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ABSTRACT

The world of work has undergone numerous changes. Emotional intelligence, job satisfaction and
work-life balance are becoming increasingly important to parties in the employment relationship.
The study sought to explore the moderating effect of emotional intelligence on the relationship
between job satisfaction and work-life balance among University employees. 206 academic and
administrative staff members at the University of Namibia’s main campus in Windhoek were
selected to be part in the study. A cross sectional research design was used with information
collected through the means of online questionnaires. SPSS version 27 and process macro were
used for the analysis of the data. Study findings revealed that emotional intelligence had a positive
relationship with job satisfaction (r = 0.56; p = <0.0001). Emotional intelligence had a positive
relationship with work-life balance (r = 0.65; p = <0.0001). Job satisfaction had a positive
relationship with work-life balance (r = 0.78; p = <0.0001). Emotional intelligence however, did
not have a moderating effect on the relationship between job satisfaction and work-life balance, as
results revealed a significance level of 5%. Organisations need to invest in positive psychological
variables, as a curb to the low levels of emotional intelligence, as well as develop policies which
enhance job satisfaction and work-life balance in the institution. The researcher proposes that the
University trains its employees on emotional intelligence. The organisation is also advised to

constantly review its policies on job satisfaction and work-life balance.

Keywords: emotional intelligence, job satisfaction, work-life balance, academic staff, university

employees
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CHAPTER ONE
INTRODUCTION

1.1 Orientation of the study
We are living in a rapidly changing and an ever-modernising world (Prince, 2017). These
developments pose as disruptions to the economies of developed and developing nations
(Adekoya-Sanni, 2015) such as Namibia. Employees bear the brunt from the turmoil in the
economy as it becomes increasingly difficult to find a balance between their work and private
lives. Work-life balance is the ability to equally measure and deal with personal responsibilities,
while ensuring optimum job performance (Murase et al., 2012). A balance is needed in order to
combat stress, promote efficiency and improve the overall wellbeing of an individual (Al Hazemi
& Ali, 2016). Job satisfaction has been determined to be one of the most determining factors that
affect an employee’s balance between their work and personal lives (Walga, 2018). Job satisfaction
has been defined by Adekoya-Sanni (2015) as an employee’s attitude and fulfilment within their
job. Employees that are satisfied within their job, not only perform better in their job role, but they
also experience better relationships with their colleagues and are emotionally stable (Sharma,

2017).

A lack of emotional stability can greatly affect an employee’s job satisfaction (Arthaud-Day et al.,
2017). Emotional intelligence can be defined as one’s internal ability to identify and understand
one’s own emotional state as well as the feelings of others and use them to direct actions and
respond in various situations (Lata &Yadav, 2019). A lack of emotional intelligence within an
organisation can lead to conflict between colleagues, poor job performance and may fail to enable
employees to withstand emotional pressure (Lee, 2018). Emotional intelligence, job satisfaction

and work-life balance are all linked and influence each other (Haider et al., 2019). The overall aim



of the study is to explore the moderating effect of emotional intelligence on the relationship
between job satisfaction and work-life balance. Emotional intelligence, job satisfaction and work-
life balance have become discussions of paramount importance during the Covid-19 pandemic.
There is however not much literature on these areas within the Namibian context to support

organisations. The researcher therefore aims to add to the literature within the Namibian context.

1.2 Statement of the problem
Having a balanced work-life has been determined to be nearly impossible due to our vast access
to technology, odd working hours and lack of free time (Cottineau, 2014). Matias (2016) states
that Namibians are not emotionally intelligent and not fully satisfied in their jobs, as they struggle
to manage and balance both their work and private lives (Watermeyer, 2016). The environment in
which an employee works in also plays a role in how satisfied they are within their jobs. Within
the context of this study, the University was undergoing restructuring which is known to create
job dissatisfaction and poor work performance within the workplace (Ozgelik et al., 2020) as well
as dealing with the impact and effects that Covid-19 has had on the normal working day such as
changing their mode of work and struggling with issues brought about by the pandemic (Kaushik
& Guleria, 2020). This could also influence their job satisfaction. Not much research has been
carried out within the Namibian context to fully understand the moderating effects of emotional
intelligence on job satisfaction and work-life balance. Therefore, predicting association amongst
different levels of emotional intelligence within the Namibian context and its influence to job
satisfaction and work-life balance is paramount. More research is needed within the Namibian
workforce to add to the literature and give insight on where the employees can improve on in order

to greatly improve the job satisfaction levels and work-life balance within the country.



1.3 Research Questions
What effect does emotional intelligence have on the relationship between job satisfaction and

work-life balance? If any, to what extent is the effect?

1.4 Hypothesis of the study

H1o Job satisfaction has a positive effect on the work-life balance of employees at the University
of Namibia’s main campus in Windhoek, Namibia.

H20 Emotional intelligence has a positive effect on the job satisfaction of employees at the
University of Namibia’s main campus in Windhoek, Namibia.

H3o Emotional intelligence has a positive effect on the work-life balance of employees at the
University of Namibia’s main campus in Windhoek, Namibia.

H4o Emotional intelligence moderates the relationship between job satisfaction and work-life

balance of the employees at the University of Namibia’s main campus in Windhoek, Namibia.



Figure 1.1

Author’s interpretation of the study conceptual model

Emotional intelligence

H» Hs
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Job Satisfaction Work-life balance

Hi1

1.5 Significance of the study
Research has shown a relationship between emotional intelligence, job satisfaction and work-life
balance (Lata & Yadav, 2019). Emotional intelligence is advantageous in the pursuit of a
successful and productive nation, as it equips individuals to improve the overall productivity and
economy of the nation (Bosco et al., 2018). There is however scant research on the association
between the study’s variables within the Namibian context. This study could aid in providing
additional information to research done within the Namibian context and make recommendations
for further areas to be studied within its scope. This study could also equip organisations within
Namibia with tools that can help improve their employee job satisfaction and aid employees in

improving their emotional intelligence as well as their work-life balance. This study sought to



disclose the significant differences of the effects of these variables within the Namibian context in

comparison to other countries around the world.

1.6 Limitations of the study
The inability to control the environmental and emotional factors that may have been determents of
the responses of the participants, such as having a stressful day or being anxious is a limiting factor
in the study. The study was carried out during a period of restructuring within the University and
the global Covid-19 pandemic, therefore those factors may have influenced the results. As the data
was conducted through questionnaires, close ended questions were required which did not allow
clarification on certain points. Financial resources were also a limitation as a wider sample could
have been targeted if there were additional funds available. Lastly, longitudinal effects could also
be a limitation as the study could not monitor changes and identify if whether or not the awareness

has caused a change.

1.7 Delimitations of the study
The delimitations within this study included the sample size as it was not a full representation of
Namibia due to the fact that the study was only conducted on employees from the University of

Namibia’s main campus in Windhoek. This will affect the generalisability of study findings.

1.8 Thesis outline
This thesis is divided into five chapters:
Chapter One introduced the study’s concept

Chapter Two will provide a review of related and relevant literature



Chapter Three will outline the methodology used to conduct the study
Chapter Four will present the analysis of the results obtained from the study

Chapter Five will discuss the results of the study, conclude the thesis and offer recommendations.

1.9 Conclusion
This chapter has proffered and discussed the background of the study, statement of the problem,
research objectives, significance of the study, limitations of the study as well as the delimitation

of the study.



CHAPTER TWO
LITERATURE REVIEW
2.1 Introduction
The previous chapter introduced the concepts and definitions of emotional intelligence, job
satisfaction and work-life. This chapter will give an in-depth outline into the concepts and delve
into the theory which grounds the study. The antecedents of each variable are discussed as well as
the relationship between each variable. The applicability of the Self-determination theory to the

study context will also be explored.

2.2 Conceptual Literature

This section will define the terms adopted in the study. The terms being emotional intelligence,

job satisfaction and work-life balance.

2.2.1 Decoding Emotional Intelligence

It is important to understand what emotional intelligence is comprised of in order to fully

understand it.

2.2.1.1 Emotions
Emotions are experienced by every human on a daily basis. They are subjective and are said to be
linked to the nervous system of an individual which is influenced by neuropsychological changes
in their thoughts, behavioural responses etc. and consist of feelings such as fear, sadness, joy etc.
(van Kleef & COté, 2022). Emotions are known to be strategic in that they serve as guides to

choices (Hwang & Matsumoto, 2019). They are also thought to be trainable (Mohr et al., 2021).



2.2.1.2 Intelligence
The term intelligence was primarily analysed after an examination of the results of a mental
aptitude test in which it was concluded that intelligence is the general ability of humans to reason,
solve problems and learn (Spearman, 1961; DeYoung, 2020; Zajenkowski & Dufner, 2020). It is
believed that there are five types of intelligence; musical intelligence, interpersonal intelligence,
intrapersonal intelligence, kinesthetic intelligence and numerical/logical reasoning intelligence

(Furnham & Petrides, 2004; Thambu, 2021).

Emotional intelligence is therefore the capability to control and understand emotions and use them
in a positive way in one’s everyday life (Goleman, 2021). Emotional intelligence may have an
influence on every aspect of an individual’s life, ranging from their mental health to their physical
health (Rathore et al., 2017). Literature has revealed that having higher levels of emotional
intelligence is an important component to have in an organisation as it can greatly affect one’s
work performance and one’s relationship with co-workers as well as your stress levels and job

engagement (Cote, 2014; Goleman, 2021; Khalili, 2012).

Emotional intelligence has been studied by many scholars throughout history (Sadri, 2021). The
concept can be dated all the way back to 1920, but only grew tremendously from 1990. Thorndike
defined social intelligence as the ability of an individual to communicate with others, understand
others and partake in social relations (Thorndike, 1920). Social intelligence is gained through
experiences that one faces in life such as successes and failures which help one identify acceptable
forms of behaviour and communication (Wang & Matsumoto, 2019). Wechsler (1940), who

pioneered the field of cognitive psychology, defined intelligence as the ability to perceive, control



and evaluate emotions. He proposed that intelligence has different components, namely;
intellective and non-intellective intelligence. Intelligence is believed to be an effect where non-
intellective factors such as personality influence an individual’s intelligence levels and could
influence the level of success within individuals (Wechsler, 1940). Maslow (1962) brought focus
to how individuals can build their emotional strengths. He believed that individuals can build their

emotional strengths and cultivate their capability to efficiently handle their emotions.

Gardner (1991) developed the theory of multiple intelligences in order to explain the different
forms in which individuals absorb and obtain information. It is believed that individuals are not
born with all the forms of intelligence that they will possess throughout their life span and that one
has both intrapersonal and interpersonal intelligence (Ganiev et al., 2021). Intrapersonal
intelligence is one’s ability to look internally whereas interpersonal intelligence has to do with
interactions with others (Gardner, 1991). Gardner’s theory states that multiple intelligences range
from introspection, words, pictures, music, numbers, physical movement, being in tune with nature
as well, to social interactions (Yavich & Rotnitsky, 2020). Thorndike (1936) devised the term
social intelligence as an individual’s ability to interact and form bonds with others through
compassion and assertiveness through the ability to control an individual’s feelings. The term
“emotional intelligence” was then devised by expanding on the concept of social intelligence. This
was through the inclusion of the fact that social intelligence not only involves regulating one’s
emotions but also, monitoring those of other’s while using that information in everyday situations

(Herzig et al., 2019).



The concept of emotional intelligence was then further promoted by Goleman (1996) in his work
entitled ‘Emotional Intelligence: Why it can matter more than 1Q’. With the history of the concept
of emotional intelligence and all the theories within it, emotional intelligence can be defined as
one’s instinctive ability to identify, control and evaluate one’s feelings and state of mind as well
as be able to decipher and understand those of others and use that knowledge in the relevant
situations (Druskat et al., 2013). The concept of emotional intelligence has stimulated multiple
debates amongst theorists as to whether or not it is a learned ability or if one is simply born with

it (Murphy, 2014).

Kiyosaki and Wheeler (2013) released a book entitled “Why ‘A’ students work for ‘C’ students
and ‘B’ students work for the government”. This book describes ‘C’ students as efficient, effective
and focused. They state that ‘C’ students are more creative and are more interested in the approach
rather than the actual grade obtained. While ‘A’ and ‘B’ students seek external security through
the means of good grades, C students have realised that their security is internal. Lastly, while ‘A’
and ‘B’ students try to learn and do everything themselves, ‘C’ students have realised and accepted
that they cannot do everything on their own and that they need other people who are more

competent in the areas where they are weaker.

This is a classic example of emotional intelligence. In this depiction, one would say that ‘C’
students are more emotionally intelligent than ‘A’ and ‘B’ students simply because ‘C’ students
are; analytical (they know what is worth putting energy into and what isn’t), are self-aware (they
know their weaknesses and their strengths), they are curious and analytical (they do not just cram

answers and theories into their minds but rather try to understand the concepts behind them), lastly,

10



they are internal with their processes meaning that they believe in their abilities and realise that
they are not always externally influenced (Xu et al., 2019). This is relatable to the workplace as it
shows the difference that can be made by having highly emotional intelligent people in the

workplace.

There are four levels of emotional intelligence. The first one is to be able to perceive one’s own
emotions and that of others (Kanesan & Fauzan, 2019). This comes by understanding verbal and
non-verbal cues. The second level is to reason with those emotions (Matthews et al., 2012). This
entails paying attention and truly trying to decipher these emotions. The next level is to
understand the emotions. Once the emotions have been perceived and reasoned out internally, it
will be easy for an individual to understand what they or someone else is feeling and why they are
feeling that way (Sadri, 2012). The last level is to manage emotions (Kanesan & Fauzan, 2019).
The ultimate test is how these emotions are handled and regulated. This will ensure that an

individual can accurately respond appropriately to different situations presented to them.

Emotional intelligence has been said to be comprised of five constructs (Goleman, 2021), namely;
self-awareness, self-regulation, motivation, empathy and social skills, which will be discussed
under 2.2.1.4 Constructs of Emotional Intelligence. Emotional intelligence has been found to
directly influence the job satisfaction and work-life balance of an employee, as an employee’s
mental state of health has been found to influence all aspects of their lives (Goleman, 2021). It is
therefore important for organisations to invest in developing the emotional intelligence of their
employees. Emotional Intelligence can however also be actively developed by the employees

themselves. Things such as training, personal reflection and being in-tune with their emotions can

11



help them develop their emotional-intelligence (Druskat et al., 2013). Emotional Management can
be defined as the ability of an individual to be in-tune with their negative and positive emotions as
well as know how to handle them (Goleman, 2021). The ability to respond to these emotions and
manage the negative emotions is known as Emotional Control (Goleman, 2021). These emotions
can range from anger, frustration or even hostility. This capability is useful in both an individual’s

personal life as well as their work life.

2.2.1.3 Antecedents of Emotional Intelligence
Emotional Intelligence is a concept that has come of great interest to researchers and theorists
(Goleman, 2021). Emotional intelligence was used by many researchers and organisations to
identify how it plays a role in areas such as organisational change (Khalili, 2012), leadership styles
(Lubbadeh, 2020), critical thinking (Sadri, 2012), positive work attitudes (Goleman, 2021) and
cognitive-based performance (Murphy, 2014). For one to truly understand the concept of
emotional intelligence and how exactly it plays a role in the workplace, it is important to know the
antecedents of emotional intelligence. It has commonly been linked to the personality traits of an

individual, curiosity and motivation (Alegre et al., 2019; Hong et al., 2011).

2.2.1.3.1 The Personality Traits
Personality can be defined as individualistic differences in the way individuals think, behave and
feel and is believed to be composed of five traits known as the big five personality traits (Fiske,
1949; Hampson, 2019). These are; openness to experiences, conscientiousness, extraversion,
agreeableness and neuroticism or OCEAN as it is commonly known (Hassan et al, 2016). These
personality traits are often thought to range between two extremes and each individual falls in-

between this range (Khalili, 2012). Openness has to do with individuals who enjoy learning new

12



things and new experiences (Ryback, 2012). Employees who score high on openness would bring
more creativity to the organisation and be able to put the organisation at an advantage over
competitors as they find new ways of doing things (Hampson, 2019). Individuals with higher levels
of emotional intelligence are often more open to new experiences (Goleman, 2021).
Conscientiousness has to do with being thorough and vigilant (Hassan et al., 2016). A highly
conscientious employee is more likely to complete tasks timeously as they are able to prioritise,
will produce work of a qualitative nature as they pay more attention to detail and be more
productive and efficient as they are cautious (Farhadi et al., 2012). Employees with higher levels
of emotional intelligence are actively aware of their action and take precaution when taking certain
actions (Goleman, 2021). Extraversion has to do with an individual’s sociability and decisiveness
(Anglim et al., 2019). Employees who score high in extraversion are more likely to socialize with
their colleagues and build work relationships, they are more sociable which means that they would
be better suited at interacting with customers and enjoy meeting new people which could serve

well for the marketing purposes of an organisation (Wilmot et al., 2019).

Agreeableness has to do with the cooperativeness, level of sympathy, level of empathy and trust
of an individual (Guay et al., 2016). Employees who are more agreeable tend to be more
cooperative and have a genuine care for others (Bradley et al., 2013). Higher levels of emotional
intelligence is often associated with agreeableness as it is believed that individuals with higher
levels of emotional intelligence are more sympathetic and empathetic towards others (Goleman,
2021). Neuroticism is an interesting personality trait, as the higher an individual scores in
neuroticism, the more an individual is prone to feeling anxious, fearful, guilty or depressed (Hassan

etal, 2016). Employees who score high in neuroticism are more likely to feel stressed, feel anxious,

13



are not resilient and are easily upset (Johar, 2013). Employees who score low in neuroticism are
more emotionally stable, can better deal with stress, are more resilient and are generally happier
(Wilmot et al., 2019; Hlatywayo et al., 2013). Emotional intelligence is often associated with low
levels of neuroticism as individuals are higher levels of emotional intelligence are better able to

deal with stressful situations as well as negative emotions (Goleman, 2021).

2.2.1.3.2 Curiosity
With regards to curiosity we will look at the curiosity quotient. The curiosity quotient is an
individual’s need for knowledge and more information (Bradley et al., 2013). Employees with a
high curiosity quotient are often bored with routine and always strive to find new and exciting
ways to get things done (Chamorro-Premuzic, 2014). Emotionally intelligent people are often
curious and find different and unique ways to do things (Goleman, 2021). Not much literature
exists with regards to the emotional intelligence of employees within Namibia. Even more so on

how it influences and effects the job satisfaction levels and the work-life balance of Namibians.

2.2.1.3.3 Motivation
Motivation is a concept that plays a big role in our lives. It determines how we complete our tasks
and go about life (Deci & Ryan, 2012a). Motivation can be defined as a reason for doing a
particular activity (Elliot & Dweck, 2013). These reasons are influenced by the cognitive forces,
biological factors, emotional factors and social factors of an individual (Weiner, 2013).
Motivation serves as a guiding force for individuals and within an organisation, it keeps employees

engaged in their work, produces efficiency and keeps employees happy (Ganta, 2014). Motivation
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is said to have three major components; activation, persistence and intensity (Tulis & Fulmer,

2013).

There are four types of motivation. Firstly, intrinsic motivation is a central determination that
drives an individual to perform an activity simply because they enjoy it and not necessarily because
of an external reward (Rheinberg & Engeser, 2018). This is said to be the best form of motivation
because it is not based on an external outcome or an award but simply from internal satisfaction,
it is long lasting and self-sustainable (Kim, 2019). An intrinsically motivated employee will carry
out their role or complete a task because they enjoy doing it. This often means that they have a
passion for the task and are more likely to complete it in the best way possible (Ganta, 2014). They
would have a greater understanding of the task and its components and therefore know the best
way to go about completing it. They would also want to increase their knowledge of the task or
role in order to do it to the best of their ability and find new and creative ways to complete the task
(Gerhart & Fang, 2015). This improves the performance within the organisation. There are three
drives of intrinsic motivation, namely; autonomy, mastery and purpose (Cerasoli & Ford, 2014).
In order for employees to be fully motivated, they need to have some control over their work with
regards on how to do it, when to do it and who to work with (Dysvik & Kuvaas, 2011; Kim, 2019).
Autonomy breeds innovation and creativity within an organisation which could give the

organisation a competitive advantage in the market (Gagné & Bhave, 2011).

Mastery is an individual’s desire to grow and improve (Cerasoli & Ford, 2014). Employees who

are intrinsically motivated by mastery are always striving to develop their skills and knowledge in

an effort to progress and grow (Parker et al., 2012). They will constantly be engaged in learning
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and training and seek opportunities to improve on what they know (Gerhart & Fang, 2015).
Purpose entails working towards a greater goal or finding a purpose in the job (Barrick et al.,

2013).

