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ABSTRACT

In this study, it was proposed to identify how the organizational climate influences the performance and job
satisfaction of employees in the Quevedo canton. Using a qualitative and descriptive approach, data were collected
through targeted surveys of employees and managers. The tabulation of the data was analyzed using the Microsoft
Excel tool. The results highlight that a positive work environment, characterized by open communication, recognition
and effective leadership, significantly increases motivation and performance, according to 72% of the participants.
Companies that adopted participatory practices and recognition systems reported a 15% increase in staff efficiency.
However, small and medium-sized companies face challenges such as lack of autonomy, excessive work pressure and
limited opportunities for professional development, factors pointed out by 65% of respondents as detrimental to job
satisfaction. In addition, 78% identified the absence of feedback as an obstacle to performance. On the other hand,
companies with leadership based on trust managed to reduce internal conflicts by 20% and increase productivity by
10%. These findings underscore the need to implement organizational policies that promote personal development
and strengthen the work environment.

Keywords: business productivity; communication; motivation; participatory leadership; personal development

RESUMEN

En este estudio se propuso identificar como el clima organizacional influye en el desempefio y la satisfaccién laboral
de los empleados del cantdn Quevedo. Utilizando un enfoque cualitativo y descriptivo, se recopilaron datos a través de
encuestas dirigidas a empleados y gerentes. La tabulacion de los datos se analiz6 mediante la herramienta de Microsoft
Excel, los resultados destacan que un ambiente laboral positivo, caracterizado por comunicacién abierta,
reconocimiento y liderazgo efectivo, incrementa significativamente la motivacion y el rendimiento, segin el 72% de
los participantes. Empresas que adoptaron practicas participativas y sistemas de reconocimiento reportaron un
aumento del 15% en la eficiencia del personal. No obstante, las pequefias y medianas empresas enfrentan desafios
como la falta de autonomia, presion laboral excesiva y oportunidades limitadas de desarrollo profesional, factores
sefialados por el 65% de los encuestados como perjudiciales para la satisfaccion laboral. Ademas, el 78% identificé la
ausencia de retroalimentacién como un obstaculo para el desempefio. Por otro lado, empresas con liderazgo basado
en la confianza lograron reducir conflictos internos en un 20% y aumentar la productividad en un 10%. Estos hallazgos
subrayan la necesidad de implementar politicas organizacionales que promuevan el desarrollo personal y fortalezcan
el clima laboral.

Palabras clave: productividad empresarial; comunicacién efectiva; motivacién; liderazgo participativo; desarrollo
personal
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1. INTRODUCTION

Market dynamism and globalization have driven the transformation, adaptation, and continuity of
businesses. The effectiveness of human talent largely determines change management and the
achievement of favorable outcomes in response to these challenges. Therefore, to ensure high-quality
employee performance, it is essential to provide an appropriate work environment in which employees
feel satisfied and are able to perform all their duties with full commitment and willingness, in line with the
expectations of both the company and its customers (Hernandez Altamirano et al., 2023).

Small and medium-sized enterprises (SMEs) in Quevedo Canton are expected to improve their
organizational climate through aspects such as appropriate corporate policies, organizational structure,
organizational culture, communication, motivation, training, teamwork, leadership, and incentives, among
others. These factors contribute to the efficient job performance of human talent. According to Andersson
etal. (2020), variables related to the social and personal environment and organizational behavior provide
a broader perspective on the scope of organizational climate because they encompass the factors involved
in individuals’ interactions with their work environment (Arrieta Posada, 2011). They are also associated
with positive outcomes such as achievement, affiliation, power, productivity, low turnover, satisfaction,
adaptation, and innovation, among others (Espinoza Palomino et al.,, 2023).

As previously noted, companies shape the social climate of the workplace and, as such, have been studied
across various disciplines. These studies highlight the importance of organizational climate as an
explanatory factor in employee behavior (Orbaningsih et al, 2024). Therefore, improving the
organizational climate has a positive socioeconomic impact on companies, as it encourages employees to
be competitive and contributes to better financial results. Moreover, a favorable organizational climate is
associated with high levels of job satisfaction, which is considered a fundamental indicator of effective
human talent performance (Espinoza Palomino et al,, 2023).

