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ABSTRACT

The main purpose of this study was to determine the self-
actualizationofselectedworkingstudentsatOffsourcingPhilippinesInc.Theresear
chusedself-constructed questionnaire, validated by the panel experts and
distributedto100respondentstoseeifthereissignificantdifferencebetweenthelevel
sofself-
actualizationofselectedworkingstudentsatoffsourcingPhilippines.UsingFrequen
cyandANOVA, theresearchshowedthatthereisnosignificantdifference in self-
actualization of working students when grouped according tosex. However,
their significant difference when analyzed by according to civilstatus with the
value of 0.00 and also with significant difference 0.005 with f-test 8.14, and
lastly with significance difference 0.043 with f-test 4. 209.Theresearchers
recommend for working student to have financial security,
theyneedtobemoreproductiveintheirworkinorderforthemtoreceivehigherpayto
support their daily needs and to make them happy. It is also
recommendedthatthisstudybeconductedonalargerscaleandorscope.Moreover,
additional parameters or variables should be added.Quantitative analysis
ofthe significant relationships of the different indicators with that of the profile
oftherespondentswouldbeexploredcomprehensively.

Keywords:Self-Actualization,Philippines.
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Chapter1

INTRODUCTION

BackgroundoftheStudy

Reportseekstofillgapsininformationonthelivesofunmarriedyouthinthebusi

nessprocessoutsourcing(BPO)sectorinIndia.Specifically,itdocuments young

people’s self-efficacy and their connections with their familyand peers, as well

as their sexual experiences and substance use

practices.ThefindingspresentedinthisreportreiteratethefactthatBPOemploymen

tnotonlyprovidesyoungadultswithaprofitableandchallengingworkenvironment,b

utalsohasotherpositiveoutcomes:manyyoung BPOemployeesassociatedtheir

increased independence and self-efficacy to their employment in thissector,

many reported close peer networks, and many reported a

savingsorientation(Vaid,2009).

Theresultsofaninput−outputanalysisofthePhilippineBPOindustriesinter

sectoriallinkagesanditspotentialimpactoncompensationandemployment. The

analysis shows that the BPO industry is not a key sector interms of stimulating

production in other sectors of the Philippine economy.Growth in the sector's

revenues, however, can have a significant impact

oncompensationandemployment.Ifappropriatepoliciesareenactedandhumanca

pitalimproved,itisestimatedthatthePhilippineBPOsectormaybecomeanimportan

temploymentgeneratingsector(Ramos,et.al.,2008).
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Thetrendofbusinessprocessoutsourcinghasbeenpopularthesedaysin the

Philippines because it is one of the fastest growing and most

dynamicemergingsectorsinthepastsevenyears.Thebulkofthisamountisaccounte

dfor by the call centers. Being first among the Philippines' next wave ccities

forIT-BPO locators for two consecutive years, Davao isunquestionably ready

tobecome a host city for the largest call centers in the world and has

beenidentifiedasoneofthenext-

wavecitiesforitsefficientinfrastructures,connectivity, cost of laborspace, roads,

accesstobothinternationalanddomesticflights,reliabilityofpowersupply,andavail

ablehumanresourcesthathasbecomeincreasinglyattractivetoforeigninvestors(C

astro,2013).

StatementoftheProblem

The study aims to determine the self-actualization of

selectedworking students at Off Sourcing Philippines Inc. Specifically, it

sought toanswerthequestions:

1. Whatistheprofileoftherespondentsintermsof:

1.1 Sex

1.2 Age;and

1.3 CivilStatus?

2. Whatisthelevelself-

actualizationofselectedworkingstudentsintermsof:

1.4 ProvidingOpportunitiestoSocialize;

1.5 PromotingHealthyWorkforce;

1.6 RecognizingEmployee’sAccomplishment;and

1.7 ProvidingFinancialSecurity?
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3. Istheresignificantdifferencewhengroupedaccordingtothelevelof

self-actualization of selected working students at Off-

SourcingPhilippinesInc?

Hypothesis

There is no significant difference on the self-actualization of

selectedworking students at off sourcing Philippines Inc. when grouped

according toprofile.

ReviewofRelatedLiterature

Theliteraturereviewexcerptedinthisstudyprovidednewinsightsinthedevel

opmentofthestudytakenfromvarioussourcessuchasbooks,magazines,newspap

ers,journalsandreliablewebsites.

Self-Actualization

Self-actualization is redefined as the perceived competence to

satisfythesebasicneedsinduetime.Self-

actualizationtranslatestomaximizingone’struepotential(Francis,1992).

BasedonAmir-Kiaei(2014),Self-

actualizationexperiencedhigherwellbeing as well the result of this

hypothesized relationship was equivocal forparentstudents,Moreover,need-

satisfactionandnon-

defensivenesswerefoundtobesignificantlyandpositivelyassociatedwithself-

actualization,providingpreliminarysupportingevidence.

As expressed by Guffey (2009), Self-actualization plays a key role

increating and developing the holistic concept of student development.

Theseconcepts may assist in explaining needs, goals and developmental

challengesofcollegestudents.Throughoutthecollegeyears,studentsmayask
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themselves many questions, one in particular striving for self-

actualizationassistsinansweringthisquestion.

BasedonRivero(2002),puttingintopracticeeducationforself-actualization

would then include a learning environment that promotes

andsupportscreativelearning-

throughdigressivelearningandimmersionlearning,and integration of work and

play, forexample-whether the child's primarylearningoccursathomeoratschool.

In the study of Plouffe and Gravelle (1989) age, sex and

personalitycorrelates of self-actualization among older adults were examined.

Resultssuggest that the components of self-actualization are differentially

influencedbyageformenandwomen,andthatthetraitsaccompanyingself-

actualizationaresex-linked.

