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ABSTRACT 

 

The primary objective of this dissertation was to investigate the relationship between 

intrinsic rewards, personality and emotional intelligence within the education sector 

within South Africa. In order to achieve this objective, the researcher tested a 

theoretical model using regression analysis, and made use of Pearson’s Product 

Moment Correlations. A further aim was to investigate whether differences 

existed according to teaching sector and teaching level with regards to these 

constructs. This was done using t-tests and analysis of variance tests. Moreover, 

the researcher aimed to further validate the Intrinsic Work Rewards Scale within 

the South African context. This was done via the use of confirmatory factor 

analysis. 

 

The questionnaire was completed by a total of 269 educators spanning across 

eleven educational institutions, including institutions within the private and public 

sector, and primary, secondary and tertiary educational institutions within the 

Eastern Cape. Data analysis was conducted using descriptive statistics which 

included frequency tables, and pie charts, and the aforementioned inferential 

statistics. 

 

The findings revealed a number of correlations between the three constructs, and 

significant differences between private and public sector institutions, and 

between primary, secondary and tertiary institutions with regards to intrinsic 

rewards, personality factors and emotional intelligence. The proposed theoretical 

model could be partly accepted as it showed that a correlation does exist 

between Extraversion, Neuroticism, Agreeableness and Conscientiousness 
 
(Openness was not correlated) and intrinsic rewards, and between intrinsic 

rewards and emotional intelligence. Moreover, the model showed that emotional 

intelligence acted as a mediator and partial mediator in predicting one’s level of 

intrinsic rewards via Extraversion, Neuroticism, Agreeableness and 

Conscientiousness, but no mediation could be shown with regards to Openness. 
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Finally, the results of confirmatory factor analysis confirmed that the Intrinsic 

Work Rewards Scale showed acceptable fit and thus provided evidence for this 

instrument holding construct validity within the South African context. 

 

These results theoretically contribute to the area of intrinsic rewards, and have 

uncovered a new area whereby intrinsic rewards are shown to be related to 

personality factors and emotional intelligence. The findings of this study hold 

important implications for the effective management of educators in the South 
 
African context. 

 

KEY  WORDS:  intrinsic rewards, Big Five personality, emotional intelligence, 
 

educators. 
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CHAPTER ONE 

 

INTRODUCTION 
 
 
 

 

1.1 Introduction 
 

 

This dissertation aims to investigate whether a relationship exists between intrinsic 

rewards, personality and emotional intelligence (EQ) within the education sector. 

Furthermore, the study aims to establish whether any differences are apparent between 

two demographic variables, namely teaching sector and teaching level. This includes 

differences between private and public sector institutions, and between primary, 

secondary and tertiary educational institutions. Moreover, the study aims to further 

validate the Intrinsic Work Rewards Scale (IWRS) within the South African context. 

 
 
1.2 Background to the research 

 

 

Downes (2010) states that educators are individuals who are primarily involved with the 

education of learners across the primary, secondary and tertiary sectors of education. 
 

For the purposes of this study, these three levels of educators will be focused on, as well 

as educators working within the public and private sectors. 

 
 

Schlafani (2010) and Dündar (2012) mention that there is a worldwide shortage of 

educators across the primary, secondary and tertiary education sectors. This has proven 

to be problematic because as stated by Vesely, Saklofske and Lescheid (2013), the role 

of educators is among the most essential roles within modern society. These authors as 

well as Corbett and Wilson (1998) state that this is due to the fact that it is these 

individuals who have a direct impact on the education provided to learners, as well the 

achievements of their learners. Vesley et al. (2013) adds that educators do not only 

transmit knowledge, but they also ensure that their students acquire learning skills as well 

as socially and culturally relevant behaviours. Dündar (2012) highlights that educators 
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play such a pivotal role in society because they influence their learners in both a short-

term and a long-term way as they prepare these individuals for their futures. 

 

It is vital to consider the manner in which educators are being rewarded since the way in 

which they are rewarded is likely to impact on their levels of performance, as well as on 

their levels of motivation (Pfau & Kay, 2002). Rewards typically consist of two categories 

namely extrinsic and intrinsic rewards (Deci, 1972). Mahaney and Lederer (2006) define 

extrinsic rewards as rewards which are external to the individual. These may include 

rewards such as pay, benefits or promotions (Herzberg, 1968). For the purposes of this 

study, intrinsic rewards will be focused on. These rewards will be elaborated on in the 

following section. 

 
 

1.2.1 Intrinsic Rewards 
 

 

Thomas (2009) defines intrinsic rewards as psychological rewards that employees get 

from doing work which is meaningful and work which they do well. This author includes 

meaningful work, autonomy and the process of mastering work as intrinsic rewards. 

Milkovich, Newman and Gerhart (2011) include intrinsic rewards such as social 

interaction, security, status/recognition, work variety, work importance and autonomy. 

Additionally Moore and Bussin (2012) cite organisational climate, leadership, work/life 

balance, career development, and succession planning as intrinsic rewards. Mahaney 

and Lederer (2006) include praise from superiors and co-workers, personal satisfaction, 

as well as feelings of self-esteem as intrinsic rewards. Herzberg (1968) cites 

achievement, recognition, growth, advancement, the work itself, and responsibility as 

intrinsic rewards which he names “motivator factors”. It is these factors which lead to the 

greatest employee satisfaction. However, many of these aforementioned rewards, while 

they are non-financial in nature, are not intrinsic rewards. Chiang and Birtch (2012) 

define non-financial rewards as tangible rewards which may be provided and controlled 

by the firm. Examples of non-financial rewards may include recognition, flexible work 

schedules and training and development opportunities (Chiang & Birtch, 2012). 



 

 
 

3 
 

 

For the purposes of this study, “pure” intrinsic rewards will be focused on (as identified 

by Renard & Snelgar, 2016b; Renard & Snelgar, 2016c), which are defined as rewards 

that stem directly from one’s work tasks. These include Meaningful Work, Flexible Work, 
 
Challenging Work, Varied Work and Enjoyable Work. 
 

 

Yeoman (2013) describes meaningfulness as something which a fundamental human 

need. Owing to this, individuals will seek out autonomous and free work as well as work 

which is dignified and serves a purpose to fulfil this particular need. This need, in turn, 

may lead to an individual feeling rewarded (Yeoman, 2013). Lauber (2014) states that 

when individuals perform tasks which they feel are meaningful, and which they perceive 

as contributing to the greater good, it is likely that they may feel a particular sense of joy 

and satisfaction. 

 
 

Flexible work, within the context of this study, refers to work which the employee feels 

allow him or her autonomy and the freedom to control one’s own work-related 

timeframes, task content and the way in which one completes his or her work (Renard & 
 
Snelgar, 2016c). Thomas (2009) notes that flexible work invokes a sense of choice 

within employees. In addition to this, this author suggests that this sense of choice 

includes a feeling of ownership over the work being performed, as well as a belief in the 

approach being taken to complete the work, and the feeling of responsibility associated 

with this (Thomas, 2009). Langfred (2013) highlights the fact that autonomy leads to 

employees feeling more empowered and efficacious. 

 
 

Quate and McDermott (2014) highlight the importance of challenging work in motivating 

and rewarding an individual by stating that challenging work develops the individual 

concerned and holds the said individuals’ attention. Furthermore, these authors mention 

that the mastery of a particular task may lead to a great sense of satisfaction and a 

strong sense of reward for the individual who completes the challenging task. 

Furthermore, Lauber (2014) states that the completion of challenging work may lead to 

feelings of euphoria within an individual. 
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According to Hill (1969), varied work may keep individuals interested in what they are 

doing, and may result in improved performance, and improved job satisfaction. Variety 

links closely to challenging work in the sense that by providing an employee with a wide 

variety of tasks, he or she is likely to feel motivated and satisfied once achieving these 

particular tasks. 

 
 

The final type of intrinsic reward is enjoyable work. Lauber (2014) states that when 

individuals enjoy the tasks that they perform, they are regularly meeting their personal 

work goals, and they are being sufficiently mentally challenged, this leads to a strong 

sense of enjoyment at work. This, in turn, leads to more satisfied and motivated 

employees. 

 
 

Deci (1972) states that the introduction of intrinsic rewards may lead to individuals 

experiencing more intrinsic motivation. Intrinsically motivated behaviours are performed 

purely out of interest and the individual derives a sense of pleasure, enjoyment, 

excitement or satisfaction from completing an intrinsically rewarding task (Deci, Ryan & 
 
Koestner, 1999). Employees who are intrinsically rewarded are more likely to work hard 

to produce good results, to take pride in their work, to believe their work is important to 

the overall organisation’s success, and to view their jobs as fun, challenging and 

rewarding (Mahaney & Lederer, 2006). Young Sung and Nam Choi (2009) state that 

intrinsically motivated individuals also often have higher levels of creative performance. 

 
 

Linz and Semykina (2012) state that the difficulty with intrinsic rewards is that they are 

not tangible and therefore, employees often cannot attach a value to them. However, 

Herzberg (1968) notes that initially intrinsic rewards may not seem as desirable as what 

extrinsic rewards are but eventually, they lead to greater job satisfaction and better 

employee performance, whereas Newman and Sheikh (2012) mention that intrinsic 

rewards may lead to increased organisational commitment on the part of the employee. 

Jacobs, Renard and Snelgar (2014) provided evidence in the South African context that 

intrinsic rewards may lead to an increase in work engagement in individuals which may 

lead to a stronger sense of organisational commitment, as well as improved work 
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performance. Renard and Snelgar (2016b) have also found that intrinsic rewards leads to 

increased levels of intrinsic motivation, work engagement and a lower intention to quit, 

thus suggesting retention is increased. 

 
 

1.2.2 Personality 
 

 

Hart, Burock, London, Atkins and Bonilla-Santiago (2005) describe personality type as 

the configuration of unique personality traits which characterise an individual. Hall, 

Lindzey and Campbell (1998) equate the term personality with social skills. An 

individual’s personality is assessed by the effectiveness with which he or she is able to 

gain positive responses from others within certain circumstances. Furthermore, Hall et al. 

(1998) describe personality as the outstanding or salient impression that he or she 

creates in others. For example, some individuals are classed as being aggressive or 

submissive. This is the particular personality trait which they display most frequently and 

others begin to form an impression of them based on that particular typical behaviour. 
 

These authors cite Allport (1937) who separates personality into the biosocial definition 

and the biophysical definition. The biosocial definition aligns closely to the description of 

personality linked to social skills as mentioned above. This definition states that it is the 

reaction of other individuals to the subject that shapes their respective personality. This, 

therefore, suggests that the individual is responsive to the environment he or she may 

find him or herself in. On the other hand, the biophysical definition of personality states 

that the roots of personality are firmly within the individual and that they are not 

influenced by external factors. For the purposes of this particular study, the focus will be 

more on the biophysical definition of personality. 

 
 

According to Buss (1999), personality is influenced by two things: human nature and 

individual differences. Human nature incorporates the common characteristics of humans 

such as shared motives, goals, and psychological mechanisms which are universal. It 

also includes the way in which humans make decisions, their responses to external 

stimuli, as well as how humans influence the world around them (Buss, 1999). 
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The individual differences between humans range from the ways that they think, their  

various demonstrable personality traits, as well as their differing preferences, ideas or 

values (Buss, 1999). Mount, Barrick, Scullen and Rounds (2005) summarise personality 

as an individual’s characteristics which are stable over time, provide reasons for the 

individual’s behaviour, and are psychological in nature. Ultimately personalities reflect 

who people are and affect individuals’ affective, behavioural and cognitive styles. 

 
 

For the purposes of this study, the Five Factor Model (FFM) of personality will be focused 

on. Mount et al. (2005) states that FFM of personality incorporates the general and most 

basic dimensions of a normal personality. These include: 

 
 

 Extraversion (includes traits such as being energetic, active, and sociable);


 Agreeableness (includes being cooperative, considerate and trusting);


 Conscientiousness (includes being dependable, organised and persistent);


 Emotional stability (includes traits such as being calm, secure and unemotional);


 Openness to experience (which will from here on be referred to as Openness - includes 

being imaginative, an intellectual and artistically sensitive).

 
 

1.2.3 Emotional Intelligence 
 

 

Pan, Wang, Wang, Hitchman, Wang and Chen (2014) define EQ as the capacity to 

process emotional information both accurately and effectively, as well as the ability to 

monitor the feelings of one’s own and other’s feelings or emotions, discriminate amongst 

them and thereafter, use this information to guide one’s own thinking and actions. On the 

other hand, Panchanatham (2014) defines EQ as the capacity to deal with one’s feelings 

wisely and be able to reason for one’s own vital well-being. According to Goleman 

(1995), EQ is a mix of skills, such as awareness of others, self-awareness, persistence 

and zeal. EQ may also include self-control, enthusiasm, persistence and self-motivation. 

 
 

Kaufhold and Johnson (2005) explain that EQ stems from Gardner’s (1983) Theory of 

Multiple Intelligences. In this theory, interpersonal and intrapersonal intelligence were 
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cited for the first time. Interpersonal intelligence relates to having the ability to 

understand, appreciate and get along well with others, whereas intrapersonal intelligence 

relates to the ability to understand one’s self. Later, Mayer, Savoley and DiPaolo (1990) 

developed the concept of EQ with four components but it was Goleman (1995) who 

expanded the theory to include five branches. According to Goleman (1995) the five 

components of EQ are: 

 
 

 Emotional self-awareness (being aware of and understanding one’s own emotions);

 Self-regulation (controlling or redirecting one’s own emotions);

 Motivation (utilising one’s emotions to achieve goals, and persevere through setbacks);

 Empathy (sensing the emotions of others);

 Social skills (effectively managing relationships, and gaining desirable responses from 

others).

 

 

However, for this particular study, Mayer and Savoley’s (1997) model will be focused on as it 

includes the four basic branches of EQ. This will be discussed in greater detail in Chapter 2, 

section 2.4. 

 
 

According to Petrides and Furnham (2000) EQ may be split into two types: trait EQ and 

information-processing EQ. Trait EQ focuses on cross-situational consistencies across 

behavior meaning that these traits manifest in particular exhibited behaviours. Trait EQ is 

embedded within an individual’s personality. This form of EQ is measured according to 

average performance (Petrides & Furnham, 2000). On the other hand, information-

processing EQ is comprised of actual abilities, such as being able to identify, express or label 

emotions. Information-processing EQ is more focused than trait EQ and is more similar to 

traditional intelligence in that it is centered around maximum, rather than typical, performance 

(Petrides & Furnham, 2000). 

 
 

Pan et al. (2014) state that a high EQ may lead to more successful social interactions, 

increased job performance, improved mental health, and better emotional well-being. 
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According to Ljungholm (2014) individuals with a higher EQ function in more thoughtful 
 

and socially flexible manners, and often have stronger interpersonal skills. 
 

 

1.3. Problem Statements 
 

 

From the above overview, it is necessary to highlight a number of problems that emerge 

from current research. 

 
 

1.3.1 Problem statement 1 
 

 

There is currently no research correlating the intrinsic rewards that individuals receive at 

work with their levels of personality and emotional intelligence. 

 

1.3.2 Problem statement 2 
 

 

There is limited research within the South African context relating to the three constructs 

under scrutiny. 

 
 

1.3.3 Problem statement 3 
 

 

There is currently limited research that investigates the aforementioned constructs 

within the education sector. 

 
 
1.4. Theories and Models 
 
 

In order to conduct the necessary research into overcoming these problems, it is 

essential that the theoretical framework within which the researcher will be working is 

clarified. The theories that are required in this regard are Herzberg’s Two Factor Theory 

(1968), McCrae and Costa’s Five Factor Model of Personality (1987) and Mayer and 

Savoley’s (1997) Emotional Intelligence Theory. These will be discussed in the following 

section. 
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1.4.1 Herzberg’s Two Factor theory 
 

 

Herzberg’s Two Factor theory is based on the concept that there are two categories of 

rewards which either produce satisfaction or prevent dissatisfaction namely: hygiene 

factors and motivator factors (Herzberg, 1968). Hygiene factors are basic rewards which 

do not produce satisfaction in an individual, nor create a strong sense of feeling 

rewarded, but rather prevent dissatisfaction. These include company policy and 

administration, salary, supervision, interpersonal working relationships, working 

conditions, status and security. These rewards are extrinsic in that they are externally 

administered to the individual. Motivator factors, on the other hand, include 

achievement, recognition, the work itself, responsibility, growth and advancement. All of 

these are intrinsic rewards as they are not tangible rewards, and they bring about 

satisfaction and enjoyment within the individual (Herzberg, 1968). For the purposes of 

this study, the researcher will be focusing on intrinsic rewards provided by the work 

itself, as discussed in section 1.2.1, which serve to motivate and satisfy individuals at 

work. 

 
 
1.4.2 McCrae and Costa’s Five Factor Model of Personality theory 
 

 

Over the years many researchers have developed models of personality but it is the 

work of McCrae and Costa (1987) which narrowed personality traits into five clear 

universal traits. As previously mentioned, Mount et al. (2005) state the FFM of 

personality incorporates the general and most basic components of a normal 

personality. These include extraversion, agreeableness, conscientiousness, emotional 

stability and openness to experience. These traits provide insight into an individual’s 

average patterns of behaviour and their preferred ways of interacting with others. These 

five components of personality will be investigated in this study. 
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1.4.3 Mayer and Savoley’s Emotional Intelligence theory 
 

 

Originally the EQ theory was founded by Mayer et al. (1990) which incorporated four 

components of EQ. These components included perception, appraisal and expression 

of emotion, emotional facilitation of thinking, understanding and analysing emotions and 

reflection regulation of emotion. Together these lead to an individual that understands 

his or her own emotions, the emotions of others, handling one’s own emotions, being 

able to interpret emotions and being able to monitor one’s own emotions, as well as the 

emotions of others (Mayer & Savoley, 1997 as cited by EQI, 
 

2012). Together these constructs lead to a more balanced, well-adjusted individual with 

strong interpersonal skills and good self-control. These four dimensions of EQ will be 

correlated in this study with the five intrinsic rewards and the five components of 

personality that have been previously highlighted. 

 
 
1.5. Research Objectives 
 

 

The following section will discuss the objectives that have been formulated in order to 

address the problem statements, while taking note of the above-mentioned theories. 

 
1.5.1 General research objective 

 

 

The primary aim of this research is to establish whether a relationship exists between 

intrinsic rewards, personality and emotional intelligence specifically within the education 

sector. 

 
 

A secondary objective is to establish whether there are any differences between the 

three constructs according to various demographic variables. These variables include 

differences between primary, secondary and tertiary sectors, as well as differences 

between private and public institutions. Moreover, the research aims to prove construct 

validity for the IWRS that was utilised, as it is a relatively new instrument within the 

South African context 
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1.5.2 Specific literature objectives 
 

 

The literature objectives that have been decided upon for this research are as follows: 
 

 

1.5.2.1 Literature objective 1 
 

 

To investigate literature related to intrinsic rewards and examine this particular construct 

in relation to the South African educational sector. 

 
 

1.5.2.2 Literature objective 2 
 

 

To explore the construct of personality with regards to the FFM of personality and link 

this specifically to the South African education sector. 

 
 

1.5.2.3 Literature objective 3 
 

 

To examine literature related to emotional intelligence and relate this specifically to the 

education sector within South Africa. 

 
 

1.5.3 Specific empirical research objectives 
 

 

This research will be primarily exploratory in nature due to the fact that the three 

aforementioned constructs have not been linked as of yet in existing research. The 

research, however, will attempt to be descriptive in order to explain the reported 

behaviours, and to a certain extent predictive so as to attempt to provide insight into 

what the reported behaviours may lead to. The main purpose of the empirical section of 

the research is to gather primary data on educators’ levels of intrinsic rewards, their 

specific personality types, as well as their levels of emotional intelligence. Further 

specific empirical research objectives are as follows: 
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1.5.3.1 Empirical objective 1 
 

To administer a composite questionnaire consisting of Renard and Snelgar’s (2016a) 

25-item Intrinsic Work Rewards Scale (IWRS), the 50-item International Personality 

Item Pool (IPIP) representation of McCrae and Costa’s NEO-PI-R, as well as 

Schutte’s Self-report Emotional Intelligence Test (SSEIT), in order to measure 

intrinsic rewards, personality and EQ respectively. These will be elaborated on in 

Chapter Three. 

 
 

1.5.3.2 Empirical objective 2 
 

 

To administer this questionnaire to a sample of approximately 250 respondents within 

the education sector. 

 
 

1.5.3.3 Empirical objective 3 
 

 

To determine with some form of statistical significance that the instruments are 

reliable and hold a measure of construct validity, and to modify the instruments 

accordingly should they not be reliable and valid. 

 
 

1.6. Central Theoretical Statement 
 

 

The testable statement derived from the theoretical section of this dissertation is that 

in order for educators to be effective at what they do, they should be intrinsically 

rewarded, have the correct personality type to teach, and should have high levels of 

EQ. Thus, this implies that a relationship should exist between intrinsic rewards, 

personality and EQ specifically within educators in South Africa. 
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1.7 Conclusion 
 

In this chapter, the researcher has provided background to the topic at hand, and has 

outlined all the relevant objectives of this study. The chapter to follow will report on literature 

which relates to the variables under scrutiny, present the hypotheses of the study, as well 

as provide the proposed theoretical model. 
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CHAPTER TWO 

 

LITERATURE REVIEW 

 

2.1 Introduction 

 

This chapter focuses on the three constructs under study, namely intrinsic rewards, 

personality and emotional intelligence. Each of these constructs and their factors will be 

discussed. How these constructs specifically relate to the education sector will also be 

elaborated on. 

 

As stated previously in Chapter One, intrinsic rewards are defined by Thomas (2009) as 

psychological rewards that employees derive from doing work which they deem to be 

meaningful and which gives them a sense of greater purpose. This may also be work 

which they do well. This author includes meaningful work, the process of mastering 

work, and autonomy as intrinsic rewards. On the other hand, Milkovich et al. (2011) cite 

social interaction, security, status/recognition, work variety, work importance and 

autonomy as intrinsic rewards. In addition to this, Moore and Bussin (2012) include 

organisational climate, leadership, work/life balance, career development, and 

succession planning as forms of intrinsic reward. 

 

For the purposes of this study, however, “pure” intrinsic rewards will be focused on (as 

identified by Renard & Snelgar, 2016b; Renard & Snelgar, 2016c) which are defined as 

rewards that stem directly from one’s work tasks. These include meaningful work, 

flexible work, challenging work, varied work and enjoyable work. These will be 

discussed in greater detail in section 2.1 which follows. 

 

While Hart et al. (2005) describe personality type as the configuration of unique 

personality traits which characterise an individual, Foxcroft and Roodt (2013) state that 

personality has no firm universally agreed upon definition. As previously discussed in 

Chapter One, the Five Factor Model (FFM) of Personality will be focused on in this 

study. Mount et al. (2005) states that the FFM of Personality incorporates the general 

and most basic dimensions of a normal personality. These include Extraversion, 
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Agreeableness, Neuroticism, Conscientiousness and Openness, which will be 

explained in section 2.3. 

 

As previously mentioned, Pan et al. (2014) define emotional intelligence (EQ) as the 

ability to process emotional information in a manner which is both accurate and 

effective, as well as the ability to monitor one’s own and other’s feelings or emotions. It 

also includes the ability to discriminate between various emotions and thereafter, use 

this information to guide one’s own thinking and actions. On the other hand, 

Panchanatham (2014) defines EQ as the capacity to deal with one’s own feelings and 

emotions wisely and be able to make sense of this for one’s own vital well-being. This 

construct will be given focus in section 2.4. 

 
 

As all the constructs under study have been clearly defined, the researcher will now turn 

attention to analysing each construct in detail. 

 
 
 

2.2 Intrinsic rewards 

 

Rewards play a significant role in how satisfied employees are at work, as well as how 

well they perform as a result of this and how committed they are to their respective 

organisations (Linz & Semykina, 2012). The role of intrinsic rewards is considered a 

particularly essential one in rewarding employees. Herzberg (1968) highlights that while 

extrinsic rewards are necessary to keep employees from being dissatisfied, it is intrinsic 

rewards which motivate employees the most and lead to the greatest sense of 

satisfaction being experienced by employees. Maslow’s (1943) hierarchy of needs 

shows basic human needs (namely physiological and security needs) followed by higher 

order needs (including a sense of belonging, esteem and self-actualisation), with Reif 

(1975) noting that intrinsic rewards fulfil the higher order needs of employees. This 

author included autonomy as a higher order need, which will be discussed in more 

detail in Section 2.2.2 which relates to Flexible Work. 

 

For the purpose of this study it is essential that the difference between extrinsic rewards 
 

(both financial and non-financial) and intrinsic rewards is made apparent. Financial 
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rewards include a fixed component consisting of pay and benefits, as well as a variable 

component consisting of incentives or contingency pay (Milkovich et al., 2011; 

Nienaber, Bussin & Henn, 2011). Chiang and Birtch (2012) describe non-financial 

rewards as rewards which are tangible and controlled by firms, yet do not necessarily 

have a monetary value attached to them. Non-financial rewards may include 

recognition, alternate work arrangements, training and development, work-life 

integration and a quality work environment (Milkovich et al., 2011; Nienaber et al., 

2011). As mentioned previously, intrinsic rewards are derived from the work itself, and 

come from within the individual when they derive pleasure from the tasks they perform 

at work (Aamodt, 2010). 

 

Together all these types of reward form the premise upon which total rewards is built. 
 

Total rewards highlights that both extrinsic and intrinsic rewards play a role in the 

satisfaction of employees. WorldatWork (2007) refers to total rewards as everything that 

employees value within the employment relationship. These include the financial and 

non-financial rewards which are provided to employees in exchange for their time, 

effort, skills, and results. Furthermore, WorldatWork (2007) states that total rewards 

refers to the skill of combining extrinsic and intrinsic rewards in order to optimally 

motivate and reward employees. The WorldatWork (2007) Total Rewards Model is 

provided shown in Figure 2.1. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

Figure 2.1: WorldatWork Total Rewards Model (2007, p.6) 
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Figure 2.1 incorporates five components of total rewards, namely compensation, 

benefits, work-life, performance and recognition, and development and career 

opportunities. Compensation (including pay and incentive schemes) and benefits (such 

as medical aid and life insurance) will fall under the category of extrinsic financial 

rewards as these rewards are external to the individual and have a monetary amount 

attached to them. The three remaining categories, namely work-life (for example, flexi-

time and job sharing), performance and recognition (formal or informal recognition 

programs) and development and career opportunities (including training and career 

planning) are all extrinsic non-financial rewards as they do not result in cash given to 

the individual directly, but still have a monetary value attached to them. Therefore, none 

of the rewards listed in this model can be considered intrinsic. However, in 

WorldatWork’s (2007, p.3) expanded model, autonomy, flexible work, and challenging 

work are included which do form part of intrinsic rewards, since they relate to the 

manner in which one’s work itself is designed. 

