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___________________________________________________________________________ 

Abstract: Employees have faced significant challenges in managing their work and personal 

lives, particularly during the COVID-19 period. In response to these ongoing struggles and 

potential conflicts, the study focuses on understanding the relationship between emotional 

intelligence and work-life balance in the context of remote work during the pandemic phase. 

This study seeks to explore the effect of emotional intelligence and work-life balance, with self-

efficacy acting as a mediating factor among post-pandemic remote workers in the Klang Valley, 

Malaysia. To address existing research gaps, the mediating role of self-efficacy was assessed 

to better understand this relationship. Primary data was gathered using purposive sampling 

through the distribution of self-administered questionnaires to 150 remote workers. The 

research adopted a conceptual paper format with a hypothesis-driven approach. Goleman’s 

Emotional Intelligence Theory (1998) served as the foundation for the conceptual framework, 

guiding the examination of its influence on work-life balance. Additionally, self-efficacy was 

incorporated as a mediating variable. The data collected was analyzed using the Statistical 

Package for the Social Sciences (SPSS) and the Analysis of Moment Structures (AMOS). This 

research can benefit human resource management and government agencies by informing the 

development of more effective initiatives to enhance the professional well-being of remote 

workers. Additionally, researchers and academicians may gain valuable insights into the 

relationship between emotional intelligence and work-life balance among remote workers, 

contributing to the broader body of knowledge in this field. 

 

Keywords: emotional intelligence, work-life balance, self-efficacy, post-pandemic remote 

workers 
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Introduction  

Prior to the pandemic, only a fraction of workforce was working from home occasionally. 

Effective 18 March 2020, the Malaysian government implemented a Movement Control Order 

(MCO) to break the chain of COVID-19 virus (The National Security Council, 2020). Every 

aspect of our work and life has been heavily affected by the COVID-19 pandemic (Xiao et al., 

2021). According to Jobstreet (2021) over half of Malaysian employees (51%) were working 

fully or partially remotely (versus 31% before COVID). All government and private sectors, 

with the exception of essential services, were closed. Consequently, the majority of workers 

(87%) experienced changes following the COVID-19 pandemic, with the most common being 

the shift to working from home (58%) during the Movement Control Order (MCO) (Jobstreet, 

2020). Malaysia reported the highest percentage in the region, with 96% to considering work-

life balance to be important, it is also reported the highest percentage 92% of flexible working 

options and 81% of allowing remote working option which contributing to work-life balance 

(Hays, 2021).  

 

Due to the present pandemic, Malaysian workers have no option and limited time to prepare for 

remote working during Malaysian Movement Control Order (MCO) (Mumin, 2020). The global 

outbreak of COVID-19 resulted in unprecedented restrictions, which in turn accelerated the 

adoption of remote working practices on a large scale (Brynjolfsson et al, 2020). Working while 

being under the same roof with other family members alongside limited access to work 

resources and the blurring lines between work and family matters can be difficult. Furthermore, 

recent researches demonstrate that one of the most challenging aspects of remote working is 

maintaining work-life balance (Palumbo, 2020). Indeed, remote working is significantly 

affecting the work-life balance among employees (Muralidhar & Prasad, 2020). Work-life 

balance during the pandemic has become a major issue in Malaysia, since it appears that the 

majority of workers are experiencing higher level of stress (Noranee et al, 2022). According to 

Randstad Malaysia Work-monitor (2021) survey among 37% of Malaysian workers reported 

that working from home led to a deterioration in their work–life balance. Jobstreet (2020) 

reported that working from home had a significant impact on employees' work hours, with more 

than half of remote workers (56%) adjusting their working times, and 50% reporting longer 

working hours. In this case, the literature on the impact of remote working may blur the 

boundaries between work and family commitments (Pluut & Wonders, 2020). Even in the best 

of times, it seems to be particularly problematic due to the unique circumstances of the 

pandemic (ILO, 2020). As the effect, it has resulted in work-family conflict, distraction, social 

isolation among remote workers (Vyas & Butakhieo, 2021). Consequently, the inability to 

achieve work-life balance can result in significant emotional stress, especially during the 

pandemic, where employees may have experienced emotional exhaustion (Bhumika, 2020). 

