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ABSTRACT

This study emphasizes the work-life balance and motivation levels of public employees
in the Municipality of Lazi. It focuses on three main areas: the degree of WLB, the degree
of motivation, and the connection between these variables and the public employee
profile. In addition to national government organizations like the Philippine National
Police (PNP) and the Bureau of Fire Protection (BFP), the respondents included eighty
permanent public personnel from various departments and offices of the Local
Government Units (LGUSs) in Lazi. The study took a correlational approach in establishing
relationships between the public servants' work-life balance and motivation and their
profile, using a descriptive-correlational approach to identify the extent of work-life
balance and motivation among them. Results show that public employees generally have
a moderate work-life balance, with a particularly noticeable increase in work-personal life
enhancement.
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INTRODUCTION

Achieving a healthy work-life balance has become more difficult for employees
across a variety of businesses in today's fast-paced and competitive environment. WLB,
crucial for personal and professional satisfaction, is achieved when personal and job
demands are managed effectively (Lumunon et al., 2019; Juliarti & Anindita, 2022).
Studies suggest that implementing WLB programs can improve employee engagement
and performance (Larastrini & Adnyani, 2019. Motivation, essential for task competition,
can be intrinsic or extrinsic (Deci & Ryan, 2000). Intrinsic motivation arises from personal



satisfaction in the work itself, while extrinsic motivation comes from external rewards
(Deci & Ryan, 2000). WLB positively influences motivation, emphasizing the need to
balance both factors for enhanced job performance and employee well-being (Hite &
McDonald, 2020).

Prior research has explored work-life balance in various sectors and countries but
has often neglected its specific impact on employee motivation in the public sector,
especially in the Philippines. Understanding this relationship is crucial for public officials
in Lazi, Siquijor, as Filipinos prioritize work-life balance more than their Southeast Asian
counterparts. Policymakers can benefit from insights into the factors affecting work-life
balance and motivation among public employees, leading to improved service delivery
and performance in a supportive work environment.

The purpose of this study is to close the research gap by examining the unique
dynamics of motivation and work-life balance among public employees in the Municipality
of Lazi, Siquijor. While studies in various sectors and countries have been conducted,
there is a lack of research focusing on this topic within the Philippine context, particularly
in the public sector. Gaining an understanding of these dynamics is essential to creating
solutions that effectively improve work-life balance and employee motivation in this
particular setting.

This study aims to consider the relationship between work-life balance and the
motivation of public employees in Lazi, Siquijor, who are under pressure to provide
essential services. The study intends to investigate this link in order to offer insights that
can guide policies and initiatives aimed at enhancing motivation and work-life balance for
municipal public employees.

Research Questions

The study is designed to examine the WLB and work motivation among public
servants in the Municipality of Lazi, Siquijor.
Specifically, the study would like to answer the following questions:

1. To what extent is the WLB of the public servants manifested in terms of the following
constructs:
1.1 work interference with personal life;
1.2 personal life interference with work; and
1.3 work personal life enhancement?

2. To what level are the intrinsic and extrinsic motivations of the public servants?

3. Is there a significant relationship between the WLB and the motivation of the public
servants?

4. Is there a significant relationship between the profile of the public servants in terms
of sex, civil status, number of children, and length of service, and their WLB?
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METHODOLOGY
Research design

Research design. In this study, a descriptive-correlational approach was employed
to delineate (a) the extent of work-life balance and (b) the extent of motivation among
public servants. Additionally, it took on a correlational nature as it established
relationships between the following variables: (a) the extent of work-life balance and the
extent of motivation of the public servants, and (b) the profile and work-life balance of the
public servants.

Research Locale

In characterizing public officials, the study took into account personnel from various
national agencies, such as the PNP and the BFP, as well as permanent employees of the
LGU of Lazi, across a few departments and offices.

Statistical Tools

The tools employed by the researcher to analyze the data include the following:
Weighted Mean. This was utilized to determine the extent of work-life balance and
motivation among public servants.

Spearman Rank Correlation Coefficient. This was employed to identify the degree
of relationship between (a) the extent of WLB and the motivation of public servants and
(b) the profile in terms of the number of children and the extent of WLB of the public
servants. This test was chosen because one of the data points was measured on an
ordinal scale.

Chi-square test. This was applied to identify the relationship between the
respondents’ profile in terms of sex and civil status and the extent of their WLB. This test
was deemed applicable since the profile variables were on a nominal scale.