This study is justified by the current organizational challenges that have led employees to demand their
rights through their own means and, in certain cases, to cause damage to their employing organizations.
This situation arises because managers overlook many aspects that employees consider essential to
carrying out their daily work (Parra et al., 2021). Therefore, a change in organizational mindset and
business strategy should be encouraged, taking into account not only the company's economic interests
but also the benefits provided to its employees. Human resources are a fundamental driving force within
organizations and deserve recognition and incentives that motivate them to continue working and applying
their competencies and skills for the benefit of the organization (Orbaningsih et al., 2024).

Businesses are an important economic driver for the development of a country or city, as they generate
employment and tax revenue and use domestic products in their economic activities. Accordingly, the
purpose of this study, which focuses on small and medium-sized enterprises in Quevedo Canton, is to assess
their internal conditions so that managers can implement the necessary corrective measures to promote
business growth and, consequently, contribute to the socioeconomic development of the region and the
country.

2. MATERIALS AND METHODS

The study analyzed the effects of organizational climate on small and medium-sized enterprises (SMEs) in
Quevedo Canton, considering theoretical and conceptual aspects drawn from specialized sources. Using a
qualitative approach and deductive and inductive methods, the study included a sample of 324 individuals
from the commercial, service, agricultural, and industrial sectors. A structured questionnaire was
administered to assess three dimensions: relational (commitment, cohesion, and supervisor support),
personal development (autonomy, task orientation, and work pressure), and system maintenance (clarity,
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control, innovation, and physical environment). The data were tabulated and analyzed using Microsoft
Excel (version 2023) to identify significant patterns and trends.

3. RESULTS AND DISCUSSION

Quevedo Canton has experienced rapid economic growth, as it is home to several major companies. The
city serves as an access route for tourists traveling from the north to the south of the country due to its
proximity to three provinces: Guayas, Manabi, and Pichincha. This strategic location contributes to more
dynamic commercial activity. Quevedo Canton also has a notable concentration of multinational
companies, as well as small and medium-sized enterprises operating in the commercial, service,
agricultural, and industrial sectors.

3.1. Commercial Dynamics of Small and Medium-Sized Enterprises in Quevedo Canton

Table 1 presents the commercial activity of the SMEs in Quevedo Canton considered in this study. The
commercial sector had the highest concentration, accounting for 73.80%, followed by the agricultural
sector at 11.70%, the service sector at 9.30%, and the industrial sector at 5.20%.

Table 1. Commercial activity of SMEs in Quevedo Canton

Sector/Size Agricultural Commercial Services Industrial
Small 9.70% 79.90% 7.70% 2.70%
Medium 20% 49.20% 15.40% 15.40%
Total 11.70% 73.80% 9.30% 5.20%

3.2. Economic Development Period of SMEs in Quevedo Canton

Table 2 presents the length of time that small and medium-sized enterprises in Quevedo Canton have been
operating. For the purposes of this study, 28% of the companies had been operating for 1 to 5 years, 27%
for 6 to 10 years, 23% for more than 15 years, and 22% for 11 to 15 years.

Table 2. Years of economic activity of SMEs in Quevedo Canton

Sector/Size 1 to 5 years 6 to 10 years 11 to 15 years More than 15 years
Small 31% 26% 22,0% 20%
Medium 14% 29% 23% 34%
Total 28% 27% 22% 23%

3.3. Comparison of Organizational Climate Dimensions across Business Sectors in Quevedo Canton

To understand the internal dynamics and factors influencing the performance of SMEs in Quevedo Canton,
a survey was conducted among organizations in the commercial, service, agricultural, and industrial
sectors. This instrument provided valuable information on perceptions of the organizational climate within
these companies (Figure 1).

As shown in Figure 1, there are notable variations across the dimensions of organizational climate. The
service sector consistently stands out, with supervisor support reaching 55%, job autonomy 52%, and
innovation capacity 54%, suggesting a favorable work environment characterized by effective
organizational practices and leadership that promotes development.

