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ABSTRACT

The influence of flourishing, job crafting and emotional intelligence on job
performance within a South African Pharmaceutical company

N. Ramsay
M.Comm minithesis, Department of Industrial Psychology, Faculty of Economic and
Management Sciences, University of the Western Cape.

The purpose of this study was to investigate the influence of flourishing, job crafting and

emotional intelligence on job performance within an organization in the South African

Pharmaceutical industry. With the economic environment being characterized by hostility

and change, organizations are faced with continuous pressure to remain afloat in such a harsh

economy. This challenging environment also creates stress and strain among individuals in

the workforce.

Without employees performing optimally, organizations are at risk in such a volatile and

competitive economy. This has resulted in a focus on organizational sustainability and

performance. Many researchers thus far have emphasized that various ‘people-centric’

aspects and applied positive psychology components can enhance the productivity of

workers in these demanding environments. Numerous researchers thus far have studied and

shown significant correlations between many people-centric variables and job performance,

hence the focus on employee job performance as the centrality to an organization’s

sustainable success.

Primary data was collected from an organization in the Pharmaceutical industry of South

Africa (n = 72) through a quantitative research design of an Ex-Post Facto nature. A cross-
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sectional approach indicated the possibility of and degree to which the independent variables
(flourishing, job crafting and emotional intelligence) could influence job performance.

The results were unexpected considering the current literature. Results indicated that no
statistically significant correlation between flourishing and job performance; job crafting and
job performance; and emotional intelligence was found. Reasons for the findings may
include the validity of the performance measure used in the present study. Nonetheless, these
results add valuable contribution to the existing body of literature and suitable

recommendations are presented to the organization under study.

April 2019
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1. CHAPTER 1 - INTRODUCTION

1.1 Background and Problem Statement

In the 21% century the nature of work and life has become characterized by unavoidable
changes. These changes are brought about by various environmental, social and technological
developments or unforeseen occurrences. It has become more challenging for economies,
countries and organizations to bounce back from these volatile fluctuations in all markets and

industries (Martine & Alves, 2015).

Examples of the above-mentioned changes is emphasized by Wales (2013) who identified that
trends such as climate change, globalization and social inequality have created a significant
challenge to the traditional business model. The “credit crunch”, corporate scandals and
possible corruption have led to a loss of trust in business, and companies are facing pressures
from governments, consumers, employees and investors to demonstrate that they are adopting
ethical and sustainable business practices (Pfeffer, 2015). Similarly, Martine and Alves (2015)
question whether the economy, society and environment in the 21st century are indeed the
three pillars of sustainability. These factors highlight the importance of critically discussing

factors surrounding economic growth and the sustainability thereof.

The above-mentioned factors only touch the surface of the volatile fluctuations in the market,
which understandably make business owners think twice about their organizational

sustainability. Colbert and Kurucz (2007) describe organizational sustainability as keeping
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‘the business going’. Clearly, the sustainability of any organization depends on the economic
and social conditions in the communities in which it operates (Wales, 2013) and with studies
suggesting that “high sustainability companies significantly outperform their counterparts”
(Eccles, loannou & Serafeim, 2011, p. 1) its best that attention be paid to these unpredictable

changes and how to best manage these changes.

It seems as though the questions around managing impactful changes have urged all
organizations — small to medium enterprises (SME’s) and Global conglomerates — to take on
an approach which allows them to not only react in a continuous positive manner but plan
ahead and focus on the relevant business aspects. This proactive nature of strategic business
thinking encourages organizational sustainability regardless of the social, economic or

technological change which may have occurred (Pfeffer, 2015).

One of the business aspects which should be a crucial focus point when ensuring organizational
sustainability is highlighted by Viswesvaran and Ones (2000) who emphasize that job
performance is a fundamental construct which is central to an organization’s success.
However, managing the performance of the workforce is a strategic necessity according to
Richardson (2014), but challenges exist and organizational success requires strategic

management.
Hunter and Thatcher (2007) describe performance as the abilities and performance of

individuals connected with an organization. Without individual performance, there is no team

performance; without team performance, there is no unit performance; without unit
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performance, there is no organizational performance, and without organizational performance,
there is no economic sector performance, and ultimately no Gross Domestic Product (Campbell
& Wiernik, 2015). This ties in with Kim and Ployhart’s (2014) view of job performance being
the basic building block on which the entire economy is based. Once again, this emphasizes
the critical role which job performance plays in the sustainability of not only an economy, but

an organization.

The question of how to impact job performance has been explored in the popular and academic
literature. Some of the early studies with job performance as dependent variables have shown
that there is a link between job performance and, amongst others, employee attitudes (Riketta,
2008; Roethlisberger, 1941); organizational commitment (Meyer, Paunonen, Gellatly, Goffin,
& Jackson, 1989; Riketta, 2008); leadership (Schaubroeck, Lam, & Cha, 2007); and work

motivation (Van Knippenberg, 2000).

These independent variables mentioned above could be classified as personal resources which
better equip individuals to manage increasing job demands (Xanthopoulou, Bakker, Demerouti
& Schaufeli, 2007). These job resources, when in a turbulent business environment, can
positively affect an individual’s job performance if maximized effectively. This view stems
from the Positive Psychology movement (Seligman, Steen, Park, & Peterson, 2005) which,

amongst others, focuses on increasing an individual’s strength and resilience.

Results have indicated that better management of personal resources lead to improved health,

lower absenteeism rate, increased engagement and improved performance (Bakker &
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Schaufeli, 2007; Xanthopoulou et al., 2007). In addition to that, work engagement (Schaufeli
& Bakker, 2004), psychological capital (Luthans, Avolio, Avey & Norman, 2007) and
emotional intelligence (Jonker & Vosloo, 2008; Stys & Brown, 2004) are related to job

performance.

Other independent variables influencing job performance could be flourishing (Diedericks &
Rothmann, 2014; Keyes, 2005; Rautenbach, 2015); job crafting (Tims & Bakker, 2010;
Nielson & Abildgaard, 2012); and emotional intelligence (Mayer & Salovey, 2000; Schutte,
Malouff, Hall, Haggerty, Cooper, Golden & Dornheim, 1998; Stys & Brown, 2004). The
influence of the combination of variables, i.e. flourishing, job crafting and emotional
intelligence on job performance, is argued to fit within the Job Demands-Resources (JD-R)
framework. This theoretical framework provides a structure in which these variables may

function together.

The Job Demands-Resources (JD-R) framework attributes employee well-being to the
characteristics of work environments (Orgambidez-Ramos, Borrego-Alés, & Mendoza-Sierra,
2014). The characteristics of work environments can be classified in two general categories,
job demands and job resources. Job demands being physical, social, or organizational aspects
of the job that require sustained physical and/or psychological effort; and job resources being
physical, social, or organizational aspects of the job that are needed to achieve work-related
goals. The JD-R framework proposes that job resources buffer the relationship between job
demands and exhaustion. In other words, if employees are facing high job demands but have

high job resources, they are more capable of managing their work situations and therefore
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engaging and/or being more productive in their job (Bakker & Demerouti, 2007; Simha, Elloy,

& Huang, 2014).

For the present study, flourishing, job crafting behaviours and emotional intelligence are
viewed as personal resources or processes that feed into personal resources. Personal resources
(mentioned in the JDR Framework) described by Campbell and Wiernik (2015, p. 2) as
“dependent variables which are extremely important when looking at job performance” are

highlighted as suggestions to research further when looking at job performance.

In the pharmaceutical industry specifically, job performance across all levels of an organization
is paramount in ensuring the business is able to operate and produce its outcomes as planned.
Not only is this crucial for the business itself but for the pharmaceutical industry as a whole as

this industry is a core function in the health care provided across South Africa.

For South Africa in particular, the importance of the pharmaceutical industry is closely linked
to the need for effective and affordable health care services across the country (Brand South
Africa, 2012). Health care services are provided by both the public and private sector, with
majority of the South African population relying on the public healthcare system which is
placed under an immense amount of pressure from a high demand but lack of staff and funding
(Brand South Africa, 2012). The pharmaceutical industry plays a core role in ensuring that
adequate health care can be provided to the population through the development, production
and distribution of medicines (World Health Organization, 2019). Challenges in the

pharmaceutical industry such as high turnover of middle and senior managers (Khoele &
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Daya, 2014) as well as difficulties surrounding burnout, personality traits and coping
strategies (Storm & Rothmann, 2003) can negatively impact the ability for adequate healthcare
to be provided. Should the pharmaceutical industry or pharmaceutical companies not deliver,
the risk of a national health crisis is a possibility which may result in the population having

less access to medicine which has increased in cost.

Thus, with the focus on performance in a pharmaceutical organization, the purpose of the
current study was to determine to what extent does flourishing, job crafting behaviours and

emotional intelligence explain variance in employee job performance.

1.2 Research Objectives
The study aims to determine:
o the relationship between flourishing and job performance of employees
o the relationship between individual job crafting behaviours and job performance of
employees, and

o the relationship between emotional intelligence and job performance of employees

1.3 Hypotheses

In accordance with the research objectives the following hypotheses are formulated:

H1: Flourishing (Dimensions: emotional well-being, psychological well-being, social well-

being) explains a significant proportion of the variance in job performance.
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H2: Job Crafting (Dimensions: increasing structural job resources; increasing social job
resources; increasing challenging job demands; decreasing hindering job demands) explains a

significant proportion of the variance in job performance.

H3: Emotional Intelligence (Dimensions: positive affect, emotion-others, happy emotions,
emotions-own, non-verbal emotions, emotional management) explains a significant proportion
of the variance in job performance.

H4: Flourishing, job crafting, and emotional intelligence explain a significant proportion of the

variance in job performance.

1.4 Summary of the chapter

This chapter provided an introduction to the research topic, the problem statement and the
motivation for the study. The research objectives and hypotheses were stated, as well as

outlining the chapters to follow.

1.5 Overview of the research study

Chapter two details job performance through an explanation of the concept and the
fundamental theories which form the foundation of this construct. The variables under
investigation, namely, flourishing, job crafting and emotional intelligence are also reviewed

and related to job performance.

Chapter three provides an overview of the research methodology used to investigate the

research propositions. The chapter specifies how the sample was selected, the various methods
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used to collect the data, the psychometric properties of the methods used and lastly, the

statistical techniques used to test the hypotheses.
Chapter four concentrates on the results obtained from the data analysis.

Further discussion of the results is completed in chapter five with emphasis on contextualizing
the results based on the current body of literature. Thereafter, limitations and future

recommendations are outlined for the benefit of future researchers and stakeholders.

The next chapter reviews the current literature related to the concept of job performance and

the constructs under investigation.
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2. CHAPTER?2 - LITERATURE REVIEW

2.1 Introduction

This chapter aims to review current literature related to job performance, flourishing, job
crafting and emotional intelligence. It begins by discussing the conceptual frameworks of each
construct and the models which explain each construct. Towards the end of this chapter,
literature relating to the relationships between job performance and flourishing, job crafting

and emotional intelligence is presented.

2.1.1 Flourishing

As a pattern of positive feelings and positive functioning in life (Keyes, 2005), flourishing not
only includes individuals who thrive at work, but also those who are happy, engaged,
intrinsically motivated, and successful (Bono, Davies, & Rasch, 2012). According to Janse van
Rensburg, Rothmann and Diedericks (2017, p. 1) flourishing describes “subjective well-being,
which focuses on how individuals evaluate their experiences in different contexts”. It is a
multidimensional perspective of emotional well-being or ‘feeling well’, and psychological and
social well-being or what Keyes (2005) calls ‘functioning well’.

The flourishing construct has been conceptualized in terms of self-perceived success regarding
relationships, self-esteem, purpose and optimism (Diener, Wirtz, Tov, Kim-Prieto, Choi, &
Oishi, 2009). In contrast, Seligman (2011) conceptualized flourishing in terms of five
dimensions in the PERMA model, namely: positive emotions (P), engagement (E),

relationships (R), meaning (M), and accomplishment (A).
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Flourishing in the work context was conceptualized by Rothmann (2013) whereby flourishing
individuals are proposed to experience high levels of emotional, psychological and social well-
being (Keyes & Annas, 2009). Rothmann (2013) argues that the following dimensions of
flourishing in the workplace are relevant:

1) Emotional well-being (EWB): consists of job satisfaction and a positive affect balance

(Keyes, 2002; Rojas & Veenhoven, 2013). EWB refers to a presence of positive emotions
and satisfaction with life (Keyes, 2005).

2) Psychological well-being (PWB): consists of autonomy, competence, relatedness, learning

(personal growth), meaning and purpose, and engagement (Deci & Ryan, 2011; Keyes,
2005; Seligman, 2011). PWB is a positive evaluation of the self. For example, satisfaction
with one’s achievements, having a purpose in life and developing or growing as an
individual (Keyes, 2005).

3) Social well-being (SWB): consists of social tasks (social acceptance, social growth, social

contribution, social coherence and social integration) that are encountered in organizations
(Keyes, 1998; Janse van Rensburg et al., 2017). SWB refers to quality of relationships, and

positive appraisals of others (Keyes, 2005).

Through the use of Rothmann’s (2013) flourishing at work framework, the Flourishing at Work
Scale - Short Form (FAWS-SF) was developed in order to measure the above-mentioned

dimensions in the workplace namely, emotional; psychological and social well-being.

2.1.2 Job Crafting

Demerouti and Cropanzano (2010) have highlighted that there are several studies revealing

that employees perform best in challenging but resourceful work environments as these

10
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environments facilitate their work engagement. However, challenging work environments
place a high demand on an individual. Petrou, Demerouti, Peeters, Schaufeli and Hetland
(2012) highlight that crafting a job involves a set of proactive behaviours whereby employees
shape their work in order to minimize challenging job demands and maximize resources. Thus,
it is expected that “employees with a proactive personality are most likely to craft their own

jobs, so that they stay engaged and perform well” (Bakker, Tims, & Derks, 2012, p. 1360).

Accordingly, job crafting is defined as the self-initiated changes that employees make in their
own job demands and job resources to attain and/or optimize their personal (work) goals. It is
the changes employees may make regarding their job demands and job resources which are
conceptualized in the job demands-resources model or JD-R framework (Bakker, Tims, &
Derks, 2012). It is important to note that with each work environment having its own unique
characteristics, the JD-R framework as mentioned above specifies how employee well-being
and increased performance can be achieved through two sets of working conditions, namely
job demands and job resources (Bakker & Demerouti, 2007). Job demands are negative aspects
of the job requiring continuous mental and physical effort such as social, organizational or
physical demands. Job resources on the other hand, are positive aspects of the job which may
function as stimulations for growth and motivation for achieving goals through reducing the
negative pressures from job demands (Demerouti, Bakker, Nachreiner, & Schaufeli, 2001).
The JD-R framework is the framework in which job crafting exists and it is the aim of this
study to research the existence and degree of proactive job crafting behaviours which could

allow for enhanced employee performance.

11

http://etd.uwc.ac.za/



Employees may actively change the design of their jobs by choosing tasks, negotiating
different job content, and assigning meaning to their tasks or jobs (Parker & Ohly, 2008). In
addition, Berg, Dutton and Wrzesniewski (2008) emphasize that job crafting is not about
redesigning the job as a whole but instead changing particular aspects of the job within the

boundaries of the specific job tasks.

A core feature of job crafting is that employees initiate and carry out alterations in their jobs
from the bottom-up, rather than managers directing changes from the top-down (Bakker et al.,
2012). Not only is job crafting a way to think about job design that puts employees “in the
driver’s seat” in cultivating meaningfulness in their work but also the process whereby a job
crafter (Berg et al., 2013) can proactively reshape the boundaries of their jobs using three
categories of job crafting techniques, namely: task, relational, and cognitive crafting.

