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ABSTRACT

Introduction. With the growing number of females employed as factory workers, it is important to look into the
phenomenon of burnout and related organizational climate affecting these workers.

Objectives. The study's objectives were: 1) to come up with the indices of burnout among Filipino female factory
workers and; 2) to come up with indices of organizational climate components of job autonomy, the content of the
job, and nature of management through exploratory factor analysis.

Methods. The secondary data used for this study were from a cross-sectional study involving 344 female factory
workers. The indicators of the organizational climate were derived through exploratory factor analysis of items in
the dataset. Exploratory Factor Analysis was used to reduce the variables into a fewer set of “Component Variables.”
The technique explored the relationship of each indicator and then grouped them according to which component
they were highly correlated. Using the factor loadings as weights, the index score was generated. The organizational
climate indices were derived from the factor loading scores. Burnout Score was derived from respondents’ answers
on nine items relating to burnout. The organizational climate indexes were also generated using factor analysis with
these components- job autonomy, content of the job, and nature of management. Cronbach alpha was generated
for all the items under each index to show the internal consistency and scale reliability.

Results. There were 344 female respondents with a mean age of 26 (SD=5.02), and the majority were single (69.21%).
Nine items were measured with the lowest average response “work is boring” (0.259 + .560) for burnout indices.
The highest mean answer for the item “work requires new skills or upskilling regularly” at 1.619 + .762, suggesting
that most respondents were required to upskill regularly. “Salary is not enough to meet worker’s needs” also has a
high average response, suggesting that most respondents felt that their salary was insufficient to sustain their daily
needs. The total burnout score indicates that workers experienced moderate burnout. The indices for burnout have
good internal consistency and scale reliability (Cronbach alpha= 0.712). The organizational climate was grouped
into Indexes through factor analysis, namely, Autonomy on Quality Index, Autonomy on Rest Index, Skilled work
content Index, Physical work content Index, Hazardous work content Index, Health, Safety, and Compensation Index,
and Training Index. Autonomy on Quality Index has a mean of 66.877 + 31.934, suggesting that the autonomy on
quality for respondents was moderately high, while Autonomy on Rest Index was 24.159 + 30.788, suggesting that
respondents have low autonomy on rest. The skilled work content index was high at an average of 70.801 + 22.87,
while physical work content and hazardous work content index were low at 29.398 and 25.377, respectively. Health,
Safety, and Compensation index average was very low at 8.891 + 8.524.

Conclusion. This study came up with indices of burnout unique to female factory workers. The indexes were boredom/
boring work, repetitious tasks, fast-paced work, work pressure, not sufficient compensation, work-home conflicts,
upskilling, physically tiring, mentally tiring, and salary is not sufficient to meet basic needs. This study also came
up with the indexes of organizational climate relating to job autonomy, content of job, and nature of management.
The several items under each of these components were subjected to Factor Analysis to come up with indexes of
organizational climate. Thus, the contribution of this study is coming up with a burnout index unique to the Filipino

factory worker, not just based on subjective expert
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INTRODUCTION

Work is an essential aspect of an individual’s life as it
affects the quality of living. In the Philippines, an increase in
economic growth was observed, which produces a growing
number of employment and business opportunities.! This
phenomenon brought about an increase in work demands
among the workforce, significantly impacting women’s
work. These workers from manufacturing were reported
to usually experience stress, a longer period of work hours,
low compensation, and poor work-life balance.**

A study in the Philippines claimed that gender plays
a vital role in workplace stress that causes burnout with
the increasing number of female laborers in the workforce
in some countries in Asia.® In China, women are high in
number in labor-intensive manufacturing industries such as
toys, garments, and electronics.” While Bangladesh's ready-
made garment export-manufacturing sector has higher
female laborers in a factory set-up.”® For both studies, the
female factory worker has been under labor-intensive work,
which caused an imbalance in work and life, leading to
more physical and psychological problems, which may cause
burnout. In addition, numerous studies found that women
in the labor force usually experience more stressors such as
discrimination, stereotyping, marriage or work interface,
social isolation, sexual harassment, and demand of household
duties which increased the amount of stress leading
to burnout.>*

