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Abstract

Cross Border Industries, also known as maquiladoras in North-
ern Mexico, are currently facing the problem of low organiza-
tional attachment among production workers. Direct workers
often perceive little commitment to their company, and turn-
over rates in the plants average; e.g., about 10 per cent per
month in Tijuana. Other places like Ensenada (1 hour away
from Tijuana) face turnover rates that are lower than 10 per-
cent, but still much higher than is desirable. In this study we
examine turnover and job satisfaction through a turnover mod-
el. Variables dealing with co-workers, job security, and the
job itself demonstrated a strong independent relationship. An
analysis of data made in SPSS from 100 production workers
within an outsourcing manufacturing maquiladora showed that
the desire continually to seek a new job is positively associated
with turnover intentions and negatively associated with orga-
nizational commitment. This finding can be of guidance to
managers and management scholars attempting to understand
and combat turnover and reinforce organizational attachment
in Northern Mexico.

Keywords: maquiladora, organizational commitment, job sat-

isfaction, work motivation, Mexico, job security, turnover, job
values.
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Empresas maquiladoras en México con bajo compromiso organizacional:
estudio de caso

Resumen

La industria maquiladora de la frontera del norte de México estd enfrentando actualmente
el problema del bajo compromiso organizacional entre sus trabajadores de produccién. Los
empleados directos a menudo perciben muy poco compromiso hacia su organizacion y las
tasas de rotacion en las plantas fluctian en un promedio de 10% mensual en Tijuana. Otras
ciudades como Ensenada (a una hora de Tijuana) experimentan tasas menores a 10%, pero
aun mds altas de lo deseable. En este estudio, se examina un modelo de rotacién de per-
sonal y satisfaccion en el empleo. Las variables que se utilizan son las de los compafieros
de trabajo, seguridad en el empleo y el contenido de trabajo. Las variables demuestran una
relacién independiente alta. Un andlisis realizado en el programa SPSS a cien trabajadores
de produccién de una empresa maquiladora demuestra que el deseo continuo de buscar
trabajo esté positivamente asociado con las intenciones de rotar y negativamente asociado
con el compromiso organizacional que perciben. Este hallazgo puede servir de guia a los
gerentes y académicos que intentan entender y combuatir la rotacién y reforzar el compro-
miso organizacional en el norte de México.

Palabras clave: maquiladoras, compromiso organizacional, satisfaccién laboral, motiva-
cién en el empleo, México, seguridad laboral, rotacién de personal, valores del empleo.

Introduction

“Magquiladora” is a word that started its use from colonial Mexico where “maqui-
la” was a charge that millers collected for processing other people’s grain. Today,
the term applies to companies that process or assembles components imported into
Mexico that are then re-exported.

The maquiladora program started at the end of the Brazero Program. As Aten & Bur-
ken (1999) explain, this program had allowed Mexican nationals to work temporari-
ly in the U.S. agricultural sector. “This resulted in a huge influx of Mexican workers
from the interior of the country to the border cities seeking employment. In 1964,
the United States government ended the Brazero Program due to domestic political
pressures. Many of the workers stayed in the border cities hoping the program would
be reinstated and continued looking for jobs. The Mexican government responded in
1965 with the Border Industrialization Program to alleviate the high unemployment
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in the region and attract foreign investment and technology to Mexico. The maquila-
dora program was born out of this in 1966 (Aten & Burken, 1999).

Nowadays, maquiladoras represent an important activity for the northern states of
Mexico, where their investment has lowered the unemployment rates greatly. Ne-
vertheless, for a long time, maquiladoras have faced a low organizational commit-
ment among production workers. Direct workers often perceive little commitment
to their company, and turnover rates in the plants average; e.g., about 10 per cent
per month in Tijuana (Garcia & Rivas, 2007).

Job satisfaction has been linked to turnover (Sweeney and Boyle, 2005). No mat-
ter the industry, and no matter the country, perhaps the most difficult continuing
problem of organizations is that of obtaining and retaining good human resources.
While the stated percent of employment/ unemployment may vary between indus-
tries by a few percentage points, there is always a need on the part of the organiza-
tion to recruit and retain good workers.

Affective Commitment has been linked to turnover too. Mowday, Porter and
Steers, (1982) and Meyer, Paunonen, Gellatley, & Goffin, and Jackson, (1989)
have found that committed employees are more likely to remain with the or-
ganisation and strive towards the organisation’s mission, goals and objectives
(Riley, 2006). Organisational commitment is defined as the degree to which
the employee feels devoted to their organisation (Spector, 2000).

