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Abstract: This research aimed to determine the job satisfaction and performance of personnel of 

TARELCO 1 for the Year 2023. The researcher used Quantitative Research Approach. The researcher used 

in-depth interviews as the primary data collection method to catch the needed information. The researcher 

also utilized questionnaires through hard copies to fill up and documentary analysis to obtain the necessary 

data for the completion of the study. The data gathered were subjected to analysis and interpretation of the 

researcher. The participants of this study were one hundred forty (140) rank and file employees. 

The results of the study revealed that majority of the rank and file employees of Tarlac 1 Electric 

Cooperative, Inc (TARELCO 1) for the year 2023 were very satisfied with their job and performance and 

some were just satisfied. With their different types of work to do such as office and field works as their job 

description at TARELCO 1.  It helped them in getting a good job and provided them as their bread and butter 

in life. However, they have also encountered problems, and the most common was the delegation of work, 

absenteeism, communication, and lack of transparency. The researcher recommends that TARELCO 1 

Management must address this problems and review company policies and company code of ethics to 

minimize those kind of problems and more problems may arise through the problems encountered. The 

researcher also suggests that the administrative department where the section of the Human Resource is 

incorporated may continuously reach out to the employees of TARELCO 1 through employment assistance, 

seminars, workshops, and trainings to boosts and motivate employees to continue learning, have skills 

development and personal growth while working at TARELCO 1. Furthermore, the researcher also 

recommends that employees with managerial positions may strengthen its monitoring and assessment of all 

its programs, projects, and activities relating to the job satisfaction and performance of the personnel to be 

able to identify the problems and shortcomings that need to be addressed and reviewed or resolved and to 

determine if the desired outcomes and targets were achieved.  

 

1.INTRODUCTION 

Job Satisfaction as described in the dictionary is the feeling of fulfillment or enjoyment that a person 

derives from their job. It is an encouraging emotional reaction you experience when doing your job or when 

you are present at work. This goes further than their daily duties to cover satisfaction with the other 

personnel, satisfaction with the organizational policies, and the impact of their job on employee’s personal 

lives. (BasuMallick, n.d.). It indicates how content an employee is towards his/her work. Job satisfaction as 

the attitudes and feelings people have about their work. (Description of Job Satisfaction by APA-Accredited 

Programs in Glendale, AZ and Downers Grove, IL, n.d.).  

Positive and favourable attitude towards their work indicate job satisfaction. While negative and 

unfavourable attitude towards the job indicate dissatisfaction. The amount of satisfaction an employee gets 

from his/her job is entirely dependent on their aims, goals, and values. An employee might find job 

satisfaction from having a simple job and getting a regular pay check or salary to put towards their interests, 

while others might find this job lacks satisfaction and desire professional challenges. It is important to 

remember that job satisfaction varies from employee to employee.  
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The International Labor Organization said that electric utility companies are critical services that 

contribute significantly to economic and social development. High-quality utilities are required for effective 

poverty eradication. Moreover, the government’s responsibility is to ensure that they offer consistent 

universal service access within transparent regulatory frameworks. 

In the theory of Herzberg, it explains that there were intrinsic and extrinsic factors that affect job 

satisfaction (Franczukowska A. A., 2021). There are also studies that suggest managers to use Herzberg’s 

theory to better understand the factors that could increase job satisfaction and affect work (Denton P. D., 

2016).  

In the practice of human resource management, employee satisfaction remains a very complex topic 

to research, due to differences in countries and cultures, as well as various influencing factors (Ali, 2016; 

Umamaheswari & Khrishnan, 2015). Research conducted by Pan (2015) found that job satisfaction is 

subjective and specific to each individual, therefore the satisfaction felt by one employee may not meet the 

needs of other employees. 

Thus, job satisfaction is a very important factor to consider for businesses, specifically for electric 

companies which is a necessity for many people. As to say, all over the world, companies try to find new 

and innovative ways to gain more customers and become more financially successful. One of the most vital 

components for a business to become successful is to have content customers. 96% of consumers all over 

the globe consider service quality to be an important aspect of their choosing to be loyal to a brand.  70% 

of customers claim that they are loyal to brands because of their great customer service. 52% of consumers’ 

state that they have bought additional products from a company simply because they previously have 

experienced great service quality from that company). These numbers indicate that several different factors 

of job satisfaction, such as service quality, customer satisfaction, and brand loyalty are all important for the 

company to be profitable (Willot, 2020).  

In the Philippines, the Manila Electric Railroad and Light Company or the MERALCO were tested 

during the pandemic. Employees were forced to estimate the electric bills of its clients for how many months 

because of skeletal workforce. The MERALCO considered providing an installment mode of payment by 

the clients within the period because many lost their job. Because of that scenario, MERALCO’s quality of 

service to its consumers were challenged and underexplored. The need to assess and determine the service 

quality by its employees for customer satisfaction should be deduced and also bring back the satisfaction 

of its employees for the continuous good quality service given by MERALCO (MERALCO, 2018 & 2020). 

With this, like MERALCO as an electric service provider, there are three electricity utility providers 

in the province of Tarlac. They are the Tarlac Electric Incorporated (TEI), 

Tarlac I Electric Cooperative, Incorporated (TARELCO I), and Tarlac II Electric Cooperative, 

Incorporated (TARELCO II). TARELCO I and TARELCO II are both cooperatives while TEI is a privately 

owned electric service provider. In general, electric cooperatives are non-stock, non-profit, and service-

oriented which are owned and governed by the consumers they serve (The National Rural Electrification 

Cooperative Association, 2016). 

A brief background on the company where the researcher is currently employed which the researcher 

chose to conduct the study. Tarlac 1 Electric Cooperative, Inc or TARELCO I is known for its electric 

services brought to Tarlaqueno’s of the northern, eastern, and western part of our province of Tarlac from 

the municipalities of Anao, Camiling, Cuyapo, Gerona, Mayantoc, Moncada, Nampicuan, Paniqui, Pura, 

Ramos, San Clemente, San Jose, San Manuel, Sta. Ignacia, and Victoria and Novo Ecijanos from the towns 

of Cuyapo and Nampicuan. TARELCO I’s Main Office is located at McArthur Highway, Barangay 

Amacalan, Gerona, Tarlac. 

