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Abstract 
Purpose - This study aims to investigate and analyze the factors that affect women's work productivity based on ethnic in 

the food and beverage industry. Also, it is also to determine whether there are differences in the productivity of female 

workers based on these ethnic groups.

Research design, data, and Methodology - The approach of this research is quantitative by using multiple linear regression 

analysis and analysis of different tests using SPSS and tested on 114 samples of female workers in various small-scale, 

medium-sized food and beverage industry categories and large in Makassar City, Indonesia. Determination of samples based 

on proportional stratified sampling. Industry sampling criteria based on some workers, assets and wealth.

Results and Conclusions - The results of this study state that health, years of service, work ethic, age, wages, and work 

environment have a significant effect on work productivity. While the level of education, the number of dependents does not 

have a considerable impact, the fact that there is a difference in the productivity index of female workers in a significant 

sector is compared to small and medium scale enterprises, including the variables of government policies related to pension 

insurance, work accident insurance and health insurance.
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1. Introduction 

Workers are one of the essential elements for industrial 

companies (Drucker, 1999). Due to this crucial nature 

workers are frequently subjected to inhuman utilization since 

companies regularly consider and make decisions which 

benefit the companies only (Hutchens, 1989). Industry sector 

has a high level of workforce absorption. Also, the number 

of female workers absorbed in this sector is relatively high 

(Babin & Boles, 1998), (Huse, Nielsen, & Hagen, 2009), yet 

they have low productivity. This low productivity level of 

female workers is caused, among other things, by their low 

education level and this can be seen in the number of 

working times used. 50.27% of female workers work for < 

35 hours per week and 49.73% of them work for > 35 

hours per week. It is therefore highly expected that people 
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will share the same awareness that female workers need to 

receive their rights to play their roles as women, by 

continuing to give them the chance to represent their 

productive part to continue to work. Women play double 

roles, i.e., as workers and homemakers at the same time, 

resulting in higher demand placed on them. The main 

problem many working women encounter is how to manage 

their time or to balance between their job and family 

demands (Munandar & Gandadiputra, 1983). It is this 

process of managing time which sometimes makes female 

workers indisciplined and decreased productivity as a result 

of their absenteeism (Li, Chow, Zhu, & Lin, 2016). In its 

course of development, industries have rules which require 

its internals to comply with any applicable regulation 

(Ramlawati & Putra, 2018). The presence of female workers 

in this environment is due to their wish to have even better 

family finance. They think it is necessary for them to help 

their husbands who also work in this sector to allow the 

fulfillment of their household needs. The employers are 

expected to give a reasonable salary for their workers, 

which means it will enable workers to have better family 

finance. Low wage is also a result of low education level, 

and this makes their chance of getting a decent job for 

consumption purpose low. Nutrition deficiency can general 
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leads to low health level, and it might influence productivity 

(Widiastuti & Widiastuti, 2011). Women commonly have a 

lower salary than men, because female workers generally 

have low education levels. Nevertheless, worker's productivity 

is not only influenced by the salary rate, but rather other 

factors also have some contribution, including health, years 

of service, education, work environment and government 

policy which protects worker's rights (Ranis, Stewart, & 

Ramirez, 2000). 

The unbalanced composition of female and male workers 

is a structural issue in the field of the workforce in the 

industry sector (Jhabvala & Sinha, 2002). The unbalanced 

composition is because the education level will influence 

productivity. So that needs immediate attention, particularly 

for industries with their sight be set at the global market. 

From the supply side, this increase is due to the higher 

education level of female workers on average, and this has 

been following by the greater social acceptance of women 

working beyond their household (Huse et al., 2009). From 

the demand side, the economic development (regarding 

production) which requires female workers such as textile 

and garment, food and beverage as well as other industries 

which need meticulousness have attracted female workers to 

get into the job market (Huse et al., 2009). Female workers' 

contribution is highly required as can be seen from the 

significant number of women recruited as workers in many 

companies in the manufacturing industry and many other 

majors, medium, and small-scale companies. The cliche 

reason for many companies to be interested in recruiting 

female workers is that women can minimize the risk the 

company will have compared to male workers (Adisu & 

Jehani, 2006).