 

The most fundamental difference between extrinsic and intrinsic rewards, according to 
 

Bateman and Crant (2006), is that extrinsic rewards have typically been used to 

manipulate behaviour such as to decrease absenteeism and turnover, and increase 

performance and productivity. Intrinsic rewards, on the other hand, may be experienced 

internally within the person themselves and are not external to the individual 

themselves. It is believed that intrinsic rewards satisfy an innate psychological need 

within employees to be satisfied and feel rewarded (Deci, 1972). Hackman and Oldham 
 
(1976) identified task variety, task identity, task significance, autonomy and feedback 

from the task as core job dimensions which may in turn lead to intrinsic reward. These 

are closely aligned with the “pure” intrinsic rewards identified by Renard and Snelgar 

(2016b), and Renard and Snelgar (2016c) namely Meaningful Work, Flexible Work, 

Challenging Work, Varied Work and Enjoyable Work. These five rewards will be 

discussed in greater detail later within this chapter. 

 

Hackman and Oldham’s (1976) Job Characteristics Model (JCM) is provided below. 
 

This model highlights elements which can be introduced into employees‟ work which 

lead to certain psychological states and in turn beneficial personal and work outcomes. 
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Figure 2.2: Job Characteristics Model (Hackman & Oldham, 1976, p.256). 
 
 
 

 

As is evident from the JCM model, there are core job dimensions which may be 

introduced by an employer into an employee’s work, which in turn influences the 

employee’s critical psychological state, and this leads to personal and work outcomes 

as a result of the employee’s psychological state. Essentially the JCM shows that by 

introducing skill variety, task identity, task significance, autonomy, and feedback into 

one’s work, the employee will experience meaningfulness, responsibility for work 

outcomes, knowledge of the work outcomes from his or her work, and this in turn leads 

to the employee feeling high levels of internal work motivation, quality work 

performance, high job satisfaction and lower absenteeism and turnover. 
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According to Hackman and Oldham (1976), skill variety involves the degree to which a 

job requires an individual to perform a wide range of activities and to make use of a 

range of skills and talents to perform a task. This component is included in Renard and 
 

Snelgar’s (2016c) “pure” intrinsic rewards as previously mentioned; and this is referred 

to as Varied Work. This will be discussed in Section 2.2.4. 

 

Task identity refers to the extent to which an employee will complete a whole identifiable 

piece of work from start to finish. This results in there being a demonstrable, final result 

which may prove to be very rewarding to the employee. This leads to the employee 

feeling fulfilled and satisfied when they can clearly see the work that they completed 

and see that they have performed it well (Hackman & Oldham, 1976). 

 

Finally, task significance is the degree to which a particular task may impact the lives of 

the employee himself or herself, and the lives of others. When an individual 

understands that his or her work may impact on the greater good of others and on their 

well-being, this results in the meaningfulness of the job being enhanced (Hackman & 
 

Oldham, 1976). Pavlish and Hunt (2012) state that connecting with others and making a 

contribution are also essential in making an individual feel that his or her task is 

significant. Task significance aligns with Renard and Snelgar’s (2016b), and Renard 

and Snelgar’s (2016c) intrinsic reward of Meaningful Work to be discussed in the 

section to follow. 

 

2.2.1 Meaningful work 

 

Thomas (2009) states that meaningful work as an intrinsic reward involves the broader 

meaningfulness or purpose of what the individual is trying to fulfil within his or her job. 

This is experienced within individuals when they feel that they have an opportunity to 

make a difference through their work. Renard and Snelgar (2016c) include playing a 

vital role at work, seeing the difference that one’s work makes, the feel-good factor 

which arises from doing one’s work, empowering others, giving hope to others, fulfilling 

tasks, uplifting others, sharing knowledge with others and working towards a common, 

vital purpose as essential components of meaningful work. 
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Chalofsky (2003) states that meaningful work gives “essence” to individual’s lives and 

brings about a sense of fulfilment. It is generally characterised by a feeling that the 

tasks performed are significant and are worth the time and effort that one has put into 

them. By performing a task that the individual deems to be significant and a task which 

makes a difference, the individual is likely to deem his or her work as meaningful. The 

JCM model provided in Figure 2.2 shows that task significance leads to the critical 

psychological state of Meaningfulness. 

 

Meaningfulness provided in the JCM model (Figure 2.2) relates to the degree that an 

individual feels his or her work is meaningful, valuable and worthwhile. Pink (2009) 

highlights that the profit motive in modern society is not enough to drive employees to 

perform, but rather employees are becoming increasingly complex in that they wish to 

be driven by a purpose and wish to draw meaning from their respective jobs. Deriving 

meaning from work has become so increasingly important that Yeoman (2013) 

describes it as being a fundamental human need. Parker and Bevan (2011) state that 

people want to do work which they feel is useful, and work which leaves them feeling 

fulfilled; therefore, they agree with Yeoman’s (2013) sentiments that meaningful work is 

an essential human need. By allowing individuals to utilise their creativity, skills, and 

talents in a meaningful job, it is likely that they will fulfil their greater human purpose and 

experience self-development, well-being and personal excellence (Tablan, 2014). 

 

Parker and Bevan (2011) state that individuals derive meaning from work in eight ways. 
 

These include forming an attachment to their work, caring for others at work, feeling that 

their work is useful, and feeling that their work contributes to others‟ well-being. 

Individuals may also derive meaning from their work through experiencing fulfilment in 

their work, contributing to the improvement of work conditions, experiencing autonomy 

in their work and showing a sense of responsibility and pride for their work. 

 

Thomas (2009) and Geldenhuys, Laba and Venter (2014) note that when employee’s 

experience high levels of meaningfulness in the tasks that they perform, it is likely that 

they will be more engaged. Furthermore, Pavlish and Hunt (2012) revealed that 

meaningfulness in work leads to greater pride in work, enjoyment at work, a sense of 
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accomplishment and increased productivity. Geldenhuys et al. (2014) state that 

meaning in work leads to increased organisational commitment. 

 

Hackman and Oldham (1976) state that one’s level of intrinsic rewards is based entirely 

on the individual’s perceptions and this may differ from individual to individual. One of 

the differences observed between individuals was the difference between extraverted 

and introverted individuals. Schnell and Becker (2006) revealed that individuals who 

have extraverted personalities are more likely to experience meaning within their 

careers due to their positive overall demeanour. This, therefore, led to the setting of the 

following hypothesis: 

 

H1 = Extraversion positively correlates with Meaningful Work. 
 
 

 

2.2.2 Flexible work 

 

In the traditional sense, flexible work is defined by Shockley and Allen (2012) as 

programs offered by employers to their employees in order to assist with balancing work 

and home responsibilities (examples include job sharing, flexi-time and telecommuting). 

For the purposes of this study, however, flexible work is defined as a process whereby 

employers allow employees the freedom to schedule their own work, make decisions on 

their own and be autonomous.(Renard & Snelgar, 2016b). 

 

Hackman and Oldham (1976) define autonomy as the degree to which a job provides 

independence, freedom, choice and the option to schedule work and determine 

procedures to be completed. Pink (2009) includes self-direction in his definition of 

autonomy which is similar to that of Hackman and Oldham (1976). Thomas (2009) 

refers to “a sense of choice” as a part of intrinsic rewards which is similar to autonomy. 
 

This author describes a sense of choice as allowing employees the freedom of how they 

will go about accomplishing their work and using their judgement to select the work 

activities that they will perform, and in which order they will perform them. A sense of 

choice also includes a feeling of ownership over the work being performed, as well as a 

belief in the approach being taken to complete the work, and the feeling of responsibility 

associated with this (Thomas, 2009). 
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Ryan and Deci (2000) highlight the critical role of autonomy by stating that it is a 

fundamental human need for an individual’s well-being and that it may also lead to 

increased creativity, stimulated interest and better learning on the part of the employee. 

Autonomy is, in fact, one of the components included in their Self-Determination Theory 

(SDT). SDT states that humans determine their own behaviour and actions based on 

their personality and their general dispositions which are essential for the individual to 

function optimally and for growth, development and personal well-being. Ryan and Deci 
 
(2000) state that the extent to which the individual will determine his or her own 

behaviour is also influenced by the surroundings within which the individual may find 

himself or herself. For example, should an employee find themselves working within a 

highly bureaucratic organisation where he or she is micro managed, the extent to which 

he or she could self-regulate his or her behaviour and demonstrate autonomy is likely to 

be lower. 

 

Langfred (2013) notes that empowerment of employees forms a large part of autonomy. 

Empowerment involves the enhancement of feelings of self-efficacy within employees 

which results in employees feeling motivated, rewarded and competent (Gkorezis & 

Petridou, 2008). Through empowering employees, it is more likely that they will be 

satisfied in their jobs and have the confidence to exercise their freedom of choice to 

make decisions within their respective organisations. 

 

Pink (2009) states that autonomy should include freedom of choice in four main areas: 

specifically task, time, technique, and team. By allowing employees autonomy over their 

tasks, this encourages the freedom to be creative and innovative, and come up with 

new and interesting ideas. Task autonomy allows employees the opportunity to conduct 

their work tasks at the time, place and in the way which they choose (Pink, 2009). 

Additionally, Armstrong and Brown (2009) note that for employees to feel autonomous 

at work they should have an active role in setting their own work goals. 

 

Pink (2009) states that in any job where there is a great deal of routine (for example, 

workers in manufacturing settings), autonomy over how one makes use of their time at 

work does not yield the desired results. However, in jobs with less routine that are more 

irregular and unpredictable, allowing employees the freedom to schedule their own time 
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can serve as a form of reward. The researcher notes that this may lead to increased 

satisfaction at work and in improved employee productivity. 

 

Moreover, allowing employees the freedom to select the technique they choose to use 

in their work may also stimulate their creativity and leave employees feeling rewarded 

(Pink, 2009), since this will allow employees to decide on the manner by which they 

conduct their tasks and duties. This encourages employees to take decisions and may 

improve their self-efficacy (Gkorezis & Petridou, 2008). It also allows employees the 

freedom to utilise their talents fully (Pink, 2009). 

 

Finally, Pink (2009) notes that autonomy can be encouraged by allowing employees 

freedom to choose who they work with in a team. The researcher suggests that when 

employees are working with colleagues with whom they have good relations, it is likely 

that their performance will be higher than if they worked with colleagues they had bad 

relations with. 

 

However, with this being said, Langfred and Moye (2004) note that employees who are 

highly autonomous are often highly independent and therefore choose to work alone 

rather than in a team. Organisations should remain aware of this as far as possible. 
 
Langfred and Moye (2004) suggest that personality plays a role in whether employees 

are likely to feel intrinsically rewarded as a result of autonomy or flexible work, in 

particular those individuals with an introverted personality, since they might not feel 

intrinsically rewarded by flexible work. 

 

Barrick and Mount (1993) state that employees who demonstrate high levels of 

extraversion are likely to be occupying jobs which allow for flexible work and autonomy, 

and are rewarded by this. These authors attribute this to the fact that extraverted 

individuals who are typically more outgoing, assertive and sociable may value a job 

which allows them the discretion to decide on the appropriate work behaviours of their 

choosing. Smille (2013) also notes that extraverts often occupy leadership positions 

owing to their sociable and assertive nature, and being in a leadership position they 

may have the opportunity to use their discretion to decide on their own work schedules 
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as was discussed by Barrick and Mount (1993). Therefore, the researcher sets the 

following hypothesis: 

 

H2 = Extraversion positively correlates with Flexible Work. 

 

Barrick and Mount (1993) also mention that employees who have lower levels of 

agreeableness are prone to occupy jobs with higher levels of autonomy and thus 

flexible work and are likely to feel rewarded by this. These authors attribute this to the 

fact that Agreeable individuals may place greater value on being cooperative and rule 

compliant and therefore may prefer a higher level of structure within their work, with little 

ambiguity and limited flexibility. Based on this, the following hypothesis is set: 

 

H3 = Agreeableness negatively correlates with Flexible Work. 
 
 

 

2.2.3 Challenging work 

 

Renard and Snelgar (2016b) define challenging work as work which stimulates the 

employee, is interesting, and incorporates an element of mastery and results in the 

employee developing higher levels of competence. Renard and Snelgar (2016c) include 

opportunities to use one’s personal skills, opportunities to develop one’s skills, 

opportunities to gain experience and challenging tasks as part of challenging work. 

 

Thomas (2009) included a feeling of competence as one of his listed intrinsic rewards. 
 

This author describes the feeling of competence as the feeling an individual gets when 

he or she is handling his or her work well and when his or her performance meets or 

exceeds his or her own personal expectations. It also includes the sense of satisfaction 

or pride, or even a sense of artistry, in their work once it is completed. 

 

Quate and McDermott (2014) highlight the importance of challenging work in motivating 

and rewarding an individual by stating that challenging work develops the individual 

concerned and holds the said individuals‟ attention. Furthermore, these authors mention 

that the mastery of a particular task may lead to a great sense of satisfaction and a 

strong sense of reward for the individual who completes the challenging task. Gray 
 

(2010) highlights that by organisations enabling mastery in their employees, innovation 
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may be enhanced and the organisation is likely to experience improved efficiency, 

effectiveness and growth. 

 

Pink (2009) describes mastery as the desire to improve in a particular task which 

matters to the individual. In the current economy which is primarily comprised of 

knowledge workers, work which will stimulate and challenge them is essential (Pink, 

2009). Pink (2009) states that this will drive engagement in employees and result in 

employees feeling empowered. Kegan, Lahey, Fleming and Miller (2014) mention that 

challenging work plays a major role in the development of employees and is linked to 

employee satisfaction. The feeling of progress is likely to follow the feeling of mastery, 

which then leads to the employee feeling encouraged and confident (Thomas, 2009). 

 

White (2001) cites the Survey of Working Conditions (1970) which was conducted on 

1533 American workers across all occupational levels. The study revealed that the 

workers ranked interesting work as the most important aspect of work. Interesting work 

is work which will stimulate employees and prove to be a challenge. White (2001) 

repeated this study in the year 2001, and found that the most important aspect of work 

for white collar workers was the opportunity to develop special skills, followed closely by 

enough information at work and interesting work. The opportunity to develop special 

skills, while essentially relating to training, is also focused on an opportunity for mastery 

and thus challenge. 

 

Pink (2009) states that those who are rewarded by mastery of a task are essentially 

driven by goals. This author distinguishes between two types of goals, namely 

performance and learning goals. Performance goals are focused only on the means to 

an end together with the actual end result, whereas learning goals are focused on the 

learning and acquiring of a particular skill for the purpose of self-improvement (Pink, 

2009). When employees are given the chance to master something or they achieve a 

challenging goal at work, this may prove to be highly rewarding to them. This links 

closely to goal-setting theory as conceptualised by Locke (1996). Goal-setting theory 

states that when goals which are set by an individual are both specific and difficult, the 

chances are that they will serve as a greater motivation to perform and a greater sense 

of accomplishment will be experienced once the goal is achieved. Once these goals 
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have been achieved it is likely that the individual will feel rewarded and experience a 

strong sense of self-efficacy (Landy & Conte, 2010). 

 

Challenging work will fulfill Maslow’s (1943) need for esteem. By accomplishing 

challenging tasks the individual will experience a higher evaluation of himself or herself 

and will experience a feeling of strength, accomplishment and adequacy. It ultimately 

leads to feelings of self-worth, capability and usefulness, which proves to be highly 

rewarding (Maslow, 1943). 

 

2.2.4 Varied work 

 

Renard and Snelgar (2016b) define varied work as work which incorporates a wide 

range of tasks and responsibilities, and work that is stimulating and is free of monotony. 

Hill (1969) states that varied work is likely to stimulate employees and awaken interest 

within them, which will lead to greater job satisfaction and higher levels of performance. 

The researcher notes that varied work bears similarities to challenging work in that both 

stimulate the employee, and both, once the work is completed, result in the employee 

feeling rewarded and satisfied. 

 

Kishida (1977) mentions that employees become bored when their work is not varied 
 

(that is, it is monotonous), which results in their performance decreasing due to them 

detaching themselves from their work, leading to ultimate disengagement. Furthermore, 

monotonous, repetitive work leads to employees feeling that they are a “cog in a 

machine” (Kishida, 1977, p. 609). As a result of this, employees begin to feel that their 

work is not worthwhile and does not make any valuable contribution within the 

organisation. The researcher notes that the meaning derived from work is removed 

when tasks are monotonous. This aligns closely with Figure 2.2 presented in Section 
 

2.2. Hackman and Oldham (1976) include skill variety as an element which leads to 

meaningfulness in work. As previously stated, skill variety is the extent to which a job 

requires a variety of different activities in the carrying out of work, which involves the 

utilisation of a number of skills or talents on the part of the employee (Hackman & 

Oldham, 1976). 
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Work which remains repetitive, and is monotonous and boring, is work characterised by 

the division of labour. This is underpinned by Scientific Management. Landy and Conte 

(2010) define Scientific Management as a movement which is based on the principle 

that there is one best way to perform work tasks. The researcher notes that this 

approach to work discounted variety in work, challenging work or meaningfulness in 

work in its entirety. Noe, Hollenbeck, Gerhart and Wright (2012) refer to this approach 

as mechanistic, whereby the organisation finds the simplest way for a task to be 

performed which will maximise production and human efficiency. However, this often 

will reduce the complexity of the work, removing the challenge and variety from the work 

and demotivating employees. This approach to work will also result in employees 

feeling frustrated and alienated from their work, resulting in them becoming 

disinterested and disengaged (Nel et al., 2011). 

 

The organisation may introduce greater work variety through the use of job 

enlargement, job enrichment and job rotation. Job enlargement is when an employees’ 

tasks are broadened to include a wider variety of tasks, as well as tasks which are more 

challenging and interesting (Noe et al., 2012). These authors note that job enlargement 

refers to adding new challenges or responsibilities to a current job. Botha, Kiley and 
 
Werner (2011) note that employers often use this technique to counteract boredom. 
 

According to Botha et al. (2011) job enrichment occurs when employees are given more 

complex tasks to perform which carry greater responsibility. In so doing, employees 

develop their skills and in so doing enhance their job prospects with the employer. 

 

Organisations may make use of is job rotation whereby employees are moved from one 

job to another and perform a wide variety of activities, as each job is comprised of 

different tasks. In so doing, the job range and the perception of job variety is increased 

resulting in employees feeling satisfied (Nel et al., 2011). 

 

Hill (1969) highlights that a major consideration in work variety is the perception that 

employees have regarding their job variety. This author states that depending on the 

characteristics of the individual, some may feel highly rewarded by job variety, whereas 

others may not depending on the individual’s overall demeanor and perception he or 

she has surrounding his or her job. Additionally, some may perceive their jobs as having 
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much variety, whereas others in the same job may not. Hill (1975) states that due to 

their general disposition, Extraverts are prone to perceiving their jobs as having much 

variety, since they prefer to avoid monotony and thus will build variety into their jobs 

through introducing their own subtle variations. Therefore, the researcher hypothesises 

the following: 

 

H4 = Extraversion positively correlates with Varied Work. 
 

 

2.2.5 Enjoyable work 

 

The researcher describes enjoyable work as work which stimulates interests and 

pleases the individual. The enjoyment of work brings about job satisfaction and 

fulfillment within the individual (Lauber, 2014). Enjoyable work is something which the 

individual is likely to feel passionate about (Caudron, 1997). Renard and Snelgar 
 

(2016c) cite interesting tasks and performing work that one loves or enjoys as part of 

enjoyable work. 

 

In order for work to be deemed enjoyable for an individual, it should align with their 

particular interests and personal characteristics. Greenhaus, Callanan and Godshalk 
 

(2010) mention Holland’s (1959) typology of personality and occupations. This theory 

identifies six key career areas: Realistic, Investigative, Artistic, Social, Enterprising and 
 

Conventional. This relates to Enjoyable Work in that when an individual is employed in 

the career area which best suits his or her personality and his or her interests, he or she 

is more likely to deem his or her work as enjoyable. The personality, preferences and 

interests of the individual will determine whether they will be satisfied within their job 

and experience enjoyable work as an intrinsic reward. 

 

Caudron (1997) notes that enjoyable work is becoming increasingly important to 

employees as they spend such a great deal of their time at work. It is becoming 

apparent that employees need to derive fulfillment from something which occupies so 

much of their time. This author notes that it is becoming common for employees as they 

spend such large amounts of their time at work to turn to their work to meet their higher 

order needs. This aligns with the work of Maslow (1943) discussed previously. 



 

 
 

29 
 

Employees may rely on work to meet their esteem needs or even their need for self-

actualisation. 

 

When individuals enjoy the work that they are performing, they will exhibit higher levels 

of job satisfaction, as well as a higher level of job involvement. Robbins and Judge 

(2013) describe job involvement as the degree to which individuals identify 

psychologically with their job and will consider their performance level important to their 

level of self-worth. 

 

Součková, Vaculík and Procházka (2014) state that personality is a strong indicator of 

the level of job involvement exhibited by an individual, and job involvement serves as an 

indicator of the extent to which the individual experiences job enjoyment. These authors 

found too that specifically, a personality high on Neuroticism is likely to perceive their 

work as enjoyable and is likely to view this as rewarding. This may be explained by the 

strong need for self-worth associated with individuals high on Neuroticism. Součková, et 

al. (2014) mention that Neurotic individuals get highly involved in their work, and derive 

much pleasure from it because it satisfies their inherent need for self-esteem. Based on 

this, the researcher hypothesises that: 

 

H5 =Neuroticism positively correlates with Enjoyable Work. 
 
 

 

2.2.6 Benefits of intrinsic rewards 

 

The core job dimensions provided in the JCM in Figure 2.2 lead to critical psychological 

states which in turn lead to personal and work outcomes, as previously discussed. The 

personal and work outcomes which stem from intrinsic rewards, therefore, based on this 

model are increased internal work motivation, high quality work performance, high 

levels of job satisfaction and low turnover and absenteeism (Hackman & Oldham, 

1976). These are the expected benefits of intrinsic rewards. 

 

Giancola (2014) examined a number of studies which were conducted in medium to 

large organisations on employee engagement and satisfaction. Across the studies there 

was a recurring trend showing that the rewards which engaged employees most and led 
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to the highest levels of employee satisfaction were autonomy in work (in the present 

study this is referred to as flexible work), meaningfulness in work, variety of work, and 

the opportunity to use one’s skills and abilities (this is similar to challenging work 

referred to in this study). Thus, this highlights the crucial part that intrinsic rewards will 

play in the engagement and satisfaction of employees. 

 

Gkorezis and Petridou (2008) propose that by intrinsically rewarding employees, they 

will become increasingly psychologically empowered. This in turn may result in 

employees becoming more competent, showing greater self-determination and making 

a greater impact within their respective organisations with regards to the work that they 

are able to produce. These authors note that this increases employees’ levels of 

performance and productivity which proves to be beneficial to their organisation. 

Moreover, Renard and Snelgar (2016b) state that intrinsic rewards lead to increased 

intrinsic motivation, increased engagement and a decreased intention to quit in 

employees. 

 

The researcher will now discuss the relevance of intrinsic rewards as they apply to the 

education sector, which is the focus of the present empirical study. 

 

2.2.7 Intrinsic rewards within the education sector 

 

As previously mentioned by Vesely et al. (2013), the role of educators is among the 

most essential roles within modern society. Dündar (2012) highlights that educators play 

a pivotal role in society because they influence their learners in both a short-term and a 

long-term way as they prepare these individuals for their futures. Amosa and Toriola 

(2013, p. 58) refer to teachers as “the solid pillars of lasting progress and development 

of a country”. Due to this, the researcher notes that it is vital to consider the manner in 

which educators are being rewarded since the way in which they are rewarded is likely 

to impact on their levels of performance, as well as on their levels of motivation (Pfau & 

Kay, 2002). 

 

Sarpkaya (2003) conducted a study on a sample of 1814 teachers within primary and 

secondary schools in Manisa province in Western Turkey. This study revealed that 

educators valued intrinsic rewards significantly more than extrinsic rewards. This may 
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be due to the fact that the salaries earned by educators are notoriously low 

(BusinessTech, 2016). Additionally, Coggins and Diffenbaugh (2013) suggest that the 

vast majority of teachers crave intrinsic rewards. These authors state that teachers are 

particularly motivated through the intrinsic rewards of mastery, autonomy and purpose. 

By allowing educators the opportunity for mastery (challenging work), it allows them to 

excel in what they view as their craft and improve their practice so as to progress within 

their careers (Coggins & Diffenbaugh, 2013). Moreover, Firestone (2014) suggests that 

by setting challenging goals for educators, this allows them the opportunity to 

demonstrate competence, which in turn leads to a feeling of mastery. This is a highly 

satisfying form of reward particularly for educators (Firestone, 2014). 

 

The intrinsic reward of purpose (meaningful work) is considered to be particularly 

important to educators as the very nature of their work impacts on the lives of students 

(Coggins & Diffenbaugh, 2013; Corbett & Wilson, 1998). Coggins and Diffenbaugh  

(2013) note that as an educator, a leadership role must be assumed within the 

classroom setting and in so doing, they influence the futures of their students. 

 

Educators are likely to derive a great sense of purpose, and ultimately satisfaction from 

this and will feel rewarded as a result. 

 

Autonomy (flexible work) as an intrinsic reward is relevant to the teaching profession in 

that high standards for student achievement can be set but the way in which the 

educator achieves this can be flexible (Coggins & Diffenbaugh, 2013). This allows 

educators freedom of choice, together with the freedom to be creative and the 

opportunity to use alternative means to achieve goals. Firestone (2014) states too that 

autonomy serves as a great source of motivation and reward specifically for educators. 