Research Respondents

The study comprised 80 permanent employees from different departments, notably
the department heads and assistant department heads of the Municipality of Lazi office.
The survey questionnaire, which was adapted from Agha, Azmi, and Khan (2017), was
also answered by employees of the National Government Agencies, such as the PNP and
BFP. The Lazi Local Government Unit, comprising certain departments and national
agency offices.
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Research Instrument

A validated questionnaire with dependable items was used in this study to evaluate
each component related to the public servants in the Municipality of Lazi. The following
are the Cronbach's Alpha coefficients: 0.8 for WPLE, 0.9 for PLIW, and 0.9 for WIPL.

The following scales and descriptions were also utilized by the researcher:

For Negative Indicators

Scale Verbal Description (VD) Extent of Work Life Balance (EoWLB)
4.21 -5.00 Always (A) Very Low (VL)

3.41-4.20 Frequent (F) Low (L)

2.61 —-3.40 Sometimes (S) Moderately (M)

1.81-2.60 Rare (R) High (H)

1.00 - 1.80 Never (N) Very High (VH)

For Positive Indicators

Scale Verbal Description (VD) Extent of Perception (EOWLB)
4.21 -5.00 Always (A) Very High (VH)

3.41-4.20 Frequent (F) High (H)

2.61 —-3.40 Sometimes (S) Moderately (M)

1.81-2.60 Rare (R) Low (L)

1.00 - 1.80 Never (N) Very Low (VL)

Scale Verbal Description (VD) Level of Motivation (LoM)
4.21 —-5.00 Strongly Agree (SA) Very High (VH)

3.41-4.20 Agree (A) High (H)

2.61 —3.40 Undecided (U) Moderately (M)

1.81-2.60 Disagree (D) Low (L)

1.00 -1.80 Strongly Disagree (SD)  Very Low (VL)

Data gathering procedures and analysis

The researcher followed the correct procedures for gathering data. First, an official
letter of request was made, endorsed by the dean of Foundation University's graduate
school, to the Lazi municipal government. After being signed and authorized, this request
was given to the department heads. The researcher then gave the public servants an
explanation of the questionnaire's contents, objectives, and importance. JAMOVI
software was then used to process, evaluate, and interpret the data that had been
gathered. In order to have a greater understanding of the perspectives of the
respondents, random interviews were also performed with them. To evaluate public
employees' work-life balance (WLB) and motivation, the researcher employed a weighted
mean. Furthermore, the association between the number of children and WLB, as well as
the degree of WLB and motivation, was investigated using the Spearman rank correlation
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coefficient. One data point's ordinal character led to the selection of this test. Additionally,
because the respondents' sex and marital status were on a nominal scale, the chi-square
test was used to examine the association between these profile characteristics and their
WLB.

RESULTS

Table 1. Extent of Work-Life Balance of the Public Servants in Terms of Work Interference
with Personal Life (n=80)

Indicators WX VD EoWLB
1. | put my personal life on hold for work 2.94 S M
2. | miss personal activities because of work 2.90 S M
3. My personal life suffers because of work 2.69 S M
4. My job affects my mental and physical health 2.65 S M
5. I struggle to juggle work and non-work 2.60 R H
6. | neglect personal needs because of work 2.59 R H
7. | am unhappy with the amount of time for non-work  2.38 R H
activities.
Composite 2.68 S M

Table 1 shows the extent of the public servants’ WLB in terms of work interference
with their personal lives, which includes putting personal lives on hold, missing personal
activities because of work, suffering in personal life because of work, and job impacts on
mental and physical health.

Table 2. Extent of Work-Life Balance of the Public Servants in Terms of Personal Life
Interference with Work (n = 80)

Indicators WX VD EoWLB
1. My personal life drains me of energy for work 2.44 R H
2. |l am too tired to be effective at work 2.19 R H
3. lItis hard to work because of personal matters. 2.01 R H
4. My work suffers because of my personal life 1.99 R H
Composite 2.16 R H

Table 2 displays the extent of WLB of the public servants in terms of personal life
interference with work which covers feeling drained of energy for work because of
personal life, being too tired to be effective at work, finding it hard to work because of
personal matters, and experiencing work suffering because of personal life.
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Table 3. Extent of Work-Life Balance of the Public Servants in Terms of Work Personal
Life Enhancement (n = 80)

Indicators wx VD EoOWLB
1. | have a better mood because of my job. 411 F H
2. My job gives me the energy to pursue personal activities 4.06 F H
3. My personal life gives me energy for my job 4.04 F H
4. | have a better mood at work because of my personal life 4.03 F H
Composite 406 F H

Table 3 indicates the extent to which work enhances personal life among public
servants in terms of work personal life enhancement, which includes having a better mood
because of the job, the job giving energy to pursue personal activities, personal life-giving
energy for the job, and having a better mood at work because of personal life.

