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Abstract

This article evaluates the level of job satisfaction of employees of unconventional companies
in the agricultural sector in a peripheral region of Colombia. The research is quantitative and
non-experimental with a descriptive scope, for which the S20/23 Job Satisfaction
Questionnaire is adapted in its most structurally complete, reduced version of the questionnaire
S4/82. The instrument consists of 23 items with a Likert-type scale from 1 to 7 points, adapted
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and applied in the Colombian context. The population comprises 350 collaborators through the
census sample in 12 non-conventional organizations of the agricultural sector in the South
Colombian region, and the information is processed with the statistical software SPSS-26 and
STATA. Regarding the reliability and validity of the results, a Cronbach's Alpha of 0.94 is
obtained, and the relevance of the data is evaluated with the Kaiser-Meyer-Olkin (KMO)
indicator of 0.725. In the results, it is found that the factor with the highest score is factor I.
Satisfaction with supervision (6.06), factor IV. Intrinsic job satisfaction (5.87), factor II.
Satisfaction with the physical environment (5.84), factor V. Satisfaction with participation
(5.51), and finally, factor Ill. Satisfaction with the benefits received (5.33). In conclusion,
organizations in the agricultural sector—non-conventional companies—require the
implementation of differentiated strategies that involve salary and structural elements
(supervision, participation, leadership, and benefits, among others) and allow increasing levels
of job satisfaction.

Keywords: Job Satisfaction, Unconventional Organizations, Agricultural Sector

Resumen

El presente articulo evalda el nivel de satisfaccion laboral de los colaboradores de empresas no
convencionales de sector agropecuario en una region periférica de Colombia. La investigacion
es de caracter cuantitativo y de tipo no experimental de alcance descriptivo, para lo cual se
adapta el cuestionario de Satisfaccion Laboral S20/23, en su version reducida mas completa
estructuralmente del cuestionario S4/82. El instrumento consta de 23 items con escala tipo
Likert de 1 a 7 puntos, adaptado y aplicado en el contexto colombiano. La poblacion esta
conformada por 350 colaboradores mediante la muestra censal en 12 organizaciones no
convencionales del sector agropecuario en la region Surcolombiana, y la informacion es tratada
con los softwares estadisticos SPSS-26 y STATA. Frente a la confiabilidad y validez de los
resultados, se obtiene un Alfa de Cronbach de 0.94 y se evalua la pertinencia de los datos con
el indicador Kaiser-Meyer-Olkin (KMQO) de 0.725. En los resultados, se encuentra que los
factores con mayor puntuacion son el factor I. Satisfaccion con la supervisién (6.06), factor IV.
Satisfaccion intrinseca del trabajo (5.87), factor Il. Satisfaccion con el medio ambiente fisico
(5.84), factor V. Satisfaccion con la participacion (5.51) y finalmente el factor I11. Satisfaccion
con las prestaciones recibidas (5.33). En conclusion, las organizaciones del sector
agropecuarios — empresas no convencionales — requieren la implementacion de estrategias
diferenciadas que involucren elementos salariales y estructurales (supervision, participacion,
liderazgo y beneficios, entre otros) y permitan incrementar los niveles de satisfaccion laboral.
Palabras Clave: Satisfaccion Laboral, Organizaciones No Convencionales, Sector
Agropecuario

SUMMARY
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Descriptive Analysis - CONCLUSIONS. - REFERENCES.

Introduction

Organizations are created to satisfy a wide range of human needs, such as food, clothing,
housing, transportation, education, and security (Shvarstein, 2003); for this reason, they adapt
their product and their communication to the level of need that they believe they can cover and
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satisfy; In this way, since its creation, objectives, and goals are outlined that can be achieved
with true teamwork. Consequently, over the years, human talent has become the most relevant
factor within organizations (Armenteros & Sanchez, 2015). On the other hand, when discussing
organizations, many strategic factors influence their operation, such as productivity,
development, sustainability, and innovation, which guarantee sustainable development;
however, they are all linked to people's performance (Schultz, 2006). it achieves the objectives
and goals set; it is essential to have an excellent human factor, considered the essential strategic
resource, which is why it must promote its development and well-being.