The problems of human resources are usually exacerbated by conditions that may
be specific to that industry, location, or other attributes. In this research, Human
Resources (HR) is a term applied to employees that work at the organization. A
previous study (Garcia and Cox, 2007a) was conducted in an assembly/manufac-
turing plant in Ensenada, Baja California, Mexico, investigating the effects of the
implementation of a 5 S program. During the course of that study, a number of
issues arose that were ancillary to the specific 5 S program, and these dealt with the
workers’ organizational attachment and job satisfaction.

Within the assembly/manufacturing plant, the level of turnover was high, with an
accompanying low organizational attachment and low job satisfaction. Within
this Mexican study, a number of issues came into play. These included, but were
not limited to, the following.
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Gender — The workers in the plant were predominately female.

Educational Level — The average educational level within the workforce was well
below college level.

Marital Status — Overall, the percent of the workers who were married was close
to 50%.

Age — The average age of the workers in the plant was 23 years old.

Children — A large percentage of the workers had children, and a large percentage
of these were sole support providers.

An issue exacerbating all the others was the following.

Other Job Opportunities — The study plant is located in an area of many maqui-
ladora plants, and most of the plants and jobs require low levels of skill, short
training times, and low levels of formal education. All of the maquiladora plants
share the problem of maintaining a labor force, and most have high turnover due
to the prevailing “grass is greener” mentality among the workers. Accompanying
this, of course, is the fact of fairly limited opportunities to move upward in any
given plant’s hierarchy.

All of the above, plus other factors, mitigate for a [relatively] low level of job
satisfaction and accompanying low level of organizational attachment/commit-
ment. From the management and human resources side, no progress is made if
50 newly-hired workers come in the front door, but 50 workers leave through the
back door to an easily obtainable job at another company. Such a revolving door
HR experience is very costly, since costs include not only those of recruiting, but
also of added training, plus plant issues of lower production and quality due to a
continuing stream of workers with little or no experience.

In another unrelated study by the authors in 2007 (Garcia and Cox, 2007b), the
turnover rate in a medical products assembly plant hovered at thirteen percent per
month. This level of turnover, unfortunately, tracks well with another research
study published in 1993 by Carrillo and Santibanez (Carillo & Santibanez, 1993).
Their study found the turnover rate in the Tijuana maquiladoras in 1989 averaged
12.7 percent per month in the areas of electronics, auto parts, and clothing. Thus,
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in some respects, it appears little has changed in some areas in the last [almost]
twenty years, and the worker revolving door is not unique to one company or in-
dustry.

Subsequent to the 5 S studies, it was decided to look further into the issue of low
organizational attachment, and to broaden the study to include additional workers
in Mexico. The study was applied in a fishing lure manufacturing company that
has been in Ensenada for more than 15 years. they came from Yakima, Was-
hington and extended their production facilities in Ensenada, keeping their mother
plant in Washington. This is a small company with 120 employees. They manu-
facture lures for Yakima Bait Corporation, who has manufactured fishing lures and
tackle for more than 50 years. They have been facing challenges as to cope with a
different cultural environment and to adapt to Northern Mexican’s labor environ-
ment. Even thought their turnover hasn’t been really high, employees show low
commitment and their productivity hasn’t grown as much as they expected. Their
facilities in Washington have Mexican labor too and their productivity is way hig-
her than the Mexican one.

For the maquiladora manufacturing industries in the northern part of Mexico, pri-
marily set up due to outsourcing of manufacturing from the U.S., affective commit-
ment is not present in most employees (Affective commitment refers to employees’
emotional attachment, identification with, and involvement in the organization.).
The major reasons seen for this lack of commitment or attachment is the fact that
there appears to be no real involvement with the organization and employees do
not develop a strong affective commitment due to low job satisfaction (Sweeney
and Boyle, 2005).