On the other hand, the low productivity in nearly all 

sectors are experienced not only by Indonesia but instead, 

and it also happens in other developing countries. 

Meanwhile, the factors influencing productivity are education 

level, skills, discipline, work attitude and ethics, motivation, 

nutrition and health, income rate, social security, work 

environment and climate, industrial relationship, technology, 

production facilities, management, job opportunity, and 

achievement opportunity. Concerning their characteristics, 

female workers working in industry sector are generally 

demanded to work hard, persistently, strongly with high work 

ethos to generate optimal work productivity (Sutisna, 2008). 

Results of some studies indicate that worker's health affects 

productivity and economic return they receive (Bloom, 

Canning, & Sevilla, 2001), and (Schultz, 2002). Healthier 

individuals are more likely to be physically and mentally 

more energetic and robust, and thus they are less likely to 

encounter some things which may prevent them from 

working correctly (Bloom et al., 2001). 

Griffin and Llewellyn in 2004 suggest that years of 

service have no significant influence on work productivity. 

On the other hand, Elia in 2016 and Wijayanti et al., 2016 

find that years of service has a positive impact on work 

productivity. It is possible that this difference in their findings 

is due to their different time and object. Also, also found is 

the fact that the increase in productivity of female workers 

in the industry sector is influenced directly and indirectly by 

the worker's demographic condition (Angelova, 2016). Most 

women working in the industry sector use those female 

workers of varied ages. Besides, they generally have 

dependants and share their family burden since they live in 

a region with high life demands.

The demographic condition of Makassar city, Indonesia 

has the possibility of influencing female workers' job 

activities in improving their work productivity. These 

demographic factors include age and number of dependants 

who are also the variables with some influence on 

productivity improvement. There has been an assumption 

that age is inversely proportional to absenteeism. However, 

for forced desertion such as health issue, older workers 

have higher absenteeism rate. Additionally, the older the 

workers, the lower their needs would be. Female workers 

aged 20 years and more former are more likely to work 

part-time than men (Widiastuti & Widiastuti, 2011). The 

understandable considering that at those ages they generally 

come to marriage age; thus their domestic activities will 

lower the time they can spend to work outside their house. 

Typically, during the elderly, the muscle ability to work 

degrades, particularly for heavy workers.

These factors constitute the concrete facts frequently 

found in many female workers in the industry sector in 

Makassar, Indonesia which will influence their attempt of 

improving their work productivity. Objectively, this research 

investigate the influence of individual characteristics (health, 

years of service, work ethos), demographic factors (age, 

number of dependants), socio-economic factors (education, 

salary), work environment and government policy on the 

productivity of female workers and analyze the different 

productivity level of female workers from 3 (three) significant 

ethnicities in South Sulawesi Province, namely: Makassar, 

Toraja and Bugis.

2. Literature Review               

2.1. Definition of Work Productivity, Work Ethos and 

Measurement of Work Productivity

Every company in carrying out its work activities expects 

each employee to show work productivity (Park & Hawang, 

2015). Work productivity in question is the result of work 

achieved by someone. Park and Hawang state that works 

productivity is the result of work performed by someone in 

carrying out the tasks assigned to him based on the 

actualization of work every day following the primary 

responsibilities and functions. Furthermore, it stated that 

work productivity is the result of work achieved by someone 

in carrying out the tasks and duties given to him according 
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to established criteria (Murdifin et al., 2018). These criteria 

are quantity, quality, efficiency, and effectiveness. (Jung, 

2017), state that works productivity is an individual as a 

human resource who has the opportunity to develop work 

capacity to the highest level.

Based on the description, the development of hypotheses 

is as follows: 

H1: Work Ethos has a significant effect on the productivity 

of female workers

Productivity measurements that often used are a). 

Productivity measurement with engineering models, this 

method refers more to the physical environment. b). 

