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Orientation: The mining industry is a high-risk industry with demanding work environment.
Often times, it encounters a myriad of problems that include failure to retain top talent due to
lack of job satisfaction. Productivity of the mining companies usually decrease due to these
problems.

Research purpose: The study seeks to investigate the relationship between employee
engagement, job satisfaction and decent work considering Kwekwe District as a case study.

Motivation for the study: There is limited research conducted on the link between employee
engagement, job satisfaction and decent work, particularly in the mining sector.

Research approach/design and method: This study is quantitative in nature. Using the
Minnesota Satisfaction Questionnaire, Decent Work Scale and Utrecht Work Engagement
Scale, the data used were gathered directly from 253 miners in the gold mining environment.
Structural equation modelling (SEM) was used to assess the relationship between employee
engagement, job satisfaction and decent work and to test the structural model.

Main findings: The results of SEM show that employee engagement is positively linked to job
satisfaction; decent work is positively connected to employee engagement; and decent work
positively influences job satisfaction. Further, the study indicates that decent work fully
moderates the relationship between employee engagement and job satisfaction.

Practical/managerial implications: The constructs of employee engagement, job satisfaction
and decent work are significantly related. Human resource interventions are needed to deal
with these constructs.

Contribution/value-add: This research contributes to the existing body of literature by revealing
the relationship between employee engagement, job satisfaction and decent work.

Keywords: employee engagement; job satisfaction; decent work; structural equation modelling;
Zimbabwe; gold mining sector.

Introduction

The Zimbabwean mining sector is arguably the driver of the Zimbabwean economy as revealed
by its contribution to the country’s gross domestic product (GDP). In 2023, it contributed 12% of
the GDP and 80% of national exports (Chamber of Mines of Zimbabwe, 2023). Zimbabwe is
blessed with more than 63 minerals, including gold, platinum, diamonds and lithium. The mining
sector in Zimbabwe serves as a crucial foundation of the country’s economic stability, fuelling
economic growth and development, job creation, foreign currency earnings through exports, and
effective resource management. Even though the mining industry in Zimbabwe has a significant
economic impact, it is a high-risk industry. Accidents, which result in the injury and death of
employees and destruction of the environment, infrastructure and property, are a big threat to its
sustainability. Major causes of accidents include poor production environment and labour
discipline or violation of operating rules (Luo et al., 2019; Yu et al., 2019; Zhang et al., 2020). Chen
et al. (2020) and Ge et al. (2019) indicated that 97% of accidents in mines are because of unsafe
behaviours of the miners.

The mining sector has a challenge of guarding against high labour turnover, which has precipitated
the loss of revenue because of dwindling productivity. Its vitality and potential are intricately
intertwined with, among other things, the levels of job satisfaction, employee engagement and
decent work experienced by its workforce. These factors are vital aspects of sustainable human
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resource management (HRM) that can assist mining firms to
deal with the diverse expectations and needs of prospective
and current workers without harming long-term company
prospects. Davidescu et al. (2020), Strenitzerova and
Achimsky (2019) and Lorincova et al. (2018) postulated that
sustainable HRM may assist mining firms to entice and retain
high-quality workers, enhance worker management and
reduce unsafe behaviours to guarantee production safety.
Retention of workers promotes firms’ success, competitive
advantage and longevity.

The satisfaction of employees within this sector holds
considerable significance given job satisfaction’s potential to
profoundly impact various aspects of operational efficiency
and overall outcomes in the sector. Job satisfaction is
described as the degree of satisfaction that employees
experience in their roles (Mashavira et al., 2023). It is the
positive or favourable feeling resulting from one’s evaluation
of their job or job experiences. Essentially, job satisfaction is a
panacea to goal attainment. The longevity of employees at an
organisation hinges on them feeling valued. Hence, managers
of firms should treat employees as valued assets of the firms.
In essence, job satisfaction reflects the overall sense of
fulfilment and contentment that employees derive from their
jobs, encompassing various aspects such as job security
(Hasan et al., 2021), compensation, workplace relationships
and the broader work environment.

