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ABSTRACT 

Subject: Well-being and job sati sfacti on of educators in the Dr. Kenneth Kaunda District. 

Key words: well-be ing, j ob satisfaction, educators, burnout, work engagement, Dr. Kenneth 

Kaunda D istr ict, O ldenburg Burnout Inventory, Mi nnesota Satisfaction Questionnai re. 

The well-be ing and job satisfaction of high schoo l educators needs patticular attention, as 

their ro le is to educate the nation. This study is ai med to investigate the we ll -being and job 

satisfaction of hi gh schoo l educators in Under-Performing and Performing High schools. A 

cross-sectional survey research des ign was fo llowed with data co ll ected from Under­

Performing and Performing High Schools educators (N=3 10) in the Dr. Kenneth Kaunda 

District. The Oldenburg Burnout Inventory and the Minnesota Satisfaction Questionnaire 

have been admini stered fo r the purpose of thi s study. Exploratory Factor Analysis (EF A), 

Pearson' s correlation analys is and Confi rmatory Factor Analysis (CFA) were applied. 

In line with the results that were obtained in thi s study, significant re lationships exist between 

the fo llowing variables: 

In both Under-Performing and Performing High Schools burnout was fo und to be negative ly 

re lated to work engagement, burnout was found to be negatively re lated to j ob satisfaction , 

work engagement was fo und to be pos itive ly re lated to j ob sati sfaction and a re lationship 

between burnout, job sati sfacti on and work engagement was fo und to ex ist. 

The study fo und that educators in Performing High Schools experience high j ob satisfaction 

levels and also experience work engagement, but experience moderate leve ls of burnout. 

Educators in Under-Performing High Schools experi ence work engagement and bu rnout, but 

experience moderate leve ls of j ob satisfaction. 

As far as could be concluded, there have not been any studies conducted on the well-be ing 

and job satisfaction of educators in Under-Performing and Performing High Schools in the 

Dr. Kenneth Kaunda District. Thi s study, therefore seeks to make a substantia l contribution 

towards the body of knowledge surrounding the well-being and job satisfaction of educators 

in a South African context. 
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CHAPTER 1 

INTRODUCTION TO THE STUDY 

1.1 INTRODUCTION 

This study aims to determine the well-being and job satisfaction of high school educators in 

the Dr. Kenneth Kaunda District. 

This chapter introduces the problem statement, research questions, general and specific 

objectives, the research method and the div ision of chapters. 

1.2 PROBLEM ST ATEME T 

The well-being and job satisfaction of educators needs to be investigated, from the 

perspective of their part in teaching the nation. For the purpose of this study, educator well­

being is determined through the investigation of burnout and work engagement experienced 

by the participants in the study. Educators are not only teachers, but are rather role model s to 

the current younger generation and generat ions to come, that is why it is essential to ensure 

that educators are satisfied with their jobs so they can be more effective (Bishay, 1996: 14 7-

154; De Vos, Van der Westhuizen, Mentz, & Ellis, 20 12:56-68; lwu, Gwija, Benedict, & 

Tenge, 2013: 838-850; Naidoo, Botha, & Bisschoff, 20 13 :177-190; Strydom, Nortje, Beukes, 

Esterhuyse, & Van der Westhuizen, 2012:267-278). To determine how educators in the Dr. 

Kenneth Kaunda District feel about the diverse parts of their jobs, studies should be 

undertaken in order to quantify the educator' s leve ls of job satisfaction . The well-being of the 

educators ought to be undertaken by determining if the educators encounter burnout or work 

engagement. Work engagement of educators is imperative as it mirrors the educators' 

enthusiasm, interest and eagerness for their job (Kirkpatrick, 2007 :153 ; Van Beek, Hu, 

Schaufeli, Taris, & Schreurs, 2012:30-55). Burnout shou ld be detennined as it mirrors the 

emotional exhaustion, which is the consequence of stress, in individuals who are in contact 

with other individuals professionall y (Betoret & Artiga, 20 l 0:637-654; Montgomery & Rupp, 

2005:458-486). 

Teaching is an exceedingly emotionally draining occupation (Lambert, O 'Donnel l, 

Kusherman, & McCarthy, 2006: l 05-120; Martin, Dolmage, & Sharpe, 2012: 1-3). Becker, 

Goetz, Morger, and Ranelluci (2014:15-26) express that the way educators feel about their 
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jobs will infl uence the learners in the c lassroom. Thi s occupation has the most noticeable rate 

of tu rnover, when contrasted with different occupations (Minarik, Thornton, & Perreault, 

2003:230-234; Shuck, Ghosh, Zigarm i, & N imon, 201 3: 11-35 ; Wang & Bird, 2011 :132). The 

high turnover rate of educato rs coul d be caused by low levels of job satisfacti on and 

educators experiencing burnout rather than work engagement. If educators are suffering from 

exhaustion due to teaching large classes and long working hours, they would be expected to 

experience burnout, whereas if they have small c lasses and short working hours, they are 

expected to be more engaged and satisfied within their j obs. If educators are di sengaged due 

to not being praised fo r doing a good job, they will be less sati sfied within their job, 

compared to educators who are being appreciated and thus will be more sati sfied with their 

job. If educators are sati sfi ed w ith the pay fo r the amount of work they do, they w ill be more 

vigorous in their work, but if educators are not satisfi ed with their pay they will be prone to 

be less engaged. When educators are ded icated to their work due to hav ing more chances for 

advancement on the job, they are expected to be dedicated to the work being done, whereas if 

an educator has no opportuni ty fo r advancement burnout will increase and work engagement 

and job satisfaction will decrease. 

In order to explain the burnout, engagement and job sati sfaction phenomena amongst 

educators, the Job Characteristics Model (JCM) w ill be utilised. 
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Figure 1. 1. The Job Characteristics Model (Hackman & Oldham, 1975 : 161) 
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Hackman and O ldham's ( 1975: 159- 170) research on the JCM fo r j ob enrichment may help 

lead to the best approach for improv ing the educati onal setting in the schoo ls of the Dr. 

Kenneth Kaunda District, through recommendations contributed thro ugh the study. The JCM 

is perce ived as a vita l worker inspiration theory fo r organizations (Konermann-van Hunsel , 

20 12:2-4; Ram lall , 2004 :52-63). 

According to Hackman and O ldham (1975: 159- 170; 1976:250-279) the model is subdivided 

into three aspects, namely the core job dimensions, the critical psychological states and the 

personal and work outcomes. The core job dimensions in the JCM are: skill variety, task 

identity, task sign ificance, autonomy, and feedback; the critical psychological states are: 

experienced meaningfulness of work, experienced responsibility for outcomes or work, and 

knowledge of results; and the personal and work outcomes are: hi gh internal work 

motivation, hi gh qua lity work perfo rmance, high satisfaction with work, and low absenteeism 

and turnover. The core j ob dimensions of the model are further explained below. 

Skill Variety: Any occupati on needs a person who can uti lize an extensive vari ety of skill s 

and capac ities fo r executing a j ob (Hackman & Oldham, 2005: 15 1-170; Nahrgang, 

Margeson, & Hofmann, 201 1 :7 1-94). Educational systems are consistently changing, for 

example equipment, innovation and changes in organizational structure (Draper & 

McMichael, 2003:67-81 ; Schaufe li , Bakker, & Van Rhenen, 2009: 893-9 17). With the goal 

for educators to adjust to such changes they have to persistently secure and apply new skills. 

It is fundam ental that management in schoo ls in the Dr. Kenneth Kaunda District maintain 

skill variety in the ir employment outline or e lse the educators will lose indi vidual enthusiasm 

fo r their work. This could conceivably pro mpt burnout, which will prompt an expansion in 

educator absentee ism and a decline in educator j ob satisfaction and engagement. 

Task Identity: Hackman and Oldham (1975: 159-1 70) characterize task identity as the degree 

to which employees accompli sh their work with a noticeable end resul t. Employees feel more 

fulfill ed within their occupation when they are responsible for the whole course of the ir work. 

Educators in the Dr. Kenneth Kaunda District require an opportunity to make the ir own 

choices, to be given indiv idual acknowledgment fo r their accomplishments, to utilize their 

own techniques fo r do ing the ir work and to uti lize the ir own judgment. Thi s will prompt an 

expansion in potential work engagement and j ob sati sfaction. 
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Task Significance : Hackman and Oldham ( 1975: 159-170) characterize this as how much the 

job influences other individual ' s lives. N umerous ed ucators fee l they have an effect on the 

we ll -be ing of others and to be "somebody" in the community. Educators give support, 

leadership and direction to their learners, which prompts educators to have an opportuni ty to 

do things for others and creates a sentiment of accompli shment in the job. ln this way 

educators wi ll discover mean ingfulness and purpose, consequently feeling increasingly 

engaged (Bishay, l 996 : 147-154; Shuck & Wo llard, 20 10:89- 110). 

Autonomy: An occupation should give an individua l autonomy and di scretion to do the work 

and decide the strategies to be done to execute the job (Hackman & Oldham, 1975:159- 170). 

For instance, a few schoo ls are completely managed and overseen by educators - i.e., the 

schools do not have formal management and educators are expected to execute adm inistrative 

duti es. N umerous educators and groups, for example, educator unions, may contend that 

encroaching on educator autonomy in the c lassroom undermines the expertise of educators 

(Shuck & Herd, 2012: 181 ). In this view, endeavours to micro-manage educator techniques or 

executi on through prescriptive policies, greater managerial oversight, or strict curriculum 

prerequisites wi ll undermine job satisfaction or the discernment that educators are talented 

experts who have earned a leve l of public trust in their capacities (Pitt-Catso uphes & Matz­

Costa , 2008:2 15-229). Educators are in the best pos ition to make their own decisions about a 

learner's education, they ought to be given as much autonomy as could reasonabl y be 

expected w ith regards to choosing instructional techniques, planning lessons, and giving 

learner support (Parker & Martin, 2009:68-75) . In thi s view, more stringent controls, harder 

employment prerequisites, more administrative overs ight, and more di fficult educator 

assessment methodo logy wi ll create an assortment of negat ive outcomes, including lower 

performance in learners or lower job satisfaction in educators (Dollard & Bakker, 2010 :579-

599; Fernet, Guay, Senecal , & Austin, 20 12:5 14-525). 

Feedback: This concept includes how much an individual knows about outcomes (Hackman 

& Oldham, 1975 :159-170). Educators need to get particular and clear feedback on their job 

execution, s ince it creates a general knowledge on how their labour is contributing to or not 

adding to the achievement of the schools (Bakker & Bal, 2010 : 189-206) . In this view, the 

educators w i II get the chance to make significant strides to enhance their efficiency levels. On 

the off-chance that feedback does not happen, low morale is developed while burnout may set 

in, and also sentiments of bei ng miserable in their efforts or labour. Productivity wi ll 
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normally decrease and absenteeism wi ll esca late. A pos itive s ituation is required in the 

education sector. In the event that educators can experience work engagement and hi gh job 

satisfaction, while not encountering burnout, they can be successful. Such energy and absence 

of cynic ism shoul d add to a pos iti ve organ izational climate. ln South Africa, especially in the 

Dr. Kenneth Kaunda District, there are issues that originate from the organizational climate in 

schools (Jackson & Rothman, 2006 :75-95; North-West Department of Education, 2006:2; 

Van der Westhuizen, 2006; Vos, 2005:2 12). These issues incorporate educator low morale 

and a negative organizational climate (Imants & Van Zoelen, 1995:77- 86; Mentz, 2007:1 46-

153; Zigarmi & Sinclair, 2001:270-278). A negative organizational climate can be 

detrimental to the effective running of schoo ls and a pos itive workfo rce can cause either total 

success or tota l ru in in an organ ization (Lockwood, 2007:276). 

Educators who are engaged, have high job sati sfaction levels and are not encountering 

burnout, can be described as successful. Consequentl y, the results of the ir learners ought to be 

magnifice nt, driv ing the ir schoo ls to be class ified as Performing. Studi es (Department of 

Basic Education, 20 11 :3; Shannon & Bylsma, 2006: 130) demonstrate that Performing High 

Schools are schoo ls that have so lid bearing, focused leadership, great correspondence and 

partic ipation, a lignment with standardized curriculum, persistent educator training as well as 

are presented with great working conditions. Under-Performing High schools are schoo ls that 

have low matriculation pass rates and the vast majority of these schools are in 

underpriv ileged areas, lacking fund s and technology (Department of Bas ic Education, 

201 3: 15; Seder, 2000 :52). Under-Performing High Schools additionally experience 

overcrowding of learners in c lassrooms, thus it turns out to be difficult to train and 

successfu lly instruct the learners. As ind icated by the South Afri can Schools Act (2009:26) 

the aggregate limit a classroom can hold is 40 learners. Under-Performing High Schools also 

do not pursue standardized curriculum programmes to teach and instruct learners 

(Department of Education, 20 11 :3 1; Edwards, 2003: 14; McMillan & Schumacher, 2010 :102; 

Seder, 2000 :98). The study will in this manner explore the well-being and job satisfaction of 

educators in Under-Performing and Perfo rming High Schools in the Dr. Kenneth Kaunda 

District. 

Engaged educators report elevated well-being and job sati sfaction (Hastings & Agrawal, 

201 5:35). Educator's sati sfacti on with their occupation may emphatically impact the quality 

and steadiness of instruction given to learners. A few researchers contend that educators who 
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do not feel supported in their work might be less encouraged to do the ir best work in the 

classroom (Ashton & Webb, 1986:236; Loeb & Horng, 20 10:66-69; Ostroff, 1992:963-974). 

The absence of burnout will enhance educator' s energy to the job and therefore create more 

positive learner outcomes. 

There is a scarcity of studies addressing burnout, work engagement and job satisfaction of 

educators. Studies on burnout and work engagement, work engagement and job satisfaction 

as wel l as burnout and job satisfaction wi ll be di scussed to articulate the problem regarding 

the well-being and job sati sfaction of educators in this study. 

Studies on burnout and work engagement on occupations other than teaching 

In studies on employees other than teaching, burnout has also been studied in relation to work 

engagement. Bakker, Demerouti and Schaufel i (2005 :661-689) directed research on burnout 

and work engagement among working couples in an assortment of occupations in South 

Africa. They found that the spouses' levels of burnout are posi ti ve ly re lated with their w ives' 

levels of engagement. Gauche (2006:315-331) directed research in a South African 

university. The outcomes demonstrated that the relationship between the burnout constructs 

(exhaustion and cynicism) from one perspective, and between the engagement constructs 

(vigour and dedication) on the other, was positive. Another investigation by Sonn (2015) was 

executed on the relationship between burnout and work engagement among employees in the 

pharmaceutical industry in South Africa. Sonn's outcomes reasoned that the relationship 

between burnout and work engagement mirrored a negative relationship. This re lationship 

wil l thus be explored in this study. 

Studies on burnout and job satisfaction on occupations other than teaching 

Studies on the relationship between burnout and job satisfaction, on occupations other than 

teaching, have also been exp lored. Brewer and Clippard (2002:93-101) conducted research on 

burnout and work engagement among student support services staff in Knoxville, Tennessee. 

Discoveries showed a significant negative relationship between burnout and work 

engagement. Makgala (2003:72-78) concentrated on the in the North-West Province, 

Mmabatho and Vryburg region. The study found that job sati sfaction is positive ly related 

with burnout. This phenomenon can be explained by Leona, Halbeslebena and Paustian­

Underdahlb 's (20 15:87-96) clarification that burnout and engagement belong to a continuum 

(from negative represented by burnout to positive representated by work engagement). 

6 



There are many studies that show the re lationsh ip between burnout and job satisfaction. 

There are various studi es clarifying this relationship among health experts, part icularly 

spec ia lists and medical caretakers who work for emergency health organ izations. The studies 

have demonstrated the negative relationship between burnout and j ob sat isfaction of medical 

caretakers and speciali sts as well as other health experts (Kelleci, Go lba~ 1, Dogan, Ata, & 

Ko9ak, 2011:144-152; Mertoglu, 2013:176- 181 ). Akpmar and Ta~ (20 11 :161-165) for 

instance, directed a study regarding burnout and job sat isfaction among 191 emergency 

healthcare experts. The outcomes demonstrated that there is a weak negative relationship 

between burnout and j ob satisfaction . Rosales , Labrague, and Rosales (20 13: 1- 10) led a study 

focused on nurses in government hosp itals of Samar, Philippines. The study found that there 

is a positive relati onship between burnout and job satisfaction. 

Talachi and Gorji (2013: 153-162) exam ined the relationship between burnout and job 

satisfaction of a ll staff in a Go lestan Province industry, mine and trade organization. It was 

discovered that burnout had a negative relationship w ith j ob satisfaction. It can therefore not 

be expected that educators who suffer from burnout can enjoy high levels of j ob satisfaction. 

Studies on job satisfaction and work engagement in occupations other than teaching 

The relationship between job satisfaction and work engagement, on occupations other than 

teaching, have also been exp lored. Previous research uncovered that j ob satisfaction and work 

engagement are positively re lated (Abraham, 20 126:27-36; Wefald & Downey, 2009 :99-

111 ). Although some researchers debate viewing engagement as a new construct (Macey & 

Schne ider, 2008:3-30; ewman & Harrison, 2008:3 1-35; Saks, 2008:40-43), a dominant 

number of researchers believe that job sat isfaction and work engagement are di stinct concepts 

(Alarcon & Lyons, 20 11 :463-480; Barnes & Co llier, 20 13:485-499; Wefald & Downey, 

2009:91-111 ). Some researchers argue that the hi gher the level of job satisfaction, the higher 

the work engagement (Biswas & Bhatnagar, 20 13 :27-40; Caesens, Stinglhamber, & 

Luypaert, 20 14:813-835 ; H0 igaard , Giske, & Sundsli , 201 2:347-357; Karatepe & Karadas, 

20 15: 1254-1 278 ; Moura, Orgambfdez-Ramos, & Gon9alves, 20 14:29 1-300) . Masvaure, 

Ruggunan and Mahara (2014 :488-499) investigated the relationship between work 

engagement and job satisfaction among employees of a diamond mining company in 

Zimbabwe. The study indicated pos itive relationships between job satisfaction and work 

engagement among the employees. Vokic and Hernaus (2015 : 1-1 3) studied the relationship 

between job satisfaction and work engagement of employees from a large-sized Croatian 
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organization. Results revealed positive relationships between work engagement and job 

satisfaction. 

Biswas and Bhatnagar (2013 :27-40) contend that from one perspective, engaged employees 

encounter a pleasurable enthusiastic state at work, and accordingly they are more happy with 

their job. Then again, work fulfilment may not generally bring about efficiency (Abraham, 

2012a:27-37), while engagement is by all accounts a solid indicator of job performance 

(Chughtai & Buckley, 201 I :684-705). Such contrasts are a consequence of the opposite 

nature of the constructs . While job satisfaction is an inactive and affective state, work 

engagement speaks to an active and content state (Abraham, 2012b:27-36; Alarcon & Lyons, 

2011 :463-480). Therefore, work engagement possibly could be improved through fulfilled 

employees (Abraham, 201 2a:27-37, 2012b :27-36) . Such a supposition suggests that j ob 

satisfaction is the antecedent of work engagement (Alarcon & Lyons, 2011 :463-480; Barnes 

& Collier, 2013 :485-499; Brunetto, Teo , Shacklock, & Farr-Wharton, 201 2:428-441 ; 

Schaufeli & Bakker, 2004:293-315). As temporal precedence is a good predictor of cause­

effect relationships, like Yalabik, Popaitoon , Chowne, and Rayton (2013:2799-2823) we 

believe that job satisfaction is the antecedent of work engagement. It can therefore be 

expected that educators who experience work engagement should enjoy high levels of job 

satisfaction. 

Studies on burnout of educators 

Several studies have been conducted on the burnout-related factors amongst educators 

teaching at different levels. Montgomery (2004:349-371) conducted research on burnout of 

primary school educators in the North-West Province. The study found that j ob resources 

were related to all three dimensions of burnout. Van Wyk (2004:152-157) concentrated on 

secondary school educators in the Goldfields region of the Free State Province. The study 

found that marital status, intentions of quitting, availability of equipment, knowledge and 

abilities had ari effect on the level of burnout experienced by educators. 

Khunwane (2006: 191-205) conducted a study on the effects of educator burnout on the 

school curriculum: a case study of community junior secondary schools in the Southern 

region of Botswana. The study' s findings revealed that the majority of educators indicated 

poor career opportunities in the teaching field , which caused advanced burnout. Clayford 

(2010: 169) executed a study on burnout among educators in a juvenile rehabilitation centre, 
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an ex-mode l-C school , and pub lic schoo ls in South Africa. The findings revealed that the 

public schoo l educators were s ignifi cantly more burned out than the youth centre educators. 

Louw, George, and Esterhu yse (2011:1008-1014) conducted a stud y of burnout amongst 

urban secondary school educators in am ibia. The main findings of the study were that the 

educators experienced similar levels of emotional exhaustion when compared to ed ucators in 

other countries, and teaching experience had the highest positi ve relationship with burnout. 

Azeem and azir (201 5:51-64) conducted a study of burnout of university educators. The 

results indicated that the educators experienced high levels of emotional exhaustion and 

moderate leve ls of burnout. 

Studies on burnout and work engagement of educators 

In other studi es, burnout has also been studied in re lation to work engagement among 

educators. Previous studies have resulted in burnout being negative ly re lated to work 

engagement (Demerouti , Bakker, De Jonge, Janssen, & Schaufeli , 200 1 :279-286; De Vries, 

Peters, & Hoogstraten, 2004:24 1-250; Duran , Extremera, & Rey, 2004:3 86-390; Gonzalez­

Roma & Bakker, 2002a:7 1-92; Hallberg & Schaufeli , 2006: 119-1 27; Montgomery, Peeters, 

Schaufeli, & Den Ouden, 2003 : 195-211 ; Salanova, Grau, Cifre, & Llorens, 2000: 575-590; 

Schaufeli & Bakker, 2004:293-3 I 5; Schaufeli , Martt ' nez, Marque 's-Pinto, Salanova, & 

Bakker, 2002:464-48 1; Schaufe li & Salanova, 2007:93; Xanthopoulou, Bakker, Demerouti , 

& Kantas, in press). Weinreich (2014) cond ucted a study on burnout and work engagement in 

elementary schoo l educators in communities of Enschede, Oldenzaal, Losser and Dinkelland. 

The results in the study showed that burnout and wo rk engagement are separate constructs 

and are negativel y related. These studies therefore indicate the importance of the re lationship 

between burnout and work engagement amongst ed ucators . 

Studies on burnout and job satisfaction of educators 

The relationship of burnout and job satisfaction has a lso been explored amongst educators. 

Koustelios and Tsigilis (2005: 189-203) examined the relationship between burnout and job 

satisfaction experienced by Greek phys ical education school-based educators. Job satisfaction 

was shown to be negative ly related to burnout. Chenevey, Ewing, and Whittington (2008 : 12-

22) executed a study on burnout and job satisfaction among agricultural education educators. 

A negative relationship between burnout and job sati sfaction ex isted. Wei and Abdullah 

(2016: 47-50) conducted a study on burnout and job satisfaction among educators in a 

Chinese 
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independent secondary school. The findings showed that there is a negative relationship 

between burnout and j ob satisfaction . As burnout is shown to be negatively related to j ob 

satisfaction, educators who experience high levels of job satisfaction are not expected to 

suffer from burnout. 

A study on job satisfaction and work engagement of educators 

The relationship between job satisfaction and work engagement among educators has also 

been studied. Waigwa and Kwasira (20 14:202-213) executed a study determining the 

relationship between job satisfaction and work engagement among educators in Nakuru North 

Sub-County. The study reported that job satisfaction has a positive relationship with work 

engagement. It can therefore be expected that educators with high job satisfaction can be 

expected to experience work engagement. 

1.3 CHALLENGES FACING EDUCATORS IN THE DR. KENNETH KAUNDA 

DISTRICT 

Several issues could have an influence on the experience of burnout, engagement and j ob 

satisfaction amongst educators in the Department of Basic Education (DBE) in the Dr. 

Kenneth Kaunda District. These issues include; non-implementation of workshop training 

and over-crowded classes (Nkosi , 2012:11 ; Walton, 20 15:7), weak educator content on new 

curriculum (Moodley, 2013 :163-171 ; Nkosi , 2012: 11), ' dysfunctional ' schools (NEPI, 

1993 :23-24; Wilkinson, 20 l 5: 18), educator resignation (Sello, 20 15 :9), low educator effort 

(Barber & Mourshed , 2007:22), educator absenteeism (Reddy, Prinsloo, etshitangani, 

Moletsane, Juan, & Janse van Rensburg, 20 I 0:226), educator pay systems (Armstrong, 

2009:39; Gustafsson & Patel , 2008:45; Otieno, 2015:10; Van der Berg & Burger, 20 10:158) 

and the Funza Lushaka bursary scheme (Arends & Arends, 201 1:2-6; Badugela, 20 12:11 3; 

Bowie, 2014: 13; Deacon, 2012 :125 ; Deacon, 20 15 : 13 ; Hammond, 2015 :8; Modisaotsile, 

2012:89; Nkosi , 2015: 14; Reed , 2014:24; Rusznyak & Bertram, 20 13:89-101 ; Statistics 

South Africa, 2011 :6; Taylor, 20 14: 11 ). 

Walton (2015:7) indicated that educators in the Dr. Kenneth Kaunda District felt it difficult to 

transfer the theory from workshops on particular lesson content into their classrooms. The 

reason behind this is, for the most part, a result of the few difficulties within the school 

env ironment. The educators gave a few exp lanations behind the non-execution and these 
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included, their classes were over-crowded and the way that they did not have sufficient time 

to finish the curriculum, in addition to prepari ng learners for the Annual National 

Assessments (ANA). 

Several studi es have been executed on weak ed ucator content knowledge in the new 

curri cu lum (Mood ley, 20 13:163-171 ; kosi , 201 2:1 1). The Curriculum Assessment Policy 

Statement (CAPS) is a new curriculum that was made known to educators in the year 2012. 

Few yet considerable changes were made to the syllabus without abandoning the curriculum 

(Moodley, 201 3: 163-171). Moodley (20 13: 163-171) adds that a syllabus alludes to the 

content matter of a specific subject and that there was perplexity in the Dr. Kenneth Kaunda 

Distri ct about what a curriculum was, as opposed to a syllabus. With little concentration on 

looking at enhancing the syl labus, the Department of Education continued looking at 

changing the curriculum. The outcome was that the entire system was flipped around too 

earl y and simultaneously lost quite a bit of what was successful in the old system (Nkosi, 

201 2 :11). Educator unions, such as APTOSA and SADTU, have complained about the 

educators having poor content knowledge for the execution of the new curriculum in their 

classrooms (Nkosi , 201 2: 11 ). kosi (2012:11) affirmed that there has been perplexity in the 

execution of the new curriculum, chiefly in li ght of the fact that there has not been suffic ient 

correspondence and arrangement for the new curriculum. The di sarray has brought about 

hopelessness and frustration of educators. A study by Moodley (2013: 163-17 l) found that 

educators have added strain to fini sh new work schedules and lesson preparation, which 

consequently expanded the workload which accompanies curriculum change. 

Additionally, challenges incorporate various inequalities experienced by the South African 

education framework before 1994 (NEPI, 1993 :23 -24) . These inequalities brought about the 

inadequacy of black schoo ls, bringing about the schools evo lving into "dysfunctional" 

school s. "Dysfuncti onal" schoo ls are situated in the poor neighbourhoods, where the schools 

are not objective and miss ion orientated, have inadequate leadership and lack capital and 

resources as well as a bigger number of learners than normal in the classrooms (Gallie, 

Leithwood, Harris, & Strauss, 2010:6; Wolk, 1998 :56). Studies (Green & O'Sullivan, 

2009 : 17; Shipengrower & Conway, 1998:98) express that these schools are occupied by, for 

the most part, black learners who are not conversant with Engli sh. Wilkinson (2015 :18) 

proclaimed that black learners living in poor neighbourhoods are go ing through hardships as 

a result of these "dysfunctional" schools. Wilkinson (2015:18) states that the Minister of 
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Basic Education, Angie Motshekga, clarified that 80% of the schoo ls are as yet still 

dysfunctional and the dysfunction of the schoo ls depends on their matric results and whether 

the schools perform beneath a pass rate of 70%. 

As indicated by Sella (2015:9), in the year 201 5 the Government Pensions Admin istration 

Agency (GPAA) recorded 4 600 resignations in South Africa. The resignations were caused 

by gossip that educators would not get their pension in full in the future and a large number of 

the educators resigned in order to retain their pension. The rest of the educators that remained 

in the system were more inclined to burnout, diminished sati sfacti on and decreased work 

engagement in view of the lack of educators (Sella, 2015 :9). This issue spec ifical ly 

influenced learners, hence bringing about a lowered pass rate of learners in some schoo ls. 

Barber & Mourshed (2007:22-25), in their stud y on prosperous education systems, reasoned 

that the quality of a school system cannot surpass the quality of its teaching power. The 

report additionally expressed that low educator effort, which stands out among the most 

significant issues in South African schools, may be considerably greater than weak educator 

content knowledge to effectively teach the curriculum (Murphy, 2009: 163). 

Educator absenteeism was reported by Redd y et a l. (2010:26). The report found that about 

11 % of teaching time had been lost because of educator absenteeism. Educator leave days are 

more common on Mondays and Fridays than any other day in the week, demonstrating the 

exploitation of leave days by educators. 

Educator pay in respect to per capita GDP (Gross Domestic Product) in South Africa is 

strikingly high by international benchmarks (Pretorius, 2014 : l 0). Educators in South Africa 

got a compensation increase of around 15% between the year 2007 and 2009, yet the educator 

output remained moderately low (Otieno, 2015 : I 0). A few studies (A rmstrong, 2009:90; 

Gustafsson & Pate l, 2008 :45; Van der Berg & Burger, 2010:158) recommended that 

educators ought to get more increases in their salary; in that way they will not be inclined to 

leave the profess ion in the middle of their career. An investigation by Van der Berg and 

Burger (20 10:158) showed that educators earn pay that is fundamentally the same as that of 

public sector employees at an age of 22, however their earnings-age profile is sign ificantly 

lower, prompting an extensive earnings gap showing up at later ages. By the age of 30 the 

income of public sector employees is 77% greater than educators, then by the age of 40 by 

96% (Van der Berg & Burger, 2010:158). 
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Nkosi (2015: 14) highlights that every year Funza Lushaka funds a fo urth of the learners 

studying towards being educators. The funding a llotment expanded fro m Rl 09-million in 

2007 to more than R940-million in 20 14. Of the 14 500 bursaries granted in 2013 , more than 

3000 final-year learners grad uated. Research by scholars (Arends & Arends, 20 11 :271; 

Badugela 20 12:176; Department of Basic Education, 20 11 :10; Mod isaotsile, 20 12:89; 

Statistics South Africa, 2011 :6), showed distress ing quantiti es of new educators who are 

inadeq uately prepared to teach. A quant itative report by Hammond (20 15 :8), concluded that 

the univers ities do not yie ld quality ed ucators. A report by the !TERP (Initi al Teacher 

Education Research Proj ect) concluded that educator courses have low entrance prerequisites 

compared to other professions (Bowie, 20 14:1 3; Deacon, 201 2: 125; Deacon, 2015: 13; Reed, 

20 14:224; Rusznyak & Bertram, 20 13:89 ; Taylor, 2014:151 ). The studi es revealed that 

learners are accepted with no reference to what propels them to want to become educators. In 

a few institutions, there is more concentration on the number of ed ucators, instead of the 

value of the educators. 