AsAbulof(2017),Maslow’shierarchyofhumanneedsismostlyanimalistic;

only self-actualization is uniquely human. Yet even this token ofhuman

exceptionalism is hampered by subscribing to essentialist, rather

thanexistentialist,authenticity.Iftheformerisjustaboutrecoveringaninnate,latent,c

ore, it robs humans of their freedom to re-create who they are. If we dare

tochoose,wecannotbutbeourselves.

According to Erin (2016), Maslow’s also noted that even if all

otherneeds are met, self-actualization does not emerge as a motivator in all

cases.When it does, it can take many forms, depending on individual talents

andvalues, for example. Often the urge is creative, as in the case of artists

orwriters; however, it might also take the form of maximizing the quality of

one’srelationshipsorperfectingthephysicalformthroughathleticsandgoodhealth.
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Maslow noted that self-actualization is one of the least studied

andunderstood needs, because of its relative rarity. It is the exception rather

thanthe rule, he stated, for an individual’s other needs to be so sufficiently met

thatself-actualizationcanemergeasamotivator.

AnexpressedbyD'SouzaandGurin(2016),AbrahamMaslowpopularizedth

econceptofself-actualizationasaprocessanindividualundergoes through life. He

believed that most mentally healthy individualsfollow a path called growth

motivation that allowed them to self-actualize andrealize their true potential as

they grow older and mature. Maslow’s theory ofself-

actualizationissynonymouswithseminalpsychological,philosophical,andreligiou

s theories that support the noble human transition from self-

indulgencetoselflessnessandaltruism.

BasedonGreeneandBurke(2007),Self-actualizationmaybecommonly

misunderstood as a focus on self and as the last level of Maslow'shierarchy.

That is, movement from self to other. Maslow expanded on self-

actualizationtobeyondself-actualizationinhis1971book.

An indicated by Kamath and Ashok (2015), Humans are believed to

beinnately good and capable of exercising free will to achieve their

highestpotential. This is termed as self-actualization and is considered the

highesthuman motive, which involves the development of the essential human

natureaunifiedpersonality,identityandtheattainmentoffullhumanness.

According to Olson (2013), Maslow’s hierarchy reflects a linear

patternofgrowthdepictedinadirectpyramidalorderofascension.Moreover,hestate

sthat self-actualizing individuals are able to resolve dichotomies such as

thatreflectedintheultimatecontraryoffree-willanddeterminism.Healsocontends
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that self-actualizers are highly creative, psychologically robust individuals. It

isarguedhereinthatadialecticaltranscendenceofascensiontowardself-

actualizationbetterdescribesthistypeof self-actualization,

andeventhementallyill,whosepsychopathologycorrelateswithcreativity,havethec

apacitytoself-actualize.

As per Garrison (2008), Self-actualized individuals have a sense

ofhumilityandrespecttowardothers,humankinship,andafreshnessofappreciation.

These experiences enable individuals to be creative, inventive,andoriginal.

AsStatedbyD’SouzaandGurin(2016).Maslow’stheoryofself-actualization

posits that mentally healthy individuals are deeply motivated tofollow a path

called growth motivation that shifts focus from self-interest

tosocialinterest,resultinginpersonalsatisfactionandcommunalpeace.Maslow’s

theory correlates with other significant theories in the worlds

ofpsychology,philosophy,andreligion.

In accordance of Fetzer (2003), research has challenged the

inductiveapproach by identifying professionalismamong associate degree-

preparednurses returning for the professional degree. Two variables derived

from theliterature,self-

actualizationandworkexperience,wereinvestigatedaspossibleantecedentstothe

developmentofprofessionalattitudes,values,andbehaviorsofassociatedegreenu

rses.Findingsindicatedthatself-actualizationwas positively and significantly

related to the degree of professionalism.

Theneedtoreevaluatetheinductionmodelofprofessionalsocializationandconside

rareactiveapproachisconsidered.
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Ascitedby Selva(2020)thisisnottosaythatself-

actualizationmustbeaccompanied by externala status or accolades, or that

external markers ofsuccessarenecessaryforself-

actualizationtoberealized;but,itdoesunderscore the link between success and

self-actualization, suggesting thatMaslow and Goldstein may have been right

in viewing self-actualization as thedrivingforceinourlives.

In the study of Dhiman (2007), self-actualization needs may be

calledGrowthNeedssincetheyrepresentnotsomuchofadeficiencyasanunfolding

of all those wonderful possibilities that lie deep within each human

being,waiting to express themselves. Towards the end of his life, Maslow

wentbeyond even self- actualization. He considered self- transcendence to be

ourdeepestneedandhighestaspiration.

RecognizingEmployeesAccomplishments

AccordingtoO'Donnell(2005),maintaininghighmoralamongemployees in

the workplace is critical to smooth business operations.

Salaryadjustmentsareaprimarymeansofrewardingoutstandingemployeeperfor

mance.ENMR-

PlateauTelecommunicationshasasimilarinternallyregulatedemployeerecognitio

nprogram.Externally,thetelco'semployeerecognition program is based upon

customer opinion. If a customer rates thequality of service as excellent, or if a

customer comments about a particularlywell-

donejobbyaspecificemployee,thestaffmemberreceivesacommendation.

In addition to Wilson, (1995), Employees are recognized and

rewardedfor extra contributions that have measurably benefited the

organization. In

arecentlyreleasedstudyconductedbytheU.S.DepartmentofCommerce,a
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direct link is shown to exist between successful quality programs and

financialsuccess;finally,itiscriticalforemployeestoknowthatrewardsandrecogniti

onprograms exist. While this would seem self-evident, organizations that do

notmakeon-

goingeffortstoinformemployeesoftenfindthattheiremployeeseitherdo not know

that the programs exist or do not understand how and what

theprogramsreward.

As expressed by Olson (2008), recognizing even the small things

areveryimportant.Maybehaveanemployeethatisalwaysontime.