The organizational climate was found to contribute
to aiding employees’ satisfaction or dissatisfaction at the
workplace, which played a role in aggravation or prevention of
burnout. For instance, the dominance of males in managerial
and leadership positions puts female workers at a disadvantage
as they have less power and voice in such a set-up.” Moreover,
workplace violence that often took place in the garment sector
was likely to lower the life satisfaction of female workers,
which increased the likelihood of experiencing burnout.®

In related literature, organizational climate is a set of
policies, practices, and procedures in a multi-dimensional
work organization such as autonomy, authority, structure,
and leadership style.” This study on female factory workers
referenced the dimensions of organizational climate from
this definition. Also, in another study, burnout syndrome
was dependent on the organizational climate. Differences
in the level of burnout were observable depending on the
different types of organizational climate.'

The World Health Organization also categorized
burnout as an “occupational phenomenon” and is defined as
the result of “chronic workplace stress” that is not managed
well.'! The phenomenon of burnout related to work-related
stress, fatigue, and exhaustion has been the research point,
such as the review by Heinemann & Heinemann, 2017 on
burnout spanning 40 years.'?

In this study of female factory workers, the burnout
indices were constructed from various literature reviews.

In the study, workload perceptions and human resource
management practices were identified as factors relating to
stress.”® The workload was measured using dimensions of
mental demand, physical demand, training and employee
development, and compensation and benefit. On the other
hand, burnout was measured using physical exhaustion,
mental exhaustion, and reduced personal accomplishment.
In reference to the study of Herminingsih and Kurniasih
(2018), some indices identified in this study of female factory
workers included workload, mentally demanding work,
physically demanding work, provision of training as well
as compensation.™

The study's objectives were: 1) to come up with the
indices of burnout among Filipino female factory workers
and; 2) to come up with indices of organizational climate
components of job autonomy, content of the job, and nature
of management through exploratory factor analysis. Thus,
this study can be a basis for further investigation of work
burnout and its associated risk factor.

MATERIALS AND METHOD

The secondary data used for this study were from a
cross- sectional study involving 344 female factory workers.
The respondents were sampled from multiple identified
factories, and the information obtained was gathered through
self-administered questionnaires. The researcher “mined”
the databases for helpful information using statistical and
other computational techniques to look for patterns. Unlike
traditional methods where a researcher starts generating
a hypothesis, the Big Data approach started by harvesting
and storing data, then looked for patterns.™

The number of subjects involved in the study was
determined through a random sample of females working
in identified factories. The sample size was computed
using Daniel's Formula for sample size computation, n
= (Z,,)p(1-p))/d*, where Z , is the critical value of the
normal distribution, o is the confidence level, p is the
sample proportion, and d is the margin of error. Assuming
a design effect of 1, confidence level at 95%, setting the
margin of error at 5%, and setting the sample proportion at
50% to maximize the sample size, the final sample size was
384. However, the number of factory workers included in
the analysis is only 344 because some responses needed to
be dropped due to contamination, such as non-response and
no gender/sex information.

The analysis was conducted on a wide range of socio-
demographic, health, and occupational data collected on 344
female factory workers. Socio-demographic data collected
were age, sex, monthly salary, civil status, educational
attainment, and employment data. In addition, socio-
demographic data were identified for the descriptive analysis
of the population studied. Health data gathered were self-
reported frequency of various mental health symptoms,
physical health symptoms, and injuries. Employment data
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collected were workload, shift schedule, work schedule,
physical exertion, job satisfaction, seminars on occupational
health, and exposure to occupational hazards and chemicals
at work.

Organizational Climate Factors were gathered from
the respondents. The organizational climate factors were
grouped into Job Autonomy, Content of the Job, Nature
of Management, and Hazard Exposures. Items under Job
Autonomy were scored as a 3-point Likert scale where 0
is “no,” 1 is “sometimes,” 2 is “yes.” In contrast, items under
the Content of the Job, Nature of Management, and Hazard
Exposures are dichotomous variables where 0 is “no,” and
1is “yes.”

Burnout Score was derived from respondents’ answers
to 9 questions relating to burnout. The relationships of other
organizational climate factors can be explored further with
the burnout score developed here as the endogenous variable
and the organizational climate indices as the exogenous
variables. This can be pursued as a sequel to this paper.

