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Abstract

Orientation: Teachers have avital roleto play within any society. Of late, it can be seen that,
generally, teachers within South African schools are becoming increasingly unhappy and
dissatisfied with their work. This can be seen as a result of the various strikes and protests
over the recent years. Since the South African education system is still very much fragmented
and unequal, a legacy of the apartheid era, teachers working within former model C schools,
in particular, can be seen as having numerous job demands placed on them in spite of low
levels of job resources with which to cope. It is thus important to determine the impact that
certain job resources and job demands have on the levels of work engagement and

organisational commitment of teachers working within former model C schoolsin particular.

Research Purpose: The purpose of this research was three-fold. Firstly, to determine the
relationship between work engagement, organisational commitment, job resources and job
demands. Secondly, to determine whether a differentiated approach to job demands
(chalenge demands and hindrance demands) impacted on positive organisational outcomes,
such as work engagement. Thirdly, to determine the mediating role of work engagement in
the relationship between certain job resources and organisational commitment; and between

challenge job demands and organisational commitment.

Moativation for the Study: This study was aimed at enabling an identification of the
relationship between work engagement, organisational commitment, job resources and job
demands. Further, the study was aimed at identifying the impacting role that specific job
resources and job demands have on positive organisational outcomes, such as work

engagement and organisational commitment.



Research Design, Approach and Method: A cross-sectiona survey design was used. A
sample (n= 117) was taken from teachers working at former model C high schools in Durban
North, KwaZulu-Natal. A demographic questionnaire, Utrecht Work Engagement Scale
(UWES), Organisational Commitment Questionnaire (OCQ) and Job Demands-Resources

Scale (JDRS) were used to collect data from the sample.

Main Findings. The findings of the study suggest that job resources are positively related to
work engagement. The differentiated classification of job demands within the study was
tested in terms of its relationship with work engagement. Interestingly it was found that
overload (a challenge job demand) was both statisticaly as well as practically significantly
related to work engagement; while job insecurity (a hindrance job demand) was not. Further,
it was found that the job resources of organisational support and growth opportunities held
predictive value for work engagement. Lastly, findings suggested that work engagement
mediated the relationship between job resources and the positive organisational outcome of
organisational commitment. The hypothesised mediating role that work engagement could
play in the relationship between overload (a challenge job demand) and organisational

commitment could not be tested in the present study.

Practical/Managerial Implications. Job resources play a vita role in harnessing positive
organisational outcomes such as work engagement and organisational commitment. Further,
some job demands are positively related to work engagement. Therefore, managers and heads
of schools need to look seriously at evaluating the state of the job demands and resources that
are available to their teaching staff, and implement interventions that could increase various
job resources and decrease major hindrance demands faced by teachers. These interventions
could go a great way in developing more work-engaged as well as organisationally

committed teachers.



Contribution/Value-Add: The present research study contributes greatly to the knowledge
pertaining to teachers working within former model C high schools within South Africa
Further the present study can be seen to extend the existing literature with regards to the Job
Demands-Resource Model by adopting a differentiated approach to job demands and thus
consequently investigating the positive relationships that certain job demands may have in

terms of organisational outcomes.

Key Words: positive psychology; work engagement; organisational commitment; job

resources and demands; positive organisational outcomes.
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Chapter 1: Introduction

1.1  Introduction
The purpose of this dissertation is to investighterelationship between work engagement,
organisational commitment, job resources and jolmatels of teachers working within

former model C high schools in Durban North, Kwazdlatal.

Within the present chapter, the problem statemezgearch objectives and the research

method shall be discussed. Thereafter the chaptisiah of the dissertation shall be stated.

1.2  Problem Statement

During the last two decades the education systeBouth Africa has undergone enormous
changes (Rothmann & Jordaan, 2006). During the X8@Ds, when South Africa was a
newly formed democracy, one of the key issues tth@inew government was faced to deal
with was the restructuring of the education systetmch in the past was extremely divided

and fragmented (Asmal & James, 2001).

Under the apartheid government, schools were fieddnto three types, model A schools
which were fully private; model B schools which wédully public; and model C schools

which were semi-public with some private fundinghie form of school fees paid by parents
(Asmal & James, 2001). The classification of theasding system was also enforced along
racial lines whereby whites mainly attended modeschools and blacks attended mainly
model B schools (Asmal & James, 2001). Resources weevenly distributed between the
three school categories, with model A schools xegimany more resources than that of
model B schools (Asmal & James, 2001). The deepgnented education system of the

apartheid era still exists today (Makhubu, 20119rnker model C schools, in particular,



provide an interesting insight into the issues adoachool resources and the lack thereof,
due to the fact that these schools currently caselea to face the challenge of dealing with
an influx of pupils from former model B schools,the education system is in the process of

reorganisation and reintegration (Makhubu, 2011).

In light of the above context, pressures on thettsédrican education system have come
from many spheres, including, legislative, glolkad, well as socio-political and economic
spheres (Rothmann & Jordaan, 2006). These varioessyres have resulted in heavy
demands on the education system, demands for vadieuate resources do not exist (Asmal
& James, 2001; Rothmann & Jordaan, 2006). The SAfriban education system can be
seen to be balancing on a fine line with regardseiog faced with copious demands, and at
the same time very few resources with which tonaléel to, and deal with these demands.
The teachers’ strike, which started in August 20tOmpounded the already existing
problems of the country’s education system as niagly schools were forced to shut down
due to the teachers going on strike and refusimvgatd. Approximately 25, 000 state schools
were affected by the strike (Cohen, 2010). Theabiststate of the education system within
South Africa is a cause of great concern espedaltiie high school level due to the fact that
high school learners’ education is being impactedvehich ultimately has knock-on effects
on the quality of learners who then go on to emmotertiary education institutions, and

subsequently enter into South African workplaces.

One of the greatest problems of the South Africalucation system is the general
unhappiness and dissatisfaction of high schoohiacdn particular, due to the fact that they
have to meet various demands with minimal resoupcesided to them (Asmal & James,
2001; Makhaubu, 2011). As a result teacher’s caseem as having less attachment to their

jobs, are increasingly disengaged with their workd auncommitted to their schools



(Makhubu, 2011). In light of this, there is an urgeeed for engaged and committed high
school teachers in South Africa, particularly witiormer model C schools, as these schools
are the ones that have to deal with an influx ofishts as the education system restructures

to become more integrated (Makhubu, 2011).

The rationale of this study is based on the faat &mgaged and committed teachers are an
important aspect of a fully functioning educatiorstem; this particular issue is of utmost
importance within the South African context. Upilinbw, research both internationally and
locally, has mainly been conducted on the effegbbfresources on work engagement, and
the effect of job demands on burnout of teacher) hardly any research focusing on the
possibly positive relationship that job demands rakp have with positive organisational
outcomes such as work engagement and organisatiomathitment. To the knowledge of the
researcher, few studies have addressed the redhimpbetween job demands, job resources,
work engagement and organisational commitment gh hechool teachers. Furthermore,
within the South African context, no research, be knowledge of the researcher, has
addressed the relationship between these variabitegn samples of teachers working in
former model C high schools. In light of the exigtigaps in the literature, the present study
seeks to investigate the relationship between grhahds, job resources, work engagement
and organisational commitment of teachers withneglformer model C high schools within

the Durban North area of KwaZulu-Natal.

The aim of the present study was to explore thaticglship between job demands, job
resources, work engagement and organisational conami of teachers from two former
model C high schools within the Durban North aré&waZulu-Natal. The Job Demands
Resource Model (Demerouti, Bakker, Nachreiner, & Schaufeli, 2QGdnd its extension into

the Dual Process Model (Schaufeli & Bakker, 2004) was used as the themakframework



underlying the present study. In particular theerg¢cclassification of Crawford, LePine, &
Rich (2010) was used in order to differentiate lestw challenge demands and hindrance

demands within the study.

Insights gained from this study could provide ralevand important information for the
formulation of interventions aimed to increase hggihool teachers’ levels of engagement
and commitment, as well as shed light on the extemthich job demands and job resources
impact upon work engagement and organisational doment of this group of individuals.
Furthermore the findings from the present study dlave the potential to inform future

research.

1.3  Research Questions

The following research questions could consequéglidentified for this investigation:

How are work engagement, organisational commitmguth, resources and job

demands conceptualised within the research litegatu

* What are the factor structures of the measuringungents?

* What are the reliabilities of the measuring instemts?

» Are job resources positively related to work engaget?

» Are challenge job demands positively related tolknargagement?

» Are hindrance job demands negatively related tkvweogagement?

* Are job resources predictive of work engagement?

» Does work engagement mediate the relationship letwpb resources and
organisational commitment?

» Does work engagement mediate the relationship legtweballenge job demands and

organisational commitment?
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Objectives of the Research

The aim of the present study involves a generakative as well as specific research

objectives.

1.4.1 The General Research Objective. The general objective of this study is to

determine the relationship between work engagemerganisational commitment, job

resources and job demands of teachers workingmwitho former model C high schools in

Durban North, KwaZulu-Natal.

1.4.2 The Specific Resear ch Objectives. Specifically, the objectives of the study are:
To determine how work engagement, organisationalneibment, job resources and
job demands conceptualised within the researctatiiee.

To determine the factor structures of the measunsiguments.

To determine the reliabilities of the measuringrunsents.

To determine whether job resources are positivebted to work engagement.

To determine whether challenge job demands aretiyagi related to work
engagement.

To determine whether hindrance job demands are timeba related to work
engagement.

To determine whether job resources are predictiveook engagement.

To determine whether work engagement mediates éhaianship between job
resources and organisational commitment.

To determine whether work engagement mediatesethéanship between challenge

job demands and organisational commitment.



15 Research Method
The research method consists of two phases, natineljiterature study and an empirical

investigation.

1.5.1 Phase 1: Literature Study. The focus of the literature study is to determine
how work engagement, organisational commitment, redources and job demands have
been conceptualised within the existing literaténarther, the aim of the literature study is to

determine the relationships between the variableeustudy.

1.5.2 Phase 2. Empirical Study. The empirical study entails that the specifically

stated objectives are achieved, this was donellasvi

1.5.2.1 Step 1. Deciding on the research design. In order to reach the objectives of
this research study, a quantitative research desagnused. The specific design that was used
was cross-sectional in nature, whereby a samptrawn from the population at any one
point in time (Shaughnessy & Zechmeister, 1997)crAss-sectional design is typically
comprised of different individuals, who are exandine terms of one or more variables at
approximately the same point in time (Huysamen4)19%his research aimed to investigate
interrelationships among variables from the samgiies according to Shaughnessy and
Zechmeister (1997) a cross-sectional design isogpiate for this study due to the fact that

this type of design is ideally suited to descriptand predictive functions.

1522 Step 2. Seecting the study population. The research participants of the
present study consisted of teachers employed atdmeer model C high schools in Durban
North, KwaZulu-Natal. A ‘teacher’, in the case dfigt study, refers to any individual

employed in order to teach students at either ef ttho former model C high schools



aforementioned. A total of approximately 159 teashere employed at both of the former
model C high schools in Durban North, KwaZulu-Nataut of a targeted possible 159
participants (N=159), a non-probability conveniesaenple of 117 participants (n=117) took
part in the study and completed the questionnaiaé was distributed. The response rate is
acceptable as 74% of the population was accesdadhws an appropriate sample size for

this population (Sekaran, 2000).

The sample was gathered using a non-probabilityvemmience sampling method. This

sampling method was used because it is the moseo@nt way of collecting data from the

teachers due to the fact that, out of the popuiaitowas unknown what particular teachers
would be accessible on the data collection datese. O the fact that the targeted population
is relatively small (N=159), the use of non-proli&pconvenience sampling is acceptable as
drawing a non-random sample will include a largepprtion of the population nonetheless.
This type of sampling method was also chosen ferattivantages of being less complicated

and less time consuming, in addition to being nem@omical (Huysamen, 1994).

1.5.2.3 Step 3: Deciding on the measuring instruments to be used.

» Utrecht Work Engagement Scale (UWES) (Schaufeli, Salanova, Gonzalez-Roma &
Bakker, 2002) measures engagement along three siiomsn vigour, dedication and
absorption in the form of a 17-item, self reporésfionnaire (UWES-17). The UWES
Is scored on a 7-point Likert scale ranging frortnéver) to 7 (everyday). The three
dimensions of engagement can be distinguished, Igamgour, dedication, and
absorption. The UWES has been found to be relimbiarious different samples as
well as among South African samples. Acceptablabiity coefficients have been
reported in South African samples for the threeafisions with alpha coefficients

ranging from 0.77 to 0.86 (van den Berg, Manais &rdgr, 2008); 0.76 to 0.86



(Rothmann & Jordaan, 2006) and 0.70 to 0.81 (JaxKRothmann & van de Vijver,

2006).

e Organisational Commitment Questionnaire (OCQ) (Allen & Meyer, 1990) measures
an individual's attitude towards their organisatidihe OCQ consists of 18-items,
measured on a 5-point Likert scale ranging fronstioqgly disagree) to 5 (strongly
agree). The scale measures organisational comntit@eng three dimensions:
affective commitment, continuance commitment andmative commitment. The
OCQ has been administered to various South Afreamples with reported alpha

coefficients of 0.88 (Jackson et al., 2006).

e Job Demands-Resource Scale (JDRS) (Jackson & Rothmann, 2005) is comprised of
42-items; questions are rated on a 4-point Likedles ranging from 1 (never) to 4
(always). Dimensions of the JDRS include: job insig, overload, support
organisational support, growth opportunities andaadement. The JRDS has been
used in various South African studies and has tegoreliable alpha coefficients
varying from 0.63 to 0.94 (Coetzer & Rothmann, 2088d between 0.76 and 0.92
(Rothmann, Mostert & Strydom, 2006). The differeimhensions of the JDRS were
classified into job resources, challenge demand$ lindrance demands using

Crawford et al.’s (2010) classification of diffetexted job demands.

1.5.2.4 Step 4. Statistical analysis. The Statistical Package for the Social Sciences
program (version 19) was used to carry out stasistnalysis (SPSS, 2003). This program
was chosen due to the fact that it is a progranelyidsed to analyse quantitative data within
the Social Sciences, and was appropriate to use vekéng into account the volume of data

anticipated to be collected within the presentstud



Firstly, exploratory factor analysis was undertakerder to determine the factor structure

of the UWES, OCQ as well as the JDRS.

Secondly, descriptive statistics were used to egptbe data that was collected from the
participants. Descriptive statistics consist of nganedians, standard deviations, skewness

and kurtosis (Tabachnick & Fidell, 2001).

Thirdly, Cronbach alpha coefficientg)(were then used to assess the internal consiste#ncy
the measuring instruments (Gregory, 2007). The algbefficient conveys important

information regarding the proportion of error vaa contained in a scale, a test with high
internal consistency will also tend to show stépibf scores, and therefore is a useful

measure of reliability (Gregory, 2007).

Fourthly, Pearson product-momentum correlation fawehts were used to specify the
relationship between the variables in the presermtys The level of statistical significance
was set up ag < .05. It must be noted that criticism has beenllegdeagainst the sole use of
statistical significance testing and thus it isorended that effect sizes be established in
order to determine the practical importance ofaistically significant relationship (Steyn,
2002). Therefore, effect sizes (Cohen, 1988) weexlun addition to statistical significance
testing in order to determine the significance alationships. Effect sizes indicate whether
obtained results are of practical importance (wWhagisatistical significance may often show
results which are of little practical relevance). cat-off point of 0.30, was set for the
determination of practical significance. Generaflynedium effect size ranges between 0.30

to 0.49, whilst a large effect size ranges fronD@bd above (Steyn, 2002).
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Fifthly, multiple regression analysis was conduciadorder to determine whether job
resources held predictive value for work engagemdnttiple regression analysis was used
to analyse whether two or more predictors (indepahdaariables) would predict a criterion

(dependent variable) (Howell, 1995).

Lastly, in order to test the hypothesised meditatiarelationships of the present study, a
series of multiple regression analyses were caougdThe procedure for testing meditational

relationships set by Baron and Kenny (1986) was\igd.

1.5.2.5 Step 5: The research procedure. The school principles of each of the high
schools in the study, the gate-keepers, were séeitest explaining the research objectives.
Once access into the school was permitted, oné rsihber of each school was made a
direct contact for the researcher in order to fiaté the process of distributing and collecting
the surveys from the teachers. The establishmetmiprimary relationship ensured that the
data collection process was undertaken in a mdeetefe and efficient manner and ensured
less confusion for all participants involved. Eaelacher within the chosen schools was then
told about the focus of the study, and given altetescribing what was required of them,
after which they were asked if they would be wdlito participate. It was stressed that
participation was voluntary and that participantsuld be free to withdraw from the study at
any time and for whatever reason. If the individciabse to participate in the research study,
they were then required to sign a letter of infadncensent. Those who choose to participate
were then asked to complete a self administeredtigummaire consisting of a biographical
data sheet, the UWES, OCQ and JDRS. The partigpaate then asked when would be
appropriate and convenient for the researcher torrreto the school and collect the
completed questionnaires. The researcher thenddlserappropriate time and date to return,

and did so.
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1.6  Chapter Division

Chapter 1: Introduction

Chapter 2: Literature Review
Chapter 3: Research Methodology
Chapter 4: Results

Chapter 5: Discussion

Chapter 6: Conclusion, Recommendations and Liroitati

17 Summary
In the present chapter, the motivation for the @méstudy and the steps in the research
process were stated. The problem statement, résebjective, research methods as well as

the chapter divisions were also stated. In chaptey the literature review is discussed.
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Chapter 2: Literature Review

21  Introduction

This chapter begins by discussing the conceppasitive psychology as well as its work
related constituentpositive organisational behaviour, highlighting the need for a more
positively oriented focus in research concerninghhschool teachers in South Africa. The
chapter then goes on to define and discuss eattte @onstructs under study, and further, to
discuss existing literature and research findingdgmning to these constructs. Firstly, the
construct of work engagement shall be examineerimg of its various existing definitions.
Secondly, organisational commitment shall be defimed discussed, with a specific focus on
the three-component conceptualisation of Allen Bieyer (1990). Thirdly, the link between
work engagement and organisational commitment dballdiscussed in terms of current
literature and research findings. Fourthly, jolorgses and job demands shall be defined and
discussed. Finally, a discussion of the state ofec literature and research findings in terms
of the theoretical framework of this study, conagtof theJob Demands-Resources Model

and its extension into th®ual Process Mode shall be undertaken. The chapter then
concludes with the problem statement of the presgatly, as well as the research

hypotheses.

2.2  Positive Psychology

Positive states have not traditionally capturedattention of psychology (Bakker, Schaufeli,

Leiter, & Taris, 2008). An electronic search of gsglogy abstracts showed that mention of
negative emotions outnumbered that of positive emstby a ratio of 14 to 1 (Myers, 2000).

The focus of psychology has traditionally beenat#d within a bio-medical model, resulting

in the focus on negative, as opposed to positiatest(Maddux, 2008; Seligman, 2008;

Segliman & Csikszentmihalyi, 2000). Since the uhdeg conceptual ideology of
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psychology informs the type of research as wethasapplied or practical component of the
field, it is unsurprising that most psychologicasearch and practice is focused on negative,
maladaptive states. However, what is becoming evare prominent is a critique of the
negative focus and iliness-driven ideology (Madd2@)8). More recently there can be seen
as shift in the direction of a positively orienteslychology, where the prime focus is that of
positive states of being and wellbeing (Maddux, 00 herefore a shift can be seen in
psychological research going from only researclsagething that is negative, in order to
correct it; to researching phenomena in order thapoe and better individuals who are
already seen as being ‘normal’ (meaning not psyically maladaptive) (Maddux, 2008;
Segliman & Csikszentmihalyi, 2000). Concentratimmpmi positive psychological states and
their effects comes from the so-callpasitive psychology (Segliman & Csikszentmihalyi,

2000).

