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Research shows that women face various demands and barriers that have a negative impact on their 
job experiences and job satisfaction. At the same t ime increasing numbers of women are entering the 
labor force. Studies regarding the factors that inf luence the job satisfaction of women in South Afric a 
are scarce and the role of self-directed learning i n predicting job satisfaction has received limited 
attention. The aim of this study was to investigate  the impact of job demands, job resources and self-
directed learning on the job satisfaction of South African women. The results of hierarchical multiple  
regression analyses showed that self-directed learn ing explained a significant portion of the variance  in 
job satisfaction, above and beyond the variance tha t was explained by job demands and resources. 
Self-directed learners seem to have several charact eristics that facilitate adjustment to career 
challenges. This research has implications for orga nizations that strive to enhance job satisfaction i n 
their employees. 
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INTRODUCTION 
 
The career environment has been faced with significant 
challenges over the last few decades. Factors such as 
downsizing, outsourcing, restructuring, and globalization 
(Heugens and Schenk, 2004; Soleymani, 2010; Ugboro, 
2006) have impacted the world of work and the role, skills 
and abilities required of employees (Nilsson et al., 2007). 
These changes often have a negative influence on 
employees’ functioning. For example, research has 
indicated that employees who are exposed to these 
factors experience lower levels of emotional and physical 
well-being than their non-exposed colleagues (Burke et 
al., 2011; Quinlan, 2007). These factors also impact 
negatively on job satisfaction (Malik et al., 2010). 

Although all individuals in the workforce are faced with 
challenges,   women   appear   to experience even  more  
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pressure to adjust to these challenges as a result of 
barriers and obstacles in the workplace (Back, 2007). 
Despite this pressure there is an increase in the number 
of women participating in the international labour force, 
including managerial positions (cf. DeLauro, 2010). This 
trend is also observed in the South African context. 
Statistics South Africa (2010) reported that women 
represent an estimated 42% of the total labor force in this 
country. Various factors have encouraged women to 
become more active in the labor force. These include the 
increase in divorce rates, the postponement of marriage 
(Cabrera, 2007), personal reasons such as a need to 
achieve, financial and personal fulfilment, and being 
recognised for using their skills (O’Neil et al., 2008). In 
addition, there have been significant changes in the 
attitudes of husbands and society in general towards 
working women (Betz, 2005). 

The changes in the career landscape and evidence of 
ongoing perceived career barriers have a negative impact 
on    women’s  career  development   (Betz,   2005)   and  



 
 
 
 
satisfaction (Calvo-Salguero et al., 2010). Self-
directedness in learning may potentially support women 
in their efforts to cope with career-related demands and 
may also contribute to increased perceived levels of job 
satisfaction. Self-directed learning refers to the process 
through which an individual takes responsibility for his or 
her own learning and development (Clardy, 2000). In 
times of rapid changes leading to a constant flow of new 
information and job changes, organizations need to 
embrace a learning culture (Malik et al., 2011). 
Employees need to continuously update their existing 
skills and knowledge in order to keep pace with the 
changes and experience career success (Briscoe and 
Hall, 2006). 

One of the essential features of self-directed learning 
involves initiative on the part of the employee 
(Guglielmino et al., 2004). Self-directed learners tend to 
have a unique personal orientation consisting of socio-
demographic, psychological and personality aspects. 
Self-directed learners have strong meta-cognitive 
capacities and perform well in tasks that require critical 
thinking, reflection, self-evaluation, creativity and problem 
solving (Patterson et al., 2002). 

Although women’s job satisfaction has received 
increased attention over the last few years (cf. Lipińska-
Grobelny and Wasiak, 2010; Pearson, 2008), the 
relationship between self-directed learning and job 
satisfaction has received limited attention, specifically in 
the South African context. Thus, the aim of this research 
study was to explore the relationships between self-
directed learning, job demands and job resources and 
working women’s job satisfaction. More specifically, we 
were interested in investigating whether self-directed 
learning adds to a better understanding of job satisfaction 
in the presence of specific job demands and resources. 
In the paragraphs that follow we discuss the concept of 
job satisfaction and provide a brief discussion of the 
variables that were used to represent the job demands 
and resources in this research study. The job-demand-
resources model was used as the framework for this 
research and is thus also briefly addressed. 
 
