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ft>...BST R.-'\.CT 

This study seeks to wterrogatc- the cflcct!i ,1f the pert.,--eived. lack of job satisfa . .otfot\, loyaHy attc1 

01_g;aniz.ational e-0mmhmen1 on South. African. raachcrs a1"\d to cxplnrl;l. th~ possible causal factors 

foatifag 10 ihis phenomenun. To illustr~te the- extent aud seriouf:ucss of the 11roblem, the Minfater 

of .Basic Edttcation has revealed that some 25 000 tt,n.chen; left their jnbs. bc-iwcctt 2005 and 200R. 

Sh.e .also coneeded t1mr South Afru:a-\.Vas p-i·uc1u.cing 11 000 les!:i teachers a year tban required b,Y 

th1:, ~ystem, Th~ D t:ll)mtrm,mt Qf B&ek Edtlcatiop ha~ had to resort tu Tl;l(,,TU1ting teachers from 

cou.ntncs liltc Zimbabwe and Cuba especially in cr1tical .snhj~'LS :,rnch us Mirthematics. and 

S-c1e.i.1t:e. 11)iis state nf uftiiirs porn~ l;tl <1 !iYS\Wl that is iu a serious C!ri~1s antl an urgent need t.o get 

to the bottom of.th~ problan. 

The aim of the study was to explore the- J.aciors 1mpat.'ttn_g on 1he levels of Job Sati~fachuil. 

l,(;yalty and OtganiiinHo_nal Comrnitment -am.o.n_g South African tcaob1m,_ Th~ srody objecrivea 

were: 1 _ r~) .fi11d oul it fhe lack uf job ~Q1isfaotioa. loyalty aud organizational t:ommitmei,t affect 

the productivity of teachers in South Africa. 2. 'To intam.>gaw the pos.-sJble causal faclol'il fhat 

contribute to the perceived laok of job satisfacti<n11 to.Yal1 y Mid c irgJmz,itjo~uil cornm.ittnent among 

Srmth African t~eht!rK 1. Tu ~~ttiblish the roles that call be pla,y'-ld by dlfferem eduoition 

stak;choi.dct8 to 1111prnvc tho Jovel~ ~1f job satisfaction, loyalty and organizational tornmitmvut 

runon_g South. Mrioan. teachers. 

Paoe-1.o-face open-s:m<led int~iews were oo_nducmw WJth a total oi' l6 t~chf;)T:, r;omprismg of 

~o1\nol prindpals, hcil.t.ls M dcpattnil;lnh, (HODs) and post leve.l l educntors. Participants were 

drawn from six seoondary ~ohools: Two S<.ibcmls were sampled fto.m the utoru1, quinti]c, -thre1;7 

schools. Tlle second pair of scltoo1.s Wil.8 scfocted ft-om the semi-rural, quintile two school~. The 

third pafr wa,; ~i,tl,;x,1:t:d fhim tJ1~ mral. quintile- oue s~hools. Thrn was to ensure that respMses 

would be a fair retlection of t;."ac,hers-~ lived experiences .from different ic-c)noniiv and social 

bncltgrounds. 1tl total six. r,sine1p.als~ !bUT HOD!> a11c.!. six pQst J.f;\'(ll l ~lJcators partkipated in tlie 

~tudy. The key findit1gs of tltt: study mdiaute lhnt there were .wrious. ohailengcs- fucirig th~ 

tXlucati<.1-11 sy1-tem ranging from heavy work. load~ espec.fa.11y 111 1nw-tmrr;,Jrnent schools; a 

J~erce_t~lio11 o:I' W'tf,.nmess -in pn,~ses of promotions; policy lUlCCJ.'taint.y ~nd .a poor work 

enviromllent. The itnplicatiou 1s that there needs tu b-e far-reaching o.ban._ges :in poli~y r,M,1"ining1ti 

staffi11g fur solwols. p1u1notfo11 procc:sscs~ in-!IBn·foe training and th~ role of schooi governing 

h 111.iJ~!h The researcher i i; of th~ i,·iew· that there ueeds to be a QOntnmou~ !".tr_,m:h for tile ca:uses of 

V 



t.he syeL~rn~s w1deq1~.-r~rmll.m.:~, One ii.reu. that ~hou.ld be l\ s11bjecr 01' .a thorN1gh rt!SltrtJn.:h going 

forward 1s ihe suifflbllity and cffccth·e11t,s~ or t.he- ~oumri:,; t~aoheMraini.n_g cttrricm1nm. 
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1J. 1nm.i3u~thm 

CHAVJ""KR ONE 

OVERVl.E\\' OF THE STUD\." 

This study see.ks to interrogare 1!te effecr:i of ~ p~ccivcd fa.ck 01 Joh $~P!,f4cfo;in, loyalty and 

otgilm~ationijl oornmifme11t on Sovth African teachers .and to explore thi possible causal 

factors kadin,s to tJus phcnnm~rmn. fhh; chapter highlight::; the b.wkg.r0-und of fhc ~t'uciy, 

wlricl1 it'l.Cl.udes the ranonak- for the study, ihe ruv1ew of m1evant lit-:rature; rh~ statement of 

the research problem; the re~carch objt.1erivtm; tlH$ 1•esearcl1 cruestions. the deHtn:itatfon of the 

stndy; the assumptions of the study; t:hc c1cfi11itir)M of key 1hnTIS ~ud abo n1rtilncs the 

su-ucture of the dissertEJtion. 

1,2, 13a~kground of th¢ !.t\ldy 

'1 be j'.lroblerus. plaguing South Afcica~s c,ducation Bystem are well documented. Sucll problem.~ 

moJud_e, among other':>, high cenoher turnover and !X)or 1eaner arta:h1:met'lt in lwy l:!@j1;1rn like 

S1,1tt;lf!U; arul Mathen1-.atics. A~m]n_g to Mampana. (2012), m sp~ of a nutnb~-r- of larg~oo 

inrnatiycs by the Dcpartmoot of B~sto Educ-c1.ti1m (DBE) tn retnin ttia.chern. in the- sysrc~ the 

department was -stilt faced witb Hn unacceptably high 111.m'!bcr ot'1eaoh~ri;; J~a.vmg their Jobs. 

High attrition of ex.perien~t.1 p~onnel har. been cite.cl as one of the causal factors to Snull1 

Africa's failure to meet tfa~ millennium. dcvclnptnoot goal of i:i.i,:hif;1.ving thi;:1.1o.iversal primary 

education by the- ye;ar 2014 (Mawpanaj 2012) A roccni stLI<ly hy the Humnn Scie-n~es 

ResGarcl1 Cow1cil (HSRC') found that some te;1chers. were bU:ttking ofos!1e~ hi;:ca\18~ they 

t.hi;ims~h~s 5tr1,1ggle,c;I. with p;imwy acho0l M:ithemattcs (News 24.0om1 201.3 ). 

T11e facto.rs that point ro the apparcm J~k of'org-Mrisatlotial c1mm11tment, Job &aUsfactioQ and 

loyalty mncmg Sontll Africau teacbers ~ elu de the shookingly .bigh k-vd oi atn.~nteeism, high. 

1:m1ployee tum,wer and r~gufat• wot•k stoppages .and other forms of fndustria.1 1mtion~. to 

:tncotfon Just :1 fc:w 11 h reported that South Afncu. has the lii-gh~st t~oher absenteeism rate in 

Soutb.eru Afrlc,a. lt lS reported that on avcrag.c one teacher 1s absent foT nineteen ( l:9) working 

days per academic ealendar year (News 24.ouru, 2011). T.Ws tratlslalu:11 to 11\ore thWl nine 

p~r~ent (9.5%-) ot'h:aming mu,1 1:e;,iehing time tba1 js lost each year This ptcmrc is 1:sven worse 

when one talce5 mt<l account the fuct that a sub!ltanna] ,amount <.' f fctlohin_g thn.e Js. said to hi."' 



lo~l while ioachers ~u. -.~Ue fo sru.ff l'Ooms doing nothing, h 16 repmted that town:ihlp ad .ruta.1 

sohool tc:achers use le~ than fifty (50) peroent of c:las!. time on tcncliit1g, with the majvr1ty of 

thnt time spent sitting .tn staff !OOl:1:h, (Nillnvu.., 20'1 l 7). 

To illustrate ~he ox.tent and serinusness of the problem,. the Mijli~ter nf "81\Si~ Hdncation has 

re.vealed that so.me 25 OUO teachers left lhcir jHhs benvoon 2005 and 2008. She also cAmcede:xi 

thrn: S014-Q-i A fricu. w&s ptod1.1cin,; J 2 000 less Lcacbers .u year tbn.n requ1red by tbc systc.rn (iOL 

1(1.1wsl 2010). 'T'he Deiri1rtment of Bas11: Education MS had to ri.::surt to r~cmi1illg tr;ach~!ii 

from oom:Hric~ Hkc ZiJribabwc anu Cuba, especially i11 critical subjects suc.:Jt HS Mathematics 

cand Science {.Mun111ana, 2frl2), This' stnte of affitlrs poi!Hs 1n 11 syHtem th&t is ia a aczfous 

cri ats nnd iUY utgcnt need to get to the bott'1tn of th~ proi,tem. 

Sou11'·1 A /Hua 's education system cannot w_pravc and ultfm~l-tly re~h its true potential whfle 

thc~c, p1·obic1thl ptmrlst It i ii~ theretbr~, important that the root i.::aus~s of the problems taaing 

QUT educutfon ·ysti;,-in arc wi.dcrstood. TMs s tudy should ben~fit a1l l.h.e majm· s!&keholders 

111volved io educatio~ namely: rhe-poHey j\i,.ikerS": the S<.1hool Governing Bodies (SGBs)~ the 

scfo111l mfill~gernent team~, Ol\iimtry t~achcrs, learners~ 1ahm1r mi ions and the teacher tmlbfog 

institucions 

N urn~r<ll-fl:l schol.irs and other opinion waken; have done i1 consjderable. amount of research 

011 ffie fa.ct,>tii that effect organisational commitment~ jnb sITTi.sfaction and loyalty on 

employees itl general. There fa ovftl'\'v'J1elnung consensus ihal a luuk or_g~.nisationa1 

commitu1eot,.job satisfaction and loyalty 1mpact ne_gntiveJy on employee prr,dwQtiyity. Fi~ld 

and Buitendaob (201]) .argui: !ha! there.- u; a ~trong correlation l,en;vccn <lrganisationru 

r,:Q111mitmeut. IDid work engagement as well as happinB.~!~ and work commitme.ut. They lheTI 

argue that hapl')ine:i:: with one•s job ii; n prerequjsire. for ctigagemerH an1J c<.1Il1Ulitment at 

,vor:lr. 

Acc.:ordfag to Rampa (2014). passion ant1 motivation play .t c.,1\ic\\J wl~ m the quality of CV<.!'.T'Y 

cmpfo:;-ccfs pc.ii'ot111a.n.~,e ih their- jo~, tk further emphasizes the hnporumee uf an e:trnblin_g 

organisational culture und pleasant working conditions jn the prof~~lon i11 fi.u;tering and 

8Ustaining the employee}s, productivity van Oyl Md Cti~t:i:ee (2012) argue- that -cmployee­

centred. HR prn',}ti~s, su.ch as training and dc.vclopmcnt, work-life balance, remu11era.tiot'I and 

recognition have a positive effttct un work commitment of emp1oyces. K<,oij ttt al. (2013) 

l 



tJrgue th~t satisfioo employee& are titne-effi:,cth/c a.t ,vori a:Ml ur~ not likely th ~Ju; :-;;ick lwv1; 

1+01c;,i;~ it i?:- ~xtremely 11~!,i~ur y. ft i~. therefor-e, unperutiv~ t!mt any factors thal mili1~l~ 

againsi cmployc.cs givin~ their best at work he identified and addressed. 

Job satisfaction refers 10 a r,ositivQ cinotim;!il state. resulting from ihe appraisal !}f one·s job 

tKatsikea, Theodosiou, Perdikls, & .Kchagirts, 2011). Bakkct and Oer!~tmUJli {2011) ~i.tJSt;rrt 

U1~t J1igl1 kwels of ~ubjact3ve wt,ll-bi;iiJig are asBociated with high levels of job sa11sl'm:,trnn1 

regular e.xpcrilmcet. 11fpos,iive cniotknn. and very rare e~perienci~ of neg.ative emotfons. 

A~ording k1 T'amck and Sonfa (2012). employees form. attitudes rowards t:hcir jobs hy takfog 

into com,1den1tfrm fh~ir t~1ings, 1ht:iir 1.i<:lic;±~ and tbeJr o~haYiQ\lrfl, They farther argue thar. 

for fhis reason: job satisfaction can b~ defmeo eith~r as the ,,verall job snti~fae1fo11 of .m 

em.-ployee o.t the saHsfacrio.n with pa:rttculttr aspoots oi' the i<>h: such M P<IY~ working 

condition,, ~o-workei'K. comp~ny pniic]~ supervisio.u, thr work lr.sclf and opponunitieos for 

promc:,tinn. 

Orgumsatiooal commitment ts defined as the :r,reparetlne..1;s nf tbe employees to make a 

grc-0.tcr i.ltld determ.i:neci effort on bcl\alf of th.cir otganisatiOl:ll.: a prnfo1-md d~~h'l:! to 5t~y m 
their organis&tiCIJJfS ~m~ &dv~mN tlt~ir 11,0{\ls and-values. '!he employ~s bavc a scne;i of duty t-o 

the orgnnisatiun (Rt1thn1ann & Viljoen~ 2009. cited in Pield and Buitandacll~ 20 I l ) , 

According ro Allen and Meyer (1990t t.i.ted in Field and Blrit~dach (2011). OTg~oi'ialiomil . -

commitment is ihttie dimensionuJ and comprises of .affective co.1nmittnc1U, nclu11.'.llive 

c:01111Ilitrn~t ~nd 1,;ontin1,14\1we, 1,,,nmuitwent. 

Ajfiu:tive cnmm1tff1m'bt r~1er!i t~, lhe ~mpJuyt!~'s shde l1f emotitinal attachment to. 

invoi\iL-m-cn1 and idcntificatfrm w1th the urganfaation. 

N-onnalive commitment refers to tl1c employee's foeJingtt c, I' l,m1pul1;io1l to remain fo 

the organization. 

Comtnucmce c-omntttmant refers ro ooinmit.ment bas~d ru,_ tho M~ls fhat fhe ~11pfoJ1'e 

~ciqj~s -w1th JyePfjng th"' -0n;Mization, Co-ntinucmce commltm21tl bas lwn l-iuh 

illmen1,1on-:., TIIDl'f~l), persm1al sWlri fi<.,--e arn.l lacK of nltemntive 

According ro SYJ>.t1iewska (2014). job -s~tisfaction gencrall)T results m c1 :r,oi;;tive attitude 

tuwu.rds oncf~ work~ co-wnrkarx as well as, tbe entire organisation. She furtlier arg"t'l.CS thru ~ 



satisfied work.fon.•.c build~ antl attively partfo.ip~tes- 1n (ht sure~$ of an.y orwwisation. 'Th,t, 

level of Job sausfe.otiott 1s further 111.f1uem:it!iJ by a ~e.03~ of justice, ·worker satisfaction is the 

butcume ot' what they receive io excl1angc for their conhibuuons. F1J1'Cciveti faimt;)S hH,..i:, a. 

posltivc impact on th-0 level~ of motivation lilld sa1.is:fil0tiott (Sypni,,mrsk~, 2014) 

van Dyk und Coettzee (2012) funhcr maintam tl,at orgauisatfonal cottHttitnumt TesuHs ln 

positive attil.udes lo job:1 iilld affects outcomes 1ik¢ employees' iutcntinns to le.av~ 

organu;atfo.na1 e1ti2e11ship hcha.viuur, perfon.nance and Job ~athifo~tion. They fi1rt11ct argu~ 

thnt. organisational and employca-oentred human rermurce 1,racrice:; like ,vor.k-life balance, 

compens.1tion~ supervisor suppotl1 wmmpnication( .rQ\vards and rew-gration1 tra.inii~g a:ttt.l. 

devl;l,lopmen~ JClb dn1racteristic1;: and 'TPOrtu11ities to deve1op c-.}n,~1>, influence tht> 

commit:inent of emplt:,}"'00S. 

Ll The J'c-sarch problem statement 

South Afrioa spends the highest pen:anMge of her Gross Dunrnstu:. l'roduot (_GDP) ui'!. 

e<lucai11m. H lli d~r th~u.gh, 1hat the huge rctioun:e,,. that !?.re pumped into the syst~11 d.o not 

yield commcn~urate rffiiuit~. The , system is still face with chaUe1lgcs of Jearne1· 

underperfomianc.e in crtt !C!tl su~jccl:8 like;: Sci' ~n~ and Mathcmatks. The reponed l1igh fll~ of 

~hl.l~.ntecism mnong t~~chers as w9l1 -a.., th~ nigh 1eacl1er turnover, ru.,rnn-g othc;r challeug,eg~ 

pouH lo n sy11tem that 1s ne1t working optimnily. This jl..L'ititil;:ij wnriuuous research into tJ1e 

tllldr:rlvit1g factots of1he challengf;'~ in the ~ystem. This tituJy ~eeks to examine the reacher's' 

~«itudes to their jobs .n1d cxplorc- ditfonm.t interventions tllat ctl.11 h~ rnfld.J;, to enhance. thc·ir 

job i;atisfuotion and organisaticmal com.mittn~nt. 

1.4. The researcll objectt,·es 

the .general objective: of Ilic Mu<ly is io e.xplore the fucton; 1m_pru.,1ing on the levcfg o(· Jnb 

Si11fofaction. Loyalty and Organi~ationai Con:m.litment atnong SO\lln Am~ t~achers. Tht.' 

srecific study nbjt;!(.t.ives are: 

fa.) To fitid uut how j1Jb ~«hsrai;tion, loyalty and organisational aommitmcm affect 1hl' 

produotivi1y 9f tO'.tcfu.crs in Uembe District .. 

(h) To unclers-tsnd the factors th.it 1~atl tv the perceived lack of .Joh );atisfactJ..an. loyalty• 

am] nrguni~atron~1 corouutme.ut among tcaenars in Ilembe Distr.ict. 

le) To establish the roltis pJayed by differi=J11 cd.\lcation s~keholde.rs to impmve ,10l1 

satisfaction and otgtntlsariuna.l commitment mnong, teachers in TI em be Dii;trict.. 



T Q cxchlcve the .!talc.d ob_1ccl1ve!., the smdy seeks to answer the ihllmving questions: 

(a) Huw does job satisfaction, foyalty <Jnd org~nisaUonal co:tnmilment affect the 

ptoductivity am] Joh perforw<1nceof teachers in nambe District'! 

(l.l) What-arotho fact.cm. for the perceived lack of job snlh;ta.ction, loyalty and 

organisntiona.l i.1omruitruoot amcn1g ~chera in Ilembe D1smct7 

( .~) \Vh~ Clmtributiot1 do diffotcnt sLakeiht,lden; make to improve- the lcvdx ot'jc,b 

8atiafaotinn, k,yaity aru.l orgrutlsatioMI co:mmitn1CT1t amvng t.eucher.;i in llc.mb\l 

District? 

{ .o. 'Th~ ilgn1fic21nce of dte reie.4J"cll 

The study is an attempt to get !-1. bcfLcr L1JJtlensnmding of the challcnicll fat.i ng tencllers in 

Sou.th A-hicn ~ma to ~~ploF~ possible soluuon~. lt i); hope<l that desired job altitt.td,;:~ on th~ 

part of tctt.ebcrs will go 3 long wny in improving learner atl"\inmem and the standard u+· 

eduettfion in gener~1. Fl1rt1lcrmotc~ a thorough. and continuou~ rcscarrh on t11e top1c ls made 

n<;i~cs1:1wy by "th~ dism~ perlorinancc of Smith A mean learners when compw-w whl, their 

p.eers from other Afnc.an countries._ The Sot\Lht'lffi and E~t{;ml African Con~1utium for 

lvlonitorins Edacari.011 Qua.Jit.y (SACMEQ) lll Iooked .al cducmt10n inequalizy, and .noooc.1 tha! 

the pooi:est 20% of South Africfill learners perform far Worse. tha.o. :!ht)~t nt the,i; ooimterpans 

in nther ea1:tem and so11tnern African co1.·n1uie.'- (Spi11.Jll1 2012). ln the. 201 I Progre:is in 

lntematio:Ml Rmuling Liwrielcy Study (PJR.LS) tcs\, 43% of Sitluth Arriwn. learuc:r?i fuilad to 

att3in lhc low mlcmatiunal l?1mchmnrk. Of the fiftceh countries in lh~ J'~gi~ni, Somh Afric:C:: 

poorest learners w~ al 12th plaw for mathematics, and 14ih for rea.ding. (Hmvie el/ t1I,, 

;2012). 

Ccrrainly~ the huge i n)'eSstfik.nt meld~ tJy tlie government m an ~ffort to improve Suulh 

Afti~a1

" ~ducatio.u and the oountr)•~s econcm1ic stat.us on the continent ~hou!d be 1muufest in 

the standard nnd quality of education in tbt'. tmuntry, The fact that dus .is not happen.in,{! 

tlemanilli an ung<,>fui probing for unswers. 



1.7M Delimiratio11 of the !itudy 

Tiw r¥~ean,:.h -is ~ imJted t(1 th~ views and Hved expericn~es of !;chOQl pttne1palfl,. hoa!l:,r of 

departments, and post level "! lea.eh·eJ·s of sJ1( secom1'1t)' 1;clwols in tl1e ilembc District of 

KwaZulu~Natal dep1lrttnent of educa1ion. The ~tudy was etm.dU.!tt!d bi;itw~1 1fay 2016 and 

September 2016. 

l .8. Afr11t.t11ptlottfil of the stutty 

► Tl'icrc ts a lot that ·nee& to be done to cmhunoe job r,atisfi:u .• 'tion aud organisntiottal 

commitment ot Soutlt African ttJachcts. 

:t-- lmproYfld Jtlb s~tisfactlon and orgaoisattonal oorom1uncnt wiil result in improved 

prnclUL1ivity and efficumcy by teaobet thus .impaoting µositivcly 1ca:rtlRf' r,erfonru.mc.e 

and u l taintrteti t 

l .9. Ddm itions of .key rums 

1.9J, Job B~(j~fa.dion 

fob "'la11sfact1on ha~ been dc:fincd in numer{)u.~ way!{, Lmnley et al. l2011 101) ootlno ;iob 

stuisf,netion as <•an individual s total fee-Ung abour their Job Md th&:! AftHµi.l~, they luw~ 

wwards vuriol.ls ~spects or fo.~P> of tbelr job, ~s weJI as au attitude and pcrteptinn that could 

conReq mmtly intlwmce 1he dcgr~ of Iii belwetn the. individua1 And 1.he orga.n:isation". 

Accordin_g to S1.mrn t'Wd Leslla. flO 13},. job s::m sfaction 1s an nflbotivc ni:iponse tu tb.e job seen 

either in. jts tots.lity (global sat.isractfon) ot w1tb regard to SJ:>tci8c asp-et.is (ru~i;}t .satisfaotiol! 1 

J,e, P?Y1 supenri.i;ion ~tc J11b $ati~~ction is fmthr:r understood ~s the posnivc oriontatiun Hf u 

rt!Tf,t,n toward~ Ow role- whic:h he/1,he i~ 111·esently occupying and ihe degree r.o whic'h 111c 

ctnp1~ 1s comfortable nnd Jiappy wUh :his/her job (Suma & Lt::~~ 201, ), 

Tut' sati~H.u .. -tiun 1s further defined .ti. a gn1tifymy or affimULtive emotional stat.e, resulting :lrnrt1 

tbo observation of 011c's. job as fulfiUitig f)r .111n\ving 1he fullllmen~ of uJJe -s essential job 

,:!ltl.les (Smna & Lesha, 2-,{} J 3 ). Job ~atisfaction is an cmot10nal rcacti,m tu a job co.nclition, 

whioli is often cietenr1ined by how well results mat.ch or 1tceed &pectaticr11s, for in">hinc~1- if 

~.'n~ers ih1nl, tlrnr thty iiTB trt.'tlmd. 1.mfafrJy ~nd rooe.ive- less Tetnuuer:mon, they arc 111m-~ 



tikd_y Ln ha.vc r1cga1h,~ ftelings. tuwun.ls tlH:fr w1;1rk, S\.i.peryisJo.n or co-.wor~crs (Rehman f:/l 

al .. 201J}. 

1 ,9'.l. Or~auiliatfo,oaJ commitment 

Organisational con1111itmcul has bc04.-,.me onti of tl'1e 111ost cutnmon variables studied itl the:.· lasr 

few decades. Ltke every othf!r psyclil'llogk~l consrrucrs, m·garti5iifi(mal commihri~t does .unt 

ho1v~ u qniver1,,.il!_y µCt;s;pted uefh,jtfon. 11 h~5 been defin,cd and measured in many different 

ways. The many dcfirutions ~d m~liUTb!i have Ole common jde.1.1 that organl2aHotntl 

l,;t'!Jll m itment 1s understood to he n bond bchvci:n thi: imJivultwl wul the organisatiml (Suma ~ 

Lcaha~ 20 lJ)_ 

Organis~tiomi.1 ccmmiUJJeJJt fa r~garded. as ft psycholog.1cal association m, inuivicf n.al 1w; whh 

\heir orgimi!ta.tH)J'J!' cliutat'tl:!tiseti by prnfound idemlflcatlo.n. with the orgnni~atiim @cl a 

WiU1ngn.css to cootti.bul~ r.o the attaitt1mmt nf"ntganis::i-tiunal goals (Lmnley-ct al., 2011 ). 

5ome i.icholar~ view urgani:r,ationnl. commitment as the strollglh. of uri ~mJ,lr;lJ\('r'~ 

fovolv~rnmt with im t1rgu11faation, Ofh~r13 ~iygesl that organisational 01;1uimil..ment is !-lhown 

through. compatibility botweeJ.1 personal and Qrgw1-rnatinnal v::1.lues and goals (Sm,ant.y & 

Miradiprl¾ 2013). 

J\vi::ordm.g 10 Mohitm~d ,uul Ani~u (2012.) organis8tionn! comll1itme.tlt rrfor's to thtj• 

wi1Hngness of an empfo-yee to apply 1tigh.ar ll'vl'l1s uf h-i:!n) wc;nk for the sake of the 

orgam:;nitio.o, ~pprovai of i~ strategic g_oaJs; principles, values anu ethi~ and ii ~trong desire 

to- stny w 'th the otganiz.itim,, 

Accordwg to Lee: 1!-i al. (2014) (.'<11nmitted t--:n1plnyees al'e gener'3lJ:Y loya1 to 1h.i:k 

oJ-g~nisatfons and wllllt to eomlnue th.cir associatio11 \vith iheir nrg311is&tions vY~IJ whm t~-e:re 

i1rc \1vt{t;r optlvn6 )Tl (<,-:mlS \}t P~Y a.ua be11ents. 



I J O. T.l!t,trurJur of tne di1>t"!ertatton 

Chiaptor 1~ fntrodl.lcti11n 

In this cha;pter, the rese:irohet provided- 11 sl\orj ovc1-vi°'"v, l!tt Jh\ tivutirn1 at th~ ~l:J,ldy, thi; 

for;:\JS for the rt~llrch, the- l'e6e--&rcb objr.ctives. the research questiQns, lirnltati011 01 lbc stuU)' 

and c:ondwmm. 

Chnpt~J· 2- Literat11re .Review 

'rhe rescmrchi:!r will ht: gathering 1ofotmation u~ing theoretical aspects and any cm-pu1ca1 

work don~ by other scholars 1lk4- jnu.r.Irnis • .reports. books, ucwspapurs lo produce a ~ou.ricl and 

~reuible conoeptual itanrnwork un the top1~, 

'hupto.t· 3-R~search Methodolugr 

rhl~ chapter ·will deal wtth the selection of a resel®11 d~slgn that wi1l s'ugge!'!t the C<.' rrc:i.:t 

mc;,thQ(J tl1~t , ,till h~ usetl 10 uoiioct <lut.i ij!:i w~Jl ~~ tlw ~ampling method that wiU be chosen. 

Th1:1 tur3et woup of p1..-opk for l'bc !;{uuy wilf also he <lt-~(.,,ibeJ in th1~ ohapter.. 

lulJ>ter4-Presentatiun and Discu~!iOu of the Findin~ 

In thrn diaptar. the researcher wm rr~sent untl di~cu~s tht ffmiin_gs of1h.e study. The cii11pt.l1t 

will nls(I c~it:lc the crhlcal:issucs, truslwotfhine.~S; validify, rnfo1hility ~nd lhwtmious ofrhe 

stuQy. Tht: res~aJ.'cb.er wi.U also 011tline the liwitatio.us of th,;:; study. 

Cb:tptec 5- Con.,;huion a.nd Rc,l.'ornmeudatfons 

Thrn chapter will focus on lht." out~m,w ot tne study tint.I the recommendatloil~ fot futtuc 

studioo:. 
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2. t. Intrudurtiou 

UA.PI'ER T\ ro 
LITT-RA TURE REVIE"' 

TI1is c:hupt~ ~xplores d.ifforent thetlretical approacl1es ro tb.e conoepts of job satisfaction. and 

11T.gmti~~Hooa] co1llitlltfilct1t. Thi(!) 16t dontl tu ~n~~ th<\t tb~ stu<ly js bfl.Sed ou ~ elem and 

thoro1.1gh u11derauwdl11g of different lliles of thought cot:1c.crning thm;c corH:eph. that have been 

developed by d]fferent scllolari over the ye.,-u-s. The ch.1ptet also deals with !he -rcvj~ ut 

TI;1ievartl llternttir~ by W'li'lous scbofats ,r,en~itung le'> Jw;-tQ11i (h.it jmpil.ct on emplo~ea' job 

satisfaction. productivity anJ urganisationa.1 oommitmenr. The aim is t.o estrtblish. the itttJ)act 

nt !tuch fiu:tor~ cm 1hc teachers• attitudes lowatd.'1 O,efr jvbs a,n(l lhf;? resultant iln.pact on the 

, verall quality iJf education . .Although dns Ht~n.t.ture review deals with many f~tors an.d 

diw.e.ns.ions of jab sadsfitction and or~tUtlsntional oomn:litmct1!,. the scope t'J ,~ !he research ,vm 

oot extt;mtl to dernugrnphfo rntcmn'1.tfrn, web ~ ~e ~bd gender, Th~ wse.arcli focuscf! on 

t1::achers in general. Each soctrn11 of the literuture ll.lVi~1 ha~ heen -e.xamined w1th th~ 

objt"ctive of ~ivin,g the researcher .io~dcp1h kttowfodgC" at1d 1h~ l'n':-Cl!ssary th~i)rt!ht<J.1 

backg,rouu.rl in or-der to fonnulate meaningful qualitative interview questions. 

2.2. Tht!ontkat and come:rrtirnl framework 

There are different theoretical approo.chcs to both 1hc- -concepts of j oh satisfaction and 

orgall1lialfonal commitment. This section <leals with the tht·cc difforMI l:lfl]}luacn~ fhilt lmvt, 

t.tteu developed ir'l exp1aitiing jo'b Nllii! fovihin mid me~suring: tile employees• levels of 

-atiijfactwn. Tlw next pilN of thh: secticm wrn deal with the three-component 

conc.1.."Ptua1izatiou of otganisational co1n1rtitttic.nt Tlte~ tlieonts antl appr<,~iches are yery 

unpottant in trying to understand the r~asons for employee bchavrnw- and job attitucle.s in 

ge.neral. The literature c.:-0vers releva,nt. researoh ,vorlt on Job satfafactio!l and organisatiooa1 

c:Clm mi ~rnent: 11101 utJing Te1evant tone:,,~ "nd. i;;<.1,-i~~ 

2.3. Approacbes to Job Satisfaction 

J\..Q-OOfdin.g to whAt Hackman and 01dbrun ( J 976) cull the ri ,11-fotruatiiJO ()rouexsmg rn11del" job 

satisfaction 1s solely de17endent on the chaqicte.dsHcs of the job. According to this appwimh, 

employees C<fl)ect infomutti<m .about tht, job, \hi;; 1ivt,rkp1~ and the or_ganhmtion, ru1d 



rf'5111t1wiy evaluate these -features. in o1'det· tn dererntine tlie level of .satisfuc.6011 tVa.111..!u 

Bc:rg"hc, 10! J ). 

The second model maimains that the meaiurement of the Jevcl of j ob gatisfaction 1s based nn 

infom1aticm about palit bohti1;1om· antl wh<-U othtm; m: work tl1ink , lt sliifbi its emphasis to the 

effects of tlie oonrext and the itnl'act of past bchavmuri instead or 1ndivitllllil pre-dispositions 

and cognitlv~ decision-mnking processes. The.refore, Job s&usfaction is rdiant un hnw otb~TH 

ll-t W(n-k illiS~S the workpla.re (Va:ndvn Bi;rgfu;\ 101 J) 

The tlnnl appruauh. 1riainfohis that jvn 1;.itfofo<,,iion is reliwi t o:u the attrjbrrte~ or Llu.: 

disposttioos of utdivkhia.1 omployc:cf:. Stich dispos1iion:; ~11n b~ dtitermrned by et'i.perience ot 

generic herita_ge or both.. ln sh.o~ job satisfactlon ciln ho 't.111,forslood ru, a funL'tiQ\1 of; (~ t:JJ~ 

featur~s of~ job~ (b) tb~ view of others and (c) the indiv1d11al eroployce= .. t3 pcrsom\lil)' (Buy!'-. 

01<.~ers & Schaap, 2007) 

2,3. L Job satisfaction as a frutction of job features 

This- approach tu job satisfactioti is divide.a into two tlteor1es; nrune1y_ ii the tw().factor::v 

fhoory mid ii) th~j1)b d1an1clc.1i:!llfos mrnld 

i . l\"VO-Fndo.r fhoory 

Fredes.'H;:k Hi.1r7h~g ( L959), in l1is Twn-Factor Thi;1ery deflls wirh 1he issucc of wor.kpl;,,cc 

nrntivatiun. The theory mtroduocs iwo factnrs that aotJount f(,r l.i'veraJJ job s-atisfaot-ion and 

!.hoy art: rcforred to .as motwalor-s. and liygi~tt~ foch)ri.i. Hew.b\rrg &rg\1.-e:s that while the­

CXlSten\:e of motlvfltors in a. Job ~n lead to the im-provcd kvel?J Qf :.ur1tisf.ac.tion, rJ,e 

.noitexistence of hygiene fnctors in the workpJace can lead rn dissatisfaction. Hygien~ foi..:tor~ 

re±~ tu the e.trt\osphere Md the envJwmn~t of the work. SuclJ factors can Inoludc salary, 

MJ.fe. working c.-nvironmc.nt~ etc, Motivat\71'!-i are assc,dnt~ w,th the features of the job itself 

(V.mden Berghe, 20] l) 

Berxhtrrg"s (heory ~ pl.th,~ why em1,loye1.1~: wlm ~tlm h1gh salane:; and experien~e _gtcat: 

wotki:11g c0t1ditiorte still lack ruotlvatfort. Aooor't1ing. to Herzberg th~~ twu ele.rn~ntf!l otily 

r~reseot. hygiene factors, whloh addresses t.he issue -of dissatisfaction. He -argue,; that 

motivation l.!-()tnes. frnn, the joh it.self Therefore, it is essential for .manngers ro look i1tt_o the 

11alure of lh.c jobs they rcqmtc th.cit e-rnp!oy~s to :pertormL Herzberg argues that if you want 

lO 



e.tl\ployees- to petfo.tm well and do {1 great.job, you should !Hwe a ~ood Job !o l!ltMt. with. S(,, in 

M,fot l(J iJ:np!'oV~ producfrvily and Joh ntlitu.Je~, llTIJlloy~ mq81 p~y &tt~tfon to both fuctors 

and not take it for granted that au -:inarc~so i 11 sa11~facticm will result ii, n. consequential 

dea-e~e in dissaw;taction (Buys, Olckerg & Schaap, .2007). 

ti. Job CharaeteristJc Mndcl 

WW Le Hert.berg supported the. creation of ·•good Jobs'\ Rfohard Hacl<tnAh und rJrvg QldJrn.w 

(197S) tTIJf!t on th~t idea by t;md~U-VOUl'lllg to d~fine wha1 w~ understand a 11gooo JOh" (O 

-a'-'tually look like. In their Job Ch;trdCteristic Mudd. ib.ey t.dentified fife ret1tral ()1m(.1lS1ons 

for &!:lse;:ssing tlu~ imm!.itliatil work ¢rwJn;mment, They .argui;: that wiy job can be- !l.6SQs~cd for 

1ti,; mm-iv:mngpoicntial by making Uf!t, of'tb~e thte tlimen!!iions. The five dimensions~ cited jn_ 

(Vru1dc.tt Ber.ghe, .20 l l)) are skill )iar,ety, laJ./r. idt..rntztn tw,ik signJ,ftcam..,.,/: Q.Uionfjmy Md 

}ee.dback. 

► $kW vari&ty dcli.cribes the extent to- which a fob entails the applka.tioJl of ti hltllibcr nf 

dlvM!c dill5t~ CCJ)JbitiHL'S or tafont~ SL1uh ~divitfol> slmu1d not only be dtl'ferent. but 

tnusi also be disti,ect enough to ueccsaitntc different skills (Vdnd.en Berg.he, 2011). 

Skill vnri.ety ls m1 apparent diversity and complexity M s:k.ills atl.d t.a.lcnt.s required by~ 

j11b tc) p~rt'hnu k A klli.:1-ler, n,1r ~xumplt,, mui;;t be good m dma analysis and comput,er 

lttCl·atc to be able to cffc.ctivoJy <1nalys.e learnm- pertbnnance :md cqmi: up \·dtb. 

mealllll.gfu1 interventionri. 'l'herefore, e..rnployee5 must. posse~ a nm_ge of }Slcilli;; in 

order hl _per-Jb.r.111 fhwr. jobs efficiently ~nd effectively S.kiil variccy m .an urg~mzutinn 

may 1,e attained through e<nttimtoll!l trafning a~ well us th1·ougl1 job ro-ratfo.n (Mhlanga,. 

2012), 

► T11sk id11nti,;i1, which defines- t he extent to wlti.cb. a job invo1vc~ acoompli~hm~nt ot ~ 

wh11Je w.il c1i!\Hnguj>-nab1e pi~ of wo-r~- Task identity requires an cmployc.1.~ lo 

pi:dbrn1 all the task~-: required m 1.:omplete th~ joh tr<...i'Jri the beginning to the end uf die 

producrion process. (lluys-, 01ckers & Schaap,, 2.007). 

.. Task stgnifi.t::cmc(! refer.s to the imp<;>rbUlc,e of the job~ the extcnt 1o whjch the joh has 

nn imp}l\.,_i nn the 1ives of other poople and the or_gruiizatio11 ot the cx.ti.,-rtt.al 

Cliviroo.mcnt. Accofdil1g ro Mhla-.1~ (20"! 2)1 fhe singl~ molit im_portrun impact oJJ an 

employee's job satisfaction experience emanates frtnn the t}'Jlti of the work assigned 

ta thcm1 by the. org,mizatiou. 11 means Oun Jf the job emails sufftcl~t,t variel y, 



discrctiou, c.Jmllcngc and htthude for ur,ing one's own '-:~ills i;jJ]d ubHities, the 

employee assigned the job is Ukefy w ex-pcdence ioh j,latfatadii'JI'L Tht!rdi:.,rn, 

~tnpl(lyet:8 n{;}e~ 1~, he il.~igned jobs which rhey ~a.Jl be identified with, whic:.h 

dcmonstr,atcs that tbc.y arc valued a::isets to the ~,rgani1Jari,m. 

► Fe~efhar.ik reff7'6 to the degrve to wluch the employee receives wformaU<>n uhout th~ 

~fncatiy of tbj;! pmfhnmmce. This is not only l.imite<l to s.upervtsory feedback. ht1t 

also t:hc: ability lo observe 1hc cft'i::cr!l of Me~,; 11wn work (V"llc;lc,-m Rwghr;, 2011), 

Employee~ prefer a job that iii mentally ~tim-ulating in tha1 1t a.ffor<]s lhcrn wi(h 

opporrunities ro use their ~pcni~c arui o.bl1lHc~ Md offcts a varit::ty of tasks, fi,eedom 

~ud feedback o.u bow well they are d-oiug. Th~ formation of prcci~c gouts, feetlbaak 

on advancement tnwanf._s the.e _goals~ a_nd reinforoem.ent M desired behaviour a1l 

a:n'n.1St'! mc1tivation. The few~~ amt;iigwties, dii;tr.nii~nl> and inconsistenci~s that oce11r 

in comm,1n1c~tio11 witlu.u the erg.anisationj (he- 1norc salisnttd employees will feel 

regarding. their work (Lumley et ul . 2011), Feedback ruay be in i:ht.t- fQrm 1t 

GOrnJlliment for tb~ g111,d work wl1ich lead! to increased motivation and jol:J 

&ubsfachun. It roay also come .is 111fonnation for the need to improv.: on certruJt 

aspects1 which the employee will work an ifi order .to be rrtc\ro eftilut,vr;,_ Yvhen wi 

emplo~c- rs l!c;.know1edged for ~ msk well doue- 11 makes them feel important itn<l 

gI v~ti them -a :an fie of ~elf-actualisation. Thi:.; mny be the same wlt11 feedoo<'.k whfoh i~ 

provided tu the cm.ployccs U.lli.ta.Hy by I.heir xup~rio-ts (MhlangJ:J.f 20 J 2). 

► Auronomy i.& the e:dent in whiob the em.pfoyee is .free to schedule the })~01;1 ~f th~fr 

worl.:: 11nlJ d~fin~ fht, J,)n.1c~dure!! to be use.d (V anden Berghe, 2011 ). 

A~mrdin3 to Bl-tys et al .. (2007). job autonamy is when a jobholder fa afforded the 

power and froi:dom to exercise hlsihct ow-n autho1ity wh11e making a decision. 