The organisational variant of positive psychologyarmedoositive organisational behaviour
(POB), which has been defined ‘@se study and application of positively orientednian
resource strengths and psychological capacities ¢ha be measured, developed, and
effectively managed for performance improvemernbuhay’s workplace” (Luthans, 2002, p.
59). The above POB definition not only emphasikesnieed for a positive approach towards
human resources, however further emphasises thethfat theory building, research and
practical solutions are needed (Luthans & Yous2@Q7). Bakker and Schaufeli (2008) in
particular have noted the need for further focud attention on “theory building, research
and effective application of positive traits, stateand behaviours of employees in
organisations” (Bakker & Schaufeli, 2008, p. 14W%).the present study two POB-constructs,
namelywork engagement andorganisational commitment, were investigated in terms of their
relationship with each other, and further theiratienships with job resources and job

demands; thus providing for further theory buildwghin POB research. Specifically, the
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present study intends to investigate the mediattgof work engagement in the relationship
between certain job resources and organisatiomahgtment; as well as the mediating role
or work engagement in the relationship betweenatenob demands and organisational
commitment. Although research on POB has been sbatemidely conducted, many studies
cannot be seen to incorporate the two relationsmpsationed above within one research

study, which is what the present study intendsoto d

23  Work Engagement

2.3.1 Defining work engagement. Engagement at work was conceptualised by
Kahn (1990) as the “harnessing of organisationambess’ selves to their work roles; in
engagement, people employ and express themselysgalty, cognitively, and emotionally
during role performances” (p. 649). Kahn (1990)Har posits that it is the simultaneous
employment and expression of a person’s preferedidigat aids in the connections to work
and others. Personal disengagement is seen to aghan an individual uncouples
themselves from their work roles, it seems then thdigh level of work engagement is
characterised by an individual drawing heavily fronemselves during role performances
(Barkhuizen & Rothmann, 2006). Four conceptualsetiof work engagement can be found
within the existing literature: (a) Maslach and tees (1997) burnout-antithesis approach;
(b) Schaufeli et al.’s (2002) conceptualisationwadrk engagement as being distinct from
burnout; (c) Harter, Schmidt and Hayes’ (2002)sfatition-engagement approach; and (d)

Saks (2006) multidimensional approach.
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2311 Work engagement as the antithesis of burnout. A classical or more
traditional view of work engagement conceptualibesconstruct as being the polar opposite
of burnout (Maslach & Leiter, 1997). Work engagemarthis sense has been defined as an
energetic state of involvement with personallyiflulfy activities that enhance ones sense of
professional efficacy (Leiter & Maslach, 1998). tially, burnout was studied as a
psychological syndrome on its own that was charsete by three distinct components:
exhaustion, cynicism and inefficacy (Maslach & Eejt2008). However, as burnout research
grew, more attention has been given to the posap@osite of the construct, as well as the
positive opposite of its three components, thisw@nceptualises work engagement and
burnout as being two distinct ends along a contimMaslach & Leiter, 2008). According
to Maslach and Leiter (1997) work engagement isattarised by energy, involvement, and
efficacy, which are the direct opposites of thee¢hburnout dimensions measured by the
Maslach Burnout Inventory (MBI) (Maslach & Jacksd886). This view therefore considers
work engagement to be the polar opposite, or thipade of burnout. The concept of burnout
has been researched for decades and as a resd@tausstudies have been conducted on the
construct, therefore it is unsurprising that thevlyeemerging concept of work engagement
developed as an extension of burnout literaturethds is a more traditional definition of
work engagement, it is unsurprising that the congdsation was formed in relation to a
negative state, burnout, as the point has been neadéer in this paper, traditional
psychological research can be seen as focusing omonegative rather than positive states of

being (Maddux, 2008).

More recently there can be seen a shift in the waywhich work engagement is
conceptualised, this conceptualisation can cldzglgeen as being in line with the advent of a
more positive psychology. “Although retaining théea that engagement is a positive

‘opposite’ of burnout, this alternative approaclts ki@veloped a separate measure, with three
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different dimensions, rather than using the oppostiores of the MBI ” (Maslach & Leiter,
2008, p. 498).Within newly emerging literature, Wwengagement is seen as a construct in its
own right, one that is independent of, and unrdiadeburnout. It is on this conceptualisation
that much of the current literature is based (GmzRoma, Schaufeli, Bakker, & Lloret,

2002).

23.1.2 Work engagement as distinct from burnout. Of late, current literature has
tended to conceptualise work engagement as an endept, distinct concept that is
unrelated to burnout (Schaufeli et al., 2002). @gnently work engagement has been
operationalised in its own right as “... a posititdfilling, work-related state of mind that is
characterised by vigour, dedication, and absorpt{@chaufeli et al., 2002, p. 74). Here it
can be seen that the three components of work engag; vigour, dedication and
absorption, are not conceptualised in terms ofofhy@site components of burnout, however

they are three components that are related indepéigdo the concept of work engagement.

The first componentigour, is characterised by “high levels of energy andhtaleresilience
while working, the willingness to invest effort ame’s work, and persistence even in the face
of difficulties” (Bakker et al.,, 2008, p. 188). Theecond componentgedication, is
characterised by “... being strongly involved in an&ork, and experiencing a sense of
significance, enthusiasm, inspiration, pride, ahdllenge” (Bakker et al., 2008, p. 188).
Finally, the third componengbsorption, refers to “...being fully concentrated and happily
engrossed in one’s work, whereby time passes quarkil one has difficulties with detaching
oneself from work” (Bakker et al., 2008, p. 188).nlust be noted, however, that within
recent studies, the existence of absorption asia ommponent of work engagement has
been questioned. In line with this current deba®me have argued that vigour and

dedication constitute the core dimensions of warlagiement (Llorens, Schaufeli, Bakker, &
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Salanova, 2007; Storm & Rothmann, 2003). Othersewvewstill continue to support a three-
factor model of work engagement and thus maintaat absorption is an important and

necessary component of work engagement (Barkh@izeathmann, 2006).

In line with the conceptualisation of work engageimas being a distinct and independent
concept from burnout, May, Gilson and Harter (20B4ye conceptualised engagement by
emphasising the importance of people bringing thpdysical, emotional and cognitive
resources to bear on role-related tasks when emgaigemselves in work. May et al. (2004)
argue that most jobs entail some form of physieaiptional as well as cognitive demands,

and thus an engaged individual would necessargytetfort within these three domains.

2.3.1.3 Satisfaction-engagement approach. The satisfaction-engagement approach
can be seen as a third way in which work engageasebeen conceptualised. This approach
defines work engagement as an “individual’s invateat and satisfaction with, as well as
enthusiasm for work” (Harter et al., 2002, p. 417This conceptualisation of work
engagement has been used to guide research cangerofitability, turnover, and safety at
work as well as issues of managerial self-efficg@lyuck, 2010). This approach can be seen
to “...parallel the previous two approaches of wonkg@gement, and reiterates that
environmental, job resources and support are bogoitant and necessary for an employee

to complete their work” (Shuck, 2010, p. 31).
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2.3.1.4 Multidimensional approach to work engagement. The fourth and final
approach of employee engagement takes the formnadladimensional orientation. Within
this approach, work engagement has been defineth adistinct and unique construct
consisting of cognitive, emotional, and behavioamhponents ... associated with individual
role performance” (Saks, 2006, p. 602). This apgromunctions to incorporate previous
conceptualisations by including cognitive, behavadas well as emotional elements of work
engagement and thus from this conceptualisationsstethree-component model (cognitive-
emotional-behavioural) (Shuck, 2010). The multidisienal approach can be seen as
extending the approach of Schaufeli et al. (2002¥siggesting that “engagement could be

experienced emotionally and cognitively and mang@dehaviourally” (Shuck, 2010, p. 34).

2.3.15 The definition of work engagement adopted by the present study. In
summary, the above four approaches to work engagefoen the basis of what has been
covered by current literature and research. Acogrdio research, no single approach
dominates in the field, neither in methodology mordefinition (Shuck, 2010). What is
important to note from an overview of these apphesacis that, “while each approach
proposes a different perspective, the varying aggres remain clear and unanimous in
conclusion: the development of employee engagemsitte organisations has the potential

to significantly impact important organisationatoames” (Shuck, 2010, p. 37).

In terms of the present study, the conceptualisaifovork engagement defined by Schaufel
et al (2002) was adopted. As the present study hasoiied@ation in a more positively

oriented psychology, the conceptualisation of wenigagement as being independent and
distinct from negative states, such as burnoupjgropriate. Further, the main objectives of
the present study do not concern themselves wighctinstruct of burnout and thus a

conceptualisation of work engagement that aligsslfitclosely to burnout, such as that of
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Maslach and Leiter's (1997) conceptualisation, wlonbt be seen as appropriate for this
study. Further, Schaufeli et al.’s (2002) concelgation has been chosen to guide the
present research for the reason that his approasiibéen mainly applied in research which
has used academics and teachers as the sample stiitty (Hakanen, Bakker & Schaufeli,

2006), and in particular this approach has beenlatgld and used widely within the South
African context (Barkhuizen & Rothmann, 2006; Ceet& Rothmann, 2005). Thus, for the
above-mentioned reasons, work engagement in theemirestudy refers to, “... a positive,

fulfilling, work-related state of mind that is claaterised by vigour, dedication, and

absorption” (Schaufeli et al., 2002, p. 74).

232 Empirical findings on work engagement. According to the above
conceptualisations, work engagement fits approgigianto the realm of POB. Moreover this
concept has a positive psychological focus duenéoféct that it can be seen as a human
resource strength that benefits not only the wagg| but the individual as well. It has been
shown that engaged employees have a better ifit@ad extra-role performance (Bakker,
Demerouti & Verbeke, 2004), which in turn results better financial results for an
organisation (Xanthopoulou, Bakker, Demerouti & &dieli, 2009). At an individual level,
studies have also shown the benefits of work engage A study conducted by Demerouti,
Bakker, De Jonge, Janssen and Schaufeli (2001 )esteghthat work engagement positively
correlates with good health. Schaufeli and BakkRe04), further found in their study among
four Dutch service organisations, that engaged earsrksuffered less from self-reported

headaches and psychosomatic complaints.

Bakker and Demerouti (2008) outline four main remssarhy engaged workers perform better
than non-engaged or disengaged workers. “Engagqulogees often experience positive

emotions, including happiness, joy, and enthusiasxperience better health; create their
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own job and personal resources; and transfer tbegagement to others” (Bakker &
Demerouti, 2008, p. 215). Various studies have g$eduon researching work engagement
within corporate organisational settings using radimple studies; however, of late, both
internationally as well as nationally, researchaaning work engagement has expanded to
other organisational settings, such as that ofarsities and schools. Nationally, Barkhuizen
and Rothmann (2006) conducted a study which focusedork engagement of academic
staff in South African Higher Education Instituteofinding significant differences between
work engagement of academics with different jokelsvand qualifications. Another South
African study, conducted by Coetzee and Rothma®@5p found that work engagement
levels of staff employed at a higher academic tustin in South Africa differed according to
language groups, different years of service, a$ agebetween academic and administrative

employees.

There can be seen to be a gap in the literatuterniationally and, even more so, nationally,
with regards to work engagement studies conduategachers, and high school teachers in
particular (Barkhuizen & Rothmann, 2006). This ée1s to be the case because of the fact
that in terms of wellbeing or wellness studies, mesearch has focused on negative states of
teachers. Thus, what mostly dominates in this donsastudies conducted on the burnout and
stress of high school teachers, as a result, i lahown about the burnout levels of school
teachers, with very little known about the leveismork engagement of teachers. One of the
few studies that have focused on work engagemetdaghers (although it includes burnout
as one of its constructs) is the study conductedHakanen et al. (2006). This study was
conducted on a sample of Finnish teachers, whatsthay found was that there existed
important relationships between job resources, werlgagement and organisational
commitment. What was found was that work engagemmattiated the relationship between

job resources and organisational commitment (Hakagteal., 2006).
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What can be noted from the preceeding discussiaihas there exists a vast gap in the
literature pertaining to studies conducted arowwtls of work engagement with regards to
teachers, and especially high school teacher. Blaste research that has been conducted on
teachers well-being has been focused around negatates such as stress and burnout
(Jackson & Rothmann, 2005a; 2005b). Within the Bd\ftican context, particularly, it has
been argued that there is a need for researchifgcos positive psychological states as
opposed to reseach on negative psychological statesh has dominated the literature
(Rothmann, 2003). Although some South African wakgagement researchers have
conducted research at tertiary education instigti@and higher education institutions
(Barkhuizen & Rothmann, 2006; Coetzee & Rothmar@@)52, it is noted that research has
been carried outollectivly on educators in South Africa whereby a sample istof
various types of educators such as that conduggedabkson et al. (2006). However, no
study, to the knowledge of the researcher, has beeducted in South Africa pertaining to
levels of work engagement of high school teaclegckusively, and no study at all has been
conducted in terms of levels of work engagemenh w#mples consisting of high school
teachers at former model C high schools exclusivEie present study thus aims to address
the current gap in the literature by conductingeaesh around the POB constructs of work
engagement and organisational commitment with dsgar a specific focus teachers working

within former model C high schools.

24  Organisational Commitment

24.1 Defining organisational commitment. Organisational commitment is the
second POB construct that was investigated withenpresent study. A great deal of research
has focused on the construct of organisational comemt, especially in the light of POB
research, where it is often viewed as a positigaisational outcome which is beneficial for

both the organisation as well as the individual yge (Liou, 2008; Lok & Crawford,
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2001). With the above being said, organisationahro@ment still remains to be one of the
most challenging concepts to study in the fieldogfanisational behaviour (Cohen, 2007).
According to Porters, Steers, Mowday and Boulin7@)9 organisational commitment can be
defined as involving the willingness of employeesekert higher efforts on behalf of the
organisation, a strong desire to stay in the osgdiun, and accept major goals and values of
the organisation. Robbins (1998) defines orgarmeaticommitment as a state in which an
employee identifies with an organisation and italgpis willing to exert effort on behalf of
the organisation and wishes to maintain his or redationship with that particular
organisation. Organisational commitment has furtieen defined in the literature as “...the
process by which people come to think about treationship with the organisation” (Meyer
& Allen, 1991, p. 62). Inherent in all of the abodefinitions of organisational commitment
is the relationship between an employee and hiseororganisation. For an employee to be
committed to their organisation it is necessaryt ti@ir particular goals and values are

aligned to the organisation.

24.2 The three-component conceptualisation of organisational commitment.
Most of the existing literature around organisaglonommitment is based upon the well
known model proposed by Allen and Meyer (1990), elgmthe three-component
conceptualisation of organisational commitment. Three components proposed by Allen
and Meyer (1990, 1991) aumdfective commitment, continuous commitment and normative

commitment.

The first componentaffective commitment, refers to the employee’s identification with,
involvement in, and attachment to the organisatidlen & Meyer, 1990). The degree of the
strength of an employee’s level of affective orgatibpnal commitment is dependent on the

strength of the positive feelings towards the oigmtion as well as the willingness to
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increase one’s emotional bond to that organisaf{idowday, Steers, & Porter, 1979).
Affective commitment can result in various positigatcomes, “... affective commitment
among employees improves the operational aspedtseafrganisation. Such improvements
include greater job satisfaction and involvementywall as an increase in job performance”
(Liou, 2008, p. 118). The second componeamhitinuance commitment, is based on the
employee’s evaluation of the costs of leaving scdntinuing a particular activity within the
organisation; these employees will stay in the oiggion either because there are perceived
to be minimal alternatives, or high costs assodiatéh leaving the organisation (Allen &
Meyer, 1990). It has been found that employees wgtitinuance commitment may perform
only as is required to keep their job (Liou, 2008)fact no relationship has been found with
continuance commitment and performance of an emeglaMeyer & Allen, 1997). The
normative component of organisational commitment refers He teeling of a sense of
obligation to the organisation, in other words opegsceived responsibility and loyalty to the

organisation, because it is the correct and mbmagjtto do (Allen & Meyer, 1990).

“Employees with strong affective commitment congnemployment with the organisation
because they want to do so. Employees whose pritmkryto the organisation is based on
continuance commitment remain because they nedd so. Finally, normative commitment
reflects a feeling of obligation to continue empt®nt. Employees with a high level of
normative commitment feel that they ought to renvaiith the organisation” (Meyer & Allen,
1991, p. 67). What is important to note is that theee dimensions of organisational
commitment are not mutually exclusive or exhaustare employee can experience all three
forms of commitment in varying degrees and at diff: times (Meyer & Allen, 1991). All
three components are viewed as a psychologicat stadt underlies an employee’s

relationship with the organisation and this psyobalal state has implications for the
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decision to continue or discontinue membership iwithhe organisation (Allen & Meyer,

1990).

Although Allen and Meyer’s (1990) conceptualisatitas been frequently used in studies, it
is important to note that this conceptualisationas without criticism. The main concerns of
the model revolve around the structure of the cptsethree componentsaffective,
normative and continuance commitment. Cohen (2007) has criticised the tln@®ponent
model due to the fact that it was found that themative and affective components overlap
greatly. Further, Cohen (2007) argues that thereansunclear dimensionality of the
continuance component. Although the above critigstesuld be taken into consideration,
much research has been conducted using Allen angerde (1990) three-component
conceptualisation of organisational commitment, gaderally these validate the use of the

three-factor model.

Related to the above criticism, although the tHesmter model of organisational commitment
has been validated in many studies, it is also mapb to note that research conducted by
Stander and Rothmann (2010) found a two-factor meofderganisational commitment to fit
their data best. The two factors identified wetdwatinal commitment (consisting of both the
affective and normative components) and continuarmemitment. Further, Cohen (2007)
argues that the factors within the 3-factor modebmanisational commitment frequently

overlap, thus also confirming the findings of Stanand Rothmann (2010).

25 The Relationship between Work Engagement and Organisational Commitment.
Due to the fact that negative states have traditiprbeen the focus within psychology in
general, as well as in organisational psychologctigally, the present research study aims

to focus on the positive (through the concepts ofkwengagement and organisational
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commitment) and in so doing aims to contributehi balance between negative and positive

organisational psychology research.

Much research and literature can be seen to exploee relationship between work

engagement and organisational commitment, the t@B Bonstructs of the present study.
Current literature generally incorporates the cphocé organisational commitment as a facet
of work engagement and as a result views the twwegats as being positively correlated
(Chalofsky & Krishna, 2009; Rothmann & Jordaan, @00n terms of the relationship

between work engagement and organisational commijrtigose that are highly engaged in
their work also tend to be committed to the orgatm® with which they are affiliated. A

study conducted by Jackson et al. (2006), for exenmipund a positive correlation between
work engagement and organisational commitment anaisgmple of educators in South
Africa. Further, current literature suggests thatknengagement is not only positively related
to organisational commitment, but is an anteceaérdrganisational commitment as well

(Schaufeli et al., 2001).

What seems to be a current trend in the literaisirthat studies conducted around work
engagement and organisational commitment are isicrglg being linked with job resources,
as well as to some extent, job demands (Hakeneah,e2006; Jackson et al., 2006). Thus
what is appearing in current literature is a moakich incorporates and addresses the
relationships between work engagement and orgamsdtcommitment (the two POB
constructs of the present study) with job resousses job demands. After a brief definition
of job resources and job demands, a detailed rewiethie Job Demands Resources Model

will then be put forward as the theoretical framewaf the present study.
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2.6  Defining Job Resources and Job Demands
Job resources and job demands are seen to benhlcheracteristics of any occupation, and

their presence or absence has been found to beedetd of many organisational outcomes,
both positive and negative. In terms of positivgamisational outcomes, their relationship
with work engagement and organisational commitnieag been found to be prominent
(Bakker & Schaufeli, 2008). Regardless of occupatibie importance of noting what job
demands and resources impact on the job is crugsakhall be discussed in the next sub-
section of this chapter, the theoretical framewtwk this research is the Job Demands-
Resources (JD-R) Model and its extension, the [DRm@cesses model; it is from the
perspective of these models that a discussionbofgeources and job demands shall now be

undertaken.

