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ABSTRACT KEY WORDS

Purpose - The specific objectives were to determine the extent to whichre-  Microfinance institutions, Training and
cruitment and selection and, training and development affect job satisfac- Development, Recruitment and Selection,
tion, and evaluate the impact of recruitment and selection, training and de-  Motivation, Job Satisfaction
velopment on SMEs' job satisfaction using motivation as a mediating factor.

Design/methodology - The data were collected from 367 microfinance staff =~ JEL Code: M12, J24, O15

in the Greater Accra Region, Ghana, using a survey design and a question-  DOI: 10.46287/jhrmad.2022.25.1.5
naire. IBM SPSS analyzed the data for descriptive statistics and AMOS for the

structural equation model (SEM) to study relationships among the variables.

Findings - The study found that recruitment and selection, and training and

development positively linked job satisfaction. Furthermore, the study re-

vealed that recruitment and selection and, training and development had lit-

tle impact on employee work satisfaction. Motivation does not mediate the

job satisfaction of SME employees. According to the research, job satisfaction

necessitates recruiting, selection, training, and development.

Limitations of the study - The context of this study was limited to micro-

finance institutions within the Greater Accra Region, Ghana. Besides, the

scope was also limited to recruitment and selection and training and devel-

opment and how they affect job satisfaction as mediated by motivation.

Practical Implications - This research contributes to our understanding of

the elements that determine employee job satisfaction The findings will help

microfinance attract and choose the right people for success.

Originality /Value - In an emerging country like Ghana, this study employed

a unique technique to evaluate employee job satisfaction in microfinance

firms. The study investigated the impact of job satisfaction on planned re-

cruitment and selection, training and development, and motivation.

1 INTRODUCTION

The world of work in the contemporary business environment has changed dramatically due to
globalization. Globalization and workforce diversity have brought about new dimensions to the re-
cruitment and selection, and training and development of employees (Chakraborty & Biswas, 2020).
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The world of work in the contemporary business environment has changed dramatically due to
globalization. Globalization and workforce diversity have brought about new dimensions to the re-
cruitment and selection, and training and development of employees (Chakraborty & Biswas, 2020).
The ability of organizations to grow, develop and sustain their operations is largely dependent on the
calibre of their human capital. There is no misgiving about the urgent need for firms to pay prominent
attention to the planning, recruitment, selection, training and development of the workforce to en-
sure that organizational members acquire the right competencies. The enhancement of the work-
force’s knowledge, skills and abilities serves as a source of competitive advantage, which no firm can
imitate (Soundararajan & Singh, 2017). The development of the workforce competencies aims to cre-
ate and add value to the repertoire of experiences that assist in the implementation of business strat-
egies and help firms to take advantage of opportunities in the competitive global market (Biswas &
Chakraborty, 2018; Rodjam et al., 2020).

However, for businesses to compete keenly in this volatile business environment, it is crucial to
attract, obtain, manage and sustain the workforce due to their distinct abilities and a source of com-
petitive urge to organizations (Upadhyay et al. 2016). Employing various means to motivate and sat-
isfy the workforce must be a concern to organizational leaders. The human resource function must
streamline activities and align individual goals to corporate strategy to unearth and utilize workforce
potentials to organizational advantage (Parameswari & Yugandhar, 2015; Singh & Gaur, 2018; Ghala-
mkari et al., 2015; Almatrooshi et al., 2016). Organizational leaders must adopt systematic and varied
approaches to evaluate employee performance, which is mostly measured on skill level, personal,
organizational and environmental factors and level of motivation (Ali & Anwar, 2021). The provision
of suitable training and development opportunities and a clear performance evaluation criterion will
enable the workforce to work hard to achieve competitiveness in the ever-changing business envi-
ronment (Al-Kassem, 2021).