 

In order to maintain work-life balance, human being required intelligence to manage their daily 

life. One of the key elements that has been claimed to affect work-life balance and should be 

studied further is emotional intelligence (Vasumathi et al., 2020). In line with the increasing 

awareness of the potential negative impacts of remote working, it is evident that there are 

significant issues that must be addressed. Although the underlying processes behind emotional 

intelligence and work-life balance are not entirely clear, especially when working from home, 

it is possible that some mediating factors may impact their relationship. Evidently, empirical 

studies examining the mediating role of self-efficacy in this context remain scarce. Existing 

research has predominantly treated self-efficacy as a predictor variable, resulting in limited 

evidence regarding its function as a mediator (Udayar et al., 2020; Zhu et al., 2016; Chan et al., 

2016). Previous research highlighted that organizational support, social support, and individual 
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traits such as self-efficacy are crucial in maintaining work-life balance while working remotely 

(Prasad & Satyaprasad, 2023). The shift to remote working as a consequence of the COVID-19 

pandemic, coupled with the emergence of the "new normal," has sparked ongoing discussions 

about employee mental health. Unlike the occasional remote work arrangement under normal 

conditions, post-pandemic remote working posed greater challenges, as it was compulsory 

rather than voluntary, and could be implemented on a full-time, part-time, or occasional basis 

(ILO, 2020).  

 

This study aims to make a significant contribution to the current body of literature by providing 

fresh perspectives on this emerging area of research. This study will shed light on what 

employees look forward to in the future in terms of working remotely during the post-pandemic 

era by reviewing the current labour legislation and ensuring that the labour policies are extended 

when working from home. Policymakers are recommended to provide better support and 

protection against discrimination of employees’ working flexibility in order to ensure that 

employees are able to work flexibly. This effort is also applicable for those workers who request 

to working remotely as it would prevent unfavourable career consequences especially during 

the pandemic crisis. Human resource (HR) professional could address potential concern about 

employees’ well-being and search for alternatives to support organizations that deal with 

remote workers’ well-being as well as mental health issues caused by the COVID-19 lockdown 

and long-term homeworking (Chung et al., 2020). The increased level of anxiety with regards 

to job security has been a common experience among 74% of Malaysians. This is due to the 

isolation of working remotely instead of working physically, in which 67% of the employees 

have experienced stress due to the change in daily work routine and organization, whereas 58% 

encountered stress due to family pressure. When working remotely, Malaysians are reported to 

feel lonely or isolated when compared to the worldwide average (IPSOS Malaysia, 2021). The 

blurring of physical and organisational boundaries between work and home can also negatively 

impact an individual’s mental and physical health due to extended hours, lack of or unclear 

delineation between work and home, and limited support from organisations (Oakman et al., 

2020). Thus, this study is critical for Human Resource (HR) policies aimed at mitigating the 

challenges experienced by post-pandemic remote workers. 

 

 Therefore, this study aims to address a gap in the existing body of literature by investigating 

how varying levels of emotional intelligence influence work-life balance among remote 

workers in the post-pandemic context. The sudden and mandatory transition to remote work 

during the pandemic likely introduced unique challenges, making emotional intelligence a 

potentially significant factor (ILO, 2020). Therefore, the primary objective of this study is to 

examine the relationship between emotional intelligence and work-life balance, with self-

efficacy serving as a mediating variable, among post-pandemic remote workers in the Klang 

Valley, Malaysia.  

 

Literature Review  

 

Related Theories of the Study 

Several other theories explaining about emotional intelligence, work-life balance and self-

efficacy were also discussed in the current scrutiny, in which it is applicable for remote working 

employees. With the integration of emotional intelligence theories, work-life balance and self-

efficacy, organizations can develop a comprehensive framework to address the unique 

challenges encountered by remote workers. The theoretical framework in this study was 

adopted from Goleman’s Emotional Intelligence model (1998). Goleman’s Emotional 

https://creativecommons.org/licenses/by/4.0/?ref=chooser-v1


Copyright © Academic Inspired Network 

- All rights reserved 

 

This work is licensed under  

CC BY 4.0 

 

 

 
 

 

 

88 

 

Volume: 10 Issues: 61 [June, 2025] pp. 85 - 103 

International Journal of Accounting, Finance and Business (IJAFB) 
eISSN: 0128-1844  

Journal website: www.academicinspired.com/ijafb 

DOI: 10.55573/IJAFB.106107 

 

 

 

 

Intelligence Theory offers a comprehensive and practical framework for understanding and 

fostering emotional intelligence both at the individual and organizational levels (Antonopoulou, 

2024). It enables individuals to recognize, interpret, and manage their emotions, thereby 

improving their capacity to maintain a healthy work and personal life (Nivetha & Sudhamathi, 

2017). 

