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ABSTRACT 

The present study investigated the relationship between good governance and employee 

performance among the Municipal Agriculture Offices. The study focused on sub-dimensions 

of good governance practices, including transparency, accountability, fairness, and 

responsibility towards employee performance measures, which assessed task performance, 

contextual performance, counterproductive work behavior, and adaptive performance. 

Quantitative-descriptive design was used, and the purposive sampling technique was 

employed to collect data from Municipal Agriculture Office employees. Descriptive analysis 

was conducted to assess the level of good governance and employee performance, while 

Pearson’s product-moment correlation coefficient was used to identify the relationship 

between good governance and employee performance. The study showed that good 

governance practices were commonly practiced in Municipal Agriculture Offices. The good 

governance indicators that were commonly practiced included responsibility and 

accountability, next to transparency and fairness. The study concluded that governance 

practices were greatly inculcated in the operation and practices of the offices. Performance-

wise, respondents were shown to have high task performance, contextual performance, and 

adaptive performance. On the other hand, counterproductive work behaviors were practiced 

seldom by the respondents. The correlation analysis showed that there was a statistically 

positive relationship between good governance and employee performance. Responsibility 

and fairness were found to be the best predictors of good governance and employee 

performance. The results of this study may suggest that ethical governance practices that are 
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fair and responsible improve and motivate employee performance, resulting in discretionary 

behavior. 

 

KEYWORDS: Good Governance, Employee Performance, Municipal Agriculture Offices. 

 

INTRODUCTION 

Amidst dynamic organizational transformations and the pervasive influence of technological 

and global changes, the significance of good governance has come under increased scrutiny 

in recent times. This scrutiny is evident in both public and private sector entities, as there is a 

growing emphasis on values such as transparency, accountability, rule of law, inclusiveness, 

responsiveness, and efficiency. These values represent a cornerstone that not only underpins 

the structural integrity of an organization but also profoundly influences its decision-making 

processes and operational efficacy. Concurrently, the performance of employees within an 

organization has been recognized as a pivotal element in determining its overall success, 

directly impacting productivity, innovation, and the quality of service or goods delivered. 

That is, well-governed organizations that manifest these values are better poised to create an 

environment where employees are more likely to be engaged, motivated, and productive. In 

contrast, organizations with weak governance structures are more likely to suffer from 

inefficiencies, low morale, poor communication, and generally poor performance.  

In many organizations, the principles of good governance are often touted as essential for 

effective management and leadership. However, in practice, the translation of governance 

principles into improved employee performance is still far from optimal. The critical link 

between governance and performance often remains theoretical or rhetorical in many 

organizations. In some instances, even where a commitment to good governance is 

pronounced, it becomes a matter of mere window dressing or box-ticking, without generating 

any palpable improvements in employee motivation, output, or engagement. There is a 

scarcity of holistic, empirical studies that explicitly map the relationship between governance 

principles and employee performance in specific organizational contexts, even though there is 

an abundance of research on governance, as well as on performance management, as distinct 

topics. 

Grasping the dynamics and limits of this interrelationship is necessary not only to improve 

the performance itself but also to promote and enforce other contemporary values of 

sustainable development and ethical business at all levels of institutional structure. For this 

reason, this study is significant. First, it has a direct impact on the actual concern of 
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organizational leaders, human resource managers, and policymakers who wish to enhance 

institutional performance by non-material, system-based factors. Second, it fills the 

developing and relatively scarce research on the influence of the non-material factor of 

governance and its mechanisms on actual employee behavior and performance. Third, it 

offers relevant, evidence-based recommendations for the improvement of institutional 

practices and for decision-makers in cases where the organization is undergoing changes and 

reformations. For governmental organizations and the public sector in developing countries, 

it is not just a value but a necessity for functioning. In the private sector, where the return on 

performance is a return on profit and market share, understanding the behavior of institutional 

resources and their influencing mechanisms is also an investment. 