Ai.rtooOJny gives rise to feelings of a~ountability and rcsponsihi11ty. When an 

em_p1tiy~e i~ giVlID pm .. 1ei· tu ni::tke Jecisfons o.n tJreJr own they are roost sritlsficd as­

tb~v cc)r\~]d.l)J' 1hcms1.1l\ll)!i a1; \laluab1~ t.11 the orgfini~w:3un 

Baclmmn ilnll Oldham'>; mood nu1inurins tl1at mt~mion 10 these five job featur~s produces 

lh~ imporL~nt psychokigical states, 1.e. 1. Meaningfulne!:s nt work: for e,..ampJe, reae..bets 

..oi..ay expcrien.ce mean.In_gfulness of wor!t even in challenging workfog uoMil iom;~ becau.~ of 
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rhe b.elid that their efforts make a difference 111 du: Jives of t:lteit pupils; 2. Expl.1ic1~ced 

re,,.<,pt'>rtsihiHt)' for qulcomcg of work: .fob e11hrts m~ observl;!Q ~5 i.:..1us~lly c1Bsociatecl ,yith th,; 

end rcsulu: of tbe wotk, and 3, Knowledge of the real tcsults of Wml<, acriv1tfes; this can be 

qua.lJfled as foodback. The j6hlmlder is able 10 judge tl1e qusLty of their pe:rforrtHmcc 

(Vani.wn Berghe, 2011), 

1n .his .Ran_g,e of Affect theory~ locke O 976), asserts that _job .s:'.)tisi'actio.11 determin\'~ tlrro1,1gh 

~ d:Jffen;ml,!e wh1ch ~x.ist h;:tween w~t il,n emp.lcyev WR11ts- from a job ar;id what the cm!'lo_yc~ 

is gettrn.g .frum. ibe Job A .mtruf:!cule dHlerenc.;e st:t~ out Job sutisfactfon as heing htg.h and a 

l1u.ge ilifful-ence would mt!M tht! t!mployQf.l is I~ 5atisfi.i;:d with the job. furthetIDQrc,, tlus 

theory ulfm affirms that cmp1-0yres gwc priont_y W one fo.cet of the jab 'Thi:i prforitizatio.n is 

d1t'forcnt for every it1olvidtu1l em.pfoyee. For cxamp1c; urtc ~:npl()yre may val1,.11,1 gc11,1d working 

cond1tions mo1:e than nnythlng eit worlc, for a11other employee chaflcngJni work migl1t be 

more imr}(Jrtant com1-mreu w wo(king 0011<.lition!;. TI,e nbsence of the faoet wm Jc1td to jllb 

tlissatfsfactjm; ol' tho cn1]:)loycc. Hence, to guar,rrrtet: job 15cittsfact1NJ, we have ro identify the­

most iIDpoi.taut facet of the job that an emi,loyec wants and ensure thi~ facet is met ~um1.bly 

(LurnJey et al., 2011) 

l . .'l. ~tob :riatisfilction as function of other people 

8a1a.ndk and PteJfor ( 1 iJ78) cam~ up \,•ith wbe1t th~y ~llw th','l ~oci~l infonnation processi.ng_ 

model. According to thts modd, job satisfaction is !mbJcct t0 th~ influence of otT,ers in the 

work pltuie. Er.nployees a.re likely to obsetve .and tepli~t.c the attiftldc.:s tmd bchavinurx of cu­

work~~ with s1mHar oc<.-'\lpollt:ion:s m1d interests and of seoims who are regarded as milu1."tlht1l 

and ::uoce~sfuJ (Vandt!n B~_ghe1 2011 ). 

Furthermore, Gtiffin 1s and Bateman~-$. rl 986) _-.tuLly1n this field found that there w11s R strong, 

posiit1vc co.rrdarion between behaviour d1spJaycd. hy leader-g and jcib !,ath;,filctionr Simi1~rly, 

AJ!)w rt al. {1993) found that pi;rooptious Qf distrllrntlv.; '.)Ustice- the socming levti! of fWi:m­

ha.ndedness Ill distributing rewartls in an organisation had RD effict on job saHsfacHon 

(Vru.,Jen Bcrglicl 2011). 



2,3.34 Job satirlaetiou :u A funetiou ot' pefl!OIU\I dbpudduru 

'Thu notion of personal dillpos1twn t<)\I~:,, a \~.dde range of facets, which are nut ttec~sati1y 

relevan.t to the subject of job ~t,isfaclion. Thcrctbre-J for fhe :pul'Jl~•:ses vf th.iB study, we wm 
1ry to d9~1 with the;;mu$t ~'<6en11~l per50unl disposHiom: 

► Affective disposition 

Affective djspositfo11, whicli is. the tcnrlfillo-y to havt: pm,1ti.ve ..ir negative- thoughts and 

emotion1.>, hu$ a ~ignfficwil impu.ct. ou one~a subjective wc-U-bc.1ng. SUbJ4,'ci.i ve well-hein_g 1n 

tum and tJ1e resultant affi:ctive dispositi011 htts a. ilig:nHfom.1t impact on j(>b .S(\ti6fuction ruid so 

dot,s j(>b satfal'ilct-iv11 <.)n (>rti;'s !)U-1?,jeotive wclJ-being, Al~ough job cJ1iu'i.'\cteri.!iticH are 

important d~inant."t for job sat.lsfaction1 they caun(Jt be m.otl: im.portani tban IDl 

individual's subjective- ,vcil~b'-'1..tl_g (VMden Berghe, 2011 )-

Tbi!l means that, besjdes the :n.,ture of the job itsclf~ the ail\-lcLivc disp,1sit10TJ of an employee 

n; a key determinant for job .i;atisfucttan. 1t ~ a19o be i:onc.ltlllu:1 that jc1b imtisfachcm 

-i"tH1ue11ccs 6!\C.'s overall satisfaction, Thi" infer~ t.hiii ...u1 emp)oy~e who 1s n9t satisfied with 

his or her job, b1,1t absolutely satisfied wuh lri~ m· her lite, ma)' perfonn very wdJ on the job. 

Also, an emplttyee wJ10 1s absolutely satisfied with his or her job\ but totally d:o.siltirll~d with 

hfa or- hm 1ite., may perform haclly on the job (Va.c.den Berghe, 2011 ). 

-► Gende1· 

Lefkow1\71 0 994), \!1100 11 V~mden Bergh~ {2011\ did a.u. analySts. of a nwnb~ pf ,-4tudiei;; 

und cm1 ·I utletl that women':; job satisfaction is on averflge lower than. that of ID.ct\. One reason 

fm thi1-1 phc..11omcthl1! could be thot nn \l.Y~ge wolJleII are- less invested .in their Jobs, siu~c; 

the11· incorocE; arc., or at least considered to be1 merely the addHio1,al income in t.behouseltoM. 

Another, more iikely, reasoo why women ex-per.1encc 1C£s job satisfuotioti ig thi!.t tl)ey tend to 

h.av~ Tess attr~wtivv J<.)bs ,m .:iveragtJ compared to wen. Ldkowitz's foUo-w-up ntutly 

e-0nfinncd th1s crmclusum hy provmg that the differe11ces betwee11 women rutd ruen in the 

k:vd of job sf!tismation vruiish~ wba.n vru.iables such .v; ineume► ugt;. edl.lcn.tion and .status 

wer~ kcpt~u.aJ between wowt;11 rmd mc:n (Vanden Bergh~ 20i l), Magp;; (2013) argues that 

th~ associatwns ~mong denrnralir.ation~ quality of work and job sat.isfac1lon arc far s-fronger 

1~-r' 1ttet'l thru:1 wort1cn. whicb oxpk1111x tbt< intenu;,Hon l"lf <l~oll"lil'?--~tion ;vith gender. 



According Mckenna (2000)., job sat1s1Actiot1 ~mi~ tu invr~i;;~ dwing the 9ounic of working 

life. s~ve~l r~sons are EldvMced for that: 

1, older ernploye!e~ have betted obs than ycrunger employees, bcc.ause~ owing to a lung,;w 

oarcc..r-. ~ had tnorc appm-tWJHi~ 'to a9q1rft~ u. (klsinihk:-job; 

iL older -people have lowered t.bctr ~XJ:3CCnttions over the )'bats~ 

ii1. the older generation b.lS nlwa_ys been more satlsftcd; 

;.- ()M~ propl~ who ·a-i-c dissatixfied ~"' 1l1Cll'y likely to resort to early rctirffllldftt, wnik 

the satii;fied older people are rema.inlng :in tlli.>tr jobs. This. re~ult:s i11 a 1:,kewed image 

of the level of fob sali~iru,1:iuti m11\mg older w1ployees by canc;clling out the 

dis~atis:ficd cohort. 

Acoording to Besen ~, al. (2013)1 employees o!' difl'crcr'lt a:gef\ may hijve diverse needs at 

wQrk. ev~n when the job ix the s::pne, suggesting thar for young<:r crnplo)'~er., :rimvHlingjohs 

{hat give work<nP tho opportuJtity to use a ·wide range of skill~; to have cotttrt)l nve1- ihH:ir 

wutk and to develop friendships at work~ Ml!y enhance jub 5f!ti~factfon. While variety1 

mt.touom.y and fbendslli1, tend to be niore imµortant t.o Job satisfaction for young adults. older 

worh.-rs, on fuc nthcr hand, tond - to .:ittach more importance on fcodhal!k. <1ml tas:1, 

'Sig:nificru1cc. The stucly also coocluded 1hut ,tld~r en.lJlJeyees hay~ hig.her job satisfoctiD,Tt 

levels overall 

1,4. Dim~1t8iQn~ ur Or.~nisH1fomtl Connnihneu1 

AUcn and Meyer (1990) devised o. three-componerit conceptuuliza.tJon of orgtrtisatfonaJ 

l.!.otn:m.itment, namely: (a) ~ffective or attlll1<.1i1ta.l l'.x)tlm1itment;. (l.J) i;:011-tim.i-ance. Qr behavioural 

commitment and (c) 11ounative commitment (Mohamed & Anis}.4 201 2) 

(-a)Aff~Ctiv<' eommibncnt 

Affective commitment refer:, to the sense of nffoction and feeBug of oonne.:tfo.n ro the 

orgamzation and is ~sooiated \v1th work cx:pc:rlcnccs, n~\1zaHvn~I ~tl'\.Wt\ll'C::8 aJJ.cl 

incliv1dual tr-a.its (M\1hat11ed & Aoit-<l, ,2012), Affective; commitment 1s a posH.ive aftt.1ction 

towards the qrganisation. which 1r-; demon~trate<l in~ desire to see tlie o.rganisaUon thrive arid 

.a feeling ofpnde at beJng associated with 1.hc ,otglllifaation (Cnfom,.1 2003). Iudividuala with 

stFnug aff~tiv~ oom1mim(',nt <;onlfm.1e working for the orgam!la1ion eagerly nnd voluntarily 

1m1 11n1y bc(.'ausc they need the job., bul because they want to wort:. ln IB.ix iype 111' 



comminne.ut., rbe employee and the orgaml\;ation ~hare cnmmo11 values and .as ei resuJt there is 

.1 NlSitrve mt.eractiun between them (Meyer .... illen & Smith, 1993). 

{b) Continuance Commitancnt 

Continurutoe oonururruent refers. ro lllllldfiJJttcss o:t' .th~ costs involved in _purring wi\h the 

,,rgirniziltimt or Jnb. Empl()yeen with high level of cotrtiunanoe- commitment slliy with the 

organization as they arc mindful of t1,e 1,eed\ ru;k~l imerifkes. and low p:oss1bjlirle§ asgo.oiaictl 

with 1esving the o.r_gaolzatio11 (.Mohamed & Anisa. (2012). Th1s ha~ iv \io with one'"s 

exp~rienQG~ and Whclt he/$h.e has given to the organisation. A person with this type, of 

comm.1t1nent finds it hard ro Jeave l.tii:-. orgaoisat1011. because ,of the fear at 1i1t,-, ooknci\VU or 

h.rving lhnit~d ,ir no altern~tives. Employees with high level of coutinuance Ct1mm1tn1e11t 

there-fote ~.tny 111 the urganisation because they tjeed jr (T\-ag_ar. 2012). 

(c) .Nannallvt: Coruuutment 

Normative oorumitm.ent refers. to a sense of obl1gattcru. m continue cmp1oymeuL EmpJoye,;,s 

wHh high level~ or notmalivc oom.m,trntmt oon~ider dim iht;,y have to ,ta.yin the organization 

or Job ns thc)r foci tl 1s right to do so. Nonnative, cmnmitmenL is the t);tent to whicl, a person 

is psyohologioolly connected to the organi.zatlt>ll through ihtcrruili:zatfon of its Vl~ion, _go41}s, 

r.>b,l~Y(;}!i., prim,,1J?)i;s; 1nisl;lit.t!J$. ~d value~ (Mohamed & Anisa, 2012), Nonmttive 

co1n1111uncnt can grow when -an tm11,lnyt,e. fb~ls. h~holdtm to his 01:gan.tsation fot having 

:invested :its resources and ti.roe on him. and foc1s obligate<l to -r~pny tor el11 tlJ(: "benefits that ue 

gets frow the organisation by Pll rting effort on lus job ~nd graying i.rl the job (Nagar-,, 2012). 

2.w5 • .Review Qi relevant (itusture 

'J'his part dools with the bod.y of litemtut't> h1cluding rel~,mt wnce_ptB and f;.Onslrui:ts by 

cUfferent schofors on job satisfaction at1..d organisational cot:nmitrm::nt. The ain, h, 1ry and 

un.ders.tand different fuQtorn. that are likely to have an impact the employees' joh sati,da~ti,\n 

iffiil organhiatinnn.J cotmt'litt\WnL 
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_.;~Lt. In.trodttcoon 

fob sati!'dac,t1on is a criti.ca.l pr~occur,ation for ruJ organizations whether they PJlffl"att, in pubhc 

or pt.i:vate sp:1oe or Wot:k..ing- ill .aJ.vap_oou (n- 1)~v~lopmg com1u·1e3, The ppm.:ary reason for th!~ 

d~ of.i11~1:1t j81h&t a satis&d workfQrcc is rcvm1ed to he cmnmitted, and oomnti.ttnent 

is an indic-i:itinn fbr or_ganis.utional productivity and cffic.i:c:t1t oi,c1ation>. (R~lnn~u et al .. 2013 ), 

Several srudics of beihavlours within m,g:<lnisatioual settulg have. highl1ghted in1pnrt.tnt 

va_riahles that are ~ppoctiv~ or unfavoumhlt\ to the perfunminoo of the workforce, This idea. 

:hoWs rrue when ohe foLmcs on the quality nfl1i-lfficln rwc.lur~s which Is·a tnaJor HtciQt which 

CC}ntributes siggific~ntly to tlle SllCCCSi of any 11rgani.1.iition, (Malik et al.., 2010.). 

There 1l<. m> tlnubt fhat the mpr,t: v~Juable ~ssei of any collnt:ry 1s lls te-0thers, T-eacl:iers are 

regarded -as the buUtlcni of a nation. 11lern i~ 1.:onsensus about the fact lhat all othct la.1..-torn art! 

meaningless without the l!'XlSte..tlce of committed an<l tdf~c{1v~ t~~lJer~ (Rehman et al,; 2013). 

Unlli;!Ts~cling of how t~,:i<,:ht;;r~ b~CJ1ne committed a11d Bati-sficd with their wmx~ and to WhQl 

cx.tcnl vnrioy~· faciprn contribute to-th~ir level of co.mm1tmem, :is really ctitfoa] to enhahcing 

~ir pertorma.nce (!Malik d aL, 20 L m. 

2.5J.l. Dlme.nsiom; of Joh Sadsfactioli 

Locke (1976) prcscnlcd ii numb6l' of iub di,nens.iom; thet. have been c9tahJish~t.l tu 01:mtnoute 

consider~b1y to etnp1oyccs' ielb smiBfacli(m. -Sud1 dhn1:n,io11s repr~se.nt attributot asmu.;iate.d. 

with job satisfaction. Ille dimensions include~ among other►,; , pti)', prom(!tfon, supervision n.nc1 

C/Mvot'kers (tvllilanga, 2012), 

► Rcmuncradon (Pay) 

.llem.'W.leration is tJie. payment for work dortc attd am n:ilrn ~ nllmb~ of different fonn ~. 

including a. brn.ic salary, additwcal cash i,,aymcnts, such .u, ovenime po1y~ and bettefits 111 :kind 

~F!t:cr_y & Noon, 200 I), A-(;etirtling 1o 1\.fhlang~ (2012: 28), remuncratiot1 lh defined ~s '1he 

ftna.o.da1 Md 1ton-flnanc1n1 cxtrlt)sic 1~warili; offered by -an employer fur the !.'kill~~ time a.nd 

effort 11rovidecT by cbe e.i.npJoyee. in satisfying Joh rei.1uirernents for the fu1filmcnt ol' 

orga:nisat1o.mal ubjective~ ~• 
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Sc1Jru1le.$ do not 011iv help pe<>pk: to acquire the:ir bas1c ncrCiSsl11es, but it is also essential m 

sui-;ta.1ning the h1g1u~, levei 11eecis -of ptople. Con,pensatjo.n includes ttetns sul!h as n.1Mica1 uitl 

sclletncs_, paid Leave, -pc11sfo11 so.h.e:i-'tks1 honuisel,i ~nd ~v\i1 <\llowances (Ll!tbans, ! 998). 

Offering eroploy-c:es re&souable aJJ.d f.a.iJ.' comµcnsattcn. whtch is comrneni.-uta1e to the iny,ut 

the employee makes to 1he <>r!,'anisntioa, should be the key objective \)t' any a11npt;msaiio11 

rcgunc. Thi& mca:ns lhar for- cntplnyt:t">i to rega:r:d their remunerntion to be fair and rc,asonabk 

it .amst relate to t.he input they mak~ to the orga.msatfon (Mhlanga, 2012). A.coordin_g to 

Robbins et al, (2003) -ar_gue that employees want pay s.ystcms that at~ Mm,3der<:.d 11,.1 be fiur. 

umunbigUull~. umI cu0Mi:1tent ,v.ifu their expectation!'!. When remuneration 1s perce:ivt:d to be 

rel¾;iOn-a11le. is prop.mtionate to the demands of the job, the. e111p1oycc.'s skill lev¢l; ~nd 

cm.nm unity :pay levels, ~aili~faofow h; 1ik-~Jy to b~ th.;;: reimlt. 

A srudy eoncli.,cfed by Voydt1..noff (l 990), in tbe public st!.ctm man~{i:, found that ijafary 

11:vt;,l~ »ffec.\t job ~iltii.rf~ction, Wfd that those public sector emplayocs that i:omp-.ated their 

saiarie:;; witl, those in 1he privute sector had low~-r 1eveJs of j eb sa.t:rsfaction:, Thi~ show~ tf:m.t 

anoth.et way employees gaugC! if their 1·etttunern.tfo11 ii, fair rs by comparing it to other 

employees on the .same rank. 'l'hb leads to job '11s&aiisfactinni 1f employ~""S find that their 

orgaT1iRaLion iR pn)·1ng 1hem puurly io cumpunson. to other 01,_garuzatiot1s.• cmp1nyee~. 

► Protnotibns 

Heery Md Noon (2001 ), dtifim.• prnmution llS the act of .moving an. iL'I..J1v1<lt1i1l u~ O-\t1 

o:rganisatia:na.1 hieta:tQhV, often foal!:tng to an foi..:re..ise in stu~ and n;1spm:1sil,ility and -a better 

rem1,1neration l)~wge. 

Ptomc.'>tion rrrw .. ic)es an emplv~v ,,;rith (.)__ppormruues for pe:nmnal growth., a-dcial 

r~sponsibihtics and improvad ~oetal 1m1tuli. Jl,b s-"ris.fact10n is mora likely 10 be cx_pcr.icncai 

by employees who perccive oppotru.n:ificg: fu1· ptott'll)HM 1n be -fuir- (Robb.IDs. J 993 ). 

Prn:n1otkm~ afford employees opporturutic:8 for growth and incre~ au.cou.ntnbiJity on the 

new posttfon. Opportuniti~~ tirr pmmotion m-e alsD- likely to ha,re a positive mt1ucM~ 011 j.:th 

satiafaeH4ltt (Mhtan.ga, 20J 2)-

WJ1~n opportunities. for promotion. .are provMed. employees' kv~l:; of sat.islllCtlon wUl 

improve 3-S th1...'Y bow rhat thet'6 i~ rn~Jm tor fnd.ividi.ml gro"tVth and self-actualization. Th.is 

lS 



may lead 1o opportunities for growth Rnd advancement :!n their ~~u.tr(ilif '"vork- or imJ!ToVt'.' tlw 

ehartce. of finding ~te:rnari:vc. crnp1oy:i111.mt, Theret(1w, if t:m_pfoyees feel they bave r~tnc(cd 

car~er advancewent opportunlties, their ,1ob satisfaction m-ay <lec..-rease. The likelihood t1rnt 

-emph),yee~ wi11 he prom,)ted -and the fiiirneM of -such prrunotions h:ive lln impad on ioh 

sa.tisfaction (Drafkc & Kossctt, 2002) 

Employees. seek fair and just promotion pm~'tirew imil p t1lfofes, Employees who observe lhat 

decJsio.os regardiug promotions arc made m a fair and just marmer are mo.re likely ro be 

~u.tisifod w1th th~ir- jobs. Fun· and just promotion poJicies and -pr..teli~~ are a. ti.mnd~tf<.>Tl for 

growth ill ~Y or~nis~tion. When '1ll. -employ~ i~ -prorn~t.oo fairly~ based on his 1me 

~sessmMt, 11~/~h~ gets .a type of recognition.. nud hence, it 1u.cre;:iscs his/.he, job .·ati~f.tcti~m 

(Wiii & Nye, 1992). A stu.dy t,ot1d1-J.cted by Kalleberg and Mastck.M.i;a (2001) found that 

pretnotions inlprove employees' perceptions fif the quahty or 1hei1• Job nnd thereby !tlcrcssc 

both tlieir conmiitmem. and satisfuction. 

Tolbert (1 996) asserts that op_ponunities for promotion. havo di~rlfilt ~fli;,~ on job 

5.MtsfMtfon hccause ()f f1ie1T tliflenng fotms and 8Il army of acoompanymg. rewartls.. .m<l tho 

mosl preferred forms of promotion are lfy perthrm.ane-e. and senioritY. Promotion. through 

s~niority often leads to job s.~tisfacri011> but nM as much as prrnnntitms th.r'1ugh pe:i.'fo£ma.n~ 

(1\.fhlanga, 201 2). 

~ eo..workers 

Re::i~arch has poi11ted om that job satisfaction is !itibjcct to the mtlttenee of otllerg in th.a work 

pfa .. re. F.mployees nre inc:.:Jined to .notice a.nd rq>licatc the hchavu,u~ fllld attitudes of 

c-11111:!ilgues with Oi!mpar!:!hle jobs aod interests., and of superiors who arc tommlered tu be 

successful and powwfitl (Van.den Berghe. 2011) Ghazz-mvi,.. (2008) argues that an 

employee's co~workcrs~ the groups fri_cy as~oulatc wHh1 and fa~ C\.llturc;i-to which au employee 

hi txpf,.}~H;t~, ~ ttll !lkely ~1 infit!-Ctl~job satisfaction. 

An empJoyee·s level of job satisfiwtion t oigh1 be il funi.:iion uf p~rsonal attributes and the-. . 

feature-~ of the gro11p to which th~y bcloog. The social i:ttuatio11 of work is aJso likely to .have 

a major impact on an empfoyte1s attitude and bebnv1our-. .llmployccs' rclatlt'Hl$hip'i with the 

supei'\.tfjot ru1d co-wm1.eJ')1 hrus im ~ffei;:t 01J indivjdual Job satisfaction. 1f a worl<;er doa:; not 



fue-l "dc.:ome umong toll 1;:tlh'lle-s, it m&y lead to cli.ssatisfoetion. with their johs. Employees g=r 

n10re;out of work than,1ust money or tangible accomplishments. For many t11ipl(>yee!.'1 W(lTk­

al56 satisfies the need for socia1 in1crrtctim'l, Therefo~, having friendly and supportive 

~.1lleague!i ii:n:rrrnv~); jo~ siltisfoctmn (Mhlauga, 2012). 

lt if\, however, worth. .menriM-illg lha1 althmtgh ~~udies h~vc undoubtedly e_stab]ished that tbe 

in:fhiency of oihei:e in the work place on ,iab satisfaotion 1s ~ub!itantial{ not everyone 1b L'quaHy 

.susceptTT,le to tht.1 intluenw uf others. There are:fuaividmtl t1iffote1h~e8 wl1i(,)h ~n be ~!$crib<;d 

l\) i1Jff¢J'~C~ iJl r,ctSo.!Ull uiSpOsitiltU!i-(Van.den B1;:rghe! 2(>) l} 

Supervision !)ldys a Vita l rule 111 rehrtion t:o job i atisfaction in rerms of the iptiiwlt, of the 

imp~rvisor to provide tedmical and ew.otional 6t1ppm1 an<l .guidance in work .r-~fawd tasks 

(R,,khms. et al., 2003). Mnnagenal ineptitude is dcvru.it!.'ltiflg lo empioyi;:i: jQt) satisfactfon 31ld 

Cfigagcmoot. and comributes ~igttiftefHltly fo empllJyye tiumollt. Bad manager51 cause mi~ery 

tui1ong ~ bordina1es and i:;.ontribule to major losses for 01g.aruAatiotHs. foiprn-. ~ 

organi.r.ational efficienQy is. Rttrunab1e by tdciltifying and adapting munagerial strengths and 

tly,..,fllflcti<)nal uh,'J1nsi1mns that i11 nuence emvJoyee job satisfacnon and @ngagement (Leary et 

al.: 2013). 

Dy~functioni,il l~ilik,rt:,hip beh~viOlJf!!t are .not always ovcrL ruicl acriye ( e.g., sl10uth1g. and direm­

c.Qnfront.atinn)~ hut L"',m alim be ~ve, oovet4 and lnclirect (c,g., ptncrastinatio,11 .not meetlllg 

dca.dHttce and jlvt'I-NJJooiflt dit•ecHves), P-4,'jaively destructjve leadership can be !!.xempHJJed by 

both passive avoidance and passive a.ggres:;fon. PilSstve av-{)idan.ce can be char.ictt'li~ed l)y 

slootbess. imens.itivu:y, and detachment. while. pthiSive uggrt$i;;ivn can be charactcnzc.d by 

t,.i.rdint:!~i;;, procr~Un~tfo,n, and failure to set e~ect.ations (Leary et al .• 2013 ), 

hlb sa.tis~tiru1 inereases when one's immediate $l.1p1;rvisor is frjendly, undc_.rntanding, H~WT.1 

lo ~mpJoy1:c;/ vie'Ws, otfi::rs complimeut for good pcrformant:e and shows keen. pe.moMl 

,ntara'{t in them. Employt.ieS prefer a jab that is menta11y st:itti1.ilaHr-1g in thi.\l it affords tlJ.em 

with crpport.lnlities to Use tbeh' skrn~, W}tmts ~md ~bilities and offers a multiplkity of tm,ks, 

freedom and feedback OJ! how wc;ll lhcy are <lojng (Lum Jey at al .. 2011 ). 



Employees may ha,,e .high levds. of _llln satisfacHon if their Jrnmaj:l~te ~\l]_'lf;1Yi1>ors, m-e 

µn<l.e:m,1~nd-lng, supp~rrtiv~ c1ml ,,;oopi;q¢iv;;:, provid<, cocstn:ictive feedback antl hnve go(1tl 

\Jt'>mumnicahon flJdll~. A bad relation:,;hip between ,m employee w1d a supervtsor :rcirult& i1i 

dls-satisfe.ction. with work (.lvlWrui&a: 2012) 

Quality of work life (QWL)1 deals with lmth the intrinSJiy a11d enri.nsfo facets of jpbe. Hi& a 

ph.Hosop11y~ a s~ vf values, whlch. :holds !hat p.copfo Mo 1h_c most e~~,;mtiaJ r~sQurce ill the 

org.amsat,on as they arc dependable, n,spm1sili1e and capable uf m.ak(og valuab]e oootn1mtion. 

nnd they s-hould be treated with respect and dt.cnHvL QWL H1c1t1dDt type of i,va.ges paym~ot, 

wotking time, wo1kwg conditions, he.alth hazards issue, financial and non-finaoda.1 bene-fits 

unJ n1anagt!l11ent behav1our tow~rds employees (Vas.itn & l>raJapati, .20L4). 

J h emphasis placed 011 the non-financial benefits and management hehaviour, i~ in line with 

ll-a~kn1an -and Oldham•:, (197 5) Job Chnracterist.ic Mod cl, in wl1icl1 they ide.nttfi~ fiyjj 

e.entral ditne1H,-iM~ for asse.<u::ing the 1mm~t.li~ worlc ~vfrorinwut. They argue that -any Jt'lh 

can be asse!;~<:d for its motivating 13otcntial by m!J.ing use t)f fivr illmensfons, natm::ly: -Ykil/ 

~·artery, task idtmtlty; msk stgnffl<'tmce,- auronoJJJY and.feed.h(,zd (Va:na~ lhwg:hi:, l() 11 }, 

Tho iru:,;lration, boredom and anger 00111n10n to e1npluy~es dissatisfied with t.hc. qunlity ul' 

work lire OM be. costly to th.e individual as wen 1ts the otgrurisatiott. Tlrn~ q\.U\lity of wo.r:-k life­

stimuhn.es the emr,loye~ jol, -s&tiijfaction aud lij vital for cnhanc1ng- operadonal mid 

orgamsationa1 ploductivity. Employees who are-afforded .a. high QWL, at~ 1tlore e11-(ji!-tive- ~nd 

prnducti~- Mt)rnfivn\ QWL ha>i pl,H,itiv._, inf11tenc~ on human 01.1.tcomes and 1t conr.ider.ahly 

reduces absentC\.--c.i_sm~ gnc-vanccs, minor accidents a11d employee tu.mover. High QW 1 is Jlso 

1mtical far orgllllisations ro oor1ilimousJy attract and totain b~>it ~:mp1oyee3 (Vas:ita & 

llraJc1p~if, 2.0 I 4)_ A job i.f; un esstmtial compouent of lrfe. whe1'e a ntwhcr of factorH afle<.,1. 

~omm1.i.n1ty. 'Work lit~ i~ one r,t flu~ impmtn,1: parts uf our everydQ.Y, Hfe wW:clI gives 1ise t.n a 

great degl of pressuroif an cmplovcc is unhappy wilh. ltis/he-r wlll'k (R~hm~o et a.7.. 2013), 

,. 
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The norlo.n of .Perso.t1.-0rgan1~atiun Fit (POF-~ lit~l~ with thr; rr;sembl3Uc.e or congruc;ncc­

l~tweeu th~ employe~! s own per~orwl values and the valu~~ of tl1e organisation.. acoorning ro 

Lh= t!mr,loyee•s pen:eptfon , 

Person-Organi:n,tion fit h~s a Slguincunt eff~t on Job satisfaot.ion . .Job satisfaction :i& 

po\.verfully motivated by employees' valuation of the j!1h i!lid ~~igrtmen~ they perfonn., 

wl1ic11 are fhl.'.' i.tl.1f1Mta.M rnmipimtmu ,1f PerBOJ.1-Job fi t. Most r<;se:arcncrs cvL-r the year1- have­

concluded fluit Person,Orgnnisatio,n flt and .Pors011.Job Iii .should crmd~w to evahmtl;l job 

sali11factio1l. si:11cc bolli vadahle"' have !itnu1g impact on iob satisfaction and job perfonnam .. <e 

(Farouqui &. Nagcndra 2014) 

·while the G<nrehitiou htjtwwn job s~tii:rfu.ction and performance ltl .al~,l positive, Person• 

vrganisat10n flt i~ a signifialJilt ant~c:t!dent of -performance-. Job ps:rfutmanac of cmr>lo.yeei:i '"' 

~ritioal in dererlll.ining an organisti.1:fot'I pirrfnnm.mce. Ll,gk: dfotates that the better at.1 

i;1nployee 1s suited to 111s job, the le£:s fwc- t11ning he vill havtl w- <lu (Roberts. & Robins 

:!O(J4). 

Fw.'Ooqw. $c Nag.endr11 (2014) f\ntha argw:- ihat l-tuman Reso1.tn.:e M.anagtrneut should assist 

m C1btainmg mromnum emplCl)'Ce development, c:nsUf~ rncn-rtingtul wurld11g oonn~ctiN1 

between emp1oyetil and employee.~ ernp1oyi;~ and employers~ and necessary moulding <.rt' 

b.nrean r~uurccs. Such an undcrstandmg '-1hould .also infonn the o.rganisation1 s po!i.&cs m'l 

sel~tfon, j•ecruitm=t~ developm~t, it1oli\1atl11n and t:<,1m_pi;rnmtion oflrum~u resources. 

Humans are 3t:!'l'lerallj1 r~ ~--ni;:oo as the most i.Jnp1:11.1ru11 ru.scts of I.he otganir.atit111~ 

O(gan1~afioi1S ne~<l humilll!'.\ as stn1tt:gii;, instruments of competence. To get the bet-: 

performance om. of hutnatl reso11rcc it is vital to give them the .assignment ti.Hit is besr suited 

t~ their proficiencies and efforts (_farooqui .& ~a_ge11c1ta '.W 14}. 



2.6.1. 1.I!tr11dnllti.on. 

The cnncept of ofgan-isationa.1 uammitment bas &tt.rflcted a grea1 deal oi' attantion in tht: 

hum.an regou_rce 1na.nagement. and psychnJogy ihtn".ature!:. As il r~u!t, employee aommitm<:ot 

and loyalty .nre fundamental attributes in the high pcrib11t1unce worJq1l~c" literature where 

tht:y m-e·r~g-.!n1ed ct<. :p.nmt cfeJ..Gtm~ lin!.(ing different types ofl111man I"l!SO"Un:e 111am1.geinent ;1nd 

w<1rkplarc pr~ctio;.s to improved perfonnan~ {Bruw:n et al. 2Qj l l, 

2.6.l . Antecedent~ ~f Organi~don-al Commitnum& 

There Gl'e many fa~tors that are said to Mvc an :itt.fluun.~ 011 otganisi:r1fonnJ commitment, h\l 1 

for tl1e 1m111~es t:lf thi6 study, 1 deal wllb a few: 

► ,Joh charactcrcgtj~ 

Job characteristics variables cover broad measures uf jo1r ~cope, c.:halJenge. or morlvattns 

potential ta ,tefo,,t~ measures like feedbRc:14 cask kkntHy, autonomy and r~pon5ioibjlity (Pm.11 

2004). Hacl.tru111 M<l. 01\.thrun's ( i97£;! }Jb ~ti-1.r~s model u1ninmins that cnnchetJ joln; ure 

highly likely to Y1cld higm:r 19'1cls 1)f nrg~1H-:ntimnll commitment (f>auJ 2004 )_ AuloMmy 

refers t-0 the extenr of latitude an employee ~an CT'-1'G1sc oh the j(lb TI1~n~ is a low fJO§itiYe-

1'e.lmion~hip bi;tw~ <1-1.ftom:ttny m1d organisati.oual commitment. (StHl 198.3). Procedural 

fa1rncs-s, W•Jrk bfo pobc:)I pracl1cc and fofonnu.t\011 siiaring must be- regardcc:1. as ha.Luicing 

meatt.S 10 Achieve lowet rurnovcr ftllcl'! . Pr(,fos~ium1l!l st-i:1y in QT'_gemiBations where work iB 

.mm.u:J.ating ~nd demanding, and where po~sibil'itics for progress. are. high (Rehman et al. 

201~). 

► Group Leader Relations 

Acoo,rding to !>mil. (.2004); if a supervisor providcg 1l16te timely mid ~curare- t.ypes 9f 

<;~Jmm~11ciil'i~•o t.h~ wurk envifunw.ent 13 e.nhanced and this 1s likelr to boo~t employees.> 

Of!?;anif:!111()1131 CX)lillll itm ~ lt. 

Fti.tther, Gaertner nod ~ollen. {1989 aasc·rt thaJ i:hc dogn,-e of s,mployee cmnrnitrnent t.o 

organisational guals anti valu.es c~n be S1$1llfican.tly :influct1.ccd by g.'c)up l~(,}er nilat.tooa, 

They afao .argtte that !he 1norc 1~arfo.-fpative;, i111d fl~ ibJe management styles can positively. ancl 

ll 



srrcuig]y enlinnce organisntional commitm.ent., and tlktt thts-e sty1cs lL'l'lc11u ddcrell!:!li' n1i;! h,wi;,l5 

of xtrc~s an1ong ernpfoyM!'._ 

► Pramotiont 

S~tisf4cti11n, prnmofam~, ~d otganisatiomil identification are the strongest fo~a.l.\WTS (1f' 

organisational oommitmont. Thl·tcfr.ll"e,,. 1m>viding t:tructuroo progression, developJrL~11i.t aild 

jcb sec11rity~ and meering ut).wrtai!\lV avoidance: ueeM c)t e.r'nph1yee5 become 9111cial. 

'I'lmrl;'fr;m;, orgW11s~ti~m¥ ma}' re.-~amin-e th~ir pollcie& related to eDhw101ng -t:ommittnt!nt by 

embark.mg on strategioo such as r&µitl promot10ns; participativo wor1< ci+1t:utc and -pet1aJou 

pJ@s for improving mnployui;:. u,_ganizntional conunitment (N~gru-2012). 

A.dams, (1965\ in his- &1uity !henry, .a!.serts that 1t is mo.re lil..--e!y th.at wh01l. 0111plo_vc1.:i. 

regard art orga11lsaHo:n. to be UMuppc)r'li ve ant:l untair m their tn;~tmimt, mainly with regard to 

tbe accessibillty Md reg-q-Jarity of pro:motional opµortuniL1c~, thcir organisational oouunitm.eut 

will not b~ higo Ar;oordiug lo Suma & Lesha. (201'.l), the lack of saW.tiu.1:iun with 

pnimutltm, and the l'ittong- pm,;tiv~ Telmiun~llip n~tween nromotion and organisational 

c.orturuuneat, means tllat 'improving lhis ar-.-pcet would leatl to an enh@cement of 

organizational oommi.unent. 

> Roie Ch~ract~rhtics 

.Yfowday e.t til. (l 98J) proposed rote elioraeteristiot: as made up of 101e cnntlic4 mil! 

am.l~igui1y ancl rofo ovc.1-foaa~ i\!)d argi.te thAf t(>le c"tial'~\CL~Ji~tHJ~ result from cmploycn' 

:pcrC\.i,t-i-ons of the work cnvirOJllTlcnt .and have an intlu.enue on .uffec.:frve responses~ and t.bat 

empJoyee5 who report higher levels o:f role strain. tend to -r.cport lowet levi:!ls of organisational 

cowmitlllent. 

2 .. 7. J ~•b S».ti&ftlctit;n ~n-d Orga,r,f~1d:i.Quld Conmiionent 

Moirr sc.bQfo.rs have co1ue to a consensus on 1hc: c:x.i.stoncc of a stnmg positive relationship 

bet.we.en job satisfnotion rutd o.rganisational rominhm.ent,. ag well as between mgauisµtion;1l 

c.:ommfuhett.t and other ile,.'irablt. work outcomes su.ch as perlo:rmaace aod adaptability. 

Sausficd employees generally tend to he loyal tn an nrg:rnisation, w.d emi,Joyees- who a-re 

committed aad satisfied are mute likely to stay with an organisafiori, llttend work" mriv~ at 

WQTk 011 "tim~, give- gogd pr:ifounance and e,l1gag_e iu bclw:v10uni =iu.pi,urtiw to the 

organisat10n (Lumk-,Y li!i ul :rn1 I) 



Employe~ rotmnitn1em Md 1nyalty m-e <,:learly l:lssc.>ci«h:d wfth g,1:oote:t levels of workplace 

pcribnnancc. lt is thcrcfon;. in any organi~ation's intenist to lbsl(!J· ~ucn atwchments with its 

employees. The analysis of the contr1buwry factors t:o eioployee at:.t-it:ndci,; ~ugge>.ts n~1t only a 

role f.or work~r mtnout1;,!;>, but ~so for workplace features, particularly hllrnan resouro~ 

prnruccs and building cmployc-: 1rusl in the organi~ation, in inducing such attadunetns. 11Hs 

~llggcsts that orgru1lsarfons may bo ahlo to app1y sotn1.1 controJ over th~ con1mitment aad 

loy~1ty of ite i;:m_plvyt;~, w11ictJ, in turn, m&y l;>oost organisatioaal perfonnancc. (Bmwn et al. 

2011 ). Hi~ Job satisfaction oo.ntributes oonsidernbly towards :an inorease in ot·gEUliZatiooal 

commJtment (Nag~r 2012 ), 

Organnm.tional o.1mm1tnrnnl 1s mm,t probably ::1.ffotted by factors suoh .as type a.nd varlcr.y cf' 

wor:k.. th~ aut.onlllny 1.l1Volved :Ill th.c j ub~ Lh~ 1cvel of te!i)io,rtsihjhty a."'~ocfoted with tl.te Job, the 

Q\lality of the soc.ial l'elationship at -work: rewards and tctnunc:,-rabon, and tbe opportunities for 

µromotion and car~er advant.tlment in the company {Riggio 2009). 

TI1e t~aelier.s.' sathdactio" with tYreir j(\bS may .have critic.al implications for their emotional 

iltt11.c1un.ortt t.o the otgill11Zat:ion. Suoo a.ttachment or organisational oonunitment is 

indispensable fur attract..ln.g and retaining suirnb!y {JUaUficd personnel as t1.1.n10vei costs m 

orgtinisations. can be very fogh (Nagar_2012). 

Organisational t-01mn1tmcnt 1s lcs~ dctcnmncd by daily events uomputed to job satisfaction. ll 

develops consistently and slowly over time,, and r&.c:t•c:forc, is Uhilirr,ili,o(f w be a mOI~ 

~omp}e-,l!: cind tmr.luring c.c.mi.itruct · (Suma & Lesil.li 2013), Moreover, organisH.tion.il 

rominitmeutancijoh ~atisfutiil)n du not n.eoossarlly happen s.imult-arteously: 3f! Cltlpluyel! may 

di!iplay high lcvcls oi job sruisfaclic,!'1 witht'>ut f t~ling a sense ot iltft;;etiQn to, or obligation to 

stay m the- Qrgauisanon. Likevri!!-c, a highly committed cn1plt),yq~ may exnibit low levels- -of 

j ob saiisfa(;tio.o (Sumn. & Leti1ha 2013), 

?.8 .. Job Sutls(J.lc.tio11 and OrganisufitinaJ Productivity 

£t is vi.ta1 for adtnirtlstrators and man.rtgc:rs- in orgrutisatioJts l.o crt;w-~ a \ .. ,irk wvirolltllent that 

pt'Omot~ J1igher J~c;!Jts of vl1)_ploye~ ~~tis.faction. The re-a.son for t1'1is LS lh<1t t1lnploy~e 

satisfaction has a !i11mulua cons~quenc-e on tlie C(\nfidence ruid loyalty of crt1plnyec~ 

il'ICfCMC8 oroduotivitv atld a1s~ im.pf0\11.!8 Htc q-u.alif y of' outputs (Mannl & flooe 2013). 



- n tbc overall, job satisi'ac.t--ion has -a positive impact 011 or_gan!satiomtl -perfo.rmMce in. nny 

public orgmusacioil. When employee sm:19facti.o.n i~ ~pcd.ilec:1 and opt.i1:njsed, lt acts as m 

inoentivd w impmvf.' 1Jrgi:)niimtional ~,erfu;rmance. 1n \!,Ontrast, 9rgan1i;atinnal performai,ce 

<funinialrcs. when cmploycc:s arc dissatisfied. Sahsfied employee~ are jncJi:n.c:.d to pcrudvc lllltt 

t.bc: orga.n.isa.tion will be more satisfying itJ tbc 1ong rtm1 fh~y ~r~ seiious abo1.n the quality of 

fhefr wcJrk c1.nd tt,nll to be more committed to the- o.rgamsation, resulting in -a <WT11onstration of 

1.>rg~nf~utional cit:i:tenship behuviou.rs. They -also .have ]1igher reteril101, n'tles and me mm~ 

productive (1vtaf1J11 & PoocL 2013). 