 

In relation to work-life balance, Clark (2000) introduced the work/family border theory, which 

conceptualizes work and family as distinct domains, each shaped by unique emotional 

responses, values, and cognitive frameworks (Brinda & Jwalapuram, 2019). This theory 

describes how people handle their family and work domains as well as the boundaries between 

them for obtaining balance. According to this theory, each individual’s role is essential within 

a specific domain of life. The borders, whether physical or psychological, serve to separate 

these domains. The theory addressed the “crossing borders” issues between different aspects of 

life, particularly at work and home settings (Karassvidou & Glaveli, 2015). The emphasis of 

work-family border theory is to establish a clear border for creating a balance between family 

and work matters (Brinda & Jwalapuram, 2019). 

 

 The incorporation of self-efficacy as a mediating variable in this study provides a theoretical 

extension. According to Bandura (1977), self-efficacy involves an individual’s belief in their 

competence to perform tasks and meet challenges effectively. Bandura asserted that self-

efficacy could increase ones’ cognitive resources and motivation as it is an element that 

manages certain circumstances. The belief in self-efficacy is hence the basis of motivation, 

personal achievements and better well-being (Barari, 2015). Therefore, self-efficacy should be 

recognized as an essential factor in enhancing the relationship between emotional intelligence 

and work-life balance among remote workers. 

 

Relationship between Emotional Intelligence and Work-Life Balance 

Emotional intelligence refers to the capacity to identify, comprehend, and regulate one’s 

emotions, as well as the ability to adapt emotional changes (Bru-Luna et al., 2021). Individuals 

with high emotional intelligence are generally better at identifying and articulating their 

emotions, which improves their awareness of both their own emotional states and those of 

others (Ghorbanshiroudi et al., 2011). For these individuals, striking a balance between personal 

and professional life becomes a primary focus. Their heightened emotional awareness enables 

them to foster healthier relationships and manage emotional responses more effectively 

(Nadaraja & Harshani, 2023). Ultimately, a high level of emotional intelligence is essential for 

preserving balance of work and life and fostering harmony between one's professional and 

personal life. 

 

Prior studies investigating the impact of emotional intelligence on work-life balance have 

yielded mixed results. For instance, a study by Dangwal (2020) among IT professionals found 

a significant positive correlation between emotional intelligence and work-life balance, and 

further revealed that perceptions of work-life balance differed significantly by gender, 

suggesting that males and females experience and interpret work-life balance differently. As 

far as the perception on work-life balance based on gender is concerned, it was discovered that 

a statistically significant difference due to gender exists (Dangwal, 2020). Similarly, Naz et al. 

(2021) explored the association between emotional intelligence and work-life balance among 

female university employees in Pakistan. The results revealed that most of the participants 

displayed high emotional intelligence alongside a stable work-life balance, reinforcing the 

argument that emotional intelligence plays a crucial role in managing work and personal life, 
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at least among women in professional settings. Additionally, the study found a significant 

positive correlation between emotional intelligence and work-life balance within the sample.  

 

A study from Baker et al., (2019) exploring the relationship between emotional intelligence, 

depression, anxiety, stress, and work-life balance among Malaysian army personnel found 

significant empirical results. The findings indicate that emotional intelligence has a significant 

positive correlation with work-life balance, whereas depression, anxiety, and stress show 

significant negative correlations with work-life balance. These results suggest that individuals 

with higher levels of emotional intelligence are more likely to achieve better balance between 

their professional and personal lives. However, contradiction emerge when these findings are 

compared with the study by Mohamad Puzi et al. (2022), conducted among 308 officers and 

soldiers of the Royal Malaysian Navy (RMN) at Pangkalan Tentera Laut Diraja Malaysia 

(TLDM), Lumut, Perak. Although the study found a positive correlation between emotional 

intelligence and work-life balance, the strength of the relationship was low, diverging from 

earlier studies that reported stronger associations. 

