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Abstract 

 
Labor Ecosystem: the motivation as a tool correlational with the 

productivity of MiPyMEs 

Objectives Methodology Contributions 

 

Analyze the work 

motivation of MSME 

employees to identify 

the labor productivity 

of their work area. 

 

The methodology used 

was quantitative, as 

multiple-choice 

Likert-type 

questionnaires were 

used to gather 

information on the 

work motivation of 

employees in a 

microenterprise. 

 

Variable 1: work 

motivation. 

Variable 2: 

productivity. 

 

The resulting 

contributions were 

obtained through the 

questionnaire, and the 

multiple-choice Likert-

type responses support 

the information on the 

work motivation of 

employees in a 

microenterprise. This 

section focused on the 

responses to the 

questionnaire used to 

obtain information, the 

analysis of the results, 

and the contributions. 

 

 

Work-motivation, MiPyMEs, productivity. 

Resumen 
 

Ecosistema laboral: la motivación como herramienta correlacional con la 

productividad de las MiPyMEs 

Objetivo Metodología Contribuciones 

 

Analizar la 

motivación laboral de 

los trabajadores de 

una MiPyME para 

identificar la 

productividad laboral 

que tiene su área de 

trabajo. 

 

La metodología 

utilizada fue de corte 

cuantitativo ya que se 

ocuparon los 

cuestionarios con 

respuestas de opción 

múltiple tipo lickert 

para recabar 

información sobre la 

motivación laboral que 

tienen los trabajadores 

en una Micro Empresa. 

 

Variable 1: motivación 

laboral. 

Variable 2: 

productividad. 

 

Las contribuciones 

resultantes fueron 

obtenidas mediante el 

cuestionario y las 

respuestas de opción 

múltiple tipo lickert 

sustentan la información 

sobre la motivación 

laboral que tienen los 

trabajadores en una 

Micro Empresa; este 

apartado se enfocó en las 

repuestas del cuestionario 

aplicado para la 

obtención de 

información, el análisis 

de los resultados y las 

contribuciones. 

 

 
Motivación-laboral, MiPyMEs, productividad. 
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Introduction 

 

 In a large number of MSMEs, one of the 

problems workers face is the lack of motivation 

in their workplace. Therefore, it is important and 

essential for both human and work satisfaction 

that employees remain motivated most of the 

time, as this allows them to establish standards 

of participation and contribute to the company’s 

objectives. From this, the following research 

questions arise: 

 

 Is there work motivation among 

employees of an MSME that leads to better 

productivity? How often do owners or managers 

encourage or motivate their employees to 

achieve organizational and professional goals? 

 

 Moreover, in the mid-20th century, the 

first theories addressing motivation began to 

emerge, and from that moment on, the 

relationship between employee performance, 

personal satisfaction, and motivation in carrying 

out their work started to be recognized. 

 

 The first studies concluded that a worker 

who felt motivated in their job era...was more 

efficient and responsible, and could also 

contribute to creating a positive work 

environment. 

 

 Based on these conclusions, companies 

decided to analyze what workers are looking for 

when they develop their jobs, what their 

hierarchy of needs is, what they seek to satisfy 

through their work, what their interests are, and 

so on. The ultimate goal of these analyses was to 

ensure that employees felt fulfilled as 

individuals and as workers through the 

performance of their work within the company. 

The research was based on the work motivation 

of employees in an example of a microenterprise. 
 

What is motivation? 

 

The Dictionary of the Royal Spanish Academy 

[2014] defines motivation as: “The set of 

internal or external factors that partly determine 

a person’s actions.” 

 

 In biological terms, BarOn [1997], 

through the Emotional Intelligence Inventory 

model, refers to motivation as “the internal 

processes that serve to activate and maintain 

behavior.” 

 

 In this sense, motivation can be 

conceived as “the processes that account for the 

intensity, direction, and persistence of an 

individual’s effort toward achieving a goal” 

[Robbins, 2004, p.155]. 

 

Likewise, motivation is represented by 

“those psychological processes that cause the 

arousal, direction, and persistence of voluntary 

actions directed toward objectives” [Kreitner & 

Kinicki, 1997, p.152]. 

 

 It is necessary to highlight, by way of 

synthesis, the three persistent elements in every 

definition of motivation: intensity, direction, and 

persistence. Intensity refers to how much effort 

a person makes. 

 

Interest in the topic of motivation has led 

various authors over time to develop theories to 

explain it. 

 

Motivational Theories 

 

Maslow’s Hierarchy of Needs Theory 

 

Abraham Maslow is traditionally associated 

with humanistic psychology and is considered a 

pioneer in the study of motivation, personality, 

and human development. In 1943, Maslow 

proposed his “Theory of Human Motivation,” 

which has its roots in the social sciences and was 

widely used in the field of clinical psychology. 