Employee engagement is described as an employee’s
commitment to and contentment with their work (Sapkota,
2021). In other words, it refers to the state in which individuals
are emotionally and intellectually committed to the
organisation. Engaged employees feel a sense of connection to
their organisation and demonstrate high levels of enthusiasm
for their work. Highly engaged employees demonstrate
passion, a clear sense of purpose and a readiness to exceed
expectations in their roles (Maleka et al., 2022). They
demonstrate a genuine interest in their work and the success
of the company, believing that their contributions have a
meaningful impact (Hasan et al., 2021). This results in lower
absenteeism and turnover rates, high levels of job satisfaction,
enhanced well-being and health, additional extra-role
behaviours, a superior demonstration of personal initiatives
and greater performance, learning motivation and proactive
behaviour (Schaufeli & Bakker, 2004). Employee engagement
holds particular importance in the mining sector, especially as
frontline workers typically exhibit resistance to organisational
changes (Dziuba et al., 2020). Organisations that prioritise
engagement by providing supportive structures, tools and
resources empower employees to feel fulfilled and motivated
to contribute to company success. When employees perceive
their organisations as supportive, they reciprocate by
demonstrating positive attitudes towards their work and
the organisation (Bahadir et al., 2024; Park & Kim, 2024;
Tsachouridi & Nikandrou, 2018).

Duffy et al. (2016) postulated that, according to the psychology
of working theory (PWT), decent work can permit people to get
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job satisfaction through need satisfaction. Basically, PWT
highlights the significance of decent work for all working adults
and elucidates how people can get a sense of attainment and
contentment through decent work (Duffy et al., 2016). When
people are participating in decent work, they can get decent pay
and develop good relations with others in the workplace (Wan
& Duffy, 2022). As social connection needs and survival needs
are met, individuals witness greater job satisfaction and lesser
job burnout (Duffy et al., 2017). Wang et al. (2019) implemented
PWT and revealed that decent work can adversely affect
employees’ turnover intention, and Buyukgoze-Kavas and
Autin (2019) discovered that decent work can adversely forecast
employees” withdrawal intentions. Interestingly, Kaan Namal
et al. (2024) postulated that decent work augments social
protection (SP), decreases inequalities and augments people’s
purchasing power, thereby resulting in economic sustainability.
Givenits significance, the United Nations has nominated decent
employment as one of its sustainable development goals in 2019
(Kaan Namal et al., 2024).

Even though employee engagement, job satisfaction and
decent work are vital aspects of sustainable HRM, there is no
research conducted on the link between employee
engagement, job satisfaction and decent work considering
the mining sector. Further, the moderating role of decent
work on the relationship between employee engagement and
job satisfaction is yet to be examined. Given that mining
employees in Zimbabwe are associated with lower
organisational loyalty and higher turnover (Chamber of
Mines of Zimbabwe, 2023), it is of vital importance to analyse
the association between employee engagement, job
satisfaction and decent work.

The mining sector in Zimbabwe has undergone notable
transformations in recent years, driven by technological
advancements, corporate consolidations and endeavours to
secure existing markets and explore new opportunities
(Mining Industry Survey Report, 2023). These changes have
had a significant impact on frontline workers, who often
have limited influence over the evolution of their work
environment. Consequently, many employees harbour
concerns about their future prospects.

This study is structured as follows. Section ‘Literature review
and hypotheses development’ presents literature review and
hypotheses development. The method adopted in this study
is outlined in the section ‘Method’. The ‘Results’ section
presents the results and the ‘Discussion’ section discusses the
results. Section ‘Conclusions’ concludes the study.

Literature review and hypotheses
development
Theoretical framework

Psychology of working theory

Initially proposed by Duffy et al. (2016), the PWT
complements the existing vocational theories by stressing the
role of privilege social class and freedom of choice in career
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selection and fulfilment. Notably, the theory, which is aptly
rooted in the tenet of decent work, intends to establish a
work environment where all individuals are treated
with dignity and respect despite their disadvantaged
backgrounds and/or being portrayed marginalised citizens.
The central tenets of the PWT align with counselling
psychology’s emphasis on social justice, multiculturalism
and intersectionality, offering a comprehensive perspective
on work that transcends privilege and identity statuses
(Allan et al., 2020; Blustein et al., 2023; Duffy et al., 2016).
Recognising the significance of work in individuals’ lives has
long been a focal point of counselling psychology (Pereira
et al.,, 2019). The PWT sheds light on how marginalisation
and discrimination may affect employee career development
process (Allan et al., 2021). The PWT posits that sociocultural
factors should be prioritised in understanding the career
decisions and work experiences of employees across different
backgrounds within a specific sector. It is essential to
recognise that the career development movement revolves
around individuals’ levels of autonomy in their work-related
decisions, with an emphasis on practices that gradually
empower those with greater degrees of volition and privilege.

