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ABSTRACT

Education is one of the top three issues on the national agenda. Any means for

improving the system is in the best interest of the nation, and "improved leadership

and management are critical to the conditions of work that are required for effective

teaching and learning to occur" (National Education Association, 1986, Foreword).

Several recent studies have drawn attention to the relationship between job

satisfaction and Organisational Citizenship Behaviour (OCB). OCB and Job

Satisfaction are two attitudinal dimensions that have been identified as important to

understanding the work behavior of employees in organisations. Organisational.

Citizenship Behaviours (OCB's) refer to employee work behaviours such as helping

others, staying late, or working weekends, performing at levels that exceed

enforceable standards, tolerating impositions or inconveniences on the job, and being

actively involved in the organisation's affairs (Podsakoff, Mackenzie, Paine &

Bachrach,2000).

Organ (1988, p. 516) defines OCB as " ... individual behavior that is discretionary, not

directly or explicitly recognised by the formal reward system, and that in the

aggregate promotes the effective functioning of the organisation". Chu, Lee, Hsu &

Chen, (2005) deem OCB as vital, stating the positive relationship it promotes among

employees and getting employees involved in the organisation's activities. According

to Hannam & Jimmieson (2002) OCB amongst educators may include extra efforts to

make learning enjoyable, having extra-curricular activities and making extra effort to

talk to learners. Job satisfaction is an important criterion of ensuring a healthy
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environment In any organisation (Kaya, 1995). Job satisfaction refers to an

employee's general attitude towards work. Various extrinsic factors (inter alia,

supervision, compensation and company policies) as well as intrinsic factors (for

example, activity, variety and responsibility) are potential sources of satisfaction or

dissatisfaction.

The study was conducted in twelve previously disadvantaged schools in the Western

Cape. The sample was selected in terms of a convenience non-probability sampling

method. Such an approach is regarded as less scientific but more economical in terms

of costs and time constraints (WeIman& Kruger, 2001). Two hundred and thirty three

(233) questionnaires were administered to elicit respondent's biographical

characteristics, and to determine their levels of organisational citizenship behaviour

and job satisfaction. The OCB questionnaire and the Job Descriptive Index (JDn are

measuring instruments whose validity and reliability have been consistently reported

to be satisfactory and both instruments have been found suitable to use in the South

African context. The results indicate some statistically significant relationships

between OCB and job satisfaction. Recommendations and implications are presented

and discussed for individuals and organisations.

KEYWORDS

Organisational citizenship behaviour (OCB), extra-role behaviour, job satisfaction,

motivation, organisational commitment, education, teachers, Job Descriptive Index,

Western Cape Education Department, previously disadvantaged schools.
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CHAPTER I

INTRODUCTION AND PROBLEM STATEMENT

1.1. INTRODUCTION

In South Africa, teachers are facing many changes in education and society and this

may well affect their levels of job satisfaction. Education in South Africa has not

received favourable public attention because of violence in schools, poor school

results, lack of discipline, poor conditions in schools and the quality of education. All

these factors raise concern as to what teachers' attitudes towards their work are and

what their levels of dissatisfaction are (Maforah, 2004). For South African teachers as

for most teachers in European countries, job security is important, salaries are low and

promotion is rare (Christ, Van Dick, Wagner & Stellmacher, 2003). They state further

that these factors would indicate very little extrinsic motivation for teachers to engage

in extra-role behaviour.

However, for the optimal functioning of schools it is imperative that teachers do

engage in behaviours beyond those required by their contracts and job descriptions.

Extra-role behaviours services schools with extra resources, which in turn helps

schools or organizations to be better off (Organ, 1997 cited in Christ et al., 2003).

Mertler (1992) postulates that satisfied teachers are generally more productive and are

able to influence the achievements of learners.

Otube (2004) posits that research in institutions like schools has indicated that

teachers leave or consider leaving teaching due to the work conditions (extrinsic

1
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factors) rather than to the nature of the work (intrinsic factors). Schmid and Nagata

(1983 as cited in Otube, 2004), maintain that a healthy school environment and

positive leadership tends to be related to higher teacher motivation. Miller (1981 cited

in Otube, 2004) notes that raising the levels of teachers' morale makes teaching

pleasant as well as the learning environment for learners. On the other hand, low

levels of satisfaction and motivation have been associated with a decrease in teacher

productivity .

Teachers who are not motivated in their profession can have a negative impact on

their learners and their school (Mendel, 1980 cited in Otube, 2004). Christ et al.,

(2003) state that OCB is important for achieving organisational goals and it improves

organizational performance. Organ (1988) also believes that OCB enhances an

organization's performance.

Chu, Lee, Hsu and Chen (2005) however argue that various studies done indicate that

managers do consider and in fact reward OCB when evaluating performance. They

also state that OCB is likely to be beneficial to an organization. This study will try to

look at the recognition that Educators receive in the formal reward system. According

to Todd and Kent (2006), job satisfaction is accepted as a significant predictor of

OCB. Bateman and Organ (1983 cited in Todd and Kent, 2006, p. 258) "conceived

the construct of OCB out of a belief that job satisfaction influences one's work

behaviour that was extra-role in nature". Organ (1988) indicated that in fact the two,

job satisfaction and OCB, were inextricably connected in a strong bind. Further

research done suggested this link was much more complex as "various measures of

job satisfaction shared differential relationships with OCB" (Moorman, 1993 cited in

2
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Todd & Kent, 2006, p. 258). Therefore, job satisfaction and DCB's differential

relationships are largely a function of the type of job satisfaction measure that is used

in the study (Todd & Kent, 2006).

1.2 PROBLEM STATEMENT

According to Bishay (1996, p. 147), "Teachers are arguably the most important group

of professionals for our nation's future. Therefore it is disturbing that many oftoday's

teachers are dissatisfied with their jobs". Teachers are the largest single occupational

professional group in South Africa numbering close to 390 000 in both public and

private schools (De Villiers, 2007).

Teachers have been targeted for this research because of the crisis in the Education

sector in terms of violence in schools, job insecurities, government's policy on

rightsizing, increase in pupil: teacher ratio, lack of recognition for an essential service

and the brain drain of professionals leaving the country for greener pastures (De

Villiers, 2007; HSRC fact sheet, 2005; Maforah, 2004). Research also reveals the

education system is lacking in adequate resources to equip South Africa for future

growth. Moreover, the decline in the pass rate and the lack of skills is placing a heavy

burden on South Africa's economy (Mail & Guardian online, 2008).

Bishay (2006) claims that if individuals are satisfied with their jobs they will

automatically show a greater commitment and dissatisfied workers with negative

attitudes will leave the profession. This research will highlight the job satisfaction

3

 https://etd.uwc.ac.za/



levels of teachers in previously disadvantaged areas and their willingness to go the

extra mile.

1.3 RESEARCH PURPOSE

The aim of this study is to extend the work of previous research done on job

satisfaction and OCB. More importantly, to see if job satisfaction has any significant

effects on Educators' citizenship behaviours. Since this study will focus on the

relationship between job satisfaction and OCB amongst primary school teachers in

previously disadvantaged areas in the Western Cape, its overall findings should

contribute to further understanding of and the significance of job satisfaction and

organisational citizenship behaviour (OCB).

Bull (2005) states that teachers often protest that they are not consulted enough about

any new policy changes and feel that their rights are not respected. This causes

dissatisfaction and effects the commitment and productivity levels of educators.

Sylvia and Hutchinson (1985 cited in Bull, 2006) concluded that job satisfaction is

based on one's higher order needs being satisfied.

1.4 RESEARCH OBJECTIVES

The research objectives of this study are as follows:

• To determine the level of job satisfaction amongst teachers from previously

disadvantaged areas in the Western Cape.

4
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• To determine the level of organisational citizenship behaviour amongst

teachers from previously disadvantaged areas in the Western Cape.

• To determine if there is a relationship between job satisfaction and

organisational citizenship behaviour amongst teachers from previously

disadvantaged areas in the Western Cape.

• To determine if there are significant relationships between the biographical

characteristics and job satisfaction of teachers from previously disadvantaged

areas in the Western Cape based on their biographical characteristics.

• To determine if the biographical characteristics significantly explain the

variance in job satisfaction amongst teachers from previously disadvantaged

areas in the Western Cape.

1.5 RESEARCH HYPOTHESES

Hypothesis 1

There is no statistically significant relationship between the job satisfaction and

organizational citizenship behaviour of teachers from previously disadvantaged areas

in the Western Cape.

Hypothesis 2

There is no statistically significant relationship between the biographical

characteristics and job satisfaction of teachers from previously disadvantaged areas in

the Western Cape.

5
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Hypothesis 3

The 9 biographical variables will not statistically significantly explain the variance in

job satisfaction amongst primary school teachers in the previously disadvantaged

areas in the Western Cape.

1.6 DEFINITIONS ANDTERMS

Job Satisfaction is" an individual's general attitude towards his or her job". It refers

to the sense of fulfilment and pride feit by people who enjoy their work and do it well

(Robbins, Odendaal & Roodt, 2003).

Motivation is defined as "the willingness to exert high levels of effort to reach

organisational goals, conditioned by the effort's ability to satisfy some individual

need" (Robbins and DeCenzo, 2001, p.313). Motivation is therefore a kind of internal

energy, which drives a person to do something in order to achieve something.

Work motivation is "the process by which behaviour is mobilised and sustained in

the interest of achieving organisational goals" (Dubrin & Ireland, 1993, p.294).

Organizational citizenship behaviour (OCB) is behaviour that extends beyond that

required by an individual in the workplace. It refers to actions performed by an

individual that exceeds the minimum role requirements expected by organizations

(Lovell, Anton, Mason & Davidson, 1999). It includes prosocial behaviours, helping

others and being innovative (Turnipseed, 1996).

6
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Disadvantaged communities

According to Frost and Rowland (1971) the term disadvantaged is defmed as having

deficiencies in the environment, functioning, and current experiences of individuals

from sub- economic, culturally isolated, and lor racially segregated families.

Disadvantaged communities are those "black" communities who in the past (Apartheid

era) had poor infrastructure and sub-economic housing. They were discriminated against

based on the colour of their skin (Bull, 2005).

Organisational Commitment, "in the context of job satisfaction, is the relative

strength of a worker's identification and involvement in the organisation in which he

or she works "(Perie, Baker & Whitener, 1999, p. 1).

1.7 LIMITATIONS OF THE STUDY

Job satisfaction might not be the only variable that accounts for variance or

similarities in individuals engaging in OCB. Other variables might be: influence of

the environment, relationship with others, and leadership, inter alia.

The sample size is quite small (N=233) and small sample sizes lack statistical rigour.

The research results may be considered as uncertain and exploratory/investigative.

Perhaps future research would be more beneficial if use is made of larger and more

heterogeneous samples (Ladebo, 2004).

The data collected could also possibly not capture the complexity of educators'

perceptions of their workplace conditions. In order to gather much richer data to

establish the levels of job satisfaction and organisational citizenship behaviour, the

7
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use of qualitative data could add more value to the research in addition to the

quantitative method used. However, despite the limitations mentioned the results of

this research will still contribute towards the theory of Ion citizenship behaviours and

job satisfaction of employees.

1.8 SUMMARY OF THE CHAPTER

In this chapter, an overview is provided with specific reference to the relationship

between job satisfaction and organisational citizenship behaviour and the challenges

that teachers face. The motivation for the study, the research objectives and research

hypotheses were also highlighted. The chapter concludes with the delimitations of the

study. An overview of each chapter is provided below.

1.9 ORGANISATION OF THE STUDY

Chapter 1 introduces the information on the independent variable, organisational

citizenship behaviour and on the independent variable, job satisfaction. It also

provides the framework of the research. The theoretical framework and significance

of this research study on job satisfaction and organisational citizenship behaviour

amongst primary school teachers in previously disadvantaged areas in the Western

Cape was discussed.

Chapter 2 provides a detailed discussion of organizational citizenship behaviour and

job satisfaction. Definitions of OCB and job satisfaction as well theories of job

8
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satisfaction and the dimensions and determinants of job satisfaction and DCB are

provided.

Chapter 3 follows with a detailed outline of the research methodology used to

investigate the research problem. This chapter provides an overview of the research

design, the sample method, the manner in which the data was gathered and the

statistical techniques used to test the research hypotheses. The rationale for using the

relevant measuring instruments in this study, is explained. The statistical techniques

that are used, are discussed and explained.

Chapter 4 focuses on the results arising from the empirical analysis of the data

obtained.

Chapter 5 discusses the results obtained in the study. Conclusions are drawn based on

the obtained results and some practical implications of the research fmdings are

highlighted. The chapter concludes with recommendations and suggestions that may

add value for future research.

9
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CHAPTER2

LITERATURE REVIEW

2.1 INTRODUCTION

When employees perceive their values are realised within the job, they develop a

more positive attitude towards their job and acquire job satisfaction (McCormic &

Tiffin, 1974 cited in Kaya, 1995). Job satisfaction is an important area of research

because it is associated with higher levels of employee motivation, lower rates of

absenteeism, turnover and burnout as well as positive work values and increased job

performance (Bluen, Barling & Burns, 1990; Chiu, 2000 cited inBull, 2005).

Job satisfaction has been vastly recognised as a pioneer to the correlation with

employee commitment in the literature on education (Bogler, 2001; Reyes, 1990;

Rosenholtz, 1989, cited in Mutchler, 2005). According to Kaya (1995), job

satisfaction is an important criterion for the creation of a sound organisational

structure in any organisation. He says further that the job satisfaction of employees

has an affect on the quality of the service they provide.

Sibbald, Boyke and Gravelle (2007) conclude that job dissatisfaction is an important

factor, which causes early retirement among medical and other workforces. Pretorius

and Rothman (2001) conclude that job dissatisfaction relates to behavioural patterns

such as tardiness, absenteeism and high labour turnover. Job satisfaction on the other

hand relates to behaviour that suggests a more optimistic organisational positioning

10
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(Pretorius & Rothman, 2001). Job satisfaction as a factor has been widely researched

and associated with organisational commitment and organisational performance.

Studies on job satisfaction are relevant because it is a possible determinant of

variables such as OCB, in-role job performance, absenteeism, turnover and

productivity (Oshagbemi, 1997a). Job satisfaction is dependant on variables such as

structure, size, working conditions, supervision (Sempane, Rieger &Roodt, 2002).

Oshagbemi (1997a) argues further that job satisfaction, as a research topic is

important because individuals spend a tremendous amount of time at work. It is only

by understanding the dynamics of job satisfaction that improvements can be made.

Managers can also help steer workers towards higher levels of job satisfaction and

motivation (Gautum, Mandal & Dalal, 2006).

Job satisfaction with teaching as a career is important because it is associated with

learner achievement (Ashton & Webb, 1986; Carnegie task force on teaching, 1986).

Choy et al.(1993, cited in Perie et al.,1997), revealed many factors that relates to job

dissatisfaction and turnover namely class size, school safety, teacher autonomy and

the isolation of the classroom. Perie, Baker and Whitener (1997, p. 1) state, "a high

quality teaching staff is the cornerstone of a successful educational system". They say

further that in attracting and retaining high quality teachers, it becomes important to

understand the factors associated with teaching quality and retention. Teachers

commit professionally and to the organisation (commitment to the school), (Somech

& Bogler, 2002).

11
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2.2 JOB SATISFACTION

Perie et al. (1997, p. 2), state that ''job satisfaction is an affective reaction to an

individuals work situation". They define job satisfaction as how an individual feels

about their job or specific facets of that job namely, autonomy, environment, co-

workers and compensation amongst others. Bogier and Somech (2004) in their

research contend that teachers who felt empowered were more satisfied. This sense of

empowerment included having more opportunities for growth and decision-making.

Short (1994a), describes six dimensions of teacher empowerment in detail namely:

• Decision-making, which refers to direct participation in the curriculum and

their schedules and drawing up budgets. They also need to be confident that

they are making real contributions.

• Professional growth refers to educators' belief that they are being provided

with ongoing opportunity to develop and grow professionally.

• Status refers to the respect and appreciation educators perceive that they get

from colleagues and the respect they get for their knowledge and expertise.

• Self-efficacy refers to the teachers' belief that they have the ability to assist in

student learning.

• Autonomy refers to teachers' belief that they have power over their work

namely, scheduling, curriculum development and planning.

• Impact refers to the teachers' belief that they have an influence on the school's

existence.

Bogier and Somech (2004) posit that teacher empowerment has been studied in

relation to job satisfaction and organisational commitment. They say further in their

12
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research, that highly committed employees perform better and this in turn results in

improved overall effectiveness of an organisation. Research indicates that teachers

who feel unsupported in their teaching career may be less motivated to do their best

work (Ashton & Webb, 1986; Ostroff, 1992). This could influence the quality of their

work. Additionally, teachers who are highly satisfied are less likely to change schools

or to resign from the teaching profession completely compared to those who are

dissatisfied with many areas of their life (Choy et al., 1993 cited in Perie et al., 1997).

2.2.1 DEFINITION OF JOB SATISFACTION

The job satisfaction definition has evolved through the decades, but a large majority

of the various definitions share the belief that job satisfaction is a work-related

positive affective reaction (Worrell, 2004). Vroom (1982) defmed job satisfaction as

an employee's emotional orientation towards their current job roles. Ellickson and

Logsdon (2002 cited in Luddy, 2005) defines job satisfaction as the extent to which

employees like their work. In the research, the term job satisfaction, work motivation

and job morale are used interchangeably, which may partly explain the lack of a

standardised job satisfaction definition.

Evans, (2001 cited in McWatts, 2005, p. 11) defines job satisfaction as "a state of

mind encompassing all those feelings determined by the extent to which the

individual perceives his or her job- related needs to being met". Sempane, Rieger and

Roodt (2002) state that each individual has a set of unique requirements made up of

their desires, values and expectations of the job and they subsequently evaluate their

job satisfaction on the basis of their requirements being met. Wilcox, (1992 cited in
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Castillo & Cano, 1999), asserted that job satisfaction is that place where individuals

are able to meet their higher "social and egotistic" needs. Job satisfaction can be

defined as all the negative and positive parts of an employee's salary, work

conditions, environment, their authority in the job, the success in their job and the

rewards and recognition given due to this success. Also their relationship with

colleagues and other employees and employers (Bateman & Snell, 1999; Gibson,

Ivancevich & Donnely, 2000; Kaya, 1995; Spector, 1997).

The abovementioned authors concur that individual elements do not ensure job

satisfaction as all of these elements must exist harmoniously in a place. Rather job

satisfaction draws on a collection of intrinsic and extrinsic factors and rewards. Thus,

some people may associate job satisfaction with pay rewards (extrinsic reward) and

others may associate job satisfaction with work values and achievement of task

(intrinsic reward) (Bateman & Snell, 1999; Gibson et al., 2000; Kaya, 1995; Spector,

1997).

Rice et al., (1991, cited in Perie et al., 1997) define job satisfaction as a general feeling

of one's job or facets of one's job such as compensation, co-workers, environment,

this can also be related to outcomes such as productivity. In short, job satisfaction is

about liking one's job and fmding fulfilment in it (Tasnim, 2006). Job satisfaction

amongst teachers may have strong implications for student learning. More

specifically, job satisfaction amongst teachers may influence their quality of teaching.

Researchers argue that less satisfied teachers may feel less motivated to do their best

in class (Ashton & Webb, 1986; Ostroff, 1992).
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Choy et al. (1993 cited in Perie et al., 1997) add that teachers who are highly satisfied

are less likely to change schools or leave teaching than those who are dissatisfied.

Brown (1998) states that various theories have emerged over the years, which provide

an important framework for future job satisfaction studies. The earlier more

traditional theories suggested that job satisfaction could be measured on a single

bipolar continuum with satisfaction on one end and the other end representing

dissatisfaction. A two-continuum model with job satisfaction on the first scale and job

dissatisfaction on the second scale were introduced by later revision of the theory.

These theories also looked at the absence of certain intrinsic and extrinsic factors that

could determine an individual's satisfaction level (Worrell, 2004). Intrinsic factors,

which are based on ones internal feelings and perception, are internal job-related

variables such as recognition, advancement and responsibility. Extrinsic factors are

external job related variables, which includes salary, supervision, working conditions

amongst others (Worrell, 2004).