When t,mployoo!:i ilt\'l tli~tis:fie-0 with their jobs, th.cir mental .and phyid1.,u,1J health is adversely 

affected (Faragher\ Calls & Cooper 2005). As ~ resu1~ o.rganisario1-1al p~fmmanci:: wm also 

dccli11c as more -p1'oduetion 111nc will he hrnt ~nev dissatisfied em,ployees t-011d to tal<.t: mon.; 

leave (Judge_, Piccolo, Podsakoff, Shaw & Rich,. 20-1 0; Shields., 2006l cited in Mafin.i & .Pooc, 

2013); therefore. if -!q)propriate steps are undemilmtl to impi'Ove employ~ Mtisfact10J1, 

QV~rall sm:ct,s~ ot fht1 11,ganis~tfon is unproved and the results cun b-c echoed thro1.1gh happier 

cm'J:)Joypcs and improved workforce.: produc;tiv1ty, TI1is .also iJlustrates the :hnµor1a11cc of 

people in any or_gi.mi:!tdion~ since people arc the agenb. 9f exceJ>tio~al orga.o1satiou.al 

[l¢om1nnc,i,t, (\lliiii.ni & r~loe, 2013), 

2.9-. Advantageg or Ol1goni!ts-tlodal Cum111ltm~nt 

A high]y coannitwd employee is mcliue.d co identify "\Vtth lht.• value~ and the gen.ls of the 

orga11ii::ation, hai; .a :;trong wilHn.gness. to be)ong ro llie organis11tiu-rt, is pn;p~re<l to 

c1en,M&ltate 1Hgh level~ i)f iwgat1is~fo1n~1 <,1'itizt'JI~hlp l;>ehw,·ioµr, i.e. a prcp-arcdnesft in go 

l,cyond and over their spccrficd and requirt!d juh duties {Luxm1 & Yadav 20 l l), Wotk \t.nits 

comprising of employees. that~ on averi.\gc., :report br_ghct !evel!I at' org-.inis<'!tional oommitmeat, 

perfonu better iD tt;1mi, of perforwt1nce qi.1antlty m1d c1uaiity {Conway & Briner 20J 2). 

Orgatris.~tiona1 com:t1litmct1t is gener.iUy a.i.~oi.:i--4t-ed wffu diminishi.Qg abandcmmcnl 

tea.dellcies, which include Tate-coming and turnover Furthermor~, an employee who fa 

committed to hi!i/her m-ganisation may be more prepared to panicipa!H ,,, '"i:xtrtM'Ok' 

aoiivili~t., Hkc bdng hurnvatlve or creai,v~ wtJ.ich oft~u guarantee an organisatfon s 

coropctitivc:ne--ss (lumloy i!l at. 2011). 



Or-ga:rti~a1iO!lal t-O.lli:ll1t.l.11iruit is vi lru lt)r :.Htt.id.fag :imi. rdaining w~I tNWifi\XI. ~ployeei ~g 

PWY ~r1tisfie<l and comwitt\ld einpfoyees will be k.een to <:Olltiuuc 1h'1:;.tr rdatmn~11ip with the 

organization .and m.ike t,i.gnificant effort towards attsmin_g Its goals- (Ne.gar 20 l2). TcachctB 

whu are highly eo:ttHnittnd ai-c sslt':.moti vat.:itl anti truthful in wfanevtT c.hcy involve 

t£mm.i.:clvcs (Na.gar 2012). 

Norrrrn.tiv~ i;:{1rnmitment indre\Jl,\~i;; wht;m c1n ,;,mp!oyee foe-ls mdebted to his/her organisatiop. 

lbr having invested H!l resources and tim~ on hin1/h11r Mi:! te~ls r~~pons.fole to pay back for 

the b~nefi~ rhar he/:ilhe receives frc:im tlie otgllflis4tton "by ~~yfog in thejub tUld pl1tting eff011 

un it (Meyer~, al. 1993 ). 

Turthemiore, empfoyees wit!1 high ~ffeetive 001l:l.mitme.nt .sl1ow 1111'.rl'e -rru1rl1ric.~x t~l p<,;rlc.mn 

Orgaofoatiom1l Citizen-!iMp Bl;:havk1w (OCB), RS opposed tQ c,ther cmµloyce& wl10 are not 

-affe.c:tively C()mmitted. Oi-ganisa.tional Citi1.eJ18nip Bebaviours. are. h.ighlytri:asured workµ-lncc 

hchaviours exlrlbitcd or perfotrucd by M omploycc Huil i~ -pptioniJl) not dfrec:tly or- clem-ly 

stipulated b)r scope of job de3cni,tiou~. or official remuneration -arrangementt and h1 total 

promote the effktent and. effec;tive runnin_g. of the orgmiisat1on. lt ls tl1c bcbavh'lut 

deincmi-rtn1ted by the employee~ wl1tm tbtllr ~iCp~tancy ,,f forn,~l o}'~~.uisatfonal rewards for 

lhc.;ir task is less (Mohamed & Anisa 2012} 

► Conscientiousness 1n.eruis tbat em-ptoyccs perform foh l}clu1vi1.1urn l;,eyw1d 1he 

llllllimum req1.1ired levele:: 

~ Altnus.n, 1neans thtrt the employees are .nl\\·.eys wiUing w h.elp. ciOilltS wurking with 

them; 

\,;- Civjc VlrtUC suggests that employees prudcnLIY iakfl part in the p<.,l1tiool Jife of the 

o rgtu) i zati on; 

'~ S_poTt~mun~hip ~l.lgg~~- thijt employ~$ <lo no~ crlt:icizo- bu1 hav~ constr-uctiw aml 

positive t\ttitude)i; and 

, Courtesy ae.nores that the ~mployca;1s value th.cit co•wcr.ti.en. i111d trtlat 1hm with 

admiration. respect and esteem. 



l . 11 Gmtlmclon 

This chapter 1;1Xaminc;d the different thcon:tioal approacl1~ if> tne concept~ of job- 'i.'ltisfaetkm 

and utgnniti-ational cornmitrnen_t as ,weJJ as. tile review of tQ1t v.ml literatllll;: by v~rit11JS 

scholars pcrtai.rung to factors. th.al ithjl at;l~ on e--n1_pJuyf;:t;8; job S.!lti!!faction~ productivity and 

organisational cotnmltwe.nt. 1'hc a1m was t.o clt!Certum the imp.tot of such factors on the 

te!:1CJ1e~1 auil1.1des towards- their job!.. and. t:h.e resultant impact oti the. nvfflqH 4,mJity nf 

etlucatiun. The n~xt chaprer fi.1c\ls~ on the researcll methodol9gy lhal v .. ·ns empfoyt'!J m thu 

study 



HAPTE.R TIIREE 

D . EARf'H DESIGN .AND METHODOLOGY 

3.1 lntrod.uutcm 

The Jlh:Mntt." l:°hapfor e xmnined c;iiffer®t theo~ucal NPproacile~ ~o the cnnc~t:-; ~,r juh 

stib!-rfo~i10n .and orgamsationa1 ·c,nmmitment a~ wdl .as 1he cu1Tent and pcrtfilc.nt dubatcs ln 

related lhemrure regarding mctors that impact on employee job gmisf<1-clion. productivity aud 

orsauizt-itioniil co,nmitmmt fbis ~hapter focuses on methodology .a:r11l researc]i design 

employed. in this study. It fo®ses ou theparadi_g1natic-posmrn.11ng of the research study aad 

s~mp)fog lJl~hod~ "th"~ wer~ d10!:icn to gener~te data for the study. '!his !.tudyis. located b1 the 

interpretative parn.digm u:-iiog the qualitative apPt0aob, TLe interpre1a1ivc _paradigm offer:,s ~ 

parspcctivc of a situarloo and gives iruight to the Wi!Y _p~tti'-'jprui1s make= 5cnsc 01' LhC1T 

sit1.rntion (M~ree1 2007) The chapter finally i:.xaminus the clh,cal issues-.,. validity~ reliability. 

trusnvorthines~ .and lim1mtiom, of the s.tudy. 

:t1 'The Afm and Obj~ctfves of the Study 

l 'J1a aim of the study wast,, gmtJyticnlly evaluate k,3c-J1ers' pcrccpticrn~ a11u .:ilmu.des. ioww:da 

"thejr jobs, Tn.il-111rt1 fh~-.study .sought 10 ru-iswer the following que_stion-s: 

ta.) ltow does job sa1-isfactio11i loyaHy ruti:l 1)rganisatf1 rn~ comroltmeut affect lhv 

prol.!~vity ~nd job !'Xlrfomumce of~ch-eni fn lle.rnb~ Dii,tnct? 

0-1) \V'hat arti the fat..1or!ci for the perceived Jack of Joh s.:1.H~fa0Hun1 mid 

otganisatiooa1 commitment i--ll-TI~mg ti;i.t~h~'S :in llwnbe l1hnrict'J 

{L!J What coutribution do different st.akehold~s make to improvi! job ~tisfuctio11 

and orgamsatfonal commit1uen.t amongk:acllcrs jh. lkm b~ rnwic>t'? 

Bl;'-Cn1.rnc or the broad natutc of the t\)pic.:s. C<,vereiu, th~ re~earo11er decided cotttfuc to lb study 

to the following aspect!!: the ruit:l1tc of the j1~h. xupe:rv1~i1m1 re~o,~-s. retnunmitiCln and 

oppo.rmrut.Ies for devi;:}Opl'mmt &n.d pmtnoti~n 



ThiJS f;tutly an,:ployed a quruitative teseiarch methodL 11u: r~,;eµr~he;:r chose the qual11.a1ive 

aµp-roach because of ils open and inv\1}ved nature. Qualitative. reseat<.1h provides tl11: 

flexibility to esplo~e and deal v.ith u11knnwn nuances af the matter hci1i(; st:u.dt¥d, n i!'i 1101 

restrk,'ted by rigid notfons abeiut the topie being i.J:1rcrrngawcl (FJii;lc ~t al. 2004). 

Jn dfatinguishing bet\1/een qualitat.Jve and quan.titativc (e>.icarch1 Cre,well (2012) asserts that 

tlurulti~t1tivc research is 11\c h~ clppro;-:i.c,:h if a IT-Sf~rch problem needs <.juantifiable variables. 

wetghing the \'lffect of these vanabJ~~ on the fintlin_gs or if the fi.t1dit1gs .need to be applied to a 

targc population. 

Quantitative research relies 011 a .ran.domlv scl~tcd sampl1; to ~xmuine a si;,ccilic: vati:1ble 

u!Jing x t«Jtudic~ ,.mti.. numbt;r-!:I, Tiata collection is done: wiih c<mtroH~d in~tnummts. Jt ITTtns 10 

be objccti,rc- itt testing a specific hypc1thests. 'Tbrs eliminates room fot rmy Tf;lSe!!rcber bias. 

Statisrlc._1.l analys1s jg 1.1sed to p:rcse11l results, mean data. conelruions and other 11taW;tically 

sigolfivantr~t11u (Se:ikwan & Bongie2009). 

Qualitative resc-arch., in M.!ttrast. it nest sUJtt1d wt,en -a. i-i;sea.rch problem rt:quires that the 

cesearcher leill'ns t:111d 1mde1'8tands the: views of individuals or acqujre comprlilbtmi;iv~ J~ta 

ubmd a few J7t:np[e or researd, site (Creswell 2012). Quah1a.tiw re~m:i,icb seeks ro makcsens-tt 

uf imptrrli11~l dchlih ·within a soc:i~tl coowx.t1 by proyiding dcuulcd descriptions. Qtialttativc 

researoh allows for tbe llllderstanding of aT1y phenml1eoon throu_gb the eyes of tbf;ne1>pondtmr 

(du !11ooy~CiHiers,. Davis & Be,zu1dcnbch'.ll.i 201 4) Tho1,lgh l'ellant oo a snw.ller sample, 

q-ua1itative wi5ef.ln:b is inVQIY¢ and open in lt§ approach. The findings. of qua.J.itat!\7c res~ar.!11 

-are highly i.lescmptive, Qualitative reseat~ by itg nature, provit1~!:i the l~titude to deal wilh 

und cx:ptotc unknown nuat1cc~ ot· thtt m~ being studied. 1t is n .. 1t l'estricted by 

pr<ide1ennined concepts about thi: subJect bemg re~earcbecl (SeedaMVloolfi 2Ol4) Quzjjtm:Jve 

,,esearoh can 1,."'ilpture qualities that trigger subloctivc cxpmt:nl)~, ~JJd, tb~ repercussions of 

Lh1t~e qualiH~!t Thetefote. fhi:- rei,e~rchef'~ objective1 is to select a method suirn.bk to 

gathcrln.~ .rich and deep data (du Plooy-Cilliers ct al. 2014). QuaHtat.ivc rcsearnh is a form of 

~interpretative inquiry': where the researcher lnrerprelf:( ¼imt they ~see., hear and 1tndets1..t,1tr' 

~l:i opposed l.o qi.iatttllMi\·e resttarch where the foe.us is art «~urveys and experimental dmdg11!\~f 

(C're~well 2009: l 115) 
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'Iahle J .J : TIJ.e ditferettt.e buween qwmtlt0Hvru11d rauaUtativ 
1 Qualitati,,e :ApJ)Tilil.th Quontita.tivc. i\ppr.o-acll 

----t------------H~ 
The- emphasis is on undcrst.anding The emphasis is on testing attd ,,rfi.litrulion 

The focus 1s on -und~laniliilg ilom the The; focus is on facts and /or reasomt fnr 

respon4etrts pojnt <if view -i:Ocial ~'ff.ml~ 

Em.ploys.interpretative aM ratfonal ttpp1"Cach us~., To~..1r -lUid critical appro!lch 

Obmtvations i:lnd me-a~urt,n;e~t
0

8 dom~ ii, -ReJ1es on cont.rolled JnmJeut~t'.tl~~! 

t1tlun-UI ~ettings 

llas subjecth:~ • in.sider view- ~ml close Lct data Hali tfuj~~tive. 1outHt"der vje,w· .and ai:stant fr&ftt 
, tlat11 

Ex:plorative orientation 

lt is pwcess-oricmed 

Holistfo po:rspceuvc 

Hypotfiecical--deduative, thi.: locus 1s un 

bypolhasis te!!il.ing 

ls ~ult-miented 

AMlytical and pani._cularisti; 

Genentlizatit>n bttst!d ntl compan.'.iqn of Genemlizati011 by populttt.fon membership. 

contexts and properties tlf inti1v1dW:1l 

{)Tg;!.TIIlmL 

Sm1roc: AdaplL"d fr()l.n (Qlw.uri & Gronhaug-2002~<fl 

3.4 Sa.ttif\ling al\cl Sample Su<: 

Aceordfog tl;l llu. T'Jooy-Cmh~'~ qt al. (2014}~ A ~ax:npk- is a section M u. popul~tion that is 

r~gartl~u to I',~ repres~lathie of a particulilr population. In quantitative rtl>i~.tn.;fr , a tialllpk- is 

reHcd upon ro gcncrnlisc p.ru'tlcuiar te~\.llrc:i~ of rui entil'e population by cxarnining tl10se 

s~dfil! features in a toprcsPntative :mb~group of' that population (Sekru:an & Bougi~ 2D09L 

~enrchers rely on munpling since it 1s io:rpracfic;a1 to ~iudy .an ~th~ :population i.e. '!;;~sick 

fhut h i15 ,;<,i,-tly -1.n.;l thJJ~ i.um1mrning, &.na.lyging au entire -populathm co1,11d lead to lioman e.rrnr 

and p-xhaustion wltcn :m:cmhling .and analysing data (Seka.ran & llougic 2009 )_ 

Probability and non-probability sampling ia1·e illti two most frequently used tyPcs of sumpling. 

Probabllity s.arn.r)Jing ensures that each 11111t in lite flOpufatitm hns ,m equal chance of bc:ii,g 

noJninated for the sample. whereas in nonprobability designs fhere ts no probability of being 

~eleot~cl that :i:: attac1t¢d to th~ clememi; of the populatlo.n (Sekaran & B11u.gie 2009), 

Frohnbi1itV s.a:m.p1ing is filoM pm!erre<l. wlu~re th~ ~search req~ires a ~auu,lo that iti wndNTfly 

fJd~,~. i8 not d~termi11ed by the r9sc;:u-chcr, fits. within the ~ummon fe.atures• of the stmly 
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i1!1tl 1eads to re.suit-; tba1 cai., be gffl'len\lised eivcn' the tnral p.opufatlon (du-Pfooy~Cl11lc:rs et a.I. 

2014). Probability sampling is appropria.1.£:' !0r A tlu;.\Jihh.ttiv~ ~tµdy aml not for a quRUtative­

-"-Wdy (Si;:kw·a11 & Bou.gfe, 2009) 

Non--probab:Hity sampHng is further dh,itle<l into t~1 bmad caregories, namely, oonvcnicncc.• 

smnpling_ ~nd }J1Jl'})Osive sampliD:g. Convenience sampling entttili. the collection of dat.1 frnm 

~ample of the populat10t1 that fa_ reaclily availabL! to -provid~ LL Pu.tpt)~-ive s~mpling., by 

contrast, tar_gcriil sped.fie types of indi vlduali:; w110 ~an _orovide the n~qulred information, either 

for the remmn that they are the- ohly onll!i who have it ur that they conform tn specT fie. critcri~ 

dctcrtnined by the rcsearc:hcr fSckamn & Bougit;} 2009). 

Thfa study used pur:posjve srun.1,Jiug approflch. where six S.l'.XJQ.titlttry sub11nJ.i,; w~re g~li.,cted iu 

lit1mbe District uf the KwijZ-\ll\.1-Natal Department of .Education. llc;ntbc: District servkt'i:i 

p1-cdominantly rural schools Wtlh a iew urhan nnd semi"urbru.1 schools. Awordin_g to Creswdl 

(20 l2). in purposi •e srunpl-ing !he researcher pUlJlt1$ely choQ.ses people ~ml sites to 

wderstanu the. c;~mtt;:il _phenomenon. There were tluec 'key units of -analyNil': for this study, 

namely, ~chool priru:1pnl!i,,. HODs and post~Je\·el l eduiwtors These ,v-c:rc fLuth~r c1aitiiifi«J 

areordi:11g ro the soda1 backtroun'1s c'lf fhe rn~J1echv,;, s~hwJlS- Two St;cou~ry schools ·were 

s:un!'le-d from the; urb~n. qwintik three schoob. 'fhe t.ewnci pair of scl1opls was seJeated from 

the ~-em1-ntral, quintilti tw<, i:i'-1iwols. !he third pa.tt was sclcck:d from I.he r'ural> quintile 011ec 

~d1Mls. This was to attsure illiat Tl;l${Km~i;I$ would ~ a fail.' refkc,ti,;m of teachers~ ilwd 

cX:pe.tie.Jlce~ from different oconounc :md social backgrounds. Jn total six pJfocipru.s~ fuur 

HODs and six posr. JeveJ l eduro.t.ors patticlpatCll in I.he $t\.tlf.y, Tb:: iws()u for ftm·er llODs 1s. 

th~t th~ 3mnnl~ quhrtile one- schools were low etll'Qlmonl school& thut did n~)t q,.ralify for an 

HOD. A :muOur nne-<.m-<me open-ended Jnterv1ew sclled.11Jc was uscc1 ibr the prindpul~, tlw 

HODs and post lcvcl 1 cducru.ors aliktl_ Re::sponcknpj were e;i{pe.cted to respond based on their 

lived expe.dences and their specifip job dc~eript.ions. 



T ,1hl ;l.1: Ocmugr.aphi.t i.n.furotAOw, of resp\"n.deuts 
- -

Rigponde.1rt;1 I l'osttion I Gender Teaching ScltooPs quintih.: 
code exp e.1•ien ce r:rnking & loc•ti.nn 

- -
R1 Pi'fu cij:)aJ Mal~ 17 years · Q11-intik 3, u.rbau 
R2 Principsl fem.ale 13 Quintile 31 urb~n - - HOP Male R:I 09 Quintile 3~ urbM 

- . -
RA HOD Fe,uale 15 Quintile 3, urban 
RS Postlcvcl l Fcrnalc 06 Quintile 3, urban. 
.R6 ·· ·Pos

0t level· 1 Femru.e 07 Qnihtik-3~ urhan ._ ti•. -- - -
R7 _ Princ1_pal Male 1.2 Quintile 2~ stJmi-urban . - .. 
RS Prinui:tral 'Male 14 Quintile 2, semi-urban 

- · 
R9 ROD Male 1~ Quintile 2, semi-urban 

-c 
R 10 HOD fc:n1ale .:'.!O QuintiJe 2~ remi~m:ban. 

- •I- 1--• iro • I •• l••--11 - II 

RH P-ost level l Fe:rn.a1c 1:; Qui11tiie 2~ s~rni~urbw1 _, 

R11 Post !~ell Male- 10 Qumtik ~ seini-uToan 
-n 13 Print.-ipal Female 14 Qumtll~ 1, rural 
R 14 Principal Ma.le 17 Qwntile 1, rural -

R 15 i Post lev~l 1 liemal~ ll /Jwntih: ·1: rural 

I 
- --- - - · -

R.j6 Poi;t level l Male 06 Quintile l , rur.ru. 

3,S Dan\ Coliection Pl'oce!}.9 

Ofio-m1~onl;! t!Jlfill-t:nµtil intervit-:ws ( Apptmi.lix A , Jl 67) wwc c-0ndu.cted with all i,artu:Jpaxrts. 

lnterviewR .arc a lwo-wa:)' rmwe1satum in wllkn qu[j~tiimN- are ,1~koo for the purpost; of 

gatbcdng inforrn-!ltion aboui- the ideas. beliefs. uptoions, views and the hehiiVit,tu- trf th1;1 

r-esµondem (Maree 2012}., Inte1'Views allow for flexibility iu the data gathcnng ptO'.?t.~s 

(Cohen et al. 201 :1). Open~encied interviewi, cake t.he furm. of the discussio11 bcrwoot1. 1.hc 

fm~rvti;:w~ ancl th,;, interviewt:.e (M~rev 20 12)_ This m~hQ(i al~t.1 .-nows. the res~cher to nsk 

the (Cspondcnts same essential questions in exactly 11,c sarpc order-1 ll1u1 impr1wjJ1g the 

aorupo.rab1lity of the responses (Cohen .el al. l Ol 1 t 

Ail ,.,,terviawi. were conducted fo.o~to-t'aL-e m xwdcr to nllow far a free t1~w of 

ooi'til\1.W..iaatian betwee:.t\ fru: :biretVl6\Vcr Md th~ rc6-po11d(rrlts. Thi~ il]lpnrnch ii;; ~1eet whex1 

dealing \\,-1th a small .111.1mber of respoadents as it allows the inte.nrlcwcr to gain perfec:t 

perspcetives nnd insign ts 11f tihe respondents. (C'1·~well 2009), The interviews were audfo~ 

Tl;:(;.On,fod after atta.inh,g consent of the, rt~-pundents. 



3.ti TJte Pilot MntJ • 

Qu~timtru.ure~ can he very iricky to fbrrnu]ate itlld adminii,""\er. Defoc;tivi;: '1dministratlon of 

the qucstioonalt-c can lend to 11nin'~orprc1abl£- data ur may r~sult in luw respondent rerurm1. l\ 

~1uesrlor111aire should j11spire people ro co-oµerme Md n1so produce rosponses that llie 

researcb~r van llSl;}to e-0nstru .. e the rmiulu. of a study. A quenionnaire mt1st therefore be clear,. 

ljimpl~ and b11cf (L~cd, .. & Onnr,1d 2t1"10). 

l1i1ntmg guQStiom 011 ~ fow indiv;durus. ~an help ill testing the wstrument of rcsc:m:n i:n 01·<lcr 

to gain clarity. rt further helps to eliminate redundant qu.estions Emel ensure the ea$y flow of 

the -rubseqoeni i.Ttt1;1vi~ws (Wilkinso11 & Birmingham 200:3). The .researcher piloted Che 

mterview guide wtth his rnll~agul:!~ who- are Senior 'Education Specialists in lleinbe distr!cr of 

fh~ J(w.1ZL~1u-l\tirn1 Dcpa:ttii'l.Ct'l.t of Edu.ca.tii'.>Jl wh~re he works_ Thtj ex:~ci));;, prov<;1d tQ be v~ry 

l1clpfu1 and an ~ye,,opener, whlcll rc~1lt<:d. in sonw of tbc questions having to he re-phras..:.d 

1Uld som~ eliminated. 

Th~ rcscarchc--r ensured that he only ~obcllcd mformation that was. e!l!'itm.tial for the reseal'ch 

proje~J. The questions were formulated us:ing terms thal 1he rcstx)11dcru~ wen: tamiHar with. 

Le11gti1y ~-nd c~m,pH<.:ITTi;~ iti;ms wi;re ~voided as they .u.tight ~ve b-een diffigult to 

coruprehend. TI,e Tt¥.>am-cher tried 1o :pay parti uhtt 4ttention to the language and the wording 

11t thc questions.. The :intention was ro avoid fonditig, ambiguous~ Joaded and tloubl~buIT~llw 

que1:rions. Tbe iuterviev-· 5che:d-u1e was thoroughly checked to asccttain that tht!?"e wa!l .l.l 

conne,:tio11 between the reseun_-h questions, tlle J:>robJem stntement a11d t.he objectives of the 

stmly. 

Ace.ordlng fO Leedy and Onnrod (2010). the- validity of aay measurement iustrumcnt 1s the 

degree in whith the instru111f;flt mensurei-; what it wns intended to measure. S1mp1y -put, 

validii.)1 is about whct11cr or :not the Tt}Scarchct m~asurc:s wbitt Ltiey sd ~llft tu m~~urQ iu 1/1e 

firstin.stauce and tht: effectiveness of~ mea£>-uremcnt. Sckaran & Boug1e (2009) c.onc.ur that 

validity detennines if the-Jr.tStrument is truly measuring wliat it .intended to me-asutc~ Wid rhn.t 

v~Hdity .antl Teliahility conc,ept~ are mo!.lt often u.wd to d~tennfne the quality of the- study 'f o 

thi!li end, the researcher cusurcd that !he aims Wtd Objei,.,iivep, of the i-.tutly Wl:!re. measured 

against the resulls. ofth.e study, 
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R~liahihty !4how~ to wl1at degree the ::r1"1easmement im1tturu.erti. ls :prooh,e_ fr~ from p~dke, 

M.d wi11 oortsta11t1y yidcl .flimi1at uut\1ome6 tf-qst;Jd by a.noth-er res~cr {Sekaran & Bougie. 

201J~J). Du-Plooy er a/. (2014), forther- c..·ontend that the concepts of vaiidiry ,au.cl TC1iabiJi1y ,llft! 

mm e sunahle fot quantimlive research wbctc the ohjecti Vb j~ to delerminc 1,8u~a1 

relaiion>ihip>i antl generafo;t' to ;.i bigger po];1Ulation. 

Qualitative research seeks to £.-lilll it t.horougl1 unJer~trnuJ-i'rig Qf ij. pbenome-uon, oon-scqucntly 

tb6 COJ1.Gt,Jlt uf h-tA1twc;1rthfnc;5~ i~ a better me\\sure, of the tool used for this t,,pe of srudy (\Ill· 

Plooy. ,el al., 2014), Trustwunhiness is. further divided hito 1h~ followi.ug oonct:µ1s (du-Plooy 

-et a/_J 2014): 

.11.) Tl"al1Sferab1lity 

Thi~ refers the e-xte.ut to 111Wch the conclusion~ of:,1 purtiuular qualit.itive study CM be. ~pr,Hcd 

to other stuui1;;~ und 11resentr-:; a measure of generalisation to a. rcsc.arth 11ll;rl:ho~ that doe~ not 

l.1t1phu.srs:c get'lorrtlisabi1Hy Cdu.~Plllny er al 10141. 

b} Credibility 

Thi~ is !Jill 1~vel ot accumoy with whioh 1~ res~<1rchct lntorprctoo the darn collect,ed. 

Crcdibilit:y is enhanced if the rcscar~her i.-penu;:; a s1.1bstJ1nilid 4'1tnount of time wiih re~_po1Jd~1 ts 

to get a better and deeper tmdersitaru:hng of jhc:ir lives. This qm i11<.lh1cl.~ the use: of more than 

on~ ~at.a l;!ollection me-J:1.Jod. wwth ls reibrrcd to a~ trumguiati<m A good meaaute of 

l-rcdihi1Hy ts. the extent to which the re::1,ondents find the re~eatcbcr~s data an{tlys)$ rn IJe 

bclk-vabfo (Leedy & Or tnroi'.I~ 20'1 O)r 

~1 Dependability 

This rt,fim; W· th~ h;Vt:-1 of u<;(.}m~40y with which tile data collection met1md,. the unslysis 6f the 

datn and 1hc conchtsinn:,; are nienningfully mtegrated (du-.P1ooy !ti a'-, 2014)_ In this study, 

the.m.at1c da.r-a analysis wAs 1.1sed to cn~ure 1'in(i<l. fot.egration and to enhance .wc-aningfolncss. 

d) Conlirm:ibility 

This is the cxt.cmt io with tll.e findings of the re'3earoh are oorrobormc-d b)' the <lutn that WfJS 

coUected {Leedy.& Ormrod, 2(1 I 0). In 1his Stu<lyj ea.uh finding 1s sul;)p-o.i:ted by OOlitnllc 1.fata 

'°lleated from the respondems, 



ll'Ustworthiness is al,soluteiy esse11tial to gua.wmtee .a .tneatllllgful contributlo!1 tc'> the °br'l<ly of 

k.1\l)wlcagc (do~P1My f!l u/_ , 2014), 

3.8 Data .Analysis 

Qµali-futivt> dma analysix ntiet!,;sital:e!:! tht;} vl~&Sification of things, persons~ .m<l events into 

spcoifio themes in or-ck-t to make data analysis cas,er (Crt!sweH. 20®). Jdeas .t1re classified 

Qccording ro s1mil~rity, llfid siniJJarity thcrcfol'c-, -plays. a. subsLantiul ml~ l;iefore an idea is 

df:vel<tp(;rJ (Ftu~nlfoh1 2012)r Owing the datP.. ~n&ly~is st-age-, aft.er the interviews had been 

concluded~ th-6y wcri::, transcnbed prncisely ns they Jmd been Jecorded and chcokoct fot 

tmf1'\1CtT1~!.i ny the restmrc.her_ Tht: ttnu5cdptie1ng wwe studi~ 8everal times to comprehend 

the dala (Creswell, 2009), The m;earcli~ tht!.11 l~oked for common themes, topics rel~ted to 

the study, patterns and events to :tnakc !iefiSI.}, c.ilarit'y Ma interpret il1e~f. result&. T11eU1at~c 

-aualysis was theo used to wterpr~t data, wbkh involv-cd -a -process of _w<Jupins responses into 

spooifio tlu:m,e~ to derive puttems from the respc.,uses provided. DLmt Wa:i! then aruilyst:d 

according fo Iheme-" atttl sub~themes in i>Jti~r b,1 -ft!tmtify i~5 ihat were comparable. and to 

ide.n.trfy new oplniona that emerge.cl frpm the study. By relying on mterrefatmg dewnptjons 

and themes the research.er interpser.e_d the meanfrt_g of the data ant1 docUJ11til1ted this 111 the 

~tm.ly (Cre~wel!, 1 009)_ 

The H',q_uir~ment to addres~ ethical issues is of paramount irnportanc,c m th~ pro~~sx of' 

conducting research (C'r?fiW~l~ 201 2.), Acco-r<ling to Ru]e and )oh.n. (2011), "Cthfaa1 

cl'Jn f.id..t'fAlil)ri f!: at"(! based on tlu--uc bcl~ic prlrt¢iple$ fo ~(."re}, , ¢1.UJonoroy, beneficence and 

non-malefice.nce. The- µrine1ple of autonQltlY onrails 011-s1.u··i11g th::it tlu: pat1k1pm1ts.' self~ 

determination 1!i .not in any way comprom1Sed by the rcscarol1 (Rule & J ohn, 10] J ), This 

m~,.:ins e-n~~rit\g tlHit th¢ parUi,,'i__pani's cunfidentiaJity. pdv~cy and anonymity is guaranterocl. 

fin{t)y} the researcher ensured that ethi'L-11i d~rance to (..'Ondm:t research 1n school~ run by lhc 

KwaZuhi-Nata.l Departmem of Edumiti:011 was sought a:rid gr,.mlcd hi "'vn\iog l;,_y thf; Provwo1a1 

liead of Uepartme.ot before; c.he ootnmm-icement of the study (Api:,wtli:t B, p. 68) 

hithro:1eif c011scnt was obfaitted from all p m:Hdp,mtS~ Purticipmivi wey~ infonned U1 \\--riting 

and -verba.lly1 tllat they were free to participate and Y1o'ithdraw fro-m tbe study at any point if 

they \Vru1ted to without bein_g subjected to any punltive measures. Confidentiality was 

.asslrretl by prntociing the idenntit:S ~,f p~rt.cipa.nt,$. Pst;:udonyms wer1;11sed in the prcscntat10n 
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c,f d:i.ta from the particip.a1itl;. 11,e ssfe-k.eep1ng and J11ci11er-iltlo_11 of rhc audi,1 mM.teri{! ! ,rfti;n- .i 

fivc-ycat period ftirth~t guarruuccd partkipanu;t c.:01JJidartfoUcy 

The r,rifi"-iplo of bCJJcficimcc cnta.i1s ensuring th~t t~badr is J.m rvided ~o interested parties 

(Rule &john. 2011 ). PaTticipauts w~e tnfurw.cd of the value of tlJ.L~ fttuay und its potential in. 

developing in!.!igh1 into tile facWrn that. nffect teachers' Job satisfaction) ntg;,111i5at,fonaJ 

t:01,,111itr'ltcni and productivity. Th~ potential Vilhi~ of the 6tUdy ia the forumlatlon uf 

educational policies was alao discub'f>C'd with the partit.1pantli, fn addit1014 a oommitmtnt \Vas 

made to make tbe final 00j1y of the study .iVa1labl..e to t:he -participants lm 1'e<l_l.lflh-t. 

The priocipl~ llf non-malefi.,;enee m eihical consith:rr.1iomr :i£ t1bout 4JtlS.\.dijlg fhut nu harm .is 

inflictoo ~luring ~IJ ph~ts of ifo:;i res~rcb Pl'Oae~s (Rule & fohn, 201 l ). Thtl r~soorchet 

adrlrcs~cd this µrinciplc by cnst1nng that none of the questions or ~ny fe.atu.re of the study had 

t:h.c -poremia.1 of cauru.11.g ruw harm ot injury- w any of 1h~ partiufpanti;; or any other individual 

,;h .. 1.nng and aft~r the stqqy. 

The researcher a1so ensured 1.har all Lhc 1ota..,.,h::w~ were n11t cunduc:red during teachillg timu 

aud t.har they t.ook plac.e at neutro vcnu<;;$ away from ih-o !!rhools. This wes to avold 

interfering with the t.,chool1;' tte-u.demic 1,rogrammes. '1 his \.vas rus-0 to o.nsure that 1h~ 

:tei'iettrttet~R po8llinn a~ Subject Adv{~~ir in the Departmt.:nt is ~iearly distiugu1shabk from h1s 

rok as researcher in this instance; as Wallace- and Sheldon (2015), at·gue1 no reseM\.,..Ji i~ 

co..nducre.d in a vacuum a& there t1re a whofo host uf jl\JWct telaifon~hip issu~s wh.eu 

oondu.cting, I'! .atiiU.y in ~1tg~nisutions. Such power relations can relate Jo hior:I"rohical role,; and 

ex1,oout,ons by pattfoipants. It must be said though that thls made the rnsk ev1:m mQr1;: 

t:!HllcuH. c111t.l t!rcs01nc ns the rc~carclier had to find tlmtl!:i flfld. v~n\Jr;:i:< thac were convcrurot lo 

the .respondents. 

This chffpt~ d~l~ w1rh tb~ p:roc~s of con.ducting the .smdy, the methodology ~ well ns the 

ration~l~ fi',r the metho<lolo.gy relfoo upon. The study used a qu-alitarive a.-pproach as i1 wu~ the 

mo~t a11pro1trialc for- 111i!t -type n:f tt!.-'l~.n"t!n, Pw-p~1siv,; !,;UTTipling Wil-8 o~ed to targeC indfvidt1al 

reach~ occupyiag different po!litio~ w the system. The si.llnploo im.h viciuals ;1.lsw came from 

s~hools that 1liffer .in terms of socio•econorn:ic back_gro1mds as w-cll a~ persc)nnd µ11d lew'ller 

numbt7a. The setni .. $tructu.re<l Jnt~QW~ w~ro wnd11ctw, probing participants o.n their view~ 

37 



rcgnrding. dlfferent aspects of tht,5r joh1;, TI,e oh-apter .also llesl!cibcd :hl}w -fh6 l)J1in1(111$ l;)f 

establishe<l schoJars were applied ro-itt5tify the Te~e.iruh metlw~a employ~d in the study to 

t;irn,llT~ that JiJfa unl1edl;!U ~ well GS the conclus1om; dc,focud were theoretically .sound, 

relevant. 1rn~mrgrthy, valid Md r~liahlt:. The next chapter tletds- 1.-vith the pres~ntlllion aud 

di;cus.s..ion of the- fi11dings. 



CH .\PTER FOlJR 

PRESENTA110N D DlSCOS TON O f :.. FINDINGS 

Tbe pre.vious ollilptet dealt. With .resi!fil•ch dc~ign atld methoa(1h;ig,· ooploy~d itJ the study JI 

fm.:um.1ed ~m th~ :purm!i.gm&tic pos'idouing of the research study anu Sampling methods thar 

were chosen ro gcncrntr data for the study. 'The chapter also exmruncd lhe ethf~l 1si;IJJ;l~, 

trust\vortlliness,. validity, rclfobility and lhuitatitms of th.e study, In this chaptc,.-, t.b~ rcseircher 

preseuts and tiiSCt1.sscs 1ho findings ofthe study. The oha.ptet slso 011rliocs ilic limit:at.kms ,.,I' 
1he 8.tudy. 

4.'l Oemogr~pWc jnfO}illlfiliOb 

Th~ fotervil,'l',~ w~r~ oonducred with I 6 respondents oomprisfog o i;cnool p1111c1paJs, head& ot 

dcpart~cnt and post-levd ·1 ~dueators. Male and female respondents Wet~ reprt!sented i,1 ail 

the t~ tcacl1cr riost catcgi:ijics. TI:ui T~pnndent~ we.re selected \lsing µuri,osiv£t .sampling t<J 

®Sure that, on tht;: whole, they represent schoo1s from <liffunmt socio~economie: baakgrouttds. 

Re.itpontlents nl':io repre,;ented so.hools of djfferoor staff Aftd 011r61r'l1,mt ~f7~-S-. Schools .ranged 

from a emru1 rbrcc-l~i'icr school t11 ~ 1m-gl;} school with twenty-eight tcaoht..,·:-.. The sinalletn 

s-chool only had a pnncipal and two p(')~t--lt--ve,l 1 edu(;:;ttors, while the bl_ggest had a pri11cipal, 

a deputy 111:iacipal, four li.eads of department (.HODs) and 1weoty, twt.1 post-level l educa.wrs. 

4.3' Thcm,1s and ~ub~tlacmcs at dte. itndy 

'J he following theme .and suh~thcm.ci:; etrt.erg\1.J. from the mterviews coAduoted (Rcr '¼hie .!• 1 

be!ow): 

Tab~ 4.1: fJicmes au.d rubwtllemes in tb-e arntJy 

Tbe:mel 

Sub-th :w.~lJ 
Slih-th:ewt 2.l 

Sub-dteme :2.3 

Theme3 

Tbeme4 

What olle likes- about fhc.ir job 

Job challenges 

The nnt\1re of the jo!J 

Parental involvement.and support 

Thesco:pcand demattds. nftheJob 

F&c.tors <lffe<;tingjob s~tisfactlon 
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.. 

Sub-tla~m~ 4.l Wm-k. avt:rlo~d 

Snb-tllcme--4.2. _ PC11icy llllcer-tainry 

Sub-theme 4 .. 3' The failure to effect pos:i.ti ;'e diaTige 
*' - · 
Tbeme5 R.ew5Q-'P6 for consid~ng q11itti~g 

T'ltcltlc 6- Rclatioturhip with 111t111~iliatt' ~upt1rd~"ir 

t'heme.i Work de1nanJs, sldUs and experience. versus rem.1111erot.i oti 

Theme8 

Sub-theme 8.J 

Tbt1me 9 

ThC111c10 

Pn,m.9tfons 
' _ Prospeot1-- , 1 f promotion 

' -

Processes follr-.iwed. for pnnnotiQn~ 

Work envinmment 

Rccom.mcndatifm!t 

4.3.1, 'Wlnt respondents like about their jof:111 

According, t.o Richard 11-aclanan tlnd Grog 01ctham t 1975} in their Job Ch~rEictetr~Jc Model, 

m1r of the dimensions of job -satisfucuon is ,~k si~11l/icance., They, argued that ahhouw1 Jo.b 

'11:inwteri;1tio1? _pl tty an 1mport:1J1t role in job sati sf.action. the kno.wlccige tfoit o.uc~s-job mnlnt~ 

a rucalllngL'u1 impne.l in other pcoplet' Jives L"".ni havt: c1 1,~1h1Jyi~1!f tffcct (Vandcn 8 C1'gtrc 

201!), 

This came <u.rl cfonrly ju iht rasi1on!)f;$ cf ~OIJl.~ participants. Although .res-pondcn1s gav<:: 

vm'ying reasons why tht-y liked thcir jobs,. what wa!i .striking though, is that most reason& had 

t.o do with the.- .fuot tlmt they derived p.1easurc ftorn. srn:fug t:bc:: c!it't'ert!qce thut !h~r c;ifforts 

m.adr; i.J:l the U-v~s of their learners, rot.her than tJ1c. -ac(ua1 naturc-1,)f their jobs.. One re.spondent 

l1ad thii; to :;~y; 

11'here. ts n.othinx more fu[fll/;,11!; and heart-)vtlrmmg to me t.Jum to see a W.amcr who 

has been s,truggling r.o put tag~thu a .meanirtgfhl ,~·enle.rtce zm1gre..~ ... vig Md being «tJ.e­

hJ pµt togt.~Ju;;r: t+ jLr»' ,i@Jt:.l1W<?~ int'> a t:oh~rantpa.ragraph . .S~i:n,rr,, Jh.eJn !7lulw:1J{i· 

tmpravfug i,'1 ah~tJlu1ety gruljfj.•i;-ig It alw> msrils corrfidetu:e. tn me. 1'JS. iht~ uuwh-e, ' ' 

(R.3) 

fi..no!hc.1· tcspo11dctit addofl: 
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'' 71/~ 1m~wl<1dgf. +ha, wkt:n l rook ovet· as prindpul .,·i..i )''14.ar,i: i:Jgv th-ts school had htJ.d 

a sering ,d"ptmr Senior Certlftrote results, inf?wt this jchao! WM nott>riousfi:Jr tJl~~eys 

o~hig t'tl the boitn,11 oflhe. tab~k.: afprtrforma,w\?: and that we /jape been able to turn 

Jhtng.s urm-md to a pfJinf w/reN eve..n our er,-r(Jlment /uls iiwr~as?d mrtkes nze ,-~),• 

na1,py." (R 7} 

Oriti l-TOD brul this to say about the team of teac.."lters thal ·sbo supctvis~i;. 