Justification of using psychology of work theory

The PWT seeks to understand the diverse work experiences
of individuals (Brill, 2021; Duffy et al., 2016). It puts decent
work based on experiences of marginalisation and
discrimination, at the helm of overall employee well-being
and workplace satisfaction (Buyukgoze-Kavas & Autin,
2019). In the context of the Zimbabwean mining sector, where
high labour turnover is a concern (Mining Industry Survey
Report, 2023), embracing the principles of decent work
outlined in the PWT can be instrumental. On an individual
level, understanding the psychological needs met through
one’s work can guide better life decisions (Baranik et al.,
2022). With automation altering job landscapes, it becomes
crucial to comprehend how work psychologically benefits
individuals. For employees in the Zimbabwean mining
sector, familiarity with the PWT can provide insights into
what constitutes ‘good” work and its benefits. Psychology of
working theory serves as the conceptual backdrop for
devising intervention strategies in a bid to promote the
adaptive choices among the personnel in the Zimbabwe’s
mining environment.

Conceptual framework

Figure 1 outlines a conceptual framework, which links
variables in a series of structural relationships.

Hypotheses development
Employee engagement and job satisfaction

Employee engagement involves a long-term emotional
connection and serves as a precursor to more short-term
aspects of employee sentiment, such as job satisfaction and
commitment (Hermawan et al., 2020). Engaged employees
are more likely to be satisfied and motivated, which in turn
contributes to retaining top talentand providing a competitive
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FIGURE 1: Conceptual framework.

advantage to the organisation. It is often considered a
component of employee retention, which ultimately leads to
job satisfaction. Basically, employee engagement positively
influences job satisfaction (Antoniou et al., 2024; Ibrahim &
Hussein, 2024; Coté et al., 2021; Orgambidez-Ramos &
de Almeida, 2017). Based on the literature reviewed, the
following hypothesis is proposed:

H1: Employee engagement is positively associated with job
satisfaction.

Decent work and employee engagement

Decent work and employee engagement share a direct
relationship (BowenXue et al., 2024; Kaan Namal et al., 2024).
In a sample of physicians, Ferraro et al. (2020) discovered a
positive connection between decent work and work
engagement. Graca et al. (2021) suggested that greater levels
of work engagement may be attained via investment in the
formation and upkeep of decent work. Also, BowenXue et al.
(2024) revealed a positive correlation between decent work
and work engagement. Further, Mcllveen et al. (2021)
postulated that decent work has a positive relationship with
job satisfaction and work engagement and negative
association with withdrawal intentions. Thus, the following
hypothesis is designed:

H2: Decent work is positively associated with employee

engagement.

Decent work and job satisfaction

It is important to note that through decent work, there is job
satisfaction, as better prospects for personal development
and social integration are created (Seubert et al., 2021). The
freedom of expression for the employees and the ability to
organise and participate in the decisions that affect their lives
engender job satisfaction. Properly prioritising both work
and lifestyle creates conditions conducive to job satisfaction.
Allan et al. (2020) found positive correlations between decent
work balance and job satisfaction. Mcllveen et al. (2021)
exposed that decent work has a positive relationship with job
satisfaction and work engagement and a negative connection
with withdrawal intentions. The findings of Mcllveen et al.
(2021) are mostly coherent with views of PWT, which
presumes decent work as a spring of need satisfaction, work
fulfilment and well-being. If the survival needs and social
connection needs are achieved, employees witness greater
job satisfaction and lower job burnout (Duffy et al., 2017).
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Atitsogbe et al. (2021) and Dulffy et al. (2016) are some of the
authors who propounded that job satisfaction is positively
connected to decent work. From the reviewed literature, the
following hypothesis is proposed:

H3: Decent work is positively associated with job satisfaction.

Decent work moderates the relationship between
employee engagement and job satisfaction
The existing literature has indicated that decent work has
positive connections with job satisfaction and work
engagement (Mcllveen et al., 2021). Kaan Namal et al. (2024)
indicate that decent work, which is a multifaceted discipline,
hinges on the provision of human dignity and equity and
hence creates a fertile ground for job satisfaction and
employee engagement. However, it should be noted that
there is a lack of specific studies on the moderation effect of
decent work on the relationship between employee
engagement and job satisfaction, particularly within the
mining sector. Based on the literature aforementioned, the
following hypothesis has been formulated:

H4: Decent work moderates the relationship between employee

engagement and job satisfaction.