'The indicators of the organizational climate were derived
through exploratory factor analysis of items in the dataset.
Exploratory Factor Analysis is a technique to reduce the
variables into a fewer set of “Component Variables.” The
method explored the relationship of each indicator and
then grouped them according to which component they
were highly correlated. The component then summarized
the information contained by the indicators whose factor
loadings were highly correlated to it. The organizational
climate indices were derived from the factor loading scores.
(Figure 1)

After the Exploratory Factor Analysis, the factor scores
were obtained for each of the components. These scores
were then normalized using the formula:

x; = min(x)

2,=100 ( )

max(x) - min(x)

This equation will scale the scores, which was initially
normally distributed with a mean of 0 and variance 1, to
a scale from 0 to 100, where 0 is given if the answer “no”
was given for all numbers and 100 if “yes” was given for all
items. The purpose of this was to create interpretability to the
derived index scores since interpretability was difficult for the

Content
of the Job

Job Nature of
Autonomy Management

Nature of Hazard
Work Exposures

Figure 1. The Framework of Relationships of Burnout and
Organizational Indices.

original factor scores. K-Means Cluster analysis was done to
create three classifications for the scores to determine where
moderate,” and “high” index scores.

To ensure the dataset's quality, it was cleaned for possible
contamination through outlier detection, detection of
encoding errors and duplicates, and exclusion of respondents
outside the scope, such as supervisory employees. More
specific questions or information were also not contained
in the dataset. The same limitations also limit the study as
the primary source, such as missing data and non-response
to sensitive questions.

This study sought registration with the UP Manila -
Research Grants Administration Office (RGAQO). Ethics
and informed consent were secured. This guaranteed that
researchers involved in the study followed ethical research
practices and ensured the confidentiality of respondents
whose data were included in the study.

RESULTS

”

to start a cutoff for “low,

For socio-demographic data, the age of the respondents
ranged from 18 to 47.The majority belonged to the 20-24 and
the 25-29 age bracket, together consisting of 76.7% of the
respondents. The mean age was 26 (SD=5.02). 69.21% were
single, while 28.74% were married. Most respondents did not
have a baccalaureate degree for educational attainment, with
a cumulative share of 61.76%. The median length of current
employment was 29 months, while the median length of
work including previous employment was 36 months. The
majority have an 11- to 30-minute travel time to work at
40.12%, followed by 31 minutes to 1 hour at 30.09%.

Nine items measured with the lowest average response
“work is boring” (0.259 + .560) for burnout indices. The
highest mean answer was for the item “work requires new
skills or upskilling regularly” at 1.619 = .762, suggesting that
most respondents were required to upskill regularly. “Salary is
not enough to meet worker’s needs” also has a high average
response, meaning that most respondents felt that their salary
was insufficient to sustain their daily needs. The “Burnout
Score” is the sum of the score from the questions for “Nature
of Task.” There were nine questions, where burnout score
had a minimum score of 0 and a maximum score of 18. The
average burnout score among the respondents was 9.09,
which meant that many workers experienced burnout, with
a standard deviation of 3.9.

K-Means Cluster analysis was also done to create three
classifications for the scores of burnouts to determine where
moderate,” and “high” index scores.
'The result of the cluster analysis is shown in Appendix 1.

The result of the cluster analysis of burnout scores shows
that 0 to 5 can be classified as “low burnout,” 6 to 10 can
be classified as “moderate burnout,” while 11 and above can
be classified as “high burnout.”

Generally, the workers experienced a moderate burnout
score. (Table 1) The indices for burnout were tested for

”

to start a cutoff for “low,
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internal consistency and scale reliability. The Cronbach alpha
was 0.712, which was a good measure. (Table 2)

The P-P plot for the regression model residuals for
burnout does not deviate much from the normal line. The
slight deviations from the normal line can be due to the
limited number of unique observations on the dependent
variable. (Appendix 2) The residual scatterplot is scattered
without any discernable pattern. This implies that there was
no problem with regard to heteroskedasticity.