Human resource management helps the human beings that make up the organization support
achieving objectives. Due to the above, management must understand and manage the diversity
of the personnel because human beings have differences in personality, feelings, and thought,
which affect individual and group behavior. Likewise, the needs of the employees and the
organization must be taken into account since they are two essential aspects that determine the
success or failure of the organization (Dailey, 2012). Precisely when talking about the needs of
employees, the interests that one has as a person and worker been brought up; and this is related
to job satisfaction, that is, a job-satisfied employee has proportional performance and is
reflected in productivity and the fulfillment of organizational objectives and goals (McGregor,
1994). Therefore, it is indispensable to highlight the importance of work as a determining factor
of satisfaction in the position assigned to the collaborator. Indeed, Robbins and Judge (2009)
affirm that employees choose jobs where they can demonstrate their abilities, diversity of tasks,
freedom, and feedback on their performance are offered in such a way that any work challenge
produces pleasure and satisfaction.

Otherwise, when dissatisfaction appears, there is a drop in organizational efficiency, which
is evidenced by inappropriate behaviors such as absenteeism, distraction, negativism,
negligence, aggressiveness, or resignation. The employee's frustration before dissatisfaction
can trigger aggressive behavior towards their colleagues or bosses, sabotage of processes, and
misuse of language, among others (Pérez, 1987). Due to the above, job satisfaction emerged as
one of the most studied phenomena during the last decades of the last century (Judge et al.,
2017), denoting a growing interest in the behaviors associated with said variables such as
absenteeism, turnover, organizational commitment, and performance (Tsaousis et al., 2007;
Harrison et al., 2006; Kammeyer-Mueller et al., 2005). Fritzsche & Parrish (2005) define job
satisfaction as the taste that employees develop for their work; however, the scope of the term
is still under discussion and is considered unfinished (Brief & Weiss, 2002; Dailey, 2012).
Thompson & Phua (2012) consider two significant aspects of the study and approach to job
satisfaction: cognitive and affective. Cognitive job satisfaction arises from a conscious
evaluation of the characteristics of the job and comparison with a referent of interest to the
employee (Moorman, 1993), while affective job satisfaction corresponds to the employee's
positive emotional response to the job (Spector, 1997).

For Weinert (1985), the satisfaction and dissatisfaction levels are due to psychological
aspects. Therefore, Weinert (1985) clarifies: "In this case, the reactions and feelings of the
collaborator who works in the organization regarding his work situation are generally
considered as attitudes. Their affective and cognitive aspects, as well as their attitudes towards
work, the work environment, collaborators, superiors, and the organization, are the ones that
arouse the greatest interest (job satisfaction as reactions, sensations, and feelings of a member
of the organization regarding his work)" (p. 297-298). Peir6 and Prieto (1996) point out that
the central pillar of job satisfaction is attitudes towards working together with organizational
commitment. Itis an attitudinal variable that seems to affect commitment and, in turn, is closely
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linked to other psychological variables (psychological well-being and satisfaction with life). In
the same way, Mello (2004) considers work performance as the result of workers' knowledge
of the content of their positions, tasks, and activities since it depends on a process of mediation
or regulation between them and the company that leads to job satisfaction. , which generates
tranquility, health, motivation, and a good emotional state for the worker and makes the worker
focus on improving their position both in the organization and society.

Job satisfaction arises from doing an exciting job within the scope of an organization that is
attractive and for which expectations receive a series of compensations (Yukl, 2008) and
implies multiple health benefits for the physical and mental health of the worker and
organizational performance. A satisfied human talent is critical for any organization since the
lack of satisfaction leads to a significant loss of enthusiasm and motivation that, finally,
becomes a determining factor in achieving the company's goals (Marin & Placencia, 2017).
Bang et al. (2013) coincide in pointing out the positive correlations between job satisfaction
and the affective organizational commitment of employees. In turn, Barnes et al. (2013) state
that increased satisfaction increases the chances that employees will get involved in actions
that benefit the organization. Thus, the role of human resources management in formulating
strategies, plans, and measurements that must be made periodically of the degree of job
satisfaction of its employees is transcendental (Bratton & Gold, 2012).