Task crafting: This involves an employee altering responsibilities in his/her formal job
description. This can be done by adding tasks, dropping tasks, altering the nature of tasks, or

changing how much time or attention is paid to various tasks (Tims & Bakker, 2010).

Relational crafting: This involves an individual changing how, when, or with whom he/she
interacts with in the execution of his/her job (Tims & Bakker, 2010).

Cognitive crafting: This involves an employee changing the way he/she perceive the tasks and

relationships that make up his/her job (Berg et al., 2013).

Tims and Bakker (2010) emphasize that although there is extensive literature on job crafting,
the field seemed in need of a generic job crafting scale. Hence, the Job Crafting Scale (JCS)

was developed by Tims, Bakker and Derks (2012). For purposes of this research, the JCS was

12
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used. The JCS consists of four different dimensions, namely, 1) increasing structural job
resources; 2) increasing social job resources; 3) increasing challenging job demands; and 4)

decreasing hindering job demands.

Increasing structural job resources: This refers to the resources of “variety, opportunity for

development, and autonomy” which will likely have more impact on the job design because it
is about gaining more responsibility (Tims, Bakker, & Derks, 2012, p.176).

Increasing social job resources: This refers to resources of “social support, supervisory

coaching, and feedback” (Tims et al., 2012, p.176). For instance, asking a supervisor for his/her
opinion on the quality or quantity of work completed or his/her advice on work-related aspects.
Increasing structural job resources will positively affect the job design as it is related to
increasing the responsibility and knowledge of the job (structural aspects) whereas increasing
social job resources will positively affect the job design as it is related to social factors such as

satisfactory interaction with others, coaching and feedback.

Increasing challenging job demands: This relates to employee behaviours, which increase

challenging demands such as high volume or work or high responsibility. Tims et al. (2012)
explain that although this is seen as additional pressure, it results in feelings of accomplishment

and achievement.

Decreasing hindering job demands: Includes emotional and mental demands such as working
with people and working with job knowledge. It involves the individual making his/her work
less mentally or emotionally intense should the demand be too high for him/her (Tims et al.,

2012).

13
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2.1.3 Emotional Intelligence

According to Stys and Brown (2004), emotional intelligence (EI) is a form of pure intelligence
which is in fact, a cognitive ability. It has been viewed as a mixed model of intelligence
involving cognitive ability and personality aspects which can influence general well-being

(Stys & Brown, 2004).

Within the workplace, emotional intelligence (EI) has received a vast amount of attention in
the last decade with numerous theories, models and scales that were developed and described
(Bar-On, 1997; Goleman, 1998; Salovey & Mayer, 1990). Goleman (2006) defined EI as an
ability to recognize and regulate emotions within others as well as ourselves with the view that
EI holds four dimensions namely self-awareness, self-management, social awareness, and
relationship management (Goleman, 1998). Similarly, Salovey and Mayer (1990, p. 187)
define EI as “the ability to monitor one's own and others' feelings and emotions, to discriminate
among them and to use this information to guide one's thinking and actions”. Salovey and
Mayer’s (1990) dimensions of EI however differ to that of Goleman and is emphasized through
two key aspects, experiential and strategic which comprise of four branches namely, emotional
perception, emotional assimilation, emotional understanding, and emotion management. In
addition to the above-mentioned views, Bar-On (1997) defined EI with five dimensions, an
intrapersonal characteristic, interpersonal characteristic, one’s adaptability, stress management
and general mood with an overall view of EI as an understanding of oneself and others, relating
to people, adapting to and coping with immediate surroundings and dealing with environmental

demands.
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A few of the various instruments created for measurement of emotional intelligence are the
ECI or ESCI (Emotional and Social Competence Scale) (Wolff, 2005); WPQ-ei (Work Profile
Question — emotional intelligence version) (Goleman, 2006); the MSCEIT (Mayer-Salovey-
Caruso Emotional Intelligence Test) (Mayer, Salovey, & Caruso, 2008); and the EQ-I

(Emotional Quotient Inventory) (Bar-On, 1997).

For the purpose of this study, Schutte et al., (1998) self-report measure of EI will be used which
is based on the categories and subcategories of Mayer and Salovey’s (2000) original EI model.
Mayer and Salovey’s model define EI in two key areas, (1) Experiential — the ability to
perceive, respond, and manipulate emotional information without necessarily understanding
it; and (2) Strategic — the ability to understand and manage emotions without necessarily

perceiving feelings well or fully experiencing them (Stys & Brown, 2004).

The SEIS (Schutte Emotional Intelligence Scale) developed by Nicola Schutte (1988) defines
EI in the below six dimensions which assess perception, understanding, expression, regulating
and harnessing of emotion in the self and others (Schutte et al., 1998).

The dimensions are as follows:

1) Positive affect — a respondents’ tendency to have a positive outlook on life in general, but
more specifically when facing problems.

2) Emotion-others — a respondents’ experience of other people’s emotions

3) Happy emotions - aspects such as good mood, positive emotions, happiness and joy.

4) Emotions-own — a respondents’ perception of their own emotions.
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5) Non-verbal emotions - non-verbal messages that a person sends and receives from others,

and how a person interprets these non-verbal emotions

6) Emotional management - reflecting a respondents’ indication that they can control their

emotions or fail to manage their emotions.

The SEIS is a self-report measure of EI based on the categories and subcategories of Salovey
and Mayer’s original EI model as mentioned above (Jonker & Vosloo, 2008). Overall, there
are numerous EI models available such as the Mayer-Salovey-Caruso Emotional Intelligence
Test (MSCEIT), The Emotional Competency Inventory (ECI) (Goleman, 2006) which Rosete
and Ciarrochi (2005), as well as Rexhepi and Berisha (2017) emphasize is crucial in utilizing

when assessing emotional intelligence in the workplace.

2.1.4 Job Performance

With various definitions of this construct, most authors are in agreement about job
performance, also called work performance. Motowildo (2003, p. 92) describes job
performance as “the total expected value to the organization of the discrete behavioural
episodes that an individual carries out over a standard period of time”. Viswesvaran and Ones
(2000) define job performance as actions, behaviours and outcomes of an employee which
contribute (positively or negatively) to organizational success or goals.

Morgeson, Delaney-Klinger and Hemingway (2005, p. 341) emphasize that “high levels of
ability and skill” (such as job autonomy, higher levels of cognitive ability and higher levels of
job-related skill) “will enable incumbents to perform more tasks, and the performance of these
tasks will be recognized in higher ratings of job performance”. Similarly, Hunter (1986) has

shown that the relationship between ability and job performance is mediated by job knowledge.
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According to Richardson (2014), job performance can be impacted by tenure within a company
and experience within a role. Many authors (Dalal, Lam, Weiss, Welch, & Hulin, 2009;
Rotundo & Sacket, 2002; Viswesvaran & Ones, 2000) believe that the job performance
variable can be divided into three broad dimensions:

1) Task behaviour/task performance - Rotundo and Sacket (2002, p. 67) define this dimension
a “group of behaviours involved in the completion of tasks”. Similarly, Motowidlo (2003)
defines task performance as recognized activities part of a job which contribute to the
technical core of the organization, whereas Murphy (1989) defines this dimension as an
individual accomplishing duties and responsibilities which is associated with a given job.

2) Organizational citizenship behaviour — This dimension is regarded as behaviour which
contributes to the organization goals through a contribution to an organizations social and
psychological environment (Rotundo & Sacket, 2002). In particular, it is looking at a group
of behaviours within a job role.

3) Counter-productive behaviour — This dimension is defined as “voluntary behaviour that
harms the well-being of the organization” which is a definition built on the definition of

counterproductive performance (Rotundo & Sacket, 2002, p. 69).

Ng and Feldman (2008) describe the job performance construct as having ten dimensions: core
task performance, creativity, performance in training programs, organizational citizenship
behaviours, safety performance, general counterproductive work behaviours, workplace

aggression, on-the-job substance use, tardiness, and absenteeism.

In addition, Borman and Motowildo (1997) view this construct in terms of two general factors:
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1) Task performance - activities that are recognized as part of the job and support the
organization’s technical core (Borman & Motowildo, 1993), and later described as the
effectiveness with which an employee contributes to the organization by actions performed
(directly or indirectly) (Borman & Motowildo, 1997).

2) Contextual performance — activities that support the organizational, social, and
psychological environment (Borman & Motowildo, 1993), and later described as an
employee’s contribution to organizational effectiveness in ways that serves as a catalyst

for task activities (Borman & Motowildo, 1997).

A popular way of measuring job performance in organizations is through a performance
appraisal process. Kuvaas (2006) highlights that performance appraisals are one of the most
important practices within Human Resources. This is where an employee is rated on their
performance based on key responsibility areas (KRA’s) or key performance indicators (KPI’s)
(Fletcher, 2001). KRA’s or KPI’s include task and contextual performance most often rated by
an employee’s managers or colleagues. The employee usually rates him/herself as well and
this rating in conjunction with manager/colleague ratings brings about discussions regarding
that employee’s development areas. This is confirmed by Fletcher (2001) who emphasizes that
performance appraisals assist with evaluating and developing employee’s competence. Using
performance ratings provided by performance appraisals thus reduces the issue around self-
rating and its validity.

Having said that, it is imperative to note that an objective measure of performance (i.e. a
performance score/rating) is seen to be more valid than self-reported job performance which

may involve more subjectivity (Tims, Bakker, & Derks, 2011). If job performance is to be
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measured accurately in order to conduct research, the validity or performance scores obtained

through a performance management process is crucial (DeNisi & Pritchard, 2006).

2.2 The Relationships between Job Performance, Flourishing, Job Crafting and

Emotional Intelligence

Having conceptualized the four variables in the study, the relationships are discussed below in

terms of the existing literature. Each relationship identified is accompanied by a hypothesis

describing the proposed nature of that relationship.

2.2.1 Flourishing and Job Performance

The relationship between the construct of flourishing and job performance is difficult to
ascertain as limited research on this relationship exists. However, many studies detail
dimensions or aspects of flourishing which could be used to explain the hypothesized
relationship. The aspects of flourishing, such as personal well-being (Keyes, 2005), proactive
behaviour (Bakker et al., 2012), happiness (Seligman et al., 2005), and thriving (Luthans et al.,
2008) may substantiate a positive relationship between flourishing and job performance
variables. For instance, ‘happiness’, operationalized as employee personal well-being or the
overall efficiency of one’s psychological functioning (Wright, Cropanzano, & Bonett, 2007)
is a dimension of flourishing and research suggests significant links between employee
personal well-being and job-related performance (Diedericks & Rothmann, 2014; Keyes,
2005). Similarly, Wright and Cropanzano (2004, p.341) explain that “happiness is a valuable

tool for maximizing both personal betterment and employee job performance”.
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Dimensions or aspects of flourishing fall within a framework of positive psychology which
Luthans et al. (2008, p. 220) explain is “concerned with people’s strengths (rather than
weaknesses and dysfunctions) and how they can grow and thrive (rather than be fixed or
maintained)”. Luthans et al. (2007) highlights that individuals can consistently perform at
higher levels than what would have initially been possible in cases where higher levels of

personal resources exist.

In Staw and Barsade’s (1993) study, it was found that there is a strong correlation between
participants PWB (personal well-being) and their accuracy in decision making, effective social
behaviour and an overall higher performance rating. Similarly, Ng and Feldman (2008)
highlight results showing that employees’ psychological capital is positively related to their
performance. Thus, “a growing body of empirical research has found significant links between
various measures of employee PWB and measures of job-related performance” (Wright &
Cropanzano, 2004, p.341). This suggests a positive relationship between aspects of flourishing
and job performance. Redelinghuys, Rothmann and Botha (2019) confirm this in their study
of 258 South African secondary school educators which investigated the effects of flourishing
at work on job performance, intention to leave and organizational citizenship behaviour. The

results indicated that workplace flourishing positively predicted job performance.

The aim of this study would be to test whether all dimensions of flourishing have a positive

relationship with job performance.
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HI: Flourishing (Dimensions: emotional well-being, psychological well-being, social well-

being) explains a significant proportion of the variance in job performance.

2.2.2 Job Crafting and Job Performance

Tims, Bakker and Derks (2012) highlight that literature showcasing the relationship between
job crafting and job performance is very ‘careful’ in terms of the predictions made. However,
Tims et al. (2012, p. 181) predicted that “employees who increase their levels of social and
structural job resources, and their challenging job demands are seen as better performers than
employees who do not increase their challenging job demands and job resources”.

Positive emotions such as happiness, joy, and enthusiasm seem to broaden people’s ‘thought-
action repertoires’ which according to Fredrickson (2001) implies that they build a variety of
personal resources (similar to job resources in the JD-R Framework). These resources include
physical resources such as health and/or physical skills; social resources such as, friendships
and social support network; intellectual resources such as knowledge or psychological
resources like optimism. This can be used to cope with the job demands mentioned in the JDR
framework and this subsequently allows employees to perform well (Bakker, 2015; Luthans et

al., 2008).

In addition to the above, Bakker et al. (2012) emphasize that job crafting is positively related
to job performance through employee work engagement. Similarly, Lyons (2008) also noticed
that all examples previously used to illustrate job crafting behaviours had beneficial effects on
the organization as well. In Tims, Bakker, Derks and van Rhenen’s (2013) study of 525
individuals within the occupational health services sector, team job crafting was associated

with positive individual performance. Similarly, Petrou et al., (2012) agree that there is

21

http://etd.uwc.ac.za/



accumulating evidence that job crafting has a positive impact on individual well-being and job

performance.

In addition to that, several studies have shown that employees show the best job performance
in challenging yet resourceful work environments because these environments facilitate their
work engagement (Demerouti & Cropanzano, 2010). This implies that organizations should
offer aspects like feedback, social support, and variety in tasks which Bakker et al. (2012) term
job resources. This influence on an employee’s job demands and resources may indirectly
influence employee engagement and more specifically, their work performance (Harter,

Schmidt, & Keyes, 2002).

From the literature it is clear that job crafting influences job performance. However, there is
evidence that suggests that job crafting can negatively affect an individuals’ job performance.
For instance, failure to manage job resources accordingly or handle job demands will certainly
affect how an individual is able to perform their job, complete certain tasks as well as remain
engaged and positive in their role (Bakker et al., 2012; Demerouti & Cropanzano, 2010; Tims

et al., 2012; Petrou et al., 2012).

H2: Job Crafting (Dimensions: increasing structural job resources, increasing social job
resources, increasing challenging job demands, decreasing hindering job demands) explains

a significant proportion of the variance in job performance.

2.2.3 Emotional Intelligence and Job Performance

According to Zaccaro (2001), EI is an increasingly relevant determinant of success on the job,

particularly as employees climb the corporate ladder or the organizational hierarchy.
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Developing emotional intelligence results in increased productivity, loyalty, innovation and

performance of individuals, groups and organizations (Bar-On, 2006).

Not only has EI been extensively researched in workplace settings and been related to increased
success among those who share similar positions (e.g. senior managers) (Stys & Brown, 2004)
but EI is also highlighted as an essential social and emotional skill for all management levels,
specifically executive level leaders (Zaccaro, 2001). Additionally, hiring individuals with
higher levels of emotional intelligence as well as training existing staff to be more emotionally
intelligent has been associated with financial gains in the private sector. Cavallo and Brienza
(2001) similarly highlight that senior managers with a higher level of EI perform better on the
job as there is a strong relationship between one’s emotional competency and performance in
leaders. That being said, a higher level of EI will likely have a positive effect on job

performance (Mayer & Salovey, 2000).