One of the most growing SMEs in Ghana is the microfinance industry even though the rate of
entry and exit is high, there has been a continuous expansion in the industry (Ewusie et al., 2021). In
order to perform and survive in such an environment and not exit within the shortest period, a mi-
crofinance organization must ensure they attract, recruit, select, retain, train and develop their hu-
man resource base in order to offer their services to the organization. This will ensure the organiza-
tion will continue to make profits, succeed and expand in such a turbulent environment. Such a move
can be possible when MFI pay critical attention to their recruitment and selection processes as well
as their training and development practices. On the other hand, for employees to give out their best,
they need to feel motivated and satisfied in their job to enhance the growth of the organization. Yet,
the challenge is whether their employees will feel motivated and satisfied if the organization is able
to adapt and use recruitment and selection and training and development practices. Therefore, the
purpose of this important study was to understand the intervening role of motivation affecting re-
cruitment and selection, and training and development to give job satisfaction. The study specifically
determined the extent that recruitment and selection, and training and development affect job sat-
isfaction and, assess the impact of recruitment and selection, and training and development on work-
force job satisfaction of SMEs using motivation as the intervening variable. The study is of great sig-
nificance as it aims to contribute to the existing body of literature on job satisfaction.

2 LITERATURE REVIEW

21 RECRUITMENT AND SELECTION

The survival of an organization in today’s globalized, technological and highly competitive envi-
ronment is not dependent only on the amount of financial and physical resources but also on the
quality of the human resources available in the organization. Identifying, attracting, and engaging
individuals with the right competencies at the right time is crucial to the survival of the organization.
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A thorough recruitment and selection process, as noted by Hamza et al. (2021), can guarantee an
organization’s productivity and consistency of performance and aid in further moulding employee
behaviour and attitude. That is, having comprehensive recruitment and selection approaches can
determine the organization's productive atmosphere (Malik, et al., 2021) since the recruitment and
selection of suitable employees with high-level talents and abilities significantly affect the production
efficiency of the organization (Venkateshwar, et al., 2017). Effective recruitment and selection strat-
egies significantly impact organizational performance and development because employees recog-
nize the organizational need and work toward the achievement of the organization’s goal (Anand, et
al., 2018).

Jashari and Kutllove (2020) posit that attracting a pool of human resources with capabilities, ex-
perience, and a wide range of skills leads to quality work and aids in achieving the firm's strategic
goals. With a well-designed laid down recruitment and selection process, an organization is likely to
obtain personnel with the needed skills, talents, attitudes and commitment (Halid, et al., 2020) which
would ensure that the organization's outcomes are beneficial to society and the nation. Proper re-
cruitment and selection also ensure that the suitable job applicant is employed (Kanyemba et al.,
2015). A planned recruitment and selection process also reduces employee turnover, aids in lowering
unnecessary expenses, and significantly contributes to improving organizational performance
(Hamza et al., 2021). This minimizes the turnover rate and reduces the investment made in frequent
advertisements. Successful employee recruitment and selection activities enable organizations to
obtain a dedicated and satisfied workforce who are capable of meeting the organization’s goals and
increasing profitability (Hossain et al., 2015; Cherif, 2020). Lack of strategic recruitment and selection
process, on the other hand, hampers the growth of the organization (Gopinath, 2021).

2.2 TRAINING AND DEVELOPMENT

The quality of an organization’s human resources determines the success or failure of modern
commercial enterprises. Employees who are well trained and developed are regarded as the founda-
tion of such achievement (Sal & Raja, 2016). Workforce training and development is a strategic move
by organizations to improve employee competencies for current and future work demands. This puts
the organization in a strategic position for competitiveness in the global marketplace since an em-
ployee’s skills and knowledge acquired via training and development are unique and cannot be imi-
tated (Murtiningsih, 2020). Training and development programmes impact positively on firm perfor-
mance. Therefore, organizational leaders must envisage it as critical to the success of the perfor-
mance and achievement of organizational goals and objectives (Rodriguez & Walters, 2017). Training
is an intervention employed to bridge employees’ skill gap between current performance and what
is expected. In a globalized world powered by information technology and fierce competition among
firms, employee training has become an essential tool to enhance the workforce’s technical, mana-
gerial and personality competencies for improved performance and the means to build the human
capital for wealth creation and provides a sense of job security, employee engagement and boost
employee morale (Rodriguez & Walters, 2017; Manju & Suresh, 2011; Rama & Shaik, 2012).