Spector (1997) synthesized the different proposals to understand the facets of job
satisfaction in the following components: appreciation, communication, co-workers,
complementary benefits, working conditions, nature of work, nature of the organization, the
policies, and procedures of an organization, salary, personal growth, promotion opportunities,
recognition, security, and supervision. Job satisfaction studies are abundant in companies and
organizations from multiple sectors of the economy, with diverse interests, approaches, and
approach methodologies (Pujol-Cols & Dabos, 2017). However, studies of non-conventional
organizations in the agricultural or rural sector still need to be available. A preliminary review
allowed us to identify some in Latin American countries such as Argentina (Martins &
Sandoval, 2021), Mexico (Borbén et al., 2017), Colombia (Méndez, 2015), and Peru (Zafra et
al., 2020). Likewise, in Europe, studies were reported in Germany (Herrera et al., 2022),
Romania (Maican et al., 2021), and Norway (Hansen & Streaete, 2020), while in North America
one was found in the United States (Witt et al., 2020). These particularities show a recent
interest in this phenomenon in unconventional organizations in different parts of the world.
Due to the preceding, this research focused on measuring the level of job satisfaction exhibited
by employees of non-conventional organizations in the agricultural sector in a peripheral region
of Colombia.

Resolution scheme
1. Research problem

What is the level of job satisfaction exhibited by the collaborators of non-conventional
organizations in the agricultural sector in a peripheral region of Colombia?

2. Methodology

The research was quantitative since it is characterized by the measurement of phenomena,
in this case, satisfaction, and the use of statistical tools to determine its behavior and evolution
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with a high level of accuracy (Hernandez et al., 2010). Therefore, this approach makes it
possible to measure the study phenomenon, employees' job satisfaction, through the results
obtained. Subsequently, through the interpretation of these, we know the level of incidence of
each factor and finally propose strategies for monitoring the phenomenon under study. In this
way, a type of non-experimental research of descriptive scope is adopted, where variables are
not deliberately manipulated and seeks to specify the properties and characteristics of the
phenomenon and to know the reasons or causes that cause it (Hernandez et al., 2010).

In the present investigation, the data collection was carried out with the Job Satisfaction
questionnaire S20/23, which was designed by Melid & Peird (1989; 1989a), in its most
structurally complete reduced version of the S4/82 questionnaire; this in order to obtain
valuable information, taking into account the factors to which employees are exposed in
organizations, allowing to obtain a global measure of satisfaction and the description of the
factors it contains. The original questionnaire was developed in Spain, so it was designed in
Spanish, presenting a level of reliability on the Cronbach's Alpha scale of 0.92 and validity
with the Aiken coefficient of 1.

On the other hand, Lourido & Rendén (2019) adapted and applied this questionnaire in the
Colombian context to establish the degree of job satisfaction in employees linked under the
contracting model. Adaptation was made to the questions which were submitted to a pilot test.
The instrument consists of 23 items with a Likert-type scale of 7 items, ranging from 1, "very
dissatisfied,” to 7, "very satisfied,” passing through the value four indicated as "indifferent,” in
which the content of the statement has not related to your job or employment context. The
qualification according to the values of the responses is interpreted according to the following
ranges: 1-3.99 as job dissatisfaction, 4 - 4.99 as indifferent, that is, neither satisfied nor
dissatisfied, and 5-7 as job satisfaction. This instrument is made up of the following factors:

e Factor I. Satisfaction with supervision (items 13 to 18): How superiors judge the work
done, supervision, proximity, frequency of supervision, support given by bosses,
interpersonal relationships with bosses, and equality and fair treatment received by the
company.

e -Factor Il. Satisfaction with the physical environment (items 6 to 10): Group 5 items
refer to the physical environment and space in the workplace, as well as cleanliness,
hygiene and health, temperature, ventilation, and lighting.

e -Factor Ill. Satisfaction with the benefits received (items 4, 11, 12, 22, and 23): It
gathers five items referring to how the company complies with the agreement, how the
negotiation is given, the salary received, the promotion opportunities, and training.

e -Factor IV. Intrinsic job satisfaction (items 1, 2, 3, and 5): Contains four items that refer
to the satisfaction that the job itself gives, the opportunities that the job gives to do what
one likes or for that stands out, and the objectives, goals, and production to be achieved.

e -Factor V. Satisfaction with participation (items 19 to 21): Includes three items that
refer to satisfaction with participation in the decisions of the work group, department
or section, or the task itself.