The leve l of job satisfaction is one of the fundamental factors that dec ide the organizational 

climate of an organization (Al-Shammari , 1992:30-32; Keuter, Byrne, Voell , & Larson, 

2000:46-49). Up to one-third of educators leave the profession w ithin the first five years of 

teaching (Ingersoll & Sm ith, 2004:28-40). Ingerso ll and Smith (2004:28-40) likewise express 

that educators have diverse roles which are boring in the workplace, that is the reason it is 

important that ed ucators feel fulfilled in implementing those different roles. The roles of 

instructors include: arranging and executing a scope of teaching programmes; providing a 

safe environment fo r learners; teaching learners according to the curriculum; observing, 

assess ing and detailing progress of learners in key learning areas ; implementing strategies to 

achieve learner outcomes; keeping up records of class participation and recording progress of 

learners; implementing learner management according to the schoo l's strategic plan; 

participate in deve lopment as well as developing a professional portfo lio (SACE, 2010 :12-

40). 

Educator Post-Levels could also provide challenges with regard to actual staff teaching. For 

ease of reference, the Post-Levels of personnel in schoo ls stand as fo llows-Educators and 

senior Educators: Post-leve l 1, Head of Department (HOD): Post-level 2, Principal: Post­

level 3 and Senior Principal : Post-level 4 (Government Notices, 2016:41 ). As indicated by the 

Government otices (2016: 18-35), the fundamental obligations of educators and senior 
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ed ucators are to participate in class teaching; the HOD's are, for the most part, in charge of 

the functioning of the school and developing add itional curricular activ iti es in order to 

guarantee that the ed ucation of the learners is advanced in an appropriate way. The principals 

are in charge of the admini strative strategies and procedures of activities and functi ons of the 

schoo ls, wh ile the seni or principals oversee that the schoo l is managed efficiently according 

to legis lation and regulations. 

Studies (Bergman, Bergman, & Gravett, 20 I I :46 1-4 74; Lee, Dedrick, & Smith, 199 1: 190-

208; Southern and Eastern Africa Consortium fo r Monitoring Educational Quality 

[SEACMEQ], 20 11 :4-7) demonstrate that the educator's job satisfaction is influenced by 

intrinsic and extrinsic factors. An example of intrinsic factors incorporate the control 

ed ucators have in the classroom environment, recogn ition or responsibility, and examples of 

extrinsic facto rs include school security, compensation and administrative support. 

In view of the challenges faced by educators provided, the following questions ar ise: 

1.4 RESEARCH QUESTIONS 

• Do high schoo l educators in the Dr. Kenneth Kaunda District experience burnout? 

• Do high schoo l educators in the Dr. Kenneth Kaunda District experience work 

engagement? 

• To what extent do high school educators in the Dr. Kenneth Kaunda District 

experience job satisfaction? 

• Is there a relationship between burnout, work engagement and job satisfactio n 

amongst educators in the Dr. Kenneth Kaunda District? 

1.5 RESEARCH OBJECTIVES 

1.5.1 General objective 

The general objective of the study is to invest igate the well-being and job satisfaction of high 

school educators in the Dr. Kenneth Kaunda District. 
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1.5.2 Specific objectives 

The fo llowing are specific objectives of the research study: 

• To determi ne burnout amongst high schoo l educators in the Dr. Kenneth Kaunda 

District. 

• To determine work engagement amongst high school educators in the Dr. Kenneth 

Kaunda District. 

• To determine the levels of j ob sati sfacti on amongst high schoo l educators in the Dr. 

Kenneth Kaunda District. 

• To determine the re lationship between burnout, work engagement and job sati sfaction 

of high schoo l educators in the Dr. Kenneth Kaunda District. 

1.6 RESEARCH HYPOTHESES 

In the view of the di scuss ions above, the fo llowing hypotheses are deve loped: 

Hypothesis 1 

Burnout is negatively related to work engagement. 

Hypothesis 2 

Burnout is negatively re lated to job satisfaction. 

Hypothesis 3 

Work engagement is pos itive ly re lated to j ob satisfaction. 

Hypothesis 4 

There is a relationship between burnout, job sati sfaction and work engagement. 

15 



Hypothesis 5 

Ed ucators in Pe,forming High Schools of the Dr. Kenneth Kaunda District experience hi gh 

job satisfaction levels. 

Hypothesis 6 

Educators in Performing High Schools of the Dr. Kenneth Kaunda District experience work 

engagement. 

Hypothesis 7 

Educators in Performing High Schools of the Dr. Kenneth Kaunda District do not experience 

burnout. 

Hypothesis 8 

Educators in Under-Performing High Schools of the Dr. Kenneth Kaunda District do not 

experience work engagement. 

Hypothesis 9 

Educators in Under-Performing High Schools of the Dr. Kenneth Kaunda Distri ct experi ence 

burnout. 

Hypothesis 10 

Educators in Under-Performing High Schools of the Dr. Kenneth Kaunda District experience 

low levels of j ob satisfaction. 

The research method of this study is presented below. 

1.7 RESEARCH METHOD 

Research design 

A quantitative approach will be utilised in thi s study. The approach offers the researcher a 

chance to analyse information utilizing statistics (Adam & Healy, 2000:27; Creswell , 

2009:61 ; Mannay, 20 10:91-1 11 ). The quantitative approach wi ll invo lve the compiling of 

questionnaires and the acquiring of a samp le from a suitable population. 
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Population 

In this study the target population will cons ist of high schoo l ed ucators in the Dr. Kenneth 

Kaunda District. A population is a totality of all the items, subjects or individuals that comply 

with a group of specifications (Ralph, Birks, & Chapman, 2014:164; Polit & Hungler, 

1999:137). 

Sample 

The sample for this study will consist of educators from seven out of seven Under­

Performing High Schools and seven out of 17 Performing High Schools. A samp le is a 

fragment of a population that represents the who le population (LoBiondo-Wood & Haber, 

1998:250; Polit & Hungler, 1999:95; Sav in-Baden & Major, 2013:81). The sample for this 

study will consist of educators from seven out of seven (100%) Under- Performing High 

Schools and seven out of 17 (41 , 2%) Performing High Schools. Studies (Grinnel & 

Williams, 1990:139-176; Wertz, 2011:16-11) state that usua lly a 10% sample ought to be 

adeq uate for controlling sampling errors. More than 10% of the population will be 

represented in this study. 

A purposive convenience sampling technique wi ll be used in this study. Purposive 

convenience sampli ng is a non-probabilistic sampling technique appli cab le to qualitative or 

quantitative studies, in spite of the fact that it is most regularly utilized as a part of 

quantitative studies (Black, 20 10:69). The explanation behind utilizing this sampling 

technique is that the subjects are easily available to the researcher. 

Measuring instruments 

Questionnaires wi II be used to measure the well-being and job satisfaction of the educators . A 

questionnaire is a strategy of gathering data on the subjects' learning, convictions or state of 

mind on specific topics (Polit & Hungler, 1997:67; Si lverman, 2011 :261). With the utilization 

of questionnaires, a great deal of data from an expansive number of subjects withi n a brief 

period can be assembled in an economical manner. Questionnaires enable the researcher to 

effortlessly and rapidly measure the outcomes utiliz ing software. Likewise, if a 
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questionnaire is inadeq uate ly planned and the language utilized as a part of the questionnaire 

is obscure, this could make the subj ects misconstrue the questions. 

In order to assess the burnout, work engagement and job satisfacti on amongst the ed ucators 

of the Dr. Kenneth Kaunda District, the Educator Well-being and Job Satisfaction 

Questionnaire (Annexure A) wi ll consi st of the Biographical Data Sect ion, the O ldenburg 

Burnout Inventory (OLBI) (Demerouti , Bakker, Vardakou, & Kantas, 2003:296-307) and the 

Minnesota Satisfaction Questionnaire (MSQ) (Weis, Dais, England , & Lofquist, 1967:86-89). 

The Biographical Data Section will consist of items which include: Job title; Post-Level; 

Gender, Age, Marital status, Race, Highest educational qualifications, Period of serv ice in the 

Department of Ed ucation, Period of service in cu rrent schoo l, N umber of learners in class, 

umber of subjects taught in matric phase, N umber of classes taught in matric phase, 

umber of subj ects taught in phases other than matric and Number of classes taught in phases 

other than matric. 

The OLBI (Demerouti , Bakker, Vardakou, & Kantas , 2003 :296-307) has negative and 

positive items to evaluate burnout; these items are exhausti on and cynicism. The OLBI can be 

utilized to quantify the dimensions of burnout and work engagement at the same time and 

also the two dimensions of work engagement, which are vigour and dedication. Demerouti , 

Bakker, Vardakou, and Kantas (2003:296-307) developed the OLBI, which has questions on 

the two ends of the exhaustion-vigour and cynicism-dedication continua (Gonza'lez-Roma', 

Schaufeli , Bakker, & Lloret, 2006: 165-174). 

Schaufeli and Bakker (2010:10-24) characterize exhaustion, cynicism, vigour and dedication 

as the fo llowing: exhaustion is an aftereffect of long physical or mental strain that is caused 

by specific job demands, cynicism is removing or w ithdrawing onese lf from his work, vigour 

is the elevated amounts of energy and mental adaptabi lity during work, while dedication is a 

having a feeling of inspiration, enthusiasm and motivation during work. The MSQ will be 

used to gather data about the job satisfaction of the educators (Weis et al. , 1967 :93). The 

MSQ contains two distinct parts : intrinsic and extrinsic j ob sati sfaction . The intrinsic 

sati sfaction measures emotions about the tasks of the job and the extrinsic satisfaction 

measures emotions that are external to the job (Baylor, 2010: 185; Spector, 1997: 156). 
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Statistical analysis 

The statistical analysis will be carried out with use of the Statistical Package for the Social 

Sciences (SPSS) programme (IBM Corp SPSS, 2015: version 22.0). The Cronbach alpha will 

be used to determine the validity of the instruments used (Clark & Watson, 1995:301-319; 

Tavakol & Dennick, 2011 :447-458). The Exploratory Factor Analysis (EFA) and 

Confirmatory Factor Analysis (CF A) will explore and confirm the construct validity of the 

instruments (Brown, 2006: 10). The relationship between burnout, work engagement and job 

satisfaction wi ll be done using the Pearson' s correlation analysis (Sharma, 2012:354). 

Research procedure 

Written authorization to conduct the study wi ll be obtained from the North-West Un iversity 

and consent will likewise be obtained from the Department of Basic Education. Furthermore, 

the researcher will speak to every one of the senior principals of the schools in the Dr. 

Kenneth Kaunda District face-to-face and request for authorization to conduct the study in 

their respective schools. Questionnaires will be utilized to gather the information. 

Ethical considerations 

The ethical principles recommended by Bryman and Bell (2007:59) wi ll be followed when 

executing this study. The educators in the Dr. Kenneth Kaunda District wi ll not be abused in 

any capacity conceivable and their dignity wi ll be preserved. Permission will be obtained 

from the educators before the execution of the study (Annexure B and C); in that way their 

protection wil l be guaranteed. The data gathered will be treated confidentially; in this manner 

the autonomy of the educators will be ensured. Any type of deceit with respect to the aims 

and objectives of the study will be averted. Any conflict of interest that emerges from the 

study procedure will be recognized . There will be straightforwardness with regards to any 

type of correspondence with the study. The educators wi ll be given a chance for inquiries and 

concerns about the study before participation. The alteration of findings, in a deceptive way, 

will be avoided. Permission from the Ethics Committee of the North-West University wil l 

also be sought (Annexure D). 

The significance of the study is presented below. 
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1.8 SIGNIFICANCE OF THE STUDY 

The aim of this study is to investi gate the burnout, wo rk engagement and j ob satisfaction 

amongst high schoo l educators in the Dr. Kenneth Kaunda District. Findings ought to give 

knowledge on understanding the role of burnout on j ob sati sfaction and work engagement in 

connection with demographic characteristics. The results of thi s study are vita l as far as its 

contribution to reduce burnout and to expand job satisfaction of educators. Add itiona lly, the 

fin dings would be useful for researchers in poli cy deliberation and endeavours to enhance 

educator and learner achievement. 

Studies (Bishay, 1996: 147- 154; Maforah & Schulze, 201 2:227-239) express that educators 

are some of the most essenti al experts in the nation. The improvement of work engagement 

and job satisfaction and the decline of burnout among educators should profit learn ers, 

educators, and, in addition, the Department of Bas ic Education. Recommendations suggested 

from the fi ndings in thi s study, if actualized, ought to minimize experiences of burnout while 

enhancing work engagement and job satisfacti on, in thi s way prompting Under-Performing 

High Schools to transform to Performing High Schools. 

1.9 DIVISIO OF CHAPTERS 

Chapter I introduces the study to be executed. 

Chapter 2 will address a rev iew of the literature of the study. 

Chapter 3 will prov ide the des ign foll owed in the study. 

Chapter 4 will include the results and interpretation thereof. 

Chapter 5 will prov ide conclusions, recommendati ons and limitations of the study. 

1.10 CHAPTER SUMMARY 

In this Chapter, the need to study the we ll-being and job satisfacti on of hi gh schoo l educators 

in the Dr. Kenneth Kaunda District was articu lated. In order to make sense of the causes and 

consequences of the ir expectations on burnout, engagement and j ob sati sfaction, the JCM wi ll 

be used. The research des ign was prov ided. 
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In this study, a quantitative approach w ill be fo llowed, the survey method, and self­

adm inistered questionnaires used. 

The questionnaires w ill inc lude Biographical data, the OLBI and the MSQ. A sample will be 

drawn from the hi gh schoo l educators of the Dr. Kenneth Kaunda District (population). The 

SPSS will be used for capturing and analysi ng of data. The resu lts wi ll be presented in tables 

and graphs. 

Furthermore, the s ignificance of the study was hi ghli ghted, ethical considerations declared , 

and the plan of the study out I ined. 

In Chapter 2, a literature rev iew related to burnout, job sati sfacti on and work engagement will 

be undertaken. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 INTRODUCTION 

In th is chapter, literature on burnout, work engagement and job satisfaction is reviewed. 

2.2 EDUCATOR WELL-BEING 

Educators ' well-being and job satisfaction are an essential connection m the chain of 

education reform, espec ia lly in South Africa where the system of education direly needs to be 

enhanced (Byrd-Blake, Afo layan, Hunt, Fabunmi , Pryor, & Leander, 20 10:450-472). Be that 

as it may, the connection between burnout, job satisfaction and work engagement of 

educators has not yet received much research consideration in South Africa. 

The literature review of phenomena on educators is vital because most methodologies 

directed at enhancing educator well-being and job satisfaction in South Africa appear to be 

deficient. A few methodologies succeed in specific schoo ls, while some do not succeed in 

other schoo ls (Gav ish & Friedman, 2010: 141-1 67; Skaalv ik & Skaalvik, 201 1:1059-1 069). 

Educator's well-being and job satisfaction are of supreme importance, since learners' 

accompl ishments are profound ly associated with educator we ll-being (Tynj a la & Heikkinen, 

2011:11-35). 

The knowledge of burnout has rapidly deve loped since the 1970s and is viewed as a 

significant issue (Van Horn, Taris, Schaufe li , & Schreurs, in press). At the point when 

educators encounter burnout, it lessens the ir personal satisfaction and furthermore negatively 

affects the ir fam ily li fe (Connor, Morrison, Fishman, Ponitz, Glasney, Underwood, & 

Schatschne ider, 2009:85 -99; Hellesoy, Gronhaug, & Kvitastein, 2000:233-247; Ku la, 2011), 

as we ll as of their learners. The level of educator j ob satisfaction has captivated research 

attention, therefore educator well-being and job satisfaction has turned out to be one of the 

motivations of this study (Curby, Rudasil I, Edwards, & Perez-Edgar, 201 1: 175-188; 

Mahomed, 2004:7- 23; Sirgy, 20 12). There are a couple of studies on the relationsh ip of wel l­

being to job satisfaction of educators, despite the fact that many were identi fied with the 

subj ects of we l I-being to job satisfaction exc lusive ly (Zahoor, 2015 : 181-1 84 ). 
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Burnout influences educators' achievement and dedication, which thus prompts a decrease in 

the quality of teaching and has a negative impact on educators' ach ievement (Akman, Ta~km, 

Ozden, <;ortil , 2014: 807-815 ; Blandford, 2000 :53). Burnout has assorted negative impacts on 

educators; these impacts include: exhaustion, poor interpersonal relationships with 

colleagues, low morale and less sensitivity towards challenges of learners, less to lerance of 

classroom disturbances and less classroom lesson planning (Demaray, Malecki , Rueger, 

Brown, & Summers, 2009:13-28; Lynch, 2016 :49 ; Maslach & Jackson, 1986:257). These 

behaviours have motivated the development of literature on burnout, job satisfaction and 

work engagement of employees, including educators (Fernet, Guay, Senectal , & Austin, 

2012 :514-525). 

Teaching is , to a great degree, a physical and emotional strenuous profess ion, since educators 

offer direct assistance to learners and indirect assistance to the soc iety (Mas lach, Jackson, & 

Leiter, 1996:398; McCormick, 2011 :278-239). The educators are hence exposed to 

impractical expectations, such as be ing disc iplinari ans, while meeting a variety of learner 

needs (Baldwi n, Lunceford, & Vanderlinden, 2005 :39; Purvanova & Muros, 2010: 168-185). 

Studies (Brouwers, Tamie, & Boluijt, 20 11:17-39; Lackritz, 2004 :7 13-729) bring up that the 

endeavour of educators attempting to accomplish these expectations may prompt burnout, 

which may bring about unending ailments . Consequently, these ailments prompt educators to 

become less productive in class, which encourages educators to leave the profession 

prematurely (Harrington & Hunt, 20 10:585 ; Hogan & McKnight, 2007 :83). 

Studies on burnout, work engagement and job satisfaction wi ll be discussed below. The first 

phenomenon to be discussed will be burnout, fo llowed by work engagement and j ob 

satisfaction. 

2.2.1 Burnout 

Previous research on burnout will ass ist m explaining how burnout affects vanous 

occupations, including educators. Burnout 1s one of the most researched topics in 

occupational psychology and the results of previous studies have demonstrated employees 

continually experiencing exhaustion and having a cynical v iew towards work; employees 

who experience these feelings eventually encounter serious medical issues and a decline in 

work performance (Bakker, Demerouti , & Sanz-Vergel, 2014 :389-4 11 ; Duyan, Ayta9, 

Akytld1z, & Laar, 201 3: 105 -116). Stud ies (Bakker, Schaufeli , Sixma, Bosveld, & Van 

Dierendonck, 2000:425-44 l ; Hakanen, Peeters, & Perhoniemi , 20 11 :8-30; Schaufe li, 
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Maassen, Bakker, & Sixma, 20 11 :248-267) indicate that burnout can be maintained over five , 

ten or fifteen years. 

Studies demonstrate that most researchers share the opinion that burnout is a condition of 

exhaustion caused by taxing circumstances in the work env ironment (Pines, 1993:34; 

Tatalovic-Yorkapic & Loncaric, 201 3 :43 1-445). Burnout has been defined in an assortment 

of ways. Ruotsalainen, Yerbeek, Marine, and Serra (20 15:87-98) distinguished burnout as a 

sort of mental anxiety showed by frustration and fat igue, which prompts ineffectiveness 

during work. Burnout is likewise characterized as being emotiona lly exhausted and occurs 

among individuals who work w ith other individuals (Ajala, 20 13:46-57; Maslach, Jackson, & 

Leiter, 1996:265). G il-Monte (2005 :192) and Wu, Li, Zhu, Lin, Chai , and Wang (20 12:279-

287) explain that burnout as an individua l' s reaction to stress in the workplace and the 

endeavour to manage that stress. Researchers exp lain that burnout as a construct that includes 

three facto rs, name ly: diminished persona l accompli shment, emotiona l exhaustion and 

depersonalization (F inney, Stergiopoulos, Hensel, Bonato, & Dewa, 2013 ; Maslach, 

Schaufe li , & Leiter, 2001 :397-442) . Emotional exhaustion is a fee ling of be ing emotionally 

drained, diminished personal accomplishment is a sentiment of being antagoni stic about your 

ab ility and accomplishment with respect to work, and depersonalization is building up a 

pessimistic attitude towards clients (Gascon, Leiter, Andres, Santed, Pereira, Cunha, Albesa, 

Montero-Marin, Garcia-Campayo, Martinez-Jarreta, 20 13: 3120-3 129; Maslach, et al. , 

200 1 :397-442). 

Teaching is seen as an emotional professio n and emotions are an essential part of educators' 

lives (Diener, 20 12:590-579; Hargreaves, 1998 :835-854; Sutton & Wheatley, 2003:332) . 

Educators encounter a variety of emotions while teaching, particularly while pass ing on 

instruction to learners (Keller, Frenzel, Goetz, Pekrun, & Hensley, 20 14:69-82; Nias, 

1996:293 -306). Emotions influence educator conduct, well-being, and instruction, which 

consequentl y influences learner achievement and conduct (Fredrickson, 1998:300-319; 

Frenzel, 20 14:494-5 19). 

Burnout, as suggested by researchers, is particu larly caused by low j ob resources and hi gh job 

demands (Alarcon, 20 11 :549-562; Demerouti , Bakker, Nachreiner, & Schaufeli , 2001 :499-

512; Lee & Ashforth, 1996:123-133). Ahola (2007:364), in a study of Finn ish workers, 

reported an increased level of depression, anxiety and alcoho l abuse among burned-out 

employees. In a si milar study, Hakanen and Schaufe li (2012:415-424), in a stud y of denti sts, 
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found a pos itive re lat ionship between burnout and li fe di ssatisfaction and depress ion. In 

ed ucator research, Barut9u and Serinkan (201 3 :3 18-322) executed a study on educators in 

Turkey and the results showed burnout being caused by poor working conditions and 

insufficient salary. In phys ical health studies, Kim, Ji and Kao (20 11 :25 8-268) fo und that 

burned-out socia l workers experienced physical health issues; these issues included sleep 

disorders, gastro intest ina l and respiratory infections as we ll as headaches. Other stud ies found 

that burnout causes withdrawal behaviour. Different studies fo und that bu rnout causes 

employees to be withd rawn; examples inc lude increased turnover and absenteeism (Envick, 

201 2:21-32; Hanisch, 1995: 156-162; Mas lach et al. , 2001:397-422). ln a study of nurses, 

Demerouti, Le Blanc, Bakker, Schaufe li, and Hox (2009:50-68) fo und that high job demands 

brought about increased burnout. Taking everythi ng into account, employees who are worn­

out by their work, encounter more health issues, and this impacts the ir behav iour at work 

altogether. 

There are various sources and theories of burnout that he lp to explain the phenomenon of 

well-being and job sati sfacti on in the workplace. 

Sources of burnout 

Research by Le iter and Mas lach (2005:24 1-25 0) po ints to six specific sources of burnout at 

work. These are: lack of control, values conflict, insufficient reward, work overload, 

unfairness and breakdown of community. These sources are reflected in various models, 

which are the Cherniss' Process Model, the Golembiewski's Phase Model and Leiter's 

Process Model. These process models of burnout are discussed below. 

The Cherniss Process Model of burnout 

Cherni ss (1980 :3 17) built up a model of burnout th rough the investi gation of beginners in the 

workplace. The model proposes that work setting attributes blend with suffe ring experienced 

by employees (Akm, Demirc i, Yildiz, Gediksiz, & Eroglu, 201 2:87; Burke & Richardsen, 

2000 :327-368). For example, the schoo l climate affects levels of educator burnout at work 

(AI-Qutop & Harri m, 2011 : 193-205; Sto ll & Louis, 2007 :28). A few so lutions to enhance the 

schoo l c limate, which were implemented in Under-Performing High Schools in America, 

a ided in reducing burnout and improv ing job sati sfaction of educators (Baleghizadeh & 

Gordani, 201 2:30-42; Kirkland, Villav icencio, & Fergus, 2016 :4; Organizati on for Economic 

Cooperation and Development [OECD], 2009:7). These so lutions, to name a few, included: 
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enhanced supported co llaborations and communication among educators and learners; 

educators feel ing acknowledged and recognized for their participation in assisting towards 

the schoo ls' success; and progress assessments are ways that utilize proper standards and 

expectations. 

The Golembiewski's Phase Model of burnout 

Golembiewski , Munzenrider, and Carter (1983 :46 1-48 1) report that there are different stages 

in burnout. Burnout advances from depersona lizati on to lack of accompl ishment and 

thereupon to ex haustion (Burke, Ng, & Wolpin, 20 11 :7-22; Go lembiewski, Munzenrider, & 

Carter, 1983:476). The quality of teaching is mostly influenced by emotional exhaustion 

(Klusmann, Kunter, Trautwein, LUdtke, & Baumert, 2008:702-7 15). Ln this way educators ' 

burnout is an extreme ly important subject in the investigation of the well-be ing of educators 

(<;e li k & Tabancal, , 20 12:31-38; Chang, 2009: 193-218) . 

The Leiter Process Model of burnout 

Leiter (1989: 15-22, 1991a:547-558, 199 1b:1 23- 144) recommended a model of burnout 

fixated on two suppos itions . These suppos itions are that burnout elements impact each other 

over time, and the three domains of the Mas lach Burnout Inventory (MBI) are associated 

with worki ng conditions and individual characteristics (Leiter, 1991 b: 128). Leiter's 

(199 lb:1 23-1 44) study was intended to fi nd out what effect the e lements of burnout have on 

the other two e lements of burnout and to decide the re lationship burnout has with working 

conditions. Emotional exhaustion, in the mode l, happens first in the burnout procedure and 

consequently results in j ob stressors. At the point when employees are emotionally exhausted, 

the level of achievement in employees declines, as a result causing burnout (Degenais­

Desmerais & Savoie, 20 12:659-684; Leiter, 1991 b: 137). 

2.2.2 Work engagement 

Several studies have been done on the engagement phenomena. Work engagement is a we ll ­

researched subject and is exceptionally vital since employees who are engaged indicate 

greater levels of customer satisfaction and achieve more during work, bringing about more 

profit for the organization (Harter, Schmidt, & Hayes, 2002:268-279; Li , Tang, & Gong, 

20 11:763-776; Robinson & Perriman, 2004:76). Work engagement can affect work attitudes, 

si nce it includes emoti onal behav ior (Rosso, Dekas, & Wrzesniewski , 20 10:9 1-127). Studies 

(Saks, 2006:600-619; Schaufeli , 2013:287-297) confirmed that giving employees the chance 
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to take an interest in ro les at work results in emp loyees being committed to the organization. 

Work engagement has been characterized as the enthusiasm an employee has towards the job 

(Erdem, 20 10:5 11-537; Kirkpatrick, 2007:53). Kirkpatrick (2007:57) likewise uncovered that 

wo rk engagement is identified with a positive practice applied by employees in an 

organization. Work engagement can be described as having a positive mentality re lated with 

vigour, dedication and absorpt ion (Garg & Rastog i, 2009:42-5 1). Vigour is having elevated 

amounts of energy and drive throughout the course of work; dedication refers to having 

dignity and inspi rat ion at work; and absorption a lludes to being fascinated and absorbed in 

work (Jofreh, Yasini , Dehsorkh i, & Hayat, 201 3:338-346). Studies (Bakker & Bal , 2010 : 189-

206; Gonzalez-Roma, Schaufel i, Bakker, & Lloret, 2006 : 165-174) po int to work engagement 

as a construct distinct from burnout. 

There are var ied studies (Hakanen, Bakker, & Schaufeli , 2006:495 -51 3; Llorens, Bakker, 

Schaufeli , & Salanova, 2006:378-391 ; Schaufeli & Bakker, 2004:293-315) on the 

relationship between work engagement, job demands and job resources. Schaufeli and 

Bakker (2004a:293 -3 l 5) led studies in various organizations (insurance, health and pension 

fu nd) and the outcomes were that job resources fo retold work engagement, and work 

engagement foretol d turnover intention. Bakker, Hakenen, Demerouti, and Xanthopoulou 

(2007:274-284) directed a study on Finn ish educators and results showed that job resources, 

like superv ision and recogn ition, worked as a pad on the negative impacts on job demands of 

educators on work engagement. At the point when educators are apprec iated , vigour leve ls 

rise regardless of the increase of bad behav iour of learners (Zarafshan, Mohammadi, Ahmadi , 

& Arsalani , 20 13 :20-27). It is comparable in organ izations, that when employees are admired, 

their commitment increases, despite the fact that demands in the job are greater (Bakker et al. , 

2007 :274-284; X u, 20 10:88-91). Consequently if employee appreciation is increased and the 

organizational climate is improved, the negative effects of j ob demands can dec line. 

A study by Hakanen, Bakker, and Schaufe li (2006:495-513) confirmed that work engagement 

controls the impacts of job resources on the commitment of employees, whi le Hakanen et a l. 

(2006:495-5 13) found that when j ob resources increase, this brings about enhanced work 

engagement and organizational commitment. Llorens et al. (2006:378-39 1) discovered that 

there is a relationship between work engagement and task resources. If employees are 

engaged in their job, the ir task resources wi ll increase and consequently work engagement 

will increase; this process is called positive gain spiral (Alfes, Shantz, Truss, & Soane, in 
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press; Llorens et al. , 2006:378-39 1). Employees who encounter vigour and dedicat ion are 

assisted by personal resources during their work processes, thus work engagement is e levated 

(B led low, Schmitt, Frese, & Kuhnel, 2011: 1246- 1257; Llorens et al. , 2006:378-391) . 

Andreassen, Ursin, and Eriksen (2007:6 15-629) invest igated the relationship between work 

engagement and workaholism among employees working at a bank. The outcomes were that 

work engagement is pos itively related to the level of drive during work. T he duration that the 

employees worked at the bank determined their leve l of work engagement (Andreaseen et al. , 

2007:615-629) . Studies (Kinnunen, Fe ldt, & Makikangas, 2008: 114-1 27; Siegrist, Starke, 

Chandola, Godin, Marmot, Niedhammer, & Peter, 2004: 1483-1499) confirmed that 

organizational suppoti affects work engagement and absorption has a positive relationship 

w ith commitment in the workp lace. Studies (Boyd, Bakker, Pignata, Winefie ld, Gi llespie, & 

Stough, 20 11 :112-140; Kinnunen et al. , 2008: 11 4- 127; Siegrist, 1996:27-41) add itionally 

found a negative relationship between vigour and dedication. Work engagement clearly 

identifies with different sorts of work engagement state of mind. Engaged educators, 

therefore, are res ilient, vigo urous, enthusiastic and optimistic about the work and are very 

often immersed in that work. These constructs can be easier understood w ith the explanation 

of the sources and theori es of work engagement. 

Sources of work engagement 

The sources of work engagement are reflected in various theories and models: the Job 

Demands-Resources (JD-R) model and the Porter-Lawler Model. 

The Job Demands-Resources (JD-R) Model 

The JD-R Model (Bakker & Demerouti , 2007 :309-328; Demerouti et a l. , 200 1 :499-5 12) has 

two suppos itions; one supposition is that job resources promote work engagement thus 

causing an increase in performance, the second supposition is that job resources are essential 

when there are high job demands . The JD-R Model features the duty of j ob resources and 

stresses the importance of attri butes that drive emp loyees to be more diligent in their work 

(Kawada, Otsuka, lnagaki , Wakayama, Katsumata, Li , & Li , 201 1: 11 5-11 8; Schaufeli , 

Salanova, Gonzalez-Roma, & Bakker, 2002:7 1-92) . Past studies have uncovered that the 

learning of educators is positive ly related to autonomy (Aloe, Amo, & Shanahan, 2014 :101-

126; Pearson & Moomaw, 2005 :37-53; Porter, 1989:343 -356) . 
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The Porter-Lawler Model of Motivation 

The Porter-Lawler Model of Motivation (Porter & Lawler, 1973:151-176) is a multivariate 

model and portrays the relationship between performance and attitudes on the job. Studies 

(Greenberg, 2011 :271 ; Kanfer, Gi lad, & Pritchard , 2008:148) clarify that the model has four 

suppositions: the first is that emp loyees ' conduct is controlled by environmental factors ; the 

second supposition is that employees are constantly making behavioural decisions at work; 

the third is employees have different aims and objectives; and the fourth is that employees 

choose which behaviours to show and that the display of various behaviours have different 

results. Effort, performance and satisfaction are the components of this model (Porter & 

Lawler, 1968:269). Effort alludes to the level of vitality employees exercise at work, 

performance is an employee ' s accomplishment of labour that prompts the performance, 

satisfaction alludes to when an employee has performed ideally which prompts satisfaction 

and could a lso be reliant on the amount of rewards received (Porter & Lawler, 1968:269). 

