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Abstract. The provision of basic services, the implementation of development 

initiatives, and the maintenance of efficient community governance are all made 

possible by Local Government Units, or LGUs. Employee creativity and innova-

tion in Local Government are consequently essential to maintaining effective op-

erations and fulfilling public service standards. This study's goal is to determine 

the personal and professional competencies on the staff productivity in Batangas 

City's Local Government Units. Personality competencies are based on Realistic, 

Social, and Conventional variables using the RIASEC Framework. The study is 

conducted using the Goal Setting Theory framework, which includes Task Com-

plexity, Commitment, and Challenge. The study's respondents were one hundred 

seventy (170) employees of the Local Government Units. To ascertain the con-

nection between personality and productivity and professional competencies, the 

researchers employed quantitative research, more precisely a descriptive correla-

tional design. After expert review and approval, the survey's reliability was as-

sessed using Cronbach's alpha. The mean, standard deviation, and Pearson's R 

coefficient correlation were used to statistically analyze the gathered data in order 

to ascertain the relationship between the variables. The results show that the ma-

jority of respondents are very proficient in social, conventional, and realistic 

traits. Additionally, it is very clear how productive people are in relation to the 

complexity, challenge, and commitment of their tasks. The results also showed a 

strong correlation between employee productivity, professional development, 

and personality attributes. In order to improve Batangas City's public service de-

livery, the researchers suggested a program that would foster ongoing profes-

sional development and improve personality attributes. 

Keywords: Personal and Professional Competencies, Productivity, Task 

Complexity. 

1 Introduction 

The COVID-19 pandemic knowingly transformed dynamic forces worldwide, coercing 

employees to adapt rapidly to increasing demands and work arrangements. Employees 

© The Author(s) 2025 
T. M. Nathan et al. (eds.), Proceedings of the 13th International Conference on Business, Accounting, Finance and 
Economics (BAFE 2025), Advances in Economics, Business and Management Research 368, 
https://doi.org/10.2991/978-94-6463-968-1_32

http://orcid.org/0009-0002-0477-1198
http://orcid.org/0009-0007-0888-8699
http://orcid.org/0009-0008-7432-4696
https://doi.org/10.2991/978-94-6463-968-1_32
http://crossmark.crossref.org/dialog/?doi=10.2991/978-94-6463-968-1_32&domain=pdf


 

 

 

 

 

 

 

 

 

 

 

 

 

 

          473Personal and Professional Competencies, and Productivity of …   

were tasked during this period with diverse and often unfamiliar responsibilities, grow-

ing workload pressures and requiring a heightened level of adaptability and flexibility. 

Research has shown that career-long personal and professional growth is closely tied 

to one’s ability to adjust to new and challenging situations. However, the pandemic 

interrupted access to traditional professional development opportunities, restraining 

employees’ capacity to acquire new skills, manage expanded job responsibilities, and 

sustain productivity [19]. 

  Problems in the public sector, especially in Local Government Units, emphasize 

how important personality qualities and professional growth are to fulfilling demands 

for inclusive services and employee empowerment. Current research on personality 

traits in the public sector emphasizes how important they are in determining how work-

ers react to quick organizational changes and take initiative, especially during times of 

digital transition [28]. Strong predictors of an employee's dynamic capability, that is, 

their ability to identify changes in the environment, participate in ongoing learning, and 

proactively address challenges, include traits like conscientiousness and openness to 

new experiences [28, 7].      

Simultaneously, professional development continues to be a key component in im-

proving the performance of Local Government entities, with an increasing focus on 

lifetime learning and skills-based training. Employee productivity, problem-solving 

abilities, and overall organizational output will all increase as a result of training and 

development programs that fill in the knowledge and skill gaps that arise as organiza-

tional needs change [15]. Training and development initiatives that foster vital public 

service competencies, like change leadership, collaboration, and data-driven decision-

making, are becoming more and more important to local governments [20]. 

    In order to close this gap, the current study looks at how Batangas City's local gov-

ernment employees' productivity is affected by their personal and professional compe-

tencies.  

Figure 1 displays the study's research model, which illustrates how independent and 

dependent variables relate to one another. Finding out whether an employee's profes-

sional and personal competencies significantly affect their productivity is one of the 

study's goals. 
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Fig. 1 Research model 

By analyzing these relationships, the research aims to develop programs that en-

hance both personal competencies and professional skills, ultimately contributing to 

more effective and inclusive public service delivery. 