Acknowledgingthiswillshowthemtheefforttheyaremakingisimportant.Itwillhopefu

lly spurn them on to continue to perform well rather than wondering iftheir

efforts matter. There are many reasons why awards programs are

notparticularly helpful in motivating people. First, many awards are a once a

yeartyperecognition.Employeesneedpraisemorethanonceayear.Thenthereisth

eproblemofhowdoyouchooseanemployeefor thishonour?Willitbefair?How will

the employees that aren't picked feel? More than likely they will feelslighted.

To have a motivating work environment, this perception gap

betweenmanagers and employees must be closed. Managers must be sure to

rewardthebehaviourtheydesirewithrecognitionthatisvaluedandmeaningfultothei

remployees-not just themselves. To do this, managers must start

withthemotivationalneedsoftheiremployeesandbuildfromthere.

As per Nelson (2000), Managers have to work hard to help all employees

feelintegral to their jobs. Keeping virtual employees motivated to do their best

is

averyachievabletaskifdonewiththerightfocusattherighttime.Takethetimeandthe

efforttorecognizeallyouremployeesandyouwillreaptherewardsofamoreexcited,e

nergized,andproductivestaff
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ProvideFinancialSecurity

AccordingtoWeeden(2016), individuals'

structurallocationsinthelabourmarketexposethemtodiverserisksforemployment

andincomesecurityat older ages. Among those risks accesses to institutional

mechanisms

forretirementsavingandtherequirementtoassumefullresponsibilityfordecisionsa

boutretirementsavingsthatinvolvemarketrisks.Thespreadoftheseindividualized

pressures to invest in retirement has elevated the importance offinancial

literacy in the 21st century. Late employment careers and patterns offinancial

literacy are studied in this article using the premier U.S. longitudinaldataset

from the National Institute of Aging, the Health and Retirement Studyinitiated

in 1992, which is linked to restricted Social Security earnings

recordsthatextendoverseveraldecades.

AccordingtoRiley,(2018)Workersdesiremoresupportandeducationwhenit

comestomanagingtheirfinances.Infact,halfofallrespondentssaidtheywouldwelc

omeguidanceonpersonalfinancesfromtheiremployerand51percentsaidtheywoul

dliketheiremployertoprovidemoreinformationaboutretirementsavings.Sevenin1

0millennialssaidtheywouldwelcomefinancialplanning assistance and six in 10

would be interested in budgeting

assistance.Despiteworkerinterestinfinancialplanning,onlyoneinfouremployeesh

avebeenofferedsomeformoffinancialeducationintheworkplace,thestudyfinds..A

s mentioned by Mulvale (2007), much of the work performed in such

asocietywouldstillbedoneforawageorsalary.Butvaluewouldalsobeattached,andf

inancialrecognitiongranted,tosociallynecessaryanduseful

workdoneoutsidethepaidlabormarket.
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As stated by McGowan (2018) Organizations will need to consider

howbest to keep their older employees contributing longer, which will not

onlybenefit those workers but will keep valuable experience and competencies

in-houseinthefaceofashrinkingtalentpool.Theywillhavetohelpworkerskeeptheir

skills relevant so they can be employed for as long as they need to

be.Providing the right training programs is another imperative, along with

anassessmentofhowflexibletheirretirementplansareandhowwelltheysupportindi

vidualswhomoveinandoutoftheworkforceorworkparttime.

In the study of Riley (2018), one of the key empirical insights of

thisliterature is that the gender gap in wages at the aggregate level is

perpetuatedbypersistentgenderdifferencesinindividuallabourmarketbehaviours:

whethermenandwomenworkforpay,theoccupationsandindustriesinwhichtheyw

ork,andthenumberofhoursperweektheywork.Thesegenderdifferences emerge

in the context of structural changes in the distribution ofjobs with particular

attributes (such as expected work hours) and in the wagesassociated with

these attributes, resulting in complex and offsetting effects

onthegendergapinwages.

As indicated by Cullen (2018), Study how employees learn about

thesalariesoftheirpeersandmanagersandhowtheirbeliefsaboutthosesalariesaffe

ct their own behavior. Combine rich data from surveys and

administrativerecords with data from the experiment, which provided some

employees withaccurate information about the salaries of others. First, we

document largemisperceptions about salaries and identify some of their

sources. Second, wefind that perceived peer and manager salaries have a

significant causal

effectonemployeebehavior.Theseeffectsaredifferentforhorizontalandvertical
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comparisons. While higher perceived peer salary decreases effort, output,

andretention,higherperceivedmanagersalaryhasapositiveeffectonthosesameou

tcomes.Weprovidesuggestiveevidencefortheunderlyingmechanisms.Weconclu

debydiscussingimplicationsforpayinequalityandpaytransparency.

AsperHunter(2001),finalsalarypensionschemes.Employeesreceivean

income in retirement linked to their final salary. The advantage of these isthat

employees have complete peace of mind - responsibility for funding

thepension rests with the employer. However, these may not always be the

bestchoiceforemployeeswhomovejobsfrequently,orforthosewhosefinalsalaryisl

owerthantheirmid-careerearnings.

ProvideOpportunitiestoSocialize

According to Plagerson (2019), Limited social transformation

islargely due to implementation inefficiencies and unresponsive institutions.

Toservebotheconomicallyredistributiveandsociallytransformativeends,genders

ensitivesynergiesbetweensocialsecurityinstrumentsandwithothermultispectral

interventions could be strengthened, such as access to socialservices

(especially quality child care) and access to basic services (such

aswater,electricity,transportandinternetservices.

In addition of Tena (2019), social are important basic human

needs.When social needs are not fulfilled, it can lead to mental and physical

healthproblems. In an ageing society, meeting the social needs of older adults

isimportanttosustaintheirwellbeingandqualityoflife.Socialtechnologyisusedby

younger people attempting to fulfil social needs. The aim of this study is

tounderstand the social needs of older people and the role of social

technologyinfulfillingtheseneeds.
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As per Bennett (2019), Social innovation (SI) is integral to

productiveoutcomesthatresolveunmetsocialneedsinvarioussocialmovementsth

roughout history, and it has become a movement of its own. SI provides

apowerful place for social movement learning (SML) where solutions are

oftendiscoveredthroughpartnershipofcross-

sectoraffiliateswhoengageincreativeworkthatoftenchallengesthestatusquoinso

ciety.