 
JOB SATISFACTION 
 
Calvo-Salguero et al. (2010: 1247) described job 
satisfaction as “an attitude associated with the degree to 
which people like or dislike their job.” Job satisfaction is 
multi-dimensional and is influenced by a group of 
characteristics within the job itself (Bender et al., 2005) 
as well as by internal employee characteristics such as 
personality traits (Williamson et al., 2005) and values 
(Cohrs et al., 2006). Although the external-job internal-
individual divide is somewhat artificial it is true that job 
stress is often a result of the interaction of external and 
internal factors. For example, the coping mechanisms 
that an employee uses (internal) may determine the 
effect of the stressful environment (external) (Cooper et 
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al.,  2001). 

According to Cooper et al. (2001) the relationship 
between career issues and job stress needs to be 
considered when determining job satisfaction. Various 
factors impact job stress, including the type of work 
(Cabrera, 2007), work stressors (Conner and Douglas, 
2005) and support received at work and at home 
(Cabrera, 2007). Environmental conditions of the 
workplace (Demerouti et al., 2000) and career threats 
can also be experienced as stressful (Conner and 
Douglas, 2005) and may lead to lower levels of job 
satisfaction. Women often report being subjected to more 
types of job stress than men (Betz, 2005).  

Job satisfaction has also been linked to individuals’ 
internal and personal dispositions. Williamson et al. 
(2005) identified personality traits that contribute to job 
satisfaction. These traits include high levels of 
conscientiousness and low levels of neuroticism. Apart 
from personality traits, research has also highlighted the 
individual’s personal role in determining his or her own 
job satisfaction. For example, higher levels of perceived 
congruence between rewards and values lead to higher 
levels of job satisfaction (Cohrs et al., 2006). Carless 
(2004) found that employees need to experience high 
levels of motivation in order to experience job 
satisfaction.  

Holland and Gottfredson’s (1994) definition of job 
satisfaction was used to conceptualize and operationalize 
job satisfaction within this research study. According to 
Holland and Gottfredson (1994) job satisfaction, as 
measured by the Career Attitudes and Strategies 
Inventory, can be defined as having positive feelings 
about one’s job, instead of feelings of boredom, dislike 
and being uncomfortable with the job, and intending to 
stay in the job. In this study job satisfaction was further 
conceptualized as being influenced by a combination of 
organizational and individual factors. In particular, the job 
demands of work-life balance, career worries and job 
insecurity and the job resources of work relationships, 
work drive and work involvement were seen as 
influencing job satisfaction.  
 
 
Job demand 1: Work-life balance 
 
Although men and women both report work-life 
imbalance (Doble and Supria, 2010), they appear to 
perceive this phenomenon differently (Emslie and Hunt, 
2009). Women who are involved in multiple roles tend to 
experience continuous imbalance between these roles 
(Emslie and Hunt, 2009), leading to stress and distress 
(Watts, 2009) and ultimately lower job satisfaction (Calvo-
Salguero et al., 2010). 
 
 
Job demand 2: Career worries 
 
Work-related stress is often a result of concerns 
regarding one’s job. Factors  such  as  potential  job  loss,  
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unemployment and resulting financial difficulties have a 
negative influence on employees’ emotional well-being 
(Owen and Fitch, 2003). Perrone et al. (2003) discussed 
various factors that influence career concerns as part of 
their motivation for developing a scale to measure adult 
career concerns. 
 
 
Job demand 3: Job insecurity 
 
Organizational changes such as downsizing and 
restructuring have made employees aware of their own 
job insecurity (cf. Rundmo and Iversen, 2007) Job 
insecurity has been linked to job stress (Safaria et al., 
2010) and has a negative impact on the well-being of 
employees (cf. Cooper, 2009). 
 
