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Abstract: The main purpose of this study was to find out if employability and work environment significantly
influence employee productivity of banks employees of Davao del Norte and Davao de Oro. The 255 respondents of this
study are from 27 banks of Davao del Norte and Davao de Oro. The statistical tools used to interpret the data gathered
were Mean, Pearson-r, and Multiple Regression Analysis. The independent variables were employability and work
environment, while the dependent variable was employee productivity. Findings from the study revealed that
employability got a mean of 4.33 which means very high.This indicates that the level of employability is very much
observed. And, work environment received a mean of 4.20 which means very high, this indicates that the level of work
environment is very much observed. On the other hand, employee productivity got a mean score of 4.31 which means
very high, this indicates that the level of employee productivity is very much observed. Moreover, the result shows a
significant relationship between employability and work environment on employee productivity. Also, all the domains
of the variables mentioned above significantly predict the employee productivity of bank employees of Davao del Norte
and Davao de Oro. Thus, a better employability and work environment would positively contribute to increasing
employee productivity.
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I.
INTRODUCTION
The major problem of the banking industry is finding new ways to improve employee productivity. Any employee
challenges, such as company culture, personal attributes, and interpersonal relationships, naturally affect employees’
productivity. Employees' emotional and physical health can be harmed by any circumstances that bring them stress.
Their work suffers as a result, and their capacity to perform at their best is harmed. Employees’ productivity fails when
they are distracting and unhappy. That is why organizations need to focus on examining what factors predict the
employee productivity of banks’ employees (Ibrahim, 2021).
In today's economy, employee productivity is essential in organizations. Employees may be encouraged to be
competitive and productive if organizations strategize how to hire, train, and reward them (Longnecker& Fink, 2001).
Employee productivity is the newest strategy in the organization. They anchored the idea that this relationship is crucial
because a business can use its human resources to gain a competitive advantage by enhancing productivity. Because
once employees are productive, the operating income increases, the company expands, and the workers are rewarded
with incentives. It is growing the business to where the employees and employers are satisfying (Onyije, 2015).
However, banks must uphold employability and a pleasant working environment to ensure employee productivity.
Employability is linked to enhancing employee productivity. Employees that are highly employable are likely to be top
achievers, and employability can help a company achieve exceptional results and maintain competitiveness (NepangueSeaman et al., 2016). Also, a healthy working environment is essential for ensuring employee productivity and avoiding
undue stress, adversely affecting job efficiency. The work environment is the sum of the inter-relationships between
employees and the working environment. Thus, the issues of organizational employability and work environment
predict employee productivity(Al-Omari &Okasheh, 2017).
The researcher has not come across a study conducted in line with the employability and work environment as
predictors of employee productivity of banks’ employees. The researcher observed that some banks employees rant
about organizational issues regarding employee productivity. Like how co-employees behave and perform within the
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organization depends on their employability, how they interact with other employees, immediate supervisors, and even
clients, and the work environment. Employability and work environment are great contributors to employee
productivity and success of the banking industry, with the belief that this research study could contribute towards
improving the employee productivity of the banks’ employees of Davao del Norte and Davao de Oro, thus the urgency
to conduct the study.

II.