The purpose of this study was to investigate the perceptions of 100 direct emplo-
yees and to examine the relationship between their perceived levels of job satis-
faction, organizational commitment and turnover intentions within an outsourcing
manufacturing maquiladora in the Baja California border of Mexico. This study
contributes to the literature by extending previous research to include turnover in-
tentions as a consequence of job satisfaction and organizational commitment. Stu-
dies to investigate and analyze relationships among job satisfaction, organizational
commitment and turnover intentions in maquiladora industries have been scarce.
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Literature Review

Work motivation, job satisfaction and organizational commitment

Employee organizational commitment has been a subject of interest for many re-
searchers (Meyer & Allen, (1997), Loui (1995), Wiener & Vardi (1980), Angle
& Perry (1981), Jermier & Berkes (1979), DeCotiis & Summers (1987), Bycio,
Hackett, & Allen (1995), Brown (2008), etc.

According to Brown, many factors influence employee commitment. These in-
clude commitment to the supervisor, occupation, profession, or career (Meyer &
Allen, 1997 in Brown 2003).

Brown (2003) refers to Meyer & Allen (1991) stating that they developed a fra-
mework designed to measure three different types of organizational commitment:
(a) Affective commitment refers to employees’ emotional attachment, identifica-
tion with, and involvement in the organization. Employees with a strong affective
commitment stay with the organization because they want to. (b) Continuance
commitment refers to employees’ assessment of whether the costs of leaving the
organization are greater than the costs of staying. Employees who perceive that
the costs of leaving the organization are greater than the costs of staying remain
because they need to. (c) Normative commitment refers to employees’ feelings of
obligation to the organization. Employees with high levels of normative commit-
ment stay with it because they feel they ought to.

In general, organizational commitment is considered a useful measure of organi-
zational effectiveness (Steers, 1975). In particular, “organizational commitment
is a “multidimensional construct” (Morrow, 1993) that has the potential to predict
organizational outcomes such as performance, turnover, absenteeism, tenure, and
organizational goals” (Meyer & Allen, 1997, p. 12). Also, in a study involving
109 workers, Loui (1995) examined the relationship between the broad construct
of organizational commitment and the outcome measures of supervisory trust, job
involvement, and job satisfaction. In all three areas, Loui (1995) reported positive
relationships with organizational commitment. More specifically, perceived trust
in the supervisor, an ability to be involved with the job, and feelings of job satis-
faction were major determinants of organizational commitment.
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Angle & Perry (1991) undertook a study to determine the effect that organizational
commitment had on turnover. The participants included 1,244 bus drivers. Fin-
dings revealed a negative relationship between turnover and organizational com-
mitment. In short, employees who intended to leave the job were not committed
to the organization.

Wiener & Vardi (1980) looked at the effect that organizational commitment had
on commitment to the job and career commitment. Their participants included
56 insurance agents and 85 staff professionals. The researchers reported positive
relationships between organizational commitment: normative commitment and
affective commitment.

Jermier & Berkes (1979) collected data on organizational commitment from over
800 police officers. The researchers were investigating the relationship between job
satisfaction and organizational commitment. Findings revealed that employees who
were more satisfied with their job had higher levels of organizational commitment.

DeCotiis & Summers (1987) undertook a study of 367 managers and their emplo-
yees. The researchers examined the relationship between organizational commit-
ment and the outcome measures of individual motivation, desire to leave, turnover,
and job performance. Organizational commitment was found to be a strong predi-
cator for each of these outcome areas.

In nine studies involving 2,734 persons, Dunham, Grube, & Castaneda (1994) exa-
mined how participatory management and supervisory feedback influenced emplo-
yee levels of affective, continuance, and normative commitment. The researchers
found that when supervisors provided feedback about performance and allowed
employees to participate in decision-making, employee levels of affective com-
mitment were stronger than either continuance or normative. That is, employees
indicated staying with the organization was more related to wanting to, rather than
needing to or feeling they ought to. It would seem this feeling would be particu-
larly true in a labor atmosphere such as found in an area heavy with maquiladora
plants; thus, rife with other job opportunities.

In a study of 238 nurses, Cohen (1996) investigated the relationship between affec-
tive, continuance, and normative commitment, as well as the commitment types
of work involvement, job involvement, and career commitment. Findings revealed
that affective commitment was more highly positively correlated with all the other
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types of commitment. In other words, employees who remained with the organiza-
tion because they wanted to were more likely to exhibit higher levels of commit-
ment to their work, their job, and their career.

Irving, Coleman, & Cooper (1997) investigated the relationship between affec-
tive, continuance, and normative commitment and the outcome measures of job
satisfaction and turnover intentions. Total participants for the study included 232
employees. Results revealed that job satisfaction was positively related to both
affective and normative commitment.