Components of organizational climate were grouped
into three categories: job autonomy, the content of the
job, and the nature of management. There were five items
included for Job Autonomy. The lowest average response
was for “worker may decide to slow down his/her pace”
(0.37 = .724), suggesting that most respondents did not have
autonomy over the pace. (Table 3) There were seven items for
Content of the Job. The indicators for “Content of the Job”
were measured using proportion. 86.92% of the respondents
reported that their work required much knowledge and skill,
while 77.33% of the respondents have work that required
mental concentration. On the other hand, 13.37% reported
that their work required awkward positions while working,
while 19.19% reported that their work required a heavy
physical load (Table 3). Finally, there were nine items for
Nature of Management measured as proportion. 86.63%
of the respondents reported that there was a Health and
Safety policy posted at the workplace. 85.17% reported

Table 1. Mean for Burnout Indices among Female Factory
Workers
Indices of Burnout Mean SD
0.2598 0.5605
1.3172 0.8905
Work requires fast pacing 1.0846 0.9172
Work produces pressure on the part of the worker 1.1450 0.9294
0.6526 0.8617

0.7039 0.8581

Work is boring

Work is repetitious

Work is too much and not proportional to salary

Worker encounters conflict of priorities between
work and family

1.6193 0.7628
0.9668 0.8887
1.4139 0.8317
9.0900 3.9840

Work requires upskilling regularly

Work is physically and mentally tiring

Salary is not enough to meet worker's needs

Burnout Score

Table 2. Cronbach Alpha of Indices of Burnout

Indices of Burnout Cronbach's Alpha

Work is boring 0.712

Work is too much and not proportional to salary

Worker encounters conflict of priorities between
work and family

Work is physically and mentally tiring

Work requires fast pacing

Work produces pressure on the part of the worker

Work requires upskilling regularly

that workers were entitled to compensations/benefits given
by the company. On the other hand, only 59.01% reported
that their company holds programs and training to develop
workers' skills, while only 53.20% reported participating in
said programs and training. (Table 3)

The hazard exposure present in the work environment
was also measured. The highest proportions were observed
for the following items: exposed to high temperatures in the
workplace (0.8939 + 0.7661), exposed to intoxicating odors
(0.7796 + 0.8733), and standing for hours during his/her
work shift (0.7469 + 0.9015). Conversely, the lowest means
were observed for the following: exposed to vapors (0.2898
+ 0.6666), exposed to fumes (0.3878 + 0.7076), and exposed
to dust (0.4367 = 0.7689). (Table 4)

Exploratory Factor Analysis

Exploratory Factor Analysis is a technique to reduce
the variables into a fewer set of component variables. The
method explores the relationship of each indicator and
then groups them according to which component they are
highly correlated with.

'The analysis was done on each of the groups of questions.
In addition, Scale Reliability analysis using Cronbach’s Alpha
was used to improve and assess the internal consistency of
the retained items.

For Job Autonomy, scale reliability analysis showed
no significant increase in the Cronbach’s Alpha score for
items dropped; hence all items were retained. EFA showed
two components with eigenvalues greater than 1, combined
explaining up to 65.296% of the variance from the five items
analyzed. “Worker may decide how he/she would finish
work,” “Worker may decide how fast he/she'd work,” and
“Worker may decide how much he/she'd accomplish” were
highly correlated to the first component, with the latent label
as “Autonomy on Quality.” “Worker may take rest breaks
aside from scheduled rest breaks” and “Worker may take
rest breaks aside from scheduled rest breaks” were correlated
to the second component with a latent label as “Autonomy
on Rest.” (Table 3)

The same methodology was done for Content of the
Job items. There was also no significant increase in the
Cronbach’s Alpha score after dropping some items; hence
all items were retained. EFA revealed three components
with eigenvalues greater than 1, combined explaining up
to 59.554% of the total variance of the seven items. “Work
requires much knowledge and skill,” “Work requires strict
visual inspection,” and “Work requires severe concentration”
were grouped into the first component with a latent labeled
as “Skilled work content component.” “Work requires heavy
physical load” and “Work requires awkward positions while
working” were grouped into the second component with a
latent labeled as “Physical work content component.” Finally,
“Work involves handling chemicals” and “Work involves
exposure to radiation” were grouped into the third component
with a latent labeled as “Hazardous work content.” (Table 3)
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Table 3. Mean, Proportion and Factor Analysis of the Organizational Climate Indices for Job Autonomy, Content of Job, and Nature
of Management

