abilities they 

acquired during their studies. Generation Y respondents are 

egotistical and prefer to be recognized in front of their peers 

in order to feel like their contribution to the organization 

matters. Generation X is a hardworking generation that 

values a variety of benefits, training, and awards in addition 

to monetary pay. The oldest group in the workplace, the 

Baby Boomers, valued all of the motivators; nevertheless, 

the retirement plan is the one motivator that they value the 

most. 

 In local research by Juevesa&Castino (2020) about 

employee engagement, their study concluded that the 

generation group where employees belong has nothing to 

do on how they engage, commit, and satisfy with their jobs 

that affects their organizational performance. 

A study of D Robinson, S Perryman, S Hayday (2004) 

Their study shows that committed employees perform better. 

Because many people believe that engagement is a "level 

up" from commitment, understanding the sources of 

engagement is clearly in the organization's best interests. 

Opinions and experiences about many areas of working life 

are substantially connected with levels of involvement, 

according to an analysis of the NHS case study data. A 

feeling of being valued and involved, on the other hand, is 

the most effective motivator of all. 

Data collected by the researcher in relation to the study 

shows that employee were both motivated by Deficiency 

Needs and Growth Needs. Growth Needs does not show 

any significant effect regardless of the generation they 

belong to, we can therefore say that continuous learning and 

development is an important factor to consider for 

employee engagement. Deficiency needs on the other hand 

showed a significant effect when respondents are group into 

generation, as deficiency needs also relate to the survival 

needs, some generations put high value on their 

psychological needs. 

The above researches showed that most of the motivational 

drivers in the organization are not monetary; this is also 

common across all generations. The researchers also 

implies that employee engagement has an effect on the 

performance of the employees. Employees were more 

concerned with other areas of motivation under growth 

needs. But organizations must also look into other needs of 

the employees other than growth as not all generations were 

motivated by growth needs alone, improvement of program 

and benefits relating to deficiency needs is also of 

importance for the increase of employee engagement in the 

company.   

V. THEORETICAL FRAMEWORK 

To support the study about the motivational drivers of 

employee engagement across generations and its effect on 

the performance of the employee in an Internet and Cable 

Company, the researchers collected motivational theories 

relevant to the study. 

The most frequently used human motivation theories in the 

workplace were developed by Maslow and Herzberg. This 

eight-stage model was then separated into deficiency and 

growth needs according to Maslow's Motivational Theory 

"Hierarchy of Needs." Deficiency requirements (D-needs) 
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are the first four levels, whereas growth or being needs are 

the top level (B-needs). Physiological, Safety, love / 

belonging and Esteem are under the what he refers to as 

Deficiency Needs according to Maslow, people are said to 

be motivated by this needs as they are the most essential 

things a person needs to survive while on the other hand 

Growth Needs is composed of Need to know and 

understand, Aesthetic Needs, Self-Actualization Needs and 

Transcendence Needs. Employees are constantly motivated 

by these needs as this pertains to growth and development. 

Another theory that supports the study is Herzberg's (1959) 

two-factor theory, which claims that working individuals 

are worried about two variables: hygiene considerations and 

motivators. The type of supervision, corporate policies, 

remuneration, working environment, interpersonal 

interactions, status, security, and personal life are all linked 

to hygiene factors. According to Herzberg, paying attention 

to these elements is critical in reducing dissatisfaction and 

pushing employees to be content at work. 

These two theories are the framework of the study focusing 

on the motivational drivers of employee engagement of 

employees in an internet and cable company. 

 

VI. SIGNIFICANCE OF THE RESEARCH 

STUDY 

 

The study was significant since it determined the 

motivational drivers of employee engagement across 

generations in an internet   and cable company. It gives 

significance particularly to the following: 

  

Businesses, as they will be able to know the factors 

concerning them which encourage other business sectors 

and develop these to be able to maintain or even increase 

the business profitability by increasing employee 

engagement. 

  

Human Resource and Leaders as they will can come up 

with a suitable employee engagement program that will 

increase the performance of the multigeneration 

workforce.  They will also be able to decide what changes 

or developments must be made to retain employees and to 

promote company branding 

. 