Table 4. Level of Extrinsic Motivation of the Public Servants (n = 80)

| am MOTIVATED to work because ... wx VD LoM
1. I want to make a positive impact in my field. 444 SA VH
2. | want to receive positive feedback from the citizen we serve. 431 SA VH
3. l'want to earn a good reputation in the field of public service. 426 SA VH
4. | want to be recognized for my efforts in improving our public 4.26 SA VH
services.
5. | want to secure a stable pension for my retirement. 421 SA VH
6. | want to serve my community. 418 A H
7. 1 want to be part of the solution to the challenges faced by our 4.10 A H
municipality.
8. | want to be a role model for public service in my community. 404 A H
9. | want to receive commendation for my service 3.80 A H
10.1 want to contribute to the development and progress of Lazi. 350 A H
Composite 411 A H

Table 4 stipulates the level of extrinsic motivation among public servants in the
Municipality of Lazi, Siquijor. Extrinsic motivation could come from salary, benefits,
promotions, or recognition from superiors or the community.

Table 5. Level of Intrinsic Motivation of the Public Servants (n = 80)
| am MOTIVATED at work because.. WX VD LoM

1. Itake pride in upholding the values and prlnciples of 4.33 SA VH
our local government.

2. | am passionate about public service and making a 4.30 SA VH
difference.

3. | find satisfaction in knowing that my work contributes 4.29 SA VH
to the welfare of our citizens.
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4. | find fulfillment in serving my community. 4.26 SA VH
5. | enjoy growing in my role as a public servant. 4.25 SA VH
6. | am excited by the opportunity to implement 4.20 A H
innovative solutions for our community.
7. 1 am inspired by the resilience of our community. 4.15 A H
8. I value the trust placed on me by the public. 411 A H
9. | feel a sense of accomplishment when | see the 3.98 A H
positive impact of my work.
10.1 enjoy the challenges and problem-solving aspects of  3.87 A H
my job.
Composite 4.17 A H

Table 5 illustrates the level of intrinsic motivation among public servants. Intrinsic
motivation drives come from within an individual, often out of interest or enjoyment.

Table 6 Relationship between the Work-Life Balance and the Extrinsic Motivation of
Public Servants (n=80)

Variables Coefficients SE t Stat P-value
Intercept 2.757 0.332 8.314 0.000
WIPL -0.055 0.121 -0.460 0.647
PLIW 0.034 0.118 0.287 0.775
WPLE 0.355 0.068 5.217 0.000
R =0.5147

R2=0.2649

adjusted R?=0.2359

F-ratio = 9.129

p-value = 0.000 (significant)

Level of significance = 0.05

Table 6 presents a perception of the relationship between the WLB and the
extrinsic motivation of the public servants, which is measured in terms of WIPL, PLIW,
and WPLE.

Table 7. Relationship between the Work-Life Balance and the Intrinsic Motivation of
Public Servants (n=80)

Variables Coefficients SE t Stat P-value

Intercept 3.080 0.344 8.959 0.000

WIPL -0.058 0.125 -0.467 0.642

PLIW 0.047 0.122 0.385 0.701

WPLE 0.283 0.071 4,013 0.000
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R =0.4188

R?=0.1753

Adjusted R=0.1428

F-ratio = 5.388

p-value = 0.002 (significant)

Level of significance = 0.05

Table 7 offers a thorough analysis of the relationship between WLB and intrinsic
motivation.

Table 8. Relationship between the Profile and Work-Life Balance in Terms of WIPL of
the Public Servants (n = 80)

Variables Coefficients SE t Stat P-value
Intercept 2.192 0.178 12.327 0.000
Sex 0.084 0.159 0.526 0.601
Civil Status 0.092 0.189 0.487 0.628
No. of Children 0.052 0.064 0.818 0.416
Length of Service 0.024 0.010 2411 0.018
R =0.3668

R2=0.1345

Adjusted R=0.0884

F-ratio = 2.915

p-value = 0.027 (significant)

Level of significance = 0.05

The data in Table 8 disclose the relationship between the profile and the work-life
balance of the public servants in terms of WIPL.