2.3 FACTORS AFFECTING TEACHERS' JOB SATISFACTION

According to Martin and Schinke, (1998 cited in Worrell, 2004), extrinsic factors

have a significant influence on the job satisfaction levels of individuals. Williams

(2004) posits that there is a growing interest in measuring the different "facets" or

"dimensions" of job satisfaction, which can be useful when investigating employee

satisfaction with critical job factors. The traditional job satisfaction facets are co-

workers, pay, work conditions, supervision, nature of the work and work benefits.
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Herzberg, Mausner & Snyderman, 1959 (cited in Brewer & McMahan-Landes, 2003)

developed the two-factor theory that has a motivator category for factors affecting job

satisfaction and a category called hygiene factors, which affect job dissatisfaction.

These include salary, supervision, working conditions and benefits. Motivators relate

to the job itself and include factors such as achievement, recognition, work itself,

responsibility and advancement (Brewers & McMahan-Landes, 2004). These factors

have often been recognised as facets of job satisfaction in the research, which can be

useful for any institution wanting to identify areas they can improve on (Spector,

1997).

Research results indicate that satisfying factors motivate workers while dissatisfying

factors do not. Motivating factors are achievement, recognition, the job conducted,

responsibility, promotion and factors that relate to personal development in the job

itself. Factors that tend to motivate an individual in the workplace results in job

satisfaction while protective factors such as work overload, lack of incentives and

poor pay can dissatisfy an individual (Hertzberg, 1969 cited in Kalanten, AI-Taweel

& Ghani, 1999; Kaya, 1995).

Job satisfaction transpires when individuals compare their achievements and the

ensuing awards with the achievements and awards of others' and the result is

balanced Adams (1963 cited in Kaya, 1995). The results that individual's desire are

compared to those they maintained may affect their individual satisfaction (Nash,

1975 in Kaya, 1995).
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2.3.1 INTRINSIC FACTORS.

Intrinsic satisfaction can come from teachers' interaction with students and their

management of the classroom. By giving teachers more autonomy in the workplace

could make them more satisfied and improve the quality of their teaching, (Perie et

al., 1997). Choy et al., (1993,p.126 cited in Perie et al.,1997,p.3) states "intrinsic

factors may play a role in motivating individuals to enter the teaching profession,

since most teachers enter the profession because they enjoy teaching and want to

work with young people. Very few teachers enter the profession because of external

rewards such as salary, benefits or prestige".

2.3.2 EXTRINSIC FACTORS.

Researchers believe that when teachers feel that there is no support for the work they

do ,example, poor salaries, poor school safety and lack of school resources, they are

not motivated to give their best in the classroom and will often change schools or

leave the profession (Perie et aI., 1997).

2.4 JOB SATISFACTION THEORIES

Theories of Maslow (1943), Herzberg, Mausner and Snyderman (1959) claimed that

employees' needs for self-actualisation are primary determinants of job attitudes. The

five factors most common among employees with high job attitudes were:

achievement, recognition, the work itself, responsibility and advancement "(Herzberg

et aI., 1959 cited in Mutchler, 2005). A second set of factors influencing job attitudes
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were identified, namely: company policy and administration, supervision and working

conditions. Herzberg contended that these two classes were two distinct sets of factors

(Mutchler, 2005).

Herzberg's Motivation-Hygiene Theory is interlinked with Maslow's hierarchy of

needs (Maforah, 2004). Campbell, Dunnette, Lawler and Weik (1970, cited in Landy,

1989) classified the theories of job satisfaction as content or process theories.

McWatts, (2005), posited that content theories talk about the factors that influence job

satisfaction. The theories that fall under this category are: Maslow's needs hierarchy,

Herzberg's two-factor theory, Alderfer's ERG theory and McClelland's acquired

needs theory. Content theories are defined in terms of satisfaction of needs and

explain the specific factors that motivate individuals and what drives human

behaviour (Ferguson, 2000).

Process theories try to define in terms of a logical cognitive process (Ferguson,

2000). "Process theories try to give an account of the process by which variables

such as expectations, needs and values interact with the characteristics of the job to

produce job satisfaction" (Gruneberg, 1979 cited in McWatts, 2005, p. 13).

2.4.1 CONTENT THEORIES

2.4.1.1 HERZBERG'S TWO-FACTOR THEORY

In a study of 203 randomly selected engineers and accountants on factors that

measures satisfaction or dissatisfaction at work, Frederick Herzberg's motivational
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theory was born. Herzberg distinguishes between two sets of work factors namely

satisfiers or motivators and dissatisfiers or hygiene factors. The motivators have to do

with ones feelings and are related to the work itself (intrinsic factors). It can motivate

and satisfy workers and includes factors such as recognition, achievement, autonomy,

responsibility and advancement (Maforah, 2004).

Hygiene factors (extrinsic factors) on the other hand have to do with conditions of

work, pay, security and the environment. It can only prevent dissatisfaction.

Motivators relate to higher-order needs as opposed to hygiene factors, which relate to

lower-order needs (Alzaidi, n.d.; Castillo & Cano, 1999; Dubrin & Ireland, 1993;

Maforah, 2004; Newby, 1999; Robbins & Decenzo, 2001). Hygiene factors include

supervision, salary, administration, school policy, work conditions, status and job

security (Maforah, 2004; McWatts, 2005).

Castillo and Cano (1991, p. 67-68), state that "the premise of the motivator -hygiene

theory was that jobs have factors which lead to satisfaction or dissatisfaction".

McWatts (2005) posit that Herzberg was convinced that the intrinsic part Gob content)

lead to worker satisfaction and that worker satisfaction was lessened by the extrinsic

part Gob environment). McWatts (2005) asserts that Herzberg contends that although

hygiene factors are necessary it is still not enough for job satisfaction. It is only when

both intrinsic and extrinsic, or hygiene and motivators is present that an individual

will feel satisfied in his or her job.

The satisfiers or motivators are intrinsic to the job. McWatts (2005) purports that they

are interconnected to an individual's self-actualisation needs. The opportunity for
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independent thought and actions, having feelings of accomplishment, recognition,

advancement, opportunity for personal and professional growth are all examples of

intrinsic rewards (Maforah, 2004; McWatts, 2005). Ayse (1999) purports that intrinsic

factors such as having pride in their work can motivate educators to seek professional

development opportunities and increased performance.

The extrinsic factors which cause dissatisfaction in the work environment such as

poor compensation has become more significant because the income of educators has

failed to keep up with the growing increase in the cost of living (Maforah, 2004).

Motivators

Extremely
Satisfied

Hygiene Factors

Neutral
Extremely
Dissatisfied

Figure 2.1 Herzberg's Motivation-Hygiene Theory (Source: Robbins & Decenzo, 2001, p316)

Robbins and Decenzo (2001); Wright (1991) and Maforah (2004) all state that

Herzberg noted that the opposite of job satisfaction is not job dissatisfaction.

Removing dissatisfying factors from a job does not lead to the job being satisfying as

illustrated in the above diagram.
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Herzberg (1966) stated that the opposite of job satisfaction is no satisfaction and the

opposite of job dissatisfaction is no dissatisfaction. Therefore, the factors that lead to

job satisfaction are separate and different from those that lead to job dissatisfaction.

Therefore, when dissatisfiers are removed from a job it can lead to peace and

harmony but not necessarily motivation. Hygiene factors that are considered adequate

in a job will not dissatisfy individuals but neither will it satisfy them. Herzberg

therefore suggested that motivation be emphasised, as this will increase job

satisfaction (Robbins & Decenzo, 2001). Dubrin and Ireland (1993) support this by

saying that hygiene (extrinsic) factors are health- producing and desirable but they are

not motivational.

Herzberg's two-factor theory has made an important contribution to work motivation

by proving that money is not always the most important motivator and that people

desire intrinsically satisfying jobs. Although this theory has been considerably

supported, the relationship between motivation and dissatisfaction is too simplistic. It

has received criticism because it does not account for the fact that hygiene factors,

such as good benefits and management, satisfy and motivate many people. Many

employees are also not interested in motivators such as opportunities for personal and

professional growth. They work because they have to support families (Dubrin &

Ireland, 1993).

Maforah (2004) suggests that principals can provide motivators at schools. Hygiene

factors such as salary and promotion would be difficult to overrun, they can however,

promote certain factors such as favourable working conditions and environments,
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good school governance and fair policies as well as positive interpersonal

relationships.

Herzberg's theory has been criticised in that his sample of the working populations is

too constricted (Gruneberg, 1979 cited in McWatts, 2005). Herzberg interchanges the

use of satisfaction and motivation taking for granted that satisfaction levels that are

increased automatically leads to an increase in motivation. Rowley (1996 cited in

McWatts, 2005) asserts that this is not always the case. McKenna, (1987 cited in

Alzaidi, 2006), criticised the two-factor theory as being too restrictive in terms of

categorisation that is hygiene factors and motivators.

2.4.1.2 MASLOW'S IDERARCHY OF NEEDS

Abraham Maslow's hierarchy of needs theory is probably the most well known

motivation theory around (Robbins & Decenzo, 2001).

Figure 2.2 Maslow's Need Hierarchy (source: Dubrin & Ireland, 1993, p.296)

22

 https://etd.uwc.ac.za/



Maslow's hierarchy of needs arranges people's needs from the lowest to the highest

with basic physiological needs at the bottom and the highest need being self-

actualisation. Maslow emphasises that it is not possible to satisfy the higher order

needs if the lower order needs are not satisfied (Dubrin & Ireland, 1993; Maforah,

2004; Newby, 1999).

• The lower order needs such as physiological needs are the basic bodily needs

such as the need for food, water, rest, shelter and sleep (Dubrin & Ireland,

1993; Robbins & Decenzo, 2001).

• Safety needs (lower order need) are the need to feel safe and secure in the

work environment. Many schools in disadvantaged areas are threatened by

gang violence on the school grounds and surrounding areas (Dubrin & Ireland,

1993; Maforah, 2004; Robbins & Decenzo, 2001).

• The last lower order need is social and love needs which includes the need for

love, belonging, friendship, acceptance and affiliation with people. Work

environments that promote teamwork and social interaction can contribute to

the satisfaction of this need. Lower order needs are synonymous with

Herzberg's hygiene factors (Dubrin & Ireland, 1993; McWatts, 2005; Robbins

& Decenzo, 2001).

• Esteem needs include higher order needs such as external esteem factors such

as the need for self-respect, autonomy and achievement. Employees needs can

be satisfied by praising their work, giving genuine respect and recognition

(Dubrin & Ireland, 1993; Newby, 1999; Robbins & Decenzo, 2001). Evans

(2001) purports that interpersonal relationships, as a satisfier (social needs) is

more noteworthy amongst educators than any other profession.
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• Self-actualisation needs (higher order need) is the need to grow to ones fullest

potential. These individuals know their own capability. Employees can be

helped toward self-actualisation by doing more challenging work (Dubrin &

Ireland, 1993).

Maforah (2004) states that higher order needs are similar to Herzberg's motivators

and have high motivational potential for education. Lower end needs are considered

to have low motivational potential. Educators have a high need to work unhindered

and to do work that increase their self-actualisation. Kloep and Tarifa (1994),

conducted a study on the working conditions, work styles and job satisfaction among

Albanian educators. Their study showed that even though they had poor working

conditions and a lack of resources, these educators were more dependant on job

security and satisfying cooperation with co-workers, which leads to self-actualisation

and personal satisfaction (Maforah, 2004).

In Maslow's, need hierarchy, as each level gets satisfied they then cease to be a

motivator. The individual then needs to move to the next level; an example is an

educator that has money to pay for basic needs such as food can then seek

opportunities for satisfying social relationships, acceptance and membership of a

group (Dubrin & Ireland, 1993). Robbins and Decenzo (2001), concludes that even

though no need is fully gratified, when one need is substantially satisfied, that need no

longer motivates.

Maslow's theory is considered a sensible and useful explanation of job behaviour as a

hungry and tired worker cannot think about promotion or growth until they eat and
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rest (Dubrin & Ireland, 1993). Gruneberg, (1979 cited in McWatts 2005) argues that

Maslow's hierarchy of needs have no bearing as the satisfaction of a basic need does

not necessarily lead to the next level, in fact, some needs that are satisfied can lead to

that particular need being strengthened

2.4.1.3 McCLELLAND'S THREE NEEDS THEORY

McClelland's theory states that people acquire or learn certain needs from their

culture (Dubrin & Ireland, 1993). In his three needs theory David McClelland and his

associates used the Thematic Aptitude Test (TAT) in order to measure individuals in

three relevant motives or needs in work situations (Ferguson, 2000):

• Need for achievement (nAch) is the desire to achieve or accomplish

something difficult for its own sake, to strive to succeed or excel. The nAch is

a distinctive human drive, which can be isolated and assessed in any faction

or grouping. Individuals want tasks that are neither to difficult or too easy, it

should be challenging enough (Dubrin & Ireland, 1993; Ferguson, 2000).

• Need for power (nPow) is to control others to make them behave in a way

they would not always behave or want to behave. To influence the way they

behave, to evoke strong emotions in them and to be responsible for them

(Dubrin & Ireland, 1993; Ferguson, 2000; Robbins & Decenzo, 2001).

• Need for affiliation (nAftl) is the need for friendly and warm interpersonal

relationships (Robbins & Decenzo, 2001). People with a need for affiliation

care about their relationships. They enjoy engaging in work that allows for

close relationships (Dubrin & Ireland, 1993). They also need to be liked and

acknowledged and accepted by others (Ferguson, 2000).
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2.4.1.4 ALDERFER'S ERG THEORY

Alderfer's ERG theory is quite similar to Maslow's hierarchy of needs theory. The

ERG theory is based on three needs namely: existence, relatedness and growth (hence,

the acronym ERG). The first need, existence (physiological) relates to giving an

individual their basic requirements for existence, which includes their physiological,

and safety needs (Bull, 2005; Ferguson, 2000).

The social and esteems needs are met through the need for relatedness which refers to

the individual's need for warm interpersonal connections. The individual fulfils this

need through establishing and maintaining his or her relationships. The growth need

(Maslow's self-actualisation need) is the individual's inherent need for personal

growth, achievement and development (Bull, 2005; Ferguson, 2000).

2.4.2 PROCESS THEORIES

Process theories help one to understand how people think and how their thoughts

influence their behaviours. This study will only be considering Vroom's expectancy

theory.

2.4.2.1 VROOM'S EXPECTANCY THEORY

Victor Vroom's theory states that, motivation in humans generally occurs when they

have an expectation that their efforts will be followed by an acceptable performance,

which will be compensated with a positively attractive and valuable reward. An
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individual's abilities, knowledge and personality determine their overall performance

(Robbins, Roodt & Odendaal, 2003; Roberts, 2005 cited in Adams, 2007).

In Vroom's theory, he states that the key components that make up motivation is a

combination of valence, instrumentality and expectancy. These factors exist in each

situation which involves motivation (Dubrin & Ireland, 1993). They are further

defined as:

• Valence: The value of the perceived outcome. This relates to the emotional

orientations employees hold with regard to rewards.

• Instrumentality: The belief of employees that if they complete certain tasks

and/or actions then they will get desired rewards and outcomes.

• Expectancy: an individual's belief that he or she is able to complete a task or

action (Dubrin & Ireland, 1993; Newstrom & Davis, 2002 cited in Adams,

2007).

First Level
-==)!I!!;'1-' outcomes .................. ~....,_tJt,..,,>

Second -level
outcomes

Figure 14.5 Vroom's
expectancy theory

Figure 2.3 Vroom's expectancy tbeory (Nel, Van Dyk, Haasbroek, Schultz, Sono, & Werner, 2004,

p.335).
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2.5 DIMENSIONS OF JOB SATISFACTION

Job satisfaction refers to a person's feelings towards explicit dimensions of the work

environment (facet satisfaction). Accordingly, different dimensions of job satisfaction

have been identified. Ivancevich and Matteson (2005); Locke et al,(1976 cited in

Sempane, 2002), postulates that job satisfaction comes from various parts of the job

such as the work itself, pay, supervision, promotion, recognition and co-workers.

Smith, Kendall and Hulin, (1969 cited in McWatts, 2005), also identified five facets,

which is representative of the most significant features of a job. They suggest five

core dimensions of job satisfaction, namely pay, job/work itself, promotion,

supervision and co-workers. Dimensions such as policies and procedures, work group

affiliation, working conditions and fringe benefits were found to be part of the five

crucial dimensions (Ivancevich & Matteson, 2005). These dimensions represent

characteristics connected to job satisfaction (Bull, 2005). Alzaidi (2006) posits that

the society and its educational framework determine the different dimensions of job

satisfaction.

2.5.1 PAY

Pay refers to the amount of financial compensation an individual receives as well as

the extent to which such compensation is perceived to be equitable (Smith et al., 1969

cited in McWatts, 2005). They noted that pay satisfaction occurs when individuals

perceive that they are getting similar or more than the amount, they are looking for.

Dissatisfaction occurs when they get less than what their desired pay is.
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Luthans (1998) posits that pay both assist people in satisfying their most basic needs

as well as satisfying their higher order needs. Herzberg (1966 cited in MeWatts,

2005), asserts that pay is classified as a "hygiene" factor. Vigoda-Gadot (2003) on the

other hand contends that pay is often noted as a 'motivator" of performance and a

determinant of job satisfaction.

Johns (1992) suggest that job satisfaction and pay have a relatively positive

relationship. This is dependant on employees' desire for more compensation; some

workers desire less money for less responsibility and fewer working hours. In most

organisations, one finds employees who work overtime to earn more money while

another group will refuse to work overtime (Johns, 1992).

Green and Heywood's (2007) study indicated that profit-sharing/performance bonuses

increase the job satisfaction of employees. A concern by the authors was that

employees' intrinsic motivation might decrease due to the incentive of performance

bonuses. Taylor and West, (1992 cited in Bull, 2005) in their study of public sector

managers concurred that public employees who compared their pay with employees

in the private sector generally experienced lower levels of job satisfaction. Ingham,

(2000 cited in Otube, 2004), further postulates that job dissatisfaction sets in when

individuals believe they are inequitably paid. Steyn, (2002) states that educators feel

that their remuneration is inferior to the quantity of work they do.

Pearson (1991), assert that compensation has a symbolic importance to employees

because it gives them feedback on their worth to the organisation. Vroom, (1964,
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Mobley, 1978 both cited in Otube, 2004), concurs that high compensation is a source

of status and prestige in our society.

Boone and Kuntz (1992) posits that the objective of any compensation system would

be to offer fair compensation (pension scheme, medical aid scheme, 13th cheque,

incentives, paid leave) for a worker's input. Robbins et al. (2003) support this by

stating that employees seek equitable pay for the work they do, their knowledge and

skills and in line with compensation for similar jobs. This in turn leads to job

satisfaction. A harmless generalisation one can make is that money is not the only or

most important motivator for many employees and that it represents different things

for a diversity of people (Cockcroft, 2001 cited in McWatts, 2005).

2.5.2 THE WORK ITSELF

Oosthuizen (2001) refers to the work itself as the actual doing of the work and the

type of work, whether it is repetitive or changing, simple or difficult, creative or

boring. Ivancevich and Matteson (2005) states that the outlook of the job as a

dimension of job satisfaction concentrates on the structure of the job itself.

According to Landy (1989) and Luthans (1992) the nature of the job content of

employees builds stronger levels of job satisfaction, which can result in good

performance. Employees should feel that they are a part of the organisation and will

in turn participate positively in improving the organisation (McWatts, 2005).
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Need for achievements should be afforded (Robbins & Decenzo, 2001). Employees

should receive recognition for their achievements and provide further career growth.

Landy (1981) further states that a satisfying job allows for more autonomy and

flexibility which can contribute to job satisfaction.

Luthans (1992) adds that it is important for employees to have work that is

challenging and motivating and which holds a prominent position. This results in the

employee's needs being satisfied. When employees perceive that their satisfaction is

enhanced within their particular job, they are more willing to be accountable. This in

turn could lead to more autonomy within their job. Their confidence may be enhanced

and they may experience more job satisfaction because they have more flexibility and

control over their destiny (Lam, Baum & Pine, 2001).

Pearson (1991) posits that if jobs are considered to be motivating and satisfying they

need to provide skill variety, feedback, task identity and significance. Carrim et al.