In turn, it has become one of the main theories in 

the field [Reid, 2008]. 

 

 With his hierarchy theory, he gave “name 

and structure” to those impulses. The hierarchy 

of needs, or “Maslow’s Pyramid” [2008], 

explains the necessity of satisfying certain needs 

before others, and once those needs are fulfilled, 

individuals move on to meet the needs of the 

next level: 

 

1. Physiological needs: Hunger, thirst, 

shelter, and other basic physical needs. 

2. Safety needs: Physical and emotional 

care and protection. 

3. Affiliation or Social needs: Affection, 

sense of belonging, acceptance. 

4. Esteem or Recognition needs: Internal 

[autonomy] and external [status]. 

5. Self-actualization: The drive to become 

what one is capable of being. 
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Herzberg’s Two-Factor Theory 

 

This theory is also known as the “Two-Factor 

Theory” because it is based on both external and 

internal aspects of work. According to Herzberg, 

people’s motivation depends on two factors: 

 

 Hygiene factors: These are the conditions 

surrounding the individual at work, including the 

physical and environmental aspects of the job. 

These factors have a very limited capacity to 

influence employee behavior; when they are 

optimal, they merely prevent dissatisfaction. 

Examples include: 

 

- Working conditions and environment 

- Company and administrative policies 

- Relationship with the supervisor 

- Salary 

- Job stability 

- Relationship with colleagues 

- Status 

- Security 

 

 Motivational factors: These factors are 

related to the content, tasks, and responsibilities 

of the job. They produce lasting satisfaction and 

a productivity increase well above normal levels. 

They involve feelings of achievement, growth, 

and professional development, expressed 

through the performance of tasks and activities 

that represent a great challenge and carry 

significant meaning for the job. When 

motivational factors are optimal, they raise 

satisfaction and are called “satisfaction factors.” 

Examples include: 

 

- Recognition 

- Rewarding work 

- Delegation of responsibility 

- Promotions 

- Full use of personal skills 

- Freedom to decide how to perform tasks 

- Goal setting and evaluation related to 

them 

- Job simplification 

- Career development opportunities 

- Training 

 

McGregor’s Theory X and Theory Y 

 

Douglas McGregor worked extensively with two 

management theories [Theory X and Theory Y] 

that have significant implications for how 

employees are perceived and managed within 

organizations. 

 

 Theory X assumes that employees 

inherently dislike work and will avoid it 

whenever possible. Therefore, they must be 

coerced, controlled, directed, or threatened with 

punishment to make them put forth adequate 

effort toward achieving organizational 

objectives. 

 

Main assumptions: 

 

Most people prefer to be directed. 

 

They avoid responsibility and have little 

ambition. 

 

They prioritize security above all other work-

related factors. 

 

They require close supervision to ensure tasks 

are completed. 

 

 This approach often results in a rigid, 

hierarchical organizational structure and limited 

employee initiative, which may suppress 

creativity and reduce motivation. 

 

 Theory Y, on the other hand, presents a 

more positive view of human nature. It suggests 

that work can be as natural as play or rest if 

conditions are favorable. Employees do not 

inherently dislike work; rather, under the right 

circumstances, they can view it as a source of 

satisfaction and personal development. 

 

Main assumptions: 

 

People will exercise self-direction and self-

control in pursuit of objectives to which they are 

committed. 

 

 Commitment to objectives is a function 

of the rewards associated with their 

achievement. 

 

 Under proper conditions, individuals not 

only accept but seek responsibility. 

Creativity and ingenuity are widely distributed 

among the population. 

 

Managers who adopt Theory Y 

emphasize employee involvement, autonomy, 

and opportunities for growth. They foster an 

environment where individuals can fulfill both 

personal and organizational goals 

simultaneously. 

 

 



4 

Journal-Financial Economy                                                                                   9[15]1-6: e2915106                    

Article 
 

 
ISSN: 2531-2995 

RENIECYT: 1702902 

ECORFAN® All rights reserved. 

 

Martínez, Rosendo, Reyes, Johana and Nava, Esmeralda. [2025].  
Labor Ecosystem: the motivation as a tool correlational with the 
productivity of MiPyMEs. Journal-Financial Economy. 9[15]1-
6: e2915106. 
https://doi.org/10.35429/JFE.2025.9.15.2.1.6 

Box 1 

Table 1 

Comparison of Assumptions in Theory X and Theory 

Y 

 

Comparison of Assumptions in Theory X and 

Theory Y 

Type of Directive 
Leadership 

Type of Participative 
Leadership 

The typical employee 

dislikes work and will 

avoid it if possible. 

People enjoy working. 

Employees want to be 

directed as much as 

possible. 

Employees committed to 

the company’s objectives 

will exercise self-

direction and self-

control. 