 

Moreover, Nadaraja and Harshani (2023) investigated the influence of emotional intelligence 

on work-life balance among clinical and non-executive staff at ABC Hospital (Pvt) Limited in 

Sri Lanka. Employing a deductive, theory-driven approach within a quantitative research 

framework, the study analyzed the relationship between the variables. The results revealed a 

statistically significant association between emotional intelligence and work-life balance 

among non-executive personnel. Consistent with previous studies and the existing body of 

literature, this research proposes the following hypothesis: 

 

H1 : There is a positive relationship between emotional intelligence and work-life balance 

 

Relationship between Emotional Intelligence and Self-Efficacy 

Superior emotional intelligence and a strong sense of self-efficacy foster greater confidence in 

navigating challenging situations, especially in remote work settings. Previous study conducted 

by Abuzid and Abbas (2016) aims to measure the role of self-efficacy beliefs and emotional 

intelligence elements on developing leadership and capabilities of leaders in the health sector, 

which involved the leaders of Riyadh region in Saudi Arabia. The finding indicates a positive 

relationship between self-regulations and self-efficacy. Similarly, a study conducted by Abdel 

Aziz et al., (2019) investigated the relationship between emotional intelligence and self-efficacy 

among psychiatric mental health nurses in clinical practice. The findings showed a high 

statistically significant and positive relationship between self-efficacy and emotional 

intelligence. Nurses who work in Benha Psychiatric Mental Health Hospital demonstrated 

moderate to high levels of self-efficacy and emotional intelligence. Furthermore, it is also 

reported that nurses who possess excellent emotional intelligence had better self-efficacy. 

 

In the educational context, it is widely argued that educators play a critical role in fostering 

students' personal self-efficacy by providing opportunities that help them manage their 

emotional intelligence, which in turn enhances both personal and social competencies, key 

contributors to academic and professional success (Behroz-Sarcheshmesh et al., 2017). In a 

related study, Sun and Lyu (2022) examined the association between emotional intelligence 

and self-efficacy among college students, incorporating coping styles as a mediating variable. 

Their findings also confirmed a positive correlation between emotional intelligence and self-

efficacy. Furthermore, research conducted among Malaysian university lecturers and 

employees demonstrate that higher levels of emotional intelligence are associated with higher 
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self-efficacy. Employees who are better at recognizing and managing their emotions tend to 

believe more strongly in their ability to handle work-related challenges and tasks (Yingying, 

2024). Similarly, Babanovic (2020) conducted a study on perceived emotional intelligence and 

self-efficacy among novice and experienced foreign language teachers, revealing a positive 

correlation between the two constructs. The findings supported the theoretical premise that 

emotional intelligence is linked to teachers’ self-efficacy. Consistent with prior research and 

the existing literature, the present study proposes the following hypotheses: 

 

H2 : There is a positive relationship between emotional intelligence and self-efficacy 

 

Relationship between Self-Efficacy and Work-Life Balance 

Work-life balance is also influence by various internal factors, one of them is self-efficacy. 

Prior research generally supports a positive relationship between self-efficacy and work-life 

balance. A study conducted by Badri and Panatik (2020) highlighted the positive influence of 

self-efficacy in promoting work-life balance. A total of 307 academic staff from five 

universities in Malaysia had participated in this research. Their study concluded that individuals 

with higher levels of self-efficacy are more likely to experience enriched work and life 

outcomes, marked by improved integration between professional and personal domains. This 

shown that self-efficacy is a valuable personal trait that enhances the likelihood of achieving a 

better work-life balance. Additionally, prior research has suggested that remote work is shaped 

by various factors beyond information technology, such as perceived behavioral control, self-

efficacy, and a wide range of competencies. To sustain a high level of focus while working 

remotely, employees must have confidence in their ability to complete work-related tasks 

effectively (Ng et al., 2021). However, contradictions emerge when considering findings by 

Situmarong and Wijayanti (2017), who examined the influence of self-efficacy and gender on 

work-family balance among employees in Yogyakarta. The study found that self-efficacy was 

positively correlated to work-family balance. There is a correlation between self-efficacy and 

work-family balance among female employees but it is reported that self-efficacy has no effect 

on work-family balance in male employees. Prior research has consistently demonstrated a 

strong positive relationship between self-efficacy and work-family balance. Consistent with the 

findings of prior research and the existing literature, this study proposes the following main 

hypotheses. 

 

H3 : There is a positive relationship between self-efficacy and work-life balance 

 

Mediating Effect of Self-Efficacy 

Self-efficacy may impact both emotional intelligence and work-life balance. This condition, 

known as emotional intelligence, will enhance remote workers' self-efficacy in balancing their 

work and personal lives. With the influence of self-efficacy, people who have greater emotional 

intelligence will directly and indirectly have better work-life balance. In this case, self-efficacy 

is not the sole mediator of emotional intelligence and work-life balance as other variables can 

play the of role self-efficacy as mediator. 