However, job satisfaction was negatively related to continuance commitment. All
three types of commitment were negatively related to turnover intentions, with
continuance commitment having the strongest negative relationship.

Cohen & Kirchmeyer (1995) undertook a study to investigate the relationship bet-
ween affective, continuance, and normative commitment. Their participants inclu-
ded 227 nurses from two hospitals. The researchers found positive relationships
between turnover and normative commitment. However, the relationship between
continuance commitment and turnover was negative. In effect, employees who
were staying with the organization because they wanted to or felt they ought to,
indicated higher involvement and enjoyment with work activities. In contrast, em-
ployees who were staying with the organization because they felt they needed
to indicated less involvement with the organization, and expressed dissatisfaction
with work activities. Thus, their intention to leave the organization was higher.

There are many extrinsic variables that employees must consider in deciding whe-
ther to continue their employment with a company. Extrinsic items are those that
have outcomes bestowed upon them by someone else (praise, rewards, bonuses,
policies). For these types of rewards the employees need to look beyond them-
selves and assess their perceived value of what they have been given. (Moorman,
1993).

In explaining the significance of job satisfaction, Jennings (2008) refers to Leavitt’s
(1996) statement that there is a multitude of reasons an employee will remain
within a given company. High pay, excellent benefits, job security, and a company
retirement plan are among the most sought after components of the perfect job.
Unfortunately, any one of these attributes alone is not enough to outweigh the
problem of low perceived job satisfaction.
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Job satisfaction is one of the most important attributes of the employment relatio-
nship. The most important element of job satisfaction is job security. (Khaleque &
Chowdhury, 1983).

The results of job satisfaction are extremely influential to any organization, not
only to its HR function, but also to its entire operation. It alone can be a determi-
ning factor affecting employee efficiency, productivity (quality), and absenteeism,
as well as turnover (Rahman, Rahman, & Khaleque, 1995).

Job satisfaction has shown positive effects on both sides of the manufacturing
equation. That is, job satisfaction mitigates toward employees who are not only
less likely to jump to a different company, but also more likely to be attentive to
product quality. If employees are satisfied in their roles it is assumed that their
output quantity is greater and that their quality is higher. The employer must also
be satisfied with the employee. These are accomplished by first recognizing that
each side needs the other. If employers feel there are many people from which to
choose to fill a particular need, they have an advantage. If, as well, workers per-
ceive a high availability of alternative jobs, they have an advantage. Both of these
conditions were found to be particularly true in the maquiladora plants, with their
environment of high labor availability, high position availability, and high turno-
ver. The employee can assume an advantage when he or she has a particular skill
that is in demand. Job satisfaction is a two way street and involves participation.
For this to happen, a relationship must evolve between the employer and the em-
ployee. Job satisfaction is therefore distinct from other organizational constructs.
(Hinton & Biderman, 1995).

Pairing job satisfaction with length of employment, however, takes a look at yet
another relationship. This relationship is determined by how the employees are
viewed now not only by their current employer, but how they can be perceived by
prospective employers. Employees who have been in the workforce for a number
of years have qualities and experience that can make them valuable assets to a
company. If recognized and rewarded consistently by the current employer, the
employees usually take minimal action in looking for other employment offers.
Thus, they exhibit affective and normative commitment, much to the advantage of
the company. Experience is only one of a gamut of qualities that length of emplo-
yment can pair with perceived job satisfaction. Others include the ability to work
and relate with coworkers and customers, and the pattern of work and nonworking
satisfaction. (Shaffer,1987). Initially, employees can be satisfied with high starting

No. 231, mayo-agosto 2010: 79-102 87



Blanca Garcia and John Cox

salaries. But after a few years’ experience, most employees recognize the impor-
tance of job security. (Rahman, Rahman, & Khaleque, 1995).

Job satisfaction is a combination of cognitive and affective contentment for an
individual within a company. Cognitive satisfaction is based on non-emotio-
nal based conditions that are evaluative of outcomes and opportunities. These
include working conditions and the nature of the job. These questions are for
appraisals of the job itself, not for descriptions of the feelings. Affective satisfac-
tion is one that is based on the overall positive emotional view of the situation.
(Moorman, 1993)

Many authors referred to the importance of a satisfied workforce, given that they
are the primary asset to the firm. (Brierley and William, 2001; Belkaoui, 1989;
Dole and Shroeder, 2001).