Productivity measurement with the accounting model, this 

method relates more to the market environment. These two 

productivity measurement models can be used in various 

dimensions, namely: (1) the political aspect, commonly called 

macro-level productivity measurement, (2) industrial sizes, 

often called industrial-level productivity measurements, and 

(3) organizational dimensions, (Chong & Rundus, 2004). 

Productivity measurement is known as two measurement 

models, namely: productivity measurement model based on 

the ratio of output/input ratio and productivity measurement 

model based on the index number approach. Adam Jr., 

Flores, and Macias in 2001 stated that seven factors affect 

work productivity, namely: changes in work ethics, 

development of scientific management, development of 

human relations, growth labor, advanced technology, 

changes in government regulations, and shareholders.

 

2.2. Definition and Prior Research Related Health 

Status, Year of Service, Age, Number of 

Dependants, Education Levels, Work Ethos, 

Salary, and Government Policy

Health includes two aspects, namely: aspects of 

well-being and aspects of human resource development 

(Benson & Dundis, 2003). Like-wise nutrition, on the one 

hand, has health aspects and on the other hand, has points 

of educating human life. Therefore, the problem of improving 

and improving nutrition has a fundamental meaning to 

nourish, to teach and enhance work productivity (Akerboom 

& Maes, 2006). Human physical quality affects work 

efficiency and productivity in carrying out an activity. For 

workers in Indonesia, on average, it takes 42 hours a week 

to work or approximately 8-10 hours a day. Thus it can be 

said that health is the core of welfare. Health is a 

prerequisite for increasing productivity. Therefore health can 

be seen as a vital component of growth and development 

as an input to the production function. (Schultz, 2002) and 

(Bloom et al., 2001) have shown that workers' health affects 

productivity.

Based on the description, the development of hypotheses 

is as follows: 

H2: Health status has a significant effect on the productivity 

of female workers

Ehrenberg in 2003 said that in a job, earnings would be 

influenced by the length of working hours and work 

experience. Women also have a tiny possibility to receive 

promotions because women have a primary role in 

parenting. Work experience will lead to an increase in skills 

possessed by someone who will ultimately increase 

productivity. (Ngo, Lau, & Foley, 2008) In their research 

using human capital, theory says that work experience is an 

essential investment in increasing productivity. Periodic 

increase in salaries of workers based on the work 

experience of workers. The results showed that if workers 

worked for 15 years, an accumulative rise in wages of 

21.6% and for workers who worked for 30 years would have 

accumulated accumulative payments of 56.2%. Shah, Irani, 

and Sharif in 2017 who analyzed the wage structure and 

wage distribution for men and women indicated that there 

was an increase in income differences in both genders. The 

wage structure for men and women was found to have 

evolved in different ways. The coefficient for education level 

is found to be statistically significant and positive which 

indicates that income in the form of wages from education 

is higher for workers who have a higher level of education 

(Adamchik, Hyclak, & King, 2003). 

Based on the description, the development of hypotheses 

is as follows: 

H3: Salary has a significant effect on the productivity of 

female workers

H4: Year of service Salary has a significant impact on 

the productivity of female workers

Relationship between age and performance is an issue 

which is increasingly vital for at least 3 reasons, namely: (1) 

There is widespread belief that production decreases with 

increasing age; (2) The reality is that the workforce is aging; 

(3) Most workers today no longer have to retire at the age 

of 70 (Robinson, 2001). The older a person is, the less 

likely it will be to quit work. There is an attempt to assume 

that age is also inversely related to absenteeism. Generally, 

old employees have an avoidable absenteeism rate lower 

than young employees. How is it related to productivity. 

There is a widespread belief that productivity is declining 

with someone's age. Often assumed individual skills, 

especially speed, ability, strength and coordination decrease 

with time. Holtzman in 1999 which shows that generation 

has a significant and adverse effect on productivity which 

means that the older the productivity will decline, but the 

results of other studies proposed by Budhyani and Sila in 
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2008 indicate that there is a relationship positive and 

significant between age and productivity means that the 

older a person is, productivity will increase. 