sD ST Var.iance Cronbach's

Explained (%) Alpha
Job Autonomy
Worker may decide how he/she would finish work 1.510 0.809 Autonomy 36.918 0.592
Worker may decide how fast he/she'd work 1.310 0.899 on Quality
Worker may decide how much he/she'd accomplish 1.200 0.921
Worker may take rest breaks aside from scheduled rest breaks 0.580 0.838 Autonomy 28.378
Worker may decide to slow down his/her pace 0370 0.724 on Rest
Content of the Job
Work requires much knowledge and skill 0.869 0.338 Skilled work 21.220 0.413
Work requires strict visual inspection 0.433 0.496 content
Work requires severe mental concentration 0.773 0.419
Work requires heavy physical load 0.192 0.394  Physical work 20.565
Work requires awkward positions while working 0.134 0.341 content
Work involves handling chemicals 0.215 0.412 Hazardous 17.769
Work involves exposure to radiation 0241 0429 Workcontent
Nature of Management
Health and Safety policy posted at the workplace 0.866 0.341 Health, 42.988 0.735
Company gives seminars on healthy and safe living 0.733 0.443 Safety, an.d

Compensation

Worker participate in seminars held by his/her employer 0.625 0.485
Workers are entitled to compensations/benefits given by the company 0.852 0.356
Company has policies covering giving promotions and training to workers 0.590 0.493
Worker is entitled to insurance for accidents happening in the workplace 0.532 0.500
Company has policies against harassment and discrimination among workers ~ 0.724 0.448
Company holds programs and training to develop skills of workers 0.642 0.480 Upskilling 16.417
Worker participates in programs and training held by his/her employer 0.648 0.478 and Training

Finally, for Nature of Management, the Cronbach’s
Alpha score was .735, which already has good internal
consistency; hence all items were retained. Two components
with an eigenvalue greater than 1 were revealed during the
EFA, explaining up to 59.404% of the variance of the nine

Table 4. The proportion of Hazard Exposure for Female

Factory Workers
Hazard Exposure Proportion SD

Exposure to dust in the workplace 04367 0.7689
Exposure to fumes in the workplace 0.3878 0.7076
Exposure to intoxicating odors in the 0.7796  0.8733

workplace
Exposure to vapors in the workplace 0.2898 0.6666
Exposure to cold temperatures in the 0.6286 0.7661

workplace
Exposure to high temperatures in the 0.8939 0.8571

workplace
Exposure to excessive noise in the workplace 0.6327 0.8467
Exposure to radiation in the workplace 0.6490  0.9004
Worker is required to stand for hours during 0.7469  0.9015

his/her work shift

items. The items “Health and Safety policy posted at the
workplace,” “Company gives seminars on healthy and safe
living,” “Worker participates in seminars held by his/her
employer,” “Workers are entitled to compensations/benefits
given by the company,” “Company has policies covering
giving promotions and training to workers,” “Worker is
entitled to an insurance for accidents happening in the
workplace,” and “Company has policies against harassment
and discrimination among workers” were grouped into the
first component with a latent labeled as “Health, Safety,
and Compensation.” On the other hand, “Company holds
programs and training to develop skills of workers” and
“Worker participates in programs and training held by his/
her employer” were grouped into the second component with
a latent labeled as “Training programs.” (Table 3)

After the Exploratory Factor Analysis, the factor scores
were obtained for each of the components. These scores were
then normalized using the formula below. This equation
scales the scores. This scoring served as the Organizational
Climate Indices.

x; = min(x)

z,= 100 ( )

max(x) - min(x)
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Table 5. Mean of Organizational Climate Indices after Factor

Analysis
Items Mean Std. Deviation N
Autonomy on Quality Index 66.877 31.934 337
Autonomy on Rest Index 24.159 30.788 337
Skilled work content Index 70.801 22.870 344
Physical work content Index 29.398 25.251 344
Hazardous work content Index 25.377 25.019 344
Health, Safety, and Compensation 8.891 8.524 344
Index
Training Index 29.582 12.632 344

Table 5 shows the distribution of each index. Autonomy
on Quality Index has a mean of 66.877 + 31.934, suggesting
that the autonomy on quality for respondents was moderately
high, while Autonomy on Rest Index was 24.159 + 30.788,
suggesting that respondents have low autonomy on rest. The
skilled work content index was high at an average of 70.801
+ 22.87, while physical work content and hazardous work
content indexes were low at 29.398 and 25.377, respectively.
Finally, Health, Safety, and Compensation index average
was very low at 8.891 + 8.524.