REVIEW OF RELATED LITERATURE

This section contains theories, concepts, facts, information, opinions, and readings about employability, work
environment, and employee productivity.
2.1 Employability
Employability is the first independent variable. Employability is having a unique ability, experience, individual
attributes, and characteristics that can realize job opportunities that benefit them, their co-workers, the organization, and
the industry. Can adjust to ever-develop, demanding organizational and career environment, which has psychological
and social aspects. Individuals with high levels of employability can sustain employment (Vargas-Hernandez &
Jimenez, 2015).
Employability is defined and described worldwide. Openness to changes at work, as evidenced by the lengthy
and complicated history of employability research. Employees that are flexible to change, willing to adapt, and
consciously aware of the potential of change in diverse settings are receptive to changes at work. Open people appear to
be more flexible and believe that the change will benefit them. Individuals who are willing to try new things and
innovation are more adaptive to changing work and life contexts, which improves their employability (Augustsson et al.
2017).
Employability has emerged as the first foundation of global demand, enhancing employee participation in the
labor market while remaining appealing and employable in today's dynamic and unpredictable workplace. The world
of work has changed, and work and career proactivity are essential given this change. Work and career proactivity entail
deliberately controlling oneself and surroundings to make things happen. It entails wishing for and working for
progressive transition to create a different and more desirable future (Wang& Parker, 2015).
Recent literature includes career motivation as an indicator of employability. Career motivation refers to a person's
determination to put as much effort as feasible to make effective job decisions. Employees passionate about their jobs are
eager to take advantage of the development and advancement possibilities provided by transformative leaders. Because
they establish workplace environments that encourage the development and practice of new talents that may promote
career progression, transformational leaders impact their colleagues' career success (Baethge et al., 2017).
Moreover, research has shown that something positively related to various employability measures to work and
career resilience. Work and career resilience are complex phenomena that describe a person's ability to cope in a highpressure circumstance. Employee resilience refers to an employee's ability to utilize resources to continue adjusting and
prospering at work, even in adversity, as encouraged and supported by the business. Employees with a high level of
career resilience should expect to work independently, take the initiative, and proactively seek to improve their workrelated skills and knowledge. Employees like this help businesses achieve a long-term competitive advantage in the
global marketplace (Tien & Wang, 2017).
Despite a comprehensive view of employability, Jabbar et al. (2019) focused attention on optimism at work as an
indicator of employability. The core themes of optimistic psychology are optimism at work, a positive mental attitude
toward future events, and the self. Those optimistic at work are more likely to take positive actions in the face of future
challenges and have self-assurance in their capabilities to overcome objective, practical challenges and improve
employability.
There is also literature that describes employability as associated with work identity. Work identity is a
multifaceted job consciousness that integrates levels of workplace aspects of an individual's self-image. When people
conduct work, their other identities influence their practices and behaviors. As a result, work identity promotes
employability by providing inspiration, direction, and purpose to career-related endeavors (Fabio, 2017).
Evidence of broader interpretations of employability, such as continuous learning, job enrichment, and
management educational development, are all critical aspects of organizational development. Self-empowerment and
productive networking are also necessary to improve and retain employment at all stages of life. Employability is a
lifelong commitment in competitive and beneficial in ensuring that it does not end when a person retires. Employability
is a continuous self-evaluation process and assessment of one's abilities (Herbert, 2016).
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Finally, literature illustrates that employability is the unique mix of skills, abilities, resilience, positive outlook,
and personal attributes. A person with a broad range of experiences earned through advanced education is more likely
to find work that they enjoy and excel in. As indicated by the continuous and innovative development of employability
study, employability has been defined and characterized locally and internationally, including flexibility, adaptability,
skills, competencies, and knowledge. Experiences shape individuals to become more employable and work
productivity. It implies increasing employment (Baciu et al., 2016).
2.2 Work Environment
The second independent variable is the work environment. The work environment context, social
characteristics, and physical conditions wherein you accomplish your job. These factors can affect emotions of wellbeing, relationships with co-workers, teamwork, productivity, and wellness programs. External structure, a company's
culture, and workplace conditions are a work environment's three most important characteristics. Determine your
personality traits and values by looking at your work environment (Career Guide, 2020).
Many work environment studies have shown it satisfied workers regarding decision latitude. Decision latitude is
one's feeling of control over decision-making in the workplace, including control over the use of abilities, intellectual
competence, organizational characteristics, freedom, time commitment, and individual schedule flexibility. High
decision latitude at work is a job resource that allows employees to learn new abilities and put them to use, which is
essential for the experience of a dynamic learning environment and collaborative sharing of ideas at work. Such latitude
can directly affect productivity (Ziae et al., 2019).
One aspect of the work environment is psychological demands. Psychological demands, as physiological,
interpersonal, or institutional aspects of the job that employees must meet to maintain physical and mental effort. It
related the conditions of employment to how hard a person works. High psychological expectations can strain an
employee's ability to execute their job effectively and cause them to lack confidence in their abilities and skills,
dissatisfaction with their work, and low productivity (Wanjira et al., 2020).
In recent research, supervisor social support has recently identified as an essential determinant of the work
environment. Emotional support, appraisal support, informational support, and physical support are four major
psychological dimensions of supervisor social support. Leaders recognize their employees' accomplishments and care
for their well-being. Because supporting acts by a supervisor build employee belief or anticipations for future benefit
receipts, supervisor support also leads to employee motivation for positive reciprocity (Collins et al., 2016).
Fortunately, strong co-worker social support improves the work environment by relieving employee stress and
enhancing job satisfaction and performance. Co-worker social support means aiding one another in their jobs when
expertise and knowledge are needed and bringing motivation and encouragement. It is inadequate to reach the
company's goals when there is a conflict between co-workers. Co-worker social support is significant in the work
environment to maintain a productive working relationship among workers and be a valuable team member
(Raziqa&Maulabakhsh, 2015).
In most previous studies, the work environment is where the workers perform tasks and work every day.
Supervisors have positive relationships with their colleagues, receive training and development, have an attractive,
quick incentive and reward scheme, and have an appropriate workload. When employees have a positive attitude
toward work and everything in the environment, they achieve their goals. They can positively affect employee
performance development and influence work better so that productivity is at the maximum level (Awan & Tahir, 2015).
Finally, the research shows that a work environment is a setting in which workers operate in a company that
can influence employees' physical and psychological conditions, which can affect their productivity, either directly or
indirectly. If people perform optimally, peacefully, and efficiently, we can say the work atmosphere is favorable. As a
result, the organization must foster a sense of belonging, open communication, and self-control in order to achieve
shared objectives. Workplace benefits include instilling a desire to work, resulting in increased productivity and
performance (Sitohong, 2020).
2.3 Employee Productivity
The dependent variable in this study is employee productivity. We consider employees as the best assets of a
company and the headspring of the core competence. Nowadays, the banking sectors want to develop ways to keep
employees contributing to their full potential, fully motivate the initiative for work, and make the employees work
product in the organization. The company invests in training and other forms of personal development for its personnel
to gain capital appreciation through increased employee productivity. Hence, employee productivity is a metric that
measures both the workforce's efficiency and effectiveness(Harness, 2018).
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Employee productivity, often known as efficiency, the efficiency of a worker or a group of workers is
measured. Efficiency refers to the extent to which something is efficient. Efficiency implies that they make the most of
their working hours to create more and better products in less time. They complete their job and achieve a fair number
of tasks. It demonstrates that they stick to schedules, make fewer mistakes, are cost-efficient, and do not spend too much
time on a particular charge. The efficiency of an organization's staff is critical to its success, and it is an essential factor to
consider (Hanaysha; 2016).
Additionally, employee productivity has directly affected the company's profits and condition. Employees
need to produce valuable and quality work. Quality refers to creating products or services that meet and exceed
customer requirements and expectations, then the customers' satisfaction. Therefore, an employee's productivity is the