 

Previous studies have emphasized the role of self-efficacy as a mediating variable in the 

relationship between various psychological and organizational constructs. Hameli and Ordun 

(2022) examined the interplay among organizational commitment, self-efficacy, and emotional 

intelligence, specifically investigating the mediating function of self-efficacy. Their findings 

revealed a positive relationship between emotional intelligence and self-efficacy, with self-

efficacy in turn significantly associated with organizational commitment. Similarly, Zhu et al. 
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(2016) demonstrated that self-efficacy acts as a connecting mechanism between emotional 

intelligence and communication engagement, showing statistically significant effects when 

moderated by intervening variables. Furthermore, Hussein Aizgool et al. (2020) identified both 

self-efficacy and resilience as significant mediators in the relationship between leaders’ 

emotional intelligence and job engagement, thereby reinforcing the validity of mediation-based 

hypothesis. 

 

Prior research has also underscored the significance of emotional intelligence and general self-

efficacy, highlighting their role in helping individuals manage stress both in the workplace and 

at home. For instance, these variables are crucial in managing work-family conflict among 

medical professionals. These findings suggest that it is essential for medical professionals to 

possess high levels of emotional intelligence and self-efficacy in order to navigate work-family 

conflict in a healthier and more balanced manner (Zeb et al., 2021). Emotional intelligence of 

an individual is capable to reduce work-family conflict, thereby improving their work-life 

balance. It is widely recognized that work-life balance contributes to employees' health and 

well-being, while also helping to reduce stress and prevent burnout in the workplace (Nanda & 

Randhawa, 2020). The evidence suggests that emotional intelligence and self-efficacy play a 

pivotal role in reducing work-family conflict and enhancing work-life balance, particularly 

among professionals in high-stress environments. By fostering these personal competencies, 

organizations can support employee well-being, minimize burnout, and promote a healthier, 

more sustainable work-life integration. 

 

To the best of the researchers’ knowledge, a comprehensive examination of the 

interrelationships among emotional intelligence, self-efficacy, and work-life balance remains 

limited in the existing literature. While self-efficacy is understood to exert indirect effects on 

both emotional intelligence and work-life balance, the hypotheses proposed in this study align 

with both empirical findings and theoretical frameworks connecting these three constructs. 

Prior studies have demonstrated a direct relationship between emotional intelligence and work-

life balance (Bakir, 2018; Vasumathi et al., 2019; Naz et al., 2021), as well as a robust 

association between emotional intelligence and self-efficacy (Azizian & Samadi, 2012; Sun & 

Lyu, 2022; Goroshit & Hen, 2016; Al-Mehsin, 2017). Additionally, self-efficacy has been 

linked to improved work-life balance (Badri & Panatik, 2020). Building upon these findings, 

the present study proposes that self-efficacy serves as a mediating variable in the relationship 

between emotional intelligence and work-life balance, as stated in the fourth hypothesis: 

 

H4 : There is a mediating effect of self-efficacy in the relationship between emotional 

intelligence and work-life balance 

 

Conceptual Framework 

Figure 1 illustrates the proposed conceptual model, which examines the effect of emotional 

intelligence on work-life balance among post-pandemic remote workers in Klang Valley, 

Malaysia, while addressing the existing research gap regarding the mediating effect of self-

efficacy. In short, The Goleman’s Emotional Intelligence theory was the most appropriate for 

this study as it is a more effective paradigm for discussing emotional intelligence and work-life 

balance among remote workers than other models. Recent studies on emotional intelligence 

(EI) have also indicated that the cultivation of emotional intelligence can yield numerous 

advantages for both personal and interpersonal levels (Antonopoulou, 2024). Thus, Daniel 

Goleman (1998) introduced a model that elucidated emotional intelligence, which form a 

suitable model to cultivate work-life balance.                                                      
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Figure 1: The Conceptual Framework of Emotional Intelligence and Work-life 

Balance with Mediating Effect of Self-Efficacy 

 

Methodology  

This study was used a cross-sectional research design, where data were collected at a single 

point in time to investigate the associations among variables within a defined population. 

According to Setia (2016), such designs are especially effective for detecting trends and 

correlations without altering the natural research setting. This approach is well-suited to the 

present study, which aims to examine the relationship between emotional intelligence and 

work-life balance, with self-efficacy serving as a mediating factor among remote workers in 

the post-pandemic context. 

