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This paper attempts to show the
consanguinity among the profes-
sional attitude toward team build-
ing, socio-economic and cultural
intelligence, and coping strate-
gies for job satisfaction. A sample
of 314 professionals from differ-
ent public and private firms was
taken and Structural Equation
Modeling was employed with
Smart Partial Least Square (PLS)
3.3 software. The results show that
team building, social intelligence,
and coping strategies influence
job satisfaction in general. The
employees’ coping strategies help
them come up with different situ-
ations that impede them from at-
taining the task they are perform-
ing that adds to their job satis-
faction.

Introduction

Working groups and teams are fun-
damentally different from one another
because teams demand both individual
and group accountability. Teams rely on
more than only information sharing and
best practice performance standards, as
well as on group discussion, debate, and
decision-making (Abarca et al. 2020).
Teams create distinct work products as
a result of the individual contributions of
each member. Performance levels that
are larger than the sum of the individual
bests of team members are made attain-
able by this. A team, in other words, is
more than the sum of its parts. The first
step in creating a disciplined approach
to team management is to stop viewing
teams as simply sets of ideal qualities
and start seeing them as separate per-
formance units (Brooks et al, 2020; Bing
et al, 2022). Teamwork has a better im-
pact on satisfaction and commitment to-
ward their job as compared to conven-
tional work (Khaliq et al., 2020). Team
building can be stated as an individual
working interdependently to reach a
common goal (Abbas, 2021). For the
achievement of quality and productivity
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improvement, a higher degree of team-
work is an essential trait. The theoreti-

For the achievement of quality and
productivity improvement, a
higher degree of teamwork is an
essential trait.

cal background of the study is the
Katzenbach and Smith model of 1993, af-
ter carefully examining the work of nu-
merous teams; each team strives to pro-
duce the following signif icant
deliverables, which are collective work
products; performance outcomes, and
personal development (Costa 2003).

Source: Katzenbach & Smith, 1993

Teams must adopt the following be-
haviors, according to Katzenbach and
Smith,  in order to produce those
deliverables:

 Accountability as teams should con-
sist of a manageable number of
members to allow for both individual
and mutual accountability.

 Commitment for teams to be totally
dedicated to the job, there must be
clear objectives, a feeling of purpose,
and a common strategy.

 Teams must be highly skilled in prob-
lem-solving, the technical talents re-
quired to carry out their jobs, and in-
terpersonal interactions.
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 Teams are far more likely to com-
plete the task, achieve the desired
outcomes, and advance personally
when these are in place.

This is advantageous because it is
intuitive, focuses on the outputs and what
is required to obtain them, and provides
more particular information on each other
affecting factors inside the pyramid. Or-
ganizational cultures that encourage
team-building behaviors benefit from this.
Employee job satisfaction has a signifi-
cant contribution to the quality of life and
workplace balance which enhances em-
ployee motivation and productivity on the
job  (Hwang & Park 2022). Social and
cultural intelligence traits of the employ-
ees show a positive contribution to the
five factors of job satisfaction which in-
clude the nature of work, supervisors’
attitude, relation with colloquies; promo-
tion opportunities for the employees, and
working conditions (Lam et al. 2022).
Employees commonly report  accentua-
tion  at work. 35% of employees report
that the job they are performing harms
their emotional and physical well-being.
42% of the employees feel job pressure
that interferes with their family and per-
sonal lives. 51% of these employees re-
port that they lost their productivity due
to the workloads (Friborg et al., 2006).
Employees’ interpersonal communication
might beget responses from colloquies
which might increase their team building
and social intelligence traits impacting
their job satisfaction (Hwang & Park,
2022).

In these stressful experiences cop-
ing would be the reaction used by the
employees. Therefore, using adaptive

coping strategies and increasing re-
sources will be useful for stress manage-
ment and, ultimately, healthier employees.
Stressors in the employees’ lives affect
them physically and mentally. Employees
facing life setbacks view that the expe-
rience either minimizes or intensifies the
stress that i s affecting their lives
(Andrasik, 2006). Coping strategies such
as self-distraction, venting, and denial
boost the mood of the employee. The
more these coping strategies are em-
ployed the more employees feel satisfied
with their mood. In the present study,
professionals from different firms com-
pleted the forms detailing the troubling
setbacks they experienced during the job
hours and how they coped with the situ-
at ion with strategies l ike posit ive
reframing, humor, venting, and accep-
tance (Warraich et al., 2014).