TARELCO I as an electric cooperative, is committed to deliver quality electric service at a reasonable 

cost for customer delight towards countryside development. With its existing core values which are the 

principles that guide the employees or personnel in everything they do in their workplace. Such core values 

are formed in the sentence “Solidarity in Yearning for excellence thru Nobility, Effectiveness, Respect and 

Godliness Yes! to create the word “SYNERGY”, defining that when efforts of the personnel are combined 

to accomplish more than one could do separately. These values were used as the employees guide to the 

company standard that can help shape the way they do their jobs and can inspire employees or personnel to 

hold themselves to a higher standard.  

In TARELCO I, there are a total of 140 rank and file employees of the cooperative. Composed of 119 

males and 21 females. These employees are deployed in Area Offices of TARELCO I such as Camiling 

Area Office, Cuyapo Area Office, Moncada Area Office, Paniqui Area Office, Sta. Ignacia Area Office, 

Victoria Area Office, and in sub-offices in the Municipalities of Anao, Mayantoc, Nampicuan, Pura, Ramos, 
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San Clemente, San Jose, and San Manuel, and in the Main Office of TARELCO I in Barangay Amacalan, 

Gerona, Tarlac. 

With this, the study aimed to know, understand, and evaluate about job satisfaction regarding the 

performances among personnel of Tarlac I Electric Cooperative, Inc. (TARELCO I). A brief background 

where the researcher is employed as the billing officer from the Finance Services Department with the 14 

years length of service in the company.  

To be an employee of TARELCO I, one of the requirements is that an applicant must be a resident on 

one of the municipalities covered by TARELCO I. Another is that applicants were accepted to the company 

because he or she was the one been registered in exchange of the retired employee as the nearest keen. 

Being the one who was the person-applicant in exchange by his mother who served for 36 years in the 

company. The researcher, before being a billing officer, he has been a meter reader of the residential 

consumers then became meter reader of industrial consumers. After a year, the researcher became a records 

officer who keeps all records from the finance services department for 6 months and became a teller who 

accepts payments from the consumers of their electric bills again for another 6 months. And became a 

billing officer as his current position. 

Job satisfaction and the performance of Personnel is a valuable factor to the success of TARELCO I. 

One way to determine whether employees are satisfied and contented in fulfilling their work is through 

employee job satisfaction measurement. If the performance matches the expectations and the employee is 

contented to what the employee receives, the employee is satisfied, and if there is no intrinsic motivation, 

the employee is dissatisfied. A high satisfaction implies improvement in effectiveness and performance in 

doing work or service. However, this action is more complicated than it appears. The major priority of 

employer or management is to keep its personnel satisfied with their careers throughout the time they spent 

at TARELCO I. 

A productive job performance is often confused with the effort that refers to force or energy exhausted. 

It is the accomplishment of an employee’s assigned duties and outcomes produced on a specified job 

function or activity during a specified period of time. An employee is considered as the heart of the company 

and his/her attitude can affect the direction of the company or business. Managing performance is done with 

the employees because it gave an advantage to the employees, management, and the organization. It is done 

in a collaborative way. Yearly performance evaluation in job satisfaction is one of the most formative ways 

to influence morale. It could justify reward decisions such as promotions, merits, and other forms of 

rewards. This also allows both the supervisors and subordinates to develop a plan for correcting any 

deficiencies that appraisal might have reinforce and the feedback clarifies the employees job expectations 

held by their specific supervisors. Performance appraisal helps evaluate the individual share, relative to 

every section or department’s contribution in achieving the company’s goal as a whole. In TARELCO I, 

performance evaluation system is done every month of July to update every employee’s performance and 

is a requirement one’s an employee applies for other position. Either a rank higher or the same to determine 

the capability of the employee-applicant for the specific position the employee applied for. 

Furthermore, it is important to remember that job satisfaction varies from employee to employee. In 

the same workplace of TARELCO I under the same conditions, the factors that help one employee feel 

good about their job may not apply to another employee. 

In this study, the concentration is on identifying the reasons on the satisfaction of job and the 

performance among the employees of TARELCO I. It is essential to find the answers for the job satisfaction 

and the performance among employees of TARELCO I with the following questions as a guide to have it 

answered the statement of the problem.  

Lastly, the researcher was the best person to conduct the study for the reasons that the researcher is a 

rank and file employee. Furthermore, the researcher is the current President of the company’s labor union 

who represents all the rank and file employees for the welfare of employees of TARELCO I. 

 

2.METHODOLOGY 

This chapter outlines the research methodologies that were utilized, the locale of the study, data 

collection methods, research tools or instruments, and statistical treatments required for the data collection. 

For the fulfillment of the study’s principal purpose, the researcher has utilized quantitative correlation 

research design. With the goal of identifying the job satisfaction on the performance of the personnel of 

TARELCO I. The study aimed to accurately describe its job satisfaction correlate with the performance. As 

problems identified and encountered during the performance of their work, they have proposed measures 

to lessen or prevent those problems. The researcher has gathered the necessary data needed in the study and 

have used analysis, questionnaires, interviews, and observations among the employees. 
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The total enumeration sampling has been utilized in the study upon identifying the respondents. This 

type of sampling technique where the researcher chose to examine the entire population that have a particular 

set of characteristics. In this study, the total population involved are the rank and file employees of TARELCO 

I. The researcher included the rank and file employees of TARELCO I with a total of 140 employees which 

composed of 119 males and 21 females. These employees are deployed in Area Offices of TARELCO I such 

as Camiling Area Office, Cuyapo Area Office, Moncada Area Office, Paniqui Area Office, Sta. Ignacia Area 

Office, Victoria Area Office, and in sub-offices in the Municipalities of Anao, Mayantoc, Nampicuan, Pura, 

Ramos, San Clemente, San Jose, and San Manuel, and in the Main Office of TARELCO I in Barangay 

Amacalan, Gerona, Tarlac. 

  The researcher has used the methods of data collection by the Questionnaires, Interviews, 

Documentary Analysis, and observations. Questionnaire, with this, all possible questions that answer the 

problems which are the main subjects of this study. The respondents have been asked to answer the questions 

provided by the researcher, needed particularly the responses of the employees in relation of job satisfaction 

to their performance in TARELCO I. Interview, the researcher has conducted interviews among the 

employees of TARELCO I in the main office and area offices of the area coverage in order to provide 

necessary details that were not covered in the questionnaire. Documentary Analysis, by gathering information 

or data collected from the questionnaire, interview, and observations processes, all data has been collected 

and tabulated as practiced response of the electric cooperatives for annual performance evaluation. 

