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ABSTRACT 
 

EVALUATING PSYCHOLOGICAL FACTORS IN THE CONSTRUCTION OF A 
RETENTION MODEL FOR BLACK AFRICAN TEACHERS 

by 
Nomabongwe Siyamthanda Wendy Mvana 

 

SUPERVISOR: Prof Melinde Coetzee  
DEPARTMENT:  Industrial and Organisational Psychology  
DEGREE:  Doctor of Philosophy in Psychology (Industrial and Organisational 

Psychology) 
 

The aim of this study was to develop a psychosocial retention model for Black South African 

teachers by critically evaluating the relationship dynamics between work engagement, 

psychological capital, occupational passion and organisational commitment, job satisfaction 

and human resource retention practices satisfaction. A quantitative cross-sectional survey 

was used on a convenience sample of Black high school teachers (N = 309) within the 

Tshwane South District in Gauteng. Correlational statistics supported theoretically expected 

psychosocial relationship dynamics among the study variables for the envisaged psychosocial 

retention framework. Mediation statistics indicated psychological capital resources as 

important intermediary mechanisms for understanding the positive link between participants’ 

work engagement and their job satisfaction, including their satisfaction with retention 

practices, but not for the link between their work engagement and organisational commitment. 

Moderation regression results indicated occupational passion as a psychosocial resource that 

directly explains higher levels of psychological capital, organisational commitment, job 

satisfaction and satisfaction with retention practices. Moderated mediation results did not 

support the assumed strengthening role of occupational passion in the intermediatory 

processes of participants’ psychological capital resources that elucidated the positive link 

between work engagement and participants’ job satisfaction and satisfaction with retention 

practices. Tests for significant mean differences indicated biographical characteristics, such 

as gender, age and tenure, as being important considerations in the design of retention 

interventions. The study presents recommendations pertaining to psychological factors that 

industrial psychologists and human resources professionals may keep in mind in the design 

of retention interventions for Black South African high school teachers. The empirically 

manifested psychosocial retention framework extended conservation of resources and 

retention theory and makes a valuable contribution to the field of Industrial and Organisational 

Psychology. 
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resources theory, Black teacher retention. 
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ISISHWANKATHELO 
 

UKUVAVANYA IMIBANDELA YESIMO SENGQONDO EKWAKHIWENI KWECEBO 
LOKUGCINA IITITSHALA EZINTSUNDU 

ngu 
Nomabongwe Siyamthanda Wendy Mvana 

 
UMKHOKELI:   Prof M Coetzee 
ISEBE:   Industrial and Organisational Psychology 
ISIDANGA: Doctor of Philosophy in Psychology (Industrial and Organisational 

Psychology) 
 

Injongo yesi sifundo kukuqulunqa indlela yesimo sengqondo sokugcina iititshala ezintsundu 

zaseMzantsi Afrika, oko kusenziwa ngokuvavanya ubudlelwane phakathi kokusebenza, isimo 

sengqondo, ukuthanda umsebenzi nokuzinikela kwiziko, ukwaneliseka ngumsebenzi 

nokwaneliseka yindlela yokugcina abasebenzi. Kwenziwe uhlolo zimvo oluqwalasela izimvo 

ngokobuninzi kwisampulu elula ekhethwe ngenjongo kwiititshala ezintsundu zezikolo 

zemfundo ephezulu (N = 309) zesithili iTshwane South District, eGauteng. Amanani 

aqokelelweyo ayixhasile ingcingane ebilindelekile malunga nemiba yezentlalo nesimo 

sengqondo ekwakhiweni kwesakhelo sokugcina iititshala. Amanani aqwalaselweyo adize 

ukuba imithombo yokuxhasa isimo sengqondo ibalulekile ekuqondeni ulwalamano phakathi 

kokuzinikela emsebenzini nokwaneliseka ngumsebenzi nayindlela abagcinwa ngayo 

ootitshala, kodwa hayi ulwalamano phakathi kokuzinikela emsebenzini nokuzinikezela kwiziko 

ekusetyenzwa kulo. Iziphumo zohlalutyo ngokuthelekisa amanani ludize ukuba uthando 

lomsebenzi lungumthombo wesimo sengqondo nezentlalo kwaye luchaza ulwalamano nqo 

phakathi kwamanqanaba aphezulu kwesimo sengqondo, ukuzinikezela kwiziko lomsebenzi, 

ukwaneliseka ngumsebenzi kunye nendlela yokugcina abasebenzi. Iziphumo zothelekiso 

lwamanani zibuye azaluxhasa ulwamano ebelulindekile malunga noluvo lokuba indima 

yeenkqubo zongenelelo iyaluqinisa uthando lomsebenzi nesimo sengqondo, nokuba oku 

kuphinda kwandise ulwalamano oluhle phakathi kokusebenza nokwaneliseka ngumsebenzi 

kwabo bathathe inxaxheba kwaneendlela zokugcina abasebenzi. Iimvavanyo eziqwalasele 

umahluko ngokomndilili zidize iimpawu ezifana nesini, ubudala, nobude emsebenzini 

njengemiba ebalulekileyo xa kuyilwa ungenelelo lokugcina abasebenzi. Esi sifundo sibeka 

iingcebiso ezimalunga nesimo sengqondo nezinokuthathelwa ingqalelo ziingcali zesimo 

sengqondo yabasebenzi nezemithombo yomsebenzi engabantu xa ziyila amacebo okugcina 

iititshala ezintsundu zaseMzantsi Afrika kwizikolo zemfundo ephezulu. Esi sakhelo sokugcina 

iititshala sisekelwe kubungqina obubonakalayo kwaye sigxile ekugcineni imithombo 
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yokusebenza, ngaphezulu sifake igxalaba kakhulu kwizifundo zesimo sengqondo 

sabasebenzi nolungelelwaniso lwamaziko ekusetyenzwa kuwo.  

 

AMAGAMA APHAMBILI 
Ukuzinikezela kwiziko lomsebenzi, ukwaneliseka ngumsebenzi, imiba yokugcina abasebenzi, 

ukusebenza, imithombo yesimo sengqondo, uthando lomsebenzi, ukugcina, ingcingane 

yokulondoloza imithombo, ukugcina iititshala ezintsundu.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  



 
 

ix 
 

OPSOMMING 
 

DIE EVALUERING VAN SIELKUNDIGE FAKTORE IN DIE KONSTRUKSIE VAN ’N 
RETENSIEMODEL VIR SWART ONDERWYSERS IN AFRIKA 

DEUR 
Nomabongwe Siyamthanda Wendy Mvana 

 

TOESIGHOUER:  Prof M Coetzee  
DEPARTEMENT:  Bedryf- en Organisasiesielkunde  
GRAAD:  Doktor van Filosofie in Sielkunde (Bedryf- en 

Organisasiesielkunde) 
 

Die doel van hierdie studie was die ontwikkeling van ’n psigososiale retensiemodel vir swart 

onderwysers deur die kritiese evaluering van die verhoudingsdinamika tussen 

werkbetrokkenheid, psigologiese kapitaal, arbeidpassie en organisatoriese toewyding, 

werksatisfaksie en menslike hulpbronretensiepraktyksatisfaksie. ’n Kwantitatiewe kruisseksie-

opname is op ’n gerieflikheidsteekproef van swart hoërskoolonderwysers in die Tshwane-

Suiddistrik in Gauteng gebruik (N = 309). Korrelasionele statistiek het teoretiese verwagte 

psigososiale verhoudingsdinamika onder die studieveranderlikes vir die verwagte 

psigososiale retensieraamwerk ondersteun. Mediasiestatistiek het sielkundige 

kapitaalhulpbronne as belangrike intermediêre meganismes aangedui om die positiewe 

skakel tussen deelnemers se werkbetrokkenheid en hul werksatisfaksie te begryp, insluitend 

hul satisfaksie met retensiepraktyke, maar nie vir die skakel tussen hul werkbetrokkenheid en 

organisatoriese toewyding nie. Moderasieregressieresultate het arbeidpassie aangedui as ’n 

psigososiale hulpbron wat hoër vlakke psigologiese kapitaal, organisatoriese toewyding, 

werksatisfaksie en tevredenheid met retensiepraktyke direk verduidelik. Gemodereerde 

mediasieresultate het nie ondesteuning gebied vir die oënskynlike versterkende rol van 

arbeidpassie vir die tussengangerprosesse van deelnemers se psigologiese 

kapitaalhulpbronne wat die positiewe skakel tussen werkbetrokkenheid en deelnemers se 

werksatisfaksie en tevredenheid met retensiepraktyke toegelig het. Toetse vir betekenisvolle 

gemiddelde verskille het biografiese kenmerke, soos geslag, ouderdom en ampstermyn 

aangedui as belangrike oorwegings by die ontwerp van retensie-ingrypings. Die studie maak 

aanbevelings wat betrekking het op psigologiese faktore wat bedryfsielkundiges en menslike 

hulpbronbeamptes in gedagte kan hou tydens die ontwerp van retensie-intervensies vir swart 

hoërskoolonderwysers. Die empiriesbewese psigososiale retensieraamwerk het die bewaring 

van hulpbronne en retensieteorie verleng en lewer ’n waardevolle bydrae tot die veld van 

bedryf- en organisasiesielkunde. 
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CHAPTER 1:  SCIENTIFIC OVERVIEW OF THE RESEARCH 
 

This research focused on evaluating psychological factors in the construction of a model 

aimed at informing the retention of Black teachers within the South African context. The 

constructs of relevance in this research are organisational commitment, job satisfaction and 

satisfaction with human resource retention practices (outcomes); work engagement (an 

antecedent); psychological capital (a mediator) as well as occupational passion (a moderator).  

This chapter provides the background and the motivation for the study; presents the problem 

statement, research questions and research aims; discusses the paradigm perspective that 

guides the study; presents the structure of the research process by highlighting the research 

design, research methods and respective steps; and finally provides a chapter outline of the 

study. 

 

1.1 BACKGROUND AND MOTIVATION FOR THE STUDY  
 

The context of this research is retention of Black South African high school teachers. The 

purpose is to inform, contribute new knowledge to the body of research, and provide insights 

that could be used in policy development. Accordingly, the study explores how various 

psychological factors may contribute to the construction of a retention model for Black South 

African high school teachers. 

 

Retention is a widely researched concept that explains processes adopted by organisations 

in order to reduce resignations from quality employees and achieve organisational objectives 

(Aguenza & Som, 2018; Das & Baruah, 2013). As a research theme, retention is a highly 

relevant concept in the South African school context, considering escalated rates of teacher 

turnover over the past years (Department of Basic Education, 2017; Hofmeyer, 2015). The 

Department of Basic Education’s Annual Report (2017) revealed a high teacher turnover rate 

of 35,29% during the period ended on 31 March 2017. It was further established from the 

report that 70.5% of terminations within the Department of Basic Education was attributable 

to employees of the Black race. The turnover rate of teachers declined drastically, however, 

to an acceptable level of 6% in 2019 (Department of Basic Education Annual Report, 2019), 

although it took a sharp rise to 15% during the 2019/2020 term due to large numbers of 

resignations, retirements, expired contracts, and deaths (Department of Basic Education 

Annual Report, 2020). It is this noticeable rise in teacher turnover rate that encourages all role-

players from within and outside the Department of Basic Education (DBE) to employ their 

innovative strategies so as to encourage the retention of public school teachers (ETDP-SETA 

Statutory Bodies Sub-Sector, 2020). Moreover, this development and the implementation of 
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innovative tactics by respective role-players is in line with the 2030 vision of the National 

Development Plan that promotes high-quality public schooling and considers teaching a 

valuable resource to preserve (ETDP-SETA Statutory Bodies Sub-Sector, 2020).   

 

Research studies also reported high levels of teacher turnover across African public schools 

(Baloyi, 2016; Bezuidenhout & Cilliers, 2011; Skaalvik & Skaalvik, 2011). According to these 

studies, the main triggers of Black South African teacher turnover reported were ill-disciplined 

learners, limited classroom resources, ever-changing curriculum, unbearable workload, and 

limited career advancements or promotions. Other studies pointed out remuneration as the 

main cause of teacher turnover, highlighting teachers as being the least paid and least 

respected professionals in Black communities (Amusa & Toriola, 2013). These studies also 

revealed that Black South African teachers, particularly those teaching in public schools, are 

surprisingly expected to teach effectively and produce the best possible results under the most 

unfavourable working conditions.  

 

Across Africa, scholars seemed to acknowledge the importance of teacher retention (Baloyi, 

2016; Janik & Rothmann, 2015; Magudu & Gumbo, 2017; Makhuzeni & Barkhuizen, 2015), 

some of which emphasised the role played by psychological factors on retention and on 

teachers’ well-being. To mention a few, factors such as pastoral care, counselling and peer 

support were reported to significantly contribute to the well-being and retention of teachers 

(Baloyi, 2016; Janik & Rothmann, 2015; Magudu & Gumbo, 2017).  

 

Furthermore, psychological factors such as work engagement, organisational commitment, 

job satisfaction, and developmental opportunities were reported to not only impact positively 

on employee retention, but to also contribute to organisational success and sustainability 

(Firuzjaeyan et al., 2015; Letchmiah & Thomas, 2017; Lim et al., 2017). Hence, the present 

study was aimed at exploring the factors of organisational commitment, job satisfaction, and 

satisfaction with human resource retention practices as important outcomes in the 

psychosocial retention model of Black South African high school teachers.  

 

The concept of organisational commitment is explained by Allen and Meyer (1993) as a 

psychological state described by the three separable components of affective, continuance, 

and normative commitment. The affective component explains a person’s positive desire to 

remain with the organisation, the continuance component refers to high costs associated with 

leaving one’s job, while the normative component represents a person’s feeling of loyalty to 

remain within the organisation. Organisational commitment is therefore reported in research 
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literature as an essential psychological factor that plays a significant role in the retention of 

teachers (Nagar, 2012).  

Like most government employees, teachers are generally retained by decent monetary 

gratifications or salaries, working conditions, and availability of resources such as adequate 

equipment and facilities (Arrey, 2014; Ruvimbo & Hlanganipai, 2016). It also seems like 

teachers are most likely to commit when it becomes difficult for them to find alternative 

employment (Borowski, 2018; Kabungaidze et al., 2013). Others may feel obligated to stay 

purely because of socialization experiences, pension fund investments, job security, and 

participative work culture (Nagar, 2012; Ruvimbo & Hlanganipai, 2016). Research revealed 

that teacher commitment develops as a result of feelings related to a sense of belonging and 

satisfaction with various dimensions of the job (Akomolafe & Olatomide, 2013; Anari, 2011; 

Dery & Puopiel, 2013; Skaalvik & Skaalvik, 2011). Other studies emphasised, however, that 

commitment leads to high levels of job satisfaction (Alegre et al., 2016). 

 

According to scholars, the concept of job satisfaction explains how individuals feel about their 

own jobs (Daud, 2016; Dery & Puopiel, 2013). More specifically, job satisfaction refers to a 

pleasurable emotional state that explains individuals’ overall judgements and perceptions 

about their own jobs, taking into account their feelings, emotions, beliefs and behaviours 

(Akomolafe & Olatomide, 2013; Alegre et al., 2016; Locke, 1969; Weiss, 2002). This concept 

is most popular for its fundamental role in understanding the physical and psychological well-

being of employees, and also for its contribution towards organisational success (Daud, 2016; 

Spector, 1997). According to Daud (2016), individuals who are satisfied with their jobs tend to 

be more considerate of those around them, and also tend to understand themselves much 

better. Such individuals usually display high levels maturity and understanding, and also tend 

to be more accepting towards organisational practices; as a result, organisations generally 

find it easy to retain them.   