 
Job resource 1: Work relationships 
 
Work relationships play an important role in women’s 
careers (Carless, 2004; Okpara, 2006) and provide 
support for women’s personal and professional growth. 
Garcia-Bernal et al. (2005) found that interpersonal 
relationships were the most important factor in 
determining women’s job involvement and commitment. 
 
 
Job resource 2: Work drive 
 
Work drive is a manifestation of an individual’s 
personality characteristics and relates to the personality 
trait of conscientiousness. Conscientiousness involves 
being purposeful, strong-willed and determined. Salgado 
(1997) conducted a meta-analysis of the research 
concerning the relationship between personality traits and 
job performance and reported that conscientiousness 
was positively related to performance across many job 
performance criteria and occupational groups. 
 
 
Job resource 3: Work involvement 
 
Job characteristics such as the quality of relationships 
and future opportunities for promotion often determine a 
woman’s emotional investment in her job (Hwang and 
Kuo, 2006). Without work involvement and commitment 
employees are less inclined to produce effective and 
efficient work outcomes (Long, 2005). Khan and Nemati 
(2011) reported a positive relationship between job 
involvement and job satisfaction in medical doctors. 
 
 
THE JOB DEMANDS–RESOURCES (JD-R) MODEL 
 
The job demands-resources model (JD-R) (Bakker and 
Demerouti, 2007; Demerouti et al., 2001) provides a 
useful  framework  for  examining the influence of various 

 
 
 
 
factors on job satisfaction. This model has been used 
extensively to explain organizational behaviour and 
employee well-being (cf. Bakker et al., 2008; Boyd et al., 
2011; Lee et al., 2010; Simbula, 2010).  

According to the JD-R model every occupation has 
specific work characteristics that are related to well-
being. Negative outcomes develop when job demands 
are high and job resources are limited. Job demands are 
the physical, social or psychological aspects of a job that 
require sustained physical or mental effort (such as work 
overload and time pressure) and that are associated with 
negative physiological or psychological outcomes 
(Demerouti et al., 2001). Job resources are the physical, 
psychological, social or organizational aspects of a job 
(such as social support and job control) that may lead to 
the achievement of work goals, lowering of job demands 
and the associated negative physiological and 
psychological results, and stimulation of personal growth 
and development (Demerouti et al., 2001).  
 
 
Research design 
 
Research approach 
 
This study used a cross-sectional survey design to 
investigate interrelationships between variables within a 
group of participants (Struwig and Stead, 2001). 
 
 
RESEARCH METHOD 
 
Research participants 
 
The sample consisted of 163 adult working women, with a mean 
age of 32.40 (SD = 10.50). Participants were obtained by means of 
non-random convenience sampling. Human resource departments 
within corporate organisations were approached for permission to 
distribute the questionnaires to their women employees. 
Participation in the research was voluntary and anonymous. 
Questionnaires were accompanied by a cover letter describing the 
purpose of the study as well as relevant ethical and practical 
issues. The participants were supplied with standardized 
instructions in order to allow them to self-administer the 
questionnaires in their own time. A summary of the participants’ 
biographical information is presented in Table 1.  

Table 1 show that most of the participants (72.4%) were white. 
Although the participants were not racially representative of the 
general South African population, the racial demographics in this 
study do offer insight into the racial distribution of many South 
African corporate companies. Just more than half of the sample 
(56.4%) spoke English as their home language. Almost 42% the 
women were single and never married. Married/cohabitating women 
made up 44.2% of the sample. Almost a quarter of the participants 
(22.7%) had no children, while approximately 38% had one or more 
children. Approximately 33% of the sample had completed Grade 
12 or lower, while the rest of the sample held a higher education 
qualification.  
 
 
Measuring instruments 
 
The Sources of Work Stress Inventory (SWSI): The SWSI (De Bruin 
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Table 1. Biographical information of participants (N = 163). 
 