Observations, the researcher also performed observations among employees of different ranks from different 

departments to support and validate the answers of the respondents. 

The Researcher being an employee of TARELCO I, have prioritized the study on the job satisfaction 

and the performance among the employees of TARELCO I for the access on the data and information needed 

in the study. To preserve the integrity of scientific research, the data were gathered after the approval and 

validation of the statistician and adviser of the College of Public Administration and Governance of Tarlac 

State University. With this, the researcher used the approved and validated questionnaires and distributed to 

the employees of TARELCO I from the different area coverage and the researcher collected the data for the 

tabulation that were presented on the next chapter. 

With the permission of the General Manager of Tarlac 1 Electric Cooperative, Inc (TARELCO I), 

survey questionnaire has been distributed to the respondents to different departments of TARELCO I. The 

researcher has made sure that the respondents have received sufficient information and are aware of the goals 

of the study. Respondents have the option of disclosing their names and contact information. Along with 

promises from the researcher on the respondent’s security and well-being throughout data collection. 

 

III. RESULTS AND DISCUSSION 

This chapter shows the data gathered in this research. The answers to the questions promulgated in the 

study are analyzed, interpreted, and are presented. 

 

1.Intrinsic and Extrinsic Factors 

 

Overall Evaluation of Intrinsic Factors 

The overall evaluation of the intrinsic factors such as achievement, the work itself, recognition, and 

self-improvement shows that the respondents strongly agreed with the given situations of such factor with an 

overall grand mean of 4.61. this means that respondents are very satisfied on their field of work and as 

perfectly agreed with the given situation of each factor.  

 

Table 1 

Overall Evaluation of Intrinsic Factors 

 

Indicators Grand Mean Adjectival Description 

Achievement 4.48 Agree 

Work Itself 4.56 Strongly Agree 

Recognition 4.67 Strongly Agree 

Self-Improvement 4.74 Strongly Agree 

Overall Grand Mean 4.61 Strongly Agree 
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In achievement, respondents have strongly agreed that they felt that their given tasks were very 

important for the company but in terms of participating to international and national meetings, there were 

doubts that they can easily be chosen to participate. Some respondents revealed that there were favoritism 

among employees, and that they cannot have an opportunity to have an appointment overseas. 

The Work Itself as a factor were given strongly agreed as verbal description by the respondents 

because they all know their job description or works to do in their respective areas of responsibility and 

accountability. The respondents were given time frames to accomplish their assign tasks because of their 

workloads, as their daily routines at work, they can finish their workloads on time effectively. And in some 

points, some respondents, especially those younger ones, have plans to go and take their masteral degree for 

their chosen field of study with the reasons on gaining more knowledge and skills and having potentials for 

job promotions. 

In Recognition, respondents have agreed on this factor as their verbal description because they felt 

that they were going above and beyond their expectations at their work, these means that they were given 

additional or extra tasks to accomplish even it was not in-line with their field of assignment. Those things 

were there on their job descriptions that they must do and accomplish other things that they may be given to 

the respondents. With those small rewards and recognitions given by the supervisors, it results to having 

respondents to perform well and efficiently at work. This actions by the supervisors of giving small 

recognitions such as treating them meals or snacks in and out of the company for such time like on break 

times or holidays. And others were recognized with their names called on their regular meetings to be an 

example of doing a good work for other employees to strive for the best. 

In Self-Improvement, respondents have strongly agreed with the given situations on self-

improvement because they felt that they were very satisfied to have work related responsibilities given to 

them. They can work in the projects that develop their capabilities and skills. And they felt that they have a 

chance to access to opportunities in the department for growth and development within themselves and their 

department as a whole. With this effect, the whole company will be benefited and have a positive outcome. 

 

Table 2 

Overall Evaluation of Extrinsic Factors 

 

 

 

 

 

 

 

 

 

 

With this, the grand mean of working conditions is 4.66 with the verbal description of “Strongly 

Agree”. The Supervision garnered a grand mean of 4.46 with an equivalent verbal description of “agree”. The 

co-workers with a grand mean of 4.47 with the verbal description of “agree”. And salary with a grand mean 

of 4.32 with the verbal description of “agree”. With these four indicators under the extrinsic, it garnered an 

Overall Grand Mean of 4.48 with a verbal description of “Agree”. 

 With the grand mean of 4.48 and a verbal description of “Agree” as the result shows, that the 

respondents are quite agree with the questions on the survey given by the researcher. There are lots to improve 

more for the employees to reach in the level of being highly satisfied according to the factors identified in the 

research. In this result, respondents need to see improvements from the factors of extrinsic that were given in 

order for them to have a high job satisfaction and with that, high rate of performance follows. 

In the factor of Working Conditions, the respondents were very satisfied with the “strongly agree” 

description. They were satisfied with the physical conditions of their workplace, doing their work smoothly 

and with confidence, and the supportive and inclusive culture are valued where they learned from their 

experienced professionals. Majority of their needs at work were provided to them, working materials and 

office supplies, records and data were easily provided by other employees when needed, and the support of 

their co-employees and supervisors were present. The physical condition of their surroundings are clean, clear, 

and have their sufficient working environment. 

Indicators Grand Mean Adjectival Description 

Working Condition 4.66 Strongly Agree 

Supervision 4.46 Agree 

Co-Workers 4.47 Agree 

Salary 4.32 Agree 

Overall Grand Mean 4.48 Agree 
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In the factor of Supervision, respondents quite agreed with the questionnaires given by the researcher 

such as the style of approach of their supervisor, some are autocratic and some are democratic. With this kind 

of traits that their supervisors have, it helps in the kind of approach of the respondents to acquire at work, this 

may influence their subordinates of what kind of attitude they possessed. Somehow, being autocratic in 

approach, employees may have the fear and do their work efficiently and effectively to avoid bad image on 

the part of the supervisor. And being democratic, some employees see this as their advantage, employees does 

what they want. What style on doing their work and they finish or accomplish their work. But with this kind 

of attitude at work, they must see to it that they are working rightfully and efficiently.  