Recent literature has begun to explore the nexus of good governance frameworks and 

employee performance dynamics. Nguyen et al. (2018) conducted a study on public sector 

organizations in Vietnam. They found a correlation between good governance practices, 

specifically transparency and participation in decision-making, with increased employee 

commitment and reduced turnover intentions. Park and Kim (2021) provided evidence from 

South Korea that various aspects of good governance, such as ethical leadership and rule of 

law, have a significant positive impact on employee commitment and productivity. However, 

Zhang and Zhou (2022) cautioned that the mere presence of governance structures does not 

always translate into expected employee behaviors, a phenomenon they termed the 

"governance-performance paradox." Collectively, the studies demonstrate increasing 

recognition of the relationship between governance and performance, but also, an empirical 

analysis of this topic is relatively scarce. Studies are often theoretical or only cover specific 

sectors. Other studies do not include employee input when gauging governance issues but 

focus on organizational-level rather than individual-level inputs.  

This study aims to address these gaps by providing a context-specific, employee-focused, and 

data-driven perspective on the relationship between governance and individual and collective 

performance. The research will take place within the current academic year, Calendar Year 

2024-2025, and will involve the collection of quantitative data and comprehensive data 

analysis. 

 

Framework of the Study 

This study is anchored in Agency Theory by Jensen and Meckling (1976). Agency theory 

describes the relationship between the principals (government leaders or public 

administrators) and agents (employees or managers) of an organization. The theory supports 
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the fact that agents are hired on behalf of the principals, and this may result in a conflict of 

interest between the principal and agent. Agents tend to show more interest in their own set 

goals than in the company or the other stakeholders. Agency theory concerns problems like 

misalignment of interests, reduced efficiency, lack of responsibility, and improper and 

inefficient performance. To avoid this type of condition in organizations, specific 

mechanisms like transparency, accountability, fairness, and responsibility are put in place to 

align the agents' interests with those of the principal. The application of the views of good 

governance would significantly reduce information asymmetry, ensure responsibility, and 

improve staff engagement, motivation, and productivity, thereby improving overall 

performance in the organization or offices. 

Moreover, Agency Theory emphasizes internal controls and performance monitoring as key 

solutions to aligning agent behavior with the best interests of the principals. Governance and 

its associated practices and processes are no doubt even more critical in the public sector, 

especially since its performance is not entirely defined in terms of profit, but in service 

quality and social impacts. Governance mechanisms and values, such as open 

communications, clear performance standards, ethical leadership, and participatory decision-

making, among others, can minimize agency costs by promoting a culture of accountability 

and trust within the organization. When governance values become an organizational 

tradition, employees are more likely to feel empowered, valued, and part of an organization’s 

success, which can promote high levels of commitment, initiative, and productivity. In other 

words, these can mitigate the agency problem by addressing employees' need for 

belongingness. In effect, good governance can work as both a management strategy and a 

motivational tool in improving employee performance, thus helping not only the agency 

problem, but the overall achievement of organizational goals, including sustainable 

development, value for money, and ethical and accountable administration.  

The study's schematic diagram, as seen in Figure 1, explores the link between good 

governance and employee performance, particularly in the context of municipal agricultural 

offices. The framework visualizes how governance practices within these offices affect the 

engagement, motivation, and productivity of employees. Good governance, as the 

independent variable, is characterized by attributes such as transparency, accountability, 

fairness, and responsibility (Sedarmayanti et al., 2020), and it is hypothesized to influence 

variables like open communication, accountable leadership, fair treatment, and employee 

involvement in organizational improvement (Pertiwi, 2021). Employee performance, the 

dependent variable, is assessed through aspects such as task performance, contextual 
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performance, counterproductive work behavior, and adaptive performance (Abbasi et al., 

2022). 

 

Significance of the Study 

The results of the study were deemed significant for the following: 

To the Employees of Municipal Agriculture Offices, this study is beneficial to them indirectly, 

as it supports the creation of more inclusive, fair, and supportive work practices for 

employees. This is done by emphasizing the governance and its impact on employees' work 

and experience.  

To the Municipal Administrators and Local Government Officials, the results of this study are 

beneficial to the leaders in shaping policies and reforms that nurture an ethical and 

performance-driven culture in organizations. The outcome of the research offered practical 

implications on how good governance (transparency, accountability, fairness, and 

responsibility) improved employees' engagement, motivation, and productivity. 