 

The target population of this study can be categorized into post-pandemic remote working 

workers. Thus, purposive sampling was the most suitable approach to ensure that only relevant 

and qualified respondents, those with direct experience of remote working during the COVID-

19 pandemic were included. Purposive sampling was used in this study because the research 

aimed to gather in-depth insights from participants who had specific knowledge, experience, or 

characteristics relevant to the research objectives. As a result, it allows respondents to provide 

an accurate description their remote working experiences (Hickman, 2019). The study aims to 

understand the work-life balance of post-pandemic remote workers, a group that cannot be 

identified effectively through random sampling methods. This targeted approach ensures that 

the sample is relevant and can provide valuable insights into the experiences and challenges 

faced by employees (Tongco, 2007), particularly for post-pandemic remote workers.  

 

In order to ensure a representative sample of the remote workers, data of respondents were 

collected by distributing questionnaire from the sectors that have been conducting remote 

working in Klang Valley, Malaysia. The respondents based in Klang Valley have the highest 

workforce in Malaysia (Hasan & Teng, 2017). The survey involved a sample of 150 post-

pandemic remote workers with self-administered structured questionnaires. The researcher was 

collect the data digitally by administering the link of the online questionnaire after obtaining 

permission from relevant authorities from the organisations. In this study, respondents were 

invited to complete a self-administered survey questionnaire consisting of close-ended 

questions, which was distributed online through company Human Resource (HR) portals and 

official email from selected organizations. 

https://creativecommons.org/licenses/by/4.0/?ref=chooser-v1


Copyright © Academic Inspired Network 

- All rights reserved 

 

This work is licensed under  

CC BY 4.0 

 

 

 
 

 

 

93 

 

Volume: 10 Issues: 61 [June, 2025] pp. 85 - 103 

International Journal of Accounting, Finance and Business (IJAFB) 
eISSN: 0128-1844  

Journal website: www.academicinspired.com/ijafb 

DOI: 10.55573/IJAFB.106107 

 

 

 

 

The questionnaire was designed based on a five-point Likert scale developed by Rensis Likert 

(1932) to collect data on the main constructs. Each element was tested on a five-point scale 

consisting of 1= strongly agree, 2 = agree, 3 = neutral, 4 = disagree, and 5 = strongly agree. In 

this study, the research was use descriptive analysis, factor analysis, reliability analysis, Pearson 

correlation, confirmatory analysis, explanatory analysis and structural equation modelling. 

SPSS version 25.0 software and AMOS were utilized to analyse and generate the data. 

 

Data Analysis and Results 

 

Exploratory Factor Analysis 

 

Table 1: KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .907 

 

Bartlett's Test of Sphericity 

Approx. Chi-Square 5352.506 

df 820 

Sig. .000 

 

Table 1 shown Kaiser-Mayer-Olkin (KMO) and Bartlett’s Test. The KMO results were 0.907, 

which is considered appropriate for factor analysis. KMO value closer to 1 indicated a stronger 

correlation between the items (Field, 2005). This result is highly significant, as the KMO value 

must exceed the minimum threshold of 0.5 to be considered valid (Hair et al, 2010). Therefore, 

the data indicates that at least one significant correlation exists within the collected data. An 

important step in this process was evaluating the overall significance of the correlation matrix 

through Bartlett’s Test of Sphericity, which provides a statistical measure of the likelihood that 

the correlations within the matrix are meaningful. The results were found to be statistically 

significant, with a value of 0.000 (p<0.05), confirming that the data are suitable for factor 

analysis. Therefore, it can be concluded that the variables in the construct exhibit sufficient 

relationships among them. The results from both the KMO Test and Bartlett’s Test of Sphericity 

further support the appropriateness of the data for performing exploratory factor analysis. 

 

Reliability and Convergence Validity 

 

Table 2: Reliability and Validity 

Dimensions No of 

Items 

Cronbach’s 

Alpha 

Factor 

Loading 

Composite 

Reliability 

(CR) 

Average 

Variance 

Extracted 

(AVE) 

Self-awareness 5 .841 0.58-0.79 0.732 0.714 

Self-regulation 5 .903 0.72-0.89 0.858 0.802 

Self-motivation 8 .930 0.73-0.84 0.892 0.890 

Empathy 5 .877 0.61-0.90 0.823 0.772 

Social skills 5 .893 0.63-0.90 0.837 0.790 

Self-efficacy 6 .955 0.78-0.95 0.946 0.882 

Work-life balance 7 .947 0.79-0.91 0.923 0.840 
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The structural model can be considered valid if it demonstrates the reliability and validity of 

the variables. The reliability results indicate that emotional intelligence and work-life balance 

can be regarded as reliable, as shown in Table 1 above. It shows that all the questions of each 

variable can be used because the score of Cronbach’s Alpha is considered as good and 

consistent because the score is more than 0.80. To get a good score and be considered as good 

correlation, the range of reliabilities must be over 0.80; which indicates that there are 80% 

consistencies in the result (Sekaran & Bougie, 2010).  Thus, it can be explain that all items are 

strong stability and consistency in the questionnaire. 