Team-building strategies mean build-
ing an effective work team by strength-
ening communication and interpersonal
relationships so that a cohesive group is
maintained between the staff. Staff de-
velopment consultants helped the man-
agers to become effective team leaders
by identifying and coordinating the re-
sources and team-building strategies
(Robbins, 2005). A fundamental change
is built by the team building that the work
is structured in healthcare institutions by
changing the attitude of the staff and the
work environment (Mohadesi, 2021).
Team building benefits the cohesive team
by increasing their quality, and produc-
tivity, reducing cost and conflict. This also
increases the flexibility and adaptability
of the managers and the workers (Dey,
2018a). The responsibility of the manager
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is not only to plan and monitor but also to
coordinate which conveys a vision and
inspiration for team collaboration. Under-
standing the principles of group dynam-
ics and applying them in team building is
the manager’s job. The relationship be-
tween employee training, employee em-
powerment, teamwork and job satisfac-
tion suggests that these factors have a
very good relationship. Additionally, it is
becoming clear that cooperation is a pow-
erful predictor of workplace happiness.
The second good indicator of job happi-
ness is employee empowerment (Khaliq
et al., 2020). Hence we propose

H1-Team building has a positive impact
on job satisfaction.

Social intelligence and the interper-
sonal skills of the helping staff are es-
sential to building a cohesive team. So-
cial intelligence and the soft skills em-
ployed by the workers lead them to pos-
sess a positive attitude towards their work
which increases their job performance
and job satisfaction (Zehir & Karaca,
2019). The current study has therefore
examined the role of team building, and
social intelligence on job satisfaction. The
team-building activities can be studied
well by Homan’s social system model
(Garrett & McDaniel, 2001) which fo-
cuses on the relationship among small
groups with the attitude and feelings in-
dividuals have for each other. This leads
to a  change in one element which
changes the other element. Homan’s

model incorporates the development of
team building which affects job satisfac-
tion. Forming is the initial coming together
of the participants and approaching each
other cautiously because of the common
goals they have. In storming, competi-
tive members have interpersonal con-
flicts which lead to dissatisfaction. After
that members become cohesive over-
coming their interpersonal conflicts de-
veloping a structured role and maintain-
ing healthy relationships. Performing
takes place in which members commu-
nicate and accomplish the task. Reform-
ing is the last stage, in which the group
dissolves as major changes are taking
place results the group having either
changed or dissolved. By collaborating
to create a compelling purpose, teams
gain focus, momentum, and dedication.
However, adopting early direction from
outside the team is not incompatible with
developing ownership and dedication to
the organization’s goal. The commonly
held belief that a team cannot truly “own”
its goal unless management gives it space
to do so confuses more prospective
teams than it helps (Cetin, 2020). Hence,
we can say,

H2- Social intelligence has a positive
impact on Job Satisfaction.

H3- Coping strategies have a positive
impact on Job Satisfaction

 Most effective teams adapt their
goals to fit a demand or opportunity that
is placed in their path. This broadens the
performance expectations of the organi-
zation and aids teams as get going. The
team’s charter, reasoning, and perfor-
mance challenge must be made clear by

Cooperation is a powerful predic-
tor of workplace happiness.
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Fig. 1 Theoretical Model

Source- Drawn by Authors

management, but management must also
give the team enough leeway to come
up with its interpretation of the purpose,
a specific set of goals, timing, and strat-
egy. This can be empirically examined in
the current study by seeing the effect of
team building, social intelligence, and

coping strategies on job satisfaction in
professionals pursuing different jobs. The
objective of the study to see the effect
of team building, social intelligence, and
coping strategies on job satisfaction. To
this end, we employ the structural equa-
tion model.

Psychological Measures

Measurement dimensions of team
building, social intelligence, job satisfac-
tion, and coping strategies were based
on standardized tools on a 5- point Likert-
type scale. The instruments used are the
Leadership behavior scale (LBS); (Asha
Hingar,1984), Coping strategies scale
(CSS); (A K Srivastava, 2001) and Or-
ganization commitment scale,(OCS);
(Anukool M. Hyde& Rishu Roy, 2006).

Sample Design & Data Collection

The survey was conducted after
face-to-face interaction with the employ-
ees of the various public and private sec-

tors. A total of 314 questionnaires were
distributed to those who were willing to
participate in the survey. The entire
dataset contains no missing values. This
sample size meets the minimum sample
adequacy (Westland, 2010).