(2006) conducted a study on call-centre agents and stated that the agents did not have

enough variety in their work tasks. Holman (2002 cited in Carrim et al., 2004, p.68)

concluded that "routine jobs in call-centres have been associated with emotional

exhaustion, related to a heavy workload and high emotional demands". Landy (1989)

posits that jobs which are physically and emotionally draining are less likely to

provide individuals with high levels of job satisfaction.

Johns (1992) states that work that is perceived as mentally challenging and personally

involved and important with clear feedback might influence job satisfaction.

However, some employees might prefer unchallenging, repetitive and less demanding
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work. Organ (1988) also states that the kind of work an employee performs and their

autonomy in the jobs is an important factor in job satisfaction. If the job is

intrinsically challenging and interesting, it may prove satisfying. Spector (1997) posits

that if the job is repetitive and boring and has little decision-making power, the job

may be considered less challenging and thus highly dissatisfying (Otube, 2004).

Syptak, Mantal and Ulmer (1999) purports that an important motivation for

employees is to help them believe that the work they do is important and meaningful.

Their positive contributions to the organisation should not go unrecognised and they

should feel that they do matter (Syptak et aL, 1999). Otube (2004) asserts that in the

absence of mental challenge or a work task that has little or no effort, or where no

skill or thought is required, individuals experience boredom.

Patchen, (1990 cited in Otube, 2004), asserts that a challenging job encourages

involvement because it requires individuals to use their own judgement and choice.

Otube (2004) states that employees of higher job levels want mentally challenging

work and view it as pleasurable and as a means of fulfilling a variety of psychological

needs, while lower level workers view work as a way to earn a living. She concluded

that this could partly explain why research findings indicate a positive relationship

between job level and work motivation (Otube, 2004).
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2.5.3 PROMOTION

George (2000), states that promotion as a dimension of job satisfaction refers to how

available and accessible career progression opportunities are. Promotion enhances a

person's self-worth since it provides recognition and also accompanies monetary gain.

Robbins et al., (2003), posits that career advancement could also be opportunities for

lateral movement and growth and not necessarily climbing the corporate ladder.

Promotion is an intrinsic source of job satisfaction and comes from within the

individual (Vecchio, 1988 cited in McWatts, 2005).

Syptak et al. (1999) declare that employees' loyalty and performance should be

rewarded with career advancement. Should their be no vacancy for a promotion,

organisations should consider giving an employee a new job title which is reflective

of the individual's raised level of work responsibilities. They should also be supported

in furthering their education.

Otube (2004) asserts that some employees might be unhappy with advancement

opportunities in their organisations and might be dissatisfied. On the other hand,

employees might deem promotion opportunities to be unfair but still be satisfied in

their job because they do not possess the necessary skills and qualifications for the

particular promotion.

For a promotion to be considered satisfying, advancement opportunities should carry

out the following:

• The vacancy should be able to boost a need for achievement.
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• The employee should feel that he or she is getting the necessary recognition

within the organisation.

• The employee should be taking on more duties and responsibility (Johns,

1992; Vigoda-Gadot, 2003).

2.5.4 SUPERVISION

A supervisor has a very important role, which is to treat all employees fairly and to

use feedback, which will increase the job satisfaction of employees (Syptak et al.,

1999). Otube's (2004) study agrees by saying that a supervisor's consideration for the

needs or feelings of his supervisees has a positive effect on their job motivation.

Subordinates will endeavour to do their jobs well. They should be able to provide the

necessary emotional and technical support and offer work-related guidance (Robbins

et al., 2003). Robbins et al. (2003) add that relationships between job satisfaction and

supervision refer to the supervisor being able to offer emotional and work-related

guidance and support.

Davis (1992 cited in Otube, 2004), states that a supportive and friendly supervisor

will obtain better productivity, motivation and job satisfaction. George (2000) asserts

that supervisors who are insensitive, incompetent and uncaring have a negative effect

on employees' job satisfaction. Spector (1997) posits that supervisors who offer

positive practical, emotional and technological support to their subordinates may

increase the latter's level of job satisfaction.
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Research indicates that loyalty to a supervisor has a strong influence on an

individual's job satisfaction and subsequent desire to remain in his or her job

(McWatts,2005).

2.5.5 RECOGNITION

Otube (2004) states that most employees enjoy having their work praised and getting

recognition for work well done. Gruneberg, (1979 cited in MeWatts, 2005) add that

many individuals need external validation or recognition, which increases their self-

esteem and sense of self-worth. Oosthuizen (2001) refers to recognition as

acknowledging an individual's contribution towards the organisation, showing

appreciation and rewarding the individual for a task well done. Gruneberg, (1979

cited in McWatts, 2005), posits that promotions and monetary increases and praise are

ways in which an individual can be given recognition. On Maslow's hierarchy of

needs, the desire for recognition is accredited to the desire for self-esteem or a

positive self-concept (Otube, 2004).

2.5.6 WORKING CONDITIONS

An employee's work environment has a strong influence on their level of self-pride

and on the work they do. Allowing adequate personal space, up-to-date equipment,

proper ventilation and lighting amongst others, ensure less tension amongst workers

(Oosthuizen, 2001; Otube, 2004). Luthans (1992), who argues that employers take

their working conditions for granted, dismiss this statement. When they complain it is

usually because of some other underlying or hidden problem.
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According to Pearson (1991), factors such as organisational values, supervisory style

and physical conditions are all related to an individual's work environment. Otube

(2004) posits that employees enjoy a physical environment that is comfortable and

safe. Oshagbemi (1999 cited in McWatts, 2005), posits that managers enjoy

significantly higher levels of job satisfaction with their working conditions compared

to academics. He states further that this is probably due to managers enjoying bigger

spaces, better equipment, visually appealing office outlays amongst others.

2.6 PERSONAL DETERMINANTS OF JOB SATISFACTION

It is noted that teachers' job satisfaction is an important matter in any country, as

education is termed as "the backbone of a nation", and our teachers play the role of

builders of that backbone or developers of our society's moral fibre (Tasnim, 2004).

Okpara, (2004 cited in McWatts, 2005, p. 32) states, ''job satisfaction could be

predicted from demographic variables, but not all variables contributed to the same

degree of satisfaction". Gruneberg, (1979 cited in McWatts, 2005) however argues

that since people are inherently different and some people might want job fulfilment

whereas others want high compensation rewards. Findings emerging from research

indicates contradictions with regard to the variables that impacts on motivation (Carr,

2005).
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2.6.1 JOB SATISFACTION AND AGE

Rhodes (1983 cited in McWatts, 2005) studied previous research findings and

concluded that a positive, linear relationship exist between age and job satisfaction

(Pearson 1991; Robbins et al., 2001). Oshagbemi's (1997a) research on university

educators indicated that job satisfaction was highest amongst the 55+ respondents.

Several authors in Bull (2005) support this statement that older employees experience

higher levels of job satisfaction. The reasons given for this are that older workers are

more interested in compensation and other benefits as they prepare for retirement.

They are also more experienced and less demanding of factors such as promotion and

autonomy (Birdi, Warr & Oswald, 1995 cited in Bull, 2005; Moltaz, 1986 cited in

McWatts,2005).

Oosthuizen's (2001) research indicated that employees under 40 experienced the

highest degree of job satisfaction in terms of promotion, development and

achievement. Individuals over the age of 40 experienced dissatisfaction in terms of

growth and advancement opportunities. Conversely, older educators were more

motivated than their younger co-workers were.

Schulze and Steyn, (2003), have reported considerable differences for motivated

educators of different age groups in a study. They found that the more senior

educators had higher motivational levels with regard to factors such as a sense of

professional growth and development, autonomy and authority as well as role

definition, as opposed to their younger counterparts (Schulze & Steyn, 2003).
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Job satisfaction tends to be high when individuals begin their first job. It decreases

until they reach their late twenties or early thirties and then job satisfaction levels

starts increasing again. This pertains to the rest of the individual's working life. The

employees increased level of maturity and work experience leads to them adjusting

their work expectations more realistically (Hunt & Saul, 1975 cited in Carrim et aI.,

2006).

Robbins et al. (2001) reported that professionals experienced more satisfaction as they

get older due to having more challenging tasks, more experience and increased

compensation amongst others. Amongst non-professional employees, satisfaction

declines during middle age and increases again closer to retirement. The decline in

satisfaction could be due to economic insecurity and fewer challenging duties.

Robbins et al. (2001), concluded that employees with a long tenure are less likely to

leave the organisation.

2.6.2 JOB SATISFACTION AND OCCUPATIONAL LEVEL

Rousseau, (1978 cited in Bull, 2005, p. 34) purports that" the effect of organisational

position on an employee's attitudes and behaviour appears entirely attributable to the

characteristics of the job he or she performs".

In a study conducted on worker motivation and job satisfaction of managers of

Chinese restaurants in Hong Kong, the findings indicated that factors such as the job

itself, the work environment and the compensation were pertinent in enhancing

managers' levels of job satisfaction (Lam et al., 2001). A study conducted by Mottaz,

(1986 cited by MeWatts, 2005), of workers from various occupational groups
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indicated that overall job satisfaction positively relates to rank. The author states

further that there is definite distinction between workers in higher-level occupations

and workers in lower-level positions.

Burke, (1996 cited in Bull, 2005), discovered that higher-ranking males and females

were more satisfied with their rank than lower level workers such as clerical and

secretarial staff were. Research findings indicated that higher rank usually comes with

better salaries and better working conditions (Bull, 2005; McWatts, 2005).

Their has been quite a few studies done which indicated a positive relationship

between job satisfaction and rank (Robie, Ryan, Schmieder, Parra & Smith, 1998

cited in Bull, 2005).

Pearson, (1991), postulated that a positive relationship exist between job satisfaction

and occupational level. Analoui (2000 cited in Carr, 2005) asserts that power, status,

higher pay and opportunities for promotion are more important to managers'

motivational levels.

2.6.3 JOB SATISFACTION AND LEVEL OF EDUCATION

Research investigating the relationship between job satisfaction and level of education

has been inconclusive (Camp, 1994, Tang, 1997, Vorster, 1992 all cited in Bull, 2005;

Loscocco, 1990). Some studies indicate a positive relationship between the two

(Quinn & Mandilovitch, 1975 and Glenn & Weaver, 1986 cited in Bull, 2005).
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Greenberg, (1979 cited in McWatts, 2005) stated that individuals' who are over-

qualified for their specific jobs become dissatisfied, as their skills are not fully

utilised. Battu, Belfield & Sloane, (1999, Jonas, Johnson & Johnson, 2000 cited in

Bull, 2005), however states that the relationship between job satisfaction and

education level is positive if a fit is made between the individual's qualification and

the work they do. The implication here is that the higher the level of education, the

more satisfied the individual. The individual needs to carry out duties that are on par

with their level of education (Bull, 2005).

In the call-centre environments research has indicated that the agents with

qualifications are more inclined to pursue jobs with a better outlook such as jobs with

more internal promotions or jobs at other organisations (Belt, 2002 cited in Carrim et

al., 2006). The university qualified agents tend to move completely out of the call-

centre environments (Carrim et al., 2006).

2.6.4 JOB SATISFACTION AND TENURE

The term tenure is defined as the time-span (months, years) that an individual has

been at a particular organisation (Lim et al., 1998 cited in Bull, 2005). Oshagbemi,

(2000d, cited in McWatts, 2005) stated that there is an assumption that workers less

satisfied in their jobs will resign as opposed to the more satisfied ones who will

remain. They also tend to stay for longer (Vecchio, 1988 cited in McWatts, 2005;

Bull, 2005).
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Research indicates that the longer people work at an organisation the more likely they

are to change their values in line with the organisation. They are also happier with

their pay increase, the work itself as well as the experience they have gained

(Chambers, 1999;Mottaz, 1986cited in McWatts, 2005).

Oshagbemi, (2000d, cited in McWatts, 2005), stated that many workers stay in their

jobs because they need to work to support families and for various other economic

realities. Lambert et al, (2001 cited in Bull, 2005), asserted that the link between job

satisfaction and tenure is inconsistent because it depends largely on the organisation

itself, and if high tenure is perceived as a liability or an asset within the particular

organisation.

According to Schultze and Steyn (2003), tenure and job satisfaction are positively

related and an individual's age corresponds with their work experience. Robbins et al.

(2001), purports that tenure also seems to be a more trustworthy and reliable predictor

of job satisfaction in comparison to an individual's age. Schulze and Steyn (2003)

conducted a study amongst educators, which indicated that experienced educators had

higher motivational levels due to having more support, authority and autonomy in

their jobs than less experienced educators.

2.6.5 JOB SATISFACTION AND GENDER

Groot, (1999 cited in McWatts, 2005) stated that no noteworthy distinction in job

satisfaction was found between men and women. Oshagbemi (1997a) on the other

hand found that female university academics were more satisfied than their male
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counterparts in the workplace. These differences could possibly be due to women

being more interested in having good social networks and interrelationships as

opposed to men who want better career prospects (Gruneberg, 1979 cited in McWatts,

2005).

Studies on job satisfaction and gender have been largely contradictory. Women have

less of a desire for autonomy and remuneration as men have and are more concerned

with having the support of their co-workers and superiors (McWatts, 2005). In their

research, Zawacki, Shahan and Carey, (1995 cited in Bull, 2005) found that amongst

nursing professionals, the male nurses had more job satisfaction than the female

nurses. They also found more meaning in their work.

Mwamwenda, (1997 cited in McWatts, 2005), conducted a study among South

African teachers and the research indicated that female teachers, although expressing

a higher sense of job satisfaction were in fact less satisfied than male teachers. The

research indicated inconsistencies in findings on gender and job satisfaction therefore

it is not possible to make generalisations. Studies indicate that there are no noteworthy

differences in gender and job satisfaction (Bull, 2005; McWatts, 2005).

It seems that women in lower ranking jobs are less satisfied than women in higher,

male-dominated jobs. This is due to the women in the lower ranking jobs having less

opportunity for advancement (Hull, 1999, Jones, Johnson & Johnson, 2000; Reut,

1999 all cited in Bull, 2005).
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Research done in a call-centre environment indicated that their was no difference

between male and female participants with regard to their general and intrinsic levels

of job satisfaction. The research also suggested that participants with post-school

qualifications had lower levels of intrinsic job satisfaction (Carrim, Basson &

Coetzee, 2006). Kremer-Hayon and Goldstein (1990) contended in their study on

Israeli secondary school teachers that the females experienced higher levels of job

satisfaction than their male counterparts did.

A study conducted on stress and job satisfaction in Malta amongst 844 primary school

teachers reported double the amount of male teachers being dissatisfied with their jobs

in comparison with their female counterparts (Borg & Falzon, 1989 cited in Tasnim,

2004). Tasnim (2004) concludes that the female teachers appear to be more satisfied

in their careers than the men are. Further studies in Japan and Germany indicated that

male teachers experienced higher levels of job satisfaction than women (Lissmann &

Gigerich, 1990; Ninomiya & Okato, 1990 cited in Tasnim, 2004).

The next section of the literature review looks at the concept of OCB, the defining

DCB, the dimensions and antecedents of OCB will be investigated and a discussion

will follow.
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2.7 ORGANISATIONALCITIZENSmp BEHAVIOUR(OCB)

2.7.1 INTRODUCTION

Research into organisational citizenship behaviour (OCB) imply that employees who

feel a considerable link to an institution, who feel that they have some autonomy or

rights over the continual success of the organisation, show more loyalty to their job

and co-workers, and who fmd their work role meaningful , tend to display more job

task performance (Harmer, n.d). Employees who are highly involved in their work

actively enhance in doing their extra roles in their job and do not expect extrinsic

rewards when spending extra time on tasks if it ensures that organisational goals are

met (Ekore & Onomerike, 2004; O'Brien, 2004).

Christ et aI., (2003) states that research has also shown than when individuals feel an

emotional attachment to their organisations they show more citizenship behaviour.

Meyer and Allen (1997 cited in Christ et al., 2003) state further that this relationship

is very strong in the case of affective commitment. They define affective commitment

as ''the employee's emotional attachment to, identification with and involvement in

the organization" (Meyer & Allen, 1997, p.67).

Landen (2001) posits that OCBs takes place when affective commitment becomes

more prominent. Employees develop more trust and concern for others and an open-

ended commitment. Ackfeldt and Coote (2000) argue that OCB is influenced directly

by organizational commitment and job satisfaction. The professional development,

leadership support and behaviour-based evaluation all have an indirect influence on
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OCB. Hodson (2002) posit that the heart of citizenship behaviour is employees

engaging in extra-role behaviour. Payne and Webber (2004) assert that workers who

experience increased levels of job satisfaction have a tendency to be more helpful.

Landen (2001) state that genuine citizenship behaviour can be distinguished from

citizenship behaviour for self-interest by an employees motivation. Landen (2001)

states further that self-interest motivation will generate dysfunctional outcomes.

Employees with high OCB might encourage family and friends to support their

company by purchasing its products or services and improve work conditions by

encouraging co-workers to communicate their innovations and suggestions. Hannam

(2006) identifies teacher OCB as organising extra-curricular activities, taking on

elective training and extending teaching services to students outside of regular

teaching hours.

Podsakoff and Mackenzie (1994) asserted that organisations with higher OCB levels

amongst employees demonstrated increased managerial efficiency, better business

planning and allocation of key resources as well as improved communication amongst

different work groups.

Somech and Drach-Zahavy, (2000), studied the extra-role behaviour of 251 Israeli

teachers. Their studies looked at three levels of extra-role behaviour namely: 1) the

individual level (example, Behaviour where individual donates (gives); 2) the team

level (example, Behaviour where individuals share and cooperate); and 3) the

organizational level (example. Volunteering for unpaid tasks). Their research revealed

three distinctive factors that corresponded to three levels of the school system namely;
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the student/learner, the team and the organisation. They also found different

determinants for different forms of extra-role behaviour. Their findings indicated and

suggested their assumptions of the existence of different levels of extra-role

behaviour. It indicated that while job satisfaction was positively related to OCB at all

three levels, self-efficacy was in fact positively related to OCB towards the team and

organisation and not towards the student/learner.

2.7.2 DEFINITION OF OCB

OCB is defined as behaviours that go beyond the call of duty. Extra-role behaviour

was described as going above and beyond the call of duty (Ackfeldt & Coote, 2000;

Chu, et al., 2005; Jahangir, Akbar & Haq, 2004). Positive emotions such as empathy

and perceived ability are argued to increase OCB (Freund, 2003; Gyekye & Salminen,

2005; Oplatka, 2006; Organ, 1988).

Organ (1988, p. 4), defined OCB as "individual behaviour that is discretionary, not

directly or explicitly recognised by the formal reward system, and that in aggregate

promotes the effective functioning of the organisation." He based his OCB construct

on the works of Barnard (1938) and Katz (1964), both of whom assert that the

employee's willingness to engage in extra-role behaviours within the organisation

greatly contributed to the attainment of organisational goals (Jahangir et al., 2004).

OCB is the employee's (individual) behaviours and actions that go beyond their job

conditions and the formal reward system (Smith, Organ, Neare, 1983 cited in Gautam

et al., 2004; Ladebo, 2004; Landen, 2001). Organ, (1997 cited in Gautam et al., 2004),
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stated that recent research finding position OCB as a behavioural outcome of an

employee's motivation within the workplace. Organ and Paine (1999) states further

that job satisfaction; affective commitment, perceived fairness and leader

supportiveness have mostly been researched as mind-set or attitudinal interpretations

ofOCB.

Organ (1988) and Organ (1997 cited in O'Brien, 2004) initially conceptualised OCB

as extra-role, however his most recent adaptation of OCB falls in line with Borman

and Motowidlo's (1993) definition whereby OCB contribute to the preservation and

improvement of the "social and psychological context" supporting work role.