 

The researcher will now turn her attention to discussing personality and the five sub-

components of it: specifically Extraversion, Agreeableness, Neuroticism, 

Conscientiousness and Openness to Experience. 

 

2.3 Personality 

 

Mount et al. (2005) summarise personality as an individual’s characteristics which are 

stable over time, provide reasons for the individual’s behaviour, and are psychological in 
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nature. Ultimately personalities reflect who people are and affect individuals‟ affective, 

behavioural and cognitive styles. Roberts and Jackson (2008) define personality as 

relating enduring patterns of thought, behaviour or feelings which allow the individual to 

respond to specific environmental cues. Ha and Kim (2013) state that individuals‟ 

personalities play a major role in dictating their behaviour, in particular job performance, 

satisfaction, occupational choice and overall well-being. It is believed that personality 

traits of an adult at working age are stable and unlikely to change later in the individual’s 

life (Cobb-Clark & Schurer, 2012). 

 

McCrae (2011) developed a model of the FFM of personality which provides 

explanations as to how personality may be developed in individuals and what influences 

it. McCrae (2011) cites the work of McCrae and Costa (2008) as a basis for this model. 

 

As seen in Figure 2.3, there are two bases upon which personality is developed: 

biological bases and external influences. McCrae (2011) states that biological bases are 

the innate characterises which are present within an individual’s DNA, whereas external 

influences are factors which are extrinsic to the individual. These may include factors 

such as the environment within which the individual lives, life events or his or her 

culture. McCrae (2011) calls these the “inputs” into the individual’s personality. On the 

other hand, the output of the individual’s personality is the objective biography. This is 

described as “the cumulative record of everything a person has done or felt” (McCrae, 
 
2011, p. 211). These include all the emotional reactions the individual shows, as well as 

his or her demonstrated behaviour. 
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Figure 2.3: A representation of the five-factor system of personality (McCrae, 
 

2011, p. 211). 
 
 

 

The two central components of Figure 2.3 are basic tendencies and characteristic 

adaptations. McCrae (2011) notes that understanding the difference between the two is 

essential in order to better understand personality. This author states that basic 

tendencies are the innate abilities or predispositions that an individual is born with. For 

example, a „normal‟ child is born with the ability to acquire the ability to speak using 

language. As can be seen in the model, the Big Five personality trait are listed as basic 

tendencies. McCrae (2011) explains that this is due to the fact that all individuals have 

these particular traits either at a high, average or low level. They are an innate part of 

personality and are a normal part of the brain’s functioning. Characteristic adaptions, on 

the other hand, are not inherent characteristics that the individual possesses, but rather 

are acquired as the basic tendencies interact with the individual’s external influences. 

For example, as previously mentioned a “normal” child is born with language 

capabilities, but the language which the child will speak will be influenced by the 

environment and culture to which the child has been exposed (McCrae, 2011). A further 

example cited by McCrae (2011) is that of extraverts. For the most part, all extraverts’
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behaviour will be similar in nature; that is, they will be outgoing, friendly and enjoy social 

activities. However, their particular culture or subculture may affect the way in which 

they show this. This is the characteristic adaption. Characteristic adaptions include 

habits, skills, attitudes, beliefs, roles, relationships and self-concept. Self-concept has 

been allocated a box on its own as it forms such a large component of characteristic 

adaptations. Self-concept includes the ideas that one has about himself or herself and 

how he or she believes others see him or her (McCrae, 2011). 

 

Lastly, the arrows on the model reflect the dynamic processes which lead to that 

particular component being developed. For example, the arrows from basic tendencies 

and external influences to characteristic adaptions show how people acquire skills, 

habits, beliefs and so forth which are consistent with their traits but are adapted to their 

specific cultural environment (McCrae, 2011). 

 

It is important to note that there is no arrow directly linking basic tendencies with 

external influences, as McCrae (2011) states that innate personality traits cannot be 

directly influenced by the external environment. These innate personality traits may only 

be influenced by genetic influences, intrinsic maturation, and events such as serious 

diseases. 

 

The researcher will now turn her attention to discussing each of the Big Five personality 

traits. 

 

2.3.1 Extraversion and Introversion 

 

Rothman and Coetzer (2003) state that Extraversion includes traits such as sociability, 

assertiveness, high activity levels and talkativeness. For the most part, extraverts are 

classed as being energetic and optimistic. Furthermore, these authors state that 

Extraversion is characterised by typically positive emotions and a positive general 

disposition. Zhang and Tsingan (2014) mention that Extraversion is positively correlated 

with an overall positive demeanour or affect. Depue and Collins (1999) identify two core 

characteristics of extraverts: affiliation (enjoying the presence of others, and being both 

warm and affectionate), and agency (being socially dominant, enjoying leadership roles, 

and being assertive). These researchers note that extraverts are typically energised by 
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social interaction and are usually outgoing and confident individuals. Kappagoda (2013) 

highlights that extraverts make friends easily and generally maintain relationships 

effectively. 

 

Barrick and Mount (1991) cite Hogan (1986) who separates Extraversion into two 

components: ambition and sociability. Ambition includes being initiative, ambitious, 

dominant, decisive and hasty, whereas sociability includes being social, an exhibitionist, 

and expressive. While there are extreme extraverts and extreme introverts, Helgoe 
 
(2010) notes that for the most part individuals may be a mixture of Extraversion and 
 

Introversion. 

 

Introverts, as compared to extraverts, are more withdrawn and may come across as 

being shy. Helgoe (2010) notes that Introverts merely become overwhelmed by too 

much social interaction and in reality are not always necessarily anti-social. While 

extraverts may spend more time overall in social activities, introverts enjoy time spent 

with family, friends and loved ones just as much as extraverts do. 

 

Kahnweiler (2009) mentions that introverts are highly task-orientated. They would prefer 

to get a task completed before they will be sociable. Introverts process information 

internally and are less expressive than their extraverted counterparts. Introverts prefer 

to keep matters private and not show emotion. 

 

Salami (2011) states that it is extraverts who will have the energy, ambition and drive to 

pursue growth opportunities, and it is extraverts who will experience a feeling of reward 

from the successful completion of a challenging task. This suggests that extraverted 

individuals will be rewarded by the intrinsic reward of challenging work, more so than 

their introverted counterparts. Thus, the researcher sets the following hypothesis: 

 

H6 = Extraversion positively correlates with Challenging Work. 
 
 

 

Additionally, Judge, Higgins, Thorensen and Barrick (1999) state that extraverted 

individuals are more likely to experience any job success that they may achieve 

intrinsically and feel rewarded by the job itself rather than through extrinsic rewards 
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such as pay or promotions. The authors attribute this to their high levels of positive 

affect which essentially suggests that extraverts are more likely to feel that much more 

positive and that much more rewarded than their more introverted counterparts. Based 

on the aforementioned, the researcher hypothesises: 

 

H7 = Extraversion positively correlates with Intrinsic Rewards. 
 
 

 

Kahnweiler (2009) highlights that introverts seek solitude, as they may experience what 

is referred to as “people exhaustion”. Helgoe (2010, p. 57) states that “introverts are 

collectors of thoughts and solitude is the place where the collection is curated and 

rearranged to make sense of the present and the future.” It is common for Introverts to 

be calm, quiet, reserved and low-key. Unlike extraverts, they show no desire to be the 

centre of attention. 

 

A study conducted by Rothmann, Scholtz, Sipsma and Sipsma (2002) on a sample of 

71 full-time students at a South African university revealed that the EQ component of 

self-awareness (Managing Own Emotions) is correlated with Extraversion. The 

researcher states that this may be attributed to the fact that extraverted individuals are 

generally more sociable in nature than their Introverted counterparts and by spending 

large amounts of time with others, they may begin to better understand the emotions of 

others and as a result, begin to better understand their own emotions. Based on this, 

the researcher hypothesises the following: 

 

H8 = Extraversion positively correlates with Managing Own Emotions. 
 
 

 

Finally, Virmozelova and Dimitrova (2013) conducted a study on a sample of 150 

students in Bulgaria to examine the relationship between personality and EQ. This study 

revealed that individuals who are extraverted are likely to be high in their EQ levels as 

well. This may be attributed to the fact that extraverts are more sociable and outgoing 

and may enjoy social interaction more than introverts, and as a result may develop a 

strong EQ. Based on this, the researcher hypothesises that: 
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H9 = Extraversion positively correlates with EQ. 
 
 

 

2.3.2 Agreeableness 

 

An agreeable person is generally sympathetic to others, selfless, eager to help others, 

believes that others will help them equally, are courteous, flexible, trusting, good-

natured, cooperative, kind-hearted, forgiving, tolerant of others, and are generally 

happier than most due to them surrounding themselves with warm and supportive 

people often (Barrick & Mount, 1991; Kumar & Bakhshi, 2010; Salami, 2011). Barrick 

and Mount (1991) refer to this personality trait as likeability. It may also be labelled as 

social conformity or friendliness. 

 

Jugovi´c, Maruši´c, Ivanec and Vidovi´c (2012) conducted a study on a sample of 374 

first-year education students within a Croatian university which revealed significant 

relationships between agreeableness and intrinsic rewards. These authors attribute this 

to the fact that agreeableness is primarily defined by prosocial behavior which makes it 

likely that they will wish to make a contribution within their community; therefore they 

are likely to have the desire to be intrinsically rewarded through meaningful work. Judge 

et al. (1999) state that Agreeable individuals are also described as being affable 
 

(nurturing, not aggressive, sympathetic and supportive). This often leads to them not 

pursuing management positions or seeking out promotions and the bonuses associated 

with it. This suggests that Agreeable individuals do not pursue extrinsic rewards. 
 

Rather, Judge et al. (1999) state that due to the nature of an Agreeable individual they 

are prone to pursue intrinsic rewards rather as this will lead to greater satisfaction for 

them. Therefore, the following hypothesis is set: 

 

H10 = Agreeableness positively correlates with Intrinsic Rewards. 
 
 

 

Individuals who are agreeable are found to exhibit higher levels of job performance as 

they are more cooperative and willing to take on more responsibilities. Moreover, 

agreeable individuals will work well in jobs which involve a great deal of social 

interaction, and jobs which require teamwork (Rothmann & Coetzer, 2003). Kappagoda 
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(2013) states that agreeable individuals are more likeable and get on well with others, 

and as a result of this are likely to have higher levels of EQ. Additionally, Atta, Ather and 

Bano (2013) conducted on a study on a sample of 163 university lecturers from the 

Universities of Sargodha and Lahore in Pakistan regarding EQ and personality. The 

results of this study confirmed that there is a positive relationship between 

Agreeableness and EQ. Van Rooy, Viswesvaran and Pluta (2005) confirm that 

Agreeableness and Openness to Experience (which will be discussed in Section 2.3.5) 

have the strongest correlations with EQ. Therefore, the researcher hypothesises the 

following: 

 

H11 = Agreeableness positively correlates with EQ. 
 
 

 

Agreeableness bears some similarities to Extraversion in that both relate to social 

interaction. What makes Agreeableness different to Extraversion, however, is that 
 

Extraversion is focused on social impact and being appealing to others, whereas 
 

Agreeableness focuses more on the motivations for maintaining positive relations with 

others, making it more selfless in nature (Jensen-Campbell & Graziano, 2001). 

 

On the other hand, an individual that is not agreeable is characterised as being 

egocentric, sceptical of the intentions of others, and competitive rather than cooperative 
 

(Rothmann & Coetzer, 2003). 
 
 
 

 

2.3.3 Neuroticism 

 

Rothmann and Coetzer (2003) describe Neuroticism as a dimension which forms part of 

the normal human personality which indicates the general tendency to experience 

negative affects, such as fear, sadness, disgust, embarrassment, anger or guilt. 

Neuroticism leads to individuals experiencing a lack of positive psychological 

adjustment and a lack of emotional stability (Judge et al., 1999). As previously 

mentioned by Zhang and Tsingan (2014), Extraversion is positively correlated with 
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positive affect, but Neuroticism is the factor on the FFM of personality which is the 

greatest predictor of a negative affect in individuals. 

 

Barrick and Mount (1991) state that Neuroticism is related to the degree to which an 

individual is emotionally stable. It is important to note that Neuroticism is the opposite of 

Emotional Stability. 

 

Judge and Erez (2007) mention that the extent to which an individual is extraverted will 

affect their level of positive affect. This was also confirmed by Zhang and Tsingan 

(2014). One’s level of Extraversion will impact on the degree of emotional stability 

experienced by the individual. Judge and Erez (2007), therefore, propose the following 

model: 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

Figure 2.4: Circumplex representation of Extraversion and Emotional Stability (Judge & 

Erez, 2007, p.577). 

 

As can be gleaned from the above figure, individuals high on Extraversion and high on 

Emotional Stability are viewed as being happy, vigorous, stable and assured. Those 

with low Extraversion and high Emotional Stability are considered sedated in that they 

are placid, subdued and largely unexcited. Individuals with Low Extraversion and low 
 
Emotional Stability are considered to be nervous due to their insecure, guarded and 

negative natures. Finally, individuals high on Extraversion but low on Emotional Stability 

are classed as being volatile in that they are explosive, overly excitable, highly strung 



 

 
 

40 
 

 

and “on edge” (Judge & Erez, 2007). This model shows the link between the 

Extraversion factor on the FFM to Neuroticism/ Emotional Stability. 

 

Individuals who experience unusually high scores on Neuroticism are normally prone to 

irrational ideas, are less able to control their impulses, and cope poorly with stress. 

Zhang and Tsingan (2014) highlight that those individuals high on Neuroticism are more 

likely to react intensely to negative events than those low on Neuroticism. Klein, Lim, 

Saltz and Mayer (2004) mention that individuals who are Neurotic will have difficulty 

developing meaningful relationships and are less likely to seek out friendships. Szijjarto 

and Bereczkei (2015) conducted a study on a sample of 157 university students in 

Hungary. This study revealed that those students who demonstrate high levels of 

Neuroticism are likely to be characterised as Machiavellian personalities. A 

Machiavellian personality, as described by Szijjarto and Bereczkei (2015), is when an 

individual is emotionally unstable, mistrustful of others and may be manipulative. The 

aforementioned study showed that Machiavellianism is correlated with high levels of 

Neuroticism as the individual’s emotional instability may be linked to the experience of 

more negative emotions and difficultly in handling distress. 

 

Armon, Shirom and Melamed (2012) state that Neuroticism is positively correlated with 

burnout. McCrae and John (1992) attribute this to the fact that Neuroticism consumes 

all the resources that individuals have at their disposal (whether such resources be 

physical or emotional), and the experience of burnout may lead to the individual being 

particularly pessimistic and feeling especially fatigued, both physically and emotionally. 

 

In  contrast  to  this,  Rothmann  and  Coetzer  (2003)  mention  that  those  lower  on 
 

Neuroticism will demonstrate greater emotional stability and will be calm, even-

tempered and good at handling stressful situations. Salami (2011) notes that individuals 

with lower Neuroticism will be poised, exhibit high levels of self-control and will enjoy 

self-determination and competence in their work. 

 

Zhang and Tsingan (2014) cite Gray’s (1970) biological theory of personality. This 

theory incorporates two components: the Behavioural Activation System (BAS) and the 
 
Behavioural Inhibition System (BIS). The BAS is stimulated by signals of reward or non- 
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punishment, whereas BIS is responsible for motivating inhibition or withdrawal 

behaviour in the presence of punishment or threat. Depue (1995) state that these 

systems form the basis of Neuroticism and Extraversion. Extraversion may be explained 

by the BAS as this is a positive affect and is based on positive experiences. On the 

other hand, Neuroticism is explained by BIS which is based on a negative affect and the 

fear of punishment. Based on this, the researcher notes that Neurotic individuals do not 

necessarily respond to positive rewards or the possibility of being positively rewarded 

but only out of fear for punishment. Moreover, Judge et al. (1999) state that Neuroticism 

leads to counterproductive work ideas such as perfectionism, job dissatisfaction and 

overgeneralisation. These lead to negative affect and suggest that individuals do not 

experience their career success on an intrinsic level nor are they intrinsically rewarded 

by this, but rather respond only to extrinsic rewards (Judge et al., 1999). Therefore, the 

researcher hypothesises the following: 

 

H12 =Neuroticism negatively correlates with Intrinsic Rewards. 
 
 

 

Atta et al. (2013), as previously mentioned, conducted a study on a sample of 163 

university lecturers at the Universities of Sargodha and Lahore in Pakistan. The findings 

revealed that EQ and Neuroticism are inversely related (that is, when Neuroticism is 

high, EQ is low and vice versa). Atta et al. (2013) explain this correlation by saying that 
 
Neuroticism is characterised by negative, distressing emotions, being emotionally 

unstable and struggling to cope. With this, there are associated behavioral and cognitive 

difficulties. On the other hand, EQ is seen as possessing the ability to effectively 

manage personal, social and environmental change by coping with immediate situations 

by solving problems and making decisions in an intelligent manner. Therefore, this 

illustrates that EQ and Neuroticism are contrary to one another (Atta et al., 2013). Due 

to this, the following hypothesis is set: 

 

H13 = Neuroticism negatively correlates with EQ. 
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2.3.4 Conscientiousness 

 

Barrick and Mount (1991) relate Conscientiousness to self-control and the active 

process of planning, organising and carrying out of tasks. Rothmann and Coetzer 

(2003) state that a conscientious person is purposeful, strong willed and highly 

determined. They are also likely to be very achievement-orientated, dependable and 

orderly. Barrick and Mount (1991) note that conscientious individuals may also be 

characterised by their persistence, tendency to plan ahead, sense of responsibility and 

hardworking nature. Tzang and Tsingan (2014) mention that conscientious individuals 

typically experience higher levels of overall well-being than their non-conscientious 

counterparts, since they are highly organised, hardworking and efficient. This often 

leads to them achieving their personal goals, further resulting in feelings of satisfaction. 
 

It is interesting that Baer (2014) notes that of all personality traits it is 
 

Conscientiousness which is most closely aligned with leadership and success in 

leadership. 

 

Roberts and Bogg (2004) state that Conscientiousness is comprised of five 

components: namely order, industriousness, responsibility, impulse control and 

conventionality. Fayard, Roberts, Robins and Watson (2012) mention that 

Conscientious individuals tend to organise their lives, meet expectations of others, avoid 

giving into temptations and uphold norms and rules. These authors state that the 

aforementioned types of behaviours contained in each of these have important 

outcomes on an individual’s affect. For example, an individual low on industriousness, 

responsibility and impulse control may resort to hurting others or they may undermine 

their own success due to them being irresponsible. Fayard et al. (2012) note that 

individuals low on Conscientiousness may lead spontaneous, reckless lives and often 

fail to fulfil interpersonal responsibilities since they struggle to control their impulses. 

This may lead to individuals experiencing negative affect. Zhang and Tsingan (2014) 

note that Conscientiousness has important behavioural outcomes as well, because high 

levels of Conscientiousness usually prevent individuals from being highly Neurotic. 

 

Moreover, individuals who are highly Conscientious are more likely to experience 

positive affect. Through being controlled, industrious, responsible and organised, it is 
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likely that individuals will experience much success in their personal lives, in their 

relationships and at work (Fayard et al., 2012). 

 

However, while highly conscientious individuals generally experience positive affect, 

they may be inclined to experience negative affect in the form of guilt when an individual 

does not meet their own expectations, achieve in the way they feel they should, or meet 

their responsibilities (Fayard et al, 2012). 

 

Judge et al. (1999) mention that due to conscientious individuals being so achievement 

orientated, hardworking and motivated to perform, they frequently obtain the greatest 

number of promotions, bonuses and pay raises. Due to the likelihood that these 

individuals will be receiving consistent promotions and increases, these authors suggest 

that the way they will feel rewarded is likely to be through these extrinsic rewards, rather 

than through intrinsic rewards. 

 

However, contrary to this, Liang and Chu (2009) state that conscientious individuals are 

prone to experiencing a sense of joy and purpose in their work, and are often 

intrinsically motivated to perform due to their highly competent nature. These authors 

mention that the sense of pleasure that a conscientious individual derives directly from 

his or her work may leave him or her feeling rewarded. Therefore, based on this, the 

following hypothesis is set: 

 

H14 = Conscientiousness positively correlates with Intrinsic Rewards. 
 
 

 

2.3.5 Openness 

 

Openness is associated with an active imagination, aesthetic sensitivity, attentiveness 

to emotions, a preference for variety, being intellectually curious and independence of 

judgement (Rothmann & Coetzer, 2003). Individuals who score high on Openness are 

generally unconventional and willing to question authority, and may entertain new 

political and social ideas due to being open to change. Kappagoda (2013) mentions that 

by nature, open individuals are original, creative, intellectual and open to new ideas and 

are frequently innovators and initiators in the work settings. Barrick and Mount (1991) 
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describe individuals high on Openness as being cultured, broad-minded and artistically 

sensitive. They may have many experiential experiences due to their curiosity, novel 

ideas and sometimes unconventional values (Rothmann & Coetzer, 2003). Open 

individuals may experience both negative and positive emotions very strongly as they 

allow themselves the freedom to experience the full spectrum of human emotion. They 

flourish when placed in flexible work environments where they are able to learn new 

things. Griffin and McDermott (1998) mention that Openness relates to openness to 

fantasy, openness to aesthetic experience, as well as openness to feelings, values, 

actions and ideas. For such individuals, the possibility of acquiring new skills serves as 

a great source of motivation (Kappagoda, 2013). Both Griffin and McDermott (1998) and 

Prabhu, Sutton and Sauser (2008) identified strong correlations between Openness and 

creativity. 

 

Bipp (2010) conducted a study on a sample of 114 German students on the relationship 

between personality and work motivation. This author states that those high on 

Openness require a job which will be stimulating (either intellectually or through diverse 

and flexible work), or by allowing the individual the opportunity to be challenged, to grow 

and to develop personally. The results of the study confirmed that those high on 
 
Openness will also experience high levels of intrinsic motivation, and as a result, the 

researcher suggests that they will experience high levels of intrinsic reward as intrinsic 

motivation and intrinsic rewards have previously been shown to be correlated by 

Renard and Snelgar (2016b). Additionally, a study conducted by Prabhu et al. (2008) on 

a sample of 124 undergraduate students at a university in Alabama, United States 

showed that Openness was positively correlated with intrinsic motivation, which 

suggests the presence of intrinsic reward. Therefore, the following hypothesis is set: 

 

H15 = Openness positively correlates with Intrinsic Rewards. 
 
 

 

Avsec, Takšić and Mohorić (2009) conducted a study on a sample of 257 

undergraduate students at University of Rijeka and Osijek in Croatia, as well as 171 

undergraduate students from University of Ljubljana in Slovenia. The results of this 

study showed that Openness was positively correlated with EQ, and more specifically 
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with Perception of Emotion. Moreover, Van Rooy et al. (2005) in their study found that 

Openness is positively correlated to EQ overall. Therefore, the researcher hypothesises 

the following: 

 

H16 = Openness positively correlates with EQ. 
 
 

 

The researcher will now discuss the importance of personality specifically within the 

education sector. 

 

2.3.6 Personality within the education sector 

 

Mount et al. (2005) claim that the career that an individual chooses to follow often will 

stem from his or her personality. Interests will be the driving force for an individual to 

select a particular career, whereas personality and his or her suitability within that job 

will affect how one interacts within the given environment and the level of performance 

that he or she produces. These authors cite Holland’s (1959) vocational interests 

categories: realistic, investigative, artistic, social, enterprising and conventional, stating 

that individuals will fall into one of these particular categories based on their particular 

vocational interests. Mount et al. (2005) notes that those who select the particular 

career which best suits their personality are most likely to be satisfied and successful 

within that particular career. 

 

For example, Ackerman and Beier (2003) provide evidence that Extraversion has a 

strong correlation with careers that are Social (which includes careers such as social 

workers or educators due to the large amount of time spent interacting with people face-

to-face). This stands to reason as individuals who are extraverted are generally sociable 

and energetic, and enjoy interacting with others. Therefore, Mount et al. (2005) suggest 

that abilities, interests and personality are all related. From this one can conclude that 

educators who have a personality suited to the Social career path are more likely to be 

successful and satisfied within their careers, and are more likely to perform well. 

 

Henson and Chambers (2003) conducted a study on a sample of 120 lecturers from a 

university in Northeast Texas on the relationship between personality and self-efficacy. 
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This study revealed that Extraversion as a personality trait was positively correlated with 

the educators‟ level of self-efficacy, and their levels of self-efficacy impacted 

significantly on how effectively the educator performed. Therefore, this demonstrates 

the importance of Extraversion within the teaching profession. 

 

The researcher will now turn her attention to discussing EQ and its subcomponents: 
 

Perception of Emotion, Managing Own Emotions, Managing Others’ Emotion and 
 

Utilisation of Emotion. 

 

2.4 Emotional Intelligence 

 

Mayer, Savoley and Caruso (2004, p. 197) define EQ as “the capacity to reason about 

emotions, and of emotions to enhance thinking. It includes the abilities to accurately 

perceive emotions, to access and generate emotions so as to assist thought, to 

understand emotions and emotional knowledge, and to reflectively regulate emotions so 

as to promote emotional and intellectual growth”. Ghanizadeh and Moafian (2010) cite 

the work of Gardener (1983) which includes the theory of multiple intelligences. The 

intelligences which relate most to EQ are: Intrapersonal (self-regard, emotional self-

awareness, assertiveness, independence and self-actualisation), Interpersonal 

(empathy, social responsibility and interpersonal relationships), and Stress 

management (stress tolerance and impulse control). EQ also may include components 

of Adaptability (reality testing, flexibility and problem solving) and General mood 

(optimism and happiness). Together all these components contribute to the nature of 
 

EQ (Ghanizadeh & Moafian, 2010). 

 

Goleman (1995) highlights that having high levels of EQ in today’s business world has 

become even more important than IQ. Furthermore, this author states that EQ has 

become so important that it forms the basis for almost all competencies within any job. 
 

Panchanatham (2014) mention that EQ is very closely linked to IQ, and it assists an 

individual in handling situations well and avoiding becoming distressed when faced with 

trouble. However, Goleman (1995) states that IQ will only account for roughly 20 per 

cent of an individual’s overall life success and that it is EQ which in fact leads to 

individuals being well-adjusted, balanced and ultimately successful. 
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Figure 2.5 below, as explained by Goleman (1995), shows how EQ is developed within 

the brain of a particular individual. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

Figure 2.5: Diagram of the human brain as an explanation for EQ (Goleman, 1995, p. 
 