Method
Positivism research philosophy

This research philosophy affirms that reliable knowledge can
be solely acquired through empirical observation and
measurement. Marshal et al. (2021) state that positivism relies
on the ‘hypothetico-deductive’ method to test predefined
hypotheses, often quantitatively, establishing functional
relationships between causal (independent) variables and
outcomes (dependent variables), as noted by Horton et al.
(2022). The primary aim of positivist research is to uncover
explanatory associations or causal connections that facilitate
prediction and control of the phenomena under study. This
concept of truth is defined by certainty, congruence with
reality, and accuracy. Positivists advocate for a complete
separation between researchers and participants to ensure the
objective development of knowledge, operating within the
frameworks of dualism and objectivity, as described by Amini
et al. (2022). This separation is achieved by adhering to
rigorous protocols to minimise bias, as proposed by Creswell
(2018). Positivism emphasises objectivity, downplaying the
significance of individuals” subjective experiences and values,
whether those of participants or researchers, a viewpoint that
is deemed irrelevant within positivist thought.

Quantitative research approach

The quantitative research method involves an approach that
uses numerical or statistical techniques in research design
(Saunders et al., 2018). This means that data collected through
questionnaires can be presented using graphs and charts to
interpret the gathered information. Research design is
defined as the structured framework within which a study is
conducted (Evan, 2020). It refers to a plan that guides
researchers in addressing the questions raised by the research
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problem. Many scholars, including Kothari (2018), describe
research design as a blueprint or plan that forms the basis of
the entire study. The quantitative research design forms the
foundation of the entire research endeavour.

Creswell (2018) argued that quantitative research is a robust
method for gathering empirical data on a specific topic. This
approach allows for standardised data collection and analysis,
facilitating comparison of results across different studies.
According to Kothari (2018), standardised data collection
protocols and clear definitions of abstract concepts enable
study replication. Quantitative research fundamentally
contributes to a broad understanding of behaviour and other
phenomena across various settings and populations,
characterised by its speed, focus, scientific rigour and relevance.

Explanatory — Case study research design

It entails an intensive, systematic investigation of a
community in which the researcher examines in-depth data
relating to several variables (Bhangu et al., 2023). The
‘explanatory — case study research design’ leads to better
conclusions as the researcher would have gained insights
into a certain subject. Thus, a great understanding of the
subject allowed the researchers to hone subsequent research
questions and can greatly increase the usefulness of study
conclusions. This research design is a yardstick for measuring
the validity of assertions from participants as it seeks to
determine how and why things happen. The design is also
straightforward and hence it was easy to implement because
the steps fall into clear, separate stages.

Research population and research sample

The researchers derived the target population in the mining
sector in Kwekwe District of Zimbabwe. The target
population consisted of 2500 employees in gold mineral
sector along the Great Dyke in the Midlands province of
Zimbabwe. The sample of 270 participants was conveniently
selected. Our sample consisted of miners from different gold
mines in Kwekwe District, Zimbabwe. Kwekwe District is
found in the Midlands province, in central Zimbabwe. The
mines were chosen because they lie across the Great Dyke.

Convenience sampling technique

This study utilised convenience sampling, which is a non-
probability sampling method where participants are chosen
based on their easy accessibility (Othman et al., 2021).
Convenience sampling is commonly used in clinical and
qualitative research, selecting participants who are readily
available in specific locations like hospitals, medical records
databases (Saunders et al., 2018), online platforms or
customer lists. In qualitative research, participation often
depends on individuals” motivation, driven by interest in the
research topic, a desire to express opinions, or support
specific viewpoints (Makofane & Shirindi, 2018). This method
is favoured when researchers have limited time and resources
to collect data. Participants are included in the sample based
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on their proximity, availability or willingness to participate
in the study.

Several benefits make convenience sampling an attractive
option for researchers. Firstly, it is budget-friendly (Dawadi
et al.,, 2021). This method allows for cost-effective data
collection because minimal effort is required to set up.
Researchers can gather data through online surveys shared
on social media, questions posed in public settings (Marshal
etal., 2021), or even online polls. Compared to other methods,
convenience sampling offers a highly affordable way to
gather information. Secondly, convenience sampling is ideal
for pilot testing (Munce et al., 2021). Sometimes referred to as
accidental, opportunity or grab sampling, this method
involves collecting data from the easiest people to reach.