As mentioned by Hausermann (2006), By contrast, new needs, such

asinfrastructure to reconcile work and care or insurance of atypical

employmentbiographies,concernmainly'new'riskgroups,suchasyoungpeopleor

women.While reforms directed at 'old risks' mainly focused on cost

containment, 'new'social policies aimed at gender equality or the increase of

Labour-marketparticipation. In this article, I argue that the emergence of

modernizing policiescovering new social needs leads to new conflict lines in

social policy making,whichdifferfromthedistributionalclassconflict.

As mentioned by ElBassiouny (2015), Result was consistent across

allof the identity types. Conversely, rejection had a detrimental impact on

socialneedsandmoodwhenitwasexperiencedafteranyoftheidentitymanipulation

s. However, this negative effect on social needs and mood, werereduced

when rejection was followed by religious identity arousal. Therefore,religious

identity arousal served as a protective factor for social needs

andmoodwhenfollowingrejection,butthiswasnottrueofspiritualormoralidentityaro

usals.

Based on Kuhner and Yeates (2017), far from being out of sync

witheach other, business needs and social good are in synergy. Lacking is

theknowledgeandawarenessonwaystoaddresssocialissueswithabusiness
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model. Business owners must take the responsibility of good fortune and

seethemselves as agents of change and see philanthropy as the market for

loveandcare.

As per Larson and Csikszentmihalyi (2014), recent implementation

ofsocialrights-basedpublicpolicyinnovations-includingworkingfamilysupport

- as a response to rising inequalities, welfare expectations and

acceleratingsocial change has been well documented; similarly, South East

Asian andSouth Asian economies have featured much more frequently in

comparativesocialpolicyanalysisaspolicymakershavesoughttoaddresspersistin

gchronicpoverty,adiminishingdemographicdividendandburdensomeepidemiolo

gicaltransit.

Mair(2006),socialentrepreneurship,asapracticeandafieldforscholarly

investigation, provides auniqueopportunity tochallenge,

question,andrethinkconceptsandassumptionsfromdifferentfieldsofmanagement

andbusinessresearch.Articleputsforwardaviewofsocialentrepreneurshipasapro

cessthat catalyzessocialchangeandaddressesimportant socialneedsina way

that is not dominated by direct financial benefits for the

entrepreneurs.PromoteHealthyWorkforce

AccordingtoBarker(1987),itisbecomingclearthathealthyworkerscanlead

to a healthy company. As employers realize that the workplace is a

goodenvironment in which to promote health, as well as increase productivity

andreducemedicalcosts,theyareconfrontingavarietyofimportanthealth-

relatedissues.Majorreasontofocusonhealthieremployeesistherelationshipbetw

eenhealthandincreasedproductivity.
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Inaddition,byGardner(2014),thereisaneedtoreviewhowprocurementstan

dardsarecurrentlyimplemented,toidentifyimportantminimumcriteriaforevaluatin

ghealthandpurchasingoutcomes,andtorecognize significant barriers and

challenges to implementation, along

withsuccessstories.Thepurposeofthispolicypaperistodescribetheroleoffoodand-

beverageenvironmentandprocurementpolicystandardsincreatinghealthier

worksite environments; to review recently created national modelstandards; to

identify elements across the standards that are important

toconsiderforincorporationintopolicies.

Workplace conditions can affect employees at the physical, mental,

oremotional level and enhance or harm their well-being. Studies have

founddifferencesamongoccupationalgroupsintheprevalenceofobesity,cardiova

scular conditions (eg, elevated blood pressure and cholesterol), andother

health indicators, including physical activity and diet quality. (Adams,2019)

AccordingtoEdem(2017)Healthworker’performancecanbeinfluenced by

salary increase and bonuses, but this is short lived and have alimitedeffect

comparedtotheimpact workplaceenvironment hasontheperformance of the

employee. It is the quality of the employee’s workplaceenvironment that most

impacts on their level of motivation and subsequentperformance. How well

they engage with the organization, especially with theirimmediate environment,

influences to a great extent their error rate, level

ofinnovationandcollaborationwithotheremployees,absenteeismandultimately,h

owlongtheystayinthejob.
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AsmentionedbyChamberlain(2010),Healthyworkenvironmentsdecrease

stress,increasemorale,andimprovequalityhealthcare.Theresponsibilitytodecrea

seworkstressisnotonlyaleadershipresponsibility,butalsorequiresobviousattentio

nandcommitmentbythemedicallaborforce.

As Stated by Walker, (2016) Workplace health promotion programs

aremore likely to be successful if occupational safety and health is considered

intheir design and execution, In fact, a growing body of evidence indicates

thatworkplace-based interventions that take coordinated, planned, or

integratedapproaches to reducing health threats to workers both in and out of

work aremore effective than traditional isolated programs. Integrating or

coordinatingoccupational safety and health with health promotion may

increase

programparticipationandeffectivenessandmayalsobenefitthebroadercontextofw

orkorganizationandenvironment.

InadditiontoElwork(2003),Developingandcreatinghealthyworkforceisthe

keytoworksuccess.Newwrittenpolicyonworkloadsandadoptinganalternativewor

k-

scheduleisonewayinreducingthelevelofworkaholicintheofficethusmakingtheenv

ironmentlessstressful.Furthermore,

understandingworkplacecultureandplanningastrategyforchangealsopromotesin

teractionamong lawyers and staff thus address the problem of isolation in a

law firmoffice.

As per Thomas (2010), Such different life experiences and views

onwork/life balance can lead to strife in the workplace. Issues such as who

willagreetoworkovertimetocoverastaffingholeandwhowilltakeitfortheteamregard

ingpatientassignmentscanbegreatlyinfluencedbygenerationalbias.
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When management or co-workers feel judged or singled out because of

theirdifferingviews,theworkenvironmentcanfeeltoxic.