Bailey (2015) explains that the positive link between emotional intelligence and job
performance is clear, however, the problem is that researchers and professionals alike cannot
agree on what it is about EI that actually makes the difference to an individuals’ job
performance. Pekaar, Van der Linden, Bakker and Born (2017) similarly define EI as an
individual’s capacity or knowledge to deal with emotions effectively, and highlight that
previous research has given rise to high expectations about EI’s ability to predict job
performance. The “initial enthusiasm was tempered by the relatively modest meta-analytic
correlations” between EI and job performance studies conducted by Joseph and Newman
(2010) and O’Boyle, Humphrey, Pollack, Hawver, and Story (2011) (Pekaar et al., 2017, p.

136). The research conducted by Pekaar et al. (2017) addressed two limitations in EI research:
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o One limitation being that most previous studies combined the different dimensions of
EI into an overall EI score in order to predict an individuals’ job performance which
unfortunately ‘masks’ the unique effects of specific EI dimensions.

o The second limitation being that EI is usually measured at a single point in time
whereas this does not allow for an accurate result in revealing the situations where an

individual tends to apply EI throughout various situations.

Therefore, Pekaar et al. (2017) suggest that the potential value of distinguishing EI dimensions

in the prediction of job performance should be carefully considered.

H3: Emotional Intelligence (Dimensions: positive affect, emotion-others, happy emotions,
emotions-own, non-verbal emotions, emotional management) explains a significant proportion

of the variance in job performance.

2.2.4 Flourishing, Job Crafting, Emotional Intelligence and Job Performance

The existing literature has limited information on research which includes the above-
mentioned variables, namely, flourishing, job crafting and emotional intelligence in one study.
In addition to that, very limited research exists looking at the influence of flourishing, job
crafting and emotional intelligence on job performance. Having said that, research exists
showcasing studies whereby the above-mentioned variables (flourishing, job crafting and
emotional intelligence) were investigated in relation to job performance, either individually or

in pairs.
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Various researchers have confirmed significant positive correlations with these variables and
job performance. For instance, Spreitzer, Porath and Gibson’s (2012, p.155) study whereby
“findings from employees (and often their managers) from more than a dozen organizations
across a wide variety of industries (including health care, financial services, maritime, energy,
nonprofits, manufacturing, mining, and education) demonstrated that when people report that
they are thriving at work, they achieve better job performance”. Bono et al. (2012) confirm
this by emphasizing that thriving employees are able to sustain their performance over time.
According to Demerouti and Cropanzano (2010), employees perform best in challenging but
resourceful work environments. Bakker et al. (2012) agree with this and state that employees
who craft their jobs will stay engaged and perform optimally. However, Berg et al. (2008)
highlight that challenges exist with employees who cannot craft freely and performance can be
negatively affected but various crafting opportunities exist at any level of the organization,
regardless of the position.

Lastly, Jackson’s (2014) study emphasized that trait EI was predictive of both in-role and extra-
role performance, suggesting that effectively managing one’s emotions, exhibiting strong
social skills, demonstrating self-control, and displaying a general sense of well-being (i.e., trait
EI) can lead to improved performance on the job.

Once again, limited studies investigating the influence of all three variables (flourishing, job
crafting and emotional intelligence) on job performance exist. What is very clear, is more and
more organizations are advocating healthy practices and awareness of the above-mentioned
variables in order to increase employee performance at work (Spreitzer et al., 2012). Therefore,

finding out which of the variables and their dimensions has the biggest influence on job
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performance would be useful to determine priorities for human resource development within

the organization.

H4: Flourishing, job crafting, and emotional intelligence explains a significant proportion of

the variance in job performance

2.3 Conclusion
This chapter provided an overview of the development of the existing relevant theories. The
focus was on job performance and flourishing, job crafting and emotional intelligence. The
increased interest in organizational success through job performance has been consistent with
the emerging trends in psychology, positive psychology, organizational behaviour and personal
resources (Campbell & Wiernik, 2015; Kim & Ployhart, 2014; Richardson, 2014; Viswesvaran
& Ones, 2000). However, the relationship between job performance and flourishing, job
crafting and emotional intelligence remains empirically and conceptually underdeveloped

(Bakker et al., 2012; Demerouti & Cropanzano, 2010; Luthans et al., 2008; Pekaar et al., 2017).

Understanding the relationship between job performance and flourishing; job crafting and
emotional intelligence could assist organizations in improving many factors relating to their
workforce such as employee wellness, engagement, commitment, job performance and so on.

Past research identified that flourishing, job crafting and emotional intelligence can be a direct
causal link to improved job performance (Cavallo & Brienza, 2001; Demerouti & Cropanzano,

2010; Fredrickson, 2001; Staw & Barsade’s, 1993; Tims et al., 2012; Zaccaro, 2001).
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3. CHAPTER 3 - RESEARCH DESIGN AND METHODOLOGY

3.1 Introduction

The aim of this study was to investigate the relationship between job performance and
flourishing, job crafting and emotional intelligence. This chapter will discuss the research
methodology used to investigate the above-mentioned relationships. The sample selection, data

collection methods, procedure and data analysis will also be detailed.

3.2 Research Design

A quantitative research design of an ex-post facto nature was used. The quantitative design
followed a positivistic research paradigm (Kothari, 2004). This approach allowed for data to
be summarized statistically as the data was collected at a single point in time (Kothari, 2004).
Experiments, surveys and collection of data on predetermined instruments are various
strategies that this approach uses in order to produce statistical data (Creswell, 2003). For the
purpose of the current study, surveys and secondary data was used to answer the study
hypotheses. Employing this design addressed the over-arching research question “To what
extent does flourishing, job crafting and emotional intelligence influence an individual’s job
performance?”.

A self-administered questionnaire was used to collect the data from the sample which allowed
data collection from a large sample. The questionnaire was also the most suitable in terms of
time and cost constraints, as well as ensuring objective findings (Terre Blanche, Durrheim, &
Painter, 2014). The quantitative research method also ensures that the hypotheses can be tested

while determining relationships between variables (Babbie, 2010). However, Lavrakas (2008)
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emphasizes that a limitation in using self-administered questionnaires could be the inability to
explore the topic or probe for further insight into a topic. In practice, a limitation to the method
of the self-administered questionnaire, or rather how the questionnaire was administered, was
that not all participants were aware of or able to complete the questionnaire due to their own

work-related commitments.

3.3 Population and Sample

A sample is a smaller group of elements drawn from an accessible population (Babbie, 2010).
Similarly, Kothari (2004) defines a sample population as a group of individuals forming a
portion of the population which participates in the study. The sample in this study consisted of
all lower, middle and senior level employees who were employed at the selected
pharmaceutical company in its various branches across South Africa (N = 150). A limitation
of this sampling frame includes the challenges of generalizability, which did not allow for
findings to be applied to other pharmaceutical companies or the South African pharmaceutical

industry as a whole.

Sekaran (2001) explains a sample size between 80-110 would be sufficient for a population of
150. Sekaran (2001) also suggests that an acceptable response rate is thirty percent when a
sample size is under 150. Thus, all employees within the organization under research were
chosen to be part of the sample in order to maximize the data set. A survey was handed to all
employees in the company (various branches across South Africa) and 99 questionnaires were
returned, representing a 66% response rate. However, 27 questionnaires had to be excluded

from the data set due to missing data. This resulted in a final dataset of 72 responses. Although
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a response rate of 30% is acceptable for a small population such as the one in the present study,

it is not ideal for the purpose of generalizability and advanced data analysis.

3.4 Procedure

Before conducting the survey, approval was first obtained from the relevant committees at the
University of the Western Cape. Permission was then obtained from the organization where
the research would be conducted and an agreement was signed by both organization and

researcher which granted permission for the questionnaires to be administered.

The organizations Human Resource Executive first sent out an electronic notification via email
which informed possible participants that the research is taking place. A secondary notification
was sent via email which informed respondents that the research was to begin by a said date.
The secondary email contained a) the survey, b) an information letter explaining the purpose
of the research, ¢) the time it would take to complete the survey, d) clarity on anonymity and
confidentiality, and e) assurance that participation was voluntary and that participant(s) could

withdraw at any point during the research process.

Respondents were also notified that although no identifying information would be required
and all responses would be used for research purposes only, a third-party researcher would link
their survey responses to their individual performance scores provided by the organization

under study.
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Data was gathered over a period of three months. After the first month of the survey being sent
out, a reminder email was sent to encourage the remaining respondents to participate and

submit their survey to the Human Resources department if they had not done so already.

3.5 Measuring Instruments

Four questionnaires were used to collect the data namely, the biographical questionnaire, the
Flourishing at Work Scale — Short Form (FAWS -SF), Job crafting Scale (JCS) and the Schutte
Emotional Intelligence Scale (SEIS). Secondary data in the form of performance appraisal

scores obtained from the research organization was used as a measure of job performance.

3.5.1 Biographical questionnaire

The biographical questionnaire requested the following information from participants: race,

age group, gender and skill profile. This information was used to describe the sample.

3.5.2 Flourishing at Work Scale — Short Form (FAWS-SF)

Flourishing in this study was measured by the Flourishing at Work Scale - Short Form (FAWS-
SF) which was derived from the initial Flourishing at Work Scale developed from Rothmann’s
(2013) flourishing at work framework. The FAWS-SF was validated by Rautenbach and Rothmann
(2017). The FAWS-SF consists of 21 items measuring the following dimensions namely,
emotional, psychological, and social well-being. Not only does the FAWS-SF indicate if an
individual is flourishing at work, but it can also determine if an individual is ‘languishing’ which

is the opposite behaviour in terms of an individual’s well-being at work.
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In order for flourishing at work to be assessed, the respondents had to answer 21 items
regarding the frequency with which they experienced specific situations during the past
month. Responses are measured on a six-point scale of frequency (how often) ranging from 1
(Never) to 6 (Every day). For instance,
Emotional well-being (consisting of three sub-dimensions: positive affect — three items;
negative affect — three items; and job satisfaction — two items), for example, item 3 - How often
did you feel grateful?’, item 6 - ‘How often did you feel bored?’, and item 8 - ‘How often did
you feel real enjoyment of your work?’.
Psychological well-being (consisting of nine dimensions: autonomy satisfaction - three items;
competence satisfaction - three items; relatedness satisfaction - three items; learning - three
items; meaning and purpose - six items; cognitive engagement - three items; emotional
engagement - three items; physical engagement - three items. Example, item 10 — ‘How often
did you feel you can be yourself at your job?’; item 21 — ‘How often did you find that you are
developing a great deal as a person?’; item 29 — ‘How often did you feel passionate about your
job?’; and item 34 — ‘How often did you feel energized when you work?’.
Social well-being (five items, example, item 35 - ‘How often did you feel you had something

important to contribute to your organization?’.

The Flourishing at Work Scale — Short Form (FAWS-SF) was chosen as a measure for the
study as it is currently the most suitable scale looking at employee well-being aspects in the

workplace. Employee well-being aspects form a large basis of the proposed study.
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The reliabilities of the flourishing dimension scales were acceptable (p > 0.70), except for the
subscale that measures negative affect (Rautenbach, 2015). Thus, the FAWS-SF provided a
useful assessment of self-reported flourishing at work (Janse van Rensburg, et al., 2017).

According to Rautenbach’s (2015) study, configural, metric, and scalar invariance of the
FAWS-SF in a calibration sample was confirmed. Rautenbach (2015) explains that this
supports the work of Keyes’ (2005) unified structure of hedonic, eudemonic, and social well-

being models which have been integrated.

3.5.3 Job crafting Scale (JCS)

For purposes of this research, the Job Crafting Scale (JCS) was used in order to measure job
crafting and its associated proactive behaviours. The JCS consists of four different dimensions,
namely, 1) increasing structural job resources; 2) increasing social job resources; 3) increasing

challenging job demands; and 4) decreasing hindering job demands.

In order for job crafting behaviours to be assessed, the respondents had to answer 21 items
regarding the frequency with which they experienced each item. Responses are measured on
a five-point scale of frequency ranging from 1 (Never) to 5 (Always). For instance:
Increasing structural job resources (consisting of five items), for example, item 1 — ‘I try
to develop my capabilities’, item 3 — ‘I try to learn new things at work’, and item 5 — ‘I decide
on my own how I do things’.

Decreasing hindering job demands (consisting of six items), for example, item 7 — ‘I try to
ensure that my work is emotionally less intense’, item 9 - ‘I organize my work so as to

minimize contact with people whose expectations are unrealistic’, and item 11 — ‘I organize
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my work in such a way to make sure that I do not have to concentrate for too long a period at
once’.

Increasing social job resources (consisting of five items), for example, item 13 — ‘I ask
whether my supervisor is satisfied with my work’, and item 15 — ‘I ask others for feedback on
my job performance’.

Increasing challenging job demands (consisting of five items), for example, item 17 —
‘When an interesting project comes along, I offer myself proactively as project co-worker’,
item 19 - “When there is not much to do at work, I see it as a chance to start new projects’,
and item 21 — ‘I try to make my work more challenging by examining the underlying

relationships between aspects of my job’.

In terms of the JCS’s psychometric properties, Tims, Bakker and Derks (2012) highlight that
the JCS is a reliable instrument. Not only are the Cronbach alphas all above the recommended
0.70, but the scale showed goodness-of-fit indices of approximately 0.90 supporting the
acceptability of fit. In terms of the scale’s validity, the JCS holds criterion validity and
positive correlations with colleague-ratings of work engagement, employability, and
performance. Overall, the validity of the JCS is supported by results such as peers being able

to rate each other's job crafting behaviours in Tims, Bakker and Derks (2012) study.

A South African study (Peral & Geldenhuys, 2016) reports reliability scores of the JCS as
follows: increasing structural job resources (a = 0.83), increasing social job resources (a =
0.83), increasing challenging job demands (a = 0.83) and decreasing hindering job demands

(a=0.84), with a total reliability score of the JCS being 0.84.
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3.5.4 Schutte Emotional Intelligence Scale (SEIS)

The Schutte Emotional Intelligence Scale (SEIS) self-report measure of EI developed by
Schutte et al. (1988). The SEIS defines EI in six dimensions which assess perception,
understanding, expression, regulating and harnessing of emotion in the self and others (Schutte
et al., 1998).

The six dimensions are 1) positive affect, 2) Emotion-Others, 3) Happy Emotions, 4)
Emotions-Own, 5) Non-verbal Emotions, and 6) Emotional Management. It comprises of 33
self-referencing statements (three items being reverse-scored) and requires participants to rate
the extent to which they agree or disagree with each statement on a five-point scale (1 =

strongly disagree; 5 = strongly agree). Each dimension and example item(s) are shown below.

Positive affect, item 8 — ‘Emotions are one of the things that make my life worth living’;
Emotion-others, item 26 — “When another person tells me about an important event in his or
her life, I almost feel as though I have experienced this event myself’;

Happy emotions, item 14 — ‘I seek out activities that make me happy’;

Emotions-own, item 9 — ‘I am aware of my emotions as I experience them’;

Non-verbal emotions, item 25 — ‘I am aware of the non-verbal messages other people send’;
and Emotional management, item 1 ‘I know when to speak about my personal problems to

others’ and item 21 — ‘I have control over my emotions’.

According to Jonker and Vosloo (2008), the conciseness of the SEIS and the evidence
accumulating on the scale’s reliability and validity, makes this scale a reasonable and suitable

choice for a brief self-report measure of global emotional intelligence. The SEIS’s overall
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reliability rating is 0.90 with only the ‘utilizing emotions’ subscale showing poor reliability.
Schutte (1998) proposes that a total score of the SEIS be used and in many cases, the scale is
used as a total score. Smieja, Orzechowski and Stolarski (2014) highlight that this is preferred
when dealing with individual diagnosis of emotional intelligence.