 

Retention, an important outcome in the construction of the psychosocial retention model of 

this study, has been described in research literature as an effective organisational strategy, 

and a human resource practice designed to prevent quality employees from resigning 

(Education Digest, 2013; Ncube, 2013; Netswera et al., 2005). Scholars agreed that the 

practices of retention explain organisations’ ways and efforts of showing support to valuable 

employees (Netswera et al., 2005; Renard & Snelgar, 2016). According to Döckel et al. (2006) 

human resource retention practices include compensation, job characteristics, training and 

development opportunities, supervisor support, career opportunities, and work-life policies. In 

understanding the term ‘compensation’, scholars agreed that compensation is a management 

tool that is primarily used to lure high performers or quality employees (Döckel et al., 2006; 
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Erasmus et al., 2015; Ruvimbo & Hlanganipai, 2016). However, because employees cannot 

be retained by pay alone, researchers therefore pointed out other human resource strategies 

that need to be considered in retaining high quality employees (Makhuzeni & Barkhuizen, 

2015; Netswera et al., 2005). For instance, jobs that are designed to stimulate and challenge 

employees’ minds were reported to not only keep them on their toes, but to also encourage 

employees to stay in their organisations for longer since they give them a sense of purpose 

(Döckel et al., 2006; Netswera et al., 2005).  

 

Studies further revealed that when employees are adequately trained and developed, their 

self-worth improves, meaning that they become more valuable and employable (Döckel et al., 

2006). Because of training and development, employees may commit and stay for long in their 

organisations, although some may do so out of guilt and obligation. Employees also stay loyal 

and commit in organisations that offer supervisory support (Döckel et al., 2006 Döckel & 

Coetzee, 2012). This is because supervisory behaviours such as feedback, rewards, and 

recognition are known to encourage employees’ creativity, and to also boost their loyalty and 

love for the organisations they serve (Döckel et al., 2006). It seems that these reactions have 

also been evident amongst teachers. Studies on teachers reported that teachers who are 

generally supported by their supervisors become inspired and motivated to remain within the 

teaching profession (Letchmiah & Thomas, 2017; Mohlala et al., 2012; Netswera et al., 2005). 

The same happens with career opportunities. Employees who notice growth opportunities 

within their organisations become motivated to work even harder (Van Dyk & Coetzee, 2012). 

This is because teachers perceive professional advancements as a symbol of appreciation by 

the employer (Carver-Thomas & Darling-Hammond, 2017).  

 

Another support structure or human resource practice that may be of benefit to teachers is 

that of work-life balance. Scholars believed that work-life balance practices may assist in 

maintaining a healthy balance between work and family domains (Johari et al., 2018; 

Makhuzeni & Barkhuizen, 2015). Because work-life balance practices are best in eliminating 

teacher absenteeism, they could therefore enhance teachers’ productivity levels and also 

improve their chances of remaining within the teaching profession. It is in this light that the 

present study sought to assess how teachers’ satisfaction with the above-mentioned human 

resource practices may contribute to the construction of a retention model that informs the 

retention intervention strategies for Black South African high school teachers.  

 

In summary, the three previously discussed variables (organisational commitment, job 

satisfaction and satisfaction with human resource retention practices) were therefore treated 

as the outcomes of this study’s psychosocial retention model. In research literature, the three 



 
 

5 
 

outcome variables appeared as retention-related dispositions that could explain the retention 

and turnover behaviour of employees (including teachers). The antecedent (work 

engagement) of these three outcomes, the mediating variable (psychological capital), and the 

moderating variable (occupational passion) are explored next. 

 

The concept of work engagement was considered relevant for this study because of its 

significance in predicting employee commitment, job satisfaction and turnover intention 

(Bakker et al., 2003; Van Wingerden et al., 2017; Zigarmi et al., 2009). Scholars explained 

work engagement as a determined inescapable affective-cognitive state of mind that is 

distinguished by its unique momentum component which is valuable enough to be conserved 

(Hobfoll et al., 2018; Schaufeli et al., 2002). Scholars further agreed that work engagement is 

an important resource that enhances organisational commitment, job satisfaction, and 

retention of employees (Abu-Shamaa et al., 2015; Renard & Snelgar, 2016; Robyn & Mitonga-

Monga, 2017; Yerdelen et al., 2018). 

 

Research revealed that work engagement has to do with how individuals employ themselves, 

deposit their efforts in job performance, contribute to the effectiveness and success of the 

organisation, and continue to persevere when challenges arise (Abu-Shamaa et al., 2015; 

Borowski, 2018; Geldenhuys et al., 2014; Rothmann & Rothmann, 2010; Saks, 2006; Van 

Schalkwyk et al., 2010; Van Wingerden et al., 2017). Studies on teachers indicated that 

teachers’ work engagement is usually displayed in their ability to take the initiative and employ 

themselves physically, cognitively and emotionally in teaching roles for the benefit of their 

students (Borowski, 2018; Dehaloo & Schulze, 2013). Through work engagement teachers 

are able to achieve goals and deliver quality education (Laba & Geldenhys, 2016; Van 

Wingerden et al., 2017). Because of their vigorous nature, work engaged teachers can 

therefore display elevated energy levels and persistence when challenges arise (Bakker & 

Leiter, 2010; Schaufeli et al., 2002).  

 

Work engaged individuals are also distinguished by their strong involvement and willingness 

to break boundaries (Bakker et al., 2008; Macey & Schneider, 2008). When teachers are 

engaged at work, they gain control over their teaching environment and also display 

innovativeness (Hakanen et al., 2006; Lassibille, 2012). Furthermore, engaged individuals 

tend to be enthused by their work and become content with their jobs (Borowski, 2018; Van 

Wijhe et al., 2011). Job-related resources and individuals’ personal resources tend to be the 

main drivers of engagement that keep employees happily engrossed and retained in their 

organisations for longer (Dehaloo & Schulze, 2013).  
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It is therefore in the light of the above that this research study explored whether the effect of 

work engagement (an antecedent) on the three previously discussed retention outcomes 

(organisational commitment, job satisfaction and human resource retention practices 

satisfaction) through the mediating influence of psychological capital is conditional upon 

teachers’ occupational passion (moderating variable). Both psychological capital and 

occupational passion were considered in research as the most valuable built-in resources and 

psychosocial tools that need be conserved for human survival (Hobfoll et al., 2018; Ryan & 

Deci, 2000; Zigarmi et al., 2011).  

 

Literature confirmed that the link between work engagement and organisational commitment, 

job satisfaction and human resource retention practices satisfaction is indeed influenced by 

the psychological capital resource (Hansen et al., 2015; Luthans et al., 2007). According to 

scholars, the concept of psychological capital describes intrinsic positive qualities or positive 

psychological capabilities of hope, optimism, self-efficacy, and resilience that have enhanced 

developmental properties (Ching-Sheue, 2015; Hansen et al., 2015; Luthans, 2002; Luthans, 

2011). When psychological capital capabilities are developed, employees could make useful 

contributions that add value to their organisations’ competitiveness and relevance in the 

business world (De Waal & Pienaar, 2013; Du Plessis & Barkhuizen, 2012; Li, 2013). A 

psychological capital capability of hope for example, could ensure that employees look for 

goals, manoeuvre through paths, and persevere on their way to success (Du Plessis & 

Barkhuizen, 2012; Hansen et al., 2015; Shelton & Renard, 2015). In teachers, hope could 

enable them to attempt different teaching methods and approaches without giving up on their 

goals (Li, 2012). Research indicated that hopeful individuals are most likely to display less 

exhaustion because of their vigour, dedication, and commitment (Luthans, 2011).  

 

Optimistic individuals on the other hand, view their setbacks as external, temporal and specific 

to situations (Luthans, 2011). As a source of strength, optimism can enhance individuals’ 

engagement and commitment, more especially in those who struggle to employ themselves 

physically, cognitively and emotionally (Ching-Sheue, 2015). Through optimism, teachers are 

most likely to regain their passion and devotion for work (Ching-Sheue, 2015). 

 

Another psychological capital capability that is crucial in enhancing teachers’ work 

engagement, commitment in teaching, and general well-being is self-efficacy (Hobfoll et al., 

2018; Van Wingerden et al., 2017).  According to Luthans (2002), self-efficacy refers to the 

confidence that individuals have in themselves. Self-efficacy can drive individuals to set high 

goals, invest efforts, persevere during adversity, and produce high quality results (Day, 2013; 

Larson & Luthans, 2006; Luthans et al., 2006; Mouton et al., 2013; Ojedokun et al., 2013; 
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Simons & Buitendach, 2013). Teachers with self-efficacy can therefore plan their lessons well, 

deliver content successfully with no interruptions from students, and achieve goals that 

improve the quality of education.  

 

The psychological capital capability of resilience, which fuels positive emotions, can restore 

teachers’ levels of hope, optimism and confidence during difficult times (Coetzee et al., 2015; 

Day, 2013, Luthans, 2011; Pillay et.al, 2014). This is because resilience enables individuals 

to quickly adapt, and even move out of significant adversity (Flint-Taylor et al., 2014; Kotzé & 

Nel, 2013; Luthans, 2011). Resilient individuals are able to ‘bounce back’ from difficult 

situations by using both their internal (confidence and determination) and external (support 

from friends and family) protective measures, and can successfully manipulate their 

environments (Kotzé & Nel, 2013; Luthans, 2011; Simons & Buitendach, 2013).  

 

Another positive psychology concept which according to research is worthy of investing in is 

occupational passion. Vallerand et al. (2003) described passion as a strong inclination towards 

activities that individuals like, find important, and invest their time and energy. Occupational 

passion is distinguished by its two elements of obsessive passion and harmonious passion. 

Studies revealed that obsessively passionate individuals are those who experience inner 

pressure and guilt to engage in their work roles (Astakhova & Porter, 2015; Houlfort et al., 

2012; Lalande et al., 2017). What stands out about these individuals is that they fit better in 

highly competitive environments. However, after some time, feelings of depression could 

emerge and force them to consider resigning.    

 

Harmoniously passionate individuals on the other hand are more flexible and adaptive 

(Lalande et al., 2017; Vallerand et al., 2003). These individuals tend to be highly committed 

and job satisfied, as a result of which they barely think about resigning. According to Houlfort 

et al. (2012), harmoniously passionate teachers can willingly take some of their work home. 

They are most likely to work extra hours and sacrifice personal time for their learners’ benefit.  

 

In this study, therefore, occupational passion (an interacting variable) acted as a boundary 

condition (moderator) for the link between work engagement and (1) organisational 

commitment, (2) job satisfaction and (3) human resource retention practices satisfaction 

through psychological capital. Psychological capital served as a mediating variable that 

mediates the link between work engagement and the three retention outcomes (organisational 

commitment, job satisfaction, and human resource retention practices satisfaction). 

Organisational commitment, job satisfaction, and human resource retention practices 

satisfaction were treated as dependent variables of the study, while work engagement served 
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as an independent variable. Hobfoll’s conservation of resource theory (1989) was adopted in 

this study to serve as an overarching theoretical lens to explain the relationships between 

these variables. These connections are discussed further in chapter 4. 

 

Psychological capital, a mediating variable of this study and a personal resource that falls 

within the scope of the COR theory, was presumed to generate other new resources (Newman 

et al., 2018) and to explain the manner in which the antecedent (work engagement) relates to 

the three outcome variables of this study (organisational commitment, job satisfaction, and 

human resource retention practices satisfaction). In other words, work engagement was 

expected to indirectly influence the three outcomes through a transmitter variable of 

psychological capital. Psychological capital was therefore presumed to provide an explanation 

as to why work engagement influenced the three retention outcomes. According to James and 

Brett (1984), the causal order or sequence of this mediation process can thus be illustrated as 

follows: antecedent -> mediator -> outcomes.  

 

Like psychological capital, occupational passion is an intrinsic personal resource. However, 

occupational passion is different in the sense that it is a more stable personal resource that 

forms part of a person’s identity, and generally tends to take the role of an independent 

variable (Baron & Kenny, 1986; MacKinnon, 2011; Pradhan et al., 2017). As a moderator, 

occupational passion was expected to interact, explain the strength, and qualify the 

relationship between an independent variable and the dependent variables (MacKinnon, 2011; 

Pradhan et al., 2017). In this study, it was assumed that the interaction effect of work 

engagement and occupational passion in predicting psychological capital, and the added 

interaction effect between psychological capital and occupational passion in predicting the 

three outcomes of this study would depend on the value of this moderator. According to Muller 

et al. (2005), a moderator value that equals to zero (Mo = 0) symbolises the absence of 

moderation, while a value of Mo ≠ 0 qualifies the relationship between the independent and 

dependent variables.  

 

The study furthermore used biographical characteristics of age, gender, marital status, and 

tenure as important control variables in the process of exploring relationship dynamics 

between the variables of this study because of existing diversities and differences within the 

South Africa teaching environment. The most recent literature has, however, given minimal 

attention to these relationships (Tekingündüz et al., 2017), and the few that had been identified 

in literature are discussed next.  
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Research literature revealed that relationships exist between age and the psychological 

variables that were of interest in this study.  Relations between age and work engagement, 

job satisfaction, and self-efficacy (a psychological capital element) were reported (Skaalvik & 

Skaalvik, 2011; Yang & Matz-Costa, 2017). However, there were none found between age 

and organisational commitment (Haque et al., 2017). Reported relationships between 

employees’ age and their engagement at work were reported to be influenced by their 

supervisors’ age (Yang & Matz-Costa, 2017). It seems, having a younger supervisor was more 

related to decreased work engagement levels, whilst being younger than a supervisor was 

linked with increased levels of engagement. According to literature, these relations were due 

to peer, friend, and boss complexities (Yang & Matz-Costa, 2017). Studies also revealed 

positive associations between employees’ age and satisfaction with work (Skaalvik & Skaalvik, 

2011; Skaalvik & Skaalvik, 2017). These studies showed that older teachers (over the age of 

50) are likely to display higher levels of job satisfaction than their younger colleagues (35 years 

and below). This is because older teachers tend to experience fewer challenges in terms of 

student discipline and, in most cases, even relate better with their learners’ parents. However, 

the older they get the less confident they become in successfully accomplishing their tasks 

(Skaalvik & Skaalvik, 2017). 

 

Skaalvik and Skaalvik (2017) further confirmed the relationship between gender and work 

engagement, job satisfaction, and retention. Their study revealed that female and male 

teachers differed in terms of their engagement, satisfaction at work, and retention.  It seems 

like female teachers engage less at work than their male colleagues. This is irrespective of 

social support from those around them. Female teachers also tend to be more emotionally 

exhausted, possibly because of additional duties that await them at home (Skaalvik & 

Skaalvik, 2017). They may however display higher levels of job satisfaction and lower 

intentions to leave the teaching profession when compared to male teachers (Skaalvik & 

Skaalvik, 2017). 

 

Literature further revealed associations between tenure and work engagement (Faskhodi & 

Siyyari, 2018; Haque et al., 2017). Seemingly, teachers with more years of teaching 

experience engage better at work than those with fewer teaching years (Faskhodi & Siyyari, 

2018). This means that, as the teachers’ number of years in teaching accumulates, so do their 

levels of work engagement. Various teaching techniques and strategies gained over the years 

seem to contribute to their levels of engagement. For novice teachers, however, these 

techniques and strategies may be lacking, hence support from experienced colleagues could 

be necessary in enhancing their levels of engagement at work (Faskhodi & Siyyari, 2018).  
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1.2 PROBLEM STATEMENT 
 

The turnover of quality teachers in African schools has become the main cause of disruption 

and instability that negatively affect the performance of learners and the quality of basic school 

education (Iliya & Ifeoma, 2015; Zhang & Zeller, 2016). On the other hand, the South African 

Department of Basic Education is faced with a challenge of developing empirically tested and 

scientifically proven techniques that could enhance teacher commitment, job satisfaction, and 

retention within the teaching profession (Hansen et al., 2015). The major challenge is that 

there is paucity of research relating to how teachers’ psychosocial resources (such as work 

engagement, psychological capital and occupational passion) could contribute to retention 

outcomes of organisational commitment, job satisfaction, and satisfaction with human 

resource retention practices. Therefore, by understanding the mediating effect of 

psychological capital and the moderating effect of occupational passion in the link between 

work engagement and the outcome variables of this study, and also by understanding how 

the biographical characteristics (such as age, gender, marital status, and tenure) interrelate 

with these variables, challenges relating to the retention of teachers could be addressed.  