Potential investors, as they will be more positive in 

investing because the company/ies are also focusing on 

employee engagement that will make the company more 

stable and will provide a good corporate image to the 

company. They will also have an overview of what to 

expect in investing for businesses and see the benefits, and 

eventually consider investing as either a new or added 

investor. 

Employees of the company as it is very valuable for them 

that employers were studying ways to improve employee 

engagement culture in the organization. Future employees 

of the businesses, as they will knowthat companies give 

importance not only to the company’s profitability but also, 

to the employee’s welfare. 

Future Researchers, as they will be able to gather necessary 

information regarding this topic, and they would be 

benefited in conducting research that is in line with this. 

 

VII.  RESEARCH METHOLOGY 
 

The study utilized the descriptive method. The data will be 

analyzed, classified, and tabulated based on some 

conditions. When an object gives a systematic description 

that is as accurate and true as feasible, the descriptive 

technique of study is applied (SIOC, 2007). The researcher 

used the sample size method to identify the ideal number of 

survey participants. Survey conducted/collected using 

online platforms. 

The researcher-made questionnaire was patterned to 

Maslow’s Hierarchy of Needs in which the indicators were 

revised according to the context of the research. Moreover, 

the administered questionnaire was composed of 4 multiple 

choice question, the researcher used 4-Point Likert Scale as 

this even Likert scale helps and enables researchers to cover 

only the four best options to prevent possibility of unbiased 

opinion. Additionally, the researchers collected quantitative 

data. This method provided a better understanding of 

research problems. Frequency Count, Percentage, Mean, t – 

test, Mann-Whitney test, Kruskal-Wallis are the statistical 

tool used in analyzing the data gathered. 

VIII. RESULTS AND DISCUSSION: 

A. Profile of the Respondents  

 
Table I 

Distribution of the Respondents in terms of Age 

 

Age Frequency Percentage 

56 – 66 18 10 

41 – 56  54 30 

25 – 40  54 30 

24 – 18  54 30 

Total 180 100 

 

The first table shows the distribution of the respondent in 

terms of age. Based on the data, age was group into four 

generations of workers. Baby boomers whose age ranges 

between 56 to 66 years old, Generation X whose age ranges 
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between 41 to 56 years old, Millennials range between 25 to 

40 years old and the youngest generation in the workplace 

today known as the Gen Z whose age ranges between 18 to 

24 years old. 

The data revealed that 54 or 30 percent of the respondents 

have the age range of 24-18, 25-40 and 41-56. While the 

most matured age group between 56-66 years old has the 

lowest frequency with 18 or 10 percent.  

 
Table II 

Distribution of the Respondents in terms of Sex 

 

As reflected on the table, most of the respondent were Male 

with a frequency of 105 respondent or 58.30 percent while 

female respondent has 75 frequency rates with 41.7 percent. 

 
Table III 

Distribution of the Respondents in terms of Civil Status 

 

Civil Status Frequency Percentage 

Single 52 28.9 

Married 128 71.1 

Total 180 100 

 

Data above shown that most of the respondents were 

already married with a frequency of 128 and a percentage 

of 71.1 percent while those single respondent has a 

frequency of 52 with the percentage of 28.9. 

 

 

Table IV 

Distribution of the Respondents in terms of Job Level 

 

Job Level Frequency Percentage 

Rank and File 176 97.8 

Supervisory 4 2.2 

Total 180 100 

 

Table 4 consists of the information in relation to the Job 

level of the employees, it can be gleaned on the table that, 

most of the respondent falls under Rank-and-File level with 

a frequency of 176 and a percentage of 97.8 while those 

belong to the Supervisory level has a frequency of 4 with 

2.2 percent. 

 

 

 

 

 

 

 

 

Table V 

Distribution of the Respondents in terms of 

Employment Status 

 
Employment 

Status 
Frequency Percentage 

Regular 11 6.1 

Contractual 169 93.9 

Total 180 100 

 

In terms of employment status, table 5 contains the 

information in relation to Employment Status which are 

classified under Regular and Contractual workers. Majority 

of the respondents were under Contractual with a frequency 

of 169 with 93.9 percent and those who were under Regular 

employment status with 11 respondents and an equivalent 

percentage of 6.1. 