To the Human Resource Managers and Supervisors, HR professionals in the public sector can 

use the findings of this study to design strategies that support good governance while 

improving employee morale, retention, and overall efficiency. The study may also serve as a 

basis for creating performance evaluation systems that are grounded in governance principles. 

To the Policymakers and Government Agencies, the findings of this study could inform 

national and regional policymakers to support reforms on governance to enhance the quality 

of public service delivery and institutional performance. The study could serve as a reference 

on how to connect governance with human capital development in public institutions. 

To the Academic and Research Communities, this study contributes to the existing body of 

knowledge by further exploring how governance relates to employee performance in public 

organizations. The study also offers empirical evidence on how governance operates in a 

specific context, such as a municipal agriculture office, an area where the link between 

governance and performance remains underdeveloped and not widely studied. 

To the General Public and Service Beneficiaries, stronger governance and improved staff 

performance in local agricultural offices ultimately lead to better public service delivery. This 

benefits farmers, agribusinesses, and the wider community that relies on these offices for 

support, programs, and agricultural development services. 

To the Future Researchers, the theoretical and empirical foundations of this study can serve 

as a useful reference for future research in other fields or local government units. Subsequent 

studies may replicate, build on, or compare their findings with those of this research. 
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Moreover, incorporating additional variables, qualitative perspectives, and comparative 

approaches can help further expand and enrich the scope of the work. 

 

Delimitation of the Study 

This study examined the good governance practices of municipal agriculture offices based on 

the individual employee’s work performance from the eight (8) municipalities of Southern 

Bukidnon, Philippines. Specifically, this study was conducted at the Municipal Agriculture 

Offices, including the Municipalities of Damulog, Kibawe, Dangcagan, Kitaotao, Don 

Carlos, Kadingilan, Maramag, and Quezon. The study specifically explored how good 

governance practices, such as transparency, accountability, fairness, and responsibility, would 

relate to employee performance, including task performance, contextual performance, 

counterproductive behavior, and adaptive behavior. The study employed the descriptive-

quantitative method. Through this, the municipal agriculture employees from the said 

municipalities answered and signed survey questionnaires, which served as the instrument 

used in the study. Data collection, analysis, and interpretation were conducted. Findings were 

based solely on the information gathered. 

 

Definition of Terms   

To further facilitate the understanding of the terms used, the following terms were defined 

operationally: 

Accountability. Accountability refers to the extent to which individuals, particularly leaders 

and employees, are answerable for their actions and performance. It includes having clear 

expectations, regular performance evaluations, and systems for recognizing achievements or 

addressing mistakes. 

Adaptive performance. Adaptive performance is the ability to adapt to change and solve 

problems. 

Census Sampling. Census sampling is collecting data from everyone who participated in the 

study. Census involves using all the people affected by the study as respondents. 

Contextual Performance. The contextual performance is activities that contribute to the 

organization's environment, such as working as a team player, showing helping behavior, etc. 

Counterproductive work behavior. This counterproductive work behavior refers to harmful 

behaviors that interfere with an organization's functioning, such as absenteeism or rule-

breaking. 
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Employee Performance. Employee performance refers to the employee's behavior or action 

relevant to the achievement of the organizational goal.  

Fairness. Fairness refers to the degree to which employees are treated equitably, without 

favoritism or bias, in various aspects such as workload distribution, recognition, promotion, 

and disciplinary actions. Fairness also implies impartiality and respect in workplace practices 

and decision-making. 

Good Governance. Good governance in this study refers to the good corporate governance, 

which structures specify the distribution of rights and responsibilities among different 

participants in the agriculture office. It sets the rules and procedures for making decisions and 

managing the government office. 

Responsibility. Responsibility is the level of commitment and ownership demonstrated by 

employees and leaders in fulfilling their roles and obligations. It encompasses reliability in 

completing tasks, taking ownership of one’s work, and a proactive attitude toward 

contributing to the organization’s objectives. 