InlightofKroth(2007),Transformingorganizationsintoplacesthatare

bothproductiveandhumanemay,then,bethetwokeystocreatingsuccessful,sustai

nable, healthy working environments. Leaders must perceive a

positiveclimateasaproductivityfactoriftheyaretoprovidetheresourcesandsupport

required. People in positions of power are otherwise more likely to revert

toshorter-

term,morepunitiveworkpractices.Workplacesmustalsobehealthyinordertogarne

rthemostcreativeenergyfromemployees.

Ahealthyandfitemployeeislesslikelytogetinjuredonthejobandwillrecoverf

astershouldtheysustainaninjury.Haveathirdpartyperformphysicalsandfunctional

capacityevaluationstoassessprospectiveemployee'sability to meet the physical

requirements of each job. Make sure only

qualifiedemployeesarehiredforthedemandsoftheirjob.

AsmentionedbyGrawitch(2009),Managersandorganizationalleadersare

continuously looking for ways to position their organizations for success.

Arecenttrendamongpractitionershasfocusedoncreatingahealthyworkplace,resu

lting in numerous contrasting prescriptive approaches toward

achievingorganizationalhealth.Ratherthanadvocatingaparticularapproachtoahe

althyworkplace, this article focuses on the need for practitioners to design

healthyworkplace programs, policies, and practices that fit the specific context

of anorganization.

AscitedbyLydell(2019).Therehadbeenmanychangesintheworkplace in

recent years, and the coworkers were of the opinion that this

wasbothgoodandbad.Insomeperiods,theemployeeshadgotseveralnewduties
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every week and they never knew exactly what to do. If this was to continue,

itcould be hard for the coworkers in the future when they were getting

older.There had also been a reorganisation in the company, which resulted in

thatmanyoftheemployeeswerequitting.Onewaytofeelgoodatworkwasiftheyhad

access to temporary staff. If not, the employees had to handle the samejob

with fewer persons, and therefore, they would have no time for breaks

andreflection.Thisisanissuetohandleinthefutureandcouldbehardwhengettingold

er.

In addition to Huddleston (2014), A healthy work environment

occurswhen people are valued and treated fairly and respectfully with a strong

senseof trust among all employees from the lowest to the highest positions

within anorganization.

AccordingtoDornsife(2015)Rewards,incentives,andbenefitsaregreattech

niquestoincreasemotivationintheworkplace.Thesetechniquescanalsopromoteh

ealthandwellnessbyprovidingbenefitssuchasagym,spa,oryogamembership.Am

enitiessuchasanon-sitegymgiveemployeestheopportunityto exercise more

frequently and together, creating a strong work environment.Offering group

classes that help educate workers on the benefits of exerciseand diet before

or after work give them an incentive to be at work as well asenjoyit.

BasedonthestudyofYangDong-

Hoon,et.al.(2007),manyorganizationsarestrugglingtodefinea"healthy"workplac

e,toassessboththehealthy and unhealthy aspects of their own environment,

and to implementinitiatives to improve the quality of their work and workplace.

There is a

hugebodyofliteraturedocumentingthedirectandindirectcostsofworkstress.
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Research conducted primarily since the 1960s has identified the

principalcharacteristics of jobs that affect well-being. There is a clear parallel

betweenthe literature addressing job design as a means of increasing

motivation

andorganizationaleffectivenessandjobdesignasameansofimprovingindividualw

ell-being.

TheoreticalandConceptualFramework

This study is anchored to Maslow’s need hierarchy theory:

applicationsand criticisms authored by Kaur, A. (2013). The rationale behind

the self-

actualizationofemployeesliesonthefactthatit’sabletosuggesttomanagershow

they can make their employees or subordinates become self-actualized.This

is because self-actualized employees are likely to work at their

maximumcreative potentials. Therefore, it is important to make employees

meet

thisstagebyhelpingmeettheirneed,organizationscantakethefollowingstrategiest

oattainthisstageare:recognizingemployees’accomplishmentsanimportant way

to make them satisfy their esteem needs. Financial security isan important

type of safety need, provide opportunities to socializeone of thefactors that

keep employees feel the spirit of working as a team, and

promotehealthyworkforcecompaniescanhelpinkeepingtheirEmployeesphysiolo

gicalneedsbyprovidingincentives.

Figures1describethevariablesofthestudythatincludestheindependent

and dependent variable. The independent variable indicates theself-

actualization which has identified the following indicators which refers

toEmployees Accomplishment, Financial Security, Opportunities to

Socialized,HealthyWorkforce;TheseIindicatorshelpstodescribethelevelofSelf-



19

actualizationamongselectedworkingstudentsatoffsourcingInc.
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Self-actualization

 EmployeesAccomplishment
 FinancialSecurity
 OpportunitiestoSocialized
 HealthyWorkforce

Profileoftherespondents

 Age

 Sex
 CivilStatus

MainVariable

Figure1.ConceptualFrameworkoftheStudy
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SignificanceofStudy

Thefindingstothestudywillbebeneficialtothefollowing:

Off Sourcing Philippines Inc. – This study gives you staffing

flexibilitythatjustdoesn'texistwithin-

houseemployees.Outsourcingallowsyoutotailoryourserviceconsumptiontoyour

needs.

Working Students - The findings of this study will contribute

newknowledge to those students that are planning to work while studying and

alsoto those who are currently working students to understand the nature of

BPOindustry.

FutureResearchers-Thefindingsofthestudywouldserveasthebasisfor

the future researchers to conduct thorough study which involves

employeemotivationandemployee’sself-actualization.

DefinitionofTerms

Thefollowingareoperationaldefinitionofterms:

BusinessProcessOutsourcing-

isanadvancedtypeofIToutsourcing,whichwillbethenextbigwaveininformationtec

hnologyservices.Self-Actualization-Self-

actualizationisredefinedastheperceivedcompetencetosatisfythesebasicneedsin

duetime.Self-actualization

translatestomaximizingone’struepotential.