quantity of output and the production quality and measures the goal achievement (Salimi, 2015).
In most employees' productivity, timeliness is an essential element of the overall order. Employee productivity
is the time an employee spends producing the desired outputs. The expectation of information accessibility and
availability in a reasonable amount of time is timeliness. Furthermore, the timeliness element assesses whether a task
was completed accurately and on time. When the output is readily available, an employer can determine an employee's
timeliness. Timeliness is critical for maintaining customer satisfaction and long-term loyalty and motivating employees
to do their best work and productivity and strengthening your company's market position (Mutuku&Nyaribo, 2015).
Past literature reveals that employee productivity can measure through the effectiveness of an employee. Looks
at the quality of the results we achieve and to which something is successful in producing the desired result. A
successful worker not only strives to complete assignments as quickly as possible but also to solve problems creatively
and consistently improve their efficiency to produce the best results. Therefore, the effectiveness of employee measures
regularly meets targets and aims to do high-quality work (Okeke et al., 2016).
It is hard to find a precise definition of an employee’s productivity. Employee productivity is the most effective
use of all skills, resources, and competencies to improve the quality and quantity of work while reducing waste and
allowing people to enjoy better lives outside of work. They can also gain skills and information that will keep them
employable for the rest of their lives, resulting in increased employee productivity, which leads to competitiveness and
human progress (Saatchi, 2017).
Lastly, the goal of every company is to boost employee productivity. Employee productivity increases bring
several benefits to both the company and its employees. Increased productivity boosts an organization's edge over its
competitors by lowering costs and increasing massive production. Similarly, employers may reward highly productive
staff with higher compensation and better job chances. As a result, examining its determinants is integral to maintaining
organizational sustainability and long-term performance (Baily et al., 2015).
2.4 Correlation between Measures
People today are hard to find a job even if they are degree holders. They are most likely to be competing
against others, especially if they have the same academic qualifications. But suppose you have a particular combination
of personal characteristics, abilities, ideals, and the ability to put them into practice once they've gained some
experience. In that case, you will make you stand out from the crowd, referring to employability. The researcher stated
that employability is not just about getting a job but also about being successful throughout their working life. The result
showed that employers' primary concern is to hire highly employable employees because they are top achievers, and
employability may require the organization to achieve exceptional results and sustain competitiveness. Therefore,
employability and employee productivity are related to individuals and the organization (Yorke, 2019).
Employment opportunities are limited, and not everyone gets a job. Employability is becoming a central
mission and forcefully promoted in business. Individuals require enhancement of their employability to gain an income
and essential for employment survival. Employability means the capability to gain employment, hold it, and, if
necessary, find another job. Also, employability cites a person's opportunity to secure and stay at the work they like.
Employability is a series of experiences that make a person a high-performing individual. Results endorsed that
employability attributes can enhance employee productivity in the workplace and benefit society and an organization.
Meaning employability is positively related to employee productivity (McCowan, 2015).
Meanwhile, an issue of productivity is not only focused on employability but also the work environment. The
work environment significantly influences how you feel about your job. Employees feel good about coming to work in a
positive work environment, which motivates them to keep them going throughout the day. That’s why employers
should create a positive atmosphere and consistently encourage their employees; these correlate with improving
happiness, and motivation, improving morale, fostering growth, promoting collaboration, and increasing employee
productivity. Based on the findings, employees need a suitable working environment to do their jobs correctly and to
the best of their abilities (Sumiyati et al., 2016).
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The work environment always significantly influences anyone, including the company, and should gain more
attention. Employers should take the initiative in improving the work environment so that employees will be motivated.
The researcher found that the work environment substantially impacts employees' well-being and develops interaction,
collaboration, innovation, and job satisfaction. Employees will attain the required outputs and goals, and productivity
will grow. The work environment impacts the quality of an employee's job and their level of productivity (Al-Omari
&Okasheh, 2017).
The above literature readings illustrate a definite association between employability, work environment, and
employee productivity, and how it touches the productivity of the organizations critically supports the study.
Employees with employability traits and a positive work environment result in employee productivity and high
performance.
2.5 Theoretical Framework
The first independent variable is anchored on the theory of Becker (2009) Human Capital Theory, which states
that employability is capable of self-improvement. And professional progress through investments in education, work
experience, achievement, awareness of personal skills required for success in their chosen area, and productivity
competency development. The second independent variable is anchored on the theory of Herzberg (1950), as cited by
Fugar (2007), who stated that the work environment is a relevant factor that contributes to job satisfaction, achievement,
responsibility, and advancement, including corporate strategy and governance, monitoring, remuneration, social
communication, and workplace safety. The dependent variable is anchored on the theory of Taylor (1919) Scientific
Management Theory, which states that employee productivity is the workers' knowledge of their job, and it is the
starting point for improving employee productivity. It enabled given the intellectual capacity to do much higher, more
interesting, finally more developing, and more productive work. Many businesses' performance determines by their
workforce's ability to fulfill their tasks and the establishment's strategic goals. Taylor asserts employees will be more
content if they make more production.
The first independent variable in the study is supported by Fugate and Kinicki (2008, p.512). Illustrates
employability is a disposition that fosters individual characteristics that include openness to changes at work, work and
career proactivity, career motivation, work and career resilience, optimism at work, and work identity.
The second independent variable in the study is supported by Pelfrene et al. (2001, p. 304). To address current
work environment challenges for both employees and organizations include decision latitude (a combined scale of skill
discretion and decision authority), psychological demands, supervisor social support, and co-worker social support.
While the dependent variable supported by Buuri (2015, p.15) said that employee productivity refers to
workforce productivity that includes efficiency, quality, timeliness, and effectiveness, employees who participate in the
evaluation, organizational objectives, or solution processes have higher employee productivity.
2.6Conceptual Framework
Presented in Figure 1 is the Conceptual Framework of the study. As the framework shows, the first
independent variable is employability (Fugate & Kinicki 2008). These indicators include openness to changes at work,
work and career proactivity, career motivation, work and career resilience, and optimism at work and work identity. In
this study, openness to changes at work means employees who are open to change are flexible and willing to adapt to new
situations. Also, in this study, work and career proactivity, everyone's attitudes and behaviors in gathering knowledge that
may affect their jobs and career choices, both within and outside their current employer, are reflected in proactive career
orientation. Career motivation in this study describes a combination of human qualities and connected employment
decisions and actions, consistent pursuit of a goal, and driven by obstacles. In this study, work and career resilience
are linked to individual qualities, a sense of self, perseverance, and determination when challenged. In this
study, optimism at work is generally happiness, considering the big picture, and striving for success. Lastly, the
individual defines work identity in this study as they assume specific roles in the workplace.
The second independent variable is the work environment (Pelfrene et al. 2001) with the indicators of decision
latitude, psychological demands, supervisor social support, and co-worker social support. Decision latitude in this study
means how one can decide (skill discretion) and exercise control over their work (decision authority). Psychological
demands exist in a work setting when individuals' interpersonal and social characteristics and positions are well aligned.
In this study, supervisor social support is how leaders value their employees' contributions, fair treatment to the
employees, and care about their well-being. Co-worker social support entails aiding one another in their responsibilities
when necessary by sharing information and skills and providing guidance and support.
While the dependent variable of this study is employee productivity by Buuri (2015) with indicators
of efficiency, quality, timeliness, and effectiveness, in this study, efficiency refers to a process feature that demonstrates
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how the process achieves the desired output with the least amount of resources. Quality refers to how well a product or
service has met the customer's needs and expectations in this study. In this study, employers used timeliness to
determine whether employees completed a set of activities timely and accurate manner. And effectiveness, in this study,
refers to a process characteristic showing how the process output conforms to requirements.