Table 9. Relationship between the Profile and Work-Life Balance in Terms of PLIW of
the Public Servants (n = 80)

Variables Coefficients SE t Stat P-value

Intercept 1.696 0.185 9.173 0.000

Sex 0.108 0.165 0.654 0.515

Civil Status 0.128 0.196 0.654 0.515

No. of Children 0.027 0.066 0.399 0.691

Length of Service 0.022 0.010 2.166 0.054
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R =0.3303

R?=0.1091

Adjusted R=0.0616

F-ratio = 2.295

p-value = 0.067 (not significant)

Level of significance = 0.05

The information shown in Table 9 clarifies the connection between the profile and
the WLB of the public servants in terms of PLIW.

Table 10. Relationship between the Profile and Work-Life Balance in Terms of WPLE of
the Public Servants (n = 80)

Variables Coefficients SE t Stat P-value
Intercept 3.937 0.186 21.177 0.000
Sex -0.059 0.166 -0.353 0.725
Civil Status -0.013 0.197 -0.068 0.946
No. of Children -0.030 0.067 -0.446 0.657
Length of Service 0.016 0.010 1.545 0.127
R=0.1779

R2=0.0316

Adjusted R=0.0200

F-ratio = 0.613

p-value = 0.655 (not significant)

Level of significance = 0.05

The data in Table 10 stipulates the relationship between the profile and the WLB
of the public servants in terms of WPLE.

DISCUSSION

Extent of Work-Life Balance of the Public Servants in Terms of Work Interference
with Personal Life

The benefit of work interference with personal life is professional growth. This is
supported by Smith (2021) who asserted that those professionals who put more time into
work-related activities beyond their regular work hours can see significant professional
growth such as attending a seminar or workshop and the like.
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As revealed, the extent of work-life balance is “Moderate to High” as made evident
by the values of the weighted mean ranging from 2.38 to 2.94. The (VD) is “Sometimes”
and the EoWLB is “Moderate”. This finding suggests that public servants sometimes
experience work-related concerns over their personal life concerns and work interference
with their personal is professional growth. This is supported by Smith (2021),
professionals who voluntarily devote more time to work-related activities outside of
regular working hours can see significant professional growth such as attending
workshops or working on skill-building projects.

Extent of Work-Life Balance of Public Servants in Terms of Personal Life
Interference with Work

The data reflect that the extent of WLB got a high rating (wx=2.44) in terms of
feeling drained of energy for work because of personal life. This signifies that public
servants are able to effectively manage their personal lives and work commitments.

This result affirmed the statement of Makhmut (2020) who defined that WLB
encompasses leisure, family, religion, and job. Personal and work life must be equally
balanced to prevent an employee from possible burnout. Aside from that, work-life
balance occurs when a lack of conflict between work and family occurs (Au et. al.,2020;
Weale et. al., 2020).

Extent of Work-Life Balance of the Public Servants in Terms of Work Personal Life
Enhancement

As revealed in the table, the public servants find that their work enhances their
personal lives with a weighted mean ranging from 4.03 to 4.11. This is a positive finding,
indicating that public servants are able to effectively manage their work and personal lives
in a way that mutually benefits each other. As theorized by Johnson and Smith (2021),
enhancing work-life integration provides several advantages. Their study found that
employees who have the freedom to handle personal matters during work hours, such as
attending doctor’s appointments or taking care of family obligations, are said to have the
feeling of being more integrated with work and personal lives. Because of this, the
employee can attend and complete personal duties without taking a lot of time off or
leaving work.

Level of Extrinsic Motivation of the Public Servants

As reflected in the table, the public servants “Strongly Agree” that public servants
are highly motivated by these extrinsic factors with a weighted mean of 4.44, which ranks
number 1 among the other indicators. Public servants are driven by the desire to serve
their community, contribute to their field, and receive recognition for their efforts. This high
level of extrinsic motivation can lead to increased job satisfaction and performance among
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public servants. The results only suggest that public servants are highly motivated by
these extrinsic factors with a composite weighted mean of 4.11. This is corroborated by
Asaari, MHAH, et. al., (2019) who posited that reward and motivation have a strong
relationship in the attainment of the goals of an organization.

Given the high level of extrinsic motivation among public servants in Lazi, it is
important to continue recognizing and rewarding their efforts. Additionally, providing
opportunities for professional development and career advancement can further enhance
their motivation and job satisfaction.