The population and sample consisted of 350 employees from 12 non-conventional
organizations in the agricultural sector in the South Colombian region. A type of non-
probabilistic sampling was used, specifically census sampling because it was necessary to
include the entire population to measure job satisfaction as it is an issue specific to the
organization; therefore, covering all employees allows obtaining information truthful and
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accurate, avoiding that by excluding them they think that their opinion is not considered
(Herné&ndez et al., 2010). The collection of information was carried out through the application
of the physical instrument to the collaborators of the organizations (Monje, 2011). The
development of the study was exhausted in three phases. The development of the investigation
is described below:

e Phase I. Selection, adjustment, and application of the instrument. Once the instrument
was selected and adjusted, a call was made to apply it physically to the collaborators of
the organizations. In the session, the objective of the research and the importance of
signing the informed consent for the use of the data collected were explained,; later, the
informed consent was filled out, and the questionnaire was applied.

e -Phase Il. Tabulation of the Instrument. Once the survey was completed and the
information was collected, the results of the tests were validated, systematized in a
database, and subsequently processed in the SPSS-26 and STATA software for their
respective statistical analysis.

e -Phase IlI. Conclusions and recommendations. The conclusions and recommendations
were made once the results were obtained and later statistically analyzed.

3. Writing plan
3.1 Job satisfaction

Job satisfaction has been studied since the first half of the 20th century. Although the first
studies did not contemplate the term in all its complexity, a considerable amount of research
has been carried out that contemplates it as a variable related to performance where they are
immersed in incentives, promotions, and working conditions. Subsequently, concepts such as
satisfaction of needs and individual characteristics, among others, were included. For this
reason, it is necessary to explain the different theories that have influenced and emerged from
the investigations and clarify the factors that influence and ultimately impact it (Salazar, 2019).

Job satisfaction has been a topic of interest in research, which, according to Weinert (1985),
is due to the multiple historical changes that have taken place in the organizational and business
world and, therefore, the associated theories. Among the most relevant findings, the following
stand out a) An inexorable link between productivity and employee satisfaction; b) The
negative relationship of job satisfaction with lost hours; ¢) The influence of the organizational
climate on job satisfaction; d) The growing interest of company management in topics such as
the feelings, well-being, and attitudes of collaborators and their influence on them through
management styles; e) Progressive interest in the knowledge of the mental and behavioral
effects of employees in companies; and f) The influence of job satisfaction on employees'
personal life satisfaction.

For Gibson & Donnely (1996), job satisfaction is the perception of individuals regarding
their job functions and it is “the result of their perceptions about work, based on factors related
to the environment in which it develops, such as management style, policies and procedures,
satisfaction of work groups, affiliation of work groups, working conditions and profit margin”
(p. 102). Although many dimensions have been associated with job satisfaction, five
dimensions have crucial characteristics: Salary, the amount received and the feeling of fairness;
Job content, the degree to which tasks are considered exciting and provide learning and
responsibility-taking opportunities; Opportunities for advancement. the existence of
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opportunities to advance; The boss: the ability of bosses to show interest in employees; Co-
workers: the degree of camaraderie, competence, and support among collaborators.

In this logic, Robbins (2005, p. 181) considers that “the most important factors that lead to
job satisfaction are: a challenging job from the mental point of view, equitable rewards,
working conditions that constitute support, supportive colleagues and personality-position fit.
On the other hand, the effect of job satisfaction on employee performance implies and entails
satisfaction and productivity, satisfaction and absenteeism, and satisfaction and turnover. The
factors listed above positively or negatively feedback the performance in the job, which leads
to satisfaction, improving productivity and permanence in the position for the satisfaction of
the worker's personal needs”.

3.2 Job satisfaction measurement models

Some of the measurement models of the phenomenon of job satisfaction considered most
relevant are discussed below.