 

 

Table VI 

Distribution of the Respondents in terms of 

Employment Tenure 

Tenure Frequency Percentage 

10 – 15 years 14 7.8 

6 – 10 years 68 37.8 

3 – 5 years 35 19.4 

0 – 2 years 63 35 

Total 180 100 

 

 

Sex Frequency Percentage 

Male 105 58.3 

Female 75 41.7 

Total 180 100 
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Table 6 covers information on the respondent’s tenure in the company. This information was group into four, the 1
st
 group are 

those who were already serving the company for more than a decade 10-15 years with a frequency of 14 and 7.8 percent, this 

group has the lowest percentage. This was followed by employees with 6 – 10 years tenure with a frequency of 68 respondent 

whose got the highest percentage of 37.8 percent. Respondents with a length of stay of 3 to 5 years has a frequency of 35 with 

19.4 percent. Those who were in the company for less than or equal to 2 years has a frequency of 63 with 35 percent ratio. 

 

 

B. Effect of motivational drivers on the performance of employee 

Table VII 

Effect of motivational drivers on the performance of employee in the Internet and cable company in terms of Deficiency 

Needs 

SN STATEMENT MEAN VERBAL INTERPRETATION 

1 
I am paid with good salary, bonus and other 

financial benefits 
1.94 Probably True 

2 

I appreciate that our organization provide 

opportunities to display my skills and 

talents 

1.68 Probably True 

3 
I feel the sense of belonging to --my work 

group and to develop close friendships 
1.96 Probably True 

4 
I feel proud that the company adhere to 

safety rules and regulations 
2.36 Probably True 

5 
I am provided with a pleasant and 

comfortable physical environment to work 
1.92 Probably True 

6 
I feel that my position is regarded as 

important.  
2.22 Probably True 

7 I feel that my colleagues appreciate me 2.33 Probably True 

8 

I appreciate that the company can minimize 

negative stroking and threatening behavior 

and has policies that protect my well-being 

2.03 Probably True 

9 

I have good relationships with my friends 

and colleagues - they accept me for who I 

am. 

1.83 Probably True 

10 

I feel good knowing that the company I 

work with has pay scales that is equitable 

for all  

2.00 Probably True 

11 
I feel proud that credit is given to me by the 

institution for doing good work. 
2.06 Probably True 

12 
I appreciate the opportunity in my position 

to give help to other people 
2.38 Probably True 

13 

I feel secure that there is a superior who can 

offer assistance when I experience 

problems in my position. 

1.45 Probably False 

14 

I appreciate working in the company 

wherein I can provide all the basic needs of 

my family 

2.21 Probably True 

15 
I am being recognized and appraised by my 

superiors 
2.25 Probably True 

  Composite Mean  2.04 Probably True 

Table 7 shows that the composite mean in terms of Deficiency 

Needs is 2.04 verbally interpreted as Probably True. his 

confirms the fact that employees of the Internet and Cable 

system employee engagement were driven by Deficiency 

needs which is compose of psychological needs which refers 

to the basic needs of a person,  Safety and Security which of 

outmost importance as we were in this pandemic and people 

feel more engage to be a part of the company who genuinely 

look after their employees welfare, Love and Belonginess as 

one of the most important factor for an employee to stay in the 

company is the “Connection” or the established relationship 

between coworkers, Esteem and prestige needs which is the 

acknowledgement, it is important that people in your 

organization were recognized. As it is vital for an individual 

to gain respect and appreciation from others. We can also 
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relate Frederick Herzberg, he is the one who introduced the 

two-factor theory commonly referred to as motivator and 

hygiene theory to the result of the above data, Hygiene factors 

are those which decrease job dissatisfaction. Hygiene factors 

include Pay, Company Policies, Fringe Benefits, Physical 

Working condition, status, interpersonal relationship   and job 

security Nickerson, C. (2021, Nov 16).   Results prove us that 

employee in the Internet and Cable company were also driven 

by Hygiene factor and the organization should also look to 

this aspect to avoid possibility of dissatisfaction of the 

employees which may lead to   dis engagement among  

workers. 

