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METHODOLOGICAL PROPOSAL TO ADDRESS SOME INFLUENTIAL FACTORS IN
THE PERFORMANCE OF TEXTILE MSMEs IN BOGOTA AS MOTIVATION, JOB
SATISFACTION, AND STRESS
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COMO MOTIVACION, SATISFACCION LABORAL Y ESTRES
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Resumen

El presente documento analiza algunos factores que afectan el rendimiento de las personas que
trabajan en micro, pequefias y medianas empresas (MIPYMES) de la industria textil de Bogota, y
las acciones que estas deben desarrollar como forma de contrarrestarlos. Para ello se plantean
cuestionamientos en los que se especifican aspectos como satisfaccion laboral, estrés en el trabajo
y motivacion del personal (incluyendo también la relacion existente entre estos); como los factores
que se consideran fundamentales para la productividad de las empresas, al igual que las estrategias
a llevar a cabo por parte de estas para mejorar su desempefio. Se concluye que la satisfaccion
laboral esta enlazada a la motivacion determinando las acciones de los trabajadores ante una tarea
determinada.
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Abstract

This paper analyzes some factors that affect the performance of people working in micro, small
and medium-sized enterprises (MSMES) in the textile industry in Bogota and the actions they
should develop to counteract them. Questions specifying aspects like; job satisfaction, job stress,
and staff motivation (including the relationship between these) are posed. It also includes the
factors considered fundamental for the enterprises' productivity; the strategies that companies
should carry out to improve their performance. It is concluded that job satisfaction is linked to
motivation, determining the actions of workers when faced with a given task.
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Introduction

The textile and apparel industry in Colombia represents one of the most important productive
activities that contribute to the country's economy. For this reason, it is relevant to determine the
factors that affect the performance of this industry and the factors that favor its growth and
development. Considering that the textile sector in Bogota consists of 89.41% micro-enterprises,
8.52% small enterprises, 1.63% medium enterprises, and 0.44% large enterprises (Monroy, 2012),
so MSMEs (micro, small and medium enterprises) represent 99.56%, which is almost their totality.
Thus, an analysis carried out in MSMEs is significant for increasing productivity in the companies
that comprise this sector of the economy in Colombia.

Likewise, it is relevant to identify that worker in the textile industries in Colombia develop
with some frequency their work under high temperatures, which is directly related to thermal
comfort. It is defined as the condition of mental perception, which expresses satisfaction with the
thermal environment (Castillo & Orozco, 2010), being this relevant when determining the worker's
productivity.

This study aims to provide suitable answers to the following questions: How do factors such
as staff motivation, job satisfaction, and job stress influence MSMEs in the textile industry in
Colombia? And, what can these companies do to improve their performance based on the
mentioned factors?

First of all, it is essential to define the variables whose situation was evaluated in the
companies and which are addressed throughout this document: Motivation, Job satisfaction and
Stress.

Motivation

It refers to an internal state of mind that determines the employee's actions and behaviors to
perform specific work. These behaviors are generated in any field, be it family, social or work-
related. Motivation is one of the employee's attitudes towards the organization that should be
enhanced (Figure 1).

Motivation

Identification Commitment

Better results
and higher
work

Figurel. Worker attitudes
Source: Authors
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Motivation seeks to bring each of the workers closer to what can be called the ideal employee
(Palma, Caycedo, Guzman, Varén y Ortiz (2019; Cardona, Lamadrid y Brito, 2018; Niebles, De
La Ossa y Gonzélez, 2019). This employee is the one who develops the actions that are determined
for his position with total commitment, aiming to have a higher performance and maximum
productivity, being also a reference for others. Human resource is one of the most relevant for
companies, it is essential, and for this reason, the best possible performance must be sought from
it.

Job Satisfaction

Job satisfaction arises from the implicit comparison between the current job situation and the
ideal one. Employees may be satisfied with their job, but the same aspects that cause satisfaction
to some may generate unhappiness in others; therefore, this is not an absolute concept (Ampofo,
2020; Khalatbari et al., 2013; Yakin & Erdil, 2012). Despite this fact, satisfaction can be defined
as an affective disposition of people towards their job role. (Hoff et al., 2020; Wiegand et al., 2021;
Castro, 2017).