Task Performance. The task performance is the degree to which an employee successfully 

performs their primary work duties. 

Transparency. Transparency is the degree to which the processes, decisions, and information 

within the organization are visible and accessible to employees. It involves open 

communication, policies, and access to relevant information for work purposes. Transparency 

in leadership decisions that impact employees and operations is also crucial. 

Nexus. Nexus refers to the measurable relationship between good governance practices and 

employee performance, operationalized through statistically significant associations between 

governance indicators (such as transparency, accountability, participation, and 

responsiveness) and employee performance outcomes (such as efficiency, productivity, 

service quality, and work commitment) among staff of the Municipal Agriculture Offices of 

Southern Bukidnon. 

 

Research Methodology 

The study utilized a quantitative-descriptive design. Quantitative-descriptive research design 

is a non-experimental method that seeks to methodically define the traits, attributes, or 

frequencies of a given event or population. This design typically involves collecting 

numerical data through methods such as surveys with closed-ended questions, structured 

observations, and the analysis of existing statistical data (Johnson and Christensen, 2019). 

This quantitative-descriptive method was highly suitable for measuring the nexus of good 



International Journal Research Publication Analysis 

Copyright@    Page 8 

  

 

 

governance and employee performance among municipal agriculture office employees, as it 

could accurately quantify and characterize the current condition of these connections through 

numerical data. With the use of this method, standardized data on topics such as 

accountability, transparency, fairness, and responsibility aspects of good governance were 

efficiently collected. This data was statistically analyzed to determine the existing patterns of 

employee performances, specifically task performance, contextual, counterproductive work 

behavior, and adaptive performance. It provided a solid baseline for comprehending the 

relationship of variables, pinpointing areas that required development, and laying the 

groundwork for further, more in-depth study or focused interventions by giving a clear, data-

driven summary. Hence, this method helped to gather information about the good governance 

of municipal agriculture offices in Southern Bukidnon and the level of employee performance 

of these offices.  

 

Research Locale 

This research was conducted in the Municipal Agriculture Offices (MAO) of eight (8) 

municipalities located in the southern part of Bukidnon Province, Philippines, which are 

Damulog, Kibawe, Dangcagan, Kadingilan, Kitaotao, Don Carlos, Maramag, and Quezon. 

These specific localities were purposively chosen as they were among the local government 

units that served as the main agricultural areas in Southern Bukidnon, where agriculture is 

still the primary source of livelihood and means of living in the area. The number of 

respondents was 94. This included all the agriculture employees, who were chosen 

purposively as they were involved in the agriculture development, extension, and programs in 

the area at the local level of government. These municipalities were also included due to their 

importance in the province's agricultural productivity and the ease of securing the total 

workforce for a census-type study. 

 

Respondents of the Study 

Based on the purposive census sampling method, this study generated the entire population 

involving ninety-four (94) participants or employees from the Municipal Agriculture Offices 

(MAOs) of Southern Bukidnon, Philippines, specifically the eight (8) municipalities, 

Damulog, Kibawe, Dangcagan, Kadingilan, Kitaotao, Don Carlos, Maramag, and Quezon. 

The number of participants in this study was a manageable proportion of the population. It 

was chosen with direct relevance to the objectives of the study, which focused on agricultural 

governance and service delivery.  
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The respondents of the study comprised those employees who fulfilled the inclusion and 

exclusion criteria. Criteria were established to guarantee that the study population was 

uniform and appropriate and that only pertinent information was acquired, hence improving 

the dependability and value of the data to be gathered. The inclusion factors were employees 

who were identified as MAO legitimately employed at the time of data collection, had one of 

the agricultural-related duties (extension, planning, implementation, monitoring, 

administrative support), and had worked for at least six months in the identified MAO. 

Excluded were employees who were on extended leave or seconded to other offices during 

the data collection period, employees who had been newly employed and did not have at least 

six months of working experience in the identified MAO, or employees who were not 

engaged in agriculture-related work in the MAO (e.g., outsourced janitorial staff, outsourced 

security personnel). The inclusion and exclusion criteria for participants in this study were 

crucial parameters that precisely defined the characteristics of individuals who were eligible 

or ineligible to participate. The study's participant selection was exceptionally focused, 

targeting MAO employees who were identified by the Department of Agriculture's updated 

list at the Municipal level. 