Level of Intrinsic Motivation of the Public Servants

The data suggest that public servants possess very high extent of motivation due
to various factors. Meanwhile, the other half of the indicators, from numbers six to 10, got
a weighted mean ranging from 3.87 to 4.20, described as “high.”. The results affirm the
statements of Ryan and Deci (2000) that when an individual is motivated by their own
intrinsic interests and enjoyment of the activities rather than by outside rewards or
outcomes, they are said to be motivated intrinsically. In other words, the public servants
are driven by the desire to serve their community, contribute to their field, and receive
recognition for their efforts. This high level of intrinsic motivation can lead to increased
job satisfaction and performance among public servants.

Summing up, the results indicate that the public servants in Lazi are highly
motivated by external factors such as recognition and feedback, but also have a strong
intrinsic motivation driven by personal values and a sense of purpose. This means that
a combination of external recognition and internal satisfaction plays a crucial role in
motivating public servants in Lazi. This result is likewise evident in the study of Mahmoud
et al. (2020) wherein both personal and professional motivations are positively impacted
by WLB in an indirect way. WLB is important for the company or agencies since it impacts
employees' motivation and capacity to stay committed to their work. As emphasized by
Shafee et al. (2020), WLB and work motivation must also be balanced.

Relationship between the Work-Life Balance and the Extrinsic Motivation of Public
Servants

Using Multiple Linear Regression Analysis, the researcher found that the F-test
significance or overall p-value (0.000) is less than the level of significance (0.05). This
means that the sample data provide enough evidence to reject the null hypothesis for the
entire population. This signifies that the public servants in terms of WPLE perceive their
work as enhancing their personal life and that they are more likely to be extrinsically
motivated. This could be because a positive WLB can lead to increased job satisfaction,
which in turn can enhance extrinsic motivation. Similarly, Lumunon et al. (2019)
postulated that having a healthy WLB means that a person can balance their personal
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and professional obligations. Achieving and maintaining a balance between personal and
professional lives become increasingly important (Juliarti & Anindita, 2022).

The data further reveal that both WIPL and PLIW components of WLB do not
significantly relate to the extent of extrinsic motivation of the public servants (all p-values
> a =0.05). This means that the WPLE is likely more significant than WIPL, and PLIW
directly relates to the positive aspects of WLB. Public servants who feel that their work
enhances their personal life, such as by providing a sense of fulfilment or opportunities
for personal growth, are more likely to be motivated extrinsically. On the other hand, the
lack of significance for WIPL and PLIW suggests that while work and personal life
interactions exist, they may not strongly influence extrinsic motivation among public
servants in Lazi.

Relationship between the Work-Life Balance and the Intrinsic Motivation of Public
Servants

This means that some of the explanatory or independent variables are significant
predictors of the public servants’ intrinsic motivation. Assessing the regression output, the
researcher found that the extent of the public servants’ work-personal life enhancement
(WPLE) (p = 0.000) is the only predictor of their intrinsic motivation. This suggests that
some of the explanatory or independent variables are significant predictors of the public
servants’ intrinsic motivation.

According to Ryan and Deci (2000), when an individual is motivated by their own
intrinsic interests and enjoyment of the activities rather than by outside rewards or
outcomes, they are said to be motivated intrinsically. In the context of public servants in
the municipality of Lazi, intrinsic motivation could be driven by a desire to serve the
community, uphold public values, and make a positive impact on society.

However, WPLE is likely more significant than WIPL and PLIW in influencing
intrinsic motivation because it directly relates to the positive aspects of WLB. Public
servants who feel that their work enhances their personal life, such as by providing a
sense of fulfillment or opportunities for personal growth, are more likely to be intrinsically
motivated. In contrast, the lack of significance for WIPL and PLIW suggests that while
work and personal life interactions exist, they may not strongly influence intrinsic
motivation among public servants in Lazi.

Relationship between the Profile and Work-Life Balance in Terms of WIPL
This suggests that some of the explanatory or independent variables are significant
predictors of the public servants’ intrinsic motivation. Assessing the regression output, the

researcher found that the extent of the public servants’ work-personal life enhancement
(WPLE) (p = 0.000) is the only predictor of their intrinsic motivation.
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According to Ryan and Deci (2000), when an individual is motivated by their own
intrinsic interests and enjoyment of the activities rather than by outside rewards or
outcomes, they are said to be motivated intrinsically. In the context of public servants in
the municipality of Lazi, intrinsic motivation could be driven by a desire to serve the
community, uphold public values, and make a positive impact on society.