DISCUSSION

The relationship between burnout, job demands, job
resources, and work engagement was looked into in a study.”
The variables included workload, cognitive demands, time
pressure, work requiring continuous attention, autonomy
in planning own work,” and “work requires learning new
things.” In this study among female factory workers,
similar indices were used for the organizational climate
index, namely, job autonomy, content of job, and nature
of management. The items included in each of these three
components yielded a high Cronbach alpha, which showed
high internal consistency and high scale reliability of the
several items used for constructing the indices for burnout
and organizational climate.

Furthermore, Gauche, de Beer,and Brink (2017) explored
employees' perceptions of demands identified as being at
risk of burnout.® These were job demands, life demands,
and health concerns. For job demands, the identified sub-
themes were cognitive demands, emotional demands, job
dissatisfaction, job expectations, job insecurity, remuneration,
work overload, among others. This study also used these
variables among female factory workers and tested them
through exploratory factor analysis to objectively categorize
individual items into major indices. In this way, indices of
burnout and organizational climate were constructed not
from mere subjective expert opinion but were data-driven
and derived from statistical analysis.

In this study among female factory workers, the
respondents frequently reported that their work was
repetitious (1.3172 = 0.8905), required fast pacing (1.0846

+ 0.9172), and produced pressure on the part of the workers
(1.1450 = 0.9294). A study in China observed similar results
among their workers who reported that they engaged in
repetitious work for prolonged hours reported feeling more
exhausted. In contrast, those whose work was not repetitive
had lower feelings of depersonalization.” Another study
among steel and ironworkers in China observed that when
the effort-reward imbalance was high, the indicators led
to burnout, such as emotional exhaustion and cynicism.
Effort-reward imbalance occurred when the job demands
overweigh the compensation received by the employee.'®

For burnout, the following indices were included in
this study of female factory workers: boredom/boring
work, repetitious work, fast-paced work, work pressure, not
sufficient compensation, work-home conflicts, upskilling,
physically tiring, mentally tiring, and salary is not sufficient
to meet basic needs.

Boredom

Boredom at work could be a factor in burnout. Harju
and Hakanen (2016) identified types of job boredom among
white-collar workers. This was described as work stagnation
wherein employees cannot use their full capabilities to perform
at work and felt inadequate.” Van Hooff and Van Hooft
(2016) showed that those with high work centrality have
depressed moods at the end of their shifts and in the evening,
especially when they experienced work-related boredom.?
Moreover, employees who have high work boredom and low
job autonomy have significantly higher frustration levels.”
'This may be attributed to low job satisfaction, which may
lead to burnout which was evident in the study of Kroll
et al. (2016).22

However, in this study among female factory workers,
there was a low average response for ‘work is boring’ (0.259

+.560).

Repetitious work

Repetitious work is a mediating factor to burnout. A
study on shipyard workers in Spain showed that burnout was
affected by under-stimulation, monotonous and repetitive
work that these workers were subjected to.?* Similarly, in a
study among room attendants, job stress results in burnout
through repetitive work tasks. It can also lead to a lower
sense of accomplishment to employees, leading to lower
morale in their jobs and negative behavior, which could
further exacerbate burnout.* This was especially true among
copper-nickel miners in China.?®

In this study among female factory workers, there was a

high average response for ‘repetitious work’(1.3172 = 0.8905).
Fast-Paced Work

A study among pediatricians showed that females tend
always to feel more rushed than their male counterparts.”®
'This was also the same in a study among teachers in Norway
and nurses in Japan, wherein it was found that time pressure
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was a significant predictor of emotional exhaustion.””?

Another study showed that time pressure was also positively
associated with depersonalization, another component of
burnout.?® Therefore, it can be claimed that less time pressure
in the workplace could result in lower levels of burnout
among workers.”” In this study among female factory
workers, the mean score was 1.0846 + 0.9172, suggesting
a moderate perception of fast-paced work. Meanwhile,
results also showed that they also experienced low autonomy

on rest index (24.159 + 30.788).