And respondents also quite agreed with the distribution of their workload by the managers, some 

respondents in the departments with equal distribution or workload and other departments with unequal 

distribution. Some respondents of different departments have an opposite answer to the questionnaire. Some 

agree and some does not agree that there is equal distribution of workloads. Some reasons that have arisen 

were the following; Managers or supervisors have chosen to give heavy workloads on one the same person. 

Some supervisors have trust issues that they gave workloads to their batch-employees and not to the younger 

ones. And some does not share their knowledge on something to do with their specific work inside their 

section or division that individual employee needs for their growth and development at work. 

In the factor of Co-Workers, respondents were often energized each other through their work. They 

sometimes have a good relationship with their colleagues but because of unequal distribution of workload, 

they sometimes not in good terms with each other. With this situation, respondents often limit their 

participation and they were not cooperating with their projects or work that needed everyone’s mind and 

contribution in their department.  

In the factor of Salary, respondents are very satisfied with the allowances given by the company and 

their current level of salary as they have strongly agreed with the survey questionnaire. With the third question 

given by the researcher about the training abroad for certificate programs, respondents have quite agreed on 

it because managers were the ones who choose employees to participate in that trainings abroad and that only 

employees that were close to them were chosen if there are opportunities from the suppliers and contractors 

that needs employees to be trained abroad for such project. In table 1.2.5 shows the summary of overall 

evaluation of the extrinsic factors. 

Table 3 

Overall Job Satisfaction (Intrinsic and Extrinsic Factors) 

 

Indicators Grand Mean Adjectival Description 

Intrinsic Factors 4.61  Strongly Agree 

Extrinsic Factors 4.48  Agree 

Overall Grand Mean 4.54 Strongly Agree 

 

It resulted an overall grand mean of 4.54 with the equivalent verbal description of “Strongly Agree”. 

With this combined intrinsic and extrinsic factors that resulted in as high as “Strongly agree”, it does not mean 

that these factors are the major factors that affects the job satisfaction of the employees.  For the 5.0 points, 

there is still 0.46 other factors that employees need to say that employees are fully satisfied on their job in 

TARELCO I. 

 There are lots to improve more for the employees to reach in the level of being fully satisfied according 

to the factors identified in the research. In this result, respondents need to see improvements from the factors 

of both intrinsic and extrinsic that were given in order for them to have a full job satisfaction and with that, 

high rate of performance follows. 

 

2. Performance of the Personnel in TARELCO I along with their Accomplishments. 

According to the HR personnel, the key performance evaluation of TARELCO I employees was used more 

than a decade already and up until the present this key performance evaluation was still used. There were ten 

(10) factors were considered for TARELCO I employees for evaluation such as Attendance, Attitude, 

Compliance to policies, Cooperation, Customer/Employee relations, Cost, Dependability, Industry, 

Innovativeness, and the Job Knowledge. This factors were chosen to evaluate and see the performance of the 
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rank and file employees annually in TARELCO I, also these were used as basis for employees’ re assignment 

of place of work or position and the promotion. 

 The key performance indicators are targets that help measure progress against the most strategic 

objectives. While organizations can have many types of metrics, the key performance indicators are targets 

that are “key” to the success of the company. 

 In these modern time, more of the respondents have made their opinion that this key performance that 

were used in TARELCO I must be reviewed and make the necessary improvement or change to fit in the 

modern era as technology also progress and developed. 

The Performance of the 140 respondents in terms of accomplishments as the result shows in the Table 

12 that the Job Knowledge have a big impact and very important criteria with the highest rating of 90.54 rating 

to identify the Very Good level of performance and accomplishments of the respondents. At second, the 

Industry with 89.82 rating to identify the Very Good level of performance. Not far from the rating, the criteria 

such as Customer or Employee Relations (89.74), Attendance (89.49), Cooperation (89.90), Dependability 

(89.29), and Innovativeness (89.04) also with a Very Good level of performance. The Criteria of Compliance 

to Policies with (88.91) rating, Cost (88.91), and Attitude (88.59) follows with the Good level of performance 

by the respondents. Furthermore, the level of effectiveness, efficiency, productivity, and quality of work in 

TARELCO 1 is rated highly by the respondents. This encompasses how well the respondents carry out their 

job responsibilities, met set goals and objectives, and to the high quality of work done and performance of the 

personnel to contribute to the overall success of TARELCO 1. 

 

Table 4 

Performance of the Respondents 

 

Criteria Rating Level 

Job Knowledge 90.54 Very Good 

Industry 89.82 Very Good 

Customer/Employee Relations 89.74 Very Good 

Attendance 89.49 Very Good 

Cooperation 89.29 Very Good 

Dependability 89.21 Very Good 

Innovativeness 89.04 Very Good 

Compliance to Policies 88.91 Good 

Cost 88.91 Good 

Attitude 88.59 Good 

Grand Mean 89.35 Very Good 

Source: HR Division 

 

The Performance of employees is measured by the performance evaluation form which reviews an 

employee’s overall work performance. It highlights the strengths or weaknesses of individual employee, it 

creates goals for the employees to aspire to and offers constructive feedback. Essentially, performance 

evaluation let employees know how they are doing at the company and whether there is a room for 

improvement. For this reason, it is important to provide employees with effective performance evaluation that 

can help employees live up their fullest potential in the company. When performance evaluation is used 

effectively, these evaluations can provide several benefits to both the company and the employees. It gives 

the employees an opportunity to grow professionally and help ensure building a qualified group of employees 

who can contribute to the company’s short- and long-term goals. 

The performance evaluation helps identify the strengths and weaknesses of employees. Employees get 

a clear sense of how they’re doing at their job. It can let employees know what their areas of improvement 

are or it gives employees positive feedback and praise for a job well done. It also helps employees develop 

personally and professionally. When employees know where they stand at the company, it gives the 

employees the opportunity to improve their overall work performance. It can also improve their 

communication skills, skills in organization and time management, which can be useful both in and out of the 

workplace. Also, it allows employees to set goals, the opportunity to create a goal plan and establish objectives 

for the employees. It gives the ability to provide employees with a set of steps that employees can work 

toward. The goals created for the employees need to be attainable, yet challenging, and aim to drive the 
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company forward. And performance evaluation also helps determine pay raises or promotions; as employees 

are evaluated positively with their work performance.it can help the company make important decisions and 

signals to give reasons for a high compensation or for promotions. 