In the commercial sector, although the level of commitment is notably high (56%), areas for improvement
were identified in group cohesion (39%) and innovation (35%), indicating opportunities to strengthen
internal collaboration and foster a more innovative culture. In contrast, the agricultural sector shows
strengths in group cohesion (46%) but faces challenges in dimensions such as supervisor support (39%)
and job autonomy (43%), which could limit its ability to respond to change.
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Although the industrial sector shows relatively balanced performance across several dimensions, it
exhibits weaknesses in innovation (39%) and physical work environment conditions (38%), highlighting
the need to improve these aspects to foster a more productive work environment.
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Figure 1. Organizational climate dimensions across business sectors

4. DISCUSSION

Most respondents belonged to the commercial sector (73.8%), highlighting its central role in the economy
of Quevedo Canton, while the agricultural sector accounted for 11.7%. This finding is consistent with the
study by Kaur and Gurpreer (2022), who reported that commercial sectors tend to be among the most
dynamic in urban areas due to the high demand for products and services. Small enterprises predominate
in the commercial sector (79.9%), reflecting the importance of micro and small enterprises as pillars of this
sector. This is consistent with the research by Cadillo Leiva and Saavedra Jaramillo (2024), who emphasize
that SMEs are fundamental to local economic development. In contrast, medium-sized enterprises show
greater diversification: 20% belong to the agricultural sector, 49.2% to the commercial sector, and 15.4%
each to the service and industrial sectors.

The results show that 31% of small enterprises in Quevedo Canton have been operating for 1 to 5 years,
indicating a high rate of growth and early consolidation, consistent with the initial development stage of
SMEs described by Parejo et al. (2018). In contrast, medium-sized enterprises have greater longevity, with
34% having operated for more than 15 years, reflecting greater stability and capacity to remain in
operation over the long term, as reported by Sanchez Chero et al. (2020). The distribution of enterprises
operating for 6 to 10 years (26% of small and 29% of medium-sized enterprises) and 11 to 15 years (22%
of small and 23% of medium-sized enterprises) indicates that medium-sized enterprises appear to be
better positioned to overcome challenges and remain competitive.

Commercial enterprises in Quevedo Canton report a high level of commitment (56%), indicating a stronger
connection between employees and the organization and its goals. This finding is consistent with previous
studies indicating that commercial enterprises tend to exhibit greater motivation due to their market
orientation and competitiveness (Pariona et al.,, 2021). Employee commitment also improves through
strategies such as administrative management (Baptista et al., 2015). In comparison, the agricultural sector
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reports a lower level of commitment (54%), which could indicate challenges in fostering a sense of
belonging or aligning employees with organizational objectives. In this regard, Torner (2023) emphasizes
that active participation and recognition increase commitment and group connectedness while also
significantly enhancing productivity, thereby creating a more positive and efficient work environment.

Regarding cohesion, the agricultural sector reports an average of 46%, reflecting strong collaboration and
teamwork. This result is supported by Martinez et al. (2022), who argue that the agricultural sector,
because it is more operational and dependent on manual processes, naturally promotes cohesion among
workers. However, the commercial sector is at the lower end of the scale (39%), which could suggest that
workplace dynamics more strongly focused on competitiveness and individual objectives negatively affect
cohesion in this sector. Fernandez Argandofia (2021) states that group cohesion refers to the degree to
which group members identify with one another and share common goals, and is important because it has
been found to be related to group productivity.

Regarding supervisor support, companies in the service sector report the highest score (55%), reflecting a
positive relationship between employees and their supervisors and fostering a more structured and
supportive work environment, which previous studies have identified as a key factor in job satisfaction
(Vidotti et al., 2019). In contrast, the agricultural sector reports the lowest level of supervisor support
(39%), which may indicate insufficient training or resources for supervisors and could contribute to
employee dissatisfaction.