Although intrinsic motivation is seen as the best form of motivation due to its ability to achieve
long term objectives and keep, it is difficult to state that any form of motivation is best as each
type of motivation influences human behaviour differently and effects each individual in a
different way (Ganta, 2014). This is because each form of motivation possesses their own pros and
cons. Although intrinsic motivation may help an employee complete a task, it does not necessarily
mean that what was achieved through the motivation is what should have been achieved (Cho &
Perry, 2012). Intrinsic motivation may be increased in an organisation through genuine positive
feedback, praise, giving employees challenging work that provides autonomy (Yidong & Xinxin,
2013), allowing employees to choose which tasks they want to complete in connection with their
skills, growth opportunities or even simply involving them in decision making (Cho & Perry,
2012). Sometimes, when an individual receives too much praise for completing mundane tasks,

their intrinsic motivation may decrease.

The second type of motivation is extrinsic motivation. Extrinsic motivation is the opposite of
intrinsic motivation and entails actions driven by an external reward or even in order to avoid a
negative outcome (Gerhart & Fang, 2015). External rewards can be extremely effective to get
employees to be more productive and influence their behaviour, it may even create interest within
a task that the employee did not have previous interest in (Deci & Ryan, 2014). In most

organisations, external rewards include salaries, compensation packages, bonuses, health benefits
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or even awards (Gerhart & Fang, 2015). These often encourage employees to learn new skills, take

on new challenges or perform better in their roles (Hennessey et al., 2015).

Extrinsic motivation within employees can be increased through offering monetary rewards for
milestones reached, offering bonuses or awards for the employee of the month or even offering
promotions for high performing employees (Kim, 2019). Extrinsic motivation on the other hand
also poses a number of cons. Extrinsic motivation may repress creativity within employees and
repress their intrinsic motivation (Mafini & Dlodlo, 2014). Often times the motivation only lasts
as long as the external reward and therefore it is not feasible for a long-term solution (Dang &
Chou, 2019). Extrinsic rewards may also lose their effect if there is no variety. Extrinsic motivators
are often best used when employees have little or no interest in performing a specific task or where

they lack in certain skills (Gerhart & Fang, 2015; Kim, 2019).

The third type of motivation is introjected motivation. Introjected motivation is very similar to
intrinsic motivation, however, the source of this motivation is often shame, guilt or worry
(Hennessey et al., 2015). This form of motivation is often associated with issues such as anxiety
and/or depression (Ciani et al., 2011; Kim, 2019). Employees or individuals would then carry out
or complete the specific tasks in order to avoid feeling guilty or anxious. The fourth type of
motivation is identified motivation. Identified motivation is where an individual carries out a
specific task or role only when it has value or becomes personally important to them (Gerhart &
Fang, 2015). Organisations need highly motivated and engaged employees which could serve as
the missing link between higher performance and thorough engagement within an organisation. It

is highly important to study one’s employees and determine which form of motivation suits each

17



individual. Not only will this save time and resources but it can also help the organisation retain

top talent and allow the employees to feel cared for and noticed by their employer (Lazaroiu, 2015).

2.2.1.4 Constructs of Emotional Intelligence
Gumede (2018) concedes with literature on the work of Goleman which believes that emotional
intelligence consists of five dimensions; self-awareness, self-regulation, motivation, empathy and

social skills. Each dimension shall be discussed in detail.

2.2.1.4.1 Self-Awareness
Self-awareness is the ability of an individual to view their actions and reactions objectively in
order to better understand why one feels a certain way or behave in a specific way (Kagan, 2013).
Self-awareness is an important human aspect as it influences the personal development of an
individual (Nida-Rimelin, 2017). Humans are not completely born self-aware as the emergence
of self-awareness is only noted from the age of one (Kagan, 2013). Goleman describes three
competencies of self-awareness; emotional self-awareness which is the recognition of one’s
emotions and their effect on one’s life and those of others, accurate self-assessment which is
knowing one’s limitations and strong points and self-confidence which can be defined as a sense
of and individuals’ value and competences (Morin, 2011). Self-awareness is a key component of
emotional intelligence and can greatly benefit organisations. Individuals who are self-aware are
better able to deal with stress as they can easily identify stressors within their environment and
avoid them or find ways to manage them, this would also enable them to feel less burnt out (Sutton,
2016). Employees who score higher in self-awareness are also able to manage their time better

which means that their tasks would be completed on time and they are also able to handle feedback
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better as they are introspective can better handle constructive criticism (Rasheed et al., 2019). They
are also more likely to identify what they are passionate about and this can enable to align their
passion to their skills. Higher levels of self-awareness have also been linked to higher levels of job

satisfaction as individuals are able to identify what best suits them (Kagan, 2013).

Being too self-aware also comes with its drawbacks as it can have an employee feel an inflated
sense of self which could often come off as arrogance and it can also cause an individual to over
analyse and overthink situations which could cause issues where there are none (Taylor et al.,

2012).

2.2.1.4.2 Self-Regulation
Self-regulation can be defined as how individuals deal with stressors in order to produce a positive
outcome in a given situation (Vohs & Baumeister, 2016). There are two types of self-regulations;
behavioural self-regulation is where an individual’s controls their behaviour and emotional self-
regulation where an individual controls their emotions (Koole et al., 2011). Albert Bandura first
defined self-regulation as the act of monitoring, judging and reacting to one’s behaviour (Bandura,
2012). Individuals who score higher in self-regulation are able to contain their anger and calm
themselves down in heated situations. They are also just as likely to be able to cheer themselves
up when they feel sad or upset about something (Inzlicht et al., 2021). Within the organisation,
these individuals are able to adapt better to different working conditions are able to work well with
their colleagues, work better under stress and are more resilient (Rothstein et al., 2016). They also
make better choices within the organisation and are able to help steer the organisation away from

foreseen problems (Vohs & Baumeister, 2016). There are certain ways that organisations can help
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increase self-regulation within their employees. This is by creating effectual communication
channels, encouraging proper communication, having suitable measures in place to resolve
conflicts in a healthy and productive manner, helping employees with time management through
training and courses and keeping them motivated to do their best (Steinbauer et al., 2018).
Employees who score low in self-regulation are more likely to be poor at time management, have
poor communication skills and are not able to handle pressure from the organisation (Inzlicht et
al., 2021).
2.2.1.4.3 Motivation

Previously in the study, intrinsic motivation was discussed as an antecedent of emotional
intelligence. Intrinsic motivation has to do with completing a task or performing a certain action
because of internal interest and not because of an external form of reward (Lepper & Malone,

2021).

2.2.1.4.4 Empathy
Empathy can be defined as the ability to perceive someone else’s emotions and experience it from
their point of view (Hall & Schwartz, 2019). There are three main types of empathy; cognitive
empathy, emotional empathy and compassionate empathy (Howe, 2012). Cognitive empathy is the
ability of an individual to put themselves in someone else’s place and feel what they are feeling.
This type of empathy has more to do with the thought rather than the feeling component of being
empathetic (Decety & Yoder, 2016). Emotional empathy is more intense than cognitive empathy
due to the fact that in this case an individual feels the exact emotions and feelings as the person in
the situation (Sze et al., 2012). This form of empathy enables an individual to truly empathise with

another, which is adequately needed to help others. A cognitive empathetic person might not
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necessarily be able to cope mentally when absorbing another individual’s emotions (Hall &
Schwartz, 2019), thus the importance of self-regulation and self-awareness. Being aware of and
being able to regulate ones’ emotions can help prevent an individual from reaching the point of
mental breakdown. The last type of empathy is compassionate empathy. This form of empathy is
often the one that is most noticed in society as this is the one where individuals feel another’s pain
or sympathises with them and does something to help that person (Powell & Roberts, 2017).
Empathetic people are important in an organisation because, as it shows, a deep care and respect
for colleagues and supervisors, improves interactions which would improve communication
(Stueber, 2013). All this would increase the overall productivity and performance of the

organisation.

2.2.1.45 Social Skills
Humans are social beings and have thus developed numerous ways to get messages and thoughts
across to others. Social skills can be defined as the skills used to communicate with others (Riggio,
2020). This can be through verbal or non-verbal forms of communication. Verbal communication
can be defined as the use of words to express one’s self, whereas non-verbal communication can
be defined as the use of gestures and mannerisms or physical expressions to communicate (Al
Odhayani & Ratnapalan, 2011). The most important social skills often sought for in an
organisation, are cooperation (which is essentially important for team work and helping the
organisation achieve its goals) (Fuller et al., 2020), listening (listening is an important skill as it
enables employees to carry out exactly what has been requested of them as well as help clients and
understand their needs) (Tyagi, 2013), empathy (employees and employers should be able to

understand how the other is feeling as well as be able to sympathise with clients in order to help
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solve their issues) (Madera et al., 2011), verbal and written communication (employees are
expected to be able to express themselves using a clear and concise language both when speaking
and when writing) (Binsaeed et al., 2016) and lastly non-verbal communication skills (these are
important in order to be able to empathetically express concern for other through gestures or even
better understand the feelings and emotions of colleagues in certain situations which would

develop collegial relationships (Binsaeed et al., 2016).

2.2.2 Job Satisfaction
Job satisfaction has been an area of interest for quite a while in the psychological sphere (Aziri,
2011; Locke, 1969; Lu, 2019; Thorndike, 1935). There are two aspects to the term job satisfaction,
the first being the job and the second being the satisfaction within or derived from the job. A job
can be defined as the tasks, duties and responsibilities carried out usually in exchange for pay
(Slinkov, 2016). Satisfaction can be defined as a sense of fulfilment or gratification within a
particular situation or for a particular reason (Oliver, 2014). Edwin Locke’s Range of Affect
Theory is determined to be one of the original definitions of the term job satisfaction. The theory
was developed in order to determine the differences between what employees want from their jobs
and what they have (Locke, 1969). Therefore, job satisfaction can be defined as the fulfilment and

gratification derived from one’s tasks duties and responsibilities within one’s job role (Subarto et

al., 2021).

Job satisfaction has been found to be an important aspect in an employee’s life as it has a direct
effect on the organisation (Fassoulis & Alexopoulos, 2015). The satisfaction of employees plays

out in many areas within an organisation such as its productivity, employee engagement and its
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levels of employee retention (Locke & Schatte, 2019). Employees are one of the organisation’s
largest assets and can give organisations an edge ahead of their competitors. Every employee is
unique and each finds joy and gratification in their own way (Subarto et al., 2021). Identifying
what brings satisfaction to employees within an organisation is an important aspect for employers
to invest in as it plays a role in their organisational well-being as well as benefits the organisation
wholly (Fassoulis & Alexopoulos, 2015). Most studies have focused on job satisfaction in
developed countries around the world (Abdulla et al., 2011; Ciani et al., 2011; Razafindrakoto &
Roubaud, 2013; Sabri et al., 2011; Subarto et al., 2021) whereas very little studies have been
conducted in Africa as compared to the other continents (Razafindrakoto & Roubaud, 2013).
There are two types of job satisfaction, namely; intrinsic job satisfaction and extrinsic job
satisfaction (Bektas, 2017). Intrinsic job satisfaction has to do with the task being performed
whereas extrinsic motivation has to do with the working conditions of the job (Locke & Schatte,
2019; Sardzoska & Tang, 2015). Intrinsic factors include responsibility, self-directedness
accomplishments and skill development (factors related to self-actualization) (Kumari & Rachna,
2011; Sabri et al., 2011). Extrinsic factors include things such as compensation eg. salary,
organisational policies, job security, organisational working conditions, work load, supervision,
colleagues, personal life, external rewards, supervision and status (Lorber & Skela Savi¢, 2012).
A lot of research has been done in the field of social psychology with regards to the influence of
intrinsic factors on job satisfaction (Zhu, 2013). Although both intrinsic and extrinsic factors have
an influence on the job satisfaction of an employee, intrinsic factors have been found to have a
greater impact on how satisfied the employees are within their job (Abdulla et al., 2011; Subarto

etal., 2021).
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2.2.2.1 Antecedents of Job satisfaction
The job satisfaction of an employee may be influenced by a number of factors (Subarto et al.,
2021; Van Dijk & Kluger, 2011). It is therefore important to know the different antecedents of job
satisfaction in order to find ways to improve the job satisfaction within employees. These include

the environment and personal factors.

2.2.2.1.1 Environment
The environment in which an employee is exposed to, has a great influence on their overall well-
being as well as their productivity (Ramli, 2019). The University was undergoing a restructuring
process during the time that this study was conducted and that may have created an atmosphere of
great uncertainty and anxiety. Restructuring within an organisation has been found to create great
job insecurity, anxiety, job dissatisfaction and poor work performance amongst employees
(Blackmore & Kuntz, 2011). It can therefore be said that the atmosphere of an organisation also
greatly influences the overall satisfaction of its employees. Most environmental factors can be
handled and maintained by an organisation, however, some factors such as the current global
pandemic (Covid-19), are not necessarily controllable, but can greatly influence the job
satisfaction of an employee (Kaushik & Guleria, 2020). For the purpose of this study, the
environmental perspective has to do with the job task, content, nature of the job and the job design
(Badrianto & Ekhsan, 2020). Hackman and Oldham’s job characteristics theory perfectly depicts
the environmental factors needed by an employee in order to feel fully satisfied (Hackman &
Oldham, 1974). This model believes that the task itself has a great influence on the employee’s
motivation (Johari & Yahya, 2016). They state that adding challenging and meaningful roles to

employee’s roles enhances their motivation and influences employees to perform well (Taylor,
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2015). The design of the tasks is also said to influence their motivation and Hackman and Olham
(1974) stated that there are five factors that can greatly influence the satisfaction of employees.
These factors include feedback, autonomy, task significance, task identity and skill variety.
Feedback involves giving the employees relevant feedback on their performance and tasks (Blanz,
2017). Feedback helps employees see where they can improve while praising them for their
achievements helps them feel appreciated and acknowledged (Ramli, 2019). Many employers
merely focus on the errors and mistakes that their employees make, and fail to acknowledge and
give them feedback on their successes (Van Dijk & Kluger, 2011). Feedback is important for an
employee as it ensures that all expectations are clearly stated, it creates channels for
communication, helps employees learn from their mistakes and avoid repeating them, it makes
employees critical of their own work and thus helping them see where they can improve, it helps
develop an employee’s character and exposes areas that need improvement (Baker et al., 2013);
Fong et al., 2019; Garcia et al., 2019). When employees do not receive regular feedback or do not
receive feedback at all, they may repeat mistakes that can be avoided, they may produce low
quality work, become self-critical and some may judge themselves solely on their success and
achievements rather than noticing their shortcomings (Anderson et al., 2016; Kester & Oludeyi,

2017).

Autonomy is a vital aspect of employee satisfaction (Kim et al., 2019). This has become evident
especially during the 2020 Covid-19 pandemic which forced most employees to work remotely
(Kaushik & Guleria, 2020). Autonomy can be defined as the level of independence and judgement
an employee has to carry out their tasks (Gagné & Bhave, 2011). This includes when, where and

how an employee carries out their duty. Autonomy may ensure that employees are more
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productive, make employees feel more valued, contributes to their well-being, helps employees
maintain a better work-life balance and helps employees be more engaged within the organisation
(Backstrém et al., 2013; Cijan et al., 2019; Slemp et al., 2015). A lack of autonomy within an
organisation has been found to result in less job satisfaction, less creativity, less work engagement

and less motivation (Slemp et al., 2015; Trépanier et al., 2013).

Task significance is defined as carrying out a job or task that is significant and beneficial to the
wellbeing of others (Allan, 2017). There has been a great increase in research that shows that many
people are now searching for meaningful jobs instead of just earning a salary (Allan, 2017). Task
significance can be associated with meaningfulness in jobs as the employees are more likely to
invest time and energy to complete the task to the best of their abilities (Sluss et al., 2012). When
employees perceive their roles as significant and meaningful, it increases their well-being and thus
translates in their organisational output (EI-Asmar, 2013). These employees are most likely to find
a good balance between their work and personal lives as well as be more productive, more creative
(Abendroth & Den Dulk, 2011), go the extra mile to complete a task and are more engaged in their
roles (Gostautait¢ & Bucitiniené, 2015). When employees do not feel that their roles are
significant, they are most likely to only work to earn a salary (Allan, 2017). This may mean that
no extra effort will be exerted and the organisation can lose a lot of talented employees as well as

creative ideas which could give their organisation an advantage over their competitors.

Task identity is the next factor in Hackman and Oldham’s model. Task identity is the ability of an

employee to work on the whole process of completing a task or job, this being from start to finish

(Oyserman et al., 2017). Employees may find more meaning in their jobs when they are able to
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visualise a complete outcome to their tasks, having been fully participative in the process. Task
identity is a motivating factor as employees are more likely to look forward to completing the task
and put efforts in which could lead to creativity and more productivity (Oyserman et al., 2017).
Skill variety can be defined as the different skills and abilities that is needed in order to complete
a task or certain role (Li et al., 2020). Skill variety in a job is an important component as it is said
to reduce the likelihood of burnout as it enriches the job role, reduce boredom which means that
employees will be more motivated, engaged and productive (Hakanen et al., 2011; Zaniboni et al.,
2013). Skill variety is also said to help employees find meaning in their work as they see the
development of their skills as an investment (Zaniboni et al., 2013). This could result in low levels
of absenteeism, as employees will look forward to utilising their skills and making a difference as

they feel included and needed (L. et al., 2020).

Role ambiguity and role conflict have also been found to be environmental antecedents of job
satisfaction (Moura et al., 2014). Role ambiguity may be defined as unclear expectations of an
employee’s task or role (Schulz, 2013ri). This usually happens due to lack of communication or
unclear job descriptions (Cengiz, 2021). Role conflict can be defined as a contradiction between
the different characters that an individual plays every day or incompatible demands placed on the
individual within their different roles (Schulz, 2013). An example of role conflict could be if a
priest were to work at a bar. This is a role conflict because he teaches on the consequences of
drinking and getting drunk. He preaches on how it is a sin to get drunk and advises people to
abstain from such practices, however, during his job at the bar he has to serve drinks to his
customers and watch some of them get drunk which is against what he stands for. This conflicts

with his role at his job and his beliefs. Role ambiguity and role conflict negatively affect
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organisational stress levels, job performance and productivity (Schulz, 2013). This is because with
role ambiguity, employees are more likely to feel unfulfilled, anxious and unhappy when no clear
role is known (Cengiz, 2021). They will not be able to fully execute their tasks without knowing
what is expected of them. It is therefore important for employers to clearly communicate what is
expected of their employees and ensure that they are suited for the role. The University of Namibia
was undergoing a restructuring which could have caused great role ambiguity within its staff
members as much uncertainty may have emerged due to the fact that many staff members were
being reshuffled to other departments and units. This may have affected the satisfaction and

productivity of the staff members.

2.2.2.1.2 Personal Factors
Along with environmental antecedents, there are also personal factors that affect the job
satisfaction of an employee. These include person-job fit and the personality of the employee
(Aboramadan et al., 2020). Person-job fit is a theory that believes that individual’s personality
characteristics, skills and competencies should be able to fit into their work environment in order
for them to experience greater levels of job satisfaction (Christensen & Wright, 2011). Person-job
fit has been associated with higher levels of employee engagement, productivity and reduced levels
of turnover (Tims et al., 2016). This is due to the fact that the employee’s personality and skills
fits with the role that they were placed in and thus enjoy executing their roles. When an employee’s
skills and personality are perfectly in line with their job, they are more likely to advance within
their career and strive for greater achievements (Aboramadan et al., 2020). This acts as motivation
for employees and can bring about talent and creativity which are essential to give organisations a

competitive edge over other organisations (Boon & Biron, 2016).
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2.2.2.2 Constructs of Job Satisfaction
Job satisfaction is a complex concept. Although an employee may find their job meaningful and
enjoyable there may be other factors that leave them feeling dissatisfied such as their lack of
promotion opportunities or even their colleagues (Yalabik et al., 2017). The Job Descriptive index
by Smith et al. (1969) was developed in order to measure what is known as the five facets of job
satisfaction. The facets are pay, promotion, co-workers, the job itself and supervision (Yalabik et
al., 2017). It is believed that employees have to be fully satisfied within these facets in order for
them to be fully satisfied within their jobs (Froese & Xiao, 2012) and having an insight on these
facets may provide organisations with an insight on the attitudes, needs and motivation of their
employees (Shaikh et al., 2012). Recently, four more facets have been studied as determinants of
job satisfaction. These include, fringe benefits, contingent rewards, operating conditions and

communication.