Data collection

Online questionnaires were designed in this examination and
they were forwarded to respondents via email and WhatsApp.
The respondents were given a period of 2 months to complete
the questionnaire, in essence, September and October of 2023.
In sum, 150 underground miners, 100 surface miners and 20
surface managers were chosen to participate in the study as
our sample. Thus, a total of 270 questionnaires were
distributed during that 2-month period, of which 253
questionnaires were gathered, giving us a response rate of
93.70%. After eliminating invalid and incomplete
questionnaires, 247 remained for data analysis, giving us an
effective response rate of 91.48%. The valid responses were
from mostly males (82.19%). Female responses contributed
17.81% of the total valid responses. Most of the respondents
(74.09%) fell within the 30-39 years age group and most of
the respondents (76.11%) had 5-10 years working experience
in their recent corporation. In terms of qualifications, most of
the participants had certificates (54.94%).

Procedure

To participate in this study, respondents were required to be
currently employed (and subsequently paid for their work) as
miners in one of the mining companies and to have at least 12
months of working experience. We contacted the respondents
through their HR departments. Recruitment was done by
personally talking to the miners, indicating to them the main
aim of the study. The miners were asked to sign the informed
consent letter before completing the questionnaire if interested
in participating in the study. Researchers informed the
respondents that their responses are anonymous and
confidential and they will be used for academic purposes
only. Thus, they were advised not to write their names on the
questionnaires. This improved the accuracy of the research
results. Respondents were informed that participation in the
study was voluntary and that they could halt the survey at
any given time if preferred. All procedures performed in this
study involving human participants were in accordance with
the ethical standards of the institutional research committee.
All methods were executed in agreement with applicable
regulations and guidelines.
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Instruments
Job satisfaction

In this study, job satisfaction was assessed using the
Measurement Scale developed by Weiss, Kalleberg and other
researchers at the University of Minnesota in the 1960s,
known as the Minnesota Satisfaction Questionnaire (MSQ). It
is designed to gauge an employee’s satisfaction with his or
her job and provides detailed insights into specific aspects of
job satisfaction. The MSQ exists in three versions: two long
forms (the 1977 version and the 1967 version) and a short
form. Although the scale originally comprised 20 items, the
researcher adapted it for relevance to the study, reducing it to
15 items deemed most useful. The focus of this scale was to
identify factors that contribute to job satisfaction among
employees. The validity of the scale was supported by
previous studies (see, for instance, Abuhashesh et al., 2019;
Dziuba et al., 2020), which affirmed its high reliability,
stability and construct validity. In this research, Cronbach’s
alpha (CA) coefficients ranged from 0.90 to 0.89, indicating
strong internal consistency. Also, the talent management
aspect of the scale also showed high internal consistency
with a CA of 0.878.

Decent work

In this study, decent work was assessed using the Decent
Work Scale developed by Duffy et al. (2016), comprising a 15-
item scale with 5 factors and/or subscales corresponding to
the 5 components of decent work. One item was removed
because of redundancy with other variables. This scale
focuses on rights at work (RW), SP, social dialogue (SD) and
employment creation (EC). The researchers relied on reviews
and previous research (see, for example, Duffy et al., 2016) to
support the validity of the scale. Further, several studies (see,
for instance, Allan et al., 2020; Blustein et al., 2023) confirmed
the high reliability, stability and construct validity of the
decent work scale.

Employee engagement

Job engagement was examined using the most commonly
implemented instrument for this aim, the Utrecht Work
Engagement Scale (UWES). The UWES is structured into
three subsections: vigour (V) (with six items), dedication (D)
(with five items) and absorption (A) (with six items) each
rated on a 5-point frequency scale. Conceptually, the response
choices are on a 7-point Likert scale from 0 = ‘Never’ to
6 = ‘Always/Every day’. The initial scale indicated good
internal consistency, with CA values greater than 0.90 (Schaufeli
et al., 2002b). The UWES was validated in several countries
(see, for instance, Machado et al., 2014; Schaufeli et al., 2002a).

Plan for data analysis

The main aim of this study is to analyse the relationship
between three job characteristics constructs, namely
employee engagement, job satisfaction and decent work.
In this analysis, we use Smart partial least squares (PLS)
software and adopted the PLS path modelling approach to
estimate our structural equation model. Statistical Package
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for the Social Sciences (SPSS) 28.0 and Microsoft Excel
were also used. Partial least squares structural equation
modelling (PLS-SEM) was adopted because of its great
efficiency in parameter approximation (Andrade, 2021).
The direct influence was analysed by path analysis in the
context of the structural model test, and the moderating
influence was examined as well. Several metrics were used
to assess the reliability (i.e. CA and CR [composite
reliability]), validity (i.e. average extracted variance) of the
results, and goodness-of-fit of the model.

Ethical considerations

Ethical clearance to conduct this study was obtained from the
Great Zimbabwe University, School Research Committee
(reference number: 08/08/2023).