Based on the description, the development of hypotheses 

is as follows: 

H5: Age has a significant effect on the productivity of 

female workers

Grzywacz et al. in 2005 stated that a worker feels 

burdened by the number of dependents. The number of 

dependents the more demanded to work hard in increasing 

work productivity, meaning that the burden will increase if 

the number of dependents is funded a lot and the amount 

of charge decreases if the number of dependents decreases. 

Indriyani in 2016 states that if a person has a large number 

of dependents, the level of productivity will be sought as 

high as possible because the various forms of rewards will 

be obtained.

Based on the description, the development of hypotheses 

is as follows: 

H6: Number of Dependants has a significant effect on the 

productivity of female workers

Meaning that is more than investment in human capital 

(Becker, 1993) because education allows individuals to learn 

and getting skills that will have a fundamental effect on their 

behavior, beliefs, and roles in society. The school has been 

recognizing as the primary way for a developing country to 

increase the productivity of its workers, improve the health 

status of its people, encourage the application of new 

technology and education as well as being an agent for 

social unity. An educational theory states that the higher the 

knowledge of the community, the higher the productivity. 

Training can affect people's ability to be more responsive to 

the information that develops in society. 

Based on the description, the development of hypotheses 

is as follows: 

H7: Education has a significant effect on the productivity 

of female workers

Policies are directing to the distribution, distribution, and 

utilization of labor more both through improving information 

and fostering and improving skills. Also, procedures in the 

field of labor protection are shown to improve wages, work 

conditions, work conditions and employment relations, work 

safety, social security in the context of overall welfare 

improvement. The form of government policy contains 

several aspects such as wage protection, social security 

(Fleisher & Chen, 1997).

Based on the description, the development of hypotheses 

is as follows: 

H8: Education has a significant effect on the productivity 

of female workers

This research is a development of the results of previous 

research, some of the proposed models are models 

developed by Ehrenberg in 2003 which examine things that 

are essential in the labor market.

3. Research Method 

3.1. Research Design and Measurement

The research data are collected using three methods : 

interviewing respondents and observing their characteristics, 

demography, socio-economic status, work environment and 

government policies related to the productivity of female 

workers and distributing questionnaire. The data collected 

using questionnaire are measured using Likert scale 1-5 

(Strongly disagree – Strongly agree). After the distributed 

surveys obtained, the data are then coded based on the 

perceived answers of Likert scale 1-5 in the Microsoft Excel 

program, then the mean value of each variable is calculated. 

Then exported to SPSS for several testing stages, including 

Validity, reliability, determination coefficient, F test, T-test, 

Normality test, Heteroscedasticity, multicollinearity and final 

stage testing in the form of regression coefficient equation. 

The following formula illustrates the regression equation in 

this research:

Y = ß0 + ß1 sk + ß2 mk + ß3 ek+ ß4 um + ß5 jt 

+ ß6 pd + ß7 up + ß8 lk + ß9 kp + e

Info:  

Y = Productivity, ß = Regression coefficient, e = error, 

SK = Health status, MK = Years of service

EK = Work ethos, UM = Age, JT = Number of dependants, 

PD = Education Level, UP = Weekly salary and 

KP = Government policy 

The measurement of health status (SK) variable based on 

the number of ill days in day unit in one month, i.e., < 1 – 

4 days. Years of service (MK) is calculated based on the 

number of years, i.e., < 1 year – more than six years. Age 

(UM) is from < 20 years old up to older than 60 years old. 

Some dependants (JT) are < 2 persons up to more than 

five persons. The education level (PD) is measured based 

on: failed at elementary school, elementary school, junior 

high school, senior high school, and Graduate. The salary 

rate (UP) is measured based on income categories, ranging 

from < 500 thousand Rupiah to more than 1.5 million 

Rupiah per week. Productivity (Y) is estimated based on 

Industrial productivity index, ranging from < 0.7% to more 

than 1%. Work ethos (EK) is measured based on the 

measurement instrument of Likert scale 1-5: working hard, 
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Number of illness Bugis Makassar Toraja