The main objective was to identify the personal and professional competencies on 

the productivity of the employees of Local Government Units in Batangas City. This 

specifically aimed to address the following research questions. 

1 Determine the personal and professional competencies of the employees at the 

local government unit in terms of realistic, social and conventional; 

. 

2 Assess the level of productivity of the employees relative to task complexity, com-

mitment and challenge; 

. 

3 Determine the relationship between personal and professional competencies on 

the productivity of the employees. 

. 

4 Propose programs to enhance personal and professional competencies to optimize 

the level of productivity. 

. 

2  Methodology 

For this study, the researchers used a quantitative research design, which is a descriptive 

correlational research design. While the correlational component assessed the direction 

and strength of relationships between employee personal and professional competen-

cies on productivity, the descriptive component concentrates on the demographic char-

acteristics of the respondents. Using Raosoft, the researchers calculated a sample size 

of one hundred seventy (170) workers with a 5% margin of error and a 95% confidence 

level. A straightforward random sample technique was used to select the respondents 

in order to maintain equity and avoid biases. 

This study utilized a researcher-developed questionnaire, which was distributed to 

the respondents to gather information. The questionnaire is composed of three parts: 

Part I includes indicators of personal competencies; Part II focuses on indicators of 

professional competencies, and Part II includes questions related to employees’ produc-

tivity. The researcher utilized mean and standard deviation to analyze the personality 

traits, professional and employees’ productivity. Additionally, the professional growth 

and employee personality factors on productivity were examined using the Pearson-r 
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Correlation Coefficient. Cronbach's Alpha was used to verify the instrument's internal 

consistency; a value above the permissible range of 0.70 indicated strong reliability. 

All participants gave the researcher their informed consent, guaranteeing that they 

understood the technique, goals, and advantages of the study. In order to obtain the 

respondents' consent, the researchers provided a consent letter, a transmittal letter, and 

explanations that confidentiality and anonymity were rigorously upheld during the re-

search process. Additionally, any personal identifiers were either coded or eliminated 

to guarantee the protection of individual identities.  

3  Results and Discussion 

This part of the study presents the gathered data as presented in tabulated form, fol-

lowed by their respective analysis and interpretation. 

Table 1. Personal and Professional Competencies of Employees at the Local Government Unit. 

Constructs Mean SD VI 

Realistic 3.45 0.04 High 

Social 3.58 0.39 High 

Conventional 3.53 0.4 High 

Overall 3.52 0.4 High 

The evaluation of professional and personal competencies using traditional, social, 

and practical factors is shown in Table 1. It is clear from the total mean score of 3.52 

and the standard deviation of 0.40 that these characteristics help employees cultivate a 

growth mindset and keep improving their skills, both of which increase productivity. 

As reflected in Table 1, realistic factors (M=3.45, SD=0.04) with a verbal interpre-

tation of high. It means that the respondents possess technical skills such as goal-ori-

ented and independent. They are generally likely to work with things more than with 

people. 

Relative to social elements (M=3.58, SD =0.39) with a verbal interpretation of high. 

The respondents emphasize the value of their collaborative work environments and in-

terpersonal relationships. Team cohesiveness, job satisfaction, and general professional 

success can all be enhanced by identifying and fostering these social qualities. The out-

comes could provide significant insights for people management and organizational 

development strategies.  

In relation to conventional factors (M=3.53, SD=0.40), a verbal interpretation of 

high shows that the respondents underscore a preference for stability, order, and adher-

ence to established practices in the workplace. Recognizing and leveraging these traits 

can contribute to creating efficient and reliable work environments. 

The provided data, which shows high mean scores for realistic, social, and conven-

tional personal competencies among Local Government employees, is strongly sup-

ported by recent literature on Holland's RIASEC model in public sector contexts. The 

prominence of the conventional trait, which reflects an emphasis on order, procedure, 
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and data management, is essential for government work, ensuring efficiency, account-

ability, and reliable adherence to regulations [2, 3]. Concurrently, the high social score 

(M=3.58) aligns with the human-centric mission of public administration, reflecting the 

need for strong interpersonal skills, collaboration, and a service-oriented mindset to 

effectively interact with and assist the community [5]. 

Table 2. Productivity Level of Employees at the Local Government Unit. 