In Chakraborty and Biswas (2020) it was found that training and development, retention plan,
succession plan, job analysis and design affect organizational performance. Halid et al. (2020) also
identified that training and development were essential factors in determining the intention of lec-
turers to stay in Malaysia with their employers, that is, private higher education institutions. Simi-
larly, Adeyi et al. (2018) found that training and development affect employee retention. In another
development, Sal and Raja’s (2016) study of some private transport companies in Jordan, revealed a
statistically significant relationship between training and development and employee performance
and productivity. Hence, training and development are tools that help human capital discover their
skills and substantially impact firms' performance and productivity.
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2.3 MOTIVATION

Workforce motivation is described as a psychological process by which a person becomes in-
spired and encouraged to work consistently to achieve the desired outcome (Ali & Anwar, 2021). It is
also the willingness to exert an effort in a sustained manner in order to obtain a desired need or want
(Shenhav et al., 2021). Schunk and DiBenedetto (2020) define motivation as the processes that initiate
and sustain goal-directed behaviour. Thus, workforce motivation requires direction and persistence
in doing a particular activity (Nye, et al., 2021) which Rahiem, (2021) and Caligiuri, et al (2020) empha-
size that motivation can be seen to address the question, why, as to the reason behind an individual
choosing one action against another and the reason behind sticking to the selected course of action
in periods of difficulties and problems.

A substantial body of research believe that motivation influence employee training and contrib-
ute to return on investment for organisations (Williams, et al., 2015). The pleasure of activity is com-
monly referred to as intrinsic motivation (Rheinberg & Engeser, 2018) while extrinsic motivation
urges an individual to accomplish something which brings satisfaction to the job (Xu et al., 2020). For
example, Herzberg (1966) considers promotion, conditions at work, work environment, pay or allow-
ance, fringe benefits and job security as extrinsic motivation. This is also consistent with the study
of Williams, et al., (2015) who observed from their study that employees were more motivated in the
banking sector with other forms of rewards aside from their salaries. Nevertheless, extrinsic motiva-
tion is not persisted as long as the intrinsic motivation is natural and not forced by external factors
and leads to job satisfaction (Ryan & Deci, 2020; Rheinberg & Engeser, 2018). A well-motivated person
is a satisfied worker (Kuranchie-Mensah, & Amponsah-Tawiah, 2016; Lasisi, 2020).

24 JOB SATISFACTION

Job satisfaction has recently been the most investigated topic, as it is critical to employee per-
formance and retention (Gopinath, 2021). Job satisfaction may be influenced by leadership, conflicts,
level of motivation, performance, attitude and morale (Sarwar & Abugre, 2013; Singh & Jain, 2013).
The definition of job satisfaction is broad, with numerous variations provided in the literature. In-
trinsic and extrinsic satisfaction are among the characteristics of job satisfaction (Rasheed et al.
2020). Other researchers argue that job satisfaction is how employees feel about their employment
(Davidescu et al., 2020; Nguyen, 2020). Employee job satisfaction plays a fundamental role in ensur-
ing that employees work hard and invest more time and energy in performing tasks which eventually,
results in ian mproved output of a firm (Leonova, et al., 2021; Ravenna & Walsh, 2022; Saeed &
Waghule, 2021). Job satisfaction is defined as a person's feelings and attitudes toward their job (Aziri,
2011). Jawaad, et al. (2019) also see job satisfaction as the action and reaction (whether positive or
negative) of employees which are exhibited towards a task.

Studies have shown that salary and promotion are the most important elements influencing em-
ployee job satisfaction (Ali & Anwar, 2021; Dorta-Afonso et al., 2021; Obineli, 2013; Sarwar & Abugre;
2013, Treputtharat & Tayiam, 2014; Zakaria, et al., 2022). Sapada et al. (2018) also found that corporate
culture and work ethics boost employee job satisfaction. This implies that a positive organizational
culture and employee job satisfaction can increase employee performance. Organizations with good
practices in terms of training and development have also been seen to have a higher job satisfaction
rate among their employees (Jawaad, et al., 2019). Employees who feel motivated are mostly identified
to feel satisfied with their jobs (Zakaria, et al., 2022) and even though they may not be receiving higher
rewards Jawaad, et al. (2019) revealed that higher reward systems do not predict satisfaction since
some employees may not have any option not to quit their current jobs, due to unavailability of se-
cured jobs. Employee job satisfaction is the most crucial factor in employee performance, whereas
money is the least important. As a result, motivated and maintained personnel must realize the firm's
strategic goal and enhance organizational competence to deliver innovative business outcomes
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(Parameswari & Yugandhar, 2015; Singh & Gaur, 2018). Thus, there is a positive relationship between
motivation and job satisfaction.