Results

The results of the study are presented in this section.

Measurement model testing

Ensuring the internal consistency of the constructs utilised in
this study is crucial for upholding the reliability and validity
of the research instruments. The results of assessments for
CA, CR and average variance extracted (AVE) are presented
in Table 1. These results yield significant insights into the
data quality, enabling researchers to derive valid conclusions
from the findings.

In Table 1, the internal consistency of the study’s constructs
is affirmed, as indicated by CA and CR values surpassing
the recommended threshold of 0.70 (Hair et al., 2010). That
is to say, the data show good reliability. We assessed
convergent validity according to AVE values. As AVE values
exceed the prescribed 0.5 thresholds (Fornell & Larcker,
1981; Hair et al., 2010; Nunnally, 1994), the data indicate
good convergent validity. Strengthening the model’s
dependability involved removing measurement items with
factor loadings below 0.70.

To ascertain discriminant validity, the Fronell-Larcker criterion
was applied, and the findings are detailed in Table 2.

TABLE 1: Reliability and convergent validity.

Variable CA CR AVE

A 0.883 0.928 0.811
D 0.905 0.934 0.779
DW 0.975 0.977 0.702
EC 0.904 0.929 0.723
EE 0.960 0.965 0.696
N 0.947 0.955 0.680
RW 0.950 0.960 0.799
SD 0.918 0.936 0.710
SP 0.939 0.950 0.732
\Y 0.926 0.943 0.734

A, absorption; AVE, average variance extracted; CA, Cronbach’s alpha; CR, composite
reliability; D, dedication; DW, decent work; EC, employment creation; EE, employee
engagement; JS, job satisfaction; RW, rights at work; SD, social dialogue; SP, social protection;
V, vigour.
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Table 2 shows substantive proof that discriminant validity
has been fulfilled as the square roots of AVE exceed the
correlation coefficients between constructs implemented in
this examination (Wan & Duffy, 2022). This compelling
observation affirms the unique nature of the measurement
constructs, ensuring they capture distinct underlying aspects.
Correlations for the variables adopted in this assessment are
also outlined in Table 2. Decent work was positively
associated with job satisfaction (r = 0.621) and employee
engagement (r = 0.819). Employee engagement showed a
positive relationship with job satisfaction (»r = 0.810).
Therefore, the correlations indicated introductory support
for the designed hypotheses.

To fortify the argument for discriminant validity, the study
has also incorporated the heterotrait-monotrait ratio of
correlations (HTMT) technique, the outcomes of which are
detailed in Table 3.

As indicated in Table 3, the HTMT ratios consistently remain
below the recommended threshold of 0.9, indicating strong
discriminant validity. This outcome emphasises the reliability
and validity of the measurement model used.

Table 4 presents the results of the variance inflation factor
(VIF) analysis conducted in the study to check the existence
of multicollinearity.

Table 4 presents VIF values for all latent variables in the
model. High VIF values pose a risk of biased estimates and
unreliable outcomes. However, the results in Table 4 reveal
that all VIF values comfortably stay well below the
suggested threshold of 3.3, as Hair et al. (2011)
recommended. This reassures that multicollinearity is
not a notable concern in the study’s data, fortifying the
model’s reliability and boosting the validity of research
outcomes.

Goodness-of-fit measures

To assess the goodness-of-fit of the designed model, the
normed fit index (NFI) and standardised root mean square
residual (SRMR) were used (see Table 5).

TABLE 2: Correlation coefficient matrix and discriminant validity.
Variable A D bW EC EE JS RW sD SP \'

A 0.900 - = = = =

D 0.873 0.883

DW 0.811 0.864 0.838 - = =

EC 0.634 0.749 0.679 0.850

EE 0.812 0.844 0.819 0.811 0.834 -

JS 0.817 0.807 0.621 0.784 0.810 0.825

RW 0.815 0.795 0.813 0.816 0.825 0.811 0.894

SD 0.878 0.874 0.738 0.821 0.820 0.819 0.835 0.842

SP 0.874 0.850 0.787 0.768 0.708 0.726 0.736 0.709 0.855

\ 0.858 0.843 0.835 0.816 0.851 0.787 0.808 0.817 0.761 0.857

The number in bold is the square root of AVE.