Constructs Mean SD VI 

Task Complexity 3.53 0.4 High 

Commitment 3.57 0.41 High 

Challenge 3.54 0.44 High 

Overall 3.55 0.42 High 

The productivity evaluation is shown in Table 2 by work complexity, challenge, and 

commitment. The standard deviation was 0.42, and the overall mean was 3.55, which 

was interpreted verbally as high. This shows that the respondents served with dedication 

and completed their work effectively, supporting organizational goals. 

Relative to task complexity (M=3.53, SD=0.40) with a verbal interpretation of high 

means that the respondents manifest collective confidence and motivation in handling 

complex and challenging tasks. The strong belief in the importance of addressing task 

complexity for professional growth indicates a proactive and growth-oriented mindset 

among the respondents. This emphasizes the consistency in the perceived importance 

across the surveyed individuals. 

Furthermore, commitment (M=3.57, SD=0.41), which has a verbal interpretation of 

high, shows that people prioritize their work commitments, are willing to go above and 

beyond their duties to meet work-related commitments, take personal responsibility for 

project success, and are dedicated to their responsibilities. 

In addition, when productivity is measured in terms of challenge, the findings indi-

cate that respondents are highly willing to embrace challenges as chances for learning 

and growth, see challenges as an essential component of professional development, en-

joy conquering obstacles, and actively seek out challenges for professional advance-

ment. Additionally, they show that the respondents' coworkers value their willingness 

to take on difficult tasks. 

Local Government units exhibiting elevated employee productivity, reflected in 

high average scores for commitment, task complexity, and challenge, are well supported 

by recent public sector research (2020–2025). High levels of commitment among em-

ployees align with studies showing that both affective (emotional connection) and nor-

mative (sense of duty) forms of commitment play a significant role in enhancing task 

performance among civil servants, which is essential for delivering effective public ser-

vices [16, 17]. 

In addition, employees’ readiness to take on complex and demanding tasks points 

to a critical growth-oriented mindset that is increasingly necessary in modern public 

administration. As governance becomes more intricate and dynamic, the ability of staff 

to actively seek and embrace challenges is recognized as a fundamental aspect of "Em-

ployee Dynamic Capability". This resilience, along with a shared confidence in manag-

ing complex responsibilities, is vital for achieving organizational reform and sustaining 
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high performance in today’s local government landscape [19. 28]. 

Table 3. Relationship of Personal and Professional Competencies on Productivity Level of Em-

ployees Relative to Task Complexity. 

Variables R value P value Significance 

Realistic 0.67 0.001 Significant 

Social 0.7 0.001 Significant 

Conventional 0.59 0.001 Significant 

Table 3 shows how productivity, professional development, and personal compe-

tencies relate to task difficulty. Realistic (r=0.67, p=0.001), conventional (r=0.59, 

p=0.001), and sociable (r=0.70, p=0.001) factors are significantly positively correlated 

with the job difficulty-based productivity rating. The outcome shows a strong link. 

This suggests that people who possess particular personal competencies are more 

likely to find productivity in challenging tasks. The study's finding that realistic varia-

bles and productivity are positively correlated supports the notion that workers with 

realistic features are more likely to do well on complex jobs. To maximize task perfor-

mance, organizations can use the results' insights to inform their talent management and 

task assignment strategies, which capitalize on employees' innate strengths. 

Recent studies in the public sector (2020–2025) strongly support the robust positive 

correlations observed between the realistic, social, and conventional personality traits 

and productivity on complex tasks. This outcome is consistent with Holland’s RIASEC 

framework, which emphasizes that aligning an individual’s vocational interests and per-

sonality with their work environment leads to greater job performance and satisfaction 

[8]. 

The especially notable associations for social and conventional traits suggest that 

local government employees often engage in structured administrative or public-facing 

positions to effectively utilize their cooperative, supportive, and organized dispositions 

to handle the challenges presented by complex public sector responsibilities [17]. Ad-

ditionally, the connection with realistic traits (practical and methodical tendencies) re-

inforces that successfully addressing technical and procedural complexities requires a 

pragmatic, hands-on approach to problem-solving [6]. Collectively, these findings high-

light the value of personality profiling as a talent management tool for assigning intri-

cate tasks and enhancing overall employee effectiveness [28]. 

Table 4. Relationship of Personal and Professional Competencies on Productivity Level of Em-

ployees Relative to Task Complexity. 