 

A review of the current literature on organisational commitment, job satisfaction, human 

resource retention practices satisfaction, work engagement, psychological capital, and 

occupational passion indicates the following research problems: 

 

• The theoretical models do not clarify the relationship dynamics between the 

antecedent (work engagement), the outcomes (organisational commitment, job 

satisfaction, human resource retention practices satisfaction), and the mechanisms 

(psychological capital and occupational passion) that explain links between these 

variables in a single study focused on Black South African high school teachers. 

• In the context of teacher retention within the diverse South African setting, industrial 

psychologists and human resource practitioners require knowledge relating to 

psychological constructs that could influence the retention of Black South African high 

school teachers. The literature and the results of this research could therefore provide 

new knowledge and insights to help practitioners develop policies and necessary 

intervention strategies that prevent turnover and that could also encourage the 

retention of Black South African high school teachers. 

 

The problem statement leads to the following general research question: 
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What are the relationship dynamics among work engagement, psychological capital, 

occupational passion, and organisational commitment, job satisfaction, and human resource 

retention practices satisfaction, and how can the core dynamics inform the construction of a 

psychosocial model for the retention of Black South African high school teachers? 

 

From the above research question, the following specific research questions were formulated 

in terms of the literature review and the empirical study: 

 

1.2.1 Research questions with regard to literature review 
 

Research question 1: How does the research literature conceptualise the psychology of 

retention and the role of psychological factors of organisational commitment, job satisfaction, 

human resource retention practices satisfaction, work engagement, psychological capital, and 

occupational passion in a psychosocial model of retention? 

 

Research question 2: What are the relationship dynamics among the constructs and the 

implications of the theoretical psychosocial model of retention for intervention design for 

retaining Black South African high school teachers? 

 

1.2.2 Research questions with regard to empirical study 
 

Research question 1: Is there a statistically significant interrelationship between the 

biographical characteristics (age, gender, marital status, and tenure), the antecedent (work 

engagement), the mediator (psychological capital), the moderator (occupational passion), and 

the outcomes (organisational commitment, job satisfaction, and human resource retention 

practices satisfaction)? 

 

Research question 2: Does work engagement have a positive link to (1) organisational 

commitment, (2) job satisfaction, and (3) human resource retention practices satisfaction 

through psychological capital as a mediating variable? 

 

Research question 3: Is the mediating effect of psychological capital in the positive link 

between work engagement and (1) organisational commitment, (2) job satisfaction, and (3) 

human resource retention practices satisfaction conditional upon the moderating effect of 

occupational passion? 
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Research question 4: Do the biographical variables (such as age, gender, marital status, and 

tenure), work engagement, psychological capital, and occupational passion significantly 

predict organisational commitment, job satisfaction, and human resource retention practices 

satisfaction? 

 

Research question 5: Do teachers with biographical characteristics such as age, gender, 

marital status, and tenure differ significantly with regards to the construct variables of this 

study? 

 

Research question 6: What conclusions can be drawn and what recommendations can be 

formulated for research and retention practice in the field of Industrial and Organisational 

Psychology as manifested in the teacher context? 

 

Based on literature review and on research questions previously stated, the following research 

hypotheses were formulated: 

 

H1: There is a statistically significant interrelationship between the biographical characteristics 

(age, gender, marital status, and tenure), the antecedent (work engagement), the mediator 

(psychological capital), the moderator (occupational passion), and the retention outcomes 

(organisational commitment, job satisfaction, and human resource retention practices 

satisfaction).  

 

H2:  Work engagement has a positive link to (1) organisational commitment, (2) job 

satisfaction and (3) human resource retention practices satisfaction through psychological 

capital as a mediating variable. 

 

H3: The mediating effect of psychological capital in the link between work engagement and 

(1) organisational commitment, (2) job satisfaction, and (3) human resource retention 

practices satisfaction is conditional upon the moderating effect of occupational passion.   

 

H4: The biographical variables (such as age, gender, marital status, and tenure), work 

engagement, psychological capital, and occupational passion significantly predict 

organisational commitment, job satisfaction, and human resource retention practices 

satisfaction.  
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H5: Teachers with biographical characteristics such as age, gender, marital status, and tenure 

differ significantly with regards to the construct variables of this study.  

 

1.3 AIMS OF THE STUDY 
 

Based on the research questions and research hypotheses stated above, the following aims 

were formulated: 

 

1.3.1 General aims of the research 
 

The general aim of the study was to critically evaluate the relationship dynamics among work 

engagement, psychological capital, occupational passion and organisational commitment, job 

satisfaction, and human resource retention practices satisfaction, and assess how the core 

dynamics inform the construction of a psychosocial model for the retention of Black South 

African high school teachers. 

 
1.3.2 Specific aims of the research 
 

1.3.2.1 Literature review 

 

The specific aims of the literature study were as follows: 

 

Research aim 1: To conceptualise the psychology of retention and the role of psychological 

factors of organisational commitment, job satisfaction, human resource retention practices 

satisfaction, work engagement, psychological capital, and occupational passion in a 

psychosocial model of retention. 

 

Research aim 2: To explore the relationship dynamics and the implications of the theoretical 

psychosocial model of retention for intervention design for retaining Black South African high 

school teachers. 

 

1.3.2.2 Empirical study 

 

The specific aims of the empirical study were as follows: 

 



 
 

14 
 

Research aim 1: To assess the interrelationship between the biographical characteristics 

(age, gender, marital status, and tenure), the antecedent (work engagement), the mediator 

(psychological capital), the moderator (occupational passion), and the outcomes 

(organisational commitment, job satisfaction, and human resource retention practices 

satisfaction). This research aim relates to research hypothesis H1. 

 

Research aim 2: To assess whether work engagement has a positive link to (1) organisational 

commitment, (2) job satisfaction, and (3) human resource retention practices satisfaction 

through psychological capital as a mediating variable. This research aim relates to research 

hypothesis H2. 

 

Research aim 3: To evaluate whether the mediating effect of psychological capital in the link 

between work engagement and (1) organisational commitment, (2) job satisfaction, and (3) 

human resource retention practices satisfaction is conditional upon the moderating effect of 

occupational passion. This research aim relates to research hypothesis H3. 

 

Research aim 4: To evaluate whether teachers’ biographical characteristics (such as age, 

gender, marital status, and tenure), work engagement, psychological capital, and occupational 

passion significantly predict organisational commitment, job satisfaction, and human resource 

retention practices satisfaction. This research aim relates to research hypothesis H4. 

 

Research aim 5: To assess whether teachers with biographical characteristics such as age, 

gender, marital status, and tenure differ significantly with regards to the construct variables of 

this study. This research aim relates to research hypothesis H5. 

 

Research aim 6: To discuss the results, draw conclusions, and formulate recommendations 

for research and retention practices in the fields of Industrial and Organisational Psychology 

and Human Resources as manifested in the teacher context. 

 

1.4 STATEMENT OF SIGNIFICANCE 
 

The factors underlying the problem of developing a psychosocial model for the retention of 

Black South African high school teachers appear to be diverse and complex and may either 

deter or encourage the development of a retention model for high school teachers. The role 

of work engagement (an antecedent), psychological capital (a mediator), occupational passion 

(a moderator) and organisational commitment, job satisfaction, and human resource retention 
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practices satisfaction (the three outcomes) in the construction of a psychosocial model for the 

retention of high school teachers is multifaceted and not well researched within the South 

African and African school context at large. 

 

This study may thus be viewed as a starting point in investigating the relationship dynamics 

between work engagement (Schaufeli et al., 2002), psychological capital (Luthan, 2002), 

occupational passion (Vallerand et al., 2003), organisational commitment (Meyer & Allen, 

1991), job satisfaction (Skaalvik & Skaalvik, 2011), and human resource retention practices 

satisfaction (Döckel, 2003), and in examining how these variables manifest in a South African 

and African teaching environment. 

 

1.4.1 Potential contribution on a theoretical level 
 

On a theoretical level, the study could provide a better understanding of the relationship 

dynamics between the constructs of organisational commitment, job satisfaction, human 

resource retention practices satisfaction, work engagement, psychological capital, and 

occupational passion and their relevance in a teaching context. Theoretical models do not 

clarify these relationship dynamics between the antecedent (work engagement), the outcomes 

(organisational commitment, job satisfaction, human resource retention practices satisfaction), 

and the mechanisms (psychological capital and occupational passion) that explain links 

between these variables in a single study focused on Black South African high school 

teachers. The literature and the results of this research could therefore provide new knowledge 

and insights to prevent turnover and encourage the retention of Black South African high 

school teachers. Significant relationships found in this study could be used to construct and 

propose an empirically tested psychosocial retention model for high school teachers. 

 

Moreover, the research results could contribute to the existing body of knowledge that relates 

to the theory of retention, and also extend the Conservation of Resource (COR) theory to the 

context of Black South African teachers. The actual contribution is reflected in chapter 7 (the 

final chapter of this study). 

 

1.4.2 Potential contribution on an empirical level 
 

On an empirical level, the study could contribute to new knowledge production by 

constructing an empirically tested retention model that may be used by industrial psychologists 

and human resource practitioners to alleviate teacher turnover. Moreover, empirical evidence 

of the associations between the variables could extend COR theory (Hobfoll, 1989) on how 
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personal resources influence retention-related dispositions of teachers. The actual 

contribution is reflected in chapter 7 (the final chapter of this study). 

 

1.4.3 Potential contribution on a practical level 
 

On a practical level, the results of this study could provide new insights related to 

organisational commitment, job satisfaction, human resource retention practices satisfaction, 

work engagement, psychological capital, and occupational passion to help industrial 

psychologists and human resource practitioners in developing policies related to teacher 

retention. The outcomes could also influence the development of intervention strategies 

necessary for the retention of teachers by providing a better understanding of how investment 

in resources such as work engagement, psychological capital, and occupational passion could 

encourage organisational commitment and enhance job satisfaction and human resource 

retention practices satisfaction. This study could furthermore provide information that adds 

value to national human resource development initiatives to help improve application of 

scientific knowledge. The actual contribution is reflected in chapter 7 (the final chapter of this 

study). 

 

To future researchers exploring the retention of Black South African teachers in South Africa, 

the results of this study may prove useful, more especially where statistically significant 

relationships are found between variables. The results could furthermore contribute to the 

body of knowledge relating to the role of personal resources, and by also explaining how 

psychological factors could influence the retention of valuable teachers at school level. 

 

1.4.4 Potential overall contribution of the study to my graduateness as a doctoral 
student 

 
In terms of graduateness, this study could encourage the researcher to work independently 

of others, recognise and accept challenges in her research journey, take proactive and 

reactive measures whenever necessary, and continue being a responsible citizen within the 

local and global research community. This research could furthermore broaden the 

researcher’s understanding of the challenges faced by Black South African teachers, given 

the history of education and the current state of affairs in Black communities. Furthermore, the 

researcher’s critical skills relating to analysing and evaluating the credibility and usefulness of 

information from various sources could be developed. This study could also ensure that the 

researcher applies knowledge gained in a competent, ethical, and creative manner. The 

results of this research could help in ensuring that the researcher also contributes to policy 
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development and to interventions that address issues related to teacher retention in South 

Africa. The actual contributions are reflected in chapter 7 (the final chapter of this study). 

 

1.5 THE RESEARCH MODEL 
 
As a framework, this study adopted the classical social science research model developed by 

Mouton and Marais (1996). The two authors explained social science research as a human 

activity that involves an objective study of social reality with the intention of gaining a clearer 

understanding. Their definition highlightes five dimensions, namely, (1) sociological dimension 

which emphasises that scientific research is a joint human activity, (2) ontological dimension 

which states that social science research always concentrates on aspects related to social 

reality, (3) teleological dimension which explains that research in social science is purposive, 

goal orientated, and aimed at understanding phenomena, (4) epistemological dimension 

which highlights that social science research provides a valid and reliable understanding of 

reality, and (5) methodological dimension which states that research in social science is 

regarded as objective by virtue of it being critical, balanced, unbiased, systematic, and 

controllable. 

 

Furthermore, the social science research model can be described as a systems theoretical 

model that distinguishes between the three subsystems interacting with each other and with 

the research domain in a specific discipline such as Industrial and Organisational Psychology,  

a field of both research and applied psychology that is aimed at studying organisations and 

the behaviours of people at work (Coetzee et al., 2021). The three subsystems as 

distinguished by the systems theoretical model which encompass the paradigmatic 

perspective of this research include: the intellectual climate of a specific discipline, the market 

of intellectual resources within each discipline, and the research process itself.  

 

1.6 THE PARADIGM PERSPECTIVE OF THE RESEARCH 
 

According to Pruzan (2016), a paradigm in research refers to a universally accepted 

philosophical len that shapes the views of those within the research community. Paradigms 

denote theories, frameworks, examples to be followed, established systems, and ways of 

doing things (Pruzan, 2016). They provide philosophical ways of formulating and solving 

problems. Paradigms therefore represent individuals’ conceptualisation of the world, and may 

include beliefs that guide and clarify research processes (Coe et al., 2017; Ruto-Korir & Lubbe, 

2010).  
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The literature review for this study was presented from the humanistic paradigm, while the 

empirical study was presented from the perspective of the post-positivist research paradigm. 

 

1.6.1 The intellectual climate  
 

Thematically, the constructs of organisational commitment, job satisfaction, human resource 

retention practices satisfaction, work engagement, psychological capital, and occupational 

passion were considered relevant to this study.  

 

1.6.1.1 Paradigmatic perspective: Literature review 

 

The literature review was presented from the humanistic paradigm. 

The humanistic paradigm is the human dimension in psychology that mainly focuses on the 

study of the whole person, on positive strengths, and on psychological health in contrast to 

mental illness and disorders (Greig et al., 2007). The humanistic approach has made a major 

contribution in the field of Psychology, with many of its practical applications invested in areas 

such as promotion of international peace and on enhancing social welfare (Greig et al., 2007).  

 

Humanism is a philosophy of man that ontologically assumes that a person is part of a human 

community (Stefaroi, 2012). Humanism assumes that humans have personalities, egos, and 

souls. The philosophy of humanism also assumes that human beings will strive to acquire, 

retain, and protect those resources that are most valuable to them, and might become 

defensive, aggressive and irrational when their resources are exhausted or over stretched 

(Hobfoll et al., 2018). In this study the Conservation of Resource (COR) theory (Hobfoll, 1989) 

was applied from a humanistic perspective to explore the relationship dynamics between 

teachers’ organisational commitment, job satisfaction, satisfaction with human resource 

retention practices, work engagement, psychological capital, and occupational passion. These 

six constructs relate to the humanistic paradigm in the sense that they acknowledge that 

teachers are part of the human community, and have personalities and positive attributes that 

can be studied, explored, developed, and improved. 