The Porter-Lawler Model of Motivation also recommends that management in organizations 

re-assess their reward frameworks , which is vital in effectively managing employees (Mercer, 

Carpenter, & Wyman, 2010:169). 

2.2.3 Job satisfaction 

Over a couple of years, studies (Okpara, 2004:65-92 ; Shah, Jatoi , & Sahi l, 2012:799-808) 

have been led on the measurements of job satisfaction from various occupations, including 

educators. A considerable measure of concentration has been on the dimensions of job 

satisfaction. An assortment of studies have confirmed that job satisfaction has a positive 

relationship with organizational commitment (Ho, Chang, Shih, & Liang, 2009: 1-10). Job 

satisfaction is likewise affected by pay structures. Khan, Aslam, and Lodhi (2011 :2162-3058) 

have uncovered that young employees are happy with their pay yet older employees are not, 

on the grounds that they feel that they are not paid according to their purpose in the work 

environment. Job satisfaction re lies upon what an ind ividual needs and what they can gain 

from the job (Castle, Engberg, & Anderson, 2007: 191-211; Ho et al., 2009: 1-1 O; Porter & 

Lawler, 1973: 151-176). At the point when employees are experiencing job satisfaction, a 

positive environment in the workplace develops (Khan et al., 2011 :2162-3058). 

Job satisfaction is characterized in different ways, however most point to job satisfaction as 

multidimensional (Hu lin & Judge, 2003:255-276; Kouste lios & Tsigilis, 2015:189-203; 
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Mull ins, 2005: 1052- 1058; Shouksm ith, Pajo, & Jepson, 1990:355-364; Vidal, Valle, & 

Aragon, 2007: 1272- 128 1 ). Job satisfaction is ident ified with how employees fee l about 

elements of the ir work, regard less of whether pos itive or negati ve (O mmen, Dri ller, Koh ler, 

Kowalski , Ernstmann, Neumann, Steffen, & Pfaff, 2009: 1-9; Spector, 1997:46) . Cases of 

these elements cou ld be nature of the work, supervision, worki ng conditions and pay 

(lndhumathi , 2011 :11 5-1 24). 

Indhumathi (2011 : 115- 124) characterizes job satisfacti on as doing a j ob that one enj oys, 

do ing the job to the best of one's capacity and being paid fo r it. Stud ies (Aziri , 2008 :46-52; 

Statt, 2004:78) all ude to work fu lfillment as the degree of satisfaction one has with the pay 

rece ived. Mullins (2005: 1052- 1058) states that the re lati onship between job satisfaction and 

inspiration is not comparative. Job satisfaction is a state of mind and is identified with 

sentiments of achievement (George & Jones, 2008:78). Aziri (2008:46) a lso cons iders job 

satisfaction as an inclination one creates if the j ob fu lfill s one ' s material needs. 

Job satisfaction of educators has been a common territory fo r research over the years . Gu pta 

( 1988) investigated various aspects that have an effect on effecti ve teaching and discovered 

that job satisfaction and pay influenced successfu l teaching. Bruhn (1989:306-3 15) did a 

study on job sati sfacti on and stress incorporating all maj or profess ions and fo und that job 

satisfaction is essentia l for contro ll ing stress and improv ing profess ion deve lopment. 

Naseema (1994) examined the relati onsh ip between job sati sfaction and educator competence 

and observed that job sati sfaction contributed to the competence of th e educators. 

Yezzi and Lester (2000 :776-782) analyzed job sati sfaction among educators and d iscovered 

that age and the necess ity for accompl ishment are predi ctors of job satisfaction. Jabnoun and 

Fook (200 1 :72-90) identified factors affecting educator ' s job satisfacti on at spec ific 

secondary schoo ls in Malays ia and discovered that demographic variables were the most 

notable. 

Job demands and contro l affects we ll-being of employees in several ways . Examples are that 

poor j ob satisfaction and burnout is a consequence of high demands, and e levated job 

satisfaction is a result of e levated control, resulting in hi gh job sati sfaction and performance. 

Van Dick (2004: 171-200) fo und that organizational identifi cation predicts turnover 

intentions. Cetin (2006:78-88) conveyed a study, with a sample of 132 educators, to see 

whether there is a contrast between job satisfaction, occupational and organizational 
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commitment and found a significant relationship between job satisfaction and perfo rmance. 

Zhang and Zheng (2009:331-351) formed new knowledge on the re lationship between job 

satisfaction and job performance and completed a study on employees from seven companies 

in China, with a sample size of 292. The study di scovered that emotional commitment fill s in 

as one of the systems through which job satisfaction impacts performance on the job. 

lndhumathi (20 11 ) researched the job satisfaction and performance of 444 educators in hi gh 

schools and it was discovered that there was a significant relationship between job 

satisfaction and performance and the educators varied remarkably in job satisfaction and 

performance. 

Studies on the relationship between burnout and work engagement, burnout and job 

satisfaction and job satisfaction and work engagement w ill be discussed, to assist in 

addressing the we! I-being and job sati sfaction of educators. 

There are several sources that affect an individual 's level of job satisfaction; these are 

indicated below. 

Sources of job satisfaction 

Sources of job satisfaction are job content, supervisor, co-workers, organizational climate, 

recognition as well as rewards, pay and promotion. These sources are reflected in various 

theories and models. The need-based theories of job satisfaction wide ly recognised are 

namely: The Abraham Maslow 's Hierarchy of Needs, The Herzberg et al. 's Two Factor 

Theory, The Affect Theory, The Dispositional Theory, The Equity Theory and the Job 

Characteristics Model. 

The Abraham Maslow 's Hierarchy of Needs 

As indicated by Maslow (1943:370-383), an individual has five essential needs: 

physiological , security, affiliation, esteem and self-actualization needs. Physiological needs 

are the requirement for pay, sustenance, lodging, clothing and furthermore pleasant working 

conditions; security needs incorporate the requirement for security from danger, professional 

stability, and reasonable treatment; affi liation needs are the need of being cherished, 

acknowledged and being part of something; esteem needs incorporate the requirement for 

respect and independence; and se lf-realization needs are the consc iousness of one ' s abilities 
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(Al-Hussami, 2008:286-295). The self-actualisation need 1s extremely fundamental for 

educator advancement. 

The Herzberg et al. 's Two Factor Theory 

Herzberg, Mausner, and Snyderman (1959:85) had a desire for satisfying employees in the 

workplace; in the light of this desire the Two Factor theory was developed . Herzberg, 

Mausner, and Snyderman ( 1959:88) clarify these factor theories as: Satisfiers, which are 

factors that bring about the fulfi lment of employees (eg., advancement and recognition) and 

hygiene factors which are factors that lead to the dissatisfaction of employees (eg., pay and 

working conditions). Studies (Schroder, 2008:255-246; Simon, 1997: 176; Tims, Bakker, & 

Xanthopoulou, 20 I l: 131-121) show that it is important that organizations work towards 

enhancing employee's job satisfaction and urging them to work towards the accomplishment 

of organizational objectives. Therefore, it is essential to apprehend how to successful ly keep 

educators fulfilled in order to boost their enthusiasm for teaching. 

The Affect Theory 

Weiss and Crapanzano (1996:1-74) came up with the Affect Theory to indicate how state of 

mind can influence job satisfaction. The theory additionally clarifies how employees ' 

reaction to situations may conceivably interrupt their performance on the job (Wegge, van 

Dick, Fisher, West, & Dawson, 2006:261-275). Ruth (2011:434-472) shows that the theory 

features positive and negative circumstances at work and how they have an impact on the 

employee's job satisfaction and dedication . 

Educators persistently encounter demands, from parents, learners and management, which 

affect them emotionally (Cross & Hong, 2012:957-967; Sachs & Blackmore, 1998:265-279). 

Educators find it hard to manage their emotions successfully; this results in educators not 

having the capacity to effective ly teach and communicate with learners (Lee & Yin, 2011 :25-

46). 

The Dispositional Theory 

The Dispositional Theory suggests that job satisfaction and personality are related and 

furthermore, employees are more disposed to a particular level of satisfaction which stays 

stable over time (Judge, Locke, & Durham, 1997: 151-167). Studies (Feist & Feist, 2009:53; 
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Polk, 2006:23-29; Judge & Lanen, 2001 :67-83 ; Judge & Klinger, 2007 :393-413) on the 

Dispositional Theory have been executed and express that it is important that educators 

uti lize appropriate teaching techniques or methods, because the teaching techniques used 

d ictate the teaching value. Educator techn ique should su it their personality, which will 

prompt effective teaching and fina lly lead to j ob satisfaction. 

The Equity Theory 

Waster, Berscheid, and Waster (1973: 151-176) modified the Equity Theory and demonstrated 

how an employee measures fa irness in terms of the effo rt put into relationships and amount 

of output obtained from the relationship. Redmond (20 10: 197-212) proposes that the Equity 

Theory demonstrates what individuals class as reasonable and fair in contrast with other 

individuals. In view of the Adam 's theory (Adam, 1963:422-436), Houseman, Hatfield and 

Miles (1987:232-241) recommend that if an employee sees injustice in the working 

environment, dissatisfaction wi ll occur within the employees because of not having uni form 

input and output (Redmond, 20 12:90). Input is what the employee contributes to the job, like 

time, skills, capacity, and output is what the employee benefits from the job, like pay, 

security and insurance (Redmond, 20 10:67). 

The Job Characteristics Model 

The Job Characteristics Model (JCM) (Hackman & O ldham, 1975: 159-170) is the anchor of 

this study and clarifies how five dimensions influence personal outcomes and work re lated 

outcomes; these include job satisfaction. These dimensions are skill variety, task identity, task 

sign ificance, autonomy and feedback. Hackman and Oldham (1975 : 159-170) c larify these 

dimensions as: skills variety is the chance the organization provides fo r employees to utilize 

their ski lls; task identity is the degree that employees fee l that they complete a task; task 

sign ificance is the degree to wh ich work greatly influences other employees; autonomy is the 

degree to which employees have independence at work and feedback is the extent of 

employees being enlightened on their performance. These dimensions impact three 

psychological states, which are meaningfulness at work, responsibi li ty of outcomes and 

knowledge of results; which consequently lead to high internal work motivation, high quality 

work performance, high satisfaction with work, low absenteeism and turnover (Oldham & 

Hackman, 20 10:463-479). 
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From an educati on perspective, the JCM may help with enhancing the educati on fi e ld (Pierce, 

Jussi la & Cummings, 2009 :477-496). Employees who encounter meaningfulness of work, 

responsibili ty of outcomes and knowledge of results in the working environment are more 

empowered, fulfilled and will produce quality work in contrast with the employees who do 

not encounter these psycho logical states. It is felt that by enhancing job dimensions of 

educators, this wi ll prompt a superior wo rking environment and improved job satisfaction, in 

thi s way prompting an enhanced learner achievement. 

Core job 
dimensions 

S kill V ariety } 
Task Identity 
Task Significance 

Autonomy 

Feedback 

Critical Psychological 
- States -

M eaningfuln.ess of 
--. work 
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Knowtedge of 
results 

Personal and 
work outcomes 

High internal work 
motivation 

High quality work 
performance 

High satisfaction 
with 'WOrk 

Low absenteeism 
and turnover 

Figure 2.1: Job Characteri stics Model (Hackman & 0 ldham, 1975: 161 ) 

2.3 RELATIONSHIPS BETWEEN CONCEPTS: BURNOUT, WORK 

E GAGEMENT AND JOB SATISFACTION. 

2.3.1 The relationship between burnout and work engagement 

The relationship between burnout and work engagement has been researched among a variety 

of occupati ons, including educators. Schaufeli and Bakker (2004a:293-3 15) conducted a 

study which included different samples of employees from an insurance company, an 

occupational health and safety service, a pension fund company and home-care organizations. 

Schaufeli and Bakker (2004b:89- l l 2) analyzed contrasts in burnout and engagement between 

the employees from the home-care organizations and the employees from the insurance, 

occupational health and safety services, and pension fund company emp loyees. The results 

indicated that the Maslach Burnout Inventory-General Survey (MBI-GS) was not appropriate 

outside human services field s as a result of the diverse path coefficients between the human 
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and non-human fields. The investigation inferred that burnout and engagement did not 

measure similar constructs . This absence of awareness to the field may have driven 

researchers to confirm that if an employee is experiencing reduced personal accomplishment, 

this will not result in or have a contribution to the burnout state. 

Burnout and work engagement relate in two competing theories. According to the Maslach 

and Leiter theory (1997: 134-146) burnout and work engagement include three latent 

constructs; these are energy, involvement and efficacy. Energy transforms into emotional 

exhaustion, involvement to cynicism, and efficacy to diminished personal accomplishment 

(A larcon, Eschleman, & Bowling, 2009:244-263). In this theory, work engagement is 

measured by low scores on the MBI, regardless of the version of the MBI (Albrecht, 

20 I 0: 190-196). Research has rather demonstrated that the MB! does not measure work 

engagement and measures only the centre to low sides of the latent constructs (Duran, 

Extremera, & Rey, 2004:386-390; Gonzalez-Roma et al , 2006: 165-174; Hakanen et al. , 

2006:495-513 ; Schaufeli & Bakker, 20046:89-112; Schaufeli , Martinez, Marques, Salanova, 

& Bakker, 2002:464-481 ; Schaufe li , Salanova, Gonzalez-Roma, & Bakker, 2002:71-92). The 

Maslach and Leiter theory developed by Schaufeli and Bakker (2004a:293-3 l 5) competes 

with other theories on the relationship between burnout and work engagement. The MBI on ly 

measures the low and not the full side of the latent constructs and the efficacy components of 

the theory of burnout and work engagement were removed after research that fo ll owed 

recommended that reduced personal accomplishment and absorption are not components. 

Schaufeli and colleagues (Schaufeli et al., 2002:464-48 1) have researched the relationship 

between burnout and work engagement. These studies demonstrated that burnout and 

engagement have a negative relationship. Studies (Cordes & Dougherty, 1993 :621-656; 

Gonzalez-Roma et al., 2006:165-174; Shirom, 2003:135-164) agreed that efficacy is not a 

burnout component but a personality characteristic. Other research resulted in burnout and 

work engagement having two latent factors , which are energy and identification (Gonzalez­

Roma et al. , 2006: 165-174; Schaufeli & Bakker, 20046:89-112). 

For the purpose of this study the Oldenburg Burnout Inventory (OLBI) (Demerouti , Bakker, 

Vardakou, & Kantas, 2003:296-307) is used as an instrument to address the burnout and work 

engagement of the educators. The primary purpose behind utilizing the OLBI in this study is 

because burnout is operationalized by exhaustion and cynicism, rejecting personal 

accomplishment (Demerouti , Moster, & Bakker, 2010:209-222). The OLBI comprises of 
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positive and negative items that assess the two measurements of burnout (Qiao & Schaufeli , 

20 11 :87-11 1 ). The two measurements of burnout can be dep icted by a continu um from 

cynicism to dedication and exhaustion to vigour (Qiao & Schaufeli, 2011 :87-1 11 ). The 

reason for these two dimensions is that exhaustion and cynic ism do not have similar 

antecedents (Demerouti et al. , 2001 :499-8 12; Demero uti et a l. , 2010 :209-222). The OLBI, 

finally, can measure burnout in all profess ions, simi lar to the MBI-GS . As we have gathered, 

the OLBI can measure the who le continuum from vigour to exhaustion and dedicat ion to 

cynicism, so we can safely say that the OLBI can measure both burnout and work 

engagement (Demerouti & Bakker, 2007:309-328). 

A variety of profess ions were investigated to inspect thei r burnout and work engagement 

levels. The MBI-GS was utilized by Schaufeli et al. (2002:7 1-92) to investigate professions 

like human services, learners and management, to name a few. The investigations resulted in 

burnout and work engagement hav ing a negative relationship . Studi es have frequentl y 

indicated that burnout is related to job demands (Garden, 1987:545-560; Zapf, Seifert, 

Schmutte, Mertini , & Holz, 2001 :527-545). Professions, like educators, experience high 

emotional labour (Zapf et al. , 2001 :527-545) . Emotiona l labour is the emotions that 

employees display and need to manage at work (Grandey, 2000 :95 -110) . Emotional labour 

was investigated in human serv ice and non-human service profess ions; human service 

professions were shown to experience more burnout (Grandey, 2000 :95 -110). 

Educators are one of the professions who experience the highest degree of work demands 

(Stoeber & Rennert, 2008:37-53) . International research (European Commission, 201 3:144; 

Kyriacou, 2001 :28-35; Van Horn, Schaufeli, & Enzmann, 1999:9 1-108) demonstrates that 

inequity, low pay, limited promotion opportunities and chance for advancement are the 

highest causes of burnout. 

2.3.2 The relationship between burnout and job satisfaction 

The relationship between burnout and job sat isfaction has also been researched. Job 

satisfaction and burnout are emotional work reactions and are linked behaviours, as when job 

satisfaction increases, burnout thus decreases (Faragher, Cass, & Cooper, 2005: l 05-112 ; 

Ozyurt, Hayran, & Sur, 2006 :161-169). Studies (Brewer & Clippard, 2002:169-186; Dolan, 

1987 :3-12; Faragher et al. , 2005: 105-11 2; Ozyurt et al. , 2006: 161-169; Rocca & Konstanski , 

200 1 :24-26 ; Sobreques, Cebria, Segura, Rodriguez, Garcia, & Juncosa 2003:227-233; 
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Tsigili s, Zachopoulou, & Grammatikopoul os, 2006:256-26 1) resu lted m increased job 

satisfaction bei ng re lated to decreased burnout. 

Stud ies have been executed on var ious elements and how they re late to bu rnout and job 

satisfaction (Chi ron , Michinov, Olivier-Chi ron, Laffon, & Rusch, 20 10:948-958 ; Gok9en, 

Zengin, Oktay, A lpak, A l, & Yddmm, 20 13: 122- 128; Lee & Ashforth, 1996: 123-133; Sarros 

& Sarros, 1987 :216-230; Schaufe li & Enzmann , 1998:199-2 15) and resul ts ind icated a 

negative re lati onship ex isted between burnout and job sati sfaction. Be that as it may, few 

studies have co ncentrated on the re lationship between the d imensions of bu rnout and job 

satisfaction (Anderson, 2008:6- 15), although other studies (Ba iley, 2006; Jiang, X ichao, & 

Yan, 2004: 197-199; Manoni & E isner, 2006:651-645) have researched the dimensions of 

burnout and overa ll job satisfaction. 

Chenevey, Ewin, and Whittington (2008 :1 2-22) led a study on burnout and j ob satisfacti on of 

educators in Ohi o and results showed the educators experiencing high j ob satisfaction and 

moderate burnout. Chenevey, Ewin, and Whitti ngton (2008 : 12-22) c lari fy that because 

educators are exposed to a load of learners on a da il y basis, have to have meeti ngs w ith 

parents and managers, rece ive low pay and have to fo llow curriculum guide lines, educators 

are bound to experience burno ut eventua ll y. Studies (Mena & Bailey, 2007:55-65 ; Rovero, 

2004:3204) fo und that educators with low supervis ion resulted in emotional exhaustion. 

Burnout is seen to be negatively re lated to job sati sfaction. Ahmadian, Farshbaf, and Vafae ia 

(20 15: 1235- 1241 ) exp lored the relationship between burnout and job satisfaction of educators 

in Shabestar C ity and resul ts indicated that burnout and j ob satisfaction have a relationship 

w ith the nature of the j ob and working conditions. The j ob dissati sfaction of the ed ucators, to 

name a few, resu lted from poor feedback, lack of appreciation, poor relations w ith co­

workers and lack of autonomy. In a learner study, Greenberg (2004:246-255) found a 

negative re lationship between burnout and job satisfacti on, yet Sari (2004 :291-306) did not 

find a sign ifi cant re lationship between job satisfaction and burnout. In Sari's study the 

women's personal accomplishment was hi gher than the men's, but the men's 

depersonalization was higher compared to the women. 

Uberry (2006:643-647) also researched on the relationship between burnout and job 

satisfaction and fo und a negative re lationship between the constructs . Arddem and co­

operators (2008 :188-201 ) examined burnout and work engagement in a hospita l in Turkey 
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and found that burnout was prevalent in nurses and their job sati sfaction low. Blandford and 

Grundy (2000:2 1-32) trust that he lping individuals, deve lop ing change and advancing 

development have vital ramifications on educators and principals at work (Maslach, 1982:89-

93 ; Ratli f, 1988:1 47- 154). Elements that cause increased burnout and low work engagement 

in educators and principals are: collaborations with learners and co-workers, professional 

difficulties, inadequate working conditions, over-crowed classes and a shortage of resources 

(Jones, 1993:234-237; Oshagbemi , 2000:124-136; Verdugo & Greenberg, 1997:3 8-67). 

Dressel (1982:406-523) concurs that burnout is mainly caused by poor working conditions, 

resulting in educators feeling discouraged (Blandford , 2000:21-32). Cunningham (1983 :37-

51) suggests that in order to reduce burnout, work life programmes need to be developed and 

implemented. 

The Quality of Work Life (QWL) of educators is affected by mental distress and low morale 

(Hart, 1994: l 09-132). QWL can be characterized as the fulfilment an employee produces 

from their j ob, enabling them to improve their own lives through their workplace (Drobnic, 

Behan, & Prag, 20 10:205-225). In a study, the work life of South African staff was 

investigated; the outcomes demonstrated that organizational performance causes an 

enhancement in overall work life and the organization will thus compete optimally in the 

external environment (Mokgele, 2005:122-137). 

Females have generally been underestimated for their input in organizations and in the 

community (Abramovitz, 1988: 114-117). A di scourse on contrasting burnout or work 

engagement of men and women is examined below. Sangganjanavanich and Balkin (201 3:67-

79) implemented a study on the burnout and job satisfaction of educators in Texas; results 

indicated no remarkable relationship between age and gender of the educators in regard to 

their level of burnout and job satisfaction. Jurik & Gregory (1984:551-566) found that gender 

is not a determinant of job satisfaction . The study also found women were satisfied as a result 

of the job position and that job satisfaction was not established merely on gender. The results 

of a study by Hodson (1989:385-399) showed women experiencing more j ob satisfaction 

when not compared to their male co-workers. Crowley (2013: 163-171) found that men feel 

more honourable and dignified at work as compared to females and men have jobs that 

provide them with more autonomy and fulfilment in contrast with women; all factors that 

promote job satisfaction. 
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2.3.3 The relationship between job satisfaction and work engagement 

The re lationship between job satisfaction and wo rk engagement has a lso been prev iously 

researched. Job satisfacti on is di ss imilar to work engagement in d iverse ways. One way is 

that job satisfaction has di stinct levels and is a component of influence towards the job (Brief, 

1998:55 ; Chughta i & Buckley, 2008 :47-7 1; Spector, 1997:145), while work engagement is 

simply the content of the job (Mas lach & Go ldberg, 1998 :63-74). 

Educators that experience work engagement can eas il y adapt to changes and issues, they are 

energeti c and a lways exert optimum effort in the job (S imbula & Guglie lmi , 201 3: 117-1 25) . 

Additiona lly, engaged employees are exc ited about their work and are posi tively consumed 

by work (Schaufe li et a l. , 2002 :467). Engaged employees yie ld pos itive results and present 

high commitment and performance (Hakanen, Schaufe li , & Aho la, 2008:224-241 ; Schaufe li 

& Bakker, 2004a:293-3 15; Simbula & Guglie lmi , 201 3:117-1 25) . Employees who are 

engaged exhibi t high pro-acti veness and improved we ll-being (Bakker & Bal, 20 10: 189-206; 

Salanova & Schaufe li , 2008 :116-1 3 1; Shimazu et a l. , 201 2:3 16-32 1). Accord ing to some 

researchers (A larcon & Lyons, 2011 :463-480; Schaufe li , Bakker, & Van Rhenen, 2008) work 

engagement and job sati sfaction are under-explored. It is expected that dedicated employees 

encounter hi gh-ranking job satisfaction; educators that are satisfied will therefore be more 

committed to the job. Satisfied educators are therefore more committed. 

Work engagement is pos itive ly re lated to j ob demands (Saks, 2006:61 5), whereas job 

sati sfacti on is negatively related with job demands (Macklin, Smith, & Do llard , 2006 :2 1 ). 

Therefore, high j ob demands, if not over-powering, encourage work engagement, and hi gh 

job demands lead to decreased job satisfaction (Macklin, Smith, & Do llard, 2006 :130-143). A 

study on the relationship between job satisfacti on and work engagement of university learners 

was executed and results indicated that j ob satisfaction and work engagement were two 

separate constructs (Wefald & Downey, 2009:91-111) . 

Waigwa and Kwas ir (2014 :335-341) executed an investigation on determ ining the 

relationship between job satisfaction and work engagement among educators in Nakuru 

orth Sub-County, in Kenya and a posit ive relationship was fo und. As educators are sati sfied 

with their work then, it implies that thei r engagement results in pos itive outcomes. Mauno, 

Kinnunen, Makikangas, and atti (2005 :209-237) analysed the re lati onship between job 

satisfaction and work engagement among 736 Finnish hospital employees and results 
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indicated a positive relationship. Satisfied educators are therefore needed m order to be 

engaged. 

2.4 CHAPTER SUMMARY 

In this Chapter, literature on burnout, work engagement and job satisfaction was reviewed. 

Ed ucator well -being has been fo und to be characterised by challenges, the outcomes of which 

may lead to burnout, work engagement or job satisfaction. 

The sources and determinants of burnout were discussed and models were also used for the 

purpose. The Cherniss Process Model exp lains how the work setting interacts with distress of 

an employee, the Go lembiewski's Phase Model exp lains phases w ithin the burnout construct 

and the Leiter Process Model explains how the components of burnout influence one another 

over time. The sources and determinants of engagement were also discussed and models were 

used for the purpose. The JD-R Model exp lains that job resources (feedback, autonomy and 

soc ial support) lead to work engagement and hi gher performance and the Porter-Lawyer 

Model of Motivation describes the relationship between job performance and job attitudes. 

The sources and determinants of job satisfaction were di scussed and models were a lso used 

for the purpose. Several widely recogn ized need-based theories and models for job 

satisfaction were included. The Maslow's Hierarchy of Needs explains that a person has five 

fundamenta l needs, which include physiological , security, affi liation, esteem and self­

actualisation needs. The Herzberg et al. 's Two Factor Theory explains the need for fulfilm ent 

of employees and how it connects to their sati sfaction, the Affect Theory exp lains how 

emotions and moods influence job satisfaction, the Dispositional Theory explains that job 

satisfaction is c lose ly related to personality, the Eq uity Theory explains how an employee 

perceives fa irness in regard to social relationships and the JCM, as the anchor model for this 

study, explains five key job characteristics; these are skill variety, task identity, task 

significance, autonomy and feedback. 

Studies on the relationship between burnout and work engagement, burnout and job 

satisfaction as we ll as job satisfaction and work engagement were discussed. Previous 

research concluded that burnout and work engagement have a negative re lationship, wh ile 

burnout and job satisfaction, as well as job satisfaction and work engagement have a positive 

relationship. 

In chapter 3, the research methodology fo llowed in the study is di scussed. 

40 



CHAPTER3 

RESEARCH DESIGN AND METHODOLOGY 

3.1 I TRODUCTION 

In th is chapter, the research methodology fo llowed in the study will be discussed. 

3.2 RESEARCH DESIGN 

The purpose of this study is to determine the well-being and job satisfaction of high school 

educators in the Dr. Kenneth Kaunda District. In this study, a quantitative approach was 

fo llowed as it helps with testing connections as well as inspecting c ircumstances and end 

results among variables (Brown, Carducci, & Kuby, 20 14:52; Burns & Groove, 1993:77) . 

A qualitative approach was not utilized as a part of this study on the grounds that the amount 

of data makes translation and examination too tedious and costly, while the quantitative 

approach is less tedious (Creswe ll , 20 13a:2 l 6; Gall , Gall , & Borg, 2007:3 7). As 

questionnaires utilized for the survey can be di stributed to a vast sample inside a brief 

timeframe, the researcher does not constantly need to be present when the participants are 

responding to the questionnaires (Davis & Craven, 2016: 14 1; Gall et a l, 2007:38). However, 

in this study, the researcher wi ll always be present to ensure that any queries are addressed at 

the time. Such activ ity he lps with expanding the quantity of usable questionnaires. The 

reliability and validity of a quantitative method can also eas il y be tested (Denzin & Lincoln, 

20 11 : 169; Kerlinger, 1978:242). Utilizing a quantitative method made it workable for the 

researcher to utilize SPSS (Stat istical Package for the Soc ial Sciences), which encouraged the 

examination of substantial quantitative information , subsequentl y making the participants ' 

responses effortless ly measured and institutionalized (Dill , 20 15:1 28-1 35; Spector, 

1997:188). 

A descriptive study was chosen, as it gave an exact portrayal of the characteristics, for 

instance conduct, op inions, capacities, convictions and knowledge of the partic ipants (B urns 

& Groove, 1993 :29; Emerson, Fretz, & Shaw, 20 11 : 17). This design gives a multifaceted 

way to deal with the collection of data; for instance, a survey can give measurements around 

an event, while addi tionally illustrating how indi viduals encountered that event; and it gives 

the ability to observe the phenomenon in a totally normal and unaltered regular hab itat 
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(Johnson & Chri stensen, 20 l 3: 14 7) . This design was chosen to meet the objectives of the 

study, namely to determine the well-being and job satisfaction of high school educators in 

Under-Performing and Performing High Schools in the Dr. Kenneth Kaunda District. 

The population and sample in the study is discussed below. 

3.3 POPULATION AND SAMPLE 

In order to determine the well-being and job satisfaction of high school ed ucators in the Dr. 

Kenneth Kaunda District, the study focused on high schoo ls classified as Under-Performing 

and Performing. These schools form the population of the study. As from the year 2016, the 

distinguishing factor between the two groups is the Matric pass rate; with Performing High 

Schools obtai ning an average pass rate of more than 70%, while the Under-Performing High 

schools obtain an average pass rate of less than 70% (North West Department of Ed ucation, 

20 16:4). 

The sampling method used in this study was a purposive convenience sample, which involves 

non-probability sampling. A non-probability sample is sampling that excludes a random 

se lection of participants (Harvey & Alston, 2011: l 40-151; Trochim, 2006:9). The reason for 

using this approach is that the sample (Under-Performing and Performing High Schools 

educators) were readily and effortlessly available at their respective schoo ls for participation 

(Hen nink, Hutter, & Bailey, 20 10:97; Polit & Hungler, 1993:56). This sampling strategy was 

noticeably appropriate for this study. 

The researcher received a list of Under-Performing and Performing High Schools from the 

Department of Education Statistics Department. The list consisted of seven Under­

Performing High Schools and 17 Performing High Schools. In order to determine the well­

being and job satisfaction of the participants in the 14 schoo ls participating in the study, the 

researcher se lected seven Performing High Schools to match the seven Under-Performing 

High Schools. 