In TARELCO I, performance evaluation is implemented and done during the middle part of every 

year. With the performance of the personnel on TARELCO 1 that composed of 140 rank and file employees, 

these employees were described and evaluated as per their performance for the year 2023 with the standard 

criteria such as the following: First is Job knowledge with the given description of employees understands 

the nature and details of the job. Second is the Industry which employees accepts and performs added 

responsibilities or challenging assignments and maintains diligence at work. Third is the 

Customer/Employee Relations which relates the courtesy and respect to co-employees and clients. Forth, 

the Attendance which optimizes working time and strictly observes break times as its description. Fifth, the 

Cooperation which employees work harmoniously with others towards over-all efficiency of the 

organization. Sixth, the Dependability, employees carry and completes tasks as instructed and produces 

results when needed; accurate and dedicated to excellence. Seventh is the Innovativeness, it develops new 

ideas to meet changing conditions and improve present methods and procedures. Eighth, the Compliance to 

Policies which states that employees complies to company policies, rules, and regulations. Ninth, the Cost, 

also as one of the criteria on the performance of the employees, it describes as employees that avoids waste; 

takes action to increase revenue and reduce expenses; resourceful. And the Attitude, as described, employees 

accepts positive and constructive criticism and suggestions very well practices office decorum. 

 

3. Correlation between job satisfaction and the performance of TARELCO I personnel. 

Job satisfaction and performance are closely related, whereas high employee satisfaction typically 

leading to improve employee performance and a sense of engagement to an organization. Job satisfaction is 

important for both the employer and the employee. Employers greatly benefit from satisfied employees 

because they are more productive and one of the most important goals of a company is to maximize employee 

performance to achieve those goals. 

 In TARELCO I, these factors given in considering and evaluating for performance of personnel and 

to see the level of their satisfaction as they do their work eight hours for five days in a week. The level of 

satisfaction has a direct impact on an individual’s performance which influences interactions with the clients 

and can even effect profits. As per example, when we are engaged and satisfied during work hours, we tend 

to exceed expectations and contribute positively to the company. 

 

Table 5 

Correlation between Performance and Job Satisfaction on Intrinsic Factors 

 

Variables Pearson r p-value Decision Result 

Achievements -0.049 0.567 Accept Ho Not Significant 

Work Itself -0.142 0.094 Accept Ho Not Significant 

Recognition  0.238 0.005 Reject Ho Significant 

Self-Improvement 0.154 0.069 Accept Ho Not Significant 

 

In TARELCO 1, respondents show in Table 13 the correlation between the performance and job 

satisfaction on intrinsic factors such as achievements, the work itself, recognition, and self-improvement. As 

variable, the achievements obtained the p-value of 0.567 that is greater than the (r) value of -0.049. Thus, 

the null hypothesis (Ho) is accepted. Therefore, the relationship is statistically not significant. With the work-

itself as variable, it obtained the p-value of 0.094 that is greater than the (r) value of -0.142. Thus, the null 

hypothesis (Ho) is accepted. Therefore, the relationship is statistically not significant. In Recognition as 

variable, the p-value of 0.005 that is less than the (r) value. Thus, the null hypothesis (Ho) is rejected. 

Therefore, the relationship is statistically significant. In Self-Improvement as variable, it obtained the p-value 

of 0.069 that is less than the (r) value of 0.154. Thus, the null hypothesis (Ho) is accepted. Therefore, the 

relationship is statistically not significant. 

With the result in table 13, Recognition which have statistically significant relationship, and it has a 

small value of p-value and it is below the significance level. Then it is considered more reliable that 

recognition among the employees of TARELCO 1have a weight in considering and that have an influence 
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for a high job satisfaction and performance. Moreover, respondents in this research, is hungry for the 

recognition to be given to them as they perform their tasks individually and there are recognitions waiting for 

them in the end of the year as the whole company to be recognize again by the National Electrification 

Administration (NEA) who is the governing body of electric cooperatives in the Philippines. 

The respondents show in Table 14 the correlation between the performance and job satisfaction on 

extrinsic factors such as working conditions, supervision, co-workers, and salary. In Working Conditions as 

variable, the p-value of 0.037 that is less than the (r) value. Thus, the null hypothesis (Ho) is rejected. 

Therefore, the relationship is statistically significant. 

 

Table 6 

Correlation between Performance and Job Satisfaction on Extrinsic Factors 

 

Variables Pearson r p-value Decision Result 

Working Conditions 0.176 0.037 Reject Ho Significant 

Supervision 0.002 0.978 Accept Ho Not Significant 

Co-Workers 0.055 0.520 Accept Ho Not Significant 

Salary 0.020 0.816 Accept Ho Not Significant 

 

In Supervision as variable, it obtained the p-value of 0.816 that is greater than the (r) value of 0.020. 

Thus, the null hypothesis (Ho) is accepted. Therefore, the relationship is statistically not significant. In Co-

Workers as variable, it obtained the p-value of 0.520 that is greater than the (r) value of 0.055. Thus, the null 

hypothesis (Ho) is accepted. Therefore, the relationship is statistically not significant. In Salary as variable, 

it obtained the p-value of 0.094 that is greater than the (r) value of -0.142. Thus, the null hypothesis (Ho) is 

accepted. Therefore, the relationship is statistically not significant. 

With the result in table 14, Working Condition which have statistically significant relationship, and 

it has a small value of p-value and it is below the significance level. Then it is considered more reliable that 

working condition among the employees of TARELCO 1 as a factor have a lot to say and a big factor when 

it comes to satisfaction and performance at work especially in TARELCO 1 because respondents wanted a 

good, clean, and spacious working condition. Respondents can normally breath with the air conditioning units, 

complete office supplies which they needed and satisfying working area. This factors have a big influence to 

have a high percentage of job satisfaction and performance at the TARELCO 1.  

 

 

4. The problems encountered by the respondents that may impact their job satisfaction and 

performance in TARELCO I  

 

The workplace is the place where employees perform their tasks for the company, whether in a 

physical office or at field or remote setting. No matter how well you perform at work and complete the work 

on time, some challenges or problems always arise.  