Table VIII 
Effect of motivational drivers on the performance of employee in the Internet and cable company in terms of         

Growth Needs 

SN Questionnaire  Mean Verbal Interpretation 

1 
I am given an opportunity for personal growth and 

development in my position. 
1.98 Probably True 

2 
I feel that improving my self-awareness is one of my top 

priorities 
1.96 Probably True 

3 
I actively seek beauty, form and balance in things around 

me which helps me focus while working 
1.99 Probably True 

4 I love to be a part of the development of my co-employees 1.94 Probably True 

5 I participate in goal-setting and decision-making processes 1.97 Probably True 

6 
I am given a chance to advance in responsibility as far I am 

able to 
1.56 Probably True 

7 
I feel proud that we regularly take time to figure out ways 

to improve our team’s work processes 
2.13 Probably True 

8 
I feel confident wearing my company uniform every day, I 

appreciate the style and comfort it gives me 
2.04 Probably True 

9 I feel good helping others to reach their ultimate potential 2.81 Definitely True 

10 

I appreciate the sense of self-fulfillment from being able to 

use my own unique capabilities and realizing my own 

potential in my position. 

1.99 Probably True 

11 I have the chance to try my own methods of doing the job 1.68 Probably True 

12 I have freedom to use my own judgment 2.10 Probably True 

13 
I feel happy that the company supports me with my 

constant pursuit of ways to develop myself  
2.11 Probably True 

14 
I appreciate that the company decorates offices with 

themes during special occasions and grand events 
2.09 Probably True 

15 
It gives me sense of fulfillment sharing my learnings and 

experience to others 
2.05 Probably True 

  Composite Mean  2.03 Probably True 

In table number 8, the result reveals that employees in the 

Internet and Cable companies feel engaged when their growth 

needs are met. Personal and professional growth is an 

important aspect that companies must put into consideration 

as the engagement of workers cannot lone be satisfied by the 

survival needs or the deficiency needs. An employee needs to 

feel that the company has future plans for their development. 

Growth needs is comprising of four needs in Maslow 

Hierarchy of needs which are Self Actualization is concerned 

with realizing one's own potential, self-fulfillment, and 

personal development. Knowledge and understanding, 

curiosity, investigation, need for meaning, and predictability 

are all areas where cognitive needs are addressed, as when an 

employee believes that his work is valuable, he will feel that 

what he is doing has a broader purpose. Aesthetic Needs is 

also being considered as important needs, this refers the 

necessity based on appreciation and search for beauty, balance, 

form in workplace. The highest part of the Growth needs is 

the Transcendence Needs which is the need to help others to 

self-actualized. 

 

 

When we relate this to Frederick Herzberg’s two-factor theory, 

Motivational factors- motivation factors more directly lead to 

job satisfaction because of “the need of the individual for self-

growth and self-actualization.”  Recognition, Sense of 

Achievement, the Work itself, Possibility for growth, and 

Responsibility. (Nickerson, C. ,2021, Nov 16). This supports 

the above result that growth and improvement of oneself is an 

effective way to satisfy employees which is essential to build 

employee engagement.  
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C. Comparison of the responses on the effect of 

motivational drivers on the performance of employees 

Table IX 

Comparison on the Effect of Motivational Drivers on the 

Performance of Employee in the Internet and Cable 

Company when Grouped according to Age  

 

Variables �� −value p-

value 

Decision 

on Ho 

Verbal 

Interpretation 

Deficiency 

Needs 
17.49 0.001 

Reject 

Ho 
Significant 

Growth 

Needs 
2.31 0.511 

Failed to 

reject 

Not 

Significant 

As presented in table 9, comparison on the effect of 

motivational drivers on the performance of employees in the 

Internet and cable company when group according to Age has 

significant effect on Maslow Hierarchy of Needs- Deficiency 

Needs, based on the result, Generation X or those who were 

between the age of 41 to 56 are those who were greatly driven 

by Deficiency Needs. Most of the employees belong to this 

age level are those who have children needs to send off to 

college which is justifiable why they were driven by 

deficiency needs. Generation whose results yields the lowest 

in deficiency needs are the Millennials or those employees 

belonging to the age of 25 to 40 years old. 