Studies (Grinnel & Williams, 1990:148; Miles, Huberman, & Saldana, 20 13: 176) state that a 

10% sample ought to be adeq uate for contro lling sampling errors, which is the reason for 

selecting a sample of 14 schools. A total number of 301 (N=301) educators participated in the 

study. All of the educators approached to participate in the study completed the 

questionnaires. On the off-chance that a study has a big sample size, there will be an increase 
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in the reliab ility of the study and the danger of an am biguous outcome w ill di mini sh (Pari s & 

W inn, 2013:22 1). If a study has a sample size of 300 or more, the study is seen as fi tting for 

factor analys is (Pal lant, 2001: 11 5; Saldana, 20 15 : 110). Therefore this sample satisfied this 

principle. 

The data co llection in this study is di scussed below. 

3.4 DATA COLLECTION 

The consent fo r the conduct of the study was granted by the Ethics Committee at the North­

West Univers ity (Annexure D). Authorization to permit the conduct of the study was received 

from the Director in the Department of Education of the Dr. Kenneth Kaunda District, and 

also every one of the principals of the schools. Participant's consent was obtained before the 

completion of the questionnaires. The participants were also info rmed about the purpose of 

the study and their rights to vo luntarily agree or di sagree to take part in the study. 

In thi s study, data was co llected through self-admini stered questionna ires and personally 

distributed to the educators (Po lit & Hungler, 1993: 148; Woods-Giscombe, 201 0:668-683) by 

the researcher for completion. The researcher arranged a meeting w ith the educators in the 

schoo ls ' board rooms and made a presentation before the questionna ires could be completed. 

The partic ipants could w ithdraw from the study at any stage, they were also given the 

assurance of anonymity. Thi s action offered them certa inty to answer the questionnaire 

honest ly. The participants additionally had a chance to answer the questionnai re at their own 

particular advantageous time, giving them opportunity to think befo re giv ing answers. 

Instructions on how to respond fo rmed part of the questionna ire. 

In this study, sources of measurement error were minimised, like data co llection bias, which 

in turn ass isted in ensuring the reliabil ity of the study (Creswell , 201 3b:22 1 ). The researcher 

was the only one to manage the quest ionnaires and standardising conditions, such as 

exhibi ting equa l personal attributes to the respondents e.g. , fri endliness and support 

(Thatcher, 2010 :122-152). 

The phys ical environment where the info rmation was gathered was regarded to be relaxing 

and private (Twycross & Shields, 2004:36-38). Consistency in contro lling and managing the 

questionna ires was guaranteed (Lobiondo-Wood & Haber, 2013:48). The questions were 
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detai led in straightfo rward language for luc idi ty and si mpl ic ity of comprehension. Clear 

directions were given to the participants. 

The measuring instruments used in th is study are discussed below. 

3.5 MEASURI G INSTRUMENTS 

In thi s study, questionnaires were chosen to co llect data (Boeij e, 20 10:1 09). A questionnaire 

is an organized system for gathering essent ial information (Bell , 1999: 196; Corbi n & Strauss, 

2008 :228). Questionnaires were chosen in I ight of the fac t that they guarantee a high response 

rate (Denzin, 20 10: 12). The questionnaires requi red less time and effort to complete and they 

offered the like lihood of secrecy, since participant's names were not requ ired on the 

questionnaires (Gooda ll , 2008:2 10). Apart from the advantages that have been stated above, 

questionnaires also have their disadvantages; for example, there is the question of vali d ity 

and accuracy (Janesick, 201 1: 140-1 44). The educators might not have refl ected the ir true 

opinions but might answer what they think will please the researcher or the principal of the 

schoo l, important data may therefore have been lost th rough the procedure of the educators 

completing the survey. 

The Educator We ll-be ing and Job Satisfacti on Questionnaire consisted of Secti ons A 

(Biographical Data), B (O ldenburg Burnout Inventory [OLBI]) and C (Minnesota 

Satisfaction Questionnaire [MSQ]) . 

The Biographical Data was a imed at gain ing demographic and workload data such as Job 

title, Post-Level, Gender, Age, Marita l status, Race, Highest educational quali ficat ion, Period 

of service in the Department of Education, Period of serv ice in current schoo l, umber of 

learners in the class, Number of subj ects taught in matric phase, um ber of c lasses taught in 

matric phase, N umber of subj ects taught in phases other than matric and N um ber of classes 

taught in phases other than matric. 

In order to determine the well-being of the partic ipants, the burnout and work engagement of 

the participants was measured using the OLBI (Campos, Carlotta, & Maroco, 2012:709-7 18; 

Demerouti, 1999: 114). The OLBI measures two variables of burnout: exhausti on and 

cynic ism. Thi s measuring instrument can a lso be used as an alternative to assess work 

engagement (Demerouti & Bakker, 2008 :65-78). This instrument has initially been created to 

assess burnout, but includes both pos itive ly and negative ly phrased items, and hence it can be 
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utilized to survey work engagement too (Demerouti , Mostert, & Bakker, 20 I 0:209-222 ; 

Gonza ' lez-Roma, Schaufeli , Bakker, & Lloret, 2006 : 165-174; Maslach & Leiter, 2008 :418-

512). The OLBI also measures two variables of work engagement: exhaustion-vigour and 

cynicism-dedication (Demerouti & Bakker, 2008:65-78 ; Demerouti , Mostert, & Bakker, 

2010:209-222; Salmela-Aro & Upadyaya, 20 14b:137-151). The OLBI has 20 items and uses 

a 6-point Likert type scale, where l =strongly disagree and 6=strongly agree. In thi s study, the 

MSQ was used to determine the job satisfaction of the educators (Weis, Dais, England, & 

Lofquist, 1967:86-89). Even though thi s survey measures 20 different aspects of the work 

environment, for the purposes of this study, the MSQ measured fo ur variables of job 

satisfaction: nature of work, supervision, worki ng conditions and rewards (Kuncham, 2008) . 

This measure was chosen because it is the most widely used burnout measure and is viewed 

as an alternative to the Maslach Burnout Inventory (MBI) (Demerouti & Bakker, 2007:309-

312; Demerouti , Mostert, & Bakker, 20 l 0:209-222 ; Maslach & Jackson, 1981 :99-11 3; 

Salmela-Aro & Upadyaya, 20 l4a:60-68). 

For this study, the OLBI measure was used in light of the fact that the MBI initially saw the 

idea of burnout to occur only in people who do ' people ' work, for example, nurses 

(Schaufeli , Enzmann, & Girault, 1993:199-215 ; Wang, Chow, Hofkens, & Salmela-Aro, 

2015 :57-65). The OLBI is not adapted towards a specific profession. Furthermore, the OLBI 

measure describes exhaustion to incorporate physical and cognitive viewpoints, which 

extends this measure to the population who perform physical and administrative undertakings 

(Campos, Zucoloto, Bonafe, Jordani , & Marc'>co, 2011: 1875-1883). In regards to reliability, 

the OLBI showed a coefficient alpha value for both exhaustion and disengagement at .85 

(Demerouti & Bakker, 2007 :309-312). In addition, stud ies have reported strong convergent 

and discriminate valid ity (Demerouti , Bakker, Vardakou, & Kantas , 2003:296-307; Salanova, 

Schaufeli , Martinez, & Breso, 2010 :53-70). Another reason for selecting the OLBI to 

measure the well-being of the participants, is that it includes both negatively and positively 

worded items, so that both ends of the scale are represented (Demerouti, Mostert, & Bakker, 

20 l 0: 209-222). 

In this study, the job satisfaction of the educators is measured using the MSQ. The MSQ is 

aimed at determining how satisfied the participants are within their jobs. This study is utilized 

to quantify an individual ' s fulfilment with twenty distinct aspects of the work environment 

(Rothmann, 2008 : l l-16) . The MSQ is the second most popular measure of job satisfaction 
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(Weiss, Dawis, Engli sh, & Lofqui st, 1967:86-89). The MSQ covers items such as 

advancement, co-workers, compensation, superv ision, human re lati ons, recogn ition, 

responsibility, company po li cies, security, abi lity uti lisation, authority, superv ision, moral 

values, variety and working conditions (Weiss, Dawis, Engli sh, & Lofqui st, 1967:86-89). The 

MSQ consists of 20 items and uses a 6-po int Likert-type response format where I =strongly 

di sagree and 6=strongly agree. The MSQ comprises two distinct components: intrinsic and 

extrinsic job satisfaction (Petty, Brewer, & Brown, 2005:57-73). In trinsic job satisfaction 

measures fee lings about the nature of tasks at work (Weiss, Dawis, Engli sh, & Lofquist, 

1967: 86-89), fo r example, ' The freedom to use my own j udgement' and extrinsic job 

sati sfaction measures fee lings about situational j ob aspects which are external to the j ob, fo r 

example, 'My pay and the amount of work I do'. 

T he MSQ is obtained in long or short fo rm . The short fo rm was used in th is study, as it 

utilizes a simi lar fo rmat as the long fo rm but conta ins only 20 items and j ust measures 

intrinsic and extrinsic satisfaction (Kuncham, 2008). Both long and short fo rms can be used 

to measure general j ob satisfacti on (Weiss, Dawi s, English, & Lofqui st, 1967:88). 

The main reason fo r the use of the MSQ is because it is a self-reporting measure, suitabl e for 

educators of all schoo l teaching leve ls that can be ind ividua lly admini strated. The statements 

within the questionnaire are a lso more applicable to educators, thus making it more relatab le, 

as well as eas ily understandable for the educators to respond effecti ve ly. 

In addit ion to the Educator Well-being and Job Sati sfaction Questionnaire, one question was 

asked to all princ ipals in order to determine 'what resources, equipment, ass istance or 

sponsorship the schoo ls receive from any external organization' . The question was asked 

face-to-face with the principals of both the Under-Performing and Performing High Schools 

in the Dr. Kenneth Kaunda District. Each of the measuring instruments will now be discussed 

below. 

3.6 DATA ANALYSIS 

The data was captured and analysed using the Stati stical Package fo r the Social Sc iences 

(SPSS) (IBM Corp SPSS, 20 15: version 22.0). The data will be presented in the fo rm of 

tables and graphs. The reliability of the instruments used in this study were tested using 

Cronbach 's A lpha (Johnson & Christensen, 201 3: 172). Exp loration and confirmation of 

construct validity of the instruments using Exploratory Factor Analys is (EF A) and 
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Confirmatory Factor Analysis (CF A) respective ly (Brown, 201 5: l 0) was executed and an 

assessment of the re lationship between burnout, work engagement and job satisfaction was 

done usi ng the Pearson' s correlati on analys is (Sharma, 201 2:254). 

3.7 ETHICAL CONSIDERATIONS 

The managing of research requ ires expertise, diligence, honesty and integri ty (Economic and 

Social Science Research Council , 201 0:2-4; Jones, 2000 :147- 161 ). Wash (2009: 175) expla ins 

that honesty and integrity is actualized in order to perce ive and secure the rights of human 

subj ects and to render the study ethical. The ri ghts to privacy and anonymity were observed 

in this study (Akaranga & Ongong' a, 2013 :8-22). The participants ' names were not di sclosed, 

resulting in anonymity and confidential ity being maintained throughout the study (Fouka & 

Mantzorou, 20 11 :3- 14; Go ldstein, 1997:369-395). 

The moral rule of se lf-determination was likewise maintained. The parti cipants were dealt 

with as autonomous agents by educating them about the study and enabl ing them to 

vo luntarily take an interest or not (Shah, 2011 :205-207) . Info rmation was given about the 

researcher in case of further inquiries or gri evances, and ultimately honesty was maintained 

and there was no modification of info rmation or data (Brink, 1996:11 7; Mugenda, 2011 :18). 

The University Ethics Committee was approached fo r approval of the study. The research 

was subjected to Turnitin inorder to determine plagiari sm (Annexure E) and a declaration 

made (Annexure F). The report was also subj ected to language editing (Annexure G). A 

declaration fo r submiss ion is also attached (Annexure H) . 

3.8 CHAPTER SUMMARY 

In this Chapter, detail s of how the stud y was conducted were prov ided. A quantitative 

approach was fo llowed. The study was conducted using the survey method amongst seven 

Under-Performing High Schools and seven Performing High Schools. A purpos ive 

convenience sample was used. A tota l of 301(N=301 ) educators in the Dr. Kenneth Kaunda 

District subsequent ly participated in the study. The survey was conducted using the Educator 

Well -being and Job Satisfaction Questi onnaire, consisting of the Biographical Data, the OLBI 

and the MSQ. The OLBI and the MSQ were used to determine the well-being and job 

satisfaction of the partic ipants. 
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The data capturing and ana lys is were done using the SPSS. The reliab ility of the study was 

guaranteed by limiting measurement errors. The researcher being the only one managing the 

questionnaires, ensured that the condi tions are standardized and ensured co nsistency. C lear 

guidelines were given to the parti cipants. Ethi cal considerations were a lso guaranteed by 

ensuring that the ri ghts of the partic ipants were protected, w hich included : confidentiality and 

anonymity. Permiss ion to conduct the study were sought and ethical c learance was granted by 

the Ethi cs Comm ittee of the orth-West Uni vers ity . 

ln Chapter 4, the results and the interpretation of the results will be discussed. 
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4.1 INTRODUCTION 

CHAPTER4 

RESULTS 

In this chapter the results of the study are presented and analysed. 

4.2. RES UL TS 

In presenting the results obta ined from the study and the analysis thereof, tables and graphs 

are used. 

4.2.1 Biographical data 

The Biographica l Data of participants in Under-Performing and Performing High Schools of 

the Dr. Kenneth Kaunda Distr ict is presented in the graphs below, whereby a comparison of 

Under-Performing and Performing High Schools is made in order to determine the well­

be ing and job sati sfaction of educators. 

A representation of the sample size of Under-Performing and Performing High Schools is 

presented in F igure 4.1 below. 

Sample size: Under-Performing and Performing High Schools 

60 ,0 96 

50,096 

40,0 96 

30,096 

20 ,096 

10,0 96 

0,096 

■ Under-Performing 

Figure 4.1: Sample size 

■ Performing 

Figure 4.1 shows that Under-Performing High Schools made 48.50% of the sample, while 

Performing High Schools made 51.50%. 

The j ob titles of participants in the study are presented in Figure 4.2 below. 
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Educator Senior HOD Pnnc,pal Senior 
Educator Pnnc,pal 

Job title 

Figure 4.2: Job title 

For the purposes of thi s study, it should be noted that the educator and senior educator 

facil itate the teaching of the learners and will be regarded as ' instructors ' , while the HOD, 

principal and senior principal facil itate the management of the schoo ls and are regarded as 

' management' ; the management rare ly teach. Figure 4.2 shows that both Under-Performing 

and Performing High Schools consist of more instructors (85.62%, 87.74%, respective ly) 

than management (14.39%, 12.26, respective ly). 

The Post-Levels of partic ipants in the study are presented in F igure 4 .3 be low. 

C .. 
~ .. 
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Post- Lev el 1 Post- Leve l 2 P ost-Leve l 3 P ost-L eve l 4 

Post-Level 

Figure 4.3 : Post-Level 

Figure 4.3 shows that in both Under-Performing and Performing High Schools, the majority 

of the partic ipants are in Post-level l (82.19%, 83.87% respective ly) and fewer are in Post­

Leve l 4 (1.37%, 2.58% respectively). 

The gender of partic ipants in the study is presented in Figure 4.4 below. 
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Figure 4.4: Gender 

Figure 4.4 shows that most of the participants in both Under-Performing and Performing 

High Schools are female (58.90%, 66.45%, respectively) and males are fewer ( 41.10%, 

33.55%, respectively). 

The ages of participants in this study are presented in Figure 4.5 below. 
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Figure 4.5: Age 

Figure 4.5 shows that in Under-Performing High Schools, most (64.38%) participants fall in 

the age range of 38-57 years and fewer (4.11 %) are in the age range of 58 years and above, 

wh ile in Performing High Schools, most (27.74%) participants fall in the age range of 38-47 

years, and fewer (7.74%) are in the age range of 58 years and above. 

The marital status of participants in the study is presented in Figure 4.6 below. 
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Figure 4.6: Marital status 

Figure 4.6 shows that most of the parti cipants in both Under-Performing and Performing 

High Schools are marri ed (53.42%, 52.90%, respectively) and a few are separated and 

widowed (4.80% , 1.94%, respectively). 

The races of participants in the study are presented in Figure 4.7 be low. 
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Figure 4.7 shows that in Under-Performing High Schools, most (84.25%) of the participants 

are Black and very few (0.69%) are Indian , while in Performing High Schools, most 

(56.13%) participants are White and fewer (5.16%) are Indian. 

The highest educational qualifications of the participants in the study are presented in Figure 

4.8 below. 
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Figure 4.8: Highest educational qualification 

For the purpose of this study, it shou ld be noted that participants w ith certificates and 

diplomas will be regarded as ' participants w ithout degrees ', whi le the participants with 

degrees, Honours, Masters and PhD ' s are regarded as ' graduates '. Figure 4.8 shows that in 

both Under-Performing and Performing High Schools, most participants are graduates 

(82.20%, 84.51 %, respectively) and fewer are participants without degrees (17.81 %, 

15.48%, respectively) . 

The partici pants ' period of serv ice in the Department of Education in this study is presented 

in Figure 4.8 below. 

Period of senice in the Department of Education 

Figure 4.9: Period of service in the Department of Education 

Figure 4.9 shows that the greatest number of participants in Under-Performing and 

Performing High Schools have 5 or less years of experience (22.60%, 30.97%, respectively) 

and fewer (12.33%) participants in Under-performing High Schools have 6- 10 years' 
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experience, while fewer in Performing High schools have 6-10 (11.61 % ) and 2 1-25 years 

(11.61 %) experience. 

The participants ' period of service in their current schoo l is presented in Figure 4.10 below. 
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Figure 4.10: Period of service in current school 

Figure 4. IO shows that the greatest number of participants tn both Under-Performing and 

Performing High Schools have 5 or less years' service (36.30%, 43.87%, respectively) in 

their current school and fewer (8.22%) participants in Under-Performing High Schools have 

11-15 years' serv ice, whi le fewer (3.87%) participants in Performing High Schools have 26 

and above years' serv ice. 

The participants' number of learners in c lass is presented in Figure 4.11 below. 

Number of learners in the class 

Figure 4.11: Number of learners in the class 
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Figure 4.11 shows that most (54.1 1 % ) of the participants in Under-Performing High Schools 

have 31-40 learners in class, a few (2.06%) participants have 21-30 learners in a class and 

some (6.85%) participants have 61 and above, whi le most (48.39%) of the participants in 

Performing High Schools have 31-40 learners in c lass, no participants have 51-60 learners in 

a class and very few (0.65%) participants have 61 and above. 

The participants ' number of subjects taught in matric phase is presented in Figure 4. 12 below. 
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Figure 4.12: Number of subjects taught in matric phase 

Figure 4.12 shows that in both Under-Performing and Performing High Schools, most of the 

participants teach 2 or less subjects (58.22%, 58.06%, respective ly) in matric and just over a 

third (35.62%, 36.77%, respectively) do not teach matric subj ects. 

The participants ' number of classes taught in matric is presented in Figure 4.13 below. 

Number of cl;asses t;aught In m;atrlc ph;ase 

Figure 4.13: Number of classes taught in matric phase 
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Figure 4.13 shows that in both Under-Performing and Performing High Schools, most of the 

participants teach 2 or less classes (37.67%, 39.35%, respectively) in matric and just over a 

third (34.93%, 36.13%, respectively) do not teach matric c lasses. 

The participants ' number of subjects in phases other than matric is presented in Figure 4. 14 

below. 
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Figure 4.14: umber of subjects taught in phases other than matric 

Figure 4.14 shows that in both Under-Performing and Performing High Schools, most of the 

participants teach 2 or less subjects (51.37%, 60.00%, respectively) in phases other than 

matric and just over a third (20.55%, 10.32%, respectively) teach matric subjects only. In 

this study, some educators teach phases other than matric and phases in matric, thus making 

the teachers' workload substantial and negatively influencing learners' performance at school. 

Substantial workload can cause burnout, decreased job satisfaction and work engagement and 

negative effects on the body (Gwambombo, 2013). 

The participants' number of classes taught in phases other than matric is presented in Figure 

4. 15 below. 
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Figure 4.15: Number of classes taught in phases other than matric 

Figure 4.15 shows that in Under-Performing High Schools, most (52.05%) of the partic ipants 

teach 2-4 classes in phases other than matric and less than a third (22.60%) teach matric 

classes only, whi le in Performing High Schools most (61.28%) of the participants teach 2-3 

and 6 classes in phases other than matric and less than a third (10.97%) do not teach non­

matric classes. 

4.2.1.1. Biographical data summary 

Results indicate that Under-Performing High Schools have more instructors than 

management; Post-level l than Post-level 2, 3, and 4 participants; females than males; 

participants aged 38-57 years than ages 18-27, 28-37 and 58 years and above; married than 

single, divorced, separated and widowed participants; Black than White, Co loured and Indian 

participants; graduates than participants without degrees; participants with 5 or less years ' 

experience than participants with 6-10, 11-15, 16-20, 21-25 and 26 years of experience and 

above; participants with 5 or less years ' in their current schoo l than 6-10, 11-15, 16-20, 21-25 

and 26 years and above of experience; participants with 31-40 learners in class than 2 1-30, 

41-50, 51-60 and 61 and above learners; participants who teach 2 or less subjects in matric 

phase than participants who teach 3, 4 and no subj ects in matric; participants who teach 2 or 

less classes in matric phase than participants who teach 3, 4, 5, 6 or no classes in matric; 

participants who teach 2 or less subjects in phases other than matric than participants who 

teach 3, 4, 5 or less subj ects; and participants who teach 2-4 classes in phases other than 

matric than participants who teach 1, 5, 6 or no classes. 
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Results also ind icate that Performing High Schools have more instructors than management; 

Post- level 1 than Post-level 2, 3, and 4 participants; females than males ; participants aged 38-

47 than ages 18-27, 28-37, 48-57 and 58 years and above; married than si ng le, divorced , 

separated and widowed participants; White than Black, Co loured and Indian partic ipants ; 

graduates than partic ipants w ithout degrees; participants with 5 or less years' experience than 

participants with 6- 10, 11 -15 , 16-20, 21-25 and 26 years of experience and above; 

participants with 5 or less years ' experience in the ir current schoo l than 6-10, 11-15, 16-20, 

2 1-25 and 26 years and above of experience; participants with 3 1-40 learners in c lass than 21-

30, 41-50, 51-60 and 61 and above learners; partic ipants who teach 2 or less subjects in 

matric phase than partic ipants who teach 3, 4 and no subj ects in matric; participants who 

teach 2 or less c lasses in matric phase than participants who teach 3, 4, 5, 6 or no classes in 

matric; participants who teach 2 or less subj ects in phases other than matric than part icipants 

who teach 3, 4, 5 or less subjects; and participants who teach 2-3 and 6 classes in phases 

other than matric than partici pants who teach 1, 4, 5 or no classes . 

The reliability of the instruments, the Oldenburg Burnout Inventory (OLBI) and the 

Minnesota Satisfaction Questionnaire (MSQ), will be examined below. 

4.2.2 Reliability of instruments 

In this study the OLB I and the MSQ were used as instruments to determine the well -being 

and job satisfaction, respectively, of the partic ipants. The purpose of this section is to confirm 

the reliability of the items and construct validity of the instruments used in this study. In 

add ition, there is need for dimension reduction because each instrument has many items 

which may resu lt in cumbersome results. 

The ratios of observations-to-variables for the Under-Performing High Schools are as 

fo llows: burnout and work engagement is 14.6: 1 each and job satisfaction is 7.3: 1. A variab le 

is any characteristic, number, or quantity that can be measured or counted (Statistics Canada, 

20 12). The ratios of observations-to-variables for the Performing High Schools are as 

fo llows: burnout and work engagement is 15.5:1 each and job satisfaction is 7.75: 1. The 

observation-to-variable ratios in this study are sufficient for factor analys is based on the 

guidance of Ho (201 3:336), who explains that an observation-to-variab le ratio of 5:1 is 

acceptable and 10: 1 is regarded as more acceptable. The analys is of the construct validity, 

re liability analys is and dimension reduction of the Under-Performing and Performing High 
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Schools in the study wi ll be presented in tab les below, starting with Under-Performing High 

Schools. 

4.2.2.1 A factor analysis of the OLBI on burnout for Under-Performing High Schools 

The OLBI on burnout fo r the Under-Performing High Schools will be analysed below. 

The reliability of the OLBI on burnout for Under-Performing High Schools is presented in 

Table 4.1. 

Table 4.1: The reliability of the OLBI on burnout: Under-Performing High Schools 

Cronbach's Alpha N of Items 

.9 10 10 

Tab le 4.1 shows that the data are 91 % percent reliable which can be regarded as excell ent (> 

0.75) (Leung, 200 l :84). 

The sampling adequacy and the factorability of the correlation matrix of the OLBI on burnout 

for Under-Performing High Schools is presented in Table 4.2 below. 

Table 4. 2: The determination of sampling adequacy and factorability of the correlation 

matrix (Under-Performing High Schools: OLBI on burnout) 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure (KMO) of Sampling Adequacy. .921 

Approx. Chi-Square 76 1.207 

Bartlett's Test of Sphericity Of 45 

Sig. .000 

The KMO (Kaiser-Meyer-Olkin Measure) of 0.92 is greater than the benchmark of 0.7 

indicating suffici ent items for each factor (Leech, Barrett, & Morgan, 20 14:73). A significant 

p-value (0.00<0.05) of the Bartlett's test of sphericity implies that the correlation matrix is 

factorable (Leech et al. , 20 14:73). 

The determination of the number of factors to extract is presented in Table 4.3. 
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Table 4.3: The determination of the number of factors to extract (Under-Performing High 

Schools: OLBI on burnout) 

Total Variance Explained 

Component Initial Eigenvalues 

Total % of Variance Cumulative% 

l 5.555 55.547 55.547 

2 .887 8.872 64.419 

3 .745 7. 450 7 1.869 

i : : : 
: 

IO .230 2.3 05 100.000 

Table 4.3 shows that the proportion of the variance explained by the two burnout factors is 

acceptable because, at 64.42%, it is more than 50% (Meyers, Gamst, & Guarino, 20 12:663). 

As a rule of thumb, 0.7 or higher factor loading represents that the factor extracts sufficient 

variance from the variab le (Fabrigar, Wegener, MacCallum, & Strahan, 1999:272-299; Pett, 

Lackey, & Sulli van, 2003:75; Shapiro, Lasarev, & McCauley, 2002:578-585) . The two 

constructs of the OLBI on burnout are therefore reflected in Table 4.3. The number of 

extractable factors suggested by Exploratory Factor Analysis (EF A) are also true for 

Confirmatory Factor Analysis (CF A). The burnout for Under-Performing High Schools in the 

study is therefore defined by two factor so lution whose factors , as in OLBI, are named 

"exhaustion (burnout-factor 1.1) and cynicism (burnout-factor 1.2)" in this study and is used 

as such in a subsequent analysis. 

The initial burnout factor solution is presented in Table 4.4. 
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Table 4.4: The initial burnout factor solution of the OLBI on burnout for Under-Performing 

High Schools 

Item Item Description Ex haustio n Cynicism 
ID 

(burn out- (burn out-
factorl. l) factorl.2) 

IB I feel tired when I get up in the morn ing and I have to face another day at work 0.707 0.154 

5B It happens more and more that I talk about my job in a negative way 0.718 0.217 

7 B I need more time to feel better afte r work on a day than I did in the past 0.61 0.56 1 

8B Lately, I tend to think less about my job; I do it almost mechanically 0.742 0.087 

11 B I fee l emotionally drained by my work 0.817 0.1 33 

18 B I experience my work as a real challenge 0.705 0.477 

13 B Over time, I have lost personal interest in my work 0.846 0.274 

6B I sometimes really hate the tasks I have to do in my job 0.799 0.09 1 

9B I usually feel worn-out and tired after my work 0.799 0.2 

14 B I have become less enthusiastic about my work 0.677 0.355 

It can be noticed fro m Tab le 4.4 that all items' ini tia l facto r so lution load significantly on 

exhaustion (burnout-factorl.l ) (Leech et al. , 2014:73). Factor rotat ion is therefore necessary 

to ease the interpretation of resu lts. 

The rotated facto r so lution of the OLBI on burnout is presented in Table 4.5 

Table 4.5: The Equamax1 rotated factor solution of the OLBI on burnout for Under­

Performing High Schools. 

Item Ex haustion I Cynicism 
Item Description 

(burn out (bu rnout ID 
factor 1.1 ) factor 

1.2) 

l B I feel tired when I get up in the morn ing and I have to face another day at work 0.661 0.295 

SB It happens more and more that I talk about my job in a negative way 0.707 0.25 1 

8B Lately, I tend to think less about my job; I do it a lmost mechan ically 0.649 0. 37 

11 B I feel emotionally drained by my work 0.736 0.377 

13 B Over time, I have lost personal interest in my work 0.844 0.28 1 

14 B I have become less enthusiastic about my work 0.756 0. 115 

6B I sometimes really hate the tasks I have to do in my job 0.59 0.547 

7B I need more time to fee l better after work on a day than I did in the past 0. 158 0.813 

18 B I experience my work as a real challenge 0.285 0.802 

9B I usually feel worn-out and tired afte r my work 0.525 0.635 

1 Other rotation methods, Vari max, Oblimin, Promax an d Quartim ax were also consid ered but Equamax 
yiel ded a sol ution t hat is most easy t o interp ret. 
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It can be noticed from Table 4.5 that the items are distributed across the two factors and the 

Equamax rotated so lution satisfies the ru le of thumb of having at least three s ignificant items 

per factor (Meyers et a l. , 20 12:663). The two burnout factors are used in a subsequent 

analysis. 

The OLBI on burnout for Under-Performing High Schools is indicated in Table 4.6. 

Table 4. 6: The OLBI on burnout for Under-Performing High Schools 

Exhaustion (burnout-factorl .1) 

1 8 I feel tired when I get up in the morning and I have to face another day at work 

58 It happens more and more that I talk about my job in a negative way 

78 Lately, I tend to think less about my job; I do it almost mechanically 

88 I feel emotionally drained by my work 

II 8 Over time, I have lost personal interest in my work 

18 8 I have become less enthusiastic about my work 

13 8 I sometimes really hate the tasks I have to do in my job 

Cynicism (burnout-factorl.2) 

68 I need more time to feel better after work on a day than I did in the past 

98 I experience my work as a real challenge 

14 B I usually feel worn-out and tired afte r my work 

A factor analys is of the OLBI on burnout for Performing High Schools is presented below. 

4.2.2.2 A factor analysis of the OLBI on burnout for Performing High Schools 

The OLBI on burnout for the Performing High Schools will be analysed be low. 

The reliability of the OLBI on burnout for Performing High Schools is presented in Table 

4.7. 

Table 4. 7: The reliability of the OLBI on burnout: Performing High Schools 

Cronbach's Alpha N of Items 

.895 10 

Table 4.7 shows that the data are 89.5% percent re liable which can be regarded as exce llent 

(> 0.75) (Leung, 200 1 :84). 

The sampling adequacy and facto rability of the correlation matrix of the OLBI on burnout for 

Performing High Schools is presented in Table 4.8 . 
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Table 4.8: The determination of sampling adequacy and fac torability of the correlation 

matrix (Performing High Schools: OLBI on burnout) 

KMO and Bartlett 's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .9 16 

Approx. Chi-Square 7 12.292 

Bartlett's Test of Sphericity df 45 

Sig. .000 

The KMO of 0.92 is greater than the benchmark of 0.7 indicating suffic ient items fo r each 

factor (Leech et al. , 2014 :73). A significant p-value (0.00<0.05) of the Bartlett's test of 

sphericity implies that the corre lati on matrix is factorable (Leech et a l. , 2014 :73). 

The determ inati on of the number of factors to extract is presented in Tab le 4.9. 