22221 Pay
The satisfaction experienced with the remuneration of an employee includes their perception and
attitude associated with the amount that they receive as compared to what is expected or what
others are earning as compared to them (Aslam et al., 2019). Remuneration is an important role in
the satisfaction of an employee, as it may play a role in their productivity and engagement (Jung
& Yoon, 2015). Employees who may feel that they are underpaid as compared to others or as
compared to their job title may be hesitant to be productive to their fullest capacity, may not be as
engaged and may even opt to leave the organisation in search of a better salary (Malik et al., 2012).
This could result in the organisation having a high turnover rate and losing top talent (Jung &

Yoon, 2015).
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2.2.2.2.2 Promotion
When employees feel that there is a possibility for them to be promoted, they are more likely to be
more productive and engaged in order to be able to attain this opportunity (Rinny et al., 2020).
This allows them to feel that there is a possibility of advancement within their careers which could
enable them to develop more skills. This has been found to lead to job satisfaction (Kosteas, 2011).
Being promoted would mean personal and career growth and development which is highly sought
by employees. Organisations are more likely to see a retention in their workforce when they offer

opportunities that allow growth and development (Froese & Xiao, 2012).

2.2.2.2.3 Co-Workers
The relationship that employees have with their co-workers greatly has an influence on how
satisfied they feel (Razig & Maulabakhsh, 2015). When employees feel as though they do not fit
into the organisational culture or do not get along with their colleagues they are more likely to be
detached and feel dissatisfied within the organisation (Aziri, 2011; Hussin, 2011; Wang & Brower,
2019). Employees usually feel dissatisfied within their workplace when they experience social
detachment or do not feel emotionally seen in the workplace (Wang & Brower, 2019). This is not
beneficial to an organisation as it may result in higher turnover rates as employees may leave due
to this dissatisfaction (Parvin & Kabir, 2011). The employees may also not be very productive and

engaged and may even have conflict within the workplace (Aziri, 2011).

2.2.2.2.4 The Work itself

Job-fit falls into this category. Job-fit is crucial to an employee’s as well as an organisations

success (Aboramadan et al., 2020). It can be defined as an employee’s ability to fit into a job, both
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with their skills and their character (Lin et al., 2014). It is crucial for organisation to hire employees
who are capable and competent within the expected role (Wang & Brower, 2019). Being in the
wrong job role can greatly decrease the job satisfaction of an employee (Aziri, 2011). If
organisations fail to hire employees with these factors in mind, it may result in poor job satisfaction
which could lead to decreased levels of organisational commitment and higher levels of

organisational turnover (Lin et al., 2014).

2.2.2.2.5 Supervisors
Similar to the relationship with co-workers, the relationship with supervisors also has an impact
on the satisfaction of employees (Parvin & Kabir, 2011). The relationship between supervisors and
employees is a complex thing. The relationship between a supervisor and an employee can make
or break their morale as well as affect how the employee will work on attaining organisational and
personal goals (Mathieu et al., 2016). The supervisor-employee relationship also has an impact on
the turnover rate of an organisation, which shows that the different leadership styles within an
organisation also has an effect on the satisfaction of the employee (Wang & Brower, 2019). A
study by Parvin and Kabir (2011) found that the support given to an employee by their supervisor
may increase their confidence and is a crucial component of the growth and development of the
employee. This ties down with Hackman and Oldham’s (1974) job characteristics model which
states that feedback is an important aspect of employee satisfaction. It enables employees to feel
valued and seen especially there is a good bond between themselves and their supervisor (Okediji
et al., 2011). A poor supervisor-employee relationship may result in great conflict, stress, low
levels of productivity and even burnout. It is therefore essential for organisations to ensure that

employees and their supervisors have a good working relationship.
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2.2.2.2.6 Fringe benefits
Fringe benefits can be defined as contributions that an organisation makes to third parties to benefit
their employees (Kulikowski & Sedlak, 2020). This includes contributions towards medical aid,
retirement funds/pension, education etc. (Adeoye, & Obanewo, 2019). Fringe benefits are often
very attractive to individuals and employees often seek organisations that offer these packages.
Fringe benefits motivate employees as well as attract and keep talented employees within their
organisation (Konrad & Piotr, 2020). Fringe benefits can also ensure that employees remain loyal

to their jobs and that their employees feel cared for.

2.2.2.2.7 Contingent Rewards
Contingent rewards are rewards given to employees as an incentive for achieving their goals
(Saether, 2020). They act as encouragement for employees to reach their targets, but are usually
only effective if the employee sees value within the rewards (Xu et al., 2019). These rewards
include appreciation, recognition, promotions and bonuses (Seather, 2020; Xu et al., 2019).
Contingent rewards allow employees to feel appreciated, recognised and motivated to perform

their tasks.

2.2.2.2.8 Operating Conditions
Singh et al., (2019) found that the operating conditions of an employee have an effect on their level
of job satisfaction. Working conditions can be defined as the circumstances in which an employee
works in. These include whether or not it is a stressful environment, the number of hours an
employee has to work as well as their safety during work (Ratia & Tuzlukaya, 2019). Employees

need to feel safe and enjoy a peaceful environment in order to feel satisfied within their jobs.
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2.2.2.2.9 Communication
Healthy communication within the workplace is of great importance. It ensures that there is a clear
understanding of what is expected of an employee as well as what they expect from their employer
(Mehra & Nickerson, 2019). Effective communication ensures healthy relationships within the

workplace, boost employee morale as well as happy and satisfied employees (Usman, 2019).

2.2.3 Work-Life Balance

In a fast-paced ever challenging world, it has become somewhat difficult to put your personal well-
being above other responsibilities such as work and other personal roles that individuals take on
(Delina & Raya, 2013). Work-life balance has in the past been associated with work hours, formal
employment, health, burnout and maternity rights (Dizaho & Othman, 2013; Haar et al., 2019;
Sirgy & Lee, 2018). This is because work has always been considered to be a means of financial
Support in order to provide a good life for one’s self and one’s family (Schoukens & Barrio, 2017).
The concept of work-life balance has grown in momentum lately due to a lack of time, a shift in
gender roles, newer generations, quality of work-life and an increase in workload (Sirgy & Lee,
2018).

It is highly essential to retain a balance between the two areas as they affect one’s physical, mental
and emotional state (Kelliher et al., 2019). The concept of Work-life balance was originally coined
in order to establish that an individuals’ life does not only consist of the work component, but also
other important aspects to living (Booth, 1869). Work-life balance can therefore be defined as an
individual’s ability to fully and competently execute their expected work role while at the same
time prioritise one’s personal life (Kelliher et al., 2019). Work-life balance also deals with internal

pressures that an individual places on themselves. Lyness and Judiesch (2014) found that there is
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a difference in the perception of what men and women view as the life component in work-life
balance. While women are more likely to view it as time to be spent with family and taking care
of household responsibilities, men view it as a time to catch up on leisure activities (Chanrda,
2012). This may be attributed to pre-conceived theories of gender norms which found men to be
dominantly in the working world whereas women often stayed home to raise the kids (Alesina,
2013). This shift has caused a reverse in gender roles and now both men and women heavily rely

on work-life balance policies to balance their family life and work obligations (Yucel, 2019).

The strain caused by not having a proper work-life balance often causes mental and emotional
issues such as anxiety and depression amongst employees (Mayor, 2015). This is due to the fact
that they are not adequately equipped with the emotional tools or skills to deal with the issues that
arise in both aspects of their lives. Employees who are constantly faced with mental issues such as
anxiety and depression are less likely to be completely engaged and productive in their work and
have a higher chance of having lower levels of job satisfaction (Kelliher et al., 2019). Time plays
a role in both the work-life and the personal-life of the individual. If the person is overwhelmed
on either end, both sides may suffer (Yalabik, 2017). Work-life balance has further been suggested
to contain three components; time balance, which involves devoting an equal amount of time to
both occupational and non-occupational roles, involvement balance, which entails having an equal
level of psychological involvement with both sides and lastly satisfaction balance, which entails
having equal satisfaction levels in both work and personal roles (Akinyele et al., 2016; Kelliher et
al., 2019). Every human is different and therefore each may achieve work-life balance differently
by doing what is meaningful to them. A failure to maintain a balanced work-life balance often

leads to work-life conflict (Padmanabhan & Kumar, (2016).
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2.2.3.1 Work-L.ife Conflict
Work-Life conflict occurs when an individual fails to maintain a proper work-life balance which
as a result inhibits the proper execution of their responsibilities in both roles (Hammig & Bauer,
2014). Work-L.ife conflict can be divided into three types of conflict. Namely; time-based conflict,
which is when an individual’s time demand on either their work role or personal life role does not
leave enough time for the other role (Kossek & Lee, 2017), strain-based conflict is when the stress
produced by one role of the individual’ s life is carried over to the next role and reduces
productivity in that role (Suter & Kowalski, 2020), finally, behaviour-based conflict is when the
behaviour of one role contradicts the behaviour of the other role (Khan & Fazili, 2016). These
conflicts appear differently at different stages of an employee’s life. During the early career stages
of an employee, they may be experiencing a different kind of stress within their lives as this is the
time that they are most likely dealing with paying off student loans, finding employment, finding
accommodation and even building and forming intimate relationships (Darcy et al., 2012). These
may pose as challenges as they leave the individual constantly having to deal with issues that arise.
The early to mid-career stages are usually stressful with regards to; finding and finally adapting to
a suitable job, finding appropriate accommodation fitting to one’s lifestyle or affordability,
advancing in one’s career or position ranking and then eventually realising that activities outside
the work place or job role is needed for one’s overall wellbeing. (Kandiko-Howson et al., 2018).
These include finding new hobbies and engaging in their community. This is also the stage in an
employee’s life where they have to deal with their own personal relationships (Darcy et al., 2012).
The mid to late career stages include issues with aging parents and adult children (Huffman et al.,
2013). It becomes a stressful time for employees as the fear of losing their parents arises, more

time, money and effort is invested in their parents and they feel the need to cherish every moment
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with them (Dorenkamp & Ruhle, 2019). At the same time, this is the stage where their children
are now adults and very likely in pursuit of independence (Demerouti et al., 2012). This is also a
stressful time as the employees start to think about and plan their retirement and examine new
leisure activities to partake in, once more time is available. The last stage involves retired
employees. Employees in this stage either move on to different forms of employment or
completely leave the working sphere (Beehr & Bennett, 2015). As the world advances, the age of
retirement has greatly been increased as the older generation is still active and capable of carrying
out their tasks and roles (Post et al., 2013). Employees are retiring later and some of them hardly
go into retirement (Dorenkamp & Ruhle, 2019). They are also greatly beneficial to organisation
with regards to sharing their wisdom and years of experience with the younger generation (Sargent
et al.,, 2013). Organisations can boost employee engagement and productivity by helping
employees manage their work-life conflict (Dorenkamp & Ruhle, 2019). This would also show
that the organisation cares about its employees and thus attracting talent and preserving top talent
or reduce the staff turnover within the organisation (Kossek & Lee, 2017). Employees feel more
engaged and cared for in both their professional and personal lives when they are part of a healthy

work environment (Dorenkamp & Ruhle, 2019).

When dealing with work-life balance, there are quite a number of theories that depict the
importance of having a balance within these two areas. Maslow’s Hierarchy of needs clearly
depicts how an individual needs both a balance between work and life in order to feel fulfilled.
Maslow’s theory is a pyramid model which has 5-tiers of human needs. He stated that human needs
at the top of the pyramid can only be attained once the bottom layer needs are fulfilled (Hopper,

2019). The base of the pyramid contains physiological needs. These include basic human needs
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such as shelter, water, food, sleep, sex and clothing which are essential for human survival (Sadri,
2012). The layer above the physiological needs include the safety needs (Hale et al., 2019). Once
a human’s basic needs are met, the next concern includes stability and control in their lives. These
safety needs include employment, medical care and financial security (Dorenkamp & Ruhle,
2019). The next tier includes love and the need to belong. This layer deals with interpersonal
relationships that a human needs to possess and fulfil (Hopper, 2019). The next level are esteem
needs. Maslow has divided this layer into two parts; esteem for oneself which deals with an
individual’s dignity and independence and; the desire for reputation or respect from others which

deals with one’s prestige or status (Lester, 2013).

The final layer and top tier include self-actualisation needs. This is at the top of Maslow’s hierarchy
of needs and includes the realisation of an individual’s fullest potential and self-fulfilment (Jonas,
2016). There have albeit been many criticisms with regards to Maslow’s hierarchy of needs theory
(Kaur, 2013) and an extra 3 tiers have been added in support of these criticisms. Critics believe
that cognitive needs should come as a fifth tier after esteem needs (Nemati, 2013). As individuals
also desire knowledge and their curiosity needs to be fulfilled. Aesthetic needs were placed as the
sixth tier as individuals need to be able to appreciate beauty and form (Valizadeh & Bijani, 2017).
Self-actualisation was then moved to the 7" tier and transcendence needs became the 8" and
highest tier. This last tier has to do with an individual’s values which exceed outside the personal
self (Nain, 2013). This includes areas such as religion and science. The new version of Maslow’s

hierarchy of needs is known as Maslow’s Motivational Model (Bouzenita & Boulanouar, 2016).
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2.2.3.2 Antecedents of Work-life balance
The work-life balance of an employee is one of the most important components of any healthy
work environment (Jones, Burke & Westman, 2013). The ability to find a balance between one’s
work and personal life has become an ever-growing challenge (Poulose & Sudarsan, 2018). With
a change in how organisations function, a new force of women in the workplace, advances in
technology, globalisation and a new generation of workers all playing a role in today’s workforce
requires that a new way of finding a work-life balance is needed (Dorenkamp & Ruhle, 2019;
Sirgy & Lee, 2018; Zhang & Liu, 2011). A number of antecedents have been identified for work-
life balance as found by Haar et al. (2019). These are work demands, family demands, resources
and controls as depicted in Fig.1 below which shows how each variable has an influence on the

work balance of an individual.
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Fig. 2.1

General study model (Haar et al., 2019, p. 267)
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2.2.3.2.1 Work Demands
Work demands include the hours worked by an individual as well as over-time hours worked
(Shagvaliyeva & Yazdanifard, 2014). The amount of time that employees have to spend with their
families and personal issues is greatly reduced by having longer working hours (Al-Hazemi & Ali,
2016). This produces a poor work-life balance and results in low productivity levels and job
satisfaction (Sirgy & Lee, 2018). Having little control over how an employee can spend their time
has also been associated with occupational stress (Mosadeghrad, 2014). Organisations can help
employees avoid this through different plans. A helpful and strategic method would be by offering

employees a flexible work schedule. This would mean that employees may choose the time that
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they start and end work, provided that they complete their tasks and required working hours (Ma,
2018). Work location also greatly contributes to work flexibility as being able to access work
remotely affects the satisfaction of an employee (Choudhury et al., 2020). When employees are
able to perform their work role in the comfort of their own home, it gives them a greater sense of
control over their time. Haar et al. (2019) found that work demands and the hours worked by an

employee have a negative effect on the work-life balance of that employee.

2.2.3.2.2 Family Demands
The past few decades has seen a dramatic shift in the roles within a family (Lindsey, 2015).
Globalisation has affected the family as women have now also become breadwinners and many
families have shifted into the dual-earner setting while some have found themselves in single
parent situations (Achour et al., 2017; Cotter et al., 2011). This means that employee’s expectations
and perceptions have also changed towards their work. Employees are now seeking for
organisations that encourage life-long learning, flexibility, personal and career development and
work-life balance policies (Arora & Dhole, 2019; Choi, 2011; Dorenkamp & Ruhle, 2019). Studies
have found that high levels of work-life conflict are associated with numerous health issues as well
as issues within the family structure which could lead to a break-down of families. According to
Achour et al., (2017), there are three ways in which employees may face work-family conflict,
these are time-based, strain-based and behaviour-based conflicts. Time-based conflict is when
there is a discrepancy between the time allocated between the work and life aspects of an individual
(Bagger et al., 2014). Strain-based conflict occurs when stress from one role of an individual’s life
results in issues (usually emotional) being carried over into the other aspect of an individual’s life

(Buonocore & Russo, 2013).
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Behaviour-based conflict occurs when an individual’s behaviour in one role is contrary to the
behaviour in the other role (Kalliath & Kalliath, 2015). Haar et al. (2019) found that family
demands were negatively related to work-life balance, which means that it is important to ensure
harmony between work life and family life in order for employees to be fully efficient (Achour, et
al., 2017). Organisations need to ensure that they provide employees with support in order for them
to have a positive familial and working relationship. The family size of an employee also has an
impact on how well they are able to balance their professional and personal lives (Yalabik et al.,
2017). A study by Wepfer et al. (2015) found that particularly when women become mothers and
give birth, they often have more demanding roles within their private lives than their counterparts

as men experience higher demands in their work life, regardless of level of employment.

2.2.3.2.3 Job Resources
Job resources can be defined as aspects/things that help employees reduce and deal with work-life
conflict (Borst et al., 2019; Clausen & Borg, 2011). These include job related resources as well as
policies needed to carry out either role. The Job Demands-Resources Model by Bakker and
Demerouti (2007), perfectly explains the relationship between job resources and job requirements.
The Job Demands-Resources Model was developed in order to help organisations achieve well-
being for their employees by realising the different needs required by employees to function
optimally within their roles (Borst et al., 2019). This model encourages the well-being and
optimum functioning of employees through dividing working conditions into two components; job
requirements and job resources (Schaufeli, 2017). Job resources can be defined as the physical and
social factors that enable employees to fulfil their objectives within their role (Lesener et al., 2019).

Or simply put, job resources are things that help employees avoid experiencing work-life conflict
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(Borst et al., 2019). Examples of job resources include mentoring and coaching, training, career
growth opportunities, autonomy and a positive work environment and good relationships with their
co-workers and supervisors (Demerouti & Bakker, 2011; Van den Broeck et al., 2013) These

resources are utilised in order to fulfil the expected job requirements.

The model states that when job resources are low, then the job requirements become higher
(Schaufeli, 2017). This has been attributed to numerous issues faced by employees such as high
levels of stress, burnout, depression and even anxiety (Schaufeli & Taris, 2014). This has negative
effects on the organisation as an employee who is not functioning at their optimum level is most
likely not to be fully productive (Demerouti & Bakker, 2011). Having a balance between job
resources and job requirements is an important component of an organisation as this will promote
job satisfaction within the employees (Schaufeli & Taris, 2014). They are also more likely to be
goal oriented and work towards reaching personal and organisational goals (Borst et al., 2019).
Organisations can help employees with job resources such as family friendly policies or flexibility
within their job schedules in order to help employees have an effective work life balance (Adil &
Baig, 2018). It is however also important to note that although employees may have the necessary
job resources, conflict may still arise if there is no balance within their personal lives (Borst et al.,

2019).

2.2.3.2.4 Supervisor Support
Supervisors are meant to guide their subordinates through providing clear guidance, offering
training opportunities, career development advice and guidance as well as assist with coordinating

development (Abendroth & Den Dulk, 2011; Talukder et al., 2018). Good supervisors care for the
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well-being of their subordinates and know how to communicate their expectations well (Ariani,
2015). They understand the need for training and development of their employees and provide
them with opportunities that help them grow and develop (Gordon et al., 2019). They also
understand that employees are human and that they have personal lives and sometimes issues may
arise that affect their performance at work (Abendroth & Den Dulk, 2011). Supervisors also need
to ensure that they motivate their employees which will enable them to be more productive and
efficient (Rahim et al., 2020). Employees who have supportive supervisors will experience greater
levels of job satisfaction and are more likely to want to remain with the organisation (Ariani, 2015).
Abendroth and Den Dulk (2011) and Gordon et al., (2019) found that these employees also
experience lower levels of work-life conflict, find their jobs more fulfilling and are prone to better
health, experience reduced work-life conflict and increased fulfilment within their lives.
Supervisors have the ability to influence employees to make use of the family friendly policies

that organisations provide and can help employees maintain the balance within the two roles.

In the past, organisations were more lenient and supportive of women who took leave for family
matters as opposed to men (Wall & Escobedo, 2013). There has been a dramatic shift in this
practice as men in the workplace today are able to take paternal leave in order to care for their
families (O'Brien & Wall, 2017). These are attractive policies for employees and could bring
possible talent within the organisation as well as retain top talent (Chen et al., 2015). Apart from
these policies, supportive supervisors also enable employees to have policies for flexible working
hours and schedules, which could increase the job satisfaction of the employees (Shagvaliyeva, &

Yazdanifard, 2014). The supervisor and subordinate relationship should be an open one that allows
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for communication and clarification, as well as provides an opportunity for the employee to

develop their skills and gain new abilities (Gordon et al., 2019).