A, absorption; D, dedication; DW, decent work; EC, employment creation; EE, employee
engagement; JS, job satisfaction; RW, rights at work; SD, social dialogue; SP, social protection;
V, vigour.
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The model’s acceptability is underscored by the SRMR
value of 0.076, which is below the recommended threshold
of 0.08 (Goretzko et al.,, 2024), indicating a solid fit.
Moreover, the NFI value of 0.907 exceeds the suggested
0.90 threshold, affirming a robust model fit to the data.
These findings collectively indicate that the proposed
model effectively captures the relationships among the
variables in the study.

Structural equation model and hypotheses
testing

The hypothesised associations in the conceptual framework
were assessed using a structural equation model. Table 6
outlines the path coefficients, computed according to the
associations.

The path analysis results reveal a statistically significant
positive correlation between employee engagement and job
satisfaction (B = 0.312, p < 0.001). Also, the analysis identified
a significant positive relationship between decent work and
employee engagement (B = 0.919, p < 0.001). Further, the
analysis revealed a significant positive impact of decent work
on job satisfaction ( = 0.456, p < 0.001).

In this study, we employed a bootstrapping procedure with
5000 samples to assess the significance of both direct and
indirect moderating effects of decent work on the relationship
between employee engagement and job satisfaction. Table 7
shows the results of the moderating effects of decent work on
the relationship between employee engagement and job
satisfaction.

In Table 7, we see that the moderating effect of decent work
on the positive relationship between employee engagement

TABLE 3: Heterotrait-monotrait discriminant validity.
Variable A D DwW EC EE IS RW SD SP v

A - - - - - - - - - -
D 0.877 - - - - - - - - -
DW 0.851 0.822 - = = = = = = =
EC 0.859 0.838 0.832 - - - - - - -
EE 0.830 0.812 0.851 0.871 - = = = = =
N 0.858 0.811 0.854 0.846 0.850 - - - - -
RW 0.891 0.859 0.800 0.879 0.891 0.872 - = = =
Sb 0.876 0.859 0.891 0.861 0.880 0.880 0.893 - - -
SP 0.861 0.824 0.831 0.835 0.857 0.878 0.889 0.878 - =
Vv 0.848 0.819 0.820 0.875 0.810 0.826 0.862 0.851 0.823 -

A, absorption; D, dedication; DW, decent work; EC, employment creation; EE, Employee
engagement; JS, job satisfaction; RW, rights at work; SD, social dialogue; SP, social protection;
V, vigour.

TABLE 4: Variance inflation factor results.
Variable A D Vv EC SP RW SD
VIF 2.64 2.87 3.15 3.13 2.57 2.29 3.02

A, absorption; D, dedication; EC, employment creation; RW, rights at work; SD, social
dialogue; SP, social protection; V, vigour; VIF, variance inflation factor.

TABLE 5: Goodness-of-fit results.
SRMR NFI
0.076 0.907

SRMR, standardised root mean square residual; NFI, normed fit index.
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and job satisfaction was significant (B = -0.123, p = 0.008).
Given the earlier findings, Table 8 outlines decisions
regarding the designed hypotheses.

Figure 2 offers a comprehensive visual depiction of the fitted
model, displaying both coefficients and factor loadings. This
visual representation provides an overview of the
relationships among latent variables, observed indicators
and their corresponding path coefficients, elucidating the
strength and direction of associations between constructs.
Examining Figure 2 allows researchers to glean insights into
the overall structural dynamics of the model and the intricate
interactions among its components.

Interestingly, the findings reveal that employee engagement
and decent work collectively account for 88.3% of the overall
variability in job satisfaction.

Discussion

This study aimed to assess the association between three job
characteristics constructs, namely employee engagement,
job satisfaction and decent work. We observed that there is
a positive link between employee engagement and job
satisfaction. That is to say, employee engagement positively
promotes job satisfaction. Engaging employees involves
enhancing their working conditions to maximise their
potential. Employee engagement also facilitates personal
development and social integration by aligning employees’
values with the organisation’s goals (Ababneh, 2023).
Management can implement various employee engagement
strategies, such as fostering a positive work environment, to
ensure that employees are well-motivated and can achieve
set targets. Martinez et al. (2021) articulated that engaged
employees are typically motivated, which contributes to job
satisfaction. Engaging employees is crucial for a firm’s long-
term success, as job satisfaction leads to increased
productivity, higher customer satisfaction and improved
employee retention. Abraham (2012) postulated that the

TABLE 6: Path analysis results.

Relationship Coefficient (B) T statistic )

EE > IS 0.312 3.65 <0.001
DW - EE 0.919 42.66 <0.001
DW - JS 0.456 5.10 <0.001

EE, employee engagement; JS, job satisfaction; DW, decent work.