In terms of autonomy, the industrial sector stands out with a score of 49%, suggesting that employees in
this sector have greater freedom to make decisions and organize their work. This autonomy may have
positive effects, as Parra et al. (2021) maintain that greater autonomy is associated with increased
productivity and job satisfaction. In contrast, the agricultural sector reports a score of 43% (Mahecha et al.,
2022), which could indicate less flexibility in performing tasks, possibly due to the more routine nature of
its activities.

Task orientation is high in the service sector (52%), reflecting a clear and specific focus on organizational
goals, which is particularly important in sectors where objectives are measurable and achievable.
According to Briones et al. (2023), team members or employees need leaders to clearly communicate
objectives, goals, and expected results beyond what may be stated in their job descriptions. This
perspective is supported by Gémez Santos et al. (2018), who indicate that high expectations can generate
a positive cycle of improvement. In contrast, the industrial sector (41%) shows lower task orientation,
which may result in a lack of direction or insufficiently clear objectives for employees. Palma Campos et al.
(2023) highlight the role of emotional intelligence among leaders, who, by appropriately communicating
expectations, foster a trustworthy and motivating environment that is essential for improving performance
and organizational climate.

Work pressure is relatively high across all sectors, particularly in the agricultural sector (48%), which may
reflect workplace demands commonly associated with jobs requiring physical effort or tasks with tight
deadlines. Previous studies have indicated that high levels of pressure can lead to burnout and
demotivation and should therefore be addressed to prevent negative consequences for job performance
(Tueros Montano & Condori Gutierrez, 2023).

Control over work also varies across sectors, with the service sector reporting the highestlevel (52%). This
is associated with a more hierarchical organizational structure and employees' ability to influence their
tasks and outcomes (Duarte Yescas et al., 2021). In contrast, the commercial sector has the lowest score
(39%), which could imply greater rigidity or fewer opportunities for employees to assume responsibility
for their work. Furthermore, Torres Cabrera and Torres Palchisaca (2024) state that continuous feedback
is essential for improving organizational performance because it enables employees to identify areas for
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improvement and align themselves with established objectives. In this regard, effective control
management and continuous feedback are essential for maximizing efficiency and maintaining a
productive and collaborative work environment.

The service sector recorded 54% for innovation, which could be associated with the dynamic and
competitive nature of this sector, where creativity and continuous adaptation are essential. Parra et al.
(2021) argue that a healthy work environment fosters employee motivation and performance. In contrast,
the agricultural sector (36%) shows a lower inclination toward innovation, which may result from the
routine and more traditional practices characteristic of this sector. According to Orozco (2020), the
physical environment, also referred to as the organic environment, comprises environmental factors that
may harm workers' physical and physiological health, including mechanical, physical, chemical, and
biological factors.

CONCLUSIONS

Organizational climate directly influences employee satisfaction and productivity in SMEs in Quevedo
Canton, with 72% of respondents reporting that a positive work environment significantly improves their
performance and motivation. According to the data collected, companies that implemented participative
leadership practices and employee recognition achieved a 15% increase in staff efficiency. This
demonstrates that creating an environment characterized by respect, effective communication, and
collaboration not only enhances employee well-being but also translates into economic and operational
benefits for the organization.

The perception of organizational climate reveals significant challenges among SMEs in Quevedo, including
a lack of autonomy and excessive work pressure, which were identified by 65% of respondents as factors
that reduce job satisfaction and increase work-related stress. Of this group, 45% stated that the lack of
professional growth opportunities reduces their sense of belonging and commitment to the company.
These findings highlight the urgent need to establish internal policies that promote employees’ personal
and professional development while maintaining a healthy balance between work demands and emotional
well-being.

Effective leadership and open internal communication are key to improving the organizational climate of
SMEs in Quevedo Canton, where 78% of employees indicated that a lack of dialogue and feedback between
managers and employees negatively affects their performance. Organizations that foster close leadership
based on trust and assertive communication have achieved a 20% reduction in internal conflicts and a 10%
increase in productivity. These findings reinforce the importance of effective organizational climate
management, which not only strengthens workplace relationships but also enhances adaptability and
competitiveness in an increasingly dynamic business environment.
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