2.5 MICROFINANCE

Microfinance institutions are noted globally for their leading role in supporting small and me-
dium enterprises (SMEs) to gain ground and conduct business by providing them with needed finan-
cial resources to grow, manage and sustain their businesses. They also contribute to reducing pov-
erty, empowering individuals (Ewusie et al., 2021), especially women (Addai, 2017), and SMEs finan-
cially, and improving living standards, an element of the Sustainable Development Goal thus, reduc-
ing poverty. Batinge and Jenkins (2021) identified that aside from microfinance institutions (MFI)
offering financial assistance, MFI also offer services to women which include training on financial
management, skill development and other social services in order to help enhance the welfare of the
women. It is also crucial to the socio-economic development of nations. About 75 per cent of the
Ghanaian populace in the informal sector obtain their source of funding from microfinance institu-
tions (Turkson et al., 2022). The challenge of the informal sector to secure funds for business opera-
tions is orchestrated by the springing up of MFI in the country. The main reason for their existence
is to provide alternative sources of funding for small and medium enterprises and to support the
development and growth of small enterprises (Nyanzu, et al., 2019).

In Ghana, Ewusie et al., (2021) note that a census of MFI project their number to be approximately
3000 while Alimo (2015) also posits that by categorization, 92% of companies in the country, are
SMEs. Thus, micro-credit from MFI is a unique development intervention for small enterprises and
also a source of economic relief to the poor. Microfinance institutions provide credit facilities to
SMEs and rekindle their entrepreneurial desire which is fundamental for business growth and sus-
tainability (Duramany-Lakkoh, 2021). They provide alternative sources of funding to small businesses
and also give employment opportunities to the youth in Ghana (Gakpo et al., 2021). Besides, they
promote a saving culture among the citizenry at the lower level of the economic structure and offer
guidance and training to people on strategic investment opportunities they can take advantage of e
to better their living conditions (Karmakar et al., 2011). Notwithstanding, microfinance institutions
experience difficulties resulting in lock-up of depositor’s funds (Addae-korankye, 2021), inexperience
fund managers and poor liquidity (Karmakar et al., 2011); excessive inter-microfinance lending and
borrowing resulting in a liquidity crunch (Bugg-Levine et al., 2012). Additionally, over-reliance on
donor funds for capital put MFI at a great disadvantage as they endure some unnecessary bureau-
cratic arrangements and other political connections weak corporate governance structures, and
weak financial and accounting practices (Agyeman et al., 2020). Microfinance over-indebtedness and
lack of information on operations also account for their frequent winding up (Kasoga, P. S., & Te-
gambwage, 2021; Saefullah et al., 2022).
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3 METHODOLOGY

31 RESEARCH APPROACH

The approach for the study was quantitative and the design was a cross-sectional survey. The
approach and design were appropriate for the study’s numerical data and to establish statistical re-
lationships and associations between variables. Walters (2021) points out that a survey design assists
in the collection of numeric data that are not readily available. It also helps to generalize the findings
of the research. As noted earlier, it is estimated that there are approximately 3000 MFI in Ghana
(Ewusie et al., 2021) which makes it significant for the study to use them as representative of SMEs.
The MFI is made up of susu operators (individuals and companies), money lenders, savings and loans,
credit unions, microfinance companies, rural and community banks, and financial non-governmental
organizations, The study employed the simple random sampling technique to select (100) micro-
finance that has been in existence for more than three years. This was obtained from the Bank of
Ghana and Microfinance Institutional Bodies. A sample size of 400 employees were selected for the
study using the Krejcie and Morgan (1970) table.