Managers must coerce 

their employees to get 

work done. 

Employees learn to 

accept and seek to 

assume responsibility in 

their work. 

 Source: Hellriegel D, Slocum, J. [1998]. 

“Administración séptima edición”. México. 
International Thomson Editores p. 509. 

 

 

➢ Process theory 

 

Box 2 
 

Figure 1 

Simple Model of the Motivation Process 
Source:  Chiavenato, “Comportamiento 

organizacional. La dinámica del éxito en las 

organizaciones”, 2009, p.239 
 

The model can be enriched with other 

variables that may affect the individual. 

Variables such as ability and effort are important 

and internal to the person.  

  

Other variables within the work 

context—such as task scope, the supervisor’s 

leadership style, technology, and others—can 

influence the process and the achievement of 

goals. Finally, satisfaction holds a very 

important place due to its connection with 

motivation. 

 

  Although they are not synonymous, they 

are sometimes confused. Satisfaction generates 

greater motivation and vice versa, and it depends 

on each individual. People have their own 

motivations that operate at both conscious and 

unconscious levels, which may be physiological 

or psychological, and that constantly vary. 

 

Methodology 

 

The methodology to be used in the following 

research is quantitative in nature, since 

questionnaires with multiple-choice Likert-scale 

responses will be used to collect information 

about the work motivation of employees in a 

microenterprise. 

 

Techniques and procedures for data 

collection: 

 

 In the context of the research, the drafting of the 

questionnaire was planned for application in a 

sample microenterprise, taking into account the 

research variables so that the items representing 

the questionnaire’s questions and responses 

could determine whether a correlation was 

present or null. 
 

Variables 

 

Box 3 

Table 2 

Variables  

Variables 

Variable 1  Laboral motivation 

Variable 2 Productivity 
 

 

 Regarding Variable number 1, based on 

the author Chiavenato, “Organizational 

Behavior: The Dynamics of Success in 

Organizations” [2009], Variable 1, titled Work 

Motivation, breaks down into the following key 

variables: 

 

 Ability and effort are important and 

internal to the person. Other variables in the 

work context, such as task breadth, the 

leadership style of the supervisor, technology, 

and others, can affect the process and the 

achievement of goals.  

  

Finally, satisfaction plays a very 

important role due to its connection with 

motivation; although they are not synonymous, 

they are sometimes confused.  
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Satisfaction generates greater motivation 

and vice versa, and it depends on each individual. 

Individuals have their own motivations that 

operate at both conscious and unconscious levels, 

are physiological or psychological in nature, and 

constantly vary. 

 

Results and Conclusions 

 

The resulting contributions were obtained 

through the questionnaire, and the multiple-

choice Likert-type responses support the 

information about work motivation among 

employees in a microenterprise. This section 

focused on the questionnaire responses as the 

main tool for gathering information, analyzing 

the results, and identifying contributions. 

 

 The questionnaire questions focused on 

the existence of training, incentives within the 

organization, work schedule, whether the 

organizational climate of the company is 

positive, the quality of relationships among 

coworkers, perceptions of productivity during 

working hours, agreement with the remuneration 

received, and the promotion of sports, cultural, 

and social participation outside the workplace. 

 

Part of the academic contribution relates 

to the correlation between variables, considering 

that Variable 1: work motivation was 

approached from a theoretical perspective 

complemented by the integration of key 

variables: ability, effort, task breadth, leadership 

style of the supervisor, technology, and 

satisfaction. 

 

  The methodological tool of the 

questionnaire enabled analysis from a 

hermeneutical perspective of the influence of 

Variable 1 on the key variables in reference to 

Variable 2: productivity. 

 

 A possible proposal for future research is 

the percentage analysis of this influence between 

variables, based on the study of employees in a 

microenterprise. 

 

 It can be added to the contribution that 

greater work motivation leads to increased 

productivity in the microenterprise; this example 

demonstrates that when work motivation 

increases, there is also improvement in skills, 

management, and overall performance 

technology, effort, greater willingness for task 

breadth, and usually more satisfaction.   

Furthermore, the leadership style of the 

supervisor influences Variable 1, work 

motivation, either positively or negatively, 

which in turn is a determinant for its effect on 

Variable 2, productivity. The resulting equation 

represents the direct influence of Variable 1 on 

Variable 2. A correlation was indeed observed. 

 
Skills =  

Technology management = management tech. 

Effort = eff 

Willingness for task breadth =  
+ Work motivation = + hab. + manejo de tec. + esf. 

+ dis. tareas + satisfaction 

+ Work motivation ≥ productivity 

 

 When work motivation decreases, 

productivity also declines. The decrease in work 

motivation may occur due to the limited positive 

influence of the key variables; this is an example 

hypothesis of a nearly null correlation. 
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