Independent Variables








Employability
openness to changes at work;
work and career proactivity;
career motivation;
work and career resilience;
optimism at work; and
work identity

Dependent Variable






Work Environment
 decision latitude (a combined
scale of skill discretion and
decision authority);
 psychological demands;
 supervisor social support; and
 co-worker social support

Employee Productivity
Efficiency
Quality
Timeliness
Effectiveness

Figure 1.Conceptual Frameworkof the Study
2.7 Significance of the study
The results of this study are beneficialto particular groups of individuals and industries. First, to the banks of
Davao del Norte and Davao de Oro. This study will show which variable has more significant factors on employee
productivity required for successful operational performance. Second, to the bank's employees in different offices and
branches. This study will help them understand the nature of their work that will help them realize the importance of
employability, work environment, and employee productivity in organizational effectiveness. When employees feel
productive and may contribute to the organization's overall operation, they gain a sense of purpose. This purpose
inspires them to strive to be their best.
Lastly, academic research contributes to both theoretical and practical knowledge. It would help the
researchers do further studies on the same. The result will give them ideas on which factors predict the employee’s
productivity as a support program for improving the output of every industry. The result provided in this study will
help employers develop their employees and look after their wellness.

III.

METHOD

3.1 Research Design
This study is quantitative descriptive non-experimental research using correlational with regression analysis
technique. The researcher used this method to describe the link between three factors that the researcher had found. It
determines the direction and magnitude of such association if there is. Correlational research focuses on creating
connections between two or more variables in the same population and evaluating the statistical relationship, with little
or no effort to control extraneous variables. (Gravetter&Wallnau, 2004; Leedy& Ormrod, 2010; Schmitz, 2012). The
quantitative data about the phenomenon was the focus of this descriptive survey. The quantitative part is a suitable
schedule for collecting data planned for target respondents to answer the questions—data collection using surveys. The
study aimed to determine bank employees' employability, work environment, and employee productivity.
3.2 Population and Sample
The respondents who participated in this study arebank employees of the Provinces of Davao del Norte and
Davao de Oro. The target population is Seven Hundred (700) employees comprising the branch managers, middle-level
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officers (operation managers, bookkeepers, accounting clerks, and etc.), and frontline staff (tellers, customer service
representatives, marketing representatives, loan officers, collectors, and etc.).
The study used a stratified random sampling procedure to select a sample representing the entire
population.The researcher used Slovin’s formula to obtain the sample size: n=N÷(1+Ne2). Where n is the sample size, N
is the population size, and e is the level of precision, sometimes called sampling error which is the range in which the
actual value of the population is estimated to be. That is always expressed in percentage points, for example, ±5%. The
study will use a sampling error (e) of ±5%. Hence, the sample size will be n=700÷1+700(0.05)2=255. Therefore, the final
sample size is 255. A sampling ratio is established by dividing the sample size by the population size, that is,
255÷700=0.3643. 36.43% of the employees are selected from each category from each stratum. Finally, the distribution of
samples per category for branch managers is thirteen (13) samples, middle-level officers have sixty-two (62) samples,
and frontline staff has one hundred eighty (180) samples.
3.3Research Instrument
The researcher used an adapted and modified questionnaire for the independent and dependent variables
according to the study's needs. The literature was used to help create the questionnaire, which will be validated by a
panel of internal and external validators. Respondents will receive a questionnaire with demographic information on the
employees and three sets of questionnaires for the independent and dependent variables.
The first independent variable is employability with indicators such as openness to changes at work, work and
career proactivity, career motivation, work and career resilience, optimism at work, and work identity. The instrument
used in this study was derived from a 2008 study by Fugate and Kinicki, entitled"A dispositional approach to
employability: Development of a measure and test of implications for employee reactions to organizational change."
The second independent variable is the work environment with indicators such as decision latitude,
psychological demands, supervisor social support, and co-worker social support. The instrument used in this variable is
adapted from Pelfrene, Vlerick, Mak, De Smet, Kornitzer, and De Backer (2001), entitled "Scale reliability and validity of
the Karasek'Job Demand-Control-Support' model in the Belstress study."
The dependent variable of this study is the employee productivity of bank employees of Davao del Norte and
Davao de Oro with indicators such as efficiency, quality, timeliness, and effectiveness. The instrument used in this
variable is adapted from Buuri (2015) study entitled "Performance Measurement Practices and Employee Productivity in
the Insurance Firms in Kenya."
The original questionnaires are modified to contextualize the local banks' setting. The committee validated the
questionnaire before the administration to the respondents and had undergone validation by external validators. It has
also experienced the reliability test using Cronbach Alpha. The questionnaires were pilot-tested on cooperative banks,
which were not part of the identified respondents of the study. The researcher used the five-point Likert Scale anchored
at (5) Very High, (4) High, (3) Moderate, (2) Low, and (1) Very Low.
3.4 Data Collection
The researcher was able to do the following procedures in collecting relevant data for this research's
productivity.
Firstly, the researcher sought the securing approval to conduct the study from the Graduate School program
chairperson and their recommendation. A letter of consent is sought from the Managers of the participating banks of the
provinces of Davao del Norte and Davao de Oro as permission to conduct the study. Upon accepting the letter, the
researcher sought a letter of endorsement to accommodate the researcher to administer the questionnaire to the
identified respondents.
Further, before the survey questionnaire was handed out, the researcher sought the validation of
questionnaires from competent internal and external evaluators. Then, the researcher's manuscript is reviewed by the
UM Ethics Review Center. After which, it was pilot-tested for the assurance of its credibility. Next, the researcher
explained the means and importance of questionnaires to the respondents. The tool used was electronic mail, Facebook
messenger, text messaging, and face-to-face communication, provided that the researcher appropriately observed safety
protocols during this time of the pandemic.
Then, a combination of personal distribution and technology approaches in the distribution of questionnaires in
data gathering, retrieval, and dissemination of information. The researcher handed out the questionnaires in their office
for those who could be reached. The researcher gave instructions and orientation to the respondents to guide them in
going along with the questionnaires. After the respondents had answered all the items, the researcher retrieved the
survey questionnaire. Also, after the questionnaires were recovered, it disinfected and remained in a box for seven (7)
days.
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For those who were unreachable because of the situation brought by COVID-19 and the respondents were
having work-from-home and other alternative work arrangements. In this era of the “new normal,” online and offline
approaches are safer in data gathering. The questionnaires are sent through electronic mail, Facebook messenger, or any
technologies in the data gathering and collected later to give them enough time to answer the questions most accurately
and explain the research tool and its purpose.
Finally, the researcher collated and totaled all the data collected from the respondents before doing a statistical
analysis. The statistical information was evaluated and presented. With the information in hand, the researcher
concluded and made recommendations based on the study's findings.
3.5 Statistical Tools
The statistical tools used for data analysis and interpretations are:
Mean. This was used to determine the level of employability, work environment, and employee productivity of
bank employees.
Pearson-r. This was used to determine the significant relationship between employability to employee
productivity and work environment to employee productivity of banks employees.
Multiple Regression Analysis. This was used to determine what domain significantly best predicts
employability and work environment to employee productivity of banks employees in the provinces of Davao del Norte
and Davao de Oro.
IV.