About three hundred and sixty-seven (367) questionnaires were retrieved and used for analysis.
Confirmatory factor analysis was used to test the measurement model on the data set with IBMSPSS
version 24 and the AMOS Structural Equation Model (SEM). The measurement model was used to
establish connections between variables. This aided in calculating the convergent and composite re-
liabilities. The SEM helped to estimate the sequence of connectedness and relationships simultane-
ously (Yeh & Li, 2009). The model allowed for the interpretation of results in multicollinearity com-
pared to multiple regression (Sarstedt et al., 2021). The factor construct used in this study was based
on a maximum likelihood estimate to test the research questions by assessing the general fit indices
used in the study.

3.11 MFEASUREMENT OF THE CONSTRUCT

To ensure content validity, items for the construct were taken mostly from previous studies.
Aside the personal characteristics of the respondent, the rest of the questionnaires was based on the
five-point Likert scale starting from strongly agree (5) to strongly disagree (1). The questionnaires
were reviewed by three human resource experts and piloted among twenty (20) employees from four
(4) microfinance institutions in Accra.

3.12 RESEARCH HYPOTHESIS

H1: Recruitment and selection directly and positively affect motivation

H2: Recruitment and selection directly and positively affect job satisfaction
H3: Training and development directly and positively affect motivation

H4: Training and development directly and positively affect job satisfaction
H5: Motivation directly and positively affect job satisfaction

3.2 RESEARRCH RESULTS
3.2.1 RESULTS OF THE MEASUREMENT MODEL

A confirmatory factor analysis using AMOS version 24 was used to test the measurement model.
Nine model fit indices were used for the assessment of the overall goodness of fit of the model: the
ratio of X2 of degrees of freedom (d.f.), Goodness of fit index (GFI) the adjusted goodness of fit index
(AGFI) root mean square residual (RMR), Tucker Louis index (TLI) Non fit index (NFI) comparative fit
index (CFI), root mean square of approximation (RMSEA) and PCLOSE. The model has the following
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goodness of fit index (X"~2/df = 1.68, GFI1 = 0.98, AGFI = 0.91, RMR = 0.03, TLI = 0.96, NFI = 0.93, CFI =
0.97, RMSEA 0.04 and PCLOSE = 0.88). All model indices met the acceptable cut-off values. After the
acceptance of the overall model indices the study went on to evaluate the psychometric properties
of the measurement model in terms of composite reliability, convergent validity and discriminate

validity.
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Fig 2. Measurement model (N=367)
Note: Model 1 fit indices: X"2/df = 1.68;, GFI = 0.98; AGFI = 0.91; RMR = 0.03; TLI =
0.96; NFI = 0.93; CFI = 0.97; RMSEA 0.04; PCLOSE = 0.88
Table 1. Results of CFA for the measurement model
Construct Coding Mean SD CA FacFor CR AVE
Loadings
RS5 347 0.91 0.91 0.78 0.93 0.86
R " ¢ and Sel RS4 349 0.93 0.89
ecru metrilo r‘;m elec RS3 3.54 0.91 0.85
RS2 3.72 0.83 0.87
RS1 3.38 0.95 0.76
TD5 2.72 0.82 0.87 0.76 0.91 0.82
Train d devel TD4 2.85 0.89 0.75
raining and develop TD3 271 0.88 0.78
ment
TD2 3.09 0.92 0.87
TD1 2.99 0.95 0.66
MT4 3.99 0.78 0.67 0.62 0.88 0.77
Motivation MT3 3.84 0.77 0.72
MT?2 3.82 0.80 0.54
MT1 3.86 0.75 0.51
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JS5 3.47 0.79 0.86 0.78 0.90 0.81
IS4 2.92 0.93 0.82
Job Satisfaction JS3 2.79 0.85 0.70
JS2 3.13 0.86 0.74
JS1 3.26 0.95 0.72

Note: SD: Standard Deviation, CA = Cronbach’s Alpha, CR = Composite Reliability = (square of the summation of the
factor loadings) / (square of the summation of the factor leadings), AVE: Average Variance Extracted = (summation of the
square of factor loading) / (summation of square of the factor loadings) + (summation of error variances).