Borman and Motowidlo (1993) recommended another construct connected to OCB

namely "contextual performance". The latter adds to organisational success through

the behaviour of employees who take on work activities which falls outside of

established areas of task performance. Contextual performance and OCB differs in

that contextual performance does not need behaviours to be extra-role or unrewarded

(Rego, 2003). Borman and Motowidlo (1993) state that "contextual performance"

includes behaviour such as volunteering to do work that falls beyond their job

requirements, showing extra effort in completing tasks successfully, being helpful; to

others and following rules and regulations. OCB definition has been criticised by

some researchers , with Organ considered by many to be the "father " of OCB

revealing that OCB is more than just "extra-role" or "beyond the job" requirement

(Rego, 2003). Organ, (1997, p. 90 cited in Rego, 2003, p. 19) states that "the defining

quality is that it be "non-task", or more to the point, that it contributes to the

maintenance and/or enhancement of the context of work".
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Podsakoff, Mackenzie, Paine and Bachrach (2000) argued that research on aCB

could prove to be worth little unless more attention is paid to aCB as a concept. They

state further that the conceptualisation of aCB could be more positively shown

through talking about aCB as a dimension.

Schnake (1991) proposed an abridged definition on aCB defining it as purposeful,

extra-role, pro-social organisational behaviour, directed at persons, groups and lor

institutions.

Organisational Citizenship Behaviour (aCB) is defined as extra-role behaviours or

the behaviours that workers will show which are beyond their normal duties.

(Nelemeyer et al., 1997 cited in Ackfeldt & Coote, 2000). They state further that

because of its positive relationship with organisational performance, aCB should be

highly appreciated by organisations.

Social and emotional capitals have always been the interest of organisations and the

outcomes of social relations - aCB - are sought (Landen, 2001). She states further in

her research that aCB are behaviours that are discreet and not explicitly recognized

by the formal reward system. aCB promote and enhance the effective functioning of

the company. It develops a sense of trust, concern for others and affective

commitment (Landen, 2001).

aCB is a prosocial behaviour, which is intended to help an organisation. It goes

beyond what an organisation requires in a formal job description (Lovell, Kahn,

Anton, Davidson, Dowling, Post & Mason, 1999). In contrast counterproductive work

behaviour (CWD) such as aggression and sabotage, aims to hurt the organization.

Various organisational and work conditions such as stress, performance, injustice will
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produce emotional reactions. Whether this reaction is negative or positive will

determine the likelihood of CWD or OCB respectively (Lovell et al., 1999).

Hannam and Jimmieson (2002, p. 1) and Jahangir et al. (2004, p. 75) define OCB as

"discretionary workplace behaviours that exceed one's basic job requirements."

Organ (1988) states that part ofOCB arises from intrinsic motivation, which includes

having a positive mood state and the need to belong and lor a sense of achievement.

OCB is a fairly new research topic in the field of Industrial Psychology.

Companies are realizing that OCB' s in employees have value and significance that

can be applied to different occupations and organisations (Coetzee, 2004; Gyekye &

Salminen, 2005; Jahangir et al., 2004; Ladebo, 2004). Employees who generously

give of their time and effort, adds to the success of an organisation. They give freely

of themselves, will replace sick co-workers voluntarily, are good organisational

ambassadors, assist in orientation of new workers and offer innovative ideas for work

improvements also referred to extra-role behaviour (ERB) (Gyekye & Salminen,

2005; Lovell et al.; 1999;Scholl, 2003;).

OCB is not always acknowledged by a formal reward structure and is indicative of an

individual's own desire to do more (Ladebo, 2004). He postulates that employees

possess cognitions and emotions to enable them to use free will with regard to what

kind of behaviours they have control over, which is beyond the call of duty and is

discretionary (Jahangir et al., 2004).
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Further research has also been done on the relationship between OCB and its

antecedents. Ehrhart and Nauman (2004 cited in Harmer (n.d, n.p.n), defines

antecedents as "those factors that determine an individual or work team's propensity

to demonstrate OCB when at work". Van Dyne, Graham and Dienesch, (1994 cited in

Harmer, n.d) recognised six key qualities, which show the keenness of the employees

to show OCB, namely: positive job attitudes, shared workplace values, the amount of

motivating job characteristics, length of tenure, occupational level and lastly the low

rate of worker scepticism.

Ehrhart and Naumann, (2004 cited in Harmer, n.d) states that in the academic

literature OCB is also known as being focused on 'helping". Lievans and Ansell

(2004 cited in Harmer, n.d) posit that employees who practise OCB in the workplace

tend to be more helpful towards co-workers by assisting them with work tasks. They

generally have a stronger loyalty towards their organisation and co-workers and are

strong on encouraging the goals of the organisation (Jahangir et al., 2004).

Organ (1988) refers to OCB as the behaviours that an employee demonstrates that

goes beyond their job requirement and the normal compensation structure.

Bateman and Organ, (1983) adds that employees demonstrating OCB go beyond their

call of duty and add value to the organisation's work teams and its social systems. It

creates a sense of positiveness in the organisation (Freund, 2003).

To date their have been few studies on the relationship between job satisfaction and

OCB among teachers and even fewer in South Africa amongst primary school
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teachers. It is the author's opinion that the research will be meaningful to the field of

OCB.

2.7.3 DIMENSIONS OF ORGANISATIONAL CITIZENSIDP HEHAVIOUR

(OCH)

Organisations need employees who will embrace extra-role behaviours (Bogler &

Somech, 2004; Coetzee, 2004). Organ and Paine (1999) posit that OCB has generally

been described as having two key routes namely: altruism, which is an individual's

helping behaviour towards members of an organisation and the second type of

behaviour, is directed towards the organisation, which relates to an employee's high

work ethic and low absentee rate (Williams & Anderson, 1991). Organ, (1990 cited in

Freund, 2003), refers to this type ofOCB as "OCB compliance".

Organ (1988) has suggested that OCB essentially has five dimensions: Altruism,

Conscientiousness, Sportsmanship, Courtesy, and Civic Virtue. Many authors agree

on these components and call it a five-factor model of OCB. Then there are other

models that propose two main factors consisting of altruism and generalised

compliance (Jahangir et al., 2004; Organ & Ryan, 1990 cited in Gautam et aL, 2004;

Smith et al., 1983).

Organ (1988) defmes OCB through five dimensions of discretionary behaviours

namely:

Altruism - refers to an employee's willingness to take on helpful deeds. It is defined

as helping behaviour directed at individuals who need assistance, or seek help. An
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altruistic individual will go all out to help people (Ackfeldt & Coote, 2000; Jahangir

et al., 2004). This behaviour enhances the performance of individuals and enhances

group efficiency (Jahangir et al., 2004).

Generalised compliance refers to conforming or impersonal charity to the workplace.

It is defined as doing the right thing for their own sake relative to another person

(Jahangir et al., 2004).

Conscientiousness - refers to making good use of time, going further than minimum

expectations. It improves on both individual and team competence (Jahangir et al.,

2004).

Civic Virtue - describes an employee engaging constructively in the governance of

the workplace by voluntarily attending meetings and functions, reading and answering

emails (Ackfeldt & Coote, 2000). Civic virtue promotes the organisation's interest

(Jahangir et al., 2004).

Courtesy - makes the best use of time and aids in the avoidance of problems. It

includes behaviour such as sending reminders, giving proper information and advance

notices (Jahangir et al., 2004).

Sportsmanship - refers to an employee tolerating any job hassles without complaining

or whining or expecting rewards (Ackfeldt & Coote, 2000; Jahangir et al., 2004).
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More recent conceptualisations of OCB propose somewhat different categorisations.

(Podsakoff and MacKenzie, 1994; Yen & Niehoff, 2006) in their research combined

aspects of altruism and courtesy and termed it "helping" (Yen & Niehoff, 2006.).

Bowen et al. (1999) also named the above-mentioned OCBs as having a 'strong

service-oriented flavour". Bolino (1999) also presents the same five dimensional

scale. He also reports a four-dimensional scale namely:

• Interpersonal helping

• Personal industry

• Individual initiative

• Loyalty

The conflict in the research on OCB goes around the research identifying four

categories of OCB (Moorman & Blakely, 1995 cited in Jahangir et al., 2004). There

however appears to be more evidence to suggest a two-factor structure (Jahangir et

al., 2004). William (1998 cited in Jahangir et al., 2004,) constructed a two-

dimensional definition of OCB:

"1) Benefits to the organisation in general, such as volunteering to serve on

communities (OCBO), and

2) Benefits directed at individual's within the organisation, such as altruism and

Interpersonal helping (OCBI)" (Jahangir et al., 2004, p.79).

DiPaola and Tscannan-Moran (2001) conducted two separate research studies and

found one dimension (rather than five or two) encapsulates all the facets of OCB.

There is thus a mutual benefit to both the organisation (helping the organisation) and
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the individual (helping the individual) in terms of merging it into "a single, bipolar

construct" .

Podsakoff et al. (2000 cited in Gyekye et al., 2005) communicated the variation

amongst aCB meanings:

Two dimensions recorded by Smith, Organ & Near (1983)

Three dimensions recorded by Organ (1988)

Four dimensions recorded by Mackenzie, Podsakoff & Fetter (1991)

Five dimensions recorded by Moorman (1991).

No best structure therefore exists to measure aCB. It appears that using a greater

number of items gives a more complete and broader scope of behaviours to assess for

citizenship behaviour as postulated by Gyekye and Salminen (2005). Gautam et al.

(2004) argues that aCB can be interpreted differently by different cultures. The term

"good soldier" may have different meanings in different cultures and the cultural

values may influence an individual's desire to demonstrate aCB more or less

(Gautarn et al., 2004).

Bettencourt et al. (2000) posits that job satisfaction was a meaningful forecaster of

loyalty aCB. Research carried out by Organ and Ryan (1995 cited in Payne &

Webber 2001) indicates a meaningful relationship between job satisfaction and

altruism.

aCB according to Landen (2001) increases organisational performance, influences

organisational, and group effectiveness "because,

1) they increase performance so that fewer resources are needed,
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2) they improve co-ordination within work groups, reducing frustration and

improving effectiveness,

3) They enhance image, giving the impression of the organisation as an attractive

place to work "(Landen, 2001, p. 5).

Chen et al. (1998 cited in Ladebo, 2004) asserts that employees may hold back

citizenship behaviours if they feel annoyed with specific parts of their work. Should

this frustration continue it might sway the worker to consider resigning. Ladebo

(2004) used Bettencourt et al.'s (2001) service-oriented OCB for his study. This OCB

focuses on three aspects of service-oriented OCB relevant to teaching, showing

loyalty to the organisation through supporting and promoting its interest and image to

the outside world. "Employee participation refers to the willingness and the need for

the organisational members to be involved in the development and governance of the

organisation. Service delivery is conscientious role performance in the organisation"

(Ladebo, 2004, p.221).

In a study done with agricultural employees, Ladebo (2004) chose service-oriented

OCB because,

1) Some agricultural workers enhance or lessen the image of the organisation

whilst acting as representatives of their organisations. Similarly, teachers

represent their school and promote the school's image (Oplatka, 2006).

2) "extension personnel serve as a strategic link between the external

environment and internal operations of the extension agency by providing

information about farmers' needs and improvement on extension service
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delivery' (Ladebo, 2004). Similarly, teachers are the link between what

students need and how to better offer that service (Oplatka, 2006).

3) Workers are required to be courteous, helpful and responsive whenever

dealing with farmers, this is important for teaching staff in their dealings with

students.

Ladebo (2001) purports that individuals who have a good sense of self-worth and is

excited by his or her work would be more eager to engage in extra-role behaviour.

Luthans (1998) posits that satisfied employees will most likely embrace OCB in the

workplace by being more cooperative, helpful towards co-workers and customers.

Bettencourt et al. (2001) posits that employees who enjoy what they do and who have

a high level of job satisfaction shows more faithfulness to the organisation and is

more conscientious in their work output. One can therefore assume that employees

who fmd their work satisfying would engage in citizenship behaviours (Ladebo,

2004),

Oplatka (2006) rightfully states that although the research in OCB has been many, it

is mainly studies done in organisations. Searching for articles on OCB in schools

capitulates very few documents. Oplatka mentions research by (Bogler and Somech,

2004; Christ et aI., 2003; Somech & Drach-Zahavy, 2000) amongst others. Many of

the same authors and articles used for this research.

The quantitative studies of these authors linked factors such as job satisfaction, school

climate, autonomy and participatory leadership all to teacher OCB (Oplatka, 2006).

Oplatka (2006) believes that teacher OCB differs from organisational OCB because of

two reasons:
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1. That employees will engage in OCB when purpose-driven measures for

considering in-role performance are deficient (Bolino, 1999). Meyer, Scott &

Deal, (1992 cited in Oplatka, 2006) posits that teaching has vague boundaries

and an "input-process-outcome connection" that is not totally clear. Oplatka

(2006) concludes that that there are different interpretations regarding what is

considered OCB and what is considered role-regulated tasks. He further

claims that this is entirely dependant on the person's attitude, their

responsibility position and experience in the school. Lovell et al. (1999) agrees

and adds that OCB involvement is dependant on how employees define their

job responsibilities.

2. Day, (1999 cited in Oplatka, 2006) postulates that service and teaching go

hand in hand and that teaching relates to having responsibility over the

development and emotional commitment of individuals' moral values.

Hargreaves, (1998, p.559 cited in Oplatka 2006, p. 387) asserted, "Good

teachers are "emotional, passionate beings who fill their work and their classes

with pleasure, creativity, challenge and joy". Based on this, one can argue that

there are more emotional facets in education OCB than the OCB demonstrated

by other non-educational employees (Oplatka, 2006).

2.7.4 OCBANDTEACIDNG

Oplatka (2006) postulates that studying OCB is useful on three levels: Level 1):

"teaching has an "endless appetite" for the investment of scarce personal resources"

(Nias, 1989 cited in Oplatka, 2006, p.387). therefore, defining what OCB is in
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schools, may decrease role conflicts deriving from vagueness and indecision of

teachers' functions and role clarity because clearer margins will be set between what

is regulation and what is extra role behaviour (Oplatka, 2006).

Level 2): Organ (1988), cited that OCB is important in any organisation because this

allows the organisation to allocate already limited resources where needed. Oplatka

(2006) states that teacher OCB should be investigated and understood as schools can

gain from an environment that is OCB friendly as this minimises barriers and

encourages OCB activities. Level 3): further research can only enhance our

appreciation and understanding ofOCB in different set-ups.
-

Rego's (2003) research indicated the influence of teachers' OCB levels on learners,

his findings indicated five clusters, which were each labelled according to the scores

in the variables. His findings indicated that in the cluster of (1) 'very poor teachers'

and (2) 'poor teachers' they also showed low levels of citizenship and were rated by

graduates as having little or no influence on their professional motivation and self-

confidence. In the following three clusters namely (3) the 'conscientious teacher' (4)

the 'courteous teacher, "diligent professional" and fmally (5) 'model teachers', the

findings indicated: In (3) the conscientious teacher; teachers' impact on students were

positive, teachers showed high scores in conscientiousness and courtesy but low in the

citizenship behaviour of university teachers. Clusters (4) and (5) revealed high scores

in all the citizenship behaviours of university teachers (CBUT) dimensions. Graduates

indicated teachers from these two categories as impacting highly on their professional

motivation and self-confidence. In the category of (5) 'model teachers', graduates

considered them as excellent teachers.
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Lee and Alexander (1999 cited in Chu et al., 2005) indicated that in the last two

decades more than 1200 hospitals closed in America, they posit that these hospitals

could have survived if their employees engaged in OCB as these types of behaviours

support originality and being open with and responsive with patients and to the needs

of the organisation (Chu et al., 2005).

OCB also allows institutions like state hospitals, schools and so forth to effectively

distribute scarce resources and ensure that productivity is increased. It also

encourages positive relationships between co-workers and encourages employees to

get involved in organisational activities (Chu et al., 2005).

The changing role of the teaching environment has extended the role of teachers.

Schools require teachers who are committed to their goals and values and who will go

beyond the call of duty (Oplatka, 2006; Somech & Bogler, 2003).

Kidwell, Mossholder and Bennett (1997) posits that employees need to be helpful

towards others and should not abuse their co-workers rights, they should volunteer for

tasks not required by their particular job, attend non-compulsory meetings, not take

from company time and be intent on submitting new ideas on departmental

improvements.

2.7.5 ANTECEDENTS OF OCD

Ackfeldt and Coote (2000) refer to organisational commitment and job satisfaction as

direct antecedents of OCB. Rosen, Levy and Hall (2006) adds that they are the two

strongest determinants of OCB. O'Brien (2004) refers to organisational factors as

being antecedents of OCB. The authors state further that when employees are
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committed they are more apt to express behaviour, which supports and adds value to

the organisation.

Smith et al. (1983), Bateman and Organ (1983 cited in Jahangir et al., 2004)

conducted the first research on the antecedents of OCB. Their research indicated that

job satisfaction is the leading forecaster of OCB (Ackfeldt & Coote, 2005). The

inference is thus that OCB exist in an organisation or institution when employees are

satisfied in their jobs (Jahangir et al., 2004).

Jahangir et al. (2004) further discusses different individual and organisational

variables one would fmd that affects a worker's motivation to engage in OCB. The

antecedent, job satisfaction has been discussed quite extensively in this research and

the research will now focus on the other antecedents namely, worker commitment and

fairness perceptions. The antecedents age and leader exchange will be mentioned

briefly but is not part of the author's research.

2.7.5.1 ORGANISATIONAL CITIZENSIDP BEHAVIOUR (OCB) AND

WORKER COMMITMENT

Research indicates that organisational commitment and job satisfaction are considered

to be direct antecedents of OCB (Ackfeldt & Coote, 2000; Bettencourt et al., 2001;·

Chu et al., 2005). Job satisfaction has a positive influence on job performance and

OCB and influences the absenteeism, turnover and psychological distress of workers

significantly (Davis, 1992 cited in Jahangir et al., 2004; Ladebo, 2004).
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Mowday, Porter and Steers, (1982 cited in Freund, 2003; Brown, 1993 cited in

Jahangir et al, 2004; Gyekye and Salminen, 2005; Ladebo,2004 ) stated that highly

committed employees who have faith in the organisation's value system and goals and

have a high level of job satisfaction show an elevated level of aCB.

Gautam et al., (2004) posits that organisational commitment has to do with the

employee's relationship with the organisation and his or her commitment to the

organisation as a whole. They identified three components of commitment tying

employees to their organisation but posit that the nature of the "psychological-

bonding" of each is dissimilar.

1. Affective commitment (AC) - people stay committed to the organisation

because they want to, they are emotionally attached to the organisation.

employees believe and accept the organisation's goals and have a strong desire

to be part of the membership of the organisation (Jahangir et al., 2004; Payne

& Webber, 2005). Ackfeldt & Coote (2000) and Payne & Webber (2005)

posit that members tend to engage in service-oriented OCBs.

2. Continuance Commitment (CC) - the employee is aware that leaving the

organisation is costly and therefore stays.

3. Normative Commitment (NC) - ties people through feelings of obligation

towards co-workers or the organisation, the employee stays because they feel

an obligation to do so (Meyer & Allen, 1997).

Organ (1988) purports that aCB is noted as a positive result of a workforce that

shows commitment and where employees demonstrate deliberate extra-role

behaviour that is not recognised by the organisation's formal reward system.
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Gautam et al. (2004) asserts that CC shows no association with extra-role behaviours,

since these employees are their because finding alternative employment would be too

costly or not possible.

Ostroff, (1992) conducted a study with 13 808 Canadian educators, which revealed

the importance commitment has in gauging diverse performance markers such as

learner behaviour and satisfaction, academic achievement, teacher turnover and

administrative performance.

2.7.5.2 OCB AND LEADER BEHAVIOUR AND LEADER-MEMBER

EXCHANGE

The leadership of an organisation has a strong influence on individuals' desire to

engage in OCB. Podsakoff et al. (2000, cited in Jahangir et al., 2004) posits that it is

the quality of the individual's relationship with the leader rather than leadership style

that is important. This is referred to as Leader-member exchange (LMX). Leaders

who give verbal recognition for work well done have a positive influence on OCB.

This behaviour is referred to as "contingent reward behaviour "(podsakoff et aL, 2000

cited in Jahangir et aI., 2004).

2.7.5.3 OCB AND FAIRNESS PERCEPTIONS

This refers to an individual's perceptions as to whether organisational decisions are

made fairly, with worker input (procedural justice) and if workers feel that their
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compensation is fair in terms of their years of experience, tenure, level of training and

responsibility and workload (distributive justice), (Jahangir et aI., 2004).

Organ (1988) recommended that the influence of fairness perceptions possibly reflect

the significant relationship between job satisfaction and OCB.