 

Sampling Procedure 

The sampling design employed in this study was purposive census sampling. Census 

sampling is a sampling method in which data is collected from every member of the 

population of interest. It is typically applied when the population is small and easily 

accessible, and when all members of the population are available and relevant for research 

purposes. In this way, census sampling ensures that there is no sampling error and that the 

data is fully representative of the population. Census sampling is most used in organizational 

research when researchers are interested in investigating the opinions or performance of all 

employees within a specific organization, department, or unit. In such cases, a census sample 

allowed the researcher to gain a comprehensive understanding of the characteristics of the 

population of interest. Unlike probability sampling methods, a census provides information 

about the entire population of interest, rather than making inferences from a smaller, 

representative sample, thus providing results that are both comprehensive and generalizable 

to the population under study (Singh and Masuku, 2014).  
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Research Instrument 

The researcher utilized an adapted survey questionnaire for this study from several studies 

that have developed and validated measuring tools in line with the elements of good 

governance and employees' performance from various authors. Good governance adapted the 

instruments from Hossiep et al. (2024) for the transparency dimension, Han and Perry (2020) 

for the accountability dimension, Duff et al. (2024) for the fairness dimension, and Fauzi et 

al. (2018) for the responsibility dimension. For employee performance, the researcher 

adapted an instrument from Widyastuti and Hidayat (2018) for task performance, contextual 

performance, and counterproductive work behavior, while adapting Krauter's (2018) for the 

adaptive performance, which was derived from the German adaptive performance self-

assessment questionnaire developed by Kroger and Staunfenbiel (2012).  

The instruments that were used to measure some of the key variables in this study were 

adapted due to the relevance, reliability, and validity of the questions used in previous studies 

to measure the same concepts. By borrowing this instrument with open access and free to use 

by researchers of the same and related studies, it made data collection and research rigorous. 

It added value to the credibility of the results of this study, which measured the dimensions of 

principles of good governance in the organization and the dimensions of employees' 

performance. This was suitably modified to fit in with the local and contextual issues in 

which the study was carried out, and care was taken to ensure that the instruments used 

remained true to the original intended items. 

The questionnaire was a research instrument consisting of forty (40) questions, mainly 

designed to collect information from the participants (please see Appendix D for the actual 

research instrument). The adapted questionnaires were composed of items that would be 

easily answerable by the employees of the Municipal Agriculture Offices (MAOs). 

 

Data Gathering Procedure 

The data collection process followed a systematic approach to ensure the accuracy, 

credibility, and ethical integrity of the study. The researcher secured approval from the 

appropriate authorities, including the Dean of the Graduate School of Valencia Colleges Inc. 

(VCI), before conducting the study. After securing approval, the researcher proceeded with 

participant recruitment using a purposive census sampling method, adhering to the 

established inclusion criteria. Potential participants were provided with informed consent 

forms that outlined the purpose of the study, confidentiality measures, and the respondents’ 

rights to voluntary participation.  
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The researcher followed the Graduate School protocols for data gathering. Valencia Colleges 

Inc.’s (VCI’s) data collection procedures for research studies were firmly based on ethical 

principles, requiring adherence to informed consent, confidentiality, beneficence, and justice 

in all research involving human participants. Beyond ethics, the protocols placed a strong 

emphasis on methodological rigor, requiring that data collection techniques align with the 

study's goals and the selected research design, which included using instruments that were 

valid and reliable, following systematic procedures for data collection, and employing secure 

data management techniques.  

After the approval of the research instrument, the questionnaires were personally distributed 

to each participant to ensure clarity and understanding of the survey. The researcher provided 

an overview of the study and explained the objectives, emphasizing the importance of their 

honest and accurate responses. The researcher got the approval and coordination from the 

Municipal Mayors and heads of the MAOs from the said municipalities for the scheduling 

and facilitation of the survey. The respondents from each municipality were asked to read and 

sign the informed consent form attached to the questionnaire. It notified them about the 

purpose of the study and ensured the confidentiality of their responses.  