2.6.1 Job resources. Job resources refer to those physical, social aganisational
aspects of a job that may: firstly, reduce job dedsaand the associated physiological and
psychological costs; secondly, be functional inieghg work goals; and finally, stimulate
personal growth, learning and development (Bakk&etnerouti, 2007; Schaufeli & Bakker,

2004).

Major job resources are seen to include social aipwb enhancement activities, increased
control and autonomy, increased participation igisien-making (Rothmann & Joubert,
2007). The above suggests that job resources @renhoimportant in terms of employees
dealing with job demands, however are importanthgir own rights too (Hakenen et al.,

2006).

With regards to what is known as thetivational process within the JD-R and Dual Process

models, job resources have been found to be tlagest predictor of work engagement



27

(Schaufeli & Bakker, 2004). In a sample of empl®yegorking in a manufacturing
organisation in South Africa, Coetzer and Rothm@®9) found that job resources, such as
organisational support and growth opportunitiestentbe best predictors of the vigour and
dedication components of engagement. Hakanen, Baki® Demerouti (2005) found that
job resources were predictive of work engagemena ilarge sample of Finish dentists.
Hakanen Schaufeli and Ahloa (2008) found longitatisupport for the predictive value of
job resources for engagement. Following this body research, the present study
hypothesizes that job resources will have a pasitelationship with engagement, and further
that job resources predict engagement. In termbteimotivational process, much research
has found that engagement also serves as a meididhar relationship between job resources

and certain positive organisational outcomes.

A research study conducted by Hakenen et al. (26808)d support for the existence of a
dual process model, the results particularly sujggothe motivational process which found
that job resources influenced future work engageémevhich, in turn, predicted
organisational commitment. The results of this gtilis supported the proposition that work
engagement acts as a mediator in the relations#tipelen job resources and organisational
commitment (Hakanen et al.,, 2008). The JD-R Moded hlso been applied to various
samples of educators and teachers. In a study ctedtlwith a sample of Finnish elementary,
secondary, and vocational school teachers (h=2088anen et al. (2008) found support for
the motivational process of the JD-R Model as fgdi indicated that job resources
influenced work engagement, which, in turn predicteganisational commitment. Thus,
work engagement was found to mediate the relatipnfletween job resources and
organisational commitment (Hakenen et al., 2008)vds found that the availability of job
resources functioned as an antecedent of the ntotneh process which, via work

engagement, resulted in greater levels of orgaarsstcommitment (Hakenen et al., 2006).
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A study conducted within the South African contéxt Jackson et al. (2006) found work
engagement (vigour and dedication) to mediate ¢fetionship between job resources and
organisational commitment in a sample of educateofiowing this body of research, the
current study hypothesises that work engagementiatesdthe relationship between job

resources and organisational commitment.

Although the JD-R Model has been tested in a waétcountries, and using a variety of
samples, within the South African context therensedo be a gap in the literature with
regards to testing the JD-R Model of high schoatkers in particular. Further, however, no
studies utilising the JD-R/Dual Processes Modelehget been conducted for high school
teachers at former model C schools in South Afitace the state of the education system in
South Africa is seen to be somewhat lacking (As&éhdames, 2001), amplified by the fact
that former model C high schools seem to be suidetihe most in terms of being faced with
various demands in spite of few resources (Makh@bal), the present study intends to add
to the existing body of knowledge on the JD-R Mogwrticularly in terms of teachers

working with in former model C high schools.

2.6.2 Job demands. According to Demerouti, Schaufeli, Nachreiner et(aD01),
job demands refer to those physical, psychologsmijal, or organisational aspects of a job
that require sustained physical and/or psycholdgffart and are therefore associated with

certain physiological and/or psychological costs.

Major job demands are seen to include role ambigurork pressure (for example
insufficient time given to complete a specific t&3kand work load (Lee & Ashford, 1996);
“job demands may become stressors in situationghwhequire high effort to sustain an

expected performance level, consequently elicitiegative responses, including burnout”
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(Hakanen et al., 2006, p. 497). In this sense miahds are seen to be positively related to
stress and burnout Demerouti, Schaufeli, Nachreseal. (2001). However, what must be
noted is that it has also been argued that job ddmanay measure challenging aspects of
work rather than the stressful aspects of work €i@nd, Johnson, & Nowlin, 1997).
According to Leiter (1993), job demands and joloueses are seen to be related due to the
fact that a work environment that is overly demagdisually is accompanied by insufficient

resources.

With regards to thenergetic process of the JD-R/Dual Processes Models it has widebnbe
found that job demands are positively related tonbut (Bakker et al., 2004; Bakker,
Demerouti & Euwema, 2005). In their meta-analytiedy, Lee and Ashford (1996) found
that emotional exhaustion is more strongly reldtegbb demands than it is to job resources.
Hakenen et al. (2006) found that burnout has agtpmsitive relationship with job demands.
Schaufeli and Bakker (2004) found that a strongti@hship exited between job demands and
burnout in a sample of school teachers in the Niethés. Within the South African context,
a study conducted by Jackson and Rothmann (200%) semple of educators, also found

support for the energetic process of the JD-R Model

Literature further suggests that the motivationadl &nergetic processes do not operate in
isolation, and that there are interconnections betwthe two (Jackson & Rothmann, 2005;
Salanova & Schaufeli, 2008). Studies have showhjtiiaresources are more salient in the
context of high job demands and thus act as a bunffine relationship between job demands
and burnout (Bakker et al., 2005; Verbruggen, 2089ack of job resources has also been
shown to influence burnout. Schaufeli and Bakk@&@0@ found social support, coaching and
feedback to be negativly related with the levels eshaustion, cynicism and lack of

professional efficacy (dimensions of burnout). BakkDemerouti, Taris, Schaufeli and
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Schreurs (2003) also found a negative relationgl@fween a lack of job resources and

burnout.

To summarise, research and literature up until ihas found support for the JD-R/Dual
Processes Model. It has been found by many studseslisccused above, that a positive
relationship between job resources, work engagermeathtpositive organisational outcomes
such as organisational commitment (motivationalcpss); between job demands, burnout
and negative outcomes such as ill health (energeticess); further, a negative relationship

between job resources and burnout has been fousxisb

2.6.2.1 The differentiated approach to job demands. A critical review of the

literature around the JD-R/Dual Processes Modegesitg that no relationship between job
demands and engagement exists; this is maintaimed though many researchers have
suggested that the motivational process and thegetie process do not exist in isolation
(Schaufeli & Bakker, 2004). This can be seen astigal gap in the literature, as well as an
underdeveloped component of the model. Much rekeausing on the links between the
two processes exists mainly around the bufferinglofresources in the relationship between
job demands and burnout (Bakker et al., 2005; Baldteal., 2007; Schaufeli & Bakker,

2004). Demands have solely been conceptualiseaiag belated to, and causing negative
organisational outcomes (Schaufeli & Bakker, 20@4hd thus very little empirical evidence
exists regarding the relationship between job delmaand work engagement, or if in fact

certain job demands are antecedents of work engagem

Some research studies testing the JD-R model hgyeoded the notion that job demands
have no relationship with work engagement (Llordekker, Schaufeli, & Salanova, 2006).

Other studies have found a slightly negative refehip between job demands and work
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engagement, as was found by Hakanen et al. (2008nh@ a sample of Finish dentists.
However, interestingly, there have been some stutthat have found positive relationships
between job demands and work engagement. In thegitudinal study among health care
personnel, Mauno, Kinnunen and Ruokolairfg@07) found that the job demand, labelled
time demands was found to be positively related to the absorptdimension of work

engagement. This is a particularly interesting igddue to the fact that the study is
longitudinal in nature, as opposed to a cross-@ealki type of research design, which
dominates most of the research conducted on th&® JDedel, and is often critiqued.

Longitudinal studies are much preferred as they test causal relationships and are
generally a more robust form of research than esesfional designs. This finding thus is
based in a highly legitimate study and is a veny @@&d prominent finding within the JD-R

model. Further, Schaufeli and Bakker (2004) founditve correlations between emotional

overload (job demand) and vigour and dedicatioa ¢ibre dimensions of work engagement).

Further, South African studies have also shown fuditive relationships exist between
certain job demands and work engagement. A studgwzded by Rothmann and Jordaan
(2006) found that job demands can contribute tadipteg dedication, which is a dimension
of work engagement. In the context of the abovdifigs, it becomes apparent that there is a
glaring gap in the literature around the JD-R/Dieedcesses Model, due to the fact that the
possible and probable relationship between job delshand work engagement largely seems
to be ignored, assumed away, or appraised as aideital finding (Crawford et al., 2010).
The above results thus show that “some job demdmhg about a positive effect on
engagement, but others provoke a negative effee@ngagement... this means that perhaps
the JD-R Model should be adjusted, as it seemsthiea¢ does exist a relationship between

job demands and engagement” (Verbruggen, 2009, p. 9
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In light of the above findings, the current studypbthesizes that a relationship exists
between job demands and work engagement, howeaethis relationship depends on the
differentiation of job demands. Thus, what is proposed is thaticetypes of job demands
are positively related to, and are antecedentsook wngagement and could therefore lead to
positive organisational outcomes such as orgaoisati commitment. A theoretical
distinction between types of job demands has rgcémen suggested by Crawford et al.

(2010).

Crawford et al. (2010) distinguish betweehallenge stressors and hindrance stressors,
within the present studstressor will be substituted witldemand. According to Crawford et
al. (2010) “challenges tend to be appraised asdtredemands that have the potential to
promote mastery, personal growth, or future gdixamples of challenges include demands
such as high workload, time pressure, and highidesejob responsibility” (Crawford et al.,
2010, p. 836). Thus challenge demands are demhaatsan result in work engagement due
to the fact that they are more of a mechanism #stress, rather than distress (Crawford et
al., 2010). On the other hand, hindrance demandd te “...be appraised as stressful
demands that have the potential to thwart persgmmaith, learning, and goal attainment ...
examples of hindrances include demands such asooléct, role ambiguity, organisational
politics, red tape and hassles” (p. 836). As casdamn from the above, when job demands are
differentiated into challenge and hindrance demaadsositive outlook of job demands can
then become more viable. Therefore, hindrance ddmdrave an opposite function of
challenge demands in that they do not challenganthieidual to higher functioning, and thus

lead to distress.
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Job complexity, job
Challenge responsibility, time
Demand urgency, work load
Job Demands
Hindrance Situational constraints,
Demands [* organisational politics,
role overload

Figure 1. Differentiated job demands. Adapted from “Linkingb demands and resources to
employee engagement and burnout: a theoreticahgirte and meta-analytic test” by E.R. Crawford,

J.A. LePine, and B.L. Rich, 201@gurnal of Applied Psychology, 95, p. 836.

In summary, the present study hypotheses that wdierentiation of job demands is
undertaken, a possible relationship between cejpaimlemands (challenge demands) can be
seen as generating positive effects on, and pgssibld predictive value for work
engagement; whereas in line with the literaturegojob demands (hindrance demands) will
have a negative relationship with work engagem@ue to the fact that certain job demands
have been found to be positively related to worgagement (Crawford et al., 2010), it can
further be presumed that this relationship in tunpacts upon other positive organisational
outcomes. Within the literature although, a moded heen found showing that job resources
lead to work engagement which further leads totp@siorganisational outcomes such as
organisational commitment (Schaufeli & Bakker, 200No existing research has
investigated whether job demands, that are shodsatbto work engagement, further lead to
positive organisational outcomes, even less reBehas been conducted on high school
teachers in South Africa. The findings of the cotrgtudy thus will lead to an expansion and
adaption of what is already known about the JD-RIDRrocesses Model. In order to further
extend the notion that challenge job demands hak@eato play within the motivational
process of the JD-R model, the present study algmthesizes that work engagement

mediates the relationship between challenge jobadeshand organisational commitment.
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2.7  Theoretical Framework
As has been referred to in the previous sectiothisfchapter, thdob Demands Resources

Model (JD-R) of Demerouti, Schaufeli, Nachreiner et(2D01) and its extension, tHual
Process Model of Schaufeli and Bakker (2004) serve as the thieateframework for the
present study. In light of the present study, tlhe®va are suitable as the theoretical
framework underlying the research due to the fdwdt tthese models allow for the

incorporation of all of the constructs of the prassudy.

2.7.1 The Job Demands-Resources Model (JD-R). The JD-R model is a heuristic
model that specifies how employee wellbeing maypbeduced by two specific sets of
working conditions, these conditions being: job dens and job resources (Demerouti,
Schaufeli, Nachreiner et al., 2001). These two tm$ influence respectively the health
and commitment of employees, or more specificdlgse conditions influence the levels of
burnout and wellbeing of employees (Bakker, Demiréiakanen, & Xanthopoulou, 2007;
Verbruggen, 2009). As discussed above, job demeafds to “... those physical, social or
organisational aspects of the job that requireasustl physical or mental effort and are
therefore associated with certain psychologicatslofBakker et al., 2005, p. 170). This
definition of job demands does not necessarily nthkahdemands are negative; however, if
demands are experienced as too high for a lon@ger time, this may result in a loss of
functioning, stress which could lead to burnout, ilbotess (Hakanen et al., 2008). Job
resourcesefer to “... those physical, psychological, soc@l,organisational aspects of the
job that (a) are functional in achieving work godly reduce job demands and the associated
physiological and psychological costs, or (c) statel personal growth and development”
(Bakker et al., 2005, p. 170). A lack of job resm# can lead to disengagement and mental
withdrawal, which are also symptoms of burnout (Bewati, Schaufeli, Nachreiner et al.,

2001)
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As can be posited from the above, the concepttiaisaf the JD-R model can be seen as
solely focused upon negative organisational statesoutcomes, as the focus is mainly on
the causes of burnout due to high job demandsisengagement due to low job resources.
Thus, the JD-R model was developed as a burnouehtodoegin (Demerouti, Schaufeli,

Nachreiner et al., 2001)

2.7.2 An extension of the JD-R Model: The Dual Process Model. Building upon
the JD-R model, Schaufeli and Bakker (2004) extdnttee model to include a positive
outcome:work engagement. With the extension of the JD-R model, it was msgd that two
parallel processes take place in the context oflgrhands and job resources, these being the
energetic process which links job demands with burnout leading to at&ge organisational
outcomes such as ill health, and thaivational processwhich links job resources with work
engagement leading to positive organisational snessuch as organisational commitment
(Hakanen et al., 2006; Schaufeli & Bakker, 2004)s Ifurther proposed that there exists a
cross-link between the two processes whereby jsburees relate negatively to burnout due
to the fact that if job resources are high they aanas a buffer in the relationship between

job demands and burnout (Hakanen et al., 2006;8eh& Bakker, 2004).
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Job demands > Burnout > [l health
A
Job resour ces > Engagement > Organisational
Commitment

Figure 2. Proposed directions according to the JD-R ModeallDRrocesses Model. Taken from
“Burnout and work engagement among teachers” byHaRanen, A.B. Bakker, and W.B. Schaufeli,

2006,Journal of School Psychology, 43, p. 497.

The JD-R Model has been tested in various counsuel as the Netherlands (Bakle¢ral.,
2004), Finland (Hakanen et al., 2008; Mauno et 2007), and South Africa (Coetzer &
Rothmann, 2009; Jackson & Rothmann, 2005a). Fyrther JD-R Model has also been
tested for its robustness among various sampleba(®eli & Bakker, 2004). Current
literature overwhelmingly supports the proposedstexice of the two processes within the
JD-R/Dual Processes Model (Coetzer & Rothmann, 20@8kson & Rothmann, 2005a;

Schaufeli & Bakker, 2004).

2.9  ThePresent Study

The aim of the present study was to investigater¢hationship between work engagement,
organisational commitment, job resources and jomatals (through the differentiation
between challenge demands and hindrance demarglshaotvn within the literature review,
previous studies within the theoretical frameworktioe JD-R Model have focused on
addressing the specific relationship between jolmat&ls and burnout, job resources and
work engagement, and job resources as bufferseimefationship between job demands and

burnout. Further, although some research has beeducted within samples of educators
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and teachers nationally and internationally, vesw fstudies have focused specifically on
high school teachers in South Africa, with no reskedeing conducted on job demands, job
resources, work engagement and organisational conani of teachers working within

former model C high schools. Current literature fuather suggested that existing research
has only investigated a process consisting of jebources, work engagement and
organisational commitment (the motivational procefthe JD-R/Dual Processes Model),
thus overlooking the role of certain job demandthinithis model. Thus there is a gap in the

literature in the international context, and, sfieally within the South African context.

Therefore, the aim of the present study is to iigate a model (based on the JD-R/Dual
Processes Model) where work engagement mediate®ldgieonship between challenge job
demands and organisational commitment, and alsaatesdthe relationship job resources
and organisational commitment. By doing so, thes@mé study will contribute greatly to, as
well as expand upon the existing body of literatafehe JD-R Model. Findings from the
study will especially contribute to the South A#ic context where such research would
prove invaluable in the insights of high schoolcte&s’ psychological wellbeing and

facilitate in certain interventions and change nggmaent programs.
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Job Resources + > Work | I . | | Organisational
Engagement Commitment
Challenge
Demands _
Job Demanc
Hindrance
Demands

Figure 3. Theoretical Model: The hypothesised relationshipstwkeen work engagement,

organisational commitment, job demands and joburess.

In summary, in the current literature, it is exgecthat a positive relationship between job
resources and work engagement exists; and thatrgeburces are predictive of work

engagement. Further, it is expected that work esgagt mediates the relationship between
job resources and organisational commitment (Hakagteal., 2006). In terms of the

relationship between differentiated job demandsjas expected that challenge job demands
were positively related to work engagement, wheh@adrance job demands were negatively
related to work engagement. It is further expedieat work engagement mediates the

relationship between challenge job demands anchma@onal commitment.

In light of the above, the following has been hystised:
H*: Job resources are positively related to work eegemt.

H? Challenge job demands are positively related tckweangagement.

T
w

: Hindrance job demands are negatively related ik wongagement.

T
I

: Job resources are predictive of work engagement.
H® Work engagement mediates the relationship betj@emesources and organisational

commitment.
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H® Work engagement mediates the relationship betwewilenge job demands and

organisational commitment.

210 Summary

In conclusion, the above chapter provided an itfdepscussion pertaining to the constructs
that are to be researched in the present studse theing, work engagement, organisational
commitment, job demands and job resources. Eacihesfe constructs were defined and
conceptualised. Further, the current body of reteaith regards to each of the constructs
was discussed, and a discussion of the relatiogshgiween the constructs was also
undertaken. Throughout the discussion the aimBeoptesent study were highlighted so as to
make clear where the present research fits in, waifidcontribute to, existing bodies of
knowledge and current literature. The theoreticatnework underlying the present was then

elucidated.
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Chapter 3: Research M ethodology

3.1 Introduction

The purpose of this chapter is to discuss the reBeaethodology that was used within the
present study. The chapter will first start by dissing the research design used. Second, a
discussion of the participants who took part in shedy will take place. Third, the sampling
method of the study will be highlighted. Fourthe thheasuring instruments used in this study,
namely: the Utrecht Work Engagement Scale, Orgaarsl Commitment Questionnaire and
the Job Demands-Resources Scale, shall be discusdedns of their items, underlying
factor structure as well as their reliability. Bifthe method of statistical analysis of the data
collected will take place. Sixth, the data collentprocedure shall be explained. Finally, the

ethical considerations of the present study slea#lbcidated.