Evidence of construct, predictive and discriminant validities was confirmed by Petrides and
Furnham (2000), Ciarrochi et al. (2001) as well as Schutte et al. (1998). This highlights that
not only are the test-retest and internal reliabilities good, but the group differences in score and
correlations with other measures have in general been in agreement with the academic

expectations.

3.5.5. Job performance measure

For purposes of this research, a performance appraisal score provided by the company under
study was used in order to measure individual job performance. The performance appraisal
used a global score out of five (5) assessing all job-related indicators of performance. Each
numerical score is an indicator of the level of performance against the expected standard within

which each individual falls into after the performance appraisal is complete.

Degree of Achievement Rating
Exceptional

Exceeds Expectations

Commendable

Needs Improvement

Unacceptable
Nothing Accomplished

O(= N |W| KW,
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A unique benefit of this study is not only using self-report measures of performance but
existing objective data source such as performance scores provided by the company under
study. According to DeNisi and Pritchard (2006), performance appraisals are an excellent
approach in assessing individual job performance and if done correctly can lead to increased
job performance. The reason for an increase in job performance is due to goal setting and
clarity of expectations for the position. Similarly, Prowse and Prowse (2009) support this and
highlight the advantage of performance appraisals increasing motivation and achieving

increased individual performance over the long-term.

For this study in particular, performance appraisal scores offered the best insight into an
individual’s performance at work as the performance management process ensured that
performance appraisals were conducted correctly and involved both the line-manager and the
individual employee at set points throughout the year whereby goals would be set and
performance measured thereafter. However, in conjunction to the extensive literature on
performance appraisals and performance management, Prowse and Prowse (2009) warn
against low validity and reliability which may occur with performance appraisals because of
the challenges or issues involving the skills which the person conducting the performance

appraisal should have.

3.6 Statistical Analyses
A third-party independent researcher gathered all completed surveys and consent forms. These
surveys were coded with a particular letter (example: A, B, C) which was then linked to the

relevant performance score (coded as: a, b, ¢) matching the participants employee code. Both
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the employee code and performance score (being secondary data) was provided to the
independent researcher by the participating organization for purpose of coding and ensuring
anonymity. The survey data was captured from hard copy completed survey answers into an
Excel format which in turn was exported into the Statistical Package for Social Sciences
(SPSS) version 25 (SPSS Statistics, 2014) for analysis. The properties of each scale were
analyzed using descriptive statistics as well as reliability analyses. Descriptive statistics was
used to describe the characteristics of the sample, and Pearson correlation analysis provided
insight to the relationships between the variables. Lastly, in order to test the hypotheses,

multiple regression analysis was used.

3.6.1 Descriptive Statistics

Descriptive statistics was used to describe the characteristics of the sample under study.
Donges (2018) highlights that this can be done through the four types of descriptive statistics,
namely, measures of frequency (count, percent and frequency), measures of central tendency
(mean, median, and mode), measures of dispersion or variation (range, variance, standard
deviation) and measures of position (percentile ranks, quartile ranks). According to Babbie
(2010) this method assists the researcher to present quantitative descriptions in a more
manageable form. The descriptive statistics used in the current study were percentages,

frequencies, means, modes, and standard deviations.

3.6.2 The Pearson Product Moment Correlation

In order to ascertain if there is any correlation between two variables, the Pearson-product

Moment Correlation analysis is conducted (Wilson, 2009). This correlation ranges between -1

37

http://etd.uwc.ac.za/



and +1 and will detail if a correlation is statistically significant or not. Sekaran (2001) further
explains that the Pearson product Moment Correlation will not only describe the significance
of bivariate relationships, but also the nature and direction of the variables used in the study.
This is confirmed by Pallant (2010) who emphasizes that this analysis is used to describe the
direction and degree of strength of a linear relationship between two variables. This study used
Pearson product Moment Correlation to analyze the relationship between flourishing, job

crafting, emotional intelligence and job performance and their associated dimensions.

3.6.3 Multiple Regression

According to Slinker and Glantz (2008), multiple regression is the most common form of linear
regression analysis. It is used to explain the relationship between one continuous dependent
variable and two or more independent variables. In this case, the dependent variable would be
job performance and the independent variables would be flourishing, job crafting and
emotional intelligence. This method allows the researcher to ask the general question, “what
is the best predictor of...”. Weedmark (2018, p. 3) highlights that a clear advantage of this
method is “the ability to determine the relative influence of one or more predictor variables to
the criterion value”. This study used multiple regression analysis to analyze the relationship
between flourishing, job crafting, emotional intelligence (their associated dimensions) and job

performance.

3.7 Conclusion
This chapter provided an overview of the research methodology used within the study. The

chapter specifically made reference to the research design, the sampling of participants, and
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the procedure used for data collection. In addition to that, it detailed the measuring instruments
used for data collection and included the reliability and validity of each measure as well as the
motivation for use. Lastly, the statistical techniques used to analyze the data were explained.

The following chapter will focus on presenting results which were obtained from the analysis

of the data.
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4. CHAPTER 4 — PRESENTATION OF RESULTS

4.1 Introduction

This chapter details the analysis of the data and specifies the findings of the study. The purpose
of this chapter is to present the empirical results found though the use of the statistical
techniques described in the chapter above. The Statistical Package for the Social Sciences
(SPSS) was used to analyze and present the data. Graphical representations and numerical
tables are used to group the data and create an interpretation of the results. In order to present

and discuss the hypothesized relationships, descriptive and inferential statistics was conducted.

4.2 Descriptive Statistics

In the sections that follow, descriptive statistic calculations derived from the sample are shown.
This allows for the basic features of data in a study to be described. With short summaries and
graphical analysis, this technique provides the reader with simple visualizations which conveys

a more intuitive depiction of the data.
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4.3 Biographical information

70
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Figure 4.3.1 Race of respondents
Figure 4.3.1 indicates that 4.2% of the respondents were African/Black people (n = 3), 29.2%
of the respondents were Coloured people (n = 21), while 58.3% were White people (n = 42),
followed by 6.9% respondents who were Indian people (n = 5). One respondent indicated

‘other’ (n=1).
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Figure 4.3.2 Age category of respondents

41

http://etd.uwc.ac.za/



Figure 4.3.2 specifies that 4.2% of the respondents fell within the 21-25 years of age group (n
= 3), 11.1% fell within the 26-30 years of age group (n = 8), 23.6% respondents in the 31-35
years of age group (n = 17), 18.1% respondents in the 36-40 years of age group (n = 13), while
27.8% respondents in the 41-50 years of age group (n = 20),and a further 15.3% falling in the

51+ years of age group (n=11).

80
70
60
50
40
30
20
10

Female Male Prefer not to Disclose

M Percentage of Sample

Figure 4.3.3 Gender of respondents

Figure 4.3.3 shows that 72.2% of the respondents were female, (n = 52), 27.8% of the
respondents were male, (n =20), and 0% of respondents preferred not to disclose their gender,

(n=0).
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Figure 4.3.4 Skill profile of respondents
Figure 4.3.4 indicates that 4.2% of the respondents were unskilled, (n = 3), 25% of the
respondents classified themselves as partly skilled with a certificate being their highest
qualification, (n = 18), while 48.6% deemed themselves to be skilled with a Bachelor’s Degree,

(n = 35), followed by 22.2% (n = 16) had postgraduate qualifications.

4.4 Reliability of the measures

4.4.1 Reliability

According to Foxcroft and Roodt (2009), reliability is the consistency with which the test
measures what it is supposed to measure. Sekaran (2003) emphasizes that reliability also refers
to stability and freedom for error. In order to establish a questionnaires reliability, the
Cronbach’s Coefficient Alpha is calculated. A Cronbach Alpha of 0.7 and higher shows that
there is internal consistency in the instrument in question, however, this is for the social

sciences specifically (Sekaran, 2003).
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Table 4.2 — Cronbach alpha reliability scores for the instruments (n = 72)

Scale Items Reliability
FAWS: EWB 4 0.781
FAWS: PWB 9 0.882
FAWS: SWB 5 0.889
FAWS: Second order factor 18 0.932
JCS: Increasing structural job resources 5 0.793
JCS: Decreasing hindering job demands 6 0.725
JCS: Increasing social job resources 5 0.758
JCS: Increasing challenging job demands 5 0.818
EI: Positive affect <A 0.666
EI: Emotion-Others ’ 0.771
EI: Happy emotions 4 0.653
EI: Emotions-Own 4 0.583
EI: Non-verbal emotions 3 0.740
EIl: Emotional management 4 0.518
EI: Second order factor 29 0.842

As shown above, the Cronbach’s Coefficient Alpha for each of the instruments used in this
study was calculated accordingly. The results show that the Cronbach Alpha’s ranged from
0.52 to 0.93. The dimensions of flourishing and job crafting all presented reliability
coefficients above the threshold of acceptable reliability (i.e. >0.7). Four EI dimensions,
namely positive affect (o = 0.67), happy emotions (a = 0.65), emotions-own (a = 0.58), and
emotional management (o = 0.52), presented low reliability scores (i.e. <0.7). Due to the low
reliability of the EI dimensions, it was decided to use the EI second-order factor as confirmed
by Jonker and Vosloo (2008) for further analysis. As the job performance measure consisted

of only one item, it was not possible to calculate the reliability of this measure.
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4.5 Descriptive statistics

Table 4.1 Descriptive statistics of the variables and associated dimensions (n = 72)

Dimension(s) in each Construct Min Max | Mean lS)t:\;iation
Flourishing at Work — Emotional well-being 2.25 6.00 | 4.48 0.88
Flourishing at Work — Psychological well-being 1.78 589 | 451 0.84
Flourishing at Work — Social well-being 1.40 | 6.00 | 4.33 1.08
Flourishing at Work — Total 2.22 594 | 4.46 0.81
Job Crafting — Increasing structural job resources 2.40 5.00 | 4.20 0.56
Job Crafting — Decreasing hindering job demands 1.50 | 4.33 3.06 0.65
Job Crafting — Increasing social job resources 1.00 | 5.00 | 2.85 0.73
Job Crafting — Increasing challenging job demands 2.00 | 5.00 | 3.62 0.72
Emotional Intelligence 1.14 | 276 | 2.01 0.28
Job Performance Score 3.00 | 4.85 3.82 0.52

The mean scores on the total Flourishing at work scale were 4.46, with a standard deviation of
0.81. Within the response range of 1 to 6 on the frequency Likert scale, the results reveal that
the respondents experienced flourishing at work ‘about 2 or 3 times a week’ to ‘almost every
day’.

The mean scores for the four job crafting dimensions are discussed below. Within a response
range of 1 to 5 on the frequency Likert scale, the results reveal that when it came to increasing
structural job resources (M = 4.20, SD = 0.56), the respondents did this ‘often’. When it came
to decreasing hindering job demands (M = 3.06, SD = 0.65), the respondents decreased

hindering job demands ‘sometimes’. When it came to increasing social job resources (M =

2.85, SD = 0.73), the respondents did this ‘rarely’ to ‘sometimes’. Lastly, when it came to
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increasing challenging job demands (M = 3.62, SD = 0.72), the respondents increased

challenging job demands ‘sometimes’ to ‘often’.

With respect to Emotional intelligence, the response range of 1 to 5 on the agreement Likert
scale (1 = strongly agree; 5 = strongly disagree) was used. The results reveal that the
respondents ‘agree’ to majority of the statements confirming their positive response to and use
of EI at work (M = 2.01, SD = 0.28).

Respondents also tended to have relatively high job performance scores (M =3.81, SD=0.51)
with the highest performance rating score available being 5 (rating range from 0 to 5). The
results reveal that in terms of performance rating and description, most respondents were

scored as performing between ‘commendable’ and ‘exceed expectations’.

4.6 Inferential Statistics
In order to understand the relationships between the variables, a correlation analysis was

performed. The hypotheses and findings are discussed below.

Table 4.3: Relationships between flourishing, job crafting, emotional intelligence and job

performance (n = 72)
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Correlations

Job
FAWS |FAWS |FAWS |[FAWS [JCS ISJ{JCS DH|JCS ISo|JCS ICJ o Perform
EWB PWB SWB |TOTAL R JD cJR D ance
Score
P
Flourishing at Work — earson' 1
. . Correlation
Emotional well-being 5 X
Sig. (2-tailed)
Flourishing at Work— |Pearson 716" |
Psychological well- Correlation )
being Sig. (2-tailed) 0
P ok %k %k
Flourishing at Work — carson 618 642 1
Soefiel el b Correlation
w -
g Sig. (2-tailed) 0 0
P * % *% %
Flourishing at Work— | o0 82| 9297 852 1
Total Correlation
Sig. (2-tailed) 0 0 0
Job Crafting — Pearson . . o .
A : 487 547 3257|495 1
Increasing structural |Correlation
job resources Sig. (2-tailed) 0 0 0.005 0
o Cmiings | RN 0051 017 0.124| o0.146] 0.194 1
Decreasing hindering |Correlation
job demands Sig. (2-tailed) 0.673 0.153 0.301 0.221 0.103
oo Caliing= | eawen 0009 0055] 0155| 0084] 0009 0219 1
Increasing social job  |Correlation
resources Sig. (2-tailed) 0.94 0.645 0.194 0.485 0.939 0.064
Ji bC ﬁ = Pearson * * * * s
YR . : 2557|2747 2647 z017| 4s1”| 0134] 0171 1
Increasing challenging | Correlation
job demands Sig. (2-tailed) 0.031 0.02 0.025 0.01 0 0.261 0.15
Pearson * % * % k% *% *3k
) - - -0.169( - - -0.122 0.116| - 1
Emotional Intelligence |Correlation 376 326 323 429 431
Sig. (2-tailed) 0.001 0.005 0.155 0.006 0 0.306 0.33 0
Pearson 0135 o11] o0062| o0112] -0001| -0.147] -0042| 0.103| 0.024 1
Job Performance Score |Correlation
Sig. (2-tailed) 0.258 0.359 0.606 0.347 0.993 0.216 0.726 0.391 0.842

** Correlation is significant at the 0.01 level (2-tailed).

*. Correlation is significant at the 0.05 level (2-tailed).

From Table 4.3, it is evident that there is no significant relationship between job performance and

the other variables studied. However, significant relationships exist between some of the

independent variables which are shown below:
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1)

2)

3)

4)

5)

6)

7)

8)

9)

A statistically significant relationship exists between job crafting (increasing structural job
resources) and flourishing (emotional well-being), » =0.428 (p < 0.01).

A statistically significant relationship exists between job crafting (increasing structural job
resources) and flourishing (psychological well-being), » =0.524 (p < 0.01).

A statistically significant relationship exists between job crafting (increasing structural job
resources) and flourishing (social well-being), r =0.325 (p < 0.01).

A statistically significant relationship exists between job crafting (increasing structural job
resources) and flourishing (total score), r =0.495(p < 0.01).

A statistically significant relationship exists between emotional intelligence and
flourishing (emotional well-being), r =-0.376 (p < 0.01).

A statistically significant relationship exists between emotional intelligence and
flourishing (psychological well-being), r =-0.326 (p < 0.01).

A statistically significant relationship exists between emotional intelligence and
flourishing (total score), r =-0.323 (p < 0.01).

A statistically significant relationship exists between emotional intelligence and job
crafting (increasing structural job resources), r =-0.429 (p < 0.01).

A statistically significant relationship exists between emotional intelligence and job

crafting (increasing challenging job demands), r =-0.431 (p < 0.01).