2.2.3.2.5 Job autonomy
Autonomy within the workplace refers to how much freedom the employee has whilst they
perform their tasks (Seppala et al., 2011). This may include setting their schedules and deciding
how they will carry out a given responsibility (Cho et al., 2021). Autonomy differs from
organisation to organisation. A study by Goziikara and Colakoglu, (2016) found that higher levels
of autonomy have been linked to higher levels of job satisfaction. Studies have shown that
autonomy is often linked with higher levels of productivity as well as greater quality of work
(Yucel, 2019). Autonomy has also been linked to motivation within employees and an increase in
their well-being (Cho et al., 2021). There is however a downside to providing employees with too
much autonomy. Too much autonomy may result in some employees not fully executing their
tasks, not fully understanding what is expected of them, and some may not be fully engaged in

their roles which could be counteractive to their productivity (Schmidt, 2014).

2.2.3.3 Different Generations and Work-Life Balance
Work-life balance has a different meaning to each generation (Sanchez-Hernandez et al., 2019).
For some employees a good work-life balance could be working on their schedule, starting work
later, leaving work earlier in order to have time for familial affairs or even something such as being
able to work from home (Jones et al., 2013). As the working world has changed, there has been a
notable difference in the generational mix that has emerged. Improving an employee’s work-life

balance can help decrease stress levels and increase productivity as well as reduce employee
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turnover and knowing what each generation views as a good work-life balance could help this

quest (Neville & Brochu, 2019).

Today’s modern society proves that there are different views and stances of work within the
organisations. A number of studies have looked at how different generations have achieved work-
life balance for themselves (Campbell et al., 2015; Cogin, 2012; Lyons & Kuron, 2014; Sanchez-
Hernandez et al., 2019). The working world today is comprised of four generations. Namely,
Generation Z, Generation Y/Millennials, Generation X and the Baby Boomers. Not much literature
has been done on the relationship between the supervisor’s age and the generational employee
work-force with regards to work-life balance, which could pose as a threat to organisations due to
the lack of understanding of what the age difference could mean to each generation’s wants and
needs (Johnson, 2015). There have however been studies conducted in order to see the influences

of the generational views on work-life balance (Cogin, 2012; Neville & Brochu, 2019).

2.2.3.3.1 The Baby Boomers (born between 1946 and 1964)
This generation was mostly concerned with job security as opposed to work-life balance as most
of them had gone through the great depression which saw a lot of families jobless and hungry
(Beckett, 2016). Despite reaching the retirement age, most boomers are opting to continue working
due to financial needs and some due to the meaning that they’ve found within their jobs (Johnson,
2015). It is important for organisation to discover what the baby boomers perceive as work-life
balance as they are a great asset to any organisation and retaining them would give the organisation

an advantage over their competitors as well as ensure efficiency (Robbins, 2013).
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2.2.3.3.2 Generation X (born between 1965 and 1979)
Most employees who fall under this group find work-life balance in simple things such as being
able to pick their kids up from school as well as being able to partake in some of their school
activities (Burch & Kelly, 2014). They also don’t mind working long hours as long as their
employer recognises their efforts (Beckett, 2016). It is also important for employers to address

their work-life balance needs in order to keep them interested in staying within the organisation.

2.2.3.3.3 Millennials/Generation Y (born between 1980 and 1995)
There is an estimate that baby boomers and millennials make up the highest percentage of the
workforce today (Gilley et al., 2015). Many organisations have found it difficult to retain this
generation and this is because this generation demands more flexibility and more emphasis on their
well-being from their jobs (Sdnchez-Hernandez et al., 2019). Millennials are more demanding than
their predecessors (Gilley et al., 2015). They have completely changed the work culture in
organisations as whichever job they take must be able to support a healthy work-life balance
(Johnson, 2015). A healthy work-life balance to millennials entails being able to thrive outside of
their work (Johnson, 2015). Millennials value family time and therefore policies that encourage
and support family life is very attractive to millennials (Beckett, 2016). Organisations that offer a
mixture of these lifestyle and job opportunities are more likely to attract and retain millennials

(Benson & Brown, 2011; Sanchez-Hernandez et al., 2019).

2.2.3.3.4 Generation Z (born between 1996 and 2010)
The major portion of this generation is either in university or just entering the workforce (Gaidhani

et al., 2019). This generation values having paid-time off, having their mental health cared for and
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activities which increase their well-being (Singh & Dangmei, 2016). Generation Z employees are
extremely interested in doing work that brings them purpose and meaning (Gaidhani et al., 2019).
This has resulted in a notion where this generation sees less segregation between work and life and
thus want to have work feel less like work and more of something that they enjoy doing as part of
their daily lives (Blanz, 2017). Therefore, they strive to integrate work and life in order to be able

to work anywhere, anytime and from anything (Singh, 2014).

Although organisations are made up of a mixture of generations, most of them strive to work for
organisations that offer flexibility, promote wellness, offer growth and development opportunities,
favourable working conditions and an organisational culture that is conducive for them to have a
proper work-life balance (Haeger & Lingham, 2014; Kapoor & Solomon, 2011). When
organisations provide employees with these opportunities they have a great influence on the job
satisfaction of the employees (Sanchez-Hernandez et al., 2019). Organisations should look into
what each employee values and try to meet their individual preferences through mentoring,

coaching and training (Lyons & Kuron, 2014).

2.2.4 The Self-Determination Theory (SDT)
The Self-Determination theory centres its attention on the influence of motivation and personality
on humans (Deci & Ryan, 2012b). It deals with the ability of individuals to make their own choices
and manage their own lives (Ryan & Deci, 2017). This theory states that there are certain needs
which have to be met in order to ensure psychological well-being of an individual and equip
individuals to become self-determined when their need for autonomy, competence and connection

(relatedness) are met (Wong, 2013). Autonomy, as previously discussed, has to do with the
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employee’s ability to feel like they have control over their work/role. Employees with a higher
sense of autonomy are thought to be more engaged, motivated and productive, more valued and
have a better work-life balance (Kelliher et al., 2019). Competence entails individuals gaining new
skills and being able to accomplish tasks with this newly added knowledge (Ahn & Back, 2019).
Competent employees feel more confident to perform certain tasks and this can greatly increase

the productivity within an organisation (Ng et al., 2012).

Lastly, connection or relatedness to others has to do with the employee’s need to feel a sense of
belonging or to feel as though they are part of the organisation (Adams et al., 2017). The
relationships that employees have with their colleagues or superiors has a great influence on their
experience within the organisation (Gordon et al., 2019). This can determine how engaged they
are within their organisation, how productive or even how absent they are (Deci & Ryan, 2012b).
The self-determination theory typically has two assumptions, the first being that humans are drawn
to growth and seek to overcome challenges and the second being that autonomous or intrinsic
motivation is of great importance, whilst the influence of extrinsic motivators also influence
different aspects of the individual (Legault, 2017). When the three self-determination needs are
met, employees are more likely to be motivated, however if they are not met then they will be

demotivated (Ryan & Deci, 2017).

With the self-determination theory, satisfaction within one’s job is one of the key components of
an employee (Ryan & Deci, 2011). It states the different needs that need to be fulfilled in order for
an employee to achieve this satisfaction within their role. In turn, this satisfaction emanates to their

personal lives as allows them to find a balance between their roles as they may start to feel fulfilled
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(Wong, 2013). Emotional intelligence is however a key determinant in how these factors influence
an individual and work in their favour. This is because emotional intelligence is needed in order
to be able to grasp and attain these factors and fully utilise them to the advantage of the employee

(Ahn & Back, 2019).

2.2.5 The effect of job satisfaction on work-life balance
Job satisfaction has been categorised as one of the most frequently studied attitudes in the field of
organisational behaviour (Haar et al., 2014). A study done by Gaur and Saminathan (2018) found
that there is a substantial positive relationship between job satisfaction and work life-balance. This
means that employees who are satisfied with their jobs are better at handling and finding a balance
between their private and work lives as the strain is taken away from one side. When organisations
strive to help employees find a balance in their lives, they increase their job satisfaction and this
in turn empowers and motivates employees to want to do more for the organisation and be more
effective (Mas-Machuca et al., 2016). As the job satisfaction of an employee is determined by their
level of perception of the job and whether or not they feel appreciated, it would be beneficial for
organisations to find out what employees require in order to feel satisfied within their jobs (Haar
et al., 2014). Job satisfaction is linked to lower levels of employee turnover, higher levels of
productivity and organisational commitment (Sudibjo & Suwarli, 2020). The researcher has not
found a study that found a negative relationship between job satisfaction and work-life balance.
This shows that in order to have a balanced life one needs to be satisfied within their job and in
order to be satisfied with your job, one needs to be satisfied with their life. Job dissatisfaction on

the other hand is linked to low employee productivity, high employee turnover rates, low work
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engagement as well as demotivation within the workplace (Haar et al., 2014; Mas-Machuca et al.,

2016; Sudibjo & Suwarli, 2020).

The success of an organisation is dependent on its employees and the job satisfaction of an
employee is the reflection of how much value and emphasis the organisation places on this
knowledge (Lu et al., 2019). Employees however, also strive to have satisfaction within their
personal lives (Mafinin & Dlodlo, 2014). Achieving satisfaction in every area of an individuals’
life increases the value that they place on their inter-personal relationships as well as their
productivity and engagement within their job (Lu et al., 2019). Job satisfaction is also a great
indicator of an employee’s emotional well-being which is a great component in the work-life
balance of an employee (Haar et al., 2014). Having a balanced work life and personal life improves
an employee’s quality of life and their performance within their organisational roles (Sudibjo &
Suwarli, 2020). The more control that an employee has over their working conditions, the more
they are able to try to balance their personal and professional lives on their own. As work-life
balance can help reduce work-life conflict (Delecta, 2011; Kelliher et al., 2019), job satisfaction is
therefore an important aspect for an employee to possess as the more satisfied an employee is with
their job the easier it is to achieve work-life balance (Sudibjo & Suwarli, 2020). A strong and
cooperative organisational culture is needed in order to create an atmosphere of job satisfaction

and employee retention (Ekandjo, 2017).

When employees feel that they are valued as individuals beyond their role as an employee and

seen as individuals within the workplace, they are more likely to be satisfied with their jobs.

Employees want to feel noticed and accepted within the organisation and feeding this need can
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help them feel more satisfied within their role. An organisation can greatly tell the levels of job
satisfaction within an organisation by the output and service delivery produced by their employees
(Azizi, 2011; Gordon, 2019). Work-life balance has also been found to increase employee’s loyalty
towards their organisations (Delecta, 2011; Goleman, 2021). An employee’s role within the
organisation and their role within their personal lives have been found to be positively connected
(Haider et al., 2019). A study by Walga (2018) found that pay can be determined as a mediating
variable when it comes to work life balance in that it may increase an employee’s job satisfaction.
Workers are more likely to feel satisfied within their jobs when they are able to enjoy work life

balance benefits offered by their employer.

Research has found a positive correlation between job satisfaction and work life balance (Haar et
al., 2014; Sudibjo & Suwarli, 2020). This means that when employees are satisfied within their
job roles, they are satisfied within their personal lives. There is a difference between employees
who are happy and satisfied within their jobs and those who are not. Employees who are satisfied
with their jobs tend to work harder towards achieving the goals of the organisation, are more
creative, more participative and more willing to do more than what is required (Azizi, 2011; Mafini
& Dlodlo, 2014). On the contrary, employees who are not satisfied within their jobs are often less
productive, do not put in any extra effort to be innovative and offer new ideas that could benefit
the organisation and the employee and they are also less likely to go the extra mile for the

organisation and perform tasks that are beyond their role (Walga, 2018).

A lack of work-life balance may result in employees losing confidence within their job roles and

thus can result in a lack of motivation which ultimately results in a lack of job satisfaction (Ealias
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& George, 2012; Haider et al., 2019). The same can be said about job satisfaction. It has been
found that a lack of job satisfaction may result in employees losing confidence within their
personal life roles and thus can result in lack of motivation with carrying out their expected roles
which ultimately results in a lack of work-life balance (Ekandjo, 2017). Job dissatisfaction has
diverse effects on an employee and the organisation. On the employee, it has an effect on their
well-being and overall health which in term has an influence on the organisation as this would
mean an increase in absenteeism, higher levels of employee turnover, lower levels of productivity
and efficiency as well as lower outcome levels (Sudibjo & Suwarli, 2020). One of the greatest
effects of dissatisfied employees is a loss of skilled workers. This has dire costs on an organisation
as it means more costs in recruitment, hiring and training of new staff members to replace this
talent (Aziri, 2011; Bektas, 2017). Considering the different aspects that influence the relationship
between work-life balance and employee job satisfaction, it is safe to say that job satisfaction has
an influence on how organisations retain their employees. This is therefore an important area to
look at in research. This shows that job satisfaction has an influence on the personal life of an

employee.

Job satisfaction often depends on the employee’s perception of how they are respected and viewed
within an organisation (Chen et al., 2015). If organisations work on improving the job satisfaction
of their employees, they will see greater levels of creativity, reduced job stress levels and employee
loyalty (Kumari & Rachna, 2011; Lu et al., 2019). Literature has found that job satisfaction
increases with an improved life balance and vice versa therefore there has to be a proper balance

between work and life in order to avoid feelings of frustration, loneliness and unproductivity in
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both areas. Organisations need to actively help employees strike a balance between these two areas

of their employees’ life in order to reap the best benefits from their task force.

2.2.6 The effect of emotional intelligence on job satisfaction
Emotional intelligence and job satisfaction are terms that have grown in interest within the research
and business world. They serve as a competitive edge in both the personal and organisational life
of an employee as well as for the organisation (Abdulla et al., 2011; Anari et al., 2016; Sudibjo &
Suwarli, 2020). In today’s world, an individual’s success is dependent on many personal factors
such as their level of education, their skills, who they know and their mental attitude (Anglim et
al., 2019; Awad, 2014). Studies have shown that certain dimensions of emotional intelligence have
a positive influence on job satisfaction (Ealias & George, 2012; Goleman, 2021). These include;
emotional stability, integrity, self-development, altruistic behaviour and managing relations
(Goleman, 2021; Serrat, 2017). Emotional stability can be defined as an individual’s ability to
develop a combined and balanced way of perceiving problems of life (Ryback, 2012). This
translates in the organisation as employees who are better able to handle issues and problems
within the organisation. They would be more likely to be cooperative and unproblematic, and be
better at and eager to find solutions to issues that may arise (Sharma, 2008). When there are fewer

problems within an organisation, employees are more satisfied with their jobs (Rinny, 2020).

Being moral and doing what’s right is also a much-needed trait within an organisation. This is
known as integrity (Froese, & Xiao, 2012). The work output of an employee with integrity, is
likely to reflect a disposition of loyalty, honesty and reliability e.g, they will act morally towards

their colleagues, do the work that is expected of them, as well as act honourable when making
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decisions affecting the organisation (Cogin, 2012; Golema, 2021). These employees are
exceedingly valuable to an organisation. These values can be enhanced through self-development.
Self-development can be defined as learning new skills and behaviours in order to better one’s self
(Deci & Ryan, 2012a; Deci & Ryan, 2012b). There are three aspects of self-development. These
include; spiritual development (which is the development of one’s personality towards a spiritual
personality) (Brown, 2012), physical development (which is the development of the mind and the
body) (Adams et al., 2017) and mental development (which usually starts as a child and is the
development of one’s thinking patterns and making sense of the world) (Haar et al., 2014). Self-
development is an essential component of job satisfaction within an organisation. (Pradhan et al.,
2016). Employees are more likely to be satisfied with their jobs when they are able to develop in
all aspects of their lives. Offering growth opportunities such as training and mentorship can greatly

increase the job satisfaction and productivity of an employee.

Just as self-development is needed with an employee, altruism is a social trait that they need to
possess in order to be able to interact with others. Altruism can be defined as the motivation to
help someone else (Nagel, 2016). In an organisational setting, Altruism encourages good work
relationships amongst colleagues. Employees will act in ways that benefit and help each other as
well as their clients/customers. This however also has a negative side as it can lead to burnout and
stress if boundaries are not set (Nagel, 2016). Lastly, managing relations entails creating and
maintaining good relationships within an individual’s life (Rahim et al., 2020). Within an
organisation it translates into creating a partnership with colleagues and clients that goes beyond
a transactional relationship. This creates and builds a greater sense of loyalty within an

organisation and builds better relationships within the organisation which can ultimately decrease
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work conflict, create a better work culture and increase employee engagement and satisfaction (Lu

et al., 2019; Raziq, 2015).

This means that many intrinsic dimensions of emotional intelligence have an influence on how
satisfied an employee is within their jobs. Studies have found that employees with higher levels of
emotional intelligence, experience higher levels of job satisfaction (Anari, 2012; Goleman, 2021).
This is because these employees are better able to handle their emotions, thus deal with stress
appropriately and overcome obstacles easier as opposed to those employees who score lower in
emotional intelligence (Ealias & George, 2012; Lubbadeh, 2020). Having employees with higher
levels of emotional intelligence is also beneficial within an organisation as these employees often
have an influence on their colleagues, which could in turn create a more agreeable environment.
Employees who are more emotionally intelligent are also better able to express themselves,
empathise with others, have a better work-life balance and are more observant than their
counterparts (Goleman, 2021). They experience greater levels of job satisfaction, are able to
control their emotions and identify how different situations affect them. They often also have a
better relationship with their colleagues and clients as they can communicate better, express
themselves and understand others better. This ultimately leads to higher levels of job satisfaction
as the employee feels heard, has better relationships within the organisation and can better handle
stressful situations (Nanda & Randhawa, 2020). As mentioned previously, job satisfaction is
needed for a proper work-life balance. Therefore, emotional intelligence is also needed in order to
have a balanced work and life. This has been proven by literature as emotional intelligence has
been found to be beneficial in an individual’s personal life as well as their work-life (Druskat et

al., 2013; Goleman, 2021).
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Employees who are more emotionally intelligent have been found to better express themselves and
their feelings, are more empathetic and observant, are more helpful, satisfied and experience a
better work-life balance (Jung & Yoon, 2016). Experiencing this within an organisation enables
an employee to be satisfied within their jobs and this satisfaction resonates not only in their internal
abilities within their roles but it also resonates in their personal lives (Elias & Goerge, 2012; Lu et

al., 2019).

2.2.7 The effect of emotional intelligence on work-life balance
Employees who are more emotionally intelligent are said to have better interpersonal skills,
leadership abilities and are better able to handle stressful situations (Rathore et al., 2017; Suleman
et al., 2015). Emotional intelligence is a valuable skill needed within the workplace. Employees
who are more emotionally intelligent are self-aware and self-regulatory (Nanda & Randhawa,
2020). These are essential skills both in their professional and personal lives (Ryback, 2012). These
skills can determine how balanced an individual’s work and personal life is. Due to the fact that
individuals with higher levels of emotional intelligence are able to regulate their emotions,
understand their strengths and weaknesses as well as have stress coping mechanisms, they are able
to handle their work and life pressure (Goleman, 2021; Ryback, 2012). Emotional intelligence is
therefore a crucial component of work-life balance. Emotional intelligence has been found to have
a positive effect on the work-life balance of an employee as this internal ability helps to keep them
stable (Goleman, 2021). A positive relationship would mean that employees are better able to
explain, express and control their emotions when they have higher levels of emotional intelligence.

This is in both their personal and work lives. This may aid them in reducing negative experiences.
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In order for an employee to have a proper work life balance both aspects of their lives have to be
effective, this includes their personal and work lives (Nanda & Randhawa, 2020). Employees with
higher levels of emotional intelligence are able to control their emotions, deal more effectively
with their co-workers, are more productive and know how to handle different scenarios within the
workplace. Individuals with higher levels of emotional intelligence were found to be happier and
experience richer and healthier personal relationships (Jha & Bhattacharya, 2021). In order for an
employee to have a proper work-life balance they need to handle stressful situations both within
their personal lives and professional lives. Being able to regulate one’s emotions and be able to
handle stressful situations has been found in individuals who have higher levels of emotional
intelligence (Gumede, 2018). This is because emotionally intelligent individuals know how to

handle stressful situations and are better equipped to handle people that may affect their emotions.