Questionnaire Font-Roja

The Font-Roja questionnaire was designed by Aranaz & Mira (1988) and is one of the most
used in Spain, mainly in the health and hospital sectors. It consists of 24 items on a Likert-type
scale (from 1 to 5), grouped into nine dimensions: Job satisfaction, job-related stress,
professional competence, pressure at work, professional promaotion, interpersonal relationship
with superiors, relationship with peers, extrinsic status characteristics, and work monotony.
This questionnaire does not consider the dimension of satisfaction with the physical work
environment; however, this does not mean that it loses its importance and veracity (Nufiez et
al., 2007).

Minnesota Satisfaction Questionnaire (MSQ)

Developed by Weiss et al. (1967), it allows measuring job satisfaction from 3 dimensions:
extrinsic, intrinsic, and general satisfaction. The short version contains 20 questions, while the
extended version has 100 questions and measures 20 scales on aspects of work, which are
activity, independence, variety, social position, supervision — human relations, supervision —
technique, moral values, security, service social, authority, skill utilization, company policies,
compensation, advancement, responsibility, creativity, working conditions, co-workers,
recognition, and achievement (Cavalcante, 2004; Furnham, 2004).

Melia and Peir6 job satisfaction questionnaires

Melid and Peird (1989) conducted a series of investigations where they considered
psychological and labor factors that affected satisfaction or dissatisfaction in organizations.
These instruments were used in several investigations in different types of organizations, and
they could make several presentations of the instrument to expand dimensions. Here is a
summary of its different versions:

e S4/82: It is a diagnostic instrument for effectively and efficiently evaluating job
satisfaction. It is made up of 82 items divided into six factors: (1) Satisfaction with
supervision and participation in the organization, (2) Satisfaction with the physical
work environment, (3) Satisfaction with material benefits and complementary rewards,
(4) Intrinsic job satisfaction; (5) Satisfaction with remuneration and essential benefits;
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and (6) Satisfaction with interpersonal relationships. It is considered as the original
instrument.

S20/23: It consists of 23 items, and its objective is a shorter questionnaire. It has a five-
factor structure: (1) Satisfaction with supervision, (2) Satisfaction with the physical
environment, (3) Satisfaction with the benefits received, (4) Intrinsic job satisfaction,
and (5) Satisfaction with participation.

S10/12: The shortest version was created to obtain a global measure of quick
administration job satisfaction. It is made up of 12 items in three factors that allow
evaluating (1) satisfaction with supervision, (2) with the physical work environment,
and (3) with the benefits received.

S21/26: It is a shorter satisfaction questionnaire comprising 26 items with a
dichotomous response format. It contains six components: (1) satisfaction with
supervision and participation in the organization; (2) satisfaction with pay and benefits;
(3) intrinsic job satisfaction; (4) satisfaction with the physical work environment; (5)
satisfaction with the quantity of production at work; and (6) satisfaction with the quality

of production at work (Melia et al., 1990).
4. Research results

4.1 Reliability analysis

The internal measurement instrument used to measure job satisfaction was a Likert-type
scale that allowed knowing the perception of the collaborators. To know the reliability and
internal consistency of the instrument with the 23 questions, the statistical indicator called
Cronbach's Alpha was used, which yielded an excellent result of 0.94—considering the
confidence interval (95.00% CI) between 0.90 and 0.96. This reliability is evidenced in table 1
with each of the variables. Therefore, none of the variables was eliminated.