On the other hand, the table also demonstrate that there is No 

Significant effect of motivational drivers on the performance 

of employees in the Internet and Cable company when group 

according to age on the Growth Needs. The four generation 

present in the workplace of subject company were all driven 

by the opportunity for personal growth and development.  

 

Table X 

Comparison on the Effect of Motivational Drivers on the 

Performance of Employee in the Internet and Cable 

Company when Grouped according to Sex 

 

Variables t- value p-value 
Decision 

on Ho 

Verbal 

Interpretation 

Deficiency 

Needs 
1.341 0.182 

Failed to 

reject Ho 

Not 

significant 

Growth 

Needs 
0.186 0.852 

Failed to 

reject Ho 

Not 

significant 

 
Table 10 shows that there is no significant effect on the 

motivational drivers on the performance of the employees in 

the Internet and Cable company when grouped according to 

sex, both on the presented indicators. 

 

 

 

 

 

 

Table XI 

Comparison on the Effect of Motivational Drivers on the 

Performance of Employee in the Internet and Cable 

Company when Grouped according to Civil Status 

 

Variables t- value p-value 
Decision 

on Ho 

Verbal 

Interpretation 

Deficiency 

Needs 
-1.131 0.26 

Failed to 

reject Ho 

Not 

significant 

Growth 

Needs 
-0.944 0.347 

Failed to 

reject Ho 

Not 

significant 

 

The findings denote failed to reject the hypothesis which is 

verbally interpreted as Not Significant, thus, there is no 

significant effect on the motivational drivers on the 

performance of the employees in the Internet and Cable 

company when grouped according to civil status. 

 

 

Table XII 

Comparison on the Effect of Motivational Drivers on the 

Performance of Employee in the Internet and Cable 

Company when Grouped according to Job Level 

 

Variables Z- value p-value 
Decision 

on Ho 

Verbal 

Interpretation 

Deficiency 

Needs 
-0.897 0.37 

Failed to 

reject Ho 

Not 

significant 

Growth 

Needs 
-0.696 0.487 

Failed to 

reject Ho 

Not 

significant 

Regardless of Job level, Table 12 demonstrate that there is 

no significant effect on the motivational drivers on the 

performance of the employees in the Internet and Cable 

company when grouped according to Job Level.  
 

Table XIII 

Comparison on the Effect of Motivational Drivers on the 

Performance of Employee in the Internet and Cable 

Company when Grouped according to Employment Status 

 

Variables Z- value p-value 
Decision 

on Ho 

Verbal 

Interpretation 

Deficiency 

Needs 
-1.267 0.205 

Failed to 

reject 

Ho 

Not 

significant 

Growth 

Needs 
-1.764 0.078 

Failed to 

reject 

Ho 

Not 

significant 

 

Based on Table Number 13 there is no significant effect on 

the motivational drivers on the performance of the employees 

in the Internet and Cable company when grouped according to 

Employment Status.  
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Table XIV 

Comparison on the Effect of Motivational Drivers on the 

Performance of Employee in the Internet and Cable 

Company when Grouped according to Tenure 

 

Variables value p-value 
Decision 

on Ho 

Verbal 

Interpretation 

Deficiency 

Needs 
10.655 0.014 

Reject 

Ho 
Significant 

Growth 

Needs 
4.265 0.234 

Failed to 

reject Ho 

Not 

significant 

 
Table 14 provides different result when effects of 

Motivational Drivers on the Performance of Employees in the 

Internet and Cable Company compared when grouped 

according to tenure. Deficiency Needs has significant effect 

on the workers when grouped according to tenure while 

Growth Needs has no significant effect on the employees 

when group according to tenure. 