Emotional intelligence is a trait that would highly benefit organisations. When employees are
highly emotionally intelligent, they make decisions that not only benefit themselves but also
benefit their organisation (Ealias & George, 2012; Goleman, 2021). This is because they find ways
to motivate themselves and work towards achieving the goals of the organisation. Employees with
higher levels of emotional intelligence are also better known to be team players, more innovative,
make wiser choices and are better able to help the organisation find ways that could put them at a
competitive advantage (Goleman, 2011; Jha & Bhattacharya, 2021). Emotional intelligence has
been a topic that has gained great interest in the field of research due to the fact that it poses many
benefits to organisations and individuals alike. Emotional intelligence has been found to influence
many areas of an individual’s life and can determine how they experience satisfaction within their

work and personal lives.
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Our emotional responses stem from where we appraise our experiences (Goleman, 2021). The
constraints of emotional intelligence were discussed earlier in this study which include empathy,
self-awareness, self-regulation, intrinsic motivation and social skills. These constructs taught us
that these five characteristics have a great influence and can determine how emotionally intelligent
an individual is. This was backed up by research as it was found that emotionally intelligent
individuals possess these five characteristics (Goleman, 2021; Matthews et al., 2012). These
characteristics feed into an individual’s work life as well as their personal lives. Having empathy
as an individual and an employee can not only assist you in empathising with your co-workers and
social circle, but it also creates a greater sense of care and better relationships within an
individual’s work and private life (Powell & Roberts, 2017). Having good relationships has a
positive effect on the work-life balance of an employee as it positively affects both aspects (Rahim
et al., 2020). Being self-aware in both settings will enable an individual to be able to handle
different situations that could mentally and physically affect the employee (Goleman, 2021). With
self-regulation, they are able to better handle stressful situations which would ultimately mean that
there would be more peace and happiness within the employee’s life (Rasheed et al., 2019). Stress

in either the work or personal life of an employee can affect both areas of their lives (Mayor, 2015).

If these negative aspects are managed on either side, then both the work and personal lives of an
individual will thrive. Self-regulation also goes hand in hand with self-awareness because with
self-regulation the employee is better able to handle their emotions and understand what they’re
feeling both at work and in their personal time (Rasheed et al., 2019). This would better improve
their reactions which in turn helps their mental health and can also improve their relationships.

Intrinsic motivation enables an individual to strive for the best within their work and personal lives
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(Deci & Ryan, 2012a). This would mean that their rewards are not dependent on external factors
as they gain motivation and rewards internally. This is important for an individual because their
happiness would also be internal and not from external sources therefore it would be harder for
external factors to fully influence them at work and within their personal lives. Lastly, social skills
are important in both aspects of an employee’s life (Decety & Yoder, 2016). Being able to socially
interact at work and in personal situations has an influence on the relationship that an individual

has with others (Deci & Ryan, 2012a).

Employees with higher levels of emotional intelligence interact differently and are generally
happier with their lives (Goleman, 2011). This is in both their work lives and personal lives and as

a result allows them to enjoy a better work life balance.

2.2.8 The moderating effect of emotional intelligence on job satisfaction and work-life
balance

An important aim of this study is to determine whether or not emotional intelligence plays a
moderating role in the relationship between job satisfaction and work-life balance. Within
research, moderating variables help to explain the link between two variables and may determine
the cause and effect. However, whether or not there is a moderating effect, a relationship will still
exist between the two variables. A moderating variable in research is often used in order to explain
the link between an independent and a dependent variable (Smyth, 1998). An independent variable
is a variable that is not altered by another variable while a dependent variable is a variable that can

be altered by another variable (Flick, 2018).
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Moderating variables help researchers identify if unrelated independent variables function at
different points in time. Within this study, emotional intelligence was the moderating variable
between job satisfaction and work-life balance. Job satisfaction is the independent variable and
work-life balance is the dependent variable. Emotional intelligence has been used in numerous
studies in order to identify its effect as a moderating variable. These studies have been carried out
in order to determine the effect of emotional intelligence as a moderator between personality and
employee and creativity (Jafri, 2020), the relationship between conscientiousness and performance
(Douglas et al., 2004) and even the emotional responses to leadership (Dasborough, 2019). All
these studies have indeed found emotional intelligence to be a moderating variable and to have an

influence on the other independent variables.

As emotional intelligence is comprised of different skills, traits and abilities, it enables individuals
to react differently in different situations. It often influences the reasons why individuals enjoy
certain areas in their lives and why they behave in certain ways (Jafri, 2020). These reactions and
behaviours could ultimately determine the job satisfaction and work-life balance of an employee.
As a moderator, the level of emotional intelligence would therefore be useful in helping to

determine the possible reaction of an individual in a given situation.

A study conducted by Basu (2019) found that 67% of a sample of 2000 Indian professionals were
still fixated on work even when they were engaged in private matters. This shows how work-life
balance is an important aspect in the work environment. Emotional intelligence has been found to
help maintain a good work-life balance (Anari, 2012; Goleman, 2021). Emotional intelligence is

therefore a crucial component in an employee’s life as it may ensure that employees are able to
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have a balanced work life and experience greater levels of job satisfaction. Organisations should
be able to help employees increase their emotional intelligence levels in order to not only assist

the employees, but to help the organisation as a whole (Khalili, 2012).

Emotional intelligence has a positive effect on both the job satisfaction and the work-life balance
of an employee. As Emotional Intelligence has been found to help maintain an employee’s job
satisfaction levels as well as work-life balance, it can therefore be assumed that it indeed plays a
moderating role. Research itself has found that job satisfaction is a greater predictor of work-life
balance and can be moderated by emotional intelligence (Anari, 2012; Lu et al., 2019). Without
higher levels of emotional intelligence, employees may struggle to fully enjoy their job as they
would solely rely on the organisation to fulfil their needs (Shukla & Srivastava, 2016). Similarly,
without higher levels of emotional intelligence, individuals may solely rely on other individuals

and external factors to feel satisfied with their lives (Nelson & Louw, 2011, Ramli, 2019).

Emotional intelligence within an individual’s life ensures that the individual is more resilient,
better able to handle their emotions which in turn influences their relationships and personal
interactions with others, as well as ensure that an individual knows how to react appropriately at a
given time (Goleman, 2021). It can therefore be said that emotional intelligence has an effect on
how satisfied these employees are with their jobs and how satisfied they are with their personal

lives. Both influence an individual’s work-life balance levels.

A study by Ealias and George (2012) found that emotional intelligence was directly linked to job

satisfaction. This means that job satisfaction is greatly influenced by the level of emotional
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intelligence possessed by the employee. A similar study conducted by Jyothi Sree and Jyothi,
(2012) found that the work-life balance of an employee is directly correlated to the level of
emotional intelligence possessed. Literature has shown the results of studies conducted in order to
see how these three variables interact and affect each other, however, not much literature exists
within the Namibian context on the interaction of these variables. This indicates a gap in research
that would provide great insight for the development of literature in this context. Most of the
countries possess different organisational cultures however, great interest arises when one thinks
of the possible results that can be obtained within the Namibian context as opposed to the other
studies carried out. If work-life balance is ultimately dependent on an employee’s ability to
maintain job satisfaction and both variables require an individual to be able to handle their
emotions and effectively be able to deal with aspects in these areas, it is safe to say that emotional

intelligence is needed in order to moderate the effectiveness of these two variables.

2.3 Theory synthesis

Individuals, specifically employees, process and deal with emotions differently. This is determined
by their level of emotional intelligence (Goleman, 2021; Perreault et al., 2014). Emotional
Intelligence has been found to be an important component of the psychological well-being of an
individual and has a great impact on the job satisfaction of employees (Jha & Bhattacharya, 2021).
Job satisfaction and emotional intelligence have been linked to the work-life balance of an
employee and determine that in order for an employee to be able to experience a balanced work
and personal life, they need to be both emotionally intelligent and be satisfied within their jobs
(Pradhan et al., 2016). The self-determination theory states that autonomy, competence and

connection (relatedness) are all needed in order for employees to be fully satisfied and functional
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(Deci & Ryan, 2012b). Being competent, autonomous and connected within an organisation has
been found to lead to great levels of job satisfaction (Arifin, 2015; Lee et al., 2013; Naqvi et al.,
2013). Greater levels of job satisfaction have been linked to a greater work-life balance (Khalili,
2012) and emotional intelligence has been identified to be a moderating variable between the

relationship between job satisfaction and work-life balance (Gumede, 2018).

When an individual is competent and possesses the necessary skills and abilities to perform their
roles at work, they are more likely to be satisfied within their jobs (Anari, 2012). As they are better
able to carry out their tasks and accomplish their goals, not only in their job roles but also within
their personal lives. This therefore also ensures that they would have a balanced work-life as they
have the necessary abilities to handle each situation. Emotional intelligence has been found to
influence the competency levels of an individual as their perception and understanding of the
different skills and abilities needed to be used and applied in also determined on their judgment
and perception of their environment (Dashborough, 2019). Autonomy has been linked to job
satisfaction, emotional intelligence and work-life balance (Federici, 2013; Littrel & Lee, 2016).
With job satisfaction, autonomy allows an employee to be able to make decisions for themselves,
be more productive, feel motivated and feel part of the organisation (Gumede, 2018). This in-turn
influences their work-life balance as they feel in control of their choices and situations. Emotional
intelligence has been found to influence the perception of the autonomy levels of an employee
(Kamil & Nasurdin, 2016). This is because emotional intelligence is comprised of self-awareness

and self-regulation which influence how an individual utilizes autonomy (Jafri, 2020).
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The Self-determination theory also depicts that the two types of motivation, intrinsic and extrinsic
motivation are needed in order for employees to be more productive (Deci & Ryan, 2012b).
Motivation is said to be on a continuum and is not a fixed state of mind, hence why it is important
for employees to have higher levels of emotional intelligence, work satisfaction and a proper work-
life balance to be fully motivated (Anari, 2012). The components of the self-determination theory
point to how emotional intelligence can act as a moderating variable between job satisfaction and
work-life balance. This is because, emotional intelligence is needed in each component in order to
ensure efficiency and effectiveness (Jha & Bhattacharya, 2021). The self-determination theory will
enable us to comprehend and explain the different components needed to determine how exactly
emotional intelligence moderated the selected variables as well as which components were evident

in the results.

2.4 Conclusion

In this chapter the concepts of emotional intelligence, job satisfaction and work-life balance were
discussed. Emotional intelligence was explained with its antecedents as well as its dimensions. Job
satisfaction was defined and discussed, its antecedents were considered and the five facets of job
satisfaction were broken down. Thirdly, work-life balance was thoroughly discussed and defined,
its antecedents were deliberated and the concept and factors of work-life conflict were argued. The
Self-determination theory was also discussed as well as its link to motivation as well as a theory
synthesis was provided. Finally, the relationship between emotional intelligence, job satisfaction
and work-life balance discussed with regards to the self-determination theory. The next chapter,

Chapter Three, will discuss the methodology adopted in the study.
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CHAPTER THREE
RESEARCH METHODS

3.1 Introduction
As the previous chapter touched on the literature review of this study, this chapter will describe
the research design adopted for the study. It will also describe the population chosen, the research
instruments used, the procedure and data analysis as well as the research ethics implemented in

the study.

3.2 Research design
The research design of a study can be defined as the overall strategy that a researcher chooses to
use in order to carry out their studying order to address a research problem (Kazdin, 2021). It
outlines the method of data collection, the instruments used as well as the analysis of the data
(Marczyk et al., 2021). Scientific research has a very broad scope of philosophies and different
theories on the research design of a study. The section below will discuss the underlying research
philosophies. The researcher identified pragmatism, interpretivism and positivism and then drives

the philosophy on which the study is grounded on.

3.2.1 Interpretivism
Interpretivism is a theory that was coined by Dworkin in 1982 in which he states that humans gain
knowledge through interpreting and understanding the meanings that are attached to actions
(Capps, 2019). This means that individuals themselves shape their environment and not the other
way around. This is the opposite of positivism. Interpretivists believe that the world cannot be seen
in an objective way as all individuals’ experience and go through life differently. This theory

therefore advocates for the use of qualitative research methods such as interviews and direct
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observations as opposed to quantitative methods of data collection which will be discussed later

on in the chapter.

Interpretivists believe that in order to truly understand the world, one has to get the subjective
views from the individuals that are going through the situation. They believe that individual
interactions shape an individual’s identity which in turn shapes their whole environment
(Alharahsheh & Pius, 2020). Humans have rich and different inner worlds and perceive situations
differently. This belief was derived from the Social Action Theory which believes that individuals
cannot merely be observed in order to draw up conclusions, but rather they need to be understood
and emphasised with (Capps, 2019). The Social Action Theory was coined by Max Weber in 1922
and emphasised on the term Verstehen (Weber, 1947). Verstenhen is a German word which means
to understand the human behaviour in an empathetic way (Weber, 2009). This word perfectly
describes what Interpretivism is all about. The theory believes that more information and detail
can be derived from individual assessments which can provide empathetic understanding as

opposed to quantitative methods that are objective.

3.2.2 Pragmatism
Pragmatism is another scientific research theory which states that the best research methodology
is the one that best answers a research question in the simplest terms (James, 1975). This is with
regards to viewing situations in a practical way without having to use theory to define it. Words
and thoughts are used to predict behaviour as opposed to instruments (Rotry, 2020). Pragmatists
believe that if an idea through thought is satisfactory, it shall be accepted without it having to be
collectively true, as actions should be judged based on outcomes (Hikman, 2019). There are three

main principles of pragmatism, the first being that it is an emphasis on actionable knowledge which
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means that it should be relevant to the whole world. The second being the recognition of the
interconnectedness between experiences, knowing and acting. Lastly a view of inquiry as an
experiential process. This means that humans learn through experience as their senses interact with
the environment (Rotry, 2020). Validity has been identified as a major component in this

philosophy.

3.2.2.1 Validity
There are four main types of validity. Internal validity, external validity, construct validity and
statistical conclusion validity (Christensen et al., 2011). Internal validity can be defined as the
degree to which the results of the study are a true representation of the population and not due to
methodological errors (Heppner et al., 2015). External validity can be defined as the extent to
which a researcher can generalise the findings of their study to other setting or populations (Findley
et al., 2021). Construct validity is the extent to which the measure selected by the researcher is
consistent with the theories identified (Marczyk et al., 2021). Lastly, statistical conclusion validity
is when the conclusions drawn by the researcher from their study are statistically significant and

correct (Heppner et al., 2015).

3.2.3 Positivism
One of the most popularly known research method is positivism. Positivism states that all the
information possessed by humans are derived from the scientific investigation of real, quantifiably
observed data and that society shapes an individual (Comte, 1975). Positivists believe that humans
are shaped by their exposure to socialisation and that the true point of research is to determine the

factors that direct human behaviour in order to predict probable future behaviour (Alharahsheh &
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Pius, 2020). This data is obtained through quantitative methods such as questionnaires and surveys,

a term which will be discussed later on in the chapter (Ryan, 2018).

Positivism associates trends and patterns as a mean of generalisation rather than looking at the
individuals themselves (Comte, 1975). They therefore often compare or look for a relationship
between two variables. Positivism is said to be directed by five principles that can be summarised
as follows; the first principle is that unity needs to exist in the use of the scientific method
(Heikkinen et al, 2007). This simply means that there should be a consistent analysis across all
social and natural sciences. The second principle stated that science is aimed at explaining and
predicting results (Ryan, 2018). The third states that scientific knowledge is testable (Caldwell,
2015). This means that research should be provable through practical and experimental means.
This is why hypothesis are often formulated in order to prove a theory through evidence based
research. The fourth principle is that science does not equal common sense (Comte, 2015).
Researchers should avoid letting their own perceptions of common sense and biases direct their
research. Lastly, science should be as value-free as possible (Ryan, 2018). Science is aimed at
producing knowledge and should therefore be mediated by reason and formulated for general use,
therefore all statements should be true at all times, making this the best research method for the

study.

3.2.4 Quantitative Research
Quantitative research can be described as obtaining numerical data and analysing them through
statistical means, in order to gather information in response to a research question (Devault, 2019).

A quantitative approach was utilised for this research. Quantitative research enables a researcher
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to get specific quantities that can be used to generalize the opinions of a larger population.
Quantitative research also allows the researcher to reach a larger sample size as opposed to
qualitative research (Plonsky, 2017). The data collected is also said to be more consistent and
reliable and is easier and faster to collect (Neumaye & Plumper, 2017). The results obtained from

the quantitative research can also be duplicated as the results point towards the same data.

This study adopted the positivism theory and made use of the quantitative approach for data
collection. A cross sectional research design (which is a type of observational research) was used
with information collected through the means of online questionnaires. A cross sectional research
design was the most suited as it is a positivism paradigm which ensures that the researcher’s values
and biases do not influence the results obtained (Marczyk et al., 2021). The demographical
variables of the employees, their emotional intelligence levels, quality of work-life and their levels

job satisfaction were also obtained through the questionnaires.

3.3 Population
Population within a study can be defined as a set of people with specialised characteristics that are
needed in order for a researcher to carry out a study (Marczyk et al., 2021). The University of
Namibia’s staff members are dispersed in Sseven regions across Namibia (Matengu, 2020). The
chosen population for this study consisted of 2200 staff members at the University of Namibia’s
main campus in Windhoek, Namibia, which consists of both men and women in academic and

administrative roles within the university (Matengu, 2020).
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3.4 Sample
The sample in a study refers to the subset of a population (Christensen et al., 2011). A sample is
needed within a study because it is often not possible to study the whole population, therefore
samples allow the researcher to make generalisations back to the population (Neumayer &
Pliimper, 2017). The sample consisted of 206 Windhoek based employees from the University of
Namibia’s main campus, which was 122 participants short of the anticipated sample size. The
sample of 328 was chosen for the sake of reliability (Ebling, 2004) and was calculated using the

sample size calculator for a confidence level of 95%. The study therefore had a response rate of

62.8%. (% X % = 62.80) which is considered to be a good response rate (Willot, 2019). Convenience

sampling was adopted for the study. Convenience sampling entails selecting the sample based on
the most practical group (Sedwig, 2013). This sampling method was chosen in order to have a

sample population which would be a close representation of the whole population.

3.5 Research Instruments
The data was collected through the means of an online questionnaire which comprised of four
sections. Section A contained the demographic information of the respondents. This includes their
race, gender, marital status, number of dependents, level of qualification and management level

within the university. The rest of the questionnaire was divided as follows:

3.5.1 Job Satisfaction Survey (JSS)
Section B consisted of the Job Satisfaction Survey (JSS) developed by Spector (1994) which
consists of 36 items, including nine components scales namely; promotion, work nature, fringe

benefits, salary, supervision, communicating with other employees, procedure for operations,
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contingency rewards and co-workers. It consists of a 6-point Likert scale and the questions range
from statements such as “My supervisor is quite competent in doing his/her job” to “There is too
much bickering and fighting at work”. The questions ranged from statements such as “My
supervisor is quite competent in doing his/her job” to “There is too much bickering and fighting at
work”. The reliability of the measure was found to have an internal Cronbach’s alpha consistency
between the nine components of 0.87, a content validity index and content validity coefficient of
0.69 and 0.83, which is an exceptional value (Ching-Siang et al., 2014) and has been successfully

used in the Namibian context (Ekandjo, 2017).

3.5.2 Work-Family Conflict questionnaire
Section C measured the work-life balance of the employees. The 14-item Work-family conflict
inventor (6-point Likert scale) was used to gather this data (Greenhaus et al., 2000). The questions
ranged from statements such as “My job makes it difficult to be the kind of spouse, partner I’d like
to be” to “My family takes up time I would like to spend working.” The measure was found to be
valid and recorded a Cronbach’s alpha of 0.73 for Work-Family conflict and 0.86 for Family-Work
Conflict (Greenhaus et al, 2000) although no studies have been found by the researcher in the

Namibian context.

3.5.3 Trait Emotional Intelligence Questionnaire-Short Form
Section D comprised of the Trait Emotional Intelligence Questionnaire-Short which was
developed by Petrides (2009) which consists of 30 items and was found to be valid and was found
to have an internal consistency and test-retest scale reliability of 0.71 and 0.76 respectively. This

instrument had a 7-point Likert scale and had statements that ranged from “I generally don’t find
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life enjoyable” to “Others admire me for being relaxed”. This tool has been successfully used in
the Namibian context (Lange, 2014). All three instruments adopted in the study are freely available

online.

3.6 Procedure
The link to the questionnaire was shared electronically via email and WhatsApp to the chosen
sample. The questionnaire was shared with contacts within the researcher’s realm and requests
were made for staff members to share the questionnaire with others that they were in contact with.
The participants had to click on the consent option on the first page before they were be able to
move on to the questions. Once they had fully answered the questionnaire, the data was saved and
they were able to leave the website. The website did not collect any information about the
participants (this also includes their email address and location or anything which could possibly
link an individual to a specific questionnaire). The only information that was collected were the
responses to the questions. Data collection took place between the 17" March 2021 and the 31%
July 2021 and took each participant + 20 minutes to complete. By the end of the data collection
period, the online questionnaire was closed and the data was converted to an excel sheet. The sheet
and information were electronically kept with a password and can only be accessed by the

researcher and supervisor.

