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Abstract

This descriptive research in Cabanatuan City, Philippines analyzed the level
of satisfaction of 134 employees in small and medium-sized enterprises
(SMEs). The study’s findings revealed that the respondents were very satisfied
with their working environment and satisfied with their personal growth and
job content but only slightly satisfied with their enterprise condition and job
return. The top 3 problems encountered by the employees in their SMEs were
an imbalance between work and life, a disconnection between policy formu-
lation and implementation and there is no reasonable talent training plan.
These findings have implications for future investigations along this line.
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1. Introduction

Small and medium-sized enterprises (SMEs) are businesses with revenues, as-
sets, or a certain number of employees that fall below a certain threshold. Each
country has its own definition of what it means to be a small or medium-sized
business. Certain size criteria must be met, and the industry in which the com-
pany operates is occasionally considered (Liberto, 2022).

Small and medium-sized enterprises (SMEs) are vital to most economies, par-
ticularly those in developing countries. SMEs account for the vast majority of
businesses worldwide, and they play an important role in job creation and global
economic development. They account for roughly 90% of businesses and more

than 50% of global employment. In emerging economies, formal SMEs contri-
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bute up to 40% of national income (GDP). When informal SMEs are included,
these figures skyrocket. According to our estimates, 600 million new jobs will be
required by 2030 to accommodate the world’s growing workforce, making SME
development a top priority for many governments around the world (The World
Bank Group, 2022).

Small and Medium-sized Enterprises (SMEs) play an important role in the na-
tional economy. In recent years, with the deepening of reform and opening up,
scholars at home and abroad pay more and more attention to employees’ satis-
faction and motivation. Affected by the novel coronavirus pneumonia, SMEs
have been affected, and the pressure has increased. With the gradual rise of the
industrial revolution and technological revolution, SMEs have paid more and
more attention to talent. Talents are the most valuable resources in all resources.
The key to judging whether an enterprise has the advantage of human resources
and the measurement standard of whether an enterprise has the prospect of sus-
tainable development lies in the professional and technical ability and creativity
of enterprise employees.

The pillars of the enterprise are also the employees. The relationship between
employees and employers is not only the promotion of inner self-worth but also
the satisfaction of external life needs. The key to stimulating the fighting spirit of
organization members is to adopt effective and reasonable employee compensa-
tion to attract talent and form a perfect and scientific human resource manage-
ment system for enterprises to attract, employ, cultivate and develop talent, es-
pecially in small and medium-sized enterprises. Unsatisfied employees will not
only reduce the operational efficiency of enterprises but also cause a large loss of
talent. The effective measure to realize the goal of every enterprise is to have a
reasonable compensation scheme for employees. As a result, this paper selected
employees from small and medium-sized businesses of Novo Ecijanos in Caba-
natuan City, Nueva Ecija, Philippines (Subia, Mangiduyos, & Turgano, 2020) to
assess their level of satisfaction. Although there have been several studies on em-
ployee satisfaction, this study is unique in that it specifically examined the level
of employee satisfaction from the following aspects: personal growth; working
environment; job return factor; job content factor; and enterprise condition fac-
tor, which were not covered by the other studies mentioned in the literature.
Also, the problems encountered by employees in the incentive of small and me-
dium-sized enterprises were described. The findings of this study could benefit
the city’s SMEs, as well as the employees and future researchers who will work in
this field.

2. Literature Review

It has been said that human satisfaction is frequently motivated by a desire for
reinforcement or benefits. No two people are the same; they may behave diffe-
rently in the same situation depending on the incentives available to them at the

time. During the 1940s and 1950s, incentive theory began to emerge, building on
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earlier drive theories established by psychologists such as Clark Hull. The incen-
tive theory, one of the motivation theories, states that people’s actions are moti-
vated by the desire to obtain rewards (Cherry, 2020). Money is an example of a
reward that motivates and satisfies employees in a business.

There are several researchers who ventured on investigating employee satis-
faction in SMEs and arrived at various findings.

Dyczkowska & Dyczkowski 2018 studied the link between democratic or au-
tocratic leadership style to rewarding strategies and job satisfaction in SMEs and
their research adds to the discussion of rewarding strategies by demonstrating
that involving employees in managerial activities is a prerequisite for developing
performance-based rewarding strategies and that such involvement increases
employee satisfaction with their work.

Also, “an empirical study on the relationship between psychological contract
and job satisfaction of the Cenozoic employees” of Ma, Shao & Li (2019) re-
vealed a related finding. Job content satisfaction among Cenozoic employees is
positively related to organizational developmental responsibility, normative re-
sponsibility, and employee developmental responsibility. The job relationship
satisfaction of Cenozoic employees is positively correlated with the organiza-
tion’s interpersonal responsibility and the employee’s developmental responsi-
bility.