RESULTS

The data obtained from the respondents on Employability and Work Environment as Predictors to Employee
Productivity the presented, evaluated, and constructed in this section based on the research objectives. The orders of
discussion on the mentioned topic are as follows: level of employability, level of work environment, level of employee
productivity, the significance of the relationship of employability and work environment to employee productivity,
regression analysis on the influence of employability and work environment to employee productivity, regression
analysis on the influence of the domains of employability to employee productivity, and regression analysis on the
influence of the domains of the work environment to employee productivity.
The standard deviation is used to determine the error on unknown samples. The researcher cannot note that
the standard deviation ranges from 0.58 to 0.71, which is lesser than 1.0 as the typical standard deviation for the 5-points
Likert scale (Wittink& Bayer, 1994). That means the accomplished questionnaires' ratings are close to the mean,
indicating the consistency of responses among the respondents.
4.1 Level of Employability
Table shows the level of employability of the bank's employees of Davao del Norte and Davao de Oro, with an
overall mean of 4.33 and a standard deviation of 0.46, as described as very high. The result implied that employees very
much observed the level of employability. That means that the respondents are very much observed employability in
openness to changes at work, work and career proactivity, career motivation, work and career resilience, optimism at work, and work
identity.The cited total mean score was the outcome acquired from the subsequent computed mean scores from the
highest to lowest indicators: 4.46 or very high for optimism at work; 4.39 or very high for openness to changes at work; 4.37
or very high for career motivation; 4.31 or high for work identity; 4.29 or high for work and career proactivity; and 4.14 or high
for work and career resilience.
Table 1. Level of Employability
Indicators

Mean

SD

Descriptive Level

Openness to Changes at Work

4.39

0.57

Very High

Work and Career Proactivity

4.29

0.59

Very High

Career Motivation

4.37

0.54

Very High

Work and Career Resilience

4.14

0.63

High

Optimism at Wok

4.46

0.53

Very High

Work Identity

4.31

0.59

Very High

Overall

4.33

0.46

Very High

4.2 Level of Work Environment
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As shown in Table 2, the overall mean score results of the work environment responded by the bank's
employees is 4.19 with a standard deviation of 0.47. It reflects a high descriptive level regarding the work environment
level, which implies that it is much observed. That means that the respondents are much observed the work
environment in the items of decision latitude, psychological demands, supervisor social support, and co-worker social support.The
cited total mean score was the outcome acquired from the subsequent computed mean scores from the highest to lowest
indicators: 4.43 or very high for the supervisor social support; 4.20 or very high for the co-worker social support; 4.08 or high
for the decision latitude; and 4.07 or high for the psychological demands.
Table 2. Level of Work Environment
Indicators

Mean

SD

Descriptive Level

Decision Latitude

4.08

0.56

High

Psychological Demands

4.07

0.62

High

Supervisor and social support

4.43

0.61

Very High

Co-worker social support

4.20

0.77

Very High

Overall

4.19

0.47

High

4.3 Level of Employee Productivity
As shown in Table 3, the overall mean score results of employee productivity responded by the banks’
employees of Davao del Norte and Davao de Oro is 4.31, with a standard deviation of 0.48, which is very high. The
result implied that the employees very much observe the level of employee productivity in the items of efficiency, quality,
timeliness, and effectiveness. The cited total mean score was the outcome acquired from the subsequent computed mean
scores from the highest to lowest indicators: 4.36 or very high for timeliness;4.33 or very high for effectiveness;4.31 or very
high for quality; and, 4.23 or very high for efficiency.
Table 3. Level of Employee Productivity
Indicators

Descriptive Level

Mean

SD

Efficiency

4.23

0.60

Very High

Quality

4.31

0.55

Very High

Timeliness

4.36

0.54

Very High

Effectiveness

4.33

0.54

Very High

Overall

4.31

0.48

Very High

4.4 Significance of the Relationship of Employability and Work Environment toEmployee Productivity
The correlation between employability and work environment to employee productivity of the bank's
employees is presented in Table 4. The computation using Person-r revealed that employability got an r-valueof 0.729
with an r-square of 0.5314 and p-value of 0.001. The work environment gets an r-value of 0.718, with an r-square of
0.5155, and a p-value of 0.001; hence, there is a significant relationship between employability and work environment to
employee productivity.
Furthermore, as presented in the table, the hypothesis, which states that there is no significant relationship
between employability and work environment and employee productivity of banks employees of Davao del Norte and
Davao de Oro, is rejected.
Table 4. Significance of the Relationship of Employability and Work Environment to Employee Productivity
Independent
Dependent
Variables
r-value
r-square
p-value
Decision
Variable
Employability
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Employee
Productivity

0.729

0.5314

0.001

Ho is rejected
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Work Environment

0.718

0.5155

0.001

Ho is rejected

*p<0.05

4.5 Regression Analysis on the Influence of Employability and Work Environment to Employee Productivity
Presented in Table 5 is a regression analysis of the influence of employability and work environment on
employee productivity. The table shows a computed F-ratio of 187.976 and a P-value of 0.001, which means a significant
effect of employability and work environment on employee productivity. The R-value of 0.744* indicates a positive
relationship between employability and work environment to employee productivity. The overall R2 is 0.599, meaning
that 59.9% of the employability and work environment level, and the remaining percentage is accountable to the other
indicators not included in the study.
Table 5. Regression Analysis on the Influence of Employability and Work Environment to Employee Productivity
Independent
Variable
(constant)

Unstandardized
Coefficients

Standardized
Coefficients
Beta

t-value

p-value

Decision

B

SE

0.693

0.188

0.454

0.063

0.436*

7.233

0.001

Ho is rejected

0.393

0.061

0.391*

6.489

0.001

Ho is rejected

Employability

Work
Environment

Dependent Variable:
R = 0.744*
F-ratio = 187.976

Employee Productivity
R2 = 0.599
P-value = 0.001

4.6 Regression Analysis on the Influence of the Domains of Employability to Employee Productivity
Presented in Table 6 is the regression analysis on the influence of the domains of employability on employee
productivity. The table shows computed F-ratio of 50.543 and a P-value of 0.001, so there is a significant influence of the
domains of employability on employee productivity. The R-value of 0.742* showed a positive relationship between
employability to employee productivity. The overall R2 is 0.550, indicating that 55.0% of the level of employability
comprises openness to changes at work, work and career proactivity, career motivation, work and career resilience,
optimism at work, and work identity. And the remaining percentage is accountable to the other indicators not included
in the study.
Table 6. Regression Analysis on the Influence of the Domains of Employability to Employee Productivity