Moorman (1991, cited in Schappe, 1991) in his research looked at job satisfaction and

perceptions of fairness and found that OCB was not significantly influenced by job

satisfaction and that OCB was significantly predicted by fairness perceptions.

Moorman (1991 cited in Jahangir et aI., 2004), posit that there is a positive

relationship between perceptions of fairness and OCB.

Alotaibi (2001) in his research on the effects of job satisfaction, procedural and

distributive justice and organisational commitment on OCB, posited that only

procedural and distributive justice accounted for unique variances in the OCBs of

workers in 6 Kuwaiti government organisations. Alotaibi (2001) posited that a

stronger relationship existed between distributive justice and OCB than procedural

justice and OCB. He postulated that both variables (distributive and procedural) were

positively correlated with OCB with procedural justice being the strongest variable.
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Figure 2.4: Antecedents of Organizational Citizenship Behavior. (source: Jahangir, N., Akbar. M.A. &

2.8 SUMMARY OF CHAPTER

This chapter has provided an overview of the variables job satisfaction (its theories

and dimensions) and organisational citizenship behaviours (its antecedents and

dimensions). Relevant literature on teaching was integrated into the theory. The

following chapter discuss the research methodology and design that was used to

conduct this research.
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CHAPTER3

RESEARCH DESIGN AND METHODOLOGY

3.1. INTRODUCTION

This chapter will focus on how the research problem was investigated by discussing

the sampling methods and the procedure of gathering the data.

Furthermore, the procedure followed and measuring instruments (namely, the

biographical questionnaire,OCB questionnaireand Job SatisfactionQuestionnaire) used

to gather the data is discussed. The statistical technique used to analyze the data

concludes this chapter.

3.2. RESEARCH DESIGN

A quantitative, cross-sectional survey design was utilised for the purposes of this

study.

3.2.1 POPULATION

Participants were all teachers/educators (male and female) from primary schools in

previously disadvantaged areas in the Western Cape. Approximately 233 teachers

were targeted from these schools. The population assessed consisted of permanent,

temporary and contract workers and included principals, heads of departments and

educators.

65

 https://etd.uwc.ac.za/



3.2.2 SAMPLING

According to Sekaran (2003, p.266), sampling is "the process of selecting a sufficient

number of elements from the population, so that a study of the sample and an

understanding of its properties or characteristics would make it possible for us to

generalise such properties or characteristics to the population elements."

The sample of this study was drawn from pnmary schools in previously

disadvantaged areas in the Western Cape. The disadvantaged areas included areas

such as Bonteheuwel, Manenberg, Lavender Hill, Athlone and Retreat. The measuring

instruments included a biographical questionnaire, the IDI and OCB questionnaires.

3.2.2.1 CONVENIENCE SAMPLING

A non-probability sampling design, namely, convenience sampling was used to depict

the sample. Convenience sampling refers to the collecting of information from the

general population who are easily accessible and conveniently available to provide the

needed information (Kerlinger, 1986 cited in Carr, 2005). A sampling ratio of 30% for

a small population of 1000needs to be drawn (Sekaran, 2000).

Christensen (1997) posits that convenience sampling involves the collection of

information from members of the population who are voluntarily available.

Christensen (1997) purports that there are two main types of sampling: probability

and non-probability sampling. Probability sampling refers to a sample where the
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elements have a .likelihood of being selected as sample subjects. In non-probability

sampling, the elements do not have a pre-determined chance of being selected as

sample subjects.

For the purpose of this study, a non-probability sampling design in the form of a

convenience sampling method was adopted to gather the data. The advantages of

utilising a non-probability sample are its cost-effectiveness and the fact that it is less

time consuming (Sekaran, 2003). All the educators at each of the schools targeted

were solicited to partake in the study.

The respondents in this sample were easily accessible as several educators were based

at a single school. It was thus less time-consuming and inexpensive to gather the

research information. The sample consisted of males, females, and permanent and

government -body educators.

The advantages of the non-probability sampling method is that it is convenient and

reasonably simple, cost-effective, less time consuming and free from statistical

intricacies (Sekaran, 2000; Terre Blanche & Durrheim, 1999). Welman and Kruger

(2001) also argue that the benefit of the non-probability sampling method is that it is

more economical and much less complicated in comparison to probability samples.

The authors' further claim that convenience sampling entails the collecting of

information of members of the population that is relatively accessible and freely

available for the research intention.
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Terre Blanche and Durrheim (1999), further purport that the disadvantage is that

sample elements are apt to under or overestimate the population's true values. Leedy

(1993) also pointed out a limitation stating that using convenience sampling is not

automatically representative of a population, which makes the results not

generalisable to other populations. By making use of a non-probability sample, this

study's external validly was compromised.

Rosnow and Rosenthal (1996) point out the advantages of using questionnaires as a

method of data collection.

• The questionnaire can be administered to large numbers of participants

• Questionnaires assure participants anonymity

• It is a relatively economical way to interview participants.

The drawbacks of using questionnaires are pointed out by Hayes (2001) as:

• Participants response rates for completing questionnaires tend to be low

• Questionnaires are inflexible

• Feedback from participants may not be in great depth

• Questionnaires may come back incomplete and the researcher will have to

discount it.

Sekaran (2000) adds that the sample may not characterise the population and states

further that the results obtained cannot straightforwardly and exactly be generalised.
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3.2. 3 PROCEDURE

The researcher contacted the Education department to obtain permission to do the

research and administer the questionnaires in the primary schools. The principals of

the targeted schools were contacted and informed of the research. Arrangements were

made to set dates to administer the questionnaires to participants. The participants

were briefed about the purpose and objectives of the study, the confidentiality and

voluntary nature of the study.

A survey packet including a cover letter from the researcher, a biographical

questionnaire as well as the IDI and OCB questionnaires was handed to each

educator. The cover letter clearly stated the purpose of the study and detailed

instructions as to how the questionnaires need to be completed and returned in the

enclosed envelope.

After one week, the survey was closed. The researcher collected the questionnaires

from a designated person at each school. This method was the best way to collect data

since the schools are widely spread geographically. Two hundred and thirty three

(233) questionnaires were distributed of which 133were returned, yielding a response

rate of 57%. Sekaran (2003) states that a 30% response rate is considered to be

acceptable for most research purposes. The response rate could have been good due to

the participants being well prepared before handing out the research questionnaires,

and also because they were told that the process was anonymous, voluntary and

completely confidential.
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3.2.4 MEASURING INSTRUMENTS

3.2.4.1 BIOGRAPIDCAL QUESTIONNAIRE

A biographical questionnaire was developed for this research study to gather

information from participants regarding their age, gender, race, marital status,

educational level, tenure and language spoken. The information gathered were

subsequently graphically presented and discussed to present an indication of the most

significant findings with respect to these variables.

3.2.4.2 THE JOB DESCRIPTIVE INDEX

The JDI was used to obtain data on the job satisfaction of educators.

3.2.4.2.1 NATURE AND COMPOSITION OF THE JDI

There are several satisfaction measures, namely: the Minnesota Satisfaction

Questionnaire (MSQ), Faces scale and Job Descriptive Index. The MSQ was the most

cognitive in its orientation, the Faces scale was the most affectively oriented and the

Job Descriptive Index - JDI, was mostly cognitive in nature but had some affective

influence (Haneman, Schwab, Fossum & Dreyer, 1983).

Muchinsky (1983) concludes that after 40 years of research and application the JDI

remains one of the most widely used and popular measures of job satisfaction. The

IDI measures five aspects of an employee's satisfaction, that is; (i) satisfaction with
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work itself; (ii) supervision; (iii) promotion; (iv) pay, and (v) satisfaction with co-

workers (Smith et al, 1969).

The full-length IDI subscale contains nine-items each for the facets of promotion and

pay and eighteen items, overall, for work, supervision and co-workers. A total of 72

items (Smucker & Kent, 2004 cited in Bull, 2005).

The IDI is self-administering and therefore easy to apply, amend and compute

without influencing its validity and reliability (Balzer, Kihm, Smith, Irwin, Bachiochi,

Robie, Sinar & Parra, 1997).

The facets containing 9 items are doubled to allow each facet to have the same

probable range of scores. The facets are added separately and this permits

comparisons to be made amongst the facets (Scmucker & Kent, 2004 cited in Bull,

2005).

The IDI has a total score of2l0. Scores that fall below 100 are generally considered

to be low. Average scores range between 101 and 150. The level of job satisfaction is

considered high if the score is above 150 to 210 (Balzer et al., 1997)

Researchers have been interested in finding out which types of satisfaction measures

would envisage citizenship behaviour activities more consistently because of the

discrepancy in the properties of satisfaction measures (Todd & Kent, 2006). Organ

and Kenovsky, (1989 cited in Todd & Kent, 2006, p. 258), "suggested that cognitions

are more important as indications of Organisational Citizenship Behaviour (OCB) by

examining the effects of job cognitions and affect as predictors of OCB". Similarly,
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job satisfaction measures of a more cognitive orientation also indicate a strong

relationship with aCB (Lowey, et al., 2002 & Moorman, 1993, cited in Todd & Kent,

2006).

Based on this the IDI was used as a questionnaire in this study because research has

indicated that citizenship behaviour is driven more by cognitive-based measures of

job satisfaction as opposed to affective measures. The IDI being predominantly

cognitive in nature was therefore selected (Fisher, 2000, & Moorman, 1993 in Todd &

Kent,2006).

The questionnaire has also been proven reliable and valid (Smith et al., 1969). The

rationale for using the IDI is also because it requires participants to describe their

work as opposed to asking them how satisfied they are (Smith et al, 1969). The scale

is directed towards specific areas of satisfaction as opposed to global satisfaction. In

this way, different areas of the job can be independently measured.

3.2.4.2.2 RELIABILITY OF THE JDI

Reliability refers to the absence of random error in a measure, the degree to which a

measure is repeatable - yields the same answer or result (consistency) each time we

measure it (Foxcroft & Roodt, 2002; Babbie & Mouton, 2001). Reliability can be

assessed by test-retest, split half method for indexes & scales (Cronbach's alpha), and

alternative forms. Cronbach's alpha measures how well a set of items (or variables)

measures a single undimensionallatent construct.
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Smith et al., (1969) could not determine test-retest coefficients but further studies by

Schneider and Dachler (1978) revealed good stability coefficients and also indicated

that the five JDI satisfaction scales retain their relative independence over time. The

split-half reliability is a measure of the internal consistency for the five aspects of the

JD!. The test-retest coefficient was between 0.45 and 0.76. The JDI's internal

consistency as reported by Nagy (2002) for the five facets ranges from .83 to.90. The

single-item measures minimum reliability estimates ranged from .52 to .76 with a

mean reliability estimate of .63 (Nagy, 2002).

3.2.4.2.3 VALIDITY OF THE JDI

Validity refers to the absence of systematic error (bias) in a measure, the degree to

which we are measuring what we are supposed to measure (Foxcroft & Roodt, 2002).

De Vos, Strydom, Fouché, Poggenpoel and Schurink (1998) add that validity is the

wayan instrument is accurately used to measure the concept in question.

Types of validity are content (or face validity), criterion-related and construct validity.

De Vos et al. (1998) states that content validity refer to the representativeness of the

instrument and face validity to what the instrument appears to measure. Kerr (1985

cited in Pennington and Riley, 1991, p.22) posited that the JDI "possesses good

content validity, impressive construct validity and adequate reliability".

The validity of the JDI shows evidence of consistency as was done by Smith et al.,

(1969). Their study involved convergent and discriminant validity. The validity
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coefficient that was obtained during these studies was between 0.5 and 0.7. The

aforementioned information indicates that the IDI is a valid measuring instrument.

3.2.4.2.4 RATIONALE FOR INCLUSION OF THE JDI

The rationale for the inclusion of the IDI is because it has proven its validity and

reliability (Smith, 1969 cited in Spector, 1997). Vorster (1992 cited in Bull, 2005)

also states that the IDI has been standardised and found suitable for use in South

African conditions. The IDI is also quite easy to administer and does not need

participants to have a high reading ability (Haneman, Schwab, Fossum and Dreyer,

1983).

3.2.4.3 ORGANISATIONAL

QUESTIONNAIRE

CITIZENSHIP BEHAVIOUR

The aCB questionnaire was used to obtain data on the citizenship behaviour of

educators at their specific schools.

3.2.4.3.1 NATURE AND COMPOSITION OF THE OCB

QUESTIONNAIRE

The aCB construct was measured using Podsakoff and Mackenzie's (1994) aCB

scale consisting of 24 items on a five-point rating scale from 'strongly disagree' to

'strongly agree'. Research conducted by Engelbrecht, van Aswegen and Theron (2005

cited in Maharaj, 2006) shows the effects of transformational leadership. Cronbach's
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Alpha coefficients were calculated using Podsakoff and MacKenzie's (1994) OCB

scale for the five dimensions of OCB as follows: OCB total scale - 0.78;

conscientiousness - 0.66; sportsmanship - 0.49; civic virtue - 0.61; courtesy - 0.59;

and altruism - 0.66. Podsakoff and MacKenzie (1994 cited in Maharaj, 2006) used

their OCB scale in marketing research to investigate the managerial performance of

sales units in relation to OCB. The authors described high Cronbach's alpha

coefficients for all of the OCB dimensions above .80. Three negatively phrased items

were reverse scored for data analysis.

In a separate study conducted by Fai (n.d), on financial institute employees,

Cronbach's alpha coefficients were calculated also using Podsakoff and MacKenzie's

(1994) OCB scale. The five dimensions of OCB were as follows: conscientiousness -

0.61; sportsmanship - 0.76; civic virtue - 0.65; courtesy - 0.64; and altruism - 0.64.

3.2.4.3.2 RELIABILITY OF THE OCB QUESTIONNAIRE

Podsakoff, Ahearn and Mackenzie (1997 cited in Mester, Visser, Roodt & Kellerman,

2003) "reported internal consistency reliability estimates (Cronbach's alpha) for

helping (0.95); civic virtue (0.96) and sportsmanship (0.88)." OCB measures were

obtained as a 5-point scale ranging from I-strongly disagrees to 5 -strongly agree.

The OCB has been used on different occupational groups such as accountants,

teachers and other public employees. It seems to show consistent results across

various occupational groups (Maharaj, 2006),
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3.2.4.3.3 VALIDITY OF THE OCB QUESTIONNAIRE

The OCB questionnaire was developed by Podsakoff and MacKenzie (1994) and is

embedded in Organ's (1988; 1990) theoretical work. MacKenzie et al. (1998;

Podsakoff & MacKenzie, 1994 cited in Todd & Kent's, 2006, p. 259) postulates that

"previous empirical work has confirmed the adequacy of the scale's psychometric

properties as well as established its discrimant validity".

3.2.4.3.4 RATIONALE FOR INCLUSION

The rationale for using the OCB questionnaire is due to its reliability and validity as

an instrument for the measurement of OCB.

3.3 STATISTICAL TECHNIQUES

The study consisted of a quantitative analysis. Quantitative research tools are more

systematic, structured and its aim is to get information from respondents in a direct

and open manner. The results acquired from this type of research tool are easily

quantifiable and the instruments deliver a potentially high degree of accuracy (Du

Plessis & Rosseau, 1999). The statistical analysis was conducted by means of the

Statistical Programme for the Social Sciences (SPSS).

SPSS is an appropriate statistical tool as it allows the researcher to draw objective

conclusions. The statistical techniques allow the researcher to accurately analyse the

raw data obtained from the questionnaire. The data analysis made use of descriptive
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statistics such as frequency tables and measures of central tendency and variability.

The distributions reflected the responses and percentages of each of the items in the

questionnaire. The data analysis will also involve inferential statistics.

3.3.1 DESCRIPTIVE STATISTICS

According to Terre Blanche and Durrheim (1999), it is the aim of descriptive statistics

to describe the data by distribution on every variable and to establish if the scores on

the different variables are connected. The descriptive stats employed in this study

included percentages, frequencies, means and standard deviations.

3.3.2 INFERENTIAL STATISTICS

Inferential statistics is a subfield of statistics; data analysis that allows researchers to

draw conclusions between two variables (Neuman, 1997; Sekaran, 2000). Sekaran

(2000) adds that inferential statistics also permits researchers to draw inferences

through analysing a variable's differentiation among diverse subgroups and "how

several independent variables might explain the variance in a dependant variable"

(Sekaran, 2000, p.40 1).

The following inferential statistical methods were used to test the research

hypotheses.
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3.3.2.1 PEARSON CORRELATION COEFFICIENT

To determine whether a statistically significant relationship exists between job

satisfaction and organisational citizenship behaviour, the Pearson Product Moment

Correlation Coefficient (called Pearson's correlation for short) was used. This

correlation procedure is used to measure the strength of associations between two

variables (Diamantopolous & Schelegelmileh, 1997 cited in Coetzee, 2004; Rosnow

& Rosenthal, 1996).

Pearson's correlation furthermore indicate an individual's place in the group as well

as the amount of time the individual's deviation is above or below the group mean

(Anastasi & Urbina, 1977). Coolican (1999) agrees that the Pearson Product Moment

Correlation Coefficient indicates the degree of linear relationship between two

interval levels variables. It ranges from + to -1. A correlation of +1means that there

is a perfect positive linear relationship between variables. Rosnow and Rosenthal

(1996) add that it also indicates the strength of the relationship between two variables.

3.3.2.2 MULTIPLE REGRESSION ANALYSIS

Multiple Regression Analysis allows the researcher to anticipate the score on one

variable based on the scores on several other variables. Independent variables are

known as predictor variables and dependant variables as criterion variables. (Coetzee,

2004). The author states further that if two variables are correlated, by knowing the
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score on one variable makes it possible for the researcher to predict the score on the

other.

The Multiple Regression Analysis method will be used to explain the variance of the

independent variables in relation to job satisfaction.

3.4 SUMMARY OF THE CHAPTER

This chapter outlined the description research design, the nature of the sample, the

procedure used to collect the data, addressed issues concerning confidentiality, and

discussed the demographics of the sample. The data collection

procedure and statistical techniques were discussed and the data gathering instruments

were discussed, and reference was made to the reliability and validity of the IDI and OCB

Questionnaires. The statistical analyses included both descriptive and inferential statistics.

Finally, an explanation of the statistical techniques used to test the hypotheses was

discussed.
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CHAPTER4

RESULTS AND DISCUSSION OF RESULTS

4.1 Introduction

The current chapter concludes the research investigation by outlining the results

obtained in the study and providing a comprehensive discussion of these results. The

descriptive statistics computed for the study are presented first in an outline of the

characteristics of the sample with regards to the variables included in the study.

Thereafter, the analyses of the constructs relevant to the study, that is, job satisfaction

and organizational citizenship behaviour, are presented with the aid of inferential

statistical procedures. Conclusions are then drawn on the basis of the obtained

results. Finally, the chapter concludes by providing some suggestions and

recommendations that may prove fruitful in future research projects of a similar

nature.

4.2 RESULTS OF THE BIOGRAPHICAL QUESTIONNAIRE

The descriptive statistics calculated for the sample are provided in the sections that

follow. That is, the data pertaining to the variables included in the study, as collected

by the three measuring instruments employed, are summarised by means of graphic

representation and the calculation of descriptive measures. In this manner, the

properties of the observed data clearly emerge and an overall picture thereof is

obtained.
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Descriptive statistics, in the form of frequencies and percentages, are subsequently

presented graphically for each of the above-mentioned variables.

Figure 4.1 depicts the age distribution of the sample.

Figure 4.1: Age of respondents
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Age group

The majority of the respondents were in the age group between 41-50 (n=39, that is

29%), followed by those in the age group 36-40 (n=27, 20%) and 50+ (n=26, 20%).

Those younger than 30 comprised the minority of the respondents (n=16, 12%)
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Figure 4.2 illustrates the highest educational level of the respondents.

Figure 4.2: Highest Educational Level

.Upto std 9
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• > Std 10
03 year Qualification

• Post-graduate

The majority of the respondents had a 3-year qualification (51, that is 38%), while

only 2 respondents (that is 1%) has qualifications up to standard 9.
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Figure 4.3 indicates that the majority of the respondents were female, that is 87 of the

133, representing 65% of the sample while the remaining 46 (35%) comprised of male

respondents.