 

1.6.1.2 Paradigmatic perspective: The empirical research 

 

The empirical research was presented from the post-positivistic research paradigm. Adams 

(2014) explained post-positivism as an epistemological and methodological philosophy that 

describes the researcher’s approach in producing data and choosing research methods and 
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tools. The post-positivism paradigm studies social reality by utilising conceptual frameworks, 

techniques of observation and measurement, instruments of mathematical analysis, and 

procedures of inference (Corbetta, 2003). Post-positivism is the best way of evaluating human 

behaviour, as it supports the ontological and epistemological assumptions that reality exists, 

and that knowledge is only significant if it is empirically tested (Easterby-Smith et al., 2012). 

The philosophy of post-positivism separates the researcher from what is being measured and 

assumes that the two are independent of each other. This philosophy also acknowledges that 

the researcher’s beliefs and knowledge may slightly influence that which is under observation 

and its outcomes thereof. 

In this study, a quantitative research methodology was adopted within the ambit of the post-

positivist research paradigm. Thematically, the quantitative study focused on investigating the 

relationship dynamics between the constructs of organisational commitment, job satisfaction, 

human resource retention practices satisfaction, work engagement, psychological capital, and 

occupational passion. Quantitative instruments that are valued in statistical science were used 

in this study to measure these six constructs. 

 
1.6.2 The market of intellectual resources 
 

The market of intellectual resources refers to a collection of beliefs that have a direct bearing 

on the epistemic status of scientific statements (Mouton & Marais, 1996). In this study, 

theoretical models, meta-theoretical statements and conceptual descriptions relating to the 

constructs of organisational commitment, job satisfaction, human resource retention practices 

satisfaction, work engagement, psychological capital, and occupational passion were 

presented together with the central hypothesis and the theoretical and methodological 

assumptions. 

 

1.6.2.1 Theoretical models 

 

According to Mouton and Marais (1996), theoretical models describe testable statements that 

relate to prescriptive and interpretive aspects of human behaviour and social phenomena. 

These are statements that form part of typologies, theories, conceptual descriptions, and 

hypotheses (Mouton & Marais, 1996). In this research, theoretical models are based on the 

following sources: 

 

The literature review was based on the outcomes of retention that constitute organisational 

commitment by Meyer and Allen (1991); job satisfaction by Skaalvik and Skaalvik (2011), and 

human resource retention practices satisfaction by Döckel (2003). The literature review also 
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focused on work engagement (an antecedent of this study) by Schaufeli et al. (2002); 

psychological capital (a mediator) by Luthans (2002); and occupational passion (a moderator) 

by Vallerand et al. (2003).  The (COR) theory by Hobfoll (1989) provided an overarching 

theoretical lens to explain and evaluate the relationship dynamics between the three outcomes 

(organisational commitment, job satisfaction and human resource retention practices 

satisfaction) and the antecedent (work engagement), mediator (psychological capital), and the 

moderator (occupational passion). 

 

1.6.2.2 Conceptual descriptions 

 

The following conceptual descriptions served as a point of departure for discussion in this 

research: 

 

(a) Organisational commitment 

 

Organisational commitment is a psychological state that is described by the three separable 

components of affective, continuance, and normative commitment (Meyer & Allen, 2003). This 

study adopted an organisational commitment model by Meyer and Allen (2003).  An 

organisational commitment scale by Allen and Meyer (1993) that has three sub-factors of 

affective commitment, continuance commitment, and normative commitment was used to 

measure the commitment of teachers. 

 

(b) Job satisfaction 

 

Job satisfaction in teachers describes their affective reactions towards their teaching jobs 

(Skaalvik & Skaalvik, 2011). A four-item job satisfaction scale developed by Skaalvik and 

Skaalvik (2011) was used in this study to measure the overall job satisfaction of teachers. This 

scale measures job satisfaction as a global construct. The scale has no sub-factors. 

 

(c) Human resource retention practices satisfaction 

 

Retention refers to effective management strategies and practices used by organisations in 

order to retain quality employees (Education Digest, 2013; Ncube, 2013; Netswera et al., 

2005). In this study, Döckel’s (2003) retention model was adopted, and the retention factors 

measurement scale was used to measure teachers’ satisfaction with human resource 

retention practices. The scale measured the sub-factors of compensation, training and 

development opportunities, supervisor support, career opportunities, and work-life balance. 
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(d) Work engagement 

 

Work engagement describes a positive, fulfilling, work-related state of mind that is 

characterised by the elements of vigour, dedication, and absorption (Schaufeli et al., 2002). 

The work engagement model by Schaufeli et al. (2002) was adopted for the purpose of this 

study. The Utrecht work engagement scale by Schaufeli et al. (2002) that has three sub-factors 

of vigour, dedication, and absorption was used to measure teachers’ engagement at work. 

(e) Psychological capital 

 

Psychological capital refers to a positive developmental state of self-efficacy, optimism, hope, 

and resilience that facilitates organisational change through effective functions and systems 

(Luthan, 2002). Luthans’ (2002) model of psychological capital was adopted for the purpose 

of this research. The psychological capital questionnaire by Luthans et al. (2007) that has four 

sub-factors of hope, optimism, resilience, and self-efficacy was used to measure teachers’ 

psychological capital capabilities. 

 

(f) Occupational passion 

 

Occupational passion describes individuals’ strong inclination towards activities they like, find 

important, and invest time and energy in (Vallerand et al., 2003). The occupational passion 

model by Vallerand et al. (2003) was adopted for the purpose of this research. A passion scale 

by Vallerand et al. (2003) that has two sub-factors of harmonious and obsessive passion was 

used to measure teachers’ passion for teaching. 

 

(g) Conservation of resources (COR) theory  

 

COR theory (Hobfoll, 2001; Hobfoll et al., 2018) is a motivational theory that explains the 

behaviours of individuals based on their needs to get and keep resources for survival. This 

theory emphasises that individuals strive to obtain and maintain what they value the most. The 

two principles emphasised by the COR theory (Hobfoll, 2001) are as follows: (a) resource loss 

is disproportionally more noticeable than resource gain, and (b) people must invest their 

resources in order to protect or recover from resource losses or gain more resources. In this 

study, the conservation of resource theory provided an overarching theoretical lens to explain 

and evaluate the relationship dynamics between organisational commitment, job satisfaction, 

and human resource retention practices satisfaction and work engagement, psychological 

capital, and occupational passion. 
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Table 1.1 summarises the main constructs of this study, the sub-factors of each construct, the 

theoretical models that form the basis of each construct, and the instrument used to measure 

the constructs: 
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Table 1. 1 

Core Constructs, Sub-Factors, Theoretical Models and Measuring Instruments 

Construct Sub-factors Theoretical model Measurement 
instrument 

Organisational 
commitment 

• Affective 

commitment 

• Continuance 

commitment 

• Normative 

commitment 

 

Organisational 

commitment model by 

Meyer and Allen (2003) 

Organisational 

commitment scale (OCS) 

(Allen & Meyer, 1993) 

Job satisfaction 
(overall) 

None Job satisfaction as 

explained by Skaalvik 

and Skaalvik (2011) 

Four-items Job 

Satisfaction Scale (JSS) 

(Skaalvik & Skaalvik, 

2011) 

 

Retention practices 
satisfaction 

• Compensation 

• Training and 

development 

• Supervisor 

support 

• Career 

opportunities  

• Work/life balance 

 

Retention model by 

Döckel (2003) 

Döckel’s (2003) 

Retention Factor Scale 

Work engagement • Vigour 

• Dedication 

• Absorption 

Work engagement model 

by Schaufeli et al. (2002) 

Utrecht Work 

Engagement Scale 

(UWES) (Schaufeli et al., 

2002) 

 

Psychological capital • Hope 

• Optimism 

• Self-efficacy 

• Resilience 

 

Luthans’ (2002) model of 

psychological capital 

Psychological Capital 

Questionnaire (PCQ) 

(Luthans et al., 2007). 

Occupational passion • Obsessive 

passion 

• Harmonious 

passion 

Occupational passion 

model of Vallerand et al. 

(2003) 

Passion Scale (PS) 

(Vallerand et al., 2003) 

Source: Author’s own work 

 

  



 
 

24 
 

1.6.2.3 Central hypothesis 

 

The central hypothesis of this research was formulated as follows: 

 

The relationship dynamics among organisational commitment, job satisfaction, and human 

resource retention practices satisfaction and work engagement, psychological capital, and 

occupational passion highlight core elements that may inform the construction of a 

psychosocial model for the retention of Black South African high school teachers. 

 

1.6.2.4 Theoretical assumptions 

 

• There is a need for the research of organisational commitment, job satisfaction, human 

resource retention practices satisfaction, work engagement, psychological capital, and 

occupational passion within the Black South African teacher context. 

• The constructs of organisational commitment, job satisfaction, human resource 

retention practices satisfaction, work engagement, psychological capital, and 

occupational passion may influence the retention of teachers. 

• The mediating effect of psychological capital in the link between work engagement and 

organisational commitment, job satisfaction, and human resource retention practices 

satisfaction is conditional upon the moderating effect of occupational passion. 

• Knowledge that relates to teachers’ organisational commitment, job satisfaction, 

human resource retention practices satisfaction, work engagement, psychological 

capital, and occupational passion may enhance the understanding of factors relevant 

for the retention of African teachers. 

• The various variables constitute a retention model that can be empirically tested, and 

that may guide the implementation of human resource interventions for the retention 

of Black South African high school teachers. 

 

1.6.2.5 Methodological assumptions 

 

According to Mouton and Marais (1996), methodological assumptions refer to beliefs that 

relate to the nature of social science and scientific research. Methodological assumptions 

affect the nature and structure of the research domain, and they also explain methodological 

choices, assumptions, and suppositions that make good research. The following main 

epistemological assumptions affect the nature and shape of this research domain: 
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a) Sociological dimension 

 

The sociological dimension conforms to the requirements of the sociological research ethic to 

use the research community as a source of theory development (Mouton & Marais, 1996). 

The sociological dimension emphasises the social nature of scientific research as a joint 

human activity. Within the bounds of the sociological dimension, quantitative research analysis 

may be experimental, analytical, and exact. The quantitative analysis of this study’s variables 

is described later in chapter 6.  

 

b) Ontological dimension 

 

The ontological dimension concentrates on aspects that relate to social reality, and this 

dimension encompasses human behaviour that is measurable (Mouton & Marais, 1996). This 

research study measures the properties of the constructs of organisational commitment, job 

satisfaction, human resource retention practices satisfaction, work engagement, psychological 

capital, and occupational passion. 

 

c) The teleological dimension 

 

Mouton and Marais (1996) described the teleological dimension as a practice of science that 

is goal-orientated. This practice highlights immediate goals, their different types, and 

relationships thereof (Mouton & Marais, 1996). The research goals in this research were clear 

and specific to measure the relationship dynamics between organisational commitment, job 

satisfaction, human resource retention practices satisfaction, work engagement, psychological 

capital, and occupational passion. In practical terms, this study aimed to further the field of 

Industrial and Organisational Psychology with regard to retention interventions and practices 

relating to teachers in South African schools. 

 

d) The epistemological dimension 

 

Mouton and Marais (1996) described epistemology as the quest for truth. They emphasised 

that the primary aim of any research is to generate valid findings that estimate reality as closely 

as possible. This study attempted to achieve this truth through a good research design, and 

reliable and valid research results. 
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e) The methodological dimension 

 

According to Mouton and Marais (1996), the methodological dimension relates to the type of 

methods (what) used and the manner in which (how) the research was done. This dimension 

explains how the research was conducted, and also its logical sequence thereof. The aim is 

to develop a more critical orientation on the part of the researcher by eliminating obviously 

incorrect decisions and maximising the validity of the research findings (Mouton & Marais, 

1996). 

 

In this study, the quantitative (descriptive and explanatory) research was presented in two 

forms, firstly in the form of a literature review on organisational commitment, job satisfaction, 

human resource retention practices satisfaction, work engagement, psychological capital, and 

occupational passion, and secondly in the form of an empirical study. 

 

1.7 RESEARCH DESIGN 
 

In literature, research is considered to be a systematic process of discovering new knowledge 

in order to increase understanding (Leedy & Ormrod, 2010; Salkind, 2016). This process 

involves the collection, analysis, and interpretation of information. The research process is 

meant to guide the study and may begin with a research problem and end with that problem 

being resolved (Creswell, 2014).  In this study, the research design provided an outline of the 

researcher’s plan. The following section analyses the research design in accordance with the 

categories of research conducted and, thereafter, a discussion on the validity and reliability of 

the study is provided. Chapter 5 elaborates on the research method that was followed to 

achieve the empirical research aims of this study. 

 

1.7.1 Exploratory research 
 

Exploratory research is an open and flexible process that helps with the learning of under-

researched topics, as well as with the discovery of new ideas and insights (Leavy, 2017; Terre 

Blanche et al., 2006). This type of research design is useful to those who seeks to clarify their 

understanding of a problem (Saunders et al., 2009). The present study is therefore exploratory 

in the sense that it compares various theoretical perspectives on organisational commitment, 

job satisfaction, human resource retention practices satisfaction, work engagement, 

psychological capital, and occupational passion. 
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1.7.2 Descriptive research 
 

Descriptive research involves either identifying the characteristics of an observed 

phenomenon or exploring possible correlations among two or more phenomena (Leedy & 

Ormrod, 2010; Salkind, 2016). Descriptive research particularly provides a clear description 

and gives a clear picture of a population or phenomenon under study (Leavy, 2017; Saunders 

et al., 2009) 

 

In this study, descriptive research was used in both the literature review and the empirical 

study. In the literature review, descriptive research was applied in conceptualising the 

constructs of organisational commitment, job satisfaction, human resource retention practices 

satisfaction, work engagement, psychological capital, and occupational passion.  In the 

empirical study, descriptive research was applied in relation to the means, standard 

deviations, factor analysis, and reliability analysis of the study’s constructs. 

 

1.7.3 Explanatory research 
 

Explanatory research explains and establishes the cause-and-effect relationships between 

variables (Leavy, 2017). However, due to the exploratory and cross-sectional nature of the 

research design, the focus in this study was not on the cause-effect relationship, but it was 

rather on the nature, the magnitude, and the direction of the links between the constructs.  A 

cross-sectional design, which is most popular among scholars who use surveys, was chosen 

for this study because of the following reasons (Spector, 2019): 

 

• It is the most basic tool for conducting research 

• It is cost-effective 

• It can address many questions 

• It is highly efficient in terms of time 

• It shows connections between variables 

• The study is exploratory and investigates new unknown relationships between the 

constructs 

 

The main aim of explanatory research is to study a situation or a problem in order to provide 

an explanation of how variables relate to each other (Saunders et al., 2009). In this study, 

explanatory research was used to understand relationship dynamics between the variables of 

organisational commitment, job satisfaction, human resource retention practices satisfaction, 
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work engagement, psychological capital, and occupational passion in a group of Black South 

African high school teachers. 

 

As stated before, this study was aimed at drawing preliminary conclusions regarding the 

relationship dynamics between the constructs with the aim of constructing a psychosocial 

model of retention for Black South African high school teachers. This study therefore fulfilled 

the requirements of the type of research as outlined above. 

 

1.7.4 Validity 
 

Validity refers to the extent to which an instrument measures what it is meant to measure and 

is free of irrelevant or contaminating influences (Moerdyk, 2009; Salkind, 2016). Validity 

relates to whether the results or outcomes of a test are about what they appear to be about 

(Salkind, 2016; Saunders et al., 2009). Two types of validity are found in research, namely, 

internal validity and external validity (Saunders et al., 2009). 

 

1.7.4.1 Validity of the literature review 

 

In this study, validity was ensured by using literature that relates to the nature, the problems, 

and the aims of the study. Information relating to the constructs of this study (organisational 

commitment, job satisfaction, human resource retention practices satisfaction, work 

engagement, psychological capital, and occupational passion) was mainly taken from the 

most recent and relevant literature sources, even though older literature sources were also 

cited due to the nature of the variables of this study. The information acquired from literature 

was then ordered in a logical and systematic manner. 