Table 4.9: The determination of the number of factors to extract (Performing High Schools : 

OLBI on burnout) 

Initial Eigenvalues 
Component 

Total % of Variance Cumulative% 

l 5.189 5 1.893 5 1.893 

2 l.078 10.777 62.669 

3 .686 6.863 69.532 

: ! ! ! : 

10 .273 2.73 1 100.000 

The variance explained by the two factors is acceptable because, at 62.67%, it is more than 

50% (Meyers et al. , 201 2:663). As a rule of thumb, 0.7 or higher fac tor loading represents 

that the facto r extracts sufficient variance from the variable (Fabrigar et al. , 1999:272-299; 

Pett et a l. , 2003:75; Shapi ro et al. , 2002:578-585). The two constructs of the OLBI on 

burnout are therefore refl ected in Table 4.9. The number of extractable fac tors suggested by 

EF A are also true fo r CF A. The burnout fo r Performing High Schools in the study is 

therefore defined by a two facto r so lution whose factors, as in OLBI, are named "exhaustion 

(burnout-factor2. l )" and "cynicism (burnout-factor2.2)" in thi s study and is used as such in a 

subsequent analys is. 

Table 4. 10 presents the initi al burnout facto r so lution. 
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Table 4.10: The initial burnout factor solution of the OLBI on burnout for Performing High 

Schools. 

Ex haustion Cynicism 
Item ID Item Description (burn out- (burnout-

factor2 .l ) factor2 .2) 

18 I feel tired when I get up in the morning and I have to face another day at work 0.82 0.02 

58 It happens more and more that I ta lk about my job in a negative way 0. 724 0. 122 

68 I need more time to feel better after work on a day than I did in the past 0.737 0.382 

78 Late ly, I tend to think less about my job; I do it almost mechanically 0. 771 0. 106 

88 I fee l emotionally drained by my work 0.837 0. 186 

98 I experience my work as a real challenge 0.61 0.461 

11 8 Over time, I have lost personal interest in my work 0.581 0.623 

13 8 I sometimes really hate the tasks I have to do in my job 0.595 0.307 

14 8 I usually feel worn-out and tired after my work 0.772 0.268 

18 8 I have become less enthusiastic about my work 0.704 0.322 

Table 4. l O shows that most of the items are loading significantly on exhaustion (burnout­

factor2. l ). Only Item 11B is loading on cynicism (burnout-factor2.2) (0.623>0.5 81). The 

initia l so lution vio lates the rule-of-thumb of having at least three sign ificant items per factor 

(Meyers et a l. , 20 12:663). As such, this study considers factor rotation in order to improve 

interpretab ili ty of the factor so lution . 

The rotated factor so lution of the OLBI on burnout is presented in Table 4.11. 

Table 4.11: The Equamax2 rotated factor solution of the OLBI on burnout for Performing 

High Schools. 

Item Exhaustion Cynicism 

ID 
Item Description (burnout- (burnout-

factor2 . I ) factor2.2) 

18 
I fee l tired when I get up in the morning and I have to face another day at 

0.624 0.533 work 

58 It happens more and more that I talk about my job in a negative way 0.458 0.574 

68 I need more time to fee l better after work on a day than I d id in the past 0.804 0.208 

78 Lately, I tend to think less about my job; I do it almost mechanical ly 0.503 0.594 

88 I fee l emotionally drained by my work 0. 747 0.42 

98 I experience my work as a real challenge 0.761 0.065 

11 B Over time, I have lost personal interest in my work 0.0 16 0.852 

13 B l sometimes really hate the tasks I have to do in my job 0.237 0.626 

14 8 I usual ly feel worn-out and tired after my work 0.753 0.316 

18 8 I have become less enthusiastic about my work 0.309 0.71 

2 Other rotation methods, Varimax, Oblimin, Promax and Quartimax were also considered but Equ amax 
yielded a solution that is most easy to interpret. 
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It can be noticed from Tab le 4 . 11 that the items are equa lly distributed across the two factors. 

As such, the rotated so lution satisfies the ru le of thumb of having at least three significant 

items per factor (Meyers et al. , 20 12:663). 

The OLBI on burnout for Performing High Schools is ind icated in Table 4. 12. 

Table 4.12: The OLBI on burnout for Performing High Schools 

Exhaustion (bu rnout-fac tor2.J ) 

1 B I feel tired when I get up in the morning and I have to face another day at work 

7B Lately, I tend to think less about my job; I do it almost mechanica lly 

8B I feel emotionally drained by my work 

9B I experience my work as a real challenge 

14 B I usually feel worn-out and tired after my work 

Cynicism (burnout-factor2.2) 

5 B It happens more and more that I talk about my job in a negative way 

6B I need more time to fee l better after work on a day than I did in the past 

11 B Over time, I have lost personal interest in my work 

13 B I sometimes really hate the tasks I have to do in my job 

18 B I have become less enthusiastic about my work 

The regression factor scores for exhaustion (burnout-factor2. l ) and cynicism (burnout­

facto r2.2) are used as input in a subsequent analys is. 

A factor analysis of the OLBI on work engagement for the schoo ls under study, starti ng with 

Under-Performing High Schools, will be presented be low. 

4.2.2.3 A factor analysis of the OLBI on work engagement for Under-Performing High 

Schools 

The OLBI on work engagement for the Under-Performing High Schools will be analysed 

below. 

The re liabi lity of the OLBI on work engagement is presented in Table 4. 13. 

Table 4.13: The reliability of the OLBI on work engagement: Under-Performing High 

Schools 

Cronbach's Alpha of Items 

.903 10 
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Table 4.13 shows that the data are 90.3% percent reliable which can be regarded as excellent 

(> 0.75) (Leung, 2001 :84). 

The sampling adequacy and factorability of the corre lation matrix of the OLBI on work 

engagement for Under-Performing High Schools is presented in Table 4.14. 

Table 4.14: The determination of sampling adequacy and factorability of the correlation 

matrix (Under-Performing High Schools: OLBI on work engagement) 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .837 

Approx. Chi-Square 1005.204 

Bartlett's Test of Sphericity df 45 

Sig. .000 

The KMO of 0.84 is greater than the benchmark of 0.7 indicating sufficient items for each 

factor (Leech et al., 2014:73). A significant p-value (0.00<0.05) of the Bartlett 's test of 

sphericity implies that the correlation matrix is factorable (Leech et al., 20 14:73). 

The determination of the number of factors to extract is presented in Tab le 4.15 . 

Table 4.15: The determination of the number of factors to extract (Under-Performing High 

Schools: OLBI on work engagement) 

Total Variance Explained 

Initial Eigenvalues 
Component 

Total % of Variance Cumulative% 

l 5.422 54.225 54.225 

2 1.499 14.989 69.214 

3 .747 7.473 76.687 

10 .089 .894 100.000 

The variance explained by the two factors is acceptab le because, at 69.2 1 %, it is more than 

50% (Meyers et al., 2012:663). As a rule of thumb, 0.7 or higher facto r loading represents 

that the factor extracts sufficient variance from the variable (Fabrigar et a l. , 1999:272-299; 

Pett et al., 2003:75 ; Shapiro et a l. , 2002:578-585). The two constructs of the OLBI on work 

engagement are therefore reflected in Tab le 4.15. The number of extractable factors 

suggested by EF A are also true for CF A. The engagement for Under-Performing High 

Schools in the study is therefore defined by a two facto r so lution whose factors , as in OLBI, 
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are named "vigour (work engagement-factor I. I)" and "dedi cation (work engagement­

fac tor l .2)" in thi s study and is used as such in a subsequent analys is. 

Table 4.16 presents the initia l factor so lution. 

Table 4.16: The initial factor solution of the OLBI on work engagement for Under­

Performing High schools. 

Vigour Dedication 

Item ID Item Description (engagement- ( engagement-
factorl.l ) factor I .2) 

2 E I always find new and interesting aspects in my job 0. 71 0.384 

3E I can cope with the pressure ofmy job very well 0.584 0.689 

4E I find my job to be full of meaning and purpose 0.714 0.462 

IO E I usually have enough energy for le isure activities after work 0.644 0. 197 

12 E I can usually manage my work load well 0.658 0.28 

15 E I like my job so much that I cannot imagine another occupation for myself 0.7 0.363 

16 E I feel more and more engaged in my work 0.803 0.295 

17 E My job inspires me 0.818 0.311 

19 E I'm enthusiastic about my job 0.829 0.351 

20 E I usually feel energised when I work 0.854 0.327 

Table 4 .1 6 shows that most of the items are loading signifi cantly on vigour ( engagement­

facto r 1.1 ). Only Item 3E is loading on dedi cati on (engagement-factorl.2) (0.689>0.5 84). The 

initia l so lution violates the rule-of-thumb of hav ing at least three signifi cant items per factor 

(Meyers et a l. , 201 2:663). As such, thi s study considers factor rotation in order to improve 

interpretability of the factor so lution. 

The rotated facto r so lution of the OLBI on work engagement is presented in Table 4. 17. 

67 



Table 4.1 7: The Equamax3 rotated factor solution of the OLBI on work engagement f or 

Under-Performing High Schools. 

Item ID Item Description Vigour Dedication 

(work (work 
engagement- engagement-
factorl.l) factor! .2) 

2E I always find new and interesting aspects in my job 0.31 

3 E I can cope with the pressure of my job very well 0.019 

4E I find my job to be full of meaning and purpose 0.264 

10 E I usually have enough energy fo r leisure acti vities after work 0.376 

12 E I can usually manage my work load well 0.334 

15 E I like my job so much that I cannot imagine another occupation for myself 0.772 

16 E I fee l more and more engaged in my work 0.81 

17 E My job inspires me 0.831 

19 E I'm enthusiastic about my job 0.865 

20 E I usually fee l energ ised when I work 0.87 

The rotated so lution satisfies the rule of thumb of having at least three sign ifi cant items per 

factor (Meyers et al. , 20 12:663). 

The OLBI on work engagement for Under-Performing High Schools are indicated in Table 

4.18 . 

Table 4.1 8: The OLBI on work engagement for Under-Performing High Schools 

Vigour (engage ment-factor I.I) 

2 E I always find new and interesting aspects in my job 

3 E I can cope with the pressure ofmy job very well 

4 E I find my job to be full of meaning and purpose 

10 E I usually have enough energy fo r leisure activities afte r work 

12 E I can usually manage my work load well 

Dedication (engage ment-factorl.2) 

15 E I like my job so much that I cannot imagine another occupation fo r myself 

16 E I fee l more and more engaged in my work 

17 E My job inspires me 

19 E I'm enthusiastic about my job 

20 E I usually feel energised when I work 

3 Other rotation methods, Vari max, Oblimin, Prom ax and Quartimax were also considered but Equamax 

yielded a solution that is most easy to interpret. 

68 

0.745 

0.903 

0.808 

0.558 

0.632 

0.1 59 

0.276 

0.273 

0.249 

0.284 



The regress ion factor scores for vigour (work engagement-factorl .1) and dedication (work 

engagement-factor! .2) will be used as input in a subsequent analysis. 

A factor analysis of the OLBI on work engagement for Performing High Schools wi ll be 

presented below. 

4.2.2.4 A factor analysis of the OLBI on work engagement for Performing High Schools 

The OLBI on work engagement for the Performing High Schools will be analysed below. 

The reliability of the OLBI on work engagement is presented in Table 4.19. 

Table 4. I 9: The reliability of the OLBI on burnout: Performing High Schools 

Reliabi lity Statistics 

Cronbach's Alpha N of Items 

.867 10 

Table 4.19 shows that the data are 86. 7% percent reliab le which can be regarded as excellent 

(> 0.75) (Leung, 2001 :84). 

The sampling adequacy and factorability of the correlation matrix of the OLBI on work 

engagement of the Performing High Schools is presented in Table 4.20. 

Table 4. 20: The determination of sampling adequacy and factorability of the correlation 

matrix (Performing High Schools: OLBI on work engagement) 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .868 

Bartlett's Test of Sphericity Approx. Chi-Square 643.066 

df 45 

Sig. .000 

The KMO of 0.868 is greater than the benchmark of 0.7 indicating sufficient items for each 

factor (Leech et al., 2014:73). A significant p-value (0.00<0.05) of the Bartlett's test of 

sphericity implies that the correlation matrix is factorable (Leech et al., 2014:73). 

The determination of the number of factors to extract is presented in Table 4.21. 
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Table 4.21: The determination of the number of factors to extract (Performing High Schools: 

OLBI on work engagement) 

Component 
Initia l Eigenvalues 

Total % of Variance Cumulative% 

l 4.705 47.051 47.051 

2 1.229 12 .291 59.342 

3 .837 8.369 67.71 l 

10 .234 2.344 100.000 

The variance explai ned by the two factors is acceptab le because, at 59.34%, it is more than 

50% (Meyers et al., 201 2:663). As a rule of thumb, 0.7 or hi gher factor loading represents 

that the factor extracts sufficient variance from the variable (Fabrigar et al. , 1999:272-299; 

Pett et al., 2003:75; Shapiro et al., 2002:578-585). The two constructs of the OLBI on work 

engagement are therefore reflected in Table 4.21. The number of extractable factors 

suggested by EF A are also true fo r CF A. The engagement fo r Performing High Schools in the 

study is therefore defined by a two factor so lution whose factors, as in OLBI, are named 

"vigour (work engagement-factor2. l )" and "dedication (work engagement-factor2.2)" in this 

study and is used as such in a subsequent analys is. 

Table 4.22 presents the initial factor so lution. 

Table 4.22: The initial factor solution of the OLBI on work engagement for Performing High 

Schools. 

Item ID Item Description Vion11r Dedicatinn 
( engagement- (E ngagement-

Factor2.l) Factor2.2) 
2£ I always find new and interesting aspects in my job 0.763 0.072 

3 E I can cope with the pressure ofmy job very well 0.666 0.215 

4E I find my job to be full of meaning and purpose 0.705 0.139 

10 E I usually have enough energy for leisure activities after work 0.524 0.612 

12 E I can usually manage my work load well 0.481 0.685 

15 E I like my job so much that I cannot imagine another occupation for myself 0.643 0.081 

16 E I feel more and more engaged in my work 0.698 0.135 

17 E My job inspires me 0.818 0.33 

19 E I'm enthusiastic about my job 0.723 0.348 

20 E I usually feel energised when I work 0.764 0.244 
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Table 4.22 indicates that most of the items are loading significant ly on vi gour (engagement­

factor2 .1 ). Only Item I OE and Item 12E are loading on dedication ( engagement-factor2.2) 

(0 .612>0.524; 0.685>0.48 l ). The initia l so lution vio lates the rule-of-thumb of having at least 

three significant items per factor (Meyers et a l. , 20 12:663). As such, this study considers 

factor rotation in order to improve interpretab ility of the factor so lut ion . 

The rotated factor so lution of the OLBI on work engagement is presented in Table 4 .23. 

Table 4.23: The Equamax4 rotated factor solution of the OLBI on work engagement for 

Performing High Schools. 

Item [D Item Description Vigour Dedication 

(work (work 
engagement- engagemen t-
factor2. I ) fac tor2.2) 

2E I always fi nd new and interesting aspects in my job 0.627 0.44 

3 E I can cope with the pressure of my job ve ry we ll 0.473 0.5 16 

4 E I find my job to be full of mean ing and purpose 0.681 0.227 

IO E I usually have enough energy fo r leisure activities a fter work 0. 154 0.79 1 

12 E I can usually manage my work load well 0.08 0.833 

IS E I like my job so much that I can not imagine another occupat ion fo r myself 0.519 0.388 

16 E I fee l more and more engaged in my work 0.673 0. 227 

17 E My job inspires me 0.874 0. 11 7 

19 E I'm enthusiastic about my job 0.801 0.055 

20 E I usually fee l energ ised when I work 0.785 0. 165 

Table 4.23 indicates that the rotated so lution satisfies the rule of thumb of having at least 

three significant items per factor and is interpretab le as opposed to the initial factor so lution 

(Meyers et al. , 2012:663) . 

The OLBI on work engagement for Performing High Schools are indicated in Table 4.24. 

4 Other rotation methods, Vari max, Oblimin, Promax and Quartimax were also considered but Equamax 

yielded a solution that is most easy to interpret. 
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Table 4.24: The OLE] on work engagement for Performing High Schools 

Vigour (engage ment-factor2. l ) 

3E I can cope with the pressure of my job very well 

10 E I usually have enough energy fo r le isure act ivities after wo rk 

12 E I can usually manage my work load well 

Ded ication ( engage ment-fa ctor2.2) 

2E l always find new and interesti ng aspects in my job 

4E l find my job to be full of meaning and purpose 

15 E I like my job so much that I cannot imagine another occupation for myse lf 

16 E I fee l more and more engaged in my work 

17 E My job inspires me 

19 E I'm enthusiastic about my job 

20 E I usually feel energ ised when I work 

The regression facto r scores fo r vigour (work engagement-facto r2.1 ) and dedication (work 

engagement-factor2 .2) will be used as input in a subsequent analysis. 

A factor analys is of the MSQ fo r the schoo ls under study, starting with Under-Performing 

High Schools, wil l be presented below. 

4.2.2.5 A factor analysis of the MSQ for Under-Performing High Schools 

The MSQ fo r the Under-Performing High Schools will be analysed in tables and figures 

below. 

The reliability of the MSQ is presented in Table 4.25 . 

Table 4.25: The reliability of the MSQ: Under-Performing High Schools 

Cronbach's Alpha N of Items 

.933 20 

Table 4.25 shows that the data are 93.3% percent reliable which can be regarded as excellent 

(>0.75) (Leung, 200 l :84). 

The sampling adequacy and facto rability of the correlation matrix of the MSQ fo r Under­

Performing High Schools is presented in Table 4.26. 
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Table 4.26: The determination of sampling adequacy and factorability of the correlation 

matrix (Under-Performing High Schools: MSQ) 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .892 

Approx. Chi-Square 1767.929 

Bartlett's Test of Sphericity df 190 

Sig. .000 

The KMO of 0.89 is greater than the benchmark of 0.7 indicating sufficient items for each 

factor (Leech et al., 20 l4:73). A significant p-value (0.00<0.05) of the Bartlett's test of 

sphericity imp li es that the correlation matrix is factorable (Leech et al., 20 14:73) . 

The determination of the number of factors to extract is presented in Table 4.27. 

Table 4.27: The determination of the number of factors to extract (Under-Performing High 

Schools: MSQ) 

Component Ini tial Eigenvalues 

Total % of Variance Cumulative % 

1 8.976 44.882 44.882 

2 1.743 8.715 53.597 

3 1.263 6.314 59.911 

4 l.141 5.706 65.617 

5 .969 4.845 70.462 

20 .132 .660 100.000 

The variance explained by the fo ur factors is acceptable because, at 65 .62%, it is more than 

50% (Meyers et al., 20 12:663). As a rule of thumb, 0.7 or higher factor load ing represents 

that the factor extracts sufficient variance from the variable (Fabrigar et al. , 1999:272-299; 

Pett et al., 2003:75; Shapiro et al., 2002:578-585). The fo ur constructs of the MSQ are 

therefore reflected in Table 4.27. The number of extractable factors suggested by EF A are 

also true for CFA. The job satisfaction for Under-Performing High Schoo ls in the study is 

therefore defined by a four factor solution whose factors, as in MSQ, are named "nature of 

work Uob satisfaction-factor 1.1 )", "supervision Uob satisfaction-factor 1.2)", "working 

cond itions Uob satisfaction-factor l.3)" and "rewards Uob satisfaction-factor I .4)" in this study 

and is used as such in a subsequent analysis. 
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Table 4.28 presents the initial facto r so lution. 

Table 4.28: The initial factor solution of the MSQfor Under-Performing High Schools. 

Workin g 

Item ID Item Desc ription Nature of work Supervisio n Conditions Rewards 

S I 

S2 

S3 

S4 

S5 

S6 

S7 

S8 

S9 

S I0 

S J I 

S l 2 

S I3 

S l4 

S IS 

S l 6 

S l 7 

S l 8 

S l 9 

S20 

(satisfaction - (satisfact ion- (satisfaction- (sat isfaction-

factorl.l) factor] .2) factorl.3) factor] .4) 

Being ab le to keep busy all the time 0.681 0.056 0. 154 

The chance to work alone on the job 0.694 0.052 0.099 

The chance to do different things from time to time 0.72 0.316 0.063 

The chance to be 'somebody' in the communi ty 0.593 0.413 0.025 

The way my boss handles hi s/her workers 0.662 0.043 0.075 

The competence ofmy supervisor in making decisions 0.745 0.07 0. 125 

Being ab le to do things that don 't go aga inst my conscience 0.486 0.332 0.304 

The way my job provides for steady employment 0.429 0.23 1 0.626 

The chance to do things for other people 0.719 0.249 0. 11 5 

The chance to tell peop le what to do 0.625 0.474 0.296 

The chance to do someth ing that makes use ofmy abilities 0.676 0.471 0.042 

The way company policies are put into practice 0.72 1 0. 118 0.227 

The pay and the amount of work I do 0.506 0.573 0.33 

The chances for advancement on this job 0.675 0.4 0.21 

The freedom to use my own judgement 0. 736 0.1 55 0.307 

The chance to try my own methods of doing the job 0.779 0. 11 0.242 

The working conditions 0.699 0.258 0.346 

The way my co-workers get along with each other 0.674 0.266 0.285 

The praise I get for doing a good job 0.709 0.311 0. 108 

The feelin2: ofaccomolishment I 2:et from the iob 0.745 0. 126 0.2 16 

Table 4.28 shows that most of the items are loading significantly on the nature of work 

(satisfaction-factor l .1). If thi s so luti on is interpreted, superv ision (satisfaction-factorl .2), 

working conditions (satisfaction-factorl .3) and rewards (satisfaction-factorl .4) will have one 

item loading on each. As such, the initial so lution vio lates the rule-of-thumb of having at least 

three sign ificant items per factor (Meyers et al. , 20 12:663). Factor rotation is considered as a 

measure that can improve interpretabi lity of the factor solution. 

Figure 4.16 presents the absolute factor loadings of rotated factor so lution of the MSQ. 
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.f'actorL1} ..Jactor1.2J -f'actor1..l) ..J.1cto'1.AJ 

Item ID Item Discription 

S1 B!~ng_a~le to keep b_usy all the time 0 .431 0.197 0.429 0.304 

S2 The chance to work alone on the job 0 .504 0.213 0.469 0.179 

S3 The chance to do 9ifferent thin_gs_ from time to time 0.705 0 .155 0 .314 0.238 -
S4 The chance to be 'somebody' in the community 0.673 0.138 0.11 0.239 

S5 The way my boss handles his/her workers 0.136 0 .396 

S6 The competence of my supervisor in making decisions 0.127 0 .427 

S7 Bieng able to ~o things that 9on't _go against my ~onscience 0.228 0.019 - -
S8 The way my job provides for steady employment 0.347 0 .339 

S9 The chance to do things for ot~~r people 0.57 0.365 0.155 0 .333 

S10 The chance to tell people what to do 0 .701 0 .363 0.11 0.261 

S11 The chance to do something that makes use of my abilities 0 .799 0.152 0.148 0.215 

S12 The way company policies are put into practice 0.279 0.284 

S13 The pay and the am~~nt of work I ~o 0.116 0.145 

S14 The chances for advancement on this job 0.189 0.074 

S15 The free~om !o u_se my own judg~ment 0 .447 0.05 

S16 The chance to try my own methods of doing the job 0 .415 0.141 

S17 The working conditions 0.179 0.201 

S18 The way my co-workers get along with each other 0.09 0 .319 

S19 The praise I get fo! doir:ig a good j ob 0.152 0.285 
-

S20 The feeling of accomplishment I get from the job 0.297 0.374 1 

Figure 4.16: The Equamax5 rotated factor solution of the MSQ for Under-Performing High 

Schools. 

In Figure 4.16 the items are distributed across the four factors; nature of work Uob 

satisfaction- factorl. l) , supervis ion Uob satisfaction-factorl.2), working conditions Uob 

satisfaction- factor! .3) and rewards Uob satisfaction-factorl.4). All factors have three 

significant items loading on them. As such, the rotated solution satisfies the rule of thumb of 

having at least three significant items per factor and is interpretable as opposed to the initial 

factor solution (Meyers et al. , 20 12:663). 

The MSQ for Under-Performing High Schools are indicated in Table 4.29. 

5 Other rotation methods, Vari max, Oblimin, Promax and Quartimax were also considered but Equamax 

yielded a solution that is most easy to interpret. 
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Tab le 4.29 : The MSQfor Under-Performing High Schools 

Nature of work Uob satisfaction-factorl. l ) 

S I Being ab le to keep busy all the time 

S2 The chance to work alone on the job 

S3 The chance to do different things from time to time 

S4 The chance to be 'somebody' in the community 

S9 The chance to do things for other people 

S IO The chance to te ll people what to do 

S I 1 The chance to do something that makes use of my abilities 

Supervisio n Uo b satisfact ion-factorl.2) 

SS The way my boss handles his/her workers 

S6 The competence of my supervisor in making dec isions 

S7 Being able to do things that don't go against my conscience 

S8 The way my job provides for steady employment 

Worki ng co nditions Uob sa tis fa ction-factorl.3) 

S l 2 The way company po licies are put into practice 

S 15 The freedom to use my own judgement 

S l6 The chance to try my own methods of doing the job 

Sl7 The working conditions 

S 18 The way my co-workers get along with each other 

Rewards Uo b satisfa ction-factorl.4) 

S l 3 The pay and the amount of work I do 

S l4 The chances for advancement on th is job 

S l 9 The praise I get fo r doing a good job 

S20 The feel ing of accomplishment I get from the job 

The regression factor scores for nature of work Qob satisfaction -factor 1. 1 ), superv ision Qob 

satisfaction -factorl.2) , working cond itions Qob satisfaction -factorl.3) and rewards Qob 

satisfaction -factorl.4) will be used as input in a subsequent analysis. 

A factor analys is of the MSQ for Performing High Schools is presented be low. 

4.2.2.6 A factor analysis of the MSQ for Performing High Schools 

The MSQ fo r the Performing High Schools wi ll be analysed in tables and fi gures below. 

The reliab ili ty of the MSQ is presented in Table 4.30. 
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Table 4.30: The Reliability of the MSQ: Performing High Schools 

I Cro"bach's Alph, 

.922 

Table 4.30 shows that the data are 92.2% percent rel iable which can be regarded as excellent 

(>0.75) (Leung, 2001 :84) . 

The sampling adequacy and factorabili ty of the corre lation matrix of the MSQ for Under­

Performing High Schools is presented in Table 4.3 1. 

Table 4.31: The determination of sampling adequacy and factorability of the correlation 

matrix (Performing High Schools: MSQ) 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .886 

Bartlett's Test ofSphericity Approx. Chi-Square 1671.296 

df 190 

Sig. .000 

The KMO of 0.89 is greater than the benchmark of 0.7 indicating sufficient items for each 

factor (Leech et al., 2014:73). A significant p-value (0 .00<0.05) of the Bartlett's test of 

sphericity implies that the correlation matrix is factorable (Leech et al., 20 14:73). 

The determination of the number of factors to extract is presented in Table 4.32. 

Table 4.32: The determination of the number of factors to extract (Performing High Schools: 

MSQ) 

Co mponent Initial Eigenvalues 

Total % of Variance Cumulative % 

1 8.15) 40.753 40.753 

2 2.018 10 .091 50.844 

3 1.473 7.365 58.209 

4 1.186 5.932 64.142 

5 .936 4.678 68.819 

20 . 153 .767 100.000 

The variance explained by the four factors is acceptable because, at 64.14%, it is more than 

50% (Meyers et al., 201 2:663). As a rule of thumb, 0.7 or higher factor loading represents 

that the factor extracts sufficient variance from the variable (Fabriga et al., 1999:272-299; 

77 



Pett et al. , 2003:75; Shapiro et al. , 2002:578-585). The fo ur constructs of the MSQ are 

therefore reflected in Table 4.32 . The number of extractable factors suggested by EF A are 

also true for CF A. The job satisfaction for Performing High Schools in the study is therefore 

defined by a four factor solution whose factors , as in MSQ, are named " nature of the work 

Uob satisfaction-factor2. l )", "supervision Uob satisfaction-factor2.2)", "working conditions 

Uob satisfaction-factor2.3)" and "rewards (factor2.4)" in thi s study and is used as such in a 

subsequent analys is. 

Table 4.33 presents the initial factor so lution. 
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Item 
ID 

S I 

S2 

S3 

S4 

ss 

S6 

S7 

S8 

S9 

S10 

SI I 

Sl2 

S l 3 

S14 

SIS 

S16 

S17 

SI S 

Sl9 

S20 

Table 4.33: The initial factor solution of the MSQfor Performing High Schools. 

Nature of the wo rk Supervision Working co nditions Rewa rds 
Item Description (satisfaction- (satisfaction- (satisfa ction- (satisfaction-

factor2.1) fa cto r2.2) fac tor2.3) fac tor2.4) 

Being able to keep busy 
0.461 0.5 13 0.105 0.27 

all the time 
The chance to work alone 

0.477 0.648 0.234 0.199 on the job 

The chance to do different 
0.646 0.393 0. 111 0.365 things from time to time 

The chance to be 
'somebody' in the 0.587 0.307 0. 11 7 0.177 
community 

The way my boss handles 
0.666 0.177 0.527 0.056 his/her workers 

The competence ofmy 
supervisor in making 0.656 0. 122 0.586 0.046 
decisions 

Being able to do things 
that don't go against my 0.581 0.027 0.499 0.063 
conscience 
The way my job provides 

0.559 0.23 0.204 0.365 
for steady employment 
The chance to do things 

0.647 0.413 0.086 0.272 
for other people 
The chance to tell people 0.622 0.255 0.149 0.449 
what to do 
The chance to do 
something that makes use 0.742 0.272 0.066 0.249 
of my abi lities 

The way company 
po licies are put into 0.695 0.267 0.005 0.122 
practice 
The pay and the amount 

0.612 0.435 0.26 1 0.178 
of work I do 

The chances for 
0.642 0.297 0.366 0.05 

advancement on this job 

The freedom to use my 
0.729 0.28 1 0.2 15 0.278 

own judgement 
The chance to try my own 

0.687 0. 18 1 0.239 0.298 
methods of doing the job 

The working conditions 0.676 0.376 0.209 0.19 

The way my co-workers 
0.565 0. 12 0.255 0.298 

get along with each other 

The praise I get for doing 
0.68 0.228 0.069 0.182 

a good job 

The feeling of 
accomplishment I get 0.745 0.099 0.127 0.237 
from the job 

Table 4.33 shows that most of the items are loading significantly on the sati sfaction-factorl. 1. 

If this so lution is interpreted, satisfaction-factor2 .2 w ill have only two items and, satisfacti on­

factor2.3 and satisfaction-facto r2.4 will not have items loading on them. As such, the initial 

solution violates the rul e-of-thumb of hav ing at least three significant items per factor 
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(Meyers et al. , 201 2:663). Factor rotati on is considered as a measure than can improve 

interpretability of the factor so lution . 