3.7 Data Analysis
SPSS version 27 and process macro were used for analysis at specified levels of significance. SPSS
is an acronym for Statistical Package for the Social Sciences and is used to analyse statistical data
(Foley, 2018). Firstly, the Cronbach’s alpha coefficient was used to test for the reliability of the

research instrument. A descriptive approach combined with a one- sample T-test for the mean
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responses of main variables was conducted in order to form the perceptions of the participants on
the established theoretical variables. The researcher used descriptive statistics such as graphical
tables, pie charts and bar graphs to aid the analysis of data and make the results more presentable.
A parametric correlational analysis coupled with linear regression models were utilized to
determine whether any significant effects exist for the hypothesized frameworks. In order to
identify constructs that will account for a significant higher proportion of variance within the
hypothesized frameworks, a stepwise multiple linear regression model was used. Multiple linear
regression models using the process macro were used to test the moderating effect of emotional
intelligence on the relationship between job satisfaction and work-life balance by assessing the
interaction effect. Tests for normality were done using the normal plots of the standardized
residuals. Accessing these plots, it was found that the points of the expected against the observed
cumulative probabilities were lying on the line, hence the normality assumption for linear
regression modelling was satisfied. In addition, assumptions dealing with outliers,

homoscedasticity and auto-correlation of errors were met suggesting a robust sample.

3.8 Research Ethics
Ethics within research are extremely important. Ethics can be defined as a broad set of written and
unwritten rules that direct one’s behaviour as well as those of others (McKenna & Gray, 2018).
Within research, ethics guide researchers in acquiring scientific data in an ethical manner and
ensures that researchers are held accountable for their conduct (Resnik, 2018). Ethics within
research ensures that confidence and trust can be held and maintained by everyone involved in the
study, it ensures that ethical practices are held, especially when research is done on human or
animals (Gillan & Pickerill, 2012). It also ensures that funds from funded research are used

appropriately.
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There are typically five broad ethical areas that are considered when conducting research. The first
area is informed consent. Informed consent can be defined as a participant knowingly and
voluntarily giving their permission for their data to be used for a study as well as partake in the
study (McKenna & Gray, 2018). The second area is anonymity, which is to protect the identity of
the participant (Resnik, 2018). If anonymity cannot be maintained, then the next area is used which
is confidentiality. Confidentiality not sharing the information collected about an individual with
other individuals other than those permitted in the beginning of the study (Resnik, 2018). The
fourth area is the respect to privacy which ensures that the participant has every right to decide
how, when and what information of theirs will or will not be shared (McKenna & Gray, 2018).
The last area is the protection of vulnerable groups. Vulnerable groups can be defined as
individuals within society who are unable to protect their rights and wellbeing (Gillan & Pickerill,

2012).

For this study, firstly ethical clearance was obtained from the University of Namibia’s Ethics
Committee (Ethical Clearance Number: UNAM-DEC-HSS/08/03/2021). As stipulated by the
research code of ethics it is essential that the study should have been conducted on a voluntary
basis and therefore participants were informed of their right to withdraw from the study and that
their refusal to be part of the study would entail no consequences. As women were part of the
population and sample size (both men and women work at the university), they were also part of
the study which categorised them in the vulnerable group. None of their names or information that
could link them individually to the study were obtained, thereby posing no threat to the women.
All participants provided their consent to be part of the study by clicking the option before

continuing with the questionnaire. No names or contact details were collected from either

74



participant in order to maintain anonymity and confidentiality. As all data was collected online,
the data was stored and kept secure on Google’s cloud storage which is secured with a password
that is only accessible by the researcher and supervisor. This data will be kept for a period of five

years after which the information will be deleted and no traces of it shall be founds.

3.9 Conclusion
This chapter looked at the research design, population, sample, research instruments, procedure,
data analysis and research ethics that were considered within the study. It gave a brief introduction
of each and a detailed description of each section’s role within the study. The data was collected

using the stipulated methods and the analysis of the results will be discussed in the next chapter.
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CHAPTER FOUR
RESULTS
4.1 Introduction
Chapter three looked at the methodology adopted in the study. This chapter will explain and
present the overall findings of this research as well as the inferential statistics which measured
association between variables and descriptive statistics for the demographic variables and

computing means. All study instruments adopted had high reliability scores.

4.2 Internal consistency
Table 4.1 shows the internal consistency of the data collection instrument. Cronbach’s alpha
coefficient was used to test for the reliability of the research instrument. The Cronbach’s alpha for
the scales show acceptable reliability coefficients for all the research variables and constructs.
According to Nunnally and Bernstein (1994) Cronbach alphas of 0.7 and higher are satisfactory.
In addition, a general accepted rule is that a Cronbach’s alpha coefticient of 0.60 to 0.70 indicates

an acceptable level of reliability (Hulin, Netemeyer, & Cudeck, 2001).
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Table 4.1

Reliability analysis

Main Theoretical Variables Valid Items Cronbach’s
N Used o
Emotional Intelligence 206 30 0.93**
1. Self-Awareness 206 12 0.80**
2. Self-Regulation 206 6 0.79**
3. Motivation 206 3 0.71**
4. Empathy 206 3 0.62**
5. Social Skills 206 6 0.73**
Job Satisfaction 206 36 0.92**
1. Pay-Satisfaction with pay and pay raises 206 4 0.61**
2. Promotion-Satisfaction with promotion opportunities 206 4 0.73**
3. Supervision-Satisfaction with person’s immediate supervisor 206 4 0.85**
4. Fringe Benefits-Satisfaction with fringe benefits 206 4 063**
5. Contingent Rewards-Satisfaction with rewards 206 4 0.67**
6. Operating Conditions-Satisfaction with rules and procedures 206 4 0.67**
7. Co-workers-Satisfaction with co-workers 206 4 0.71**
8. Nature of Work-Satisfaction with the type of work done 206 4 0.77**
9. Communication-Satisfaction with communication 206 4 0.60**
Work-L.ife Balance 206 14 0.83**
1. Work-Life Conflict 206 7 0.78**
2. Work Demands 206 7 0.66**

**Significantly acceptable reliability

4.3 Demographic Variables
Before a detailed analysis of the data was done, basic distributions according to the study’s
personal biographical profile was initially performed. A descriptive approach was used to describe

the biographical variables of the study (see Table 4.2 below).
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Table 4.2

Descriptive statistics for personal biographical profile of respondents

Variable Levels df f Valid %
Sex Male 1 84 40.8
Female 122 59.2
Race White 2 45 22.0
Black 98 47.8
Coloured 62 30.2
Marital Status Single 3 82 39.8
Married 98 47.6
Divorced 16 7.8
Widowed 10 4.9
Dependents 0to3 2 149 72.7
4106 49 23.9
T+ 7 3.4
Qualification Degree 3 194 94.2
Diploma 7 34
Certificate 5 2.4
Level of Management Lower Level 2 122 59.5
Middle Level 82 40.0
Top Level 1 0.5
N=206

A graphical presentation and description of the descriptive statistics of the biographical

information is outlined below.

4.3.1 Percentage distribution by gender

Figure 4.1 depicts the gender of respondents. The majority of the respondents (59.2%, n = 122)

were female respondents, while male respondents comprised 40.8% of the sample (n = 84).
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Figure 4.1

Distribution of respondents by gender

Percentage distribution by gender

Female
59.2%

4.3.2 Percentage distribution by race
Figure 4.2 below depicts the distribution of respondents in relation to their race within the sampled
institutions. Most of the respondents (47.8%, n = 98) are Black African followed by Coloureds

who constitute 30.2% (n = 62) of the sample. Whites constituted 22.0% (n = 45) of the sample.
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Figure 4.2

Distribution by race

Percentage distribution by race

White
22.0%

Black
47.8%

Coloured
30.2%

4.3.3 Percentage distribution by marital status
Figure 4.3

Distribution of respondents by marital status

Percentage distribution by marital status

47.6%

39.8%

7.8%

. B

Single Married Divorced Widowed
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Figure 4.3 shows the distribution of respondents in relation to their marital status. Most of the
respondents (47.6%, n = 98) are married, while 39.8% (n = 82) are single. Sixteen respondents

(7.8%) are divorced, whilst 10 (4.9%) are widowed.

4.3.4 Percentage distribution by number of dependents
Figure 4.4 below shows the distribution of respondents in relation to the respondent’s number of
dependents. The majority of the respondents (72.7%, n = 149) had 0 to 3 respondents, while 23.9%

(n =49) had 4 to 6 dependents. Only seven (3.4%) had 7 and above dependents.

Figure 4.4

Distribution of respondents by number of dependents

Percentage distribution by number of

dependents

7+
3.4%
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4.3.5 Percentage distribution by educational qualification
Figure 4.5 illustrates the highest educational qualification categories of the respondents. The graph
shows that the majority of the respondents (94.2%; n = 194) had a Degree. Out of the 206
respondents, 7 respondents (3.4%) had a Diploma as their highest qualification, whilst only 5

respondents (2.4%) had a certificate as their highest educational qualification.

Figure 4.5

Distribution of respondents by highest educational qualification

Percentage distribution by qualifications

94.2%

2.4% 3.4%
Certificate Diploma Degree

4.3.6 Percentage distribution by level within the organisation
Figure 4.6 illustrates the percentage distribution by level within the organisation. The graph shows
that the majority of the respondents (59.5%; n = 122) were in the lower management level, 82
respondents (40.0%) were in the middle management, whilst 1 respondent (0.5%) was in the top

management.
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Figure 4.6

Distribution of respondents by level within the organisation

Percentage distribution by position at work

59.5%

40%

0.5%

L

Lower Level Middle Level Top Level

4.3.7 Means analysis on perceptions of respondents on the study’s theoretical variables

and constructs.

It was imperative to conduct a means analysis on perceptions of respondents on the study’s

theoretical variables and constructs. For clarity the researcher looked at the scales considering the

nature of Likert scales used. Thus, firstly the researcher looked at job satisfaction which was

measured on a 6-point Likert scale then later work-life balance (6-point Likert scale) and emotional

intelligence which was measured on a 7 point Likert scale. A descriptive analysis coupled with a

one-sample T-test was used to establish the perceptions of the participants on the established

theoretical variables.
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4.3.8 Mean analysis on job satisfaction (Independent variable)
Table 4.3 shows the summary of the descriptive statistics of the variable job satisfaction and its
respective constructs. Data is displayed in terms of the total number of respondents, minimum,
maximum, mean scores and standard deviation of the data set from the sample.
Table 4.3

Summary of descriptive statistics of job satisfaction

Variable N Min Max Mean SD
Job Satisfaction 206 1.44 5.47 3.72 0.66
1. Pay 206 1.00 5.75 3.69 0.81
2. Promotion 206 1.00 5.50 3.23 0.88
3. Supervision 206 1.00 6.00 4.09 1.11
4. Fringe Benefits 206 1.25 5.50 3.65 0.81
5. Contingent Rewards 206 1.50 6.00 3.70 0.97
6. Operating Conditions 206 1.50 5.50 3.26 0.68
7. Co-workers 206 1.25 6.00 3.96 0.92
8. Nature of Work 206 1.75 6.00 4.48 0.90
9. Communication 206 1.00 5.75 3.46 0.87

Measured on a 6-point Likert scale the results shows a moderate mean level of the main variables
job satisfaction (mean = 3.72; SD = 0.66). This was a similar case with pay (mean = 3.69; SD =
0.807), fringe benefits (mean = 3.65; SD = 0.81), contingent rewards (mean = 3.70; SD = 0.97)
and co-workers (mean = 3.96; SD = 0.92). On the other hand, supervision (mean = 4.09; SD =
1.11) and nature of work (mean = 4.48; SD = 0.90) had highly moderate mean ratings. Lastly for
the theoretical construct promotion (mean = 3.23; SD = 0.89), operating conditions (mean = 3.26;
SD = 0.68) and communication (mean = 3.46; SD = 0.87) had somehow lower mean ratings than
the other dimensions of job satisfaction. Generally, the respondents agreed to the items used to

measure these scales. However, in order to establish whether there was indeed, a significant
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evidence for this claim a one-sample T-test was conducted and the results are presented in Table

4.4 below.

In each case, the observed means for job satisfaction and its respective constructs were compared
to a theoretical mean of 3.5 since their statements were rated on a 6-point scale. Mean levels
significantly higher than 3.5 were regarded as respondents agreeing to the respective items which
measured that particular variable or construct. Those which are significantly lower than 3.5 were
regarded as respondents disagreeing to the item/s. There was a strong significant evidence from
the data gathered in the study that there were low levels of promotion (mean = 3.23; test statistic
=-4.35; p = <0.0001). There was also statistically significant evidence to suggest that respondents
had lower mean ratings for operating conditions (mean = 3.26; test statistic = -5.06; p = <0.0001).
This suggests that respondents generally disagreed to the items measuring these scales. This was
also a similar case with communication (mean = 3.46; test statistic = -0.04; p = 0.50) which showed
no significant difference from the hypothesized mean of 3.5. On the other hand, the data suggested
that the respondents were generally agreed to the items measuring overall job satisfaction (mean
= 3.72; test statistic = 4.890; p = <0.0001). This was a similar case with pay, supervision, fringe

benefits, contingent rewards, co-workers and nature of work.
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Table 4.4

One-sample T- tests for the mean responses of job satisfaction and respective constructs.

Variable Observed SD Mean Test  Asymptotic Sig.
Mean Diff Statistic  (2-tailed test)

Job Satisfaction 3.723 0.66 0.22 4.89 0.000

1. Pay 3.689 0.81 0.19 3.36 0.001

2. Promotion 3.231 0.88 -0.27 -4.35 0.000

3. Supervision 4.092 1.11 0.59 7.67 0.000

4. Fringe Benefits 3.650 0.81 0.15 2.66 0.008

5. Contingent Rewards 3.696 0.97 0.20 291 0.004

6. Operating Conditions 3.258 0.68 -0.24 -5.06 0.000

7. Coworkers 3.955 0.92 0.46 7.06 0.000

8. Nature of Work 4.480 0.90 0.98 15.60 0.000

9. Communication 3.458 0.87 -0.04 -0.68 0.498

For Job Satisfaction, statements were rated on a 6-point scale. (*) Represents statistically lower mean. (i.e., Lower than 3.5). (**)
Represents statistically higher median. (i.e., Higher than 3.5).

4.3.9 Mean analysis on emotional intelligence and work-life balance (Moderator and
Dependent variable)

Table 4.5 shows the summary of the descriptive statistics of emotional intelligence and work-life

balance and their respective constructs. Data is displayed in terms of the total number of

respondents, minimum, maximum, mean scores and standard deviation of the data set from the

sample.
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Table 4.5

Summary of descriptive statistics of emotional intelligence and work-life balance

Variable N Min Max Mean SD
Emotional Intelligence 206 2.77 6.47 4.86 0.66
1. Self-Awareness 206 2.58 6.50 4.89 0.66
2. Self-Regulation 206 2.50 6.33 4.73 0.78
3. Motivation 206 2.67 6.33 4.93 0.87
4. Empathy 206 1.67 6.33 4.58 0.80
5. Social Skills 206 2.33 6.50 4.81 0.77
Work-Life Balance 206 2.79 6.50 4.73 0.72
1. Work-Life Conflict 206 2.29 6.57 4.75 0.85
2. Work Demands 206 3.00 6.57 4,71 0.68

Measured on a 6-point Likert scale the results shows a moderate mean levels of both emotional
intelligence and work-life balance together with their respective constructs. Generally, the
respondents agreed to the items used to measure these scales. However, in order to establish
whether there was indeed, a significant evidence for this claim a one-sample T-test was conducted
and the results are presented in Table 4.6 below. In each case, the observed means for both
emotional intelligence and work-life balance together with their respective constructs were
compared to a theoretical mean of 4 since their statements were rated on a 7-point scale. Mean
levels significantly higher than 4 were regarded as respondents agreeing to the respective items
which measured that particular variable or construct. Those which are significantly lower than 4
were regarded as respondents disagreeing to the item/s. There was strong significant evidence from
the data gathered in the study that suggests that respondents generally agreed to the items

measuring all the scales.
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Table 4.6
One-sample T-tests for the mean responses of emotional intelligence and work-life balance and

their respective constructs.

Variable Observed SD Mean Test  Asymptotic Sig.
Mean Diff Statistic ~ (2-tailed test)

Emotional Intelligence 4.86 0.66 0.86 18.82 0.000**

1. Self-Awareness 4.89 0.66 0.90 19.60 0.000**

2. Self-Regulation 4.73 0.78 0.73 13.40 0.000**

3. Motivation 4.93 0.87 0.93 15.30 0.000**

4. Empathy 4.58 0.80 0.59 10.44 0.000**

5. Social Skills 4.81 0.77 0.81 15.15 0.000**
Work-Life Balance 4.73 0.72 0.73 14.59 0.000**

1. Work-Life Conflict 4.75 0.85 0.75 12.72 0.000**

2. Work Demands 471 0.68 0.71 14.99 0.000**

For Emotional intelligence and Work-Life Balance, statements were rated on a 7-point scale. (*) Represents statistically lower
median. (i.e., Lower than 4). (**) Represents statistically higher median. (i.e., Higher than 4).

4.4  Inferential analysis: Correlation analysis

Firstly, it was necessary to check whether there was a linear relationship in the data which allowed
for a linear regression analysis. To achieve this a parametric Pearson’s correlation coefficient (one-
tailed test) was used. Tables 4.7 to 4.9 shows the Pearson’s correlations (r) and significance

probabilities for relations of the hypothesized frameworks.
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Table 4.7
Pearson’s correlation coefficients (r) and significance probabilities (p) for relations of job

satisfaction and work-life balance.

i Work-Life Balan
Theoretical Constructs Y € balance

r P
Job Satisfaction 0.78 <0.0001**
1. Pay 0.56 <0.0001**
2. Promotion 0.44 <0.0001**
3. Supervision 0.59 <0.0001**
4. Fringe Benefits 0.55 <0.0001**
5. Contingent Rewards 0.64 <0.0001**
6. Operating Conditions 0.47 <0.0001**
7. Co-workers 0.67 <0.0001**
8. Nature of Work 0.67 <0.0001**
9. Communication 0.55 <0.0001**

** Correlation is remarkable when the significant level is 0.01(One-tailed test).

Table 4.7 shows the correlations that applies to the first hypothesis. The findings reveal that for
the linear relations between work-life balance and job satisfaction, work-like balance had a strong
and positive significant linear relationship with overall job satisfaction (r = 0.78; p = <0.0001).
Work-life balance had significant and positive relationships with all the dimensions of job
satisfaction. Thus, contingent rewards (r = 0.64; p = <0.0001), co-workers (r = 0.67; p = <0.0001)
and nature of work (r = 0.67; p = <0.0001) had moderately high, positive and significant linear
relationship with work-life balance. On the other hand, all the remaining dimensions of job

satisfaction had moderate and moderate correlation with work-life balance.
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Table 4.8
Pearson’s correlation coefficients (r) and significance probabilities (p) for relations of

emotional intelligence and job satisfaction.

. Job Satisfaction
Theoretical Constructs

r p
Emotional Intelligence 0.56 <0.0001**
1. Self-Awareness 0.54 <0.0001**
2. Self-Regulation 0.49 <0.0001**
3. Motivation 0.47 <0.0001**
4. Empathy 0.36 <0.0001**
5. Social Skills 0.51 <0.0001**

** Correlation is remarkable when the significant level is 0.01(One-tailed test).

In Table 4.8 we have correlations that relates to the second hypothesized framework. Job
satisfaction had a moderate, positive and significant linear relationship with overall emotional
intelligence (r = 0.56; p = <0.0001). In addition, job satisfaction also had significant, moderate and
positive linear relationship with self-awareness (r = 0.54; p = <0.0001), self-regulation (r = 0.49;
p =<0.0001), motivation (r=0.47; p =<0.0001) and social skills (r =0.51; p = <0.0001). However,
job satisfaction had a low moderate, significant and positive linear relationship with empathy (r =

0.36; p = <0.0001).
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Table 4.9
Pearson’s correlation coefficients (r) and significance probabilities (p) for relations of

emotional intelligence and work-life balance.

i Work-Life Balan
Theoretical Constructs Y € balance

r p
Emotional Intelligence 0.65 <0.0001**
1. Self-Awareness 0.60 <0.0001**
2. Self-Regulation 0.59 <0.0001**
3. Motivation 0.56 <0.0001**
4. Empathy 0.40 <0.0001**
5. Social Skills 0.58 <0.0001**

** Correlation is remarkable when the significant level is 0.01(One-tailed test).

Lastly, Table 4.9 shows the correlations that applies to the third hypothesis. For the linear relations
between work-life balance and overall emotional intelligence, the results suggest that there exist a
highly moderate and positive significant linear relationship (r = 0.65; p = <0.0001). This was also
a similar case with self-awareness (r = 0.60; p = <0.0001) which had a moderately high and
positive significant linear relationship with work-life balance. Self-regulation (r = 0.59; p =
<0.0001), motivation (r = 0.56; p = <0.0001), empathy (r = 0.40; p = <0.0001) and social skills (r

=0.58; p = <0.0001) had a moderate and positive correlations with work-life balance.