Data Analysis

When both the dependent and inde-
pendent variables are collected by self-
reported questionnaires from the same
person common method of variance is
evident in the data (Hair et al., 2014; Ali
et al., 2016). So, smart PLS 3.0 software
was used for the analysis. The skewness
statistics ranged from -1.76 to -.44 and
kurtosis statistics from -0.082 to 1.097
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which shows a value less than 2 for skew-
ness and kurtosis value is less than 3. This
means that the data is normally distrib-
uted (Kline, 2011).

Structural Model

The Structural Model (Bing et al.,
2022) can be assessed by looking at its

 and beta (  values (Hair et al., 2013).
First, we look at the relationship between
the variables. Team building positively af-
fects job satisfaction ( = 0.2180, p<0.01)
(Exhibit B). The  value of job satisfaction
is 0.506 with team building, social intelli-
gence, and job satisfaction and is higher
than the 0.26 value which suggests a sub-
stantial model (Cohen, 1988; Ali 2016).

Exhibit A – Reliability &Validity of Variables.

Variables Cronbach’s Composite Discriminant Average Variance
Alpha Reliability Validity Extracted (AVE)

Team building 0.78 .81 .32 0.13
Social intelligence 0.83 .76 .41 0.15
Coping strategies 0.79 .69 .29 0.28
Job satisfaction 0.73 0.82 .45 0.10

Source: Data Proceeded

Exhibit B -Model Showing the Relationship Between Coping Strategies, Team Building, So-
cial Intelligence on Job Satisfaction

Source: Data Proceeded
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Exhibit C- Bootstrapping Model

Source: Data Proceeded

Exhibit D: Significance Testing Results of the Path Coefficients

Hypothesis Path Path Coefficient t-value p-value Hypothesis

H1 Team buildingJob satisfaction 2.542 7.23 0.00 Accepted
H2 Social intelligenceJob satisfaction 4.705 9.95 0.00 Accepted
H3 Coping StrategiesJob satisfaction 1.516 6.54 0.00 Accepted

Source: Data Proceeded

Exhibit A shows the value of Cronbach’s
alpha and composite reliability which has
a value of 0.78, 0.83, and 0.79; .81, .76(,)
and .69 respectively. The item loadings
exceeding the value of 0.6 are justifiable
(Henseler et al, 2016). Composite reliabil-
ity values indicate the recommended value
of 0.7 (Hair et al, 2014). The average
variance extracted (AVE) calculated for
all the constructs are 0.13, 0.15, 0.28, and
0.10 for team building, social intelligence,
coping strategies, and job satisfaction re-
spectively.

The bootstrapped model explained
the repercussion of team building, social
intelligence, and coping strategies on job
satisfaction as can be seen from Exhibit
C. The model is studied for 1500 cases
to test the hypothesis of the study. F
square values are assessed to measure
the effect sizes. Effect sizes below 0.02
depict small effects, the medium effect
size is between the value of 0.02 to 0.15
and larger effects are seen between the
value of 0.15 to 0.35 (Cohen, 2007). F
square value between team building and
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job satisfaction is 3.386 which depicts a
large effect size (Exhibit C). The value
of the F square between social intelli-
gence and job satisfaction is 4.586 depic
a large effect size. The F square value
between coping strategies and job satis-
faction is 2.876 depicting a large effect
size. The substantive significance has
been reported for better comprehension
of statistical figures and to study of the
absolute size effect. This accepts the hy-
potheses H1, H2, and H3 of this study.
(Exhibit D).

Discussions and Managerial
Implications

A collaborative understanding of the
effort needed to accomplish the goals
should also exist. The strategy’s expec-
tations of the team members must be
constant, allowing for adaptation and ad-
vancement through time. This study con-
tributes to the knowledge by its empiri-
cal support for the contribution of team
building, social intelligence, and coping
strategies. The contemporary research in
the field has focused on the need to study
the effect of team building, social intelli-
gence, and coping strategies on the job
satisfaction of professionals. These vari-
ables have an impact on the job satisfac-
tion of professionals. Professionals of-
ten face setbacks in life; those experi-
ences either minimize or intensify the
stress affecting work-life balance (Cetin
2020).

Reinforcement in the form of team
building, social intelligence, and coping
strategies contributes to and helps pro-
fessionals to lead healthy professional

relationships. In an organization, the sat-
isfaction of the job depends upon the con-
tentedness of the individual’s job. Job
satisfaction can be measured through
affective, behavioral and cognitive fac-
ets (Mount et al., 2006). An emotional or
affective job reflects the pleasure or hap-
piness they get in a positive job (Hulin et
al., 2003). Cognitive job satisfaction is
more objective and comprises one facet
such as salary. It gauges the facets that
how a job holder judges his job in com-
parison with other jobs.