 

1.7.4.2 Validity of the empirical research 

 

Regarding the empirical research, both internal and external validity were ensured in this 

study. Internal validity was ensured by minimising selection bias (targeting the population of 

Black South African high school teachers currently working in Tshwane South District, 

Gauteng, South Africa). The measurement scales were examined and tested to ensure that 

they were internally valid. External validity was ensured by the results that were only relevant 

to Black South African high school teachers currently working within the Tshwane South 

District in Gauteng, South Africa. The validity of the data gathering instruments was ensured 

as follows:  
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• The constructs of this research were measured in a valid manner by making use of 

questionnaires that were already tested and accepted in scientific research, and which 

were most suitable in terms of face validity, content validity and construct validity.  

• Efforts were made to ensure that data collected was accurate, properly coded, and 

appropriately analysed to ensure content validity. A qualified statistician was involved 

in the analysis process. 

• The researcher ensured that the findings of this research were based on the data 

analysed so as to ensure content validity. The reporting and interpreting of results were 

done according to standardised procedures.  

• Furthermore, the researcher ensured that the final conclusions, implications, and 

recommendations were based on the findings of the research. The limitations of the 

research design were critically evaluated and considered in the interpretation of the 

findings. 

 

1.7.5 Reliability 
 
Reliability is a measure of consistency that relates to freedom from unsystematic errors 

(Cascio & Aguinis, 2008; Moerdyk, 2009; Salkind, 2016). Reliability has to do with whether a 

particular measuring method (instrument) yields the same results when applied repeatedly to 

the same object (Foxcroft & Roodt, 2005; Salkind, 2016). In this research study, reliability was 

addressed by using existing literature sources and theories available to researchers. 

Appropriate statistical techniques that were congruent to the aims of this research were used 

to analyse the data as elaborated on in research method chapter 5.  

 

To ensure the reliability of the measuring instruments used in this study, the researcher used 

reliably proven research instruments. These are also discussed in more detail in chapter 5. 

 

1.7.6 The unit of research 
 

The most common object of research in social sciences is an individual human being (Mouton 

& Marais, 1996). Unit of analysis explains the general area to be investigated, and may include 

individuals, groups, organisations and social artefacts (Mouton & Marais, 1996). In this study, 

individuals were regarded as the first unit of analysis since individual scores from each of the 

six measuring instruments used were considered. The group was regarded as the second unit 

of analysis since overall scores from each measuring instrument and biographical variables 

(age, gender, marital status, and tenure) were analysed. The aim of the study was to evaluate 
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the relationship dynamics between the constructs of organisational commitment, job 

satisfaction, human resource retention practices satisfaction, work engagement, psychological 

capital, and occupational passion in order to develop a psychosocial model of retention for 

Black South African high school teachers. 

 

1.7.7 The variables 
 

This research was interested in measuring the following: 

 

• The relationship dynamics between the independent variables, namely, biographical 

characteristics (age, gender, marital status, and tenure), work engagement (an 

antecedent), psychological capital (a mediator) and occupational passion (a 

moderator), and the dependent variables, namely, organisational commitment, job 

satisfaction, and human resource retention practices satisfaction (the outcomes). 

• The mediating effect of psychological capital in the positive link between work 

engagement and organisational commitment, job satisfaction, and human resource 

retention practices satisfaction, and the conditional boundary effect of the moderator 

(occupational passion). 

 

In summary, this study assessed the relationship dynamics between biographical 

characteristics (age, gender, marital status, and tenure) and psychological factors, and 

differences among groups were also investigated. The study further investigated whether the 

mediating effect of psychological capital on the positive link between work engagement and 

the outcomes was conditional upon the effect of the moderating variable (occupational 

passion).  

 

In the research design, the mediation analysis was used for explanation purposes and not for 

true causal effects over time. According to Mitchell and Maxwell (2013), a cross-sectional 

mediation analysis for explanation provides insights into possible reasons for outcomes, and 

also assists researchers in generating ideas for future longitudinal mediation designs. This is 

why this study was focused on investigating the underlying mechanism that explains the 

relationship between a predictor variable (work engagement) and the outcome variables 

(organisational commitment, job satisfaction, and human resource retention practices 

satisfaction). Based on the above, this study aimed to construct a psychosocial model of 

retention to inform human resource practices relating to the retention of Black South African 

high school teachers in Africa. 
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1.7.8 Delimitations 
 

This study was limited to a cross-sectional quantitative exploratory research by studying 

relationship dynamics between organisational commitment, job satisfaction, human resource 

retention practices satisfaction, work engagement, psychological capital, and occupational 

passion. The study was also limited to a humanistic paradigm and to an overarching 

theoretical lens of Conservation of Resource (COR) theory (Hobfoll, 1989) as research 

boundaries for understanding relationship dynamics between constructs that inform the 

psychosocial retention model. No attempt was made to manipulate or classify any of the 

information, data, and results on the basis of family, spiritual background, disability, physical 

or psychological illness. This study was original and restricted its focus on relationships 

between organisational commitment, job satisfaction, human resource retention practices 

satisfaction, work engagement, psychological capital, and occupational passion. 

Relationships that emanated from this study may be used in future research to address other 

issues that relate to the six constructs.  

 

1.7.9 Potential limitations of the research design 
 

The following limitations were anticipated due to the design of this study: 

 

• It might not be possible to generalise the findings to a larger population because of the 

smaller sample size that was limited to only high school teachers working within the 

Tshwane South District of Education in Gauteng Province.  

• The study was limited to a convenience sample of Black South African teachers (not 

allowing random sampling) and excluded Indians, Coloureds, Whites, and other races. 

• This study was also limited to six self-reporting measures, something which might lead 

to measurement errors and cause problems that could influence the results. 

• Because of the self-reporting nature of the questionnaires, common method bias could 

pose problems and therefore needed to be considered in the data analysis. 

• Furthermore, the study was cross sectional in nature, and therefore the cause-effect 

relationship between constructs might not be possible to confirm. 

 

1.8 RESEARCH METHODOLOGY 
 

The research was conducted in two phases, namely a literature review and an empirical study 

as illustrated in Figure 1.1 and Figure 1.2. 



 
 

32 
 

Figure 1.1 

Literature Review 

Phase 1 
 

Source: Author’s own work 

 
Figure 1.2 

Empirical Study 

Phase 2 
 

Source: Author’s own work 

Step 1: 
Conceptualisation of the 

psychology of retention 

and the outcomes of the 

study 

Step 4: 
Implications of the theoretical psychosocial model of retention for intervention design  

 

Step 3: 
Theoretical integration 

between the outcomes, 

antecedent, mediator, 

and the moderator 

variables 

Step 2 
Conceptualisation of 

the antecedent, the 

mediator, and the 

moderator variables of 

the study 
 

Step 2: 
Description of the population and sample 

Step 3: 
Measuring instruments 

Step 4: 
Administration of measuring 

instruments 

Step 5: 
Data capturing 

Step 6: 
Formulation of research 

hypotheses 

Step 10: 
Conclusions, limitations, and recommendations  

Step 1: 
Research method 

 

Step 7: 
Statistical processing of 

data 

Step 8: 
Reporting on results 

Step 9: 
Discussion and Integration of results  
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1.8.1 Phase 1: The literature review 
 

The literature review consisted of a review of the outcome variables (organisational 

commitment, job satisfaction, and human resource retention practices satisfaction), the 

antecedent variable (work engagement), the mediator variable (psychological capital), and the 

moderator variable (occupational passion). 

 

Step 1: This step addressed the sub-part of research aim 1, which was to conceptualise the 

psychology of retention and the outcomes of the study (organisational commitment, job 

satisfaction, and human resource retention practices satisfaction) within the African high 

school environment. This step is discussed in chapter 2. 

 

Step 2: This step addressed a sub-part of research aim 1, which was to conceptualise the 

antecedent (work engagement), the mediator (psychological capital), and the moderator 

(occupational passion) variables of the study. This step is discussed in chapter 3. 

 
Step 3: This step addressed a sub-part of research aim 2, which was to critically evaluate the 

theoretical integration between the outcomes, the antecedent, the mediator, and the 

moderator variables of this study from an overarching theoretical lens of conservation of 

resources (COR). This step is discussed in chapter 4. 

 

Step 4: This step addressed the sub-part of research aim 2, which was to critically evaluate 

the implications of the theoretical psychosocial model of retention for intervention design. This 

step is discussed in chapter 4. 

 

1.8.2 Phase 2: The empirical study 
 

The empirical research was based on the participation of 26 Black South African high schools 

within the Tshwane South District in Gauteng, South Africa.  

 

Step 1: Research method 
The research approach is explained and justified in chapter 5. 

 

Step 2: Description of the population and sample 
The description of the population and sample is discussed in the research method chapter 5. 
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Step 3: Measuring instruments 
The psychometric properties of the measuring instruments intended to measure the constructs 

of organisational commitment, job satisfaction, human resource retention practices 

satisfaction, work engagement, psychological capital, and occupational passion were 

described. This included information relating to the biographical characteristics of the 

respondents. This step is discussed in the research method chapter 5. 

 

Step 4: Administration of measuring instruments 
The administration of measuring instruments is discussed in the research method chapter 5. 

 

Step 5: Data capturing 
The data capturing is discussed in the research method chapter 5. 

 
Step 6: Formulation of research hypotheses 
The formulation of research hypotheses is discussed in the research method chapter 5. 

 

Step 7: Statistical processing of data 
The statistical processing of data is discussed in the research method chapter 5. 

 

Step 8: Reporting of results 
This step reported on the results of this study which are presented in a systematic manner 

using tables and figures in chapter 6. 

 

Step 9: Discussion and integration of results 
This step focused on the discussion and integration of the empirical findings of the study with 

theory. This step is discussed in the final chapter 7. 

 

Step 10: Conclusions, limitations and recommendations 

This final step of the study, discussed in chapter 7, firstly focused on the formulation of 

conclusions based on the results and integration with the literature review. Thereafter, the 

limitations of this study were discussed. Lastly, recommendations were presented based on 

the development of a retention model for Black South African high school teachers.  
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1.9 CHAPTER LAYOUT 
 

The chapters of this study were presented in the following manner: 

 

Chapter 1: Scientific overview of the research 

Chapter 2: Meta-theoretical context of the study: Retention factors in the school 

environment 

Chapter 3: Conceptualising the antecedent, mediator, and moderator: Work engagement, 

psychological capital, and occupational passion 

Chapter 4: Theoretical integration: Toward constructing a psychosocial retention model for 

Black South African teachers  

Chapter 5: Research method 

Chapter 6: Research results  

Chapter 7: Discussion, conclusions, limitations, and recommendations 

 

1.10 CHAPTER SUMMARY 
 

This chapter firstly outlined the scientific overview of the research study. The background and 

motivation of the study were discussed, followed by the problem statement, the aims of the 

study, and the statement of significance. The chapter furthermore explained the research 

model, the paradigm perspective, the research design, and the research methodology. The 

chapter was aimed at constructing a psychosocial model of retention for Black South African 

high school teachers by evaluating relationship dynamics between the constructs of 

organisational commitment (affective, continuance and normative), overall job satisfaction, 

human resource retention practices satisfaction (compensation, job characteristics, training 

and development, supervisor support, career opportunities and work-life balance), work 

engagement (vigour, dedication and absorption), psychological capital (hope, optimism, self-

efficacy and resilience), and occupational passion (harmonious and obsessive).  

 

The next chapter addresses research aim 1, which is to conceptualise the psychology of 

retention and the role of psychological factors of organisational commitment, job satisfaction, 

and human resource retention practices satisfaction. 
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CHAPTER 2:  META-THEORETICAL CONTEXT OF THE STUDY: RETENTION FACTORS 
IN THE SCHOOL ENVIRONMENT 

 

The aim of this chapter was to outline the meta-theoretical context that forms the definitive 

boundary of the study in order to address the first part of the literature research aim 1, which 

was to conceptualise the psychology of retention and the role of the psychological factors of 

organisational commitment, job satisfaction, and human resource retention practices 

satisfaction. This aim corresponds with the first step of phase one under the research 

methodology section 1.8 (conceptualisation of the psychology of retention and the outcomes 

of the study).  

 

More specifically, this chapter firstly conceptualises retention, discusses its global and local 

trends, explains the psychosocial model of this study, provides the relevant theories and 

models of retention, and then draws core conclusions. Secondly, the chapter conceptualises 

organisational commitment and job satisfaction, provides the theories relevant to these 

variables, and draws core conclusions respectively. Thirdly, the biographical variables 

influencing retention, organisational commitment, and job satisfaction are discussed. Finally, 

a synthesis and an evaluation of the chapter is provided. 

 

Research indicates that teaching has long been considered a scarce skill and a resource of 

considerable potency that shapes and influences the lives and career choices of young people 

(Chapman, 1983; Lortie, 1975). During the 20th century, the teaching profession was 

universally perceived as a respectable employment, with teachers being the most valued 

members of society (Baloyi, 2016). However, in the 1980s things began to change as the 

working conditions in teaching deteriorated, and lack of support and criticism from society 

escalated (Chapman, 1983).  The conditions of teaching worsened in the beginning of the 21st 

century. Inefficiencies and underperformance within the education system took a rise, 

teachers’ social status diminished, and their levels of satisfaction dropped, as a result of which 

they began to leave the teaching profession in large numbers (Baloyi, 2016; Makhuzeni & 

Barkhuizen, 2015). The exceedingly high numbers in teacher turnover made it difficult for 

schools to fill up vacant positions with qualified teachers (Carver-Thomas & Darling-

Hammond, 2017).  

 

In African schools, the turnover of knowledgeable teachers remains the main cause of 

disruption in school programmes and instability that directly affects the academic well-being 

and performance of learners (Zhang & Zeller, 2016). When intellectual teachers leave the 

teaching profession, they unfortunately leave with their irreplaceable skills (Springer et al., 
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2016). This tends to affect the quality of education offered at school level, and puts pressure 

on those left behind (Iliya & Ifeoma, 2015).  

  

This chapter therefore conceptualises the psychology of retention and its outcomes 

(organisational commitment, job satisfaction and human resource retention practices 

satisfaction) within the African high school setting. The core themes of this chapter are 

illustrated in Figure 2.1. 

 
Figure 2.1  

The Core Themes of Chapter 2  

     

             Theme 1                                 Theme 2                                        Theme 3 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
Biographical variables 

 
Source: Author’s own work 
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This section conceptualises the construct of retention, discusses its global and local trends, 

explains the psychosocial model of this study, provides the relevant theories and models of 

retention, and draws core conclusions. 

 
Retention 

 

 

 

 

 

 
Organisational 
commitment 

 

 
 
 

 
 
 

 
 
 
 
 

 
Job  

Satisfaction 
 

 
 
 

 
 
 

 
 
 
 
 
 



 
 

38 
 

2.1.1 Conceptualisation of retention 

 

Retention is a concept that has been explored by scholars over the past decades to help 

organisations faced with various retention challenges (Coetzee et al., 2018; Mahoney, 1953; 

Proctor et al., 1976; Yumnam & Singh, 2019). The importance of retention goes as far back 

as the 1930s, when the need to retain older employees was recognised (Mahoney, 1953). 

According to Mahoney (1953), the recognition of retention in those early years was due to 

decreased working life and increased life expectancy of employees, which placed a massive 

burden on the government to support the elderly. 

 

According to Proctor et al. (1976), retention refers to efforts made by management to attract 

and keep valuable employees within their organisations. These efforts include practices and 

policies directed towards hiring, promotions, training opportunities, and competitive benefits. 