Figure 4.17 presents the abso lute factor loadings fo r the rotated factor so lution of the MSQ. 

nature of working 
the work supervision conditions rewards 

Uob Uob Uob Uob 

satisfaction satisfaction satisfaction satisfaction 

Item Description 
-factor2.1) -factor2.2) -factor2.3) -factor2.4) 

Item ID 

S1 Bi eng able to keep busy all the time 0.029 0.105 0.157 0.723 
S2 The chance to woric alone on the job 0.014 -0.035 0. 263 0.82 
S3 The chance to do different things from time to time 0. 224 0.236 0.135 a.n 
S4 The chance to be 'somebody' in the community 0.225 0.175 0.235 0 89 
S5 The way my boss handles his/her woricers 0.231 0.067 
S6 The competence of ITTf supervisor in making decisions 0.08.3 

S7 Bieng able to do things that don't go against my consci ence 0.146 
S8 The way my job provides for steady employment 0.168 

S9 The chance to do things for other people 0.41 
S10 The chance to tell people what to do 0.22 0.255 

SU The chance to do something that makes use of my abilities 0.189 Q.37 

S12 The way co"°"any policies are put into practice 0.364 0.052 
513 The pay and the amount of work I do 0.028 0.118 

S14 The chances for advancement on this job 0.27 0.135 
S15 The freedom to use my own judgement o.sa; 0.031 

S16 The chance to try my own methods of doing the job 0.529 0.078 
S17 The working conditions Q.()i] 0.18 
S18 The way my co-workers get along with each other -0.001 0.253 
S19 The praise I get for doing a good job 0.119 0.247 

S20 The feeling of aa:ornpl ishment I get from the job 0.144 OAm l 

Figure 4.17 : The Equamax6 rotated factor solution of the MSQfor Perf orming High Schools. 

In Figure 4.17 the items are distributed across the four factors: nature of work Uob 

satisfaction- factor2 .l), supervision Uob satisfaction-factor2.2), working conditions Uob 

satisfaction- factor2.3) and rewards Uob satisfaction-factor2.4). All factors have three 

significant items loading on them. As such, the rotated solution satisfies the rule of thumb of 

having at least three significant items per factor and is interpretable as opposed to the initial 

factor solution (Meyers et al. , 2012:663). 

The MSQ for Performing High Schools are indicated in Table 4.34. 

6 0ther rotation methods, Varimax, Oblimin, Promax and Quartimax were also considered but Equamax 
yielded a solution that is most easy to interpret. 
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Table 4.34: The MSQfor Performing High Schools 

ature of the wo rk (job satisfaction-fa ctor2.l ) 

SI Being able to keep busy all the time 

S2 The chance to work alone on the job 

S3 The chance to do different things from time to time 

S4 The chance to be 'somebody' in the communi ty 

Supervision Uo b satisfa ction-factor2.2) 

ss The way my boss handles his/her workers 

S6 The competence ofmy supervisor in making decisions 

S7 Being able to do th ings that don't go against my conscience 

SIS The way my co-workers get along with each other 

Wo rking cond itions Uob satisfaction-factor2 .3) 

S8 The way my job provides fo r steady employment 

S9 The chance to do things fo r other people 

S10 The chance to te ll people what to do 

SI I The chance to do something that makes use ofmy abilities 

Rewards Uob satisfacti on-fa ctor2.4) 

S12 The way company po licies are put into practice 

S13 The pay and the amount of work I do 

S14 The chances for advancement on this job 

SIS The freedom to use my own j udgement 

S16 The chance to try my own methods o f doing the job 

S17 The working conditions 

S19 The praise I get for doing a good job 

S20 The feeling of accomplishment I get from the job 

The regression factor scores for nature of work Gob sati sfaction-factor 2.1 ), supervision Gob 

sati sfaction-factor 2.2), working conditions Gob sati sfacti on- factor 2.3) and rewards Gob 

satisfaction -factor2.4) will be used as input in a subsequent analysis. 

A summary of the re liability tests and facto r analys is results are presented below. 

4.2.2.7 A summary of reliability tests and factor analysis results 

All re liability analyses results, using Cronbach ' s alpha, confirmed that both the OLBI (for 

burnout and work engagement) and the MSQ (for job sati sfaction) are reliable. The study 

used exp loratory factor analysis to explore possible factors lead to burnout, work engagement 

and j ob satisfaction in Under-Performing and Performing High Schools. 
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The OLBI on burnout is factored into two constructs: exhaustion and cyn icism. Participants 

in both Under-Performing and Performing High Schools experience exhaustion (fee l tired 

and emotionally drained) and cyn ic ism (need more time to fee l better after work). 

The OLBI on work engagement is factored in to two constructs: vigour and ded ication. 

Participants in both Under-Performing and Performing High Schools experience vigour 

(copi ng with pressure and having energy for le isure activ ities) and dedication (find the j ob to 

be energising and fu ll of mean ing). 

The MSQ is factored into four constructs: nature of wo rk, supervis ion, working conditions 

and rewards. With regard to nature of work of participants, both Under-Performing and 

Performing High Schools have the chance to be somebody in the community and to work 

a lone on the j ob. Superv ision: both are sat isfi ed with the way the boss and supervisor handles 

workers. Working conditions in Under-Performing High Schools: participants are provided 

with steady employment and the chance to tell people what to do. Working cond itions in 

Performing High Schools: participants are satisfied with the way company pol icies are put 

into practice and the chance to try own methods of doing the job. Rewards: both Under­

Performing and Performing High Schools experience praise and accomp li shment for do ing a 

good job. 

The results of the hypotheses of the study are presented below. 

4.2.3 Hypotheses results 

The results of the hypotheses of the study will be presented in tables below. All Pearson 

correlation coefficients are interpreted based on the fo llowing criteria w hich are adopted from 

Weinberg and Abramowitz (2016: 152): 

r 2:: ±0.5 are considered strong 

0.3 :S r < 0.5 are considered moderate 

0. 1 :S r < 0.3 are considered weak 

The * and the ** in the Pearson correlation tables and the path diagrams below indicate that 

the relationships are significant up to 5% and 1 %, respectively. 
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4.2.3.1 Hypothesis 1; Burnout is negatively related to work engagement. 

The relationship between burnout and work engagement in Under-Performing High Schools 

is presented in Table 4.35 below. 

Table 4.35 The Pearson Correlation between burnout and work engagement in Under­

Performing High Schools 

V igo ur Ded icatio n 
( en!!:a!!:ement-factorl.1) ( en!!:a!!:ement-factor 1.2) 

Ex haustion (burno ut-factorl. I ) -.538** -.2 I 6* * 

p-value=0.00 p-val ue=0.009 

Cynicism (Burno ut-factor 1.2) -.276** -.196* 

p-value=0.00 I p-value=O.O 18 

Tab le 4.35 shows that there is a strong, negative re lationship between exhaustion and v igour 

(-0.54; p-value=0.00) in Under-Performing High Schools. A weak, negative relationship 

between exhaustion and dedication (-0.22; p-value=0.01) also exists. There are also weak, 

negative relationships between cynicism and the fo llowing factors: v igour (-0.28; p­

value=0.00) and dedication (-0.20; p-value=0.02). A ll these relationships are stati stically 

significant up to the 5% level of significance. Hypothesis I is therefore accepted for Under­

Performing High Schools. 

The relationships are indicated in the path diagram (Figure 4.18) below. 
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BURN_1_2 

ENQ_1_1 

ENQ_1_2 -0.22** 

BURN_1_1 

Figure 4.18: A path diagram showing the relationships between burnout factors and work 

engagement factors in Under-Performing High Schools. 

*=Significant up to 5% 

**=Significant up to 1% 

The relationship between burnout and work engagement in Performing High Schools is 

presented in Table 4.36 below. 

Table 4.36: The Pearson Correlation between burnout and work engagement in Performing 

.High Schools 

Vigour (engagement- Dedication ( engagement-
factor2.l) factor2 .2) 

-.236** -.208** 
Exhaustion (burnout-factor2.1) 

p-value=0.003 p-value=0.009 

-.564** -. 151 
Cyn icism (burnout -factor2.2) 

p-value=0.00 p-value=0. 060 

Tab le 4.36 shows that there is a strong, negative relationship between cynicism and vigour 

(-0 .54; p-value=0.00) in Performing High Schools. Also there are weak, negative 

relationships between exhaustion and the following variables : vigour (-0.24; p-value=0.00) 

and dedication (-0.2 1; p-value=0 .01). Al l three relationships are statistically significant up to 

the 5% level of significance. Hypothesis 1 is therefore accepted for Performing High Schools. 
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The significant correlations are indicated in the path diagram (F igure 4.19) below. 

-0 .56** 
.... BURN_2_2 , 

ENG_2_ 1 ~ 

' 

-0.24"* 

ENG_2_2 
-0 .21° 

~ 

BURN_2_ 1 --

-

Figure 4.19: A path diagram showing the relationships between burnout factors and work 

engagement factors in Performing High Schools 

*=Significant up to 5% 

**=Significant up to 1% 

) 

The negative relationship between cynicism and dedication (-0.15 ; p-value=0.06) is not 

included in the path diagram because it is not statistically significant up to the 5% leve l of 

significance. 

The negative relationship between burnout and work engagement (Hypothesis 1) therefore 

applies to both categories of schoo ls. 

Hypothesis 2 is presented below. 
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4.2.3.2 Hypothesis 2; Burnout is negatively related to job satisfaction. 

The relationship between burnout and job satisfaction in Under-Performing High Schools is 

presented in Table 4.37 below. 

Table 4.37: The Pearson Correlation between burnout and job satisfaction in Under­

Performing High Schools 

Ex haustion Cynicism 
(bu rn out-factorl . l ) (burnout-factor! .2) 

-.206** .006 
Nature of work (satis faction-factor I.I) 

p-va lue= 0.01 3 p-value = 0.943 

-.036 .149 
Su pervis ion (satisfaction-factor I .2) 

p-value = 0.665 p-value = 0.072 
-.504** -.247** 

Working conditions (satisfaction-factorl .3) p-value = 0.00 p-value = 0.003 

-. 172* -.097 
Rewards (sat is faction-factorl.4) 

p-value = 0.038 p-value = 0.246 

Table 4.37 shows that there are weak, negat ive relationships between nature of work and 

exhaustion (-0.21 ; p-value=0.01) and rewards and exhaustion (-0.17; p-value=0.04). There is 

also a weak, negative relationship between working conditions and cynicism (-0.25 ; p­

value=0.00). Also, a strong, negative relationship between working cond itions and exhaustion 

(-0.50; p-value=0.00) also exists. A ll these relationships are statistically significant up to the 

5% level of s ignificance. Hypothesis 2 is therefore partially accepted fo r Under-Performing 

High Schools. 

The significant relationships are indicated in the path diagram (Figure 4.20) below. 
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Figure 4.20: A path diagram showing the relationships between burnout and job satisfaction 

factors in Under-Performing High Schools 

*=Significant up to 5% 

**=Significant up to 1% 

The positive relationships between nature of work and cynicism (0.01; p-value=0.94), as well 

as supervision and cynicism (0 .15 ; p-value=0.07) are not included in the path diagram above 

because they are not statistically significant up to the 5% level of significance. The negative 

relationships between rewards and cynicism (-0.1 0; p-value=0.25), as well as supervision and 

exhaustion (-0.04; p-value=0.67) are not included in the path diagram because they are not 

statistically significant up to the 5% level of significance. 

The relationship between burnout and job satisfaction in Performing High Schools is 

presented in Table 4.38 below. 
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Table 4.38: The Pearson Correlation between burnout and job satisfaction in Performing 

High Schools 

Ex hausti on Cynicism 
(burn out -factor2. J) (bu rn out-factor2.2) 

-.3 50** -.3 42** 
atu re of wo rk (satisfaction-factor2. I ) 

p-value=0.00 p-value=0.00 

.03 -.15 
Supervis ion (sa tisfactio n-factor2.2) 

p-value=0.750 p-value=0.060 

.2 18** -.2 19** 
Workin g conditions (satisfaction-factor2.3) 

p-value=0.0 I 0 p-value=0.0 I 0 

-. 169* -. 196* 
Rewa rds (satisfaction-fa ctor2.4) 

p-value=0.040 p-value=0.020 

Tab le 4.38 shows that there is a moderate, negative re lationship between nature of work and 

the fo llowing variables: exhaustion (-0.3 5; p-value=0.00) and cynicism (-0.34; p-value=0.00). 

There is a weak, pos iti ve relationship between working conditi ons and exhaustion (0.22; p­

value=0.0 I) and a weak, negative re lationship between working conditions and cynicism (-

0.22; p-value=0 .01) . A weak, negative re lationship between rewards and the fo llowing: 

exhaustion (-0. 17; p-value=0.04) and cyn icism (-0.20; p-value=0.02) a lso exists. All these 

re lat ionships are sign ificant up to the 5% leve l of significance. Hypothesis 2 is therefore 

partially accepted for Performing High Schools. 

The re lationships are indicated in the path diagram (F igure 4.2 1) below. 
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Figure 4.21 : A path diagram showing the relationships between burnout and job satisfaction 

factors in Performing High Schools 

*=Significant up to 5% 

**=Significant up to 1% 

The positive re lationship between supervision and exhaustion (0.03 ; p-value=0.75) is not 

included in the path diagram because it is not statistically significant up to the 5% level of 

significance. The negative relationship between supervision and cynicism (-0.15 ; p­

value=0.06) is not included in the path diagram because it is not statistically significant up to 

the 5% level of significance. 

The negative relationship between burnout and job satisfaction (Hypothesis 2) is partially 

accepted for both categories of schools . 

Hypothesis 3 is presented below. 
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4.2.3.3 Hypothesis 3; Work engagement is positively related to job satisfaction. 

The relationship between work engagement and job satisfaction in Under-Performing High 

Schools is presented in Table 4.39 below. 

Table 4.39: The Pearson Correlation between work engagement and job satisfaction in 

Under-Performing High Schools 

ature of Supervision 
Working 

Rewards 
conditions 

work (satisfaction-
(satisfactio n-

(satisfaction-

(satisfaction- factorl.2) 
factorl.3) 

facto rl.4) 

factor I.I ) 

Vigo ur (engage ment- .229** .284** .544** .304** 

factorl.l) p-value = 0.005 p-value = 0.00 I p-value = 0.00 p-value = 0.00 

Dedication (engage ment- .268** -.209** .2 13** .224** 

factor I .2) p-value = 0.00 1 p-value = 0.011 p-value = 0.0 I 0 p-value = 0.006 

Table 4.39 shows that there are weak, positive re lationships between vigour and the fo ll owing 

variables: nature of work (0.23 ; p-value=0.01) and supervis ion (0 .28; p- value=0.00). In 

add ition, there is a moderate, pos itive relationship between vigour and rewards (0.30; p-value 

0.00) . A strong, positive relationship between vigour and wo rking conditions (0 .54; p­

value=0.00) also exists. All these relationships are significant up to the 5% level of 

significance. 

Table 4.39 also shows that there are moderate, weak positive relationships between 

dedication and the fo llowing variables: nature of work (0.27; p-value=0.00), working 

conditions (0.2 1; p-value=0.0 1) and rewards (0.22 ; p-value=0.0 I). There is a moderate, weak 

negative re lationship between dedication and superv ision (-0 .2 1; p-value=0.0 l ). All these 

re lationships are sign ificant up to the 5% level of significance. Hypothesis 3 is therefore 

partially accepted for Under-Performing High Schools. 

The relationships are indicated in the follow ing path diagram (Figure 4.22) below. 
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Figure 4.22: A path diagram showing the relationships between work engagement factors 

and job satisfactionfactors in Under-Performing High Schools 

*=Significant up to 5% 

**=Significant up to / % 

The relationship between work engagement and job satisfaction in Performing High Schools 

is presented in Tab le 4.40 below. 
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Table 4.40: The Pearson Correlation between work engagement and job satisfaction in 

Performing High Schools 

ature of Supervision Workin g 
Rewa rds (satisfa ct ion-

work (satisfa cti on- conditions 
(satisfa ction- factor2.2) (satisfa ction-

facto r2.4) 

fa cto r2. l ) factor2.3) 

Vigour (engagement- .3 81 ** .253** . 14 .443 ** 

factor2.1) p-value =0.00 p-value =0.00 p-value =0.080 p-value =0.00 

Dedication (engagement- .330** -.0 1 .175* .264** 

factor2.2) p-value =0.00 p-va lue =0.920 p-value =0.030 p-value =0.002 

Table 4.40 shows that there are moderate, positive relationships between vigour and the 

fo llowing variables: nature of work (0.38; p-value=0.00) and rewards (0.44; p-value=0.00). 

A weak, posit ive re lationship between vigour and supervision (0.25; p-value=0.00) also 

ex ists. All these re lationships are significa nt up to the 5% level of significance. 

Table 4.40 also shows that there is a moderate, pos itive relationship between dedication and 

nature of work (0.33; p-value=0.00). There are weak, pos itive re lati onships between 

dedicat ion and the fo llowing variables: working conditi ons (0.18; p-value=0.03) and rewards 

(0 .26; p-value=0.00). All these re lationsh ips are sign ificant up to the 5% level of significance. 

Hypothesis 3 is therefore partially accepted fo r Performing High Schools. 

The significant relationships are indicated in the fo llowing path diagram (Figure 4.23) 

below. 
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Figure 4.23: A path diagram showing the relationships between work engagement factors 

and job satisfactionfactors in Performing High Schools 

*=Significant up to 5% 

** =Significant up to 1% 

The negative relationship between dedication and supervision (-0.01; p-value=0.92) is not 

included in the path diagram because it is not statistically significant up to the 5% level of 

significance. The positive relationship between vigour and working conditions (0.14; p­

value=0.08) is not included in the path diagram because it is not statistically significant up to 

the 5% level of significance. 

The negative relationship between work engagement and job satisfaction (Hypothesis 3) is 

partially accepted for both categories of schools. 

Hypothesis 4 is presented below. 
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4.2.3.4 Hypothesis 4; There is a relationship between burnout, job satisfaction and work 

engagement. 

The relationship between burnout, job satisfacti on and work engagement in Under­

Performing High Schools is presented in Table 4.41 below. 

Table 4. 41: The Pearson Correlation between burnout, work engagement and job satisfaction 

factors in Under-Performing High Schools 

Vigour Dedication 

(engagement-factor!. I ) ( engagcment-factorl.2) 

Exhaustion (burnout-factorl.l) -.538** -.2 16** 

p-value=0.00 p-value=0.009 

Cynicism (burnout-factor] .2) -.276** -. 196* 

p-value=0.00 I p-value=0.0 18 

Ex haustion 
Cynicism 

(burnout- factorl.l) 
(bu rnout-factorl.2) 

-.206** .006 
Nature of work (satisfaction-factor I. I ) 

p-value= 0.0 13 p-value = 0.943 

-.036 . 149 
Supervision (satisfaction-factorl.2) 

p-value = 0.665 p-value = 0.072 

-.504** -.247** 
Working condition s (satisfaction-factorl.3) 

p-value = 0.00 p-value = 0.003 

-. 172* -.097 
Rewards (satisfaction-factorl .4) 

p-value = 0.038 p-value = 0.246 

Vigo ur Dedication 
(cngagement-factorl. l) ( engagement-factorl .2) 

Nature of work (satisfaction-factorl.l) .229** .268** 

p-value = 0.005 p-value = 0.00 1 

Supervision (satisfaction-factor 1.2) .284** -.209** 

p-va lue = 0.00 1 p-value = 0.0 I 1 

Workin g condition s (satisfaction-factor] .3) .544** .2 13** 

p-value = 0.00 p-va lue = 0.0 I 0 

Rewards (Sat isfaction-Factorl.4) .304** .224** 

p-value = 0.00 p-value = 0.006 

Table 4.41 indicates that in Under-Performing High Schools, there is a negati ve re lationship 

between burnout and work engagement; a negative relationship between burnout and job 

sati sfaction, with the exception of the pos itive relationships between nature of work and 

cynicism (0.01) and superv ision and cynicism (0.15 ); a pos itive relationship between job 
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satisfaction and work engagement, with the exception of the negative re lat ionship between 

dedication and superv ision (-0.21 ). There is indeed a re lationsh ip between burnout, job 

satisfaction and work engagement in Under-Performing High Schools. Hypothes is 4 is 

therefore accepted for Under-Performing High Schools. 

The relationships are indicated in the following path diagram (Figure 4.24) below. 

o.2s·· 

---- -0.22 .. 

0 . •• ----~ 

- ------- -0.28** ~----
SAT_l_J 

-- -~ -- -0..25 .. 
-0.21" ---- ------------► eu.\.l. 2 

o.2i-· 

0.22•· ----
o.2r· 

Figure 4.24: A path diagram showing the relationships between burnout, work engagement 

and job satisfaction/actors in Under-Performing High Schools 

*=Significant up to 5% 

**=Significant up to 1% 

The relationship between burnout, j ob satisfaction and work engagement in Performing High 

Schools is presented in Table 4.42 below. 
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Table 4.42: The Pearson Correlation between burnout, job satisfaction and work engagement 

in Performing High Schools 

Vigour Dedication 
( engagement-factor2. l) ( engagement-factor2.2) 

-.236** -.208** 
Exhaustion (b urnout-factor2.l) 

p-value=0.003 p-value=0.009 

-.564** -. 151 
Cynicism (bu rnout-factor2.2) 

p-value = 0.00 p-value=0.060 

Exhaustion Cyn icism 
(bu rnout-factor2. l) (bu rnout-factor2.2) 

Nature of work (satisfaction-factor2.l) -.350** -.342** 

p-value=0.00 p-value=0.00 

Supervision (satisfaction-factor2.2) .03 -.15 

p-va lue=0 .750 p-value=0.060 

Working conditions (satisfaction-factor2.3) .2 18** -.2 19** 

p-value=O.O 10 p-value=O.O 10 

Rewards (satisfaction-factor2.4) -. 169* -.196* 

p-val ue=0.040 p-value=0.020 

Vigour Dedication 
( engagement-factor2. l) ( engagement-factor2.2) 

.38 1 ** .330** 
atu re of work (sat isfactio n-factor2. l) 

p-value =0.00 p-value =0.00 

.253** -.0 1 
Supervision (satisfaction-factor2.2) 

p-value =0.00 p-value =0.920 

0. 14 . 175* 
Working conditions (satisfaction-factor2.3) 

p-value =0.080 p-va lue =0.030 

.443** .264* 
Rewards (satisfaction-Factor2.4) 

p-value = 0.00 p-value =0.002 

Table 4.42 indicates that in Performing High Schools, there is a negative relationship between 

burnout and work engagement; a negative relationship between burnout and job satisfaction, 

with the exception of the positive relationships between supervision and exhaustion (0.03) 

and working conditions and exhaustion (0 .22); a positive relationship between job 

satisfaction and work engagement, with the exception of the negative relationship between 

supervision and dedication (-0.01). There is indeed a relationship between burnout, job 

satisfaction and work engagement in Performing High Schools. Hypothesis 4 is therefore 

accepted for Performing High Schools. 

The relationships are indicated in the following path diagram (Figure 4.25) below. 
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Figure 4.25: A path diagram showing the relationships between burnout; work engagement 

and job satisfaction factors in Performing High Schools 

*=Significant up to 5% 

** =Significant up to ! % 

The relationship between burnout, job satisfaction and work engagement therefore applies to 

both categories of schoo ls. 

Hypothesis 5 is presented below. 

4.2.3.5 Hypothesis 5; Educators in Performing High Schools of the Dr. Kenneth Kaunda 

District experience high job satisfaction levels. 

The job satisfaction of participants in Performing High Schools is presented in the Table 4.43 

below. 
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Table 4.43: The job satisfaction of Performing High Schools 

Dissatisfied Sa tisfied 

Nature of Being ab le to keep busy all the time 19.50% 80.50% 
work 

The chance to wo rk alone on the job 
(satisfaction- 19.40% 80.60% 

factor2.l) The chance to do different th ings from time to time 22 .60% 77.40% 

The chance to be 'somebody' in the community 2 1.30% 78.70% 

Ave rage Percentage 20.70% 79.30% 

Supervision The way my boss handles his/her workers 23 .20% 76.80% 
(satisfaction-

The competence of my supervisor in making decisions 23.90% 76.10% factor2.2) 
Being able to do things that don't go against my conscience 25 .20% 74.80% 

The way my co-workers get along with each other 28.40% 71.60% 

Average Percentage 25.18% 74.83% 

Working The way my job provides for steady employment 14.20% 85.80% 
conditions 

The chance to do things fo r other people 
(satisfaction- 14.20% 85.80% 

factor2 .3) The chance to tell people what to do 27.70% 72.30% 

The chance to do someth ing that makes use ofmy abil ities 18.70% 81.30% 

Average Percentage 18.70% 81.30% 

Rewards The way company policies are put into practice 35.50% 64.50% 
(satisfaction-

The pay and the amount of work r do 45 .80% 54.20% factor2.4) 
The chances for advancement on th is job 40.00% 60.00% 

The freedom to use my own judgement 3 1.00% 69.00% 

The chance to try my own methods of doing the job 29.00% 71.00% 

The working conditions 4 1.90% 58.10% 

The praise I get for doing a good job 26 .50% 73.50% 

The fee ling of accomplishment I get fro m the job 25.20% 74.80% 

Average Percentage 35.67% 64.33% 

Table 4.43 shows that in Performing High Schools most of the participants are satisfied with 

the nature of their work, as it gives them the chance to work alone on the job (80.60%), being 

ab le to keep busy all the time (80.50%) and the chance to be 'somebody' in the community 

(78.70%). Most participants are satisfied with their supervision, as they are happy with the 

way the boss handles hi s/her workers (76.80%), the competence of their superv isor in 

making decisions (76.10%) and being able to do things that don't go against their conscience 

(78.80%). Most participants are very satisfied with the working conditions, as the job 

provides for steady employment (85.80%), the chance to do things for other peop le (85.80%) 

and the chance to do something that makes use of their abilities (81.30%). An average 

number of the participants are satisfied with the rewards, as they get the feeling of 
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accomplishment from the job (74.80%), the praise for doing a good job (73.50%), and the 

chance to try their own methods of doing the job (71.00%). Generally, the majority of the 

participants in Performing High Schools in this study are satisfied with the nature of their 

work (79.30%), supervision (74.83%), working conditions (81.30%) and rewards (64.33%). 

Hypothesis 5 is therefore accepted for Performing High Schools. 

Hypothesis 6 is presented below. 

4.2.3.6 Hypothesis 6; Educators in Performing High Schools of the Dr. Kenneth Kaunda 

District experience work engagement. 

The work engagement of participants in Performing High Schools is presented in the table 

4.44 below. 

Table 4.44: The work engagement of Performing High Schools 

Disagree Agree 

I can cope with the pressure of my job very well 20.60% 79.40 % 

Vigour (work I usually have enough energy for leisure activi ties after work 53.50 % 46.50% 

engagement-facto r2. I) 
I can usually manage my work load well 18.70% 81.30 % 

Average Percentage 30.93% 69.07% 

I always fi nd new and interesting aspects in my job 30.10% 69.90 % 

I find my job to be full of meaning and purpose 43.80% 56.20 % 

I like my job so much that I cannot imagine another occupation for myself 34.20% 65.80 % 

Dedication {work I feel more and more engaged in my work 36.30% 63.70% 
engagement-factor2.2) 

My job inspi res me 32.90% 67.10% 

I'm enthusiastic about my job 35.46% 64.54 % 

I usually fee l energised when I work 3630% 63.70% 

Average Percentage 35.58% 64.42% 

Table 4.44 shows that in Performing High Schools the majority of the participants experience 

vigour, as the participants cope with pressure of their job very well (79.40%) and usuall y 

manage their work load well (81.30%), although s lightly more than average usually do not 

have enough energy for leisure activities after work (53.50% ). A majority of the participants 

a lso experience dedication, as the job offers them new and interesting aspects within the job 
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(69.90%), the job inspires them (67.10%) and they cannot imagine worki ng in another 

occupation (65.80%). Generally, more than half of the participants in Performing High 

Schools in this study experience vigour (69.07%) and dedication (64.42%). Hypothes is 6 is 

accepted for Performing High Schools. 

Hypothesis 7 is presented below. 

4.2.3.7 Hypothesis 7; Educators in Performing High Schools of the Dr. Kenneth Kaunda 

District do not experience burnout. 

The burnout of partic ipants in Performing High Schools is presented in the table 4.45 below. 

Table 4.45: The burnout of Performing High Schools 

Disagree Agree 

I feel tired when I get up in the morning and I have to face another day at work 53 .20% 46.80% 

Lately, I tend to think less abo ut my job; I do it almost mechan ically 53.50% 46.50% 

Exhaustion I feel emotionally drained by my work 45 .80% 54.20% 

(burnout-
factor2. 1) I experience my work as a real challenge 43.90% 56.10% 

I usually feel worn-out and tired after my work 36.20% 63.80% 

Average Percentage 46 .52% 53.48% 

It happens more and more that I ta lk about my job in a negative way 64.10% 35.90% 

I need more time to feel better after work on a day than I did in the past 36.20% 63 .80% 

Cynicism 
(burnout- Over time, I have lost personal interest in my work 56.50% 43.50% 

factor2.2) 
I sometimes really hate the tasks I have to do in my job 61.10% 38.90% 

I have become less enthusiastic about my work 57.80% 42 .20% 

Average Percentage 55.14% 44.86% 

Table 4.45 shows that in Performing High Schools slightly more than average experience 

exhaustion, as the participants usually fee l wo rn-out and tired after work (63.80%), 

experience work as a real challenge (56.10%) and fee l emotionally drained (54.20% ), 

although the participants do not fee l ti red when hav ing to go to work (53.20%) and do not do 

their work mechaniciall y (53.50%). Less than average of the partic ipants' experience 
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cynicism, as they need more time to feel better after work on a day than they did in the past 

(63.80%), although the majority of the participants talk about their job in a positive way 

(64.10%) and are more enthusiastic about the job (57.80%). Sl ightl y more than half 

(53.48%) of the partic ipants in Performing High Schools in thi s study experience exhaustion 

but fewer (44.86%) are cynical. Hypothesis 7 is therefore partially accepted for Performing 

High Schools. 

Hypothesis 8 is presented below. 

4.2.3.8 Hypothesis 8; Educators in Under-Performing High Schools of the Dr. Kenneth 

Kaunda District do not experience work engagement. 

The work engagement of participants in Under-Performing High Schools 1s presented m 

Table 4.46 below. 

Table 4.46: The work engagement of Under-Performing High Schools 

Disagree Agree 

Vigo ur (engagement- I always find new and interesting aspects in my job 42.50% 57.50% 
factorl.l) 

1 can cope with the pressure of my job very well 32.90% 67.10% 

I find my job to be full of meaning and purpose 30.10% 69.90% 

I usually have enough energy for leisure activities after work 54.10% 45 .90% 

I can usually manage my work load well 35.60% 64.40% 

Average Percentage 39.04% 60.96% 

Dedication 1 li ke my job so much that I cannot imagine another occupation fo r myself 43.80% 56.20% 
( engagement-

1 usually feel energised when I work 36.30% 63.70% 
factorl.2) 

I feel more and more engaged in my work 34.20% 65.80% 

My job inspires me 36.30% 63.70% 

I'm enthusiastic about my job 32 .90% 67.10% 

Average Percentage 36.70% 63.30% 

Table 4.46 shows that in Under-Performing High Schools the majority of the participants 

experience vigour, as they find the job to be full of meaning and purpose (69.90%), cope 

with the pressure of the job very well (67.10%) and manage workload well (64.40%), 

although they do not have enough energy for leisure activ ities after work (54.10%). Most of 

the participants experience dedication, as they are enthusiastic about the job (67.10%), feel 

more and more engaged in their work (65.80%) and fee l energised and inspired by the job 

(63.70%). Generally, more than average of partic ipants in Under-Performing High Schools 
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experience vigour (60.96%) and dedication (63.30%). Hypothesi s 8 is therefore rej ected for 

Under-Performing High Schools. 

Hypothesis 9 is presented below. 

4.2.3.9 Hypothesis 9; Educators in Under-Performing High Schools of the Dr. Kenneth 

Kaunda District experience burnout. 

The burnout of partic ipants in Under-Performing High schools is presented in the table 

below. 