 

To established convergent validity, the factor loading of the indicator, composite reliability 

(CR) and the average variance extracted (AVE) have to be considered (Hamid et al., 2017). 

Thus, the value of factor loading should exceed 0.50, average variance extracted (AVE) value 

should exceed 0.50 and composite reliability (CR) value should exceed 0.60, so that it is 

adequate for convergent validity. In this study, across the measurement model, the average 

variance extracted (AVE) value for self-awareness, self-regulation, self-motivation, empathy, 

social skills and work-life balance were 0.714, 0.802, 0.890, 0.772, 0.790, 0.882, and 0.840 

respectively. 

 

Furthermore, all factors and items for each construct were loadings exceeded 0.50 and 

composite reliability (CR) value for self-awareness, self-regulation, self-motivation, empathy, 

social skills and work-life balance among post-pandemic remote working were 0.732, 0.858, 

0.892, 0.823, 0.837, 0.946 and 0.923 respectively. Thus, the convergence validity in this study 

were established. 

 

Discriminant Validity and Collinearity Issues 

 

Table 3: Discriminant Validity 

Correlation 

 SA SR SM EMP SS SE WLB 

 SA .845       

 SR .212 .896      

 SM .555 .171 .971     

EMP .482 .224 .567 .879    

 SS .391 .279 .578 .587 .889   

 SE .489 .270 .617 .636 .576 .939  

 WLB .522 .321 .569 .666 .581 .766 .917 

 

The discriminant validity was assessed by using Fornell-Larcker (1981) criterion by comparing 

the square root of each AVE in the diagonal with the correlation coefficients (off-diagonal) for 

each construct in the relevant rows and columns (Hamid et al., 2017). A latent construct should 

explain better the variance of its own indicator rather than the variance of other latent constructs. 

Therefore, the square root of each construct’s AVE should have a greater value than the 

correlations with other latent constructs (Hamid et al., 2017). The results indicated that all the 
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total AVE of variables used for the research model were larger than their correlation value. 

Therefore, the discriminant validity was established in this study. 

 

Another vital checking involved checking collinearity issues. This suggests that if the 

independent variables are highly interrelated, they contain similar, and potentially redundant 

information. As a result, one of the variables should be excluded, as not all of them are 

necessary in a single analysis (Abubakar et al., 2017). Based on the results of multi-collinearity 

test, there were no multi-collinearity issues in this study. It was established that, none of the 

correlation exceeds 0.90 minimum threshold as recommended by Hair et al., (2010). 

 

Confirmatory Factor Analysis 

 
Figure 2: Modified Measurement Model 

 

In the first step, Confirmatory Factor Analysis (CFA) was conducted to evaluate the validity of 

the constructs and assess the overall model fit. The subsequent step involved using Structural 

Equation Modeling (SEM) to examine the hypothesized relationships between the independent 

and dependent variables. For Confirmatory Factor Analysis, the acceptance results of CFI 

should be exceed 0.90 or better and RMSEA should be less than 0.08 (Hu & Bentler, 1999). 

Importantly, CFI and RMSEA value were acceptable fit model with 0.900 and 0.069 

respectively. The normed chi-square statistic (CMIN/DF) for each latent variable was 1.686, 

which is well below the acceptable threshold of 5.00 (Hair et al., 2006). In addition, GFI, AGFI 

and TLI were adequate fit model within the recommended threshold. 
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Structural Equation Modeling 

 

 
Figure 3: Relationship between Emotional Intelligence and Work-life Balance Mediated 

by Self-Efficacy 

 

Structural Equation Modeling (SEM) was employed to evaluate the proposed model and test 

the research hypotheses. The complete SEM model utilized the bias-corrected bootstrap method 

with a 95% confidence interval to assess both direct and indirect effects, including the 

significance of the mediating effect. The results showed that all the research hypotheses H1, 