If the Job satisfaction is high, the employees will perform better. On the other hand, if the job 

satisfaction is low, there will be performance problems. Job satisfaction levels reflect the workplace culture 

of the company. If the employees are unhappy with their jobs, it may be because there are aspects of the job 

they do not like or the work environment is unfavorable for them. In examining in of job satisfaction, it is 

important to breakdown and identify analysis of the problems encountered. 

 

Table 7 

Problems Encountered by the Respondents  

 

Problems Encountered Frequency Percentage Rank 

Delegation of Work 93 66.42 1 

Lack of Transparency 84 60.00 2 

Communication 68 48.57 3 

Absenteeism 18 12.85 4 
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The problems encountered by the respondents that may impact their job satisfaction and performance 

in TARELCO I may vary. However, some common issues that may affect job satisfaction and their 

performance based on the data gathered and interview from the respondents are the following: 

The one of the most common problems encountered by the respondents the delegation of work by the 

immediate superiors aside from their given job description. The problem of delegation of work to the 

employees ranked on top by the respondents with 93 rank and file employees who mentioned the delegation 

of work as a problem with 66.42 percent. This unequal delegation of work to do for the employees because 

of the number of the years in service (seniority) of the specific employee because of different views and 

expectations of contribution to increase the job satisfaction due to familiarity with work content and work 

environment. Much trust was given to the employees who already years longer than the junior employee. An 

unreasonable workload can leave employees feeling overwhelmed, underappreciated, and stressed, leading to 

burnout and disengagement. The pressure of an excessive workload strains their work-life balance, 

contributing to a cycle of stress and fatigue. According to employees, workload is one of the reasons for stress 

at work. This factor of job satisfaction diminishes productivity and compels employees to take time off to 

manage this stress. 

  The following also arises as a problem in TARELCO 1. The lack of transparency as a problem ranked 

second by the respondents with 84 rank and file employees who stated that there is a lack of transparency 

among the managerial positions to the rank and file employees with 60 percent. With the present style of 

managing employees in TARELCO 1, there are disputes regarding the collective bargaining agreement 

between the management and the labor union group. The Collective Bargaining Agreement is very important 

to the rank and file employees of the company. And respondents have observed that there are no proper 

reporting of the technical, institutional, and the financial aspect of the company as the employees to understand 

what was the real status of the company to reach or maintain its Triple “A” categorization which the National 

Electrification Administration (NEA) is giving to the electric cooperatives all over the Philippines who have 

an excellent performance annually. 

  Third problem which the respondents have ranked was the Communication. There were 68 

respondents who have stated that communication was a problem among employees with 48.57 in percentage. 

The Communication within the workplace is very essential for organizations in terms of job satisfaction of 

employees. Effective interaction and communication between managerial positions and rank and file 

employees provide to improve job satisfaction and the performance; on the contrary, lack of communication 

causes dissatisfaction. And as mentioned from the previous problem identified on the lack of transparency, 

some respondents felt the management are keeping the real status of the company on its financial, technical, 

and administrative operations of the company. This creates mistrust and dissatisfaction among employees. 

 Another is the absenteeism of employees. Even though employees filed for a leave of absences or for 

some emergency absences, employees must make time to do their work efficiently and make up their loss 

working time to finish the job well. And if there were already a habit of absenteeism, co-workers might feel 

uneasy and uncomfortable to work with quality and effectively. There were respondents that have observed 

with their co-employee from their department that when employees already knew that they were going to be 

late to register their time-in clock machine for more than 15 minutes on the standard time-in clock hour in the 

morning, employees neither chose to clock-in early in the afternoon or have it absent on that whole day 

because of shamefulness that they came in very late inside the office. 

 Overall, these problems identified by the respondents have a great impact to the job satisfaction and 

performance of the personnel of Tarlac 1 Electric Cooperative, Inc (TARELCO 1) and should be addressed 

by the management of the cooperative to improve their services and maintain a positive relationship with the 

personnel. The respondents were very observant of what was happening to the company as they have 

identified these problems and encountered by them. The researcher having questions prepared to ask the 

respondents and they were very participative in giving answers to the questions and even they explained their 

answers briefly.  

 As the problems identified and stated by the respondents that may impact their job satisfaction and 

performance in TARELCO I. The delegation of work, lack of transparency, communication, and absenteeism 

as problems are just one of the major problems encountered by the respondents and these problems may also 

be the reasons to another problem/s that may be encountered by the employees.  

With this identified problems that were encountered by the respondents in TARELCO 1. The 

respondents have also answered and have given measures that may enhance them to work their responsibilities 

and accomplish their job description as personnel of TARELCO 1 and achieve their purposes why they are in 

TARELCO 1. And also they have recommendations to avoid the identified problems and improve the work 

and have an effective and trusted personnel of TARELCO 1. With this mindset and attitude installed to every 

http://www.ijcrt.org/


www.ijcrt.org                                                        © 2025 IJCRT | Volume 13, Issue 1 January 2025 | ISSN: 2320-2882 

IJCRT2501121 International Journal of Creative Research Thoughts (IJCRT) www.ijcrt.org b92 
 

employee of TARELCO 1. As domino effect, there will be a good and quality services to the clients, suppliers, 

contractors, visitors, and applicants of TARELCO 1.  

 

5. Proposed measures to enhance the Job satisfaction and performance of personnel of TARELCO 1 

Based on the interviews from the respondents of the study the following measures were proposed to 

enhance and solve the problems encountered identified in the study. With the identified problems that were 

encountered by the respondents of the research, the researcher also asked the respondents measures to enhance 

the job satisfaction and performance of the personnel of TARELCO 1. With this measures, respondents were 

also asked its objectives, strategies, expectations, and outcomes to lessen or avoid the problem that were 

encountered.  

 

Table 18 

Proposed measures to enhance the Job satisfaction and performance of personnel of TARELCO 1 

 

Problems Measures Objectives Strategies Expectations Outcome 

Delegation of 

Work 

Align with the 

overall 

objectives and 

expectations of 

TARELCO I 

To ensure that 

employees or 

team as a 

whole 

accomplishes 

its goal on 

tome and 

effectively as 

possible 

 

It gives 

employees the 

opportunities 

for the growth 

and learnings. 