Turnover is a significant and costly problem for the maquiladora Industry (Garcia
and Cox, 2007b). Higher levels of job satisfaction have been strongly linked to
the desire to remain in a firm in the literature (Porter and Steers, 1973; Arnold and
Fieldman, 1982).

As noted earlier, job satisfaction is a two-way street requiring participation from
both the employer and the employee. This is particularly true when both sides
perceive advantages that can be used. In the maquiladoras in the authors’ studies,
the employers are in an environment where job openings can be filled, albeit with
additional costs. The employees, in turn, are in a job market where jobs are easily
acquired. In order for turnover percentages to decrease, with the accompanying ad-
vantages of lower HR costs, lower absenteeism, and potentially higher quality and
output, one side or the other must make a move. Individual workers are essentially
powerless, and union activity within the maquiladoras is not strong. Thus, it is
difficult for the workers to agitate for better working conditions overall, leading to
their own greater organizational commitment and attachment. In this case, it is the
employing maquiladoras, themselves, who are in a position to improve conditions
leading to a lower turnover rate.

Norris and Niebuhr (1983) pointed out that job satisfaction is a variable largely
associated with the current work environment, which makes it a less stable va-
riable than organizational commitment which is formed over a longer period of
time. The immediate work environment is changing constantly in the maquiladora
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industry due to high turnover even at the supervisory level, and the actions of those
supervisors play a key role in shaping that environment.

Work Motivation

Luthan (1998) defines motivation as, “a process that starts with a physiological
deficiency or need that activates a behavior or a drive that is aimed at a goal in-
centive”. Therefore, the key to understanding the process of motivation lies in the
meaning of, and relationship among, needs, drives, and incentives. Relative to this,
Minner, Ebrahimi, and Watchel, (1995) state that in a system sense, motivation
consists of these three interacting and interdependent elements, i.e., needs, drives,
and incentives.

Research on work motivation has shown that workers’ performance and satisfac-
tion is affected by job motivation. For example, Brown and Shepherd (1997) give
a comprehensive definition of the characteristics of the work in four major catego-
ries: knowledge base, technical skills, values, and beliefs. They report that workers
will succeed in meeting this challenge only if they are motivated by deeply-held
values and beliefs regarding the development of a shared vision. According to Vi-
nokur, Jayarantne, and Chess (1994), employment conditions assess their impact
on workers’ job satisfaction. Some motivational issues were salary, fringe benefits,
job security, physical surroundings, and safety. Certain environmental and motiva-
tional factors are predictors of job satisfaction. On the other hand, Colvin (1998)
shows that financial incentives will get people to do more of what they are doing,
Silverthrone (1996) investigates motivation and managerial styles in the private
and public sector. The results indicate that there is a little difference between the
motivational needs of public and private sector employees, managers, and non-
managers.

Affective Commitment
According to Mowday, Steers, & Porter, (1979), Affective commitment has been
defined as “identification and involvement with the organization via believing in

the organization’s values and goals, exerting effort on behalf of the organization,
and desiring to remain with the organization’.
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Meyer and Allen (1991a) and Allen and Meyer (1990) defined Affective commit-
ment as an important part of Organizational Commitment, including also continu-
ance commitment, and normative commitment. Affective commitment represents
the type of commitment utilized in the Blau and Boal (1987) model as shown in
figure 1.

Figure 1
Blau and Boal’s Employee Model

Low Job Involvement High Job Involvement
High Affective Commitment Corporate Citizens Institutional Starts
Low Affective Commitment Apathetics Lone Wolves

Source: Hafer & Martin (2006)

Also, according to Meyer and Allen (1991b) Affective commitment refers to the
employee’s emotional attachment to the organization. Employees with strong af-
fective commitment remain with the organization because they want to do so. Ac-
cording to these authors, the most desirable profile of organizational commitment
amongst employees, especially those involved in the services industry which de-
mands continuous good service, is affective commitment which is the most preva-
lent theme in the Meyer and Allen (1991) model.

Methodology

This study used a descriptive survey design. As referred by Ezeani (1998), the
purpose of descriptive surveys is to collect detailed and factual information that
describes an existing phenomenon.

The target population of the study was direct workers in a Maquila Industry in
Ensenada, Baja California, Mexico.