Work Pressure

When an employee is subjected to intense pressure,
this can result in burnout.®* In a study among emergency
department physicians, high levels of emotional exhaustion
were related to intense work pressure, whereas, among
medical staff in the Midwestern United States, heavy work
pressure was positively associated with burnout.’**? In a study
by Van der Heijden, Mahoney, and Xu (2019) among nurses,
work pressure, was categorized under perceived effort and
had a direct effect on burnout and a negative relationship
with turnover intention.®

Therefore, when an employee was subjected to intense
work pressure, this could result in burnout and eventual
resignation of the employee if not addressed appropriately.
In this study among female factory workers, there was a
considerable number reporting work pressure (1.145 =+

0.9294).

Work is not proportional to salary

The workload is one risk factor of burnout. This was
evidenced in a study among workers of the manufacturing
industry in Indonesia that high workload had an effect on
burnout.** Similarly, high job demands increased burnout
and depressive symptoms for workers while also negatively
associated with life satisfaction. This can lead to poor
health outcomes in the long run.*

When the workload is not proportional to salary in
general, motivation at work is low.”” Inadequate salary was
also a significant determinant of low job satisfaction.*®

Many respondents reported that salary was not
proportional to workload (0.6526 + 0.8617). Meanwhile,
results also showed that they experienced low autonomy
health, safety, and compensation index (8.891 + 8.524) and
low training index (29.582 + 12.632).

Conflict of priorities between work and family
Burnout could be influenced by work and personal
life conflicts. A study among males and females showed
that burnout was positively associated with work-to-family
conflicts.*” Among working women, Gupta & Srivastava
(2020) showed that burnout was positively associated with
work-life conflict, and similarly, the latter was negatively
associated with family support.® The same was also evident
among female pediatricians that showed women were

less likely to be successful in balancing their job and other
personal responsibilities in life).*” This may be due to multiple
responsibilities and more non-work-related responsibilities
handled by females. For example, among pediatricians, results
showed that women have more household responsibilities
than men. These responsibilities are coordinating schedules,
doing laundry, grocery shopping, cooking and cleaning, caring
for pets, and more responsibility for caring for their children.

Moreover, more females were less satisfied with their
share of home responsibilities.® The lack of support from
their spouses in terms of houschold responsibilities can
further contribute to the mental stress of females, which
can result in much higher levels of personal burnout among
working women.**4

In this study among female factory workers, there was
a considerable number reporting conflict between work

and family (0.7039 + 0.8581).

Requires upskilling regularly

Upskilling employees results in better job satisfaction
which then results in lower levels of burnout. In a study,
those with higher training adequacy or upskilling have a low-
average range of exhaustion.*’ Similarly, high-performance
work systems, which is a platform for increased employee
engagement, performance, motivation, and knowledge
and skills, were associated with employee well-being and
engagement among call center workers in India.** 'This
can result in higher job satisfaction and attention and,
consequently, negate burnout among employees. One of
the characteristics of meaningful tasks was new skills that
can subsequently influence employees' growth and learning
while increasing their job engagement by being challenged.*

However, in our study among female factory workers,
upskilling was perceived negatively. This may be due to more
work demands arising from constant training and upskilling.
In this study among female factory workers, the highest
mean response was for the item “work requires new skills or
upskilling regularly” at 1.619 + .762, suggesting that most
respondents were required to upskill regularly. Furthermore,
the skilled work content index was high at an average of

70.801 + 22.87.

Physically and Mentally Tiring

High work demands, in general, affect the feeling of
burnout. In a study among workers in Germany, it was found
that employees with higher cognitive demands in terms of
work were more susceptible to feeling fatigued. More so,
doing unlearned things sometimes or frequently has been
associated with 10.6% of feeling fatigued during their shifts.*
Gauche, de Beer, and Brink (2017) showed that employees
viewed high cognitive demands as a risk factor for burnout.*
On the other hand, physically tiring jobs were associated
with fatigue among the general working population in
Denmark. Physical exposures in the said study were defined
as working with bent/twisted back, repetitive arm movement,
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standing in the same place, arms at or above shoulder height,
squatting or kneeling, lifting/carrying, or pushing/pulling.
'Therefore, an increased number of exposures to these physical
risk factors could increase work-related fatigue among
younger and older workers.*

In this study, many respondents reported physically and
mentally tiring work (0.9668 + 0.8887).