Hypothesis 1: Flourishing dimensions (namely, emotional well-being, psychological well-being,

social well-being) explains a significant proportion of the variance in job

performance.
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Table 4.4: ANOVA with flourishing dimensions and job performance

Model Summary

Std. Error
R Adjusted R of the
Model R Square Square Estimate
1 1412 .020 -.023 52223
a. Predictors: (Constant), FAWS SWB, FAWS EWB,

FAWS PWB

Table 4.5: Significance of Relationship between flourishing and job performance.

ANOVA?
Sum of Mean
Model Squares df Square F Sig.
1 Regression Chd 3 126 461 710°
Residual 18.545 68 273
Total 18.923 71

a. Dependent Variable: Job Performance Score

b. Predictors: (Constant), FAWS SWB, FAWS EWB, FAWS PWB

The results in Table 4.4 show that 2% of the variance in job performance is explained by the
FAWS-SF dimensions. However, the results in Table 4.5 reveal that the variance explained is not

statistically significant (R? = 0.020, F(3, 68) = 0.461, p = n.s.). Therefore, hypothesis 1 is rejected.

Hypothesis 2: Job crafting (Dimensions: increasing structural job resources, increasing social
job resources, increasing challenging job demands, decreasing hindering job) explains a
significant proportion of the variance in job performance.

Table 4.6: Relationship between job crafting and job performance.
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Model Summary

Std. Error
R Adjusted R of the
Model R Square Square Estimate
1 1972 .039 -.019 52101

a. Predictors: (Constant), JCS_ICJD, JCS DHIJD,
JCS ISocJR, JCS_ISJR

Table 4.7: Significance of Relationship between job crafting and job performance.

ANOVA?
Sum of Mean
Model Squares df Square F Sig.
1 Regression 735 4 184 677 610°
Residual 18.187 67 271
Total 18.923 71

a. Dependent Variable: Job Performance Score
b. Predictors: (Constant), JCS_ICJD, JCS DHJD, JCS ISoclJR, JCS ISJR

The results in Table 4.6 show that 3.9% of the variance in job performance is explained by the job
crafting dimensions. However, the results in Table 4.7 reveal that the variance explained is not

statistically significant (R>= 0.039, F(4, 67) = 0.677, p = n.s.). Therefore, hypothesis 2 is rejected.

Hypothesis 3: Emotional intelligence explains a significant proportion of the variance in job

performance.

Table 4.8: Relationship between emotional intelligence and job performance.

Model Summary

Std. Error
R Adjusted R of the
Model R Square  Square Estimate
1 .0242 .001 -.014 51978

a. Predictors: (Constant), EI
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Table 4.9: Significance of Relationship between emotional intelligence and job performance.

ANOVA?
Sum of Mean
Model Squares df Square F Sig.
1 Regression .011 1 011 .040 .842°
Residual 18.912 70 270
Total 18.923 71

a. Dependent Variable: Job Performance Score
b. Predictors: (Constant), EI

The results in Table 4.8 show that 0.1% of the variance in job performance is explained by
emotional intelligence. However, the results in Table 4.9 reveal that the variance explained is not

statistically significant (R’ = 0.001, F(1, 70) = 0.040, p =n.s.). Therefore, hypothesis 3 is rejected.

Hypothesis 4: Flourishing, job crafting, and emotional intelligence explains a significant
proportion of the variance in job performance.

Table 4.10: Relationship between flourishing, job crafting, emotional intelligence and job

performance.
Model Summary
Std. Error
R Adjusted R of the
Model R Square Square Estimate
1 2512 .063 -.024 52232

a. Predictors: (Constant), JCS_ICJD, JCS_DHID,
JCS ISocJR, FAWS TOTAL, EI, JCS_ISJR

Table 4.11: Relationship between flourishing, job crafting, emotional intelligence and job

performance.
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ANOVA?

Sum of Mean
Model Squares df Square F Sig.
1 Regression 1.189 6 198 727 .630P
Residual 17.733 65 273
Total 18.923 71

a. Dependent Variable: Job Performance Score

b. Predictors: (Constant), JCS _ICJD, JCS DHJD, JCS ISocJR,

FAWS TOTAL, EI, JCS_ISJR

The results in Table 4.10 show that 6.3% of the variance in job performance is explained by

flourishing, emotional intelligence and job crafting dimensions. However, the results in Table

4.11 reveal that the variance explained is not statistically significant (R’ = 0.063, F(6, 65) =

0.727, p =n.s.). Therefore, hypothesis 4 is rejected.
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Table 4.12: Summary of hypotheses testing

Hypothesis Finding

H1: Flourishing (Dimensions: emotional well-being, psychological well- | Rejected
being, social well-being) explains a significant proportion of the variance

in job performance.

H2: Job Crafting (Dimensions: increasing structural job resources; Rejected
increasing social job resources, increasing challenging job demands,
decreasing hindering job demands) explains a significant proportion of the

variance in job performance.

H3: Emotional Intelligence explains a significant proportion of the Rejected

variance in job performance.

H4: Flourishing, job crafting, and emotional intelligence explains a Rejected

significant proportion of the variance in job performance.

4.7 Conclusion

The chapter covered above presented relevant findings that emerged from the study. Graphical
representations and numerical tables were used to group the data and create an interpretation
of the results for further discussion.

In the following chapter, a discussion of the results is presented, as well as a presentation of
the findings in relation to the existing literature. Conclusions are then made and

recommendations to individuals and organizations are emphasized.
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CHAPTER S - DISCUSSION OF RESULTS., CONCLUSIONS AND

RECOMMENDATIONS

5.1 Introduction

This chapter discusses the relationship and influence of flourishing, job crafting and emotional
intelligence with job performance. Each section discusses the findings of this study in relation to
the existing body of research. The findings from this study are presented in order to assist
organizations in seeing the importance of a flourishing focused and job crafting-enabled culture
while supporting employees in achieving improved emotional intelligence. Lastly, challenges and
limitations of this study are briefly discussed; considerations for future research mentioned and

recommendations for organizations and the specific organization in this study is presented.

5.2 Discussion

The sample used in this study included employees in the various branches across South Africa of
the selected pharmaceutical company. The mean scores on each of the variables is briefly
highlighted below.

Flourishing: The mean score (M) obtained for the flourishing variable was 4.46 (SD = 0.81),
indicating that employees in this pharmaceutical company experience flourishing behaviours two
to three times a week (according to the Likert scale anchor: 4) to almost daily (Likert scale anchor
of 5) are functioning well and not languishing. This implies that, on average, employees are
behaving proactively, thriving in their environment and being more concerned about their growth

and ability to function-well (Bakker et al., 2012; Luthans et al., 2007; Luthans et al., 2008).
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Job Crafting: The mean score (M) obtained for the job crafting dimensions was 4.20 (SD = 0.56)
for increasing structural job resources, 2.85 (SD = 0.73) for increasing social job resources, 3.62
(SD =0.72) for increasing challenging job demands and 3.06 (SD = 0.65) for decreasing hindering
job demand, indicating that employees in this pharmaceutical company are participating in job
crafting techniques and most likely functioning quite well in their current work environment (Tims

etal., 2012).

Emotional Intelligence: The mean score (M) obtained for the emotional intelligence variable was
2.01 (SD = 0.28), indicating that employees in this pharmaceutical company show a positive
response to emotional intelligence at work, as well as make use of emotional intelligence. This
implies that employees are perceiving, understanding, expressing, regulating and harnessing

emotion in the self and others (Schutte et al., 1998).

Job Performance: The mean score (M) obtained for the job performance variable was 3.81 (SD =
0.51), indicating that employees in this pharmaceutical company are performing relatively well.
This may imply that employee’s performance is positively affected by the use of the above
variables, namely flourishing, job crafting techniques and emotional intelligence.

In this study, high levels of flourishing, emotional intelligence and performance were recorded.
The results also show that certain job crafting techniques are being used which may indicate that
the employees are functioning well in their current work environment.

In context of the pharmaceutical industry, majority of the staff have matriculated and have

completed tertiary education which may indicate that their understanding of flourishing, job
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crafting, emotional intelligence and job performance can be reasonably expected as well as

developed.

Hypothesis 1: Flourishing (Dimensions: emotional well-being, psychological well-being, social
well-being) explains a significant proportion of the variance in job performance.

The research hypothesis was not substantiated as flourishing (Dimensions: emotional well-being,
psychological well-being, social well-being) did not explain a significant proportion of the

variance in job performance.

In contrast to the expectation of a significant relationship found in the literature, this hypothesis
was rejected as flourishing did not explain a significant proportion of the variance in job
performance. According to suggestions from many authors such as Diedericks and Rothmann
(2014); Ouwencel, LeBlanc and Schaufeli, (2011); Sparks et al. (2001); and Woon and Pee (2004)

flourishing is likely to have a positive and significant correlation with job performance.

Diedericks and Rothmann (2014) highlight that a flourishing individual who feels well is likely to
function well which should, in theory, have a positive influence on individual and organizational
outcomes such as job performance. This is confirmed by Sparks et al. (2001) who explain that
flourishing seems to benefit the individual employees and the organization. Diedericks and
Rothmann (2014) emphasize that flourishing is strongly linked with aspects such as job
satisfaction. According to Ouwencel et al. (2011), positive emotions intensify personal resources
which in turn will predict an individual’s future well-being. This is confirmed by Lyubomirsky,

Sheldon and Schkade (2005) who propose that the resources mentioned above such as personal
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resources, positive emotions, job satisfaction, well-being, and organizational commitment enable

individuals to thrive and succeed at work.

Woon and Pee’s (2004) study on information technology (IT) professionals highlighted that an
individual who does not have a strong degree of job satisfaction would perform less optimally and
this could be shown through engagement in counterproductive behaviour(s). Lastly, Wright et al.
(2007) found that positive psychological well-being (PWB) and job satisfaction were associated
with higher performance ratings which is consistent with Fredrickson’s (2001) broaden-and-build
model whereby performance is highest when employees report high scores on both PWB and job

satisfaction.

Having mentioned the above, it is clear that there are numerous studies suggesting a correlation
between flourishing, its dimensions (personal well-being, social well-being and psychological
well-being) and job performance. However, the above hypothesis was rejected which opposed the
literature under review. It is the researcher’s opinion that the above hypothesis was rejected for
reasons relating to the job performance scores used for data analyses — discussed further in the
limitations section below. Therefore, when measuring job performance, researchers need to
consider alternative and/or additional approaches to job performance scores or ratings (Welman,
Kruger & Mitchell, 2005) such as psychometric measures which are highly job related (Tucker,
2015); peer reviews or 360-Degree feedback (Tims, Bakker & Derks, 2011). In this case, the
additional approaches were not part of the research methodology, resulting in many limitations

noted in the research recommendation section that follows in a subsequent part of this chapter.
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Hypothesis 2: Job Crafting (Dimensions: increasing structural job resources; increasing social job
resources; increasing challenging job demands; decreasing hindering job demands) explains a
significant proportion of the variance in job performance. The research hypothesis was not
substantiated as the dimensions of job crafting (increasing structural job resources; increasing
social job resources; increasing challenging job demands; decreasing hindering job demands) did

not explain a significant proportion of the variance in job performance.

In contrast to the above, research has linked job crafting with particular outcomes related to
performance (e.g., Berg et al., 2013; Leana, Appelbaum & Shevchuk, 2009). A study on early
childhood educators where employees work together to collectively redesign their jobs, found that
educators who engaged in collaborative job crafting tended to perform better than those who did
less collaborative crafting (Leana et al., 2009). Grant and Parker (2009) argue that when employees
are able to see the impact that their tasks have on others, they experience their work as more
meaningful, leading to higher performance. French (2009) confirms this and additionally

highlights that job crafting has been associated with increased emotional well-being.

According to Tims and Bakker (2010), job crafting directly facilitates engagement and indirectly
facilitates better job performance This is because employees who change their work environment
proactively can align their job demands and resources with their own abilities and needs. Lyons
(2008) emphasizes that job crafting behaviours have beneficial effects on the organization. Piccolo
and Colquitt (2006) elaborate on this and explain that management can influence employees’ job
demands and resources which may indirectly influences employee performance. Therefore,

organizations should offer their employees sufficient job resources, including feedback, social
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support, and skill variety as research proves a positive link between job crafting and job

performance.

However, Berg et al. (2013) highlight the need for more theory and research that links specific
forms of crafting to particular individual and organizational outcomes, both positive and negative.
In relation to Hypothesis 2, which was rejected, it is the researcher’s opinion that this was primarily
due to the previously mentioned limitation around the job performance scores for data analysis

purposes.

Hypothesis 3: Emotional Intelligence explains a significant proportion of the variance in job
performance. The research hypothesis was not substantiated as emotional intelligence did not

explain a significant proportion of the variance in job performance.

Once again, the above hypothesis was rejected which opposes majority of the literature supporting
a positive and significant relationship between EI and job performance. Past research has
implicitly or explicitly proposed that emotional intelligence relates to job performance in
independent and linear ways (Goleman, 1998; Mayer, Salovey, & Caruso, 2000). According to
O'Boyle, Humphrey, Pollack, Hawver and Story (2010), emotional intelligence is a strong
predictor of task performance. Recent research also highlights the importance of EI as a predictor
in important domains such as academic performance and job performance, among other domains
(Humphrey, 2002; Jordan, Ashkanasy, & Hartel, 2003). This is confirmed by Zaccaro (2001) who
emphasizes that emotional intelligence is also an increasingly relevant determinant of who will

and will not be successful.
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However, research exists highlighting that there has been a general lack of independent, systematic
analysis substantiating the claim that EI predicts job performance. Landy (2005) and Zeidner,
Matthews, and Roberts (2004) argued against using emotional intelligence to predict job
performance unless it makes an incremental contribution to prediction. Hough (2003) suggests that
predictors of job performance such as emotional intelligence may be important in ways other than

their incremental linear effects.

The research conducted for this study differs with the limitation highlighted by Pekaar et al. (2017),
which explains that combining the different dimensions of EI into an overall EI score “masks” the
unique effects of specific EI dimensions. The reason for disagreeing with this limitation is due to
low reliabilities experienced in this study when looking at the specific EI dimensions, which did
not allow for an accurate or reliable result in the data analysis process. Similarly, Petrides and
Furnham (2000) and Ciarrochi, Chan and Bajgar, (2001) studies report a considerably low
reliability of the EI factors compared to the reliability of the whole measure itself. Van Rooy and
Viswesvaran, (2004) mention that for research purposes, potentially unreliable sub-scales would
not be safe as that could present additional measurement error negatively affecting the findings.
Therefore, it was decided to combine the different EI dimensions into an overall EI score in order

to predict an individual’s job performance as many other researchers have suggested.

Once again, the statistically insignificant correlation between emotional intelligence did not
explain a significant proportion of the variance in job performance which is most likely due to the

methodology chosen for the measurement of job performance. Considering the extensive literature
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supporting a positive relationship between EI and job performance, it is the researcher’s opinion
that the findings of the present study does not accurately reflect the relationship between EI and

job performance.

Hypothesis 4: Flourishing, job crafting, and emotional intelligence explain a significant

proportion of the variance in job performance. This research hypothesis was rejected as
flourishing, job crafting, and emotional intelligence did not explain a significant proportion of the

variance in job performance.

As there is limited research investigating the relationship between flourishing, job crafting,
emotional intelligence and job performance, it is challenging to compare the results obtained in
this study to results which not evident in academic literature. However, the above has shown no
significant correlation to job performance in the work context. As mentioned above, this opposes
majority of the existing research showcasing positive and significant relationships between,
respectively, flourishing, job crafting, emotional intelligence and job performance (Humphrey,
2002; Jordan et al., 2003; Keyes, 2005; Lyons, 2008; Piccolo & Colquitt, 2006; Tims & Bakker,

2010; Woon & Pee, 2004; Wright et al., 2007; Zaccaro, 2001).