Item Category Frequency Percent 

Ethnic group White 118 72.4 
 Non-White 43 26.4 
 Other 2 1.2 
    
Home language English 92 56.4 
 Afrikaans 49 30.1 
 African Language 12 7.4 
 Other  9 4.9 
 Missing values 2 1.2 
    
Marital status Single - never married 68 41.7 
 Single - divorced/separated 16 9.8 
 Single – widowed 3 1.8 
 Married/Cohabitate 72 44.2 
 Missing data 2 1.2 
    
Number of children No children 37 22.7 
 One child 21 12.9 
 Two or more children 41 25.1 
 Missing data 64 39.3 
    
Highest qualification Grade 12/lower 55 33.7 
 National Diploma 38 23.3 
 Bachelor’s Degree 22 13.5 
 Postgraduate Degree 56 28.3 
 Missing data 2 1.2 

 
 
 
and Taylor, 2005) consists of 59 items rated on a Likert-type scale 
(1 = none at all to 5 = very much) and measures eight sources of 
work stress: Role ambiguity, relationships, tools and equipment, job 
security, career advancement, lack of autonomy, work/home 
interface and workload. The scale also measures general work 
stress. The SWSI scales have shown high internal consistency 
reliability in previous studies, with acceptable Cronbach alpha 
coefficients ranging from 0.86 to 0.94 (De Bruin and Taylor, 2005). 
For the purposes of this research only the results of the work-home 
interface and job security scales were considered. These scales 
yielded the following alpha coefficients: work-home interface (α = 
0.91) and job security (α = of 0.92). 

The career attitudes and strategies inventory (CASI): The CASI 
(Holland and Gottfredson, 1994) measures common attitudes, 
feelings, experiences and obstacles that influence adults’ careers. 
The CASI is a 130-item inventory with items rated on a four point 
Likert-type scale (false, mostly false, mostly true, and true) and 
consists of nine subscales: Job satisfaction, work involvement, skill 
development, dominant style, career worries, interpersonal abuse, 
family commitment, risk-taking style and geographical barriers. The 
CASI subscales have shown acceptable internal consistency 
reliabilities in previous studies with Cronbach alphas ranging 
between 0.76 and 0.92 (Holland and Gottfredson, 1994). The 
subscales used for this research yielded acceptable Cronbach 
alpha coefficients of above 0.70: Interpersonal abuse (α = 0.94), 
career worries (0.88), job satisfaction (0.91), dominant style (0.81) 
and work involvement (α = 0.75). 

The Learner Self-Directedness in the Workplace Scale (LSDW): 

The LSDW (De Bruin and De Bruin, 2011) is a uni-dimensional 
scale designed to measure levels of self-directed learning amongst 
individuals in workplace environments. The questionnaire consists 
of 13 items that are answered on a five-point Likert-type scale 
(strongly disagree to strongly agree). The scale has previously 
shown an acceptable internal consistency reliability of α = 0.93 (De 
Bruin and De Bruin, 2011). In this study a Cronbach alpha 
coefficient of 0.95 was obtained. 
 
 
Statistical analyses  
 
The statistical analyses of the data were conducted using the 
Statistical Package for the Social Sciences (SPSS Version 18). 
Descriptive statistics (means and standard deviations) and 
inferential statistics were obtained. Cronbach alpha coefficients 
were used to determine the scales’ internal consistency reliabilities. 
Pearson’s product-moment correlation coefficients were obtained to 
determine the relationships between the identified job demands and 
job satisfaction, job resources and job satisfaction and workplace 
self-directed learning. The correlation coefficients were examined in 
accordance with Tabachnick and Fidell’s (2001) recommendation 
that coefficients r > 0.30 be regarded as meaningful. The 
significance of the correlations was considered at the p ≤ 0.05 and 
at p ≤ 0.01 levels.  

Multiple regression analyses (with job satisfaction as the 
dependent variable and job demands, job resources and self-
directed  learning  as  independent  variables)  were  conducted to  
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Table 2. Correlation matrix for self-directed learning, job demands, job resources, and job satisfaction. 
 