" TT7e members ry' my team alway,., pniiJ.-e, 11m for- fflaAi,ig 1iunr live,r ~fl;"'iY, mst~ad vf 

demamiirig work ·without ETt,paw<?ring them , we h,.ive al~vay.r W<Jrked together w 

em·ure that ei;eryane w-ul.er.,;tand.-: t,1,-hat rie.eils ta be done fe.(fl1rtdtrlg liiing.s lilw 

plmmtng, comptlfng a tear:lter (Ue., a.v.w:.s.~ment. an~ ,;.,wii ,mhjur:t con/em 11u),- iu.r.:1 

reJsp,Jwd in a W'J' h.iqlfirr W-Qtiin_g re.iatlcmshlJ? _for o-zJr leam and has made my work 

r,>1joyable '' (R4) 

Of ►ourse, rhere were: thos~ who felt that lh1.:.1r w1xk 8iJV~ tl1en1 more t11ne to spend with 

fom➔iies .and mt!11d: . .as tme inteWiewee. put it:: 

' My wvrk may be. demandi'"r,g ,,md ,w;rn~ht1W boring hecm1s,~ l ger: w repeur. om.· 

and same thing year-/;, -ami yea,1~aw hut 1 likE the _fii~t flmt 1-v~ hat-·e tmough 

hohdt{'l-'' at -rttgular znt<Jrvals .. _ ln fecr, even some qf myJrier.-d.8 with betr.er 

pts.J,1t?gjt;h,\ ~ uuu.:luirsjor this.·~ (R8J 

The nat\1.re'-of their job makea teachers life-long J.eamern themselves~ and that is regnrde(I by 

many .as an ad.vantage on its own. They believe tbar they learn. more ftnd r~mi:iin shatµ ~s they 

teach othl:."i'i;: 

"My job has made,, me a heller pft:rsw1 _ , and mw,;, knowlfflgt'.(1.ble (rrt.d I 

learn ,ww. thbigs (tfffY day 1 Jlnd ti eosy to _f(>-i!J. a l/i.-..cm~(o;i on mtv tople; 

Tl:$.:htng ha,o; m"de me .a b(!./ter pub/i~ sp~,iker as- well.'' "ftj;: 

" 



4 .. 3.Z. Job- challenges· 

.ReSP6111fonts came up wi:th. a variety of' cha11enge~ th~t th~y f~w fo the: e-xec1Ttfon of their 

jot,s, Thes~ ranged frru.n th~ nati;u;e of the Job 1tsell~ cdl1cati,mal policy uncertainty. the. work 

~nvfr·onmern, the challenge of the faek of .resources- 11ud the lack ifi.volvemettt of ,nmc 

irnporlaJ'I( sb:ikci\olders in (he ii:ducation ijy-5tem, 

4 .3.J TlltHlilmr ~ o.f tll«-Job 

Mowclay et ul. , ('1982}, pn.,y,n>,e<;l rok oht1ructcr1st,1c.s as m~de \IP of role oonflict. ml<: 

ambigwty mid role overload. They argue lhul rolt: characteristics result from cm_ployc,es' 

Jlt!t00ptirn:1s 0f me wNk envimnmen1 qn<l. l1ave nn inih!-e11CC ou affective. rcsponscsj and that 

employees who rcporthlgher levels of 1·olt- ;:;train tend ta report lower level:!! uf otgarusa.horutl 

oom1nttru.ent (Paul, 2004) 

Tvfost respondent cited wotk overk,ad as tl1e lll!UJl challenge Thcing reach.ors. A large m1H\u11t 

of paper work that teachers fil all kvels 11avt! to ili.1 over ~,1d .-bove t.he actual teaching WllN 

cited ~s the major challenge facmg teachers. Sud1 µapC-f work involves p-lanning, the 

c0mpilation of work sched.uJes,. lesson plans, p1eparing ass,ossmMt ta:!lkf;~ nmrl<ing, rewr<liDg 

an<l prnccs~:ing 6f fofu'Iict~re~ults, Most ~e.aQher& felt t!m~ siich a.cth,itias lake- ~ 

dispr9portfonatc amount of tune that th~y c.:uulcJ -,.,therw1se be using for deliver.1ng l.i:sso.ns. 

"Paper w-0f'k i,<: t.t mtJitrr· pFobl~,n which hfii.r,'i ji.w mare dtsproportlonat~ time which 

Qtw would otherwtse dedicate lo teae/nftg. I teac:h ttn-e:e. set•iiom,· oj'th~ grade-six cltM.t 

wm, .a combi,md total of two h1.mdretJ and ten fatwne1··.~, 1-f'hM.it.ver l .ret ,111 ass'QSsm-e111 

tmik l cun't .,·Lap thmking llbout many hour~ 1t would take to nrar/t IMrne,• porljblios. 

re.mrd and tmaly.w: ihe i'Y:!.'tult.i;. Tt ;s ,m flo,mlure torhtte. This mMns wotkirig u)ng 

hours ittto rhe hight in m0-st inHn,u:eA. T.lic:1 .vlw.r,-r numher Hf lf.a.r11.~r.y al.so make.r it 

i'"mpossible to- giw,3 e1.:ary learner ne.aes,w:ery lndt,,iduat tlilemtion lj trtlth lit! tt1!d1 

.,•r;metfmf!J; tt lake.\'. me months before I bww evetJ' ietirne, hy• name 1 ' rRj) 

According. ro reachers from !':n:utH•enrolrocnt si;bools~ th011' ~iinatim, iii t>Ven more rlire. The 

number of teachers .i.1/ocated to each school is <letertniucd, m rn.c nuri11, hy flw Tii,1.mb&T of 

l tlllr't1~ thoy !'lavu_ The De_rwrtt'nent of B~ic Hd1,1catio11 U8es whar ls called tile Po~t,... 



Provisioning wlodel (PPM) u, dtiennine tht nun1her e,f teµchet post.B io be allo~ted ro each 

soboal. TJ,is translates iura what tscaHed Post.Pfovii.iot1r11gNlltti (PPN) ti.1reuch i,i;.booL This 

results in a Aituation wher~ v~ry Slllall ~choQls end 1,1p belug allocated very ft!W teacliers, 

sometimes just two or three tcachcn, mcluJing the principal. 

Thh; 1s what a principt1l of~ five--Wacher school ha.cl ro !lay about her siiWlthm: 

u l¼>' wo,'.k dt'ivtts me c'rf.1$-)-'_ I have tr> pttr:fi:;ro, ulf ,,r_v 4.{tiet'I i.JS th-e ptinctpol, whkh 

incllfd(:S ,narzaging lhfJ. lmplemcntatir.m of the carrit·ulum, w.ony about the day-rn--d~_v 

r u.nntflg of the school attend lo everyu.ne who. -vi.tit,'i fhe .w:1100/ , , , I a/so ha vr to r.1:."':flrh 

tl'JTM (!f4.~-~(-:s . When i hm·c. to tUl2ttd meelmg.~ t)r we,rk.vhop!i my leanMrs aro lefi 

"''trmuitd •with ,u, one ra tNJah them. . 1 u.l.iu fedfot' t.t!V leaehm:~ becaWi-B l (:nn sqc. 

they ur.f l rying ~o hard hut tJ,~ cw<t vV~,--~tretch~d. Yrs, we havefe.w J~nw.;:,· hut we 

.stl/1 hAve to offer ail !hf/. 8JJ.~iecJ.s. ,Pt( 1.hfr~ ,~v no manJ_,a1-11er. lt 's ,'eafly t-WJ/{i, 

hard" (RJJ) 

Smnl1 re~pondaru1<1 further h<1mnt:111~ rhe: fact in the case of small schooJs the current post­

provisioning m.odcl not onJy maJ<t,K their worlc difficult. but also senous]),· prejuclices tnt' 

leamers. TheyRrhru.eed that it compromises the qua1Jly ot educatim1 thm ]~r1-11:.rs reoe'ivv. 

Tith; is how one rcspondtmt put it: 

·'1Je,1aw.1~ <~( the .shQr-lage nf te~c.hflr.,, w~ J,c,ve had fn r~sort to multi~nide te,wlung1 

wh53re you havo- to reach d{[fcre.r,,t grta/,es Jn the .w.,me t.:1,1ss at the s.amEJ Nme, it 

becmnit!.' so dijfi.cult beoause- tJtcM is ~pecffk ca11.lJ!.ni M hft u,uglit fvr d(ffer~nt gra.cf e.s 

~wn -,;film sufl_jt!oi z~~ lh<! 8(ltlW Even if you ar-e r:laalltig With the ,mme. c1mc.'i,:!pt or wpfc 

,vou ,aw·, have .~imtlar e:xp€:etclltons for bolh, g;·ades- . You h1..ivr,, Jo pitch ymP" 

pre.semaii{)Jt ,,t df{fere.m level.~ d~.pendml( 1m the gmd~, ThiiV arrangem.em means thM 

l!Jarn@n are $ho1t-d1angcd. '' (RI il) 

4,3,4. ~c.$a~r~c-$ 

'fhe ~lJocaHon of t\.lpds to schools. by the: Dcpar1men1 of EdL1uufim1 (0~) based m1 the 

numbe.r of learners a school has, seems r-o be a challenge for schools small~t;!:llrn)meut schools. 

Piincipals of srt'ltiJl tu:hooh) which f.lre predomimuitly rural, argue that thls fund aUo(nttion 

model by Doh results in focir schoois' allncaiitms bemg so lite]e that. they strugg1c LO pay R•r 

ha.sic .necessities. to nm tfie schools. 



This finding iB in line- with thu a.-:sertion n1ade by Na_gar (2012)1 thar the short.age or l'um­

availaW!ity of material re-Sources fot teaching cru.1 btl ;i s"un:e;, ~,f :;,;tr~!)s. and humout for 

i;xl_q_i,!~1fon pn.u;tition~n;. 

'Tim1 ls what ono p.nnc.ipal foi· 1l &man rural .school had to say: 

'•f thmk fhµre fs <1 .serwus problem wHh the allneatfon (l Jund.~ jor smali schaafr. 

Bei.1.m1,e al!atJmton.s aw. deMrm(1ted _pt~f capita ha-sed <M leurner mimbers, s111-afl 

Sr.'.·hool9 gei so liJtlc! yet 1/wre·are ~-tandard costs ofrunniflff mw school rega:nJliJ~•s qf 

a.,· Nize. We .-:trugg]e ewm to payfor bas~ maittrenance, clemu'ttg ref premz...ves and (nlell 

payJ.ngfnr war.at' mui dee/ru:.ity.,, (R 14; 

Acco1'<li11g to .some teachers, espeoiaHy pr111cipafa~ the cak~godsallon uf >«;h~1oh; into differear 

qutn.t:ik:s fto.m J Lo 5 1\as IiM bt,tm with\lUt j~ probkms .. The c.d1eria usoo to eategorise 

schools ~onsiders, among oilier thing~> the t)pe of sauitulion c1 sohool has~ wb_cthc,1' ii has. a 

librwy and~ most lmportantJyl whether pec,pJc (p3fct)t~) itt the scllonl'~ 1;.utchment area can 

uffbrd to pay. A yuintiJi;, l .school is considered to be the pool'C6t and mm;t tlisudv.i,otaged. 

while_ a. ciuu1tik- 5 school 1s consitlered to be the least poor sohooL The w.pHcAtio11 thr 

firnding is that the lower th~ sd1001s 1 gu111tlle ranldng, fhv m(>Ttt funding it receives and vit.:t. 

One prl:nctpru ex.pressed her itusltafom: 

ii 1Vy s~hool is qul_nli/e f\Vo N4t1'/.e. .t)ur nf::.1ghhnurmg M,hr;oJ, ;ii-st across 1/r.e fence is 

qui11ti/e ().J1(t, as a resi,lt They r('.ce1 i-~ the rural ((//:r,wanee while we don 't, Jr ean 'r t,e 

fair. We are ,~'till,fighl.ing i}ri.~· matte-, ... (Rl J) 

Th~ de.termination of fee~p!lyUJg arid no-fee .schools has become .a bone ot' contention in some 

cases. Some ~bools have met resfatanc.e from parents rcfus-fog 10 pa)' !br tti~ir ~llildlen. Th.Is 

fa what.a prlnoi_po.1131' 11 i~e-epayh\g sch~10111~d to .say: 

•<(Jurs i8 .a /ee,..paying schoQ[, but hecause our Jwn neighlmunng ~chm~ls. c,,re no•:fee 

.wjum~ WR. me~r resi,~tanc.e .from pa.rt'J1tf! wh-:m ii t1.mH/.l LO lh,1 pa,vment oj'/OJ~s. 
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Pan:nl,r do nal (,-'\f-i;:n come Jbrwwit to- «pplv for r%r.mptian, h.P.cm,1;,'<! that 1,,· pmvtd,-d 

for bas1Jd 41fi th!J P«rem s _(rm:mdc.fi ..,,SHt1li.on Onl)' n.wnl)Hme peraeltt of ow-lettr11lt:T1, 

pay. This has ied to .a situation wlt~rtt we somtt,Limes ,1Jtruggl(? ('.ven to pc1J,1 ,fof' 

ft; /1:1.ctdlity_ Smnehlnit..v we can 't (:'Wn buy s1ati-om1ry, " r1U) 

~.J.5. Pnrental inYoJvement t\Hd support 

Thi;½ l<\~lc 1;f p~rent.il hJvQJvement in the echicat::ion of children is rcgar-tlllu .as one of the most 

smous challenges faced by teacners, There is n. sense that most parents sirup1y dut11p fhcir 

lnndij I t1 schools 1t11d do nt,t a:PN~C1tltc the -role that the-y 1wed to play in th~ educatim1 of I.heir 

children 

Patrotr:1 n~ to pl~y a more meaningful l'Glc -in ilia oducatimi of their kids through 

<.X'l-llp.borative working relationt-hip and effective eotM:lU:nication. The Dt!pmi111tmt ri~eds TO 

pro\-idc 1ic.-ccssary tc5outccs Jnd _1; trengfhen t11~ ~ffort to· ~~.dicate fldUlt illiteracy ~tncc thji,; 1~ 

oni; of the i.ropediments to the leach er-parent :rmrtner,;hi[' (Haines, 2.(J f 2) 

TMs jg hnw tmt; prinuip~l pµ~ it~ 

· 'Mt>,,J panm1,,· cf our lr:1-urn~,.~ dfJ not cure .abour r.ha ~a,.u1mton -0f 1Jieit1 kids, e:.-.peciaif\' 

in tdw.nship and tiUMl !!.'choois. When ynu 1;a.Jl ,m~eling,v they i;/M ·, come, ,iven ![ you 

1·nmt to (ltwmss th(} progress o.f fhtlr children, {eJ alone the prohfoms r(tltlfing rei ill~ 

running of th/;; M:hool. 'But when they mk~ kfds to former mod!:!./ C ,V"clwol,v. 1hey <1-tlond 

meeilt1xs :e-wti lti.te in i/te EWifning.y_ " (RR) 

4 .. J.6. The scope and deruaJ:tds C'lf the jol'> 

Mawdqy et q/_ ( 1.982), a:rgue 1hat role co.u.flict, role ambignity and role. cwerlnad result jn high 

lrvc1~ of work stra~ and that 1m1ployees who report high.er levels of 101e sU'td:tl tG'!ld to nmmt 

lriw~ 1eve1s of org.anisationa! comn1Jlmct1t (Paul., 20fl-fJ, 

Mo~t res.pomlent:; t.lid point put the fact that they felt tbey were bei!\g ovt.l'r-<:s'lr~tc]uxl by 1:he 

dcniands and the scopt-oflJtcitjobs. 

d.n~ Head of Dei,arnnent: had the fo11ow,ng ti1 say: 

'A_tt thit unly HOD in 111y ,ch('of l je(!Jl that my work ls a.skit:&; / t>t) mut:h of me. l <{Wi,up 

hmiflg IJJ took ol eve--,-y<me ·,,· work T hnf,e w teach. , r !raw ta check tr:ctc1ltetw, fil~ll l 



Jun'~ w modCJrtJ.t(! tJ.ilfbrmal asse9-snMnt r.ruks, mdudintnhar o.f1,:;, priJ1cipal~ fre.cm.1...,e 

f!rVefy,/ornud Ul$'1- ,ha},' lu be. modemted. The prm.cipai u.11lv mocierqtrs my work. I lw.~­

to keGp r$cordh, nsak<> comments, and i~titl do my Je4chJ.ng. '' (R9) 

On pMt-lexc1 I tcncl.icr ~m1\11lainw him.~ly abom the fuct thirt llhe is made to pcrfom1 

functions of a .membe1· of the school mana~,i;.mcnt ti..-am (SMTl, while not hei.D!! paid for that. 

ThJ!i i~ ·whut ~"he ha..d h'! ~.1y: 

''Our· school does nol htflle an HOD and I am made M do the &urfor ()j thr an /!OD 

withtmt g(!.umg_pw'd, ju,\'/ het:ause !'111 .semm; Ev~,')' p il.?Ct? ~fwork th<'U an Ji(jlJ wmiliJ. 

do i(I dmw .by 11i_ysdf. Stun-etime:,1 l h,Ne. m lr~wi. n~v work mtd do $Ortrethuw tltttr LI? 

-St1Nio1,t?d 7fJ be done by .wmt@UJ else. 1 fl<?n stwni Jrijt1r tfw prineip(,l/. ·-· (R15) 

.. Papt!rwork Rimply kilfr me..-1 don't mind teaching, J can do IhaljiJr the ~\]u.1fo day 

becattse l k;w11r niy .stuff.' And 1 enjqy i.Jtteraer.ittg with leant.er. Bu1 lht.:r-f!. are: /t:,ad,- and 

lnurJ,v. rjpaperwurlc, amJ. ifyow paper)vQr¾ I-$ noi ;~,. m-dC?1; .vou 'rCi /{ki: .1,·omeone who 

ha,\· n<1t done anylhl~. ,. (RJJ) 

,i ,3.7. F-aetors die.ding job !iadsfa.ctfon 

A0cording to Lumley 1:-ii tJL (201 "J), factr1t·,•- tl-.:1.t 1mpnt-t on job sati!;factlon and orgarusiationa.l 

cotnmittth1ttt :111dudc, amot1g otha,~, pay, :promotjQT\1 s1,1.p~d~H.m, operatwg procedure~~ co­

worker& and the nature of the job. 

Alfhuugh rn1t <1ve(y rei-.Jlimtlent ex:i-trell<s.ed dfasmisfEJ..Ction witb t:heil'jobs, th~wcrc oomml>n 

factors that were cited as havmg 3n adver;-ie, t:ffact on Job :::.iti!i.faction. The three .main factors 

Wete work overload~ pol icy uncertainty ru1d t~ fa:ili.tr~ to cffoct posiH ve changl;l jn t"he ~y~tem.. 

( } Work overload 

Work owr1oiid wa.i a com.mon. 1h..ert1e for n1m;t rcisp~mw;mts .H,>T('li,s ;tll 1eacbel.'-post kwels, 

MQst respoudeuts felt thar the adn:ii.uis.trative ,,an of their work took u dh-proportionate 

amount of tJ1e work fon.e. Such adm.inistmtive dutiee in.dude, among oth.c,rs .setting and 
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udmimHcnng assc~rocnt tasks; drawin_g les~ot1 plans; marking; 1'eco1'tlfug; proce~5ling J~arne-r 

.res1;1.lts~ drawing sul>jects an.d school im~rovcmcJll J'llan>1., 

Tlm ft.o.dini is supported J-,y Nag.it (2012), wlm a11,rued that lack .of Time for m anaging lull 

many tAsks results j 11 teMhct$ d.cvdc,ping cJ CTmt-ernpfoo\•:'i attitude- towijrds thcu:- lcmn ~ , 

sine~ thi;y tool that h;io much ia- being expected from them in very little time. 

T1Wo is whnt a pc,sr,..levcl t k:achct :from .u larg~~~nn;i)ment school l.md to ~y 

u 1 .,,Js1t e•1ci' .. V ,sd100I hi.ta 111 z~a.\·/ ti11t! d~dLc(lt f!d admin qssi&1,1,J1t to hilp, ltac.he1w w,111 

all tbe pap01work they-have 1t1 cmi1'md wt!Ji on a <.lmly hri:.iN . .. (R:!3) 

unJmld overtime:! 

(JUO) 

(b) Policy tml:ertainty 

S,>mc rc~ orufonts fell that it Wat; diflkuH to s.ay they had nie.st.ered thcit work ~rfvtm wh~t 

they cnUed ''eveN: .. hanginit po1k:y dfrcctint, nf tlta Ut1,1artm~\ 

This ia wbf!.t: one HOD b~d to i;.ay: 

-AI/JuJ1,gh 1'77/ huppy wiih c.APS (Cul'?·i~f.llum u/11.1 Assessmem Polit~V 'SttJ1,•1wm) 

bec..au~ wa ger TO know what to Jr.ac.h and vr;/Jc.n, m1e ctm ne.vcr lw sw1e ,,vhbi i.,· 

coming ne:rt becausf the d~partme,u ,.~ alway,'< c:hmigmg ... r~mt}mb~r currl,mlufll 

200S, -- OBK .. NC8 ,,. ;, (RJO) 

(cl Tile- falllu·e to t ff~ct pn$hh"e change 

Some respoodc.ots exp:ress::d fn1stratiQt1 31 1hc fac.t that thl! cnuntry's educati-o11 sys.t~ it 

_generuliy ~oosid.ere<l to be per.:fonm.ng fat• below par. ii11d th.iii there is very little that one 

p~~on m'.ll\ (1o to change 1~1in gi, ~tqum.l, 

AOCO..rding to Na_gar (2012)1 wbe.n people ibcl irtd)~tive ill their iobs, fb17y develop foe1iogs 

tlurt tlwir corttnbutfon no longer m~kes ~ differecce. fhis restilts itr lhem jud&ing thefr own 

1ork acgativcly and c,.,-me;lude thut t}1t:y iatik skili mid capa.o]cy to perfothl. 
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,;Every time we· t1Wmd wr~r~lWPi5 we· are rem.it1dt!d lhat mw edut.·tJfitm t-y_ite.m is n<JT 

,vorklngr 1:md that i~ fru.tl.Yaib1g hf!-etiJJ,:,e t!iings ar.c ncu t:h-angh~ .fat1 thE· bau~r. 

1hc1-e is nJJth-ingthaton~ .JwMon.cantlo. ·· (R7) 

Othcl' rc~pondcnts fclt kt dmvn by their t..·olieuguet. \'.110 \\~re "•not d.cing c.nough'' Lo improv~ 

th~ quality of eduoatlon. there was a fuc1i.T1g- tbat if fh1ngs weri;:: to clrnngc for the bc.ttc-r~ 

i}Vwyone had 1u play a me-aningful role and took tbcir work. s~nou!lly. 

Tl11~ is what one:: HOD h,id to say~ 

"Etau.:tAi f.tm fa• lilce a dwtn ihere ts vmy litr.l~ you can da ,fyou ,rt::.t..;er-.,e i<;:cw-nr:,1•,r who 

hail.£) n,u been li.fughl pm~rly in the l~~r g;mirs, " (11.Ji)) 

4,3-~. tteasons fo1· considfrin~ quitting 

The rcn~omJ give11 l'ot co11sidering l~avn1g the profession varied from 'heavy worl,-lo11d, 

limit<:d opr,ortunities for promotion and th~ perceived failure of the system.. 

T1lis is. how different respondents. responded· 

··1 haw 1ndeed c.on~idttr~d ,qu.tttm.g the j ob, my rnctin rofl~Oft being hM.J'Y WtfP"iv-1aadr 

Jr ·s i•e-ll d(.'f(iculr lO 1tm,'k in a ,,m,µ/l sdmnl hk,;- 01m ,."' (R. I 5) 

''Opporltmitiesjor promotfcm· c1re Jimitad 01ul 1heti.• l~ nu rec..·Q_gr,;tr,;11-jiJf' irmg sf!rwh." 

und expirimaf::_ ,. (R 11) 

''Al-ways f:J_cfng remind.cti that ow• education .~tem 1,,-nw fl}'the vvor.st performing, on 

the contirwnt fs l11wting. No one wan/).' Ui be a.m>dtlitd -t-ifh ,•wrnething tJ,ar is nnt 

wodcJ.rtg •· (R!J) 

..f :.!.9. R,h.-tiouship with immediate $U·por·vbu1· 

Pa.uJ (2004)1 asserts that me degree of employee 1.m:tt1tltil..tnci1t io nrg-tlJlisation-al geiJls -and 

valu.ns can be ~g;nift.canHy influtmC<ii by g]'O\lp foader reJatfotlii!. The same -a.~~on is 

emphasised in Mhlanga (2012\ that ern~loyee!! may have high 1evels of Jub sat1sJrrnli{)n rr 
their immediate ~upervisors are undet-standing, supportive attcl cm.1perrlti·ve, provide 



1.:<m~trul"ri"I! t~hac:ik. ii.n<l huve _good oom.munioori011 skills. A bad retari:6fiS.bip belwcc.'n an 

cm.riloyee n.nJ a sur,crv1sor results in disi-alis1actiun with work 

The impnrtanc.e of the TOie of a supervisor t-0 -auy employee v.,i,s h ighlighted hy tl.1~ .srmng­

\~C~ expressed. by res1)01,dent~ mgardirtg l.hhir supervi~offl. Th<; respondents" views about 

their supervisorn ranged from heartfelt praises for some and nutnght disapprov.al for others. 

What was striking tho_ugh. was the commo11 underst:mdin_g tnal. a $up~rv1sor p lay~ ij_ ~rltical 

m l t:1-in making the Ht~ ut1 
any employ~i; ~S,Y £1tivork-

"Our Circutr manaier, who happi.,'fLY lo ht ,:ilJf .i;.11p1Fvfsnr i-s u h<iNf-wwi(ing per8'{)n. 

vq1y know1edg<tabht and hJN empowen.ef us a great deal, .lj' I cm11J?ure him with. our 

prr1,J.(JU.\' mmwg,w. I ~·ee 1hiJi'<r f,; t.1 hug~ different1e, The kind of support that hr:- '"' 

gi11.frtg ll.~ hrJ9 made ii ea.tv.fap- me u, nm lhl': NJ:htwl, 1 ' (RI J) 

Thts i:i what one po%-ievel 1 teacher had to say aboi.lr 1ter ~mpervlsor (the HOD); 

· '4\1y JiQD i,, u barn. feoadtr . .. ~hr f-effd~ kF ex;ampltt-- J'J'e um 'r complain bea6mse sJm 

dot~ nm Just dP,man.d that we do rhe ,µo;-k i.n a partit.'tJ/£Jr Wt-,l)'J .,h.e vbnws flS h~r- own 

anµ is -(1/wµy,v ·willing re, help, '1 (tt5) 

Othqs, however, had nothmg good to say about ilil4ir super-v,snn.. 

lhis jS wh~t on~ HOV ruid to ~:,3yabour lier pnncrpal: 

'' T wauhl he lyfng if' I xmd I glft qny /Jf$/p Jr-om my .~upeniiso11 In fc,ct, i think ht , 

lettnv; t!'l'f!.rythody r/ow~n. He t\ Stmietf.,nai; th~ n~a.wm whjt we strugglfJ lo litslil 

di8Cip1f;u_= am<mg faarn-ers, i~J?d .some .of ou,• co11etlfffe£..~ fake adyqnt(l.g~ of f/;t! 

8/mation. ,,, (I?! OJ 

OnrJ-posr-lcvcl L tcac:bcthad this to say llb(luthetHOD: 

.. ',Wy FfOT:J is Just ,m HOD OH paper. but whan it comes to dcwtg_-wa,'A1 :11he-.faU.~ ,yilort 

She dae.v n(Jl add any va/:ue to m.ir work _ ifV~n her ~uhjacr cf}nt(Jm knowledge i~ 
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-13,10. Work dem.ffllih, !ildlb a11~ expt!rhmcc ,,cnu5 rnmune.mtion 

According to Robbin:,. et af, {2003)~ emptoyees want pay system..<. ihut ur~ t-0.nsider~d to be 

fair. unrunbi_guous, and cousistcn1 with their expectatious When remuneration is ptrceived tu 

b~ reasonable1 i!i p.roportionatc to 1hr demands ul' I.he job, I.he i:mµJoyees s!d!L lcvc1~ and 

t.'tHnmunity p'1y levais, :.iatisfaction j5 likely to be thc.rcsu1L 

Altlmu.gh mo:-;t uoc5pted that th~, hsve to work h:-ircl 10 earn l11c-i1- leaving; thi;,re we.re seiioas 

co:tnplru:nts.. cs_pm."ially frmn those with inore. ex.p~rience and higher qttah'.ficatiom;j about the 

sal:.uy s1I11ct0re used by l'bcir rniploycr. There Was a strong feeling_ that the salary !'lb:1ma,n~ 

does not _give foir recognition ro ex.pc1'it:llce at1c..l higher qmiHfi~tioos, 

·[ Lion 'r ha:ve a problem with mv W(Jrk 1
,1· demaml,,r. 81-11 it i.r tlfi{afr lha11'112 Deptw1n11:ml 

doe...,· ntJt rseogm~~e our '.JUalifications h!lten dett•rmlrti11g om· s-alari.e,"i, Ye1u smdy and 

gel L} Jila,lfh:r: · · d~.gree .am} !ill YQ?J. g<;t is a Qnoe◄off flfl}'f!'l-~nl. wlric:h i.\ le.:,:s than half 

··ouP monthly saltlfJ~ :· (R9) 

" ,,, .71/tll all of id' l·l'llrli pr'tir,w/itmt..d [NJ.~'is,, J aon 't Cafe b-c/11~ aJ PD:it-Je>n!/ fl 1:,; rm;"im 

thm you spend ttwn1:.~v upliflin!;. you,we~l a.nil get more knowledge to improve yow• 

per:fimmmc:g. as a teacher .and still get tt(!)f}iing y1 rr11urn. -, (R5) 

111~1e1 sysrem seem5· to ftt.wmr tlw youngsler.r- Tlreir entr), lave! quc:dfficu!hm., cm, 

rake them anywhete ·: saw one -prm . .cipol. 

The- main complaints Wt!1'u not about futi salsry Levels 111 ~en.era! but. i111<'mt the pen;eived 

lnJustkes m 11:!e system. 

Thi/;! is bow a JJri.ncipaJ of asmail-enra\menr sc.honJ summ~ up l1er frustration: 
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' ih a pr1ncipul r{f ~, :~mat/ _vaJ,mo! T huva ~p<lrit:nr:1'Jli hi.Jw lmfalr 0ur pay· s;wl~m ~-., .·J 

principul o.f a srrmll .fchoal is tlw {tJa1;l paid, y~t ·wf ure the ane,~· ·who lwve to do a for 

vj' work 1-t'itkm.a the support of additional SMF (&iwol Munagmzent T.:Ia111) members 

c~· in !hE.· ca.re. of big sc:hrmbr. ,. (R 14) 

AnNber priucinal echoed the same seru.ime:n.rs: 

'Pri.rieipal{i' or,,-mtll/ 1\'('/7()0/.~ (1}' (! in (1 -~eriaus disadiiantage We hCNe 10 Ut1ch; tl/UlfW 

ttteetiltg,, (tnd do ,~t)ire wMh ~· t/vi'l. i, nm cun1itler~d when we m·f pt.id " (.fr I j J 

4.3.J l. Th.e prospecti> of promotion 

Drafke 11nd Koss~ (2002), argu~. that if croployt;cs feel tht )' MVe 1estrfo1ed -cara:r 

advancement uppottunitiei:<, their jut, .aatisfacrion mt1y decrease. The likdihnotl tl,l.\t 

employees wi11 bo proruotoo aod the foirnt$s of sucJ, promotion~ have 1.m impact on jub 

satisfaction. 

17,ere. w~ g~:nernl coni,.tmsUH ihrn: tnQ ohoo~s of beit1g_ pro,moted in the current edmtt1tion 

:-:y&tcin 1ivcrc very slim ~otnparcd to oth~ ,inh!ii fo the public; 5ervi.ce. Tue -system is deS1gn.c:L1 

su c.h 1hat the overwhclm in_s maj or1tr oft cadtcr~ occupy post-lt!v el I pc,,..."!t~. 

Th1~ ii< how one pm:t-iwel l taadher-put it: 

'' '/.'he1'i!. van only be ,Q 1wrtlcu/ar numhrr of p1·irµ;ipal-t, deputy principr,1.is (Jft1i 

HO.Dt1 ... t.he. mqtortty it/ill alWt7J!S rMttiln in po,'.!t-l~1·d I . ,..E·vet1 hmg ,rerwt ~ 1s ,w, 
CUJ'IS1d~r~,I- '' (RI J) 

''Most teacher.~' work umf! they hlt;1•c1 or leaw3 with0ul being prmrwwd A pnficg 

ct(/ictlr . ,fi.)r examplei is gurJnmteed zn·nm11t1on m Jmne ,11mg-e if they -stlc"k. in tilefrJohs-. 

but nvl tatic.lll!rs, Prom<itlmi adds lo om.! ',v ftJw~ fi,t· the. ;ob ... '1 (R J }) 



4.J. ll. The prol!~scs follnwed fot promott<1nll 

According to Aclru:ns1 (1965) Equity Theory> it is ttl.ote likdy th..tt when ~mployees regard an 

01:gimh,atjon to be 1lllBlJppomve and unfair in their trcatm,;nt, mainly with regµrd to the 

acces::;ibility and ,s~ularity of prornutio.nul opportnnit.ies, tl.teir cir_garusi3tio_oal co:tnmitment 

\vil l tlOTbC :high (S1una M.d ksha, 2013). 

MoS-1 resptmclents expressed dissatisfaction w1tb the -processes foHowticl m; wdl us sonw 

:rr-acHccs fhat have b-ccot'lte entnml;h~d in tlu; proc~es le~ding \:0 prowot1ons .. Con,plaint:-i 

nuigod frorn what is seen mn1w-disprqporlionaw intfoem:e ofle-0ch.er uninn~; the iriept-ft\ldo of 

i hc Scho(l] Gov~miog Bodies (SGBs) an<l <l:11,Tegtir<l fhr q\~nlifrc~ons ~nd ~ericncc:. 

This- is what one post-level l teticlter had ro say about th in!lucti~ of ~;;tt:her iuuous in the 

ptWilel>~~~ ofpn,1motic,m · 

·•somett11rcs it lna/11[ like iJ:e.wt p,,-,vz~ b1dung to z-mur,1.,,~ W~ oft~n !war rumours that a 

par#cu/ar muon has dac1di1d who sJwu/d be give.n the post day.~• before thu pra~es:i 

begm., fiz most c:c.str:11 th08ff .ltil.rmar-ke-d for positi-01t m'e unfon l1tader,\ Jn Jh{l 

bNJ:ches ~.urtlirllJr_v m1,mlw,w. ojirn Juw~ nr,Jmijy w J;ght for thrm ·· (JU I I 

QneHOD hucl thi~ t<.'1- adri: 

,, Umons f'-U/1 ttw show 1~1hen it lYm-11;.<; u, prm+wtton po.t1s, They .simply lodge u 

grlevan<:l! if ltiilif' J)e1~rrui doeK ltdi g~! t1ie P<' •Yl1 .. , it 'r'• ,h(!;r way Qr no way at all ' 

(RJO) 

u U1Ucms are 100 powa~ful, sometim,u y-ou get £ri d -who u.1 give tl.i-e pQ.fl( fQ: Erffl the-.,. 

mriSt im;.1.mip,t/(1.,,f pr:r_so11 (:<1f1 .~et prQmot~d !f they ha).IC. th~ bf~~-nrrg (?f' the union. · 

(RJJ 

Tlw.-e were afae sn·olig vie:.wa :tbour the perceived incompetence of mnst memhers of School 

Gcwerni11g Bo<lie.'I (S(_fBs,J. Some respo.ndents felt that Ille SGB~ s11ouid he givtm n~ce~s.ary 

Ltaitili1g !o enable t:h.:.1n to ildjudfoate on pr(1mntiong, 0th~ were of the view that this 
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fot1ction must be wke.n away from lhq · CB~ and that 'Department sho-uld be t.o1,ally in ~.hai·ge 

of the ~l'ltire prn,·ass. 

"J Jim 'l untlf!fr,v.tund ·why w<1 should be lntervimwed by the SO-B members because 

some ~r Jhe.m are uneduwted .... Svmr.ximes tJtey are just used principnl~- (JF uniM-V 

amJ. L=\'e11. Circuit Managirn .. •= (R4) 

Adding on the petoe.1ved lncompete.t1ce- of ~o:tnc SGB m~nhers, on~ relj:J'ondm1 ~haroil wtw, 

sh~ sajd was her 1:~~H101'lal exp~d~1c~": 

-·A .few y ec,Ps- ag{, 1 applrnl ftJr a po.~·1 qf J),3p1Jty 17rlncipaJ a,rd J wa.v mv,tft;d to an 

mtervi(!W. Different members of the. ptmel (fnwrvtt!W pan~J) UJok ttJrtl.S to usk me 

qiN:sri-on1:1. Omr- Q/d lad:f, an SGB memlt~ fi,ifotL 10 ru:d n qu<?-stir:m c.orrecllv . . l 

GYJu/d ,/1.Jifln'l mu 11-hat 1d1r:. wc,s trymg- to f!Sir . wblia. J was umlecidet! whether to 

procei?<l o.nd a.J1!;·we1~ ask/or c:larfty r)r wrrtcat her:; tile pri11t1lpal, who wa.¥ rwer,lfef;ng 

the p1'0(,!Jl,J8, decided to repear the tfue.9Lirm rnm'f!ctly . , . Tht:- r1108t u.nfortwuite port hr 

thut the sam~ p(?1~pn w«s ai-so m-skt.d tvlth thf1- re,-rponsihiliry to ~cor .. 1 all the 

applicants. This i~\·ju.\'L onf$. -ex.amp/(! a/what some t--eacher-s. hat-'V t() ga iJrmugh 1.11 tl1es1; 

intervrews. '1 (Rl 5) 

On thtt set:min_gl y msigrrificant role of higher qruillficAtioM rutd cxp~d~w when promotions 

ilT.:.:. tli.Xridcd, OM rc~cmih'.nt bcJd thi!3 to say 

l•our zystcm will rrevm• ;mp,,( ve ,M LJmg tJJ pE'.f"lple are not promoJed o-n metiJ 

0--mlift'ecttien is- n-c,t r.omuiered -,~•hen pro-mottng people . in fact; I tltrnk p11.ople f{Eti 

1nliwidmed by your high gualffication. 1 don 'f think 1t i,t fair lo he ."if.fP~rvf~'C!d OJI 

someb{)dy with l~M txp-en'e.m:e w1,I /owt;!r q~miific{lrion, 

/\t\t,1het rt:~pondent hn.d this 10 say: 

I/ you find tha/ people who have t1mu~ and pa.rsea. .Et:hiffa,1/oh Ma/Ja:f(e.nrent ure ,mi 

manag-ing·soho-als. '' 
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• .IJ. \Vt.1rk ~vtronmcnt: 

According l6 Vasita and Prnjapar.t (2014)> Quality of Vlork Liff,1 (Q\.VL) in.ch:id~s type of 

\'\';.ig~ .. :paynient, working t1m~ wotkin_g con.dtnous_, 114,..~th. hazard& i~su~, financial and non~ 

ilnanc1a1 bcncfit!l and manaijcm~t lwh::1viuur'tuwards eruploy~:J 

Mol-!t ~JlOfl(k:nts 1.llld~ood their work environmrni to incru-, thtrir ciaily experiences at work 

as well as th'5 t.•onditinn prevailing in the oomnmnity amunc:1 the 111ch,K1L There. '"'~lis clear 

understanding- tht\t a s~oo1 cl'.lrutc)t he Wl hil~nJ of pro5perily and comfort in the sea of 

11ovcrty. The r~searoher got a clear sense that work env.irorum:nt J1ad a ser1ou1< imp&ct on The 

respondents' attitudes towards their jobs. 

One 1·espont.lent had this to say: 

"l sl)t!nd mo~·t of 111y 1/m() at i,vor~~ ,.ma rr,e fa,;t that we. srill usr= a pit toiJ.rt mvli.1:!/J 11111 

life 11t work unbMmb/e. 4 J 

1'tn~n• 4.3.-.1. Recommendation 

Most rec.ommendations pt~! forward by rns_pondt.m,l:i wen: iu line with the seuruucnts they 

~xpr~$)ed in respon~~ to th~ Interview qucsnon~. Re~onnnencJations ar~ presented m the.. n.o::d 

t:h:.ipti:r 

4,4 .. Co11.clusiun 

This chapter has focused u.n tlie present~HM Ma £1iS¢lUf~;(m of thtl findwga of the -midy. In 

wder tn ~}lance the ease of anitlysis and proscntalioa, the- fin<lin~:i wert; am1nged under 

<liffrrent themeH and i;ub-them~s,; tlrnt e.m.:::r_ged during the interviews. Tl1e 3nl~ievvees 

:responses wcrc3lstl grouped accotding 101ht;fr (1x~11pumlents') -post~Jevels~ the sizes ns. weH Jli 

the soc-10-economic backgrounds ofthcir ~olwohi. The '-illiloter rtlso outlinoo the limirnti.ot1s or 
the study. 

Th~ :EndiQgs. of the- study pointed to a strong ~videnoe of teacher dissatfsfacl:ion with ii 

®mber of facets of theit Jobs. Disgatii,l.1~tion !,temm~H from heavy wotklood. the 

r-ein\.ln<~~titm i;tn:J~hn·e, proc:~l!!si;:s followed for i,r-omocicms: the Yorkmg t;onclitions, poor 

~u.ri~1sinn and iim-ited nppmt1mities for personal. deve1opmoo..t. There was al>.o ~trQI!g 

evidence: that so.me uf these chiillrng~;;, espe.c,,ially h~ayy workload aAd fhe lade of 
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up-pormnities for development, he..J a ::negath,'t:: ttllpaet on tbclr -producllvily a1id efficicn,~y. 

There w~ ul~1 "'~trong Jndi,i\1ion that 1,olky fa~ies re}atfng to staffing, the school grading 

mrnle-1 and foe ~chool flu,ding m~me ne1:1tled to be revi'>ited to ensure that th~y QCIUtribule 

positivcly to the- efficiet1cy of th.e sys~. Th~ las1 c.hfi-ptc:r deals- wilh the condw.--im1.;, the 

recommendations flj well as suggestions fol titture research. 



CHAPTER FIVE 

SUMNTARY, CON LTJSfONS AND RECOJ.\,1MEND · TION 

5,J. lotrodudi(ul 

The previomi ohapter ibci1s~n on the prcljematum mul JisCU.iiNiun uf the findings oflhe stu11Y 

Tiu: findings were an:a.nged under different tl1emes tt.nd sub.{.hcrrtcs lhi'it emerged dl.lT'1ng tlw 

jntet'Vtv~ fot thfl ~a.-.e ot analysis c\Od pre~~ntation, This chapter fuc11scs on the ~c;ummary l)f' 

lht. .. study including key finding~, ~he coodm,icm1 th~ Hmitntions of ttte study and the 

T~C!t1mmendahorts. 

5.2. SullU)lll:t'Y 

The challim~, atllictiog Sui.Uh Anica's education 1;ystcm arc wcii ctoc-umenl.e<l. ~uch 

pro\,1.em:-. intilu~ int&r a.ltai high te11oher turnover .and poor Jearoer achiCVQIDehl ln lctzy 

subj~crs Hko ~cien.ce and Matbcmalics_. Jn gpit~ ot' a numerol)s wget~d 1utervr'..nrions by the 

Department of Basic Jid\lcatjon (DBE) to rctmrt 11,.,'at:hcrs IP the sy~tem. the department is sti II 

faced with an exc~~sively hig11 U\ltnber of teaob.ers leavJng 1:beJr Jobs (,\llllrnpan3.i 2012), 

The main aun of the srudy wa~ to ox.plore the faL1on; that could htJYe an i.inpact ou job 

sar.isfo.etion, lovalty aao organisational com.tnil::lncrtt umollg South A mean t~"<;;lu,7r~. Th~ study 

obJ~ctiv~ w(;!rn~ 

i) Tn find out how JOh satisfaction~ loyalty !l.lld orgarus.attonal com:tnitmc:tu af'tlmt 

the productivity oftcnchcrs fo i len1he Dbtric..t 

m To understand the factors that lead h'I the 116fceivetl laek -of Job satisfa.cti011, 

ioy.alty and organis,ulonal ec,mmitment runon.g tcacbcrs 1n neinhlj District 

;ii) T,1 ~st.&bli~h 1h(I mles Rlayed hy diffaent education si-akcho1d.cr~ to 1mpmvc 

job satisfaclfon <\ntl organisational co1m11itn-1e11t .iJnong teachers 111 Jlcmhc 

Distrkr~ 

A qu.nlitatlve te!le.!n:h ¼"'1-S -cond.uoted, ,vl1ere open-ended face,.to~facc ititcr:vfo,...-,- wt:r~ 

co.ndlj~tcd wth -schoo1 p:dr1cipaJs, HDDs urni p(,~l J~v~I J ~~lu9a.tors.. 