Variables R value P value Significance 

Realistic 0.53 0.001 Significant 
Social 0.58 0.001 Significant 
Conventional 0.68 0.001 Significant 

Table 4 shows how productivity, professional development, and personal compe-

tencies relate to task difficulty. A significant positive association is found between the 

challenge-based productivity assessment and realistic (r=0.53, p=0.001), social (r=0.58, 
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p=0.001), and traditional (r=0.68, p=0.001) aspects. A high correlation is indicated by 

the result. 

According to the findings, people with conventional, social, and realistic personality 

competencies are more likely to be productive when faced with challenges. This sug-

gests that challenge, which is linked to increased productivity, is positively correlated 

with these personality qualities. The idea that cultivating these personality qualities 

could enhance challenges and thus boost productivity may have ramifications for pro-

fessional development programs. 

The discovery of a significant positive link between realistic, social, and conven-

tional personality traits and increased productivity under challenging conditions aligns 

with existing research on person-job fit and trait-driven motivation in the public sector 

(2020–2025). The pronounced association with conventional traits indicates that indi-

viduals who are systematic, organized, and value adherence to rules are particularly 

adept at navigating structured challenges, applying their attention to detail to effectively 

tackle obstacles within the Local Government context [6]. 

Moreover, the impact of social (collaborative, supportive) and realistic (practical, 

hands-on) traits on productivity during demanding tasks suggests that employees lever-

age their interpersonal skills for teamwork and their practical mindset for implementing 

solutions when faced with difficulties [17]. Altogether, these findings highlight the role 

of personality traits as motivational drivers that increase engagement and directly influ-

ence job performance in the face of challenges. This insight is valuable for designing 

targeted professional development initiatives and assigning tasks based on challenge to 

optimize employee effectiveness [28]. 

Proposed Programs to Enhance Employee Productivity. The suggested programs to 

improve employee productivity in the Local Government Units (LGUs) of Batangas 

City are founded on the premise that employee performance has an influence on gov-

ernance and service delivery as an extension of the workplace. The programs are geared 

towards locating employee strengths and work preferences, especially in their technical 

skills and problem-solving capabilities, to better develop into actionable outputs. The 

programs used a holistic approach to maximize and use the outputs. The programs, for 

example, consist of workshop-based modules and ongoing training to sustain the mo-

mentum to learn and develop skills. The programs also put a premium on employee 

wellness and well-being through wellness programs and a positive work environment. 

Other practices include streamlining communications and delivering recognition pro-

grams for achievements to optimize productivity. The strategies underpin not merely 

knowledge, but also application potential in the workplace. Therefore, training will be 

pragmatically results-oriented. Considering integration of these practices into the organ-

izational structure of the Local Government Units allows the creation of a systematic 

capacity-building process, which consequently supports and optimizes efficiency, ena-

bles adaptability and innovation, and enhances employee motivation. Ultimately, the 

programs will ensure the creation of a more skilled, resilient, and productive workforce 

to meet the growing demand of public service. 
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4      Conclusion and Recommendation 

Based on the findings, the following conclusions were drawn: 

a Among the factors of personal and professional competencies, realistic, social and 

conventional skills emerged as the strongest driver of employees’ overall effective-

ness and employees’ productivity. Respondents also emphasized the importance of 

cultivating a strong sense of commitment among colleagues as a vital strategy for 

optimizing work output. 

. 

b. Relative to the competencies of employees, task complexity, commitment and chal-

lenges are highly evident. 

c Both dimensions of productivity, such as task complexity, commitment, and chal-

lenge, were found to significantly influence the personal and professional compe-

tencies, such as realistic, social and conventional traits. This led to the rejection of 

the null hypothesis, establishing a strong positive relationship among these varia-

bles. 

. 

d The proposed program, once implemented, holds considerable potential for devel-

oping employees’ competencies and strengthening organizational performance.  

. 

Based on the conclusion, the following are recommended: 

1 The suggested program may be reviewed and adopted by the Local Government 

Units in order to take advantage of personal and professional competencies programs. 

This might institutionalize reward and recognition systems to encourage and main-

tain staff commitment. 

. 

2 Employees may continuously participate and engage in the programs developed by 

the researcher to improve their personal and professional competencies and increase 

their level of productivity. 

. 

3 Future researchers may conduct further studies and provide a more comprehensive 

understanding relative to other variables affecting the employee’s productivity. 

. 
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