According to Bilal et al. (2021), “employee satisfaction is the key element for
the success and failure of an organization” and they have found that “1) Men-
torship 2) Apprenticeship and 3) Job rotation of duty positively influence the
employee’s satisfaction”.

Also, a related study was conducted by Bedoya in 2021 and discovered that
transformational leadership improved job satisfaction. Finally, in comput-
er-mediated communication (CMC) environments, leadership has a positive
impact on SMEs.

For Mapuranga et al. (2021), they discovered that “there is a significant rela-
tionship between workplace spirituality, procedural justice, and employee orga-
nizational commitment was positively influenced by work locus of control and
employee job satisfaction”.

Moreover, Wikhamn et al. (2022), researched employee participation and job
satisfaction in SMEs and found the importance of firms’ exploratory orientation
as an internal boundary condition for the three participation-satisfaction rela-
tionships. Under high levels of exploration, the positive relationships between
work roles and strategic participation forms and job satisfaction were stronger.

In the Philippines, Baltasar (2018) enumerated the common complaints of the
employees in the country’s SMEs that affected their job satisfaction. Among
them are the following: “my salary is just too low for my job”; “I feel choked in
my professional capacities”, “I think my supervisor prefers a workmate over
me”, and “this company simply doesn’t have enough resources”. Lastly, also in

the Philippines, Ang and Rabo’s (2018) “study confirms that there is a statisti-
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cally-significant relationship between employee engagement and job satisfac-

tion”.
3. Methodology

This study utilized a descriptive research design with employees of the 6 selected
Small and Medium-Sized Enterprises (SMEs) in Cabanatuan City who were
purposively chosen (Subia, 2018) as respondents of the study. The six SMEs were
chosen because they were centrally located and had been in business for more
than a decade. This demonstrates that the SME respondents were stable and ac-
cessible. The 134 employees were picked as samples because of their knowledge
of the issue that the researcher wants to analyze. This sample size is reasonable
since most of the quantitate researches’ minimum sample size is 100 partici-
pants. Descriptive research design is a type of research design that seeks infor-
mation in order to describe a phenomenon, situation, or population in a syste-
matic manner. It specifically assists in answering the what, when, where, and
how questions about the research problem (Voxco, 2021). The main instrument
used in this study was a Likert scale instrument that was content validated by 5
experts in the field of business administration. Three were Doctor in Business
Administration degree holders teaching marketing, business research and entre-
preneurial courses while two were owners of SMEs with Masters in Business
Administration. As stated by McLeod (2018), a questionnaire is a research in-
strument consisting of a series of questions for the purpose of gathering infor-
mation from respondents.

The gathered data for the level of satisfaction of the employees were statisti-
cally treated using weighted mean with the following response mode as shown in
Table 1.

The table depicts the rating from 1 to 5, with 1 being the lowest and 5 being
the highest, that were used for each response, along with its corresponding ver-
bal description and qualitative interpretation. The problems encountered by the

respondents were analyzed using frequency, percentage and ranking.

4. Results and Discussion

4.1. Satisfaction Level of Employees

Table 2 shows how satisfied employees are with their personal growth with their

Table 1. Response mode of the respondents.

Rating Verbal Description Qualitative Interpretation
5 Strongly Agree I am very satisfied
4 Agree I am satisfied
3 Slightly Agree I am slightly satisfied
2 Disagree I am dissatisfied
1 Strongly Disagree I am very Dissatisfied
DOI: 10.4236/jss.2022.1013013 159 Open Journal of Social Sciences
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Table 2. Personal growth.

Weighted Verbal
Indicator (n = 134) elghte erba ]
Mean Interpretation
1) Th i
) The c?ntent of my work is 400 Satisfied
challenging for me.
2) The company will organize
targeted vocational skills 2.38 Dissatisfied
training that will help me.
3) My personal ability and
specialty can be brought into 4.12 Satisfied
play in the company.
11 Weighted
Overall Weighte 3.50 Satisfied
Mean

SME:s.

The table shows that the respondents are satisfied with their personal growth.
Small and medium-sized enterprises pay attention to bringing up the personal
ability and specialty of their employees (WM = 4.12) which can be brought into
play in the company. The work content of employees is also challenging for em-
ployees (WM = 4.00) and gives them satisfaction. However, employees were dis-
satisfied with training particularly in enhancing their vocational skills (WM =
2.38). As a result, the personal growth dimension of job content, as well as the
exertion of employees’ personal ability and specialty is critical to employee satis-
faction. But, training factor satisfaction is relatively low. SME executives are
unaware of the value of training and place little emphasis on improving em-
ployees’ skills and learning new technologies.