Variable JS SDL WLB CW JI WR WD WI 

JS 1        
SDL 0.434** 1       
WLB -0.214** -0.177* 1      
CW -0.450** -0.361** 0.370** 1     
JI -0.350** -0.193* 0.537** 0.454** 1    
WR -0.405** -0.257** 0.165* 0.490** 0.271** 1   
WD 0.208** 0.492** -0.064 -.277** -0.077 0.113 1  
WI 0.152* 0.268** 0.059 0.111 0.063 0.075 0.227** 1 

 

** Correlation is significant at the 0.01 level (2-tailed). * Correlation is significant at the 0.05 level (2-tailed). JS: Job Satisfaction; SDL: Self-Directed 
Learning; WLB: Work-Life Balance; CW: Career Worries; JI: Job Insecurity; WR: Work Relationships; WD: Work Drive; WI: Work Involvement. 
 
 
 
investigate whether the independent variables could predict job 
satisfaction and whether self-directed learning makes a unique 
contribution in explaining the variance in job satisfaction.  
 
 
Ethical issues 
 
The nature and aim of the research were explained to the 
participants in a consent form that was attached to the research 
questionnaires. Participation in the research was voluntary and 
participants could withdraw from the research at any point. 
Participants were assured of confidentiality and anonymity. All data 
collected was used for research purposes only. Participants were 
also able to request access to the final research report.  
 
 
RESULTS 
 
The three job demands highlighted in this study were 
work-life balance, career worries and job insecurity and 
the three highlighted job resources were work 
relationships, work drive and work involvement. 
Pearson's product-moment correlation coefficients were 
obtained for each of the identified job demands, job 
resources and workplace self-directed learning in relation 
to job satisfaction. The results are presented in Table 2. 

Table 2 shows statistically significant correlations 
between job satisfaction and all the other variables. 
Work-life balance (r = -0.214, p < 0.01), career worries (r 
= -0.450, p < 0.01), job insecurity (r = -0.350, p < 0.01) 
and work relationships (r = -0.405, p < 0.01) had negative 
relationships with job satisfaction. Work drive (r = 0.208, 
p < 0.01), work involvement (r = 0.152, p < 0.05) and self-
directed learning (r = 0.434, p < 0.01) had positive 
relationships with job satisfaction. With the exception of 
work-life balance, work drive and work involvement all the 
constructs also had practically meaningful relationships 
with job satisfaction (r > 0.30) (Tabachnick and Fidell, 
2001). Work relationships were identified by using the 
interpersonal abuse scale of the CASI. A negative 
correlation was expected as this scale provides an 
indication of the effect that negative work relationships 
have on an individual’s reported job satisfaction. For the 

purpose of this research interpersonal abuse/work 
relationships was interpreted as reflecting the positive 
pole of the scale. Thus, this subscale provided an 
indication of the effect that positive work relationships 
have on reported job satisfaction.  
 
 
Predictive relationship between job demands, self-
directed learning and job satisfaction 
 
A hierarchical multiple regression analysis was performed 
to determine the predictive relationship of job demands 
and self-directed learning in relation to job satisfaction. 
Job satisfaction was the dependant variable in the 
analysis. In the first step of the analysis the independent 
variables were work-life balance, career worries and job 
insecurity. In the second step self-directed learning was 
added as independent variable. These results are 
reported in Table 3.  