Social – are important basic human needs. When social needs are

notfulfilled,itcanleadtomentalandphysicalhealthproblems.

Healthy work force - It is widely known that being in work is good

forpeople’s health and wellbeing, but it’s increasingly being recognized that

ahealthyworkforceisbeneficialtoemployerstoo.
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Chapter2

METHOD

Presentedinthischapterarethediscussionsontheresearchdesign,the

procedure in conducting and identifying the respondents, the

instrumentusedandthestatisticaltoolsemployed.

ResearchDesign

Descriptivesurveystudiesapproachwasusedonthisstudy.Thiseasilyverifie

d the self-actualization of selected working students of Off SourcingPhilippines

Inc. According to Creswell (2002), this involves identification

ofattributesofaparticularphenomenonbasedonanobservationalbasis.

Thisstudydeterminedtheexistingstateofaffairsofself-

actualizationofselected working students affected by their perceptions of being

employedwhile earning education. In addition, this also described the status

quo existedinprofile.

ResearchSubjects

The respondents of this study were the current working students at

OffSourcingPhilippinesInc.Therewere100participantsselectedthroughconvenie

nt purposive sampling which is one of the most competent probabledesigns.

Questionnaires were given and retrieved by the researchers

whichresultedto100percentretrievalrate.

Inaddition,carewasusedtoensurethattheresearcherswhoadministered

the survey did not influence, in any way, the answers of therespondents.
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ResearchInstrument

The researchers utilized an adapted survey questionnaire which

haseffectivequalityandsatisfyingtothestandardizeduseform.Thequestionnairest

hatwereusedwereallguidedresponsetypewhichisbelievedtogatherinformationvit

alto answerculledfromtheideaofTufail(2019)whichreferstoexaminingtheSelf-

Actualizationprocessonworkattitudeandbehavior needed to provide vital

information for the study. A preliminary draftwas submitted to the research

adviser for sound suggestions and correctionswhich was forwarded to the

panel of experts for validation. The questionnairedealt with the self-

actualization of selected working students at Off

SourcingInc.whichiscomprisedoftwoparts:(1)profileoftherespondents,and(2)lev

elofself-actualizationusinga5-pointMeanLikertScaleasfollows:

ScaleofInstrument

Scale Range Ratings

5 4.50-5.00 VeryHigh StronglyAgree

4 3.50-4.49 High Agree

3 2.50-3.49 Average Neutral

2 1.50-2.49 Low Disagree

1 1.00-1.49 VeryLow StronglyDisagree

ResearchProcedures

Thefollowingguidedtheresearchersintheconductofdatagathering:

1. PermissiontoConducttheStudy-

Aletterofconsentwasgiventotherespondentsfortheagreementofbothparties.
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2. ConstructionandValidationofthetestquestionnaire-The

researchers constructed a questionnaire and presented it to

theadviserfortheevaluationandvalidationbytheresearchpanel.

3. DistributionofQuestionnaire–Theresearchersdistributed

the survey questionnaires to the respondents and

instructedthemtoanswerthequestionsandfilloutthenecessarydata.

4. ScoringandCollationofData-

Thedatageneratedfromthesurveyhadbeencollated,talliedandsubjectedtost

atisticalinterpretationandanalysis.

5. Analysis and Interpretation of Data – The raw

scorestogetherwiththedataweresubmittedtothestatisticianforthecomputati

on,analysisandinterpretation.

StatisticalTreatmentofData

Thefollowingstatisticaltoolswereusedfordataanalysis.

Frequency and Percentage - is the sum of the number of times

aresponseoccurred,andtheamountineachhundred.

Mean-isthecalculatedaverageoftheresponses.

Analysis of Variance (ANOVA) - is used to determine the

significantdifference of turnover rates among employees in self-actualization

of selectedworkingstudentsatOffSourcingPhilippinesInc.
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PRESENTATIONANDANALYSISOFFINDINGS

This chapter consists of the presentation, interpretation and analysis

ofthedataobtainedfrom therespondents.

ProfileoftheRespondents

Table 1 presents the profile of the respondents. The results

indicatedthat majority were 20 years old and below, female and single. In

terms of

age;outofthe30respondents,20yearsoldandbelowwas16withapercentageof53.3

3%,21to30yearsoldwas

12apercentageof40%,31to40was2withapercentageof6.67%,whilethedatashow

s0%ontheagerange41andup.Interms of gender; female was 26 with a

percentage of 86.67%, male was 4 witha percentage of 13.33%. For the civil

status; single was 27 with a percentageof90%

andmarriedwas3withapercentageof10%.

Evidently,majoritywere18to20yearsold,femaleandsingleamongtheworki

ng students at Off-Sourcing Philippines Inc. Haddleston (2014) attestedthat

promoting healthy environment at work is more preferred by the

singleemployees to further define their existence and full potential to do well at

workasself-actualizationprocessarise.

Table1.ProfileoftheRespondents.
ProfileIndicator Frequency Percent

Age

20and below 16 53.33%

21-30 12 40%
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31-40 2 6.67%

41andup 0 0

Total 30 100%

Sex

Male 4 13.33%

Female 26 86.67%

Total 30 100%

CivilStatus

Single 27 90%

Married 3 10%

Total 30 100%

Significant Difference when Grouped According to theLevel of Self-
Actualization of Selected Working Students at Off-Sourcing
PhilippinesInc.