17). 

 

According to Goleman (1995), an individual responds to a particular visual or auditory 

stimulus which is then sent to the part of the brain called the thalamus. This translates 

the signal into the language of the brain. Most of the signal will be interpreted by the 

visual cortex where it will be analysed and assessed for meaning. Goleman (1995) 

notes that thereafter this will generate the appropriate response. Should the necessary 

response be an emotional one, this signal will be sent to the amygdala in the brain 

which is the emotional centre. However, Goleman (1995) notes that a smaller part of the 

original message will go straight from the thalamus to the amygdala allowing a faster 

response. Goleman (1995) states that initially, the amygdala will evoke an impulsive or 

anxious response in some situations, which later may be regulated to become a more 

fitting, corrective response suitable for that situation. Goleman (1995) identifies the 

extent of how appropriate this corrective response is as the determinant of one’s EQ. It 
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is this spontaneous reaction on the part of the individual which may lead to them either 

handling their own emotions or the emotions of others well or poorly. This dictates 

whether an individual has a low or high EQ, and it is inherent in the individual. 

 

Mayer et al. (1990) mention that EQ represents the ability that one has to perceive, 

distinguish and manage the emotions of one’s self and others which may enhance one’s 

thinking and actions as a result. Goleman (1995) notes that EQ relates to the level of 

self-control, enthusiasm, persistence and self-encouragement one has in five major 

areas, namely: understanding your own emotions, managing your own emotions, 

motivating one’s self, recognising and understanding other’s emotions and effectively 

managing relationships. Moreover, this author states that an individual with a high EQ 

will persist in the face of frustration, be able to control impulses, delay gratification, 

regulate his or her own moods and keep distress from ruining his or her ability to think, 

empathise or hope. Pan et al. (2014) note that EQ plays an essential role in everyday 

life since EQ has a great effect on the success of social interactions, job performance, 

mental health and an individual's emotional well-being. 

 

At its core, EQ relates to the following areas: the ability to be aware of and express 

emotions, the ability to manage and regulate emotions, having the ability to realistically 

and flexibly cope with difficulties which arise, and finally being able to generate positive 

affect to the extent to which an individual is motivated to achieve his or her personal 

goals (Pan et al., 2014). Kiss, Kotsis and Kun (2014) describe EQ as the set of skills 

that individuals use to read, understand and react effectively to any emotional signals 

which may be sent by others and by oneself. It may include skills such as empathy, 

problem-solving, optimism, self-awareness and the understanding of various social 

situations. Individuals who demonstrate high levels of EQ offer many advantages to 

organisations including that they are very aware of their own strengths and 

weaknesses, and may utilise their strengths to benefit the organisation (Ljungholm, 

2014). Those with high EQ will also offer great flexibility and innovation, as well as the 

ability to make smarter decisions to their respective organisations. Ljungholm (2014) 

notes that EQ directly impacts the caliber of leadership present within an organisation. 



 

 
 

49 
 

 

Pérez, Petrides and Furnham (2000) make an important distinction between trait EQ 

and ability EQ. Trait EQ is related to how an individual views himself or herself and is 

not linked to an individual’s general cognitive abilities. Ability EQ, on the other hand, is 

when the individual is rated by others in terms of their maximum performance. The 

focus for the purpose of this study, therefore, is trait EQ. 

 

Panchanatham (2014) suggest that EQ is influenced both by an individual’s genetics 

and personality, as well as the environment within which they find themselves. To date, 

there are many studies linking EQ with the Big Five Personality traits in particular. 
 
These include studies which have previously been reviewed within this literature, 

namely Kappagoda (2013), Virmozelova and Dimitrova (2013) and Atta et al. (2013). 

Based on these studies, it was found that various subcomponents of personality were 

related to EQ, as well as personality as a whole. While no research to date has been 

done linking Intrinsic Rewards and EQ, the researcher is of the opinion that an 

individual with a high level of EQ is likely to be more aware of their own emotions and 

be more readily able to identify the intrinsic rewards that they are experiencing as a 

result of this higher EQ, therefore, the following hypothesis is set: 

 

H17 = The dimensions of Intrinsic Rewards are influenced by EQ. 
 
 

 

Mayer et al. (2004) note that the four branches of EQ which range from Perception of 

Emotions to Management of Own and Other’s Emotions or Utilisation of Emotions are 

presented in such a way as to show to what extent EQ is integrated into the individual’s 

major psychological system. In other words, perception is based on the internal ideas or 

thoughts that an individual has regarding other’s behavior or his or her own, whereas 

the management of emotions or relationships can be seen externally through 

demonstrable interactions or skills. The first two branches of EQ (Perception of Emotion 

and Management of Own Emotion) are internalised and are more discreet areas of 

information processing, whereas branches three and four (Management of Other’s 
 
Emotions and Utilisation of Emotions) are externalized and will form part of the 

individual’s goals and plans. Mayer et al. (2004) note that within each branch of EQ 
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there is a skills progression from basic to more sophisticated skills. The researcher will 

now discuss the four branches individually. 

 

2.4.1 Perception of Emotion 

 

As previously stated, the first branch of EQ is internalised and relates more to what is 

present specifically within the individual (Mayer et al., 2004). Perception of Emotion 

incorporates the recognition of emotion in others either through their facial expressions 

or body language. It is the understanding of non-verbal behavior and what this behavior 

means (Mayer et al.,2004). It moreover entails recognising the emotion expressed in 

others‟ faces or voices, or other more discreet communication channels. Sadri (2013) 

notes that Perception of Emotion includes the interpreting of subtle cues and facial 

expressions of others. It may also include the ability to read human behavior and judge 

whether facial expressions are sincere or not (Caruso et al.,2002). This dimension 

includes the accurate assessment of other’s emotions, as well as the capacity to 

analyse emotions accurately. 

 

Shulman and Hemenover (2006) conducted a study on a sample of 263 individuals from 

a university in Midwestern United States on the relationship between personality, well-

being and EQ. The result revealed relationships between Perception of Emotions and 

factors of personal growth and purpose. These are factors which relate to the intrinsic 

reward factors of Challenging Work and Meaningful Work respectively. Therefore, the 

researcher hypothesises the following two hypotheses: 

 

H18 = Perception of Emotions positively correlates with Challenging Work. 
 

 

H19 = Perception of Emotions positively correlates with Meaningful Work. 
 

 

2.4.2 Managing Own Emotions 

 

Caruso et al. (2002) state that the Managing of one’s Own Emotions occurs when an 

individual is aware of his or her own emotions, even those which may be unpleasant, 

and is able to differentiate whether an emotion is typical of his or her behavior. It also 

includes the ability of an individual to solve emotionally laden problems without 



 

 
 

51 
 

necessarily suppressing all negative emotions. Managing of one’s Own Emotions also 

includes the knowledge of what one is currently feeling and the reasons behind why one 

might feel that particular way, as well as understanding the impact these emotions may 

have on others (Goleman, 1995). Furthermore, Managing of one’s Own Emotions may 

incorporate self-regulation whereby an individual either controls or redirects his or her 

own emotions, and controls his or her impulses. Sadri (2013) states that it includes the 

management of emotions when necessary (for example, calming down quickly after 

being angry). Mayer et al. (2004) mention that by Managing one’s Own Emotions, an 

individual controls emotions within the context of his or her individual goals, self-

knowledge or social awareness. 

 

2.4.3 Managing Others’ Emotions 

 

The Managing of Others’ Emotions refers to the understanding of the emotions 

experienced by others. Caruso et al. (2002, p.307) state that this includes the ability to 

understand complex emotions and what is referred to as “emotional chains”. Emotional 

chains are the transition of emotions from one stage to another. For example, the 

researcher notes that when individuals experience grief, they may experience different 

phases of emotion. An individual who is effective at Managing Others’ Emotions will 

understand the various phases that a person in mourning will go through. Managing 

Others’ Emotions includes the ability to recognise the causes of emotion, and to 

understand the relationship between various emotions (Caruso et al., 2002). Goleman 
 

(1995) notes that Managing Others’ Emotions may include empathy, the managing of 

relationships, and inspiring others. Managing of Others’ Emotions further includes 

understanding the outcomes of various emotions (Mayer et al., 2004). Sadri (2013) 

states that this dimension of EQ may also involve assessing how one should react to 

the emotions of others. 

 

2.4.4 Utilisation of Emotion 

 

Caruso et al. (2002) states that the Utilisation of Emotion includes the ability to use 

emotion to redirect attention to important events, to generate emotions which best 

facilitate decision making, and to harness different emotions so as to encourage 



 

 
 

52 
 

different approaches to decision-making (for example, a happy mood may lead to an 

individual feeling creative and inspired). Mayer et al. (2004) categorise Utilisation of 

Emotion as the capacity of emotions to facilitate thinking. The Utilisation of Emotion 

relates to social skills and using emotions to motivate one’s self. 

 

It is important to note that specifically with regards to the subcomponents of EQ, the 

researcher found that there were no studies to date which focus specifically on these 

subcomponents, and that as a result of this, there is limited information available. 

 

The researcher will now discuss the relevance of EQ specifically within the education 

sector. 

 

2.4.5 EQ within the education sector 

 

As the role performed by educators is a highly social one, it is essential that they are 

able to recognise their own emotions, handle them well, as well as recognise and 

respond well to the emotions of others (Şahin Baltaci & Demir, 2012). Importantly, 
 

Kaufhold and Johnson (2005) state that educators‟ levels‟ of emotional intelligence play 

an important role in the success of their students. Ghanizadeh and Moafian (2010) 

conducted a study on a sample of 89 teachers within a school in North-Eastern Iran on 

the correlation between EQ and the teachers’ success at work. Success may be that the 

individual is satisfied with and committed to his or her work, and that his or her students 

achieve results of a high standard. The results showed that in the line of teaching, being 

effective at developing and maintaining interpersonal relationships led to greater 

success overall for the teacher. Furthermore, results showed that teachers who were 

more understanding of their student’s behaviour and could manage relationships well, 

as well as manage their own emotions effectively, demonstrated greater success at 

work. The researcher notes that these are typical characteristics that one with a high 

level of EQ would display. 

 

Akomolafe and Olatomide (2013) highlight that EQ plays an essential role in the level of 

organisational commitment that educators will experience. These authors conducted a 

study on a sample of 210 secondary school teachers which revealed that organisational 

commitment and EQ were positively correlated. This may be attributed to the fact that 
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high levels of EQ will make it easier for a teacher to be more patient, tolerant and 

effective when dealing with students resulting in them being committed to the 

organisation. This further highlights the importance of EQ as it may lead to more 

committed and engaged educators. 

 

2.5 Proposed theoretical model 

 

The theoretical model in Figure 2.6 will be tested empirically in this study. It shows the 

proposed relationships between Intrinsic Rewards, the five personality factors and EQ, 

stemming from the theory and hypotheses discussed in the sections preceding this. It is 

important to note that the reasoning behind why not all set hypotheses are tested in the 

model is due to the fact that a lot of the hypotheses relate to sub-factors of the 

constructs and only the sub-factors of personality are included. Only the sub-factors of 

personality are included due to the fact that one cannot obtain a single personality 

score. Personality is measured across five core factors in this study. 

 

As is evident from the model, it is suggested that the five personality factors influence 

one’s level of Intrinsic Reward, and that the five personality factors influence one’s level 

of EQ. EQ, in turn, influences one level of Intrinsic Reward, thus proposing that EQ is 

mediated through personality factors in predicting one’s level of Intrinsic 
 

Reward. 

Figure 2.6: Proposed theoretical model 
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2.6 Conclusion 

 

This chapter began by explaining intrinsic rewards, and the five constructs which 

comprise it (meaningful work, flexible work, challenging work, varied work and enjoyable 

work). It went on to detail personality, with a particular focus on the FFM of personality 

which is comprised of five dimensions (Extraversion, Agreeableness, Neuroticism, 

Conscientiousness and Openness to Experience). The construct of EQ and its 

subcomponents (Perception of Emotion, Managing Own Emotions, Managing Others‟ 
 

Emotion and Utilisation of Emotion) were also discussed. Various relationships between 

the three constructs have been identified and presented in the set hypotheses. The set 

hypotheses are summarised below. 

 

 H1 = Extraversion positively correlates with Meaningful Work.


 H2 = Extraversion positively correlates with Flexible Work.


 H3 = Agreeableness negatively correlates with Flexible Work.


 H4 = Extraversion positively correlates with Varied Work.


 H5 =Neuroticism positively correlates with Enjoyable Work.


 H6 = Extraversion positively correlates with Challenging Work.


 H7 = Extraversion positively correlates with Intrinsic Rewards.


 H8 = Extraversion positively correlates with Managing Own Emotions.


 H9 = Extraversion positively correlates with EQ.


 H10 = Agreeableness positively correlates with Intrinsic Rewards.


 H11 = Agreeableness positively correlates with EQ.


 H12 =Neuroticism negatively correlates with Intrinsic Rewards.


 H13 = Neuroticism negatively correlates with EQ.


 H14 = Conscientiousness positively correlates with Intrinsic Rewards.


 H15 = Openness positively correlates with Intrinsic Rewards.


 H16 = Openness positively correlates with EQ.


 H17 = The dimensions of Intrinsic Rewards are influenced by EQ.


 H18 = Perception of Emotions positively correlates with Challenging Work.


 H19 = Perception of Emotions positively correlates with Meaningful Work.
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Most importantly, the literature suggests that all of these constructs are vital 

considerations for those working within the education sector. It is important to ensure 

that educators are being adequately intrinsically rewarded by their jobs, and it is 

essential to ensure that those occupying positions within the education sector have the 

correct personality, as well as high levels of EQ, which will make them successful within 

their particular teaching roles. The impact that personality and EQ will have on intrinsic 

rewards should also be taken into account. 

 

The following chapter will discuss the methodology for the present empirical study. 
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CHAPTER THREE 
 

METHODOLOGY 
 

 

3.1 Introduction 
 

 

The primary aim of this research was to examine whether a relationship exists between 

intrinsic rewards, personality and EQ. In addition to this, it aimed to examine whether 

any differences existed with regards to these constructs across two demographic 

variables, namely teaching level and teaching sector, as well as to further validate the 
 

IWRS within the South African context. In the following sub-sections, the research 

design will be presented which summarises how these aims were achieved, with 

specific reference to the research type, the sample, the measuring instruments, validity 

and reliability of the study, and ethical aspects that have been considered. 

 
 

3.2 Research type 
 

 

A qualitative literature study was conducted before the empirical objectives were 

addressed. Primary literature sources have formed the theoretical basis for the 

research. In the instance where the primary source was not available, a secondary 

source was consulted. 

 
 

The empirical study is quantitative in nature in order to determine whether statistically 

significant relationships will emerge between the three constructs under study, which 

would not be possible if a qualitative approach were adopted. Quantitative research is 

defined as “a research methodology that seeks to quantify the data and typically applies 

some form of statistical analysis” (Maholtra, 2010, p.171). 

 
 

3.3 The sample 
 

 

The sample for this study was derived from educators across the primary, secondary 

and tertiary levels of the South African private and public educational sector. The 



 

 
 

57 
 

 

researcher made use of purposive non-probability sampling. Non-probability sampling 

occurs when respondents are not selected at random, implying that not all respondents 

within the population have an equal chance of being selected (Maholtra, 2010). 

Welman, Kruger and Mitchell (2005) describe purposive sampling as the process 

whereby a researcher deliberately obtains units of analysis in such a way that the 

sample may be regarded as representative of the relevant population from which it is 

drawn. The researcher obtained a total of 269 responses and of these, 103 were 

electronic responses and the remaining 166 were collected via the use of pencil and 

paper questionnaires. Thus, she surpassed the 250 responses which she initially aimed 

to obtain. The distribution of the sample in terms of demographic factors will be provided 

in Section 4.2 of this dissertation. 

 
 

3.4 Measuring instruments 
 

 

The three research instruments that were distributed to the sample will be discussed in 

greater detail below. 

 
 

3.4.1 Intrinsic Work Rewards Scale 
 

 

The IWRS was developed by Renard and Snelgar (2016a) due to there being no other 

scale available that measures intrinsically rewarding aspects of one’s work. It was 

developed based on literature related to intrinsic rewards and data which Renard and 
 

Snelgar (2016c) obtained through the use of qualitative interviews. This scale has been 

validated on employees working within the non-profit sector in three countries, namely 

Australia, South Africa and the United States of America previously, and the researcher 

aimed to validate this instrument in the South African context specifically in the line of 

educators. 

 
 

The IWRS measures the following five factors of intrinsic rewards: meaningful work, 

flexible work, challenging work, varied work and enjoyable work, through the use of a 5-

point Likert scale. These five factors have been discussed in detail in Chapter two from 
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sections 2.2.1 to 2.2.5. Of the 25 items in the instrument, six items measure meaningful 

work, four items measure flexible work, three items measure challenging work, five 

items measure varied work and seven items measure enjoyable work. The instrument 

has previously been validated by Renard and Snelgar (2016a), Macnab (2014), and 

Weyers (2016). 

 
 

3.4.2 50-item IPIP representation of McCrae and Costa’s (2005) NEO Personality 
 

Inventory- Revised 
 

 

The name NEO-PI originated from the factors which the instrument originally measured 

namely Neuroticism, Extraversion and Openness Personality inventory. It was later 

expanded to include Conscientiousness and Agreeableness, and was thereafter named 

the NEO-PI-R (IPIP, 2015). Due to the NEO-PI-R being a psychometric instrument, a 

psychometric license is required in order to make use of it, and a licensing fee is 

charged per respondent who takes the test. Therefore, the researcher made use of the 
 
50-item IPIP representation of McCrae and Costa’s (2005) NEO PI-R, which is available 

online for no charge when used for academic purposes. This self-report instrument 

measures the FFM of Personality (extraversion, agreeableness, conscientiousness, 

emotional stability and openness), and contains similar items to the original NEO-PI-R. 

It contains a total of 50 items, with ten items measuring each factor. For each factor, five 

items were negatively scored and five were positively scored. The instrument used a 

five-point Likert scale. 

 
 

The 50-item IPIP representation of McCrae and Costa’s (2005) NEO-PI-R was 

developed by the IPIP website founders. According to Goldberg (1999) the IPIP was 

first developed as a means to assist researchers who required access to personality 

instruments for research purposes, but could not pay the high costs for these 

instruments which psychometric test developer’s demand. 
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3.4.3 Schutte’s Self-report Emotional Intelligence Test 
 

 

The SSEIT is a 33-item self-report questionnaire used to measure one’s levels of 

emotional intelligence. It is based on the original model of emotional intelligence 

developed by Mayer and Salovey (1990). The instrument was developed by Schutte et 

al. (1998), and has previously been validated by Schutte et al. (1998), Ciarrochi, Chan 

and Bajgar (200) and Ciarocchi, Deane and Anderson (2002). 

 
 

It measures four components namely: Perception of Emotion, Managing Own Emotions, 
 

Managing Others’ Emotions and Utilisation of Emotions through the use of a 5-point 

Likert scale (see sections 2.4.1 to 2.4.4 in Chapter two for discussion of these factors). 

Perception of Emotion is measured through ten items, Managing Own Emotions through 

nine items, Managing Others’ Emotions through eight items and Utilisation of Emotion 

through six items. Three items in this instrument were negatively scored. 

 
 

3.5 Data collection 
 

 

Data collection took place through the use of pencil and paper questionnaires as well as 

through the use of electronic questionnaires which were emailed to the educational 

institutions via a link. The electronic questionnaires were distributed via the use of the 

NMMU survey tool. The researcher visited eleven educational institutions within the 
 

Eastern Cape, South Africa, to collect data for the study, comprised of five primary 

educational institutions, four secondary educational institutions and two tertiary 

educational institutions. Of the five primary educational institutions three were private 

schools, and two were public. Of the four secondary educational institutions included, 

two were private schools and two were public. Finally, with the tertiary educational 

institutions, one was a public university and the other was a private university. Data 

collection took place from July 2015 until November 2015. 

 
 

In order to increase the number of responses obtained, the researcher introduced an 

incentive to participate in the form of a lucky draw. Participating educators had the 
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option to fill out a separate lucky draw form, or to submit their details electronically if 

they had completed the electronic version. The draw took place at the end of November 

2015, and the three winners were contacted via email and received their respective 

prizes. 

 

3.6 Data analysis 
 

 

Data analysis was performed with the aid of descriptive and inferential statistical 

analysis. This was accomplished by using the services of a statistician within the Unit 

for Statistical Consultation (USC) at NMMU. 

 
 

 Confirmatory factor analysis (CFA) was performed on the IWRS to confirm the 

factors in this particular scale as it is a relatively new instrument which is still 

being validated in the South African context.


 Pearson’s Product Moment Correlations were calculated in order to determine 

whether correlations do exist between the three constructs under scrutiny, as 

well as to detect any relationships between the factors of each measuring 

instrument.


 Analysis of Variance (ANOVA) was used to establish whether any statistically 

significant differences exist between respondents according to teaching level for 

each of the three constructs. Post-hoc Scheffé’s testing was used where 

statistically significant differences were found to establish practical significance.


 t-Tests were used to establish statistically significant differences between 

respondents according to teaching sector. This was used as there are only two 

teaching sectors namely public or private.


 Regression analysis was utilised to show whether correlations existed between 

the constructs and whether mediation could be proved, as well as to test the 

proposed model presented in Chapter Two.
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3.7 Validity and reliability of the study 
 

 

A number of measures were taken to improve the study’s validity and reliability. Firstly, 

the validity and reliability of the literature study were improved by: 
 

 Utilising academic sources which were appropriate and provide valuable insights 

into the aforementioned constructs;


 Collecting literature in a systematic and standardised manner.
 

 

Secondly, the validity and reliability of the empirical study were improved by: 
 

 Making use of well-established theories and models;


 Utilising questionnaires that have demonstrated high levels of reliability 

and validity in previous studies;


 Ensuring accurate interpretation of results by obtaining assistance from a 

statistician within the USC at NMMU; 

 Making use of CFA to assess the validity of the IWRS and Pearson’s 

Product Moment Correlations to prove validity for this instrument, as well 

as the NEO-PI-R, and SSEIT; 


 Utilising three instruments which have previously been shown to have 

construct validity (see Renard and Snelgar, 2016a and Weyers, 2016 for 

IWRS construct validity; Zheng, Goldberg, Zheng, Zhao, Tang, and Liu, 

2008 for NEO-PI-R construct validity and Ciarroch et al., 2001 and 

Ciarocchi et al., 2002 which prove


 SSEIT construct validity); 


 Making use of Cronbach’s Alpha to prove reliability for the three 
instruments;


 Obtaining data from an adequately representative sample.





3.7 Ethical responsibility in the research 
 

 

To ensure that the research was conducted within an ethical framework, the following 

ethical issues were taken into consideration: 
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 Plagiarism was avoided.


 Participation in the research remained completely voluntary.



 Responses have been treated with the strictest confidentiality.


 Respondents were assured of their anonymity in their responses.


 Institutions requesting feedback will be provided with all results relevant to them to 

ensure transparency.


 Permission was obtained from relevant institutions principals or in the instance of 

the public tertiary institution, the Deputy Vice-Chancellor for Teaching and Learning, 

to conduct research within the relevant schools and universities. Permission was 

also obtained from the Eastern Cape branch of the Department of Education.


 The  researcher  obtained  ethical  clearance  from  the  NMMU  Research  Ethics


(Human) Committee. The ethics clearance number is H15-BES-IOP-009. 




3.9 Conclusion 
 

 

This chapter attempted to describe all the aspects of the research methodology utilised 

in this study, including the research type, the sample, the measuring instruments, data 

collection, data analysis, reliability and validity, as well as the ethical considerations. 
 

The following chapter will discuss the results obtained from the research. 
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CHAPTER FOUR 

 

RESULTS 

 

4.1 Introduction 

 

This chapter discusses the results of the empirical study that was conducted. 

Firstly, a discussion of the sample distribution and the reliability of each 

measuring instrument will be provided. Thereafter, the descriptive and inferential 

statistics will be discussed. Finally, the outcomes of the set hypotheses will be 

presented. 

 

4.2 Distribution of the sample 

 

The following section details how the sample for the study was distributed. 

 

4.2.1 Age distribution 

 

Based on Figure 4.1 it is clear that the largest number of respondents were in the 

age group of 48 to 57 years (31%), followed by those who are 28 to 37 years and 

38 to 47 years (both 22%). 

 
 
 
 
 

 

13% 11% 
 18-27 years 

 
 28-37 years 

22% 
 38-47 years 

31% 
 48-57 years 

 
 58+ years 

22% 
 

 
 
 
 
 
 

Figure 4.1: Age distribution across sample (n = 269) 
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4.2.2 Gender distribution 

 

Figure 4.2 shows that the vast majority of the sample was female (70%) with only 

thirty per cent (30%) of the sample that was male. 

 
 
 
 
 
 
 
 

 

30% 

 

 Male 
 

 Female 

 

70% 
 
 
 
 
 
 
 
 
 

 

Figure 4.2: Gender distribution across the sample (n = 269) 

 

4.2.3 Primary Language 

 

The figure that follows shows the primary language distribution of the sample. As 

is evident from this, the vast majority of the sample is English speaking (76%), 

followed by Afrikaans speakers (23%). 
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1% 
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 English 
 

 Afrikaans 
 

 Xhosa 
 

 Other European 
76% 

 
 
 
 
 
 
 

 

Figure 4.3: Primary language distribution across the sample (n = 269) 

 

4.2.4 Marital status 

 

Based on Figure 4.4 it is evident that the majority of the sample is married (66%), 

followed by those who have never been married (16%). 

 
 
 
 
 
 

 

16%  

1% 
Married 

 

9% 
Living together 

 

 Divorced/separated 

8% Widow/widower 
 66% 

 Never married 
 
 
 
 
 
 
 
 
 

 

Figure 4.4: Marital status distribution across the sample (n = 269) 
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4.2.5 Education level 

 

The figure which follows shows that the largest number of respondents 

possessed an Honours/BTech/Postgraduate Diploma qualification (35%), 

followed by a Diploma (22%) and a Bachelor’s Degree (20%). 