Figure 4.3: Gender
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83

 https://etd.uwc.ac.za/



Figure 4.4: Mother tongue of respondents
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Language group

Figure 4.4. shows that the majority of the sample was Afrikaans speaking (n=64) or

48%, while the minority spoke other languages (n=9, that is 7%.
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Figure 4.5: Marital Status
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Marital status

The majority of the sample was married (n=62), while the minority was widowed

(n=16).
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Figure 4.6: Employrrent category
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80

o
Penmnent Temporary Contract

Employm:nt category

employees, while 20 of the respondents were on contract.
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Figure 4.7: Racial Group of respondents
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The majority of the sample was coloured (n=78), followed by African (n=26), while

those classified as other comprised the minority (n=3).
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Figure 4.8: Tenure
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The majority of the respondents have been employed as teachers for between 11 and
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Only 3 teachers had been employed for less than 1 year.
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Figure 4.9: Occupational Level
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. The majority of the respondents were educators (n=88), followed by Heads of

Department (n=2l), while only 5 Principals participated in the survey.
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4.2.1 RESULTS OF THE JOB SATISFACTION AND ORGANISATIONAL

CITIZENSIDP BEHAVIOURQUESTIONNAIRES

Descriptive statistics in the form of arithmetic means and standard deviations were

computed for the various dimensions assessed by the Job Descriptive Index (JDI) and

the Organizational Citizenship Behaviour Questionnaire (OCB). The results are

presented in Table 4.1 and 4.2, respectively.

Table 4.1 indicates that the arithmetic mean for the total job satisfaction of the sample

is 162.117 with a standard deviation of 26.205. Given that an average level of job

satisfaction, as measured by the JDI, would be represented by a mean of

approximately 144, it may be concluded that the overall job satisfaction of the sample

is relatively high. The standard deviation for the overall level of job satisfaction is

also not high, indicating that most respondents are close to the mean on this

dimension.
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TABLE 4.1 DESCRIPTIVE STATISTICS FOR THE DIMENSIONS OF JOB

SATISFACTION

136 16.963 5.088

.?

. "

. .standard ",Variable

Ic':" .
;.' .

137 162.117 26.205

!:Nature~f théjotJ',
::,; ' •. ." • ,,- , -: ,e

137 41.066 7.552

iCompe..sation 137 16.672 5.003
- ',,~'

137 45.117 7.141

'Co-workers
~" '.- ;': - .: ,:.,(:,', '

137 42.423 9.198

With respect to the dimensions of job satisfaction assessed by the JDI, Table 4.1

indicates that the arithmetic means for the work, supervision and co-worker subscales

are 41.066, 45.117 and 42.423, respectively. When it is considered that a mean of

approximately 36 would constitute an average level of satisfaction on these scales, it

appears as though the majority of the employees in the sample are relatively satisfied

with the nature of the work that they perform, with the supervision that they receive,

as well as with their co-workers. Furthermore, means of 16.672 and 16.963 were

obtained for the pay and promotions subscales, respectively. Average levels of

satisfaction on these subscales would be represented by a mean score of

approximately 18. It may therefore be concluded that respondents' satisfaction with

their pay and their opportunities for advancement is below the average for these

scales.
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Moreover, it may be concluded from Table 4.1 that respondents are most satisfied

with the supervision that they receive, followed by their co-workers and the nature of

the job itself. They appear, however, to be least satisfied with their compensation and

with their opportunities for promotion. Table 4.1 further indicates that the standard

deviations for the work (7.552), pay (5.003), supervision (7.141), and promotions

(5.088) subscales are not very high. The standard deviation for the workers subscale

(9.198) is slightly higher. Nevertheless, it appears as though most of the employees in

the sample are relatively close to the mean on these dimensions.

TABLE 4.2 DESCRIPTIVE STATISTICS FOR THE DIMENSIONS OF

ORGANISATIONAL CITIZENSmp BEHAVIOUR

13.7 2.1

.Co~ieDtio~~~S;'
" • • <C, .'" • "i.'" \-,~ .

• " -'./!. ,; ~', "

130 8.7 6.3

Civie VirtUe' . ,'.' 130 19.2 2.7

130 11.4 2.6

14.6 2.3

BehaViour
" . :,': ,.',:':;,,;,.~~.. "

'"

, .

Table 4.2 provides the descriptive statistics for the dimensions of organisational

citizenship behaviour. The highest mean value was for Civic Virtue (Mean = 19.2, s.d
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= 2.7), while the lowest mean value was for conscientiousness (Mean = 8.7, s.d =

6.3).

4.3 INFERENTIAL STATISTICS

In the sections that follow the results of the inferential statistics employed in the study

are presented. For the purposes of testing the stated research hypotheses, Pearson's

Product Moment Correlation Coefficient was calculated, and multiple regression

analyses were performed. With the aid of these statistical techniques conclusions are

drawn with regards to the population from which the sample was taken and decisions

are made with respect to the research hypotheses.

Hypothesis 1

There is no statistically significant relationship between the job satisfaction' and

organizational citizenship behaviour of teachers from previously disadvantaged areas

in the Western Cape.

The Product Moment Correlation Coefficient was computed for the purposes of

determining whether a statistically significant relationship exists between job

satisfaction and organizational citizenship behaviour. The Pearson correlation matrix

obtained is presented in Table 4.3.
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TABLE 4.3 PEARSON CORRELATION MATRIX FOR THE DIMENSIONS

OF JOB SATISFACTION AND ORGANISATIONAL

CITIZENsmp BEHAVIOUR

, ~o ' ,

0.0855

" •• ol

~r u'

- ',~- " . ,'.'

i:: p = 0.620

0.0428

,Advaqêe,melit
,,- I 't'·

" , i' : p = 0.323

0.0888

P = 0.302

* p < 0.05

In terms of Table 4.3, it may be seen that a very weak, positive linear correlation (r =

0.1479) was found between job satisfaction and organizational citizenship behaviour.

The coefficient of determination (r2 = 0.0219) further indicates that a mere 2.19% of

the variation in employees' level of organizational citizenship behaviour can be

attributed to the level of job satisfaction that they experience, while the remaining

97.81% of the variation can be attributed to the influence of other variables. It may
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further be deduced from Table 4.3 that the relationship between job satisfaction and

organizational citizenship behaviour (r = 0.1479; P = 0.085) fails to reach statistical

significance at either the 0.01 or 0.05 levels of significance.

In light hereof, the null hypothesis, which states that no statistically significant

relationship exists between job satisfaction and organizational citizenship behaviour,

is substantiated. The results thus indicate that there is no statistically significant

relationship between these two variables in the sample of teachers from previously

disadvantaged schools in the Western Cape. A high level of employee satisfaction is

therefore not necessarily associated with a high level of organizational citizenship

behaviour.

Table 4.3 further contains the Pearson correlations for the relationships between

organizational citizenship behaviour and the various facets of job satisfaction, as

assessed by the JOL As can be seen, the strongest correlation was found between

organizational citizenship behaviour and satisfaction with the nature of the job itself (r

= 0.2141). The correlation, nevertheless, represents a relatively weak, positive linear

relationship. This is substantiated by the coefficient of determination (r-squared =

0.0458), which indicates that only 4.58% of the variation in organizational citizenship

behaviour can be explained by the variation in employees' satisfaction with the nature

of their work.

Although the correlation between OCB and satisfaction with the work itself translates

into a relatively weak, positive relationship, it is nevertheless statistically significant

at the 0.05 level. That is, the probability of finding that no relationship exists between

95

 https://etd.uwc.ac.za/



these two variables in the population from which the sample was drawn is 5% or less.

It may therefore be concluded that the higher employees' satisfaction the nature of

their work, the higher the OCB that they experience.

With regards to the relationship between OCB and the remaining four subscales of the

JDI, weak, positive linear relationships were found in each case. The strongest

correlation was obtained between OCB and satisfaction with pay (r = 0.1394), while

the weakest relationship was found between OCB and employee satisfaction with

supervision (r = 0.0428). Nevertheless, the relationships between OCB and the pay (r

= 0.1394; P = 0.104), supervision (r = 0.0428; P = 0.620), promotions (r = 0.0855; P =

0.323), and co-workers (r = 0.0888; P = 0.302) subscales failed to reach statistical

significance at either the 0.01 or 0.05 levels of significance. Moreover, the

aforementioned variables account for relatively little of the variation in OCB. On the

basis of the coefficient of determination, it may be concluded that satisfaction with

pay explains 1.94% (r-squared = 0.0194) of the variation in OCB, satisfaction with

opportunities for promotion and co-workers explain 0.73% (r2 = 0.0073) and 0.79%

(r-squared = 0.0079), respectively, while a meagre 0.18% (r-squared = 0.0018) of the

variation is accounted for by satisfaction with supervision. It wou1d thus appear that

greater employee satisfaction with respect to anyone of these facets is unlikely to

translate into higher levels of OCB.

In conclusion, the results obtained on the basis of the Product Moment Correlation

Coefficient indicate that no statistically significant relationship exists between job

satisfaction and OCB. Furthermore, as far as the subscales of the IDI are concerned,

the study failed to establish a statistically significant relationship between OCB and
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satisfaction with pay, satisfaction with supervision, satisfaction with opportunities for

promotion, and satisfaction with co-workers. However, the study found a statistically

significant relationship between OCB and the extent to which employees are satisfied

with the nature of the work itself.

Hypothesis 2

There is no statistically significant relationship between the biographical

characteristics and job satisfaction of teachers from previously disadvantaged areas in

the Western Cape.
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TABLE 4.4: PEARSON'S CORRELATION MATRIX BETWEEN

BIOGRAPmCAL DATA AND JOB SATISFACTION

.Ó, .'

Marital status '

-.'. R
_._ ,::

. ".,

}";01 0.482

N

133

, ,. ..' ;", ;,

"",'F :~/

Age . 0.241

" , .i

133

133

133

p

0.00**

0.03*

0.00**

0.00**

~ucation"l~-:i " 0.362
.;2' ,. 00 'c, .. _

.. 0.124

0.316
,~ ,.

.Ó: 0.417

133

133

133

133

133

0.00**

0.15

0.23

0.19

0.64

* p < 0.05

** p < 0.01

In terms of Table 4.4, it may be seen that moderately positive correlations existed

between the biographical characteristics of the sample and their levels of Job

satisfaction. The correlation coefficients varied between 0.065 (language group and

Job satisfaction) to 0.482 (gender and Job satisfaction).

The results depict low to moderate, positive relationships between the biographical

characteristics and Job satisfaction. There was a statistically significant relationship
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between job satisfaction and gender (r=0.482), job level (r=0.323), years of service

(r=0.424) and educational level (r=0.362), significant at the 99% confidence level.

Moreover, there was a statistically significant relationship between job satisfaction

and age (r=0.241), significant at the 95% confidence level.

Hypothesis 3

The 9 biographical variables will not statistically significantly explain the variance in

job satisfaction amongst primary school teachers in the previously disadvantaged

areas in the Western Cape.

For the purposes of determining the extent to which the nine demographic variables of

age, gender, level of education, job level, language group, racial group, employment

category, marital status and tenure explain the variance in the job satisfaction of

employees, multiple regression analysis was performed. The same technique was

employed in investigating the extent to which these demographic variables explain the

variance in aCB. The results obtained in these analyses are presented in the sections

that follow.
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TABLE4.5 RESULTS OF MULTIPLE REGRESSION ANALYSIS

REGRESSING THE FIVE DEMOGRAPmC VARIABLES AGAINST JOB

SATISFACTION

Multiple R 0.37651

R Square 0.14176

Adjusted R Square 0.10687

Standard error 25.08685

Degrees of freedom

Regression 5

Residual 123

F 4.06328

SignF 0.0019 ***

Beta T SigT
Variable

Age - 0.036760 - 0.385 0.7008

Gender - 0.109654 -1.171 0.2438

Level of education - 0.146630 - 1.668 0.0978

Job level - 0.301364 - 3.003 0.0032**

Employment - 0.079274 - 0.777 0.4385

category

Racial group - 0.085750 - 0.857 0.3930

Marital status - 0.105214 - 1.120 0.2647

Language group - 0.006946 - 0.065 0.9485

Tenure - 0.029132 - 0.270 0.7877

* p < 0.05
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** p < 0.01

*** p < 0.005

From Table 4.5 it can be seen that the multiple correlation among the mne

demographic variables and job satisfaction is 0.37651, as indicated by Multiple R.

Furthermore, given the R Square value of 0.14176, it may be deduced that only

14.176% of the variance in job satisfaction can be accounted for by these nine

demographic variables.

The F-statistic of 4.06328 at 5 and 123 degrees of freedom is statistically significant

at the 0.005 level. On the basis hereof, it may be concluded that the five demographic

variables of age, gender, level of education, job level and tenure together significantly

explain 14.176% of the variance in job satisfaction. In effect, therefore, the null

hypothesis is rejected, and it is accepted that the five demographic variables

significantly explain the variance in job satisfaction amongst teachers from previously

disadvantaged areas in the Western Cape. It should be noted, however, that the

variance accounted for by these five variables is relatively small, with the remaining

85.824% of the variance being explained by factors other than those considered.

Furthermore, it may be seen from Table 4.5 that when the other variables are

controlled, two of the demographic variables are significant. With a Beta-value of -

0.301364, job level reaches statistical significance at the 0.01 level, and is the best

predictor of job satisfaction.
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Furthermore, the Beta-value of -0.259733 obtained for tenure is statistically

significant at the 0.05 level. Consequently, tenure, too, is a significant predictor of

job satisfaction. Moreover, the fact that both job level and tenure carry negative Beta

weights suggests that inverse relationships exist between these two variables and job

satisfaction, with employees at higher job levels and more tenured employees

experiencing lower levels of satisfaction.

Table 4.5 further shows that neither age, nor gender or level of education were found

to be statistically significant at even the 0.05 level. Moreover, it further appears as

though age, with an obtained Beta-value of only -0.036760, is the poorest predictor of

job satisfaction. On the basis hereof, it may thus be concluded that while job level

and tenure are significant predictors of job satisfaction, age, gender and educational

level have little ability to predict this variable.

4.4. RELIABILITY ANALYSIS

Cronbach's Alpha is viewed as an index of reliability associated with the variation

accounted for by the true score of the underlying construct (Cronbach, 2004). Alpha

coefficients range in value from 0 to 1 and may be used to describe the reliability of

factors extracted from dichotomous and or multi-point formatted questionnaires or

scales. However, there is no lower limit to the coefficient, however, the closer

Cronbach's coefficient alpha is to 1, the greater the internal consistency of the items

of the scale (Cronbach, 2004).
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TABLE 4.6: CRONBACH'S COEFFICIENT ALPHA FOR THE JOB

SATISFACTION AND THE ORGANISATIONAL CITIZENSIDP

BEHAVIOUR QUESTIONNAIRE

No. of cases 133 No. of cases 133

36

Alpha 0.925 Alpha 0.942

64 No.ofitemsNo.ofitems

According to research, such a score can be regarded as excellent in terms of the

reliability of the instrument. George and Mallery (2003) argue that coefficients above

0.8 can be considered to be good indicators of the reliability of an instrument. Hence

with the current study, this was exceeded, indicating a high degree or reliability.

4.5. SUMMARY OF THE CHAPTER

This chapter has provided an overview of the most important findings which emerged

from the empirical analysis. The next section presents a discussion of the findings

obtained and compares findings obtained with other research conducted in this field.
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CHAPTER5

DISCUSSION, CONCLUSIONS AND RECOMMENDATIONS

5.1. INTRODUCTION

This final chapter discusses the major findings of the research with regard to the

hypotheses and previous findings in other research studies. This chapter also focuses

on the significant statistical differences between the biographical variables as well as

correlations between the dimensions of OCB and job satisfaction, multiple regression

analysis and the results obtained from the descriptive statistics for the dimensions of

OCB and job satisfaction. The limitations of this study will be addressed and

conclusions will be drawn based on the obtained results. This chapter concludes with

recommendations for future research.

5.2 DISCUSSSION

5.2.1 DESCRIPTIVE STATISTICS

The final sample in the study consisted of 133 participants. The majority of the

respondents were in the age group between 41-50, had a 3-year qualification and were

female. Moreover, most of the sample was Afrikaans-speaking, was married and were

permanent employees. Respondents were mostly coloured, had been employed as

teachers for between 11 and 20 years and were classified as educators.
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5.3 INFERENTIAL RESULTS

5.3.1 DISCUSSION OF FINDINGS

The following hypotheses were studied to investigate the relationships between job

satisfaction and OCB.

Hypothesis 1

There is no statistically significant relationship between the job satisfaction and

organizational citizenship behaviour of teachers from previously disadvantaged areas

in the Western Cape.

In terms of Table 4.3, it may be seen that a very weak, positive linear correlation (r =

0.1479) was found between job satisfaction and organizational citizenship behaviour.

The coefficient of determination (r2 = 0.0219) further indicates that a mere 2.19% of

the variation in employees' level of organizational citizenship behaviour can be

attributed to the level of job satisfaction that they experience, while the remaining

97.81% of the variation can be attributed to the influence of other variables. It may

further be deduced from Table 4.3 that the relationship between job satisfaction and

organizational citizenship behaviour (r = 0.1479; P = 0.085) fails to reach statistical

significance at either the 0.01 or 0.05 levels of significance. The only dimension

which was statistically significant is nature of the job. Hence, the null hypothesis is

rejected.
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Hypothesis 2

There is no statistically significant relationship between the biographical

characteristics and job satisfaction of teachers from previously disadvantaged areas in

the Western Cape.

The results emanating from the current study indicate that there was a statistically

significant relationship between job satisfaction and gender (r=0.482), job level

(r=0.323), years of service (r=0.424) and educational level (r=0.362), significant at

the 99% confidence level. Moreover, there was a statistically significant relationship

between job satisfaction and age (r=0.241), significant at the 95% confidence level.

Hence, the null hypothesis is rejected

Hypothesis 3

The 9 biographical variables will not statistically significantly explain the variance in

job satisfaction amongst primary school teachers in the previously disadvantaged

areas in the Western Cape.

5.4 DISCUSSION

Schappe (1998) investigated the influence of job satisfaction, organisational

commitment and fairness perceptions on aCB amongst a sample of 150 employees of

a mid-Atlantic insurance company. His research indicated that job satisfaction,

perceptions of procedural justice and organisational commitment all significantly

correlate with aCB. Schappe (1998) investigated these variables collectively to
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conclude their relative effects on OCB. In Schappe's (1998, p.277) findings

"hierarchical regression analysis indicated that when all three of the variables where

considered concurrently, only organisational commitment accounted for a unique

amount of variance in OCB".

Research by Bateman and Organ (1983, Moorman, 1993, Motowidlo, 1984, all cited

in Schappe, 1998); Williams and Anderson (1991) indicated that OCB has been the

most commonly investigated correlate of job satisfaction. Bateman and Organ (1983,

cited in Schappe, 1998) conducted a study amongst university employees and found a

significant relationship between broad measures of job satisfaction and supervisory

ratings of citizenship behaviour. Additionally, Puffer (1987, cited in Schappe, 1998)

in a survey of furniture store employees indicated a significant relationship between

prosocial behaviour and satisfaction with material incentives. This corresponded with

Smith, Organ and Near's (1983) findings of the relations between altruism and job

satisfaction. Research fmdings by Williams and Anderson (1991) also came out in

support of a significant relationship between OCB and job satisfaction. Their findings

indicated that the cognitive element of job satisfaction significantly predict OCBi (i.e.

altruism) and OCBo (generalised compliance).

Smith et al. (1983) concluded that when measured as a chronic mood state job

satisfaction indicated a direct relationship with altruism but not to generalised

compliance. Moorman (1993, cited in Schappe, 1998) conducted a study to determine

if the relationship between job satisfaction and OCB is dependant on the type of job

satisfaction instruments employed. His findings indicated support for the "relative

importance of cognitive job satisfaction (based on the rational evaluation of work

107

 https://etd.uwc.ac.za/



conditions, opportunities and outcomes) over affective job satisfaction (based on

overall positive emotional appraisal of the job) in the prediction of OCB," (Schappe,

1998, p.279).