3.2  Research Design

In order to reach the objectives of this reseaacuantitative research design was used. A
booklet consisting of a biographical data sheet #nele psychological scales was used for
the purpose of data collection. The specific redealesign used in the present study was a
cross-sectional design, whereby a sample was di@mmmthe population at any one time and
point (Huysamen, 1994; Shaughnessy & Zechmeis®&7)1 This design can also be used to
evaluate interrelationships among variables withipopulation and is ideal to describe and
predict functions associated with correlative resigathus, within the present study, the data
collected was used to describe the population apexific point in time. According to
Shaughnessy and Zechmeister (1997) this type ddarels design is ideally suited to
descriptive and predictive functions and, thus isllwsuited to achieve the aims and

objectives of the present study.
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3.3  Research Participants

The research participants of the present studyistealsof teachers employed at two former
model C high schools in Durban North, KwaZulu-Na#afteacher’, in the case of this study,

refers to any individual employed to teach studemtsither of the two former model C high

schools aforementioned. A total of approximatel\® iBachers are employed at the two
former model C high schools in Durban North, Kwaz®atal. Out of a targeted possible
159 participants, a non-probability convenience @amf 117 participants (n=117) took part
in the study and completed the questionnaire thad wdistributed. The response rate is
acceptable as 74% of the population was accesdadhws an appropriate sample size for

this population (Sekaran, 2000).

The majority of the sample comprised of femalesq9%§ in relation to the number of males
(23.1%), this is acceptable due to the fact thatettwere more females generally employed
as high school teachers within the population g®seed to males. Most of the participants in
the study (29.9%) belonged to the age category5e82 years old. Further 25.6% of the
participants were aged 24 years or younger; 23.9%eparticipants were 46-55 years of
age; whereas 11.1% of participants were 56 yeatokter; and, 9.4% of participants was of
the age group of 36-45 years old. It can be infefrem Table 1 that the majority of the
sample used in the present study were youngercpmamtits, with a cumulative percentage of
55.5% of participants being 35 years or youngerteims of marital status, the majority
(45.3%) of the participants were married; with 36%participants being single; 12% being
divorced, 6.8% living with a partner; and 0.9% wada. Most of the participants in this
study had been teaching at their organisationefss than 5 years (59%); whereas 15.4% had
been at their organisation for more than 20 yeb4<5% at their organisation for 6-10 years;
and, 11.1% teaching at their organisation for 1ly2@rs. The fact that the majority of

participants had worked at their organisation fge&rs or less could be explained by the fact
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that the majority of the participants too, were ygwand thus it could be deduced that they
had not been in the teaching profession for a aasiunt of time to be teaching for longer
periods. Pertaining to the highest qualificatioiinaed by the participants, the majority
(48.8%) had attained a degree as their highesifigatibn to date. Further, 38.5% of the
participants had attained a postgraduate degrdeeashighest level of qualification attained,
and lastly, 12% of participants reported to haveaioled a diploma as their highest

gualification.

The characteristics of the participants are deedrib Table 1.

Table 1

Characteristics of Participants

Item Category Frequency Per centage
Gender Male 27 23.1
Female 90 76.9
Age 24 years and younger 30 25.6
25-35 years 35 29.9
36-45 years 11 9.4
46-55 years 28 23.9
56 years and older 13 11.1
Marital status Single 41 35
Divorced 14 12
Widowed 1 0.9
Married 53 45.3
Living with a partner 8 6.8
Yearsin organisation Less than 5 years 69 59
6-10 years 17 14.5
11-20 years 13 11.1
More than 20 years 18 15.4
Highest qualification Matric certificate 0 0
attained Diploma 14 12
Degree 57 48.8
Postgraduate degree 45 38.5

Note:  Percentages may not add up to 100% owing to ngjstata in some categories
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34  Sampling Method
The sample was gathered using a non-probabilitwemence sampling method. A non-

probability sample means that the sample selectexs chot have a probable chance of
representing the target population. Conveniencepbagiis a non-probability sampling

technigue whereby subjects are selected becausieof convenient accessibility and

proximity to the researcher (Shaughnessy & Zechegi$997). This sampling method was
used because it is the most convenient way ofcolig data from the teachers due to the fact
that, out of the population, it was unknown whattipalar teachers would be accessible on
the data collection dates. Due to the fact thattdrgeted population is relatively small

(N=159), the use of non-probability convenience @iamng is acceptable as drawing a non-
random sample will include a large proportion oé fopulation nonetheless. This type of
sampling method was also chosen for the advantafgaesing less complicated and less time

consuming, in addition to being more economicaly$&men, 1994).

3.5 Measuring Instruments

A demographic questionnaire as well as three maagunrstruments were used in this study,
namely the Utrecht Work Engagement Scale (UWES)a(&ti et al., 2002), the

Organisational Commitment Questionnaire (OCQ) dAll& Meyer, 1990), the Job

Demands-Resources Scale (JDRS) (Jackson & Rothn2@d®a) (See Appendices 1, 2, 3

and 4 respectively).

3.5.1 Demographic questionnaire. A demographic questionnaire was developed
by the researcher in order to collect demograpffiorination about the participants of the
present study. Information collected included tiéfving: gender, age group, marital status,

years working within the organisation (tenure) aighest qualification attained.
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3.5.2 Utrecht Work Engagement Scale (UWES). The UWES(Schaufeli et al.,
2002) was used to measure levels of engageaidhe participants within the present study.
The UWES was chosen as a measure for this studytaldke fact that it is the most
commonly used measure of work engagement, furttiis, measuring instrument is in
keeping with the definition of work engagement asspribed to by this study and thus was
chosen as a measure. The UWES measures threeyimglelimensions of work engagement,
namely: vigour, dedication and absorption in thenf@f a 17-item, self-report questionnaire
(UWES-17). The three dimensions of engagement eadiftinguished, namelyigour (6
items; for example “I am bursting with energy in nmork”), dedication (5 items; for
example “I find my work full of meaning and purp&sand absorption (6 items; for example

“When | am working, | forget everything else around”).

Engaged workers are characterised by high levelMgaiur and dedication and are highly
immersed in their jobs (Coetzee & Rothmann, 2006 UWES is scored on a seven-point
Likert-scale ranging from 1 (never) to 7 (everydagy has been validated in many countries
such as China, Finland, Greece, Japan and SouiteABakker et al., 2008; Seppéala et al.,
2009). In most cases the three-factor structurebleas validated within the South African
context (Rothmann & Jordaan, 2006). Internal caesty and reliability for the three
subscales of this instrument have been found tgerdretween 0.68 and 0.91 (Coetzee &
Rothmann, 2005). Improvement of the alpha coeffic{eanging from 0.78 to 0.89) seems to
be possible without adversely affecting the interoansistency of the scale (Storm &
Rothmann, 2003). In a South African sample Storrd Bothmann (2003) reported the
following alpha coefficients for the three subseal@igour: 0.79; dedication: 0.89 and
absorption, 0.78; all of which indicate high levelsinternal consistency of the scale items.
Within a sample of South African educators thedwihg alpha coefficients were found:

vigour: 0.70 and dedication: 0.81 (Jackson et 2006). Within the literature there is an
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ongoing debate that vigour and dedication are thee aimensions measuring work

engagement, with absorption as a unnecessary dionef@ackson et al., 2006).

3.5.3 The Organisational Commitment Questionnaire (OCQ). The OCQ (Allen
& Meyer, 1990) was used to measure affective, ocomatice as well as normative
organisational commitment of the participants. TRECQ measures organisational
commitment along three subscales (dimensions)-tagelations between populations were
found to be consistent above 0.90 (Allen & Mey&9Q). Response to this scale was given
on a five-point Likert-scale ranging from 1 (stronglisagree) to 5 (strongly agree). The
three dimensions of organisational commitment can distinguished, namelsgffective
commitment (6 items; for example “I do not feel emotionallttached’ to this organisation”),
continuance commitment (6 items; for example “One of the few negative seuences of
leaving this organisation would be the scarcity avhilable resources”), andormative
commitment (6 items; for example “I would not leave my orgaation right now because |

have a sense of obligation to the people in it”).

The internal consistency for this questionnaire lieen confirmed at the 0.80 level (Suliman
& lles, 2000). Intercorrelations among populatitvese been found to be consistently above
0.90 (Allen & Meyer, 1996). In South African stugieKwela (2001) found the alpha
coefficient of 0.87, as did Rugg (2001). A studyndocted by Stander and Rothmann (2010),
utilising a two-factor model of organisational comtment, found an alpha coefficient of 0.88
for attitudinal commitment (consisting of affectiaad normative components) and 0.54 for
continuance commitment. There is some debate wékisting literature with regards to the
fact that some research has found that the threerdiions measured by the OCQ (affective,

continuance and normative) overlap to a great ¢X@when, 2007).
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354 The Job Demands-Resources Scale (JDRS). The JDRS (Jackson &
Rothmann, 2005a) was used to measure specifichjatacteristics (demands and resources)
of the participants. The JDRS consists of 42 itevith the questions rated on a four-point
Likert-scale ranging from 1 (never) to 4 (alway$he 42 items that comprise the scale
consist of dimensions related to; pace and amotintook, mental load, emotional load,
variety in work, opportunities to learn, indepencken work, relationships with colleagues,
relationship with immediate supervisor, ambiguitesout work, information participation,
contact possibilities remuneration and career pddgs. Jackson and Rothmann (2005a)
found that the dimensions of the JDRS consistedsefen reliable factors, namely;
organisational support, growth opportunities, owad, job insecurity, relationship with
colleagues, control and rewards. A psychometriclueN@n of the JDRS conducted by
Rothmann et al. (2006), found that the dimensiohthe JDRS consisted of five reliable
factors, namely.overload (8 items; for example “Do you work under time pres®”)
growth opportunities (7 items; for example “does your work give you feeling that you can
achieve something?’prganisational support (18 items; for example “can you discuss work
problems with your direct supervisor?jdb insecurity (3 items; for example “do you need to
be more secure that you will keep your currentijolbhe next year?”), anddvancement (6
items; for example “does your organisation give yooportunities to follow training

courses?”).

The JDRS was chosen as a measure for job demaddesources within the present study
due to the fact that it was developed within thetBdAfrican context and have been widely
validated among South African samples (Jacksomh.,e2@06; Rothmann et al., 2006), it has
thus been tested with a variety of samples andbleas found to have sufficient internal
consistency and high levels of reliability. Rothmaat al. (2006) found reliable alpha

coefficients for the JDRS as a whole, which randmdween 0.76 and 0.92. Further,
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Rothmann et al. (2006) found highly reliable algo@fficients for the five factors that were
extracted from the JDRS: growth opportunities, 0.&88ganisational support, 0.92;
advancement, 0.83; overload, 0.76; and job insgGUli89. A study conducted by Jackson
et al. (2006) using a sample of educators in SAftilca further reported the following alpha
coefficients for four factors (renamed by the reseers) of the JDRS: organisational

support, 0.88; overload, 0.73; growth opportunjte81 and advancement, 0.75.

3.6 Statistical Analysis

The Statistical Package for the Social Sciencegrpm (version 19) was used to carry out
statistical analysis (SPSS, 2003). This programaiasen due to the fact that it is a program
widely used to analyse quantitative data within 8oeial Sciences, and was appropriate to
use when taking into account the volume of datecipated to be collected within the present

study.

Firstly, exploratory factor analysis was undertakeorder to determine the factor structure
of the UWES, OCQ as well as the JDRS; the factarctire was tested in a path analysis
following a two-step procedure. In the first stapsimple principle components analysis was
conducted on the constructs which form part of pgreposed model, including work

engagement, organisational commitment as well &sdemands and job resources the
eigenvalues and scree plots were then studied termdime the number of factors. In the
second step, either a principle components analygis direct oblimin rotation was

conducted if factors were related, or principle poments analysis with varimax rotation was

used if the obtained factors were not related (€abek & Fidell, 2001).
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Secondly, descriptive statistics were used to egptbe data that was collected from the
participants. Descriptive statistics consist of nganedians, standard deviations, skewness

and kurtosis (Tabachnick & Fidell, 2001).

Thirdly, Cronbach alpha coefficients)(were then used to assess the internal consisti#ncy
the measuring instruments (Gregory, 2007). The algbefficient conveys important
information regarding the proportion of error vaga contained in a scale, a test with high
internal consistency will also tend to show stépibf scores, and therefore is a useful
measure of reliability (Gregory, 2007). When usirikert-type scales, such as in the case of
the present study, it is imperative to calculate @ronbach alpha coefficient in order to
determine the internal consistency reliability &y scale or sub-scale being used (Gregory,
2007). Nunnally and Bernstein (1994), suggest astlea Cronbach alpha coefficient of

around 0.70 as being an acceptable level of inkeoresistency.

Fourthly, Pearson product-momentum correlation fawehts were used to specify the
relationship between the variables in the presermtys The level of statistical significance
was set up a8 <.05. It must be noted that criticism have beeelled against the sole use of
statistical significance testing and thus it isorended that effect sizes be established in
order to determine the practical importance ofaistically significant relationship (Steyn,
2002). Therefore, effect sizes (Cohen, 1988) weexlun addition to statistical significance
testing in order to determine the significance alationships. Effect sizes indicate whether
obtained results are of practical importance (whagisatistical significance may often show
results which are of little practical relevance)s fe use of only statistical significance
testing in a routine manner has recently beercis@d by some researchers, with the request

to place more emphasis on effect sizes (Steyn,)2@0@ut-off point of 0.30, was set for the
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determination of practical significance. Generaflynedium effect size ranges between 0.30

to 0.49, whilst a large effect size ranges fronD@bd above (Steyn, 2002).

Fifthly, multiple regression analysis was conduciadorder to determine whether job
resources held predictive value for work engagemdnttiple regression analysis was used
to analyse whether two or more predictors (indepahdaariables) would predict a criterion
(dependent variable) (Howell, 1995). Thereforehwitthe present study, multiple regression
analyses were conducted with job resources as rhependent variable, and work

engagement as the dependent variable.

Lastly, in order to test the hypothesised meditatiarelationships of the present study, a
series of multiple regression analyses were caaigdThe procedure for testing meditational
relationships set by Baron and Kenny (1986) wasviad. According to these authors, Beta
coefficients () of different regression equations must be congpameorder to test for a
mediation effect. Specifically, Baron and Kenny &&P recommend that a series of
regression models should be estimated in ordeegbfor mediation. The authors suggest a
three step procedure, whereby; first, the medialmuld be regressed on the independent
variable; second, the dependent variable shoulédpessed on the independent variable; and
third, the dependent variable should be regressedoth the independent variable and the
mediator. Separate coefficients for each of thevatemuations are then estimated and tested
(Baron & Kenny, 1986). These three regression egusthen provide tests for the linkages
of the meditational model. Full mediation occursewh controlling for the mediator, the
independent variable no longer affects the depeandemnable (in other words, when the
independent variable is no longer statisticallyngigant), whereas partial mediation occurs

when, controlling for the mediator, the effect bétindependent variable on the dependent
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variable is reduced, but is still statistically rsfgcant (Baron & Kenny, 1986; Preacher &

Hayes, 2004).

3.7  Procedure

A letter asking permission to enter school premiggsthe purpose of administering the
survey booklets to the teachers was sought frorh ed¢he school principles of the two
former model C high schools in the Durban Northaawé KwaZulu-Natal (see Appendix 5).
The teachers were then briefed about the focuseo$tudy and were given a letter describing
precisely and specifically what was required ofmheafter which they were asked if they
were willing to participate in the study. Partidipa was voluntary and participants were told
that they were free to withdraw from the study &atever time and for whatever reason. If
the individual choose to participate in the reseatudy, then they were required to sign a
letter of consent (see Appendix 6). Those who chdosparticipate were then required to
complete the survey booklet consisting of the apical questionnaire, the Utrecht Work
Engagement Scale, the Organisational Commitmenstigmmaire, and the Job Demands-
Resources Scale. Teachers that were on the scheoligges on the day of the survey
administration were told about the aims and theetgiohg rationale of the study and then
asked if they wished to participate in this studlyhey agreed to participate, they were given
a survey to complete at their own convenience amck\asked when it would be appropriate
for the researcher to return to them in order ttecbthe completed survey. The researcher

then recorded the appropriate time to return, adcal

3.8  Ethical Considerations
The participants that were on the school premigeshe day of the data collection were
informed about the study, including the aims arnbnale of the study. The participants were

then given a letter detailing what would be reqiiioé them, as well as what would be done



51

with the data once it had been collected, wheweiild be kept and for how long, as well as
how the data will be disposed of. The participamése told that participation is voluntary,
that the survey was anonymous, confidential, ard tio personal information or personal
feedback would be given. The participants werehfrassured that that they could withdraw
from the study at any time they so choose, anaigrreason. The data collected will be kept
in the supervisor’s office under lock and key fquaaiod of five years, to prevent any misuse
of the data. Once this time has lapsed, the databeidisposed of using a shredder. The
names and contact numbers of the supervisor aednaser were put on the letter in case the
participants wished to contact us should they feawequestions regarding the study, as well
as the contact number of a representative workinghe University of KwaZulu-Natal

research office.

3.9 Summary

The current chapter highlighted the research metlogg guiding the present research study.
This chapter aimed to set forward the type of ne$edesign utilised, the participants who
took part in the study, as well as the samplingho@temployed. Further, this chapter
discussed the measuring instruments that were usedfie data collection process, by

referring to their structure, the types of itemsirfd within the instruments, as well as
reporting of the reliabilities of each of the instrents found in previous research studies,
both international and within the South African . Within this chapter, the statistical

analysis procedure was also discussed in a stegpelpymanner. Finally the procedure of data
collection that was followed was elucidated towedl as the ethical issues pertaining to the

present study. In the following chapter, the resaftthe study shall be discussed.
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Chapter 4: Results

4.1  Introduction

The purpose of this chapter is to report the reafithe statistical analyses undertaken in the
study. The results will be reported in the ordemimich they were carried out. Firstly, the
results of the exploratory factor analysis on th&ES, OCQ and JDRS shall be reported on.
Secondly, the descriptive statistics of each ofrtleasures shall be reported on, along with
the Cronbach alpha coefficients for each of thérimsents used in the study. Thirdly, the
results from the Pearson product-momentum coroglatioefficients will be discussed in
terms of the relationships found between the vegabnder study. Fourthly, the results from
the multiple regression analyses, which were usextder to determine whether job demands
are predictive of work engagement, shall be reporténally, the series of multiple
regression analyses undertaken in order to teshypethesised meditational effects shall
then be reported on for each meditational relalignshat was hypothesised in the present

study.

4.2  Exploratory Factor Analysis

Exploratory factor analysis was conducted on akéhof the measuring instruments used in
the present study. Factor analysis was then urkdgrtan order to determine the factor
structure of the UWES, OCQ as well as the JDRS. rHselts of the exploratory factor

analysis of the UWES, OCQ and JDRS are shown inleaB, 3 and 4 respectively.

Variables are grouped by size and ordered to famliinterpretation. Zeros represent

loadings lower than 0.45. Labels for each factersarggested in the table footnote.
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Table 2

Factor Loadings for Principle Component Extraction and Varimax Rotation on UWES Items

Items Fi

| am bursting with energy in my work. 0.77
| find my work full of meaning and purpose. 0.73
Time flies when I'm working 0.65
| feel strong and vigorous in my job. 0.69
| am enthusiastic about my job. 0.78
When | am working, | forget everything else aroumel 0.67
My job inspires me. 0.75
When | get up in the morning, | feel like goingwork. 0.74
| feel happy when | am engrossed in my work. 0.76
| am proud of the work that | do. 0.66
I am immersed in my work. 0.71
In my job, | can continue working for very long fmets at a time. 0.68
To me, my work is challenging. 0.60
| get carried away by my work. 0.67
| am very resilient, mentally, in my job. 0.51
It is difficult to detach myself from my job. 0.49
| always persevere at work, even when things dgaoatell. 0.67

Note:  F, Work engagement

The exploratory factor analysis carried out on th&/ES, through examination of the
eigenvaluesX1) and the scree plot, indicated that one factoitccbe extracted, explaining
46.5% of the total variance. An inspection of Tablshows that all 17 items of the UWES
loaded on one factor, indicating that a one-faatodel of work engagement fitted the data
best, this factor was named work engagement. Tieefactor of work engagement thus
incorporates all three dimensions of vigour, detticeand absorption (Schaufeli, Bakker &

Salanova, 2006). Work engagement as a one factstroaet was thus defined as “a positive,
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fulfilling work-related state of mind that is chatarised by vigour, dedication and

absorption” (Schaufeli et al., 2006, p. 702).