An analysis was made in SPSS of data from 100 production workers. One hundred
direct employees (25 men and 38 women, mean age = 26-35 years, with an average
of not completed high school (eleventh grade) participated in a survey formatted
with questions to determine their level of job satisfaction, work motivation, their
degree and level of organizational commitment, and how their job security and
relationships with co-workers affected their decision to continue their employment
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with the company. All participants were treated in accordance with the “Ethical
Principles of Psychologists and Codes of Conduct” (American Psychological As-
sociation, 1992).

Description of the Sample

The sample for this study was drawn from a small Manufacturing facility in Ense-
nada, Baja California, Mexico.

The workforce encompasses approximately 120 employees across the production de-
partment. A total of 100 employees from the production area participated in this study.
Study participants included only non-supervisory employees. From the 100 emplo-
yees who participated in this survey, only 66 answered the questionnaire (66%).

Instrument

A modified questionnaire tagged Work Motivation, Job Satisfaction, and Organi-
zational Commitment was used for the collection of data on the study. The ques-
tionnaire was specifically designed to accomplish the objectives of the study. The
first section collected information such as age, gender and experience.. The second
section contained the items, and was divided into three parts:

e Partl. This part contains fifteen items that measure job motivation.

e Part 2. This part contains fifteen items that measure personnel's job
satisfaction.

e Part 3. This part contains fifteen items that measure organizational
commitment.

It is a 45 -item questionnaire using a 5 point Likert scale with responses ranging
from Strongly Disagree= 1; Disgree = 2; undecided =3 ; Agree =4; and Strongly
Agree =5. The items were adapted from The Minnesota Satisfaction Questionaire
and we added some additional questions. The modification yielded an r = 0.84
Cronbach Alpha.
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Procedure

The researcher administered the instrument to direct employees after the approval
of their management. Following the instructions on the instrument, the question-
naires were filled and returned.

Data Analysis

Descriptive statistics, Pearson Multiple Correlation, and Multiple classification
methods with t-test were employed to analyze the collected data.

Results
The results of the analysis on the study are presented as follows:

Research question. What is the relationship between work motivation, job satis-
faction, and organizational commitment in direct employees of the maquiladora
industry?

Table 1
Mean, Standard Deviation, and Multiple Correlation Matrix of Work Motivation,
Job Satisfaction and Commitment

Var. Num Mean Work Motiv.  Job Satisf. Org. Comm.
Work Mot. 66 4.4242 1.0000 .579%* .506%*
Job Satisf. 66 4.7121 579 1.0000 5667
Org. Comm 66 2.1364 506 566% 1.0000

Source: Self research

For the above question, the result in table 1 above reveals a positive correlation
between work motivation and job satisfaction with coefficient value of r =.579.
work motivation also correlated with organizational commitment with a value of
r =.506.

For job satisfaction and organizational commitment, we find a positive high cor-
relation too of r= .566.
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Table 2
Answers to Question on Low Organizational Commitment

I think I World be better working in another place

Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Disagree 10 15.2 15.2 15.2
desacuerdo

Disagree 7 10.6 10.6 25.8

I don’t know 2 3.0 3.0 28.8

Agree 5 7.6 7.6 36.4

Strongly Agree 42 63.6 63.6 100.0
Total 66 100.0 100.0

Source: Self research

As we can see on Table 2, 42 of 66 (63.6%) answered positively to their low or-
ganizational commitment, since they accept to feel better if working somewhere
else.

Discussion

The findings of this study reveal that a high correlation exists between perceived
motivation, job satisfaction, and commitment,. No significant difference was ob-
served in the perceived motivation of men and women direct employees.

The correlation that exists in this study among perceived work motivation, job
satisfaction, and organizational commitment corresponds with (Brown and She-
pherd, 1997) who reported that motivation improves workers’ performance and
job satisfaction. The result also agrees with Chess (1994), reported that certain mo-
tivational factors contribute to the prediction of job satisfaction. Tang and LiPing
(1999) report that a relationship exists between job satisfaction and organizational
commitment, and Woer (1998) finds that organizational commitment relates to
job satisfaction, which both support this result. Furthermore, Stokes, Riger, and
Sullivan’s (1995) report that perceived motivation relates to job satisfaction, com-
mitment, and even intention to stay with the firm corroborates this present result.
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The second result obtained on this study was that no significant difference was ob-
served in the perceived work motivation of men and women. Williams in Nwagu
(1997) reported that motivation potential is linked to five core characteristics that
affect three psychological states essential to internal work motivation and positive
work outcome. That idea complements the present finding. Similarly, the finding
by Colvin (1998) that financial incentives increase productivity, corroborates this
result. Men and women have the same perceived work motivation if they are given
the work environment and incentives that they need and deserve.