Table 4.47: The burnout of Under-Performing High Schools 

Disagree Agree 

Exhaustion I feel tired when I get up in the morning and I have to face another day at 52.30% 47.70% 
(burnout work 
factorl.1 ) It happens more and more that I talk about my job in a negative way 62.60% 37.40% 

Lately, I tend to think less about my job; I do it almost mechanically 53.50% 46 .50% 

I feel emotionally drained by my work 42.60% 57.40% 

Over time, I have lost personal interest in my work 54.20% 45.80% 

I have become less enthusiastic about my work 52.90% 47 .10% 

I sometimes really hate the tasks I have to do in my job 62.60 % 37.40% 

Ave rage 54.39 % 45.61 % 

Cynicism I need more time to feel better after work on a day than I did in the past 32.90% 67.10% 
(burnout 

I experience my work as a real challenge 45 .20% 54.80% 
factorl.2 ) 

I usually feel worn-out and tired after my work 36.10% 63.90% 

Average percentage 38.07% 61.93% 

Table 4.47 shows that although participants in Under-Performing High Schools experience 

exhaustion, as a majority feel emotionally drained by work (57.40%), they are not negative 

about the job (62.60%) and do not hate the task they have to do in the job (62.60%) . More 

than average of partic ipants in Under-Performing High Schools experience cynicism as the 

participants need more time to feel better after work on a day than they did in the past 

(67.10%), usually fee l worn-out and tired after work (63.90%) and experience work as a real 

challenge (54.80%). Generally, most of the participants experience more cynicism (61.93%) 

than they do exhaustion (45.61 %). Hypothes is 9 is therefore partially accepted for Under­

Performing High Schools. 

Hypothesis 10 is presented below. 
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4.2.3.10 Hypothesis 10; Educators in Under-Performing High Schools of the Dr. Kenneth 

Kaunda District experience low levels of job satisfaction. 

The job satisfaction of participants in Under-Performing High Schools 1s presented m the 

table below. 

Tab le 4.48 : The job satisfaction of Under-Performing High Schools 

Dissatisfied Satisfied 

Nature of Bei ng able to keep busy all the time 27.40% 72.60% 
the job 

The chance to work alone on the job 29 .50% 70.50% (satisfaction-
factorl.l ) The chance to do different things from time to time 25.30% 74.70% 

The chance to be 'somebody' in the community 15. 10% 84.90 % 

The chance to do things for other people 25.30% 74.70% 

The chance to tell people what to do 42.50% 57.50% 

The chance to do something that makes use ofmy abilities 24.00% 76.00% 

Average Percentage 27.01 % 72 .99% 

Su pervision The way my boss handles his/her workers 4 1.80% 58.20% 
(satisfaction-

The competence ofmy supervisor in making decisions 50.00% 50.00% 
factor] .2) 

Being able to do things that don't go against my conscience 45.20% 54.80% 

The way my job provides for steady employment 25 .30% 74.70% 

Average Percentage 40.58% 59.43% 

Worki ng The way company policies are put into practice 62.30% 37.70% 
conditions 

The freedom to use my own judgement 48.60% 51.40% 
(satisfaction-

factorl.3 ) The chance to try my own methods of doing the job 30.80% 69.20% 

The working conditions 67.80% 32.20% 

The way my co-workers get along with each other 58.20% 41.80% 

Average Percentage 53.54% 46.46 % 

Rewards The pay and the amount of work I do 44.50% 55.50% 
(satisfaction-

The chances for advancement on th is job 52.10 % 47.90% 
factorl.4) 

The praise I get for doing a good job 41.10% 58.90% 

The feeling of accompl ishment I get from the job 33.60% 66.40% 

Average Percentage 42.83% 57.18 % 

Table 4.48 shows that in Under-Performing High Schools the majority of the participants are 

satisfied with the nature of the job, as they are given the chance to be 'somebody' in the 

community (84.90%), are given the chance to do something that makes use of their abilities 

(76.00%), the chance to do different things from time to time (74.70%) as well as the chance 

to do things for other people (7 4. 70% ). The participants are satisfied with their supervision, 

103 



as they are happy with the way the job provides for steady employment (74.70%) and the 

way the boss handles hi s/her workers (58.20%). However, the participants are not satisfied 

with the working cond itions, as they are not satisfied with the way company policies are put 

into practice (62.30%) and the way the co-workers get along with each other (58.20%). The 

participants are satisfied with the rewards, as they get the feeling of accomp lishment from the 

job (66.40%) and the praise they get for doing a good job (58.90%). Genera ll y, slightly more 

than half of the participants are satisfied with their supervision (59.43%) and rewards 

(57. 18%), the majority are satisfied with their nature of work (72.99%), but fewer 

participants are satisfied with their working conditions ( 46.46% ). Hypothesis 10 is therefore 

partially rejected for Under-Performing High Schools. 

In this study, resources other than those provided by the Department of Education were 

considered. 

4.2.4 External resources 

The principals of the Under-Performing and Performing High Schools were asked one 

question. The question is ' does the schoo l receive any resources, equ ipment, assistance or 

sponsorship from any organization?' The responses are provided below. 

Table 4. 49: External resources for Under-Performing and Performing High Schools 

Under-Performing High Schools 

School 1 'We received cabinets, a projector, laptops and tablets from Vodacom' 

School2 'We received 40 tablets for our learners from Cell C, no other sponsors, but our working 

conditions are not up to standard and it makes teaching really hard and the learnin g 

environment for our learners not conducive' 

School3 'We have not received any equipment, assistance or sponsors from any company. We don't 

have access to computers or laptops to aid our learners and educators'. 

School4 '"Ve received computers for our learners and laptops for our educators, these came from 

Telkom. Because of our terrible working conditions, we also received desks and cupboards 

from a furniture shop. 
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Schools 'MT allocated us tablets last week (23 August 2016) and the tablets make everything so easy 

for the educators and learners. \-Ve have received no other sponso rs or reso urces from any 

companies'. 

School6 'We had sponsors come to the school and allocate us computers in 2010, but the co mputers 

were faulty (rip-offs) and we have not used them ever since. The Government promised to give 

us la ptops, but have not received anything as yet '. 

School 7 'The Department promises a lot but don ' t deliver in their promises. They promised to allocate 

laptops for the educators and computers for the learners but we have received nothing to this 

day, we don ' t even have proper desks and our windows are still cracked. We have received 50 

tablets from Cell C and 50 co mputers from MT . We also have local unive rsity lea rners, in 

their spare time, assisting our matric learners with maths, science and accounting'. 

Performing High Schools 

School8 'We, from time to time, receive rugby kits and jerseys from private companies like Sports 

Scene and Nike. The only equipment, resources and sponsors we receive are for sports' 

School9 'We receive no equipment, reso urces or sponsors from any organizations' 

School IO 'No schools or organizations ass ist us with any sort of resources or equipment. T he school 

spends for laptops, resources and so on with the use of the learner's school fees. We also 

receive sponsorship from parents of our learners, which assist a lot in the daily running of the 

school' 

School II 'The schools receive no sponso rship and the government is tardy with allocating books and 

stationery. The Department allocated us 40 tablets last year, but the learners cannot use them 

because the Wi-Fi system of the school does not work. The school also recently received 

Hockey gear from Rock Building Supplies of RS000 ' 

School 12 'The school received basketball kit from Caltex. The school provides their own computers and 

reso urces through school fees' 

School l3 ' \1/e receive no reso urces, equipment or sponsors from any organization, only basics from 

government, like textbooks, books and stationery.' 
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School 14 '\,Ve have only received tablets from a private company abroad, which are used mostly by our 

matric learners. The tablets have assisted a lot in the learning and teaching processes'. 

Table 4.49 shows that, besides the standard supply form the Department of Education, the 

Under-Performing High Schools have received sponsorship from private companies with 

resources and equipment like tablets, laptops, computers, and furniture in the past. The 

sponsorships the Under-Performing High Schools receive pertain to the educational aspects 

of the schools. The Government provides both Performing and Under-Performing High 

Schools with basic resources to run the schools, even though they seem to be tardy in their 

delivery. The Under-Performing High Schools seem to have more issues with the 

Government not providing computers, laptops and improving the schools ' working 

conditions. Private companies therefore assist in the education and performance of the 

learners in Under-Performing High Schools. The Performing High Schools in this study have 

received plenty of sports equipment from companies to assist in their sports activities and 

events. The Performing High Schools do not receive any sponsorships that pertain to the 

educational aspects of the schoo l, but only towards the sporting aspects. 

4.3 CHAPTER SUMMARY 

In this chapter the results of the study were presented and analysed. The Biographical Data of 

participants from Under-Performing and Performing High Schools were presented and 

compared. All reliability analyses using the Cronbach's alpha confirmed that all instruments 

(OLBI and MSQ) are reliable . 

The hypotheses accepted included: Hypothesis 1, 4, 5 and 6. Burnout was fou nd to be 

negatively related to work engagement in both Under-Performing and Performing High 

Schools, thereby accepting Hypothesis 1. A relationship between burnout, job satisfaction and 

work engagement in both Under-Performing and Performing High Schools was found to 

exist, thereby accepting Hypothesis 4. Participants in Performing High Schools were found to 

experience high job satisfaction levels, thereby accepting Hypothesis 5. Participants in 

Performing High Schools were found to experience work engagement, thereby accepting 

Hypothesis 6. 

The hypotheses partially accepted included: Hypothesis 2, 3, 7 and 9. Burnout was found to 

be negatively related to job satisfaction, with the exception of the positive relationship 
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between nature of work and cyn icism as well as between supervis ion and cyn icism in Under­

Performing Schools. There was a positive re lationship between supervision and exhausti on, 

and working conditions and exhaustion in Performing High Schools; thereby partial ly 

accepti ng Hypothesis 2 for both categories of schoo ls. Work engagement was fo und to be 

positively related to job satisfaction, with the exception of the negative relationship between 

dedication and superv ision in both Under-Performing and Performing High Schools; thereby 

partially accepting Hypothesis 3 for both categories of schoo ls. Participants in Performing 

High Schools were fo und to experience burnout ( experienced exhaustion rather than 

cynici sm), thereby partially accepting Hypothesis 7. Participants in Under-Performing High 

Schools were found to experience burnout, thereby partiall y accepting Hypothesi s 9. 

The hypothesis rejected was Hypothesi s 8. Participants in Under-Performing High Schools 

were found to experience work engagement, thereby rejecting Hypothes is 8. 

The hypothes is partially rejected was Hypothesis 10. Participants in Under-Performing High 

Schools were fo und to experience moderate leve ls of job sati sfaction, thereby partia ll y 

rejecting Hypothesis l 0. 

The resources provided to Performing High Schools were mainl y sports equipment, whi le 

Under-performing High Schools received technological equipment (laptops, computers and 

iPads) to make learning faster and easier. Therefore, because of the advanced technology for 

teaching learners in the Under-Performing High Schools, the schoo ls are expected to produce 

higher performing learners. 

In Chapter 5 conclusions, recommendations and limitations of the study wi ll be presented. 
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CHAPTERS 

CONCLUSIONS, LIMITATIONS AND RECOMMENDATIONS 

5.1 INTRODUCTION 

In this chapter the conc lusions, recommendations and limitations of the study are discussed. 

5.2 CONCLUSIONS 

The aim of this study is to investigate the well-being and job satisfaction of educators in the 

Dr. Kenneth Kaunda District. A sample of participants was drawn for both Under-Performing 

and Performing High Schools in the Dr. Kenneth Kaunda District. In the study, a comparison 

was made between participants from both Under-Performing and Performing High Schools. 

A descriptive method of research was utilized and the normative survey technique was used 

for gathering data. The questionnaire served as the instrument for collecting data. In order to 

assess the well-being and job satisfaction amongst the participants of the Dr. Kenneth Kaunda 

District, the Oldenburg Burnout Inventory (OLBJ) (Demerouti , Bakker, Vardakou , & Kantas, 

2003:296-307) and the Minnesota Satisfaction Questionnaire (MSQ) (Weis, Dais, England, & 

Lofquist, 1967:86-89) were used. 

The following are the objectives of the study and conclusions will thus be drawn. 

Objective 1: To determine burnout of high school educators in the Dr. Kenneth Kaunda 

District 

Burnout consists of two constructs, namely: cynicism and exhaustion (Denton, ewton, & 

Bower, 2008: 1-8). Most participants in Under-Performing High Schools experience cynicism 

rather than exhaustion (Hypothesis 7), whi le most participants in Performing High Schools 

experience more exhaustion than cynicism (Hypothesis 9). 

Studies (Bakker & Coster, 2014:112-119; Demerouti & Bakker, 2014:414-433) demonstrate 

that employees who encounter more cynicism are less inclined to adapt to their difficulties at 

work and employees who encounter more e levated amounts of exhaustion show self­

undermining conduct. 
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Findings indicate that participants m Under-Performing High Schools experience more 

cynicism and subsequently need more time to feel better after work, experience work as a real 

chal lenge and feel worn-out and tired after work, making it hard for them to cope with 

challenges at work. Participants in Performing High Schools experience exhaustion: they feel 

emotionally drained and worn-out by work, experience work as a real challenge and usually 

feel worn-out and tired after work. A study by Makikangas, Feldt, Kinnunen, & To lvanen 

(2012:93-116) found that cynicism was low, while exhaustion was prevalent among young 

managers. This finding is in agreement with the results of the Performing High Schools in 

this study. 

Age has its role on the burnout of participants in this study. An investigation by Joan and 

Henry (2015 :60-72) expressed that as educators age, they progress toward experiencing 

burnout and a mental state of criticism. This finding is in agreement with the results of the 

Under-Performing High Schools in this study, the majority of whom are in the age category 

of 38 to 57 and experience more cynicism, compared to the Performing High Schools in this 

study, where the majority are in the age categories of 18-27 and 38-47. Makikangas, Feldt, 

Kinnunen, and To lvanen (2011 :93-116) discovered that exhaustion was frequent among 

educators, while cynicism had a tendency to be sensibly low. This finding is in agreement 

with the results of the Performing High Schools in this study. However, some studies are in 

contradiction, indicating that the younger ed ucators are more receptive to burnout (Antoniou , 

Polychroni , & Walters, 2000:91-107; Luk, Chan, Selwyne, Cheong, & Ko, 2010:489-502) . 

The period of service in the Department of Education has its role in the burnout of 

participants in this study. Both Under-Performing and Performing High Schools have most 

participants serving in the Department of Education for 5 or less years. At the point when 

educators who are new in the profession do not ach ieve reaching their learners, they feel 

under-estimated, undervalued in their execution, more restless and deficient and wind up 

defenceless against burnout (Daniel & Schuller, 2000:33-41; Tynjala & Heikkinen, 2011: 11-

35). Educators who are new in the profession have a tendency to be optimistic and are 

regularly nervous to perform and accompl ish professionally, prompting educators to be more 

critical (Friedman, 2000:595-606; Gibbs, 2010:47-53). Participants in Under-Performing 

High Schools are more cynical as they fee l worn-out and find work a real challenge. Studies 

(Aho la, Honkonen, Isometa, Kalimo, ykyri , Aromaa, & Lonnqvist, 2006: 11-17; Duchscher, 

2009: 1103-1113 ; Ghorpade, Lackritz, & Singh, 2007:240-256) indicate that the conceivable 
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cause behind finding work as a challenge incorporates an absence of abiliti es to manage 

regular issues emerging in the working environment, a "reality shock" when simply entering 

the working envi ronment, an absence of adapting skills as consequence of less experience in 

a workplace as well as transitional shock. 

The second hi ghest period of serv ice of participants in Under-performing High Schools is 21-

25 years , whi lst the second highest for Performing High Schools is 11-15 years. The Under­

performing High Schools have more experienced participants than the Performing High 

Schools. Studies (Boyd, Grossman, Ham merness, Lankford, Loeb, Ronfeldt, & Wyckoff, 

2009:92-1 18; Sass, Tim, Hannaway, Xu, Figlio, & Li Feng, 20 10:47-51) have reported 

confirmation that effic iency lessens after a period of time, espec ia lly among educators of high 

schools. Studies propose that the most experienced (higher than 22 years) secondary schoo l 

ed ucators cou ld be less efficient and effective than their less experienced and inexperienced 

co lleagues (Harris & Sass, 2007:71). The cause behind the decrease in efficiency is that more 

experienced educators are not following the latest curricular and educational advances and 

cannot sustain execution levels with satisfactory support and deve lopment, or the decrease in 

efficiency could just be a component of educator burnout. 

The working experience in their current school has its role on the burnout of participants in 

this study. Most participants in Under-Performing and Performing High Schools have served 

their current schoo l for 5 or less years. A number of studies (Harris & Sass, 2007:7 1; Kane, 

Rockoff, & Staiger, 2006:6; Ladd, 2008:11-12; Peyton, Moore, & Young, 2010:62; Rice, 

2010:235; Rodriguez & McKay, 2010 :71; Sass, 2007:55) affirm discoveries from past studi es 

that educators who are new in their var ious schoo ls are less productive than those who are 

more experienced. The above studies explain the non-performance of the Under-Performing 

High Schools. 

Gender has its role on the burnout of participants in this study. Both Under-Performing and 

Performing High Schools have more females than males, but Performing High Schools have 

slightly more females than Under-Performing High chools . The Performing Hi h Schools in 

this study might be excelling because of the higher number of female partic ipants in their 

schoo ls. Studies affi rmed that females are less inclined to burnout, compared to their male 

co lleagues (Agrawal, 2003 ; Arokiadoss, 2005:106-116; Biswas & De, 1995 :17-24; Kalita, 

20 12:238-24 1; Luschei , 20 12 :145-154; Sofat, 1977:1041-1977). Also, female educators are 
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more encouraging and sympathetic (Good, Sikes, Brophy, 1973:74-87; Maher, 1987: 91-100; 

Rashidi & Naderi , 20 12:30-36), caring (Wood, 20 12:317-345), casual and expressive to 

learners, invest their time in empowering and supporting learners (Maher, 1987:9 1-100; 

Statham, Richardson, & Cook, 1991 :88), adapt flexible methods and strategies of teaching 

(Rashidi & Naderi, 20 12:30-36), and maintain control in their c lassrooms. 

Academic qualifications have their role on the burnout of participants in thi s study. Most of 

the participants in both Under-Performing and Performing High Schools are graduates, but 

Performing High Schools have slightly more graduates. A few studi es resulted in favo urable 

outcomes when it came to employees advancing their studies (Betts, Zau, & Rice, 2003: 14; 

Ferguson & Ladd, 1996:265-298; Goldhaber & Brewer, 1997: 179-2 1 O; Rowan, Chiang, & 

Miller, 1997:256-285); while other studies indicated negative outcomes (Kiesling, 1984:341-

350). Researchers state that the necessity fo r educators to advance their studies elevates the 

time and cost of teacher education, which consequently leads to educator burnout (Murnane, 

1996:24 1-256). The educators in the Under-Performing and Performing High Schools might 

be spending most of their time on advancing their qualifications rather than putting enough 

effort on the learners, thus leading to advanced exhausti on. 

Objective 2 is presented below. 

Objective 2: To determine work engagement of high school educators m the Dr. 

Kenneth Kaunda District. 

Work engagement consists of two constructs, namely: vigour and dedication (Denton, 

Newton, & Bower, 2008: 1-8). The results from this study indicated that most of the 

partic ipants in both Under-Performing and Performing High Schools experience v igour and 

dedication (H ypothesis 8 and 6, respective ly). Aspects that lead to the Under-Performing 

participant's engagement are finding the j ob to be full of purpose and meaning (vigour), as 

well as feeling enthusiastic about the job (dedication), although the participants do not have 

enough energy for leisure activities after work. Aspects that lead to the Performing High 

Schools participant' s engagement are managing workload (v igour) and finding new and 

interesting aspects in the job (dedication), although the participants also do not have enough 

energy for leisure acti vities after work (v igour) . A study executed by Bay, An, and Laguador 

(20 14:240-249) resulted in majority of educators finding work to be full of meaning and 

purpose. In contrast, several studies (Crawford, LePine, & Rich, 2010:834-848; Hallberg, 
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Johansson, & Schaufe li , 2007: 135-142 ; Van den Broeck, Vansteenkiste, De Witte, & Lens, 

2008:277-294) resulted in educators fee ling drained and overworked after wo rk, si milar to 

the results of the Under-Performing and Perfo rming High Schools in th is study. 

Class size plays a ro le on the work engagement of partic ipants in thi s study. Under­

Performing High Schools have larger c lasses (5 1-6 1 and above learners in a class) than 

Performing High Schools (only up to 50 learners) . The average (medi an) number of learners 

in the class fo r both Under-Performing and Performing High Schools is 31-40 . In bigger 

classes, additional time is required fo r non-scholarly exercises identified as di sciplining and 

contro lling learners in class; educators are then obstructed from covering the entire 

curriculum in ti me (Pedder, 2006 : 171-200). This will clearl y prompt educators to fee l 

exhausted after work. Resnick (2003: 1-4) emphas ized that class s izes must be minimized 

considerably to attain the advantages. Neverthe less, Hatti e (2005:387-425) presumed that 

minimizing the size of classes fro m 40 to 20 learners prompted no growth in accompli shment, 

but when classes reduced to 15 learners in a class, accomplishment improved drastically. The 

South African Schoo ls Act (2009:26) declares that the aggregate limit a classroom can ho ld is 

up to 40 learners. The Performing High Schools are able to manage their workload better 

because they have fewer learners in c lass as compared to the Under-Performing High Schools 

(6 1 and above). Smaller classes promote high learner achievement (Dustmann, 201 5:711-

750; Jackson, Johnson, & Persico, 201 5:76; Zyngier, 2014:1 94-202). C lass s ize is therefore 

an imperative determinant of learner results and achievement. Lowering class sizes wi ll 

improve learner outcomes for Under-Performing High Schools. 

The number of classes taught by partic ipants plays a ro le on the work engagement of 

partic ipants in th is study. Most participants in the Under-Performing High Schools teach 2 

non-matric c lasses, while most participants in Performing High Schools teach 6 non-matric 

classes. The Performing School partic ipants do not have enough energy fo r le isure activities 

after work because they are overworked w ith classes . Amarat (2011 :37-48) contends that 

hav ing excess ive classes to teach is a serious issue in high schoo ls. Excessive classes leads to 

dissatisfaction of educators, and learners become demoralized and their level of perfo rmance 

decreases (Oliver, 2006:1-1 2; Shah & Inamullah, 201 2:772-789). Fin (2003:97-109) 

contended that be ing overtaxed w ith c lasses has adverse effects on educator engagement and 

confidence. 
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Marital status has its role on the work engagement of participants in this study. Findings of 

stud ies (Ayeop, 2003; Kong, 2005:56-64) showed that married educators experience hi gher 

work engagement than those separated or divorced, i.e . vigour and dedication. Most of the 

participants in both Under-Performing and Performing High Schools are married, which 

exp lains why the Performing High Schools are excelling but does not explain why the Under­

Performing High Schools are not. Zhang and Fang (1999:252-265) express that divorce, 

separation and death of a spouse have negative influences on the dedication of educators. 

There are more divorced, separated and widowed participants in the Under-Performing High 

Schools compared to the Performing High Schools, whi ch explains the Under-Performing 

Schools non-performance. Alufo hai and Ibhafidon (2015 :60-78) discovered that educators 

who are separated, di vorced or widowed had negative influences on the academic 

achievement of learners, while educators who were marri ed had a positive influence on the 

academic achievement of learners. For Ayeop (2003), educators who were married 

experienced higher work engagement than single (separated, divorced and widowed) 

educators. 

Objective 3 is presented below. 

Objective 3: To determine levels of job satisfaction of high school educators in the Dr. 

Kenneth Kaunda District. 

Job satisfaction cons ists of four constructs, namely: nature of work, superv ision, rewards and 

working conditions (Aristovnik & Jaklic, 20 13: 123- 148). The results fro m thi s study shows 

that most of the participants in Under-Performing High Schools are satisfied with the ir nature 

of work, supervision and rewards, but most are dissatisfied with the working conditions 

(Hypothesis 10). The reason fo r the dissatisfaction of working conditi ons is not getting along 

with co-workers and being dissatisfied with company policies. The results from this study 

show that most of the participants in Performing High Schools are satisfied with the ir nature 

of work, supervision, work ing conditions and rewards (Hypothesis 5). 

Studies (Liu & Ramsey, 2008: 1173-1184; Perie & Baker, 1997:IX; Renzulli , MacPherson, & 

Beattie, 2007 :249-25 1) show that healthy relations with colleagues are related to job 

satisfaction. Ladebo (2005:365-369) indicates that when working conditions are poor, the job 

satisfaction of educators is bound to be negatively affected. Different studies affirmed that 

positive educator view of working conditions is identified with greater job sati sfaction, 
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despite the fact that the educators might be happy with different characterist ics that promote 

their j ob satisfaction (Perie & Baker, 1997:IX). Accordingly, working conditions could, 

positively or negatively, affect job sati sfaction. The above statement re lates to a study by 

Hakanen, Bakker, and Schaufeli (2006:495-513) that di scovered that employees are more 

sensitive to substandard working conditions ; this indirectly lead to lowered job satisfaction. 

Working conditions subsequently play a huge part in educator's mental and phys ical well­

being. 

The changes in company policies plays a role on the job satisfaction of participants in this 

study. Participants from Under-Performing High Schools are di ssatisfied with company 

policies because the new curriculum, CAPS (Curriculum and Assessment Policy Statements), 

was introduced to enhance teaching and instruction, but prompted unexpected outcomes for 

educators in the Dr. Kenneth Kaunda District (Selesho & Monyane, 201 2: 107-1 11 ). The 

usage of the new CAPS system brought about educators not being prepared productively, the 

requirement for new resources which was not satisfied as well as an expanded workload 

(Moodley, 20 13: 163- 171 ). The above aspects prompted educator di ssatisfacti on and a fee ling 

of debilitation, which adversely affected the execution and application of CAPS in schoo ls 

(Se lesho & Monyane, 201 2: 107-111). 

The school resources received, besides the standard suppl y from the Department of 

Education, plays a ro le on the job satisfaction of the participants in this study. Performing 

High Schools have received more sponsorship pertaining to their sports department and the 

Under-Performing High Schools have received mostly technological and learning equipment 

sponsorship. The Performing High Schools have a compulsory physical activity programme 

for their learners, while the Under-Performing High Schools do not. Studies (Caste lli , 

Hillman, Hirsch, Hirsch, & Dro llette, 20 11 :55-59; Gao, Hannan, Xiang, Stodden, & Valdez, 

20 13:240-246; Trav los, 2010:302-3 11 ) indicate that physical activity has instant and 

extended advantages for learner achievement. Immediately after taking part in phys ical 

activity, learners are better ready to focus on classroom duties, which also improves learning. 

The Performing High Schools can be relied upon to perform better academically on the 

grounds that their learners are enlisted in physical training and take an interest in robust 

phys ical lessons, which may prompt higher academic achievement than learners who are not 

enro lled in such activiti es. (Khan, Raine, Drollette, Scudder, Pontifex, Caste lli , Donovan, 

Evans, & Hillman, 2014:875-883). 

114 



Race plays a role on the job satisfaction of partic ipants in the study. The majority of the 

participants in Under-Performing High Schools are Black, while Performing High Schools 

have a majority of White educators. A study by Loeb, Master, and Sun (20 14:15-1 6) 

indicates that non-white educators had lower job satisfaction than other educators . Moore 

(201 2: 1-16) uncovered that Black educators have a 28% increase in the chances of being 

discontented with work than non-Black educators. This finding is staggering and warrants 

more research, particularly in light of the fact that the result cannot be clarified by the school 

environment (Moore, 201 2: 11 ). It is not revealed whether Black educators' discontent is a 

new phenomenon or has been in existence all along. Due to the Under-Performing 

participants' sub-standard conditions of service, unsuitable working conditions and over­

crowded classes, the Under-Performing High Schools mi ght be unable to decrease job 

sati sfaction. 

Objective 4 is presented below. 

Objective 4: To determine the relationship between burnout, work engagement and job 

satisfaction of high school educators in the Dr. Kenneth Kaunda District. 

The results from this study indicate that there is indeed a relationship between burnout, work 

engagement and j ob satisfaction (Hypothesis 4). This study showed that there is a negative 

re lationship between the constructs (exhaustion and vigour, exhaustion and dedication, 

cynicism and vigour as well as cynicism and dedication) of burnout and work engagement in 

Under-Performing and Performing High schools (Hypothesis 1). The result is consistent with 

previous research, which revealed that the absence of work engagement would bring about 

increased burnout and in contrast the increase of work engagement would present low 

burnout (Sann, 2015; Weinreich, 2014). Subsequently burnout and work engagement can be 

perceived as indi stinguishable and mutually dependent and are negatively related (Bakker, 

Demerouti, & Sanz-Verge!, 2014 :3 89-411 ; Schaufeli & Bakker, 2004b:293-215 ; Schaufeli , 

Salanova, Gonzalez-Roma, & Bakker, 2002:71-92). It was discovered that burnout and work 

engagement have a significant relationship. Burnout is certainly negatively related to work 

engagement. 

In this study, a partial negative relationship between burnout and job satisfaction in Under­

Performing and Performing High Schools has been found (Hypothesis 2) . In Under-

115 



Performing High Schools, both positive and negative relationships were found between the 

constructs of burnout and job satisfaction. There is a negative relationship between the 

constructs (nature of work and exhaustion, supervision and exhaustion, working conditions 

and exhaustion, rewards and exhaustion, working conditions and cynicism as well as rewards 

and cynicism) of burnout and job satisfaction, with the exception of the positive relationships 

between nature of work and cynicism as well as supervision and cynicism. In Performing 

High Schools, both positive and negative relationships were found between the constructs of 

burnout and job satisfaction. There is a negative relationship between the constructs (nature 

of work and exhaustion, rewards and exhaustion, nature of work and cynicism, supervision 

and cynicism, working conditions and cynicism as well as rewards and cynicism) of burnout 

and job satisfaction, with the exception of the positive relationship between supervision and 

exhaustion as well as working conditions and exhaustion. Physical exhaustion and cynicism 

consumes educator vigour, hence prompting a decrease in job satisfaction. The resu lts in this 

study are uniform with other research that discovered burnout to be negatively related with 

job satisfaction (Akpmar & Ta~, 201 I: 161-165; Kelleci , Golba~1 , Dogan, Ata, & Ko9ak, 

2011: 144-152; Mertoglu, 2013: 176-181 ; Talachi & Gorji, 2013: 153-162). 

Furthermore, in this study, a partial positive relationship between work engagement and job 

satisfaction in Under-Performing and Performing High Schools has been found (Hypothesis 

3). In both Under-Performing and Performing High Schools , both positive and negative 

relationships were found between the constructs of work engagement and job satisfaction. 

There is a positive relationship between the constructs (vigour and nature of work, vigour and 

supervision, vigour and working conditions, vigour and rewards, dedication and nature of 

work, dedication and working conditions as well as dedication and rewards) of work 

engagement and j ob satisfaction, with the exception of the negative relationship between 

dedication and supervision for both Under-Performing and Performing High Schools. The 

positive relationship found between work engagement and job satisfaction in this study is 

consistent with former studies (Biswas & Bhatnagar, 2013:27-40; Caesens, Stinglhamber, & 

Luypaert, 2014:813-835; H0 igaard, Giske, & Sundsli, 2012:347-357; Karatepe & Karadas, 

2015:1254-1278 ; Moura, Orgambfdez-Ramos, & Gon9alves, 2014:291-300). When educators 

are committed to the organization and are passionate about the job thereby reflecting 

engagement, the educators ' job satisfaction can be expected to increase. 
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The limitations of the study are addressed below. 

5.3 LIMITATIONS 

This study had several limitations. The sample consisted of educators from Under­

Performing and Performing High Schools of the Dr. Kenneth Kaunda District. A more 

representative sample would include all Under-Performing and Performing High Schools in 

the country. 

The study is cross-sectional as data was gathered from a sample at a particular point in time, 

thus reflecting a representation of the well-being and job satisfaction of educators in the Dr. 