4.5 Hypothesis testing using linear regression models.
This section addresses the research hypotheses. It is evident that from the hypothesized
frameworks the results of the correlational analysis show that there exist statistically significant
correlations in all cases. It is therefore imperative to use linear regression models to further test
these hypothesized frameworks in order to establish the usable models as well as the effects that

exist. The Durbin-Watson test for auto-correlation was used and to test the assumption of
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homoscedasticity and normality of residuals special Q-Q plots were used. Results of the linear

regression analysis are presented below.

Hypothesis 1: The job satisfaction on work-life balance hypothesis

H1o: Job satisfaction has no significant and positive effect on the work-life balance of employees
at the University of Namibia’s main campus in Windhoek, Namibia.

H1:: Job satisfaction has a significant and positive effect on the work-life balance of employees at

the University of Namibia’s main campus in Windhoek, Namibia.

To determine whether there is a significant effect of job satisfaction on work-life balance a simple
linear regression model was examined. Job satisfaction was modelled as an explanatory variable
and this resulted in a significant model (F = 309.71; p = <0.0001). The model fit and model
summary statistics are presented in Table 4.10. In this model, job satisfaction explained a
significant amount of the variation in the dependent variable (R? = 0.60, R? Adjusted = 0.60). The
Durbin-Watson d = 1.52, is between the two critical values of 1.5 < d < 2.5 and therefore we can

assume that there is no first order linear auto-correlation in our linear regression data.

Table 4.10

Simple linear regression model fit summary for job satisfaction on work-life balance.

Source Sum of Squares df Mean Square F Value Pr>F
Regression 63.82 1 63.82 309.71 <0.0001*
Residual 42.04 204 0.21

Total 105.86 205

Model Summary

R? (Adjusted R?) 0.603(0.601)

Durbin-Watson Test - Test for auto-correlation 1.52

* Significant fit. Note: Independent variables: Constant, Job Satisfaction; Dependent variable: Wok-Life Balance
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Table 4.11 shows that the parameter estimates of the resultant model are all statistically significant
(Bo=1.57;t=28.58; p =<0.0001 and f1=0.85; t =17.60 p = <0.0001). Since our B1 coefficient is
significant, thus there is sufficient evidence at 5% level of significance to reject the null hypothesis
and conclude that job satisfaction has a significant and positive effect on the work-life balance of
employees at the University of Namibia’s main campus in Windhoek, Namibia. The resultant
unstandardized model is:

Wok-Life Balance = 1.57 + 0.85*Job Satisfaction + residual ¢

Table 4.11

Parameter estimates for the job satisfaction on work-life balance model.

Unstandardized Coefficients Standardized
Parameter Coefficients t Sig
B Std Error B
Constant 1.57 0.18 8.58 0.000*
Job Satisfaction 0.85 0.05 0.78 17.60 0.000*

* Significant fit. Note: Independent variables: Constant, Job Satisfaction; Dependent variable: Work-Life Balance

Hypothesis 1 Post Hoc analysis using the step-wise multiple linear regression model on the
job satisfaction on work-life balance hypothesis

In order to identify the predictor variable/s (Job satisfaction constructs) that adds unique variance
in predicting work-life balance a stepwise multiple linear regression model was used and yeilded
five significant models. Table 4.13 below shows that the final significant model was the one with
nature of work, rewards, operating conditions, co-worker and pay as predictor variables on work-
life balance (FA = 7.44; p = 0.007). The unstandardized B coefficients in Table 4.13 show that all

these dimensions had significant and positive effect on work-life balance. Thus, nature of work (B1
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=0.28; t=6.20; p = 0.000), rewards (B2=0.10; t = 2.00; p = 0.05), operating conditions (B3 =0.18;
t = 3.52; p = 0.001), co-worker (4= 0.18; t = 3.49; p = 0.001) and pay (s = 0.14;

t=2.73; p=0.007) all had significant positive effect on work-life balance. From Table 4.12 below,
the R?A = 0.649 shows that the final model explains 64.9% of the variation in the dependent
variable. The collinearity diagnostics in shows that multi-collinearity does not exist in the
regression model (Tol > 0.1 or VIF < 10 for all variables). Promotion, supervision, fringe benefits
and communication were excluded from the final model. Thus, these dimensions do not add any
significant influence in the model. The final unstandardized regression equation is:

Work-Life Balance = 1.28 + 0.28*Nature of Work + 0.10*Rewards + 0.18*Operating

Conditions + 0.18*Coworker + 0.14*Pay + residual (¢)
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Table 4.12

A summary of stepwise multiple regression analyses testing job satisfaction constructs in the

prediction of work-life balance.

Dependent Variable: Work-L.ife Balance

Independent Variables

R? Adjusted R?  R%A FA df2 Sig. FA4
aNature of work 0.45 0.45 0.45 169.61 204  <0.0001*
bRewards 0.57 0.57 0.12 57.22 203  <0.0001*
®Operating conditions 0.62 0.62 0.04 24.68 202  <0.0001*
dCo-worker 0.64 0.63 0.02 8.35 201 0.004*
*Pay 0.65 0.64 0.01 7.44 200 0.007*

*Significant change in the amount of variation of dependent variable being explained by the predictors.

a. Predictors: (Constant), Nature of work

b. Predictors: (Constant), Nature of work, Rewards
c. Predictors: (Constant), Nature of work, Rewards, Operating conditions

d. Predictors: (Constant), Nature of work, Rewards, Operating conditions, Co-worker

e. Predictors: (Constant), Nature of work, Rewards, Operating conditions, Co-worker, Pay

Table 4.13

Parameter estimates for the stepwise regression of job satisfaction constructs in the prediction of

work-life balance

Model/Parameter Unstandardized Standardized sig. Collinearity
B S.Error Beta Tol VIF
5 (Constant) 1.28 0.20 6.49 0.000

Nature of work 0.28 0.05 0.36 6.20 0.000 0.53 1.88
Rewards 0.10 0.05 0.13 199 0.048 040 2.52
Operating conditions 0.18 0.05 0.17 3,52 0.001 0.72 1.40
Co-worker 0.18 0.05 0.23 349 0.001 041 246
Pay 0.14 0.05 0.16 2,73 0.007 052 191

Note; Dependent Variable: Work-life Balance; Predictors in the Model: (Constant), Nature of work, Rewards, Operating conditions,

Co-worker, Pay
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Hypothesis 2: The emotional intelligence on job satisfaction hypothesis

H20: Emotional intelligence has no significant and positive effect on the job satisfaction of
employees at the University of Namibia’s main campus in Windhoek, Namibia.

H2:: Emotional intelligence has a significant and positive effect on the job satisfaction of

employees at the University of Namibia’s main campus in Windhoek, Namibia.

To determine whether emotional intelligence has a significant linear relationship with job
satisfaction, a simple linear regression model was examined. Emotional intelligence was modelled
as an explanatory variable and this resulted in a statistically significant model (F = 92.06; p =
<0.0001). The model fit and model summary statistics are presented in Table 4.14. In this model,
emotional intelligence explained a significant amount of the variation (31.1%) in the dependent
variable (R? = 0.31, R? Adjusted = 0.31). The Durbin-Watson d = 1.73, is between the two critical
values of 1.5 < d < 2.5 and therefore we can assume that there is no first order linear auto-

correlation in our linear regression data.

Table 4.14

Simple linear regression model fit summary for emotional intelligence on job satisfaction.

Source Sum of Squares df Mean Square F Value Pr>F
Regression 27.49 1 27.49 92.08 <0.0001*
Residual 60.90 204 0.30

Total 88.39 205

Model Summary

R? (Adjusted R?) 0.311(0.308)

Durbin-Watson Test - Test for auto-correlation 1.73

* Significant fit. Note: Independent variables: Constant, Emotional intelligence; Dependent variable: Job Satisfaction
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Table 4.15 shows that the parameter estimates of the resultant model are all statistically significant
(fo=1.02; t = 3.63; p = <0.0001 and 1= 0.56; t = 9.60; p = <0.0001). Since our f coefficient is
positive and significant, thus there is sufficient evidence at 5% level of significance to reject the
null hypothesis and conclude that emotional intelligence has a significant and positive effect on
the job satisfaction of employees at the University of Namibia’s main campus in Windhoek,

Namibia. The resultant unstandardized model is:

Job Satisfaction = 1.015 + 0.557* Emotional intelligence + residual ¢

Table 4.15

Parameter estimates for the emotional intelligence and job satisfaction model.

Unstandardized Standardized
Parameter Coefficients Coefficients t Sig
B Std Error B
Constant 1.02 0.29 3.56 0.000*
Emotional intelligence 0.56 0.06 0.56 9.60 0.000*

* Significant fit. Note: Independent variables: Constant, Emotional intelligence; Dependent variable: Job Satisfaction

Hypothesis 2 Post Hoc analysis using the step-wise multiple linear regression model on the
emotional intelligence on job satisfaction hypothesis

In order to identify the predictor variable/s (Emotional intelligence constructs) that adds unique
variance in predicting job satisfacton a stepwise multiple linear regression model was used and
yeilded two significant models. Table 4.17 below shows that the final significant model was the
one with self-awareness and social skills as predictor variables on job satisfaction (FA4 = 6.66; p =
0.010). The unstandardized S coefficients in Table 4.17 show that all these dimensions had

significant and positive effect on job satisfaction. Thus, self-awareness (51 = 0.36;t = 3.87; p =
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0.000) and social skills (52 = 0.20; t = 2.584; p = 0.01) all had significant positive effect on job
satisfaction. From Table 4.16 below, the R?4 = 0.311 shows that the final model explains 31.1%
of the variation in the dependent variable. The collinearity diagnostics in shows that multi-
collinearity does not exist in the regression model (Tol > 0.1 or VIF < 10 for all variables). Self-
regulation, motivation and empathy were excluded from the final model. Thus, these dimensions
do not add any significant influence in the model. The final unstandardized regression equation is:

Job Satisfaction = 1.01 + 0.36*Self-awareness + 0.20*Social Skills + residual (¢)

Table 4.16
A summary of stepwise multiple regression analyses testing emotional intelligence constructs in

the prediction of job satisfaction.

Dependent Variable: Job Satisfaction

Independent Variables

R? Adjusted R®?  R%4 FA df2 Sig. F4
aSelf-awareness 0.29 0.29 0.29 82.78 204 <0.0001*
bSocial skills 0.31 0.31 0.02 6.68 203 0.010*

*Significant change in the amount of variation of dependent variable being explained by the predictors.
a. Predictors: (Constant), Self-awareness
b. Predictors: (Constant), Self-awareness, Social skills

Table 4.17
Parameter estimates for the stepwise regression of emotional intelligence constructs in the

prediction of job satisfaction

Unstandardized Standardized Collinearity
Model/Parameter T Sigo—
B S.Error Beta Tol VIF

2 (Constant) 1.01 0.29 3.48 0.001
Self-awareness 0.36 0.09 0.35 3.87 0.000 040 248
Social skills 0.20 0.08 0.24 2.58 0.010 0.40 248

Note; Dependent Variable: Job Satisfaction; Predictors in the Model: (Constant), Self-awareness, Social skills
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Hypothesis 3: The emotional intelligence on work-life balance hypothesis.

H3o0: Emotional intelligence has no significant and positive effect on the work-life balance of
employees at the University of Namibia’s main campus in Windhoek, Namibia.

H3:: Emotional intelligence has a significant and positive effect on the work-life balance of

employees at the University of Namibia’s main campus in Windhoek, Namibia.

To determine whether emotional intelligence has a significant effect on work-life balance, a simple
linear regression model was examined. Emotional intelligence was modelled as an explanatory
variable and this resulted in a significant model (F = 145.56; p = <0.0001). The model fit and
model summary statistics are presented in Table 4.18. In this model, emotional intelligence
explained a significant amount of the variation (41.6%) in the dependent variable (R? = 0.42, R?
Adjusted = 0.41). The Durbin-Watson d = 1.63, is between the two critical values of 1.5 <d <2.5
and therefore we can assume that there is no first order linear auto-correlation in our linear

regression data.

Table 4.18

Simple linear regression model fit summary for emotional intelligence on work-life balance.

Source Sum of Squares df Mean Square F Value Pr>F
Regression 44.08 1 44.08 145.56 <0.0001*
Residual 61.78 204 0.30

Total 105.86 205

Model Summary

R? (Adjusted R?) 0.416(0.414)

Durbin-Watson Test - Test for auto-correlation 1.63

* Significant fit. Note: Independent variables: Constant, Emotional Intelligence; Dependent variable: Work-Life Balance
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Table 4.19 shows that the parameter estimates of the resultant model are all statistically significant
(fo=1.30;t=4.53; p=<0.0001 and 1 =0.71; t = 12.07; p = <0.0001). Since our 1 coefficient is
positive and significant, thus there is sufficient evidence at 5% level of significance to reject the
null hypothesis and conclude that emotional intelligence has a significant and positive effect on
the work-life balance of employees at the University of Namibia’s main campus in Windhoek,

Namibia. The resultant unstandardized model is:

Work-Life Balance = 1.30 + 0.71* Emotional Intelligence + residual ¢

Table 4.19

Parameter estimates for the emotional intelligence on work-life balance model.

Unstandardized Standardized
Parameter Coefficients Coefficients t Sig
B Std Error B
Constant 1.30 0.29 4.53 0.000*
Emotional Intelligence 0.71 0.06 0.65 12.07 0.000*

* Significant fit. Note: Independent variables: Constant, Emotional Intelligence; Dependent variable: Work-Life Balance
Hypothesis 3 Post Hoc analysis using the step-wise multiple linear regression model on the
emotional intelligence on work-life balance hypothesis.

In order to identify the predictor variable/s (emotional intelligence constructs) that adds unique
variance in predicting the work-life balance a stepwise multiple linear regression model was used
and vyeilded four significant models. Table 4.20 and 4.21 below shows that the first significant
model was the one with self-awareness as a predictor variable on work-life balance (F4 = 115.21;
p = <0.0001). The second significant construct that was added to the model was self-regulation

which yielded a significant model (F4 = 15.79; p = <0.0001). Empathy was the third dimension to
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be added to the model. The last significant construct that was added to the model was competence
which yielded a significant model (F4 =4.97; p = 0.03). The collinearity diagnostics in Table 4.21
shows that multi-collinearity does not exist in this regression model (Tol > 0.1 or VIF < 10 for all
variables). Parameter estimates show that all predictors variables, that is, self-awareness, self-
regulation, empathy and social skills had a significant effect on work-life balance and the
unstandardized regression coefficients are 1 = 0.39 (p = <0.0001), > =0.29 (p = 0.001), p3 = -
0.18 (p = 0.02) and p4=0.190 (p = 0.03), respectively. Thus, self-awareness, self-regulation and
social skills had significant and positive linear relationships with work-life balance. On the other
hand, self-awareness, self-regulation, empathy had a significant negative effect. Thus, using the
stepwise regression approach self-awareness, self-regulation, empathy and social skills adds
unique variance (R? = 0.44, Adjusted R? = 0.42) in predicting work-life balance. Thus, the final

unstandardized regression equation for work-life balance is:

Work-Life Balance = 1.36 + 0.39* Self-awareness + 0.29* Self-regulation — 0.18*Empathy +

0.19*Social Skills + residual (¢)
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Table 4.20
A summary of stepwise multiple regression analyses testing emotional intelligence constructs in

the prediction of work-life balance.

Dependent Variable: Work-Life Balance

Independent Variables

R? Adjusted R? R’A FA df2 Sig. FA
aSelf-awareness 0.36 0.36 0.36 115.21 204 <0.0001*
bSelf-regulation 0.41 0.40 0.05 15.79 203  <0.0001*
°Empathy 0.42 0.41 0.01 4.85 202 0.029*
dSocial skills 0.44 0.42 0.01 4.97 201 0.027*

*Significant change in the amount of variation of dependent variable being explained by the predictors.
a. Predictors: (Constant), Self-awareness

b. Predictors: (Constant), Self-awareness, Self-regulation

c. Predictors: (Constant), Self-awareness, Self-regulation, Empathy

d. Predictors: (Constant), Self-awareness, Self-regulation, Empathy, Social skills

Table 4.21
Parameter estimates for the stepwise regression of emotional intelligence constructs in the

prediction of work-life balance

Unstandardized Standardized ~ Collinearity
Model/Parameter T Sig. -~
B S.Error Beta Tol VIF

4 (Constant) 1.36 0.29 4.69 0.000
Self-awareness 0.39 0.11 0.36 3.67 0.000 0.30 3.37
Self-regulation 0.29 0.08 0.31 3.477 0.001 0.36 2.80
Empathy -0.18 0.07 -0.20 -243 0.016 043 234
Social skills 0.19 0.09 0.20 2.23 0.027 0.34 2.95

Note; Dependent Variable: Work-life balance; Predictors in the Model: (Constant), Self-awareness, Self-regulation, Empathy,
Social skills
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Hypothesis 4: The moderating effect of emotional intelligence on the relationship between
job satisfaction and work-life balance.

H4o: Emotional intelligence does not moderate the relationship between job satisfaction and work-
life balance.

H4:: Emotional intelligence moderates the relationship between job satisfaction and work-life
balance.

The process macro was used to test for the moderating effect of emotional intelligence to the
relationship between job satisfaction and work-life balance. The Hayes’ process macro is very
convenient for conducting a number of different types of regression analyses that involve
moderation and mediation analysis. The parameter estimates of the resultant model shows that the
interaction term (3= 0.10; t = 1.81; p = 0.07) has no significant effect in the model. Thus, there is
sufficient evidence at 5% significance level not to reject the null hypothesis and conclude that
emotional intelligence does not moderate the relationship between job satisfaction and work-life

balance. Results are presented in Table 4.22.

Table 4.22

Parameter estimates

Unstandardized 95% ClI
Parameter Coefficients t Sig

B Std Error LLCI ULCI
(Constant) 2.45 1.03 2.38 0.02 0.42 4.49
Job Satisfaction 0.14 0.29 0.48 0.63 -0.44 0.72
Emotional Intelligence -0.03 0.21 -0.13 0.90 -0.44 0.38
Interaction Effect 0.10 0.06 1.81 0.07 -0.01 0.21

* Significant fit. Note: Independent variables: (constant), Job Satisfaction, Emotional intelligence and Interaction Effect
(Emotional intelligence * Job Satisfaction); Dependent variable: Work-life Balance.
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Figure 4.7

Conceptual model and hypothesis for the moderating effect of emotional intelligence on the
relationship between job satisfaction and work-life balance.

Emotional intelligence
(Moderating Variable)

: Direct Effect of i
. Moderating Variable !
|

In view of the above results and the interpretations of the statistical analysis, a summarized table

is given below.
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Table 4.23

Summary of the regression results

Description (Null Hypothesis)

Test
Statistic

P-value

Decision

H1lo

H2o

H3o

H4o

Job satisfaction has a positive effect on the work-life
balance of employees at the University of Namibia’s
main campus in Windhoek, Namibia.

Emotional intelligence has a positive effect on the job
satisfaction of employees at the University of
Namibia’s main campus in Windhoek, Namibia.

Emotional intelligence has a positive effect on the
work-life balance of employees at the University of
Namibia’s main campus in Windhoek, Namibia.

Emotional Intelligence has a moderating effect on the
relationship between work-life balance and Job
satisfaction of employees at the University of
Namibia’s main campus in Windhoek, Namibia.