Schappe (1998) posits that research where job satisfaction significantly predict OCB,

one variable was used by researchers and the others were excluded (Moorman,

Niehoff & Organ, 1993 as well as Williams & Anderson, 1991 were excluded from

these fmdings). Organ (1988) recommended that the influence of fairness perceptions

possibly reflect the significant relationship betweenjob satisfaction and OCB.

In further research when Moorman (1991, cited in Schappe, 1991) looked at job

satisfaction and perceptions of fairness he found that OCB was not significantly

influenced by job satisfaction and that OCB was significantly predicted by fairness

perceptions. Researchers suggest that fairness perceptions should be incorporated

when researching the influence of job satisfaction on OCB if one wants to describe

the relationships between those variables better (Moorman, 1991, cited in Schappe,

1998; Organ, 1988)

Williams and Anderson (1991) reported that when investigating the outcomes of job

satisfaction and OCB, organisational commitment should be included and considered.

Schappe's (1998) research used the Minnesota Satisfaction questionnaire (MSQ).

MSQ had a reliability measure of .92. The OCB was measured using a variation of

Smith et al.'s (1983) citizenship behaviour scale. OCB scale had a reliability measure

of .69. In Schappe's (1998) discussion of the hierarchical regression analysis job
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satisfaction failed to capitulate a significant change in R2 (R2 = .003). The hypothesis

that job satisfaction reports unique variance in OCB was thus disproved.

Schappe's (1998) study revealed that as opposed to preVIOUS findings which

individually looked at job satisfaction, procedural justice perception and

organisational commitment's influence on OCB, this findings indicate that when

considering all three variables together , organisational commitment was the only

variable that surfaces as a significant predictor of OCB. He thus refuted Moorman's

(1991) and Organ's (1988) findings, which stated that job satisfaction does influence

OCB.

Gyekye and Salminen (2005) investigated the relationship between safety climate and

OCB amongst 320 Ghanaian industrial workers. They reported that workers active in

OCBs expressed more job satisfaction. Their research found that employees who

reported satisfaction with their jobs were more inclined to get involved in citizenship

behaviours. Gyekye and Salminen (2005) concluded that the greater the satisfaction

gained from work the higher the worker's enthusiasm to engage in citizenship

behaviours. This holds true for the opposite as well.

Similarly studies done by Organ (1988) and Williams and Anderson (1991) and a

meta-analysis by Organ and Ryan (1995) have established a consistently reliable

statistical relationship between job satisfaction and OCB. Workers who engage in

OCB communicate greater job satisfaction than workers who do not engage in OCB

(Gyekye and Salminen, 2005). The researchers conducted the study using an adapted
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version of Van Dyne et al.'s, (1994) OCB scale. The responses to the scale produced a

total coefficient alpha score of .92.

The job satisfaction variable was measured with Porter and Lawler's (1968) one-item

global measure of job satisfaction. This scale is considered more 'robust' than scale

measures (Wanous, Reichers and Hody, 1997 cited in Gyekye and Salminen, 2005).

Bogier and Somech (2004) conducted a study of 983 teachers in middle and high

schools in Israel on the influence of empowerment on teachers' organisational and

professional commitment and citizenship behaviours. They posited that teachers who

experience job satisfaction would exhibit citizenship behaviours.

Payne and Webber (2006) conducted a study on the relationship among job

satisfaction, affective commitment, service-oriented OCB, customer satisfaction and

customer loyalty of 249 hairstylists and 1 of their corresponding customers. They

indicated that employees with high levels of job satisfaction would most likely take

on helping behaviour, which leads to higher levels of customer satisfaction.

Bettencourt et al. (2001) indicated in his research that job satisfaction was a

significant predictor of loyalty OCBs. Organ and Ryan (1995, cited in Payne and

Webber, 2006) reported that high satisfaction levels and high levels affective

commitment both related positively to displays of OCB. Payne and Webber (2006)

further reported that employees who have job satisfaction are more apt to engage in

citizenship behaviours when they have organisational commitment since they have an

attachment to the organisation and want it to be successful. They also postulated,

"employee satisfaction is likely to have a stronger positive relationship with service-
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oriented OCBs when affective commitment is high" (Payne and Webber, 2006, P.

368). Their research indicated that affective commitment was not significantly related

to service-oriented OCBs (i.e. altruism, loyalty).

5.5 DIMENSIONS OF JOB SATISFACTION

Findings onjob satisfaction research indicated that generally across the globe teachers

are more or less or highly satisfied with their jobs (Cole, 1977, Lester, 1985, Lortie,

1986, all cited in Pennington & Riley, 1991.). Pennington and Riley (1991) reported

that their was differing degrees of satisfaction with particular components of teaching.

Extrinsic rewards such as pay and promotion showed the lowest ratings. Recognition

and administration policies and practices were also commonly areas of dissatisfaction

for teachers. Findings on supervision have been mixed with studies conducted by

researchers (Lester, 1985, Waltend, 1988 cited in Pennington & Riley, 1991.)

indicating teachers have high satisfaction with supervision and studies by Chen (1997,

Cole, 1977 cited in Pennington & Riley, 1991) both indicating satisfaction with

supervision being low.

A previous study by Pennington and Riley (1990) indicated that dissatisfaction was

reported in the facets of advancement opportunities and compensation. Their study

reported that internal rewards and the values of the work itself provided greater

satisfaction to teachers (Pennington and Riley, 1991).

Pennington and Riley's (1991) research indicated that teachers overall have a high job

satisfaction level with moderately lower levels for the different dimensions of job

satisfaction with promotion and pay being the lowest.
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A study conducted by Tony and Cathy (1995, cited in Lam et al. 2001) indicated

extrinsic factors was important in the motivation of workers in the hospitality

industry. The study's results indicated a significant relationship at the 99% and 95%

level between the dimensions of work motivation and job satisfaction. The study also

revealed positive relationships of all the correlation coefficients between the

dimensions of motivation (Lam et al., 2001).

5.5.1 JOB SATISFACTION AND THE WORK ITSELF

The nature of the work itself builds stronger levels of job satisfaction resulting in

good performances (Landy, 1989; Luthans, 1992; McWatts, 2005). Teachers are

usually required to perform multiple roles due to the broad range of responsibilities in

their jobs (Steyn and van Wyk, 1999). The researchers posit that difficult learners,

overcrowded classrooms, the lack of psychological and guidance services and having

no assistance with students from social workers or support services, all contribute to

teachers' low levels of satisfaction (Steyn and van Wyk, 1999).

Carrim et al.' s (2004) research amongst call centre agents indicated that agents did not

have enough diversity in their work responsibilities which leads to emotional

exhaustion. Repetitive and boring jobs is considered less challenging and highly

dissatisfying (Otube, 2004; Spector, 1997). Castillo and Cano (2004) investigated the

factors explaining job satisfaction among 172 faculty members at the Ohio State

University and revealed that work itself was the most motivating aspect for faculty

members. Their findings imply that members considered the content of their job the
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most satisfying part of their jobs. Simmons (1970 cited in LaPorte, 1991) reported

that the factor work itself greatly contribute to teacher satisfaction.

5.5.2 JOB SATISFACTION AND PAY

Pay refers to the financial compensation an employee receives and the individual's

perception of how equitable that compensation is (McWatts, 2006). Research among

teachers indicate that as an occupation teachers were highly dissatisfied with their

salaries; more so because of the amount of extra after school hours required in their

jobs as well as how poorly their salaries compare to others in both the public and

private sector (Olivier & Venter, 2003; Steyn, 2002 ).

Research conducted by Steyn and van Wyk (1999) in urban black schools in South

Africa found that a large percentage of educators were dissatisfied with their low

salaries. This often leads to teachers taking on second jobs or leaving the profession

which impacts negatively on learners and schools (Olivier & Venter, 2003). Pay and

job satisfaction appears to have a relatively positive relationship (Johns, 1992).

Vigoda-Gadot (2001) also contended that pay is often noted as a 'motivator' of

performance and determinant of job satisfaction.

Research indicated that workers want fair and equitable compensation for the work

they do, their skills and knowledge and also fair compensation in line with similar

jobs (Robbins et al., 2001). The authors concur that this leads to job satisfaction.

Wright (1985, cited in Wright, 1991) investigated a study amongst technology

teachers looking at if there was a link between autonomy, esteem, job satisfaction and
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the intention to quit teaching. Wright found that teachers in smaller schools had

higher esteem but lower salaries compared to teachers at medium to large schools.

This study revealed that neither real salary nor educator's satisfaction with their

compensation was in any way related to the desire to resign from teaching. The study

also revealed that perceived esteem was the variable most highly correlated with

teachers' intention to resign (Wright, 1991).

5.5.3 JOB SATISFACTION AND PROMOTION

As a dimension of job satisfaction, promotion refers to how available and accessible

career progression opportunities are (George, 2000). Workers' opportunities for

promotions have a positive influence on job satisfaction (Landy, 1989; Vecchio, 1989

cited in Bull, 2005). Otube (2004) postulated that many people experience

dissatisfaction with their organisation's advancement opportunities. They may also

feel that even though it is unfair they still experience job satisfaction because they do

not possess the required skills and qualifications for the particular promotion (Otube,

2004; Visser, 1990 cited in Bull, 2005).

Drafke and Kossen (2002) postulated that individuals who feel that they have limited

prospects for career progression may experience a decrease in their job satisfaction.

Johns (1992) and Vigoda-Gadot (2003) posit that for a promotion to be considered

satisfying, it needs to carry the necessary recognition within the organisation. It also

needs to boost an individual's need for achievement with the individual taking on

more duties and responsibilities.
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Castillo and Cano (1999) conducted a study amongst male and female agriculture

teachers in Ohio. The study compared the overall job satisfaction levels and the

factors associated with job satisfaction and dissatisfaction among teachers over a

period of ten years. The study indicated that in terms of job satisfaction, factors such

as promotion, achievement and recognition, the teachers remained somewhat

satisfied. The study further revealed that female teachers had consistently lower mean

scores than their male teachers and that female teachers perceive opportunities for

their advancement as being less in comparison to their male counterparts. The study

made use of a large sample and the measuring instrument was the JSS.

5.5.4 JOB SATISFACTION AND SUPERVISION

McWatts (2005) postulated that previous research indicated that loyalty to a

supervisor strongly influences an individuals' job satisfaction and their subsequent

desire to remain in a particular job. A supervisor's role is to show consideration for

the needs or feelings of subordinates, to treat them fairly and to provide feedback. All

these have a positive effect on workers' job motivation and will increase their job

satisfaction (Luthans, 1992;Otube, 2004; Syptak et al., 1999).

Principals who display good interpersonal skills leads to teachers having increased

loyalty and improved job satisfaction (Isherwood, 1973 cited in Steyn & van Wyk,

1999). Robbins et al. (2003) posits that a positive relationship between supervision

and job satisfaction refers to the supervisor offering the necessary emotional and

work-related guidance and support. Davis (1992, cited in Otube, 2004) posits that a
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friendly and supportive supervisor will obtain better productivity, job satisfaction and

motivation.

Rice and Schneider (1994, cited in Bull, 2005) conducted a study amongst Australian

teachers and reported that participation in decision-making and being able to exercise

autonomy contributed to their job satisfaction. Morris (2004) reported that strong

principal leadership hugely affects teacher job satisfaction and the environment

teachers work in. Abbey and Esposito (1985, cited in Bull, 2005) reported that when

educators believe they are getting more social support form their principals they

report minimal stress compared to educators who do not get support.

A qualitative research among 16 school circuit managers conducted by van der

Westhuizen and Smit (2001, cited in Bull, 2005) reported the current managers as

rating their relationships with supervisors as being very important in terms of

increasing their job satisfaction.

5.5.5 JOB SATISFACTION AND RECOGNITION

Otube (2004) posits that people generally enjoy having their work praised and getting

recognition for doing good work. The author adds that on Maslow's hierarchy of

needs, an individual's desire for recognition is accredited to the desire for a positive

self- esteem (Otube, 2004). Sergiovanni (1966, cited in Wright, 1991) conducted a

repeat of Herzberg's (1959) study in an educational situation. In interviews held with

teachers regarding their jobs, participants' responses revealed the factors,

achievement and recognition, as being first and second respectively in adding to their

116

 https://etd.uwc.ac.za/



job satisfaction. Simmons (1970, cited in Wright, 1991) also found that recognition

from the school principal was important to teachers.

5.5.6 JOB SATISFACTION AND WORKING CONDITIONS

An employee's work environment should have adequate personal space, up-to-date

equipment, proper ventilation and lighting as this has a strong influence on their level

of self-pride, the work they do and in lessening tension amongst co-workers

(Oosthuizen, 2001). Luthans (1992) dismisses this statement saying that when

workers complain it is usually because of some other underlying or hidden problem.

Pearson (1991) postulated that factors such as organisational values, physical

conditions and supervisory style are related to the employee's work environment.

Environments that are comfortable and safe are valued by employees (Otube, 2004).

Research indicated that managers enjoy much higher levels of job satisfaction with

their working conditions compared to academics' which is probably due to managers

enjoying bigger office spaces, better equipment and visually appealing office outlays

(Otube, 2004).

5.6 BIOGRAPmCAL CHARACTERISTICS AND JOB SATISFACTION

5.6.1 JOB SATISFACTION AND AGE

Previous research findings indicated that a positive, linear relationship exist between

age and job satisfaction (Mottaz, 1987 cited in Bull, 2005; Pearson, 1991; Robbins et
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al., 2001). Other researchers reported a more U shaped relationship (Kacmer et al.,

1999 cited in Bull, 2005). Clarke (1996, cited in Bull, 2005) reported that younger

workers may feel satisfied because they lack work experience against which to

compare their work whereas older workers may have diminished ambitions believing

that they have limited alternative choices the older they got.

Similarly, Oosthuizen (2001) reported that employees under the age of 40 experience

the highest degree of job satisfaction with regard to development, promotion and

achievement. Employees over 40 experienced dissatisfaction in terms of growth and

advancement opportunities.

Gautam, Mandal and Dalal (2006) conducted a study to measure the level of job

satisfaction of the faculty members of veterinary sciences and animal husbandry at

Sher-e-Kashmir University of agricultural Sciences and Technology of Jammu in

India. 44 faculty members responded. The researchers also assessed the variation in

the members' job satisfaction levels. Their research indicated that younger members

were more satisfied. The job satisfaction scale used was developed by Brayfield and

Rothe (1951) and has high reliability (Cronbach's alpha = 0.87).

Gautam et al. (2006) reported that senior faculty members found that their skills are

utilised less and subsequently have less job satisfaction. Castillo and Cano's (1999)

study on the comparative analysis of agriculture teachers' levels of job satisfaction in

Ohio reported that older or younger teachers were not necessarily more or less

satisfied with their jobs.

Previous studies have indicated a positive relationship between age and satisfaction

(Ooosthuizen, 2001; Robbins et al., 2004). Schulze and Steyn (2003) reported a
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positive relationship between age and satisfaction. They also reported that older

educators were significantly more motivated than their younger counterparts were.

Conversely, older educators were more motivated than their younger counterparts

were. Oshagbemi (1997a) conducted research amongst university educators, which

indicated that job satisfaction was highest amongst the 55+ respondents.

Hunt and Saul (1975, cited in Carrim et al., 2006); Loscocco (1990) similarly reports

that job satisfaction is high when individuals start work, levels off then starts

increasing again. In study conducted by Bishay (1996) amongst 120 teachers on

teacher motivation and satisfaction, he reported that job satisfaction increases with

age and years of service. Carrim et al. (2006) adds that it appears as if employees'

increased level of maturity and work experience leads to them adjusting their work

expectations more realistically. Blood, Ridenour, Thomas, Qualls and Hammer (2002)

conducted a study amongst 1320 teachers working in public schools. The study

informed that older workers reported higher levels of job satisfaction than their

younger male counterparts did. They add that this could be due to older workers

having more tolerance and being comfortable in their current position. They may

therefore lower their work expectations.

Research also indicated that professionals appear to have more job satisfaction the

older they get due to having more experience, tasks that are more challenging and

increased compensation. Non-professionals, on the other hand, show a decline in job

satisfaction during middle age and job satisfaction increases as they near retirement.

This decline is possible due to economic insecurity and having less challenging duties

(Robbins et al., 2001).
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5.6.2 JOB SATISFACTION AND OCCUPATIONAL LEVEL

The current research indicated that there is a statistically significant relationship

between job satisfaction and occupational level amongst primary school teachers in

disadvantaged areas. Moltaz (1986, cited in McWatts, 2005) conducted a study of

workers from various occupational groups, which indicated that overall job

satisfaction positively relates to rank. Moltaz adds that there is a definite distinction

between workers in higher -level occupations and workers in lower-level positions.

Pearson (1991) postulated that there is a positive relationship between job satisfaction

and occupational level.

Miles, Patrick and King (1996) reported occupational level describes a noteworthy

amount of the variance in job satisfaction. However, research conducted by

Oshagbemi (1997a) reported that job satisfaction increase progressively with

occupational level.

Research indicates that higher-ranking male and females were more satisfied with

their rank than lower level workers such as clerical and secretarial staff were. Higher

rank also comes with better working conditions and salaries (McWatts, 2005; Bull,

2005). Research findings also reported that power, status, higher pay and

opportunities for promotion are more important to the motivational levels of managers

(Analoui, 2001 cited in Carr, 2005).
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5.6.3 JOB SATISFACTION AND LEVEL OF EDUCATION

The research findings indicated that there is a statistically significant relationship

between job satisfaction and level of education amongst primary school teachers in

disadvantaged areas in the Western Cape. Studies conducted by Glenn and Weaver

(1982 cited in Bull, 2005) indicated a positive relationship between job satisfaction

and educational level.

Blood et al.'s (2002) study amongst 1320 teachers in public schools showed no

significant relationship between job satisfaction and education. Research also

indicated that individuals who are considered overqualified for their specific jobs

become more dissatisfied because their skills are not fully utilised (Greenberg, 1979

cited McWatts, 2005).

A study conducted by Belt (2002.. cited in Carrim, Basson and Coetzee, 2006)

amongst call-centre agents indicated that agents with qualifications were more

inclined to pursue jobs with more internal promotions or jobs outside the call-centre.

The agents with university qualifications tend to move out of the call-centre

environment completely (Carrim et al, 2006).

Research studies reports that the relationship between job satisfaction and level of

education is positive if there is a fit between the employees' qualifications and the

work they do. The implication here is that the higher the educational level of the

individual, the more satisfied he or she will be (Battu et ai, 1999; Jonas et aI., 2000

both cited in Bull, 2005).
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5.6.4 JOB SATISFACTION ANDTENURE

The results of the current research indicated that there is a statistically significant

relationship between job satisfaction and tenure amongst teachers in primary schools

from disadvantaged areas in the Western Cape. Bishay (1996) conducted research

amongst a sample of 50 teachers on levels of motivation and job satisfaction. The

research indicated that teachers' job satisfaction would increase should they have

more autonomy and variety in their work.

Schulze and Steyn (2003) conducted research amongst teachers, which indicated that

teachers with more work experience had higher levels of motivation because they

have more authority, autonomy and support than their less experienced counterparts

do. Schulze and Steyn (2003) thus postulated that job satisfaction and tenure are

positively related and that an individuals' age corresponds with their work experience.

Blood et al.'s (2002) study amongst 1320 public school teachers indicated that a

statistically significant relationship existed between job satisfaction and tenure.

Similarly, Reyes (2001) investigated the relationship between individual work

orientations and teacher outcomes amongst a sample of 133 teachers and found that

there was a statistically significant relationship between job satisfaction and tenure.

In many professions, long tenure may lead to monotony and ultimately job

dissatisfaction (Bishay, 1996).

Other research findings however indicated that the link between job satisfaction and

tenure is inconsistent because it depends largely on the organisation itself and if that

particular organisation perceives high tenure as a liability or an asset (Lambert et al.,
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2001 cited in Bull, 2005). Oshagbemi (2000d, cited in McWatts, 2005) postulated that

many employees hang onto their jobs for various economic realities such as

supporting their families.

Bellington-Timmer (2004) conducted a study amongst middle managers in the South

African Police (SAP) services. The author reported that middle managers with more

than five years service in their current rank were more dissatisfied with autonomy and

advancement in the SAP and more satisfied with human relations such as supervision.

Middle-managers with less than five years service indicated dissatisfaction with their

work activity levels. Robbins et al. (2001) reported that tenure is a consistently

reliable and constant predictor of job satisfaction.