Motivation is closely related to job satisfaction, the latter being a positive consequence of the
former. A motivated worker will perform his tasks with pleasure, enjoy his work, and in general,
will not suffer from stress, likewise positively influencing the company's competitiveness and
productivity. (Wang et al., 2020; Duarte, Barrientos y Castro, 2019).

As a consequence of job satisfaction, employees develop specific characteristics that favor
the company, among which are (Connect Americas, 2019; Mohanty, 2019)

e Initiative: Refers to employees acting voluntarily without the need for a prior order or
suggestion

e Harmony: It is related to guaranteeing a suitable work environment

e Effectiveness: Related to the production and correct use of the company's resources

e Discipline: Refers to compliance with what is established by the organization

Stress

Stress is a condition in which individuals encounter constraints, demands, or opportunities
that relate to their desires, or opportunities relate to their desires, which generate uncertainty and
are of importance to them (Trivellas et al., 2013).

Types of stress (Arce, 2012):
e Personal (resources of the person)
e Labor (work factors that cause excessive worry)
e DbSocial (environment perception)

Stress is directly related to work. Low-stress and high-stress levels have negative
repercussions for company productivity and employee health. Work is how people achieve their
goals and find an improvement in both their work and personal performance. So, when they
perform it and are comfortable with the tasks performed, their satisfaction becomes proportional to
their productivity.
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Proposed methodology
To solve the above-posted questions, figure 2 displays the considerations that can be applied
to identify aspects of job satisfaction, motivation, and stress; and thus, boost productivity growth
in MSMEs in the textile sector. Explanations for each of the aspects mentioned.

1. Identification of possible variables and strategies related to motivation
and job satisfaction in workers of MSMEs in Bogota

2. Adequate management of the workload concerning thermal discomfort
in the textile sector.

3. To identify the relevant variables of stress in the workers of the
MSMEs and the strategies to reduce it.

Figure2. Considerations to be applied in the identification of job satisfaction, motivation, and
stress
Source: Authors

Identification of possible variables and strategies related to motivation and job satisfaction
among workers in MSMEs in Bogota

Considering the positive influence that job satisfaction has, the aim is to promote it in the
MSMEs of the textile sector. Recognizing motivation as a relevant satisfaction mechanism, its
implementation results in organizational commitment on the part of workers for the better
performance of their work. (Boulagouas et al., 2021; Kitsios & Kamariotou, 2021)

Variables
Various factors such as social recognition, vacations, salaries, environmental conditions, among
others, are influential in job satisfaction and employee motivation.

It is advisable to implement strategies in micro, small, and medium-sized companies
concerning:
e Wage theory
e Improvements in the organizational climate
e Methods related to motivation and job satisfaction

Wage theory

Wage theory focuses on the relationship between the wages employees receive and their
productivity at work, which is a favorable relationship. The efficiency wage model is shown in the
following production function.

Q=flew) L) ew) >0 (1)

Retrieved from: (Boria-Reverter, Crespi-Vallbona, & Mascarilla-Mir6, 2012)
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Where:
e = worker productivity, w = real wage, L = number of workers

Improvements in the organizational climate

About workers, it is relevant to analyze the factors that make possible the feeling of job
satisfaction. One of these is the organizational climate, understood as the environment perceived
by the individual in his interaction with the company and its components, which is inherent to the
organization and defines his attitude, behavior, and work efficiency. If this is adequate, it allows
workers to feel comfortable and behave following the company's objectives. (Snell et al., 2018)

Strategies

Management can implement various strategies, some of them are (Argtelles et al., 2014):
¢ Implementation of rewards that promote employee satisfaction.

Labor assurance to propitiate a suitable work environment.

Establishment of compensation and work incentives.

Generation of personnel development opportunities.

Involvement of all employees in the organization's activities.

Conducting job analysis.

Implementation and establishment of a procedures manual.

The organizational climate determines that the personal motivation influence is positive
when adequate management is carried out. Otherwise, if there is an undesirable work climate,
workers will not perform as expected.

Adequate management of the workload concerning thermal discomfort in the textile sector

Taking into account that among the working conditions that prevent the workers' satisfaction
in the textile sector is stress, which can be caused by thermal discomfort; for the proper distribution
of work in MSMEs in this sector in Bogota, different methods are highlighted such as:

e The ANACT method
e The job profiles method
e Calculation method

The ANACT method

This method is a tool for analyzing working conditions in a company. It focuses on the
workers, since whatever their work, they are the experts on their working conditions. This method
is applicable in MSMEs; it allows the participation of employees through the completion of a
questionnaire in which aspects related to their physical and mental load can be known (Gonzales
& Inche, 2011).