B1=0.85

B1=0.56

B1=0.71

B2=0.10

<0.0001

<0.0001

<0.0001

0.072

Reject

Reject

Reject

Accept

Alpha = 0.05 (reject the Null Hypothesis when P-value < Alpha)

4.6 Conclusion

In this chapter, the properties of the questionnaires were analysed. The results revealed that there

is a positive relationship between the variables and due to these findings the results can be

compared to other similar studies as will be further discussed in Chapter Five. With the analysed

results, recommendations can be drawn for future studies.
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CHAPTER FIVE

DISCUSSION, RECOMMENDATIONS AND CONCLUSION

5.1 Introduction
This chapter discusses the results obtained in Chapter Four, by linking and comparing the results
obtained to literature and findings from other studies. These include the effect of job satisfaction
on the work-life balance, the effect of emotional intelligence on work-life balance and the
moderating effect of emotional intelligence on the relationship between job satisfaction and work-
life balance of employees at the University of Namibia’s main campus in Windhoek, Namibia.
This chapter also provides recommendations and suggestions for future research and concludes by

highlighting the importance of the findings.

5.2 Job satisfaction and its effect on the work-life balance of employees
The study’s results rejected the null hypothesis that job satisfaction has no significant and positive
effect on the work-life balance of employees at the University of Namibia’s main campus in
Windhoek, Namibia (r = 0.78; p = <0.0001). These results are similar to the findings of Gaur and
Saminathan (2018) who found that job satisfaction indeed has a positive effect on the work-life
balance of employees in Dheli, India. The results revealed that work-life balance had significant
and positive relationships with all the dimensions of job satisfaction which were identified to be
contingent rewards (r = 0.64; p = <0.0001), co-workers (r=0.67; p = <0.0001) and nature of work
(r =0.67; p = <0.0001)These results support those of the study conducted by Gerhart and Fang
(2015) and Kosteas (2011) who found that pay, co-workers, operating conditions, the nature of

work and rewards all influence the job satisfaction of an employee. This is due to the fact that
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employees require money to make a living which ultimately affects their personal lives (Kumari
& Rachna, 2011). Employees’ daily interactions and motivation for working also directly
influences their satisfaction with their jobs. This satisfaction or dissatisfaction will affect their
personal lives as well (Lorber & Skela Savi¢, 2012), therefore job satisfaction will have a
significant and positive effect on the work-life balance of employees. An increase in job

satisfaction will result in an increase in the work-life balance of an employee.

There is a gap in literature within the Namibian context on how job satisfaction effects the work-
life balance of employees, however a study carried out by Ekandjo (2017) found that job
satisfaction was found to improve the job performance of employees in an organisation, which
ultimately leads to satisfaction within their personal lives. A positive relationship between job
satisfaction and work-life balance means that employees who are happy within their jobs project
that happiness and satisfaction in their personal lives as well. These employees are better equipped
to separate their personal time from their work time (Khan & Fazili, 2016). They are able to make
time for their families and to take care of themselves without neglecting their job roles. This
enables them to be more productive and engaged in both their personal and professional roles,
which enables them to enjoy their working experience and further enjoy life (Al Hazemi & Ali,
2016). A negative relationship on the other hand would mean that being satisfied within a job role
negatively influences their satisfaction within their personal lives. This would mean that although
an employee is happy and satisfied within their job, it does not positively affect every aspect in

their personal lives.
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The results derived from this study indicate that it is indeed vital for organisations to invest in the
job satisfaction and work-life balance of their employees. Organisations can increase the job
satisfaction of their employees by recognizing and awarding their efforts, by ensuring that the job-
fit role corresponds with the employee and by ensuring that employees are reasonably
compensated for their work and that they receive benefits that would entice them to be more
productive and engaged (Abdulla et al., 2011; Aziri, 2011; Fassoulis & Alexopoulos, 2015). By
offering training and mentorship opportunities that could improve the skills and competencies of
their employees as well as offering growth opportunities for their employees, organisations would
also be increasing the job satisfaction levels of their employees (Arifin, 2015). Employees also
require a good and healthy work environment to work in as well as clear communication within
the organisation which could avoid role ambiguity and allow them to feel as part of the team will

also greatly influence the job satisfaction of an employee (Hussin, 2011).

5.3 Emotional intelligence’s effect on the job satisfaction of employees
The study’s results rejected the null hypothesis that emotional intelligence does not have a positive
effect on the job satisfaction of employees at the University of Namibia’s main campus in
Windhoek, Namibia (r = 0.56; p = <0.0001). Job satisfaction within the employees was found to
have a positive relationship on all the dimensions of emotional intelligence. These included self-
awareness (r = 0.54; p = <0.0001), self-regulation (r = 0.49; p = <0.0001), motivation (r=0.47; p
=<0.0001), social skills (r = 0.51; p = <0.0001) and empathy (r = 0.36; p = <0.0001). The study’s
results confirm the conclusions drawn from multiple other studies (Anari, 2012; Coetzee & Harry,
2014; Ealias & George, 2012), however, these results do not correspond with the study conducted

by El-Badway and Magdy (2015) who found no substantial association between emotional
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intelligence and job satisfaction. Emotional intelligence has been found to significantly affect the
job satisfaction of employees due to the fact that being aware of one’s interpersonal emotions aids
one to regulate negative feelings which creates a better working environment as one is able to deal
with the different forms of stress and pressures, rules, regulations, procedures etc. experienced in
the workplace (Coetzee & Harry, 2014). This in turn results in better job performance which also
translates to job satisfaction (Khalili, 2012). Ultimately, it means that a positive effect of emotional
intelligence on job satisfaction equates that the ability of employees to identify their emotions and
those of others, leads to them being equipped to find greater satisfaction within their jobs as they
know how to handle different situations. On the other hand, a negative effect of emotional
intelligence on job satisfaction would mean that being aware of one’s emotions and feelings would
negatively influence how satisfied one is within one’s job role and would not be able to equip them

with the ability to handle different situations.

Not much literature exists within the Namibian context which specifically investigates emotional
intelligence’s effect on the job satisfaction of its employees, however, a study conducted by
Akintayo and Babalola (2012) on Nigerian workers revealed that emotional intelligence has a
positive effect on the job satisfaction of employees. This can relate these findings to the African
continent. Emotionally intelligent employees are better equipped to handle different types of
employees and situations. They are able to intrinsically find motivation within themselves to be
productive and efficient as well as be creative and innovative (Anari, 2012). This ultimately results
in them enjoying their job as it is influenced by their own ability to control their emotions and

situations. They are able to attribute reasons to feelings and understand other co-workers and/or
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supervisors better which also positively influences their interactions (Ealias & George, 2012).

Simply put, an increase in emotional intelligence results in an increase in job satisfaction.

5.4 Emotional intelligence’s effect on the work-life balance of employees
The study’s results rejected the null hypothesis that emotional intelligence has no significant and
positive effect on the work-life balance of the employees at the University of Namibia’s main
campus in Windhoek, Namibia (r = 0.65; p = <0.0001). The study indeed found a positive effect
with all constructs of emotional intelligence, which are self-regulation (r = 0.59; p = <0.0001),
self-awareness (r = 0.60; p = <0.0001), motivation (r = 0.56; p = <0.0001), empathy (r = 0.40; p
= <0.0001) and social skills (r = 0.58; p = <0.0001) and work-life balance. Not much literature
exist with regards to how emotional intelligence effects the work-life balance of employees within
Namibia. However, a study carried out in South Africa by Du Plessis (2021) indeed found that
emotional intelligence has a positive effect on the work-life balance of employees. This is because
employees with higher levels of emotional intelligence are better able to handle their emotions and
effectively handle different situations within their work and personal lives. This enables them to
enjoy either side more. A positive effect of emotional intelligence on work-life balance thus means
that when employees have higher levels of emotional intelligence, they are more likely to be able
to find a balance between their job role and their personal role without letting either side be
negatively affected. A negative effect would mean that higher levels of emotional intelligence
would result in employees not being able to experience a positive work-life balance but rather

failing to handle the two different roles in a healthy manner.
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5.5 The moderating effect of emotional intelligence on the relationship between job
satisfaction and work-life balance.

The results yielded significant evidence supporting the null hypothesis that emotional intelligence
has a moderating effect on the relationship between job satisfaction and work-life balance, as the
results yielded a significance level of 5%. This was found to be similar in a study carried out by
Carmeli (2003) which found that emotional intelligence does not have a moderating effect on the
relationship between job satisfaction and work-life balance. Not much literature exists within the
Namibian context on the moderating effect of emotional intelligence on the relationship between
job satisfaction and work-life balance. Although emotional intelligence positively affects the job
satisfaction of an employee as well as positively affects the work-life balance of an employee, not
many studies have found it to have a mediating effect on the relationship between job satisfaction
and work-life balance (Carmeli, 2013). A study conducted by Nanda and Randhawa (2020) found
a significant moderating effect of emotional intelligence on the relationship between job
satisfaction and work-life balance, however, this was inclusive with work-related wellbeing and

not just job satisfaction and work-life balance.

These results could be due to the fact that each variable has different constructs within themselves
and although certain constructs may influence job satisfaction and work-life balance, not all
constructs have a similar effect on these variables. Self-awareness, self-regulation and empathy
were found to have a negative effect on the work-life balance of an employee. Therefore, it can
be concluded that an increase in emotional intelligence does not mean that an employees’ current

level of job satisfaction will increase their work-life balance or vice versa.
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5.6 Recommendations and suggestions for future research
The study was carried out during a time of much distress and uncertainty due to the Covid-19
pandemic. Many staff members and Namibians as a whole were emotionally scarred and
traumatised by great loss and fear. This may have influenced many of their responses as they may
have not been responding with their general feelings towards work but rather their current
perception of the situation. This also posed an issue when it came to data collection as staff
members were not comfortable with hardcopy questionnaires and thus made data collection more
difficult. The data had to be collected electronically and took longer as staff members had to be
constantly reminded and requested to complete the questionnaires. The study suggests that in
future, mechanisms should be put in place that motivate staff members to partake in online
questionnaires that could benefit their work experience (such as explaining the benefits of the
study) or that the questionnaire be physically administered. Restructuring within the University
was also taking place during the time that the study was carried out and that may have also had an
influence on the responses received as many individuals felt anxious and unsure about their future.
They may have even felt that the questionnaires were set by the University itself to get information
from them. This also resulted in a lower response rate than what was expected as well as a longer
period of time taken to collect the data. A comparative study can be carried out in this regard in
order to see whether or not the outcome would be different post the pandemic and the restructuring

process.

Emotional intelligence is a variable that can be worked on and improved by both the employer as

well as the employee. For employees it is important to practice self-regulation and become more

self-aware of one’s emotions (Druskat, 2013). This can be done by asking questions about why
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one feels the way that they feel and what could have possibly triggered those feelings. This will
equip employees with tools to help them regulate their emotions and interact better in stressful
situations. Another aspect that an employee could work on is improving their social skills (Ealias
& George, 2012). Learning to communicate effectively is a trait that can help anyone both in their
professional as well as their personal lives. This will enable better interactions as well as result in
improved relationships with co-workers and personal members (Carmeli, 2013). Organisations can
help improve the emotional intelligence of their employees by offering training and workshops
that may equip them to better handle situations and their own emotions (C6té, 2014). Providing
team building activities where employees can get to know each other better and gain more
knowledge on the different personalities that they interact with on a daily basis will also enable

and equip them to know how to better handle their co-workers.

Job satisfaction can be improved by ensuring that the environment in which employees work in is
conducive (Sabri et al., 2011). This includes their equipment, work-space/station, air,
environmental cleanliness, surrounding colours etc. (Rinny et al., 2020). Employers should also
ensure that their employees are fit for the roles in which they place them in and that they have the
skills and competencies to complete the job (Singh et al., 2019). Employees could try to find
satisfaction within their jobs by clearly setting schedules and tasks, taking regular health breaks,
communicating frustrations and concerns with their employers and finding innovative ways to

make their jobs more enjoyable for themselves.

Organisations can help improve the work-life balance of an employee by respecting the boundaries

when it comes to working hours and personal hours (Khan & Fazili, 2016). Employees should be
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able to have time to spend on their own leisure activities and family without being constantly
interrupted by work. Organisations can also allow flexibility within the workplace in order to
accommodate parents with children, who may have to attend activities or pick their children up at
times outside of the typical lunchtime break. (Delecta, 2011). Not only would this help parents,
but it can also assist employees who are more productive at different times of the day as opposed
to the typical 8-5 set working hours. This includes remote working. This can be facilitated through
policies that support work-life balance within organisations (Poulose & Sudarsan, 2018). Good
health coverage is also a great benefit to the work-life balance of an employee as their well-being
and health is a great determent on their productivity and efficiency levels (Demerouti et al., 2012).
Even something as simple as allowing unpaid time off to deal with life events could positively
influence the work-life balance of an employee (Delecta, 2011). The researcher proposes that the
University trains its employees on emotional intelligence. The organisation is also advised to

constantly review its policies on job satisfaction and work-life balance

Men and women are also perceived to have different work and personal life roles and thus, separate
studies can be conducted in order to have a better representation on the moderating effect that
emotional intelligence may have on the relationship between job satisfaction and the work-life
balance of either gender. The response rate of top management was also extremely low with only
one respondent being from top management. This means that the generability of the study may be
hampered as the results were only a representative of the middle to lower management. Future
research can be done solely on management level in order to see how different their results are
from the rest of the staff members within the University. A longitudinal study can also be

conducted on the employees after being trained in emotional intelligence in order to see how it
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would affect the outcome. Lastly, the study was only conducted on the staff members of the
University of Namibia’s main campus and therefore it is suggested that future research can be done
on all the campuses to have a better representation of the university or it can also be done on all
the Universities within the country in order to have a broader view of University employees within

Namibia.

5.7 Conclusion
The results of this study revealed that the job satisfaction and work-life balance of the employees
at the University of Namibia have been positively linked to emotional intelligence. The results
however could not link emotional intelligence as a moderating variable within the relationship
between job satisfaction and work-life balance. The study was carried out during a time of great
psychological distress as the employees were going through a restructuring process within the

University as well as a global pandemic (Covid-19) and thus could be a reason for these results.

The results of the study have thus been able to answer the research question on whether or not
emotional intelligence has a mediating effect on the relationship between job satisfaction and
work-life balance on the employees of the University of Namibia’s Main Campus in Windhoek,
Namibia, and if so, to what extent. Emotional intelligence was found to not have a moderating
effect on the relationship between the variables, but was found to positively affect each one
separately. Job satisfaction was also found to positively affect the work-life balance of the
employees. These results enabled recommendations to be made for the University as well as
Namibia as a whole to increase the job satisfaction, work-life balance and emotional intelligence

of the employees to ensure efficiency, productivity and engagement.
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In conclusion, this study adds to the Namibian literature, as not much literature with these variables
exist in the country. This study has therefore given the country some insight on how these variables
exist within the employees at the University of Namibia, as well as what can be done in order to
improve the overall satisfaction and quality of the life for the employees within the country. The
results strengthen and highlight the need for employers within Namibia to invest in helping
employees maintain a positive work-life balance, find greater satisfaction within their jobs as well

as develop their emotional intelligence.
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ANNEXURE 2 QUESTIONNAIRE

Job Satisfaction, Work-Life Balance and Emotional Intelligence Questionnaire

This questionnaire has been compiled in fulfilment of a requirement for a Master’s Degree,
and your will be highly appreciated. This questionnaire consists of 4 Sections and should not
take you more than 15 minutes to complete. There are neither right nor wrong answers.
Kindly answer as honestly as possible and all information provided will be kept confidential

and anonymous.

This questionnaire utilises closed ended questions, therefore the participant is limited to a
fixed set of responses. The most suitable choice should hence be chosen. Please indicate your

choice by circling the appropriate number.

Please note that this questionnaire is not aimed at evaluating you as an employee rather about

your perception in certain situations both in your work life and personal life.

Thank you for your time and participation.
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Race

SECTION A: DEMOGRAPHICAL INFORMATION

Please select the most appropriate option by circling the corresponding letter: 1.

White Black Coloured Other
a b o d
Gender
Female | Male
a b
Marital Status
Single Married Divorced Widowed
a b C d
How many children do you have?
0-3 4-6 7+
a b c
Level of Management within the organisation
Lower Level Middle Level Top Level
a b o
Level of Qualification
Degree Diploma Certificate High School Other
a b C d
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Please answer the following questions by responding with reference to your personal
experience. (Example | am ‘rarely’ upset by my colleagues). Indicate the appropriate response
by circling the corresponding letter.

SECTION B: JOB SATISFACTION

PLEASE TICK THE
CORRECT BOX FOR
EACH QUESTION
THAT COMES
CLOSEST TO
REFLECTING YOUR
OPINION ABOUT IT.

Disagree
very
much

Disagree

moderat

ely

Disagree
slightly

Agree
Slightly

Agree

moderat

ely

Agree
very
much

| feel | am being paid a fair
amount for the work | do.

There is really too little
chance for promotion on
my job.

My supervisor is quite
competent in doing his/her
job.

| am not satisfied with the
benefits | receive

When | do a good job, |
receive the recognition for
it that | should receive.

Many of our rules and
procedures make doing a
good job difficult.
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| like the people | work
with.

| sometimes feel my job is
meaningless.

Communications seem
good within this
organization.

Raises are too few and far
between.

Those who do well on the
job stand a fair chance of
being promoted.

My supervisor is unfair to
me.

The benefits we receive are
as good as most other
organizations offer.

| do not feel that the work |
do is appreciated.

My efforts to do a good job
are seldom blocked by red
tape.

| find | have to work harder
at my job because of the
incompetence of people |
work with.

| like doing the things | do
at work.
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The goals of this
organization are not clear
to me.

| feel unappreciated by the
organization when |

think about what they pay
me.

People get ahead as fast
here as they do in other
places.

My supervisor shows too

little interest in the feelings
of subordinates.

The benefit package we
have is equitable.

There are few rewards for
those who work here.

| have too much to do at
work.

| enjoy my co-workers.

| often feel that | do not
know what is going on with
the organization.

| feel a sense of pride in
doing my job.

| feel satisfied with my
chances for salary
increases.
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There are benefits we do
not have which we should
have.

| like my supervisor.

| have too much
paperwork.

| don't feel my efforts are
rewarded the way they
should be.

| am satisfied with my
chances for promotion.

There is too much bickering
and fighting at work.

My job is enjoyable.

Work assignments are not
fully explained.

SECTION C:
WORKI/LIFE BALANCE

Completely

Disagree

Slightly

Disagree

Disagree

Agree

Slightly
Agree

Completely
Agree

My work prevents me from
spending sufficient quality
time with my family

My family takes up time |
would like to spend working
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There is no time left at the end
of the day to the things

I’d like at home

My job makes it difficult to be
the kind of spouse, partner or
parent I'd like to be

My family misses out
because of my work
commitments

My family takes up time |
would like to spend working
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My work performance suffers
because of my personal and
family commitments

You are able to manage your
time at home more efficiently
as a result of the way you
manage it at work

Your gender disadvantages
you within your organisation

Your organisation provides
flexible work arrangements

My family has a negative
impact on my day to day work
duties

Work/life balance increases
motivation

Work/life balance increases
job satisfaction

Your work and personal life
often do not leave you with
any time to be physically
active
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SECTION D:

EMOTIONAL
INTELLIGENCE

Extreme

ly
Disagree

Slightly
Disagree

Disagree

Neutral

Agree

Slightly
Agree

Extreme

ly Agree

1. Expressing my emotions
with words is not a problem
for me.

2. | often find it difficult to
see things from another
person’s viewpoint.

3. On the whole, I'm a highly
motivated person.

4. | usually find it difficult to
regulate my emotions.

5. | generally don't find life
enjoyable.

6. | can deal effectively with
people.

7. | tend to change my mind
frequently.

8. Many times, | can’t figure
out what emotion I'm
feeling.

9. | feel that | have a number
of good qualities.

10. | often find it difficult to
stand up for my rights.

11. I'm usually able to
influence the way other
people feel.
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12. On the whole, | have a
gloomy perspective on most
things.

13. Those close to me often
complain that | don’t treat
them right.

14. | often find it difficult to
adjust my life according to
the circumstances.

15. On the whole, I'm able to
deal with stress

16 | often find it difficult to
show my affection to those
close to me.

17 I'm normally able to “get
into someone’s shoes” and
experience their emotions

18 I normally find it difficult
to keep myself motivated.

19 I'm usually able to find
ways to control my emotions
when | want to.

20 On the whole, I’'m pleased
with my life.

21 | would describe myself as
a good negotiator

22 | tend to get involved in
things | later wish | could get
out of.
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23 | often pause and think
about my feelings.

24 | believe I'm full of
personal strengths.

25 | tend to “back down”
even if | know I’'m right.

26 | don’t seem to have any
power at all over other
people’s feelings.

27 | generally believe that
things will work out fine in
my life.

28 | find it difficult to bond
well even with those close to

me

29 Generally, I'm able to
adapt to new environments.

30 Others admire me for
being relaxed.

Thank you for your time and participation!
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