 
 
 
 
 
 

 

12% 1% 
Matric  22% 

  

10%  Diploma 

  B.Degree 

  Hons./BTech/PG Diploma 

 20% Masters/MTech 

35%  Doctorate/Dtech 
 
 
 
 
 
 
 
 

 

Figure 4.5: Education level distribution across the sample (n = 269) 

 

4.2.6 Tenure distribution 

 

Figure 4.6 that follows demonstrates that the largest number of respondents had 

been with their current employer for more than ten (45%), followed by those who 

had been with their current employer for 6 to 9 years (22%), and 3 to 5 years 

(19%). 
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Figure 4.6: Tenure distribution across the sample (n = 269) 

 

4.2.7 Teaching level distribution 

 

The sample was asked to indicate whether they were teaching at a primary 

school, secondary school or tertiary university level of education at the time of 

being surveyed. The sample was compromised of 32 per cent primary school 

educators, 38 per cent secondary school educators and 30 per cent tertiary 

university level educators. This is a fairly even distribution across the three 

levels. This is indicated in Figure 4.7. 
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30% 32%  
 Primary 

 
 Secondary 

 
 Tertiary 

 

 

38% 
 
 
 
 
 
 
 

Figure 4.7: Teaching level distribution across the sample (n = 269) 

 

4.2.8 Teaching sector distribution 

 

The sample was split into two sectors, namely private and public educational 

institutions. Figure 4.8 shows that the majority of the sample (57%) works within 

the public sector, whereas 43 per cent work within the private sector. 

 
 
 
 
 
 
 
 
 

 

43% Private 

57% Public 

Figure 4.8: Teaching sector distribution across the sample (n= 269) 
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4.3 Reliability and validity of the measuring instruments 

 

This section will discuss the reliability of the instruments utilised in the present 

study as compared to previous studies, as well as the validity in this study. 

 

4.3.1 Reliability 

 

According to Malholtra (2010) scores of 0.60 and above show acceptable internal 

consistency, with those receiving 0.80 and above showing excellent internal 

consistency. All of the instruments in this study received Cronbach’s Alpha 

scores of 0.70 and above, and will be discussed in greater detail in the section to 

follow. 

 

4.3.1.1 Reliability of the IWRS 

 

The IWRS has previously been found to have high levels of internal consistency, 

as is evident from the Cronbach’s alpha scores from Renard and Snelgar’s 
 

(2016a) and Macnab’s (2014) intrinsic rewards studies. Table 4.1 illustrates the 

reliability coefficients obtained for the IWRS in this study, as well as in the 

previous studies of Renard and Snelgar (2016a), and Macnab (2014) across the 

five factors of the instrument. 

 

As can be seen from this table, all factors had Cronbach’s alpha values above 

the acceptable level of 0.60 (Malhotra, 2010), thus suggesting a high level of 

reliability. The present study obtained slightly higher reliability scores on the 

factors of Meaningful Work and Varied Work as compared to Renard and 

Snelgar (2016a), and Macnab (2014), and a higher Cronbach’s Alpha score for 

Enjoyable Work as compared to Macnab (2014). The present study obtained 

slightly lower reliability scores on all other factors as compared to these two 

studies, including the overall instrument. However, these reliability scores are still 

considered acceptable as they are above the 0.60 level. 
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Table 4.1: Cronbach’s alpha values for factors of the IWRS 

 
 

Factor 
 

Macnab’s 
 

Renard 
 

Present 
 

     
   

(2014) 
 

and 
 

study 
 

      

   reliability  Snelgar’s  reliability  

   coefficients  (2016a)  coefficient  

     reliability    

     coefficients    
        

Meaningful Work 0.77 0.80 0.84  
     

Flexible Work 0.79 0.75 0.73  
     

Challenging Work 0.80 0.75 0.70  
     

Varied Work 0.83 0.82 0.84  
     

Enjoyable Work 0.93 0.93 0.92  
     

Intrinsic Rewards 0.86 0.86 0.83  

(total)        
         

 
 
 

4.3.1.2 Reliability of the NEO-PI-R 

 

With regards to the 50-item IPIP representation of McCrae and Costa’s (2005) 
 

NEO-PI-R, it has been found in Zheng et al.’s (2008) study on the Big Five 

Personality across both samples utilised in their study that this instrument has 

high levels of internal consistency based on their Cronbach’s alpha scores which 

are all above the acceptable level of 0.60, as stated by Malholtra (2010). Table 
 

4.2 shows the reliability scores that were obtained for the NEO-PI-R in this study, 

compared to Zheng et al’s. (2008) study for both samples included in their study 

across the five factors. As personality is not something which can be measured 

by one single factor, an overall personality score has not been included. From 

the table it is clear that all reliability coefficients are above the acceptable 0.60 

level. 

 
The present study obtained higher reliability coefficients on three of the five 

factors namely Agreeableness, Conscientiousness and Openness. Where the 

reliability is slightly lower in the present study in the cases of Extraversion and 

Neuroticism, it is still not at a level where it is deemed unacceptable. 
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Table 4.2: Cronbach’s Alpha values for factors of the NEO-PI-R 

 
 

Factor 
 

Zheng   et 
 

Zheng   et 
 

Present 
 

     
   

al.  (2008) 
 

al.  (2008) 
 

study 
 

      

   reliability  reliability  reliability  

   coefficients  coefficients  coefficients  

   sample 1  sample 2    
        

Extraversion 0.86  0.84 0.81  
      

Neuroticism 0.87  0.85 0.78  
      

Agreeableness 0.69  0.66 0.75  
      

Conscientiousness 0.79  0.76 0.84  
      

Openness 0.75  0.77 0.84  
         

 
 
 

4.3.1.3 Reliability of the SSEIT 

 

The SSEIT was also found to have high levels of internal consistency as 

demonstrated in Schutteet al.’s (1998) for the total scale and Ciarrochi et al. 

(2001) and Ciarocchi et al. (2002) for the factors. Table 4.3 displays the 

Cronbach’s Alpha values for the SSEIT in the present study, as compared to 

previous studies by Schutte et al. (1998), Ciarrochi et al. (2001), and Ciarrochi et 

al. (2002) across the four factors of the instrument, as well as the instrument as a 

whole. In Schutte et al.’s (1998) study only the overall reliability coefficient for the 

instrument is provided, whereas Ciarrochi et al. (2001), and Ciarrochi et al. 

(2002) only provide the reliability coefficients for the factors. In the Ciarrochi et al. 

(2002) study, the reliability score for Utilisation was not included, therefore it has 

not been presented in Table 4.3. 

 

The table shows that all scores for the factors and for the instrument as a whole 

show a high level of internal consistency and are above the acceptable 0.60 level 

of consistency as provided by Malholtra (2010). 

 

It is evident from the table that the present study obtained higher Cronbach’s 
 

Alpha scores across all factors of the instrument as compared to Ciarrochi et al. 
 

(2001), and Ciarrochi et al. (2002), and a slightly lower reliability score overall as 

compared to Schutte et al. (1998). 
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Table 4.3: Cronbach’s Alpha scores for SSEIT        

           

Factor  Schutte et  Ciarrochi  Ciarrochi   Present  
  

al.’s (1998) 
 

et al.’s 
 

et al.’s 
  

study 
 

       

  reliability  (2001)  (2002)    reliability  

  coefficients  reliability  reliability   coefficients  

    coefficients  coefficients     
            

Perception of Emotion  n/a 0.76 0.80   0.82  
         

Managing Own  n/a 0.63 0.78   0.79  

Emotions            
         

Managing Other’s  n/a 0.66 0.66   0.71  

Emotions            
          

Utilisation of emotion  n/a 0.55  n/a   0.70  
          

Emotional Intelligence 0.90  n/a  n/a   0.82  

(total)            
            

 
 
 

4.3.4 Factor analysis 

 

Of the three instruments utilised, CFA was only conducted on the IWRS 

as this is a reasonably new instrument which is still being validated 

within the South African context. The SSEIT and the NEO-PI-R are both 

instruments that have been used repeatedly in studies in the past and 

have shown acceptable construct validity as previously discussed in 

Section 3.7, of Chapter Three. 

 

4.3.4.1 Confirmatory factor analysis 

 

According to Malholtra (2010), CFA is used to confirm that there is 

construct validity and this confirms the factor structure of the instrument. 

Table 4.4 shows the observed CFA fit statistics for the IWRS. 

 

As is evident, the instrument obtained above the required 0.5 level for 

the Chi-Square test, and the values obtained for the instrument for the 

Bentler-Bonnet normed fit index (NFI) and the Bentler comparative fit 
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index (CFI) were both above the required 0.92 level, thus suggesting 

acceptable fit (Hair, Black, Babin, Anderson & Tatham, 2010; Schreiber, 

Stage, King, Nora & Barlow, 2006). All values for the root mean square 

of approximation (RMSEA) were below the acceptable target of 0.08. It is 

only the Joreskog adjusted GFI (AGFI) which was slightly below the 

required 0.95 level; however, based on the other acceptable indices, it is 

apparent that the IWRS has acceptable fit thus showing that this 

instrument has construct validity. 

 

Table 4.4: CFA results for IWRS 

 

  CFA IR  
    

Sample size n  269 

No. of items m  25 
    

 n; 250 < n < 1000;  

Sample size; No. of items Category m.Cat. 12 < m < 30  
    

Absolute/predictive fit Abbr. Target Observed 
    

Chi-square (Maximum likelihood) χ²  215.11 
    

 df  205 
    

 

p 
  

 ≥ .050 .300 

 χ²/df ≤ 3 1.05 

Comparative Fit Indices    
    

Bentler-Bonnet normed fit index NFI ≥ .92 .95 

Bentler comparative fit index CFI ≥ .92 1.00 

    

Other    
    

Joreskog adjusted GFI AGFI ≥ .95 .91 

    

 95%Lo  .000 
 

RMSEA 
  

Root mean square error of ≤ .08 .014 

approximation    
    

 95%Hi  .030 

Note: Red indicates acceptable fit for Single Models (yellow cells)  
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4.4 Descriptive statistics 

 

This section describes the descriptive statistics relevant to this study. 

Table 4.5 to follow shows the mean, standard deviation, minimum 

and maximum, as well as Quartile 1 and Quartile 3 for all three 

instruments. Table 4.6 shows the actual distribution of scores across 

all factors for the instruments. For the distribution of mean scores for 

the instruments, D. Venter (2015, personal communication) 

classified them into three categories: negative (1.0 to < 2.6), neutral 

(> 2.6 to < 3.4), and positive (> 3.4 to 5.0). 

 

Table 4.5: Descriptive statistics for IWRS, NEO-PI-R and SSEIT 

 
  

Mean 
 

S.D. 
 

Min 
 

Quartile 1 
 

Quartile 3 
 

Max 
 

        
              

Meaningful work 4.30 0.55 1.33 4.00 4.67 5.00  
        

Flexible work 3.71 0.78 1.25 3.25 4.25 5.00  
        

Challenging work 4.24 0.63 1.00 4.00 4.67 5.00  
        

Varied work 4.30 0.60 1.20 4.00 4.80 5.00  
        

Enjoyable work 4.11 0.63 1.00 3.83 4.50 5.00  
        

Intrinsic Rewards 4.13 0.50 1.16 3.89 4.45 5.00  

(total)              
        

Extraversion 3.44 0.59 1.40 3.10 3.80 4.90  
        

Neuroticism 2.28 0.58 1.00 1.90 2.60 4.30  
        

Agreeableness 3.98 0.47 2.10 3.70 4.30 4.90  
        

Conscientiousness 3.98 0.57 1.90 3.60 4.40 5.00  
        

Openness 3.78 0.62 1.90 3.30 4.30 5.00  
        

Perception of 3.95 0.49 2.00 3.70 4.30 5.00  

Emotion              
        

Managing Own 4.02 0.48 2.33 3.78 4.33 5.00  

Emotions              
        

Managing Other’s 3.92 0.47 2.13 3.63 4.25 5.00  

Emotions              
        

Utilisation of 3.87 0.50 2.00 3.50 4.17 5.00  

Emotion              
        

EQ Total 3.94 0.39 2.43 3.69 4.18 4.94  
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Table 4.6: Distribution of scores for IWRS, NEO-PI-R and SSEIT 

 
  

Negative 
 

Neutral 
 

Positive 
 

     
           

Meaningful work 1 0.4% 16 5.9% 252 93.7%  
        

Flexible work 27 10.0% 53 19.7% 189 70.3%  
        

Challenging work 4 1.5% 25 9.3% 240 89.2%  
        

Varied work 3 1.1% 20 7.4% 246 91.4%  
        

Enjoyable work 6 2.2% 24 8.9% 239 88.8%  
        

Intrinsic Rewards 3 1.1% 14 5.2% 252 93.7%  
        

Extraversion 16 5.9% 112 41.6% 141 52.4%  
        

Neuroticism 190 70.6% 68 25.3% 11 4.1%  
        

Agreeableness 3 1.1% 31 11.5% 235 87.4%  
        

Conscientiousness 6 2.2% 44 16.4% 219 81.4%  
        

Openness 8 3.0% 74 27.5% 187 69.5%  
        

Perception of 1 0.4% 40 14.9% 228 84.8%  

Emotion           
        

Managing Own 4 1.5% 18 6.7% 247 91.8%  

Emotions           
        

Managing Other’s 1 0.4% 40 14.9% 228 84.8%  

Emotions           
        

Utilisation of 2 0.7% 44 16.4% 223 82.9%  

Emotion           
        

EQ Total 1 0.4% 17 6.3% 251 93.3%  
           

 
 
 

As is evident from Table 4.6, the vast majority of respondents indicated positive 

responses across all factors of the IWRS. 

 

The two factors with the highest mean scores are Meaningful Work and Varied 

work. This is confirmed in Table 4.6 as 93.3 per cent gave positive responses for 

Meaningful Work, and 91.8 per cent provided positive responses on Varied Work. 

On the other hand, the lowest mean score was for Flexible Work; however, this 

mean score is still considered a positive response. Based on this, one can 

assume that the sample view their job as highly meaningful in that it serves a 

greater purpose and is varied as it is diverse, but their work is slightly less flexible 

and autonomous. 
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The highest standard deviation was Flexible Work at 0.78, as indicated in Table 

4.5, suggesting that responses were more dispersed around the mean for this 

factor. This is also evident through the scores for Quartiles 1 and 3 (3.25 and 

4.25 respectively) for this factor as the scores are more widely distributed than 

the other factors. The lowest standard deviation is for Intrinsic Rewards as a 

whole, thus suggesting that for the most part the sample gave similar responses 

across all factors. This is confirmed in Table 4.6 as 93.7% provided positive 

responses overall for the measure, thus suggesting most teachers in this sample 

perceive their work to be intrinsically rewarding. 

 

From Table 4.5 it is clear that the highest mean scores for the NEO-PI-R are for 

Conscientiousness Agreeableness, and Openness. This is confirmed in Table 

4.6 as 87.4 per cent indicated positive responses for Agreeableness, 81.4% 

indicated positive responses for Conscientiousness, and 69.5% indicated positive 

responses on the factor of Openness. The lowest mean was for Neuroticism (m 

=2.28), which again is confirmed in Table 4.8 with 70.6% of the sample indicating 

negative responses for this factor. 

 

As is evident from Table 4.6, for Agreeableness, Conscientiousness and  
 

Openness, the majority indicated positive responses, whereas for Neuroticism 

the responses were predominantly negative. For the Extraversion factor only a 

slight majority indicated positive responses (52.4%), as compared to those who 

indicated neutral responses (41.6%). 

 

The highest standard deviation was for Openness at 0.62, as shown in Table 4.5. 
 

This suggests that the responses were slightly more dispersed around the mean 

as compared to the other factors. This is also evident through the scores for 

Quartiles 1 and 3 (3.30 and 4.30 respectively) for this factor as the scores are 

more widely distributed than the other factors. The smallest standard deviation is 

for Agreeableness at 0.47. Table 4.6 confirms this as the majority of responses 
 
(87.4%) are positive responses, thus indicating responses around the mean. 
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Table 4.5 shows that the highest mean score for the SSEIT is for Managing of 

Own Emotions, followed closely by Perception of Emotion. This is confirmed in 

Table 4.6 as the vast majority of the sample provided a positive response for this 

factor. The lowest mean score is for the Utilisation of Emotion. This, however, is 

still a positive response. This suggests that overall the sample are very self-

aware and very sensitive to the emotions of others, but are less able to harness 

their emotions and channel them so as to be beneficial. The mean for the EQ as 

a whole suggests that the sample do feel they have high levels of EQ. 

 

The smallest standard deviation was for EQ as a whole with 0.39, thus 

suggesting that the responses individuated by the sample were more or less 

clustered around a similar mean. This is also confirmed by Table 4.6 which 

shows that 93.3% indicated positive responses on the SSEIT as a whole. 

 

4.5 Inferential statistics 

 

According to Gravetter and Wallnau (2013), inferential statistics are vital to a 

study as they allow the researcher to study samples and thereafter, make 

generalisations about the broader population from which the sample is drawn. 
 

The inferential statistics utilised in this study include Pearson’s Product Moment 
 

Correlations to show relationships between constructs, ANOVA to show 

significant differences between constructs according to teaching level, t-tests to 

how significant differences between constructs according to teaching sector and 

finally, regression analysis to show the correlation between dependent and 

independent variables. These will be discussed in greater detail in the sections 

which follow. 

 

4.5.1 Pearson’s Product Moment Correlations 

 

Pearson’s Product Moment Correlations are used to measure the degree and 

direction of the linear relationship between two constructs (Gravetter & Wallnau, 
 

2013). This was used to determine the relationships between the factors of the 
 

IWRS, the NEO-PI-R and the SSEIT. Furthermore, Pearson’s correlations were 

utilised to determine correlations between the two broader constructs of Intrinsic 
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Rewards and EQ. The correlation will be statistically significant for a sample of 

269 when the r-coefficient is greater than or equal to 0.120. Practical significance 

occurs when the correlation coefficient is greater than or equal to 0.30 (Gravetter 

& Wallnau, 2013). 

 

Table 4.7 which follows shows the abbreviations which have been used in the 

tables. Moreover, it is important to note that statistically significant relationships 

are bold in black font, whereas relationships which are practically significant are 

bold and in red italicised font. 

 

Table 4.7 Abbreviations of factors 

 
  

Factor Abbreviation 
  

Meaningful work M.IR 
  

Flexible work F.IR 
  

Challenging work C. IR 
  

Varied work V. IR 
  

Enjoyable work E. IR 
  

Intrinsic Rewards IR 
  

Extraversion E.P 
  

Agreeableness A.P 
  

Neuroticism N.P 
  

Conscientiousness C.P 
  

Openness O.P 
  

Perception of Emotion POE.EQ 
  

Managing Own MOE. EQ 

Emotions  
  

Managing Other’s MOSE. EQ 

Emotions  
  

Utilisation of Emotion UOE. EQ 
  

EQ Total EQ 
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Table 4.8: Pearson’s Product Moment Correlations of the IWRS factors 

 
  

M.IR 
 

F.IR 
 

C.IR 
 

V.IR 
   

E.IR 
 

IR 
 

          
                

                
M.IR - .437 .637 .645 .622 .835  

        

F.IR .437 - .420 .315 .418 .699  
        

C.IR .637 .420 - .621 .614 .833  
        

V.IR .645 .315 .621 - .461 .758  
        

E.IR .622 .418 .614 .461 - .791  
        

IR .835 .699 .833 .758 .791 -  
                

 
 
 

This table shows that practically significant correlations exist between 

all factors of the IWRS (r > 0.30). This also proves validity as this 

serves as a relevant indicator that the factors in the instrument do 

correlate (Woods & West, 2010). 

 

Table 4.9: Pearson’s Product Moment Correlations of the NEO-PI-R 

 
       

 E.P N. P  A.P C.P O.P 
       
       

       

E.P - -.317 .093 .206 .226 
      

N.P -.317 - -.349 -.298 -.047 
      

A.P .093 -.349 - .257 -.153 
      

C.P .206 -.298 .257 - .016 
      

O.P .226 -.047 -.153 .016 - 
       

 
 
 

The table above shows that for the NEO-PI-R, statistically significant correlations 
 

(r > 0.120) exist between Extraversion with both Conscientiousness and 
 

Openness.  

The correlation between Extraversion and Neuroticism is an inverse 

practically significant correlation. A statistically significant correlation 

exists between Neuroticism and Conscientiousness, whereas a 
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practically significant inverse relationship (r > 0.30) exists between 

Neuroticism and Agreeableness.  

Table 4.9 shows a positive statistically significant relationship between 

Agreeableness and Conscientiousness. A statistically significant 

inverse relationship exists between Agreeableness and Openness. 

 

Table 4.10: Pearson’s Product Moment Correlations of the SSEIT factors 

 

POE.EQ MOE.EQ MOSE.EQ UOE.EQ EQ  

        

 POE.EQ - .433 .617 .505 .793  
        

 POE.EQ .433 - .537 .617 .800  
        

 POE.EQ .617 .537 - .502 .819  
        

 POE.EQ .505 .617 .502 - .816  
        

 POE.EQ .793 .800 .819 .816 -  
 
 

 

Table 4.10 shows that practically significant positive relationships exist between 

all factors of the SSEIT. As previously stated, this may also be considered to 

support validity of the instrument. 

 

4.5.1.1 IWRS and NEO-PI-R Correlations 

 

The table which follows shows the correlations between IWRS and NEO-PI-R 

factors. 

 

Table 4.11: Pearson’s Product Moment Correlations for IWRS and NEO-PI-R 

factors 
        

 M.IR  F.IR C.IR V.IR E.IR IR 
        

        

E.P .241 .087 .113 .137 .175 .187 
       

N.P -.247 -.208 -.270 -.205 -.307 -.316 
       

A.P .133 .069 .153 .184 .180 .180 
       

C.P .242 -.004 .197 .158 .206 .193 
       

O.P .039 .076 .020 .064 -.042 .042 
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Based on Table 4.11 it is evident that a number of correlations exist between the IWRS and 

NEO-PI-R factors. This table shows that positive statistically significant relationships 

exist between Meaningful Work and the NEO-PI-R factors of Extraversion, Agreeableness, and 

Conscientiousness. An inverse statistically significant relationship is present between 

Meaningful Work and Neuroticism. In addition to this, it is evident that an inverse statistically 

significant relationship exists between Flexible Work and Neuroticism. 

 

A positive statistically significant relationship exists between Challenging Work and both 

Agreeableness and Conscientiousness. An inverse statistically significant relationship is 

evident between Challenging Work and Neuroticism. 

 

Moreover, Table 4.11 provides evidence that positive statistically significant relationships exist 

between Varied Work and Extraversion, Agreeableness and Conscientiousness. An inverse 

statistically significant relationship is shown between Varied Work and Neuroticism. 

 

From Table 4.11 it can be gleaned that a positive statically significant relationship exists 

between Enjoyable Work, and Extraversion, Agreeableness and Conscientiousness. An 

inverse practically significant relationship (r > 0.30) is present between Enjoyable Work and 

Neuroticism. Finally, positive statistically significant relationships are present between Intrinsic 

Rewards in total, and Extraversion, Agreeableness and Conscientiousness. An inverse 

practically significant relationship exists between Intrinsic Rewards and Neuroticism. 

 

4.5.1.2 IWRS and SSEIT Correlations  
 
The table to follow shows the correlations between IWRS and SSEIT factors. As is clear from 

the table to follow, quite a number of correlations exist between these two instruments. There is 

a positive statistically significant relationship between Meaningful Work, and Perception of 

Emotions, Management of Other’s Emotions, as well as Utilisation of Emotions. Practically 

significant relationships (r > 0.30) are present between Meaningful Work and Management of 

Own Emotions, and EQ as a whole. Positive statistically significant relationships exist between 

Challenging Work and all factors of the SSEIT (Perception of Emotions, Management of Own 



 

 
 

82 
 

Emotions, Management of Other’s Emotions, and Utilisation of Emotion) as well as EQ as a 

whole). The same can be said for Varied Work.  

 

Table 4.12 also provides evidence that statistically significant relationships exist between 

Enjoyable Work and Perception of Emotions, Management of Own Emotions, Management of 

Others’ Emotions, and EQ as a whole. Finally, a positive statistically significant relationship is 

present between Intrinsic Rewards as a whole and all EQ factors, as well as EQ as a whole.  

 

Table 4.12: Pearson’s Product Moment Correlations for IWRS and SSEIT factors 

 
  

M. IR 
 

F. IR 
 

C. IR 
 

V. IR 
 

E. IR 
 

IR 
 

        
              

              

POE. EQ .246 -.035 .169 .211 .121 .169  
        

MOE.EQ .330 .070 .260 .222 .216 .270  
        

MOSE.E .279 .094 .164 .195 .152 .219  

Q              
        

UOE.EQ .222 .051 .177 .222 .043 .175  
        

EQ .333 .055 .238 .263 .164 .257  
              

 
 
 

4.5.1.3 SSEIT and NEO-PI-R Correlations 

 

The table to follow shows the relationships between SSEIT and NEO-PI-R factors. 

Table 4.13 provides evidence of a number of correlations between SSEIT and NEO-

PI-R factors. A statistically significant relationship exists between Perception of 

Emotion and both Extraversion, and Perception of Emotion. A practically significant 

relationship is present between Perception of Emotion and both Conscientiousness, 

and Openness. Moreover, a statistically significant relationship is present between 

Management of Emotions and Openness. Extraversion, Agreeableness and 

Conscientious all have a positive practically significant relationship with Management 

of Emotions, whereas Neuroticism has an inverse practically significant relationship 

with Management of Emotion. 
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Table 4.13: Pearson’s Product Moment Correlations of SSEIT and NEO-PI-R 
 

factors 

 
       

 POE. EQ  MOE. EQ MOSE.EQ UOE.EQ EQ 
       

       

E.P .263 .340 .437 .279 .407 
      

N.P -.098 -.509 -.159 -.151 -.283 
      

A.P .239 .304 .345 .149 .320 
      

C.P .316 .327 .259 .144 .323 
      

O.P .307 .230 .076 .354 .302 
       

 
 
 

Conscientiousness has a positive statistically significant relationship with 
 

Management of Other’s Emotions, whereas Extraversion and Agreeableness have a 

practically significant positive relationship with Management of Other’s Emotions. 