Cronbach's alpha values ranged from MT = 0.69 to JS = 0.86 to TD = 0.87 to RS = 0.91, with a KMO
value of 0.89, an approximate chi-square value of 3824.28, df, 171 and a significance of 0.000. The
findings suggest that the data is sufficient to run the CFA model. The SEM analysis found the observ-
able variables that are critical to describing the numerous constructs used in this research's concep-
tual model. X2 /df = 1.68, GFI = 0.98, AGFI = 0.91, RMR = 0.03, TLI = 0.96, NFI = 0.93 were achieved by
all elements in the CFA model. The CFI is 0.97, the RMSEA is 0.04, and the PCLOSE is 0.88.

The model met all of the conventional model fit indices thresholds. The study went on to examine
the composite reliability (CR) and convergent validity (AVE). The CR values were RS = 0.88, TD = 0.88,
MT = 0.69, and JS = 0.86. All of the CR values were greater than 0.60, indicating that all of the meas-
urement models of MT, JS, TD, and RS have required composite reliability greater than 0.6, implying
that all of the constructs have internal consistency between all of the indicator variables. The re-
searchers continued to test the AVE and differentiate construct values. In addition, the AVE values
ranged from RS = 0.86 to TD = 0.82 to MT = 0.77 to JS = 0.81. All construct AVE values were greater
than 0.50, indicating the presence of convergent validity.

Table 2.  Discriminate Validity

Constructs Reg:;;r;g? & D:::llg;;glei . Motivation | Job Satisfaction
Recruitment & Selection 0.92

Training & Development 0.53 0.91

Motivation 0.07 -0.02 0.88

Job Satisfaction 0.46 0.42 -0.00 0.90

Note: Discriminate values of all latent variables are greater than the correlations

Table 2 gives the summary of the results of internal consistency and convergent validity for the
constructs. The internal consistency reliability was conducted to test the unidirectionality and this
was assessed using Cronbach’s alpha. The result of the Cronbach’s alpha ranges from 0.67 to 0.91.
Barclay et al (1995) and Nunnally and Bernstein (1994) state that for an item to be accepted, it should
have a threshold of > 0.7, which means more than 50% share of variance between one construct. Hair
et al. (1998), Chau and Hu (2002) have indicated that > 0.7 is not the outright standard and any figure
ranging from > 0.5 is the acceptable level. The study further conducted composite reliability and
convergent validity and all factors in the measurement model revealed adequate reliability and con-
vergent reliability. The convergent validity is therefore considered reasonably satisfactory. Fornell
and Larcker (1981), established that to determine discriminate validity, it is important to compare the
squared correlations between constructs and the variance extracted for each construct. The results
indicated that the square correlations for all constructs were lesser than the square root of average
variance extracted (AVE) which means that discriminate value greater than the square correlation.
This means there is discriminate validity present with all constructs as indicated in Table 2.
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3.2.2 THE STRUCTURE MODEL

Figure 2 showed the structural model’s overall goodness of fit indices. The model overall pro-
vides a good model fit X2 /if = 2.14, GFI = 0.94, AGFI = 0.92, RMR = 0.05, TLI = 0.94, NFI = 0.91, CFI =
0.95, RMSEA 0.05, PCLOSE = 0.20. The study proceeded to examine the path coefficients of the
model. The structural model was evaluated based on the magnitude and significance of the path co-
efficient generated from AMOS structural equation model. The coefficient represents the hypothe-
sized relationships linking the constructs in the model. The path coefficient of the constructs was
tested to examine the relationship if they were significant using the p-value. The analysis of the
study was based on a 5 per cent significant level (i.e., p-< 0.05) therefore, the critical region for the
t-test was between -1.96 and +1.96. Figure 3 and Table 2 present the results of the standardised path
coefficient between the proposed constructs.

The results pertaining to model show that each HRM activity, that is, recruitment and selection,
and training and development were not positively linked to motivation and also not statistically sig-
nificant at p-< 0.05. Therefore, the HRM practices constructs were not collectively and positively
related and cannot predict employees’ level of motivation. Hence, hypothesis one and two are re-
jected. It is concluded that motivation does not mediate on the relationship between recruitment
and selection and training and development.