Table 1. Correlation result — Cronbach’s Alpha Coefficient

Variables Correlation Cronbach’s
Alpha
1. Your work gives you satisfaction 0.663 0.937
2. Your job offers you opportunities to do the things you excel at 0.770 0.935
3. Your job offers you opportunities to do the things you love 0.714 0.936
4. The salary you receive is commensurate with your duties and responsibilities 0.492 0.940
F?.m;li'tr;i.;nobjectlves and goals that you must achieve are consistent with your job 0.737 0.935
6. The cleanliness, hygiene and health conditions of your workplace are adequate
. 0.660 0.936
for the performance of your duties
7. The company's physical facilities (offices, warehouses, corridors, etc.) are
. o 0.600 0.937
comfortable and in good condition
8. The lighting in your workplace is optimal 0.427 0.942
9. The ventilation of your workplace is adequate 0.603 0.938
10. The temperature conditions are suitable for your workplace 0.641 0.937
11. The company offers you training opportunities for your professional growth 0.746 0.935
12. The company offers promotion opportunities 0.629 0.937
13. The personal relationship with your immediate boss is cordial, friendly and 0.478 0.939
respectful
14. The working relationship with your immediate boss is good 0.437 0.939
15. The proximity and frequency with which their work is supervised is adequate 0.710 0.936
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16. Their bosses recognize their work positively 0.688 0.936
17. The “equal” and “fair” treatment you receive from the company is adequate 0.793 0.934
18. Receives support from his immediate boss in the development of his duties 0.343 0.940
19. The company allows you to make decisions regarding the performance of your

. 0.676 0.936
duties autonomously
20. The company allows you to participate in the decisions that are made in your 0.661 0.936

department or work area
21. The decisions made in your work team are considered 0.696 0.936
22. The company complies with what is agreed in the employment contract and with

. . 0.624 0.937
labor laws (salary payment, benefits, overtime, etc.)
23. You feel satisfied with the way in which negotiations with the company on labor
issues take place
Source: own elaboration.

0.775 0.935

George & Mallery (2003) proposed decision criteria for the reliability of the instrument
based on Cronbach's Alpha using the following cut-off points: Alpha > 0.90 Excellent; 0.80 <
Alpha < 0.90 Good; 0.70 < Alpha < 0.80 Acceptable; 0.60 < Alpha < 0.70 Questionable; 0.50
< Alpha < 0.60 Poor; Alpha < 0.50 Unacceptable. Table 2 describes the Cronbach's Alpha
coefficient levels according to George & Mallery (2003), of each of the dimensions of the
construct for measuring employee satisfaction, indicating that the responses given to each of
the Items are reliable, both for the internal measurement scale and for the factors proposed by
Melia & Peird (1989) which is replicated in this research.

Table 2. Cronbach's Alpha Coefficient of the Factors

Cronbach's Alpha o
Alpha Criterion * 95% Tl

FACTOR | - Satisfaction with supervision 6 0.848 Good 0.755-0.915
FACTOR Il - Satisfaction with the physical

Factors No. Items

X 5 0.927 Excellent 0.880 —0.959
environment
FAQTOR Il - Satisfaction with the benefits 5 0852 Good 0.757—0.917
received
FACTOR IV - Intrinsic job satisfaction 4 0.869 Good 0.780-0.928
FACTOR V - Satisfaction with participation 3 0.761 Acceptable 0.581 —0.871

* Recommendations for evaluating Alpha according to George and Mallery (2003)
Source: own elaboration.

4.2 Confirmatory Factor Analysis

The relevance of the data was evaluated using the Kaiser-Meyer-Olkin (KMQO) sample
adequacy statistic and Bartlett's test of sphericity to determine the feasibility of carrying out a
factorial analysis, which for this study would be behavioral since the dimensions defined by
Melid & Peird (1989; 1989a) are known. The results of both tests indicate that it is feasible to
carry out a factorial analysis, given that the magnitude of the partial correlation coefficients
between the variables is sufficient and that a KMO of 0.725 is found, a favorable indicator
close to 1. Therefore, factor analysis can be performed with a significant relationship between
the variables with the Bartlett test (table 3).
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Table 3. KMO and Bartlett test

Kaiser-Meyer-Olkin measure of sampling adequacy 725
Bartlett's test of sphericity Approx. Chi-square 828.508

Df 253

Sig. .000

Source: own elaboration.

These five factors analyzed explain 77.63% of the accumulated variance concerning the
sample, as observed in table 4. Factor | is the one that has the highest incidence of job
satisfaction with less variability in its data series that is, its spread.

Table 4. Percentage of variance and cumulative variance
Factor % de varianza% Var. acumulado

1 45.625 45.625
2 14.994 60.618
3 10.454 71.072
4 3.796 74.869
5 2.764 77.633

Extraction Method: Principal Axis Factorization
Source: own elaboration.