PresentedinTable2isthesignificantdifferencewhengroupedaccording to

the level of self-actualization of selected working students at off-sourcing

Philippines Inc. The overall result accepted the null hypothesis thatthere is no

significant difference when grouped according to the level of self-actualization

of selected working students at Off-Sourcing Philippines Inc., asfollows;

recognizing employee’s accomplishment has an F-test of 2.53 with

asignificantdifferenceof2.472,itacceptedthenullhypothesis.Providingopportuniti

es to socialize have an F-test of 2.53 with a significant difference

of10.97,rejectthe null hypothesis.Promoting healthy workforce hasanF-testof

2.53withasignificantdifferenceof1.90italsoacceptedthenullhypothesis.
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While, in providing financial security has an F-test of 2.53 with a

significantdifferenceof7.41,itrejectsthenullhypothesis.

Thereisnosignificantdifferenceontheself-

actualizationonrecognizingemployee'saccomplishment,providingopportunitiest

osocializeandpromotinghealthy workforce in the actualization of selected

working students at Off-Sourcing Philippines Inc. The analysis is relevant to

the findings of

O'Rand,(2011)thatindividuals'structurallocationsinthelabourmarketexposethem

todiverse risks for employment and income security at older ages. Among

thoserisks are accesses to institutional mechanisms for retirement saving and

therequirementtoassumefullresponsibilityfordecisionsaboutretirementsavingst

hat involves market risks. The spread of these individualized pressures

toinvestinretirementhaselevatedtheimportanceoffinancialliteracyinthe21stcentu

ry.

Table2alsopresentedthelevelofself-

actualizationofselectedworkingstudentsatOff-

SourcingPhilippinesInc.whichobtainedanoverallmeanof

4.82 with standard deviation of 0.38 descriptively very high, in terms of

thefollowing; providing opportunities to socialize has a mean of 4.86 a

standarddeviation of 0.43 with a description of very high. Promoting healthy

workforceearned a mean of 4.84 a standard deviation of 0.40 with a

description of

veryhigh.Recognizingemployee’saccomplishmenthasameanof4.82a

deviationof 0.38 with a description of very high. Providing financial security

obtained ameanof4.76astandarddeviation of0.31withadescriptionofveryhigh.

The results signified that providing opportunities to socialize,

promotinghealthyworkforce,recognizingemployee’saccomplishmentandprovidi
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ngfinancialsecurityamongtheworkingstudentsatOff-SourcingPhilippinesInc.
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is always happens. As Mulvale, (2007) found that providing financial

securityon employees helps to strengthen self-actualization. Most employees

realizetheir contentment and motivation in work when they are being rewarded

andprovided by financial security, since they used it as a motivating factor to

dowellatworkjusttoachievetheirgoalstotheirfamilyneeds.

Table 2. Significant Difference when Grouped According to the Level
ofSelf-ActualizationofSelectedWorkingStudentsatOff-
SourcingPhilippinesInc.

Indicator
Sumof
square

Df MeanS
quare

F-
test

Signi
ficant
Differ
ence

Mean SD Decisi
on
onHo

Recogniz
Between

ing
Groupe

mploye
e’sacco
mplishm
ent

Within

23.07

21.5

4

145

23.88

0.021

2.53 2.472 4.86
0.43

Accept
Ho

Group

Providing
Between

Financial
GroupS

ecurity

65.09 4 22.15 2.53 10.97 4.84
0.40

Reject
Ho

Within
Group

45.4 145 0.09

Providing
BetweenOp

portun Groupities
to

Socialize
Within

36.37

34.47

4

145

22.53

0.05

2.53 1.90 4.82 0.38 Accept
Ho

Group
Promotin

Between
ghealthy

GroupW
orkforc
e

Within

42.27

33.63

4

145

21.96

0.05

2.53 7.41 4.76 0.31 Reject
Ho

Group
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Significant Difference when Grouped According to theLevel of Self-
Actualization of Selected Working Students at Off-Sourcing
PhilippinesInc.

PresentedinTable3isthesignificantdifferencewhengroupedaccording to

the level of self-actualization of selected working students at off-sourcing

Philippines Inc. The overall result accepted the null hypothesis thatthere is no

significant difference when grouped according to the level of self-actualization

of selected working students at Off-Sourcing Philippines Inc., asfollows;

recognizing employee’s accomplishment has an F-test of 0.722 with

asignificantdifferenceof0.398,itacceptedthenullhypothesis.Providingopportuniti

estosocializehaveanF-testof0.037withasignificantdifferenceof0.847, accepts

the null hypothesis. Promoting healthy workforce has an F-

testof0.761withasignificantdifferenceof0.385italsoacceptedthenullhypothesis.

While, in providing financial security has an F-test of 17.26 with

asignificantdifferenceof0.00,itrejectsthenullhypothesis.

Thereisnosignificantdifferenceontheself-

actualizationonrecognizingemployee'saccomplishment,providingopportunitiest

osocializeandpromotinghealthy workforce in the actualization of selected

working students at Off-Sourcing Philippines Inc. The analysis is relevant to

the findings of

O'Rand,(2011)thatindividuals'structurallocationsinthelabourmarketexposethem

todiverse risks for employment and income security at older ages. Among

thoserisks are accesses to institutional mechanisms for retirement saving and

therequirementtoassumefullresponsibilityfordecisionsaboutretirementsavingst

hat involves market risks. The spread of these individualized pressures

toinvestinretirementhaselevatedtheimportanceoffinancialliteracyinthe21stcentu

ry.
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Table 3. Significant Difference when Grouped According to the Level
ofSelf-ActualizationofSelectedWorkingStudentsatOff-
SourcingPhilippinesInc.

Indicator
Sumofsq
uare

D
f

MeanS
quare

F-test Signifi
-
cantD
iffer-
ence

Decisio
nonHo

Recognizing Between
employee’s

Group
accomplishm

0.019 1 0.019 0.722 0.398 Accept
Ho

ent
Within 2.579 98 0.026
Group

Total 2.598 99
Providing Between
Financial

Group
Security

0.794 1 0.002 17.26 0.00 Reject
Ho

Within 4.509 98 0.042
Group

Total 5.304 99
Providing

Between
Opportunities Group
toSocialize

0.002 1 0.038 0.037 0.847 Accept
Ho

Within 4.085 98 0.05
Group
Total 4.086 99

Promoting Between
healthy

Group
Workforce

0.038 1 0.032 0.761 0.385 Accept
Ho

Within 4.873 98 0.05
Group
Total 4.91 99

Legend;
4.50-5.00 StronglyAgree
3.50-4.49 Agree
2.50-3.49 Neutral
1.50-2.49 Disagree
1.00-1.49 StronglyDisagree
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Chapter4

SUMMARY,CONCLUSIONSANDRECOMMENDATIONS

This chapter presents mainly the summary of findings, conclusion

andrecommendationmadeonthestudy.