'T'b:c .results ofthe study have sho-vvn that: 



► 'There 1:;. dvi<lt!nce 1,f teac"he:r cHss.a.tlsfuctlo.n with ce.rtrun aspects uf Ulcir joh~. 111~t. 

:i1lt:ludc. workil1g conditiorts, proces~es hf pmmntii;ln~. lack. of oppcirruuitks for 

persomd devclopJ:Qent and heavy wotldoa.4. 

► Th.t chaJk:nges fbcea hy m.icJwrs did .have an imp!lcf on teach.et produ("Jiv1ty i1nd 

effectiveness. 

► There art a 11umht:r ~if mti:rv!;f).ti.on$ that diff~ edw:~tion_ rolc: .... pl~ycrn need (11 

unplcmcnt in order to ntru the syst1:m. work bctier, 

5,.3. Limitatiom al tfie srudy 

The ,-.tu<ly r~lit!tl urtm a very small sarnpJe of panfoipants, h ence :fts finaings CJrtnot bt1 

11uthoritat1ve1v get1era1iscJ on the htM1der &yNtem. Furthenn()r~, th~ twi:rs of ~chools ill. Soutlt 

Afric~ are far mor~ divet$e than cun be represented hy the fl'll'ee-iyptis of schools chosen by 

the researcher. Experienoo~ of teachers in pub-lio ,schools, former Mond C sl!b'>ols ta.nn 

seluioh~ special scl1nul~ priv.ltt: und independent schoofa are 11ot uecessadly the same-. 'ihe 

atudy also did not ex.tend to other hnpcmant edu,catrnn 'rOle-pl r.1.yern like t.he senior 

:tnru1a_gen1ent (poliey makers) and frl..e school gov·crning h0Jim1. 

5.A. Recn.mmend1ttio11~ 

S.4.1. Rl!c.on:ameud.a.tions for FtHi:h~r rct1t,.1iu·clt 

South Africa invests heavily Oll the cdt1catJ.on system. Of all I.he gnvermnent depru-tme1-us. 

education receives me biggest share of tile buJger eve1:y yl!fil', ycr this d()cs nol fram;!~te inw 

t.angibl~ ~su.lt!5, The re6vl1rcher is of the view that there need& to a OQntumous SC"Jtch for the 

c.aus~ -of the s~·sccm~s undcrpcrforman~ One area tha1 should be a subjoot of a thorough 

research going fonvard is the suitability and offecriveness of' rnfj uou.nh'i~ t~~-.:hi;r-training 

curriculmu. 

The Department of Educat1011 need.a to effect policy changes rcgardi!'lg ren.1un~'"tlon1 

prmnotion~, th~ i.,;t;h\ml f\lnding: model. the training of t~ochers and staffing for schoo1~. The 

nlJocatioc of ro~murccs to ,;chools l'lhould he. based OTI a model that eiisuree bask Jlottns and. 
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standards for a viable 1ns1itul10n. Thi: tolP (if ~cnool gt1va-ning h<~<lies in the a1,p-0wtmenr cf 

teachers also 11eedg to be revisiterl. 

5-.4.2.1. The alto!.!ution of tcadu .. n tu :JchoulJ 

/u:\lor-<lurg ({] Mowday f t aL {1982). role mnbiguHy a.ml ml~ nviJJloru.l result in high levels of 

work strain, and employees with st1cll cxr,crioocc rep@ lower fovd.s of mganisw:iunal 

commitw.~111. 

The Department 4lf B1rnic Educaticlri ne~~ w rtv1ew the Po:;t T'mvi~onin_g Norm (Pl'N) f() 

help &11Wla1-';; thv vhilllenges thm: n.iral !.iahools c;acm.uner tmd dev~lop policiG8 to attract and 

retain qualified tcachqrs (Hames: 2012), 

ll\'.c(un ru c1.1 dation J : 

l'lw ~llocatiou cf tenchers ro ~cbools tibould not o:uly be- based on lcartnr nutnht!rSj whi'-'h 

results 10to a .1;ituution where .sm~lle:r scheols are under~staffi:d. Ir Ju1s r.o be oonsi,forcd tk.at 

t:vtry !!chool has h nil'et tht:: full curriculum; 1111:1 P~;!}t-Frovil:!ioning Model (PrM) 8ilOllk1 be 

p.ritua:rilybas~ on the 1;111rricular needs of the school 

SA.2.l. The provision of resn11rce11 

Acc1,niing to Nugat po 12: 5S) ··1ack·o/ ~IJmcient ~>\•1Jr~e-t1 or rok nmbjgui1y•.sometuncs lead 

!..'tnployccs rowards a . .fcchng oflow pwonnl nccnmplii-1,mcnt. ! ' 

Reconmtendation 2! 

The alioc;uti<>n ~,f n;~~JVn,,c~ 1-(,, ~c11rn;ils shol.lld be based on a wodel that emmrcs b~rn nomi~ 

:md i,tanilim.h; thr a viuble in~titutinn. Such a fondin_g mo<lel shonld ensure that evcty s~ool, 

htesr,ccHv,: of sizo, ha~ ~umci@t r~uurces tu promote tlt~ ,<;rrlil'ienE delivery of quality 

education. 

S,4.2.3, Re111uueratic,n policy 

Empluyee15 wtlnt :rmy xysrei11N tlutt iir~ r~~rded 1-(., be fwr, tmambigncrus, a.od in line Vii1tl1 th,:ir 

CXP,cctations. When rounuwration is consi<l<--rcd to be fair, ir, compar'~bJe to the demnnds of 

tJ,e rob, community pay leveJs and tbi: wiployc~ •s skill level, satisfaction i~ Hkt1ly to bt: the 

r~s,JJt (tvfhltmga, 2012), 



Re<u.uuuendation 3, 

The Depmiment should consider impJe1ne.nt1.tl_g a rcmunctation rn5--hne that. give full 

tecugt\itinn re 1:)ne' s ~km.ii. qmiJmct1t.Jon3 and e,xper.ience, f b.,e retention tlf hi~hly qu-ali fied 

and sldil~d persorwe-1 should be h1gl1 on the Deparlmenn-; agen.011. 

5.4 .. l l<.e(Htmmt1nda1iou!l refored to pr11ctice 

5.4~~tl. The ,vork euvironment 

!each~ are t.bc: moat vahtablc rcsourctl. to an eduoationnl iruititutio-n.; manage:ruoil ·mu~,, 

tiitfrrlfure1 aev1)Le ~ubstarrti4J rns(Jl-flvQ--5 in the i;ontii:umus assessment am1 1tnpr0vement of their 

worlcu~ envirowneut, to optunisc the quality nf~et•vie.e delivery (Nagar, 2012). 

RecommendHtfon J: 

Tht;. D~partnwnt «llould ~n5Ufe th~t every school haf! :the n-eet'\SSary fodLitie~ and ame.nities tc, 

make tho hvCB of bo1b the teat,ht,?"!l and tJ,e lea.mm easy. 'rh1s should :11'!.cludc cm.uring that 

the bu-fldings and the 'jjl'CJrdscs :trc :in ~ grind e<.mtliti<.m, with prop~ sanitation. 

5".4.J,l, C;.:nitritJ' a>ulJdiug for Sd1uul MnnJlg1:m,m1 T'caa.mJ 

The level of ,::1nph):i1~t1 r~m1mitment to orgtmisatioratl ,,atu~ and goals. <:atl 1}~ wn);oid~.rably 

swayed by group leader 1·datioti8. Thl:' 1TJor~ tl~jble and 1,arttc1pative 1nanagc:mc.nl ~tyitis can 

Bignificantly enhance orgactisational comtn1lmcnl .and tht11ie !-ity1es tend to reduce the fovds of 

5tress mnong employees. If a supen.1sor prov:idcs accurate, -and mQT~ timely types of 

cotnmt!ltlc11ti&i\ the work em:ir<'mm~ni is ~urk,h~d and this is lllwly to improve emy,ltl_yec.•; 

orga:nisatfonaJ C9mtnJLmcnt (Paul: 2004). 

Recumnawdation 2: 

'The De:ptirtment ne.eds to ens\1re that pooi-,le Servul_g 1n ihe School M;inag~ment Terun.~ 

(SMTs) have the: 11oocs~ary capacity i:rnpower thos.e: that they foad. Ca-];'ac,ty 1mi1Lling 

witiatives for SMTs should happen on a contjnuoui. ba.is,s 

• .J.J~ ProntotiODs 

H' \!D.1}1loyec8 feel -fhat their 0;1Te~r <1-dv~nceroeot oi,portuni.ties arc rC$triclcd~ their job 

sansfac:tion -may decrease. The likelihood that an e:n1p-loyee will be promoted as w~ll o1.X fhe;, 



-fo1rr'HJSs \lt the pruoosscs uf pinmotion, hnv~ an .impact on job ~atisfacbon (Orat~e & Kossen 

2002, cited ilJ MWauga JO 12). 

R<lcommtiudati.oo 3~ 

'Th~ Dcptu1Ill9lll should erwure that the processes leading to ptomolfortE arc fret; from al l 

forms of tntm.ipula.tiQn and corruption, -1l!id 1>Verymw inVCllVed Jll dedding on uronwtiom;. 

inclu.ding th~ p(lmu. c-,0mponeut, sbould have lhc prereqmsite capac1fy to do so. 

~,....3t4, 1mltiI1uous profl'-s!ifonal development 

R«ornnn:rulaticm 4 ~ 

There:neeos 10 be 0011ti:nuous and meanmgti..i.1 profoSlJ.JoJJal d~vele-pment for teachers to t!tWurc, 

t.ha.t they Rr~ comfortab[e wttb both the subj~t matter- as. well as t.eaching methodology. 

Thi.\! 18 it\ 1foe wifh 1he lll!);erHnn by Farooqui and .Nagendra (2014)1 v,bo .ar~ticl ihat Hmrun1 

Resource Managcrucnl should a!:t-s1::t in obtaining nrnximum e.m!}loyoo dcvl1k,p:men4 ~nsm~ 

ni.earungful. working corini:cuon bcrwccn emplnyt~ra uuu. employe-es, employee.,;; and 

vm1,Joy&;'rs., tt.OQ. r,~ySsary moulding of human resource~-

ln i<ununary: thi~ TeSe'J.rt:lt has-r~vealed that leruili.t?ts bnv-c .str011g views .about wh~t the-y thw.lt 

~ou!d changQ -itt. !ht sy.-.lctn i.7 tm,lt;r- to en.bane~ Job satisfoctio.n~ produt.11vity and 

organisational conunitroent :ffllong teachers. The .srully has come ro the conth.Jsi(m thai 

reSoh1in_g the issues that have a negative imp.a.ct M tl'l~ Leacfo.:·r~· Jtltl satisfactJon aud 

urgani~utioni,11 t:ommitrncmtwould, lead to an itn1'rovCiJ flys.rcm of c.du1..~alion. 

The study has fta-ther 001tdtitlc<l. lli.¼L fhere- hav~ 1~1 b~ fw·~n:~clring c-h~g_ert if South Aftica~f. 

eduo-atiou system b to imi,rove for the better Sugge:,ted cnanges. range ft.om the. schoo1 

funcJ:in~ model, the post provisioning m.odeJ> the quint:t!c :rll1llciu.g- of ~ctiouls1 the remum~ratiull 

t1olicy~ th~ processes of Jmunotion, the recognition. of higher q11alifi-c11tion.s uml capacity 

building fur School Governing Bodks; The study -also rewrnmends that every stak~hc)1dcr in 

the education system needs kl play a. :tnca.ningf41 and ~m~ciol.1-$ role m order to make lh~ 

system wmk. 
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APPENDfX A: INTERVIEW SCHEDULE 

.Joh ~.t.tiifacti(ln, productivity and orgat1i1q,ttonul comtnitmenf among Sohth Af.,i~~.n 

teuchers 

The purpmre of ti.tis inrerv1ew is ra suHuit fofcnmation from school toaohers, Heads of 

Dq,artJrntn1~ 11ml pr.int:jpals regarding faclors influencing lheir JeveJs of Job satisfiicifon, 

pro(hlctivity and orgnn1:t:a.tionul coru.mitment in tbcit day-tcHJay work tt{perLencrs. The 

.m1uvi.e\.v should. only ~ approximat..,Jy 40 mi.nu1es to CQUlplctc. In tl11s inte.iv,ew. you arc 

t1.1sk-l;!d t~i 1.11cJicq.li; wbat is true for- ym1. s,;, there are no •'right': or "wrong'"' an.i:.,"~~ to «ny 

quesrion. 'I.hank you for parliciptltlng 

l H<.iv.r Joug hiw~ you been in th.:: toac.mng pm fossiou.'? 

2. 'What is h thn.t-you like tl1em9sj nhout y11nrjob? 

3L "\Vl\at are fhe dutll~n,ge'l5 that yo-u face in YoW- work regarding the nature of tfa• jnb, 
what !s expr;,cted of you. and the avai1:ibtl1Ly nfresnuraes7 

4. How meaningfu.l do yoi~ find yQur work tn bt in tenni.; L' f st-ope and detnfrt\di/7 

S. How would you rate your level of sar1sfactlon witb your- jc)b7 "Pi~5r.~l~borato. 

b. Have you ever «tnsid..~<:d gmtiing yo~ll' job w the tecei1t i,asl? Plea:;e elabarm.e. 

7, How wol.lld y9u describe-yo11r n~iatum:-hip with ymrr immediate supervisor? 

R What ~re your thought~ on tlu!- dc:mands of ynur wor~ 1 yuur skills1 cxperienc;a ana 

your- kvcl of l'(,1hlUJeration? 
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1 Q, How w1,>1,!)d you 1.kiscribe yoi1r work cnvirommmt? 

11 . Do you have any 1'toommendati(>ll5 on what would enh~1~ your job aati:sfactrnn and 

productivity? 

r.i 



APPENDIX B: ETHlCAL CLEARANCE 

lll.!j:'•J!V~·-1 
e~litn• 
?nOVIHt~QFK~'A{!JUJ-NATAl 

rt11-5!~ 
PC:So:i:1W 
~\!\IB:i't\'.E 
~r 
llM.2.13~~ 

PflfflYS&i~ TOCOiiDUCl Rea.ti.CH·~ M KlN ~ffitS~ 

"!(r,.r .!~9W, b · ~.rt tl!Se~ erni-ar- ~.xm SATISf!(.:f.,"M. -~~~•XTT¥!Tl' 
DRGAJ«ZU'IOflil. -cDlUl!J.Bfl ~BOMG SOUTH ~ '?E.t:.C.<i=s:-;f" ;;"1 ~ \Is. · .t~l"..'-li-.t~ 
0.epal'.1Jrft!)f~"ffl~~~!'as~~ Ti'Je,s;,imdtkms'llf~~ ~"- ··M.d ~'e's. ~~-ii" 

'tu~~·: ~Jlit"ie.~?tt-e~irfi D'R'SSrt:l'l Jr.JI i .. 'it'S. 
TI't~~tr.L$1e~lt,:tt!·:lllZtt~~~-rn;~~~":tirum.~. 
~.,en,~ :mi~~~ !!~l?e-~Of'ir#(..3!~!1Jtfin.7.ms in-s?:lbQ!;. 
Li~-~~: ~:00'$ ~ ~~ ;n l.'IOt ~ '1l ih,Y Mff P.o.~ t.lla! l 'HU.'$ ~ tr,e 
it'~~-~~ 

~ ~ ~ > )I' 't.:S !efft.f IZ-sutn"• t: D'.sm V~-;, ~tr.-$JS il~ tiSIIHf lf~llflS •trnefe tie 
·1-=-·~:.r, -~•.se,Hi:t. l t~ ~~s .u ~-~ 

-6. -::;~,? ;)H'-0 ~ im°e.~tl':\'l !S ~to~~ ~!I": :.S ~~ .2!11e:. %l !!1 Odl>..~• ~ 16. 
"f. •' ;¾Jt ;~rctz ; ,r,f ~a!S :Alf; 1ie Im~ \r/ :hr ~~ ~ fu•? ~~»:'H•: ~rd :-,:o:,:,;.-M ?:-'f l"'l 

tteallaf°"-~ F~ -,c,12 ~Pri-~ts. ~t:.Jtts ~:,r:-~,•r:i ~-::~'-1 cii'/: 1.,:~c-% ;n 
.lfflm!!re o!Pf.~ ta~~ ~P~ irt 1wr ~iim. 

f._ ~ j(,J -~ i0 atend ~ peN:d -Ci ~- w-~• .31 ~ · S..~1:i } ~* ~'E-:::: i.:'..G:li ,:..,"'?!f',;£ 

~~:t Dth ~d l',l,~IS~. 

S. ~ ~ O! ?le ~ ~ l JTi!!1 §~'!!' .. icy -Of mE! ~...t;:>. ~:fn:!~ C:' ;z •\.111 
~ f 11i!H'1iiioo -> ff<'~ nu.n ~ ~ to ~ ~SN'Cf) .~ ~ ~ .::~•.:c ?~:i* 
~ ?'lO~ ~-Clf"M'HOD_ -~~D13'.i',?~;.~ ~~-

io_ ?~st ~ ll:3't~r ~rt=!. ~Ill J¥Yiewl!i ~I ise l!nl~ tl !d:b(l:S; :..,, r,m:::*,~ ii ;,~:.1 fl.:_, 
!--' .. r~ ~~~it tt Ellim~. 