Neuroticism has an inverse statistically significant relationship with Management of 

Other’s Emotions. Extraversion, Agreeableness and Conscientiousness all have positive 

statistically significant relationships with Utilisation of Emotion, whereas Neuroticism has 

an inverse statistically significant relationship with Utilisation of Emotion. Only Openness 

has a positive practically significant relationship with Utilisation of Emotion as it is above 

the 0.30 significance level. 

 

Finally, positive practically significant relationships exist between Extraversion,  
 

Agreeableness, Conscientiousness and Openness with EQ as a whole. 
 

Neuroticism has an inverse statistically significant and relationship with EQ as a whole. 

 

4.5.2 t-Tests 

 

According to Gravetter and Wallnau (2013), t-Tests are used to test hypotheses about an 

unknown population mean and this determines whether the findings are sufficient to 

generalise to the broader population from which the sample was drawn. For the purposes 

of this study, t-Tests were used to identify differences between scores in the public and 

private sectors relating to the respondents’ levels of intrinsic reward, their personality 

factors and levels of EQ. Table 4.14 to follow shows the differences found between these 

factors according to teaching sector. 
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4.5.2.1 Differences across sectors for the IWRS, NEO-PI-R and SSEIT 

 

Table 4.14: t-test results for IWRS, NEO-PI-R and SSEIT according to teaching 
 

sector 

 
 

Variable 
 

Sector 
 

n 
 

Mean 
 

S.D 
  

Diff 
 

t 
 

p(d.f.=269) 
 

d 
 

           
           

 

        

           M1-        

            M2        
                   

M.IR  Private 117 4.30 0.50  0.01 0.10 .924  n/a  
                 

   Public 152 4.29 0.59           
             

F. IR  Private 117 3.83 0.70  0.21 2.22 .027  0.27  
                 

   Public 152 3.62 0.82         Small  
             

C. IR  Private 117 4.26 0.58  0.03 0.35 .730  n/a  
                 

   Public 152 4.23 0.67           
             

V. IR  Private 117 4.31 0.55  0.01 0.15 .878  n/a  
                 

   Public 152 4.30 0.64           
             

E. IR  Private 117 4.16 0.51  0.10 1.35 .179  n/a  
                 

   Public 152 4.06 0.71           
             

IR  Private 117 4.17 0.43  0.07 1.18 .239  n/a  
                 

   Public 152 4.10 0.54           
             

E.P  Private 117 3.51 0.59  0.12 1.63 .105  n/a  
                 

   Public 152 3.39 0.58           
             

N.P  Private 117 2.19 0.54  -0.17 -2.34 .020  0.29  
                 

   Public 152 2.36 0.60         Small  
             

A.P  Private 117 3.95 0.51  -0.04 -0.71 .478  n/a  
                 

   Public 152 3.99 0.45           
             

C. P  Private 117 3.99 0.57  0.02 0.26 .796  n/a  
                 

   Public 152 3.97 0.57           
             

O.P  Private 117 3.90 0.66  0.21 2.76 .006  0.34  
                 

   Public 152 3.69 0.58         Small  
             

POE.EQ  Private 117 3.94 0.50  -0.02 -0.32 .752  n/a  
                 

   Public 152 3.96 0.48           
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MOE.EQ Private 117 4.07 0.51 0.08 1.44 .152 n/a 
         

 Public 152 3.99 0.46     
         

MOSE.EQ Private 117 3.91 0.50 -0.02 -0.35 .729 n/a 
         

 Public 152 3.93 0.45     
         

UOE.EQ Private 117 3.91 0.51 0.07 1.11 .269 n/a 
         

 Public 152 3.84 0.49     
         

EQ Private 117 3.96 0.42 0.03 0.59 .559 n/a 
         

 Public 152 3.93 0.37     
         

 
 
 

From Table 4.14 it is evident that there are limited significant differences between 

teaching sectors for the factors included in this study. The first of these is a 

practically significant difference of a small effect size (0.20 < |d| < 0.50) with 

regards to Flexible Work. Those within the private sector view their work as slightly 

more flexible than those in the public sector (direction inferred from the means). 

Moreover, the table provides evidence that there is a small practically significant 

difference (0.20 < |d| < 0.50) with regards to Neuroticism. The mean values show 

that teachers working within the public sector are slightly more Neurotic than those 

within the private sector. 

 

Finally, the table shows a practically significant difference between teaching 

sectors with regards to Openness in that those within the private sector are more 

open than those in the public sector (direction inferred from the means). Cohen’s d 

showed that this has a small practical significance (0.20 < |d| < 0.50). 

 

No other statistically significant differences were found; therefore Cohen’s d was 

not calculated. 

 

4.5.3 ANOVA 

 

According to Gravetter and Wallnau (2013), ANOVA is a hypothesis testing 

procedure which is used to evaluate the mean differences between two or more 

treatments. While ANOVA is very similar to t-Tests, the ANOVA is more detailed 
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as it can compare two or more treatments, whereas the t-Test can only compare 

two. For this study, teaching levels were compared (primary, secondary and 

tertiary level education) according to the factors of the IWRS, the NEO-PI-R and 

the SSEIT. The results of the ANOVA for this study will be discussed in the section 

which follows. 

 

4.5.3.1 ANOVA according to teaching level 

 

Table 4.15 shows the ANOVA results according to teaching level for Meaningful 
 

Work. Once a significant difference had been found, a post-hoc Scheffe’s test was 

used to detect where the difference lies, as shown in Table 4.16. 

 

Table 4.15: ANOVA results for Meaningful Work according to teaching level 

 
          

 Source   of  SS  df MS F p-  
 

Variation 
      

value 
 

        
          

 Between 2.209 2 1.105 3.691 .026  

Groups        
       

Within 79.605 266 0.299    

Groups        
       

Total 81.814 268     
          

 
 
 

Table 4.16: Scheffe’ test results for Meaningful Work according to teaching level 

 
         

 Teaching  Teaching M1 M2 Diff. Scheffé Cohen's d 
 

Level 1 
 

Level 2 
  

M1-M2 p 
 

     

 Primary Secondary 4.43 4.26 0.17 .103 n/a 
       

Primary Tertiary 4.43 4.21 0.21 .042 0.37Small 
       

Secondary Tertiary 4.26 4.21 0.04 .873 n/a 
         

 
 
 

Table 4.15 provides evidence that a practically significant difference exists with 

regards to Meaningful Work as the p value is less than 0.05. Table 4.16 shows that a 

practically significant difference occurs between primary and tertiary educators. This 

has a small effect size (0.20 < |d| < 0.50). The mean values indicate that primary 

school educators feel that they have more Meaningful work than tertiary educators. 
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Table 4.17 ANOVA results for Flexible Work according to teaching level 
 

 

Source   of 
  

SS 
 

Df 
 

MS 
 

F 
  

p- 
 

         
 

Variation 
          

 

value 
 

            
               

 Between 14.857 2 7.429 13.500  <.0005  

Groups             
          

Within 146.370 266 0.550       

Groups             
           

Total 161.227 268         
               

 
 

Table 4.18: Scheffe’ test results for Flexible Work according to teaching level 

 
 

Teaching 
  

Teaching 
 

M1 
 

M2 
  

Diff. 
 

Scheffé 
 

Cohen's d 
 

          
 

Level 1 
 

 

Level 2 
     

 

M1-M2 
 

p 
    

           

Primary  Secondary 3.55 3.56  -0.01 .997  n/a   
           

Primary  Tertiary 3.55 4.07  -0.51 <.0005 0.69 Medium  
           

Secondary  Tertiary 3.56 4.07  -0.51 <.0005 0.72 Medium  
                  

 
 
 

Table 4.17 shows that a practically significant difference is present between teaching levels 

according to Flexible Work as the p value is less than 0.05. Table 4.18 demonstrates that 

two practically significant differences exist: one between primary and tertiary educators, and 

one between secondary and tertiary educators. Both differences hold a medium effect size 

(0.50 < |d| < 0.80). Table 4.18 shows that in both instances tertiary educators experience 

higher levels of flexibility at work based on the mean scores. 

 

No significant differences were found relating to Challenging Work, therefore these tables 

have not been included. 

 
 
 
 
 
 
 
 
 
 
 



 

 
 

88 
 

Table 4.19 ANOVA results for Varied Work according to teaching level 

 
 

Source   of 
  

SS 
 

Df 
 

MS 
 

F 
  

p- 
 

         
 

Variation 
          

 

value 
 

            
               

 Between 4.627 2 2.313 6.732  .001  

Groups             
          

Within 91.415 266 0.344       

Groups             
           

Total 96.042 268         
               

 
Table 4.20: Scheffe’ test results for Varied Work according to teaching level 

 
 

Teaching 
  

Teaching 
 

M1 
 

M2 
  

Diff. 
 

Scheffé 
 

Cohen's d 
 

          
 

Level 1 
 

 

Level 2 
     

 

M1-M2 
 

p 
    

           

 Primary  Secondary 4.43 4.34  0.09 .553  n/a   
           

Primary  Tertiary 4.43 4.11  0.32 .002 0.55 Medium  
           

Secondary  Tertiary 4.34 4.11  0.23 .033 0.39 Small  
                  

 
 
 

Based on Table 4.19 it can be gleaned that a practically significant difference exists 

between teaching levels with regards to Varied Work as the p value is below the 0.05 level. 

Table 4.20 shows that two practically significant differences are present: between primary 

and tertiary educators, and between secondary and tertiary educators. The former is a 

medium practical significance (0.50 < |d| <0.80), whereas the latter is a small practically 

significant difference (0.20 < |d| <0.50). Table 4.20 demonstrates that primary school 

educators view their work as more varied than their tertiary counterparts, whereas 

secondary school educators perceive their work as more varied than tertiary educators. 

 

Table 4.21: ANOVA results for Conscientiousness according to teaching level 

 
 

Source   of 
  

SS 
 

df 
 

MS 
 

F 
  

p- 
 

         
 

Variation 
          

 

value 
 

            
               

 Between 3.472 2 1.736 5.567  .004  

Groups             
          

Within 82.956 266 0.312       

Groups             
           

Total 86.428 268         
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Table 4.21 shows that a practically significant difference is present between teaching levels 

regarding Conscientiousness as the p value is below 0.05. Table 4.21 provides evidence 

that two practically significant differences exist, namely between primary and secondary 

school educators, and primary school and tertiary educators. Both have a small practically 

significant effect size (0.20 < |d|< 0.50). In both instances, primary school educators have 

higher levels of Conscientiousness as can be gleaned from Table 4.22 based on the mean 

scores. This finding was the only difference which was found between teaching levels with 

regards to personality factors. 

 

Table 4.22: Scheffe’s test results for Conscientiousness according to teaching level 

 
 

Teaching 
  

Teaching 
 

M1 
 

M2 
  

Diff. 
 

Scheffé 
 

Cohen's d 
 

          
 

Level 1 
 

 

Level 2 
     

 

M1-M2 
 

p 
    

           

 Primary  Secondary 4.14 3.90  0.24 .016 0.43 Small  
           

Primary  Tertiary 4.14 3.89  0.25 .016 0.46 Small  
            

Secondary  Tertiary 3.90 3.89  0.01 .990  n/a   
                  

 
 
 

Table 4.23: ANOVA results for Perception of Emotion according to teaching level 

 
 

Source   of 
  

SS 
 

df 
 

MS 
 

F 
  

p- 
 

         
 

Variation 
          

 

value 
 

            
               

 Between 1.740 2 0.870 3.699  .026  

Groups             
          

Within 62.553 266 0.235       

Groups             
           

Total 64.293 268         
               

 
 
 

The table above illustrates that a practically significant difference exists between teaching 

levels in terms of their levels of Perception of Emotion. This is due to the p value being 

below 0.05. Table 4.23 shows that a small practically significant difference (0.20 < |d| < 

0.50) occurs between primary school and tertiary educators in terms of their levels of 

Perception of Emotion. Table 4.24 shows that it is primary school educators who possess a 

higher level of Perception of Emotion as compared to tertiary educators based on the mean 

scores. 
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Table 4.24: Scheffe’ test results for Perception of Emotion according to teaching 
 

level 

 
         

 Teaching  Teaching M1 M2 Diff. Scheffé Cohen's d 
 

Level 1 
 

Level 2 
  

M1-M2 p 
 

     

 Primary Secondary 4.05 3.95 0.10 .341 n/a 
       

Primary Tertiary 4.05 3.85 0.20 .026 0.41Small 
       

Secondary Tertiary 3.95 3.85 0.10 .391 n/a 
         

 
 
 

Table 4.25: ANOVA results for Managing Other’s Emotions according to teaching 
 

level 

 
          

 Source   of  SS  df MS F p-  
 

Variation 
      

value 
 

        
          

 Between 3.474 2 1.737 8.164 <.0005  

Groups        
       

Within 56.600 266 0.213    

Groups        
       

Total 60.074 268     
          

 
 
 

Table 4.26: Scheffe’ test results for Managing Other’s Emotions according to 
 

teaching level 

 
 

Teaching 
  

Teaching 
 

M1 
 

M2 
  

Diff. 
 

Scheffé 
 

Cohen's d 
 

          
 

Level 1 
 

 

Level 2 
     

 

M1-M2 
 

p 
    

           

 Primary  Secondary 4.08 3.82  0.26 .001 0.57 Medium  
           

Primary  Tertiary 4.08 3.86  0.22 .008 0.48 Small  
            

Secondary  Tertiary 3.82 3.86  -0.03 .881  n/a   
                  

 
 
 

Table 4.25 shows that a practically significant difference exists between teaching levels in 

terms of levels of Managing Other’s Emotions as the p value is below 0.05. Table 4.26 

illustrates that the difference exists between primary and secondary school educators, as 

well as between primary school and tertiary educators. The difference between primary and 

secondary school educators has a medium significance level (0.50 < |d| < 0.80), whereas 
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the difference between primary school and tertiary educators has a small significance level 

(0.20 < |d| < 0.50). Table 4.26 indicates that in both instances primary school educators 

have higher levels of Managing Other’s Emotions based on the mean scores. 

 

Table 4.27: ANOVA results for EQ according to teaching level 

 
 

Source   of 
  

SS 
 

df 
 

MS 
 

F 
  

p- 
 

         
 

Variation 
          

 

value 
 

            
               

 Between 1.710 2 0.855 5.782  .003  

Groups             
          

Within 39.321 266 0.148       

Groups             
           

Total 41.030 268         
               

 
 
 

Table 4.28: Scheffe’ test results for EQ according to teaching level 

 
 

Teaching 
  

Teaching 
 

M1 
 

M2 
  

Diff. 
 

Scheffé 
 

Cohen's d 
 

          
 

Level 1 
 

 

Level 2 
     

 

M1-M2 
 

p 
    

           

 Primary  Secondary 4.06 3.90  0.15 .030 0.40 Small  
           

Primary  Tertiary 4.06 3.87  0.19 .007 0.50 Medium  
            

Secondary  Tertiary 3.90 3.87  0.04 .799  n/a   
                  

 
 
 

Table 4.27 provides evidence that a statistically significant difference is present between 

teaching levels in terms of their EQ levels. This is shown by the p value being below 0.05. 

Table 4.28 shows that the differences exist between primary and secondary school 

educators, and primary school and tertiary educators. The former has a small practical 

significance (0.20 < |d| < 0.50, whereas the latter has a medium practical significance (0.50 

< |d| < 0.80). It is clear from Table 4.28’s mean scores that in both instances it is primary 

school educators who have higher levels of EQ based on their mean scores. 
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4.5.4 Regression analysis 

 

Gravetter and Wallnau (2013) state that regression analysis is used to test a model 

which is comprised of dependent, independent (also referred to as ‘predictors’), and 

mediating variables and to assess the correlations between these constructs. The model 

below was tested using regression analysis. 

 
  H9   

Extraversion    EQ  
  

H13 

  
  

    

Neuroticism  
H11  

H12    

H16     

Agreeableness    H17 

      
      

Conscientiousness   H7 

 
H14 

 

H10 
  
  

 

Openness 
 

   
Intrinsic Reward     

      
      

H15 

 

Figure 4.9: Proposed theoretical model 

 

The model above suggests that the factors of personality are the independent variable 

or predictors (X), intrinsic rewards is the dependent variable (Y), with EQ as the 

moderating variable (M). It is important for the reader to note that intrinsic reward and 

EQ are measured as a whole due to the fact that one number can be provided as an EQ 

score or intrinsic rewards score, whereas for personality a single score cannot be 

assigned therefore personality is split into its five core factors. For example, an 

individual can have a low EQ score or a high EQ score, or a low level of intrinsic reward 

or a high level of intrinsic reward, but cannot have a low or high personality overall 

score. 

 

In order to conduct regression analysis, a four step method was used. The results of 

each step will now be discussed. 
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4.5.4.1 Regression analysis step 1 

 

According to Kenny (2016), step 1 of the four step process is used to show that 

an effect does exist between X and Y (i.e. personality factors and intrinsic 

rewards). In order to be significant, it should be below 0.05. Table 4.29 below 

shows the results of this step. 

 

Table 4.29: Step 1 regression analysis results 

 
    

Coefficients 
 

Inference - Slope 
 

      
          

Step Dependent Predictor  Constant Slope  t-slope p-slope  
          

1 Intrinsic         

 Rewards         
        

1.1  Extraversion 3.587 0.158 3.109 .002  
        

1.2  Neuroticism 4.748 -0.270 -5.448 <.0005  
        

1.3  Agreeableness 3.381 0.189 2.998 .003  
        

1.4  Conscientiousness 3.481 0.159 3.215 .001  
        

1.5  Openness 4.005 0.034 0.694 .488  
          

 
 
 

It is clear from this table that of the five personality factors, all were significant 

apart from Openness. Therefore, this implies that mediation could be possible 

except for in the case of Openness. As four of the five factors were significant, 

step two was then conducted. 

 

4.5.4.2 Regression analysis step 2 

 

Kenny (2016) notes that step 2 of regression analysis proves that the 

independent variable (i.e. X – personality factors) is correlated with the mediating 

variable (i.e. M – EQ). The significance level was set at 0.05. Table 4.30 shows 

the outcome of this step. 
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Table 4.30: Step 2 regression analysis results      

      

   Coefficients  Inference - 

      Slope 
        

Step Dependent Predictor Constant Slope  t- p-slope 

      slope  
        

2 Emotional       

 Intelligence       
       

2.1  Extraversion 3.005 0.272 7.289 <.0005 
       

2.2  Neuroticism 4.375 -0.190 -4.819 <.0005 
       

2.3  Agreeableness 2.992 0.264 5.515 <.0005 
       

2.4  Conscientiousness 3.057 0.222 5.574 <.0005 
       

2.5  Openness 3.226 0.188 5.170 <.0005 
        

 
 
 

It is apparent from the table that all correlations were found to be significant as all 

p slopes were less than the significance level of 0.0005. Based on this, the 

researcher could continue onto step 3. 

 

4.5.4.3 Regression analysis step 3 

 

In step 3, the independent variable is controlled so that one may deduce whether 

a correlation is also present between the dependent variable (i.e. Y – intrinsic 

rewards), and the mediating variable (i.e. M – EQ). Once again, the significance 

level was set at 0.05 (Kenny, 2016). 

 

Table 4.31: Step 3 regression analysis results 

 
    

Coefficients 
  

Inference - 
 

       

        Slope  
          

Step Dependent Predictor  Constant Slope  t-slope   p-slope  
        

3 Intrinsic Emotional 2.846 0.326  4.347   <.0005  

 Rewards Intelligence        
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As the p slope is < .0005, it is clear that there is a significant correlation between 

intrinsic rewards and EQ. As significant correlations were found between variables at 

all steps, the researcher could continue onto the final step. 

 

4.5.4.4 Regression analysis step 4  
 
In the final stage of regression analysis, one attempts to prove that the mediating 

variable (EQ) does in fact act as a mediator between the X (personality) and Y 

(intrinsic rewards) variables. In this instance, if the correlation between mediating 

variable and the independent variable are found to be significant, this suggests partial 

mediation, whereas if it found to be non-significant, full mediation is implied (Kenny, 

2016). In this step, the researcher shows that EQ acts as a mediator or partial 

mediator in predicting an individual’s level of intrinsic reward with the personality 

factors acting as the independent variable. 

 

Table 4.32 Step 4 regression analysis results 

 
    

Coefficients 
 

Inference - Slopes 
 

      
          

Step Dependent Predictors  Constant Slope  t-slope p-slope  
          

4 Emotional         

 Intelligence         
        

4.1  EQ 2.760 0.275 3.358 .001  
         

  Extraversion   0.083 -1.526 .128  
        

4.2  EQ 3.727 0.231 3.057 .002  
         

  Neuroticism   -0.226 -4.442 <.0005  
        

4.3  EQ 2.556 0.282 3.572 <.0005  
         

  Agreeableness   0.115 1.760 .079  
        

4.4  EQ 2.618 0.276 3.498 .001  
         

  Conscientiousness   0.107 1.977 .049  
        

4.5  EQ 2.904 0.341 4.327 <.0005  
         

  Openness   -0.031 -0.622 .534  
          

 
 
 

From the table above, it can be inferred that full mediation exists between EQ 

and both Extraversion and Agreeableness, as these were found to be non-
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significant according to Table 4.32. Partial mediation exists between EQ and 

both Neuroticism and Conscientiousness , as in both instances, in steps 1 to 3 

the correlations were significant, and the p slopes as seen in Table 4.32 are 

also significant, thus implying partial mediation. 

 

There is no mediation between Openness and EQ, as Openness was found to be 

non-significant at stage 1 of regression analysis (see Table 4.29). 

 

Therefore, based on these results, the model can be partly accepted. The model 

aligned with the findings of the regression analysis is presented below. The 

reader should note that partial mediation is denoted through the use of a dotted 

arrow, and full mediation is a solid arrow between personality factors and EQ. It 

is also important to note that the red arrow between Openness and EQ indicates 

that a relationship is present between these factors, but in this instance, EQ does 

not act as mediator. 
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Figure 4.10: Accepted theoretical model 
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4.6 Hypothesis testing 

 

Each hypothesis will now be tested, in relation to the findings presented in this 

chapter. 

 

4.6.1 Hypothesis 1 

 

H1 stated that Extraversion positively correlates with Meaningful Work. This study 

has shown that a relationship does exist between these two factors as r 

coefficient (0.241) is above the required significance level (see Table 4.11). This 

relationship, however, is not practically significant as it is below 0.300. However, 

H1 may still be accepted. 

 

4.6.2 Hypothesis 2 

 

H2 stated that Extraversion positively correlates with Flexible Work. Table 4.11 

provides evidence that these two factors do not have a relationship as r 

coefficient (0.87) is below the required significance level of 0.120. Therefore, H2 

is rejected. 

 

4.6.3 Hypothesis 3 

 

H3 stated that Agreeableness negatively correlates with Flexible Work. As can be 

gleaned from Table 4.11, no correlation was found between these two factors. 

This was due to the r coefficient (0.69) being below the required significance 

level. Based on this, H3 can be rejected. 

 

4.6.4 Hypothesis 4 

 

H4 stated that Extraversion positively correlates with Varied Work. According to 
 

Table 4.11, a statistically significant relationship is present between these two 

factors as the r coefficient (0.137) exceeds 0.120. However, this relationship was 

not found to be practically significant as it does not exceed 0.300. Nonetheless, 

H4 is accepted. 
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4.6.5 Hypothesis 5 

 

H5 stated that Neuroticism positively correlates with Enjoyable Work. Table 4.11 

shows that while a practically significant correlation does exist between these two 

factors (-0.307), it is negative rather than positive. Therefore, H5 is rejected. 

 

4.6.6 Hypothesis 6 

 

H6 stated that Extraversion positively correlates with Challenging Work. Based on 

Table 4.11, it is evident that there is no relationship between Extraversion and 

Challenging Work as the r coefficient (0.113) is below the required level of 0.120. 

Based on this, H6 is rejected. 

 

4.6.7 Hypothesis 7 

 

H7 stated that Extraversion positively correlates with Intrinsic Rewards. Table 
 

4.11 illustrates that a statically significant relationship does exist between these 

two factors as the r coefficient (0.187) is above the required level of 0.120. Table 
 

4.29 confirms this correlation through regression analysis results (p = 0.002). 

Therefore, H7 may be accepted. 

 

4.6.8 Hypothesis 8 

 

H8 stated that Extraversion positively correlates with Managing Own Emotions. 
 

Table 4.13 provides evidence that a statistically significant relationship exists 

between these two factors, as the r coefficient (0.263) is above the significance 

level of 0.120. While this relationship is not practically significant as it is below the 

0.300 level, it still proves that a relationship is present. Therefore, H8 is accepted. 

 
4.6.9 Hypothesis 9 

 

H9 stated that Extraversion positively correlates with EQ. Table 4.13 shows that a 

statistically significant relationship exists between these two factors as the r 

coefficient (0.407) is above the required significance level. This correlation is also 

practically significant as it is above 0.300. Table 4.30 moreover shows that a 
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significant correlation exists between these two constructs according to the 

results of regression analysis (p < 0.0005). Based on this, the hypothesis is 

accepted. 

 

4.6.10 Hypothesis 10 

 

H10 stated that Agreeableness positively correlates with Intrinsic Rewards. This 

study proved that a statistically significant relationship does exist between 
 

Agreeableness and Intrinsic Rewards owing to the fact that the r coefficient 

0.180) is above 0.120 (see Table 4.11). Moreover, Table 4.29 confirmed this 

correlation through regression analysis results (p = 0.003). Due to this, H10 may 

be accepted. 

 

4.6.11 Hypothesis 11 

 

H11 stated that Agreeableness positively correlates with EQ. Once again, Table 
 

4.13 illustrates that a practically significant relationship exists between 
 

Agreeableness and EQ as the r coefficient (0.320) is above the 0.300 level. Table 
 

4.30 confirms this through regression analysis (p < 0.0005). Therefore, this 

hypothesis is accepted. 

 

4.6.12 Hypothesis 12 

 

H12 stated that Neuroticism negatively correlates with Intrinsic Rewards. As is 

evident from Table 4.11, a negative practically significant relationship is present 

between these factors as the r coefficient (-0.316) is above 0.300. In addition to 

this, the regression analysis results in Table 4.29 also provided evidence of a 

significant relationship (p < 0.0005). Based on this, H12 is accepted. 