The data gathering instrument in the form of a questionnaire was administered personally in 

hard copies or online (depending on its accessibility) to the respondents during working 

hours. Participants were guided individually throughout the questionnaire administration 

process to minimize potential misunderstandings and ensure the collection of valid and 

reliable data. They were encouraged to respond based on their own experiences and 

perceptions related to good governance and employee performance in their respective offices. 

The researcher ensured that the respondents were given sufficient time to finish the 

questionnaire and, if required, could provide an explanation for each item without giving 

bias. The filled-out questionnaires were immediately returned to the researcher or returned 

within a specified time. 

 

Statistical Treatment 

Statistical treatment of data was essential in analyzing and interpreting the responses that 

were gathered from the research participants. It ensured that appropriate statistical tools were 

applied to address each statement of the problem and draw meaningful conclusions based on 

empirical evidence. 

For Problem 1, to determine the level of good governance as perceived by the employees of 

the Municipal Agriculture Offices in terms of accountability, transparency, fairness, and 



International Journal Research Publication Analysis 

Copyright@    Page 12 

  

 

 

responsibility, descriptive statistics were utilized. Specifically, measures such as the mean and 

standard deviation were computed to assess the average responses and the degree of 

variability in the data. The interpretation of the mean scores was based on a predetermined 

Likert scale to categorize the level of governance from very low to very high. 

For Problem 2, to assess the level of employee performance in terms of task performance, 

contextual performance, counterproductive work behavior, and adaptive performance, 

descriptive statistics were employed. The mean and standard deviation were calculated to 

obtain the central tendency and dispersion of the responses for each performance dimension. 

It is important to note that in interpreting results for counterproductive work behavior, lower 

mean scores would indicate more desirable outcomes, as this dimension reflects negative 

workplace behaviors. 

For Problem 3, to examine whether there is a significant relationship between the levels of 

good governance and employee performance, the Pearson Product-Moment Correlation 

Coefficient was used. This statistical tool was appropriate for measuring the strength and 

direction of linear relationships between continuous variables, such as the overall scores and 

sub-dimension scores of good governance and employee performances. If the data does not 

meet the assumptions of normality, the Spearman Rank-Order Correlation may be applied as 

a non-parametric alternative. The results indicated whether a statistically significant 

correlation exists and whether the relationship is positive or negative. 

 

Ethical Consideration 

The researcher considered several ethical considerations when studying the nexus of good 

governance and the employee performance of MAOs. Firstly, informed consent was obtained 

from all participants, ensuring they were fully aware of the study's purpose, procedures, and 

potential risks and benefits. Confidentiality and anonymity were maintained by the researcher 

and participants throughout the research process, with all data to be kept secure and 

accessible only to the authorized researcher. Participants have the right to withdraw from the 

study without consequences.  

Throughout the data-gathering process, the researcher ensured that the participants' rights and 

privacy were respected and protected. The participants were assured that their participation 

was voluntary and that they were free to withdraw from the study at any time without any 

repercussions. The researcher adhered to the ethical guidelines and regulations set forth by 

relevant governing bodies to ensure the preservation and protection of participants' well-
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being and rights. Lastly, the study findings were reported accurately and objectively, properly 

acknowledging the participants' contributions and respect for their privacy. 

 

FINDINGS 

The level of good governance practice among employees in the municipal government offices 

is very high, as observed through the reliability test. The highest mean score was reported 

under responsibility, followed by accountability, transparency, and fairness, which recorded 

the lowest mean score. This can be interpreted as employees indicating that their superiors 

and managers demonstrate ethical conduct, are fair, very clear with their communication, and 

responsible in the implementation of policies, decisions, and regulations, which in turn 

supports good governance practice. 

Employees reported that they always or often engaged in behaviors related to high 

performance on all subscales. Task performance subscale scores were high, indicating that 

employees always practiced good task performance behaviors, such as planning, prioritizing, 

and completing work. Contextual performance subscale scores were also high, indicating that 

employees always engaged in good contextual performance behaviors, such as taking 

initiative, helping coworkers, and accepting challenges.  