Salary not enough to meet workers’ needs

Compensation is a motivating factor among employees.
When it is inadequate, this can result in job dissatisfaction and
eventual burnout of workers because salary was a motivational
factor among employees that could influence job satisfaction
among workers.**#* Job dissatisfaction influences employee
burnout. More so, Khosravi et al. (2017) showed that low
salary affected emotional exhaustion and burnout among
primary healthcare providers.™

In this study among female factory workers, “Salary is
not enough to meet worker’s needs” also has a high average
response, suggesting that most respondents felt that their
salary was insufficient to sustain their daily needs.

Positive Working Arrangements

Burnout arises from a negative working environment.
There is a need to promote a positive work environment
and a better organizational climate. A positive working
environment contributes to the better well-being of employees
and mitigates burnout. Badrianto and Ekhsan (2020)
showed that both working environment and job satisfaction
significantly positively affect employee performance.*s*
Likewise, pay or compensation was a motivational factor
as employees were satisfied when they were recognized and
compensated appropriately.*®

'The organizational climate factors were also looked into
in this study among female factory workers. Beyond personal
factors that could influence an individual’s level of burnout,
environmental factors also contributed to this occurrence.'®
In this study, the nature of the management of female factory
workers was explored. Results revealed that supportive
measures for employees were low and inconsistent. This
included Health and Safety Policies, seminar and training
participation, compensation, insurance, and protection from
harassment and discrimination. The presence of a robust
organizational support system does not only improve the
prevention of burnout but also contributed to a safer work
environment.>*

A study in Korea found that the more accidents and
workload an employee experiences, the higher the perceived
anxiety regarding the safety of the work environment.
However, they found that leadership and climates that
promote safety were protective factors against the risk
perception of the employees. The majority of the variance
observed in risk perception came from the environmental
factors of the workplace, including the leadership and
organization, which was similarly reported in other studies.®'®

The workplace environment becomes even more
concerning when seen from the female perspective. In this
study, the female respondents also reported that their job
sometimes required severe mental concentration, which
added more pressure and effort to the worker's end. Moreover,
they have also reported frequently experiencing hazard
exposures. Employed females also tended to have to juggle
work responsibilities with house and family responsibilities.
In addition to contributing to the household's income, they
were also socially expected to maintain the structure and
organization of the home. This can contribute to their overall
daily demands and could lead to further exhaustion. In a study
among female garment workers whose tasks also involved
long hours of repetitious work, the researchers observed high-
stress levels. Moreover, they complained that their work was
demanding, affecting their health and keeping them away
from their children and families.’

CONCLUSION

'This study has so far come up with indices of burnout
unique to female factory workers. The indexes are boredom/
boring work, repetitious tasks, fast-paced work, work pressure,
not sufficient compensation, work-home conflicts, upskilling,
physically tiring, mentally tiring, and salary is not sufficient to
meet basic needs. With Cronbach alpha, these indices were
shown to have high scale reliability and internal consistency.
Using nine indices, the total burnout score was measured.

This study has also come up with the indexes of
organizational climate relating to job autonomy, content
of job, and nature of management. The several items
under each of these components were subjected to Factor
Analysis to come up with indexes of organizational climate,
namely, Autonomy on Quality Index, Autonomy on Rest
Index, Skilled work content Index, Physical work content
Index, Hazardous work content Index, Health, Safety, and
Compensation Index, and Training Index. This study came
up with a burnout index unique to the Filipino factory
worker, not just based on subjective expert opinion, but data-
driven and statistically derived.

Future studies can explore the relationship between
burnout scores developed here as the endogenous and
organizational climate indices as the exogenous variables.
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Appendix 1. K-Means Cluster Analysis for Classification of Low,

Index of Burnout Lowrange Moderate range High range
Burnout Score Oto5 6to 10 11to 18
Autonomy on Quality 0to 35.99 36 to 70.99 71 to 100
Autonomy on Rest 0to 22.99 23 t0 62.99 63 to 100
Skilled Work Content 0 to 36.99 37 to 65.99 66 to 100
Physical Work Content 0to 29.99 30 to 63.99 64 to 100
Hazardous Work Content 0to 31.99 32 to 68.99 69 to 100
Health Safety and Compensation 0to 9.9 9.91 to 30.99 31 to 100
Upskilling and Training 0to 39.99 40 to 62.99 63 to 100
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