 

4.6.13 Hypothesis 13 

 

H13 stated that Neuroticism negatively correlates with EQ. This study has shown 

that a negative correlation exists between these two constructs (see Table 4.13) 

as the r coefficient (-0.283) is above the required level of 0.120. In addition to 

this, regression analysis showed that a significant relationship was present (p < 

0.0005).Based on this, H13 can be accepted. 
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4.6.14 Hypothesis 14 

 

H14 stated that Conscientiousness positively correlates with Intrinsic Rewards. 
 

Table 4.11 demonstrates that a relationship does exist between the two factors 

as the r coefficient (0.193) is above 0.120. This relationship, however, is only 

statistically significant and is not practically significant. Table 4.29 provides 

evidence that regression analysis results also found these two factors to be 

significant (p = 0.001). Therefore, H14 is accepted. 

 

4.6.15 Hypothesis 15 

 

H15 stated that Openness positively correlates with Intrinsic Rewards. As can be 

gleaned from Table 4.11, no relationship is present between Openness and 
 

Intrinsic Reward as the r coefficient (0.42) is below the required level of 0.120. 
 

Table 4.29 confirmed that no correlation exists between these two variables via 

regression analysis results (p = 0.488). Therefore, H15 is rejected. 

 

4.6.16 Hypothesis 16 

 

H16 stated that Openness positively correlates with EQ. Based on Table 4.13, it 

is clear that a correlation does exist between Openness and EQ as the r 

coefficient (0.302) is above the required 0.120 level. This correlation is also 

practically significant as it is above 0.300. Table 4.30 confirms this via regression 

analysis results (p < 0.0005). Thus, H16 is accepted. 

 
4.6.17 Hypothesis 17 

 

H17 stated that the dimensions of Intrinsic Rewards are influenced by EQ. 
 

According to Table 4.31, these two variables possess a significant correlation. In 

addition to this, Table 4.12 revealed that a correlation does exist between 
 

Intrinsic Rewards and EQ. Based on the evidence presented, this hypothesis is 

accepted. 
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4.6.18 Hypothesis 18 

 

H18  stated that Perception of Emotions positively correlates with Challenging 
 

Work. Table 4.12 shows that a positive statistically significant relation exists 

between these two constructs as the r coefficient is above the required level of 

0.120 (0.169). Based on this, H18 is accepted. 

 

4.6.19 Hypothesis 19 

 

H19 stated that Perception of Emotion positively correlates with Meaningful Work. 

Based on Table 4.12, it is evident that a positive statistically significant 

relationship exists between these two factors as the r coefficient (0.286) is above 
 

0.120. Therefore, H19 is accepted. 

 

4.7 Conclusion 

 

To summarise, it has been shown that hypotheses 1, 4, 7 -14 and 16 - 19 are 

accepted, whereas 2, 3, 5, 6 and 15 are rejected. 

 

This chapter has highlighted the findings from the study. It has shown that, in 

various cases, the results have been inconclusive thus not allowing the 

researcher to accept some hypotheses within the study. Nonetheless, these 

results have provided valuable insight into relationships between various 

constructs, as well as viable insights into differences between teaching levels 

and teaching sectors. The following chapter will discuss the implications and 

conclusions that can be made from these findings. 
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CHAPTER FIVE 

 

DISCUSSION AND IMPLICATIONS FOR EDUCATIONAL 
INSTITUTIONS 

 

5.1 Introduction 

 

The previous chapters have outlined the relevant theory, methodology and 

results related to this study. This chapter will include a discussion of the 

hypotheses, and other meaningful results. It will also include implications 

which can be derived from the findings, as well as recommendations for the 

education sector within the Eastern Cape. The limitations of this study will 

also be provided in this chapter. 

 

5.2 Discussion of the results 

 

Overall, the study shows that the educators included in this sample 

demonstrate high levels of intrinsic rewards and EQ. Moreover, the majority 

of the sample demonstrates high levels of Extraversion, Agreeableness, 

Conscientiousness and Openness, with the majority demonstrating low 

levels of Neuroticism. The following discussion will focus primarily on the 

results of the various hypotheses, but will also highlight interesting findings 

which emerged between factors of the instruments, as well as within the 

regression analysis. 

 

5.2.1 Hypotheses outcomes 

 

The researcher will discuss the findings as they relate to the hypotheses in 

the section below. 

 

Hypothesis 1 stated that Extraversion positively correlates with Meaningful 

Work and this hypothesis could be accepted. Schnell and Becker (2006) 

revealed that individuals who have extraverted personalities are more likely 

to experience meaning within their careers due to their overall positive 

demeanour. This implies that an extraverted individual may be more likely 
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to view the job that he or she does in a more positive light and may be 

better able to see the positive impact that his or her work has on others. 

This, therefore, aligns with the findings of the present study for Hypothesis 

1.  

 

Hypothesis 4 stated that Extraversion positively correlates with Varied Work 

and sufficient evidence was provided for this to be accepted. Hill (1975) 

states that due to their general disposition, extraverts are prone to 

perceiving their jobs as having much variety, since they prefer to avoid 

monotony and thus will build variety into their jobs through introducing their 

own subtle variations. The findings of the present study support Hill’s (1975) 

statement.  

 

Hypothesis 7 stated that Intrinsic Rewards are correlated with Extraversion, 

and this could be accepted as Table 4.11, and Table 4.29 confirmed this. 

Judge et al. (1999) state that extraverted individuals experience very high 

levels of positive affect, and as a result of this, are likely to experience the 

intrinsic rewards in their jobs at a heightened level, hence providing an 

explanation as to why extraverts experience high levels of intrinsic reward. 

Essentially, this suggests that it is the extraverts’ overall positive 

demeanour which leads to a positive perception of their intrinsic rewards, 

which in turn results in them viewing themselves as being so highly 

intrinsically rewarded. Thus, this study’s finding aligns with Judge et al’s 

(1999) finding.  

 

Hypothesis 8 stated that Extraversion positively correlates with Managing 

Own Emotions. This hypothesis could be accepted as Table 4.13 provided 

evidence of this correlation. Rothmann et al. (2002) within their study also 

found that Managing One’s Own Emotions was correlated with 

Extraversion. While these researchers did not provide an explanation for 
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their finding, the present researcher attributes this to the fact that 

extraverted individuals are generally more sociable in nature than their 

introverted counterparts and by spending large amounts of time with others, 

they may begin to better understand the emotions of others and as a result, 

begin to better understand their own emotions. K. Van Staden (personal 

communication, 13 July 2016) states that in his experience extraverts have 

a tendency to reflect on their own emotions as they compare their own 

emotions to other’s emotions and that extroverts are more overt and open in 

expressing their emotions, thus it may be easier for the extravert to interpret 

their own emotions.  

 

Hypothesis 9 stated that Extraversion positively correlates with EQ. This 

hypothesis could be accepted as Table 4.13 and 4.30 provided evidence of 

this. Virmozelova and Dimitrova’s (2013) study aligned with the findings of 

the present study in that they also found that Extraversion was correlated 

with EQ. These researchers attributed this to the fact that extraverts are 

more sociable and outgoing, and may enjoy social interaction more than 

Introverts, and as a result may develop a strong EQ. K. Nonkwelo (personal 

communication, 13 July 2016) suggests that extraverts may have higher EQ 

as they may have better developed social skills, making it easier to 

understand others.  

 

Hypothesis  10  stated  that  Agreeableness  positively  correlated  with  

Intrinsic Rewards, and this hypothesis was accepted as Tables 4.11 and 

4.31 provided evidence of this. Jugovi´c et al. (2012) in their study found 

that Agreeableness was closely associated with intrinsic rewards owing to 

the fact that Agreeableness relates to pro-social behaviour and the desire to 

make a contribution which aligns closely with the desire to do meaningful 

work and experience one’s work as fulfilling within one’s self. Furthermore, 

Judge et al. (1999) reported that agreeable individuals, by their very nature, 
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do not solely pursue extrinsic rewards (such as increases or promotions) 

due to their affable nature, and that agreeable individuals seek the feeling of 

being satisfied and rewarded within themselves, hence suggesting that they 

would pursue Intrinsic rewards. The present study’s findings align with such 

notions.  

 

Kappagoda (2013), Atta et al. (2013), and Van Rooy et al. (2005) all 

revealed in their studies that Agreeableness was positively correlated with 

EQ, thus aligning with the findings of the present study’s Hypothesis 11. 

Kappagoda (2013) believed that this could be explained due to the fact that 

agreeable individuals are more likeable and, get on along well with others, 

and as a result of this are likely to have higher levels of EQ. The present 

researcher is of the opinion that by being agreeable one is more tolerant of 

others, and this in turn may lead to a better understanding of others 

influencing one’s EQ.  

 

Depue (1995) stated that neurotic individuals do not respond to rewards, 

but instead they respond to punishment, thus suggesting that it would be 

unlikely that a neurotic individual could respond to intrinsic rewards. 

Moreover, Judge et al. (1999) stated that Neuroticism leads to 

counterproductive work ideas such as perfectionism, job dissatisfaction and 

overgeneralisation. These lead to negative affect and suggest that 

individuals do not experience their career success on an intrinsic level nor 

are they intrinsically rewarded by this. These findings by Depue (1995) and 

Judge et al. (1999) align with the present study’s findings (Hypothesis 12).  

 

Atta et al. (2013) found in their study that EQ and Neuroticism are inversely 

related, thus aligning with the findings of the present study (Hypothesis 

13).These authors explain this correlation by saying that neuroticism is 

characterised by negative, distressing emotions, as well as being 
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emotionally unstable and struggling to cope. With this, there are associated 

behavioural and cognitive difficulties. On the other hand, EQ is seen as 

possessing the ability to effectively manage personal, social and 

environmental change by coping with immediate situations by solving 

problems and making decisions in an intelligent manner. Therefore, based 

on this, the authors are of the opinion that these two factors are contrary to 

one another and are unlikely to have a positive relationship.  

 

Hypothesis 14 was accepted, which stated that Conscientiousness and 

Intrinsic Rewards are correlated, as Table 4.11 and Table 4.29 provide 

evidence of this. Liang and Chu (2009) state that conscientious individuals 

are prone to experiencing a sense of joy and purpose in their work, and are 

often intrinsically motivated to perform due to their highly competent nature. 

To paraphrase, these authors suggest that the sense of pleasure that a 

conscientious individual derives directly from their work may leave them 

feeling rewarded. The present study aligns with this. 

 

Both Avsec et al. (2009) and Van Rooy et al. (2005) found that EQ and 

Openness were positively correlated, thus aligning with the findings of the 

present study’s Hypothesis 16. These researchers did not provide an 

explanation for this finding; however, Rothmann and Coetzer (2003) state 

that by being open one is more attentive to emotions, whether this be one’s 

own emotions or emotions of others, therefore this may result in a higher 

level of EQ.  

 

Hypothesis 17 stated that the dimensions of Intrinsic Rewards are 

influenced by EQ. This hypothesis could be accepted as Tables 4.12 and 

4.31 provided evidence of this correlation. Section 2.4 provided the 

definition of EQ as the ability to reason about emotions to enhance thinking, 

which includes being able to accurately perceive emotions, access and 
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generate emotions so as to assist one’s thought, better understand 

emotions and emotional knowledge, and reflectively regulate emotions so 

as to promote emotional and intellectual growth (Mayer et al, 2004). To put 

it simply, the definition suggests that high EQ results in a thorough 

understanding of one’s self and others. As intrinsic rewards are defined as 

rewards which are derived from the work itself, and come from within the 

individual when they derive pleasure from the tasks that they perform at 

work (Aamodt, 2010), the present researcher is of the opinion that in order 

for an individual to be fully aware of their intrinsic rewards, they would first 

need to possess a strong EQ. This is what has been revealed within the 

present study.   

 

The present researcher is of the opinion that by having a strong sense of 

Perception of Emotions, one may constantly be discerning subtle cues and 

reading human behaviour (Sadri, 2013; Caruso et al., 2002) which requires 

one to constantly modify one’s own behaviour through adjusting it 

accordingly. Consequently, the individual may be more likely to perceive his 

or her job as challenging. Constantly modifying one’s behaviour may prove 

to be stimulating and may develop higher levels of competence in the 

employee, as Challenging Work is believed to do (Renard & Snelgar, 

2016b). Thus, this provides an explanation as to why Perception of 

Emotions and Challenging Work are correlated (Hypothesis 18). 

 

 

Hypothesis 19 stated that Perception of Emotion positively correlates with 

Meaningful Work. This was accepted as Table 4.12 provided evidence of 

this. The present researcher suggests that the correlation between 

Perception of Emotions and Meaningful Work could be attributed to those 

with a strong Perception of Emotion being able to pick up on the subtle 

emotions expressed by those whom they assist (for example, unspoken 

gratitude or appreciation) or the small, unspoken differences they have 



 

 
 

108 
 

made in the lives of others, resulting in a feeling that their work is 

meaningful and has made a difference. 

 

Other important findings which were found within this study will now be 

discussed. 

 

5.2.2 Personality and Intrinsic Rewards correlations 

 

Table 4.11 showed that a correlation exists between Extraversion and 

Enjoyable Work. In the previous section, the positive affect and demeanour 

alluded to which is held by extraverts as suggested by Rothman and 

Coetzer (2003) and Zhang and Tsingan (2014) may provide a possible 

explanation for why this relationship is present. The extravert’s positive 

affect may lead to him or her holding a more positive outlook and perception 

regarding his or her job, implying that he or she may perceive his or her 

work as being more enjoyable. 

 

As is evident from Table 4.11, Neuroticism was negatively correlated with 

all factors of the IWRS, as well as with intrinsic rewards as a whole. This 

finding was not surprising as Zhang and Tsingan (2014) reported that while 

Extraversion is the personality trait most closely linked with positive affect, 

Neuroticism is the personality trait most closely linked with negative affect. It 

stands to reason that an individual with a highly neurotic personality will 

experience their job as negative, unfulfilling and lacking in intrinsic rewards. 

In addition to this, Armon et al. (2012) state that Neuroticism is positively 

correlated with burnout. McCrae and John (1992) state that the experience 

of burnout may lead to the individual being particularly pessimistic and 

feeling especially fatigued both physically and emotionally. In feeling this 

way, the present researcher suggests it is unlikely that one would feel 

intrinsically rewarded. 

 

Agreeableness was found to be correlated with Meaningful Work, 

Challenging Work, Varied Work and Enjoyable Work (see Table 4.11). 
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Rothmann and Coetzer (2003) state that an Agreeable person is generally 

sympathetic to others, selfless, eager to help others, and believes that 

others will help them equally. Thus, this implies that the very nature of an 

agreeable individual seeks out opportunities to help others, and in so doing, 

they may view their work as meaningful which would explain the correlation 

between Meaningful Work and Agreeableness.  

 

Owing to the fact that Agreeable individuals place great importance on 

likeability, flexibility and on being co-operative (Barrick & Mount, 1991), it 

stands to reason that often these individuals may take on a heavier 

workload than others as they may not want to say no to others, and as a 

result may perhaps view their work as more challenging than their less 

agreeable counterparts. The present researcher defined Varied Work in 

Section 2.2.4 as work which incorporates a wide range of tasks and 

responsibilities. Once again, due to the flexible and co-operative nature of 

an agreeable individual, one can conclude that an agreeable employee may 

take on a wide range of responsibilities and tasks as a result of their inability 

to refuse to take on more, hence providing insight into the relationship 

between these two factors. Moreover, as previously highlighted, agreeable 

individuals are selfless and eager to help others, therefore the present 

researcher suggests that when given the chance to help others, agreeable 

individuals may perceive their work as being more enjoyable in nature.  

 

Conscientiousness was found to be correlated with Meaningful Work, 

Challenging Work, Varied Work and Enjoyable Work (See Table 4.11). 

Liang and Chu (2009) state that conscientious individuals are prone to 

experiencing a sense of joy and purpose in their work. This suggests that 

they may derive meaning from their work as they feel that their work serves 

a greater purpose. This, therefore, provides an explanation for this 

correlation. Moreover, Liang and Chu (2009) state that conscientious 

individuals are often intrinsically motivated to perform due to their highly 
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competent nature. The researcher suggests that their competent nature 

leads to the feeling of mastery which is deeply satisfying to the individual. 

The feelings of mastery which emerge from Challenging Work is rewarding, 

and in viewing one’s work as enjoyable, the individual will develop intrinsic 

motivation. This helps to explain the correlation between Conscientiousness 

and both Challenging Work and Enjoyable Work.  

 

The correlation between Conscientiousness and Varied Work may be 

explained by the conscientious individual’s highly competent, driven and 

ambitious nature (Judge et al., 1999). The present researcher suggests that 

a highly conscientious individual will become easily frustrated with 

monotony and no opportunity to progress or develop him or herself, and 

therefore will crave varied work and may go as far as introducing variety 

into their work themselves. 

 

5.2.3 Intrinsic Rewards and EQ correlations 
 
In addition to the correlations discussed above in relation to the hypotheses, 

Perception of Emotions was found to be correlated with Varied Work, Enjoyable 

Work and Intrinsic Rewards (see Table 4.12). The researcher is of the opinion 

that these correlations can be explained in line with what was presented in 

section 5.2.1. As previously noted, individuals with a high level of Perception of 

Emotions are constantly picking up on subtle cues and reading human behaviour 

(Sadri, 2013; Caruso et al., 2002), and therefore would presumably adjust their 

behaviour accordingly. As the educators within this sample deal with students, 

and each student is likely to be unique with their own set of emotions, it stands to 

reason that such educators would constantly be adjusting their teaching style 

where possible to accommodate students. In so doing, educators are likely to 

view their work as varied and not monotonous.  

 

As an individual who has a high level of Perception of Emotion is able to pick up 

on subtle cues and things such as unspoken gratitude or appreciation, it stands 

to reason that the individual would perceive their work to be Enjoyable. If the 
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educators in this sample are easily able to sense when they are making a 

difference and that their students and parents appreciate what is done, it is likely 

that they will feel that their jobs are enjoyable since such appreciation may prove 

to be fulfilling. 

 

Management of One’s Own Emotions was found to correlate with Meaningful 

Work, Challenging Work, Varied Work, Enjoyable Work and Intrinsic Rewards 

(see Table 4.12). As the Management of One’s Own emotions relates largely to 

being self-aware, practicing self-regulation or impulse control, and understanding 

the impact that one’s emotions may have on others (Goleman, 1995; Sadri, 

2013, 
 
Mayer et al., 2004), it stands to reason that one would need to appreciate and 

recognise within one’s self the difference that one is making in one’s work. 
 
Educators would need to, through understanding their own emotions, perceive 

their work to be meaningful by understanding their own emotions and assessing 

their contributions to their work. In a sense, this relates to feelings of self-

confidence as to whether individuals are able to see the difference they are 

making. Indeed, Sterrett (2014) has found that one’s self-confidence is very 

closely linked to one’s EQ. 

 

Specifically considering the sample being educators, and noting the significant 

role that educators play in their students’ success (Kaufhold & Johnson, 2005), it 

stands to reason that in order for the work performed by the educator to be 

deemed as challenging or stimulating, and not at a level where it is overwhelming 

or no longer rewarding, the educator should be able to manage his or her own 

emotions effectively. By becoming overly emotionally involved, this could 

negatively impact on the performance of the educators’ students (Şahin Baltaci & 
 
Demir, 2012) and the present researcher suggests this may negatively impact 

the educators’ performance as well. 

 

The present researcher is of the opinion that the correlation between 
 



 

 
 

112 
 

Management of One’s Own Emotions and Varied Work can be explained by the 

fact that in being aware of one’s own emotions, the individual would know when 

he or she might become disengaged, or might begin to find his or her work boring 

or no longer stimulating. This knowledge might prompt the said individual to 

introduce small variations into his or her own work. For example, as an educator 

the knowledge of feeling his or her work has become monotonous may motivate 

the educator to introduce new activities in class, or a different teaching method. 

 

The researcher suggests that when individuals are aware of their emotions, they 

would, essentially, be more aware of their own satisfaction or dissatisfaction at 

work. Being aware of this feeling and knowing whether one derives pleasure from 

the work one does will affect whether the said individual perceives his or her 

work as enjoyable. For example, if an individual is aware that he or she feels 

satisfied, enjoys his or her time at work, and enjoys the tasks he or she 

completes at work, then he or she will be more likely to perceive his or her work 

as enjoyable, thus this explains the correlation between Management of one’s 

Own Emotions and Enjoyable Work. 

 

Finally, the present researcher suggests that, similar to what has been discussed 

previously, when individuals are aware of their own emotions, and understand 

themselves, as well as the impact of their own emotions may have on others,  

they will be inclined to feel intrinsically rewarded, they will be aware of the fact 

that they are feeling rewarded. This provides an explanation for the correlation 

between Managing one’s Own Emotions and Intrinsic Rewards. 

 

The Management of Other’s Emotions was found to correlate with Meaningful 
 

Work, Challenging Work, Varied Work, Enjoyable Work and Intrinsic Rewards 
 

(see Table 4.16). Caruso et al. (2002) note that Managing of Others’ Emotions 

refers to the understanding of the emotions experienced by others, as well as the 

ability to recognise the causes of emotion, and to understand the relationship 

between various emotions in others. Sadri (2013) states that Managing Others’ 
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Emotions may also involve assessing how one should react to the emotions of 

others. Therefore, the present researcher proposes that in being able to 

understand the emotions of others and interpret the way others are feeling, one 

may be more easily able to see how he or she has helped another individual. By 

understanding other’s emotions, the individual can more clearly see when he or 

she has made an impact in the life of another and how his or her work serves a 

greater purpose. This could be one explanation for the link between Management 

of Others’ Emotions and Meaningful Work. 

 

The researcher suggests that an individual who has a high level of Managing 

Others’ Emotions will more easily be able to identify how to assist others, as the 

individual will have a better idea of what others require from them. In assisting 

others, the individual may begin to see them make progress, which could prove 

to be a stimulating and rewarding experience for him or her. The identification of 

how to assist the individual in need, and seeing growth as a result of this, would 

in turn lead to the individual viewing his or her work as challenging and may 

induce feelings of mastery. In the instance of educators, by better understanding 

their students, they may be able to adjust their teaching style or pick up on the 

emotional needs of their students and once progress can be seen in their 

students, this invokes feelings of mastery within them. 

 

The correlation between Management of Others’ Emotions and Varied Work is 

along a similar line to the correlation between Management of Others’ Emotions’ 

and Challenging Work. It is similar in that by the individual understanding other’s 

emotions and knowing what it is that the person in need requires, the individual 

may adapt accordingly to meet these needs. For example, within the context of 

this sample of educators, should an educator feel that the teaching medium they 

are currently using has proven to be ineffective and students are not excelling as 

they should, the educator may introduce a new medium or extra classes to assist 

students. In so doing, their work becomes varied and is rid of monotony. 

 

As previously alluded to, an individual who has a high level of Managing Others’ 
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Emotions is easily able to understand the emotions of others. With this, the 

individual should more easily be able to detect when a change or improvement 

has occurred in another individual. When identifying growth or improvement in 

others, this is likely to cause the individual to feel successful and this feeling, in 

itself, will cause the individual to perceive his or her work as Enjoyable. Pink 

(2009) notes that it is a basic part of human nature to enjoy doing something that 

one is successful in. 

 

Finally, in being able to recognise a difference in others’ emotions and feeling 

that as an educator, they have made a difference, as well as enjoying the 

success of seeing growth and development in students, it is likely that an 

educator who can easily identify emotional or mental growth within their students 

will consequently feel rewarded within themselves. This suggests an explanation 

for the correlation between Management of Others’ Emotions and Intrinsic 

Rewards. 

 

The Utilisation of Emotion was found to correlate with Meaningful Work, 

Challenging Work, Varied Work and Intrinsic Rewards (see Table 4.12). 

Utilisation of Emotion has been characterised as the ability to use emotion to 

redirect attention to important events, generate emotions which best facilitate 

decision making, and harness different emotions in a positive manner (Caruso et 

al., 2002). With this being said, should an individual feel strongly about 

something and choose to channel all his or her energy into this, the outcome, to 

the individual, is likely to be perceived as meaningful. By putting all of one’s effort 

and emotions into something, the individual will feel that this serves a greater 

purpose. 

 

The correlation between Utilisation of Emotions and Challenging Work exists, 

according to the researcher, due to those who utilise their emotions effectively 

being more confident that they will cope and that they can channel their emotions 

positively into something (Mayer et al., 2004). Through this, the individual may be 

more likely to being stretched and open to assuming greater responsibility, thus 

resulting in the perception that the individual’s work is challenging. 
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The correlation between Utilisation of Emotions and Varied Work can be 

interpreted in a similar way to the correlation between Utilisation of Emotions and 

Challenging Work in that in both instances, it is the individual’s ability to channel 

his or her emotions effectively and take confidence in his or her emotions which 

leads to the outcome. In being confident that one can handle his or her own 

emotions and knowing that he or she can channel his or her emotions into 

something positive, the individual will be more susceptible to taking on a wider 

range of activities and be open to work which is more varied. 

 

In utilising one’s emotions effectively and channelling them into something good, 

the individual might be creative, help others more, and come up with more 

interesting solutions to problems (Caruso et al., 2002). This presumably will lead 

to positive outcomes, and these outcomes may prove to be highly intrinsically 

rewarding to the individual. This suggests a possible explanation for the 

correlation between Utilisation of Emotions and Intrinsic Rewards. In the instance 

of educators, by seeing that channelling their emotions into their students, seeing 

that this brings good results for the students and for them, this will stimulate the 

feeling of being intrinsically rewarded. 

 

EQ was found to correlate with Meaningful Work, Challenging Work, Varied Work 

and Enjoyable Work (see Table 4.12). The correlation between EQ and Intrinsic 

Rewards has been previously discussed in Section 5.2.1. 

 

The correlation between EQ and Meaningful Work can be attributed to the fact 

that having a high EQ, which involves the understanding of one’s own and 

others’ emotions, could result in an individual better being able to identify the 

significance of what they do for others through the manner by which it makes him 

or her as well as others feel. By having a high EQ, the feeling of making a 

difference might be that much stronger due to the heightened awareness of one’s 

emotions and others’ emotions. 
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Considering the fact that this sample is comprised of educators, and being an 

educator is a highly social career path (Holland, 1959, as cited by Greenhaus et 

al., 2010), an educator should have a high EQ in order to best deal with others. 
 