As noted previously, the initial study that provided the impetus for further investi-
gation was conducted in a relatively small division of a larger corporation; i.e., the
guitar string manufacturing arm of Fender, a large maker of musical instruments
and supporting products.

This study also echoed most of the previous findings. That is, when companies
deal with worker turnover in a labor market with many opportunities for their
workers, they find (1) high salaries work for a while, but “the grass is always gree-
ner.” (2) Praise works for a while, but eventually becomes wearing, if used to the
exclusion of other items. (3) Good supervision works for a while, but not if that is
the only good part of the job. The numbered list could go on for several more num-
bers, but each, used in isolation or with one or two others, will not increase worker
commitment and decrease turnover. Companies must strive to provide the entire
package, and if they are unsuccessful, but seen as striving to do better, it is likely
the workers will take cognizance and increase their organizational commitment.

Much of the previous research in this area has involved a survey questionnaire;
future research is needed using more in-depth methods of data collection such
as interviews to examine the range of variables that impact on job satisfaction
and turnover intentions and ways in which firms can increase job satisfaction and
reduce turnover intentions. The variables examined in this study accounted for
almost 32 per cent of the variation in job satisfaction and 65 per cent of the varia-
tion in intentions to remain in the firm. Qualitative research would be beneficial
in identifying other influences on job satisfaction and intentions to remain in the
firm. For example, the impact of training and supervisory actions such as workload
allocations and in turn on job satisfaction and turnover intentions is potentially im-
portant. Also, variables such as stress and burnout may be important in explaining
differences in levels of job satisfaction and turnover intentions between employ-
ment areas.
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Future quantitative research should include a more comprehensive measure of in-
tentions to remain in the firm, as the measure included in this study is based on
very few items. Brierley (1999) pointed out that turnover intentions have been
measured as intentions to leave the job, and intentions to go to a different eco-
nomic sector; these different facets could be examined in future research. A dis-
tinction between short- and long-term turnover intentions would be particularly
relevant. Significant differences were found in a number of variables between the
firms and an examination of the reasons for differences in those variables and a
breakdown of the category into different size firms would be potentially fruitful for
future research. Further investigation of the impact of other demographic variables
such as those found to be significant in this study (work area, gender, education)
and variables not examined in this study (for example, plant location) would add
to the further development of the job satisfaction model. Lastly, a comparison
of perceived supervisory actions in US and Australia revealed differences and a
potentially fruitful area for future research would be a cross-cultural study of su-
pervisory actions and job satisfaction.

In the outsourcing manufacturing environment where companies’ value employee
continuity and competition drives the need for high productivity, job satisfaction
of direct employees will continue to be an area of considerable importance for the
firms. Improving job satisfaction and increasing intentions to remain in the firm is
not an easy task for the firms given the pressures of the modern business environ-
ment. However, managing these pressures is essential for direct employees, as a
failure to do so is likely to have far reaching consequences.

This may well be a fertile field for longer range research within the specific maqui-
ladoras to determine, with employee input, which job improvements would give the
most “bang for the buck” when compared or ranked with other improvements.
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Appendix

Employee Questionnaire

The questionnaire was designed and applied in Spanish for the direct workers of
the maquiladora industry.

As explained in the methods section, the questionnaire was specifically designed
to accomplish the objectives of the study using the Minnesota Satisfaction Ques-
tionaire questionnaire adapted and translated and we added some additional ques-
tions. The modification yielded an r = 0.84 Cronbach Alpha.

Questionnaire Description:

The first section collected information such as age, gender and experience. The
second section contained the items, and was divided into three parts:

Partl. This part contains fifteen items that measure job motivation.
Part 2. This part contains fifteen items that measure personnel’s job satisfaction.

Part 3. This part contains fifteen items that measure organizational commitment.

It is a 45 -item questionnaire using a 5 point Likert scale with responses ranging
from

Strongly Disagree= 1; Disgree = 2; undecided =3 ; Agree =4; and Strongly Agree =5.