Employees also reported always demonstrating good adaptive performance behaviors. These 

behaviors included dealing with difficult situations, solving problems when limited resources 

were available, and making decisions that helped them achieve their goals. Employees 

reported they never or rarely engaged in counterproductive work behaviors, which are 

behaviors that can harm the functioning of an organization. 

Good governance correlated positively and significantly with employee performance. The 

two dimensions of governance most strongly correlated with employee performance were 

responsibility and fairness, followed by accountability. Transparency positively correlated 

with good governance, yet was not significantly correlated with employee performance, 

which may be due to transparency already being practiced at such a high rate that there would 

be no additional benefit to improving this dimension any further. These results indicate that 

when municipalities behave responsibly, ethically, and fairly with employees, performance—

namely, task performance, contextual performance, and adaptive performance-increases 

while counterproductive behavior decreases. 
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CONCLUSIONS  

Based on the study's findings, the study concludes that the employees strongly agreed that 

good governance practices are instilled in the municipal government offices. Responsibility 

received the highest mean ranking, followed closely by accountability and transparency, with 

fairness trailing slightly behind, but remained in the very high ranking. This would mean that 

employees feel that leaders in their municipality behave in an ethical manner and make 

decisions that are responsible, transparent, and fair when it comes to implementing policies 

and decisions. 

Individuals performed at or near excellence in all areas measured, namely task, contextual, 

and adaptive performance, while actively engaged in counterproductive behaviors. This 

would indicate that employees are fully invested in planning, prioritizing, completing work 

efficiently, helping coworkers, volunteering to go above and beyond their normal job duties, 

working around adversity, and solving problems with limitations. Additionally, there is an 

extremely low number of individuals who are engaged in counterproductive behavior. A 

municipal workforce that excels in performance, teamwork, and adapting to different working 

conditions. 

Results support that good governance impacts employee performance within municipal 

government offices. Relationships between responsibility and fairness revealed the highest 

positive correlation coefficients with performance. This is unsurprising as practicing ethical 

behavior and treating employees equally can help motivate performance. Accountability was 

also significant, while transparency was non-significant despite proving to have a high rate of 

practice. This could be due to a saturation in its practice. Overall, it can be concluded that 

good governance, measured through responsibility, fairness, and accountability, leads to 

increases in employee task, contextual, and adaptive performance while decreasing 

counterproductive work behaviors. 

 

RECOMMENDATIONS 

The following recommendations were made to address the beneficiaries of this study: 

Employees of Municipal Agriculture Offices. Employees may maintain excellent ratings in 

task performance, contextual performance, and adaptive performance. By consistently 

engaging in training and workshops to better themselves, employees can improve their skills 

and learn how to properly react to different shifts in their work. Also, by continuing to work 

ethically and responsibly, employees can decrease the occurrence of CWB. 
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Municipal Administrators and Local Government Officials. The Municipal Administrators 

and Local Government Officials may practice good governance standards, including 

responsibility, equity, and accountability. Regularly carrying out policies with transparency 

and keeping good communication with personnel will lead to happier employees and better 

results. 

Policymakers and Government Agencies. The policymakers and government agencies may 

have adequate information to create programs or policies that institutionalize good 

governance practices in local government offices. Policies supporting and emphasizing good 

governance qualities like accountability, fairness, and transparency can allow government 

agencies to set standard regulations when it comes to ethical behavior and good public 

service. Regular practice of good governance principles may lead to better employee 

performance and service deliverables. 

Academic and Research Communities. This study may recommend that future studies should 

be conducted on governance and its practices on employee performance in a government 

setup different from this study. The study can help increase the body of knowledge, help in 

policy formulation, and give strategies that can help in better practices. 

Future Researchers. The study's theoretical and empirical groundwork may be helpful in 

other studies in other fields or Municipal Agriculture Offices in the future. Future studies 

could replicate, expand on, or compare with this study’s findings. In addition, other variables, 

qualitative aspects, and comparative analyses may be used to broaden the scope of our work. 
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