Table 3

Factor Loadings for Principle Component Extraction and Varimax Rotation on OCQ Items

Item F, F,
| would be very happy to spend the rest of my agarethis 0.69 0.00
organisation.

It would be very hard for me to leave the orgamsatight now, even if | 0.75 0.00
wanted to.

| do not feel any obligation to remain with my cmt employer. 0.66 0.00

| really feel as if this organisation’s problems any own. 0.00 0.00
Too much of my life would be disrupted if | decidedanted to leave my 0.00 0.00
organisation right now.

Even if it were to my advantage, | do not feel dul be right to leave my 0.62 0.00
organisation right now.

| do not feel like “part of the family” at my orgesation 0.00 0.00
Right now, staying with my organisation is a matienecessity as much as 0.00 0.64
desire.

| would feel guilty if | leave my organisation righow. 0.68 0.00
| do not feel emotionally “attached” to this orgsation. 0.78 0.00
One of the few negative consequences of |leavirsgatlganisation would be 0.00 0.63
scarcity of available resources.

My organisation deserves my loyalty. 0.60 0.00
This organisation has a great deal of personal mgdor me. 0.78 0.00
| feel that | have too few options to consider iagwhis organisation 0.00 0.76

| would not leave my organisation right now becalsave a sense of 0.67 0.00
obligation to the people in it.

| do not feel a strong sense of belonging to myaoigation. 0.65 0.00
If I had not already put so much of myself intesthrganisation, | might 0.00 0.67
consider working elsewhere.

| owe a great deal to my organisation. 0.70 0.00

Note: F; Attitudinal commitment; FContinuance commitment
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The exploratory factor analysis carried out on tBEQ, through examination of the

eigenvalues>1) and the scree plot, indicated that two factanslat be extracted, explaining

41.5% of the total variance. Inspection of Tablsh®ws that 15 of the 18 items loaded on

two factors which were named attitudinal commitménsisting of both normative and

affective commitment) and continuance commitmeney® and Allen (1990) refer to

continuance commitment as an employee’s behavioarantation; “while normative

commitment, together with affective commitment, eref to an employee’s attitudinal

disposition” (Stander & Rothmann, 2010, p. 9).

Table 4

Factor Loadings for Principle Component Extraction and Varimax Rotation on JDRS Items

ltems Fl F2 F3 F4
Do you have too much work to do? 0.00 0.00 0.74 0.00
Do you work under time pressure? 0.00 0.00 0.79 0.00
Do you have to be attentive to many things at the 0.00 0.00 0.70 0.00
same time?

Do you have to give continuous attention to your 0.00 0.00 0.73 0.00
work?

Do you have to remember many things in your  0.00 0.00 0.70 0.00
work?

Are you confronted with things in your work that 0.00 0.00 0.00 0.00
affect you personally?

Do you have contact with difficult people in your 0.00 0.00 0.45 0.00
work?

Does your work put you in emotionally upsetting 0.00 0.00 0.00 0.00
situations?

Do you have enough variety in your work? 0.00 0.00 0.00 0.00
Does your job offer you opportunities for 0.00 0.51 0.00 0.00
personal growth and development?

Does your work give you the feeling that you can 0.00 0.62 0.00 0.00
achieve something?

Does your job offer you the possibility of 0.00 0.64 0.00 0.00

independent thought and action?
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Factor Loadings for Principle Component Extraction and Varimax Rotation on JDRS Items
(Continued)

Do you have freedom in carrying out your work  0.00 0.68 0.00 0.00
activities?

Do you have influence in the planning of your 0.00 0.74 0.00 0.00
work activities?

Can you participate in the decision about when a 0.00 0.48 0.00 0.00
piece of work must be completed?

Can you count on your colleagues when you 0.60 0.00 0.00 0.00
come across difficulties in your work?

If necessary can you ask your colleagues for 0.63 0.00 0.00 0.00
help?

Do you get on well with your colleagues? 0.68 0.00 0.00 0.00
Can you count on your supervisor when you 0.71 0.00 0.00 0.00
come across difficulties in your work?

Do you get on well with your supervisor? 0.67 0.00 0.00 0.00
In your work, do you feel appreciated by your 0.63 0.00 0.00 0.00
supervisor?

Do you know exactly what other people expect of 0.54 0.00 0.00 0.00

you in your work?

Do you know exactly for what you are 0.00 0.00 0.00 0.00
responsible?

Do you know exactly what your direct supervisor 0.55 0.00 0.00 0.00
thinks of your performance?

Do you receive sufficient information on the 0.66 0.00 0.00 0.00
purpose of your work?

Do you receive sufficient information of the 0.57 0.00 0.00 0.00
results of your work?

Does your direct supervisor inform you about 0.45 0.00 0.00 0.00
important issues within your
department/organisation?

Are you kept adequately up-to-date about 0.57 0.00 0.00 0.00
important issues within your organisation?

Is the decision-making process in your 0.66 0.00 0.00 0.00
organisation clear to you?

Is it clear to you whom you should address within 0.76 0.00 0.00 0.00
the organisation for specific problems?

Can you discuss work problems with your direct 0.67 0.00 0.00 0.00
supervisor?
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Factor Loadings for Principle Component Extraction and Varimax Rotation on JDRS Items
(Continued)

Can you participate in decisions about the nature 0.57 0.00 0.00 0.00
of your work?

Do you have a direct influence on your 0.00 0.00 0.00 0.00
organisations decisions?

Do you need to be more secure that you will still 0.00 0.00 0.00 0.58
be working in one year’s time?

Do you need to be more secure that you will keep0.00 0.00 0.00 0.54
your current job in the next year?

Do you need to be more secure that next year you0.00 0.00 0.00 0.00
will keep the same function level as currently?

Do you think that your organisation pays good  0.00 0.00 0.00 0.00
salaries?

Can you live comfortably on your pay? 0.00 0.00 00.0 0.00
Do you think you are paid enough for the work  0.00 0.00 0.00 0.00
you do?

Does your job offer you the possibility to 0.00 0.00 0.00 0.00
progress financially?

Does your organisation give you opportunities to 0.00 0.00 0.00 0.00
follow training courses?

Does your job give you the opportunity to be 0.00 0.00 0.00 0.00
promoted?

Note:  F, Organisational support,Browth opportunities; $Overload; i Job insecurity

The exploratory factor analysis carried out on tHeRS, through examination of the
eigenvaluesX1) and the scree plot, indicated that four factargld be extracted, explaining
48.4% of the total variance. Inspection of Tablkehéws that 30 of the 42 items of the JDRS
loaded on the four factors found. The factors weeéned as follows: a) Organisational
support, which refers to the relationship with ttmleagues and supervisor, ambiguities
regarding work, information, communication, paggtion and contact possibilities. b)
Growth opportunities, which refers to variety in nko opportunities to learn and
independence in work. c¢) Overload, which involvée tpace and amount of work,

opportunities to learn, confrontation with diffitubeople at the work place, as well as



58

independence in work. d) Job insecurity, which neféo uncertainty about the future

pertaining to working in general and more spedilyjgc@anes current job.

Therefore, through conducting exploratory factoalgsis, the current research has identified
two job resources, namely; organisational suppodd growth opportunities. Two job
demands were also identified through exploratocydiaanalysis, namely; overload and job
insecurity. Due to the fact that the present reteafso is premised upon a differentiated
approach to job demands (namely the distinctiowéetn challenge and hindrance demands),
overload was classified as a challenge demand,eabegob insecurity was classified as a

hindrance demand (Crawford et al., 2010).

4.3  Descriptive Statisticsand Cronbach Alpha Coefficients
Table 5

Descriptive Satistics

Variable N Min. Max. Mean SD SkewnesKurtosis o

UWES
Work engagement 117 41 119 93.17 18.10 -0.94 045 0.92
0oCQ

Attitudinal commitment 114 17 55 36.89 8.59 -0.23 0.47 0.86
Continuance commitment 114 14 33 22.89 3.76 0.23 47 0. 0.35

JDRS

Organisational support 117 18 63 47.26 9.71 -0.68 410 0.93
Growth opportunities 117 10 24 16.82 3.53 -0.17 0x0. 0.77
Overload 117 11 24 19.09 3.48 -0.17 -0.660.81
Job insecurity 117 0 8 4.00 2.08 0.54 -0.640.86

Table 5 shows the descriptive statistics (minimumaximum, mean, standard deviation,

skewness and kurtosis) as well as the Cronbacla alpéfficients of the UWES, the OCQ
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and the JDRS. From Table 5 it is evident that@lrss on the scales are normally distributed.
A further inspection of Table 5 shows that the riné&& consistencies of all of the constructs,
with the exception of continuance commitmant@.35), are acceptable according to the 0.70
guideline as set by Nunnally and Bernstein (199)e results indicate high levels of
reliability which is in line with the findings oftber research. Due to the fact that such a low
Cronbach alpha coefficient was found for contingaoommitmentd< 0.70), it was not used

in any further statistical analysis.

4.4 Pear son Product-M omentum Correlation Coefficients

Table 6

Pearson Momentum Correlation Coefficients

1 2 3 4 5 6
1. Work Engagement 0.66
2. Attitudinal Commitment 0.58*
3. Job Insecurity -0.21 -0.14
4. Organisational Support 056 0.51" -0.34"
5. Growth Opportunity 0.51" 0.39" -0.16 0.47*
6. Overload 0.30 0.15 0.05 -0.11 0.15

Note: * Statistically significant $0.05
** Statistically significant §0.01
+ Correlation is practically significant- 0.30 (medium effect)
++ Correlation is practically significant> 0.50 (large effect)

Pearson product-momentum correlation coefficienesyewused in order to examine the
relationships between the variables of the prestialy. The correlations between the UWES,
OCQ and JDRS are reported in Table 6. As is indaaboth statistically significant as well

as practically significant relationships were found

Table 6 shows that positive statistically signifitaas well as practically significant

correlation coefficients were found between worlgagement and attitudinal commitment
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(consisting of both normative and affective comnaitt) ©<0.01; large effect);
organisational supporp£0.01; large effect); growth opportunitp<(0.01; large effect); and
overload p<0.01; medium effect). Further, a negative staddlfycsignificant, however not a
practically significant relationship was found beem work engagement and job insecurity
(p<0.05). This indicates that higher levels of worlgagement are associated with higher
levels of attitudinal commitment, organisationapgart, growth opportunity and overload;
and further that higher levels of work engagement associated with lower levels of job

insecurity.

A further inspection of Table 6 shows that positisgatistically significant as well as
practically significant correlation coefficients meefound between attitudinal commitment
(consisting of both normative and affective comnaitt) and organisational suppgpk(.01;
large effect); and growth opportunitg<0.01; medium effect). No statistically or practlgal
significant relationships were found between atiital commitment and job insecurity; or
overload. These findings indicate that higher Is\adl attitudinal commitment are associated

with higher levels of organisational support andvgth opportunity.

Table 6 shows that a negative statistically sigaiit as well as practically significant
correlation coefficient was found between job ins&g and organisational suppop<0.01;
medium effect). This finding indicates that higl@rels of job insecurity are associated with
lower levels of organisational support. Further, statistically significant or practically
significant relationships were found between joberurity and growth opportunity or job

insecurity of overload.

A further inspection of Table 6 shows that a pusitstatistically significant as well as

practically significant correlation coefficient wdsund to exist between organisational
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support and growth opportunitp<0.01; medium effect). Therefore this indicates thgher
levels of organisational support are associatedh \Wwigher levels of growth opportunity
within the workplace. No statistically significamtr practically significant relationships

between organisational support and overload weneddo exist.

Finally, an inspection of Table 6 shows that notistiaally significant or practically

significant relationship was found to exist betwgeowth opportunity and overload.

The findings of the Pearson product-momentum caticel coefficients that have been
reported above thus support the first three hymetheof the present study, these being;
hypothesis 1, stating that job resources (indicdigdorganisational support and growth
opportunity) are positively related to work engagein hypothesis 2, stating that challenge
job demands (indicated by overload) are positivedlated to work engagement; and
hypothesis 3, stating that hindrance job demandficated by job insecurity) are negatively

related to work engagement.
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45 Multiple Regression Analysis to Determine the Predictive Value of Job
Resour ces for Work Engagement
Table 7

Multiple Regression Analysis with Work Engagement as Dependent Variable and
Organisational Support and Growth Opportunities (Job Resources) as Independent Variables

Variable Unstandardised Standardised t p F R R° AR°
Beta Beta
Coefficients Coefficients
p SE p
35.09 0.62 0.38 0.38
Constant 30.96 7.59 4.08 0.00
Organisational 0.81 0.16 0.44 520 0.00
Support
Growth 142 043 0.28 3.31 0.01
Opportunity

Note: * Statistically significant $0.05
** Statistically significant §0.01
+ Correlation is practically significant- 0.30 (medium effect)
++ Correlation is practically significant> 0.50 (large effect)

A standard multiple regression analysis was comdletith job resources (organisational

support and growth opportunities) as the independamables and work engagement as the
dependent variable. The purpose of the regressialyses was to determine what percentage
of variance in the dependent variable (work engaggjnwas explained by the independent

variables (organisational support and growth oppuoties). The results are shown in Table 7.

The results showed in Table 7 indicate that orgdimsal support and growth opportunities
can both be viewed as predictive of work engagertfern85.09; R=0.38; p<0.01; medium

effect). Further, these job resources were foun@éxplain 38% of the variance in work
engagement. The inspection of Table 7 shows thganisational support, out of the two
independent variables, can be seen as being thé staisstically significant as well as

practically significant predictor of work engagerhéiv 0.44;p<0.01; medium effect) when
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the variance explained by all other independenialsées in the model are controlled for.
Further, and inspection of Table 7 indicates tliatmh opportunity can be seen as being the

second most statistically significant predictomafrk engagemeng¢ 0.28;p<0.01).

The fourth hypothesis of the present study, belrad job resources are predictive of work
engagement was thus supported by the findingseofrttitiple regression analysis displayed

in Table 7.

4.6  Multiple Regresson Analyses to Determine the Hypothesised Mediational
Relationships

In order to test the last two hypotheses of thegmestudy, namely; hypothesis 5, stating that

work engagement mediates the relationship betwedn resources and organisational

commitment; and hypothesis 6, stating that workageghent mediates the relationship

between challenge job demands and organisationaimitonent, a series of multiple

regression analyses was performed.

Baron and Kenny (1986) recommend three stepsderdo test for mediation. According to
these authors, three separate regression analystdbmperformed and the Beta coefficients
of each regression compared. Firstly, the medishhauld be regressed on the independent
variable; secondly, the dependent variable shoaldelgressed on the independent variable;
and finally, the dependent variable should be i=ggé on both the independent variable and
the mediator (Baron & Kenny, 1986). Further, tablsh mediation, certain conditions must
hold: first, the independent variable must afféet tnediator in the first equation; second, the
independent variable must be shown to affect tipeni@ent variable in the first equation; and
third, the mediator must affect the dependent bégian the third equation. “If these

conditions all hold in the predicted direction, rthiae effect of the independent variable on
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the dependent variable must be less in the thidatan than in the second” (Baron &
Kenny, 1986, p, 1177). Further there is a distorctbetween full mediation and partial
mediation. Full mediation occurs when, controllfogthe mediator, the independent variable
does not predict the dependent variable. Partiaiatien occurs when, controlling for the
mediator, the independent variable still holds i$iggnt predictive value for the dependent

variable.

In order to test hypothesis 4, stating that worfagement mediates the relationship between
job resources (organisational support and growtlpodpnities) and organisational
commitment, two separate regression analyses weneucted. Within the first set of
analyses, the independent variable was organisdtsupport, whereas in the second set of
analyses the independent variable was growth oppitigs. This procedure allowed for both
of the job resources of the present study to btedeas independent variables with work

engagement as the mediator and organisational cionemi as the dependent variable.

Refer to Tables 8 and 9 respectively, for the tesafithese two sets of mediation analyses.
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Table 8

Multiple Regression Analysis with Attitudinal Organisational Commitment as Dependent
Variable and Organisational Support (Job Resource) and Work Engagement as Independent
Variables

Unstandardised Standardised

' Beta Beta
Variable Coefficients ~ Coefficients  t p F R R AR
p SE p
Step 1 39.777 051 026 0.26
Constant 15.6 3.45 452 000
Organisational 0.45 0.07 0.51 6.3 0.00
Support
Step 2 30.87 06 036 0.32
Constant 7.54 3.8 1.98 0.05
Organisational (.26 0.08 0.29 3.17 0.00
Support
Work 0.18 0.04 0.39 418 0.00
Engagement

Note: * Statistically significant $0.05
** Statistically significant §0.01
+ Correlation is practically significant- 0.30 (medium effect)
++ Correlation is practically significant> 0.50 (large effect)

The results in Table 8 show evidence of the se@mdlthird steps in Baron and Kenny’'s
(1986) procedure to test mediation. Within this lgsia the independent variable was
organisational support (a job resource), the mediatas work engagement, and the
dependent variable was attitudinal organisationatimitment. The results in Tablealready
showed that the mediator (work engagement) canréeiqied by the independent variable
(organisational support€ 0.44;p<0.01; medium effect), suggesting evidence for iret f
step of Baron and Kenny’s (1986) procedure. Thaltestep 1 of Table 8 showed that the
dependent variable (attitudinal organisational cament) can be predicted by the
independent variablg£ 0.51;p<0.01; large effect). (evidence for the second steparon
and Kenny’s procedure). The results in step 2 &ild & provide evidence for step 3 in Baron

and Kenny’s procedure as it shows that the med{atork engagement) both statistically and
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practically affects the dependent variable (attitatlorganisational commitmentp<£ 0.39;
p<0.01; medium effect). The results in Table 8 shdwattthe introduction of work
engagement in the analysis reduces the impact gnmsational support on affective
organisational commitment as the Beta coefficienpd from 0.51¢<0.01; large effect) to
0.29 (<0.01). Organisational support, however, still ramaia statistically significant
predictor of attitudinal organisational commitméft 0.29; p<0.01). According to Baron
and Kenny (1986) it can be said that work engagermartially mediates the relationship
between organisational support and attitudinal msgdional commitment. Therefore the first
part of hypothesis 5 is corroborated: work engagenmeediates the relationship between

organisational support (one of the job resourcelerstudy) and attitudinal commitment.

Table 9

Multiple Regression Analysis with Affective Organisational Commitment as Dependent
Variable and Growth Opportunities (Job Resource) and Work Engagement as Independent
Variables

Unstandardised Standardised

_ Beta Beta
Variable Coefficients  Coefficients  t p F R R AR
p SE B
Step 1 20.600 0.39 0.16 0.16
Constant 20.84  3.61 5.77 0700
Growth 0.96 0.21 0.39 454 0.00
Opportunities
Step 2 26.66° 057 031 0.32
Constant 9.68 3.88 249 0.01
Growth 039 022 0.16 1.81  0.07
Opportunities
Work 0.22 0.04 0.47 5.27 0.00
Engagement

Note: * Statistically significant $§0.05
** Statistically significant g0.01
+ Correlation is practically significant- 0.30 (medium effect)
++ Correlation is practically significant> 0.50 (large effect)
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In order to further test hypothesis 5, the secood jesource of the study, growth
opportunities, was tested in a series of regressioalyses whereby it was put as the
independent variable, with work engagement as thdiator and attitudinal organisational
commitment as the dependent variable. The restilthi® set of analyses are reported in

Table 9.