The job profile method

This method is based on a quantified assessment of all the variables that define the job
working conditions. Some of its objectives are to improve safety and the environment, reduce
physical and mental workload, reduce discomfort from repetitive work and create an increasing
proportion of jobs with high work content (Gonzales & Inche, 2011; Lan et al., 2021)
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The applicable calculation method to estimate the workload of MSME workers exposed to
thermal discomfort

Physical workload: refers to the situations that a worker must perform during the workday.
The indirect method described above makes it possible to propose strategies related to the workload
distribution and thus to control it. It applies to the situation of textile MSMES because it considers
the exposure to high temperatures that may occur in them, highlighting that this condition may be
the cause of lower productivity. This method consists of several stages for its application (Figure
3). The resources to be invested in this method are minimal and provide information on the risks
faced by workers. It is analyzed starting from the workstations, and it is relevant to determine the
classification of the tasks. (Mhamdi et al., 2020).

& ‘, Identify the problem

Collect data
e Organization of production
e Characteristics of the
activities carried out
o Staffing of workers

Calculate the WBGT index taking
2 into account acclimatization.

Calculate the average metabolism
per task

i

Figure 3. Stages-workload method
Source: Adapted from (Castillo & Orozco, 2010)
WBGT index
For the application of this method, it is essential to use the WBGT index, which makes it
possible to estimate thermal discomfort (Tablel).

Tablel. Examples of permissible limit values for heat exposure
Values in °C WBGT**

. i Working load
Working and idle mode Light Moderate Heavy
Continuous work 30.0°C | 26.7°C 25.0°C

75% work and 25% rest per hour 30.6°C 28.0°C 25.9°C
50% work and 50% rest per hour 31.4°C 29.4°C 27.9°C
25% work and 75% rest per hour 32.2°C 31.1°C 30.0°C

AGLALA ISSN 2215-7360
2021; Enero-Junio. Vol. 12, N°1. PP. 142-153



148

**As the workload increases, the heat impact on an unacclimatized worker
increases. For Non-acclimatized workers performing Moderate level work,
the TLV allowable exposure should be reduced by approximately 2.5°C.

Source: (Castillo & Orozco, 2010)

For example, the following data from one of the plants of a textile company show that
temperature influences the activities of the employees (Table 2).

Bearing in mind that the work in a textile company is continuous and intense concerning the
WBGT index, some temperatures exceed the allowed values (Teimori et al., 2020).

Table2. Temperature, noise, and lighting measurements of a textile company

Plant N°3 Temperature °C Noise dB IHlumination Lux
Section/Post Average Average | Highest | Lowest | Average | Highest | Lowest
Yarn Dyeing 26.4 84 86 83 658 780 535
Winding 23.3 88 89 81 200 245 162
Warping/Gumming 23.8 91 97 86 693 1080 290
- Warping 22.0 90 97 86 315 470 290
- Gumming 25.5 91 93 89 1070 1080 900
Weaving 23.6 99 104 94 245 576 126
_ScA 24.0 99 102 96 209 351 126
_ScB 22.6 102 104 100 332 576 182
-scC 24.8 97 100 95 241 347 176
~seD 23.0 96 99 94 200 330 182
Revised Raw Fabric 24.3 85 90 80 579 690 468
Fabric Dyeing 24.8 92 96 89 142 240 82
- Gigger 255 90 91 89 91 100 82
- Jet 25.0 93 96 90 193 240 146
Finishing 23.2 89 90 87 167 260 86
-Branch II 23.7 89 90 88 88 90 86
- Shearing 22.7 89 90 87 245 260 230
Maintenance 29.8 78 83 75 406 407 406
Chemical Storage 27.9 80 81 79 99 101 97
Yarn Storage 25.8 65 66 62 151 208 32
General Warehouse 224 76 80 73 72 74 71
Fabric Warehouse 28.6 74 76 73 156 219 93
Boilers 253 88 90 87 730 743 709

Source: (Gonzélez & Inche, 2004)
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Calculation of average metabolism
The estimation of energy expenditure is done employing an equation that relates the
metabolic rate of the activity and its efficient time.