Table 3 depicts employee satisfaction with their working environment.

In terms of the working environment, the employees were very satisfied with
their SMEs. The employees were provided by their companies with office sup-
plies required for their work, and the hardware resources provided (such as
equipment, facilities, etc.) can meet their work need (WM = 4.51).

They were also given opportunities to exchange opinions with their superiors
and colleagues and can get work feedback in time (WM = 4.47) and their office
environment makes them feel comfortable (WM = 4.60).

It is clear that the interpersonal relationships and teamwork of small and me-
dium-sized businesses are excellent. Most of the time, employees can receive
work feedback from their superiors and colleagues in a timely manner, allowing
them to resolve contradictions, solve problems, and improve work efficiency.
Thus, employee satisfaction in small and medium-sized businesses is relatively
high.

Table 4 depicts employee satisfaction in terms of job return.

As to the job return of the employees, there are slightly satisfied (WM = 2.90).
The employees were satisfied with their sense of achievement in their jobs (WM =

3.68) but completely dissatisfied with the recognition and reward provided by
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Table 3. Working environment.

. Weighted Verbal
Indicator (n =134) ]
Mean Interpretation
1) The interpersonal relationship
within the company is relatively .
. . 4.25 Very Satisfied
harmonious, and the superior and
subordinate can feel respect and trust.
2) In my work, I have the opportunity
t h ini ith
0 exc. ange opinions with my 447 Very Satisfied
superiors and colleagues and
can get work feedback in time.
3)1 ith th ’
) Tagree wi € companys 4.32 Very Satisfied
corporate culture
The office environment of the
company is clean and tidy, which 4.60 Very Satisfied
makes me feel comfortable.
4) The company has provided me with
office supplies required for my work,
and the hardware resources provided 4.90 Very Satisfied
(such as equipment, facilities, etc.) can
meet my work needs.
Overall
Weighted 4.51 Very Satisfied
Mean
Table 4. Job return.
Weighted Verbal
Indicator (n = 134) e ghle e .
Mean Interpretation
The progress and achievements I have
made in my work can be found, 2.43 Dissatisfied
recognized and rewarded by my leaders
If I do a good job, I will have the
opportunity for promotion 2.52 Dissatisfied
and a salary increase
I t fachi ti
can get a sense of achievement in my 3.68 Satisfied
work
I am satisfied with my current salary 2.64 Slightly Satisfied
I am satisfied with the company’s benefits 3.06 Slightly Satisfied
M 1 is in direct tion t
y sa ary' is in direct proportion to 312 Slightly Satisfied
my work input
Ih h life and a high
avea Mappy e ancaiig 288 Slightly Satisfied
quality of life
Overall
Weighted 2.90 Slightly Satisfied
Mean
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their leaders (WM = 2.43). They are also dissatisfied with the lack of opportuni-
ties for promotion and monetary incentives (WM = 2.52) even if they do well in
their jobs.

This means that, in terms of work return, employee satisfaction in small and
medium-sized businesses is generally low, and salary and welfare benefits cannot
reach the level of employee satisfaction. Even if employees made progress in
their work but were not rewarded or praised on time.

Table 5 shows the satisfaction level of the employees in terms of job content.

In terms of job content, the respondents were satisfied with their respective
company policies (WM = 3.58).

The employees were very satisfied with the power they enjoy corresponding to
their jobs (WM = 4.48) but dissatisfied with the opportunity to attend some im-
portant meetings to express their opinions (WM = 2.20).

In terms of work content, employees’ dissatisfaction is reflected in the right to
participate in decision-making. Appropriately improving employees’ right to
participate in decision-making is conducive to improving employees’ work en-
thusiasm. But in fact, in the surveyed enterprises, it is difficult for employees to
participate in the company’s decision-making.

Table 6 shows the satisfaction level of the employees in terms of enterprise
conditions.

It can be seen in the table that the employees were slightly satisfied with their
enterprise condition (WM = 3.23).

The employees are satisfied with their company’s management system (WM =
4.17) and workstyle and management thought (WM = 4.00), however, they were
dissatisfied with their rest and vacation time after work (WM = 1.80).

This means that, in terms of enterprise conditions, the implementation of the
company’s management system, as well as the rest and vacation system, are the
two factors that contribute to low employee satisfaction. Employees of the com-

pany, particularly technical R & D personnel, work long hours to complete the

Table 5. Job content.