Therefore, the incidence between the factors can be contrasted with the correlation matrix
(see Table 5). Here, it is evident that the items belonging to factor V do not correlate much
with respect to the other factors.

Table 5. Factorial Correlation Matrix
Factor 1 2 3 4 5

1 1.000 0.359 0.373 0.591 0.146
2 0.359 1.000 0.129 0.249 0.162
3 0.373 0.129 1.000 0.183 0.051
4 0.591 0.249 0.183 1.000 0.001
5 0.146 0.162 0.051 0.001 1.000

Extraction Method: Principal Axis Factorization

Rotation method: Oblimin with Kaiser normalization

Source: own elaboration.

Given that the previous data does not allow a good reading of the information and that the
V factor does not have much correlation with the other factors, a rotation is made to better
identify the variables that belong to each factor using the matrix of patterns. This is achieved
by means of the Kaiser-Meyer test that allows determining the factorial analysis with a
significant relationship > 0.055.

4.3 Sociodemographic characteristics

According to the results, 57.00% of the collaborators are men and 43.00% are women.
Likewise, of the total male collaborators, 75.00% are in the age range between 18 and 35 years,
while women within the same age range corresponded to 67.00%; in the age range of 36 to 45
years, men represented 15.00%, while women represented 27.00%; and, in the range of those
over 45 years of age, men represented 10.00% while women 7.00%. Regarding seniority,
37.00% of its collaborators had less than one year of seniority, while 34.00% had been working

Revista Gestién y Desarrollo Libre. Afio 9, N° 17, january-june 2024, pp. 1-17
ISSN 2539-3669

Research article
https://doi.org/10.18041/2539-3669/gestionlibre.17.2024.11048

10



Job satisfaction of employees of companies in the agricultural sector

between 1 and 3 years. That is, 67.00% of the collaborators had less than three years of
seniority. Regarding the level of training, 79.00% of people are doing or have done higher
education studies (technical, technological, or professional), and 9.00% registered postgraduate
training. In comparison, 21.00% indicated they finished or did secondary or high school
studies.

4.4 Descriptive analysis

Valid study data was equal to sample data; therefore, missing data was not reported. Table
6 shows the results obtained, showing the mean, standard deviation, and variances of the items
and factors. Likewise, the range described is the oscillation in the number of answers they gave
considering the minimum (Min.) and maximum (Max.) values in each item.

Table 6. Incidence of factors on job satisfaction
Average SD Variance Range Minimum  Maximum
FACTOR | - Satisfaction with

= 6.06 0.75 0,94 1 7

supervision

13 6.49 0.74 0.55 3 4 7

14 6.46 0.82 0.67 3 4 7

15 5.80 1.18 1.40 5 2 7

16 5.80 1.21 1.46 5 2 7

17 5.57 1.36 1.84 6 1 7

18 6.23 0.88 0.77 4 3 7
FAC_TOR II_— Satisfaction with the 584 116 186 6 1 7
physical environment

6 6.09 1.17 1.38 5 2 7

7 5.66 1.26 1.59 5 2 7

8 5.80 1.76 3.11 6 1 7

9 5.60 1.59 2.54 6 1 7

10 6.03 1.12 1.26 4 3 7
FACTOR 11 -_Satlsfactlon with 533 115 187 6 1 7
the benefits received

4 4.63 1.54 2.36 6 1 7

11 5.46 1.71 2.90 6 1 7

12 5.00 1.53 2.35 6 1 7

22 5.97 1.29 1.68 5 2 7

23 5.57 1.04 1.08 4 3 7
FA_CTOR IV - Intrinsic job 587 1.02 0.85 4 3 7
satisfaction

1 6.06 0.77 0.59 3 4 7

2 5.94 0.97 0.94 4 3 7

3 5.83 0.92 0.85 3 4 7

5 5.66 1.24 1.53 4 3 7
FAC_T.OR. V - Satisfaction with 551 104 191 6 1 7
participation