TABLE 7: Moderation effects.

Relationship Coefficient 95% CI (bias-corrected)
Beta T ) 2.50% 97.50%
DW - EE > JS -0.123 2.66 0.008 -0.209 -0.023

EE, employee engagement; JS, job satisfaction; DW, decent work.

TABLE 8: Hypotheses decisions.
Hypothesis Decision

H1: Employee engagement is positively associated with job satisfaction.  Supported
H2: Decent work is positively associated with employee engagement.  Supported
H3: Decent work is positively associated with job satisfaction. Supported

H4: Decent work serves as a moderator in the positive relationship
between employee engagement and job satisfaction.

Supported
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FIGURE 2: Structural equation model.

association between employee engagement and job
satisfaction is positive. Hermawan et al. (2020) is some of
the authors who have indicated that employee engagement
positively influences job satisfaction.

Study results indicated that there is a positive relationship
between decent work and employee engagement. The
concept of decent work recognises work not only as a means
of income but also as a source of personal dignity, family
stability, community peace and economic growth that fosters
opportunities for productive employment (De Carlo et al.,
2020). Using a sample of physicians, Ferraro et al. (2020)
revealed that decent work promotes work engagement.
Graga et al. (2021) revealed that decent work facets positively
forecast work engagement in all its three facets (D, V and A).
BowenXue et al. (2024), Mcllveen et al. (2021), Ferraro et al.
(2020) and Ferraro et al. (2018) are some of the sources that
support the notion that decent work and work engagement
are positively related.

We discovered that there is a positive association between
decent work and job satisfaction. The PWT postulates that
decent work positively relates to job satisfaction and well-
being, which has important inferences for organisational
and individual outcomes (Kaan Namal et al., 2024). Decent
work improves SP, diminishes inequalities and upsurges
people’s purchasing power (Kaan Namal et al., 2024). Also,
the possibility of people witnessing a gist of fulfilment and
value in their particular professions is amplified when they
are exposed to equitable treatment, given opportunities for

http://www.sajhrm.co.za . Open Access

professional and personal development, and function
within a conducive and secure work setting (ILO, 1999). In
support of our finding, Kaan Namal et al. (2024) discovered
a substantial positive impact of decent work on job
satisfaction in Turkiye’s IT sector employment agency.
Buyukgoze-Kavas and Autin (2019) discovered a positive
association between decent work and job satisfaction in
Turkiye. Among other sources, Atitsogbe et al. (2021),
Mcllveen et al. (2021), Seubert et al. (2021), Allan et al.
(2020), Ribeiro et al. (2019) and Duffy et al. (2016) are some
of the authors that propounded that job satisfaction is
positively connected to decent work.

The results of this study revealed that decent work fully
moderates the relationship between employee engagement
and job satisfaction. That is to say, decent work has a direct
and positive effect on the relationship between employee
engagement and job satisfaction. This was not surprising
because we have discovered that employee engagement
positively promotes job satisfaction, there is a positive
relationship between decent work and employee engagement,
and there is a positive association between decent work and
job satisfaction.

Conclusions

Using SEM, the study examined the relationship between
three job characteristics constructs, namely employee
engagement, job satisfaction and decent work considering
Kwekwe District as a case study. Using the MSQ, Decent
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Work Scale and UWES, the data used were gathered directly
from 253 miners in the gold mining environment. The
results of the study show that employee engagement is
positively linked tojob satisfaction; decent work is positively
connected to employee engagement; and decent work
positively influences job satisfaction. Further, the study
indicates that decent work fully moderates the relationship
between employee engagement and job satisfaction. This
indicates that the constructs of employee engagement, job
satisfaction and decent work are significantly related.
Therefore, human resource interventions are needed to deal
with these constructs. Mining firms are encouraged to
prioritise decent work in their workplaces, particularly in
today’s environment where attracting top talent is
challenging. Also, mining firms should integrate decent
work practices into their organisational cultures. Further,
mining firms should employ various employee engagement
and job satisfaction strategies to achieve organisational
targets.

Even though this analysis produced interesting results,
some matters exist for the extension of this study. The
findings of this study are specific to the mining sector,
focusing primarily on Kwekwe District, and may not be
generalised to other sectors of the economy. Future research
should aim to develop a structural explanatory model for
the broader Zimbabwean mining industry to promote the
generalisability of the results beyond the Midlands province.
In addition to employee engagement, job satisfaction and
decent work, subsequent studies could incorporate more
factors like training and development and work-life balance
in such a study.
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