Keep the 

employees 

informed and 

engaged 

 

Provide clear 

instructions 

and 

expectation 

 

Address any 

concerns or 

questions 

promptly 

 

Provide 

feedback and 

guidance 

throughout the 

process 

Tasks or 

works are 

completed in 

a timely 

manner and 

accordance 

with the 

required 

standards 

 

Encourageme

nt on skill 

development 

through the 

delegation 

Empowering 

employees 

through 

delegation can 

build trust and 

improve overall 

satisfaction 

 

Delegation 

enables 

employees to 

assume 

ownership of the 

work and 

cultivate their 

abilities 

Lack of 

Transparency 

The company 

need to ensure 

information 

accessibility 

for frontline, 

in-office, 

remote 

employees as 

information 

needs to find 

them, as their 

favorite social 

media flat 

forms do 

Make 

information 

easily 

accessible to 

employees 

 

To improve the 

company’s 

marketing, 

sales, and HR 

performance 

 

Help employee 

build their 

personal 

brands and 

become 

thought leaders 

in the industry 

Encourage 

external 

content 

sharing.  

Build trust 

and improves 

workplace 

culture 

 

Drives 

employee 

engagement 

and advocacy 

 

Enhance 

innovation 

and 

knowledge 

sharing 

 

Promotes 

accountabilit

y and 

improves 

Workplace 

transparency can 

play a significant 

role in making 

the company 

more successful 

and sustainable 

 

Transparency 

improves 

alignment 

among team 

members that 

influences the 

success of a task 

project 

 

Employers 

freely 

communicate 

company 
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employee 

morale 

information to 

their workplace 

and employees 

are likely to act 

as brand 

ambassadors and 

engage in an 

advocacy 

programs 

Communicatio

n 

Company must 

regularly 

collect and 

analyze data 

from multiple 

sources 

 

Assess the 

impact of 

communicatio

n training 

programs on 

employees 

skills and 

competencies 

overtime 

Evaluate the 

success of 

projects or 

initiatives 

against the 

communicatio

n plans 

 

determine if 

adequate 

communicatio

n contributed 

to meeting 

project goals 

Foster a culture 

of openness 

where 

feedback is 

valued and 

encouraged 

 

Conduct one-

on-one 

interviews to 

gather detailed 

feedback on 

communicatio

n strategies and 

their 

effectiveness 

Have an 

active role in 

communicati

ng to co-

workers by 

participating 

effectively 

with respect 

in work 

conversations 

 

Stay current 

and ask 

questions 

regarding 

company 

information 

 

Avoid 

information 

overload by 

sharing 

communicati

on with too 

broad an 

audience 

In the evaluation 

on how well the 

information is 

shared and 

understood 

among the 

employees, 

impacting 

overall 

performance 

employee 

engagement and 

satisfaction 

comes the 

effectiveness of 

communication 

Absenteeism Review 

company 

policy om 

employee 

absenteeism 

 

Make time for 

an exercise to 

release the 

stresses at 

work 

 

Health 

screening or 

the annual 

physical exams 

of the 

employees 

Creating 

commitment to 

the company 

and alignment 

with the goals 

of the company 

leads to lower 

absenteeism 

Job sharing by 

two or more 

employees 

working part-

time to 

complete the 

responsibilities 

of one role 

 

Shift work, 

employees 

work early or 

late shifts and 

weekends if 

they cannot 

work during 

the typical 

workdays 

Communicati

ng with co-

workers. 

Asking 

employees to 

reschedule 

their shift 

themselves is 

another way 

to decrease 

absence 

behavior 

By tracking, 

measuring, and 

decreasing 

employee 

absenteeism 

rates will 

improve 

employee 

performance 

 

The setting and identification of the measures, the objectives which are the specific measurable steps 

towards the goal. The strategies which describes what should be done to achieve the objectives. The 

expectations when the strategies were executed and implemented. And the outcomes or the result of that 
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objectives and strategies that were planned and identified to a certain problem encountered in the research 

helps the company create an actionable plan that aligns with their overall mission and vision which will boosts 

the personnel of TARELCO 1 with a high job satisfaction and high level of performance. 

Aside from the given measurements on the table 18, there were other measurements that were raised 

by the respondents to enhance the job satisfaction and performance of personnel of TARELCO 1. This are to 

following: 

First, Improve company policies: Update the TARELCO 1 company policies that suites on the 

current issues that arises. There must be a regular monitoring and strict implementation. And implement 

measures that will boost the morale and improve the job satisfaction and performance of employees either 

managerial or in rank and file employees. 

Second, Enhance Co-worker support: Strengthen the co-workers support by providing trainings and 

seminars on effective communication, problem-solving, and quality services among the personnel of 

TARELCO 1. Ensure that existing problems are promptly addressed, and complaints are resolved in a timely 

manner.  

Third, Seek client feedback: Regularly conduct client satisfaction surveys or feedback sessions to 

understand their concerns, expectations, and suggestions for improvement. Actively incorporate client 

feedback into service enhancements and address any recurring issues. Remember, these are just proposed 

measures, and TARELCO I may need to assess their feasibility and align them with their specific goals and 

resources. 

 

Conclusions 

Based on the indicated findings, the following conclusions were drawn: 

1. In Achievement, as the result of verbal description of being “agree” by the respondents. Some respondents 

agreed but some were not that achievement as a factor for job satisfaction because they were not 

recognized by their superiors of what they have achieved or contributed for a work or project done. But 

in overall, achievement as a factor is important for job satisfaction to boost the employees’ motivation to 

work hard and have an accomplishment on time.  

2. With Work Itself, as the result of verbal description of being “agree” by the respondents. Identifying and 

utilizing each team member’s unique strengths and abilities is very important for this factor. With their 

assigned tasks that match their skills and interests to increase their engagement and competence in their 

work to heighten job satisfaction. 

3. With Recognition, as the result of verbal description of being “agree” by the respondents. Some 

respondents agreed and some were not, acknowledging and appreciating the individual or team’s hard 

work. But overall, recognition must be present at all times, with all employees, with no biases and feeling 

of disagreement for many. This is for professional growth to demonstrate investment in their success. 

4. In Self-Improvement, as the result of verbal description of being “strongly agree” by the respondents. 

Employees have the courage to build a culture of open dialogue, continuous learning in the workplace, 

and seminars that matches their skills are present in TARELCO I. 