MOt~ S.P. Sil!'IL P~ 
Wta1ofD1~!!:lllafm 
0•· . 
~~kto'ililra."3c;~t,1W, 

~~~ Pr-m: ~XSW.,:?~~,EP4~·u?eW.~1<;d h:1! ~ .-.. ,~-~ ,, , ., ..... . , .. , ; , « t ._, ~• 
Ail~-~ W~_. Sne!,~~ .. ~;!~_., .. ~ '-~. ~ ~.am ~~,.~·~T~'<'.''<''o~tt•~ . 
~ ... -Ai.~ . _ _.. ... ~..e-~•-:!l! 
CAU.0:-etl!J!~~ · -❖Wfs:◄n1!'7i:7+P 

68 



1/181'20i7 

Tumitin Origlnsllty Rep¢rt 

MBA Dissertation by Sibusiso Simamane 

Frnni Draft proposal (MBA dissertation 2016 ) 

• Processed en 13-Dec-2016 11:02 AM CAT 
• 10: 7$181 8066 
" Wotd CoUf'ltZ!04-3 

Simllarlly Index 
13% 
Similarity by Source 

Internet Sour~s: 
12% 

PuhHcations: 
5% 

student Papens: 
12% 

, .. , 
j sou~: 

1 1% n,~wh (Internet from OS-JLil-2015) 

tJUps·1twwNaeciDd,com1oocurnenV221sr1006/Jqb-Sslisfnctro"-aolJ-J00-PertQ011ane:e;al.:l]c 

2 , 1% matctt ($b,J~ent papers ftom i4-Mar-2016) 

submitted to Sikl<im Man,oal University, Ghana on 2016-03- 4 

3 
1% marol1 {.student papers from 2B.-Au~2015) 

SUbrolitad to BPI Ojs.tanpe Leamlng QO 2016::QB-29 

4 1% match (lnternetfrom 21-.Jun~2013) 

~~Ju 1~-ar.a.~1J1/adminfpic61'.l!t37 .pti~ 

5 

7 

D 

1% match (student papers from 11-Jun-20i 5) 

iYbrJfitled l~lJD~~(ly ot K·NaZMJu~NQ""'·Q.1.,,~-d_,.~!Jo• ~' 

1% match (lntemet from 21-Sep-2012} 
http;/{www.ajo],infofindex,t:1hplsabrlartii:lle/viewFile/7oa_.94/66852 

1% match (publications) 

Mohameq. M, Shellc an~ Anisa. I'! I "Rl)ll)tionsl'llp Between Organizations, commU;rnent ana 
OryanizatlonaJ Cttizenshjp 6lt]aylor;1

, IUP Journal pf Organl;zaliollal Bel'la--Jior, 2012,. 

1% match (student papers from 30..Oct-2012) 

Submitted lo lJruvsrslly or Zululand on 2012-l odso 

1% ,natch Ontemet rroni iS-Jura-2016} 

http;11www.aano.cn,n1iooex.obgteaJlp/an;o1a1y1ew11091111 s;32 

10 '. 1 % match (student papers from 21-Ja.n-:2016) 

- ·· - SublDU,tjd to Ghans Jachnologv UnjyersjtyColl&ge on 2016-01-21 
film~ :/T1.m1lr,%200ri!jfl!llily"~epm_ntml 1/"'1 



V1!Wtl17 

11 

14 

,s 

1 

11 

1 % match (publications) 

earoonul, Ms, Safta, and Ashe Nagendra. "Iba Impact of ~t=on Qrgani:a,Uo,0 FJI en Joo 
:aDtfsfaction and Performance ofiha Employeus~, Pto..adia lwJnorn1cs and Finance_ 2014 

1 % match (student pai:,ers from 24-Dee-2011) 

SYbmiLled lo Universltl Tal</:lQk>gi Malaysia on 2011-12-24 
' 

1 % match (s-tudent papers from 17-Dec-2015) 
Submitted 1c_ Uni:11.~~J!Y.Qf...kwaZulu•_l'§ata. an 20·15~ 12-11 

i% matc:h {student papers from 19.Jun-2015) 
;- =-- - .! 

1% malc;;h {ll'ltMlal troM 01..JUn-2O16) 

t,.!!g,;l'P.al:;.r!lca(J~ MiCMwZM..::runll)!'Jt-fflesl~~ t5, 'T ff &-
89o/..20~%2Q4~2QNo%2~Q!2._a j.2)~ 

~ % ma~t, (publications) 

< 1 % match (lntemet from 25-May-20~ 6) 

bJtp~flu it unisa.ac.za/tllts1ream/bandJellp5Qol t8255/dlssertatioaJlenok%,2oaa massu %2Dg urat1da.r,d.f7 
is.AJlowed;y&~u u ence=:1 

16 

1, 

< i % mi;rtoh {studenl papers from 03-Sep-2016) 

Jld,QlJt'~ h.J • i,3 1.sibl , i if,r,:1&ut1 £1' ..,.r~ 

< 1% ma-\ch {ln~ernelfrom 24-Jun-2015} 

IJ!!p://ulr .unisa.a,~/amlu\/bihrlrnam/handle!i CUJOOfS466/01s3erfaUokJymtey e,y;j(laec; 

-. P.!~~- ~ l•••o-- 1 •• 1 1 1 1 !ti/ l 'l'l•·•u I ' ._ 11 - •·!• ·•••• - •II • 

UNIVERSITY OF KWAZULU-NATAL JOB SATISFACTION .. PRODUCTIVITY AND ORGANIZATIONAL 
COMMITMENT AMONG SOUTH AFRICAN TEACHERS By Slbumso Si!'r'lamar,e 9035294 A dtssertation 
submitted In i:iartlal fvlffl.,,ent or the requirements of the degree of Mester i:>f Buslness Admtnlstratil:m 
Graduate Scl1ool ct Management and Leadersnlp College ot Law and Manage-ment studies Supervisor 

Prof ste_phen Migir'o 2016 1 ABSTRACT This study s~ks to interrogate tne elfeds. of the perceived lack of 

Job satisfaction, loyslfy and organizational commitment on South African teachers .and to ~lore tM 
possible causalfa.otors leading to this pMMmeMn. Ta Illustrate-the extent all~ seriQusoessot,ne 
problem, the Minister of ~sic Educat(on has revealed that some 25 000 teadiers left their jobs between 

2005 and 2008, Sha also conceded that South Africa was- producing 12 ODD l&5S teachers a year than 

required by the sy&tem, The Department of Basic Educ:atio!'I has had to resort ta rscruiting leaehers from 
tounttiea llke Zimbabwe and Cuba especially in critical subjects such .a! MathematloJ and Science. This 
~\e or aff'ai(S points to a syst&m that is in a s&rlous c,1srs and an u,gMt need to get to the bottom or 1he 
problem. The aim of the study was lQ explore the factors impac\ing on U,e leve1s of Job SaUsfadlon, 

Loyalty and Organisational Commitment among South African teachers. Toe sn,,dy objectives were: 1, To 

find out If the lack cf job satisfaction, loyalty and organizational commitment effect the productivity of 
teachers in South Amca 2. To Interrogate trie posslt>le tautralfactors that t":Ontribt,,~ IQ ihe perceived lack 
of Job .satisfactir,m, loyally and organization~, commitment amonQ South African teachers. 3. To establish 

ijla;///F1T11"ttur$.!{X)rli;ifiell~eport.h0Yl I 
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the roles that c-an be ple1~ed by different education atakeholcJer.s to improve the Jevel!c of .lob- satisfaction, 
toyalty .and or-ganizational cQmmitmant among South ,\fri,;:B,n lea.chars. Fat':a-.t:o..faee opet,-&rided 
inl<;1M~ws. were conducted wm, a total of 16 teacnars comprising. or scMool prhicipels. heaQs of 

departments (t-10 D's) and post level 1 educators. Participants were drawn from sbtflCOnda.,y ad,ools. 
Two schools were sampled frcm the urban, quintile three .sdlools. Tl\e second palr of school& was 
selectecl from the semJ-rural1 quil'ltlla two schools-. The third pak was selected from the rural, ciuintile one 
scli00ls. This was to ensure that responses would tie a fair reflecilon of teachers' dved e~enenees from 
dlff9rent economic ano ;social backgrounds. In towI $ix pri nr;ipals, klut HODs and six pot: level , 

educators participated in the study. n,e ~y findings of 1he study indicate 1hat there were serio1,1s 

challenges facing the education system ranging from heavy work toad, especially ln low-enrolment 
schools.: a petceptlon of unfairness in processes of promotions; policy uncertalnt)' a.no a poor worl< 
environment. The 1n1plicatJol'I ~ that there needs to be fer-reaching chang_es iri poricy pertaining to staffing 

fer schr.iolr;; promotion prooosses, tn-servlee training and tne role crf school governing bodies. The 
,esaarcher is of the View that there- needs to be a cont1nl1ovs search rot the cau$es of ii the system's 
ur-,c,ft)!tperformance-. One area ttiat should be a sUbjeet of a thorough research going forward is 1he 

suitablllly and el'feetiv~ness of the r::ounuy'ti teadi&r-fralning curriculum. iii LIST CF TABLES Table 3., : 
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review of relevant literature; the statei,wnt of~hf.? ra~arl;h pl'Obktm, the fe9ear(:h abj9ctNes; the resaarcr. 

questions; the deimitation of the stud~ the assumptl,;mi; Qr th~ &ti,,dy; the deflnltlt')rts Of key t~rms aria atso 
outlines the strudure- of the. dissertation. 1.2. Saekground Qf the ..study T~ prqblems pla.g~inQ Soutli 
A1nce's education e~tsm ar~ well doeumentell. Such problems lr,olude, amorig othe~, hl;h teacher 
tumever and poor leaner attainment In key .subjects like Science and Mathemat1cs.Accordlrr9 tQ 

Ma.ml,lana (2012.}, In sp~ of a numt>sr of ttlrgetea initiatives by the Department of Basic- Education (DBE) 
to retain teacher~ in the syst~m, th~ department was stUI faced wtth an unacoeptabty h(gh number of 
tsaehers leaving their jot:ls. High attrition or experienced personnel hat be&» ~tad as. one of the causal 
rectors to South Africa's failure to meet the mmannlum development goal of ~ch1eving \he universal 
primary ed1,1r;.(16or't by the year 2014 {Mam~ana, 2012). A recent study by tl't!!l Human Sclen~ Resear<:h 
ecuncU (HSRC) found tmal wme teatruua ware bunking class&s beca~ tl'leY themselves ~truggled With 
primary school Mathematics (News 24.com, 2013). Tl'Je factors that p01nt to the al)parent la~ of 
organisailonal commitment. j0b satisfadion -and toyall.y among Soutti Afrlcan teachers lncluae the 

stiocki~ly high lev~I of absenteeism, 11tgh emplcyea turnover and regular work"stoppagas ano ott1er 
forms af industrial actions, lt,J MMUon Just a fAW. It it reported that Sautt1 Africa has lhe highest teacher 
abs&nteersm rate In Southam Africa. ll rJ;i reported thot on ~verags Me lsacfler Is absel'lt ror nineteen (19) 

WQtklr'lg csays per academic calendar y$ar (Newr- i4.oom, 2013). This translates m more than nine 
percen~ (9.-$%} ot learning and teaching time-lhet Is lost eadl year. This picture Js even worse When one 
takes 1nto ac.ooi.mt1he, tact that a sl.ll)stanUa.l amount of reaching time is said to be lost IM"IHe teache~ sit 
idle in staff rc:>oms c:l0Ing nQ\fllng. ll is reported that tow.nsl'llp arid rural achooJ teachers use less than frfty 
(50) tien:ent of {;lass ttme c>r1 te11~hlng, wilt, ttie majority of that time ... pent sm1ri9 Ir. staff moms (Nl'ilovu, 
2011: 7). To illustrate tha ex.tent and seriousness of the J:Jrobku'r\. the Minister qf Bask: 'EQu¢a\lQr, h11~ 

rewalea that some 25 000 teaeheffl left their jobs between 2005 and 2008. She also conceded that $outh 
Afrii;:ii was pftlductng 12 000 less teadlers a year Uran required by the $}'Item (IOL News, 201 O). The 

Dei,artment c;ifBiilsic Educatlon has had to resort to recnJiting tea<::hers from 00untries like Zimb1:1,bwa and 
Cubaj -especiaTiy In cmlcel subjects such u Mattiamatics sna Science (Mampana. 2012}. This state of 

affairs points to a s~em that Is fn a ${!riouis crisis i!Md n vrgenl need to get to tt,~ bortor'n of the ptobli:m, 

south Africa's education -system cannot Improve and ultimately r&ach M true i,otential while th&$13 
problems pefSlsL lt is tfleref6rec, imparhrnt that the root ~UH5 Qf tlie problem& facing our edueation 
system are unders\ood. This study snou1a benefit all the major stakeholaers involved in education, 
namely, tne policy makers. tne School Gqvr;1ming Bodt&s (SGB's)1 tri& school mariageM!r'lt E&arns, 
ordinary teachers, leamers, labour unions and tm teactier training institutions Numerous scholars encl 
r;itli~r npiniori makers have dane s considemble amount-cfresearct, on the facm:-rs lltat effect 
or-;anisatlonE!J wmodtment, Job satisfaction and loyalty on employees In generul. There is 0veivmalm1ng 
eonsEinsua that~ le.1;k: Qrgtrni~Uonal colllr'nrun~l'lt, Job satisfaction ana loyalty Impact negatl~e~ or, 
employee praducttvlty. fiela a"d Bulte-nd~ (:2011) arg,;e th~ thers is,a Wong r;nrr~~lon between 
organisational oommttmant and work engagement c:1$ well as hai,piness-and work commitment They then 
argue that happll')ess With one's Job 16 a prerequls-fte t-0r en_gagament and commitment at work. A,ccording 
to Fta,ripa (2014), passion and motivation plqy a Ol'Uioal mle In tha qualltY r,f every employee's 
performance i'n their- jobs.1-ie fllrtner emphatslzes the tmponanc:e of an enabling 0rganlsatlol\al culture aru::I 
pleasant working eondki!,ns in t1,~ profession in fo$t~ring aM ,susJ]"jlrtll'lg the eMplOy'M's p~~r;t1,1cllvity. van 

Dyk and CClelzM (2:01 Z} argue. that employee- centrBcl HR praotiees, su~h ~$ nln1ng and ae~lc)pment, 
work-lite !)alam:e, remuneration and reoogr,itlon have a posHlva effed on worl( commitment of amptoy11es. 
Kooij et-al (2013} 2 argue that safisfied arrrployees are lime-effedive at work and ~re not likely to Jake sick 
leave unless It Is &xtramely nElcessary, It is therefore, imperative that ~ny facto~ ttiat mrntate e9ainst 
employees g jvtng thelr best.atwork be Identified and addr~ased. Job satisfaction refers to a positive 
~motional state resulting fr0m th~ appraisal Qf Ofle1p job (Katsikea, Tl-ieodosiout Perdilds, & Kehagias. 
2011 ). Bakker and Oertemana (2012} usan that high levels of ~Ut>Jective well-being are associataa With 
high lewus of jab satisfaction, reguJer experiences- 0f r:,-o-sitive emotions and very rare experiences of 
ne9aUve erno-tions. Accol'diflg ro Patric!{ a1111 Sonia (2012), employees fom attitudes t-'lWar~a their Jor.is by 

!ittt,111nn,11i1111¾200rl~l'lfl~:a.t'Rqxrth1ml 
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takil'lg 1nm con~u:t~ratkm lhe1t· feeifrigs, th&lr Oellefs and their behE1Vi0Urs. They further argue that, for this 

reason, job satJBf&~tl!ln cen be defined either as th~ overall Job satisfaction t>f an ampioyh or the 
~tlaft!ction Wilh partJeul<lr a&pects of tne 10b. such a$ pey, working tJOn~tions, co-workers1 oomp;;1ny­
pQli~es, .supervision, the work looelf and opportunities 1or promotion. Organisational commitment is defined 
as ttre p,aparedness of the employeet to- make a greal:er a"d determined effort on behalf cf !t\61r 
-organisations, a pr<)fouM deslr& to stay In their organisations end advance their goals and values. The 

emJJloyees have 1i sense Qf du~ to the otganisation (Rothnlar'ln & VIIJoel'l, 2009, ctted in Field and 
Buttandach, 2011). Aocordlng to-Allen and Mey-er (1990), i::ited iri Field 'iJnd Builern;iacl'I (2011), 

Organisational commitment is lllree dimens1or,al and ccmprlsei of affec;tive commitment, ncrmatii/e 
commitment and continuance commitment. 1 Aff~clhte tommitment refers to the empk,yeu,'s state of 

amot1omd attachment itl, 1nvatvemem and identification with the organization.? NQm,~tlve comrnitment 

refers to uie empli::Jyee'!.i feellnQs of oompulslon to remain in th& 

, orgffiiraUOr,. 7 Contln nee ,.. to =.ommrim&nt b:umd e n " 

cost& ,,~t , cmpJcy ~~i'deS wnh I vina 111 organlmian. 

Co.ntinu!'lnee oornmitmant has two sub- dimensions, namely~ personal sa~rtflce and lack of alternalive 
According to Sypniewska (2014} Joo aatlsfaetfon generally results in a pQsitlve attitude towards one's work, 
co-workers as well as !tie entire organisation. She Further argues that a aatlsfled wotkfot'¢$c bulle;is af'ld 
actively participates in the-suoceee of any organisation. The level of job satisfaction IS further Influenced by 
a seT1Se of Justice. Worker satisfactloM is the outcoms ,af What they recaive In exchange fur their 
contributions. Perneiv~I! fairness ha9 9 positive lmi:,act on the levels llf motiv,ition and satisfaction 
{Sypniawska 2014) Nelnlnger at. a~ .• (201 D), citet1 In van Dyl<., J, and Coettzee, M {2012) fw'lher malntain 
that crganisational commitment results ir, posiijve c1t;tituo~ tr;> jobs ?M arrects outtomes I~ emploYf!e~ 

fnt&ntlons to leave, 0rganisatlonaldt1zenshlp behaviour, performance and job satisfaction, Theyf\lrther 
c1rgue that, o~iesti~nal and empioyae-cer,treci human resourca practlcas like work'-'llfe balance, 
@mpensatkm, supervisor support, communication, rewsrds,and recognition, n-ainlng ru1d development, 
jab oharactsristi~ one opportunitl&s to develop careers, influence th& commitment of employijes. 1 ,3. Tht 
reseeirdi prc-blam statement Souih Afr1ca spends the h1ghesf petoentaQe or ner G,o~s DomE!Stic Product 

(GDP) on education. ll is olear tnaugn, that the nuge resources that ere pumped ink1 the system do MQt 

yield comme11surate results. Tl"le systam is-still face With challenges-cf learner underperformanca In clitical 
sul::IJe~ts ttke Science and Mathematics. The reported high rate of absentee-Ism among t~d'lers as weo as 
the hlgh teaetier lur'l'ltWer, among other challenges, point ta a system that is not workln-g-optimsMy. Thts 
justlfies-contJnuous research imo th~ undet!ying ~Cttlrs of the challenges in the ~ys1em. This study seeks 

to e:omiiie ths teaehers· attltudH to therrjobs and e,wlor~ diffe~nt interventlons lhat ,;-~r, be made'° 
enh_ance their job satisfaction and-organisational oommitmenL 1 A. n,e researcn objectJves Th& general 
objective of \he -muciy is to el<plare the factors impacting on U,e levels of Job Setlsfaotlon, Loyally anc 
Organisational Commitment (U'nOr'JQ South Mitai'\ tsad'lers The specific study obJectlVes a.r&: {a) To nna 

out if tt,e lar.l<. of Jab satisfaction. loyalty and organi~donal-oommitmet1I ~ffecl the prodvotlvi.ty ~ ~~1-ters 
lh South Africa. (b) To interrogate th& pc;asibl!fi contributory tactors 

'! • 1hid te:a'2 lo th~ : .ai·,.,,- ·• ;_ ; iQ,i. = or 
CDr.,mJtn 

: I 

among South African rnachers. (C) To establish the roles u,at can be played by a1trorant ecrucatlon 
stakeholders to ln,prove 1he level~ qf )Qh satrsfactiQn, loyalty ar,d or-9aniMtJOl'lal aommitmat'll among 
teachers. 1 .5. The research ~ue~iol'IE To achieve "the stated cbjeclivesJ the study seek.Ji 1o answer u,~ 
fOUowil\g question: 1. Coes la.ck of jQb ~tlsfaction I lo~tty and orgffl'\1$3.tlonal comm !tment affect the 
l'roductwity and job pertonrianc:e of teachers in SG1Uth Africs'? 2. '\IVhat .are the oontrlbutory factors 

filr.:J~'.lTumiun~gl 1'2llly%20Reixrt;tnml 



among teachers 1n South Africa? 3. What eontribution can different stakeholders make to improve. the 
levels of jot,. satisfaction, loyalty and orgamsatk;;n~I 001Ytmitment among teachers In South Africa? , .&. The 
significance cf the research The study is an attempt tt> get a. better undet'ttandlng of the challenges faclng 
teachers h\ South Africa and It, explore posslble solutions. It Is ~oped that desired job attitlJdes en the ~art 
of teachers wiD go a long way in imprc\/ing learner attainment and the standard of eduea.flon In .general, 
Furthermore. a tho~ough and continuou! research on the topic is made necessary by the dismal 
performance of South Africal'l learnars wtlen compared With thelr peers from other African countries. The 
Southern and Eastern Africa,, Cr;m~rtium for Mont1orir'lg Ei:Jucatlon Quality (SACMEQ) 111 lookAd at 
-education inequanty, -and noted that the poorest 20%- of South African l~rners p~rfQrm far WQrse than 
mostnr their counterparts in c-the, eastem and southern African countries (Spaun 2012), In U,e 2011 

Progress In lntemmional Re~ding L/~raey Sludy (PlRl.S) tsst, 43%-of South AfriCSl'l lasn,ers. falled to 
attain the liow ln~matlonal benchman<, Of lhe fifteen wunlries n the reglon, South Attica's poorast 
~rnars were. at 12th place for mathematics, and 14th for reading. (1-f'Qw,e et al.2012). Ce.'1Elinly. the tiuge 
Investment madl! t:,y the government In en effort to imprcve South Africa'& 8dUcatlon and tha r;;ountJy's 
economic status on Lhe r,:orrlin&nt shOuld be manifest ii'\ the standard and quality of education in the 
country. Th~ fad that thfs is not t,appeni11g -dem~r,ds an o.ngoing probing for answers.-. 1.7. DelimltatlM of 

the sway The researoh ~s delimited to the views and lived exPeriences of school prim::ipels, heads of 
depanmenta, end post level 1 ieac:hers of six secondary schools 1n the llembe Of.strict of ~<waZulu-Natal 
department ot educaUon. The s:tLldY was co11duated betWaen May 2C'i6 and September 2.01 s. 1.8, 
Assumptions (>f the twdy The swdy was aremised 0n the fottowing assumptions: f A lot needs to be done 
to enhance job satisfaction afld orgat1lsatlooal commitment of South African teachers. • Improved Job 
satisfaction .and organisational commitment will M!sull ln Improved productivity and efflclet\cy by teacher 
thus impacting positively learner performance and attalnmerit. f .9. DefirHtion.s of ~Y terms i .9.1. Job 
satisfac~on Jot, s;e.tlsfaction has b~ de1ined in numerfflJs ways. Lumley et al. {;Z011, p. 101) defines Job 
satisfaction ~ -an indlVll:IUal's tataJ feeling about their job and lhe .attilJJdes tt,ey have towards various 
aspaata or facets of their job, as well as an attitude anc:1 perCE1ptian that could consequently influgnce ttie 
degree of fit between the individual Bl1d t.he orgar"11s~Uon". At.cor'dlng M Suma & Lesha (2013) Job 

satisfaction is sn affective respol18e to tl,eJob uen either In its totality (globe! satisfaction) or with regard 
to &pec:ific aspects {facet satlsfactlon) i.a, pay, super\li~lion etc. Job sati&-factlon ls further underswod as 
the i:iosi\tve orientation of a person towards the role which t1afsha is presently otc0pylng and the degree 

to which the empkiyee Is comfQrtabta and happy will'\ hlslh&r job (SUma and Lesha, 2013). Job 
satisfactkm is further defined as a gratifying or affirmative emoli011al &tate; resutting rrom the o~rvation 
r,,r one's jot! as fulfilling or alloWing the fulfilment of ona1s essential Joe valuits (Suma and Lesha, 2013) • 

..! '" • ,,,_,t::,:l!r.i~• ~"'½ ~- ,._ ,, ~ wi~ ,_~1,:.-- onr~c1 ~~iGnfi, 90! i; ,;f ,t&r:% 1 ~ 

~J~7~1c4 t\• ~,il!: 1 .cl tr,P.~• :L.~ --◄~!';, 11, !.;j'l", ~,£!l1ta ~~ r-am:men!i!iO~, ihe-y am 

ro-worke~ (Rehman et al., 201 $). 1 S .2. Organisational commitment 

torganila IOttitl ~mmlttner,t has Oil!r.C.ffle one cf the mO£t r~•:"l;';"t':..' Vilfillt:I 

studied iA Iha I .-;1 _, der.adas. Llk& 6Var/ otner g&yeno»g11;11f 

eonstructs. fJrg~nizalloraJ cr;unml!:n't&nt does not 
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_ - ~1-·- tUfferent :, _ --- Toa :"::!,, .: dofln! 1.,n end nt~Sltrew "3Ve u,e uun,r,,01 

that organl:iai1anal cornmltrt1ent ,~ ,._.-~ ~,~,•~~""I to b11 a 

bont,i between the individual and the organl:z.atton (Suma & Lesha, 2013). Organl$atlor\ilJ cornmitrnent Is 
regarded as a psyc"oI09ical association an indiVldual has wlth their organisation, cliara~sed by 
profound identification wtth the organisation and 8 wi1flngJ"l&SS to contribute to th& attainment of 
organlsationalgoa~ (Meyer &Al1en 19971 cited in Lumley et al. 2011). SOmeMholal'S view organizational 
commitrner.t as the strength af an ernployM's lnvolVement with an organization. Others suggest that 
organtzational commltmam is shown 1hrough mmpatibillty l:letween personal and organizational values 

and goals (Susanty and Mlradlpta,. 2013). According to Porter (1968h cltEtd ln Mohamed &Al'tlsa (2012) 

~tionaJ tomrnllmsn refGr-1& to th -.'~:,. ~i". ·~~L di 2n nmplo~tt ,., .sr,pty 

, ,:-;~-•' tevels of nard wor1c F..· : .-. • ~,~,,.mu, otQi1n u "• ,./>f,r" .·~~ c• •is 
~ 1,~~;,1?,L goaJ . prlnD1PI~, ,, nc:I ~r....!t.:~ ami z c:,:-;11,,1 -,,i:~: - lo tay '#Ith lt1 

rg lzatton. 

Ac.cor<jlng to Lee et al., (20f-4J committed employe&S-are genera{y loyal to tlieir organizations and want to 
continue 1helr association With their or'!}enlzations even wtien uiere are b.etter options In terms of pay and 

benefits-. 1 1 o. The stn;ol1,,1re 61 the dissertation Chs,ptar , _ lntrodudi0n In 1Jils thspter the researcher 

~tovides e short overview, tt,e motivatlQn of l;hf;l 

111 I --• !!t,U 11 I 

study! the · __ u: for the .s~ : , .__t• , the. 1~ ~ i• '!'!:-, objectives, lhe research 

questions-, , , ;l~ .\·,,, ' the 

study arid QOnciu~on. Chapter 2- Literature Review Tha researcher wUI be gatheflng Information ur.lllg 

lhsoretlcal aspect,s and any emplrical worl( done by other scholars like Journals, reports, books, 
newsµaµers to produce a sow,d and credible oonceptual frama\ol.lOM< on the topic~ Chapter 3- Research 

Msthr.xfology This chapter wm deal with the sele-cl,ion of a rasearch des"'fl that will su~st th& cortl!~t 

-me\h(>(I that will oe used to collect data as. well as the sampling method that will be chosen, The target 
group of .:,eople fvr lhe swdy will also- be descnbed in thi.s chapter. 

Chapter 4-Prosentallonand ~·;,.:•· 1 , ofttte Fincfmgs In 

this chapter, the retr&a.rcnar wm present and discuss the- findings of the study. The chapter wm al!SO 

e.xamlne the ethlc;ar issues, lfUstworthlnaas, va.lldity, reliability and ijmitatians of the study. The researcher 
will a lso outline 1he !Imitations of the stydy, Ct,apter 5~ CoMILJsion and Recommendations This or.apter \MIi 

deal 'Mlh the outcome of the study and the recommendat1ons for futurestui;iles, CHAPTER TWO 
LITERATURE REVIEW 2.1 . lntrciductiorl This chapter explore« cmrerent theoretical approaches to tl'le 
conce?ts of job satisfa~l"I and organisational commitment This is done to ensure thst the .study Is based 

on a cl~ar and thero1,1gt, under$famiing or ditfereot llnes of though concerning these concepts that have 
been developed bY different scholars over the -yea~. The chapter aJso deals wfth tfltt t1wiaw of relevant 
literature by Various .scholars pertaining to factora that impact on emplc,i~• Jc:,b SE1tismctiQn, c.iiwuctivity 
end organisational commitment. TIU? arm is to establtsh th" Impact of such factors on the teachers' 
-attitudes \Qwards ttieit jobs and the- resultant impact on the overall quarrt)' of ectueatton. Altl'IDLJgh litflrature 
raview daals with many faciors and dimensions c 

iileif/JF:lr 11riUn%200fi!j l'lli!lty%ZlR !!pOlttrtml B/4() 



1116/'201? TUl'liUn OrlQIM!lty ~ 

Will not extend to tlemographio infQrm~lion such as age and gender. The research focuses on teachers in 
general Each section of the literature review has been $x~rnined wffh iha objectlVe of gMng the 
reswtcher an in-depth knowledge and necessary theoretl~I background in order to formvla~ meaningruJ 
qualitative interview questions. 2,2. Theoretical and oonceptual framework There are different theoretical 
apprcacnes to both the ooneepts of job satisfaction and organlsational commitment. This section deals 
With the three different approaci'les that have been developec;i in explainlr,g job satisfaction and measuring_ 
the employees' levels of sa11sfacuon. Th& r'\ext part oHhis section wm deal with the three-component 
conceptualization of organisational commitment, These lheorlss and approaches are. very Important in 

trying to under5tand the reuons for employee behaviour and job attltudes in general, Th~ literature 

~vers relevant research work on job satisfaction and organlsationel oommtlment, Including relevant 
concepts and conslrur;ls. 2.3. Approaches to Job Satisfaction The fir.st approach to job satisfaction 

concerns Itself wilti the chatacteristics of the job and It ls cslled the •information processing. model" 
(Hackn'ian ar.d Oldham 1976, cited H1 Vanden &lrgt,e 2011 ). 

,~-;; -•'\jt<\1!4•,ii;'!l. ~:'!t>=f..:UinsW"i0<n~ ~1·,~ !_-.,;!; .!',1(, t!~f".1~;c,~~~--~•Jl•·~~ ~ r·ot·e...ctS~ 

'1:' if>. ,'.j;~, tr,).., p"!c ;;tt~~iJw•, ~ w}j-;,r,·: ~M t11~w -..faer,i; al ~~;;,,~:;~ • i~!-5! 

{Vanden Berghe 2011 }. The third approach maintains th~t job satisfaction ts reliant on the attributes or the 
disposiUons of irldi\Jidusl employees.. St.Joh di&posillons can be determined by experience ar genetic 

hertta.ge or bo\h. In short, Jot> satisfaction can be Ul'lderstood ass function of: (a) the features of a job, (b) 
the view of others and (c) the fndivkh,Jal eMl)IOyee's p&rsonaltty (Vanden Berghe 2011 ). 

This approach to Job satis1action is dMded Into two theories; namely, i) the twtr-factory thee)!)' ai'ld fi) tne 
job characteristics model. I. Two-Factor Theory Frederick Herzberg (1959}, in his T1.vo-Fector Tl-leory 
deal~ With the lsS1Je of workplaoe moUvatlon. Toe theory Introduces two factors that account for overall job 

satisfaction and tf\ey are referred ta as 

motlmc,r,1 anQ t,ygi11rHJ t.!.atars :i~ ::-::- ; •'=? .ai•~·-~ ·1,:~a~ ,o u, ~;;1',~~(:",•~e 

m ivatcrl In Jo an •;: ;.,{ to I 

improve.d levels 
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lead to 

l-'1 I •••••• - • •• - • - - - - • •• ' __ ..._ 

(Van den Berghe 2011 ). Herzberg'.s theory exp~ins why employees who eam l,1gn salaries and e~p~rien~ 
great wcrking conditions still lc,ck motivation. According to Herzberg these two elements only represent 

hygiene factors, which addrasses the issue of <fjssatlsfactlon. He argues that 

••-•••••••·••<'••••••.-.I,," ,~· II +-•11111•• -II •••,.l•ln"I•••• .,, •II• •••+!!•H•1•• ... ,•,-..--• 

-mQtivation col'\eJ 1rom tha job itself. 1-herefore, it ts ~"" -- • •/:i.,.,i for managars to 

IIXik li'lto the nature of the Jobs thay "{,:i,;,,-.; tflelr ernployeea to :,1h-i'l,=N 1 

Herzberg , 0, •··~-t that if you want ,c._,.'l";• . ..JY~t:J<? ta parfarm wen and do a s::, 'c,i Job1 

_ .. "" shouid have a goad job-to ':-l'.:-:i-· with. So, In !::" order to imprQVa ,.._:,•,1~1-;1,l .• -iJ:y 

,,.,,_,_: job ilt'Jtudes, ernployars mU&t µt}' '..J ~t-n:•;c;! Co bath factors and not 

take itfor grantee 

2that an increase. in !iaii&faetion 1,:.1· ,w:, .,1• a. consequ-eritfal deoreas~ In 

d'assatlsfactlon 

(Vanden Berghe 2011). ii. 

melr Job Characleristlc Modal, they 

.-'identified five , .• -:-;~~ dimensions for ~1;:;,c;::;fr,:::; the Immediate work 

envlraoment. They .,_."',---:. that any job can be ~tr,!S~s ·.:j·for Its motlmlng 

polet,tlJl l)y -,,:t,,(i-:,~ .1J~ c ;, these five di mansions. The 

fivg dimemlono, citea in (Variden B&rghe 2011 ), are skill variety. task identity~ task significance: .autonomy 

and teedbac:k.. ► Skill variety deacrtbes the extent 1x> which e Job entails the application of a number of 

cfll/erse s~ills, capabilities or talents. Sud'1 aeti\lities should not only be different. b1At must also b~ di$11nct 
enough to necessitate different skills (Vanden Bergt,e 2011 ). Skill vartety Is an apparent diversity and 

compklxity of sktlls and talel'lts required by a job to perform it A teacher for example must be good at data 
:analysis and computer literate to be able to eff&ctlveJy al"lalyse learner perfonnam:e end come up with 
meanin~ful interventions. Therefore. employee~ must possess a range oi skHls In order to perfom, their 

jobs effllllently and effeotivsly. SklU variety in an organization m~y bf! atfall'led through ootitlnuous tralnlng 

as well as through job rotation (Mhlanga, 2012). , 

lila:lfif :rr~ n%:Wrijjra11y"I~ I 
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f'D lioM ,~ nttry. \' ;"j~,1·, defines the exfn'1t to whld1 a jab swrw r.~· ;=.,~n.!, 1'.fii:,Fr<''lr;;-- !t 

of III oleand ~-,i..'h,; i;,'.!;:~ 1:i,piaaentwon. T;Kk. 

Identity requires an employee 

,,to perform all the taske :-,•<;:;/:~-::. to complete the Job frQnl ,1-,, b~glnnlng to the 

end of the. praductio~ process. 

(Buys, OlckeM & &ehaap, 2007, cited i" Mhlanga 2012), ► 

"'1 _ k ■lgnlffcanr::a rsfins to the 111'H>O an~ o'1h-= ab: he= , 1, to Wt\let, ! 

Job hs.a 11n imped 0M th. llve¥ of ¢1 11:!t peaale, I e, crgen· hm or the e6trThl 

en ronment. 

According to Sharma & Bh~r (1 991}, c;:ited in Mtilanga (2012) tne 

I • - I • • - ... ,,, - -• •• •••• •• ••-•• •••• - - - - • - ~ • L•. • • • L L ._. '""'<-'- • - , -

'::~single most Important <:-;~s-;, on f;t, ~m;,i ·,v~t)'.sc job satisfaction expefieace 

e;·'Hr·it;Jr:-s from the r/1.,,f nf the work as.signed tc !:1f;",,- by the orgar'tl:tafion, 't 

,,._.~'t•i-:; that if the J~b entails -;: , · = !;:-~.: varla!y', ~.:i.!:!.':: f,:.;;::~, challenge and ,:.J!lUr•~; for 

using one's own (:!. /11.;. and ·~. ua;/j~:.%, the employee .~';t 1tJ•,' tha job is likely to 

experience. Job satisfaction, 

1l'lsrefore, employees rreed to be assigned jQbs which they can be identlfled with, Which demonstrates 
that th&y .are valued assets to the organisatlotl. • Feedback. refers to the degree to Which the employee 

receives 

~- htormation about the ::~'~;;,,;;; of the performance. -- ;:ie> t,, not only :-.r: ::~~; to 

supervisory feedbaek. but aJso the ability to observe the ,:.~'v~'"i~ of one's own 

work 

(Vanden Berghe 2Q11 ). Employees prefer a Job 

· (ithat Is mentally ,,~•-1~,.ai, 1(. In that tt-. ,f.~c~~ 1hGm with opportunities ta Ub 

d,eir ~J-.::1=c.:•;~,,'. t ~d abilities and offers a varle-ty Df taakB, freedom and feedback 

on how w■U they are doing, Tha formatlori ()f ;,,•,-. ;;';;:.-; gQals, feedback, on 

•Atc·,,:.'"':v·JJ 1. :; toward• tha&e !,11E.,!;, and rainforcement of desired bahsviour all 

~ '-1.:•Ll.~·"' mouvatlon. 'rhe fewer, ;.>:•;,t,b :lfa:.>-~. distortions and J:-t:--;i~ Glc:;,c;-.:J_,-r:;;~ that 

OCCJ.lf in ei mmunication Within the -~'i}i.i.i•'.t-i2l::.:~~ tt,.F. more utlsflec;t employ~ 

wlll fYI ,...~ , .•. r,!, ." their wane (Robbins 1993, ::ii";;,r In 

_ _ _ ..,, ,.., 1 ,.. ••• , ,, 1 1 1 • .. •· • •• , ... ,. • ► •• .... , ; , ... ,,,.,. - , t• ,- ... ,,,- - , ... - -• tttt- •••• , •ullt!• •~ ""'"' .,., 

Lumley et at 2011 ). Feedback may be in the -form of compliment for ~e good work which leads tt, 
Increased motivation and job satisfaction. It may also come .as. Information for the need to Improve on 

I\Je;//,'PJTUl'ltl r$.200fl~l~~tmn I 11/40 
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certain aspects, Which the empKJYee will w6rk on In order to be more effeotiVe. When an ~mployee is 
acknowledged for a tasl< well done it makes them feel important and gives them a sense of tielf 
acwalisation. This may be the same with. faedback which Is provlded to ·the employees usually by their 
svpericrs (Mhlanga, 2012). • 

Aulonomi, I ha ,_,_,J • ",~ which the •;;:, ,~.\' ,;:· r,,e,e •o ~Ule ~ ot 

, , 1; wr::itlc . · cl : ~ , · he prceedurecs b& U5tXS 

(Vanden Bergt,e 2011 ) • According to Buys et al., (200 7), cite<;! i n M h langa {2012) job auto11omy Is w't'i"n a 
jobholae, ls afforded the po-war and freedom to exercase his/her own a1,1thoritywhile m8kirig a r;Jec;:asir;m. 
Autonomy gives rise to feelings of accountability and responslbffity~ When an employee is given power1o 
mal<e decisions on thslr own they are most .satisfied as they consider themselves as valuable- to the 
organisaUon. Heckman and Old ham's model maintains that attention to these fr.re job features. produces 

three important psyr.hological states. i.e. 1. Meaningrutness or Worle. 
II t I l•HJ I ••Ill t I• 

,~For exarrpls1 teacMrs mey experlen~ M$Bllingfulnass of work even in 

,~:," v-:---:1!"1~~ wcrldng conditions, because of the ~-."'_;i-=·-thfl th&lr efforts mal<e a 
difference In the- llves of their pupil$. i. , ~enced ~ ~ ve.sponslblllty for 

outcomes of work~ Job efforts are ; 11'..;-;-:" ''i'e·,: as causally ,,:,.~-~,_;;;_~t~( ~,,,;-1; the ~nd 

results of the work. :_. Knowledge of the ,.;>;.~1 results of work activities: 1hia can 

oe quallfied a.s feedback. Tl'le '. :,t!: : ... v,~· It-~le to judge the quality Qf ::--r21, 

performance 

(Vanden Berghe 2011 }. 2.3.2. Job satisfaction as t'urn:llon of other people satancik aod Preffer ci 978-) 
carne up with what they called the social in.for'rnatlon processing model. According to this model. 

Df c,tr, TS in Ute ark pf■a::.. 

• 1•' ,;; , r_ ,tt, 61mlhu .:- -..: ,I , I , nd '"~ and F "--2't ...,,, ;; W G 

' .. ,r.,;~ &nd IUCC!l&&ful 

(V.indan Berghe 2011 ), Furthem,ore. 

nffin$ ai Ga @JT\dtt'a ( 98'1 ~«,::, in thiEfiult.1 

found that there. was -a 

strvng, potlttv@ - .. , betwMn banainour 'IJ' ii _ ,,; 1 by 

aatlsfai:tlon. ':i. rr ~ :·~· '-'.,'" et :11 

{1993) found 

rsana;o 

I trial - rCGptl 

In di trlbl.lllr,g 

lil1,(llF1f 1.1T111in"/4200rlgl nall~epal.,fd:m1 

,,. of en rlL:.tUII jun. - u, 



1/16/2011 11.m .. tlri Orlglnlllly RepJn 

(Yanden Berghe 2011) . 2.3.3. Job satisfaction a& a function of per.sonal d ispositions-The notion of 

personal disposition covers a ',\'ide range of facets, which are not necessarily relevant to the subject of job 

satisfaci,ion. Therefor9, for the- purposes of this study we will try to deal with the most essential personal 

dispositions: , Affective disposition A-ffecilve dlsposltloi'I, which I~ the t91ldency to have J'.)Ositlve or negative 

thoughts ar,d emotions, has a significant impact Ol'I one's 

•SUbJectlva wall.ob:alng. Subjective well-being in tum and ~u- ·*. ,,,1:., t affec:IJ 

dlspoaltlon , . a algnlffcent ,,. ~,.,.~\ on job satisfaction and so ::'1 •1l:'l Job 

satlsfacton on 1 .~ : 1Ubje1cUve wall-being. ;-;,r_n,, , .,_;J I job charactetlltle$ ~-· ,nr: 

most important determln_ nts for Job aat.lsfactlon, they .; ~r barely more 

lmpartant th811 ~ ;1L'l / " • -;.;,, •t subJedive wull•beiny 

{Vandan 8erg~e 2011 ). This rnearis. 

tdon of , 

key determinant for .lob satisfaction. 1t can also be concluded 

·1that job satisfaellon lnAuences 1~-n~•ij overall ~t1sfactlon. This , that an 

employee who ie -. _, _ ~-'f;.-.::; with his or her job, but -? .,:.;.f,:•1-~, •. ntlafled wl!h hi• 

or h•r llf11:, may i:i.:rform · · _, well an the Job, Afwo. an emplvyee who Is 

,l:,1,,•:•J' f,. ' saUsfll\d WNh nls or hef' Job, b\Jt ;:o:,t;l)I dlta1tltfled With his or hw lifet. 

may J)IK'farm ~,:_ ~ i on the Jot, •,;, ,~,L•n uv:1~ ~ ;:p~ =. ~ef'der Le1'kawi'U t• J, 

ctted In Vande" Berg he (2011 ), <ilo an ari;:.lysis of 

''...a number of stud lea and ':c c:--1 i .. that woman's job amtlsfllt:tlon It if.r-awraae 

rower than (,::,,1 ~ .• ~· men. Ona rf _ .. !l., • for this phenomenon could be that , 

~-.,-,r,}~, ~r~ wo~ are less In~ In th~lr ~-1 • • sln$e ·· ~ ,1 11\COl'l'M,s are. or at 

luat ~ ·:~ij_ .. , . 11 to be1 maraJy the t"-' t !!!~I• ~t inaame in tho hounaholcl. Anottrl!r, 

more lllcaly, raeaon .. ·, ,'f women experience less Job satiafaction ,->. t:at they tend 

to ti, ve les• .,:i~~!i~/i.: Jcba o:; '.". ~ ~-...:¥'~-n compared to man. t.,.,.W.;1, 11L'.., fellow-up 

.study confirmed this L-1.:•~J;i.:J;;.irf by fl=''"":1 ,~ that tt,e differences between ,1P.=, .. ~: 

and t'li-':-i'l in th& lavel of job atisfactlan ~~ru-.rt.~, when variables such aa ;;,-:• •11,., 

age, $ducatlon and status were kept ~ual betwaan ~·, ,_ :''r~i. and 

man (vanden Berghe, 2011). Magee (2013). argues that the associations among demor:atlzatlon, quality 

of work arid job satisfaction are far stronger for men than wc,men, which explains the inter~dion of 

demoraUzation with gender. ~ Age According Mckenna, (20001, cited in Vanden Berghe (20i1, p. 23}, Job 

satisfaction tends to Increase during the course at 

fillri/lF:ET1mli n%200ri!Jr;alityo/~ I 13140 
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1 working Ufa. Saveral rea1e1ns :.J.' •~ ~ir,~r··-;;~ for that: illder ~•"!- ''..ff•.!0:: l1iVe 

better Jobs than yc:,u11ger .-: '!;'. 1; ,'i- .':,; '~•1:·,0
.,,.~. ,r ;, 1a to a lor.ger career, they had 

mo!'e .;.1 _ :·~~; ":,,,.:: '.~ to , ,1~- :, ::, a <tesln,,blC! Jot,; :i older p~opte nav" 1::~·rJ.;;n their 

el(pactatlons ovar tha yeau,; 

IH. th9 older genefi!tlQn 

t has aJw.ay1' been more. s-atl$fled; , L olr;ter people v'i 0 11·: .ve •;',.r•~ . .io.--,L _-ill ·~· mor11 

llkeiy to •··-:-i<:. ¥,: early retirement, while t;,11! .• h;._ -·1•,., .;)Ider ~pta are : - -e: 1 

, their; , 'r.; Thia . : (!_,.,_ ~ ;I\ a skewed image of ihe level of job-safi~tJQn 

emong older .:- , ,: :i.-: ': ,,cr, by cancelllng out the dlasatlafled 

cohort, A,ocording to Besen i!t aJ., (2013}, employees Of different ages rnay have diverse 11eeds at work, 
evao when the JQb is t~e same, suggesting lhal fi:>r YQUnger emi:doyees, pmvidln9 .)ems lhat give workers 
the opportunity to U$8 a wide nange of s"klll1$, tQ have control over their work and to ttevelop friendships at 
wortc, may anhance job satisfaction. While. variety, .autonomy and friendship tends to be more impcrtarit to 
job sa{isractlon for young aault:s, older wor1<srs1 on the other hand1 teM to attact'I mor"e importElnr;e 011 

feedback. and t~sk significam~. The ~ludy a.1$0 cc;includ-ed lh;)lt older employees have higher job 
setisfaciion level., overall. 2.4. Dimensior,s of Organisational Commitment Allan & Meyer (1990), tiled In 
Mohamec & Anisa (2012), devised a three-component conceptua~zatie>n oforganisationsl commitment, 
namejy: (a) affective or attitudinal commitment; (b) continuance or behavioural commitment and (c) 
normafive oommilment. {a)Affecttve comrnltmentAffective comrnitmenl refers to the ser,se of affection-and 
feeling of connection to the organization and is ~ssociated wiU-. work experlences, organtzatlonal 
structures and indivlcl.ual traits (Meyer et al.,199J}J cited In (Mohamad & An1sa, 2012). Affective 
commltmeni Is a positiVe affection towards the organisation, Which is demonstrated in a desire to sae the 
Qrwnlsation thriVe and a feeling of pride at being associatec:I With the arganizatlan {Coh&n, 2003, cit~ In 
Nagar, 2Q12). lndM&lals Wlth strong affective commltn'lent conunue working for ttia orgltnfsalion eagerfy 
and voluntarily ,iot only b@cause they t'le&d the job, but because thi,y want to work (Meyer, Allen and 

Smith, 1993, dt&d In Na.gar, 2012). In ~his type of oommhment, the empJoyee and. U'I& organisation share 
common value!:; and as a result there is a poalttve Interaction between ttiem (Nager, 2012) (b) 
Continuance C0mmi1ment 

Continuance oomm m nt rel rt to ~·::.:-.-;,,'1 •1 ,a.":1-' of th r.r.JS i11 .,1,, ,,~ '·, paMJr,g 

with the org"5n.e&tioo or fab, ems:ilay~ wilh ,,1i.J -1eve, tJf GOnlinuanoa 

•. BnSOciate with lsavln9 

the organization (Meyer etel.1 ,993 ated In Mohamed &AniSa (2012). This has to do INith one'!!i 

eiu,erJer,ces and what .rielshe has given to the crga.nlsratlon. A perMn wltn trl1s 1).'Pe -of commitment finds It 
ha rd to leave- r,is org~ nf"'tic,n pee a use of the feair of tne IA n known 

nee(! it (Nagar, 2012). (c} Nomiatlve Commitment Normative commitment ref9rs to a sense of obligation 
lo continue &mp1oyme1,t. Employees w!th high levels of l'IOl'matlve oommltmenl oc;mstder that they have to 

file:I/IF:rri,n1il!1%21JOr!gll"l!llily%2{)R~hTIJI 
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stay In tha or9an~t1on 1 Sor job as they feal It is right lo do so. Normative. commitment is 1he e,ctent to 
whk:h a person is psyahologic:ally connected to the organization through lt,temallzation of its vision, goals, 

ob}ectives, principles, misslons11nd values (Meyer et al.,1993, cite<;! ln (MD-harned &Anisa 2012). 

Norm~tive oor'l'ltTlltn'lent can grow 

ltv 

(Meyer et al., 1993, dled Jn Nagar, 2012}. 2.5. Review of relevant literature This part deals wtth the booy 
of nterature includi"g relevant oon.Oepts ahd constructs by dlfferel'lt scholars oli j t'.lb ~tlsfat':tion and 

organisational-commitment. ihe aim 1s try and understElnd different facto~ \hat are likely to have an 
Impact the empk:iyees' job satisfaction and organisational commitment. 2.5.1 Job satisfaction 2.5.1 

they operate 

~ubllc &)r pmrfltU .. -:-~ -:-,; t1rw!.trki~ ii1 adv ntn~ c, '¼'..:, • i-.. - ,•, countrkft,.;. -:be 

f ,:- -,.,.;, _.._. !"~, f;J•· this aegree "1 lnten,sl ls lhat ~ satl:n~ r .}11ti•·~,,~~ Is repon~d 

c,ommitte4i 11rict commitment rs=- ·i indlCltlon ro. ·-J1\:. •ir ;tirff.,~1 , .. •~.;•J:~t'.',•/1,• 

~:: .:!,••. ';;; _ operations. 

(Rahman at al. 2013). Several s-l.orlie$ of behaviours w~hln otganisatlonal setting heve hig.,lighted 
important variables that are supportrve or unfavourable to the performance of the worldoree. Tt-llS f<Jea 

holds true when one fOC1.Jses on the quality of human r-esourees Which Is a major factor Which contributes 

ltfgnificantly to the success of any orgeniution. (Malik et al., 2010}. 

Teachers are tegatded as the 

~rl.\li~C'Sr~ ~; -.,~ ;~ , - l'-'-' ·.o; tB ·, ~_;\!~,,~about thti Y. tt'!Et ~,1 :,t,:-,er f~ora ru 

,,-.:~4~~,_..,,ri,f;:5!'> ~ 4t~1>V ~00 aliiat.e~C-$ Qf ~-:1:• • • l1•::;;: :· :/'. •,; !J1'f~if ti ~,,, i;n~rt 

(R&hman et al., 2013). Understanding er how tsaehers become committed and satisfied with their work. 
and to what extent various factors contribute 101heir level of commitment, iS-reslly critical to &nhsncln; 
their performance {Malik et al., 2010}. 2.5.1 .2. Dimensions of Jab Sattsfection Locl<e (1976J cited in 

Mhlanga 2012) presentf;!d ~ number of job dimensions that have bsen establi$hed 1o oontribute 

wnslderably to employees' iob saijsfaction. Such dimensions represent attributes associated with Job 
satisfaction. The dimensions include, among others, pay, promotion, supervision and arworkera. , 
Remuneration {Pay) Remuneration ls the payment for work done and can take a number of different 

ron'ns, including a basic salary, ~ddltional cash payments, such as overtime pay, ahd benefits In kind 
(Heery & Noon, 2001, cited in Mt'llangA, 2012). Aocording io Erasrnus, van Wyk & Sch~nk (2001 :-526), 

tited in Mhlang11 (2012, p. 28), rern~cner~tion is defined as iithe firJSOQied encl non-financial extrlns1c 

§le;///F- ,ITLlrfl/fh;;:,x)rlS,l'lality%20R13JX1,1J1lml 15/40 