Table 3 shows that when the job demands were the 
only predictors of job satisfaction, R² = 0.218, F(3, 159) = 
14.775, p = < 0.001. Job demands explained almost 22% 
of the variance in job satisfaction. In step two of the 
analysis self-directed learning accounted for an additional 
8.5% of the variance in job satisfaction (∆R² = 0.085,F(1, 
158) = 19.208, p < 0.001). Career worries (β = - 0.359, r 
= -0.310, t = -4.421, p < 0.001), job insecurity (β = -0.187, 
r = -0.149, t = -2.127, p < 0.05) and self-directed learning 
(β = 0.312, r = 0.291, t = 4.383, p < 0.001) were 
statistically significantly related to job satisfaction in the 
presence of all the variables. Despite a statistically 
significant correlation with job satisfaction (Table 1) work-
life balance does not appear to make a unique 
contribution to explaining job satisfaction in the presence 
of the other two job demands and self-directed learning. 
Thus, work-life balance did not have a direct effect on job 
satisfaction. However, it did have an indirect effect via its 
correlation with career worries (r = 0.370, p < 0.01), job 
insecurity (r = 0.537, p < 0.01) and self-directed learning 
(r = -0.177, p < 0.05). 
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Table 3. Regression analysis of job demands and self-directed learning with job satisfaction. 
 

Variable B SE B β t 

Step 1     
WLB 0.031 0.163 0.016 0.193 
CW -0.431 0.098 -0.359 -4.421** 
JI -0.522 0.246 -0.187 -2.127* 
R² = 0.218     
F = 14.775**     
     
Step 2     
WLB 0.046 0.155 0.024 0.298 
CW -0.304 0.097 -0.252 -3.132** 
JI -0.504 0.233 -0.180 -2.164* 
SDL 0.366 0.084 0.312 4.383** 
R² = 0.303     
F = 19.208**     
∆ R² = 0.085     

 

WLB = work-life balance, CW = career worries, JI = job insecurity, SDL = self-directed learning; *p < 
0.05, ** p < 0.01. 

 
 
 

Table 4. Regression analysis of job resources and self-directed learning with job satisfaction. 
 

Variable B SE B β t 
Step 1     
WR -0.618 0.091 -0.471 -6.798** 
WD 0.566 0.153 0.257 3.695** 
WI 0.512 0.394 0.091 1.300 
R² = 0.256     
F = 18.200**     
Step 2     
WR -0.497 0.093 -0.379 -5.336** 
WD 0.220 0.173 0.100 1.269 
WI 0.615 0.379 0.109 1.623 
SDL 0.358 0.095 0.306 3.774** 
R² = 0.317     
F = 14.240**     
∆ R² = 0.062     

 

WR = work relationships, WD = work drive, WI = work involvement, SDL = self-directed learning. 
*p < 0.05, ** p < 0.01. 

 
 
 
Predictive relationship between job resources, self -
directed learning and job satisfaction 
 
A hierarchical multiple regression analysis was performed 
to determine the predictive relationship of job resources 
and self-directed learning in relation to job satisfaction. 
Job satisfaction was the dependant variable in this 
analysis. In step one of the analysis the three 
independent variables were work relationships, work 
drive and work involvement. In step two self-directed 
learning was added as independent variable.  

The results of the multiple regression analysis are 
reported in Table 4.  

Table 4 shows that with the three job resources as 
predictors of job satisfaction, R² = 0.256, F(3, 159) = 
18.200, p = < 0.001. Job resources explained 25.6% of 
the variance in job satisfaction. In step two of the analysis 
self-directed learning accounted for an additional 6.2% of 
the variance in job satisfaction (∆R² = 0.062, F (1, 158) = 
14.240, p < 0.001). Work relationships (β = -0.379, r = -
0.351, t = -5.336, p < 0.001) and self-directed learning (β 
= 0.306, r = 0.248, t = 3.774, p < 0.001) were statistically 
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significantly related to job satisfaction in the presence of 
all the variables. It thus appears that only work 
relationships and self-directed learning made unique 
contributions to explaining job satisfaction in the 
presence of the other variables. Although work drive and 
work involvement showed statistically significant 
correlations with job satisfaction (Table 1) these 
relationships were not practically meaningful. However, it 
is possible that these variables had an indirect effect on 
job satisfaction via their relationships with self-directed 
learning (r = 0.492 and r = 0.268, p < 0.01).  
 