< 1 day 26 32 25

2 days 6 4 2

3 days 7 4 4

4 days 2 2 0

Year of service Bugis Makassar Toraja

< 1 Year 5 8 2

1-2 Years 21 24 23

3-4 years 6 7 2

5-6 Years 0 0 1

> 6 Years 9 3 3

Age Bugis Makassar Toraja

< 20 7 2 2

20-29 20 20 18

30-39 8 14 10

40-49 4 4 1

50-59 1 1 0

>60 1 1 0

Number of 

dependants
Bugis Makassar Toraja

< 2 Persons 28 29 28

3 Persons 2 3 0

4 Persons 6 2 0

>5 Persons 5 8 3

Education Level Bugis Makassar Toraja

Not completed in 

primary school
1 0 0

Primary School 10 20 7

Junior High School 22 17 15

Senior High School 6 5 8

Graduate 2 0 1

Salary Rate Bugis Makassar Toraja

< 500 thousand 1 1 0

500 – 749 thousand 29 30 19

750 – 999 thousand 3 5 10

1 Juta – 1,2 million 6 2 1

1,2 – 1,5 million 0 1 1

>1,5 million 2 3 0

Productivity in Index Bugis Makassar Toraja

< 0.7 16 1 4

0.7 – 0.84 8 6 10

0.85 – 0.99 0 9 6

>1 17 26 11

trying to get a job, wanting to be appreciated, not care, 

responsible, disappointed with failure, courage, perseverance, 

obedient to leaders, and punctual finished. Work environment 

(LK) is measured based on the measurement instrument of 

Likert scale 1-5: Work condition, work relationship with 

leaders, work relationship with fellow workers, and work 

facilities. Government policy (KP) is measured using the 

research instrument of Likert scale 1-5: regular minimum 

salary, overtime, leave time, according to salary provision, 

work safety insurance, health insurance, pension insurance, 

and death insurance. 

This research conducted in small, medium, and major 

food and beverage industries in Makassar, Indonesia. Its 

samples are 114 female workers. The criteria used for the 

inclusion of small enterprises are: owning maximum assets 

of 200 million Rupiah worth and employing between 5 and 

19 workers. The rules used for the composition of medium 

industries are: holding assets ranging between 200 million to 

1 billion Rupiah worth and employing between 20 and 99 

workers, including the owner. Finally, the criteria used for 

the inclusion of major industries are: owning assets of more 

than 1 billion Rupiah worth and employing more 100 

workers. Meanwhile, the number of samples by ethnicities is 

as follows: 41 female workers from Bugis ethnic, 42 from 

Makassar ethnic, and 31 from Toraja ethnic.

Therefore the research framework formed in this study to 

achieve the research goals and objectives is as follows in 

figure 1:

Figure 1: Conceptual Research

4. Result and Discussion

4.1. Result of Analysis

Based on Table 2 regarding data analysis for data validity 

test it can be concluded that all variable measurement 

dimensions are valid at significance rate of 0.000 < 0.01. 

Furthermore, the reliability test value suggests the following 

values for such variables as Work ethos (EK) = 0.788, work 

environment (LK) = 8.876, and government policy (KP) = 

0.727. In The table 3. Shown the R
2
 value between all 

independent variables against the dependent variable is 

0.734, F test = 35.669 (sig. 0.000 < 0.01). The normality 

test indicates the value of Asymp. Sig = 0.054 > 0.05. The 

multicollinearity and heteroscedasticity tests show the entire 

value of VIF of test variables < 10.  

Table 1: Data of Respondent
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Normality test (Kolmogorov-Smirnov) 
= 0.07 > 0.05. (the test results state normal / parametric) 

Multicollinearity test by VIF measurement 
= 1.2 < 10 (the test results state that there is no multicollinearity)

Reliability test = Mean rate is reliable at 0.57 

Cronbach alpha = 0.886(The test results state that the reliability 
of the variables is in the high category)

Work Ethos 
(EK)