Yumnam and Singh (2019) supported that retention includes efforts such as techniques, 

policies and practices used by organisations to keep quality employees from resigning. 

Sharma (2019) added that retention entails organisations’ systematic efforts and abilities to 

create conducive workplaces that motivate employees to remain within the organisation.  

 

From the teaching perspective, Shen (1997) regards the concept of retention as an 

implementation of policies and processes that keep teachers satisfied with their career 

choices, improve their relations with students, and furthermore turn teaching into a life-long 

career. Döckel et al. (2006) supported that retention relates to practices necessary to retain 

knowledgeable workers.  Such practices include compensation, job characteristics, training 

and development opportunities, supervisor support, career opportunities, and work-life 

policies. Similarly, Schweyer (2010) defined retention as strategic measures used by 

management to keep valuable talent from resigning. Retention is therefore a human resource 

practice by organisations striving for growth and maximised profits (Zin et al., 2012). Some 

scholars, however, consider retention to be the opposite of turnover (which is a percentage of 

employees resigning and leaving the organisation) and defined it as a percentage of 

employees remaining within the organisation (Phillips & Connell, 2004). A vast number of 

scholars supported that retention relates to measures that include effective organisational 

strategies, human resource practices and techniques designed to encourage and prevent 

talented employees from leaving organisations (Education Digest, 2013; Ncube, 2013; 

Netswera et al., 2005; Samuel & Chipunza, 2009).  
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This study thus adopted Döckel et al.’s (2006) definition of retention that proclaimed practices, 

techniques and strategies such as compensation, job characteristics, training and 

development opportunities, supervisor support, career opportunities, and work/life policies as 

critical in luring and retaining quality employees.  

 

2.1.2 Retention as a global trend 
 

Globally, in both business and research, the retention of highly skilled and knowledgeable 

employees is a conventional and most desirable topic to organisations interested in 

maintaining their competitiveness (Coetzee & Stoltz, 2015; Grobler & Diedericks, 2009; 

Hausknecht et al., 2009; Phillips & Connell, 2004; Sharma, 2019). Retention of teachers has 

also received attention from research scholars. This is because teachers have long been 

considered the cornerstone of every generation’s education system (Gagnon & Legault, 2015; 

Iliya & Ifeoma, 2015). Teachers are agents of change and are recognised for their 

contributions in developing learners and in advancing society (Danish et al., 2019; Dreer et 

al., 2017). In both developing and developed countries, teacher shortages and teacher 

retention challenges are topics that make global news, and therefore need urgent attention 

(Springer et al., 2016). Because the costs associated with replacing an effective and 

experienced teacher are high, researchers, policymakers, and practitioners who are interested 

in learning, educational outcomes, and economic growth are beginning to explore various 

factors that could promote the retention of teachers (Carver-Thomas & Darling-Hammond, 

2017; Podolsky et al., 2016; Springer et al., 2016).  

 

According to research, practices that have been globally identified as crucial in the retention 

of teachers include school leadership, collegial relationships, and school culture (Carver-

Thomas & Darling-Hammond, 2017). It seems that well-developed school leadership can 

retain teachers by nurturing collegial relations and by building a good school culture that 

motivates and serves the interests of both teachers and learners. Zhang and Zeller (2016) 

agreed that teachers remain in schools that give them support and that also have well-

mannered learners. In such schools, teachers receive encouragement and support to take up 

multiple roles inside and outside of the classroom environment.  

 

International scholars further highlighted that job characteristics play a crucial role in the 

retention of teachers (Fouché et al., 2017; Green & Muñoz, 2016; Yin et al., 2016). This implies 

that attention needs to be given to the job demands and professional duties of teachers, as 

these tend to be emotionally draining and detrimental to their health and well-being (Yin et al., 
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2016). According to research, high school teachers are susceptible to health conditions such 

as burnout, energy depletion, work strain, and depression, hence their levels of absenteeism 

and turnover are significantly high (Yin et al., 2016). Therefore, by designing jobs that fulfil 

teachers’ need for belonging, jobs that improve their well-being, resilience, engagement, 

commitment, and satisfaction, teacher retention could take a positive turn (Fouché et al., 2017; 

Yin et al., 2016). Teachers want jobs that promote trust, jobs that encourage them to build 

good interpersonal relationships, and also give them freedom to exercise their authenticity and 

be their true selves (Fouché et al., 2017). 

 

Research furthermore indicated that teachers prefer to be trained and developed both formally 

(outside the school environment) and informally (within the school) (Dreer et al., 2017). The 

informal approach of their training and development involves lesson studies and school-based 

inquiries aimed at developing groups (Dreer et al., 2017; Ekanayake & Wishart, 2015; Macià 

& García, 2016), while the formal teacher development is more of a traditional approach aimed 

at developing individual teachers through workshops, courses, conferences or seminars, and 

master programmes. Ekanayake and Wishart (2015) confirmed the effectiveness of training 

and development within the teaching profession. In their study, teachers were provided with a 

hands-on session that allowed them to explore latest technologies to support and advance 

their classroom teaching. This gave teachers an opportunity to advance their knowledge and 

ICT skills, and to also keep abreast with the current fourth industrial revolution. 

 

Scholars agreed that facilitated training and professional development sessions may 

encourage teachers to discuss and share knowledge, skills, and problems (Ekanayake & 

Wishart, 2015; Macià & García, 2016). Through these discussion sessions, new teaching 

communities are established, networks are formed, positive attitudes are developed, work 

engagement is enhanced, and teachers start to appreciate their jobs more (Ekanayake & 

Wishart, 2015). Networks and teacher communities formed during training and development 

sessions provide collaborative opportunities that could be useful to those searching for new 

ideas and new methods of teaching (Macià & García, 2016). The practice of training and 

development also gives expert teachers a platform to share their experiences and information 

related to classroom practices with novice teachers (Macià & García, 2016). It seems that this 

practice can encourage work engagement and the retention of both expert and novice 

teachers. Studies also warned that failure to support the practice of training and development 

could compromise the quality of education offered at school level (Cassidy et al., 2019). The 

training and development practice could therefore be considered as useful in encouraging 

mentorship and coaching, and in transfering knowledge and skills between employees (Macià 

& García, 2016).  
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Ju et al. (2015) highlighted the relationship between the practice of supervisory support and 

teachers’ well-being. According to these authors, teachers who receive support at work, either 

from their school principals or colleagues, are most likely to be satisfied with their jobs. It 

appears that a supportive school environment encourages teachers to continuously 

communicate with others, share their concerns, and get advice on how to deal with the 

challenging teaching environment. The best supervisors, according to Derrington and 

Campbell (2015), are those who can listen and provide emotional support to their 

subordinates. Such supervisors tend to be sensitive towards the experiences of their juniors. 

They provide support by giving assistance instead of commands (Derrington & Campbell, 

2015). They also ensure continuous communication and arrange discussions whenever 

necessary. Studies also revealed that lack of supervisor support could increase the level of 

burnout among teachers (Ju et al., 2015). Absence of supervisor support could further lead to 

decreased levels of work engagement and job satisfaction and subsequently trigger retention 

challenges. It is in this light that teachers need to be properly guided, continuously reassured 

of their worth, and encouraged to be socially integrated to form reliable alliances within the 

school environment (Ju et al., 2015). Supervisory support is also crucial at entry level. This is 

where beginner teachers need proper mentoring, more especially with regards to lesson 

preparation and presentations (Carver-Thomas & Darling-Hammond, 2017). At this level such 

practices could include observations and feedback on the implementation of instructional 

strategies and on the manner in which students’ work is being administered. When adopted, 

the practice of supervisory support may not only enhance the retention of teachers but could 

also attract new talent to schools (Carver-Thomas & Darling-Hammond, 2017). 

 

Carver-Thomas and Darling-Hammond (2017) further highlighted the relationship between 

career opportunities and retention. These researchers revealed that teachers teaching critical 

subjects such as mathematics and science leave the teaching profession because of its lack 

of professional advancement (Carver-Thomas & Darling-Hammond, 2017). These teachers 

tend to join industries that demand and appreciate their skills, while some choose to further 

their studies so as to improve their chances of finding better employment. 

 

Scholars also revealed the relationship between work-life balance and the retention of 

teachers (Johari et al., 2018; Kushi et al., 2019). According to Johari et al. (2018), work-life 

balance practices can eliminate teacher absenteeism and enhance their productivity and 

retention within the teaching profession. Kushi et al. (2019) emphasised that a good work-life 

balance practice can facilitate a healthy balance between teachers’ work domain and family 

domain and is most likely achieved when teachers are made to enjoy both domains. A poor 

work-life balance could, however, reduce their levels of engagement in teaching and their 
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satisfaction with work (Kushi et al., 2019). This means that human resource practices that 

encourage teachers to only work five days per week and take all the necessary leave are most 

likely to enhance their levels of engagement in and commitment to the teaching profession 

(Kushi et al., 2019). Because work-life balance remains the greatest challenge across 

institutions, its importance is starting to receive the attention and acknowledgement it 

deserves. Although in corporate organisations this practice is to some degree visible (Borah 

& Bagla, 2016), at school level, however, the practice seems to be lagging, and its lack is 

compromising the effectiveness and well-being of teachers. 

 

2.1.3 Retention in the South African and African school context 
 

Gagnon and Legault (2015) revealed high levels of teacher shortages in African countries. 

The unfavourable working conditions in schools, low salaries, school politics, exploitation of 

others, and lack of support are among the reasons that have made the teaching profession 

less attractive to quality individuals and to beginner teachers (Gagnon & Legault, 2015; 

Magudu & Gumbo, 2017). The conditions of teaching in African schools not only affect the 

recruitment and retention of teachers, but they also intensify the quality teacher shortage. 

Across decades, studies have emphasised organisational practices that are necessary for the 

retention of valuable employees, and which could also help to eliminate staff shortages 

(Netswera et al., 2005; Renard & Snelgar, 2016). These studies seem to support Döckel et 

al.’s (2006) model of retention that highlights practices related to compensation (base salary), 

job characteristics (skill variety and job autonomy), training and development opportunities, 

supervisor support, career opportunities, and work/life policies as being crucial in the retention 

of quality employees.  

 

African studies further revealed that employees only remain in organisations that offer 

competitive benefits and good work environments (Iliya & Ifeoma, 2015). For teachers, 

however, compensation appears to play a significant role in motivating and enhancing their 

job satisfaction and retention, and also in fulfilling both their lower-order needs (such as water 

and housing, safety, belonging, and esteem) and higher-order need (self-actualisation) (Iliya 

& Ifeoma, 2015; Ngilangwa & Mgomella, 2018). Teachers whose basic needs are met, further 

desire to develop themselves professionally in order to self-actualise. Research further 

showed that teachers whose salaries are not sufficient enough to cover their basic needs have 

a tendency to look for secondary employment outside of the school environment (Iliya & 

Ifeoma, 2015). They sacrifice their teaching time and end up harming learner performance.  
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In African public schools, teachers and teacher unions persist in calls for better salaries 

(Ranga, 2015). Almost every year they embark on public protests in a bid to communicate 

their grievances and put pressure on government to increase their salaries. Studies point out, 

however, that government’s ability to pay for public services, such as teachers’ salaries, 

entirely depends on a country’s economic status (Gagnon & Legault, 2015), meaning that an 

increase in a country’s economic growth could lead to an increase in government spending 

on education and teacher compensation. This implies that the more a country raises its 

revenue through taxes and other sources, the more its economy grows and possibly increases 

the salaries of public servants. Therefore, teachers’ level of compensation, which differs from 

country to country, could be influenced by the national standard of living and by the country’s 

labour markets (Gagnon & Legault, 2015).  

 

Despite the above, other studies emphasised that an increase that is beyond the inflation rate 

could resolve retention challenges and attract the best quality of teachers (Gagnon & Legault, 

2015), although this seems impossible given the deteriorating economic, financial, and 

political status in African countries.  The cost of recruiting new teachers in African countries 

alone is currently estimated at a high of $US 5.2 billion per year, indicating that salary 

grievances are far from being resolved in African school communities (Gagnon & Legault, 

2015; Ranga, 2015). 

 

Adding more fuel to the problems of African teachers are the political status and levels of 

violence in neighbouring countries. This was evident during the political turmoil in Zimbabwe, 

where teachers fled in large numbers to look for employment in neighbouring and overseas 

countries (Ranga, 2015). Also, Zimbabwe’s political uncertainty placed greater pressure on 

the financial status of its neighbouring countries, more especially South Africa. Countries 

within the Southern region had to host Zimbabwean teachers who, due to the political state of 

affairs in Zimbabwe at the time, had no other option but to leave their country of origin (Ranga, 

2015). It seems, even the experiences of younger teachers in Zimbabwe are daunting due to 

complexities in school politics which hinder their professional development (Magudu & 

Gumbo, 2018). Shibiti (2020) agrees that there are varioust factors that force African teachers 

to leave the teaching profession all together. 

 

Other factors that may contribute to the retention of employees, which exclude salaries, were 

highlighted in previous research. Research indicated that employee benefits such as free 

parking, study fees for their children, flexible working hours and challenging work are good 

compensation tools that can retain quality employees (Baloyi, 2016; Netswera et al., 2005; 

Ngilangwa & Mgomella, 2018). However, the majority of South African teachers seemed 
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content with such benefits (Makhuzeni & Barkhuizen, 2015). The main grievance that always 

takes preference and is tabled for discussion by teacher unions is always that which concerns 

salaries. This shows that teachers, like any other highly skilled employees, also need to be 

fairly compensated in order for them to commit and remain within their profession for longer. 

Döckel et al. (2006) however suggested other tools that can used by organisations in pursuit 

of employee retention. 

 

According to Döckel et al. (2006), African organisations that offer stimulating, challenging and 

purposeful jobs are able to retain their employees. These organisations offer meaningful jobs 

that keep employees on their toes (Döckel et al., 2006; Netswera et al., 2005). They encourage 

commitment and retention by designing jobs that fit their employees’ profiles (Döckel et al., 

2006; Fouché et al., 2017). Such organisations tend to offer their employees autonomy that 

encourages them to utilise their skills and maximise their potential. On the other hand, 

organisations that offer routine work may find it difficult to retain highly skilled employees, as 

such work may keep them from applying their minds and from using their own discretion. 

Research further indicated that highly skilled employees may find it easy to secure jobs 

(Döckel et al., 2006). This is because such employees are highly needed in the job market. 

Therefore, to encourage their commitment, Döckel et al. (2006) suggested that they be given 

more independence and freedom to execute tasks. Hence Peral and Geldenhuys (2016) 

encouraged that high school teachers be granted an opportunity to craft or mould their own 

jobs. These authors argued that South African teachers who are allowed to mould and shape 

their own work are most likely to display high levels of work engagement, job satisfaction and 

commitment. It seems, job crafting or moulding can help retain quality teachers and also 

improve the overall quality of teaching in African schools (Fouché et al., 2017; Peral & 

Geldenhuys, 2016).  

 

African scholars furthermore agreed that training and development practices are important for 

organisational survival and for maintaining competitive advantage (Döckel et al., 2006). 

According to Döckel et al. (2006), well trained employees tend to commit and stay for longer 

in their organisations, although some may do so out of guilt and moral obligation. It seems, 

when employees are well trained and developed their self-worth rises, as a result of which 

they become more valuable and employable. The training of teachers is therefore considered 

a useful tool that can enhance their knowledge and understanding (Ekanayake & Wishart, 

2015). Not only is training and development crucial for teachers’ professional development, it 

has also been reported to attract quality teachers and improve the quality of teaching and 

learning in schools (Dreer et al., 2017; Macià & García, 2016; Makhuzeni & Barkhuizen, 2015). 