The results in Table 9 show evidence of the se@mtthird steps in Baron and Kenny’s
(1986) procedure to test mediation. Within thislgsia the independent variable was growth
opportunities (a job resource), the mediator waskwengagement, and the dependent
variable was attitudinal organisational commitméltie results in Table @lready showed
that the mediator (work engagement) can be preatlictethe independent variable (growth
opportunities) [§= 0.28;p<0.01), suggesting evidence for the first step abBand Kenny’s
procedure. The results step 1 of Table 9 showet tttea dependent variable (attitudinal
organisational commitment) can be statistically arattically significantly predicted by the
independent variablg€ 0.39;p<0.01; medium effect), which is evidence for theoseLstep

in Baron and Kenny’s procedure. The results in &ep Table 9 provide evidence for step 3
in Baron and Kenny’'s procedure, as it shows tha thediator (work engagement)
statistically and practically significantly affectshe dependent variable (attitudinal

organisational commitmentp£ 0.47;p<0.01; medium effect).

The results in Table 9 show that the introductibwork engagement in the analysis reduces
the impact of growth opportunities on affective amgational commitment as the Beta
coefficient drops from 0.39€0.01; medium effect) to 0.16. Therefore, as isdatiéd by
Table 9, with the introduction of work engagemeamipwth opportunities is no longer a
statistically significant or practically significanpredictor of attitudinal organisational

commitment §=0.16). According to Baron and Kenny (1986) it dae said that work
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engagement fully mediates the relationship betwgewth opportunities and attitudinal

organisational commitment, due to the fact that wktee mediator is introduced into the
analyses, the independent variable no longer hagymficant effect on the dependent
variable. Therefore the second part of hypothesis Torroborated: work engagement
mediates the relationship between growth oppotes{bne of the job resources in the study)

and attitudinal commitment.

Finally, in order to test the sixth and final hyjpesis of the study, stating that work
engagement mediates the relationship between olallgob demands (overload) and
attitudinal organisational commitment, Baron anchikgs (1986) procedure was followed.
However, it was found that the regression equatthdshot provide evidence for any of the
three steps suggested by the authors. Thereforee8earcher was not able to test the
mediational affects of work engagement on the igriahip between overload and attitudinal

commitment. Thus, hypothesis 6 was not able tebid in the present study.

47  Summary

In conclusion, the present chapter discussed #dtseof the statistical analyses undertaken
in the present study in the order in which the ysed were undertaken. Throughout this
chapter, each of the stated hypotheses that weted{eand it was highlighted what analyses

were undertaken to test the specific hypotheséseostudy.

Firstly, exploratory factor analysis was conduobedall of the measuring instruments under
study, these being: the UWES, the OCQ and the JZR&e-factor model of the UWES

was found to fit the data best and this factor wamed work engagement. A two-factor
model consisting of attitudinal organisational commment (consisting of the affective and

normative components) and continuance organisdteammamitment was found to fit the data
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best in terms of the OCQ. Finally, a four-factordabconsisting of two job resources, being,
organisational support and growth opportunitiesyal as job demands two demands, being,
overload (challenge demand) and job insecuritydifince demand) was found to fit the data

best in terms of the JDRS.

The descriptive statistics as well as the Cronkapha reliabilities of each of the measures
used in the present study were reported. The dasafeund to be normally distributed with

all alpha coefficients, except continuance orgdammeal commitment, being above the 0.70
guideline (Nunnally & Bernstein 1994). As a reuflthe above, the measure of continuance

organisational commitment was subsequently leftobdtirther statistical analysis.

Analysis conducted using Pearson product-momenioefficients corroborated hypotheses
1, 2 and 3 of the present study which were; hymithg, job resources are positively related
to work engagement; hypothesis 2, challenge jobathel® are positively related to work
engagement; and, hypothesis 3, hindrance demanglsnegatively related to work

engagement.

Multiple regression analyses provided support fgpdthesis 4 of the present study, which
stated that job resources (consisting of orgamisatisupport and growth opportunities) were

predictive of organisational commitment.

A series of multiple regression analyses to testrfediation, suggested by Baron and Kenny
(1986) were used in order to test the last two Hygses of the study which stated that;
hypothesis 5, work engagement mediates the reltipnbetween job resources and
organisational commitment; and, hypothesis 6, wistatted that work engagement mediates

the relationship between challenge job demandsoag@hisational commitment. Hypothesis
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5 was corroborated by the analysis as it was fabatwork engagement partially mediates
the relationship between organisational support (irst job resource of the study) and
attitudinal organisational commitment, and, thatrkvengagement fully mediates the
relationship between growth opportunities (the sdcgob resource of the study) and
attitudinal organisational commitment. In termdesting hypothesis 6, however, preliminary
statistical analysis found that this hypothesisi¢mot be tested, due to the fact that the three

step procedure suggested by Baron and Kenny (188& not met.
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Chapter 5: Discussion

5.1 Introduction

Within the previous chapter, the results of theistieal analyses undertaken in this study
were reported. The purpose of the present chapter discuss the findings reported, in the
previous chapter, in terms of the relation to thesteng body of knowledge around
organisational commitment, work engagement, jolbbueses and job demands. Further, the
purpose of this chapter is to integrate and compaefindings of the present study with
previous scientific research findings, and with tigatar reference to the theoretical

framework underpinning the study, namely the JD4Ri0Processes Model.

The objective of the present study was three-féidstly, it attempted to determine the
relationship between organisational commitment, knemgagement, job demands and job
resources of teachers working within former modelhigh schools in Durban North,

KwaZulu-Natal. Secondly, it attempted to determiine predictive value that job resources
hold for work engagement of former model C highasthteachers in Durban North, South
Africa; and finally, it attempted to determine theediating role of work engagement in the
relationship between various job demands and ressuyand organisational commitment of

former model C high school teachers in Durban Nd@thuth Africa.

Engaged and committed teachers are an importaat sssny nation, however, within the
current South African context; it has become evererevident that teachers, in general, are
faced with increasing job demands in spite of hgview job resources. Former model C
schools, in particular, have heavy demands placetthem due to the fact that these schools
have to deal with an influx of students that, ia #partheid era, would have attended former

model A and B schools (Makhubu, 2011). Therefoegchers within these institutions
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especially, are faced with heavy work demands, wety few resources. Previous studies
addressing organisational commitment, work engageémeb demands and job resources
specifically within former model C schools in Sou#ffrica have been minimal. The
underlying rationale of this study is that, as hmacdissatisfaction in South Africa is
becoming more prominent, research is needed instefrhow job demands and job resources
impact upon teachers’ levels of engagement to twerk and commitment to their

organisations.

5.2  Discussion of Results
Exploratory factor analysis was conducted on alth@f three measuring instruments used

within the present study, namely the UWES, OCQ HDRS.

Analysis on the UWES found a one-factor model tdtesthe data best. This was an
interesting finding as most international studms;h as those conducted by Schaufeli et al.
(2006) and Seppala et al. (2008), as well as stugheng South African samples, such as that
of Barkhuizen and Rothmann (2006), have confirnfexrthree-factor model of the UWES
consisting of vigour, dedication and absorptionwdweer, there have also been research
studies which have not confirmed the three-factodeh A study conducted by Hakanen et
al. (2006) found that a two-factor model consistirigyigour and dedication fitted their data
best. It has been suggested in the literature Wigdur and dedication are the main
constituents of work engagement, with absorptiomdgdess important (Hakenen et al.,
2006). This discussion is confirmed by a study cmbed by Coetzer and Rothmann (2009)
who found a one-factor model (comprised of vigound adedication) of the UWES.
Interestingly, a study conducted by Hallberg antigdéeli (2006) also found a uni-factor

model of the UWES, it was found that a compositasnee suited the data best, therefore
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these findings are in line with the finding of tpeesent study in terms of the one-factor

model of the UWES.

Exploratory factor analysis conducted on the OCQ@nitb that a two-factor model of
organisational commitment fitted the data bestvds found that both the items measuring
normative organisational commitment and affectikgaaisational commitment loaded on the
first factor (renamed attitudinal organisationalmenitment), whilst the items measuring
continuance organisational commitment loaded on gkeond factor. This finding is
confirmed by a study conducted by Stander and Ratim{2010) who also found a two-
factor model of the OCQ. As with the findings o&tpresent study, the study conducted by
Stander and Rothmann (2010) found that the normatnd affective items loaded on one
factor, with the continuance items loading on absddactor. Meyer, Allen and Smith (1993)
refer to continuance commitment as an employeelsawieural orientation, while both
normative commitment and affective commitment refer an employee’s attitudinal
orientation. Although Allen and Meyer (1990) propdbat one can measure organisational
commitment using a three-factor model; other st@@ohen, 2007; Solinger, Van Olffen &
Roe, 2008) question this by arguing that the factdrthe OCQ tend to overlap. Findings of
the present study confirm the discussion of Coh2@07) and others pertaining to

overlapping constructs in the OCQ.

The results of the exploratory factor analysishe §DRS indicated that a four-factor model
consisting of the job resources: organisationapetipand growth opportunities; and the job
demands: overload and job insecurity, fitted th&adsest. The factor structure of the JDRS
has been found to vary between studies. A studgwted by Coetzer and Rothmann (2009)
found a six-factor model of the JDRS consisting ofganisational support, growth

opportunities, social support, advancement, insgcwas well as a broader factor job
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demands; whilst a study conducted by Jackson €@06) found a four-factor structure
consisting of; overload, organisational supporbygh opportunities and advancement. These

studies thus support the four-factor model of RS found in the present study.

The present study further aimed to differentiateveen challenge demands and hindrance
demands (Crawford et al., 2010). The differentatod job demands is premised on the fact
that not all demands cause negative states sughrasut, stress and ill health in so much as
some demands can actually result in positive statesh as engagement and commitment as
well as job satisfaction (Crawford et al., 2010haflenge job demands tend to “be appraised
as stressful demands that have the potential tong@ie mastery, personal growth or future
gains” (Crawford et al., 2010, p. 836); whereasdrance job demands “are appraised as
stressful demands that have the potential to thywarsonal growth, learning and goal
attainment” (Crawford et al., 2010, p. 836). Chadje job demands can include the level of
attention required to perform a job, job complexjgb responsibility as well as workload
(Lazarus & Folkman, 1984). Hindrance job demanddugte organisational politics and
situational constraints (Lazarus & Folkman, 198W).line with these distinctions and
definitions, the researcher classified the JDR%ofaaf overload as a challenge job demand,

and the JDRS factor of job insecurity as a hindegob demand.

Findings indicated high levels of reliability foll af the measuring instruments as well as the
factors found. Cronbach alpha coefficiend3 fvere used as a reliability estimate and all,
except continuance organisational commitment, i@rad to be acceptable according to the

guideline ofa. > 0.70 (Nunnally & Bernstein, 1994).

A high level of reliability for the one-factor mddef work engagement was found.

Cronbach’s alpha was found to be 0.92. This is dnighan the Cronbach alpha found by
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Jackson et al. (2006) who found the UWES dimentarange from 0.70 to 0.81; as well as
that found by Rothmann and Jordaan (2006) who fdrahbach alphas of the UWES to

range between 0.76 and 0.86.

Reliability analysis of the two-factor model of tH@CQ found that whilst attitudinal
organisational commitment (consisting of normatarel affective commitment) had a high
Cronbach alpha of 0.86, the second factor of th&@O¢bntinuance commitment, had a very
low reliability of only 0.35. This finding is sinmat to that of Stander and Rothmann (2010),
who also found a two-factor model of the OCQ. Thasthors found an acceptable Cronbach
alpha coefficient of 0.88 for attitudinal commitmiemd a low Cronbach alpha coefficient of
0.54 for continuance commitment. This similar fimgli could suggest that there is a
problematic aspect of the measure of continuancargoment when a two-factor model is
used. Due to the low Cronbach alpha found for corsince commitmentu(< 0.70), this

factor was not used in any further analysis.

Cronbach’s alpha for the four factors found in RS were all found to be acceptable with:
organisational support, 0.93; growth opportuniti@g,7; overload, 0.81; and job insecurity,
0.86. These findings are consistent with previasearch such as the study by Rothmann et
al. (2006), who found Cronbach alphas of: orgaiosat support, 0.92; growth opportunities,

0.86; overload, 0.76; and job insecurity, 0.89.

Pearson product-momentum correlation coefficienerewused in order to identify the
relationships between the variables under studpahticular this analysis was used in order
to test the first three hypotheses of the studyes€&hwere, hypothesis 1, stating that job

resources are positively related to work engagentgmqiothesis 2, stating that challenge job
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demands are positively related to work engagenaatdt; hypothesis 3, stating that hindrance

job demands are negatively related to work engageme

Findings indicated that both of the job resourdethe study, namely, organisational support
(including relationships with supervisors and cafjees, information, communication,
participation and contact possibilities) and growfiportunities (including variety in work,
opportunities to learn, feedback and independehe®kk), were positively related to work
engagement. This suggests that higher levels ofnisgtional support and growth
opportunities are associated with higher levelwatk engagement. This finding is supported

by both internationally as well as nationally basadlies.

Research studies conducted internationally havendothat supervisor support and
information at work (components of organisationapgort) were positively related to all
three factors of work engagement in a sample ohiBinteachers working at a variety of
schools (Bakker et al., 2007). Further, in a crs$senal study conducted by Salanova and
Schaufeli (2008), feedback and work variety (congmas of growth opportunities) were
found to be positively related to both the vigond aedication factors of work engagement.
Finally, a study conducted by Schaufeli and BakR&04) found that both social support (a
component of organisational support) and feedbackofnponent of growth opportunities)

were positively related to all three factors of WWES.

Nationally, a study conducted by Coetzer and Rothm@009) found that organisational
support, growth opportunities and social suppotttal be positively related to work
engagement of employees at a South African manufagtorganisation. Similarly, in their
study conducted on the work related well-being diiaators in South Africa, Jackson et al.

(2006) found both organisational support and grosythortunities to be positively related to
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work engagement. These findings all support thelifigp of the present study that job
resources are positively related to work engagenteist also interesting to note that similar
job resources of the present study have been foorige the ones that are most strongly
related to work engagement within previous studiElis suggests the importance of
organisational support and growth opportunitiepphsresources that can be used to increase
the levels of work engagement of employees. Thegetbe first hypothesis of the study was

accepted.

The analyses further indicated that overload (diagswithin the study as a challenge job
demand) was positively related to work engagem&he differentiated approach to job
demands was adopted in the present study in oodeoritribute knowledge to a gap in the
existing literature pertaining to the JD-R Modeln#gjority of the literature has contributed
to the finding of a positive relationship betwe@ jresources and positive states such as
work engagement and organisational commitment;thagositive relationship between job
demands and negative states such as burnout @&sd $Bakker et al., 2005; Llorens et al.,
2006). With this in mind, however, a critical rewief the literature around the JD-R/Dual
Processes Model suggests that no relationship sexistween job demands and work
engagement, and the possible relationship betwemsethas generally been overlooked. This
can be seen as a critical gap in the literatureyedsas an underdeveloped component of the

JD-R Model.

Some research studies have supported the notibjothdemands have no relationship with
work engagement (Llorens et al., 2006), whilst pstedies have found a slightly negative
relationship to exist between job demands and vweoidagement (Hakanen et al., 2008). In
spite of this, interestingly, there have been satnédies that have found job demands to be

positively related to work engagement. Mauno et(2007) found time demands to be
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positively related to the absorption dimension wemkgagement. Schaufeli and Bakker
(2004) also found that emotional overload (job ded)awas positively related to work
engagement. Lastly, a study conducted by van deg &teal. (2008) found workload to be
positively related to all three factors of work eggment. These findings suggest that a high
amount of certain job demands can be associatdd mgher levels of work engagement.
Although these findings highlight the possible @madbable positive relationship between job
demands and positive states at work, such as wagagement, these findings generally are
not hypothesised at the onset of the study, aund, twhen they appear in the findings, are
largely ignored, been attributed as a coincideimaling, or are assumed away (Crawford et
al., 2010). It is with this in mind that the catirfthe focus on a differentiated approach to job
demands has been argued by many researchers (@tagtfal., 2010; Verbruggen, 2009).
This approach suggests that while some job demamalg have a negative effect on
engagement (i.e. hindrance demands); there ar@rcenes that may have positive effect on

work engagement (i.e. challenge demands).

The overload factor of the JDRS found in the presandy was classified as a challenge job
demand based on the argument of Crawford et allOR2@&ho suggest that challenge job
demands tend to be appraised as stressful, howesehave the potential to induce positive
work-related states. These authors list variousgygf job demands that can be classified as
challenge demands, a few of these are: job contglgab responsibility, high workloads and
time urgency. With this classification in mind, thesearcher found it appropriate to classify
overload (which involves aspects such as pace amsuiat of work) as a challenge job
demand. Although work overload can be seen to paess on an employee, the nature of
this stress is such that one may actually be matvated to achieve the work-task/job-role

at hand. In this sense overload has been percas/adype of eustress (Verbruggen, 2009). It
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was with this reasoning that the second hypothekihis study stated that challenge job

demands (overload) are positively related to waorlagement.

The second hypothesis of the study, stated aboas,agcepted. Overload was found to be
positively related to work engagement. This ismpartant finding, and one that contributes
new knowledge to the existing JD-R Model in thashiows a differentiated focus on job
demands can result in deeper understandings ostbpe as well as the nature of the
relationship between certain job demands (challesg@ands) and positive organisational
outcomes (such as work engagement). In contraskigiing studies, which are generally
based in a negative orientation of organisatiomdialiour, this study, which has adopted a
positive psychology approach, is a starting painshowing that, through a more positively-
oriented outlook, job demands can be seen as batitrg to positive states at work. Further,
this finding is important as, to the knowledge bé tresearcher, no other study has been
conducted on the positive relationship of challejuipedemands (such as overload) and work
engagement of teachers working within former md@eligh schools in South Africa. This
finding suggests that future studies that adoptJibeR Model of work engagement as a
theoretical framework should not assume away theortance of the relationship that job
demands have with work engagement, and for thatemadther positive organisational

outcomes such as job satisfaction, organisatiamainaitment and the like.

Findings showed a negative relationship to existwben job insecurity (including,
uncertainty about the future pertaining to worlganeral and, more specifically, ones current
job) and work engagement, suggesting that when experiences higher levels of job
insecurity, this is associated with lower levelsaafrk engagement. Therefore, hypothesis 3
of the study, stating that hindrance job demandsnagatively related to work engagement,

was accepted. The classification of job insecuasya hindrance demand was based on the
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discussion by Crawford et al. (2010). Accordinghese authors, a hindrance job demand is
one which is appraised as being stressful, and fimaions to thwart growth, learning and
goal attainment. Examples of hindrance demands sigational constraints, hassles and
organisational politics (Lazarus & Folkman, 1984tan be argued that job insecurity can be
likened to a situational constraint in so much tafumnctions to constrain an employee’s
actions and decisions and therefore how they belatren the work context. Therefore,

individuals experiencing job insecurity would beddikely to be engaged in their work.

Due to the fact that the negative relationship letw job demands and positive
organisational outcomes has been well researchert aire many studies which have found a
negative relationship between job demands, suchhase that would be classified as
hindrance job demands, and work engagement. Theréfe above finding of this study is
supported by previous research studies such asahducted by van den Berg et al. (2008)
who found job insecurity to be negatively relatedatl three factors of the UWES. Further,
using a sample of South African academic suppatff s higher education institutions,
Rothmann and Jordaan (2006) found job insecuritetoegatively related to both the vigour

and dedication factors of work engagement.

Internationally, a longitudinal study conducted khauno et al. (2007) found a negative
relationship between job insecurity and all thraetdrs of the UWES. The finding of the
current study is seen to be important due to thed fhat minimal studies have been
conducted, specifically, on teachers working witfermer model C high schools in South
Africa, especially pertaining to the relationshiptween certain job demands and work
engagement of this group of educators. This rekdhres can add to the body of knowledge
around job demands and its relationship with worgagement. This research further extends

the existing body of knowledge pertaining to theRDModel as it provides evidence that,
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when one differentiates between job demands (imdrance and challenge demands), the
same sample indicates very different outcomeslatioa to the type of job demand and their

relationship with work engagement.