5.3 Limitations of the research and Future considerations

5.3.1 Limitations in current study

The limitations of the study and the corresponding recommendation(s) are noted below:
Participants used in the sample were only employees from the pharmaceutical industry (one South

African pharmaceutical company) and therefore the findings cannot be generalized to other
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industries. However, Keyes (2005) notes that employee views and perceptions of flourishing, job
crafting and emotional intelligence across industries should not be substantially different from the
participants in this study. Therefore, future researchers are recommended to consider a larger

sample size as well as including various South African pharmaceutical organizations in their study.

The cross-sectional design of the study did not allow for the stability of flourishing, job crafting
and/or emotional intelligence to be studied over time. The cross-sectional design does not allow
for any causal relationships to be studied (Mann, 2003). Therefore, future researchers should
consider a longitudinal design that would assist in establishing any causal relationships between
the independent variables and job performance; as well as determining any possible changes over

time.

The performance reviews/performance appraisals provided challenges in terms of their validity.
This is confirmed by Fletcher (2001) who suggests that performance appraisals do not provide
valid performance data, as well as Latham and Mann (2008) who believe that the wrong aspects
are usually measured in performance appraisals. Similarly, Conway and Lance (2010) highlight
the negative influences of rater biases such as ‘Halo effect’, ‘Recency bias’ and ‘Leniency bias’.
Lastly, Den Hartog, Boselie and Paauwe (2004) emphasize general issues relating to what is

appraised and the process of appraisals in terms of who appraises and how it is conducted.

Another limitation is the indication of performance as a general factor or a single score. While a
single performance appraisal score is common practice across many organizations, particularly

when used as an indicator for salary increases (Erdogan, Kraimer & Liden, 2001), it does not allow
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for any complexity or breakdown of one’s performance at work in terms of the job performance
dimensions. From a data analysis perspective, the single performance score did not result in
significant correlations made between job performance and the independent variables (flourishing,
job crafting and emotional intelligence). Manoharan, Muralidharan and Deshmukh (2009)
highlight that a general factor or single performance score is not comprehensive enough to detail
job performance in its entirety. They mention that the validity of these scores are not fit for data
analysis but this can be overcome through their suggested model of performance appraisals where
a single item or single unit is derived through the consideration of both qualitative and quantitative
information for performance appraisals (Manoharan et al., 2009). A useful method to substantiate
the performance score given is feedback from peers and supervisors, also called a ‘peer review’ or
360-degree feedback’ which relates to an individual’s work performance and occasionally their
interpersonal relationships with colleagues (Tims, Bakker & Derks, 2011). In addition, Catano,
Darr and Campbell (2007) suggest looking at multi-rater approaches, and Brackett, Rivers,
Shiffman, Lerner and Salovey (2006) suggest self-rating or self-report measures to be used in

support of performance reviews.

5.3.2 General recommendations for future researchers

Although the results obtained from this study were unexpected in comparison to the current
literature on the influence of flourishing, job crafting and emotional intelligence on job
performance, the correlation analysis presented evidence of significant relationships between
emotional intelligence, flourishing and increasing structural job resources. Specifically, the

significant relationships were found between:
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Job crafting (increasing structural job resources) and flourishing (emotional well-
being): r =428

Job crafting (increasing structural job resources) and flourishing (psychological well-
being): r =.524

Job crafting (increasing structural job resources) and flourishing (social well-being): r
=325

Job crafting (increasing structural job resources) and flourishing (total score): » =.495
Emotional intelligence and flourishing (emotional well-being): r =-.376

Emotional intelligence and flourishing (psychological well-being): » =-.326
Emotional intelligence and flourishing (total score): » =-.323

Emotional intelligence and job crafting (increasing structural job resources): r =-.429

Emotional intelligence and job crafting (increasing challenging job demands): » =-.431

Schutte and Loi’s (2014) study emphasizes that a higher level of EI is associated with employee

flourishing at work. Similarly, and in support of the above significant relationships mentioned,

Bakker (2015) highlights that emotional intelligence is crucial in job crafting when it comes to

managing challenging job demands and this is where an individual’s EI and emotional resources

come into play. Lastly, Demerouti, Bakker and Gevers (2015) confirm the relationship between

job crafting and flourishing in suggesting that job crafting stimulates employee flourishing as

individuals can craft their jobs accordingly in an effort to create personal meaning.

Recommendation is thus given to future researchers to consider correlations between these

variables in different organizations, as well as consideration to the effect that these correlations
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may have on job performance having noted the above recommendations on performance appraisal

validity and its challenges with data analysis.

5.3.3 Recommendations for organizations

It is critical for organizations to understand the factors that influence job performance at work, as
well as factors which predict job performance at work. Understanding how these factors can
influence and predict job performance at work will assist in the development of suitable
interventions that will result in creating a high-performing workforce. The below presents
recommendations of various initiatives and practices which the organization under study as well

as other organizations within and outside of the pharmaceutical industry should consider.

Firstly, organizations are recommended to find ways to foster a flourishing environment which is
a positive and supportive climate for job performance. Of course, organizations operate in highly
stressful and pressurized environments creating negative influences on the workforce, however,
these effects can be buffered through the organization and its management’s commitment to the
creation and sustainability of a flourishing work environment and a supporting culture. Not only
does the physical and social structure of the work environment impact employee behaviour and
morale, a healthy work environment can increase employee wellness and engagement

(Orgambidez-Ramos, et al., 2014; Ouwencel, et al., 2011).

Secondly, the development of an environment and organizational culture which allows and
promotes job crafting is essential to increased job performance. This is because employees who

have altered their jobs to suit their skills or interests creates a sense of individual fulfillment
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increasing their job satisfaction and engagement at work. Not only does job crafting improve an
over-all sense of well-being in the workplace, it increases happiness and allows for stronger

connections to be built (Morgeson et al., 2005).

Thirdly, an organizational culture of social and emotional awareness would be of a huge benefit.
Not only does research show that emotionally intelligent employees have greater success in their
careers and build stronger relationships at work, but that emotionally intelligent employees
perform better in their job which positively impacts organizational success and profitability

(Zeidner, et al., 2004).

Flourishing-specific interventions of employees could focus on the implementation of training
programs to enhance personal growth and development, provide counselling opportunities, initiate
resilience training, and build and promote positive social relationships. Janse van Rensburg et al.
(2017) explain that by promoting healthy social relations, social well-being in the environment
will enable employees to positively contribute to individual, group and organizational success.
Work-life balance policies and programmes could be made available to all employees and
encouraged from the top-down in order to promote flourishing. Similarly, managers and leaders
can be encouraged to foster healthy and productive environments from departmental and a team
level. Lastly, a culture of support for individual employee needs and positive practices can be
created which allows for work environments which encourage flourishing (Zheng, Molineux,

Mirshekary & Scarparo, 2015).
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Job-Crafting specific interventions could be programs and systems that support and encourage a
positive balance between work and personal life. This will allow employees more autonomy to
manage their responsibilities which is essentially aiding the job crafting process (Nadeem &
Hendry, 2003). Organizations could focus on helping individual employees to develop effective
coping strategies in highly pressurized environments. Similarly, the creation of a culture of
autonomy and trust will assist individuals with the tools and support to craft their jobs accordingly.
Other job crafting interventions to be considered are training employees in job crafting (Gordon,
Demerouti, Le Blanc, Bakker, Bipp, & Verhagen, 2018), creating awareness of the possibilities
to engage in job crafting through the use of workshops, providing feedback on job crafting to each

individual as well as ensuring that job resources are mobilized (Tims Bakker & Derks, 2014).

Emotional intelligence initiatives or interventions could be as simple as assisting individuals in
awareness and understanding of emotional intelligence. It is crucial for organizations and
employees to acknowledge the importance and value of EI. Various training initiatives focused on
the development of emotional intelligence could be implemented. Organizations can conduct EI
assessments with managers and individuals which encourages self-awareness and also provides a
starting point for organizations. Lastly, an organization who values EI and sees it as a positive
contributor to organizational success can adapt recruitment and selection decision around

emotionally intelligent new hires (O'Boyle, et al., 2010).

Furthermore, the challenge regarding the validity of performance appraisals and performance
scoring for data analysis purposes has been highlighted. Although validity of performance

appraisals will always be an area for improvement in terms of research and practice, organizations
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are recommended to consider additional approaches to their current performance appraisal system.
Additions could include self-ratings of performance as well as multi-rater approaches which
involve peer-reviews or 360-degree feedback. Additional feedback and ratings in performance
appraisals removes subjectivity and many of the rater bias’ which could come into play. Ultimately

increasing the validity of both the actual performance review and the rating given.

Overall, it is critical for organizations to understand the factors that predict job performance in the
work and organizational environment in order to develop interventions that will result in creating
a high-performing workforce. The various initiatives and practices recommended above can be
applied to any organization. However, it is important to ensure that specific and relevant initiatives

are implemented which best suits the organization.

5.4 CONCLUSION

The South African work environment is continuously changing and filled with endless competition
(Foxcroft & Roodt, 2009). A highly demanding environment such as this creates anxiety and
tension that places strain on individuals at work. This negative impact on employees in the
workplace not only affects the way they perform at work but challenges all organizations who aim
to grow sustainably through happy, high performing employees in a flourishing environment
(Keyes, Hysom & Lupo, 2000). Hence, the need to investigate the influence of flourishing job

crafting and emotional intelligence on job performance.

The findings of this study provided further evidence relating to the relationship between

flourishing, job crafting, emotional intelligence and job performance in a South African
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pharmaceutical company, as well as recommendations for future researchers to improve the

measurement and validation of job performance for data analysis purposes.

Although the data results do not support the hypotheses investigated, the current literature supports
that positive correlations could exist between flourishing, job crafting, emotional intelligence and
job performance. Bakker and Schaufeli (2008) highlight that a positive exchange between
employee and employer (value, work-life balance, autonomy) is positively related to employees’
feelings of perceived organizational support and affective commitment to the organization which
is reciprocated in the form of higher levels of performance. O'Boyle et al. (2010) agrees with this
in stating that increased psychological health and subjective wellbeing in these positive and

supportive environments improve productivity.

The key finding from the above study is not only that future researchers should consider multiple
approaches in the measurement of job performance for an effective correlational study to be
undertaken but also that each variable investigated in this study namely flourishing, job crafting
and emotional intelligence can be developed and increased through various individual behaviours,

group efforts and organization-wide initiatives and practices.

Organizations are to critically consider how they are going to develop, promote and implement
strategic initiatives aimed towards creating a workplace environment whereby flourishing, job
crafting and emotional intelligence become a new norm. Not only will these strategic initiatives
positively influence all employees in their job performance and the non-work-related aspects of
their life (family, personal, physical & mental health) but also propel companies to become and

remain sustainably high performing organizations in a globally competitive market.

69

http://etd.uwc.ac.za/



http://etd.uwc.ac.za/

70



REFERENCE LIST

Babbie, E. (2010). The practice of social research (12th ed.). Wadsworth, Belmont.
Bailey, S. (2015). Forbes Welcome. Forbes.com. Retrieved 27 February 2018, from

https://www.forbes.com/sites/sebastianbailey/2015/03/05/emotional-intelligence-predicts-

job-performance-the-7-traits-that-help-managers-relate/#3349a38d4124

Bakker, A., & Demerouti, E. (2007). The Job Demands-Resources model: state of the art. Journal
of Managerial Psychology, 22(3), 309-328. doi: 10.1108/02683940710733115

Bakker, A., & Schaufeli, W. (2008). Positive organizational behavior: engaged employees in
flourishing organizations. Journal of Organizational Behavior,29(2), 147-154. doi:
10.1002/job.515

Bakker, A., Tims, M., & Derks, D. (2012). Proactive personality and job performance: The role
of job crafting and work engagement. Human Relations, 65(10), 1359-1378. doi:
10.1177/0018726712453471

Bar-On, R. (1997). The emotional quotient inventory (EQ-i): technical manual. Toronto: Multi-
Health Systems.

Bakker, A. (2015). A Job Demands-Resources Approach to Public Service Motivation. Public
Administration Review, 75(5), 723-732. doi: 10.1111/puar.12388

Bar-On, R. (2006). The Bar-On model of emotional-social intelligence (ESI). Psicothema,
18 Suppl, 13-25.

Berg, J. M., Dutton, J. E., & Wrzesniewski, A. (2013). Job crafting and meaningful work. In B. J.
Dik, Z. S. Byrne & M. F. Steger (Eds.), Purpose and meaning in the workplace (pp. 81-104).

Washington, DC: American Psychological Association.

71

http://etd.uwc.ac.za/



Berg, J., Dutton, J., & Wrzesniewski, A. (2008). What is Job Crafting and Why Does It Matter?
(pp- 1-8). Michigan: Michigan Ross School of Business.

Bono, J. E., Davies, S. E. & Rasch, R. L. 2012. Some traits associated with flourishing at work.
In Cameron, K. & Spreitzer, G.M. (Eds.). The Oxford handbook of positive organizational
scholarship (pp.125-197). New York: Oxford University Press.

Borman, W., & Motowidlo, S. (1993). Expanding the criterion domain to include elements of
contextual performance. In Schmitt, N., & Borman., W. C. (Eds.), Personnel Selection in
Organizations, (pp. 71-98). San Francisco: Jossey-Bass.

Brackett, M., Rivers, S., Shiffman, S., Lerner, N., & Salovey, P. (2006). Relating emotional
abilities to social functioning: A comparison of self-report and performance measures of
emotional intelligence. Journal of Personality and Social Psychology, 91(4), 780-795. doi:
10.1037/0022-3514.91.4.780

Brand South Africa. (2012). Health care in South Africa. Retrieved 20 April 2019, from:

https://www.brandsouthafrica.com/south-africa-fast-facts/health-facts/health-care-in-south-

africa

Borman, W., & Motowidlo, S. (1997). Task Performance and Contextual Performance: The
Meaning for Personnel Selection Research. Human Performance, 10(2), 99-109. doi:
10.1207/s15327043hup1002 3

Cancelliere, C., Cassidy, J., Ammendolia, C., & Coté, P. (2011). Are workplace health promotion
programs effective at improving presenteeism in workers? A systematic review and best
evidence synthesis of the literature. BMC Public Health, 11(1), 1-11. doi: 10.1186/1471-

2458-11-395

72

http://etd.uwc.ac.za/



Catano, V., Darr, W., & Campbell, C. (2007). Performance Appraisal of Behaviour-based
Competencies: A Reliable and Valid Procedure. Personnel Psychology, 60(1), 201-230.
doi: 10.1111/j.1744-6570.2007.00070.x

Cavallo, K., & Brienza, D. (2001). Emotional Competence and Leadership Excellence at Johnson
& Johnson: The Emotional Intelligence and Leadership Study. Europe’s Journal of
Psychology, 2(1). doi: 10.5964/ejop.v2il1.313

Colbert, B., & Kurucz, E. (2007). Three Conceptions of Triple Bottom Line Business
Sustainability and the Role for HRM. Human Resource Planning, 30, 21-29.