Through teachers’ training and development, students’ understanding gets refined, 
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performance is enhanced, and results are improved at school, district, provincial, and national 

levels. It is for this reason that urgent investments in training and development are 

recommended for the retention of teachers in South Africa and beyond (Makhuzeni & 

Barkhuizen, 2015). 

Supervisor support is another tool that keeps employees more committed and retained in their 

organisations (Coetzee et al., 2018; Döckel et al., 2006; Döckel & Coetzee, 2012). According 

to Coetzee et al. (2018), employees are more likely to stay in organisations where supervisors 

are supportive, considerate, and caring. Döckel et al. (2006) also revealed that adequate 

support given to employees in terms of rewards, recognition, and feedback on work done can 

enhance employees’ loyalty and love for their organisations. Supervisory support becomes 

successful when it is positively perceived by the supervisees, and also when both the 

supervisors and supervisees develop and maintain close working relations (Döckel et al., 

2006). African scholars agreed that in teaching, supervisory support encourages proper 

governance in terms of good ethics and integrity, and that such support can inspire, empower, 

motivate, and retain quality teachers within the teaching profession (Letchmiah & Thomas, 

2017; Mohlala et al., 2012; Netswera et al., 2005).  

 

Scholars further indicated that employees who believe that their organisations offer better 

career opportunities are most likely to work harder, commit, and remain with them for longer 

(van Dyk & Coetzee, 2012). Within the teaching profession, lack of career opportunities makes 

it difficult for teachers to remain in teaching, and this has been the most emphasised and 

frequently cited cause of teacher turnover in Africa (Makhuzeni & Barkhuizen, 2015). 

Makhuzeni and Barkhuizen (2015) further argued that in African schools unfair practices, 

favouritism and nepotism are some of the factors that hinder teacher promotions and career 

advancements. These authors found that at some schools, opportunities and advancements 

are given to friends and relatives of school managers and union leaders. These corrupt acts 

may frustrate, discourage, and force teachers to disengage and consider resigning altogether. 

Furthermore, in South African schools there seems to be absence of clear career development 

plans that outline the skills and knowledge needed for teacher advancements and promotions 

(Makhuzeni & Barkhuizen, 2015).  

 

Scholars further emphasised the importance of work-life balance practices in the retention of 

employees (Borah & Bagla, 2016; Oosthuizen et al., 2016). According to Coetzee et al. (2018), 

work-life balance practices are those policies that are focused at encouraging employees to 

attend to their family responsibilities and demands. Borah and Bagla (2016) revealed that 

because most teachers have both work and family responsibilities, they may therefore find 

themselves juggling between multiple activities. It could be because of these dual 
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responsibilities that Oosthuizen et al. (2016) emphasised the importance of organisational 

initiatives that bring about a balance between family and work roles, as their proper 

implementation can be useful in enhancing job satisfaction and in improving employee 

retention. 

2.1.4 Constructing a psychosocial model for teacher retention 
 

The core aim of this study was to critically evaluate the relationship dynamics between work 

engagement, psychological capital, occupational passion and organisational commitment, job 

satisfaction, and human resource retention practices satisfaction; and assess how the core 

dynamics inform the construction of a psychosocial model for the retention of Black South 

African high school teachers. These relationship dynamics were explained with reference to 

the conservation of resource (COR) theory (Hobfoll, 1989). The COR theory was therefore 

used in this study as an overarching theoretical lens to explore the relationship dynamics 

among the antecedent (work engagement), the mediator (psychological capital) and the 

moderator (occupational passion) in explaining teachers’ level of organisational commitment, 

job satisfaction, and human resource retention practices satisfaction.  

 

As a motivational philosophy, the Conservation of Resource (COR) theory (Hobfoll et al., 

2018) emphasises the notion that individuals will make every effort to obtain, retain and protect 

the things they consider worthwhile and most important to them. According to the COR theory, 

individuals will acquire resources and retain them in their reserve tanks for times of need. The 

key principles of the conservation of resource theory as stated by Hobfoll et al. (2018) highlight 

that resource loss is more noticeable than resource gain. This theory emphasises that 

resource gain only gets momentum and strength when resource loss is high. Therefore, for 

individuals to avoid loss or depletion of resources they need to preserve resources; if this fails 

they might become more defensive, irrational and aggressive. 

 

With reference to the above, this study then followed an understanding that a loss in teachers’ 

resources such as work engagement, psychological capital and occupational passion may be 

noticeable. Therefore, it may be crucial for teachers to invest in such resources, guard against 

their loss, and even reclaim them in order to boost the outcomes of organisational 

commitment, job satisfaction, and satisfaction with human resource retention practices. The 

assumption was that restored psychological capital (a mediating variable) may explain positive 

links between work engagement and organisational commitment, job satisfaction, and human 

resource retention practices satisfaction. Furthermore, the mentioned links may be conditional 
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upon the psychological resource of occupational passion (a moderating variable), which 

enhances people’s motivation, well-being, and meaningfulness (Vallerand et al., 2003). 

 

In this study, the main constructs considered as outcomes relevant to retention were 

organisational commitment, job satisfaction, and human resource retention practices 

satisfaction. In previous studies commitment was highlighted as an important element in the 

retention of teachers, as it can reduce their levels of absenteeism and show how satisfied they 

are with their teaching roles (Getahun et al., 2016; Shoaib & Khalib, 2017). Studies further 

indicated that job satisfied teachers are easily retainable as they tend to be highly motivated 

and engaged in their teaching roles (Arifin, 2015; Skaalvik & Skaalvik, 2017). Duad (2016) 

agreed that job satisfied teachers barely think about resigning since they are mostly happy, 

accepting and considerate of others. Studies also showed that teachers who are satisfied with 

human resource retention practices are most likely to commit and remain within the teaching 

profession for longer (Baloyi, 2016; Borah & Bagla, 2016; Iliya & Ifeoma, 2015; Makhuzeni & 

Barkhuizen, 2015). The practices of retention as outlined by Döckel et al. (2006) include 

compensation, job characteristics, training and development opportunities, supervisor 

support, career opportunities, and work-life.  

 

Other elements of this study’s psychosocial model such as work engagement (an antecedent), 

psychological capital (a mediator), and occupational passion (a moderator) are addressed in 

chapter 3. This chapter only focuses on the outcomes of organisational commitment, job 

satisfaction, and human resource retention practices satisfaction.  

 

In the next section, the relevant theoretical models of retention are discussed.  

 
2.1.5 Theoretical frameworks of retention practices 
 

This section discusses the theories or models of retention as suggested by Döckel (2003) and 

Zin et al. (2012). 

 

2.1.5.1 Döckel’s (2003) model of retention factors 

 

Döckel’s (2003) model of retention factors depicted a paradigm shift from labour orientated 

systems towards technology and automated systems. In Döckel’s (2003) view, this 

revolutionary change threatens technology intensive industries. The shift puts pressure on 

employers to retain and empower quality employees in order to gain competitive advantage. 
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Döckel (2003) therefore suggested six factors that may be useful in preventing highly 

competent employees from resigning or from being lured by competitors. These factors 

include compensation, job characteristics, training and development opportunities, supervisor 

support, career opportunities, and work/life balance. 

 

• Compensation 

 

Various scholars explained the concept of compensation as a traditional management tool 

that primarily lures, rewards and retains high performing employees (Döckel et al., 2006; 

Erasmus et al., 2015; Iliya & Ifeoma, 2015; Ruvimbo & Hlanganipai, 2016). Compensation was 

reported to include salary package, remuneration policies, and value of benefits offered by  

organisations (Döckel et al., 2006; Makhuzeni & Barkhuizen, 2015). In South Africa, 

compensation has been reported to be amongst the tools used in motivating employees to 

commit and stay in organisations for longer (Döckel et al., 2006). Because compensation 

significantly influences employees’ affective and normative commitment, it is viewed as one 

of the factors that encourage employee retention (Döckel et al., 2006). Gani et al. (2020) 

agreed that employees’ emotional attachment and obligation to stay in their organisations can 

explain their satisfaction with compensation.  

 

Shibiti (2020) also added to this discussion by pointing out the significant role played by 

compensation in predicting the engagement of South African teachers in their work roles, 

implying that when teachers are satisfied with their salaries, remuneration packages, and with 

the value of their benefits they are prone to be vigorous, dedicated, and absorbed in their 

teaching work. Shibiri (2020) however also highlighted the need to further explore this 

relationship between teachers’ satisfaction with compensation and work engagement. This 

need is understandable, since Black teachers seem to satisfactorily carry out their tasks and 

remain within the teaching profession despite its inadequacies, and the fact that they are 

considered as the least paid and least respected professionals in African communities (Amusa 

& Toriola, 2013; Redelinghuys, 2021). 

 

• Job characteristics 

 

Döckel et al. (2006) considerd job characteristics as another tool used by organisations in 

pursuit of employee commitment and retention. According to Modau et al. (2018), job 

characteristics describe the nature of the job that needs to be matched to the knowledge, 

attitude, and skills possessed by employees. Satisfaction with job characteristics, therefore, 
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relate to employees’ satisfaction with resolving complex problems, diverse work, flexibility, 

freedom, and opportunities to work on challenging projects (Döckel et al., 2006).  

 

Döckel et al. (2006) discovered a negative relationship between job characteristics and 

continuance commitment. However, this relationship may be limited to a group of younger 

highly skilled employees below the age of 30 with less than five years of work experience. It 

seems that when this group of young stars is given more independence and freedom at work, 

it tends to misuse this freedom by searching for better job opportunities. This is because the 

skills of the young and talented are in demand in the job market. The minimum costs invested 

in them may also explain their lack of commitment (Döckel et al., 2006). To retain employees, 

Döckel et al. (2006) therefore encourages organisations to design jobs that fit individuals’ 

profiles. Such jobs should not only grant individuals autonomy, but they also need to ensure 

that individuals’ skills and potential are utilised and maximised. Also, critical factors such as 

employees’ age and tenure may need to be considered in the process of matching employees 

to available jobs. This is because failure to adequately match job characteristics to employees’ 

attributes may result in them being frustrated, dissatisfied, and eventually resigning (Modau et 

al., 2018). 

 

• Training and development 

 

Studies explained training and development as a practice that is amongst the highly ranked 

tools used by organisations to retain high-performing employees (Erasmus et al., 2015; 

Letchmiah & Thomas, 2017). Döckel et al. (2006) discovered that satisfaction with training and 

development can influence a person’s affective, normative, and organisational commitment. 

Its impact on employees’ continuance commitment seems to be dependent upon the type of 

skills that had been developed, meaning that training and development can only influence 

employees’ continuance commitment on condition that it develops skills that are specific to an 

organisation and not easy transferable to other organisations. Gani et al. (2020) supports the 

connection between training and development and organisational commitment. These authors 

found, however, that employees’ emotional attachment and obligation to stay in their 

organisations can predict their levels of satisfaction with training and development 

opportunities. Shibiti (2020) on the other hand found positive associations between teachers’ 

work engagement and training and development. These connections imply that teachers who 

are satisfied with training and development opportunities are most likely to be vigorous, 

dedicated, and absorbed in their teaching roles. 
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• Supervisor support 

 

Supervisor support, as explained by Döckel et al. (2006), refers to supervisory behaviours 

aimed at encouraging, enhancing, and sustaining employees’ creativity. Supervisory support 

has a significant impact on employees’ affective and organisational commitment. Employees 

who receive such support, in a form of constant feedback for instance, may feel encouraged 

to use their skills, apply their minds, and contribute positively to their organisations. This is 

because this kind of support intrinsically motivates employees to be responsible individuals 

and can also make them feel valued and important (Döckel et al., 2006), although teachers 

feedback given in the form of praise and acknowledgement of outstanding performance may 

not necessarily have an impact on their level of engagement at work (Shibiti, 2020). 

Redelinghuys (2021) insists that positive practices such as showing genuine concern to 

others, giving public praise where due, and providing compassionate support where needed 

could in fact encourage teachers to happily execute their work activities, whilst thinking less 

about resigning from the profession of teaching. 

 

• Career opportunities 

 

Career opportunities are described by van Dyk and Coetzee (2012) as internal and external 

career options made available to employees. These opportunities are either found within the 

organisation or outside of it, and usually come in the form of promotion or a complete move to 

other organisations. Ogony and Majola (2018) revealed that employees who are recognised 

through promotions, as opposed to being overlooked and ignored, tend to display higher 

morale and engagement at work. Döckel et al. (2006) on the other hand pointed out that career 

opportunities are significantly related to employees’ affective, normative, and organisational 

commitment. This means that employees who take advantage of and those who are satisfied 

with the available career opportunities (promotions and transfers) are likely to display positive 

desire and ethical obligation to remain in their organisations for longer (Döckel et al., 2006; 

Gani et al., 2020).  

 

Modau et al. (2018) emphasised the outcomes of career opportunities which can benefit both 

the employees and their organisations. According to these authors, career opportunities can 

expose employees to new challenges that can develop their skills and competencies. There 

may also be financial benefits that come with promotions or career advancements. Through 

career advancements, organisations get to retain their most talented candidates and therefore 

remain competitive and sustainable. When organisations ignore the importance of career 

advancement, they unfortunately stand a chance of losing their younger generation of workers, 
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more especially those who are keen to advance their knowledge, skills, and careers (Modau 

et al., 2018). Shibiti (2020) added to this conversation by pointing out that teachers who 

receive promotions are most likely to become vigorous, dedicated, and absorbed in their 

teaching roles. 

 

• Work-life policies 

 

Work-life balance practices were described by Makhuzeni and Barkhuizen (2015) as 

organisational support structures that encourage employees to succeed at work and at home. 

This is because work-life balance practices grant employees time for family and personal 

commitments (Modau et al., 2018). When a balance is created between a person’s work life 

and personal life, any possibilities or thoughts of resigning disappear. Absence of such a 

balance can, however, trigger negative thoughts that could lead to resignation. Also, in 

situations where personal life and work life conflict, employees may experience exhaustion 

that makes it impossible for them to cope with work duties. This may thus create job 

dissatisfaction that forces them to resign (Modau et al., 2018). 

 

Work-life balance practices can further encourage employees’ affective and organisational 

commitment, whilst attracting highly skilled employees (Döckel et al., 2006). The adoption of 

this practice is proof that the employer cares and that employees’ lives truly matter (Döckel et 

al., 2006). Policies of this nature usually include family responsibility leave, referral 

programmes, and flexible work arrangements to accommodate other commitments and 

personal responsibilities (Döckel et al., 2006; Modau et al., 2018). Because work-life balance 

practices influence employees’ retention, they are introduced and implemented to ensure that 

employees spend time with their loved ones whenever necessary while remaining committed 

and engaged in their work roles (Modau et al., 2018). 

 

Figure 2.2 provides an illustration of retention factors suggested by Döckel (2003). 
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Figure 2.2 

Illustration of Retention Factors  

 

 

 

 

 

 

 

 

 

 

 

 

Source: Author’s own work  

 

2.1.5.2 Zin et al.’s (2012) model of retention  

 

According to Zin et al. (2012), retention of employees is an important human resource goal in 

organisations that seek growth and strive to maximise profits. Their model adopted Herzberg’s 

motivation hygiene theory, which highlights the importance of motivation and hygiene factors 

in motivating and demotivating employees. The presence of motivation factors such as 

responsibilities that come with the job, challenging or stimulating work, recognition through 

performance evaluation, sense of personal achievement and growth, and advancement 

opportunities can be inspiring to employees (Holmberg et al., 2017; Zin et al., 2012), whereas 

the absence of hygiene factors such as salary and benefits, company policy and 

administration, interpersonal relations with others, working conditions, supervision and 

managerial style can be demotivating to most (Holmberg et al., 2017; Zin et al., 2012).  