Small 
Industries Level

Middle 
Industries Level

Large 
Industries Level

Info
Correlation

Sig. 
level

Correlation
Sig.
level

Correlation
Sig.
level

Working 
hard

0.369

<  
0.01

0.412

<  
0.01

0.529

<  
0.01

Valid

Trying to get 
a job

0.316 0.317 0.451

Want to be 
appreciated

0.528 0.515 0.553

Not careless 0.621 0.609 0.587

To be 
responsible

0.572 0.554 0.654

Disappointed 
with errors

0.690 0.681 0.389

Dare to be 
accountable

0.539 0.526 0.326

Feel loss if 
the task is 

not 
completed

0.525 0.501 0.339

Obey the 
leader

0.372 0.369 0.554

The work is 
completed 
on time

0.440 0.428 0.619

Work 
Environment 

(LK)

Small 
Industries Level

Middle 
Industries Level

Large 
Industrie Level

Info
Correlation

Sig. 
level

Correlation
Sig. 
level

Correlation
Sig. 
level

Working 
conditions

0.717

<  
0.01

0.695

<  
0.01

0.674

<  
0.01

Valid

Work 
relations with 

leaders
0.741 0.770 0.739

Working 
relationship 

with 
colleagues

0.467 0.646 0.495

Working 
facilities

0.388 0.556 0.439

Government 
Policy
(KP)

Small 
Industries Level

Middle 
Industries Level

Large 
Industries Level

Info
Correlation

Sig. 
level

Correlation
Sig. 
level

Correlation
Sig. 
level

Minimum 
wage

0.813

<  
0.01

0.721

<  
0.01

0.648

<  
0.01

Valid

When 
working late

0.882 0.780 0.771

Leave time 0.651 0.671 0.566

By wage 
provisions

0.698 0.592 0.596

Work 
accident 

insurance
0.631 0.527 0.584

Health 
Insurance

0.699 0.700 0.722

Pension 
insurance

0.822 0.784 0.740

Death 
insurance

0.888 0.791 0.800

Table 2: The Goodness of Fit data

Table 3: Multiply Regression Test

Variables β Std. error t Sig.level Result

Number of 

illness (SK)
-0.003 0.177 2,174 0.032 Support

Years of service 

(MK)
0.001 0.011 -3.195 0.002 Support

Work Ethos (EK) 0.090 0.001 2.475 0.015 Support

Age (UM) 0.004 0.031 2.532 0.004 Support

Number of 

Dependants (JT)
0.013 0.002 2,367 0.020 Support

Education Level 

(PD)
0.010 0.012 1.128 0.203

Not 

Support

Weekly Salary 

(UD)
2,266 0.004 2.320 0.022 Support

Work 

Environment (LK)
0.055 0.025 5.546 0.000 Support

Government 

Policy (KP)
0.048 0.022 1.185 0.031 Support

Source: Researchers Own Data Processing

Based on table 3 in the multiple regression test, it can 

be concluded that the SK, EK, UM, JT, PD, LK, and KP 

variables have positive, significant influences on the 

productivity of female workers in small, medium, and 

major-scale industries. Meanwhile, the MK variable has a 

negative, considerable impact on the productivity of female 

workers, or it concluded that the years of service (MK) 

variable has an indirect influence on the productivity of 

female workers. Based on table 3. Hypothesis result stated 

only hypothesis six (H6) it's not supported. Meanwhile, the 

Education (PD) variable does not influence the productivity 

level of female workers. Furthermore, to test the comparison 

of productivity difference of female workers based on the 

three ethnicities through the comparative test, the results as 

shown in table 4 below are obtained:

Table 4: Paired t-Test

Sum of squares Mean square F

Between Groups

Within Groups

Total

0,285

7,033

7,318

0,142

0,021
6,844

Source: Researchers Own Data Processing

4.2. Discussion 

Overall, in small industries 73.4% of female workers’ 

productivity variable is determined by health, years of 

service, work ethos, age, number of dependants, education 

level, salary, work environment, and government policy 

variables. These variables in medium industries have 72.1% 

influence on their productivity. And for major industries, 
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these variables have a 74.8% influence. Additionally, the 

number of absenteeism affected by illness undoubtedly has 

some effect on the productivity of female workers. The 

findings in the field also indicate that female worker have 

weaker physical qualities than male workers. These physical 

qualities will influence their work efficiency and productivity. 