(M) (&) + (M) (). +(My)(tr)
- ty + ty+... +ty,

M

(2)

Retrieved from: (Castillo & Orozco, 2010)

Where:

M = average metabolic rate

M = metabolic rate of the activity
t = effective time in minutes

These steps lead to the identification of what occurs in each task, including the task's average
metabolic rate and the efficient time, which provides a sound basis for the division of labor.

This aspect determines that the influence of work stress is adverse and can be caused by an
inadequate workload distribution. Therefore, MSMEs in the textile sector should analyze the
existing conditions through different methods. Also, implement management strategies for its
mitigation.

Identify the relevant variables of stress in MSME workers and strategies to reduce it.

Stress is a relevant factor in companies bearing in mind that it affects the workers'
performance (the most important resource). For this reason, companies must find ways to reduce
stress, identifying the potential sources and consequences of stress on workers (see Figure 4).
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Potential sources, given in Consequences, given in
factors: symptoms:
Individuals Psychological
- Family or economic - Anxiety
™  problems | - Job dissatisfaction
- Personality - Depression
Organizational Physiological
- Task, role, or - Heart disease
> interpersonal demands. | - Migraine, high blood
- Organizational structure pressure
and leadership
Environmental Behavioral
- Economic, political, or L, - Productivity
technological - Absenteeism
uncertainty - Turnover

Figure 4. Sources and consequences of stress
Source: (Arce, 2012)

Analyzing these factors about MSMEs in Bogota, stress at work can be linked to
organizational factors, and specifically to task demands, highlighting the following:
e Work overload: workers suffer stress when they work more hours than they should
according to their working conditions.
e Job insecurity: direct contact with hot objects, high humidity, and other thermal aspects that
put the worker in risky situations can induce thermal stress; therefore, job insecurity for the
worker.

Task-related stress can be caused by various situations such as job insecurity, inadequate
workday and rhythm, work overload, and the confusion of the worker role, which can cause stress.
Likewise, concerning interpersonal factors, the causes may be problems between or within groups
and their work, among others. (Ghautham & Suresh, 2021; Raut et al., 2017)

Company factors influencing job stress

Other aspects of the companies influence the job stress feeling among workers; these may be
related to the work organization, the tasks performed by employees, and interpersonal
relationships. Similarly, the organization structure, whether bureaucratic, horizontal, or network,
can be a determining factor in the cause of stress, either because it is inadequate or because the
worker does not adapt to it (Ma et al., 2021; Padmanabhan, 2021; Trivellas et al., 2013).

AGLALA ISSN 2215-7360
2021; Enero-Junio. Vol. 12, N°1. PP. 142-153



151

Strategies for managing stress among workers in MSMEs
The proposals found on the management of work stress whose motive is work overload and
which apply to MSMEs in the textile sector are (Arce, 2012):

¢ Organization of time and work area.

e Clarify and adequately differentiate roles.

e Creativity regarding work.

e Improve communication for the early solution of problems (Ozturk et al., 2021)

Final Reflections and Conclusions

Job satisfaction is linked to motivation. Although neither one nor the other are outright
concepts, it is clear that the effective disposition of people towards the role they play in their work
constitutes the internal state of mind that determines the attitudes, actions, and behaviors of workers
to perform a specific job. These behaviors can be generated in any field, be it family, social, or
labor, and they are mutually related. Motivation is one of the employees' attitudes towards the
organization that must be carefully evaluated and enhanced to maintain suitable work
environments.

Among the variables that help to maintain employee motivation and job satisfaction are the
salary aspects. However, these aspects can be compensated or complemented with strategies such
as the implementation of rewards that promote employee satisfaction, the assurance of a suitable
work environment, the establishment of compensation and work incentives, the generation of
development opportunities, and even the involvement of workers in the organization's activities,
among others.

Stress is the most adverse condition for employee performance and where the h constraints
are found. Stress levels, whether high or low, have negative repercussions for the productivity of
the company and the health of the employees. The stress present in the textile MSMESs' workers
can lead to low productivity and absenteeism, as well as depression, heart disease, among others.
Thermal discomfort is one of the particular causes of stress in this sector, and it is the conditioning
factor for adequate workload distribution. As a way of preventing it, strategies can be designed
based on the organizational factors that cause stress, among which work overload stands out.
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