Independent Variable

(constant)
Openness to Changes at Work

Work and Career Proactivity
Career Motivation

Work and Career Resilience
www.theijbmt.com

Unstandardized
Coefficients

Standardized
Coefficients
Beta

t-value

p-value

B
0.956

SE
0.198

0.140

0.048

0.169*

2.908

0.004

0.108

0.054

0.135*

2.002

0.046

0.269

0.057

0.306*

4.753

0.001

0.062

0.043

0.082

1.430

0.154

Decision

Ho is rejected

Ho is rejected
Ho is rejected

Ho is not rejected
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Optimism at Work
Work Identity

0.096

0.058

0.107

1.663

0.098

0.097

0.049

0.120

1.961

0.051

Dependent Variable:
R = 0.742*
F-ratio = 50.543

Ho is not rejected
Ho is not rejected

Employee Productivity
R2 = 0.550
P-value = 0.001

Moreover, openness to changes at work has a beta of 0.169* with a p-value of 0.004; work and career proactivity
have a beta of 0.135* with a p-value of 0.046; career motivation has a beta of 0.306 with a p-value of 0.001; work and
career resilience have a beta of 0.082 with a p-value of 0.154; optimism at work has a beta of 0.107 with a p-value of
0.098, and work identity has a beta of 0.120 with a p-value of 0.051. Indicators of openness to changes at work, work and
career proactivity, and career motivation significantly influence Davao del Norte and Davao de Oro banks employees'
prediction of employee productivity. Work and career resilience, optimism at work and work identity do not
significantly influence employee productivity.
Therefore, as presented in the table, the first hypothesis stated that there is no significant relationship between
employability and employee productivity of banks employees of Davao del Norte and Davao de Oro is rejected on
indicators: openness to changes at work, work and career proactivity and career motivation. While career resilience,
optimism at work, and work identity are the null hypothesis is not rejected.
4.7 Regression Analysis on the Influence of the Domains of Work Environmentto Employee Productivity
Presented in Table 7 is the regression analysis on the influence of the domains of work environment on
employee productivity. The table showed a computed F-ratio of 74.632 and a P-value of 0.001, which means there is a
significant influence on the domains of the work environment on employee productivity. The R-value of 0.738*
indicated a positive relationship between work environment to employee productivity. The overall R 2 is 0.544, showing
that 54.4% of the work environment level is explained by decision latitude, psychological demands, supervisor social
support, and co-worker social support. Other indicators not included in the study are responsible for the remaining
percentage.
Moreover, decision latitude has a beta of 0.373* with a p-value of 0.001; psychological demands have a beta of
0.196* with a p-value of 0.001; supervisor social support has a beta of 0.255 with a p-value of 0.001, and co-worker social
support has a beta of 0.152 with a p-value of 0.002. All indicators of the dependent variable have a corresponding 0.001
and 0.002 p-value, which is lesser than the 0.05 level of significance. Hence, decision latitude, psychological demands,
supervisor social support, and co-worker social support significantly influence Davao del Norte and Davao de Oro
employees’ prediction of employee productivity.
Therefore, as presented in the table, the second hypothesis stated that there is no significant relationship
between work environment and employee productivity of banks employees of Davao del Norte and Davao de Oro is
rejected on all indicators: decision latitude, psychological demands, supervisor social support, and co-worker social
support.
Table 7. Regression Analysis on the Influence of the Domains of Work Environment to Employee Productivity

Independent Variable

Unstandardized
Coefficients
B

SE

(constant)

1.127

0.187

Decision Latitude
Psychological Demands
Supervisor social support
Co-worker social support

0.316
0.150
0.199
0.094

0.044
0.038
0.039
0.030

Dependent Variable:
R = 0.738*
F-ratio = 74.632
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Decision

Standardized
Coefficients
Beta

t-value

p-value

0.373*
0.196*
0.255*
0.152*

7.174
3.911
5.115
3.087

0.001
0.001
0.001
0.002

Ho is rejected
Ho is rejected
Ho is rejected
Ho is rejected

Employee Productivity
R2 = 0.544
P-value = 0.001
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V.