Employee quality of working life can
also be understood by some key factors
like stress at work, homework balance,
working conditions, and general well-be-
ing. In research, job satisfaction is cor-
related with life satisfaction. Flex Jobs
survey in 2016 found that 87% of the
employees believe that job satisfaction
lowers stress, 97% revealed that flexibil-
ity at the job has a significant positive
contribution to their lives and 79% think
that a flexible job helps them to sustain a
healthy life (Reynolds, 2016).

In an important finding, organizations
noted a positive correlation between job
satisfaction and productivity of the job
(Rode, 2004). Job satisfaction often in-
cludes multiple psychological impacts on
the employee’s job behavior (Hulin &
Judge, 2003). A meta-analysis found that
the relationship between job satisfaction
and job performance can be mediated by
the complexity of the job (Judge et al.,
2003). In a longitudinal study, it is stated
that among the work attitude traits, job
satisfaction is the strongest and that a
vital increase in organizational commit-
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ment and job satisfaction reduces turn-
over intentions (Cohen & Golan, 2007).

Among the work attitude traits, job
satisfaction is the strongest.

The strategies in the form of team-
building exercises in an organization build
and positively contribute to effective team-
work and strengthen communication. This
always boosts interpersonal communication
and helps in maintaining cohesive groups
in the staff which ultimately helps in in-
creasing the productivity of the profession-
als. Team building strategies helped man-
agers in different fields become effective
team leaders as they can coordinate and
identify the resources that increase the
performance of the professionals. Produc-
tivity at work and its relation with job satis-
faction are not that straightforward as they
are influenced by various factors. Employ-
ees’ personality traits and their cognitive
and behavioral facets add up to the perfor-
mance in the organization (Bowling, 2017).

This study contributes to examining,
the behavior of professionals from dif-
ferent working firms and highlights their
experiences during job hours and how
they cope with the situations. Profession-
als working in a stressful environment
should know how to cope with the situa-
tions by using different strategies like
acceptance, venting, humor, and positive
reframing (Warraich, 2014). If the indi-
vidual possesses the qualities of a team
leader and is socially intelligent, he pos-
sesses a positive attitude towards his
work which tends to increase job perfor-
mance and job satisfaction (Posselt,

2018). Professionals having a high team-
building attitude and socially intelligent
traits possess interpersonal skills that help
in forming a cohesive team and which
ultimately affect job satisfaction. In the
case of the stressors in professional life
which tend to have a negative sign on
job satisfaction and employee productiv-
ity, the professional can use coping strat-
egies and skills to improve his job pro-
ductivity (Rose, 2019).

An organization’s stressor or nega-
tive attitude can lead to difficulty which
affects job performance, motivation to-
wards work, interpersonal skills, socially
intelligent traits, and proficiency of the
employees. Stress is a burning issue that
organizations and employees have to
cope with so that employees can have
high productivity and job satisfaction. The
employee in the organization can have
overload or unburdened communication
which affects his team building and ulti-
mately his job satisfaction. Social intelli-
gence at work is related to job satisfac-
tion (Sanwal & Sareen, 2022). Positive
and negative emotions at work can re-
late to job satisfaction with a frequency
of experiencing a net positive emotion
that is a better predictor of job satisfac-
tion (Fisher, 2002). Coping strategies used
by the professional in case of stressors
can bond to have a positive and optimis-
tic approach which helps the individual
personally and his organization (Halpern,
2005).

Emotional management as a socially
intelligent individual helps an employee
to emotional states that ultimately affect
job satisfaction. Employees with social
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intelligent traits are associated with low
organizational teamwork, interpersonal
communication, low organizational com-
mitment, and high emotional exhaustion
which results in low job satisfaction. If
the productivity of the employees is ham-
pered due to stressors the human re-
source expert of the organization can help
in discovering the coping attitude which
helps the employee to regress towards
normalcy and improves his job quality
(Cote, 2020). Teams also need to iden-
tify the proper mix of abilities, or all of
the complementary skills required to com-
plete the team’s tasks, in addition to the
right size. Although it seems obvious, it
is a common mistake among potential
teams.