This heightened awareness of one’s own emotions and others’ emotions when 

being surrounded by people may prove to be highly stimulating to the educator, 

thus resulting in the educator perceiving his or her work to be challenging. 

 

It has been previously discussed how discerning one’s own emotions and the 

emotions of others, may encourage an individual to be adaptable and to make 

frequent adjustments in his or her work to accommodate these emotions which 

surface. As a result, the individual may vary his or her own work in accordance 

with this. This suggests a possible explanation for the relationship between EQ 

and Varied Work. 

 

Finally, as EQ results in a heightened awareness of emotions in one’s self and in 

others, it is likely that an individual’s perception of experiencing pleasure, 

satisfaction or happiness at work will also be heightened. Thus, the researcher 

suggests that an individual with a high EQ will experience his or her work as 

enjoyable owing to his or her heightened emotions or the heightened emotions of 

those whom he or she has assisted. 

 

5.2.4 Personality and EQ correlations 

 

Extraversion was found to correlate with Perception of Emotions, Managing 

Own Emotions, Managing Others’ Emotions and Utilisation of Emotion. 

While there are studies which show the correlation between Extraversion 

and EQ as a whole, there is a lack of studies which examine the correlation 

between EQ factors and Extraversion. The present researcher is of the 

opinion that extraverts may have higher levels of Perception of Emotions as 

a result of their extraverted nature which is energised by others (Depue & 

Collins, 1999). Owing to the fact that extraverts are energised by others, it is 

likely that they will better be able to feed off the emotions and energy 

exuded by others, resulting in the individual having a strong sense of 
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detecting subtle cues and emotions within others. In addition, K. Nonkwelo 

(personal communication, 13 July 2016) suggests that extraverts look for 

others to mirror their own affect which is generally more positive. Should 

others show more negative affect (i.e. depression, anxiety and so forth), this 

can be detected by the extraverted individual. The same can be said in the 

instance where another’s affect matches the extravert’s own, because the 

extravert will more easily be able to identify this.  

 

The correlation between Management of Others’ Emotions and 

Extraversion can be explained on the basis that extraverts seek out social 

interaction, and interacting with others so frequently may cause them to 

become accustomed to understanding and interpreting others’ emotions. 

Moreover, K. Nonkwelo (personal communication, 13 July 2016) suggests 

that extraverts may be consistently evaluating themselves and their own 

behaviour, and in so doing, may reflect on the emotions shown by others. 

By frequently reflecting on the behaviour and reactions of others, the 

individual becomes effective in Managing Others’ Emotions.  

 

Finally, the researcher states that the correlation between Utilisation of 

Emotion and Extraversion may be explained through the fact that Extraverts 

are prone to being happier, and Caruso et al. (2002) highlight that emotions 

such as happiness can be more readily channelled into being creative or 

inspired. Owing to this positive affect, the extravert may find that they utilise 

their emotions more frequently and are better at doing so compared to their 

introverted counterparts. 

 

Neuroticism was found to be negatively correlated with Management of 

Own Emotions,  Management  of  Others’  Emotions  and  Utilisation of 

Emotion (see Table 4.13). The present researcher is of the opinion that all 

of these correlations may be explained using the same reason: high 

Neuroticism in an individual results in low emotional stability and negative 
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affect, such as fear, sadness, disgust, embarrassment, anger or guilt 

(Rothmann & Coetzer, 2003). As a result, the present researcher suggests 

that such an individual would have difficulty in effectively handling and 

interpreting his or her own or others’ emotions, or being able to effectively 

channel their emotions into something in a positive way. The researcher 

suggests that high Neuroticism may, in a sense, ―emotionally cripple an 

individual.  

 

Agreeableness was found to be correlated with Perception ofEmotion, 

Management of Own Emotions, Management of Others’ Emotions and 

Utilisation of Emotion (see Table 4.13). Salami (2011) highlights that 

Agreeable individuals are good-natured, trusting and generally happier than 

others due to them surrounding themselves with warm and supportive 

people. This essentially suggests that Agreeable individuals enjoy 

surrounding themselves with people who are similar to themselves. Based 

on this, the present researcher suggests that Agreeable individuals are able 

to identify in others’ behaviours or emotions which are similar to their own, 

and as such will have high levels of Perception of Emotion.  

 

As previously mentioned, Management of One’s Own Emotions relates to 

how self-aware an individual is and how well he or she understands his or 

her own emotions. Griffin and Van Fleet (2014) define self-awareness as 

the extent to which an individual is aware of what others think of him or her 

as an individual. By being an individual who is Agreeable, one seeks social 

conformity and being liked by others (Barrick & Mount, 1991), therefore this 

urge to be liked is expected to be closed connected to one having an 

enhanced sense of self-awareness. This suggests the reason for the 

correlation between Agreeableness and the Management of One’s Own 

Emotions. 

 

The correlation between Management of Others’ Emotions and Agreeableness 

may be explained by Agreeable individuals typically being more natural peace 
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makers (Rothmann & Coetzer, 2003; Barrick & Mount, 1991) and generally 

wishing to be liked and to get along with others (Griffin & Van Fleet, 2014). As a 

result, Agreeable individuals may be more in tune with the emotions of those 

around them based on the aforementioned, and may wish to handle themselves 

in the most peaceful manner possible, so as to best benefit all parties. Agreeable 

individuals, based on their inherent natures, are therefore likely to be better at 
 
Managing Others’ Emotions. 

 

Finally, based on the fact that Agreeable individuals are generally more 

sympathetic to others, selfless, and more eager to help others (Rothmann & 

Coetzer, 2003), these individuals may be more likely to want to utilise their 

emotions and channel them into something more positive. For example, an 
 
Agreeable individual may wish to try and assist others through negative 

experiences which they themselves may have previously experienced, or attempt  

to assist others in succeeding in an area where they themselves have 

succeeded. This may also be closely linked to Agreeable individuals’ desires to 

be liked by others. 

 

Conscientiousness was found to correlate with Perception of Emotions, 
 

Management of One’s Own Emotions, Management of Others’ Emotions and 
 

Utilisation of Emotion (see Table 4.13). In being Conscientious, an individual is 

more conscious, purposeful, aware, focused and driven (Rothmann & Coetzer, 
 
2003; Barrick & Mount, 1991), and as a result of this may be more aware and 

alert to the subtle cues that others show in their behaviour. The present 

researcher suggests that this heightened sense of consciousness may result in 

an individual becoming more alert to their surrounding as well as the emotions 

and behaviour of others. This suggests a possible explanation for the correlation 

between Conscientiousness and Perception of Emotions. 

 

In being Conscientious, an individual demonstrates self-control and is highly 

determined and strong-willed (Rothmann & Coetzer, 2003; Barrick & Mount, 

1991). Owing to this, the researcher suggests that a Conscientious individual will 

go to great lengths to control and manage his or her own emotions effectively. In 
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order to do so, the individual would require a thorough understanding of his or 

her own emotions. In addition, Dean (2014) notes that highly conscientious 

individuals often show signs of great emotional maturity. This provides a possible 

explanation for the correlation between Conscientiousness and Management of 
 
One’s Own Emotions. 

 

The correlation between Conscientiousness and Management of Others’ 
 

Emotions may be explained owing to the fact that Conscientious individuals are 

highly focused on the successful execution of tasks (Barrick & Mount, 1991). As 

a result, the present researcher states that a Conscientious individual will do his 

or her best to manage the emotions of those around them effectively in order to 

complete tasks successfully. This aligns with what was suggested by Baer (2014) 

who noted that Conscientiousness closely links with leadership skills and the 

optimal management of people. In order to optimally manage people, the present 

researcher suggests that an individual would need to understand and be aware 

of the emotions of others. 

 

In a similar vein to the link between Conscientiousness and the Management of 
 

One’s Own Emotions, the link between Conscientiousness and Utilisation of 

Emotions may be explained by the fact that Conscientious individuals possess a 

strong desire to be successful and effective in everything that they do (Barrick & 
 
Mount, 1991). Consequently, the present researcher proposes that 
 

Conscientious individuals may wish to use their emotions in a positive way so as 

to reach their maximum potential. 

 

Finally, the correlation between Conscientiousness and EQ may be explained on 

a similar basis as what has already been discussed. Based on Conscientious 

individuals being so focused, motivated and driven, it is likely that they develop 

themselves in all areas. Moreover, it has been noted that Conscientious 

individuals wish to attain great success. Goleman (1995) states that IQ will only 

account for roughly 20 per cent of an individual’s overall life success and that it is 
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EQ which in fact leads to individuals being well-adjusted, balanced and ultimately 

successful. Based on this, it stands to reason that a Conscientious individual 

would develop their EQ in order to be more successful. 

 

Openness was found to correlate with Perception of Emotions, Management of 
 

One’s Own Emotions and Utilisation of Emotion (see Table 4.13). The researcher 

is of the opinion that the correlations between Openness and both Perception of 
 
Emotions and Management of One’s Own Emotions may be explained in a 

similar way. An individual who is open is characterised by being attentive to 

emotions, naturally curious, and receptive to new ideas (Rothmann & Coetzer, 

2003; Kappagoda, 2013). In being so inclined, the open individual will be more 

receptive to the emotions of others and therefore, may pick up on subtle cues 

within other’s behavior. With this being said, open individuals may be more 

receptive to their own emotions as well, and have a better understanding of why 

they feel the way they do.  

 

The correlation between Openness and Utilisation of Emotions may be explained 

by open individuals being more in tune with both their inner emotions and the 

emotions and behaviour of those around them (Dean, 2014). As a result of this, 

the present researcher suggests that open individuals may expose themselves to 

acquiring new possibilities in the world around them. Open individuals may thus 

be more receptive to channelling their emotions into positive avenues. 

 

5.2.5 Discussion on proposed theoretical model 

 

The original model which was tested by means of regression analysis was 

partly accepted owing to the fact that partial mediation was shown between 

some factors, and that the factor of Openness did not show mediation. The 

accepted model depicted in Figure 4.10 shows that a correlation does exist 

between Extraversion, Neuroticism, Agreeableness and Conscientiousness 

with Intrinsic Rewards, and between EQ and Intrinsic Rewards. Moreover, 

regression analysis showed that a relationship does exist between EQ and 

all five personality factors. 
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As previously discussed, the correlation between personality factors and 

Intrinsic rewards may be attributed to the fact that the four aforementioned 

personality traits all play a role in shaping an individual’s behaviour and 

would thus influence the perception one has regarding his or her work, in 

turn affecting whether one would view his or her work as intrinsically 

rewarding. The model also shows that EQ acts as a partial mediating 

variable both between Neuroticism and 
 

Conscientiousness thus partially predicting Intrinsic Rewards, and that EQ 

acts as a full mediating variable between both Extraversion and 

Agreeableness in predicting Intrinsic Rewards. 

 

In Section 5.2.1 the correlation between EQ and Intrinsic Rewards was 

discussed. It was suggested that as Intrinsic rewards are defined as 

rewards which are derived from the work itself, and come from within the 

individual when they derive pleasure from the tasks they perform at work 

(Aamodt, 2010). Thus, in order for an individual to fully feel intrinsically 

rewarded and be aware that they are feeling rewarded, they would first 

need to possess a strong EQ, thus resulting in a greater awareness of their 

Intrinsic rewards. 

 

As previously discussed in Section 2.3, personality (and the factors thereof), 

may be defined as an individual’s characteristics which are stable over time, 

and which provide reasons for the individual’s behaviour. Ultimately 

personalities reflect who people are and affect individuals’ affective, 

behavioural and cognitive styles (Mount et al., 2005). Therefore, it stands to 

reason that one’s level of EQ is likely to occur as a result of one’s 

personality, as this will dictate one’s behavioural and cognitive styles. The 

researcher notes that EQ is primarily demonstrated through one’s thinking 

and behaviour. Kappagoda (2013), 
 

Virmozelova and Dimitrova (2013) and Atta et al. (2013) all found in their 

studies that EQ was correlated with all of the Big Five factors of Personality. 
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Now that the researcher has elaborated on all relationships which were 

found between the various factors within this study, the significant 

differences found between educators according to sector (t-tests results), 

and teaching level (ANOVA results) will be discussed. 

 

5.2.6 t-Tests results 

 

There were limited differences between teaching sectors with regards to the 

constructs under scrutiny. It was interesting to note that there were no 

significant differences between teaching sectors in terms of EQ, or any of its 

factors. 

 

Table 4.14 showed that private sector educators perceive their work to be 

more flexible and are significantly higher on Openness than their public 

sector counterparts, and that those in the public sector are significantly 

more Neurotic than educators in the private sector. 

 

The present researcher notes that within South Africa, all public institutions 

are under the authority of the Department of Education (DoE), whereas 

private institutions are under the authority of the Independent Education 

Board (IEB) (Fin24, 2011). The syllabi followed and examinations set, 

particularly at school level, are not the same. Moreover, public and private 

institutions will not follow the same set guidelines for timetabling including 

when semesters begin or end. Based on this, one may assume that those 

within private institutions who are managed by the IEB feel that they have 

more freedom to schedule their teaching loads and set more flexible dates 

for classes compared to those governed by the DoE. Moreover, Fin24 

(2011) notes that private institutions typically have smaller class sizes than 

public institutions and as a result, the present researcher suggests that 

these classes might be less difficult to manage and as a result, these 

educators may view their work as more flexible and more easily controlled. 

 

Rothmann and Coetzer (2003) state that individuals high on Openness are 

generally unconventional, willing to question authority, and may entertain 
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new political and social ideas due to being open to change. The present 

researcher believes that private sector educators are attracted to this sector 

as they are less bureaucratic than their public sector counterparts. This may 

prove to be appealing to the unconventional and creative nature of open 

individuals. 

 

Currently within the South African context, educators strike owing to non-

payment within public schools almost on an annual basis (News24, 2015). 

Areff (2015) reported that one particular teacher within Port Elizabeth had 

not received payment for six months. It stands to reason that in a situation 

such as this where educators within the public sector are not being paid 

timeously and have to strike, that they will be more neurotic in their 

behaviour than their private sector counterparts who do not experience 

such frustrating conditions. 

 

5.2.7 ANOVA results 

 

ANOVA revealed a number of differences between the teaching levels with 

regards to Intrinsic Rewards, personality and EQ. 

 

Table 4.16 showed that primary school teachers view their work as more 

meaningful compared to tertiary level lecturers. Primary school teachers 

work with young children who are still being taught basic level skills and 

even life skills (Purtee, 2015), whereas lecturers at universities deal with 

young adults who are already developed in terms of their social and life 

skills. Based on this, it stands to reason that primary school teachers would 

perceive their work to be more meaningful as they are essentially shaping 

children into becoming functional adults, whereas at university, the lecturer 

meets the students for the first time as an already developed adult.  

 

It was found that a difference exists between educators in primary school 

and secondary school as compared to tertiary level educators regarding 

Flexible Work, with tertiary educators viewing their work as more flexible 

(Table 4.18).  
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The researcher does not find this to be surprising owing to the fact that 

lecturers typically will present fewer classes than teachers in primary or 

secondary schools, and lecturers will be need to spend less time 

supervising students while they complete their activities, as is done in a 

primary and secondary school environment. A lecturer at a tertiary 

institution will typically to a certain extent have the freedom to schedule his 

or her work as he or she chooses.  

 

The findings showed that with regards to Varied Work, primary school 

teachers perceived their work to have the most variety as compared to high 

school teachers and tertiary level lecturers (Table 4.20). The researcher 

believes that this can be attributed to the fact that primary school teachers 

will seldom teach merely one subject area like a high school teacher or a 

lecturer might. For example, a primary school teacher might have to teach 

Mathematics, Science, Languages, and Arts all to one class, whereas a 

high school teacher, for example, may only be a specialised Mathematics 

teacher who is responsible for a number of classes.  

 

With regards to personality, significant differences were found according to 

teaching level for Conscientiousness (Table 4.22). No other personality 

factors were significantly different across teaching levels.  

 

The difference between teaching levels regarding Conscientiousness 

existed between secondary teachers, tertiary level lecturers and primary 

school teachers with primary school teachers being most Conscientious. 

The researcher explains this difference on the basis that primary school 

teachers tend to have fuller teaching schedules with more classes, and they 

have to prepare more stimulating activities for the children thus forcing them 

to be better prepared, more diligent and more organised as compared to 

high school teachers or tertiary level lecturers (Purtee, 2015).  
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With regards to EQ and its factors, it was found that significant differences 

existed between teaching levels with regards to Perception of Emotion, 

Managing Others’ Emotions and EQ. In terms of Perception of Emotion and 

Management of Others’ Emotions, primary school teachers had a higher 

level compared to those within tertiary education. The researcher attributes 

this to the fact that primary school teacher’s deal with young and often 

emotionally immature children who would not as easily be able to explain 

themselves. As such, these teachers would need to be able to easily read 

their behaviour, understand their emotions and respond in the appropriate 

manner. This explains why these teachers may have higher levels of 

Perception of Emotion and Management of Others’ Emotions.  

 

Along a similar line, it was found that primary school teachers had higher 

EQ than their high school or tertiary level counterparts. Once again, the 

researcher believes that due to dealing with emotionally immature children, 

the primary teacher will need to have a strong EQ in order to understand 

the children, and understand themselves best so as to teach their children 

in the most effective way.  

 

The researcher will now discuss the reliability of the study and the results of 

factor analysis. 

 

5.2.8 Reliability and factor analysis  
 
All three of the instruments obtained a Cronbach’s Alpha value of 0.70 and above 

for all constructs and their factors. This shows good, and in some cases 

excellent, internal consistency.  

 

Construct validity was shown for the SSEIT and NEO-PI-R through the use of 

Pearson’s Product Moment Correlations (Tables 4.10 and 4.9), and for the IWRS 

through the use of Pearson’s Product Moment Correlations and CFA (Tables 4.8 

and 4.4).  
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The SSEIT and NEO-PI-R both demonstrated construct validity as the majority of 

the factors across the two instruments correlated with one another. As previously 

mentioned by Woods and West (2010), this proves validity as it serves as a 

relevant indicator that the factors in the instrument do correlate.  

 

For the IWRS, Pearson’s Product Moment Correlations showed correlations 

between the factors of the instrument, whereas CFA confirmed that the IWRS 

factors all demonstrated acceptable fit, which in turn confirms factor structure of 

the instrument and further validates the instrument within the South African 

context.  

 

The researcher will now turn her attention to discussing the recommendations for 

educational institutions, recommendations for future research and limitations of 

the study. 

 

5.3 Recommendations for educational institutions 

 

It has previously been highlighted that educators having high levels of EQ is 

desirable owing to the fact that educators’ levels’ of EQ play an important role 

in the success of their students (Kaufhold & Johnson, 2005). It has also been 

shown that high levels of Intrinsic Reward within educators is desirable, as 

feeling appropriately rewarded is directly linked to improved performance, 

increased organisational commitment and increased motivation (Pfau & Kay, 

2002). The most practical consideration which stems from this research, 

therefore, relates to the recruitment and selection process when hiring an 

educator into an institution. In order to ensure the educators entering into 

educational institutions will demonstrate high levels of EQ and Intrinsic 

rewards, personality testing should be introduced into the selection process. 

Whether this be in the form of formal personality tests administered through a 

psychometrist (such as 16PF), or more simple personality tests such as the 

NEO-PI-R drawn from the IPIP website, it is valuable to use personality 

measures to supplement regular interviews as they can assist in predicting 

one’s EQ and Intrinsic rewards. This is of importance because this study has 
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shown that personality factors (Extraversion, Agreeableness, Neuroticism 

and Conscientiousness) play a role in determining one’s level of Intrinsic 

Reward and EQ, and that these personality factors may be mediated or partly 

mediated by EQ in predicting one’s level of intrinsic rewards. In so doing, this 

creates a clear picture of whether the individual would demonstrate high 

levels of EQ, and whether they are more likely to feel intrinsically rewarded.  

 

The findings of this study showed that the educators included in the sample 

generally have high levels of intrinsic rewards and EQ, thus suggesting that 

this is not an area for immediate concern. However, the researcher notes that 

educational institutions can consistently be thinking of new ways to keep their 

educators feeling intrinsically rewarded, and educational institutions can 

provide opportunities for EQ to be further developed.  

 

The researcher notes that for educators to deem their work as meaningful, 

the educational institution can frequently provide educators with positive 

feedback in terms of students’ success once they have left their respective 

institutions, or in terms of the educators’ overall performance. Landy and 

Conte (2010) recommend that employers draw attention to how the 

community might be negatively affected if the employee’s job did not exist. In 

so doing, this may inspire educators and lead them to feel that the work they 

are doing is important and makes a contribution.  

 

In order for educators to feel that their work is adequately flexible, the 

researcher suggests that educational institutions, where possible, afford 

educators the opportunity to decide on the appropriate manner in which they 

wish to teach their students. Allowing educators’ this freedom to be creative 

and to make their own decisions about the mediums they use, or the lesson 

plans they develop, may be highly rewarding to them. Landy and Conte 

(2010), and Thomas (2009) confirm that allowing employees the chance to 

make their own decisions is highly rewarding.  
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Educational institutions may choose to allow educators the opportunity to 

complete short courses or additional certificate programs to add to their 

knowledge (for example, First Aid courses, Moodle site training, latest 

developments in education workshop and so forth) so as to allow educators 

the chance to improve, and feel that they are being sufficiently challenged by 

their work. In so doing, educators may experience a feeling of mastery and 

satisfaction (Pink, 2009), which as previously noted by Firestone (2014) is 

highly motivating to educators and allows them to feel competent.  

 

The researcher recommends that for educators to feel that their work is 

varied, educational institutions should consider multi-skilling them. For 

example, an educator need not teach only one area to students for numerous 

years, but perhaps move into different subject areas as well. This may be 

referred to as job rotation. Moreover, educational institutions could consider 

allowing educators the opportunity to expand their jobs by adding new 

activities to them. For example, an educator might be given the chance to be 

involved in a new extra-mural activity or afforded the opportunity to begin a 

new club with students which they feel passionate about. This is referred to 

as job enrichment. Aamodt (2010) notes that both job rotation and job 

enrichment form an essential part of an employee viewing his or her work as 

varied and not monotonous.  

 

Finally, for an educator to perceive their work as enjoyable, the educational 

institutions could support their educators as much as possible both 

emotionally and mentally, and provide adequate resources with which the 

educator can teach. Educators should be given the chance to teach in areas 

they are passionate about, or work on projects that they feel interested in.  

 

Jennings and Greenberg (2009) report that EQ training is something which 

has proven to be extremely beneficial to educators in dealing with others as 

often as they do. In the training, educators are exposed to various exercises 

used to help them recognise and label emotions, express and regulate 
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emotions and understand emotions. For example, when being taught how to 

understand emotions, the educator could be taught about the role of 

happiness in promoting creativity (Jennings & Greenberg, 2009). Additionally, 

to become more understanding of others, Jennings and Greenberg (2009) 

recommend that educators attend training on student social and emotional 

development. In his training it demonstrates the developmental process of 

students at various ages, which helps to more effectively manage the 

classroom environment. 

 

Within the area of personality there are two schools of thought surrounding 

whether personality can change or whether it remains fixed over the course 

of a person’s life. Landy and Conte (2010) are of the opinion that personality 

traits are flexible and are influenced by factors such as one’s surroundings, 

or their age, whereas Foxcroft and Roodt (2013) believe that personality is 

stable over the course of one’s life. The present researcher is of the opinion 

that personality does not change and as a result of this, recommendations on 

how to change or influence an individual’s personality will not be provided. 

 

5.4 Limitations of the study 

 

One of the most significant limitations within this study was the theoretical 

limitation which exists owing to the fact that, to date, this study is the first of 

its kind. Limited research is available on intrinsic rewards and on the factors 

of EQ. 
 

Moreover, there is limited research linking Intrinsic rewards with both EQ and 

personality factors, resulting in the researcher having to rely on her own 

insights to interpret relationships at times. 

 

Another  limitation  which  existed  can  be  seen  in  Pearson’s  Product 

Moment Correlations as a number of the correlations were found to be only 

statistically significant and not practically significant as well. This means that 

even though such relationships exist, they were not always substantial in 

nature. 
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A further limitation is the sample size for this study. As the total number of 

items included in the questionnaire was 108, the researcher’s statistician 

stated that in order to conduct Structural Equation Modelling and provide 

support for causation, the sample had to be a minimum of 540 (D. Venter, 

personal communication). As the sample was 269, only regression analysis 

could be conducted.  

The final limitation of the study is that the sample focused only on educators 

working within the Eastern Cape in South Africa, therefore, the findings 

cannot be generalised to relate to the broader South African education 

context. 

 

5.5 Recommendations for future research 

 

As one of the limitations of the study was that a number of correlations were 

statistically significant rather than practically significant, the researcher 

suggests that the study be duplicated using a different sample to establish 

whether the correlations could be found to be practically significant for all 

the factors using a different sample. 

 

The researcher also suggests investigating intrinsic motivation within the 

education sector, or conducting a study considering the impact that student 

performance may have on educators’ level of intrinsic rewards. Another 

area which the researcher believes may be valuable to investigate is the 

different reward preferences held by private and public education 

institutions, and the effect these have on attraction and retention. 

 

5.6 Conclusion 

 

This dissertation aimed to investigate the relationships between Intrinsic 

Rewards, EQ and personality within the education sector. Moreover, it 

aimed to look at differences between the private and public sectors, and 

between teaching levels. In order to achieve these objectives, a model was 

tested using regression analysis, and inferential statistics were conducted. 
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The research provided evidence that a number of correlations exist 

between the three constructs and their factors, and that the theoretical 

model could be partially accepted. The accepted model shows that 

Extraversion, Neuroticism, Agreeableness  and  Conscientiousness  predict  

Intrinsic  Rewards,  and  these factors and Openness predict one’s EQ. 

Furthermore, the model showed that Extraversion and Agreeableness were 

mediated by EQ in predicting Intrinsic rewards, with Neuroticism and 

Conscientiousness being partially mediated by EQ in predicting Intrinsic 

rewards. A limited number of significant differences were found between the 

public and private sectors as well as across teaching levels.  

 

It is clear from the dissertation that a valuable contribution has been made 

to the field of Intrinsic rewards, EQ and personality in that personality 

factors have not previously been linked to Intrinsic rewards. The results of 

this study have been found to hold important implications for the education 

sector within the Eastern Cape of South Africa. 
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