DISCUSSION

The data on employability, work environment, and employee productivity of bank employees are presented in
this chapter, and the said discussion is based on the results that appeared in the previous section.
5.1 Level of Employability
In the previous chapter, the researcher found that the level of employability in the banks' employees of Davao
del Norte and Davao de Oro was very high. That entails that most respondents decided in terms of openness to changes
at work, work and career proactivity, career motivation, optimism at work, and work identity are very much observed
by the employees. And the employees much observe work and career resilience. The very high level of employability of
employees is because of the increased rating given by the respondents in each indicator. That further implied that the
employees could strive for success, be receptive and willing to change, and be persistent toward a purpose. Motivated
by challenges, assume specific roles, have high self-evaluations, and be confident and persistent when challenged.
More so, results show that the optimism at work was very high. It is the most significant element in establishing
employability in the organization. That was aligned with the study of Jabbar et al. (2019), who said employees with a
positive attitude toward their careers are more employable and productive.
Moreover, employability in terms of openness to changes at work was also very high; that means that the
employees who are open to change are receptive and adaptable. Researchers related in the study conducted by
Augustsson et al. (2017) that individuals who are available to new experiences and changes can better adjust to
demanding job and career conditions, which increases their employability.
In addition, employability in terms of career motivation was also very high, which means employees are
objective, dedicated to a mission, and driven by a sense of accomplishment. It was the same in Cheng et al. (2015); highly
motivated individuals about their jobs will gain new abilities and see unexpected situations as opportunities and
essential elements of employability.
Additionally, employability in terms of work identity was also very high. Results implied the work identity has
a significant positive impact on the employees having a positive sense of commitment and position alignment. That is
similar to the study of Fabio (2017), who said that work identity improves employability by providing motivation,
direction, and a sense of purpose to job-related activities.
Also, employability in terms of work and career proactivity was very high. That means that employees achieve
something great at work and can contribute ideas that would benefit the organization. As stated, and parallel to the
study of Wang and Parker (2015), career proactivity in the workplace and one's profession entails consciously
controlling oneself and one's environment to make things happen. It comprises longing for and working for progressive
change to achieve a better and more desirable future.
Subsequently, employability in terms of work and career resilience is high, which means employees are optimistic
about future career opportunities. This finding is congruent with Aurora and Rangnekar (2016), who said that
employees with positive self-evaluation lead to constructive behaviors, and optimism encourages positive future goals.
As a result, people's faith in their capacity to deal with the goals and emotional challenges of their occupations and
discover and realize career opportunities or employability in difficult situations increases.
5.2 Level of Work Environment
The previous chapter also revealed that the employees' work environment in the banks of Davao del Norte and
Davao de Oro was high. That implied that the employees much observed the work environment. The high level of
employees' work environment is because of the high rating given by the respondents on each indicator. This further
implies that the employees could take control of their work. There is a good fit between employees' interpersonal and
emotional competencies. The leaders value their employees' contribution and care about their wellbeing, assisting one
another in their tasks and providing encouragement and support.
The work environment in terms of supervisor social support was very high, which means employees get close
attention from their supervisor and are highly concerned about the welfare of the employees. In congruence, Collins et
al. (2016) study said that leaders who value their employees' accomplishments and care about their wellbeing provide
supervisor social support. These benefits could increase job satisfaction, organizational commitment, and job
performance
At the same time, co-worker social support was very high, which implies that people helped each other with their
tasks when they needed it by sharing their knowledge, skills, and support. Similarly, Raziqa and Maulabakhsh (2015)
literature said that co-worker social support boosts workplace happiness and performance by reducing employee stress.
Social support from co-workers is critical in the work environment for maintaining productive working relationships.
As part of this, the work environment in terms of decision latitude was high, which means employees could
develop their abilities and have the power to adopt or reject an innovation by someone in a position. As Ajala (2017)
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study stated, who said decision latitude is the employee's ability to choose how to meet the demands. Similarly, the
literature by Crescenzo (2016) said that is the degree to which the job needs a diversity of activities and an opportunity
to learn new skills. Also the employees' ability to decide about and control their positions. The researcher has
communicated to firms, particularly financial institutions, that improving decision latitude means increasing and
maintaining employee productivity.
Furthermore, the work environment in terms of psychological demands was high, which means employees
required enough time to get the job done. As comparable to the study by Kersemaekers et al. (2018), psychological
demands exist in a work environment where employees' interpersonal and emotional competencies are well-matched to
the job's needs. As a result, psychological demands affected workers' mental health. As a result, businesses must devise
methods to encourage employees to put up their best efforts to attain the highest production level.
5.3 Level of Employee Productivity
The level of employee productivity as per results from the preceding chapter shows a very high level of
productivity. That means that employees very much observed the employee productivity in the banks in the efficiency,
quality, timeliness, and effectiveness. The very high level of employee productivity is because respondents gave it a
good rating. That further implies that the employees could produce the required output at minimum resource cost, meet
customer requirements and expectations, work correctly and on time, and process output conforms to requirements.
Employee productivity in terms of timeliness was very high. That means employees produced and delivered on
time or within the set deadlines of their work. Parallel to Mutuku and Nyaribo (2015) study, employee productivity is
how much time an employee spends producing the required results. The timeliness factor determines if it finished a
piece of work correctly and is on time. As a result, timeliness is critical to keeping consumers happy, fostering long-term
loyalty, and motivating staff to do their best work. All of which help boost your company's market position.
Seemingly, the employee productivity in terms of effectiveness was also very high. That means an employee's
efficacy measures regularly to ensure that the goal of generating high-quality work all the time. The same study
conducted by Okeke et al. (2016) revealed that effectiveness considers the quality of our outcomes and the degree. A
successful worker works to accomplish assignments as quickly as possible, solve difficulties creatively, and
continuously improve productivity.
Employee productivity in terms of quality was very high. That means a product or service meets or surpasses a
client's criteria, customer satisfaction, and expectations of the bank employees. That is also related to the study of Salimi
(2015) suggested that employees must generate valuable work of high quality. It is high quality if the consumers are
satisfied. As a result, employee productivity is measured not just in terms of quantity but also in terms of the quality of
output.
Indeed, the employee productivity in terms of efficiency was also very high. That shows that they stick to
deadlines and don't spend too much time on a single project. Consonance to Hanaysha (2016) said that employee
productivity measures a worker's or a group of workers' efficiencies. They make good use of their working hours to
produce more and better results in less time. They do a good job and finish a lot of things. The effectiveness of an
organization's staff is critical to its success, and it is an essential factor to consider.
5.4 Significance of the Relationship of Employability and Work Environment to Employee Productivity
The test of the relationship between three variables involved in the study proves a significant relationship
between employability and work environment to employee productivity, implying that there is a direct correlation
between the employability and work environment that the employee has and the employee productivity of the
organization.
This is supported by the study by Yorke (2019) that the employer's primary aim is to hire highly employable
individuals. Since they are top achievers, employability may help a company achieve exceptional performance,
sustainable competitiveness, and profitability. Hence, employability and employee productivity are linked at an
individual and organizational level. It also related this to the proposition of McCowan (2015), who said that
employability is a series of experiences that make a person a high-performing individual. Therefore, positively related
employability to employee productivity in the organization and society.
Sumiyati et al. (2016) also stated that companies have a pleasant work environment and continually support
their staff significantly correlates to increased employee happiness, motivation, teamwork, and productivity. The study
conducted by Al-Omari (2017) stated that improving the work environment motivates the employees, achieves the job's
desired outcomes and objectives and increases employee productivity.
5.5 Regression Analysis on the Influence of the Domains of Employability to Employee Productivity
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The regression analysis on the influence of the domains of employability to employee productivity showed that
the domains such as openness to changes at work, work and career proactivity, and career motivation significantly
influence Davao del Norte and Davao de Oro banks employees’ prediction of employee productivity. Work and career
resilience, optimism at work, and work identity do not significantly influence employee productivity.
The results showed that openness to changes at work significantly influences employee productivity. That is in
line with Yue and Ferguson (2019), who claimed that openness to change at work includes personal traits and
leadership. Transparent internal communication also boosts employee productivity throughout times of change,
resulting in increased willingness to change. Developing an openness to changes at work depends on how an individual
attribute develops and how organizational leadership interacts with communication elements to impact change results.
Moreover, the results revealed that work and career proactivity significantly influence employee productivity.
That is parallel to the study conducted by Wang, Thomas, Yu, and Spitzmueller (2017), which stated that work and
career proactivity is the ability to act, take on responsibility, and plan, decision-making to achieve a previously
established goal. Thus, employees with proactive personalities are more productive and successful in their careers.
Further, the result presented that career motivation significantly influences employee productivity because of a
willingness to work hard to achieve one's career objectives. That is congruent with Baethge, Rigotti, and Hoeper (2017)
study, which argued that career motivation refers to the desire to put forth an effort to attain one's job goals. It also
comes with advanced features of needs, interests, and personal attributes representing the stimulation, direction, and
persistence of working life behaviors. Employees with high career motivation demonstrated a solid responsibility for
work-related goals and a desire for professional growth and increased productivity.
In another way, work and career resilience have no significant influence the employee productivity. That means
there is no significant correlation between work and career resilience and employee productivity. That is an anchored
study by Ojo, Fawehinmi, and Yusliza (2021) that career resilience is insufficient for such individuals to control their
work during disruptive times. However, management could stimulate their employees' resilience by providing them
with training programs that give them the ability and tactics to deal with future challenges.
Obtaining optimism at work has no significant influence on employee productivity. That means there is no
significant correlation between optimism at work and employee productivity. That is in line with Ugwu and Igbende
(2017), who claimed that optimism at work is not enough for healthier, more engaged leadership, and hard work. No
framework exists to help conceptualize the relationship between optimism at work and employee productivity.
Lastly, work identity has no significant influence on employee productivity. That means there is no significant
correlation between work identity and employee productivity. It resembled the study presented by Bryan and Nandi
(2018), which argued that work identity is a so-called traditional work or occupational identity. It means people become
employed by a company to work for that company in a particular position to enact their career and occupational
activities. No framework exists to help conceptualize the relationship between work identity and employee
productivity.
5.6 Regression Analysis on the Influence of the Domains of Work Environment to Employee Productivity
The regression analysis on the influence of the domains of the work environment to employee productivity
showed that the domains such as decision latitude, psychological demands, supervisor social support, and co-worker
social support significantly influence Davao del Norte and Davao de Oro banks employees’ prediction of employee
productivity.
The result showed that decision latitude significantly influences employee productivity. That is in line with Ziae,
Choobineh, Eramaki, Ghaem, and Jaberi (2019), who claimed that the control over talent and time allocation and
organizational decisions are two components of decision latitude. As a result, employees with a lot of decision-making
power acquire a professional and personal interest in the organization, giving them the ability to influence the outcome
of their work, resulting in higher employee productivity, a happy attitude, and overall success.
Additionally, the result presented that psychological demands significantly influence employee productivity. Just
as the study conducted by Wanjira and Njiru (2020) stated that psychological demands comprise physical, social, or
organizational requirements for physical and mental effort to be sustained, it must do with how the mind works and
how it works thoughts and feelings affect behavior. Reducing job stress and enhanced employee wellbeing may lead to
increased dedication to the organization, increasing employee productivity and career longevity.
Furthermore, the result presented that supervisor social support significantly influences employee productivity.
That is congruent with the study of Burhanudin, Tjahjono, and Hartono (2020); they claimed that supervisor social
support focuses on assisting employees in achieving personal success at work and balancing work and family
obligations. Employee work happiness, staff development, supervisor aids on-the-job learning, organizational
commitment, and employee productivity social assistance.
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Lastly, co-worker social support significantly influences employee productivity. That aligns with the study
presented by Bateman (2019), which affirmed that co-worker social support assists other co-workers in their tasks to
lighten workloads by sharing knowledge or expertise and providing encouragement and support, and caring about their
wellbeing. Thus, employees communicate ideas more openly and honestly and help one another improve employee
productivity and job satisfaction.
VI.