Campbell, J., & Wiernik, B. (2015). The Modeling and Assessment of Work Performance. Annual
Review of Organizational Psychology and Organizational Behavior, 2(1), 47-74. doi:
10.1146/annurev-orgpsych-032414-111427

Ciarrochi, J., Chan, A.Y.C. & Bajgar, J. (2001). Measuring emotional intelligence in adolescents.
Personality and Individual Differences, 31(7), 1105-1119. doi: 10.1016/S0191-
8869(00)00207-5

Conway, J., & Lance, C. (2010). What Reviewers Should Expect from Authors Regarding
Common Method Bias in Organizational Research. Journal of Business and
Psychology, 25(3), 325-334. doi: 10.1007/s10869-010-9181-6

Creswell, J. W. (2003). Research design: Qualitative, quantitative, and mixed methods
approaches (2nd ed.). Thousand Oaks, California: Sage.

Dalal, R., Lam, H., Weiss, H., Welch, E., & Hulin, C. (2009). A Within-Person Approach to Work
Behavior and Performance: Concurrent and Lagged Citizenship-Counterproductivity
Associations, and Dynamic Relationships with Affect and Overall Job Performance. Academy

of Management Journal, 52(5), 1051-1066. doi: 10.5465/amj.2009.44636148

73

http://etd.uwc.ac.za/



Deci, E. L., & Ryan, R.M. (2011). Levels of analysis: Regnant causes of behavior and well-being:
The role of  psychological needs. Psychological  Inquiry,22,  17-22.doi:
10.1080/1047840X.2011.545978

Diedericks, E., & Rothmann, S. (2014). Flourishing of information technology professionals:
Effects on individual and organizational outcomes. South African Journal of Business
Management, 45(1), 27-41. doi: 10.1080/14330237.2013.10820618

Demerouti, E., Bakker, A., & Gevers, J. (2015). Job crafting and extra-role behavior: The role of
work engagement and flourishing. Journal of Vocational Behavior, 91, 87-96. doi:
10.1016/j.jvb.2015.09.001

Demerouti, E., & Cropanzano, R. (2010). From thought to action: Employee work engagement
and job performance. In A. B. Bakker (Ed.) & M. P. Leiter, Work engagement: A handbook
of essential theory and research (pp. 147-163). New York, NY, US: Psychology Press.

den Hartog, D., Bosel, P., & Paauwe, J. (2004). Performance management: A model and research
agenda. Applied Psychology: An International Review, 53(4), 556-569. doi: 10.1111/j.1464-
0597.2004.00188.x

Diener, E., Wirtz, D., Tov, W., Kim-Prieto, C., Choi, D., Oishi, S., & Biswas-Diener, R. (2009).
New Well-being Measures: Short Scales to Assess Flourishing and Positive and Negative
Feelings. Social Indicators Research, 97(2), 143-156. doi: 10.1007/s11205-009-9493-y

Donges, N. (2018). Intro to Descriptive Statistics — Towards Data Science. Retrieved 02 March

2018, from https://towardsdatascience.com/intro-to-descriptive-statistics-252¢9c464ac9

Demerouti, E., Bakker, A., Nachreiner, F., & Schaufeli, W. (2001). The job demands-resources
model of burnout. Journal of Applied Psychology, 86(3), 499-512. doi: 10.1037//0021-

9010.86.3.499

74

http://etd.uwc.ac.za/



DeNisi, A., & Pritchard, R. (2006). Performance Appraisal, Performance Management and
Improving Individual Performance: A Motivational Framework. Management and
Organization Review, 2(02), 253-277. doi: 10.1111/1.1740-8784.2006.00042.x

Eddleston, K., Baldridge, D., & Veiga, J. (2004). Toward modeling the predictors of managerial
career success: does gender matter?. Journal of Managerial Psychology, 19(4), 360-385. doi:
10.1108/02683940410537936

Erdogan, B., Kraimer, M., & Liden, R. (2001). Procedural Justice as a Two-Dimensional
Construct. The Journal of Applied Behavioral Science, 37(2), 205-222.
doi: 10.1177/0021886301372004

Etikan, 1. (2016). Comparison of Convenience Sampling and Purposive Sampling. American
Journal of Theoretical and Applied Statistics, 5(1), 1-4. doi: 10.11648/j.ajtas.20160501.11

Fisher, M.L., Hammond, J.H., Obermeyer, W.R., & Raman, A. (1994). Making Supply Meet
Demand in an Uncertain World. Harvard Business Review, 72(3), 83-93. doi:
10.12691/ijefm-2-2-2

Fletcher, C. (2001). Performance appraisal and management: The developing research
agenda. Journal of Occupational and Organizational Psychology, 74(4), 473-487. doi:
10.1348/096317901167488

Foxcroft, C., & Roodt, G. (2009). Introduction to psychological assessment in the South African
context (3rd ed.). Cape Town: Oxford University Press.

Fredrickson, B. (2001). The role of positive emotions in positive psychology: The broaden-and-
build theory of positive emotions. American Psychologist, 56(3), 218-226. doi:

10.1037//0003-066x.56.3.218

75

http://etd.uwc.ac.za/



French, M. (2009). Job Crafting. Handbook of Improving Performance In The Workplace:

Volumes 1-3, 555-568. doi: 10.1002/9780470592663.ch42

Gittell, J., Cameron, K., Lim, S., & Rivas, V. (2006). Relationships, Layoffs, and Organizational
Resilience. The Journal of Applied Behavioral Science, 42(3), 300-329. doi:
10.1177/0021886306286466

Grant, A., & Parker, S. (2009). 7 Redesigning Work Design Theories: The Rise of Relational and
Proactive Perspectives. The Academy of Management Annals,3(1), 317-375. doi:
10.1080/19416520903047327

Goleman, D. (1998). Working with emotional intelligence. New York: Bantam Books.

Goleman, D. (2006). Emotional intelligence. Why it can matter more than 1Q. New York, NY:
Bantam Books.

Gordon, H., Demerouti, E., Le Blanc, P., Bakker, A., Bipp, T., & Verhagen, M. (2018). Individual
job redesign: Job crafting interventions in healthcare. Journal of Vocational Behavior, 104,
98-114. doi: 10.1016/j.jvb.2017.07.002

Harter, J.K., Schmidt, F.L., & Keyes, C.L. (2002). Well-being in the Workplace and its
Relationship to Business Outcomes. A review of the Gallup Studies. In C.L. Keyes & J. Haidt
(Eds), Flourishing: The Positive Person and the Good Life (pp. 205-224). Washington D.C.:
American Psychological Association.

Hough, L.M. (2003). Emerging trends and needs in personality research and practice: Beyond
main effects. In Barrick MR, Ryan AM (Eds.), Personality and work: Reconsidering the role
of personality in organizations (pp. 289-325). San Francisco: Jossey-Bass.

Humphrey, R. (2002). The many faces of emotional leadership. The Leadership Quarterly, 13(5),

493-504. doi: 10.1016/s1048-9843(02)00140-6

76

http://etd.uwc.ac.za/



Hunter, J. (1986). Cognitive ability, cognitive aptitudes, job knowledge, and job
performance. Journal of Vocational Behavior, 29(3), 340-362. doi: 10.1016/0001-
8791(86)90013-8

Hunter, L., & Thatcher, S. (2007). Feeling the Heat: Effects of Stress, Commitment, and Job
Experience on Job Performance. The Academy of Management Journal, 50(4), 953-968.

Retrieved 04 April 2018 from http://www.jstor.org/stable/20159899

Jackson, L. (2014). The Work Engagement and Job Performance Relationship: Exploring the
Mediating Effect of Trait Emotional Intelligence. (Unpublished Master's Theses). San Jose
State University, California.

Janse van Rensburg, C., Rothmann, S., & Diedericks, E. (2017). Person-environment fit,
flourishing and intention to leave in universities of technology in South Africa. S4 Journal of
Industrial Psychology, 43(0). doi: 10.4102/sajip.v4310.1422

Jacobs, R., & Washington, C. (2003). Employee development and organizational performance: a
review of literature and directions for future research. Human Resource Development
International, 6(3), 343-354. doi: 10.1080/1367886011009621 1

Jonker, C., & Vosloo, C. (2008). The psychometric properties of the Schutte Emotional
Intelligence  Scale. SA  Journal of Industrial  Psychology, 34(2), 21-30. doi:
10.4102/sajip.v34i2.689

Jordan, P., Ashkanasy, N., & Hiartel, C. (2003). The Case for Emotional Intelligence in
Organizational Research. The Academy of Management Review,28(2), 195. doi:
10.2307/30040707

Joseph, D., & Newman, D. (2010). Emotional intelligence: An integrative meta-analysis and

cascading model. Journal of Applied Psychology, 95(1), 54-78. doi: 10.1037/a0017286

77

http://etd.uwc.ac.za/



Keyes, C., & Annas, J. (2009). Feeling good and functioning well: distinctive concepts in ancient
philosophy and contemporary science. The Journal of Positive Psychology, 4(3), 197-201.
doi: 10.1080/17439760902844228

Keyes, C. (1998). Social Well-Being. Social Psychology Quarterly, 61(2), p.121.

Keyes, C.L.M. (2002). The mental health continuum: From languishing to flourishing in life.
Journal of Health and Social Behaviour, 43(2), 207-222. doi: 10.2307/3090197

Kim, Y., & Ployhart, R. (2014). The effects of staffing and training on firm productivity and profit
growth before, during, and after the Great Recession. Journal of Applied Psychology, 99(3),
361-389. doi: 10.1037/a0035408

Keyes, C.L.M., Hysom, S.J., & Lupo, K.L. (2000). The positive organization: Leadership
legitimacy, employee well-being, and the bottom line. The Psychologist-Manager Journal,
4(2), 143-153. doi.org/10.1037/h0095888

Keyes, C. (2005). Mental Illness and/or Mental Health? Investigating Axioms of the Complete
State Model of Health. Journal of Consulting and Clinical Psychology, 73(3), 539-548. doi:
10.1037/0022-006x.73.3.539

Khoele, A. & Daya, P. (2014). Investigating the turnover of middle and senior managers in the
pharmaceutical industry in South Africa. SA Journal of Human Resource Management,
14(1). doi: 10.4102/sajhrm.v12i1.562

Kothari, C.R. (2004) Research Methodology: Methods and Techniques. 2nd Edition, New Age
International Publishers, New Delhi.

Kuvaas, B. (2006). Performance appraisal satisfaction and employee outcomes: mediating and
moderating roles of work motivation. The International Journal of Human Resource

Management, 17(3), 504-522. doi: 10.1080/09585190500521581

78

http://etd.uwc.ac.za/



Latham, G. & Mann, S. (2008). Advances in the Science of Performance Appraisal: Implications
for Practice. International Review of Industrial and Organizational Psychology 2006,
pp-295-337. doi: 10.1002/9780470696378.ch7

Landy, F. (2005). Some historical and scientific issues related to research on emotional

intelligence. Journal of Organizational Behavior, 26(4), 411-424. doi: 10.1002/job.317
Lawler, E. (1967). The multitrait-multirater approach to measuring managerial job performance.
Journal of Applied Psychology, 51(5), 369-381. doi: 10.1037/h0025095

Leana, C., Appelbaum, E., & Shevchuk, 1. (2009). Work Process and Quality of Care in Early
Childhood Education: The Role of Job Crafting. Academy of Management Journal, 52(6),
1169-1192. doi: 10.5465/am;j.2009.47084651

Luthans, F., Avoilo, B., Avey, J., & Norman, S. (2007). Positive Psychological Capital:
Measurement and relationship with Performance and Satisfaction. Personnel
Psychology, 60(3), 541-572. doi: 10.1111/j.1744-6570.2007.00083.x

Luthans, F., Norman, S., Avolio, B., & Avey, J. (2008). The mediating role of psychological
capital in  the supportive  organizational = climate—employee  performance
relationship. Journal of Organizational Behavior, 29(2), 219-238. doi: 10.1002/job.507

Lyubomirsky, S., Sheldon, K., & Schkade, D. (2005). Pursuing happiness: The architecture of

sustainable change. Review of General Psychology, 9(2), 111-131. doi: 10.1037/1089-
2680.9.2.111

Lyons, P. (2008). The Crafting of Jobs and Individual Differences. Journal of Business and

Psychology, 23(1-2), 25-36. doi: 10.1007/s10869-008-9080-2
Lavrakas, P. (2008). Encyclopedia of survey research methods. Thousand Oaks, Calif.: SAGE

Publications.

79

http://etd.uwc.ac.za/



Mann, C. (2003). Observational research methods. Research design II: cohort, cross sectional, and

case-control studies. Retrieved on 15 April 2018, from http://dx.doi.org/10.1136/em;j.20.1.54

Manoharan, T., Muralidharan, C., & Deshmukh, S. (2009). Employee Performance Appraisal
Using Data Envelopment Analysis: A Case Study. Research and Practice in Human
Resource Management, 17(1), 92-111.

Martine, G., & Alves, J. (2015). Economy, society and environment in the 21st century: three
pillars or trilemma of sustainability?. National School of Statistical Science, Brazilian
Institute  of Geography and  Statistics, 32(3), 433-459. doi: 10.1590/S0102-
3098201500000027

Mayer, J.D., Salovey, P., & Caruso, D.R. (2000). Emotional intelligence as Zeitgeist, as
personality, and as a mental ability. In R. Bar-On & J.D.A. Parker (Eds.), The handbook of
emotional intelligence: Theory, development, assessment, and the application at home, school
and in the workplace (pp. 92-117). San Francisco, CA: Jossey-Bass.

McCloy, R., Campbell, J., & Cudeck, R. (2018). A confirmatory test of a model of performance

determinants. Retrieved 20 April 2017, from http://dx.doi.org/10.1037/0021-9010.79.4.493
Meyer, J., Paunonen, S., Gellatly, 1., Goffin, R., & Jackson, D. (1989). Organizational
commitment and job performance: It's the nature of the commitment that counts. Journal of
Applied Psychology, 74(1), 152-156. doi: 10.1037/0021-9010.74.1.152
Morgeson, F., Delaney-Klinger, K., & Hemingway, M. (2005). The Importance of Job Autonomy,
Cognitive Ability, and Job-Related Skill for Predicting Role Breadth and Job
Performance. Journal of Applied Psychology, 90(2), 399-406. doi: 10.1037/0021-

9010.90.2.399

80

http://etd.uwc.ac.za/



Mayer, J., Salovey, P., & Caruso, D. (2008). Emotional intelligence: New ability or eclectic
traits?. American Psychologist, 63(6), 503-517. doi: 10.1037/0003-066x.63.6.503

Motowidlo, S. J., & Kell, H. J. (2003). Job performance. In I. B. Weiner (Ed.), Handbook of
Psychology, 2nd ed. (p.82). doi:10.1002/9781118133880

Murphy, K.R. (1989). Dimensions of job performance. In R. F. Dillon & J. W. Pellegrino
(Eds.), Testing: Theoretical and applied perspectives (pp. 218-247). New York, NY,
England: Praeger Publishers.

Ng, T., & Feldman, D. (2008). The relationship of age to ten dimensions of job
performance. Journal of Applied Psychology, 93(2), 392-423. doi: 10.1037/0021-
9010.93.2.392

Nadeem, S., & Hendry, C. (2003). Power dynamics in the long-term development of employee-
friendly flexible working. Women in Management Review, 18(1/2), 32-49. doi:
10.1108/09649420310462316

Nielsen, K., & Abildgaard, J. (2012). The development and validation of a job crafting measure
for wuse with blue-collar workers. Work &  Stress, 26(4), 365-384.  doi:
10.1080/02678373.2012.733543

O’Driscoll, M., Brough, P., & Biggs, A. (2007). Work-family balance: Concepts, implications and
interventions. In J. H. and S. MclIntyre (Ed.), Occupational Health Psychology: European
Perspectives on Research, Education and Practice (pp. 193-217). Spain: ISMAI Publishers.