Model 2 - the path coefficient, shows that the two HRMP constructs (recruitment and selec-
tion, training and development) were positively related to job satisfaction and statistically significant
at 5% confidence level i.e., p-< 0.05. Therefore H3-H4 are acceptable implying that constructs were
collectively and positively related and, therefore determine the level of performance. Model 3 - the
results indicate that (H5) does not have a statistically positive relationship with job satisfaction at p-
<0.05. Therefore, H5 is rejected. The direct and indirect and total effect was not performed because
from the results of the study motivation does not mediate the performance of recruitment and se-
lection, training and development.
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Fig 3. Measurement Model (N=376)
Note: Model 3 fit indices: X"2/df = 2.141; GFI = 0.94; AGFI = 0.92; RMR = 0.05; TLI = 0.94, NFI = 0.91; CFI = 0.95;
RMSEA 0.05; PCLOSE = 0.20
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Table 3.  Summary Results of the Hypotheses Testing

Model | Hypotheses Path Estimate (B) S.E. C.R. | P-value Results
Model 1 H1 MT -->TD -0.08 0.04 1.14 0.25 Not significant
H2 MT-->RS 0.11 0.04 1.52 0.12 Not significant
Model 2 H3 JS -->TD 0.26 0.06 | 4.08 0.00 Significant
H4 JS -->MT -0.02 0.09 0.37 0.70 Not significant
Model 3 H5 JS -—>RS 0.36 0.06 5.58 0.00 Significant

Note B= standardized beta coefficients: S. E. = standard error: C. R. = critical ratio *p<0.05
**%* Correlation is significant at the level of 0.01 (two-tailed)
** Correlation is significant at the level of 0.05 (two-tailed)

Table 3 depicts the relationship among the variables. The results showed a statistically significant
effect that training and development (p=.000) and recruitment and selection (p=.000) have on job
satisfaction. However, there was no relationship between motivation and recruitment and selection,
training and development and job satisfaction.

4 DISCUSSION

It is stated that recruitment and selection, training and development constructs were substan-
tially and positively associated with employee job satisfaction construct and that these relationships
were statistically significant at the 5 per cent confidence level. The findings of this study support the
work of Jashari and Kutllovc (2020), Gopinath (2021), and Nguyen et al. (2021). Thus, the success of a
business is achieved when owners/managers recognize the importance of recruiting and selecting
the right calibre of employees with the requisite competencies for the job and provide the appropri-
ate training and development programmes to handle current and future job demands. Manag-
ers/owners of SMEs must budget for training and development programmes, and provide training
that will equip employees with the right skills for the jobs they perform. This will make the employees
satisfied and contribute to organisational growth and sustainability. This is because a satisfied em-
ployee invests more time and energy to discharge tasks. This eventually, contributes to the produc-
tivity and performance of the organization (Leonova, et al., 2021; Ravenna & Walsh, 2022; Saeed &
Waghule, 2021).

However, the path coefficient implies that recruitment and selection variables have a greater
impact than training and development indicators. This can be explained by a study conducted by
Hamza et al. (2021), which revealed that the appropriate selection techniques during the recruitment
process are critical to determining the right calibre of people for the job. Employees who acquire the
desired job are more satisfied than those who are not interested in the work that is being offered.
This proves that employee recruitment and selection are crucial to the success of the organization
and employee satisfaction.

5 CONCLUSIONS

Some studies have shown a statistically significant relationship between recruitment and selec-
tion, and training and development on employee job satisfaction. This important study revealed that
motivating the workforce does not mediate employee satisfaction on the job among SMEs. However,
the study concludes that recruitment and selection, and training and development have positive ef-
fects on employee job satisfaction among SMEs.

Despite the importance of this study, the results should be considered with caution, as the sam-
ple is limited to Ghana and particularly, SMEs in the Greater Accra Region. Further studies should be
conducted using a qualitative approach to provide detailed and vivid descriptions of SMES’ experi-
ences and why motivation does not influence the performance of SMEs. This will help find a solution
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to the problem of motivation in SMEs. This is because studies have found that motivation influences
job satisfaction and this could be one of the reasons for some SMEs’ growth. Finally, a study can also
be conducted on why employees of SMEs are not motivated in their jobs.

The scope of this research was limited to microfinance institutions in the Greater Accra Region,
Ghana. The study also used the quantitative approach. The study, therefore, recommended that the
scope be expanded to include other regions and SMEs in the manufacturing sector. Besides, other
approaches example, the mixed method or the qualitative study could be used to study the phenom-
enon.
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