19 5.57 1.29 1.66 6 1 7

20 5.26 1.20 1.43 5 2 7

21 5.71 0.93 0.86 3 4 7

Source: own elaboration.
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According to the analysis of the five initial factors or dimensions proposed by Melia & Peird
(1989), the collaborators are “somewhat satisfied” in the organizations; the general result with
an average of 5.74 evidences the above. Table 6 shows the results of the means of each item
by a factor, where the average shows job satisfaction in the collaborators, given that the factors
obtained a result greater than 5 “somewhat satisfied,” placing them at the higher levels of the
job satisfaction scale. It is found that the factors with the highest score in descending order,
according to the mean average, are factor I. Satisfaction with supervision (6.06), factor IV.
Intrinsic job satisfaction (5.87), factor Il. Satisfaction with the physical environment (5.84),
factor V. Satisfaction with participation (5.51), and finally, factor Ill. Satisfaction with the
benefits received (5.33). It should be noted that the factors have different weights compared to
the results due to the number of items in each one, as is the case of factor V, which contains
three items. Given the above, the analysis was carried out by factor, highlighting the items with
the highest and highest value lower level according to score.

Regarding factor I, item 13 was the most satisfactory, with a score of 6.49, which shows a
cordial, friendly, and respectful relationship with the immediate boss. In contrast, item 17 is
noted with a score of 5.57; this means that some satisfaction is perceived in the equal and fair
treatment that the employee receives from the company. Factor 11 shows the highest score in
item 6 with 6.90, where cleanliness, hygiene, and sanitation conditions are adequate for the
performance of their duties with great satisfaction; however, item 9 was the one with the lowest
score of 5.60, where the ventilation of the workplace is somewhat satisfactory.

In factor 11, there is evidence of some satisfaction about compliance with what was agreed
in the employment contract and labor laws since item 22 obtained a score of 5.97. Attention
should be drawn to the realities of the agricultural sector in this regard, in which labor
informality predominates. Contrary to the salary issue, it is identified that the collaborators
perceive a degree of indifference in the salary received by their functions and responsibilities
since the score of item 4 gave a result of 4.63, the elements must be identified within the
organization that does not allow the employee to feel satisfied or dissatisfied.

Factor IV obtained a maximum score in item 1 of 6.06, which shows that collaborators
intrinsically feel pretty satisfied with their work; on the other hand, they feel some satisfaction
in achieving objectives and goals that must be achieved in their job since item 5 obtained a
score of 5.66. In factor V, employees feel some satisfaction because the decisions of their work
team are considered, as shown in item 22, with a score of 5.71. Similarly, they feel some
satisfaction with the participation that organizations allow them to make decisions in their
department or work area; it is reflected in item 20, which has a score of 5.26.

Conclusions

The purpose of the research was to evaluate the job satisfaction of employees of
organizations in the agricultural sector in the South Colombian region using the S20/23
questionnaire. The result indicates that the instrument has a reliability measured with
Cronbach's Alpha of 0.94, placing it in an excellent range according to the criteria of George
& Mallery (2003). Likewise, the confirmatory factorial analysis allowed us to know that the
load of the items based on the five factors or dimensions has a favorable distribution since an
explanation of 77.63% was found in the five factors, being relevant that only 71.00% of the
sample is found in the first three factors. This information indicates that the applied instrument
has high reliability in its measurement and, therefore, in the data.
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Among the factors, it was found that much satisfaction is perceived in factor I; however,
factors II, 111, IV, and V remain at the somewhat satisfied level, placing all the factors at the
level of satisfaction according to the rating scale. It was identified that personal and work
relationships are positive, benefiting the perception of satisfaction with supervision. In the
same way, they positively affect satisfaction with participation since spaces are provided for
decision-making within the work team or area.

It should be noted that item 1, related to the satisfaction that work produces, obtained a high
score, which generates a positive perception in general; however, it is necessary to continue
strengthening aspects that allow the perception of their work to improve. The item with the
lowest score is related to salary, a preponderant aspect in the perception of job satisfaction, but
it does not determine it by itself. Job satisfaction is a perception that depends on the
experiences, expectations, and attitudes of the human being; therefore, within the agricultural
sector organizations, strategies must be designed to help strengthen and maintain employee
satisfaction over time.
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