Kenneth Kaunda District. Conducting a longitudinal study wou ld have been advantageous 

because patterns could be determined and changes observed as interventions are introduced. 

A quantitative methodo logy was followed in this study. It was thus not entirely possible to 

explore issues that may have negatively impacted the educators. A qualitative methodology 

could have sought explanations to responses in the study. 

Recommendations to solve research problems and future research are presented below. 

5.4 RECOMMENDATIONS 

5.4.1 Recommendations to solve research problems 

The following are recommendations emanating from the findings of the study. 

High school educators in the Dr. Kenneth Kaunda District experience burnout. 

Results from the study showed that participants from Under-Performing High Schools were 

found to be more cynical, while those in Performing High Schools were more exhausted. 

Finding work as a challenge, needing more time to fee l better after work and feeling worn-out 

and tired were identified as reasons that caused participants in Under-Performing High 

Schools to experience cynicism, while feeling emotionally drained by work, experiencing 

work as a real challenge and fee ling worn-out and tired after work were identified as reasons 

that caused participants in Performing High Schools to experience exhaustion. 

Based on the findings in this research, the following recommendations can be developed to 

reduce the cynicism and exhaustion in Under-Performing and Performing High Schools: 
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□ Principals in high school s that are Under-Performing need to play a more 

fundamental role in averting cynicism. This would incorporate including educators in 

basic leadership and decis ion making (Demerouti & Bakker, 20 l 4:228-414-433). 

When educators are excluded from decision making, they wi ll presumably be cynical 

about decisions made. When looking at organizational change endeavours, when 

educators are invo lved in change procedures the development of cynicism will be 

prevented. The Job Characteristic Model (JCM) suggests that hi gh enthusiasm is 

identified with leadership and responsibility; thi s incorporates the job granting 

significant independence and fl exibility to the employee in planning the work and in 

deciding the methodology to be utilized as a part of completing it (Hackman & 

Oldham, 2005: 151 - 170). 

• Physical education is an essentia l component in schools, since it has both mental and 

physical advantages for the learners and educators (Aamayreh, 2011 :38-42). It is 

suggested that Under-Performing High Schools invest in projects and equipment that 

are sport re lated to motivate learners and educators in phys ical education training 

(Green & Riley, 20 12:9 15-919). Studies (Frarn;ois & Roy, 2008:97-110; U.S . Branch 

of Health and Human Serv ices, 2010 :2-4) urge learners and educators to take an 

interest in physical education, as it wi ll not just affect their physical health positively, 

but in addition enhance their mental well-being, which can consequently enhance 

learners' inte llectual functioning as wel l as their conduct. Physical activity will also 

reduce educator's level of exhaustion and cynicism (Qualifications and Curriculum 

Development Agency (UK), 2007 :16). Therefore, both Under-Performing and 

Performing High Schools should benefit from such a programme. 

• The participants of both Under-Performing and Performing High Schools fee l worn­

out and tired after work, and participants in Performing High schools feel emotionally 

drained by work. High job demands are challenged by organization-based strategies 

(van der Klink, Blank, Schene, & van Dijk, 2001 :270-276; Karatepe & Karadas, 

20 15 :270-276). Cases of organization-based strategies are planned working hours that 

are flexible ( e.g., flextime and shift schedules), flexibility in the measure of hours 

worked (e.g., part-time work), and flexibility in the work environment (e.g., working 

at home) (Alfred, 2010:202). The management of both types of schools ought to put 
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resources into better working hours (Organizat ion for Econom ic Cooperation and 

Development [OECD] , 20 14:479). Flexitime could be presented on plans in light of 

educator needs in set parameters endorsed by management of schoo ls. Examples are, 

an employee can work 40 hours fo r each week and be ava il able once a day during 

"core hours" (e.g., 11 :00 am to 2:30 pm) and modify arriv ing and leav ing times as the 

employee prefers daily, or even develop new standard worki ng hours (e.g., 7:30 am to 

3:30 pm daily or 7:30 am to 3:30 pm on Mon/Wed and 09:00 am to 5:00 pm on 

Tue/Thurs/Fri). Flexibility in sched ule has been observed to have exceptional positive 

effects on job sati sfaction (Carlson, Grzywacz, & Kacmar, 2010:330-335). 

Decreasing workload may be fundamental from the preventive perspective. The JCM 

clarifies that enrichment of the j ob is an approach to boost divers ity in the job and to 

lessen heavy workload (Hackman & Oldham, 2005: 151-170). Kelly and Cole 

(20 11 : 135) recommend planning programmes concentrated on extending the reward 

framework, whether monetary or non-monetary, which could help decrease the 

fee ling of being worn-out and finding work as a real challenge. Monetary rewards 

include paid leave, bonus and annual awards, while non-monetary awards relates to 

work hours that are flexible, autonomy on the job and development opportunities 

(Muchinsky, 20 12: 12-15). Rewards are paramount to an employee, since rewards 

enable employees to seek opportunities for promotion and acquire new expertise. 

Participants might have the capacity to endure a greater workload onl y if they fee l 

well-compensated for their efforts on the job (Bannai & Tamakoshi, 20 14:5-18). 

Educators' salary in the North-West Provi nce has increased by 7.0%, to 7.6% and 

7.3% in the years 20 15, 2016 and 2017, respectively (NAPTOSA, 20 17). Educators 

are not we ll-compensated for their efforts, therefore an intercess ion targeting value 

and reward and not only the workload itself is essential (Ibrahim & Al Falasi , 

20 14:562-532). 

D The participants of both Under-Performing and Performing High Schools experience 

work as a real challenge. Participants should be presented with more enco uragement 

and coping support fro m management of their schools (e.g. , coaching by instructor 

advancement profess ionals) , proficient advancement training (e.g. , instructional 

classes, workshops, conventions and tutoring), and more grounded alliance among 
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participants. This type of support might be indicating little improvements, however 

sti ll cannot seem to be successfu l on a bigger scale (Educator Labour Relati ons 

Counci l, 20 16:14). More grounded alliances among particpants could be empowered 

thro ugh arranging team exerc ises, vo luntarily assembling to enhance practice through 

co llective learning and management planning group strategies and methodology 

(Matthew & John , 2014 :388). This coo rd inated effort could be observed utiliz ing 

progress monitoring techniques done once every week or once every month. Betoret 

(2006: 519-539) discovered this strategy producti ve in making educators less cynical 

and more determined. T he JCM (Hackman & Oldham, 2005: 15 1-170) recommends 

that knowing knowledge of outcomes is encouraging. It is important that educators 

know about how effective their fu ncti on has been in the schoo ls, because it helps them 

to assoc iate better w ith the ir learners, which will prompt meaningfulness of work. 

Joubert and Storm (in press), in decreasing burnout, enco urage more research to be 

led to see how educators adapt to burnout and concentrate on educators who have 

acquired fruitful skill s to cope with the burnout. 

High school educators in the Dr. Kenneth Kaunda District experience work engagement 

Results fro m the study showed that most participants from Under-Performing and 

Performing High Schools were fo und to experience vigo ur and dedication, while they have 

also complained of not having enough energy fo r le isure activities after work (vigour) . 

Based on the findings in this research, the fo llowing recommendations can be developed to 

enhance the participants ' energy after work. Interventions fo r increas ing energy afte r work 

can be grouped into two classes ; interventions targeting educators and interventions targeting 

the schoo l's working environment (Awa, Plaumann, & Walter, 201 0: 184-1 94; Merrill & 

LeCheminant, 201 6:427-43 1; Regehr, Glancy, Pitts, & LeBlanc, 201 4:353-3 59). 

Interventions targeting educators: 

• Ruotsalainen, Verbeek, Marine, and Serra (201 5:87-98) suggest that interventions fo r 

educators should commonly include mindfulness or behavioural methods to upgrade 

job capability and enhance communication abilities and coping approaches. Educators 

have yearned for focused support from spec iali sts to enable them to adapt to the 

mental , emotional and phys ical strains of teaching (Faze!, Patel, Thomas, & To i, 
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2014:388-398). Studies (Flook, Goldberg, Pinger, Bonus, & Davidson , 20 13:47; 

Merrill & Sloan, 2014:639-644) propose the advancement of well-being strategies for 

educators, for instance: 

Stress management programmes: These are programmes that give educators 

methodologies to manage stressful circumstances adequately. These programmes 

additionally offer techniques to assist in decreasing possible health threats and ways 

to upgrade ind ividual well-being (Merrill & Sloan, 2014:639-644). Educators will be 

able to help themselves as well as other people to distinguish and deal with stress and 

anxiety more competently. 

Cognitive behavioural therapy: This is a psychotherapy treatment that pursues a 

hands-on approach to deal with critical thinking and ways to solving problems. It will 

assist to diversify thinking patterns of educators' challenges in the classroom, thus 

changing the manner in which educators feel about the job (Flook, Goldberg, Pinger, 

Bonus, & Davidson, 2013:47). 

Web-based self-help: This is a sort of e-support (electronic support) that enables 

employees to acquire data and execute assignments over the internet (Buntrock, Ebert, 

Lehr, Smit, Riper, Berking, & Cuijpers, 2016: 18-54). This mediation is compelling in 

decreasing distress and burnout of educators through gu idance and advice. 

Mindfulness training programmes: These programmes involve eight week in-depth 

training that wi ll assist educators with Post-Traumatic Stress Disorder (PTSD), 

depression, financial and family issues, burnout and sleeping disorders (Goyal, Singh, 

Sibinga, Gould, Rowland-Seymour, & Sharma, 2014:124-154). 

Social support: Chao (20 12 :5-21) proposes that it is fundamental that ed ucators 

secure the perception of being cared for and have access to help and support from 

colleagues or management. Support can be granted in various ways, namely: 

emotional support (e.g. , motivation from management to ensure that the educators 

feels appreciated), tangible support (e.g., an educator should be rewarded through pay 

for their accompli shments), informational (e.g., guidance from colleagues on 

problems in the classroom), or companionship ( e.g., when an educator feels as if they 

belong) and intangible (e.g., w hen an educator receives guidance from colleagues and 
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management on ways to control issues that influence the advancement of the job) 

(Chao, 20 12:5-2 1). 

Interventions targeting the school 's working environment: 

Swensen, Kabcenell , and Shanafelt (201 6: I 05 -1 27) propose that interventions for 

schools include schedule changes and a decrease in the workload. These for the most 

part include work evaluation or school system changes (e.g., doing without yearly 

evaluati on, re-evaluating the old systems of rating schoo ls and reconstructing 

remuneration offerings), supervis ion to minimize demands from work and improve 

job control ( cases of these incorporate the fo llowing for new employees: induction, 

support, development, coaching, ensuring plans are being completed adequately, 

recogniz ing unsatisfactory performance and expanding the extent of decision making 

of employees (Flook et al. , 20 13: 182- 195; Swensen, Kabcenell , & Shanafelt, 

20 16: 105-127). 

High school educators in the Dr. Kenneth Kaunda District experience job satisfaction. 

Results from the study showed that most participants from Under-Performing High Schools 

are satisfied w ith their nature of work, supervis ion and rewards, but are not satisfied with 

their worki ng conditi ons. The issues that cause the participants in Under-Preforming High 

Schools to be dissatisfied with working co nditions are the relationship between co-workers 

and the way company policies are practiced. Even though participants in Under-Performing 

High Schools are satisfied with their overall rewards, they are dissatisfied with the chance for 

advancement on the job. Most participants in Performing High Schools are satisfied with all 

four items of job satisfaction (nature of work, superv is ion, working conditions and rewards). 

Based on the findings in this research, the following recommendations can be developed to 

enhance the job satisfaction of Under-Performing High Schools . 

□ Under-Performing Schools are dissatisfied w ith the relationship between co-workers. 

Advancing a pos iti ve climate in schoo ls ought to be v iewed as a crucial component 

planning of schoo l development (Biswas & Bhatnagar, 20 13 :27-40; McCulloch, 

Rathbone, & Catchpole, 2011 :496-479). The organizational climate of a schoo l can be 

enhanced by boosting relationships among co-workers . Studies (Educati onal Research 
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Service, 2003: 1-6; Howard & Johnson, 2004 :299-420; Ladebo, 2005 :355-369; SACE, 

2010:9; Williams, Champion, & Hall , 2012:42-46) recommend that educators tackle 

the accompanying exercises: become more acquainted with each other through events 

either during or after working hours ; make clear common expectations for work; share 

objectives, goals and yearnings with one another; motivate colleagues by 

acknowledging their achievements; p lan conferences in order to trade information on 

the development of aims and objectives; fortify organizational management 

frameworks , particu larly those that advance work proficiency; track performance; and 

utilize errors as a go lden opportunity fo r figuring out how to improve. 

□ Participants in the Under-Performing High Schools should be given an opportunity 

for advancement, but it is not only lim ited to promotion; it also reflects self­

development and escalation of responsi bili ty. Khuong and Tien (2013:81-95) support 

that management of schoo ls should award educators deserving the opportun ities for 

promotion and development in schoo ls. Khuong and T ien (20 13 :8 1-95) add that 

management in the Department of Ed ucation shou ld we lcome educator invo lvement 

in arranging advancement polices and guarantee that educator advancement selection 

is honest and legitimate . Job satisfaction of employees is enhanced if there is 

transparency in promotion and advancement (Rich, Lepine, & Crawford, 20 10:617-

635). In a few states (State Salary Manual, 20 17:63-89), some schools work on a pay 

point system where the educator obtains points through attending training and 

deve lopment sessions, conducting classes and complet ing responsibilities. The 

educators usually acquire l 0 to 15 points at a time, but the points usually fluctuate. 

□ Changes in curriculum in secondary education is mentall y and physically strenuous 

for high school educators in the Dr. Kenneth Kaunda District. The CAPS was 

presented in 20 12 (Department of Basic Education [DBE] , 20 13:23) and educators 

encountered issues in its implementation. Studies (Mata, 20 12:5 12-520 ; Se lesho & 

Monyane, 2012: 107-111 ) recommend that these issues be reso lved by the DBE in 

giving schoo ls the essential means for the fruitfu l application of the curriculum. These 

means could incorporate current textbooks for learners, smaller learner to teacher 

ratio, fully supp lied libraries, and suffic ient techno logy. The educators need to have 

the abi lity to make sense of the curriculum and shou ld be a llocated adequate time for 

regu lar training (DBE, 20 13:25). Training must begin ahead of sched ul e, in the 
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beginning of the year. It should commence for a couple of days each term (DBE, 

2013 :25). Senior principals and principals ought to have acquired training before the 

educators, wh ich was not implemented when the CAPS was executed (Mata, 

2012:5 12-520). Once the DB E has concluded training, principals and senior principals 

should provide training to the educators through employee development initiatives. 

Selesho and Monyane (2012:107-111) prescribe that subj ect advisors must be trained 

on curriculum differentiation with the CAPS and when auditing the delivery of the 

curriculum at various schools the DBE shou ld utilize curriculum differentiation as 

their instruments for monitoring. 

• International studies have developed methods to maintain top performance in 

Performing High Schools and thus maintain the educator's job satisfaction. These 

methods, as discussed hereafter, will assist Performing High Schools in the Dr. 

Kenneth Kaunda District to prosper and maintain the satisfaction of the educators and 

academic prosperity of the learners. These methods include: 

School management for instructional leadership: Successful schoo ls need competent 

employees such as principals and management that comprehend and satisfy their duty 

as pioneers of the curriculum and guaranteeing the presence of an orderly working 

environment that is beneficial for learn ing (D illon & O' Shea, 2009: 1-58). 

Maintain a high level of social capital and trust: These incorporate secure staff and 

leadership and a direct priority on enhancing and developing leadership. This is done 

by allowing leadership development to be continuous (Bryan & Bracken, 201 1). This 

suggests continual assistance of the leadership of the schoo ls by encouraging 

induction programmes and leadership or in-service training, allowing career 

development for management of the schools, which will assist in avoiding burnout 

and encourage the attractiveness of school leadership as a career (Batteson & Roland, 

2011 :244-251 ). There are numerous approaches to making teaching more versatile ; an 

example is permitting management to rotate between schoo ls or different professions. 

Preserve a greater external support: Schools profited from continuous external 

assistance from various organizations (Ruane, Dillon, & Kavanagh , 2010: 1-9). These 

organizations can be universities, co lleges, private organizations, other schoo ls in 
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diverse di stricts, the community or organizations who offer vo lunteer work (Ruane, 

Dillon, & Kavanagh, 20 10:1-9). 

Continual professional development: Ed ucators that go through development 

workshops show an increase in job sati sfaction and motivati on as we ll as an expanded 

abi lity to adapt to new technologies and techniques. Staff development is essentia l to 

guarantee that educators can give suitabl e support and assistance to learners (Heisse! 

& Ladd, 2016:223-23 1). 

Establish a clear focus and a strategic framework of core beliefs, effective practices 

and goals for improving learner achievement. Districts who are extremely support ive 

supply senior principals and principal s with a concentrated miss ion and vision of key 

practices to maintain schoo l change or the schoo ls can create their own strategic 

framework according to their own schoo l practices (Fied ler, Bryan, & Bracken, 

20 11 :454-46 1 ). 

Recommendations for future research are presented below. 

5.4.2 Recommendations for future research 

The fo llowing recommendations for future research are made: 

The study investi gated the relationship between burnout, work engagement and job 

satisfaction. For this reason a longitudinal study for the country cou ld be recommended. A 

bigger sample size representing more Under-Performing and Performing High Schools 

should be accomplished to determine the we ll -being and job satisfaction of all educators in 

South Africa. 

The benefits of a longitudinal study can be helpful in determining patterns and it is possible 

to learn more about cause-and-effect relationships. The connections between burnout, work 

engagement and job sati sfaction can thus be made more clearly. Longitudinal studies permit 

the collection of more data over longer timeframes, which allows for more compact 

outcomes. 
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The study was conducted using the quantitative method. The future studies on this topic 

shou ld employ both quantitative and qualitative. These approaches w ill provide opportunities 

for educators to express their own ideas about their we ll -be ing. 

The convenience sampling procedure was employed in selecting the sample for this study. 

This strategy has its limitations that may have infl uenced the outcomes. Therefore, future 

stud ies shou ld utilize the probability or random sampling method to guarantee an impartial 

portrayal of groups. 

Future research in the area of educator well-being and job satisfaction tn South Africa is 

necessary, not onl y at hi gh schoo l levels, but all leve ls. It is hi ghly like ly that primary schoo l 

educators wi ll experience different well-be ing and job satisfaction levels from high school 

ed ucators. Future studies on educator we ll-being and job satisfaction can also be conducted 

among educators fro m all types of schoo ls which include: independent, government and 

governing body-funded public schools. 

An area that is likely to have an impact on educator well-being and job sati sfaction is work­

li fe balance issues. Evaluation of work-life balance issues in future research would benefit in 

determining whether they contribute to the effects of educator burnout or not. 

Black educators should be scrutinized in detail to comprehend their distinct circumstances 

and perception that may cause expanded di scontent as a group. Qualitative studies will be 

more appropriate at di stingui shing the difficulties and concerns of being a Black educator. 

5.4.3 Limitations 

The following are limitations of thi s study. 

Educator job sati sfaction is a multidimensional phenomenon. Thus, the researcher did not 

examine all the we ll-being and job satisfaction factors such as communication systems, 

principals' leadershi p style, organizational culture and many others. 

This study was cross-sectional and could not be utilized to examine conduct over a period of 

time as well as the establi shment of cause and effect. 
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Quantitative research does not g ive the researcher the opportunity to examine objects in their 

natural surroundings, as qualitat ive research allows. An additional limitation to this method is 

that a great sample of the population must be considered; the bigger the sample, the more 

precise the outcomes. This method requ ires the usage of a structured questionnaire which 

includes closed-ended questions, which consequently prompts restricted outcomes. The 

participants respond ing to the questionnaires have constrained choices of responses. 

5.5 CONTRIBUTION OF THE STUDY TO KNOWLEDGE IN INDUSTRIAL/ 

ORGANIZATIONAL PSYCHOLOGY 

• This is the first study to investigate the well-being and job satisfaction of educators in 

Under-Performing and Performing high schools of the Dr. Kenneth Kaunda District, 

in the North-West Prov ince, using the OLBI and MSQ. 
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QUESTIONNAIRE 



EDUCATOR WELL-BEING AND JOB 
SATISFACTION QUESTIONNAIRE 



Dear Participant 

Your participation in this research project is kindly requested . 

This research project is a study on the welJ-being and job satisfaction of High School 

educators in the Dr Kenneth Kaunda District. This project forms part of a Master's 

study. 

Aim of the Questionnai e 

The aim of the questionnaire is to detennine the relationship between educator burnout, job 

satisfaction and work engagement. The research fi ndings can be utilised by government to 

improve the well-being of educators, which may have a positive impact on learner pass rate 

and well -being. 

The study includes an anonymous survey. Your participation in this study is important. All 

infonnation wil l be treated as confidential and wi ll not be distributed or used for any other 

reason than for the purposes of this project. We operate under a code of ethics which forbids 

us to divulge or use information in any other way. Please be honest in your responses. 

Please contact my supervisor, Dr. Revelation Mokgele, at (018) 389 2448or you can call her 

on her cell number: 082 202 0415 . If you have any queries on this questionnaire, please feel 

free to contact me on 061 466 9114 or via email at yeyamakumbi ymail.com. 

Instructions 

1. Please read all the questions and statements carefully and respond by making an 

"X" on the answer or your choice. 

Thanking you in anticipation . 

~ · 

Ye:ruaumbi 

Student 



BIOGRAPHICAL DAT A AND WORKLOAD 

I Biographical details range from 1-9 I Workload details range from 10-14 

1 Job title 

Educator Senior Educator I HOD Principal Senior Principa l 

1 2 13 4 5 

2 Post-Level 

Post -Level 1 I Post -Level 2 I Post -Level 3 I Post-Level 4 

1 I 2 I 3 I 4 

3 Gender 

Male Female 

1 2 

4 Age 

18- 27 years 28-37 yea rs 38-47 years 48-57 years 58 years and above 

1 2 3 4 5 

5 Marital status 

Single Married Divorced Separated Widowed 

1 2 3 4 5 

6 Race 

Black I White I Coloured I Indian 

1 I 2 I 3 I 4 

7 Highest educational qualifications 

Educator Post-M atric Degree Honours Masters PhD 
Certificates Diploma 

1 2 3 4 5 6 

8 Period of service in the Department of Education 

1-Syears 16-10 years ~1-15 years 116-20 years l21-25years 126 years and above 

1 1 2 ~ I 4 I s I 6 

9 Period of service in current school 

1-Syears I 6-lOyears I 11-lSyears I 16-20years I 21-25years l26yea rs and above 

1 I 2 I 3 14 I s 16 

10 Number of learners in the class 

10-20 I 21-30 I 31-40 141-50 I 51-60 I 61 and above 

12 I ~ 14 Is I 6 

11 Number of subjects taught in matric phase 

1 12 13 14 5 I None I 
1 12 13 14 5 6 I I 

12 Number of classes taught in matric phase 

1 1 2 13 14 IS 16 !None 

1 I 2 13 14 I s 16 1 7 



13 Number of subjects taught in phases other than matric 
12 I 13 145 I None I 
1 I 2 13 I 4s I 6 I 

14 Number of classes taught in phases other than matric 

1 12 13 14 IS 16 I None 
1 12 13 14 IS 16 17 

OLDENBURG BURNOUT INVENTORY 

The following statements refer to your feelings and attitudes during work. Please indicate to what extent 
you agree with each of the following statements. 

Strongly Disagree Slightly Slightly Agree Agree Strongly Agree 
Disagree Disagree 

1 2 3 4 5 6 

I I feel tired when I get up in the morning and I have to face another day at work I 2 3 4 

2 I always fi nd new and interesting aspects in my job. l 2 3 4 

3 I can cope with the pressure of my job very well 1 2 3 4 

4 I find my job to be full of meaning and purpose 1 2 3 4 

5 It happens more and more that I talk about my job in a negative way 1 2 3 4 

6 I need more time to re lax and fee l better after work on a day than I did in the past I 2 3 4 

7 Lately, I tend to th ink less about my job; I do it almost mechanically 1 2 3 4 

8 I feel emotionally drained by my work 1 2 3 4 

9 I experi ence my work as a real challenge l 2 3 4 

10 I usually have enough energy for leisure activities after work 1 2 3 4 

I I Over time, I have lost personal interest in my work 1 2 
,., 

4 .) 

12 I can us ually manage my work load we ll 1 2 3 4 

13 I sometimes really hate the tasks I have to do in my job 1 2 3 4 

14 I usually fee l worn out and tired after my work 1 2 3 4 

15 I like my job so much that I cannot imagine another occupation fo r myself 1 2 3 4 

16 I usually fee l energized when I work 1 2 
,., 

4 .) 

17 I fee l more and more engaged in my work l 2 3 4 

18 T have become less enthusiastic about my work 1 2 3 4 

19 My job inspires me I 2 3 4 

20 I'm enthusiastic about my job l 2 3 4 

5 6 

5 6 

5 6 

5 6 

5 6 

5 6 

5 6 

5 6 

5 6 

5 6 

5 6 

5 6 

5 6 

5 6 

5 6 

5 6 

5 6 

5 6 

5 6 

5 6 



MINNESOTA SATISFACTION QUESTIONNAIRE (MSQ) 

Indicate how you feel about the following aspects, ra ngin g from stro ngly disagree (]) to (6) strongly agree 
by crossing out the relevant fi gures. 

Stron gly Disagree Slightly Slightly Agree Agree Strongly Agree 
Disagree Disagree 

1 2 3 4 5 6 

I. Being able to keep busy all the time l 2 3 4 5 

2. The chance to work alone on the job I 2 
.., 

4 5 .) 

3. The chance to do different things fro m time to ti me I 2 3 4 5 

4. The chance to be "somebody" in the community I 2 3 4 5 

5. The way my boss handles his/her workers I 2 3 4 5 

6. The competence ofmy supervisor in making decisions I 2 
.., 

4 5 .) 

7. Being able to do thi ngs that don' t go against my conscience I 2 
.., 

4 5 .) 

8. The way my job provides for steady employment I 2 3 4 5 

9. The chance to do things fo r other people I 2 3 4 5 

I 0. The chance to te ll people what to do I 2 3 4 5 

11. The chance to do something that makes use of my abi li ti es I 2 3 4 5 

12. The way company policies are put into practice I 2 3 4 5 

13. My pay and the amo unt of work I do. I 2 3 4 5 

14. The chances for advancement on thi s job I 2 3 4 5 

15. The freedom to use my own judgment I 2 3 4 5 

16. The chance to try my own methods of doing the job I 2 3 4 5 

17. The working conditions I 2 3 4 5 

18 . The way my co-workers get along with each other I 2 3 4 5 

19. The praise I get fo r doing a good job I 2 3 4 5 

20. The fee ling of accomplishment I get from the job I 2 3 4 5 

6 

6 

6 

6 

6 

6 

6 

6 

6 

6 

6 

6 

6 

6 

6 

6 

6 

6 

6 

6 

YOUR PARTICIPATION IS GREATLY APPRECIATED. THANK YOU. 
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Mr H Motara 

District Directorate 

Dr Kenneth Kaunda District 

Private Bag Xl256 

Potchefstroom 

2520 

MAFI Et-.G CMIPUS 
Faculty of Economic and Management Sciences 

School of Management Sciences 

Private Bag X2046 

Mmabatho 

2735 

21 September 2017 

SUBJECT: PERMISSION TO CONDUCT RESEARCH WITHIN YOUR ORGANISATION 

This letter serves to introduce Ms Yeyama Kumb1 (Student No . 21411557). a studen t in the 

Faculty of Economic and Management Sciences currently registered for the degree of Master 

of Adm1nistrat1on (M.Admin) in Human Resource Management 1n the School of Management 

Sciences with North West Univers ity, Mafikeng Campus. 

The topic of her research study 1s "Wellbeing and job satisfact ion of educators", 1n the 

Departmen o Education. in the Kenneth Kaunda Dist rict, North West Province 

The topic has been approved and perm1ss1on has been granted to proceed wnh this proposed 

topic by the Faculty of Economic and Management Sciences (Department of Industrial 

Psychology) . We vould appreciate if you could grant her permission to conduct research in 

your organisation. 

You are assured that information gathered would be treated with the stric test conf1dent1al1ty 

1t deserves. 

Kindly note that the studPr. has monthly research consultation on the last Friday of every 

month and would 1ndly appreciate 1f could be supported in th is regard 
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27 July 2C16 

MsY Kurnb1 

E.dJ !(fflion and-Sport Devel011ment 
Oipc;rininl 91 E<111<:o~Qn ond ~port De c!qrnenl 
llop,r111M<tillu,n0nc!z,,,.·1•.,,,Spatl , I 11n11 
IJ!lapl>e le TIIUlO 1, habOIOIO"/l, •1 1!al!1"~0 

NORTH WE"ST PRO'(INCE 

OFFICE OF THE DfSTRICT DIRECTOR 

Sludenl Number 21411557 
North West University 

11' •"'-Pl01hO 
f,t. r-.-.A.. t;.-rr,to ~ ;,t., t-:ckhl7'?2:roo-n 

Prvo;,. P !) x1 ' "' 
P::1;-:tu;t~tr:1r.r11 :,~!e:! 
'!cl.: !Ol 812G"°6:;· I 
1--;;,t: '.i)JHi!J~ ~~ 

~0 0.Uf'e-S: llr I , t,\c.,-.~JS 

o--"~vn ttr"111r~n~ !l'-' r:ii 

PERMISSION TO CONDUCf RESEARCH ON ''RELATIONSHIP BETWEEN BURNOUT, 
WORK ENGAGEMENT ANO JOB SATISFACTION OF TEACHERS IN DR KENNETH 
KAUNDA DISTRICT IN PERFORMING AND NON.PERFORMING SCHOOLS " 

Th~ above matter t12fers. 

Permissio1 is hereby granted to you le conduct ~'our researc:11 ir schools at in Dr enneth 
tinda District under the f.ol owing provisions: 

> The. activity you undertake at the schools should not tamper Wlth tho normal 

pr~ss of teaching anti learning; and will take place after school hours. 

> You inform the principals of your identified schools of your impending visit and 
activity; 

.> Toachonc and roamGrs arG told prior to tho int:Qrviow that it ls not compulsory but 
voluntary, 

~ You provido my offico with a report in respect of your f ind.lngs from th& research ; 
and 

You obtain prior pennission from this office before avalllng your flndlngr. for 

public or media consumption. 

Wishing you well in your endeavour. 

Thanking you 

~~-
DISTRICT DIRECTO 
OR KENNETH KAUNDA DISTRICT 

'"' Mr S S Mt;u;r,1si - Art\, 1,fr,v-..i!}cr. M.it,'cls;,ri.1 
'A• Fi T /J:,,'td/1<• td'n9 A•c · M;,r,;,~· 
I,!$:; s Yss~I- A.Off .l,!S{Ja{l&f. TiOXh-P 
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Academic Administration (Mafikeng Campus) 
SOLEMN DECLARATION (for Masters and Doctoral Candidates) 

1 Solemn declaration by student 

I 1 t.'.:)CJ!"'<! Ku N) ~ ; declare herewith that the mini-dissertationldissertat,on/thesrs entitled , 

Wt:. 11 - be;n_g ur·d jl'b Scd;isCucLrCI) di (! J u (tf1Clj in ~h~ I),.._ j(''1.n(l elh .'f:uundC, D,i-j, ,"c{ 
which I herewith submit to the North-West University as completion/partial completion of the 
requirements set for the M . Co,v-, degree, is my own work and has not already been submitted to 
any other university. 

I understand and accept that the copies that are submitted for examination are the property of the 
University. ~ 
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2.3 that registration/~e of the title has been approved; 
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