 

D. Proposed Action Plan  

This action plan aimed to help the organization increase the 

level of employee engagement for the improvement of their 

performance. Most of the employees regardless of their 

generation still aim for “Growth”, This item must be taken 

into account by the company's leaders. Continuous learning 

and improvement are a vital element for the employee to stay 

engaged which will help them to have good performance at 

work. The same is true with the Hygiene Factors and the 

Deficiency needs, though the results support that growth 

needs or the motivational factor are important for the 

satisfaction of employees. The organization should not 

disregard the hygiene factor of the deficiency needs because if 

these areas were left unchecked, the possibility of 

dissatisfaction is inevitable, and this may lead to disengaged 

employees which will surely affect their individual 

performance.  
 

Below is the proposed plan by the researchers: 

 

Target Area Proposed Plan  Details  

Employee's Development  Buddy System Program 

Implementing a pairing or buddy in your workplace not solely 

provides edges for the new worker, it may be valuable to your 

organization (John Cooper & Judy Wight, 2014) Based on the 

result of the survey most of the employees in the said 

organization gives the transcendence needs the highest point, 

we can therefore consider that employees in the Internet and 

cable company, appreciate the feeling of being of help to 

others. This knowledge sharing method can be considered by 

the organization as this can be a solution for the training for 

both employees.  

Total Reward System  
Incorporation of programs / activities 

that will help uplift employee’s morale 

Since the company is composed of multiple generations, result 

of this survey may help the organization focus on improving 

the Compensation and Benefit area and to change it to a Total 

Reward System which aims to cater all the needs of the 

employee. Not only the survival or the physiological needs. It 

does not really mean to add additional monetary benefits but 

other areas of deficiency needs might be considered.  

a. Safety & Security - Mental Health Videos or Seminars might 

be considered most specially that we are in this pandemic. 

b. Esteem Needs - Buddy System Program can be considered, 

the feeling that someone needs you and depend on you can 

boost your esteem and brings "meaning" value to your existing 

in the company. 

c. Love & Belonginess - programs like team building and a 

regular creating a positive environment which impose support 

system will be of great help.  

Training  Training Plan  

This will also be beneficial in determining the appropriate 

training plan for the members of the organization. By using the 

research as reference company leaders might come up for a 

training plan that will increase motivation on the 

multigenerational workforce.  
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IX. CONCLUSION  

The study focused on the motivational drivers of employee 

engagement across generation, performance-based research. 

The following conclusion were drawn based on the result of 

the research: 

1.      In the current multigeneration workforce, baby boomers 

have fewer quantities as most of them were already retired 

from the organization. The internet and cable company have 

most employees under Generation X, Millennials 

(Generation Y) and the youngest, Generation Y. 
2.      For both indicators, the result has a verbal interpretation 

of probable agreement, given this, the workers in the 

company have almost the same insight on the deficiency 

needs and growth needs. Therefore, employees in the 

Internet and Cable company engagement were both driven 

by the two indicators. 
3.Comparison on the effect when responses are grouped 

according to profile, most results have a verbal 

interpretation of “Not Significant”. Only by comparison on 

the effect based on Age and Tenure have a verbal 

interpretation of “Significant” on the deficiency needs 

indicator, we can conclude that the generation in which the 

employee belongs has an effect on the motivational drivers 

in employee engagement. Tenure in employment of the 

individual also has to do with the motivational drivers for 

employee engagement in terms of deficiency needs. 

4.   This study can further help the organization in creating 

an environment of fully engaged employees which will be 

beneficial for the individual performance of each of the 

workers. The result of the study helps leaders and 

management teams to create Total Reward System and 

Development Programs that will be beneficial for the growth 

and deficiency needs of the employees. 

X. RECOMMENDATION  

 
Managing a multigenerational workforce is quite challenging 

for the organization to boost their motivation is also part of 

this. Based on the survey results and conclusions of the study, 

the researcher recommended the following:  

  

1.      Management Team may consider looking into programs 

which aim to continuously help individuals to reach their full 

potentials. 

2.      Human Resource may consider having a Training Needs 

Analysis refresher course for the management team with the 

inputs from a core team which is composed of different 

generations. 

3.      Regular coaching and counselling programs shall also 

put into consideration for close monitoring of the progress of 

the group and individual development. 

4.      The human resource may utilize the proposed action 

plan as it aimed to increase the level of employee engagement 

and their productivity and performance at work.  
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