O'Boyle, E., Humphrey, R., Pollack, J., Hawver, T., & Story, P. (2010). The relation between
emotional intelligence and job performance: A meta-analysis. Journal of Organizational

Behavior, 32(5), 788-818. doi: 10.1002/job.714

81

http://etd.uwc.ac.za/



Ouwencel, E., LeBlanc, P.M. & Schaufeli, W.B. (2011). Flourishing students: A longitudinal
study on positive emotions, personal resources, and study engagement. The Journal of
Positive Psychology, 6, 142—153. doi: 10.4102/sajbm.v45il.115

Orgambidez-Ramos, A., Borrego-Alés, Y., & Mendoza-Sierra, 1. (2014). Role stress and work
engagement as antecedents of job satisfaction in Spanish workers. Journal of Industrial
Engineering and Management, 10(1). doi: 10.3926/jiem.992

Parker, S. K., & Ohly, S. (2008). Designing motivating jobs: An expanded framework for linking
work characteristics and motivation. In R. Kanfer, G. Chen, & R. D. Pritchard (Eds.), The
organizational frontiers series: Vol. 27. Work motivation: Past, present, and future (pp. 233-
284). New York, NY, US: Routledge/Taylor & Francis Group.

Pekaar, K., van der Linden, D., Bakker, A., & Born, M. (2017). Emotional intelligence and job
performance: The role of enactment and focus on others’ emotions. Human
Performance, 30(2-3), 135-153. doi: 10.1080/08959285.2017.1332630

Petrides, K. (2010). Trait Emotional Intelligence Theory. Industrial and Organizational
Psychology, 3(02), 136-139. doi: 10.1111/j.1754-9434.2010.01213.x

Petrou, P., Demerouti, E., Peeters, M., Schaufeli, W., & Hetland, J. (2012). Crafting a job on a
daily basis: Contextual correlates and the link to work engagement. Journal of Organizational
Behavior, 33(8), 1120-1141. doi: 10.1002/job.1783

Peral, S., & Geldenhuys, M. (2016) The effects of job crafting on subjective well-being amongst
South African high school teachers. SA Journal of Industrial Psychology, 42(1), al378.

Pfeffer, J. (2015). Building Sustainable Organizations: The Human Factor (pp. 3-30). Stanford
California: Stanford Graduate School of Business. Retrieved 36 January 2019, from

http://ssrn.com/abstract=1352627

82

http://etd.uwc.ac.za/



Pillay, M., Viviers, R., & Mayer, C. (2013). The relationship between emotional intelligence and
leadership styles in the South African petrochemical industry. S4 Journal of Industrial
Psychology, 39(1). Doi: 10.4102/sajip.v39i1.1109

Petrou, P., Demerouti, E., & Schaufeli, W. (2015). Job crafting in changing organizations:
Antecedents and implications for exhaustion and performance. Journal of Occupational
Health Psychology, 20(4), 470-480. doi: 10.1037/a0039003

Petrides, K., & Furnham, A. (2000). On the dimensional structure of emotional
intelligence. Personality and Individual Differences, 29(2), 313-320. doi: 10.1016/s0191-
8869(99)00195-6

Piccolo, R., & Colquitt, J. (2006). Transformational Leadership and Job Behaviors: The Mediating
Role of Core Job Characteristics. Academy of Management Journal, 49(2), 327-340. doi:
10.5465/amj.2006.20786079

Prowse, P., & Prowse, J. (2009). The dilemma of performance appraisal. Measuring Business
Excellence, 13(4), 69-77. doi: 10.1108/13683040911006800

Rautenbach, C. (2015). Flourishing of employees in a fast-moving consumable goods environment
(Unpublished doctoral thesis). North-West University, Vanderbijlpark, South Africa.

Rautenbach, C., & Rothmann, S. (2017). Psychometric validation of the Flourishing-at-Work
Scale — Short Form (FWS-SF): Results and implications of a South African study. Journal of
Psychology in Africa, 27(4), 303-309. doi: 10.1080/14330237.2017.1347748

Richardson, F. (2014). Enhancing Strategies to Improve Workplace Performance (ph.D.). Walden

University.

83

http://etd.uwc.ac.za/



Riketta, M. (2008). The causal relation between job attitudes and performance: A meta-analysis
of panel studies. Journal of Applied Psychology, 93(2), 472-481. doi: 10.1037/0021-
9010.93.2.472

Rexhepi, G., & Berisha, B. (2017). The effects of emotional intelligence in employee’s
performance. International Journal of Business and Globalisation, 18(4), 467. doi:
10.1504/ijbg.2017.084351

Roethlisberger, F. (1941). Management and Morale. [S.1.]: Harvard University Press.

Rotundo, M., & Sackett, P. (2002). The relative importance of task, citizenship, and
counterproductive performance to global ratings of job performance: A policy-capturing
approach. Journal of Applied Psychology, 87(1), 66-80. doi: 10.1037//0021-9010.87.1.66

Redelinghuys, K., Rothmann, S.; & Botha, E. (2019). Workplace flourishing: Measurement,
antecedents and  outcomes. SA  Journal ~Of Industrial  Psychology, 45. doi:
10.4102/sajip.v4510.1549

Robinson, S., & Bennett, R. (1995). A Typology of Deviant Workplace Behaviors: A
Multidimensional Scaling Study. Academy of Management Journal, 38(2), 555-572. doi:
10.5465/256693

Rojas, M., & Veenhoven, R. (2011). Contentment and Affect in the Estimation of
Happiness. Social Indicators Research, 110(2),415-431. doi: 10.1007/s11205-011-9952-0

Rosete, D., & Ciarrochi, J. (2005). Emotional intelligence and its relationship to workplace
performance outcomes of leadership effectiveness. Leadership & Organization Development

Journal, 26(5), 388-399. doi: 10.1108/01437730510607871

84

http://etd.uwc.ac.za/



Rothmann, S. (2013). From Happiness to Flourishing at Work: A Southern African
Perspective. Cross-Cultural Advancements in Positive Psychology, 123-151. doi:
10.1007/978-94-007-6368-5 7

Salovey, P., & Mayer, J. (1990). Emotional Intelligence. Imagination, Cognition and
Personality, 9(3), 185-211. doi: 10.2190/dugg-p24e-52wk-6¢dg

Schaubroeck, J., Lam, S., & Cha, S. (2018). Embracing transformational leadership: Team values
and the impact of leader behavior on team performance. Retrieved 19 April 2017, from

http://dx.doi.org/10.1037/0021-9010.92.4.1020

Schaufeli, W., & Bakker, A. (2004). Job demands, job resources, and their relationship with
burnout and engagement: a multi-sample study. Journal of Organizational Behavior, 25(3),
293-315. doi: 10.1002/job.248

Schutte, N., & Loi, N. (2014). Connections between emotional intelligence and workplace
flourishing. Personality and Individual Differences, 60, 134-139. doi:
10.1016/j.paid.2014.03.031

Schutte, N., Malouff, J., Hall, L., Haggerty, D., Cooper, J., Golden, C., & Dornheim, L. (1998).
Development and validation of a measure of emotional intelligence. Personality and
Individual Differences, 25(2), 167-177. doi: 10.1016/S0191-8869(98)00001-4

Seligman, M., Steen, T., Park, N., & Peterson, C. (2005). Positive Psychology Progress:
Empirical ~ Validation of Interventions. Retrieved 25 August 2017, from

http://dx.doi.org/10.1037/0003-066X.60.5.410

Sekaran, U. (2003) Research Methods for Business: A Skill-Building Approach. 4th Edition, John

Wiley & Sons, New York

&5

http://etd.uwc.ac.za/



Sekaran, U. (2001) Research Methods for Business: A Skills Building Approach. 2nd Edition, John
Wiley and Sons, Inc., New York.

Seligman, M. E. P. (2011). Flourish: A visionary new understanding of happiness and well-being.
New York, NY, US: Free Press.

Simha, A., F. Elloy, D., & Huang, H. (2014). The moderated relationship between job burnout
and organizational cynicism. Management Decision, 52(3), 482-504. doi: 10.1108/md-08-
2013-0422

Slinker, B., & Glantz, S. (2008). Multiple Linear Regression. Circulation, 117(13), 1732-1737.
doi: 10.1161/circulationaha.106.654376

Sovanjeet, M. (2014). HR Issues and Challenges in Pharmaceuticals with special reference to
India. Review of International Comparative Management, 15(4), 423-430.

Sparks, K., Faragher, B., & Cooper, C. (2001). Well-being and occupational health in the 21st
century workplace. Journal of Occupational and Organizational Psychology, 74(4),489-509.
doi: 10.1348/096317901167497

Spreitzer, G., & Porath, C. (2012). Assessing Performance - Creating Sustainable Performance
Gretchen Spreitzer, Christine Porath 2012. Retrieved 25 June 2018 from

https://hbr.org/2012/01/creating-sustainable-performance

Spreitzer, G., Porath, C., & Gibson, C. (2012). Toward human sustainability. Organizational
Dynamics, 41(2), 155-162. doi: 10.1016/j.orgdyn.2012.01.009

Staw, B., & Barsade, S. (1993). Affect and Managerial Performance: A Test of the Sadder-but-
Wiser vs. Happier-and-Smarter Hypotheses. Administrative Science Quarterly, 38(2), 304.

doi: 10.2307/2393415

86

http://etd.uwc.ac.za/



Storm, K. & Rothmann, S. (2003). The relationship between burnout, personality traits and coping
strategies in a corporate pharmaceutical group. SA Journal of Industrial Psychology, 29(4).
doi: 10.4102/sajip.v29i4.128

Stys, Y., & Brown, S.L. (2004) 4 Review of the Emotional Intelligence Literature and Implications

for Corrections. Correctional Services: Canada.

Terre Blanche, M., Durrheim, K., & Painter, D. (2014). Research in practice. Cape Town: Juta.

Tims, M., & Bakker, A. (2010). Job crafting: Towards a new model of individual job redesign. SA4
Journal of Industrial Psychology, 36(2). doi: 10.4102/sajip.v36i2.841

Tims, M., Bakker, A., & Derks, D. (2015). Examining Job Crafting from an Interpersonal
Perspective: Is Employee Job Crafting Related to the Well-Being of Colleagues?. Applied
Psychology, 64(4), 727-753. doi: 10.1111/apps.12043

Tims, M., Bakker, A., & Derks, D. (2012). Development and validation of the job crafting
scale. Journal of Vocational Behavior, 80(1), 173-186. doi: 10.1016/5.jvb.2011.05.009

Tims, M., Bakker, A., Derks, D., & van Rhenen, W. (2013). Job Crafting at the Team and
Individual Level. Group &  Organization  Management, 38(4), 427-454. doi:
10.1177/1059601113492421

Tims, M., B. Bakker, A., & Derks, D. (2014). Daily job crafting and the self-efficacy —
performance relationship. Journal of Managerial Psychology, 29(5), 490-507. doi:
10.1108/jmp-05-2012-0148

Tucker, C. (2015). Psychometric Considerations for Performance Assessment with Implications

for Policy and Practice [Ebook] (pp.1-16). Retrieved 22 June 2018, from

http://www.ets.org/Media/Research/pdf/k12 center performance assmt_policy brief.pdf

87

http://etd.uwc.ac.za/



van Knippenberg, D. (2000). Work Motivation and Performance: A Social Identity
Perspective. Applied Psychology, 49(3), 357-371. doi: 10.1111/1464-0597.00020

Van Rooy, D., & Viswesvaran, C. (2004). Emotional intelligence: A meta-analytic investigation
of predictive validity and nomological net. Journal of Vocational Behavior, 65(1), 71-95.

Viswesvaran, C., & Ones, D. (2000). Perspectives on Models of Job Performance. International
Journal of Selection and Assessment, §(4), 216-226. doi: 10.1111/1468-2389.00151

Wales, T. (2013). Organizational Sustainability: What is it, and Why does it matter?. Retrieved

05 April 2017, from https://www.uos.ac.uk/sites/default/files/basic_file/REAMS 1-

(1) Wales-v2.pdf
Weedmark, D. (2018). The Advantages & Disadvantages of a Multiple Regression Model.

Retrieved on 03 March 2018 from https://sciencing.com/advantages-disadvantages-multiple-

regression-model-12070171.html

Welman, J., Kruger, F., & Mitchell, B. (2005). Research methodology. Cape Town: Oxford
University Press.
Wilson, L. (2009). Pearson Product-Moment Correlation. Retrieved on 02 March 2018 from

https://explorable.com/pearson-product-moment-correlation

Woon, LM.Y & Pee, L.G. (2004). Behavioral Factors Affecting Internet Abuse in the Workplace
— An Empirical Investigation. Special Interest Group on Human-Computer Interaction, 5, 80-
84.

World Health Organization. (2019). Human Resources for the Pharmaceutical Sector. Retrieved

on 20 April 2019, from https://www.who.int/medicines/areas/coordination/hrpharma/en/

Wright, T., & Cropanzano, R. (2004). The Role of Psychological Well-Being in Job

Performance. Organizational Dynamics, 33(4), 338-351. doi: 10.1016/j.0rgdyn.2004.09.002

88

http://etd.uwc.ac.za/



Wright, T., Cropanzano, R., & Bonett, D. (2007). The moderating role of employee positive well-
being on the relation between job satisfaction and job performance. Journal of Occupational
Health Psychology, 12(2), 93-104. doi: 10.1037/1076-8998.12.2.93

Wrzesniewski, A., & Dutton, J.E. (2001). Crafting a job: Revisioning employees as active crafters
of their work. Academy of Management Review, 26, 179-201.

Xanthopoulou, D., Bakker, A., Demerouti, E., & Schaufeli, W. (2007). The role of personal
resources in the job demands-resources model. International Journal of Stress
Management, 14(2), 121-141. doi: 10.1037/1072-5245.14.2.121

Zheng, C., Molineux, J., Mirshekary, S., & Scarparo, S. (2015). Developing individual and
organizational work-life balance strategies to improve employee health and
wellbeing. Employee Relations, 37(3), 354-379. doi: 10.1108/er-10-2013-0142

Zeidner, M., Matthews, G., & Roberts, R. (2004). Emotional Intelligence in the Workplace: A
Critical ~ Review. Applied = Psychology, 53(3),  371-399.  doi: 10.1111/j.1464-
0597.2004.00176.x

Zaccaro, S. J. (2001). The nature of executive leadership. A conceptual and empirical analysis of

success. Washington, D.C.: American Psychological Association.

&9

http://etd.uwc.ac.za/



APPENDICES

Ethical Clearance Letter

Participant Forms:

Information Letter

Informed Consent Form

Measuring Scales: (Full Questionnaire)

Biographical Questionnaire
Flourishing at Work Scale — Short Form (FAWS-SF)
Job Crafting Scale (JCS)

Schutte Emotional Intelligence Scale (SEIS)

http://etd.uwc.ac.za/

90



	THE INFLUENCE OF FLOURISHING, JOB CRAFTING AND EMOTIONAL INTELLIGENCE ON JOB PERFOMANCE WITHIN A SOUTH AFRICAN PHARMACEUTICAL COMPANY
	KEYWORDS
	DECLARATION
	ACKNOWLEDGEMENTS
	TABLE OF CONTENTS
	1. CHAPTER 1 – INTRODUCTION
	2. CHAPTER 2 - LITERATURE REVIEW
	CHAPTER 3 - RESEARCH DESIGN AND METHODOLOGY
	CHAPTER 4 – PRESENTATION OF RESULTS
	CHAPTER 5 – DISCUSSION OF RESULTS, CONCLUSIONS ANDRECOMMENDATIONS
	REFERENCES
	APPENDICES