5.6.5 JOB SATISFACTION AND GENDER

The results of the current research indicated that there is a statistically significant

relationship between job satisfaction and gender amongst primary school teachers

from schools in disadvantaged areas in the Western Cape.

Perie et al. (1997) investigated job satisfaction amongst 36000 teachers from

elementary and secondary public schools. They reported that job satisfaction levels

were higher amongst females than males and that teachers' job satisfaction indicated

poor correlations with benefits and pay. Blood et al.'s (2002) research on job

satisfaction amongst 1320 teachers in public schools reported no significant

relationships between job satisfaction and gender.
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Robbins et al. (2001) reported no statistical relationship between gender and job

satisfaction. Gilbert and Walker (2001 cited in Carr, 2005) conducted research in the

Australian construction industry to evaluate the relationship between motivation and

work and gender. Their research determined that their was no statistically significant

difference in total motivation and demotivation levels between male and female

employees. Schulze and Steyn's (2003) study on educators reported significantly

more motivation by female educators in working with learners compared to male

educators.

Groot (1999, cited in McWatts, 2005) reported that no notable distinction in job

satisfaction was found between men and women. Carrim et al.' s (2006) research in a

call-centre environment reported no difference between male and female agents with

regard to participants' general and intrinsic job satisfaction levels. His research also

indicated that agents with post-school qualifications had lower levels of intrinsic job

satisfaction.

In a study amongst university academics, Oshagbemi's (1997a), findings reported that

female university academics were more satisfied than their male counterparts were.

Gruneberg (1979, cited in McWatts, 2005) reported that these differences are

probably due to females wanting interrelationships and good quality social networks

compared to having better career prospects. McWatts (2005) added that females have

less need for autonomy and higher compensation compared to their male counterparts.

Women tend to want more support from co-workers and their superiors. Tang and

Talpade's (1999 cited in Brewer and McMahan-Landers, 2003) research on job

satisfaction agreed with this finding.
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Kremer-Hayon and Goldstein (1990) investigated the job satisfaction of secondary

school teachers in Israel and reported that the females experienced higher levels of job

satisfaction than male teachers did. Borg and Falzon (1989, cited in Tasnim, 2004)

conducted a study on stress and job satisfaction amongst 844 primary school teachers

in Malta and reported that amongst the male teachers twice the amount reported job

dissatisfaction in comparison with female teachers. The female teachers thus reported

a higher level of satisfaction in their jobs (Tasnim, 2004).

However, studies conducted in Japan and Germany reported male teachers as having

higher levels of job satisfaction than female teachers (Lissmann & Gigerich, 1990;

Ninomiya & Okato, 1990, cited in Tasnim, 2004).

5.7 ORGANISATIONAL CITIZENSmp BEHAVIOUR (OCB)

Organisational commitment and job satisfaction are the two strongest antecedents of

OCB (Ackfeldt & Coote, 2000; Chu et al., 2005; Rosen, Levy & Hall, 2006). Jahangir

et al. (2004) reported that when employees have job satisfaction, OCB would be

present. Research has indicated that when an employee show or feel emotional

attachment to an organisation they show more citizenship behaviour (Christ et al.,

2003).

Research has also indicated that OCB is directly influenced by organisational

commitment and job satisfaction (Ackfeldt & Coote, 2000). Somech and Drach-

Zahavy (2000) investigated OCB at three levels: organisational, team and individual

level. Their sample consisted of 251 Israeli teachers. Their fmdings reported the

existence of different levels of extra-role behaviour. The authors' fmdings showed

125

 https://etd.uwc.ac.za/



that while job satisfaction was positively related to OCB at all three levels, self-

efficacy was only positively related to OCB at team and organisational levels and not

towards the studentllearner.

Alotaibi (2001) conducted a study on the effects of procedural and distributive justice,

organisational commitment, job satisfaction and OCB in 6 Kuwaiti government

organisations and found that job satisfaction, organisational commitment and OCB's

relationship at an individual level has a positive effect on individual's job attitude and

leads to extra-role behaviour. Luthans (1998) reported that employees who are

satisfied in their jobs would more readily engage in OCB.

Further research indicated that employees who achieve a high degree of job

satisfaction show more loyalty and faithfulness to the organisation and would engage

in extra-role behaviours (Bettencourt et al., 2001; Ladebo, 2004). Lovell et al. (1999)

posits that extra-role behaviour is dependant on how employees define their work

responsibilities. Oplatka (2006) further postulated that OCB is dependant on the

individual's attitude, their responsibility level and their experience in the school.

5.7.1 OCDANDWORKER COMMITMENT

Research indicated that employees who are highly committed and who believe in the

organisation's values and goals and have a high degree of job satisfaction show a high

level of OCB (Brown, 1993; Gyekye & Salminen, 2005; Ladebo, 2004; Mowday,

Porter and Steers, 1982 cited in Freund, 2003). Gautam et al. (2004) identified three

components of organisational commitment which ties individuals to their

organisations but adds that the nature of the "psychological bonding" of each is not
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the same. The three components are: affective commitment (AC), continuance

commitment (CC) and normative commitment (NC). Research on AC indicated that

individuals with a high AC tend to engage in service-oriented aCB because they are

emotionally attached to the organisation and they believe in the organisation's goals

(Ackfeldt & Coote, 2004; Jahangir et al., 2004; Payne & Webber, 2005).

Research on CC indicated no relationship with aCB because these employees are

aware that leaving the organisation would be too costly and fmding alternative

employment is not possible (Gautam et al., 2004). In an investigation with 13808

Canadian educators, Ostroff (1992, cited in Christ et al., 2003) reported the

importance of commitment in order to find out diverse performance indicators such as

learner behaviour and administrative performance. Scholl (1981, Werner, 1982 all

cited in Schappe, 1998) both posited that there is a commitment-OCB relationship.

They suggested that when there is little expectation of rewards for performance,

organisational commitment is a probable determinant of aCB.

O'reilly and Chatman (1986, cited in Schappe, 1998) investigated university

employees' psychological attachment to their organisation and reported that having

membership or affiliation to an organisation significantly predicted generalised

compliance behaviours. Their research in a second study of undergraduates and MBA

students' attachment reported individuals' involvement based on having similar

values to the organisation as a significant prediction of extra-role compliance

behaviour. Schappe (1998) reported that research has shown a strong support for a

relationship between aCB and commitment.
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However, Tansky (1993, cited in Schappe, 1998) reported that such a relationship did

not exist. Tansky conducted a study of organisational supervisors and managers and

established no significant positive association between the five OCB dimensions and

organisational commitment. Organ and Ryan's (1995) meta-analysis showed that an

individual's emotional attachment to their organisation was significantly related to the

two dimensions of OCB, namely altruism and compliance.

Schappe (1998) also reported that previous research has been inconclusive in terms of

whether fairness perception should be included when researching job satisfaction's

effect on OCB (Moorman, 1991, Organ, 1988 cited in Schappe, 1998). Williams and

Anderson (1991) reported that since organisational commitment and job satisfaction

have common characteristics, theoretically using only one variable to predict OCB

was potentially specious. Schappe (1998) reported that this is contrary to other studies

in which only one of the two variables were used to significantly predict OCB.

Schappe (1998) postulated that Williams and Anderson's (1991) findings supported

the belief that a significant relationship with OCB should be studied using both

variables.

Ina study by Moorman (1991, cited in Schappe, 1998) measuring fairness perceptions

and job satisfaction, the former significantly predicted OCB while the latter did not.

Schappe's (1998) study investigated the influence of job satisfaction, organisational

commitment and fairness perceptions on OCB. His sample consisted of 150

employees of a mid-Atlantic insurance company.
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In Schappe's (1998) study on the effects of job satisfaction, perceptions of fairness

and organisational commitment on aCB, only organisational commitment were

indicated as a significant predictor of aCB. He conducted his study using a variation

of Smith et al,' s (1983) aCB scale. The reliability estimate for the aCB scale was

.69. Schappe's (1998) fmdings indicated that when all three variables Gob

satisfaction, fairness perceptions, organisational commitment) are considered,

organisational commitment emerged as the only significant correlate of aCB.

Alotaibi's (2001) research indicated that organisational commitment is positively

related to aCB, however, the hierarchical regression analysis indicated that

organisational commitment did not generate a significant change in aCB. This is

consistent with the inconsistent results of previous research who either find a

relationship and those who do not. Williams and Anderson (2001) found no

relationship. They conducted a study amongst 420 employees in a national cable TV

company and neither job satisfaction nor organisational commitment were related to

any of aCB' s five dimensions.

5.7.2 OCB AND FAIRNESS PERCEPTIONS

Fairness perception has two components namely procedural justice - workers have an

input in organisation's decisions and distributive justice - employees feel that they are

receiving a fair pay for their level of training , tenure, years of experience and

responsibility (Jahangir et al.,(2004). Alotaibi (2001) reported that empirical research

by Farh, Organ and Podsakoff (1990); Konovsky and Folger (1991) indicated support

for the relationship between perceptions of fairness and aCB.
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Research by Moorman (1991 cited in Jahangir et al., 2004) indicated that a positive

relationship between perception of fairness and OCB exists. However, Schappe's

(1998) research in an insurance company indicated that tenure, pay and organisational

level all significantly negatively correlate with OCB. Schappe's findings indicated

that with the inclusion of fairness perception, job satisfaction no longer influence

OCB. He suggested perceptions of procedural justice fairness and job satisfaction

share a common antecedent that should be included in future research.

Farh et al.'s (1990 cited in Schappe, 1998) research provided for the capability of

procedural justice perceptions in predicting OCB. Their fmdings indicated that leader

fairness explains the unique variance in the OCB dimension of altruism. Alotaibi

(2001) investigated the effects of job satisfaction, procedural and distributive justice

and organisational commitment on OCB. His fmdings indicated that only procedural

and distributive justice accounted for unique variances in the OCBs of workers in

Kuwaiti government organisations.

Research by Schappe (1998) indicated that in studying job satisfaction's impact on

OCB it would be significant to include perceptions of fairness in order to indicate the

connection between job satisfaction, organisational commitment and fairness

perception variables. Alotaibi (2001) reported that Moorman (1991) and Organ (1988)

supported this research.

Research by Niehoff and Moorman (1993), Organ and Konovsky (1989) and

Konovsky and Folger (1991) supported the relationship between overall fairness and

OCB (Alotaibi, 2001). Tansky's (1993 cited in Alotaibi, 2001) research indicated that
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overall fairness is only related to altruism. Schappc's (1998) research indicated that

procedural justice is not a predictor of OCB. Alotaibi's (2001) research indicated a

stronger relationship between distributive justice and OCB than procedural justice and

OCB.

Alotaibi's (2001) findings indicated that both variables (distributive and procedural)

were positively correlated with OCB with procedural justice being the strongest

variable. In conducting a hierarchical regression analysis, Alotaibi's (2001) findings

indicated support for the hypothesis that both procedural justice and distributive

justice would describe unique variance in OCB. Alotaibi (2001) reports that

management style and fairness of supervision has a strong influence on the perception

of fairness. This will encourage subordinates to perform OCB.

5.8 PRACTICAL IMPLICATIONS FOR SCHOOLS

Castillo and Cano's (1999) research reported that longer tenure amongst teachers did

not affect their level of overall job satisfaction. The current research allows for some

implements and recommendations for teacher OCB to be encouraged and promoted in

our schools. Research indicated that certain components should be in place to

encourage teacher OCB. Moreover, principal leadership, although not explored in this

study, is an important vehicle for encouraging and facilitating this process. Oplatka

(2006) indicated that principals need to give 'positive feedback' by giving oral

praising and show that OCB efforts are valued.
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Principals should also provide staff with 'professional autonomy and participative

decision-making'. Having the opportunity to engage in a decisionmaking process

around new teaching methods and curriculum changes. These projects usually take

place outside normal school hours and being part of this decision-making process

allows for motivation and commitment to partake in the success of these projects. It

also indicates elevated levels ofOCB for the schools (Oplatka, 2006).

Principals should also provide 'emotional support' for their staff. They should listen

to teachers' needs and support them through stressful and difficult times both

personally and professionally (Oplatka, 2006). In recruiting teachers; principals and

governing body members should chose in favour of educators who displayed OCB

behaviour in their previous jobs, community activities and through written and word-

of-mouth references.

Oplatka (2006) also indicated that training programs for principals should focus on

how important the principal's role is in nurturing OCB and teachers' work

commitment. Hansen (1995) also talks about the importance of educational calling

which consist of how important education is in society and the important role teachers

play in the lives of young people. Oplatka (2006) states that workshops should be held

encouraging OCB behaviour and discussions around creative ideas on how teachers

can engage in more extra-role behaviour.
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5.9 IMPLICATIONS FOR FUTURE RESEARCH ON TEACHER OCB

Oplatka (2006) posits that since there are so few researches done in the service-

oriented organisations such as schools, more studies should be conducted on what

makes teachers want to do more and what the prospective results and benefits of

extra-role behaviours are.

Comparative studies on job satisfaction and OCB amongst educators mother

countries would enable researchers to explore OCB patterns amongst different

cultures. Oplatka (2006) posits that the addition of qualitative studies and bigger

sample amounts and more research on OCB could lead to the development of models

and theories on teacher OCB in schools.

5.10 LIMITATIONS

The use of only self-report measures means that common method variance is a

problem (Bogier & Somech, 2004). Gyekye and Salminen (2006) reports that self-

reports is a limitation because responses are subject to intentional distortions and

misinformation. They state that this risk can be countered by ensuring the

confidentiality and anonymity of respondents. The sampled educators were all

suburban primary school teachers in previously disadvantaged areas and are therefore

not generalisabie to the whole teaching population.
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5.11 CONCLUSION

The fundamental intention of this study was to establish the relationship between job

satisfaction and OCB amongst primary school teachers in disadvantaged areas in the

Western Cape. The research findings could prove to be helpful in determining what

will make a person engage in citizenship behaviour. The research tried to identify the

motivation of Educators to go the extra mile despite their low status and low

compensation and could prove helpful to senior staff members within the Education

department and schools in terms of nurturing and rewarding OCB.

The research revealed that job satisfaction and its dimensions were positively

correlated with OCB. The findings indicated that differences do exist in job

satisfaction levels based on biographical variables. This study did however not

explore the influence the various biographical variables would have on the particular

job satisfaction dimension. This study could therefore not conclude which of the job

satisfaction dimensions influence individuals based on their biographical group.

Gautam et al. (2006) concluded that job satisfaction is a "multidimensional

phenomenon" with a number of aspects functioning concurrently.

5.12 RECOMMENDATIONS AND FUTURE RESEARCH

Although the use of quantitative measures was better suited for this research, the

researcher postulates that qualitative research would provide a more in-depth

understanding of the views and perceptions of educators, the environment in which
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they work and the challenges they face teaching in a South African educational

setting.

There is a definite need to further investigate the reasons behind the job satisfaction of

more senior faculty members (Gautam et al., 2006). Future research should explore all

the variables of job satisfaction such as security, feedback and morale since these

factors could describe a higher variance in job satisfaction. Further studies to

understand the dynamics of job satisfaction and OCB and their relationships are

suggested. The study's small sample and low response rate affects fmdings, therefore

should this study be repeated, a bigger sample size and measures to ensure a good

response rate is highly recommended.
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Appendix 1

University of the Western Cape
Faculty of Economic and Management Science

PlBag X17, Bellville 7535, South Africa Tel.: +27 21 9593183
Fax: +27 219592578 E-mail: kheslop@uwc.ac.za

Department of Industrial Psychology
University of the Western Cape
Private Bag X 17
Bellville
7535
2 September 2008

To whom it may concern

REQUEST TO COMPLETE A BIOGRAPIDCAL QUESTIONNAIRE AND RESEARCH
QUESTIONNAIRES

Dear SirIMadam,

My name is Nadiema Hassen and I am a Masters student in Industrial Psychology at the University of the Western
Cape. This letter serves as a warm invitation to you to participate in the study for my research project. The research
question that I am investigating is: "the relationship between Job Satisfaction and Organisational Citizenship
Behaviour (OCB) amongst primary school teachers in disadvantaged schools in the Western Cape".

If you wish to confirm my involvement in this study, please feel free to contact my supervisor at the Commerce
Department, Karl Heslop (kheslop@uwc.ac.za).

Permission has been obtained from your principal to proceed with my research at your institution.
The Department of Education has also given me the go ahead to personally contact the various school principals.

This survey will only take up a few minutes of your time and allows you to remain anonymous.
I am attaching three questionnaires for your kind attention: a biographical questionnaire, a Job Satisfaction
questionnaire and an Organisational Citizenship Behaviour (OCB) questionnaire.
There are no right and wrong answers. Please ensure that you circle all your responses listed under the different
facets.
Your responses will be treated with the utmost of confidentiality; therefore no provision is made on the
questionnaires for you to write down your name. Itwould be appreciated if you could place the questionnaires in
the envelope provided and ensure that it is sealed on return. All questionnaires are to be returned within one (1)
week of the date of receipt thereof. Your school secretary/designated teacher will have a box or big envelope in
which you can deposit your envelope.

I assure you that the information provided is for research purposes only.
I thank you once again for taking the time to complete my research survey. Please feel free to contact me should
you have any further queries or comments.

Warm regards,

Nadiema Hassen

Contact number: (Mobile): 083 6507504
E-mail: nadiema@cybersmart.co.za
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~ppendix2 SECTION A:

Biographical Questionnaire

'ou are kindly requested to complete section A: Biographical information. This section contains certain personal
lformation which will be used for statistical analyses only.

'lease note:
Tick (..J) the appropriate response.

, You do not write your name anywhere on the questionnaire.
I. All the responses will be treated with the utmost care and TOTAL CONFIDENTIALITY OF RESPONSES.

1. Age (Years) 2. Highest Educational Level

Under 30
30-35
36-40
41-50
Over 50

Up to Std. 9/ Grade 11
Std.10/ Grade 12
Higher than Std. 10
3 year qualification
Post-Graduate

3. Gender 4. Mother Tongue

I Female
Male

English
Afrikaans
Xhosa
Other

5. Marital Status 6. Employment Category

Single
Married
Divorced
Widowed

Permanent
Temporarv
Contract

7. Racial Group 8. Tenure (years of service in education)

African
Coloured
Indian
White
Other

Less than a year
1 -3 years
3 -10 years
11-20 years
21-30 years
Over 30 years

9. Occupational Level/Class

Principal
Deputv Principal
Head of Department
Educator
Other
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Appendix 3

SECTION B:

OCB QUESTIONNAIRE

We ask you to rate your own behaviour. Please indicate, by circling the
appropriate number on the scale provided, the extent to which you
agree/disagree with each of the following statements regarding yourself. 1. .....

Strongly Strongly
Disagree Agree

1 Keep abreast of changes in the organisation 1 2 3 4 5
2 Never takes long lunches or breaks. 1 2 3 4 5
3 Consult with my supervisor or other 1 2 3 4 5

individuals who might affected by his/her
actions or decisions.

4 Inform my supervisor before taking any 1 2 3 4 5
important actions

5 Help others who have been absent 1 2 3 4 5
6 "Keeps up" with development in the company 1 2 3 4 5
7 Do not consume a lot of time complaining 1 2 3 4 5

about trivial matters.
8 Take steps to prevent problems with other 1 2 3 4 5

employees
9 Am always punctual 1 2 3 4 5
10 Help orient new people even though it is not 1 2 3 4 5

required
11 Consistently talk about wanting to quit my 1 2 3 4 5

job.
12 Never focus on what's wrong with my 1 2 3 4 5

situation, rather focus on the positive side of
it.

13 Attend functions that are not required, but 1 2 3 4 5
that helps build the company image

14 Do not tend to make "mountains out of 1 2 3 4 5
molehills" (do not make problems bigger than
they are)

15 Does not abuse the rights of others 1 2 3 4 5
16 Does not take extra breaks 1 2 3 4 5
17 Helps others who have heavYworkloads 1 2 3 4 5
18 Attends and participates in meetings 1 2 3 4 5

regarding organisation
19 Willingly gives his/her time to help others who 1 2 3 4 5

have work related problems
20 Obeys company rules, regulations and 1 2 3 4 5

procedures even when no-one is watching
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