. Weighted Verbal
Indicator (n = 134) .
Mean Interpretation
1) T have the opportunity to attend
important meetings and express my 2.20 Dissatisfied
opinion in decision-making.
2) The content of my work is what I
am interested in. I can experience fun 4.07 Satisfied
in my work.
3) I enjoy the power correspondin
) Lenjoy the p P 8 4.48 Very Satisfied
to my work.
Overall
Weighted 3.58 Satisfied
Mean
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Table 6. Enterprise condition.

. Weighted Verbal
Indicator (n = 134) .
Mean Interpretation
1) I think th h
) I think the company has a 3.86 Satisfied

good development prospect.

2) I agree with the work style and
management thought of the 4.00 Satisfied
company’s management.

3) I think the company’s
management system is 4.17 Satisfied
scientific and perfect.

4) The company’s management
system can be effectively 2.32 Dissatisfied
implemented and implemented.

5) I can have enough rest and

. . 1.80 Dissatisfied
vacation time after work.
Overall
Slightly
igh 2
Weighted 3.23 Satisfied
Mean

work, but there is insufficient compensatory leave and compensatory leave, re-
sulting in physical and mental fatigue of the employees. Small and medium-sized
businesses should pay attention to adjusting employees’ rest time, reasonably
arranging rest time, distinguishing work and lifetime, and allowing employees to

have a good rest and enough sleep so that their talents can be better utilized.

4.2. Problems Encountered by Employees of Small and
Medium-Sized Enterprises Incentive Mechanisms

Table 7 depicts the issues faced by employees of small and medium-sized busi-
nesses.

The imbalance between work and life is ranked first, with 91% of em-
ployees-respondents indicating that employees’ satisfaction with having enough
rest and vacation time after work is low. It is possible to conclude that there is an
imbalance between work and life for employees in small and medium-sized
businesses.

Disconnection between policy formulation and implementation is ranked
second, with 83% of employee respondents expressing dissatisfaction with the
effective implementation of the company’s management system. Although small
and medium-sized businesses have developed systems, they have not been
strictly, fairly, and impartially implemented.

Ranked third is the lack of a reasonable talent training plan, with 74% of em-
ployee respondents indicating dissatisfaction with the company’s targeted or-

ganization of vocational skill training. It is possible to conclude that small and
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Table 7. Problems encountered by employees of small and medium-sized enterprises.

Problems (n = 134) frequency (f) Percentage (%) Rank
Disconnection between policy
. . 111 83% 2
formulation and Implementation
There is no reasonable talent
L. 99 74% 3
training plan
An imbalance between work and life 122 91% 1
There is no perfect promotion
79 59% 4

mechanism

*Multiple response items.

medium-sized businesses do not have an adequate talent training plan. Small
and medium-sized businesses do not prioritize employee training and lack a
functional training system. Relevant training is merely a format. The reason for
the insufficient investment in training funds is that the enterprise’s employee
training is also an investment, but this investment carries a high level of risk.

However, this should also be considered from the standpoint of the business.

5. Conclusion and Recommendations

The work content of employees was challenging for employees and gave them
satisfaction. However, employees were dissatisfied with training particularly in
enhancing their vocational skills.

In terms of the working environment, the employees were very satisfied with
their SMEs. The employees were provided by their companies with office sup-
plies required for their work, and the hardware resources provided (such as
equipment, facilities, etc.) can meet their work needs. They were also given op-
portunities to exchange opinions with their superiors and colleagues and can get
work feedback on time.

As to the job return of the employees, they were slightly satisfied. The em-
ployees were satisfied with their sense of achievement in their jobs but com-
pletely dissatisfied with the recognition and reward provided by their leaders.
They were also dissatisfied with the lack of opportunities for promotion and
monetary incentives even if they do well in their jobs.

In terms of job content, the respondents were satisfied with their respective
company policies. The employees were very satisfied with the power they enjoy
corresponding to their jobs but dissatisfied with the opportunity to attend some
important meetings to express their opinions. The employees were satisfied with
their company’s management system and work style and management thought,
however, they were dissatisfied with their rest and vacation time after work.

The top 3 problems encountered by the employees in their SMEs were an im-
balance between work and life, a disconnection between policy formulation and

implementation and there is no reasonable talent training plan.
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It is recommended that owners and managers of SMEs should provide addi-
tional incentives and benefits for employees who have done their job well. This
would make the employees be motivated to do their assigned tasks properly and
be satisfied with their companies working environment. Furthermore, training
on improving the talents of the employees and work-life balance should be con-

sidered by the companies.
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