However, WPLE is likely more significant than WIPL and PLIW in influencing
intrinsic motivation because it directly relates to the positive aspects of WLB. Public
servants who feel that their work enhances their personal life, such as by providing a
sense of fulfillment or opportunities for personal growth, are more likely to be intrinsically
motivated. In contrast, the lack of significance for WIPL and PLIW suggests that while
work and personal life interactions exist, they may not strongly influence intrinsic
motivation among public servants in Lazi.

Relationship between the Profile and Work-Life Balance in Terms of PLIW

It is identified that the F-test significance or overall p-value (0.067) is greater than
the level of significance (0.05). This means that there is not enough evidence to reject the
null hypothesis. This further connotes that the profile variables cannot be considered as
significant predictors of the public servants’ WLB in terms of PLIW.

Perrigino et al. (2018) argued that the study of WLB remains snowed under by a lack of
conceptual clarity.

Lastly, the results indicate that there is no significant relationship between the
profile variables (sex, civil status, number of children, and length of service) and work-life
balance (PLIW). The coefficients for all variables, including length of service, are not
statistically significant, indicating that these variables do not have a significant impact on
personal life interference with work among public servants in Lazi. This suggests that
factors other than those measured in this study may influence the level of personal life
interference with work. Therefore, the length of service alone may not be a reliable
predictor of personal life interference with work among public servants in the Municipality
of Lazi.

Relationship between the Profile and Work-Life Balance in Terms of WPLE

It is shown that the F-test significance or overall p-value (0.655) is greater than the
level of significance (0.05). This means that the data are not sufficient to reject the null
hypothesis. In other words, the profile variables cannot be considered significant
determinants of the public servants’ WLB in terms of WPLE.

The findings suggest that demographic and employment factors such as sex, civil
status, number of children, and length of service do not have a significant impact on how
work interferes with personal life enhancement (WPLE) among public servants in Lazi.
This also implies that regardless of these factors, public servants in the municipality tend
to perceive their personal lives as not significantly enhanced by their work. Factors such
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as gender, marital status, family size, and length of service do not seem to play a major
role in shaping this aspect of WLB for these employees.

The study by Le et al. (2020) focused more on striking a balance between paid
employment and personal and family obligations to achieve a holistic sense of well-being,
including family happiness, psychological health, and general life satisfaction. Bhumika
(2020) also stated that balancing work and personal duties are undoubtedly one of today's
most urgent concerns on a global scale.

The results signify that the profile variables (sex, civil status, number of children,
and length of service) do not have a significant impact on work interference with personal
life (WPLE) among public servants in the Municipality of Lazi. Specifically, none of the
coefficients for these variables are statistically significant, suggesting that factors other
than those considered in this study may influence the level of work interference with
personal life. Additionally, the sample size of 80 respondents may not have been large
enough to detect significant relationships between these profile variables and WLB in
terms of WPLE.

Conclusions

This study reveals important insights about WLB and motivation among public
servants in the Municipality of Lazi. Those who are holding managerial positions in the
LGU unavoidably have to prioritize first their work responsibilities over personal life
concerns, occasionally. This is because these public servants took an oath to deliver
effective and efficient basic services to the public. The extrinsic and intrinsic motivation
of the public servants is high in terms of work enhancement and personal life. This
confirms the concept of competence underscored by the Self-determination Theory. The
enhancement imparted in the workplace contributes to the personal life of public servants.
The study highlights that enhancing WLB significantly predicts motivation. Specifically,
longer-serving public servants face distinct challenges related to work interference with
personal life. This is because, through the years, tenured employees can adjust and come
up with ways to juggle work responsibilities without compromising the quality of personal
life. These findings emphasize the need to prioritize WLB initiatives to boost motivation
and job satisfaction among public servants. Tailoring interventions based on profile
variables, especially considering the length of service, can further address specific needs
in Lazi.

Recommendations

Adopting targeted work-life balance (WLB) programs—such as flexible scheduling
and stress reduction initiatives—that address areas of moderate job interference with
personal life is advised in order to improve the well-being and performance of public
officials in Lazi, Siquijor. A pleasant work atmosphere can be created by honoring and
recognizing employee accomplishments through service awards and recognition
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programs. Specific WLB difficulties can be addressed by customizing treatments based
on length of service, such as mentoring programs for those with longer service. It is
essential to regularly evaluate WLB and motivation, in addition to cultivating an
environment in the workplace that appreciates WLB. It is also advised to carry out more
research and submit findings for program implementation to regional and federal
government offices.
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