 
DISCUSSION 
 
This research study aimed to investigate the impact of job 
demands, job resources and self-directed learning on the 
job satisfaction of working women in South Africa. The 
job demands, resources and self-directed learning 
measured in this study all showed statistically significant 
relationships with job satisfaction. Work-life balance, 
career worries and job insecurity had negative 
relationships with job satisfaction. These results support 
the findings of previous research studies. For example, 
Calvo-Salguero et al. (2010) found that women who 
experienced work-life imbalance and work-home conflict 
reported lowered job satisfaction and psychological well-
being than women who did not experience work-life 
imbalance and work-home conflict. The harmful effect of 
work-related stress (which is strongly related to career 
worries) on job satisfaction has also been noted (Ozyurt 
et al., 2006). In relation to job insecurity, previous 
research has shown that the prospect of losing a job has 
detrimental consequences for employees' health and job 
satisfaction (Rundmo and Iversen, 2007). Many 
households in South Africa survive on a single income 
and many women are single mothers. When faced with 
the prospect of losing a job the individual may experience 
heightened anxiety and stress and a generally lowered 
experience of job satisfaction. These negative 
relationships between job demands and job satisfaction 
were not surprising. All the job demands investigated in 
this study lead to high levels of job stress, which has 
been shown to negatively impact employees’ job 
experiences and satisfaction. 

The results of this study also showed that job 
satisfaction had positive relations with work relationships, 
work drive and work involvement. Although Table 2 
shows a negative relationship between work relationships 
and job satisfaction, it should be noted that the construct 
of work relationships was measured with the 
interpersonal abuse scale of the CASI and the scale 
scores were therefore reversed to reflect positive job 
relationships. Garcia-Bernal et al. (2005) found that 
women experienced higher overall job satisfaction if their 
relationships with colleagues were reciprocally positive, 
supportive and nurturing. 

 
 
 
 

The work drive job resource has been linked to 
individual personality traits, specifically 
conscientiousness. Individuals who are conscientious are 
purposeful, strong-willed and determined. Costa and 
McCrae (1992) reported that high scores on 
conscientiousness are associated with occupational 
success. In a similar vein Strümpfer et al. (1998) found 
that conscientiousness was positively related to job 
satisfaction. The research finding regarding the positive 
relationship between work drive and job satisfaction was 
therefore unsurprising. In relation to work involvement, 
research has shown that being committed to and 
emotionally invested in your work serves as a measure of 
job satisfaction (Bender et al., 2005; Hwang and Kuo, 
2006). The positive relationships between the job 
resources and job satisfaction were expected and 
support the JD-R model’s assumption that job resources 
stimulate positive work outcomes. Work relationships, 
work drive and work involvement are a combination of 
internal and external job resources. The results of this 
study thus indicated that job satisfaction can be facilitated 
by internal and external employee factors. Overall, job 
resources appear to support women employees in their 
efforts to deal with work stress and result in positive work 
experiences. 

The results of the multiple regression analyses showed 
that job demands accounted for approximately 22% of 
the variance in job satisfaction while job demands 
accounted for almost 26% of the variance in job 
satisfaction. These results are in keeping with the 
findings reported in existing research reports. For 
example, Demerouti et al. (2000) found that among a 
group of nurses, job demands had a strong positive effect 
on exhaustion, and that job resources had a strong 
negative effect on disengagement. Both exhaustion and 
disengagement had negative relationships with life 
satisfaction in this sample. Bakker et al. (2003) also 
reported an energy depletion process that is facilitated by 
job demands and which leads to negative work 
outcomes, as well as evidence of a motivational process 
that starts with job resources and which result in positive 
work outcomes.  The similarity between the results of this 
study and the results of previous studies suggests that 
trends regarding job satisfaction among South African 
women mirror those of international samples. 