 Teams must be able to recognize the
opportunities and issues they are faced
with, assess the options available to them
for moving forward, and then make the
required trade-offs and judgments regard-
ing how to proceed. Even though many
people learn these abilities best on the
job, most teams need at least one mem-
ber who possesses them. Without clear
communication and healthy conflict,
which in turn depends on interpersonal
skills, common understanding, and pur-
pose this cannot be achieved (James,
2019). Risk-taking, constructive criticism,
objectivity, active listening, extending the
benefit of doubt, and acknowledging the
interests and accomplishments of others
are a few of these. Teams have outlined
to go even further in organizational cul-
ture. Most teams fall into one of three
categories: teams that make or do things,
teams that recommend things, and teams
that manage things. According to obser-

vations, each kind encounters a unique
set of difficulties. These teams may be
task forces, project teams, audit, quality,
or safety groups tasked with research-
ing and resolving specific issues which
could be studied in behavior (Yahyazadeh
& Lotfi-Goodarzi, 2012). Teams that pro-
vide recommendations nearly always
have deadlines set for completion. Get-
ting off to a quick and productive start
and coping with the final handoff neces-
sary to get recommendations imple-
mented are two crucial difficulties that
are specific and systematically help in
understanding the importance of team
building and the socially intelligent ap-
proach of the employees which tends to
increase job satisfaction (Tan et al.,
2016).

Conclusions

The real team’s job satisfaction has
an ongoing impact. In some circum-
stances, it makes sense to strive for a
high-performing team whose members
have invested in one another’s success
and personal growth. This team has po-
tential, as the name would imply. Although
it has not yet achieved collective account-
ability, it is headed in the right way. The
team will require additional clarity on its
purpose, objectives, work products, and
working methodology. In terms of per-
formance, a potential team is improving
and moving up the axis, but according to
Katzenbach and Smith (1993), “We be-
lieve the sharpest performance gain
comes between a potential team and an
actual team.” This study implies the field
of team-building, social intelligence, and
coping styles on job satisfaction in the
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sphere of occupations. When a profes-
sional is completing a task in a way that
complements his preferred way it con-
tributes to his career development.
Teams must meet regularly and with ease
to communicate. They ought to engage
in candid and lively conversation. Sub-
teams could be regarded as an alterna-
tive to making the team too large if addi-
tional persons are required to do the task.
As team building, social intelligence, and
job satisfaction are showing consanguin-
ity this would help in the preferred se-
lection of jobs and help him to cope where
the stressors are interfering (Zuniga
Ramirez et al., 2016). This shows that
the team-building and social intelligence
characteristics of leadership behavior
show a relationship with traits like orga-
nizational commitments which are re-
flected in employees’ job satisfaction.
The performance of the employee is re-
flected in the specificity of the work and
the techniques he is following to com-
plete a task.

Team-building and social intelli-
gence characteristics of leadership
behavior show a relationship with
traits like organizational commit-
ments which are reflected in em-
ployees’ job satisfaction.

This shows an impact  on the
employee’s commitment to the organiza-
tion which boosts and escalates his mo-
tivation and satisfaction level. When the
leadership qualities and the organizational
commitment of the employees are met
this would result in avoiding exhaustion
and burnout by applying the coping strat-

egies which help in reducing the stres-
sors faced by the employees. So, it would
be fair to conclude that the performance
of the employees often conjuncts with
team building and social intelligence abili-
ties. Coping strategies play their role in
coping with the job strain the employees
are facing escalating performance and
job satisfaction (Dey, 2018b).

Thus, we can conclude that organi-
zations that wish to foster a productive
corporate culture where workers love
going to work, trust one another, and com-
municate effortlessly should use team
building as a strategy. Employing skillful
and considerate workers is only one as-
pect of building a strong team. Once em-
ployees have been hired, it can be ben-
eficial to consider the next step of con-
centrating on how to bring them together
and turn them into a successful team.
When employees collaborate, they
strategize the ideal way to manage du-
ties and produce top-notch outcomes.
They can divide work into smaller groups,
collaborate on projects, and finish jobs
quickly. Employees who are properly
communicated with understand their re-
sponsibilities and those of their co-work-
ers. This boosts collaboration, encour-
ages employees to help one another
achieve their goals, and increases par-
ticipation in how others are doing.

Limitations & Future Research
Suggestions

As with any research, this study has
limitation that give scope for further re-
search. The sample size and the sampling
technique are the obvious limitations. In
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this study, convenient sampling is used
and data is selected from particular em-
ployees. Further research may consider
professionals from various work cultures
to study their impact cautiously general-
ized on the broad population to study the
impact of team building, social intelli-
gence, and coping strategies on job sat-
isfaction.
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