CONCLUSION

Based on the findings, the following conclusions are drawn the level of employability is very high for openness
to changes at work, work and career proactivity, career motivation, optimism at work, work identity and high work and
career resilience, and the overall mean of a very high for employability. The work environment level is very high for
supervisor social support and co-worker social support and a high for decision latitude and psychological demands, and
the overall mean of high for the work environment. Also, the level of employee productivity is very high with indicators
of efficiency, quality, timeliness, and effectiveness, and the overall mean of a very high the level of employee
productivity.
Furthermore, the study finds out that there is a significant relationship of employability and work environment
to employee productivity. The combined employability and work environment indicators influence employee
productivity; thus, employability and work environment predict employee productivity. Therefore, the findings of this
study confirm the anchored proposition of McCowan (2015), which stated that attributes of employability could enhance
employee productivity in the workplace and provide benefits for the organization and society. As well as, the work
environment has a significant influence to employee productivity. That is associated with Al-Omari and Okasheh (2017)
concept that employers should improve the work environment so that employees will be motivated. The work
environment substantially affects employees' well-being and develops interaction, collaboration, innovation, and
employee productivity.
VII.

RECOMMENDATION

Based on the preceding findings and conclusions, the researcher offers the following recommendations.
Employability is very high, including its indicators: openness to changes at work, work and career proactivity,
career motivation, optimism at work, and work identity. Furthermore, work and career resilience were the lowest
among the itemized responses. “I am willing to make sacrifices in my personal life to achieve career success”. The researcher
recommends to the employees be engaged and flexible, schedule time to work and personal life, and set priorities to
achieve their goals. Make personal life a priority without getting behind at work so you can build a good life, personal
growth, and career success.
Conversely, the study finds a very high work environment result with indicators such as supervisor social
support and co-worker social support and a high impact on decision latitude and psychological demands. The employee
worked in a pleasant setting with low distractions, a high level of appropriate attention, compassion, and overall
understanding between co-workers and supervisor. Regarding these results, the researcher recommends that the
institution should strengthen to develop its work environment programs such as team-building activities, promoting
wellness programs, healthy work-life balance, etc. Moreover, decision latitude is recognized as the lowest indicator, and
the researcher recommends that the institution allows empowering and motivates employees to produce greater
quantity and quality of work. That would positively contribute to the increasing level of the work environment.
Likewise, the above study emphasizes the importance of employee productivity and various aspects, like
employability and work environment, that significantly affect it. The outcome of this study finds a very high level of
employee productivity, although item number 1 was identified as the lowest item that focuses on efficiency. Based on
the results, the researcher recommends managers may determine the employee’s strengths and weaknesses to improve
employee productivity. Managers might implement regular stand-up meetings in person or digitally, minimize busy
work, give constructive feedback and give praise or reward during monthly meetings or any institutional activities to
appreciate their efforts and keep your employees motivated.
Furthermore, the significant relationship between employability and work environment on employee
productivity implies that employability and work environment conceivably may affect the level of employee
productivity. With that, the employability and work environment of the institution depends on the employee
productivity in place. Hence, the employability and work environment in the area are the only factors that can affect an
organization's employee productivity. Future researchers may use another evaluation tool with different indicators for
further studies as it may have a different result and implication.
According to the findings of this research, there was a domain in employability and work environment that
significantly affects employee productivity. Thus, further researchers recommend that independent and dependent
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variables have various parameters and dimensions; and different indicators that could affect employee productivity
may be conducted.
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