Summary

Thisstudywasconductedamongtheworkingstudentsfocusedtodetermine

their self-actualization particularly at Off-Sourcing Philippines Inc.The results

indicated that majority of the respondents were 18 to 20 years old,female and

single. The level self-actualization found out to be very high.However, it

affirmed that there is a significant difference in providing financialsecurity.

Conclusions

Inviewofthefindingsofthisstudythefollowingconclusionsweredrawn:

1. Off-Sourcing Philippines Inc. provides opportunities for the

workingstudentstosocialize.

2. Thereisasubstantialdifferenceinprovidingfinancialsecurityamongthe

working students at Off-Sourcing Philippines Inc., hence, it

doesnotconformto the theoryofthisstudyauthoredbyKaur,A(2013).

Recommendations

Based on the conclusion drawn, the following recommendations

areofferedtoOff-SourcingPhilippinesInc.fortheworkingstudents:

1. Providefinancialsecurity.

2. Promotehealthyworkforce.

3. Recognizeemployee’saccomplishment.
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APPENDIX

BSURVEYQUESTIONNAIR

E

Part1:GeneralInformation

Name: (Optional)

Directionto therespondents:Pleasesupplythefollowinginformationonthefollowing
questionsbychecking(√)theappropriatebox.

Pleaseplacechecktheboxthatcorrespondto youranswer.Checkonlyone.

1. Sex

2. Age

Male Female

Under20years 21 -30 years

3. Status

31 -40years

Single

41years up

Married

Part2 Proceduralactionstowardsthecomplaints

Direction:Pleasecheckoneboxthatcorrespondstoyouranswertoeachquestion

Ratings Description Interpretation

5 StronglyAgree The statement embodied in the item is all
thetimetrue.

4 Agree Thestatementembodiedintheitemisfrequentlytrue
.

3 Neutral The statement embodied in the item
isoccasionallytrue.

2 Disagree Thestatementembodiedintheitemisrarelytrue.
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1 StronglyDisagree Thestatementembodiedintheitemisnottrueat
all.

Recognizingemployees’
accomplishment

5 4 3 2 1

1.Myheadgivesappreciation
whenIdo a greatjob.

2.MyheadrewardsmewhenI
haveworkinitiatives.

3.MyheadrecognizeswhenIhave
a good
workingrelationshipwithmy
colleagues

4.Myleadersgivemepositive
feedbackon my work.

5.Iamhappywhen Ido a

great job and

someonerecognizesit.

Providefinancialsecurity 5 4 3 2 1

1.Mypayisadequateto
supportmy dailyneeds.

2.Ivalue myworkbasedon
mypay.

3.Iworkbetterbecause ofmy
work’s pay.

4.Thepaypolicyon my
companyistimely.

5.Iamhappywith mypay.

Provideopportunitiesto
socialize

5 4 3 2 1

1.Myrelationshipwith
workmates is friendly
andprofessional.

2.Ican easilyspeakwith our
headsand leaders.

3.Ienjoyhavingconversation
withmyworkmates.

4.I feel more appreciated;
notjust for my work, but for
thewayIcontributeto
thesocial
climateofourcompany.
5.Iamemotionallyopenwith
thepeoplethatIworkwith.



42

Promotehealthyworkforce 5 4 3 2 1

6.Our company
healthinsuranceissufficientfo
rmy
needs.

7.Ourcompany’sclinicis
equipped with
enoughequipmentand
staff.

8.Ourcompanyprovidesuswith
adequate medicine/vitamins
ifneeded.

9.Ican trustmycompany’s
healthbenefits.

10.Ican easilyavail my
company’shealthbenefitsin
time ofneed.

Commentsandsuggestions:

Thankyouforyourparticipation…
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KCURRICULUMVITA

E

GIOMEL IANM.BANGCASAN

80 Garcia Heights, Davao

Citygiomelian97@gmail.com(

+63)9613376421

PERSONALBACKGROUND

BirthDate : August3,1997

Citizenship : Filipino

CivilStatus : Single

Height : 5’7ft.

Religion : Catholic

Language : Visayan,Tagalog,English

EDUCATIONALBACKGROUND
Tertiary : BSinHumanResourceManagement

UniversityofMindanao

Secondary : Assumption Academy of

CompostelaPrimary: AssumptionAcademyofCompostela
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JOHNARTB.REMORTA

Toril, Davao

Cityjohnartremorta@gmail.

com(+63)9093133091

PERSONALBACKGROUND

BirthDate : September17,1996

Citizenship : Filipino

CivilStatus : Single

Height : 5’3ft.

Religion : Christian

Language : Visayan,Tagalog,English

EDUCATIONALBACKGROUND
Tertiary : BSinHumanResourceManagement

University of

MindanaoSecondary : Loreto National High

SchoolPrimary : JandayugongElementarySchool
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JOMELOVEB.FLAGA

Hizon Road Pampanga, Davao

Cityjomeloveflaga@gmail.com

(+63)9365675144

PERSONALBACKGROUND

BirthDate : April1,1987

Citizenship : Filipino

CivilStatus : Single

Height : 4’11ft.

Religion : Christian

Language : Visayan,Tagalog,English

EDUCATIONALBACKGROUND
Tertiary : BSinHumanResourceManagement

University of

MindanaoSecondary : Davao City National High

SchoolPrimary : Sasa ElementarySchool