The questionnaire is attached in its original format and in Spanish language as
applied in the following page.
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Se te pide contestar sobre una escala del nimero 0 al 4 segin la aseveracién con la que mds te identifiques
Elige una sola respuesta.

Este cuestionario forma parte de una Investigacion académica. CUESTIONARIO

Deberd responderse en forma anénima y confidencial.
Tus respuestas no serdn dadas a conocer a la Empresa donde laboras ni te afectardn en tu
empleo ni con tus superiores. &
Se te pide responder de la forma mds honesta a todas las preguntas sin omitir ninguna &0
seguin tu propio sentir, sin pedir opinién a tus compaferos y sin compartir sus respuestas. \&é)

I

Muchas gracias de antemano por el tiempo que inviertas en responderlo. S 6‘?

Mi trabajo aqui es seguro

Mis compaiieros de trabajo son amigables

Mis compaiieros de trabajo me dicen cuando hago mal mi trabajo

Aqui tengo la oportunidad de aplicar mis propia forma de trabajar

Aqui encuentro la oportunidad de aplicar mis propios talentos

La empresa me da la oportunidad de usar mi propio criterio al hacer mi trabajo

Siento que estaria mejor trabajando en otra empresa

oo | W] | W | —

Mi supervisor me motiva a hacer un mejor esfuerzo

=]

El trato que recibo de mis superiores me motiva a hacer mejor mi trabajo

S

Quiero dar mi mejor esfuerzo para ayudar a la empresa a ser exitosa

Les cuento a mis amigos que esta empresa es una gran organizacion para trabajar aqui

12| Sigo trabajando aqui porque no me conviene irme a otra empresa

13| Siento muy poca lealtad a esta empresa

14| Estoy muy orgulloso/a de contarles a otros de que soy parte de esta organizacion

15[ Esta organizacién me inspira a hacer mi mejor esfuerzo en el trabajo

16| Estoy contento/a de haber elegido esta empresa para trabajar aqui

17| Pienso que me importa mucho lo que pase con la empresa en el futuro

18] En caso de que encuentre otro trabajo con mejor salario, me iré

19| Pienso que estoy perdiendo buenas oportunidades por seguir en esta empresa

21| Pienso buscar otro trabajo en el futuro cercano

22| Las condiciones fisicas de mi trabajo son adecuadas para mi desempefio

23| Las oportunidades que encuentro para mejorar aqui son adecuadas

24| Considerando los costos de vida en mi colonia, pienso que el salario que me pagan es adecuado

[§S]
[

Por el trabajo que desempeiio, considero que el salario que gano es adecuado

26| La forma de pago de esta empresa motiva a trabajar con mucho esfuerzo

27| Aqui tengo la libertad de decirle a otros como hacer su trabajo

28| La forma como la empresa trata a sus empleados aqui es adecuada

29| La relacion personal entre mi supervisor y yo es buena

30| El pago que recibo aqui en comparacién con el de mis compaiieros es adecuado

31| Mis compaiieros se llevan bien entre ellos

32| La responsabilidad que depositan en mi trabajo es muy alta

33| Me felicitan cuando hago bien mi trabajo

34| Me siento satisfecho cuando hago mi trabajo

35| Tengo trabajo para mantenerme ocupado todo el dia

36| Mi jefe delega responsabilidades en mi

37| Este empleo me garantiza un trabajo seguro y estable

38| Mi salario aqui en comparacion con otras empresas es adecuado

39| Las condiciones de trabajo aqui son agradables

40| Las promociones en esta empresa se dan de una manera adecuada

41| Mis compaiieros de trabajo son amables

42| Mi trabajo vale la pena

43| Tengo oportunidad de desarrollar nuevos métodos para hacer mejor mi trabajo

44| Tengo oportunidad de hacer cosas que no dafian a otras personas

45| Tengo oportunidad de hacer algo de forma independiente de otros

46| Tengo oportunidad de ser ttil ante la mirada de otros

47|Mis compaferos son respetuosos

48| Mi supervisor maneja adecuadamente las quejas

49| Mi pago es adecuado con la cantidad de trabajo que realizo

50| Mi supervisor me proporciona ayuda cuando lo necesito

51|El entrenamiento que da mi supervisor es adecuado

52|La forma como me piden que haga el trabajo es adecuada

53|GRUPO DE EDAD 14a17 26a35 [36a45 @
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