This result finding confirms the research conducted by the 

Pindus (2000) who find that health influences productivity, 

meaning that the healthier the worker, the higher their 

productivity would be.

On the other hand, when workers’ health decline, then 

their productivity will decrease. Besides, the low productivity 

of workers in developing countries is the result of weak 

physical health of workers which stems from their low 

income. Furthermore, years of service or the length of time 

female workers spend to work, workers’ age, salary, work 

environment, education level, and work ethos give a positive 

effect on their work productivity. The big number of 

dependants and government policies do not influence their 

work productivity. This finding is different from (Lee & 

Wilbur, 1985) who argues that the existence of many 

dependants will burden a worker. This difference can be 

seen from the differences in salary rate variable. The salary 

rate in small industries is lower than that in medium and 

major industries. Has something to do in the difference in 

skills and abilities owned by female workers. In medium and 

major industries, workers receive job training to equip them 

with the right skills and method to use work tools. That 

matter is because training complements workers’ education 

which is usually general while training is specific and 

operational. Another difference is in the implementation of 

government policies regarding salary protection for female 

workers and the provision of social security for workers. In 

small industries, female workers have not been registered 

with social security program which constitutes a program the 

government organizes to provide the basic protection for 

workers in order to maintain their dignity as a human being 

in dealing with the risks arising out of their work relationship 

and social risks which may affect their continuance to 

receive income. In medium and major industries, female 

workers have been registering with a social security program. 

The differences which influence the work productivity 

between each ethnicity in female workers also explain that 

female workers of Makassar ethnic have work productivity 

which results from their principle of upholding their pride and 

female workers of Bugis ethnic have their high work 

discipline as the reason for their work productivity. Meanwhile, 

female workers of Toraja ethnic has their work productivity 

from their traditional view of life as a hard worker.

Implication: With these findings, entrepreneurs in the 

industrial sector can make decisions in the development and 

recruitment of workers in general and female workers in 

particular while paying attention to matters relating to their 

nature as women and the culture adopted by the local 

community. In small industries, to increase the productivity of 

women workers, improvements in the wage system are 

needed. Gradual wage policies need to adjust to the level of 

living costs. For this reason, entrepreneurs that provide 

wages are no longer based on minimum physical needs but 

are based on minimum living needs so that minimum 

nutritional needs can be met to improve the health of 

workers. Whereas for relevant agencies such as the 

Department of Labor, the Department of Industry, the Health 

Insurance Party, and other relevant agencies, it should 

provide understanding to employers how important workers 

are included in the social security of workers through 

intensive socialization, because it is imperative for 

companies to provide protection, maintenance, and 

improvement of welfare for workers in the form of social 

security. Whereas for relevant agencies such as the 

Manpower Office, the Department of Industry, the Health 

Insurance Party, and other relevant agencies, it should 

provide understanding to employers how important workers 

are included in the social security of workers through 

intensive socialization, because it is imperative for 

companies to provide protection, maintenance, and 

improvement of welfare for workers in the form of social 

security

Limitation: In this study, the respondents were only limited 

to married female workers, not including unmarried female 

workers and male workers, and the generalization of this 

study was limited only to the productivity of workers based 

on ethnicity in the scope of the food and beverage industry 

alone did not cover other types of industries

4. Conclusion

Hypothesis result stated only hypothesis six it’s not 

supported some dependants and government policies have 

insignificant influence on the productive workers in 

major-scale industries, yet they have some impact on 

small-scale industries. Besides, the fact that there is a 

difference in the productivity index of female workers in 

important sectors. As compared to small and medium-scale 

enterprises which are influenced, among other things, by the 

different salary received in each scale industry should be 

taken by small and medium-scale industries into 

consideration regarding the pay they give, including the 

variable of government policies related to pension insurance, 

work accident insurance and health insurance. In principle, 

female workers tend to have different productivity level from 

male workers. The fulfillment of female workers’ need tends 

to result in a better allocation of time for working and not 

working. Thus, this undoubtedly will have some effect on 

their productivity for the company in the future.
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