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rnwards offered by an em~toyer for the- ski Us, time and effort provided bY the employee In satls-fylng J()b 
re<:iuirements tor the fiJffilmerat ()f organlsatlonaJ oojectfves.s According to LUlhans (1998)1 Qtted ln Mhlanga 

(2012), salaries c;lo 1wt qnJy li$lp people lQ acqi;ire their basic ne~Hes, t;,1)1 it is also essential In 
sustainfng the higher l&vel needs of people. Compensation includes items such as medical sid Sllhemes, 
paJd leave, pension schemes, boi,uSiis and travel allowances. According to Mhlanga (2012), offering 
employees reasonable and f1:1ir compensation, Which is commensurate to the Input the employee makes 
to the organisaUon, should be the key objective of any cornpensatlon regime. This m~ns that for 
employees fu regard lhti!lr temune,atlon to be fair a"d ,~asonable It must relate lQ the rnput they make ~ 
tne organ1sation. According to Robbins et al, (2003), cited In Mhlanga {2012), employees. want 

·~pay $)'$Wms that arn ... ~1,~i'~ .;;_·,:;J -• J,;,!-- fai~ unambiguous, and r.i.,:.,..,_~.-:.' _ wltfi 

thelr expectatiar1s.. When .~,,1t~-, !Jr:.··~ is f · .. ,!r,~ .. ~ ~~~ "':; re~sonable-, is 

.! ·.:.-;;: 1, !!-- "' to 1t\& demands. ot1t,e 

Jofl, Uie employee'li 

~kiri lavel, and mmmunity pay~:.o-.,.~:r;, satisfaction is likely to be the ,eault. 

A stuc:!y conducted by Voyda110fi' (1990), ln the public sector managers 

Hound that ~.~--.~;r.~ levab affact: job &atisfact:0111 2:(;.:; that those pub lie Si.a(·'. .. , / 

empf('JYe&a that compared their !lJlal'feJwlth those - •· .,~ privaie seutor >-ia:t1 

lower te-vels of Jab utl~faGllon. 

Thb; shows that another way employees gauge if their remuneraUon Is fair Is t>y comparing it lo other 
employees on the same rank. Thi$ leads to Job dissatisfaction, ir em~loye~s f'ind that their organisation lit 
paying them POorly '" comparison ~c oiher omBnt?!9,ions' employees, ► PromoUons Heery and Noon 
(2001 ), citatl in Mhlanga (2012} define promotion as tne act of' moving an lndlvidual up the organisatianat 
nlerarchy, ofter, lt!adln-g to an inc:reesE1 In status and re5ponsibnity and a be:lter remuneratloll package. 
PromotlOn proVides an employ&e lhith 

;;eppor1unltles for PC!rtonal growth, 1-::it-!t •~l r~onsfbifltias and 1n~.,r.::-,·.,,,!I· aoctaf 

slatu (Robbins 1993). Job ntisfacti-on is ,,!•:>rti lrkelyto be sxperlen~ by 

, .. •ipi, :; ~=" wn~ per-caive opportunities .~''ii' ~ T , ... ,,::, to be fair (ROl)t)Jnt 19A; 

.Spector 1*7, 

cltei;i In LurY1 lsy et e I. 2011 ), Promotions affom &M pl0)'&eS opporl:un ities for grQwth and increased 
account~blli\y on the new position. 

ii.Opportunities tar promotion are also likeiy to !,t-ti,~ ,, ; .. ~•1~1::':l influence 011 Job 
satisfaction (l.andy. 1989i Larwoodi 1984, 

cited in Mhtanga, 2012). When oppcrtunitieg for promotion are provided, employees' ~vets or sajjQfa(:til)n 
'/JIii improve ss. they know that thwe. is room for Individual growth and seff-aduali2atio11, Thii may lead to 

flle:f//F:frLl'r111n%200rffjrialty%2QReport.lllmt 
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_o"porurnitiN fDr ;J"~" .. ~nd ?..,•·:,il"l,.;.,,·.-ia,-t in ttteil' current .;.,;'!~:::_ or ,,;,,,,;=-t-t th& 

chance of finding illtermrnve. employment. : 'f' ·= a -: :·-i:~1 if ~ ,.,,,:-1 "-~,!" faa1 they have 
.,,,,.-;J~ t~ _ ·:~--:-, - r :i:. ~····>" i c,;;·•1c~,'·· opportunhles, their job satlafa.ction may decrsase. 

The llkellh00d tti~t employees wlll De o-romoted and the fairness of sueh promotions hiJve ~n impact on Job 
sstisfacilon tDrafke & K~e-n, 2002, cltel'.1 In Mhlanga, 2012) Employees seek falrandJustpromouon 
prscticeS'and polides-, Employees w~o observe that declsloris rege.rdlng promotions are made In a 'fair 
and Just m1mner are more likely to be 5c1tisned with their jobs. Fair and jurst promotion polic:ie$ and 
pra(ilicas are a foundation for growth In any organisation. VVhen an emr,loyee 1s promoted falr1y, based on 
hls true asse~ant, he/shs. gets a type of reCQQnition. and nenoe, it Increases his/her jol>,.-satisfactior, 
(Witt & Nye, 1992, ~ted in Mhlaiiga, 2012).A study-conducted by Kalleberg & Mastekaasa (2001) cited In 
Mr.tangs (2012j found that promotions improve- employee~' percaptions of the quaJity of their job and. 
thereby increase beth their ~ommftment and satisfaction. Tolbert {1996). cif.ed in Mhlanga (2012) asserts 

that opportunit,ies for promotion "ave different effects 

.. on job satisfaction ~~::: '-' ;,.,,1,, " • lhe'r diffarittg fortn! and l'' " · , ~: - of 

aCC(lfflpany:ng tGWal'ds, anct th! - )•.,~! ;:.:, ~ "t; 1 ·~, forms af promatron are by 

:~i'." ;'}" " , \!;:;• and :<7, :H,_:· _._,, Promotion through seniority often ~ht!'2: ::· Job 

~tisfactian, but not as much a~ promotions through parfOtmance, 

, Co-wortwrs Research has 

1nolnta0.n•rt :~~Jabu1sf 10 t.iit 0 ,, '--;-~,-tot11e nfl~eru::e-o.= her.;;1 th 

wvr olace ~ •C -•- • l,,S-!{ B innlinl!ld O ;•'•hf! -~ , ,-, , :t-t '"= cvl,:;,_.:· ::.and 

•-·- . _ .. t coll UF!S t" •::i: 1 -a, 'tl 1.i tg ao:d OMr sts.- :f -illl'B I hu 

ara 

wnslt1er&d to be suooessful and powerful {Vanden Berghe, 2011). According to Ghazza.wl (2008} cited in 

Lumley el ,al., (2011 ), aJ'\ employee's co-workers, the- groups they assoclal:8 with, .and the culture to which 

an employee ts e)(J)osed. all are likelY to influenoo jQb satisfa.cliOr'l. An employee's level or job seifisraQtiQl'l 

might be a function of personal attributes-and the feitures of the grollP to which they belong. The social 

situation of work is also likety to have a major impact on an employee's attitude and behaviour. 
Ernpli;iyees' relationships with the Sl.-ll)ervisor and co-workers has an effed on ind'tvidual jab satisfaction. If 
a YJOrker does not feel welcom9 among colleagues it may lead to dissatisfaction with their Jobs. Employees 
get more out or Work than just hloney or tanglble accomplishments. For many employees, work aJso 

-satisfies tJ'\e need for social interaction, iherefofe, having fr'ieMly and supportive colleagues lrnproves job 
satisfaction (Marks, 1904-, cited in Mkranga, 2012). It Is hawev&r, worth mentioning that although studles­

have ur'ldoubtedly estabflshed 

tau ott, 

.substantial; 

not varyona ls uguatry ~,, • ~:;; to the lnflut:nCIJ of atners. ThSN ve 

lt1dMa,1al (Jltf«encea which e:an be ~•.::~. /1st' t,c, diffi ncm in pMBortal 

ffi~J/JP-JTLll'ilin¾Z)Ortgl-nallty¾ZORep:rl.ti\Tnl 17/.40 
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(Vancten Berghe, 2011). ► &upervision Supervision plays 

,: ',:a vih:d rote ·} :.. _ eo job .satisfaction in tarms of the ., !r • ,,_, of lhe 

supervisor to ptO\lide -,,.., ~ .. ;:i•',l and <" , ·1~·• support and guld~nce °:' work 

refat-' taaka (Rd)bins ~t al., ~01)3J 

cned It\ Mt,1anga1 2012). Managertal lr,ep~tude is devastating tQ e-mplQySe job s~n aF,d 

engag(,m,Mt, and contnbutes signfficantly to employee burnout. Bad managers cau!e misery among 
fiUbordlnates and contribute to major losses for organisations. Improved o;ganlzatlonal efflclency Is 
attainable by idtmtifying and adaptlng managerial strengths and dysfunctional dispositions that influence 

employee Job satisfaction and engagement (Leary et al,, 2013). DysfunCltional leadership behaviours are 
not a!Ytaya overt and active {e.g., shouting and direct confron~tion). but oon ilso be passive. covert. and 
Indirect (e.g., pfocrastlnation, not meeting deadlines and nonspedftc dlrect1Ves). Pasaively destructive 
leadership can be exemplified by bOffi passtve avoidance and passive aggression. Passive avciidance can 

be characterised by aloofness, insensffivityj and detachment; whlle i:,asslve aggr-ession can oe 
.::haraclerlzed by tardiness, procrastination, and ranure to set expectations {Leary et al., 2013). Job 
n.tlsfa~n im;;Mases When one's immediate supervisor is friendly, understanding, risteni.; to employass' 

views, offers compliment for QC>Od pertorrnance and shciws keen r:iersonal im.erest in them. Employees 

prefer ajcb 

,, Chat ia mentaJly ,,_.,1 .,, ·,'.!'sd ,,..· In that it ~,,·;~-,.-:~ them. wtah opportunities to use their 

skllls. ··•,?"'1.3.it..., and abilities at1d offets l ;•:i,i-~~· :\f-: of t:.sks:, f.readoM and 

feedback on how weH they .are doing (Robbins, 1993, 

••-- _ •• I tt 11 • ,..,,.,., ••• I J...t•• ·n ••- • •• •••• • ,., ·• 1- 41 1-<1- • - 1,.••• t t __ .,. ........ , . .. 

tited In Lumley et al. 2011). Employees may have high lev-els of job satisfaction if their lrnmed~te 
$upervisors are understanding, supportNe and c:ooparatlve, provid~ constn..ictive feedback and nave good 
eommunicalion sl<llls. A.bad retationshlp between an ernpl0yee and a supervisor resutts in dissatisfaction 
with work (Mhlanga, 2012). 2.5.1.3 Jab Satlsfadlon snd th~ Quality -Di Work Life 

It 

,;-,:;,ie-r-,,'~i",i 11~urce ln tho ..., µn, r:i-;:.,~lt,,• K Uley 9111 ~~p~ M.'!it-k. lUpnnsibla U 

.~·~~ ~i- :r.,,;,aklng vs.luab!e wnvlbuliC!1 a:id t~ ii,U,ula be treatHd WJtn 
,~,,!•~~.:.11J:r.,~ ,·-):,, • ll.WL i- - 1:' ,: 1-.·~ mwage pa.ymantJ working h: !l!'e~r 

>- ,t'r,i _: ., ~~1lttt, hGM-ds lnu=, finand11\ ~d nor..filn3'1lr::la, ~nefff!it a.ng 

{Vasita & Pr'aJapatl 20, 4)~ Ths 

fi1s:JlfF:mrmi rl'¼ll:lri~ilal~Ll'lml 18140 
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• r, rm•ori. nar...-, cm a.r.d ng,,i.r aoll'ff'lRJn to emploYe--~ • •~ .-:1 ~~~ • 1 , ,., ~ 

,., • :> •i..: ..:: orfi n, ~" lie e:t: , y '\: '"c'Mctua1 

as well as the organisatkln. Thus, quantv of VJOrk 1tts st,mulates the employee job satisfaction and Is vital 
for enhancing operational and organisational productivity. 

productive. 

employee turnover. High QWL is also critical tor organisations- to continuously attract and retain best 

employees (Vasita. & Prajapatl 2014). A job is an essential 

~.:,T(j .¢,me-'.1t ~f i!f.e-, w1'ore . 1,:1,•~ ~ - •f radon affect comn11~nity. Work ilfe R!­

or~a '.Jf t.~e .:r · ,., ~rlti of a¥.Dr awr\fdey flfa 1111.k,~ - :•.,\ , 3 -i~"i} \ -.~ a grffBt dea4 0f 

~•"GU&t.·a ~! ~· , ~.r 1 _ .,., it r , ~,,,, wftl'i hlclher work 

t R&l'lman et al. 2013 ). 2.5. 1 .4 Job Satisfaction and Person-Orgariisation fit (.POF) The notion of Person­
Organisation Fit (POF) de~ls with the l"es~mblance or congruence betwHn the employee's own personal 

\lalues. and the values of the organisation, accordlng to the employee's perception. Person-Organisation 

1"fit t as a slgnlffcant .ff on JO!) utisflil!ficm. 

Job satisfaction is powerfully motivated by employees' valu£1tiori of the job am,t assignments they perform, 

which are the important components of Person-Joh fit. Most researchers over the years have concluded 

that Person-Org~nisation fit.arid Person-Job flt should correlate to evaluate job satisfaction since both 

variables have strong impact on 

:Jt,LI 11~isfacti0n i'lndJob performanci? t'-~., .. ,·,r,~:.i ;,::-,.1<-111•1 ~·"'~.~ ·:. Wt\lle the 

~, 1~·=· ·,:: _ ~ barwssn job satisfaction rm ~rformahce I ahla CNSltiVfl; Persnn­

'-•":t~l"·~'•1;-::, flt Is , 1' J 1:;.,,, ,, snt111c:edent of perform■~. Jao p,iriorman«: ht 

■mpl0)9U 

is crmcal In dete(rnltllng an organisation performance. Logic dictates that lhe better an emplcyee-is suited 

to 

11 his jol:J, th 11155 T!l ,-& ... ail:"!~; l\e Wlll hnvi to do (Robertu & Robin • '2004, 

• • •• -IJ.•I '•i-J• "•l l•H "t• •••t-.. u .... ••--•• • - II •• • ••••••••••"•, ... _,.,,. •• --

cited in (Farooqul & Nagendra 2014), Farooqui & Nagendrn (2014) further at.gtJe that 

ii ltnl/F JTum rt'/4200rlgndlt'j%20Repcrl.trtml 
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ensure meaningful 

• wnrt,Sng r.i>nnecuon • 9fween emplr:,y~n~ o~ etnplayee . •mp oye~ 11 

pklyer:$, and •111 .;,,.!'!iii ,,!,. 1,1.,1c::: cf um•n rff UJ'Cle$ 

Suoh an understanding should ~ISO il'lforM the otganlsatlon's _policies on selection, recruitment, 

•• - ~ _ • -••'-••• •hit ..,,,ll!•tt 1- • l •I --1-- •I ,, .. - u •• ••••t- •-•t••!•••I• • 

- •di: loptn&nt, motivation o1na acmp nHtlon or ,uman f1!Scturccs. Hum11n 

an. :J.J ::,7,;f;;- -'-~~1: - ·o_1.:·,.~ _,., ttlr most lmportan ... ;~.;,,;, .:· of the argan&&atlnns. 

··•~ ,• r,.....,~!1., ~ .:•'-' -: humtln& at !Strategic l~. - ,-. ' ,, ., ~ ' com~ ~ce. 'To _Jt:,;i. : 

be51 1~ - :;,..,,,,:·; , 1' aut of hum•n rmour it ls il:.; ! to gl mtha :b--.-:1:-.., ,_., ... ,:_ 

ttatis ties• sullic,d lo t:halr ,~r/:,, ~ 1:·,:i:,i. e,r,• .. afforts 

(Far-ocqui & Nagendra 20~ 4}. 2.6. Orgsnisaifonal Commltmeni 2.6.1. Introduction The 

' 11~r :: 1 ,~1 

"", ·,1;,1-,c J 

{Brown et al., 2011). 2,6.2. Antecedents of organisational Commitment There are many factors.that are 

said 1o have an influence on orgsnisatlonal CQmm1fment, bul tor- the purposes of this study, ~ deal with a 

few: ~ Job characteristics Job characteristics variables cover broad measures of Job scope, challenge, or 

motiv~ting po~ntial to definite measures like feedback, task identity, autonomy and reaponsibirrty (Griffin 
and Bateman, 1986, cited in Paul, 2004). Hackman and Oldham's (1976) job features mod91 maintains 

that enr1dlBd Jobs ara highly likely to yield higher levels Qf organisational commitment {Paul, 2004). 

Autonomy refers to the extent of latilude an employee can exercise on the job. There is a low positive 

rel?tionship between autonomy anq organi5ational-commitment ($till, 19831 dled in Paul, 2004). 

Procedural fairness, 

m~l!ff)-6 ~it\ .. ;·· '~ .. -/,•; ~~-el~? t~::--~s-"'~r ~~H- r r :J~·:·cit{,l1 ~ ·~.! ~.! '.:, 1n -: I~~:·,.~~-~ ·:;<_,:f:~ where 

;;eoj'k° ~ ~t!t-:! ·,~~rr and demamiin9; $.;.t.•-: ·~1 j,•~·;.~ ~,1•111,s~);r1~\:;-:· -~;i~ ) t•~9 te-!:J. tM~! hign 

(Rehman et al.. 2013)., Grvup Leader Relations .According to Bruning & Snyder (1983), cited in Paul 

(2004), if a supervisor provides more timely and aoouratefypes of communication ~he work environmer,L is 

enhanced and thls is likely to boost employees' organisational commitment. Further, Gaertner and Nollen, 
(1989) cited In Paul (2004), ~ssert that the degree of emplDyee commitment to organisational goal& and 

values r;an be slgnlflca."\tly influenced by group leader relations . They alsQ argue that the more 

ftlf!!i//F:/Ti.mtln¾200rl~rdl~hlml 20/40 
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partfoipa~ive and flexibl& msnagement styles can positively and st'ongl)' enhance organisational 
commitment; and 1h~t these ~lyltis tend to decrease the levels of stress amonQ employees. • PromotioM 
Satisfaction, promotklns, and organisatiOJ"lal ide11tification are the strongest forecasters of organisational 
oommitment. Therefore, providing structured progression, developm.ef't and Job sec~1rity, ~nd meeting 
uncertainty avoidance needs of employee& become crucial. Therafor&, o~anlsatlons may r~xamlne 
their pollcies related fr) &ill'lanclng c:ommltment by embarking on stralegles sum as rapid promotions, 

p.artk;lpatlve work C1Jlt1.1rei pensiori plaris, etc., for Improving- employee organizational commitment (N~ar. 
2012), According to J..dams1 (1965) Equity Theoryj cited It, Suma end Lesha, (2013), rt Is more lil<tily 1hat 

when employees regard an organisatiQn t~ be unsupporiiv" and w"lfalr- In thelrtreatmMt, tnainty with 
regafd to the accessibility and regularity of prcmotion~I Qpi,ortunities, "\heir orgal'!tsational commitment will 
not be high. According 1o Suma & Lesha, (2013), the lack of satisfactiem with promoUon, and tt,e strong 
posrJve relationship b&tween promotion and organisatiol'!al tamm1tment, means that improving this aspect 
would lead to an enhancement of organizational commitment. ; Role Characteristics- MO'\¥day et al. (1982), 

cited in Paul (2004) ?roposed role cl'larilcteristics as made up of role conflict. role ambiguity and role 
overload; and argue that rol&characterisUcs result from employees' peroeptions-of the work environment 

and have an irif11.1ence on affecitl/e responses: and that employees who report higher levels of role strrun 
1end to report lower livels of organisailonal con'ltnllrr'\Mt. 2...7. Job Satisfadlon and Organisational 
Commitment Most scholars have come to a COl"\sensv.s on the exister'lce of a strong positiva telalJonship 

betweM Job satisfei:iticn and organlsatlonal commitment, as weO as betwee11 organisational commltment 
and other dsslrable work 0uteomes such as performance .and adaptablllty. Satisfi&d employees gener.ally 
tend to be loyal to an orgi;!lli~tlon, and employees who are committed ami satisfied are mere likely to stay 
With an orgaolsatton, attend work, arriv~ atwotk on time, give good perfonnance and eflg.age in 
behaviours supportive. to the organisation (Aamodt 2007, cited In Lymley et al, 2011 ), 

-t ;,, .,J-3" 

wllh Its ~mployees. The analysis of the contributory factors to employee attitudes .suggests 

{Brown et al., 2011 ). High job 511{lsfaf;tlon eonbibuli!s coMldetably-iowards an l11Cf(!a~ Ir\ org~il:atlonal 

commitment (Nagar 2012). 

--orgai,lsatlonal t;Qmmitment 1$ most probably affected by factors such as type 

.and variei.y er work, the .au~nomy Jnvo1¥ed fn the fob, the level of 
responslbiUty ii$st'Cia1ea-Wlth toe JClb, the qv~lltY of the aoclal re~~mshlF,1 ~t 

work, rf!~Jards and remuna!"Btion, and tha opportuntt!n rt,f promotion and 

career advan~ment In tha comp.any (,i~iggio 2009, ·I•!.·-' fli 

Lumley et aJ. 2011). Th& teachers' .satisfaction \-Vitti their jobs nn,y ha~ ootical lmpficetions for their 
amoUonal attachment to lhe ol'gan~tJor,. such attachment ar organisational commitment Is Indispensable 

1i ltf//i,: 1Ttrriti n%200riglrsllty"~l'llrnl 21/40 
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for attractfng and retaining suital:lly qualified parsonnal as wrnover costs to organisations can be very high 

(Na~ar 2012). OrganJsational commitment is less determined by daily events compared tD Job satiBfadlan. 
It develops consistently and slowly over time, and therefore ls undersk,¢d Le;> be a more complex ~ni;l 

enduring construct (Mowday et al., 1979, cited In-Suma.and Lesha1 2013).. Moreover. organisationE1I 

commitm~t at'ld Job satisfaction do not necessarily happen .simultaneously: an employee may dfsplay 

high levels of job sa1isra.ction without feellng a sense of affection to, or obligation to stay in lhe 

organisation. Lrkew!Se. a highly cornniltted employee may exhibit low levels of job satisfaction {McPhee & 

Towns-end, 1992, clted In Sum11, ~<;t ~a 2013}. 2 .8. Job Satisfaction and Organlsa1icllal ProductJvlty It 

is \/Ital for adminl!l1rators and managers 

• • 

:an c,rganisaaohs to rrn::« ri. a work environment that ;., "-: ,·;~:.~-; r. higher :;~·1.~l. 

employae satisfaction. T/.: ·::: ~,..-1 "·.:: this la •~~ ·.t employee satiaf-a::tlon ha• 

stimulus -:·•!" -:··•:.r~• l-~-i; on Iha .:-;.~•Jr..;! .~ ·e and ··:Ji::h·.· of emt,foyees, 

inereas.es productivity and also improves the quality of output.a (Surujlsl & Singh, 2003, cited in Mafini & 

Pooe., qo13). on the o'v'erall, Job satisf~ctian has a positive impact on 
•. ,., __ _ ____ _ _ _ _ __ ; ..,.__ ......_ ,; , • • ill• t , -. I •I 

.1organlaationat p rformanu ln .\r.~ public organia tlian. When emplayee 

organl&iJtlonal performance 

lr'I contrast, organisational performance dlm1n,shes when ernph,yees are dis~tisfied. Satisfied emplr,,yee~ 

are indiried 

··,to percelw that the organisation will be rnore ~1.9.fylng In th~ lf)rtg r~m, tl'iey 
1 ',( ~ ;;,c1-r,w~ ibout the quality of their work and ·:,;, ~.J ,,· .... i. more committed to lh 

arganintian, ~· ... • ,,. ,~ , . 11 demonstratlora of or;anisatJanal c;itizttnshlp 

b•havlours. 

They aJso 

JhiDVe higher retention ratas and re mare productive l'v1il1
1
~,

11~ ::'~% ·~ , _ ~~ 

Whon emp,~yees ara dlssat111if1ed !ll~il their;:;.~;? :t•c: · 111 •• -~-' 1100 ,.,,. -:!,,~';i h-eatth 

;..:..·~·!' ,t-, 1rtecrted (faragl',itr, eUII & Coop11r, .2005, 

cited in Maf!ni & F'ooe, 2(}13). As a result. organisational µerfarmance. will also decline as mor& produotion 

time will 'oe lost sinoe dissatisfied employees tend to -taJce mare leave {Judge, Plccolo, Podsakoff, Shaw & 

Rich, 2010; Shields, 2006, cited in Manni & Poo~1 2013); 

;-thsrefcrre, Ir ~-1 •r:•·,:-1-::h; Atsps are w\.~£\!1~6'!' to improve employee .aatisbctlon, 

overall succus of tt,c organlsallon ta 3,.,.,}~1 .J\•Pi<i and the rnusta ~ be .:-~h, -·,r: 

through h11pp1aremployees 1, •:. ,+ ·'J .. ,-1 wo,ktorr» productivity 

lil&:if/F:/Tumlin%200tigi~icy%20Repcri.hvn) 
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)Thlt at~ ., -"! ;, - tna importance of people 1n ~,, , ~1- -:.ir-, !,! ••nee peopl• 

sra the,..=.:.- ,, o - '.' ~,:; ;,,r.;•~·q,. orvanlsatJonal performance 
..... ,,._,, .. , ..... ----·.,;;, ,.•.-,-...--- - - --- ----- ____ . . ____ _._ •lo••··· _, ... 

(Mafini & Poae, 2013). 2.9. Advantages o1 Organisational Commilment A highly commitle-d employee Is 
incllned to identify v.1ith the values and the goals- of the wgantsa11an, has a strong wllllngness to belong to 
the organisation. 1~ prepared to demonstrate high levels of organisational clttte-nshtp behaviour, I.e. a 
prepsredriass to go beyond and over their specified and required job-duties (Luxmi & Yadav 2011 ). Wor1C 
units comprising of employees th~t. on average, report higher levels of organisational commitment 
perform better in tenns of performance quantity and Quality (C<.>nway & Briner 2012) Organisational 
commitment is generally associated with diminishing abandonment tel"ldencies, which inck.lde late-coming 
and turnover. Furt.h~rrnore, an employee wno is ocmniitted' to hls/h&r 

::Qrganlsa'don may bit. ~re JYt'·-;- "!:'"'."'~ ·to part!cip~.:e 1n 'extra-role' s,ctivffi-,5, 

~ng i, \ ,--:'. •i11L-:. or ,~;-••t.1 ' •< Wt"1lch ,f,'an gbarantse an organiSation's 

~petittver.ess 

{Lumley et al. 2011) Organizational commitment ls vital for .attracting and retaintng weu qualtned 
employee:;. as only B&tisfied and committed ampioy&es w'ill ba keen to continue their raietionshlp with the 
organization and m~ke signlilcant effort towards attaining its goats (Nagar 2012). Teachers who- are highly 

committed are self-motw.ated and truthful in whatever they involve themselves ir, {Nager 2012). 

putting effort on II (Meyer et al., 1993 cited in Negar 2012). Furthermore, 

are not affe.cttvely comm1ttoa. 

Organisational Citizer,shlp Behaviours a,~ t'lighly tteasurad \Val'l<plaoe behaviours dilbited or r:iertormed 

• • I •••• .,.. • -••-1--+ -- +-••--•• - •I•! -1••••1 tt •'-• )'.,_._,._. •••• .,-11 •••••,.•• I 1·1-• 

by an employee that is optionul, not dlr.actlY or claerly ,-;:r " :al\';, ! by QCQP,: of 

JDb '' °c:,.,1.~ !pt1 ~, i,- , or oftldal remuneration ~ ."'• ,g~1r-~ ,t and In total promo&e Iha 

organisation. It is tne behaviour 

7dernanstra_. by the emptayees. whan their~):_ -~--•/:.:.:::,j-of formal 

rewards tor their task 11 leu 

lile:///PJT11r1i1in%2.l'JOriglrsalily%Z]Rspat,himl 23/40 
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(Meyer et al., 1993), c:lted In (MOhi:imed & Anisa 2012). Organ (1900) . cited irt (Mohamed &Aiit~ 201i. p. 

&) 

behaviours beyond the minimum required 

a.re alway~ wflllng to help others workir'l{j with th&1'f'I; 28 • Chlle virtue suggests that employees etrudently 
taKe part in the ix,lltical life of the organization: • Spo~ma.nship suggests trlat empJoyaes (io not crn1e1ze 
but nave CQristructlve and positive attitudes~ :1nd , Courtesy denotes that the employees value. thelr cc­
warkers and treat t~em wl~h admiration, respect and esteem. 2.10. Cof1clusion This ohapterideall with the 

different theorettc:a1 ap;,roac::t,es ti;, t:h~ ooncepts of job satisfaction and argaTiisauonal commitment as well 
os the review of relevaflt literature by various scholars l)ertaining \o raclort that impad on employees' 

i Job satisfaction, :1 -_ , 1 11 , , _ ·· , and orgimisationa! .commitment. The i,:,- -wa~ • 

suah factors on ttie teachetti' attnudes towards their jobs and the resultant impacl an the rwerall quality of 
education. The next chapter d~lij with tM researeh methoe!0logy that was emi:,loyecl In the .study. 
CHAPTER THREE RESEARCH DESIG,\I AND METHODOLOGY S.1 lntrQductron The previous.chapter 

deaJl with the cfrfferent theoretical apf!!roacihes to the concei,ls or 

related literature regarding factors tha~ impact Qn emplt>yee jotl satisfa.dion, produt:tMty and 

organizational commitment. This- chapter deals wilh methodology and rese~rch dss1gn employad tn th~ 
study. It focusses. on the paradigmatic po5ltioning of thei research study and sampling methoc1s that were 
cho&en to gene~t;e data For trta study. The Chapter finally examines- lhe ethk:al Issues, validity, reliability, 
trustwQrlhlness and limitatjor,s Qr lhs study. 3.2 The Alm and Objectives of the Study The a im of the study 
wss to enalyticallt evaluate teac:tters' peroeptjons ""d ~ttiuu;ies towards their jol'>s. In shor1 tne study­

~ought to deal with the folk;,wing questions: 1. Does the tack of jQb satlsf~(llii;>r,T loyalfy ai,d 0rgari~tiom1.I 
commitment affect the productivity and Job performance of teachers In South Afr1ca? 2. What could be the 
contrlbU~ng factor$ j¢ th& perceived lack of job satisfaction, .and w:gar,isational commitm.ent among 
te.echers in South Africa? 3. \Nhat inpuf o-an diffetent role-players make ta improve 

toprw oovered, the researcher decided mnflne. to the study kl tt,e following aspects; the natura of the Job, 
supervision, resourcesj tamuneratlan Bnci opportunities for development arid promotion. -3.3 Methodology 

This study emplO-yad a qualttativ-e reseatch method. The researcher chose the qualitative approach 
~(;aUsa oflts open and in\lQIV&d nature. Qualitative research provides tha ftexibllity to e:cplore and tie~I 

1'1l!!.1IJPJiumitin%200rlgl"IBllt,J~I 24'40 
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with ul'ltcnown nuances of the matter being studied. It is not restrlcted by tlgld notion~ about the topic betng 
interrogE1tei;i (Fltck, st al., 2004). In dis\il'lguiAhing between qualitative an~ quar,\itative researcn, Cre&WeU 
(201.2} asserts that quantitative rese~rch is. the best approac:h if a research problem needs quantlflable 
variables. weighing the effect of these variables on the findings-or 1ttt1e findings need to- be eppUed to s 
large population. Quantitative researrih refies on a rE1ndomly .selected sample to examine a speclfle 
variable using stati.llUcs a1,d numbers. Data cotleetlon Is done with conttollell lnsttuments. It ~lms to l)e 

obJsct~ve Jn 1esting a specific hypothesis. This elimina1e$ rOQm for any r~r<;t,er btas, Statlstlcal analysis 

is used to present resvlt.s. mean d~ta, oorr~lalir;ms and other statistically s1gnmcant result& {Selcaran & 
Bougie-, 2009}. Ouamative rasear~h, on die other haod, is best suited when a research problem requires. 
thst 1he researcher learns and understands the views of individuals or acquire comprehenslve data about 
a few people or r~rch site (Creswell, 2012). Qualitetlve research seeks. to make sense of- important 
details within .a sociaJ context, by ;:iroviding detailed descriptions-. Qualltattve res&areh allows for the 
understandit'1Q of any pnenornenon through the &_yes of tne respoMeot (du Plooy-Ci!Rers, Davis & 

Bezuldenhoul. 2014), Thovgh reliant on a smaller sample. qualitative research is 1nvo1V&d and-open in I~ 
approacn. The ftnalngs of qualitative research are hlghly descrlpl:IVe and succinct. Qualitative research, by 
its nalute, provides the latitlJ.de to deal With and explore un1<nown nuances of the M~r being studied, It 
ts not resvio\~ by predetermined concepts abovt the subject being researched (FWck, st al., 2004, cited in 
Seaaat-Moola, iOM ), Qualitative research can capture qualhiee that trigger subjecfive experiences, and, 

the repercussions of lhsse quaDtiss-. Tf'\erBfore, the researcher's objective, is to select a meti'loa sultat>ls 
to gatherln9 rich and deep dats (du Plooy..Cllfiers, et al., 2014). QuailtaUVe research is 

_a f~m, oi' "inn,,., c-ti 

·s~ f1@ - !.IU! urn& 

(Creswell,2O09, p. i45, 176 , 

t,11 r rch41r lntVfl)t 

'-'™ -~tlt. I 

~T11b1e J. t . rno erence ~tw1111n :'l! !~Nas~:1:0 nna Qualltauva · ~uei ..... ,:~v1! 

;~?.:1~:~~~ Qu n 1tat VQ :q;--r-r,1~1\":, ~ .... ; empha&I •:,; " understanding !\ 1-j 

emplfast.s. o on testing ano verlflcatlon 1-·~ fcc:uis _.,_ on umJerstanding fro t :1.~ 

resooi,dantB pcln o 1/lJlW - ti?' oaJB 1~ '" facts end /or ressens ~Cll:ial 

~•en~ r: -i:1•~)1 -. - · ,_B_';. :- ·.~ ntt r'JlUoh1tl 11ppr1.Tacn ' j'tJ~ 1,,91cal aina ~ tleat 

1 ppm~, t:&ervau~n& ana "'ft& u111mnnm , .-'.!' "!, in ,,a1url!! w, it, s =:ia. ·: % ;, 

t'Ont If~ measurement •,1;!1• ubj~tive 'in&lderv1ew ,.and 1,,~ ...... ta aa ~...= ­

ObJOCtjv6 o, tsuier v~w· ~ ,,, djstznt from data Explor'ilt1ve lentati 

H)'pctflatil:41-dedudive; Ir,-:- "oeu£ ion r,ypott1eeJs tasting 1 : ~ ~If-.;•~.~ 

1;' reeult orlantarl Mollatfc parsp~lve- .'.., •~•:1•ti .~• . .and ,,e;;r;:~.1..,·r:~~l;u ue.narc1Ji2Dth:.'l 

►r.- :u c, mpafla;on af, · 1;1 , ,.r~ ~ and l' ~~--1'?.'i' ;r: .. of •1Jdi1;l~• , arrranism. 

~aneraliz:1tion by poputi11tion membcar&hifl. Sourc6:' ,;,_tb;· ~~ 'Tom Qh , uri 

Gronhaug1 002~1 :,. 

4 Sampling anr,t Sample Size According ta du Plooy-CIUiers, et al., (2014) A sample is a secti¢n Qf a 

population that is regarded to be representative of a partlct.Jlar poputation, ltl quant/w1ive research, a 
sample Is t'elled upori tt> genetallse particular features of ~r, entire ~opvlatlon by examining those a13acmc 

features in SI representative sub-group of that population (Sekaran & Bougle1 2009), R~archer.s rely on 
sampling since It ls Impractical to study an entite population i.e. beside that It is costly and time 
consumingi analysing an entire population could lead to human error a.nd exhaustion when assembling 

fll&:///FiTUrnlttn%200riOralify%~tm\l 
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~nd anatystn1;1 data (Sekaran & Bougie, 2009}, Probability and non-probability s~uTip.~ng are tne two most 
freq1,1er,tly us&d types of sampling, ~obabi!ily .sumplirtg anal.Ire~ 

•. , ht ~ •.-1 in the f)l.)..pu~10J1 hQ an equal chance M t:otng ? 1 ior 

th Stm~t , ,' i tn 

nonprobability designs there Is no prob11blfrty of being selected th~ It; atta.Che;;f to the etemenls at \he 
population {Sekaran & Bougie, 2009), R-obabllty sampllng is most preferred where the researen require~ 

a $i!!llple that Is randomly .selected, is m,t daterrnlned by the researcher, fits within the common featur~ 
at tJ,e stvdy 30 and leads fo results that can be gerreraflsed DVl!T the total populatiM (du-Plooy-Cilflms, el 
al., 2014). Probabiµty sampling is appropriate far e quantitative study .and not for .a qualltetive .study 
(5ekaran & Bcugie, 2009). Nonprobabllity samplTng ~ further dlVlded Into two broad categories, namely, 
oonvenkmoe -&arnPIIMg am:i purposive ~piing. O;mv.eruen~ sa..rnp1ing enralls lhe collecliQn Qf d(llJ;l from 
sample of !he population tnat Is. readitV available to prcivtde it. PIJrposive i8mp11ng, by a,ntra:st, targets 
specific~$ of Individuals who can proVide 1fie required information, either for the reason that they are 

the only ones who have~ or thflt ttwy conform to specmc tttt&rla determined by thEt res&ard\er (5ek.atal'I 
& Bougie, 2009). This mudy useg p_urpos1ve sampflng approach where six secondary schools ware 
sela~d in llttmbe Oi&bict af the KwaZulu-Natal Departn,ent of EduraUon. llembe District setviaes 

predominanUy rural ~oola witn a few urban and semi-urban sdiools. Acc.ording tc Creswell (2012), In 
puri,osiva aamp~ng the researcher putpos~ly chooses petiple ant.1 sites to 1.md$l'titt¾M tne central 

phenomenon. Ther'II were three key units of analysis for this stm:IY1 riamelyJ scnool prlncipcds, HODs and 
pQst.i$vel 1 ~ducator.s. These were turtt,er ctaaslfisa accordlng to the sodal backgrounas- f.)f the respective 
s~hools. Two teoondary schools were .s21mpled from tha urban, quintil& three schools. The second flair-of 
sc:hools was selected from the semi-rural, quintile twa schools. Tfte third pair was selected frum the n.iral, 
quintla one schools. "This was. to e1\~re that r&sponses would be a fair re-tlectlol'l of teachl!lr~ IIVM 
experfen~ from dlfferen1 -economic;: and social backgrounds. ln total sbc ~nncipals, favr HODs a~ six: 

post leval 1 educatars particlpatad In the study. The reason for fewer HODs Ts 1hat ths-~mpled qulntila 
en~ sohMls were. low enrolment schor:ils. that did not q1Jallfy for an HOD. A similar or,e-<in-one interview 
schedule-was used forthe princir;,als. the HOO'sanci post level 1 eduwtors.alike. Respondents were 
expaqted to filSPOl"c.i t,t~ on thelr ltved aJi:J')eritlncst and their .specific job-descriptions. Tallltt 3.2: 
Oemographic lnformadon of resPQm;fon~ Respondent'~ oode Pc)sitlon Gender Teath1ng experie~ 

SCnool's quintile ranking -& locat1on R 1 Principal Male 11 yeprs Qvint1~ 3, 1,1rb~n R 2 Pr1neipal Female T3 
Quintlle 3, urban R 3 HOD Male 09 QUlntlle l, urban R 4 HOD f' emale 15 Qutntil& 3, urban R .s Post fe'iel 
1 Female 06 Q~ntlt& 3, urban R 6 Post level 1 Female 07 Ouintile 3, urban R 7 flrindpa.l Ma.19 12 Quintile 
2, semi-urban R 8 Prin~pal Mele 14 Qwntill;! 2, ~mi•u~an R.9 HOD MAie 15 Q1.1in(lle 2. serr,t..~rtnm R ,o 
HOD Female 20 Quintile 2, ~mi-urban R 11 Post level 1 Female 13 01.1intlle 2, ssmi-urban R 12 Post le-val 
f Male 1 0 Quintile 2, semi-urban R 13 Principal Female 14 Qulntlle 1, rural R 14 Principal Male 17 Quintile 
1. rural R 15 P-OSt lav&I 1 Female 11 Ouintikl 1, rural R 16 Past level 1 Male 06 Quintile 1, ri,rsl Saurce-: 
conslructed by lne researcher3 .S Data COlletti6fl PrOC$ss One-on-one lnterv~ws (Appendix A, p 66) 

wsre oondut:t&d With all partlc1p~nts. Interviews Eire a iwo-W'B.y ,;:oJMJrsalion ln whic:;h q1,1estions sra- askea 
for the purpose of gaihf!rlng infarmatlon about the ideas, baU~fs, c,p1nions. views aria the beha\liour ef the 
respondent {Maree, 2012). Interviews allow for flexibility in the data gathering process (Cchen et al .. 
~0,1 ). Open-el'ldell Interviews lake the fom, of the discussion between the interviewer and the Jnrsrvlawee 
(Maree, 2012). This methot'! also allows the researcher to ask. tne respondents .same easantlaJ quMtloM 
in exactly the sE'!me order thu!J irnprovinQ the oor'nparabllity of thi! responses (Cohc:n e.1 fll-, 2011 }. All 
interviews were 
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~llows tna Interviewer to gain pertect-perspeettvas and Insights of the respondent$, (Creswell. 2009}, 'f t,$ 

1ntervie~ were-audl~ reta-rded after getting con&en1 of the rnponaents. 3.6 T ITa Pilot Stua-, 
Qul'Stionnafres can b~ very tricky lo fcm,ulate and administer. Ca.fecii\ls administraticm of the. 

qu~5Uonnaire ~ ~d -to unlt,tarpretaala data or ma_y reswt in law resvoncJent mtums. A questionnaire 
-st,.o.uld inspire peofJle tQ w,-Qperaie ru'ld also pfMuce respon.sea-thst1M researcher can u_se to canstru& 
th& results of .a study. J\ questionnaire must therefore, be clear, simple and b(!Ar (~edy .and Otmrod, 
.:2010} Piloting questions cm a few lndMauals can nelp In- testing tile in,trument of research ~n 01der to gain 
c~rity, tt fur1t\ar r.&lp, to eliminate rtl-dundanl questions arid ensu_re tha, easy ftow of the au.osequent 
Interviews (Wilkinson & Birrnlngham, 2003). The. researcner p1l0ted the interview guide with his oolleagues 
wt,o are Senior Ed11~tl1;m Speelallst& In llemoe dlttrld of tr,e KWaZUIU-Natsl Oe.panment of Education 
where he works Ths exercise proveQ to be very helpful and eya-o~flh'tg, wtlici\ rtn:.ull&d 1n sorr,e of tr,e 
qu~tions having to be n,~p.tvased and ~ome eliminated. Th, ~seu~her ensured t~at t,e onlysoticitec:i 
lnformeUon that was essential for the ~seartih project. The qu1;1:etlons wara. formulatad using terms that 
u,e respondents wt,e fa"'lllar with. lengthy and compflcated items were avoided as, they mig)'ll heve been 
tiiffiCOlt to comprehend, The reseatcher tried to pay partlcularattention to the language sna tr,e wording of 

ihe queations. The intention 'l\ra&to avo1a leadlnp, ambiguous, loaded E1nd double•ban-elleci qu&Stions. The 
interview sct1/j(!LJl8 was thorough!Y checked to ascertain tllat 1here wa~ a connection between tt11t 

researQ'l que-stlorw, th~ prbbtem statement and th& 01:>jactiVes cf the study, 3.7 validity, Reliability and 
Trt1ttw0rtl1int!S$ According to Leedy and Ormrod (.2010) lhe validity o, MIY me~~urement ir"lirilut'nent l!l th& 

d&gree in which lhl$ instrument measures What it was intended to mef,isur~. Simply put: ~lidity ii.. ~bt,vl 
wf,t;!lhat ot not the researcher measures Whal U1ey SE1t out to- measure in the first instsinc:e end the 
etkctivent)tii of the measurement. Seka ran & Bougie (2009) eon cur that valldlfy detf!rmines 1f the 
IMtttrwntmt is tNly measurlng what it intended to measure and that validity and retiabHity canoepts arc 
mo'ilt mtsn used to determlne fhe quality of the s.tudy_ To thls. ana, the researcher ensured that 1ne aims 
and objec:tives of the study were meas1,.1red agai~t \hi;? tesutts of the study. Reliability shows to whal 

degree the measurement Instrument is !'r&clsa, free torn ,:,reiudlce. ~nd wm canstantlyyleld simtlar 
Ql,llCXlmes if used by another researcher (Setcaran & Bouala, 2009). Ou-Plooy, et al., (20,4) fur1har 
t:t>ntend that tM r.oncepts of validity end reliability Eire more suitable for quantltati\le: research Where the 
objective Is to determi"e cav~I relationships arid ger'lerallse to a bigger i,opulaUon. Quatltati\le rEisearct, 

seeks w gain a il'JDrtltJQh umitirstanding-of a phenomenon, <l0ns(R1uentry the ~fl~Pt of tru~twarthlnes$ ~ 

a better measure of th~ tool LJsed for this lypt, of li'tudy (au- Plooy, et al,, .2014).1N~rthlness Is dMded 

nto the fnllowtng concepts. (du~Plocy, et al., 2014): .a) Tr.ansfaracility This refers thtt extent ta-which tha 
conclusions of a. prartlcular qualitative study C8l1 be ap"lied to athe.r .Gtuoi!'lS and presents~ measure crf 
generalisation 10 a research methM that dMs not emphasise generalisabili~ (<iu--Plooy, et al,, '2014). b) 

Credibility This Is the level of accuracy with whiel'I 1he reseatche,.- lnterpreled the ciata colle-oled. Credibility 
is enhanaea If the researcher spends a substantial amount of time with respondents t() g&t a better end 
deeper undersiandlr'lg ofthelr IIVes. This can Include 1he-use of more than one data ccl!ectlon method, 
Which is referrea to as l.nang1,11aliof\. A. good mettsl..ll'e-Of llrACllblllty Is the e>ctent to lhti1c:l't th& respondent$ 

find the researcher's data analysis lob~ r.,ellevable (du-PloQy. f;!l ~, .• 2014 ). ~, Dapend~bllity This refers ,o 
the lev~ af accuraey wlth which the data coltectJpn method, the analysfs of ~h~ data arid the conclusions 
a fe ma.anln;fulty integrated (dlJ.Pkloy1 9t al., 2014)-. In tt,is study thematic data analysi& wag used to 

ertSurn good lr'ltagratlon and ro enhance meaningiulne&s. d) ConfirmabRity This is the? extent to with the 
fil'IOlngs of the reSMroh Me corroborarsd byth& data that was collected (du~Plooy, et al., 2014), In this 
study each finding is supporte<;t by oonetete daia collecte.d from tt,e respol'ldents. Tru1tworlh1ness Is 
absolutely essenUal to guarantite a n,ea!'lingful C'lOntril:,ytion \o the t.x,dy Qf lmowfedge (du-Plooy1 et al.. 
2014). 3.8 Data Analysis Qualttaflve data .analysl~ necess1tates tha cras-smec1tion of 

11 a ,:a;pefiflc U\ , , _ ;, ; r.·~ 

data analY!IS essler {Creswell, 2009J. 
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-idea, a,~ c· -:-~-:•h KIOOfill•II} 1 19r11H~ 1 

"'l < , _lr ,r rel<? ~·t: ide3 i:: U ~el0pod 

(Froehllcn 2012). 

i"Ourin; tt,a uala.anafy'!ls st,ge. 'l!i'.:!l:t th~ 1n e •tiW!. ~t!_.1 r . .::•~•- -~:.i--,.--_,~'-" r, h~' 

WP.!f& transcr1ued prsci~I), a ~hs:, .. ~ ... f;f;." :-eo.,r<J ti and checkad.for 

(• ~ .. L-.m:.-•· by · ,e rese.arch r. Tna tror,a1:ripti0ns werll ..:L, ,:; · M: ~~, rlntes rt 

,•.rr.c~•1• :.r ~,•r! a dE..~ (:r&swell1 200Q "a resesrchef lhen Joo·wa 10, commllM 

•1i"-' i'.:',\1 oplcs M!Ja1ecf c, tt-~ ,.,....., r~. w,{t, c '... .:.~~i ev, t\L~ t •')1,'l, ..-=~.,,~•, .,-,-,.·, 11"d 

lnretp~, tnes ;-_5:,;,..!'~. Thet':'1atie~ma D'i 

was then used to inter,,ret data, which involved 

- - I 

provided . 

.:.o 

I" order to 

!.Hden ·1 i o rd•nllf\' fle •-~r .br,.; that ~mtitrg 

" n~mlu 1"0 •'i.."",Uil,:'\!.(f.~ an < .. -s,ji-n::.. h rest:0rcn r 
I~ 8 

--009), 

3.9 ehicai Consi(,iern~ions The re.quiremen~ 1o address ethiC9l issues is of paramount impQrtance In the 
process of conducting research {Creswell, 2012). Acoording to Rule and John, (2011) ethical 

considerations are based on three basic principles in research: autonomy, beneficence and non­

maleftcence. The principle of autonomy entails ensuring that 1he participants' self- determination is net In 
any way compromised by the research (RUJe & John, 2011 ). This mean& ensuring that 1he participant's 
confidentiality, privacy and enonymity Is guaranteed. Firstly, the researcher ensured that e-ttlical clearance 
to conduct research In schools run by the K\vazulu-Natal Department of Education was sought and 

granted in writing by U,e- Provincial Head of Department before the. ocmmencement of the study (Appendix 

B, p. 67). lnfonned con.sent was. obtained from all participants. Participants were informed in writing and 
verbally, ifiat they were free to participate and wlthdraw from ·the study at any point if they wanted 10 

without being s1.1bjer;ted 1o any pi,mitive measures. Confidentiality was asst.1red by protecting the identities 

of participants. Pseudonyms were t.1sed in the presentation 35 of data from the participants. The safe 
keeping and lnclneraUon of the audio material after a fhte-year period further guaranteed participants' 

confldentiality. The prim:iiple of benefioenoe entails ensuring that feedback is provld9d to lrit.erested parti~ 

(RUie &John, 2011 ). Participants were informed of the value of the study and 11$ potent~! in developing 

insight intq 
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potentlaJ value of the .study in tha formulatton of edue&tional policies was also discussed with the 
par11cl~nts_ 1n adctlUe>n, a-commitment was made to make the final C(lpy of tne atudy available to th& 
par1l~i►.mnts on request. Trie principle af non-maleficence in ethic:a1 considerations is ab®t ensuring that 
no harm is infll~ during a~ -pl'lasas of tti& research i:iroc8SS (Rule & John 2011 ). The researcner 
addrossed this Principle by en~urinQ that l'\Cffle of th& questions or al'ly feali.lre of the study hact trie 
-potential of musing -any harm or injury to any of t~e par\1c:lpants Qr any olhet irn;Jivk;i1,aal t,i1,1r1ng snd after 
the study. The researcher aloo ensured that all tne Interviews were not conducted during teaching time 
and thet they took plaea at neutrnl ven11es away from the s~hools. This was to avpid interfering with the 
.sthc,c,ts· a.cadem1c pm_grarnmes. Thlt W11S also to ensure that the researcher's positlan as SubJec:t Advisor 
in the Department is dearly dlstingl)i~able Fram his rt>le as ,ese-art:har In thla lr'lsta.tltei a:s Wallace .md 

St,eldan (2015), argue -lhat no researdl is wnducted iii a vacuum as there are a whole t,ost of power 

retationst,ip i~sues when aonducting a study in organisatio~ Such aan relate to hierarchical roles and 
e>epec;tatlons by partl¢1pants. It «n.lBt tie saic:l inougl'I that this made Ifie task even more r:ilffietilt and 

tiresome as the renarc:her nad tcr l'ind times and venue$ that were wnven,snt to the respondents. J 

methodology as wall as- tne rc1tionate for the rnet.l,Qr;ioloijy raliad upon, TM Btudy used ~ qualitaave 
approach as it was the most appropriate for this-type Qf research. Purposrve samp~ng was Used to 1arget 
individual teachers o.oeup-~ing differant poeitions iti U,e system. The sampled indMduals also came from 