The fourth hypotheses of the present study sugdiebis job resources are predictive of
work engagement. In order to test this propositiomyltiple regression analysis was
conducted with the two job resources of organisaliGcupport and growth opportunities as
independent variables, and with work engagemernhasiependent variable. The findings
firmly supported this hypothesis. It was found thagether, organisational support and
growth opportunities explain 38% of the variance work engagement. Organisational
support was found to be the most predictive jolbuese of work engagement, with all other
variables held constant; while growth opportunitisas found to be the second most
predictive job resources, when all other varialbese held constant. Organisational support
was found to hold statistically as well as pradlycaignificant predictive value for work

engagement while growth opportunities was fountdla only statistically significant value

for work engagement.

As argued by Klusman, Kunter, Trautwein, Ludtke &@almert (2008) the school context
within which teachers work vitally impacts both tlegagement and the emotional
exhaustion of teachers. In particular, it was fothmat when controlling for individual teacher
characteristics, the supervisors (principle’s) suppredicted higher levels of teachers’ work

engagement.

The finding of this study, that job resources (migational support and growth opportunities)
are predictive of work engagement is supported dryous research studies. In their study

Coetzer and Rothmann (2009) found that out of dlergsources of organisational support,
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growth opportunities, social support and advancemim@ only two resources that were
found to be statistically significantly predictivef work engagement were that of
organisational support and growth opportunitieseré€fore, even within a study that
incorporated various types of job resources in cmmspn to the present study, the most
valuable job resources in predicting engagemené wtll found to be that of organisational
support and growth opportunities. It was found beatticipants seem to be more engaged in
their work when they are provided with organisagilosupport and growth opportunities
(Coetzer & Rothmann, 2009). This finding suggelsét hot all job resources are as effective
as others in enhancing the engagement levels ofogegs, it is therefore important that
organisations provide their employees with the exdrrtypes of resources that will

specifically impact on their levels of work engagemn

Another South African study found that job resosrcoeontributed strongly to work
engagement levels of educators (Jackson et al§)2@Bsources included organisational
support, growth opportunities as well as advancerfresources needed to perceive that one
is advancing in life, such as remuneration andergpessibilities). This study found that job
resources lead to work-wellness and in particligyh levels of vigour and dedication (work
engagement). A self-reported limitation of thisdstwas that it focused upon various types
of educators, however, was noted that differenesypf educators (i.e. primary, secondary
and high school) experience different levels of kmalated well-being. In this sense the
Jackson et al. (2006) study confirms the findinfjthe present study. Moreover, the present
study can be seen as addressing a limitation ofldlckson et al. (2006) study, in that the
sample used solely focused on high school educgatndsin particular, those working within
former model C schools, thus allowing a more speoikight into the predictive value of job

resources for work engagement of this particulaugrof educators.
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In contrast to the present study, as well as thdie$ discussed above, Mauno et al. (2007)
only found tentative support for the predictiveeralf job resources for work engagement. A
possible explanation for this study only findingntetive support for this predictive

relationship could be related to the fact thatjtieresources used within the Mauno et al.
(2007) study were job control and organisationadoself-esteem (OBSE) which seem to be
fundamentally different types of job resourcestiose in the present study, as well as the

studies of Coetzer and Rothmann (2009) and Jacksaln (2006).

Schaufeli and Bakker (2004) found that work engag@ms exclusively predicted by
available job resources in their multi-sample stulye resources found to be predictive of
work engagement were performance feedback, soaigpast from colleagues and
supervisory coaching. It is interesting to notd,taithough labelled as different names, these
resources are similar to the ones used in the mrefady. For example, the resource of
organisational support used in the present studprapasses both the relationships with
colleagues and supervisors; while, the growth dpipities used in the present study
encompasses feedback in the work situation. Thexdfos finding is further supportive of
the findings of the present study in which orgatisel support and growth opportunities

were found to predict engagement.

This finding can further be supported by the mditoraal process posited by the JD-R/Dual
Processes Model. The motivational process has fgabdresources to be the strongest
predictor of work engagement, “job resources pléfee an intrinsic motivational role
because they foster employee’s growth, learning @exklopment, or they may play an
extrinsic motivational role because they are imagntal in achieving work goals ... in either
case the outcome is positive and engagement- dlifiglf positive work-related state of

mind- is likely to occur” (Schaufeli & Bakker, 2004. 298). This supports the plausible
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finding that when workers have higher levels ofmp from their organisation and higher
levels of growth opportunities available to thereyt are more likely to experience the

positive work-related state of engagement.

The motivational process of the JD-R/Dual Procebsadel further proposes that not only do
job resources predict work engagement, but furtteat work engagement mediates the
relationship between job resources and positivearosgtional outcomes such as job
satisfaction, (low) turnover intention and orgatimaal commitment (Schaufeli & Bakker,
2004). Within the context of these existing reskdfiadings, the fifth hypothesis of the
present study suggested that work engagement rasdibe relationship between job
resources and organisational commitment (a positiganisational outcome). In order to test
hypothesis 5, two separate mediation analyses penfermed (Baron & Kenny, 1986). The
first used organisational support as the independerable, whereas the second used growth

opportunities as the independent variable.

In the first series of mediation analyses, findimgdicated that work engagement partially
mediated the relationship between organisationglpeu and attitudinal organisational
commitment (the only reliable measure of commitmfenind in the present study). Partial
mediation occurs when, even in the presence ofrigdiator, the independent variable is still
found to affect the dependent variable (Baron & i§erl986). Therefore it was found that
work engagement did mediate the relationship betveeganisational support and attitudinal
commitment, however, that even in the presenc@éeihtediator, organisational support still

held statistically significant predictive value fattitudinal commitment.

Also related to hypothesis 5, in the second sexfemediation analyses, findings indicated

that work engagement fully mediated the relatiopshetween growth opportunities and
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attitudinal commitment. Full mediation is said twcar when, in the presence of the mediator,
the independent variable ceases to have any signtfieffect on the dependent variable

(Baron & Kenny, 1986; Preacher & Hayes, 2004).

Due to the fact that both series of mediation asedyfound work engagement to mediate,
albeit in different degrees, the relationship betmveéhe two job resources (organisational
support and growth opportunities) and attitudinammitment, the fifth hypothesis of the

present study was accepted.

This finding is supported by various other studiged in the literature. A recent longitudinal
study conducted by Hakanen et al. (2008) found jiiatresources influenced future work
engagement, which in turn predicted organisatiocnaimitment. Thus work engagement was
found to mediate the relationship between job resesiand organisational commitment.
Interestingly, this study found that over time treationship became stronger, showing that
this relationship holds true even in the long tékakanen et al., 2008). Further, Hakanen et
al. (2006) found, within a sample of teachers, thatk engagement mediated the effects of
job resources on organisational commitment. As tamtisted by these authors, “... it is
plausible to assume that engaged employees are ittl@ahrto the organisation because the
organisation provides them with job resources tioatonly enable them to achieve their work
goals, but that also provide opportunities for &g, growth, and development” (Hakanen et
al., 2006, p. 499). Interestingly, the study alsand that the motivational process (linking
job resources to positive organisational outconhesugh work engagement) and energetic
process (linking job demands to negative orgamieati outcomes through burnout) of the
JD-R Model intertwine insomuch as when there iack lof job resources (which are needed

to reach job demands), this further undermines veogagement, which leads to lower levels

of organisational commitment.
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Using a sample of South African educators, Jacksbral. (2006) found that work
engagement (consisting of vigour and dedicationyliates the relationship between job
resources (growth opportunities, organisationapsupand advancement) and organisational
commitment. This further supports the findingsoé present study, as well as the existence

of the motivational process which is assumed bylirxdRk Model.

As earlier stated, within the context of the supiperresearch findings discussed above, the
fifth hypothesis of this study, stating that worigagement mediates the relationship between
job resources and organisational commitment, wag@ed. The repercussions of such a
finding are that job resources such as organisatisapport and opportunities for growth

need to be harnessed within former model C schoadsder for teachers to be more engaged
in their work as well as committed to their orgamisn. When provided with adequate job

resources, teachers become engaged in their wadube they have at their disposal these
resources to carry out their work more effectivélloreover, engaged teachers will become
committed and feel an affiliation towards their @ngsation due to the fact that it provides

them with opportunities to learn, grow, develop @uyance further (Houkes, Janssen, De

Jong & Nijhuis, 2001).

The sixth and final hypothesis of the present sttdyed that work engagement mediates the
relationship between challenge job demands (ovéylaad organisational commitment. In
order to test this hypothesis a series of multiglgression analyses to test for mediation,
suggested by Baron and Kenny (1983), were undartakeng overload as the independent
variable, work engagement as the mediator, ani@ittial organisational commitment as the
dependent variable. However, preliminary analysisnfl that this mediational relationship
could not be tested due to the fact that none eftkitee steps necessary for mediation

analysis to occur could be satisfied (Baron & Keri886).
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The proposition that work engagement could possibbdiate the relationship between
challenge job demands (overload) and attitudinahrodment was found to be a viable
hypothesis of the study. The hypothesis stems tt@wradoption of a differentiated approach
to job demands, which reasons that not all demhade a negative impact on organisational
outcomes, and that certain types of demands cauichly result in positive organisational
outcomes such as work engagement and organisatonahitment (Crawford et al., 2010;
Verbruggen, 2009). This hypothesis was further s&erbeing viable due to the fact that
hypothesis 3 of the present study, which was aedeguggested that overload was positively
statistically as well as practically significantiglated to work engagement; thus showing that
within the sample under study, higher levels oflleinge demands such as overload are likely

to result and individual experiencing higher levaisvork engagement.

Although the final hypothesis of the study could he tested, the finding that overload is in
fact positively related to work engagement is aponant contribution of the present study,
as well as a contribution to the existing gaps withe JD-R Model literature. This finding is
a starting point for future research studies toestigate possible relationships between
certain job demands and positive organisationataues, as opposed to adopting a solely
negative approach to viewing job demands. Possintge these relationships have been
tested among extensive occupations and samplek] ocegearch move on to establish the
mediating role that work engagement may have ornretaionship between challenge job

demands and positive organisational outcomes, asithat of organisational commitment.

53 Summary
In summary, the present chapter discussed thetsefsuind within the present study. The
results of each analysis were discussed in ternttsec$tated hypotheses of the study. Each of

the findings of the present study was discussedrms of previous research findings as well
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as the similarities and differences with these ey studies. Further, in discussing of each
of the findings of the study, there relation to theoretical framework guiding the present

study, namely the JD-R/Dual Processes Model wddigiged.

The first hypothesis of the study, which was aceepstating that job resources are positively
related to work engagement has substantial suppthrin existing literature and thus various
studies have found the same relationship betweenilasi job resources, such as

organisational support and growth opportunitiesl \work engagement.

The second accepted hypothesis of the study, gtahat challenge job demands are
positively related to work engagement is an intangsfinding of the present study and one
that is seen to add to the theoretical frameworkthed JD-R/Dual Processes Model.
Traditionally, this framework has placed most sfetmphasis on the relationship between job
demands and negative organisational outcomes, thwthpossible relationship between job
demands and positive organisational outcomes bkirgely ignored. Interestingly, few
studies have in fact found a positive relationstapexist between job demands such as
overload, and positive organisational outcomes sisctvork engagement. However, as these
findings have generally not been hypothesised, #neylargely explained away or have been
appraised as a coincidental finding. On the contréte present study hypothesised the
relationship, and further scientifically found tmedationship to hold true in the sample under
study. Therefore this study is an important stgrpoint for further research in terms of job
demands and their relationships with positive oiggtional outcomes within the JD-R
Model. Further, this study approached the JD-R Madmg a differentiated approach to job
demands, which has only been done in few otherietuahd therefore adds to the body of
knowledge around differentiated job demands anil thigerential impacts on organisational

outcomes.
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The third, and accepted, hypothesis of the studjedtthat hindrance job demands are
negatively related to work engagement. Due to #oe that much research studies have been
focused on the negative relationship between jomashels and positive organisational
outcomes, this finding is supported by various igsicconducted both internationally and

nationally.

The fourth hypothesis of the study, that was a@&mkpsuggested that job resources are
predictive of work engagement. This finding hasp@rong support within existing literature
and further is supported by the motivational precgsoposed by the JD-R Model.
Interestingly, many studies have found either thenes or similar, job resources to be
predictive of work engagement. Therefore, the figdithat job resources (such as
organisational support and growth opportunitieg)stirongly predictive or work engagement

is strongly supported by the existing body of knedge pertaining to the JD-R Model.

The fifth, and accepted, hypothesis of the prestnty stated that work engagement
mediates the relationship between job resources @gdnisational commitment. The
hypothesis was accepted as it was found that wodagement partially mediated the
relationship between organisational support anitudihal commitment; and, further, fully
mediated the relationship between growth oppoimiand attitudinal commitment. This
finding, as with the one above, is expansively suggal by the existing research pertaining to

the motivational process that is said to occur withe JD-R Model.

It was found that the sixth and final hypothesistioé present study, stating that work
engagement mediates the relationship between olgallgob demands and attitudinal
organisational commitment, could not be testeds Tvas a disappointing due to the fact that

that overload (the challenge job demand of theygtwes found to be positively related to
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work engagement. In light of this, hypothesis 6 f@sd to be a viable one. Nevertheless,
there is some indication that it would be valuabled beneficial for future research to
investigate the possible mediating role of work aggment in the relationship between
challenge job demands and positive organisationgcomes, such as organisational
commitment. In this way, the existing JD-R/Dual ¢&sses Model can be expanded upon by

future research.
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Chapter 6: Conclusions, Limitations and Recommendations

6.1 Introduction

Within the previous chapters, the results of thelgtwere discussed. In the present chapter,
conclusions about both the literature findings &bl w&s the empirical findings of the study
are made. The limitations of the study are als@udised, and recommendations for the

organisation are also made. Further, recommendatayrfuture research are also presented.

6.2  Conclusions
Conclusions are made in the following paragraphacicordance with the specific literature

objectives and empirical findings obtained witHhue present study.

6.2.1 Conclusions in terms of the specific literature objectives of the study. The
following conclusions can be made with regardshe tonstructs of work engagement,

organisational commitment, job demands and joburess.

6.2.1.1 Work engagement. For the purpose of this research, work engagemast w
conceptualised as “a positive, fulfilling, work-aétd state of mind that is characterised by
vigour, dedication and absorption” (Shaufeli ef 2002, p. 74). Therefore, work engagement
was conceptualised as having three componentsurigehich is characterised by “high
levels of energy and mental resilience while wogkithe willingness to invest in one’s work,
and persistence even in the face of difficultieBaKker et al., 2008, p. 188); dedication,
which is characterised by “... being strongly invalviem one’s work, and experiencing a
sense of significance, enthusiasm, inspiratiordepend challenge” (Bakker, et al., 2008, p.
188); and absorption, which refers to “being fullgncentrated and happily engrossed in
one’s work, whereby time passes quickly and onediffisulties with detaching oneself from

work” (Bakker et al., 2008, p. 188). Many studieghim the literature suggest that work
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engagement is a core positive organisational out¢caan well as a core concept of POB.
Various studies have found work engagement to beamtecedent of other positive
organisational outcomes, such as organisationahgbment (Chalofsky & Krishna, 2009;

Rothmann & Jordaan, 2006). It is suggested thatrgfnisational members do not have
higher levels of work engagement, they are lesslyliko be committed to the organisation

with which they are employed, which could provenhiar to all organisational stakeholders.

As well as work engagement being an antecedenvsfige organisational outcomes such as
organisational commitment, literature suggests jiblatresources have an important role to
play in affecting and impacting the work engagen@némployees (Hakanen et al., 2006).
The JD-R/ Dual Processes Models have been testadramus samples with the majority

finding support for the motivational process, wimrgob resources are linked to positive

organisational outcomes (such as organisationahutment), through work engagement.

6.2.1.2 Organisational commitment. For the purpose of the present study, the three-
component conceptualisation by Allen and Meyer (9%as adopted. The authors
conceptualise organisational commitment as beimgtdated by an affective, normative and
continuance component, whereby “employees withr@ngtaffective commitment continue
employment with the organisation because they wardo so. Employees whose primary
link to the organisation is based on continuanagaragment remain because they need to do
so. Finally, normative commitment reflects a feglof obligation to continue employment.
Employees with a high level of normative commitmésdl that they ought to remain with
the organisation” (Meyer & Allen, 1991, p, 67). Wit the literature, and as noted above,
organisational commitment and work engagement Hmeaen found to have high positive

correlations, and further, work engagement is auent of organisational commitment
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(Hakanen et al., 2006). It is vital for organisasdo have employees who are both engaged

in their work as well as committed to their orgaisn.

6.2.1.3 Job resources. Job resources refer to those physical, social aganisational
aspects of a job that may: firstly, reduce job dedsaand the associated physiological; and
psychological costs; secondly, be functional inieming work goals; and finally, stimulate
personal growth, learning and development (BakkeDé&merouti, 2007). The literature
suggests that job resources are antecedents oivpamiganisational outcomes such as work
engagement and organisational commitment. As has peeviously highlighted, numerous
studies have found job resources to be relatecatmws positive organisational outcomes
through work engagement. And that work engagemetiaes the relationship between job

resources and further positive organisational outo(Hakanen et al., 2006).

6.2.1.4 Job demands. According to Demerouti, Bakker, Nachreiner et 2DQ1), job
demands refer to those physical, psychologicaliakoar organisational aspects of their job
that require sustained physical and/or psycholdgffart and are therefore associated with
certain physiological and/or psychological costd demands have been highly research on
various samples through the use of the JD-R/Duatdases Models. Major findings indicate
that job resources are negatively related to p@sitiork outcomes such as work engagement
and organisational commitment, and highly correlai® negative work outcomes such as

stress, burnout, (high) turnover intention andhéhlth (Llorens et al., 2006).

The literature highlighted some criticism of the-BDModel in terms of lack of research
conducted on the possible positive relationshipvbenh certain job demands and positive
organisational outcomes (Crawford et al., 2010)er€fore a differentiated job demands

approach was further adopted within the presemtysithereby job demands were classified
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into hindrance demands and challenge demands.egballdemands “tend to be appraised as
stressful demands that have the potential to premudstery, personal growth and future
gains” whereas hindrance demands “tend to be aggutas stressful demands that have the
potential to thwart personal growth, learning, @oal attainment” (Crawford et al., 2010, p.
836). Through the differentiation of job demandse fpresent study aimed to examine
whether certain job demands had positive relati@sshwith positive organisational

outcomes, and further whether some demands codiéatimpredict them.

The aforementioned concludes the specific reseamjective regarding the
conceptualisations of work engagement, organisatioommitment, job resources and job
demands; as well as the relationship between tt@s&tructs as found in the literature. Next

the conclusions of the empirical objectives shaldiscussed.

6.2.2 Conclusions in terms of the specific empirical results of the study. The

empirical findings of the study are summarisedodigws:

6.2.2.1 Factor structures of the measuring instruments used. The factor structures
for all of the measuring items were determinedulgiothe use of exploratory factor analysis.
A one-factor model for work engagement was foundittdhe data best. Although most
studies have found support for a three-factor maakelproposed by Schaufeli et al. (2002),
this one-factor model has been found in some sfudie is thus supported (Hallberg &

Schaufeli, 2006).

A two-factor model of organisational commitment waand which consisted of normative
and affective commitment loading on one factor greed attitudinal commitment by the

researcher) with the second factor consisting eftinaance commitment. This finding is
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supported by a study conducted by Stander and Ruothr{2010) who found a similar factor

structure of the OCQ in their study.

Finally, for the JDRS a four-factor model was fouiedsuit the data best, the four factors
consisted of two job resources (organisational sttpgnd growth opportunities) and two job
demands which were then differentiated into chagker{overload) and hindrance (job
insecurity) demands by following Crawford et al(2010) classification definitions. The

factor structure of the JDRS has been supportadhbgus South African studies (Coetzer &

Rothmann, 2009; Jackson et al., 2009).