5. For Working Condition, as the result of verbal description of being “strongly agree” by the respondents. 

Employees were very satisfied with their accountability of properties in their workplace. Their 

surroundings and conditionings around their workplace were very relaxing as they do work. 

6. With Supervision, as the result of verbal description of being “agree” by the respondents. Supervisors or 

managers are very important for creating a good relationship with their people or staff to improve job 

satisfaction among themselves. 

7. In Co-Workers, as the result of verbal description of being “agree” by the respondents. With the 

relationship built with the co-workers, there will be opportunities for team members to work together and 

connect beyond work tasks such as team-building exercises, joint projects, or casual social gatherings to 

improve the overall job satisfaction. 

8. In Salary, as the result of verbal description of being “agree” by the respondents. The level of Salary bears 

a positive but quite uncertain, relationship to pay and job satisfaction. With the salary scale of TARELCO 

I and the provisions of wages of the government agency, issues on salary of employees are currently 

complicated. But overall, salary have a big factor and influence in the employees’ job satisfaction and 

performance. 
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Recommendations 

Based on the indicated conclusions, the following recommendations were drawn: 

1.  To ensure a manageable workload and prevent these negative outcomes. It encourages regular 

check-ins to discuss workloads, challenges, and priorities. It helps employees focus on high-priority tasks 

by clearly defining what is urgent and important. It set realistic deadlines to avoid rushed work and stress, 

ensures employees have the necessary tools, training, and support to complete their tasks efficiently and 

encourage employees to take regular breaks and disconnect after work hours. 

2. Avoid Employee Burnout. Having a reasonable workload is essential for job satisfaction. Employees 

who are constantly overwhelmed with work are more likely to experience stress and burnout. On the 

other hand, employees who are bored with their profession are also less likely to be satisfied and seek 

employment elsewhere. 

3. Manage Workloads Effectively. Keep a close eye on employee workloads, ensuring they are realistic 

and manageable. Set achievable deadlines, provide the necessary resources, and balance task 

distribution. 

4. Encourage Breaks and Vacation Use. Encourage employees to take regular breaks during the day 

and to fully utilize their vacation time. Part of the satisfaction of being employed is the social contact 

it brings, so allow employees a reasonable amount of time for socialization (e.g. over lunch or during 

breaks). This will help develop a sense of camaraderie and teamwork. At the same time, cracking 

down on rudeness, inappropriate behaviour and offensive comments. 

5. Maintain Open Communication and Provide Support. Establish a work environment where 

employees can openly discuss stressors. Conduct regular check-ins to monitor well-being and offer 

timely support. 

6. Creating a sense of autonomy amongst the workplace and having the employees   and of course, 

improves job satisfaction. First, by encouraging autonomy, you build a dynamic, adaptable team 

capable of tackling challenges and propelling the company forward. In establishing a trust-based 

culture, it creates a culture where trust is foundational to everything else. Avoid micromanaging, and 

trust in your team's abilities and judgment. When employees feel trusted, they're more proactive and 

comfortable in their roles. The freedom to make decisions, they take greater ownership and 

responsibility over their job. In turn, employees are more bought in and invested in their work. 

Autonomy also boosts job satisfaction, as they value the trust and confidence that were place in them. 

Second, setting a clear goal and prove resources. Clearly outline goals and expectations, then equip 

your team with the necessary   resources and support. Empowering them with the right tools and 

information fosters independent decision-making, alleviates unnecessary anxiety. And Last, 

implement regular feedback. A regular, constructive feedback is vital for promoting autonomy. Even 

more important, workers want regular feedback. Many of those who say they receive feedback often 

also say they are extremely or very satisfied with their work.  

7. Offer Career Growth Opportunities. To boosts job satisfaction, managers should focus on career 

growth and professional development. As employees learn new skills and improve existing ones, they 

become quicker and more skillful. This creates greater sense of self-accomplishment and boosts their 

job satisfaction. First, create personalized development plans, work with team members to create 

personalized plans that match their career ambitions and company goals. Include practical steps such 

as training, workshops, mentoring, and skill-building tasks. Second, conduct regular career 

discussions. Hold regular one-on-one meetings to discuss career growth. In these meetings, review 

each member's progress, challenges, and goals, and explore opportunities for their advancement like 

promotions and new projects. And last, promote a learning-driven culture, encourage a culture of 

continuous learning in the workplace. Offer learning resources like online courses, seminars, and 

training sessions. Support team members in sharing knowledge and joining professional groups. 

8. Managers and Supervisors plays a pivotal role in the morale, production, and overall job 

satisfaction. Managers can increase job satisfaction by creating a positive work environment and good 

team relationships. This includes open communication, teamwork, inclusivity, and recognizing team 

achievements, leading to a more engaged and productive team. First, embrace participative leadership, 

involve the team in decision-making to build their sense of belonging and value within the company. 

Actively seek feedback, involve employees in goal setting, and incorporate their ideas in major 

decisions. Create opportunities for team members to work together and connect beyond work tasks.  

This could involve team-building exercises, joint projects, or casual social gatherings. Second, 

leverage individual strengths for motivation, identify and utilize each team member’s unique strengths 

and abilities. Assign tasks that match their skills and interests to increase their engagement and 
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competence in their work. Understand what motivates each employee – be it career growth, learning 

opportunities, recognition, or work-balance – and adapt management style accordingly to heighten job 

satisfaction. And last, prioritize transparent and consistent communication, adopt a management style 

focused on clarity, honesty, and consistency in communication. 

9.  Another recommendation would be to have the restoration of the fitness gym. The restoration of 

the fitness gym so that employees can exercise in their given free time. And also a recommendation 

to re-organize the cafeteria so that employees can choose what they want and nourish themselves when 

needed. Employees would not have to leave the office to get lunch and feel more comfortable in their 

work environment knowing that they can grab nourishment conveniently. These actions if 

implemented in an office environment such as in TARELCO I would result in an increase in job 

satisfaction and a decrease in employee turnover. Researchers and managers may find that the results 

of this study may warrant further research. These results can be used by managers of those 

professionals to implement strategies to reduce employee dissatisfaction and turnover. It is also 

recommend that research into other factors that may affect employee dissatisfaction to be conducted. 
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