sct,oQJs lhai differ In terms of sooio-ecoMmic backgrounds as well a& personnel and lsanier numbers. 
The semi-stnJr;b)re'1 Interviews were. oonducted, probing partioipants on their views regarding different 

aspects of thek jobs. The chapter also de$ctib$d how the opinions of 36 estaollshed scholars ~re 

appHed 1o Justify tt,s research methods employed in ihe sf udy lQ eost.1re that t1~la c:o.llecled as well .a~ the 
oonc!Ltsions dedt.reed were thsoratlcal!y-sound, relevant. trustwDrthy, valid and reliable. The n&xt aiapt~ 
deals with the presentation and dlsqusslon cJf the findings. CH~ FOUR. PRESENTATION AND 
DISCUSSION ~F THE FlNDINGS 4.1 Introduction The previaus chapter dealt ~ith research de.sign and 
methodology employed 111 the study, It foruss...<>d on lhe paradlg1nat.lc pos1tiMing Qf the research stvdv and 
sampling methods that were chosen ta generata data for the, study. Th~ chapter atsc examined the ethlcal 

issues. ~ustwol'thiness, validity, rellebility anti Rmimtions of the study. In this eh~oter, the researcher 
pr838nts and discusses the fitidlr1gs af the stLH~y. The chapter aJso outlines the llmttatlons ~f the swi:iy. 4.2 
Demographic lnformatiol'J The lntel'vlews were QOndlJctad with , 6 tespoodtu'lts tomptiE,,ing Qt $~hoo1 

principals, heads of department arid l')Os(-level , e~vca:tors. Male ~m,t female responder,~ were 
represented in all the three teacher 5)0St categorles. lhe respondents-~re ~tected using purPQfiive 
~am piing to ensure -that. M Uia wht>la, they repr~nt schools from ~ifferent sodo-&eonomtc backgrounds. 
Responds~ also- represented schools of different staff and enrolment sizes. Sohools ran9ed from a. small 
thra&-teacher schQQI In a iarge achool with twenty-eight t&ac:hers. Ths smallest sohool only ha(i a prinolpal 
and two post-level 1 ed1.1cators, w+,lle the bjggesl had a prinoipid. a ~epl)ly ptlncl?QI. fQur heads of 
depanment (HOD5) and twenty-t.w pr,st-leveJ 1 educators, -4.$ Themes ~nd. sub-1ham8$ af the study The 
TolloWlng theme and Silb-themes a merged fn~m the lnteNlaws conducted (aee tabla 4.1 below): Tabla 4. 1: 
Themi,$ ai\d sub-themes in the study Theme 1 What ane likes. about their job Theme 2 Job challenges 
Sub-theme 2. ~ Th~ naturs of the Job &lb-theme 2.2 Resources Sub-theme 2.3 ParentaJ ltw0Jve1t1Mt -at1d 
,support Theme 3 The ~pe ~nc;i demanr,i$ of lhe j()I) Themr;, 4 Factors affectlng jQb ~i~~r.mon 

... 
ii1e:./J/P-/TL1Tiun¼200rlgl11ill~Rep:ri.hffl'II 
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Tlfe tallure to effect pr;>~itiv& change Thsme 5 Reason~ for 00nsidenng quitting Theme 6 Relationship with 
immediat.s supeMsQr Theme 7 Work ~l;¼mand~ skills and &pa,~nca v&(~s remuneration TherY1B 8 
Promotions Sob-them$ 6.1 Prospects of pr"Qmolkm Svb-iheme a.2 Proc1;?sses followed for promQtio1'1~ 
Theme .9 Work environment Theme 1 o ~mmendaUcns Soun;e! Constructed by the researdler 4,3_ 1 
Whilt rel'ipondents like about their jobs Acoorning to RJetiard Hackman and al'ftQ Oldham (1975) In lhelr 
Job Charac;iterlslto MOdel, one of the dimensions of Job satiSfBc:tior, is task significance. They !IJ'gUed that 

althc:iugh JoD dmr..a~ristlos play an Important rnle irt JOb satitfactlon; the l<lioW18dge that Ol'l&'-8 Job makes 
a meaningful Impact In other peqples' lives ciln have a $fl\1$fying effect (\landen Berghe 2')11 ), This came 

o~-t clesr1y in the responses of SQme pattldpants, Although res1xmdent~ g~ve varying reasons why they 
liked lhBlr jobs, What was sfril<mg though, I$ tt,st most rHtlons had to Clo with 1he fact tl'!at they eaerlwd 
plea,ure from seelnQ the difference 1hat their effarts made- in the rrv~ of their learner!'> rather th1111 the 

actual nature Qf their jobs. One respondent haa this to s.ay: ''There Is nothing more fulfilling and hes~ 

warming to me than r.o see 8 leam&r who has beer1 struggling to put together a meaningful set'ltence 

progressing ana being able w put logether a few senlen~ into a coherani pa~greph. Seeing them 
gt'adU:;;11)' impr-0\ling is absoluta!y gratifying. It also instils confidence in me -as the teacher_• (R3) Another 
respondent ~,;lded. "The knowledge that Whan I took over ~s Drincipal :sbt years ago this schaol had hnd a 
string of poor Se-nfor Certift~a result~, 111 faci ttiis sci'lool was notorious. for aNJays nelng at the Mttom ot 

tne 'table -of performance; -and that we have baen -eble to turi, things arq1,md to ~ point wt.ere ev,;n our 

enrolmeflt has ina,;ased makes me vary happy." (R1) On& HOD nae this to say abmJt the taam of 

teacher.,, lh1,d 11il'f1 supervises. "The members of my team atways praise ma f0r making their live~ easy, 
instaad ot demanding work withqut 6Mpowering them; we flavtt always worltad tog~tl'ler to snsure that 

everyone uncterst-ar'ldft wha.t need~ to be done regarding lhings like plWJr'llfl9, compnil'lg a teaeher file , 
ass&ssment, and even $Ul)ja~t contfil'IL Thi& has resulted In .a very healthy working rala~onshlp for eur 

te,m.anl'.i Ms made my worK enjoyable." (R4} or course, there were thllse Who felt that their Work gave 

them more time lo spena wtth families ana friends, as one interviewee put it ~My work may be demanding 
and mmehPW bc,ring becau&$ I get to reptt&t one and .same thing year-in and year-oot l.'lut I likQ the met 
that we ha\18 enough hQlldsys (it rl1!gutar- intervals , In fac~ fl'v~n oorae ()f my fl'~nds with better payl"ll 

jobs envy teachers for tl'll$. • (R8) The nature of U,elr iol> make;; teachers l~long leamers themselves, 
.:rnd that Is regarded by many .asan advantage on lt6 own, Ttiey bell~ve that th6Y learn nmre. and remain 
1harp es they I.each otriers: •My jab has made ffl.e-9 better c,ersor, , .• and more kncwledQeabla anci I 
learn new things every dity, I flna It easy to Join a dlscuss10n on any t8plc. Teaclilttg nas made me a 1:>ette, 
p-ubli~ speal(er a-s wel~ ... R15 4 .3.2 Job ch~llenges Respondents eame up with a Vitriety of Qhallenges that 

tney face in the 0MCutlon. of tl'lelr jobs. inase ranged from the nature of the Job ltself. educational 001icy 

un~rtalnty, the work erwirt)nmant. th6 challenge of the lack of resoureefr and tha lacK lnvotvement ot 
some lrrp¢rtant stakeholders. in the edL!Ca.lion 5ystem. 4.3.3 The nature Df the jcb Mowday et al. {1952). 
cited in P~ul (2004) pr-opQ!ieQ rnle cnat'ac:teri8'1cs as madlJ u~ of roUJ ~nflld, r6te ~Mbiguity and 1'c'>le 

overload; and arg~e that ror& characteristics resull from employees' perc::~pUi;,ns of lhe -wor~ envirc,nment 
and have an influence on affecit'r'e responses; and that employees who reQort hlgherlevele of role strain 

tend to report lower levels of organisational commitment. Most resrmndent cited work overload as the 

ms.In dlallenge facing teschara. A lot cf paper work that teachers. at all levels. have to da over and above 
the actual tm1ching was cited a~ the majol' challenge facing h;achers.,. Sutt\ pap~, work irwol~s pjanning, 
the compilation or work OOhGdUIBS, lesscm p~nst pr,epanng c1ssessmen\ t.aski, marldmi, recording and 

prot'.:es1111'19 of learner-resall:5. Most teachers felt that such actMtlas take a lot of time that tt,ey oould 
otherw~~ be using for dellvenng lessons-. This is What alie respondent had tn sey: •p:ieper wo~ is a major 
problem whlvn tflkf;?s rar more dlsproponlOnate lime Which one would otherwise dedicate to teacl'llng. l 
teacn three .sacik>ns Qr th~ grcaoe six ciass with a combiMd total of two hundred atta tt?l'I !&atnets. 
VVher,ever I set an assessment task I can't stop thinking ;.,bo1,1t m,iny hours It wavld take to rnsrk lea mer 

portfolios, record aod analyse the ras1.dts. Ifs an absolute torture. This means working tong hours into the 
nighl hi most insumc:es The sheer number or lsarners also makers It Impossible to-glv-s every teamer 
necessaf}' ffldMdual attention. If truth be tcld, sometimes It tokes ma- months. before I knew every learner 
by name~ (R5} According tQ t.&achiers frorn stnall-erirolm&nt scncols their situa-tton Is evM mote dife. The 

number of teachers allocated to each school rs determined, in the main. by the nl)mber of learner-$ they 
have. Tl'te. Department of Basic Education uses What Is calleo Post-Pro\ilslaning 41 Model (PPM) to 
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determine the number of teache( pos~ to be a~oMtea- t0 each scttool. This translates lntc what la called 
Post-Prm,is\oning Nom {!JPN) Far l!~Cli sohvol, Thls rE;Jsull,s in a ~,tv~Uoa wh&re very small sdiools eni, up 

quafrfying fur very fewteaclie~. ~veM two ortnree teachers tnclud1ni;i the priricip~I. This is what a prlnclpal 
of a ffve,.teaBher sd'lool t'lad to ~ay about t,er s\tuatlcn: .;My WPrk drives me crazy. I have to perform all my 
duties as the priricfpal, whid'r Includes managing th& Implementation of the currtculum1 worry about the 
d&y•tQ-day running of the sch0ol1 attend to- everyone Who Visits the school . •. I also have to teach thre-e 
clns-es •. _ When I hav& to attend meetings or -wot'k~liops. my learners e.r-e left strttMel'.! 'Nl.th no 01,e to 

te.sct\ them ••• I ~IISQ feel for my teacher.,. ~cau~ I ~n $ef;! they ~ trying so haff,f but they11re o~r­
siretched. Yes, we have raw l~arners but we ~ill have to offer all the subjei:ts, yet thert, 11i ni:> mar,power. 
lf.s really •• realty hara" (R 1 l) Som~ re~ondents further bemoaned the fact in lhe case of small sehgals 
the a.Jrrent post- provisioning model, not onlY makes1helr w0rk difficylt, but alSo sertousty prejudices the 
teamers. They argued that It cc)mpromlsas the quality of education rhat learners receive. This is how one 

respondent put It: •aeCf:!use of the ~hQrtage of teachers we ha"e had to resort to multi-grade Leaching, 
Where you have to teaeh dif1'6rent grades In the ~s dass at the .same 1ime. It becomes so aifficult 
betau:te there Is 9pecific oontent to be taugt1t fot different grades even If the subjaci' is the same. E\/en if 
you are dealing with the strne concept er tbplo you can't have similar e,c.pactations fot both g~e$ 
Yau have to pitch your presentation ~-differvnt levels r,iepending on the gr,ada Tnis arrangement means 
that leamall! are st,ort-changed." (Rt 0) i\.3.4 Resouri:es-The allocation of funds to sdiools by tile 
Depa.-trn&nt of Eduoatian (QgEJ basmi on the numbm' of learners a school haS, ~ to be a 0hallenge 
for .scr,or;>ls small,.enrolment ffl'lools. Frincipa.ls 0f small school5" which are preacmlnantly rur,al, at.gue t"at 
tJ,is fLIJtd allccatlon m~el by DoE retiults In l:tmlr \:school$' allotaUons t).eing so little t~~t \h~ sb'l.lggle to 
pay for basic neoEUl$~let1 to run the sdioQls. 42. This findil'lg 1s. in line with the ~ssertk>n m~® by Nager 
(2012), that tha shortage or non- avallabUlty of materlal resources for teacning c;an be a &ource Pf iitr&ss 
-aria tlumout for edueation pracllttoners, This Is- wl'lat cnfl principal for a: small rural schoal had to say· "I 
ihil'lk thare Is a seriOl,ls problem 1J,,itt, the allocation of fUnds for $mall s-r.1'1ools. Because allocations are 
determined per C:aplta based on l~arner nuniber.s, small sehoo!s get so little yet there are stal'ldard costs 
of nmnlng any school regiirdless t'1f it& size. We struggle even to pay ftlr basio m~int4?n&f1Ce-, cleaning of 
premises and evan paying for water and aledricity.8 (R14) Acc0rdlng to some teacher.a., epeclally 

principals, 1he c:stegorisa.tlon of scnoots. into dilfe-rer,t quintiles from 1 to 5 has not been without ils­
PfOblems, 'll'le .crlt&rra Lised bl categorise ·schools considers, among other things, the lYP8 of sal'llaUon 1 

:SChOol 1'1-as. whether 1~ has a llbtary and, m0$t rmp0rtanlly, wt"lethet f>e<'lple (parents) In the ~hoc,!'$ 
catchment area -can afford to pay. A auin~le 1 school l$ o:ms1dered to be the poorest and mast 
disadvantaged while a quintile 5 sci'lool ll\ considered to be the least poor school. The impliCStion fer 
funding Is that the tower the schoel&' quintile ranking tt,e. more. funding it receives ant.I vlce versa. One 
princlp~I e,1pfessM liar frustration: • •• My school is. quintile two While cur nelg"t>ounr,g actlcol,JLJst 
<1Cf-O~s- the fence ~ quintile one, as a result they receive the rural a~owanoe while we dQn't • , It can't be 
fair. We are sUU fighting this matter " (R11) The determination of feec-paying ~d i,c,-fee sehools has 
become a boriu of contention In soma cHes. Some-schools nave met resistance rrom parantsref1Jslr1y to 
pay for therr chncr~n. This is what a prinalpal cf a fee-paying :schocl had to-say: ~urs is a fee-paying 
,;;.ohooj, but because our tWO nelghbouring schools are no~wa !d\001!-we meet resistance from patat'lts 

when it ~mes iO lhe payme1u of teAS. Parents do not sv,m Mn'le forward to apply for W(.emptiQn, because 
that Is proV1ded fpr based o" the parent's iinar,clal i,.ltvtl-Uon Only twenty-one percent of our lea'"ers pay, 
This ha!ii led to- a situation Where we s()metlmes 6truggle even to pay for electrleity. SOmatlmes we can't 
&Ven buy stationerY." (R2) 4.3.5. Parental invol\leme11t and supr;iort The leek of ~arental invoNement in th& 
ec,i1,1~(ion af Chlli::tren is regarded as one of the most-Sel'laus chall&nges taced by teachem. Thel'e Is a 
Bense 'that J'110St ~elits -srnpty dump their kinds. ir'I schools and do not appr&cij~ the role U'\at tney need 
to play In the education cf their children, P-c:!rents neeQ 10 pJ~· ~ more m~~nin9ful role In tne eaucatkm of 
lheir kids through c.ollabor-atlve werl<lng rela.tlonsnl!) and effect~ communication. The Department r,eeds 
to proVide. nee~ resoumes and i;tJengthen the effort to eradioote adult illiteracy since this is one of 
Iha impediments 101fle teactier~r>srent partnership (Ha1nea1 20,2) Thts is hc:iw one, prtnclpal pul It "Moat 
parent6 of our learners <10 noL ~R;l (lbQ1,1f the education of their kids, esper,h1Uy in township and rural 
~hciols-, V\lh&n yc,u call meetings they dcn't come, even it' you want to discuss the ptagrs.ss of ll'\eir 
children, let al0ne the problems relating to the running of theschccl. aut nen they tak& Kids ta former 

!ile:f//P/T\znlill'l%200r!Sll'li:IIIIV"~epcrUnl .l114C 
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mo.de! G schools u,ey attand meeting$ even late in the ~ventngs.• {~8} 4.3.8. The scope And demarid!.i of 

th& jOb Mowduy et al. ( 1882}1 c:ltaa In Paul (2004) argue that role conflk;t, role ambiguity and role overload 

,-e!';iull In "'9h levels of work strain, and tllar nmployees Who repnn higher levers of role strain tt'lnd to report 
lower lev~ls of organisational commitment. Most respondents-did pcirit c,ut ~e faci that they feel being 
-c,var-stn:)tc::hed by the demands and the sco~a of their jobs. One Head of Department had the followin§ to 
say· ap,s tt,a only HOD In my ,chaol I reel that my work is asking too much of me. l entJ-up having to IO()k. 

-at everyone•~ w<:>rk. I have to teach . .. I ~ve to <:heek teachers' file$ , I« have to motierate all fl,rmel 
asseesment 185k5, ini:iluding that Qt ,ny prliii~Ipal; because every fo~l task has to be mQQera.ted. The 

principal only t'noderates my work. I t,ave lo keep reeoros-, rnake tomments arn1 illll do .my tear:ttlng~· (R.9) 

On post-le-...QI i teacher comQlained bitterly !bout the fad thet she is madtt to µerfqrm functions of a 
member of 1he sohool l'lianagement team (SMT) white not being paid for that. This is what she. had 1o say: 
Mour sel"lool does not have m1 HOO -and I am made to do tM dutleg of th$ an HOO without getting paid, 
just because rm senior. Every p!eGe of work that-an HOD would do 1~ done by myself. Sometimes I have 
\Q teav& l'rlY work and do .something tnat ia supposed to be aone bY semeene eta.a. I even st:ana in tor the 

principal." (R15) Another Do~level 1 teacher expressed his frustretlon: ''Paperwork simply kills me. I don't 

mind te.s.{..tiing. I can do \hat far U,e who~ day be~use I know my nsff. And I enjQy in~en1cUr,g with 
teamer. But there are loads and toads of paperwork, and If your ii~rwork ls not in c,rder ycu•r~ 111<8 
somec;me ..wio has not done anything: (R12) 4.S.7. Factor!l afffJding job satisfaetian According tu Lumle-1 

at al. (2011) ~cwrs that lrripacl on Job satlsfactlC>n and organi!lational commitment include, am Mg others, 

the Jori Although not every respondent 9xpr&386Q ctlssatisfa.ction with their jobs, bYt tttere were t:-0mm0n 
factQIB that were cited as having an adverse effeot on job satimactlon. The- three main faotcrs were Wt)ri< 
overload. Policy ul'lcertalnty and th8' failure to effect positive chanie in the system. (a) Work ovenoad 
Work overloa!d was a QQm!Tl<;>n theme tor mosl respondtinrs aO'o!:lS all tead'ler~post lt'tvels. Most 
respoodents felt that tf\e administratwe p~rt of theirw~rk toQk ii disproportionate amQunt or 1he worl{ tim~ 
.such administratiVe dutlss lnalude, among others; setting and 45 administering usessment taskE., 

drawinQ lasson plans, ma-rking, meorrJing, pr0.flessing learner results, drawing ru1nject -and sohaol 
improvement pla1's, etc. This finding is supr:iarted by Na~ar, (2012), Who argued tnat lack of tims for 
.managing too m&ny ta~k!;i results il'I teactiats de~IOJ)li'lg a contemptuous attlWdf!) towards !Mir 1eamers, 

since they feel that too much is being expected fl'Qm ttiem ln very ~ltle Urne. This 1s whet a post-level 1 

teather from a lflrge-enrolment. scnool hatl to say: ~1 wfstT every ~nool haa at least one dec:llcated .admin 
-assis\ant ~ h&tp ,eachers -Nlth all tha paperwork. they have to contend With on a daily basis} (R13) ~ 

.sometimes I mark. learriers' work fOf' thA whole weekfll'ld • •• unpaid overtlrne!"" (R1 0) (b) PQlicy unoertalnty 
Some respt1ndants fen !tr.it il was d1fficutt to say they had mastered their work given what they ~led 
11ever-ctianging~ poricy diracilcn of the ~partment, T~is is what one HOD had to say: 11-Aftt'\ough i'm ~PPY 
with CAPS (Cumculum and .As!essment Policy Statement) because we get to kr10w what to teach and 

wtien.. Qne cen r'leVer ~ sur& What is eomin; next because the department is atways changing •. , • 
re-member cvrric;:ulum2005, u ,013E.. NCS •. ;" (R10) (C:) The fal!Ure to affect poa1tlV6 cnanga Stl!YI& 

resp-ondents a,q,~ssed rru~trauon 111 lhe fact th~t ITT~ oo~nlry'li ei;l1,1~tii>n syst~fTI Is generally QtJnskiered 

to be performing tar below par, anQ -U,at there- ls- veri) little tl,qt one pers<Jn can. do to dian;e things 
around. According to Na.gar (201.2) when people feel lnaff&t:thffl in thc,lr Jobi, tt'\ey dt!-vetc:,1:1 fee.lings that 
their contribution ng longer makes a difference. This results in lhem judging ttteir ~wn work negatively and 
c-onclude thai. they lack. ski~ al)d capscity1c perform. This is What one principal had to say: "E\Jety time we 

attend workshops we are reminded that r;>Or edu~on system Is not worklng1 and llia1 is rrostriltirJQ 
because things are not changing for ths oetter . ... ther-s ts notMlng that one person can do: (R7) Other 
respondents felt let down by their -oclleagues Wh!i> were "not doing eno1Jt;ha ta-Improve the quafrty of 
~ucatic;m. Ther& waA. a feeling that if U,ings were to Chsn9e rar the. better everyone had to play a 

msamngf\il role and toQk their work se~ly. Th~ ls what one HOO hail to say: .. EducaUon is like a t:haln, 

Thel'fl is very 1m1e you can do jf you receive learners who have not been taught ~roi,erty in the lower 

fl lo://11='.JT'umJUi,%:!OOrl(fnali~nlml 
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grades...~ (R10) 4.3,8. Reas.ens for cons1der111g qvittiru; The ,~sons given for oonski~rlng IEtavlng IM 

professil)n varied from heavy work-load, fimited op1:1ortunlties for pn:,motfon t-1nd the perceived rallure or 
the system, This ~ how dtfferent respondents. had to say: "I have- Indeed considered quitting. the jot). my 
ma.in raason being t,eavy wortc-loacL It's ver; difficult to work in a smal~ sciiool liko ours.~ (R1S) 

•oppertl..ll'llt1es for P.PJJTIQUOTl are l[mlted and I.her& Is no recognition for long service and exiierienee.~ 
{R11} M.AJways being reminded that o.yr educa1k,n system is or'l8 of the worst performing or, Irie oontlnent is 
h1,1rtinQ. No one ~'Brits to be associated with something that is nr,it wol'king.■ (R.12} 4,3.9. Re1ationAhip witi'I 

immediate superviscr G.aerirler and Nallen, (1 989) cited rn Paul (2004), a~ that the degree i,f 

-employee- commltm~nt to orge.nlsational-goals and values can tie slgnlflcant(y Influenced ;y group leade1· 
ra.lBtiDn.s. Toe same ~sett.Ion ill emphasised in Mhtsn;a (2012}, that employees may hnve high l!Welsof 
Jotl satisfaction If their immediate svpervis0r$ ;;ue understanding, 41 sup,:iort!ve and cooperative, Drcivide. 
constructiVe- feedhtick anCi have good communication skills. A bad t-elatloMhlp be~er\ an ernployt11~ atJd 
a at.11,Jervlsor r&sutts in disse.tlsfactlon with work. The lmportancs o1 the role Qf a supeMsor to any 
employee was .highlightad by trie strong Views eXpressed by respgndent& regarding their Sllpervisors. The 
respcndents' views sbout tt,err supervisots ranged ttom heartfelt praises for some and outright 

dfsapprovat foro1hers. What was stnl<ing though was the common undersltmding tl-im a supervi$0r plays e 
crlttcal role in maklnQ the life of m,y employee easy at work. Tl'le folio-Wing respondents were full of praises 

for their supervisors: •our Circuit manager, whs happens lo bs my s1.1pervisor is a hard-working persc.m, 
very lrnoWISQgeable anrJ h~s eMpowered u~ a great desl. If I compare him With 0ur previous manager1 I 
see there is a huge dlffererroe. The kind ohvpp<;irtihat M ls g!Vlhg. us has made It easy for me to run the 

Sl;hool " (R13) T"is is. what one po~-level 1 taact,er had 10 MY about her superviscr (the HOO): "My HOD 

Is a borri iead&r, she leads by example. We. can't complain bec;ausa sh& does not Just demand that wit do 
t,t,19 w.ork 1n a particular way, she. snows us her own .and is QlwaY! Willing to hell'.>," (R5) others, howev"r, 
liad nothing g00CI to say ~b6ut U\&,r- supervisors. This ls wt,at ane HOD had to say .about her princlpaf: "I 
would be. tying If I said I get any help from my svpervisor. 11'1 tad, I ihlnk' h&'s. lettln_g everybody down. He is 

-som&times the reason why we struggle to lns1l1 discipline among l~arn(!rs, and some of our oolleagues 
take advantage of the situation.~ (R10) one J)Dst-.11:!vel 1 teacher had this to :say about her HOD: wMy .HOD 
is Just an HOD on ~aper}- but When it 00mes to doing work, &1e falls short. Sl'le- do~ no.t actd any value 

to our work ... even her s vbjeth:onter1tknowteage Is lln1ifed ••• l think.it's because.she.did not major in 
any of the 5UbJeet& thal she .svpervises,• (R.11) 4.-3, 10 Work demands., skllls and expertence versus 
ren'ILmerafion Ac.cording to Robbins et al. (2003), ctted fn Mhlan9E1 {2012), i,mployees want 

' 

! ··.fm.Y $~m, mat airt ,: ·,·,~ i·I:;w~" · ,; t",, fair, unamtii;uaus, and i;'.H ,'-i• :~•1i- w1th 

their &xpectatians. When '.i'ff;\, .. .,-,;•::.,:-/'!, ts .~1r 'Clt:i:V'rv( i.; : t. reasonable, lu 

: ,·.,~~f.-·j •::'li-i;.'k tn the demands of !he 

'i .:.1skm leveti and comm unify pay •c.~-~~, s~on Ls llttely io be u,e ,eswt 

Althovgh most accepted tt;at 1hey have to work hard to earn their leaving, there were sertous complalnta, 
e6pacrally from Lhose wllh more uperience and higher qualiflcaUon5. about the salary stnmture used by 
lhelr employer. There was a s\~ng feeling that the $alary structlffl:t d~s. not give falr re009nltlan to 
e)(perlence ar,d higher quallfications. This Js what one HOD h~d w s.ety: s~ don't have ? probl~m with my 
v.vrk.'~ demands. But It is unfa!r that tha Ci!rpartment does not recognise eiur q1.1alific&1ions when 
de\em,inlng 01Jr salaries. You .study and ge1 a Moster~.' flM•·ea and all you get i~ a once-off !;)ayrnent, 
Whldl is less than halt your monthly saiary.~ (R9} The same sentiments were expressed by a pcst-l~vel 

one tear:her; ~, • ,Not all of us want prc,u'r)Q\ional f)Osrs ••• t don't care being at post-level. It 1S unfa Ir that you 
spend money upjifting yours.elf and .gst more knowled,ge to Improve YQVr' pi!rf(,r'Mance ~$ ~ teachel' atl(t 

still gel nothing In retum." (R5) "The s-yst~m seems to favour the YoUngstens, Their entry level 

fllG'./l/f :JTLJmlin%2COfl"r"iility~t.tml 
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~uslificationa can take them anywhere,'\ l;iO\rJ on& principal. The main camJ)laints ware n0t abaut1he salary 
~ls ii\ 9enersl but tfle perceived lnJLLstice.s In tne system. 49 This,~ how a printipal of a. lmall~enmlm&r1t 
sohool s1,1m'"ed up her fn.1stratiom 11As a princ1p_al of a .small achi,ol I hav~ experienced how unmir our pay 
.sy&tem ia, A principal of a small school is the le:BM paia, yet we are tha -ones wno have to-do a tot t>f work 
Without the support Qf additJQn~ SMT (SCf\001 Management. Team) members as in the case ar b;g 
sthools."' (R1') At,c,ttier gnnclpal echQed the same simUments: "PrlndpaJs- of small sc:nools are In a 
serious dl~vantage. We t,ave to teach) attend meetings am, ~o Qffice work ... ihii; ,s nQt 6on$ideret;t when 

we are paid." (RiS) 4,S.H . The i::,raspi!Cls.Df pc'Omotion Dratkeand Kc>-ssen (2002, cited in Mh!arma 
(2012), argve that If employees feel they have restricted caresr-advancement-opportunltles, their job 
.satisfaction may decr.aase, TM llkelihood that emplGyees will be promoted and 111e fairnass of 5!.lch 
pramotk.lns hava &fl imPtiot on job satisfaction. Tf\Elre was ~anernl consehsus ihet the ohsnces of belng 
promoted in ttl6 current edu~tion system weffl very slim compared to other jobs In the public service. The 
sysl:$IYI is designed such tl'lat tt,a ovarwhetming majonty c,f teachets (l~upy po~-~vel 1 p¢$t$. Thrs is. hOW 

0na ~t-r~wl 1 tHcher out it 1'Tha-m 03n only be- a particular number Qf ;,nne1pals, d~pu\Y princlpal$ and 
HOOS. "Ute mu)Pritywlll alwijys l'E:lmain in post-level 1 • • , .even tong ssrvtce Is not conslderej: {R11) Th~ 
i!'i what another pcmMe~I 1 teacher h~ \8 SRY~ MMost teachers work until they retire or leave wttnout 
beir,g promoted. A i;iolica off1C&r, for example, i.s guaranteed pn;im¢11611 at some staae it they slick in !heir 
jobs. but notieact\ers. F'romotlon,adda to ~nes luve for the job ... 11 (R12) 4;:,, 12. The processes followed 
fQr promotions AQ(;:otdlr,g to.Adams' {1965) Equity Theory, cited in SUma and Lesha. (2013}, ilis more 
likely u,at When employees mger'd an orga.nisatlon ta De, unsupportlve end unfair in their treatment. rnainty 
Ywitl'I regard to the ac-oesslblllty and regul1rity of promotional opportt.1r'l1U&s, their organisational 
commitment wm not be high. Mc&t r&.~pandents expressed dissatisfacµOr'I with the proi:iesses followed a$ 
well a$ $OM& practJces that have beocma entrenched In the processes leading to promcttons. CQmplaints 
ranged from wh~t is sMn as the disproportionate infkJent:!e- of teacher unions, the ineptitude of the ScMol 

Gc-veming BodlH (SGBs), dtsrega,a tor q~rmmUoM Mto experiErrTce. This is. whsl on& 0ost~1&ve1 1 
tea<'.!her had to say about the lnfluenc-e of teac:her uniol'IS in fht, ptoc:ess~ 6f p_,oMocion: ~Sometime~ tt 
IOQk,; like these j:)osts belong to unions. We -?iftefl t,ear rumcurs that a p~rticular U!llon has da:ided wn.o 
&h<HJld b~ give" ttie post days before the JJrocess begins. ln most casas those earman<&d for p,;>slt!on are 
union leade~ in the branch&s.- ordlnery members often have nobody kl- fight fGr- thgm.~ (R11) Ont! 1-100 
hed this to aad ~unions run lhe show wn.en it corru,s 'to promo11an pasts. The-y .slml)ly lodge a grievance if 
-their persor, does not get tne po!5t .. -. It's their way or no Wt:4y at all.:1 (R1O) This is what one prhldpal nad 
to aay: •Unioris ara too powerful, sometime& you get told wnQ k> givJt the pool to. Even the.. m¢s:t 
incompetar'll person can get pl'tlmoti,d lf they have tna bl8SSIR9 cf the- unlon,~ (FH} TJ,are were aleo strori_g 
vle'Mt al,Qut lh~ perooiVed lr,competer1~ of rnosit member$ of School Governing Bodies (SGB6J. Soma 
responaenm fek !hi!( 11'1$ $G8s .anouli:1 be given necessary tralnir,g to enable them lo adjudicate or, 
promD!ions. Othani were of the v~w that thfa 5-1 fvnetton n'un;rl be tal<en away froc'l'I th& SGBtf and. ih{jt 
DepattmMt should be to.telly in ~harga of thtl entire pr-ocess. One HOD t,tilQ this k) say: Ml don't 
understand wi'1y we should be interviewed by the SGS members becau~ some of them are 
uneducateu ... SQmetln)es th~y are Just used prh1dpsls or unions and even Circuit Mm1agers.~ (R4) 
Adding on the pe:rc:eived 1r,oomf)'Elt&nce off.OM& SGB members, one respondent shared what she said 
was her ... perumaJ a,q'Jarianee"· "A few ye&11'3 ago I appllM ror a post of Deputy Prtnelpal and I wat Invited 
to an lnt.erview. Different mambers of the panel (Interview i,anel) took: \Vms to ask me questioris. One Qfd 
lady, an SGS M&mber, raned to read a question carreo1Sy I could flgura ouc what she was trying m ask 
_ • Whila I was unoecid~d whemer to proceed and answer, ek for clarity or correct her; the ~rincipal, who­
WS!t cverseelng the ~rqcess, decided 16 repea~ th• quesuori oorrecuy . The most uritortunate part ls that 
the aeme parsan was also taskea with the responsiblrrty to secire all lh~ a~llcitn~. This is j~sl qne 

example of what some teachers have to go lhrnUgh In these interv19ws," (R15) On the sssmlngty 
inslgnif1Cant role of nigher qualifications encl experten~ When promoUons are d&eldad; on& regponden, 
had this lo say: ~LI, syAlsrn Will "ever Improve so long as people are oot promoted on merit . 
Quatiflcatlan is not oor,~\da1~c1 Yh\en protnotlng people In fact. I think peogla get intimidated by your 
high quallflcatio:n. I don't think il is fa.tr (Q be au~rvised by 1>00'l&body wfth less el(periEtnte and lower 
qualiftcatiCJn." Another rHpondent had this to say: ... .. you find 1he1l i,aople who l,ave donE1 and pt,~ 
Edl.lyilUon Msnagamant .are not mariaging schoo~ • !i2 4.3.., a. Work envlronmsnt:.Aceordlng to Va$ita 
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tmd Pr'ajapati (201 4), Quality of Wor1( Life (QWL) lndudes fype of wages payment Wtirkino time.. working 
col'\ditIor,s, he-altri l'latards- issue, financial and non- iinancial bensfits and management behaviour towards 
employees M~L r.;ispondents understood their work environment to mea11 their daily ~erienoes at work 
as well as the condition prevalUng Ir\ the community arounCI !tie school. There was clear understanding 

that a .sotJQal cannot be an island of pr(,}Sperity and corm-ott lr'I the sea of poverty. The researcl'\er got a 

clear sense that Wtlr~ enviroomijnt had a serious Impact on the respondents' attrtYdes towards their Jobs. 
One re~pondent r.ad this to say: "I spend most of my time at work, and the fact that we stilt use a pit tallai 
makes my life at work unb&arabl&."" Theme 4.3.14 Recommendations Most recommendations siut f01"Warcl 

b-y respondents were in lil"le with IM sef'lth'f'lents they expressed in response. to the interview questions. 
Recommendations are dealt with at length In th$ next chapter. 4 A. Conclusion This chapter t\as 

study. In order to enhance the ~se or analysl$ ar\.d ~r9sentation, the. finoings. were arrange(! under 

diffatent themes and sub-themss that emerged during the interviews, The interviewee's responses were 

also grouped acoordln~ to Cheir (res;,011dents') post-levels, the &tze:s as well as the socio-economic 
bfickgrounds of thelt schools. The chapter also dealt with the ftmitations of the study. Tritt ·trndlngs of the 
study pointed ta a :strong evioenr;e-0r teacher dissatisfactlon With a number of facets of their Jobs. Suc:h 

include! heavy workloac; the r~mur,eration .structure; pr~sse~ followed for promotilJl'I&; lhe WQrking 

oondiUons: poor supervision Md limited opportunitle& for personal development. illere was also strong 
evidence that SQme ot these 53 dUllleilges, especially heavy worklood and the lack: of opportunities ror 
development. had a negat~ impact oil their produciNtt.y and efficiency. There was also a strong 
Indication that policy tssues relQ\ing to s~ffil'lg. th~ ~ool gl'i!dlng mOdel aM th& achool fi.JMlng tagim& 

rieedad to be re;.-lslted to ensure that they oontribute posittvely 1o the efficien¢y Qf \he system. The ~st 
chapter t'.feaJs with the conch.as,on, the reeommendatlons as well as suggestions for fuµ.1re research. 

CHAPTEFt FIVE 

SUP~ARY'j CONCLUS"10NS ND ECO~ lt\END no ~ 1, f\ roductlcm 

Thtt pNNious r:h.fP16P deaU With thle P 

finding of 1h6 

nrmron rui di&ol.SS"siM cfth 

sl.\Jdy. The findings w~re arrat1g$d under different 1hemes and sub-1hemes that emerged during the 
,nteNiews far the ease of .analys1S -and presentation, Thrs chap~a,. deals with th~ summ!l,y or the study 
lt'ICIUctlnQ Ice'( findings, the roncluslo.n , tl'le llmltanons of the study and the recommendations~ 5.2. 
Sum1'nary Th& challenges afflicting South Africa's education system are W&II documented. SUch problems 

include. Jnt~r alla, l'\lgfl tEiacher bJrnover and poor leaner achie,..ement in lcey subjects like Science and 
Matnernatics. In spite of~ n~merous targQted Intervention!. oy tne Department of Basic Education (DBE} 

tc retain teacilere In the system the i;tepartment is sUII fsc;ed with an ex<;iess1vely higli number of teachers 

l&avlng 1tieir jobs (Ms.mpana,, 2012). The matn aim of the study was to expJora the factors that could have 

an impa~ on Job satisfsctian, lcyalty and 0"1anisati0nal commitment among S01.1it1 African teachers The 

study objectives were: I) To dtdermlne If tne lack of Job satisfaction, loyalty and arganlsational commitment 
affect lt\e praductMty of teE1chers In Soi.tlh Africa. It) To inlartagaitt U1il po~slbl& ooottltiutory ~ors 

oammmnwrO 

arru)r'IQ south Air1~n teaohers, iii) To establish the roles that can b~ played by different !idur.atian rclft• 

players to Improve the levels of Jot> satlsractJon, loyalty and organisational oommitment among teachers. A 
qualitative research was cond1,1cteti, where open-ended r~ce-ln-faca !ntervlaWf; ~re conducted with 
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school prinolpals, HODs and post level 1 educators. Tlie ~1,11ls vf the 'Study have shown that: ► There is 

~vidance of teacher dissatif;faetion with cer\atn a~pects-of their Job$, These include; ~rking conditions, 
i:,rooes:,es of promotions, lack of opportunities for pe:rscnal devel~pmant and heavy workload, , il1e 
researeh als¢ fl)ut,1'.! that onallenges faced by teachers did have an imp;m on $i0her productivity and 
e~tiveness, .. The study nes p1oposea a number of Interventions that different education rgle,- Players 
need to implement In order to make tlie system work be~r. 5.S. Lirni.tations ()f tha study Tha. study r~llt)d 
upM a very small sample of participants, hence its findings cannot oe av~hqri~tlvely gener~li§et;t <;>o the 

b~dat system. Furthermore, tt,e typas ofsci'\001 In south Africa are tar mo~ diverse to be rapresanted 
by the th~ typeQ <>t ticttaols dlosen by the resesrcner. Experier,oes of taacnen. In public: schoafi:;1 former 
Modal c S:'.hcx,ls, 1~rm ~mools, Spt!claJ sct)ools, prNata and ind.e~endenUc:hools ere not necessarity the 
same. The study-also did not ~em,f to other importar'lt edLlcation role-players Ilk~ the senior managernent 
(policy makers) anti the ~oolgove-ming boi.ifes, 5.•t Reeo1T1m~ndations 5.4.1, Retommm,(l~tions for 

fvrther research S0utti Afric:a invests heavlly an Uta education system. or all the gqvernmenl ctepartmenls, 
education ~ceives 1he biggest sher~ of the bu a get every year, vat thi11 does nnt translate Into tangible 
reim!m. The researcher is of the "1ew thai tnere. nee.cs to a continuous search ·for the causes of the 

sy~lM'1's underperfcrmance. ans area that Should be a subject of a thorough research going forward~ 
-U,e :$1.1itabili(y al\d effecU\leness af the country's tear.her-training aul'Tieutum. 5,4.2. Reieommendationa 
related to pqllcy The Dspa.ttment of Education needs to affect policy chsnges regarding remuneration, 
pr0motions, tha 2d'lool fundir,g mQdel, lt'te 1rcalnlng of teacriers and stsffln; fer sch001s. Th& se. allocatlon 

of resources to schools ahould be bas~~ on a rrwoei that -en:jiure& batlc Mfm~ an!'.! standat'tit. for a viable 

lm;ititutlori. The role or School governing- bodl&S In the appointment of teachers also needs to be revisited. 
5,4,-2., Theadocation of teachers to schOOl$.Aceordlng to Mowaayetal. (1982),, cited In Paul (2004) role 
ambiguity and ro!Et overload result in nigh levels ofWQrk strain and employees wtth such experience report 
lower levels of org~nisationat ooMrYlltment. The Oepe.r1meni o18asic Education needs 10 review the Post 
ProVi$lonlng Nomi (P?N) tQ help alleviate the l'.lhallet'tge& that ruraJ sch00ls encounter and dgvelop-polict&a 
to attract and retain quallt1ed teachers (Hair,es, 20,2} RecommendaliM 1: The aliocation of teachers to 
shoi.Jld not anry be based -00 leaner numbers, Which rasutts into a situation where .ffl'laJler schools arEl 
ur,der-staffet:i, It Ms to r,e mns1dered that every :school has to olfer the fu~ curtiwlum. Th-e f>ost. 
Provlsior,fng Model (PPM) shr,Jufd be (lrl«rarily Msea on tile currtculat needs of U'te school 5.4.2.t. Th 

provision of tQ/lt.trc&s According ~ Naiaar (2:012: Q5) "lac::lc of ~uffir.ient tttsources or l'Qle ~mbtg1,Jity 
sornettmes lead emplQyees towar-ds. a teellng cf low r;l&rsonal &CCQmpl~111erit. ~mmendation 2: The 

allocation Of resources to sohaols s-hould he basttd on a m-odel that ensures basic norms and atanca~s 
for a vrable lnsl..itution. suet\ a funding model should ensure that every school, irresgeotive af size, has 
.sufflciel'\t resources lo promote the effici&r'lt delivery of quallty aducatlcn. 5.4.2.3. Remuneration pollcy 
Employees want 

1 l pay syS'tttt\s tha1 are, --;...r -.ic:l.~1 t,_ .:.i ? fair1 Uffl!fflbigueus,. and jn line With tho Ir 

Mpecil.rtio ns. Wtl en 1 'ti , : :,: ,: •,~; o • Ts 

-(:Ot\sl'2ered \o be fal,., la co,-i,parablir. to tt"le demands of 'Iha Job, community pay levei:. itnd the employee's 
~kill le~11 satisfaction is likelv l:o be tM result (Robblnfl et al,, 2003, cited In Mhlanga ~012). 
Recommendation 3: The Department should oonsider tmplemenllng " ~.rnune~lion regim~ tti.,t 9lve fuJI 
recognition to 0ne's skills, ~ualtflcatton and experience, The reteo~on <,f highly quaYfied and skilled 
pet.$0nne1 should be high o:n the Department's agf'U'lda. 5.4,a, ReoommendaUons related tn practlr-6 
5,4,3, 1 Th~ w6rk Mvlrorim8J1t Teachers are ma most vatuable resol.jroe to ao eduostional lnstitution 
mai-,agam"nt must devote S1.1bs1antial r-e.St;>ul'ce& In lhi! ~ntlnuous assessment ana Improvement of tneir 
worklny environment, ti, Ciptimisa the quality of servii:;e delivery (Naga-r, 2012) RE;?wmmt¼ndalion 1: The 

Department should ensure that evflry school has the nf!atasary fa1:11h1as in<! s.menhles ta ma Ke the lives 
r,f both u,~ reachern and the learners. eey. This should include ensuring that ttre buildings €Ind the. 
premises are in a good oondiiion as well as tl!Murlrig propar sanitation. 5.4.3.2. Capacity building for 
School Management Teams ihe level ct employee commkment ~o Qrganlsationa.l ~lues and go~hi can be 
oonsiderably swayed by gfOUJl leader relatio"8 The mor,e ftaxlble and participative management styles 
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~n significantly enhance organisatlonal ccmmitment: and these styles tend to reduce thee levels 0f stress 
among employees, And,. if a ,upervlsor provides accura?a e.nCI mo,,e tlmely typ88 of comrtn,n.oation the 

work envir-0nmel'\f 1s en"ched and this fs likely to Improve em~oyees1 Qrganis~tio11al comm~rnent 
(Gaennar and Nglleri, 1988, cited In Paul, 2004). Recommendation 2: The Department needs to ansure 
that people serving in the Sdlool Managernem. Teams (SMTs) hav~ \tie necassary ~pactty empower 
those \fle~they laad. Capacity building initiatives for SMTs.should happen on a oontinuous bssls 5.4.9.3. 
Promotions It emp!oyeei. r8':!l that their car&er advancement opportunities ara restricted, their Job 
satisfaction mEWdecreer.;;~. The GlffllihMd that an ernptoyM will be promoted as well as lt\e even­
handedness ct tt,-e Jirocesses of ~romQtion have an lmpacl on job satlsraciion (Drafke & Kossen ioo21 

cited in Mhlanga .2012). Raoommendatlon 3: Tne Department should rid the processes leading to 
promotions of all forms gf manipulatia,, and corrupUoni and everyone Involved. In deciding on promotions, 
including ths parent component, should have the prereijuisite capacity to-do so. 5.4,3.4. Continuoug, 
professional devel¢prnent Recommendation 4: There naeds to be continuous and meaningful professlOnal 

development for teaeners to ensure thai. they c1re: comfQrlable with both thil subject mi.liter as well as 
teachin~ methodology. This Is rn llne Wllh the asuirtJon by FarooquI and Nagendra (2014) Who argu&a tnat 

uman 
'Ill l.t1J1111G1,i 

eriaure meeningfJJI 

I I 11 • '+ - •.--

1 wofietng coonec.t tao tie ~,., mpiay 
n1pl ; :•.~-....£'"' ,, r,-.-, .;~~;. •'i o ,i.ilfflln our 

5.5. Concluslon It'! trut11mary, tnls research has revealed I.flat teachers have .strong Views abcut what lhey 

1hink shoUld mange tn 1fte system in order Lo enhan~ job s:atisfactior't, pioduclivity and Qrgar,isal1on~l 

commttmant am orig teachers. The study has oome to lhe cor,clusiQn mat resolving -the Jss~es that have a 

!'legative impact nn trra teachera1 

: 'fJol'J-$ I •~C'J 1i'1 rg•nl 
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nlll 

has eonc;luded that there has to be far-reaching changes if South Africa's edi.1cation ~ystem was to 
improve for the better. suooested. cttaoges range fram th& senool fundll'lg modsl, the Po&t proVisioning 
modeJ, 1tie quintile ranking of schools, the remuneraiion policy, the- processes of l)romotion, the 
recognitiQn or higher quallfitatlons and capacity building for Sd"lool Governing Bodies. The study nH also 
recommended that ~very stakeholder in tne edutaiion syst~m t'leedt to play a meaningf\11 and conscii,>1.,15 
rcle in-ordar to- make the systern -work, REfERE.NCES Allen, N, & John P., M 199Q, 'The measurement 
and antecedents of affective, oontlnuance and normauva ccmmltmant to tl'le organl:c:atton', Journal Of 
Ottupatianal P!ycl10!oay, 83, 1, pp. 1-18, Business Source Cdmplate, EBSCOhost, Viewed 01 April 2015 
Besen.,. E1 Matz-Costa, C, Brown, M, Smyer, M, & Pitt-Ca~ouphes. M 2013, 'Job Characteristics, Cor& 
Self-Evaluations, and Job Satisfa~tion: What:is Age Got to Do with ti?', International Journal or Aging & 

Human Oevelo~manl 76, 4 pp, 269-29$, Academic ~rm Complete, EBSCOhost, viewed M Augus~ 
2016. BrD'M\1 S. McHar-oy, J, McNabb, R, & Taylor, K2011, 'Workplace Performance, Work&r 
Commitment, and Loyalty', Journal of Economics & Mar,agement Strategy1 20, 3 1 pp. 926- 9551 Busiiiess 
Source Complete, EBSCOho5t, viewed 23 March 20,s. COhen L., Mar1i0n1 L. & Marrison, K (2011). 
Rese!!r'Cti metl,ods in education. (7th ed.). Lol'lcton: Ro1.1t1edg& Falmer. Conway, N, & BriMI', R 20,2, 

'II,v&tigatlng the- effect of aollectlve org~niz:etional commltrmmt on unlt-levef performance and absence', 
Journal or Occupational & Orgaoizat.ional Psychology, 85, :J, pp. 472-486, Business Sourt":a complete. 
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Mrighr ~r "wrong" answers to any question. Thank you tor participating. 1. HQW 11::,ng have YQU been lM 1h& 
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D11d your lltvel 01 ramuner:atlon'? 9, How would rate the prospect~ of being promoted and the falmess of 
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n~ve any recomrnendaUons on what would enhar,~ your job satisfaction and- productivity'? 1 3 4 5 7 B 13 
'1-4 16 11 ,a 19.20 212223 2A 25 27 28 29 31 32 $3. 34 3138 -a9 40 48 46 48 50 54 5& 57 fiB 59 61 S2 

63 &+ fi5~ 