6.2.2.2 Reliabilities of the measuring instruments used. All three instruments as well
as the factors found in each of the instrumentsl@yeg in this study reported acceptable
internal consistency. The only exception was thathe low Cronbach alpha coefficient
found for the continuance commitment of the OCQ.aAgesult, continuance commitment
was then excluded from any further statistical gsial Overall, the instruments were found

to be reliable and fit for use.

6.2.2.3 To determine whether job resources are positively related to work
engagement. The proposed hypothesis of the study, that jobue®s are positively related
to work engagement, was supported. Both organisatisupport i <0.01; large effect) as
well as growth opportunitie(<0.01; large effect), were found to be both stat#ly, as
well as practically significantly positively coreged with work engagement. This finding
suggests that higher levels of organisational supgad growth opportunities are associated

with higher levels of work engagement.
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6.2.2.4 To determine whether challenge job demands are positively related to work

engagement. Overload, the challenge demand was found to bd Istatistically and
practically significantly positively related to worngagementp(<0.01; medium effect).
This is an important finding in terms of the prasestudy, due to the fact that the
differentiated approach to job demands has not lsed widely with regards to the JD-
R/Dual Processes Models. Most studies have posiadiob demands have no relationship
with work engagement or that there is a slightlyatae relationship between the two
(Hakanen et al., 2008). These studies have notVvewesed a differentiated approach to job
demands, and thus the finding of the present stlldws for insights to be gained in terms of
certain demands being positively related to positivganisational outcomes, such as work

engagement.

6.2.2.5 To determine whether hindrance job demands are negatively related to work
engagement. Job insecurity, the hindrance demand of the stwag, found hold a statistically
significant negative relationship with work engagem @ <0.05). Due to the fact that the
negative relationship between positive organisali@mutcomes and job demands has been
relatively well researched, this finding is suppdrby the literature (Rothmann & Jordaan,

2006; van den Berg et al., 2008).

6.2.2.6 To determine whether job resources are predictive of work engagement.
Findings firmly supported the hypothesis that jasaurces (organisational support and
growth opportunities) are predictive or work engagat. Findings indicated that these
resources accounted for 38% of the variance in veodgagementp(<0.01; medium effect).
Organisational support was found to be the mogtigtige of work engagement, with growth
opportunities being the second most predictivlalt been widely found within the literature

that the resources of organisational support and/tr opportunities particularly are strong
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predictors of work engagement (Coetzer & Rothma2d)9) this has especially been

supported by studies conducted on educators wabirth Africa (Jackson et al., 2006).

6.2.2.7 To determine whether work engagement mediates the relationship between
job resources and organisational commitment. Regarding the mediating impact of work
engagement in the relationship between job resewand organisational commitment, it was
found that work engagement mediated the relatipnbbeiween organisational support and
organisational commitment (partial mediation); artle relationship between growth
opportunities and organisational commitment (fudiation). This finding is supported by
various studies cited in the literature which hasnid support for the motivational process of

the JD-R/Dual Processes Models (Hakanen et al§;ZD8; Schaufeli & Bakker, 2004).

6.2.2.8 To determine whether work engagement mediates the relationship between
challenge job demands and organisational commitment. The mediational effect of work
engagement in the relationship between overloadll@sipe demand) and organisational
commitment could not be tested within the presémntys This was due to the fact that the
three step procedure (Baron & Kenny, 1986) to tlevied was not supported when carried

out by the researcher.

6.3  Limitationsof the Present Study
As in the case of all research studies, the presemy is not without limitations. The
limitations of the present study are as follows:
* The present study is cross-sectional in desigoppssed to a longitudinal design; the
results yielded from this study cannot determingseéity among variables. Therefore,

consideration must be given to the lack of longitat data which is necessary to
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match the dynamic characteristics of each of theabkes under study in order to be

able to study their direct and moderated effects.

Due to the fact that data was only gathered fromftwvmer model C schools within a
specific suburb of Durban, KwaZulu-Natal, the dsigr of the participants was
limited. Further, the study was not able to compuata from former model C schools
within different areas of KwaZulu-Natal or Southriéh more generally. It is likely

that if data was gathered more widely, the findinfighis study could be impacted

differently.

Despite the large number of participants encouraggxhrticipate in the study, many
teachers feared that the information collected @obé used against them by
management or school principles. As a result, theunt of responses was limited

producing a smaller sample size with which to penfstatistical analysis.

Data was gathered using self-reported questioesmaand thus it is possible that
participants may have answered in a way that therggived to be more socially
desirable, as opposed to answering in a more gemmanner. Also, related to this it
is possible that the magnitude of relationships rhaye been inflated due to the

variance common in self-reported questionnaire ouh

Due to the fact that the sample was relatively Enmabre sophisticated statistical
analysis such as statistical equation modelling{p&ould not be employed in order
to test a whole model of work engagement, orgaoisat commitment, job resources

and job demands.
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Recommendations for the Organisations

Recommendations concerning the specific organisatised in the present study include:

The findings of this study strongly suggest that jesources, as well as job demands,
importantly impact upon the levels of work engagemend organisational
commitment of the teachers within the two formerdelcC high schools. With these
findings in mind, it is clear that the job resoww@nd job demands that a school has,
should be importantly surveyed and analysed in sesithe real impacts that they
induce on staff members. This is not to say thiajoal demands should be excluded
from the school environment, as this is an impdssifisk. However, what this does
necessitate is that job demands be analysed irsteftheir real impacts. Importantly
it should be noted that some demands (challengau@sh have positive relationships
with work engagement and organisational commitmégvihat is suggested is that
those job demands that thwart growth of organisationembers should be decreased
as much as possible, when this is done, can teadieenabled to thrive in their

working environment.

It is suggested that interventions be developetiiwithe school context in order to
raise awareness of job resources and job demandsyhat impacts these have on
levels of teacher engagement and commitment. letgions should be aimed at
creating awareness and further, to teach indivglhalv to deal with those demands
that pose a threat to them in terms of being arhimze. Interventions should further
enable teachers to identify the resources that tieye available to them in the
workplace and thus by creating an awareness odvh#able resources, teachers are

more likely to draw upon and use them.



6.5

100

Findings indicate that organisational support igapwunt in predicting work

engagement. To this end, schools should implem@atvientions and systems that
harness organisational support for their staff mensibOrganisational support can be
harnessed through various social support networks \@eekly meetings and by
strengthening the relationships between teachetshair supervisors (which in most

cases is the school principle).

As highlighted in the above point, an importantnfoof organisational support is

found in terms of the relationship between pringiphd teacher. Interventions and
training programs that teach school principles howarness this type of support for
their staff could be useful in creating higher levaf perceived organisational support
for staff members, which in turn will foster workgagement of teachers as well as

organisational commitment.

Recommendations for Future Research

Recommendations concerning future research are bedde:

In the present study a cross-sectional design wgdoged in order to assess the
interrelations among variables under study withie sample. For future research it is
recommended that research be repeated using audmgil design, whereby the
sample are asked to fill out the same survey mioae bnce, and over a period of
time, in order to get richer data and in order étednine the direction and extent of

change in individual respondents.

As well as longitudinal designs, experimental desigre further suggested for future
research. With experimentally based designs amsugffir using a pre-test-post-test

method, the effects of interventions in order tovedep work engagement and
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organisational commitment of teachers can be détean Such experiments could
form the basis of a country-wide program aimedeatreasing hindrance demands and
increasing job resources within schools in orderdevelop more engaged and

committed school teachers/staff members.

 The same study should be applied to a variety bb@s and in a more general
manner, so that comparisons can be made with regerdwork engagement,
organisational commitment, job resources and joimadwls of teachers within all
different school contexts. This is especially intpat within the South African
context whereby the demands and resources thablschave, differ significantly
within the context of a still very fragmented schiog system. This can also help to
determine what schools are in need of interventibegnost, in terms of provision of

more resources in order to cope with burgeoningahets.

* Further, it is suggested that job resources andaddmare researched in terms of
other positive organisational outcomes such assgitsfaction, happiness, and well-
being in terms of teachers within the South Africeontext. This research is
suggested as it is greatly needed in a contexiwtiich teacher dissatisfaction has

become ever more prominent and increasing.

6.6 Summary

In the present chapter of this research study, lusions were made based on both the
theoretical, as well as the empirical findings loé study. The limitations of the study were
discussed. Further, recommendations for the speocifjanisation and for future research

were made.
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Appendix 1: Demographic Questionnaire

SECTION 1 BIOGRAPHICAL DATA SHEET

INSTRUCTIONS:
Please answer the following questions by markieggibpropriate boxes.

1. GENDER

Male |:| Female |:|

2. AGE GROUP
24 years and younger [ | 25-35years [ ]

36 — 45 years |:| 4&b-yBars |:|
56 yearsand older [ ]

3. MARITAL STATUS
Single [ ] Divorced [ ]
Widowed ] Married [ ]
Living with a spouse [ ]

4. YEARSWORKING WITHIN THISORGANISATION

Less than 5 years ] 6 — 10 years [ ]
11 — 20 years ] More than 20 years ]

5. HIGHEST ATTAINED QUALIFICATION

Matric Certificate ] Diploma [ 1]
Degree ] Postgraduate Degree [ ]
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Appendix 2: Utrecht Work Engagement Scale (UWES)

SECTION 2 UTRECHT WORK ENGAGEMENT SCALE

INSTRUCTIONS:

The purpose of this survey is to assess how yow ymur job and what your reactions are to your
work. The following are statements of job-relatedlings. Please read each statement carefully and
decide if you ever feel this way about your jobydiu never had this feeling, circle “1” (zero) néxt

the statement. If you had this feeling, indicatevtudten you feel it by circling the number (from72-
that best describes how frequently you feel such.

% - © @®
<. |E |8 _ |8 |8 |3z
T B @ c ES| 2 S _é o
s e~ |S5|% |S8|¢
z =68 s €| 8 s> | >
% c Y— c Y— L
2 o < O <
<
1. | am bursting with energy in my work. 1 2 3 4 5 6
2. I find my work full of meaning and purpose. 1 2 3 4 5 6 7
3. Time flies when I'm working 1 2 3 4 5 6 7
4. |feel strong and vigorous in my job. 1 2 3 4 5 6
5. I am enthusiastic about my job. 1 2 3 4 5 ]
6. When | am working, | forget everything else| 1 2 3 4 5 6 7
around me.
7. My job inspires me. 1 2 3 4 5 6 7
8. When | get up in the morning, | feel like going 1 2 3 4 5 6 7
to work.
9. Ifeel happy when | am engrossed in my work. il 2 3 4 5 6 7
10. I am proud of the work that | do. 1 2 3 4 3 g 1
11. I am immersed in my work. 1 2 3 4 5 6 7
12. In my job, | can continue working for very 1 2 3 4 5 6 7
long periods at a time.
13. To me, my work is challenging. 1 2 3 4 5 6 1
14. 1 get carried away by my work. 1 2 3 4 5 G 1
15. 1 am very resilient, mentally, in my job. 1 2 3 4 85 6 7
16. It is difficult to detach myself from my job. 1 2 3| 4 5 6 7
17. | always persevere at work, even when things 1 2 3 4 5 6 7
do not go well.
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Appendix 3: Organisational Commitment Questionnaire (OCQ)

SECTION 3 ORGANISATIONAL COMMITMENT QUESTIONNAIRE

INSTRUCTIONS:
Please rate the extent to which you agree/disagitbethe following statements by circling
the appropriate number on the 1 to 5 point scaipled.

2 |22 |8 |€
> & 8 2 |®
2 | B 5 5
> &
A
1. 1 would be very happy to spend the rest of my caree| 1 2 3 4 5
this organisation.
2. It would be very hard for me to leave the orgamisat 1 2 3 4 5
right now, even if | wanted to.
3. 1 do not feel any obligation to remain with my cmt 1 2 3 4 5
employer.
4. lreally feel as if this organisation’s problems any 1 2 3 4 5
own.
5. Too much of my life would be disrupted if | decidied 1 2 3 4 5
wanted to leave my organisation right now.
6. Even if it were to my advantage, | do not feel @uid 1 2 3 4 5
be right to leave my organisation right now.
7. 1do not feel like “part of the family” at my orgesation 1 2 3 4 5
8. Right now, staying with my organisation is a mater 1 2 3 4 5
necessity as much as desire.
9. I would feel guilty if | leave my organisation righow. 1 2 3 4 5
10. 1 do not feel emotionally “attached” to this orgsemion. 1 2 3 4 5
11. One of the few negative consequences of leavirsg thi 1 2 3 4 5
organisation would be scarcity of available resesrc
12. My organisation deserves my loyalty. 1 2 K 4 5
13. This organisation has a great deal of personal ingan| 1 2 3 4 5
for me.
14. | feel that | have too few options to consider iagwhis | 1 2 3 4 5
organisation
15. I would not leave my organisation right now becausg 1 2 3 4 5
have a sense of obligation to the people in it.
16. 1 do not feel a strong sense of belonging to my 1 2 3 4 5
organisation.
17. If I had not already put so much of myself intcsthi 1 2 3 4 5
organisation, | might consider working elsewhere.
18. | owe a great deal to my organisation. 1 % 3 A 5
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Appendix 4: The Job Demands-Resour ces Scale (JDRYS)

SECTION 4 JOB DEMANDS-RESOURCES SCALE

INSTRUCTIONS:
Please rate the extent to which you agree withfdhewing statements by circling the appropriate
number on the 1 to 4 point scale supplied.

8
s |E |2 | &
g € |2 |3
<
A
1. Do you have too much work to do? 1 2 3 4
2. Do you work under time pressure? 1 2 3 4
3. Do you have to be attentive to many things at #mestime? 1 2 3 4
4. Do you have to give continuous attention to yourk¥o 1 2 3 4
5. Do you have to remember many things in your work? 1 2 3 4
6. Are you confronted with things in your work thafeaft you 1 2 3 4
personally?
7. Do you have contact with difficult people in youomk? 1 2 3 4
8. Does your work put you in emotionally upsettingiations? 1 2 3 4
9. Do you have enough variety in your work? 1 2 3 4
10. Does your job offer you opportunities for persogiawth and 1 2 3 4
development?
11. Does your work give you the feeling that you cahiewe 1 2 3 4
something?
12. Does your job offer you the possibility of indepentithought | 1 2 3 4
and action?
13. Do you have freedom in carrying out your work atitg? 1 2 3 4
14. Do you have influence in the planning of your wadtivities? | 1 2 3 4
15. Can you participate in the decision about whereagof work| 1 2 3 4
must be completed?
16. Can you count on your colleagues when you comesacro 1 2 3 4
difficulties in your work?
17. If necessary can you ask your colleagues for help? 1 2 3 4
18. Do you get on well with your colleagues? 1 2 3 4
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19. Can you count on your supervisor when you comesacro 4
difficulties in your work?

20. Do you get on well with your supervisor? 4

21. In your work, do you feel appreciated by your sujsenr? 4

22. Do you know exactly what other people expect of yowour 4
work?

23. Do you know exactly for what you are responsible? 4

24. Do you know exactly what your direct supervisonis of 4
your performance?

25. Do you receive sufficient information on the purpas your 4
work?

26. Do you receive sufficient information of the resudf your 4
work?

27. Does your direct supervisor inform you about impottissues 4
within your department/organisation?

28. Are you kept adequately up-to-date about imporisutes 4
within your organisation?

29. Is the decision-making process in your organisatiear to 4
you?

30. Is it clear to you whom you should address withia t 4
organisation for specific problems?

31. Can you discuss work problems with your direct suvger? 4

32. Can you participate in decisions about the nattig@or 4
work?

33. Do you have a direct influence on your organisation 4
decisions?

34. Do you need to be more secure that you will séllWorking in 4
one year’s time?

35. Do you need to be more secure that you will keep garrent 4
job in the next year?

36. Do you need to be more secure that next year ybkedp the 4
same function level as currently?

37. Do you think that your organisation pays good $se¢&r 4

38. Can you live comfortably on your pay? 4

39. Do you think you are paid enough for the work yo@ d 4

40. Does your job offer you the possibility to progrésancially? 4

41. Does your organisation give you opportunities ofe 4
training courses?

42. Does your job give you the opportunity to be prosaGt 4
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Appendix 5: Gate-K eeper Permission L etter

UNIVERSITY OF
KWAZULU-NATAL

Faculty of Humanities, Development and Social Sciences
Department of Psychology

Dear Principle,

RE: Permission to Access School Premisesin Order to Conduct Resear ch

| am a Psychology Masters student at the UniversitiKwaZulu-Natal and | am conducting a
research study as part of my final research dasent The purpose of the research is to study the
relationship between job demands, job resourcesk ewgagement and organisational commitment
of high school teachers in the Durban North areKwéZulu-Natal. Therefore my research sample
consists of high school teachers that teach in &ufdorth Schools. Insights gained from this study
could lead to further understandings around thetitolents of psychological wellbeing of high school
teachers, as well as impact on, or increase higbat¢eachers’ satisfaction with their work lives.

The study will simply require the teachers, if they wish to participate, to complete a self-
administered questionnaire provided by the researéhtime will then be arranged with the teachers
as to when the completed questionnaire can bectetldy the researcher. Participation is completely
voluntary and the participants will be completalgef to withdraw from this study at any stage amd fo
any reason. Complete anonymity of all participamié be ensured. The questionnaires will all be
kept for five years in accordance with Universigulations and thereafter will be disposed of using
shredder.

In order for this study to take place, | would likerequest for written permission for the researdh
access the school property in order to both disteiland collect questionnaires from any teachexs th
would be willing to participate in the study.

Your help with this matter would be greatly appated and will be invaluable to the research study
that is going to be undertaken.

Please feel free to contact either myself, or neswisor for any further clarification regardingsth
study.

Yours sincerely,

I:yndsay Field (Miss)

Supervisor:
Contact Number: 079 151 4695 Prof. Johanna Head3untendach
E-Mail: 207510955@ukzn.ac.za E-mail: Buitendach@ukzn.ac.za
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Appendix 6: Informed Consent L etter and Form

UNIVERSITY OF
KWAZULU-NATAL

Faculty of Humanities, Development and Social Sciences

Department of Psychology

Dear Participant,

I am an Industrial Psychology Masters student &t thiversity of KwaZulu-Natal and | am
conducting this study for my final research diss#sh. The purpose of this research is to study the
relationship between job demands, job resources ewgagement and organisational commitment
of teachers in former model C high schools in thedan North area of KwaZulu-Natal. Insights
gained from this study could lead to further untierdings around the constituents of psychological
wellbeing of high school teachers, as well as imhpag or increase high school teachers’ satisfactio
with their work lives and occupational wellbeing.

This study will require you to answer THREE questiaires; the Utrecht Work Engagement Scale,
the Organisational Commitment Questionnaire as a&lthe Job Demands-Resources Scale. It also
entails the completion of a demographic questiaenar statistical purpose€omplete anonymity

of all participants will be ensured. The questidregmwill all be kept for five years in accordance
with University regulations and thereafter will bésposed of using a shredd@articipation is
voluntary and you are completely free to withdraw from this study at any stage and for any
reason.

Your participation will be greatly appreciated anill not take longer than 20 minutes to complete.

Please feel free to contact either myself, or nyeswisor for any further clarification regardingsth
study.

Yours sincerely,

Lyndsay Field E-Mai07510955@ukzn.ac.za

Contact No.: 079 151 4695

Supervisor:
Prof. Johanna Hendrina Buitendach (Joey) E-mailBuitendach@ukzn.ac.za
Contact No.: 031 2602407
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INFORMED CONSENT FORM

Declaration:

l, full name) hereby confirm that If
understand the contents of this document and theenaf this research and | consent to particigaimthe
research project.

| understand that | am at liberty to withdraw frtime project at any time, should | so desire.

Signed at DURBAN on this day of 2011.

Signature
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