H2, H3 and H4 were positively statistically significant. The hypothesis H1 was supported by 

the path coefficient with the value of 0.567. Meanwhile, critical ratio (C.R) indicated a critical 

ratio higher than 1.96 which is 4.018, and the p-value was significant (p=0.000). Thus, the 

results indicated that emotional intelligence positively influences work-life balance. For the 

positive effect of emotional intelligence on self-efficacy, the hypothesis H2 was supported by 

the path coefficient which is 0.807. Meanwhile, critical ratio (C.R) value indicated that it was 

higher than 1.96, which was 5.883 and p-value was significant (p=0.000). Consequently, the 

study supported Hypothesis H2, which proposed that emotional intelligence has a significant 

positive effect on self-efficacy. Hypothesis H3 was also supported, as the path coefficient was 

found to be 0.344. The critical ratio (C.R = 3.068) and p-value (p = 0.002) further confirmed 

this relationship. Therefore, this study accepted Hypothesis H3, which suggested a significant 

positive effect of self-efficacy on work-life balance. 

 

The results of the bias-corrected bootstrap test confirmed the statistical significance of the self-

efficacy value. Mediation analysis revealed that self-efficacy plays a significant partial 

mediating role in the relationship between emotional intelligence and work-life balance. The 
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structural model showed a strong connection between emotional intelligence and work-life 

balance, with self-efficacy acting as a mediator (beta = 0.567, p = 0.000). Notably, the indirect 

effect through self-efficacy was also positive (beta = 0.278, p = 0.006). Both the direct and 

indirect paths were found to be positive and significant. As a result, Hypothesis H4, which 

proposed partial mediation, was supported. Therefore, the study affirmed that emotional 

intelligence has a significant positive effect on work-life balance, with self-efficacy serving as 

a mediator. 

 

Conclusion 

In summary, this study underscores the significant impact of emotional intelligence and self-

efficacy on work-life balance among post-pandemic remote workers. The findings suggest that 

higher self-efficacy amplifies the positive relationship between emotional intelligence and 

work-life balance. In essence, self-efficacy acts as a reinforcing factor, strengthening the link 

between emotional intelligence and the ability to achieve a healthy work-life balance in a 

remote working context. Although work-life balance has been examined from multiple 

viewpoints in academic research, there is still a need for further exploration of how employees 

navigate and balance their professional and personal lives, especially during crises such as the 

pandemic. 

 

The comprehensive effect of the COVID-19 crisis on labour markets are yet to be fully 

comprehended and grasped. It is likely that the potential for remote working would remain 

significantly higher than it was before the pandemic began (ILO, 2020). Thus, the valuable 

practical implications can be drawn from this study. This research has reviewed the lessons 

learned from the phase of pandemic regarding how emotional intelligence could affect work-

life balance among remote workers. These results suggest that the practitioners have to prioritise 

remote work policies as a way to cope with the pandemic. Looking ahead, it is paramount for 

policy makers to play their part in initiating changes, especially by drawing out the lessons 

obtained from the difficult and challenging times amid the COVID-19 pandemic, where 

workers have been transitioned from office-based to remote working domain as a direct 

response to the pandemic. Revising the existing policies is deemed necessary, alongside 

initiating new guidance in relation to remote working. Regular evaluation is also needed to 

address remote working experiences among employees while monitoring their health, safety 

and emotional intelligence by conducting surveys. This is significant to ensure that their 

viewpoints matter in the implementation of policies related to future teleworking. The findings 

of this study may offer valuable insights for policymakers, particularly in recognizing remote 

work culture as a permanent aspect of the workforce, rather than just a strategy implemented 

during emergencies (Raj et al., 2023). 

 

This study is also relevant for companies transitioning from emergency remote work 

arrangements to more structured and planned approaches. While the COVID-19 pandemic 

compelled many organizations to adopt remote working without sufficient preparation, strategic 

planning remains crucial when implementing such programs (Zappalà et al., 2021). The 

findings further suggest that organizations should proactively develop long-term remote work 

strategies, favoring hybrid models that alternate employees’ presence between the office and 

home (Chen, 2021). Furthermore, the study recommends the creation of effective work-life 

balance policies and training initiatives focused on improving the emotional skills of both 

employers and employees. Strengthening these competencies can help employees better 

manage their emotional well-being in daily life. This research also sheds light on theoretical, 
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managerial, academic, and practical issues, ultimately offering valuable contributions to the 

broader literature with implications for employees, organizations, industries, and nations alike. 
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