This research made a unique contribution through 
focusing on the relationship between self-directed 
learning and job satisfaction. The results showed that 
there is a positive relationship between these two 
variables. In order to understand this positive relationship 
the characteristics of a self-directed learner need to be 
considered. In self-directed learning the underlying 
emphasis is on the self-directed learner assuming 
personal responsibility for learning (Brockett and 
Hiemstra, 1991). Thus, employees with a self-directed 
learning personal orientation are more likely to take 
personal responsibility for the learning that is required to 



 
 
 
 
adjust to the career environment and experience job 
satisfaction. Their metacognitive and cognitive abilities as 
well as their personal tendencies towards being self-
disciplined, responsible, conscientious, emotionally 
stable, curious, open to new learning and confident (De 
Bruin, 2007) may create an environment that reduces the 
impact of job demands and increases the impact of job 
resources on job satisfaction. 

The results of the hierarchical multiple regression 
analyses showed that self-directed learning explained a 
significant unique portion of the variance in job 
satisfaction once the influence of job demands and 
resources had been removed (8.5 and 8.2% 
respectively). The literature on self-directed learning 
states that assuming personal responsibility is a central 
characteristic of the self-directed learner (Brockett and 
Hiemstra, 1991). This characteristic possibly serves as a 
buffering person input that moderates negative external 
influences. Alternatively, it is possible that self-directed 
learners’ personal orientation helps them develop an 
optimal approach to their experiences and the application 
of these learning experiences. This then informs their 
levels of job satisfaction. 

Although the focus of this study was on the internal 
dimensions of the self-directed learner the possibility that 
external characteristics or self-directed learning activities 
and processes may also contribute to employees’ levels 
of job satisfaction should not be ignored. Further 
research that specifically addresses the process aspect 
of self-directed learning would be useful in exploring this 
hypothesis. 
 
 
LIMITATIONS 
 
Two of the major limitations of this research are its failure 
to account for cultural differences in job satisfaction and 
the underrepresentation of black women in the sample. 
According to Crotty and Bonorchis (2006) black workers 
tend to crowd at the lower end of most occupations in 
South Africa. The South African government has 
implemented legislation designed to facilitate participation 
of black professionals in the corporate environment (cf. 
Employment Equity Act, 1998; Skills Development Act, 
1998). This legislation specifically targets black African 
women who were previously prevented from participating 
freely in the labor force.  

The potential lack of generalisability of the results also 
represents a limitation. In this study small numbers of 
participants were sourced from a variety of industry 
sectors and this raises questions regarding the 
applicability of the results across all South African 
business sectors. In addition, the participants were 
exclusively residents of Gauteng, specifically 
Johannesburg. The job satisfaction experiences reported 
in this study can therefore not be generalised to people 
outside of this economic centre in South Africa.   
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CONCLUSION 
 
The findings of this research contribute to understanding 
the demands and resources that influence job 
satisfaction. In addition, the study provides insight into 
the role that self-directed learning plays in the experience 
of job satisfaction. This knowledge can provide both 
employers and career psychology professionals with a 
better understanding of the challenges that women 
employees experience and with resources that may 
facilitate positive job satisfaction experiences. 

This study confirmed that job demands and job 
resources predict the job satisfaction of South African 
women employees. The research also found that learner 
self-directedness contributes significantly to job 
satisfaction. These insights may enable organizations 
and career psychology practitioners to create and 
implement programs that could assist employees in 
coping with career demands and thus experiencing 
higher levels of job satisfaction. 
 
 
RECOMMENDATIONS 
 
Research attention is increasingly being focused on the 
fact that women are entering the world of work more 
easily and more readily than ever before. Moreover, 
women represent more than half of all students in South 
African higher education institutions (International 
Education Association of South Africa, 2011). The results 
of this research may be useful to corporate employers in 
order to help them create an awareness of the job 
demands and resources that impact women’s career 
development. It may also guide higher education 
institutions in their attempts to prepare their women 
students for the world of work. 

This research study only made use of quantitative 
measures. Future research might benefit from using 
qualitative measures to gain a broader view of the 
contextual and intrinsic factors that impact women's 
experiences of job satisfaction. Further, qualitative 
research would provide organizations with the opportunity 
to identify job demands and develop learning programs to 
counter the negative effects these demands have on their 
employees. 
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