 

Zin et al. (2012) encourage organisations to adopt human resource retention practices to 

reduce turnover and enhance job satisfaction, commitment, and retention. These authors 

grouped the motivation and hygiene factors into three elements of organisational strategic 

factors, organisational culture, and benefit factors. Figure 2.3 presents Zin et al.’s (2012) 

model for retention. 
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Figure 2.3 

Model for Retention 
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Source: Adapted from “Motivation model for employee retention: Applicability to HRM 

practices in Malaysian SME sector”, by S.M. Zin, N. Ahmad, N.E.B. Ngah, R.B. Ismail, N.B.  

Ibrahim, and I.H.T.B. Abdullah, 2012, Canadian Social Science, 8(5), page 10. 

 

According to Zin et al.’s (2012) model, organisational strategic factors include growth 

prospects (achievement), performance appraisal (recognition), and training and development 

(advancement). This implies that organisations that understand the needs of their employees 

and which also pay attention to these factors are most likely to gain competitive advantage 

and enhance employee retention.  

 

Organisational culture on the other hand includes factors within the work environment such as 

work itself, employee responsibilities, company policies and administration, supervision, 

working condition, relations with others, and job security. Zin et al. (2012) believed that a 

culture that encourages good human resource management practices and a conducive work 

environment can improve employees’ psychological safety, organisational commitment, job 

satisfaction, and retention. When positive practices are entrenched into the work environment, 

they are most likely to encourage engagement and good relations between employees, and 

this may eliminate any existing desires to resign (Redelinghuys, 2021).  

 

Zin et al. (2012) also believed that putting in place benefit factors is a method of showing that 

an organisation truly cares about its employees. Although organisations may adopt good 
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compensation and salary systems to explicitly motivate employees to perform better and 

commit, benefits are also useful in promoting job satisfaction and in encouraging retention (Zin 

et al., 2012). Shibiti (2020) adds that a good compensation system, which includes salary 

packages, remuneration policies, and the value of benefits, can also help to improve teachers’ 

levels of vigour, dedication, and absorption in work related activities.  

 

Based on the models discussed above, this study adopted Döckel et al.’s (2006) model of 

retention that has been explored within the South African context, although under-researched 

in the context of Black South African high school teachers. 

 

2.1.6 Core conclusions 
 

The aforementioned literature showed that retention is an important concept that has been 

recognised and explored since the 1900s. Various authors supported that the concept of 

retention relates to management’s efforts and measures put in place to lure and retain valuable 

employees so as to maximise profits (Protor et al., 1976; Schweyer, 2010; Zin et al., 2012). 

International and local research studies revealed that the measures of retention, which include 

human resource practices, strategies, policies, and techniques related to compensation, job 

characteristics, training and development, supervisor support, career opportunities, and 

work/life balance can enhance employees’ work engagement, organisational commitment, job 

satisfaction, and retention (Döckel, 2003; Holmberg et al., 2017; Modau et al., 2018; 

Redelinghuys, 2021; Shibiti, 2020; Zin et al., 2012). It seems that satisfaction with the practices 

of retention can be of great value to schools since it can improve the quality of teaching and 

learning (Makhuzeni & Barkhuizen, 2015).  

 

Studies confirmed the power of adequate compensation and the role it plays in motivating, 

satisfying, and fulfilling the lower- and higher-order needs of teachers (Iliya & Ifeoma, 2015; 

Zin et al., 2012). In literature, compensation was portrayed as a hygiene factor and a tool used 

by organisations to show how much they care about their employees (Zin et al., 2012). Job 

characteristics, on the other hand, were considered as motivation factors that can enhance 

the psychological safety, commitment, job satisfaction, and retention of employees. This 

means that health conditions such as burnout, work strain, depression, and energy depletion 

which instigate teacher absenteeism and turnover could be avoided if teachers can be allowed 

to mould, craft, or redesign their own jobs (Fouché et al., 2017; Peral & Geldenhuys, 2016).  

 

Research also revealed how effective training and development practices can motivate 

teachers, keep them updated with teaching practices, and provide a platform to share 
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information and experiences (Ekanayake & Wishart, 2015; Macià & García, 2016; Zin et al., 

2012). It seems, through training and development, teaching communities and new networks 

can be formed, engagement can be enhanced, and positive attitudes can be developed. 

 

Supervisor support was also reported as being crucial in enhancing work engagement, job 

satisfaction, and the retention of teachers (Derrington & Campbell, 2015; Ju et al., 2015). 

Supervisor support was considered in literature as a hygiene factor that can be infused in 

organisational culture to encourage continuous communication between employees and their 

supervisors, and to help tackle challenges and resolve problems (Zin et al., 2012). 

 

Studies furthermore revealed that employees are more eager to commit in organisations that 

offer better motivation factors such as career opportunities and advancements (Holmberg et 

al., 2017; Zin et al., 2012). However, within the African teaching environment, such 

opportunities are limited, as nepotism, favouritism, and lack of clear career development plans 

get in the way (Makhuzeni & Barkhuizen, 2015). Research also revealed that in order to 

enhance teacher retention and eliminate their absenteeism, the adoption of good work-life 

balance practices could be necessary (Kushi et al., 2019). Literature studies therefore proved 

that teachers who are satisfied with human resource retention practices can easily commit 

and remain within the teaching profession for longer (Baloyi, 2016; Borah & Bagla, 2016; Iliya 

& Ifeoma, 2015; Makhuzeni & Barkhuizen, 2015).  

 

Based on the above literature findings, it became obvious that extensive research that 

addresses the impact of human resource retention practices on outcomes of organisational 

commitment and job satisfaction and also on work engagement has been done. What 

appeared to be missing in research was the role played by psychological resources (such as 

work engagement, psychological capital, and occupational passion) on employees’ 

satisfaction with human resource retention practices. 

 

In the next section, the core definitions and themes of organisational commitment are 

discussed. 

 

2.2 ORGANISATIONAL COMMITMENT 
 

Organisational commitment is an essential psychological factor in the retention of teachers 

(Nagar, 2012; Shoaib & Khalid, 2017). Across African countries, the commitment level of 

teachers remains low, while their level of turnover escalates (Mousa & Alas, 2016). This 

section provides a critical comparison of the core definitions and themes of organisational 
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commitment from various academic scholars. The relevant theories and models of 

organisational commitment that were relevant to this study are discussed and compared, and 

core conclusions are drawn. 

 

2.2.1 Conceptualisation of organisational commitment 
 

The concept of organisational commitment is a well-known concept that has drawn the 

attention of researchers throughout the decades. Grounded on the classical work of Simon 

Herbert and James Coleman, Gouldner (1960) described organisational commitment as a 

multidimensional concept with four elements of cosmopolitan integration, organisational 

introjection, commitment to specific organisational values, and commitment to the organisation 

as a whole. Cosmopolitan integration explains an employee’s active participation in 

organisational activities, while organisational introjection refers to the degree at which an 

employee’s self-image fits in with the ideal values and qualities approved by the organisation 

(Gouldner, 1960).  

 

Similarily, Buchanan (1974) described organisational commitment as a three-dimensional 

concept with elements of employee loyalty, identification with organisational goals and values, 

and involvement in its activities. According to Marsh and Mannari (1977) organisational 

commitment is not absolute, but rather a conditional norm that is specific to a situation. This 

means that motivational factors such as organisational norms and values may be the reason 

some employees decide to stay in their organisations until retirement. Weiner (1982) seemed 

to support this view by extending the identification approach and describing commitment from 

a motivational perspective. According to Weiner (1982), organisational commitment refers to 

internalised moral standards that motivate employees to behave according to the values and 

standards of their organisations. This implies that commitment is based on both situational 

factors and personal dispositions. Balfour and Wechsler (1990) agreed that organisational 

commitment describes employees’ beliefs in the goals and values of the organisation. It also 

explains employees’ willingness and desire to participate diligently in activities and remain 

within their organisations for longer. 

 

Unlike the above-mentioned scholars who described organisational commitment from an 

attitudinal perspective, Meyer and Allen’s (1991) definition of organisational commitment 

incorporates two approaches, namely, attitudinal and behavioural. The attitudinal approach 

focuses on work conditions or situations and on a person’s ability to identify with organisational 

values, norms, and beliefs (Meyer & Allen, 1991; Mottaz, 1989). The behavioural approach on 

the other hand focuses mainly on high costs associated with leaving, which lock and bind 
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employees to remain within the organisations. Meyer and Allen (1991) thus described 

organisational commitment as an employee’s psychological state (with both feelings and 

beliefs) that is characterised by affective, continuance, and normative components. These 

authors further argued that the mentioned psychological state is not limited to values and 

goals, but it also reflects employees’ desire, need, and obligations to commit.  

 

This study thus adopted Meyer and Allen’s (1991) definition of organisational commitment 

because of the empirical support that it has gained over the past two decades, and also due 

to its relevance in research. In the next section, the theoretical models of organisational 

commitment that are considered appropriate for this study are discussed. 

 

2.2.2 Theories and models of organisational commitment 
 

This section discusses and compares the two models of organisational commitment as 

developed by Weiner (1982) and Meyer and Allen (1991). 

 

2.2.2.1 Weiner’s (1982) model of commitment 

 

Weiner (1982) developed a model of commitment at a time when no other model of 

commitment had satisfied the critical requirements of theoretical models. He conceptualised 

organisational commitment from the identification perspective and also based on the premise 

that employee behaviours can only be understood through their internalised normative 

pressures. In Weiner’s (1982) perspective, organisational commitment is a motivational 

concept guided by the norms and values of the organisation, and it is distinguished by the two 

internalised normative beliefs of employees, namely, organisational identification and 

generalised values of loyalty and duty. Figure 2.4 presents an excerpt from Weiner’s (1982, 

p. 422) model of the determinants of organisational commitment. 
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Figure 2.4  

Excerpt from Weiner’s Determinants of Organisational Commitment 

Source: Adapted from “Commitment in organizations: A normative view,” by Y. Wiener, 1982, 
Academy of Management Review, 7(3), p. 422. 
 

According to Weiner (1982), generalised values of loyalty and duty refer to employees’ beliefs 

that they have a moral responsibility to show loyalty and be of service at personal, social, and 

organisational levels. Organisational identification, on the other hand, refers to employees’ 

inner beliefs that are congruent with organisational mission, policies and goals. Weiner (1982) 

views organisational identification as a process by which employees accept the goals and 

values of the organisation and link them with their own. Figure 2.4 depicts that organisational 

identification is influenced by the selection processes and by organisational socialisation, 

while generalised loyalty and duty are influenced by recruitment alone. According to Weiner 

(1982), recruitment and selection processes that focus on commitment rely on how the values 

and beliefs of both the employee and the organisation align. This in other words mean that 

employees’ generalised loyalty and duty, which has an impact on their commitment, can be 

developed through communication during employee recruitment, while organisational 

identification depends on the evaluation of values, norms, and beliefs during selection and on 

how these are socialised for the benefit of the employee (Weiner, 1982).  
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The next section discusses Allen and Meyers’ (1993) perspective on the concept of 

organisational commitment. 

 

2.2.2.2 Allen and Meyer’s (1991) theory of organisational commitment 

 
Allen and Meyer’s (1991) work on commitment came during an era where this concept was 

under critical review and there was no consensus concerning its definition. The two authors 

then suggested a commitment model that provides a framework to help researchers measure 

and interpret research on commitment (Allen & Meyer, 1991). Their suggested model was 

characterised by the three components of affective (desire), continuance (need), and 

normative (obligation) commitment.   

 

• Affective commitment 

 

According to Allen and Meyer (1991), affective commitment relates to employees’ positive 

desire to remain within their organisation. This concept refers to employees’ emotional 

attachment, identification and organisational involvement developed throughout work 

experience (Getahun et al., 2016; Ross et al., 2016). Employees with affective commitment 

choose to remain in their organisations simply because they want to (Döckel et al., 2006; 

Nagar, 2012). Such employees tend to feel positive about the organisations they work for, and 

also take pride in being associated with them (Akar, 2017). The inner bond that they have for 

these organisations is distinguished by their involvement at work. Also, their work environment 

allows them to autonomously take the initiative, learn new skills, and build relations with others 

(Tang & Vandenberghe, 2020). 

 

Strong connections between employees’ affective commitment and the retention factors such 

as compensation, job characteristics, supervisor support, leadership style, and work-life 

policies have been confirmed in various studies (Al-Yami et al., 2018; Döckel et al., 2006; 

Ross et al., 2016). Scholars seem to agree that the affective dimension of commitment, 

amongst teachers in particular, is strongly influenced by monetary gratifications, adequate 

working conditions, and available teaching equipment and facilities (Arrey, 2014; Ruvimbo & 

Hlanganipai, 2016; Shoaib & Khalid, 2017). Studies further revealed that teachers’ 

participation in decision making processes contributes to their personal fulfilment, and to some 

extent this enhances their desire to commit (Christophersen et al., 2016; Ross et al., 2016; 

Shafiq & Rana, 2016). Furthermore, these studies confirmed that teachers’ sense of job 
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ownership and confidence in teaching can also contribute to their desire to commit to their 

schools.  

 

Khaskheli et al. (2020) added that frequent communication and encouragement to partake in 

work projects can help develop employees’ affective commitment. Public praise can also 

hearten affectively committed individuals to show positive behaviours that inspire those 

around them. Affective commitment of employees is therefore highly valued by employers in 

the sense that it plays a significant role in ensuring that employees remain in their 

organisations for longer (Shafiq & Rana, 2016). Hadiyat et al. (2021) revealed that this 

dimension of commitment can be built, and this can be done by strengthening individuals’ 

identification with their organisations and by enhancing their engagement in work-related 

activities and operations. 

 

• Continuance commitment 

 

According to Allen and Meyer (1991), continuance commitment is explained by high costs 

related to leaving one’s job. Hadiyat et al. (2021) relate continuance commitment to individuals’ 

awareness of costs borne should they decide to leave their organisation (Hadiyat et al., 2021). 

In teachers these costs may include invested years in the profession and difficulties associated 

with finding alternative employment (Borowski, 2018; Kabungaidze et al., 2013). The 

continuance commitment of teachers therefore has to do with the bonds they formed with their 

schools, which make it impossible for them to even consider leaving. Shoaib and Khalid (2017) 

supported the notion that continuance commitment in teachers is due to financial perks, 

benefits of seniority status, and limited options in finding alternative employment.  

 

Studies seemed to agree that teachers with continuance commitment barely think about 

resigning (Nagar, 2012; Ruvimbo & Hlanganipai, 2016). It is clear from the above literature 

findings that most teachers choose to commit purely because of limited job opportunities and 

work-related benefits. Shafiq and Rana (2018) however discovered that it is because of their 

self-centredness and interest in investment growth that teachers commit to their schools. This 

is in fact the main reason why most remain in the profession until retirement age. There are 

studies, however, that show no relationship between employees’ continuance commitment 

and their thoughts of resigning (Hadiyat et al., 2021).  

 

A study by McInerney et al. (2015) on the other hand highlighted a negative relationship 

between teachers’ continuance commitment and their well-being. This is in spite of the fact 

that continuance commitment (contractual bonds formed because of benefits and seniority 
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status gained) can enhance teachers’ competence and perceived recognition. Their study 

warned that extrinsically orientated reasons to stay can negatively affect well-being. This can 

happen when teachers only commit because of financial benefits, and also when they 

disregard stress triggers and work-family imbalances (McInerney et al., 2015). 

 

• Normative commitment 
 

Normative commitment is explained by a person’s feeling of loyalty and compulsion to remain 

within the organisation (Allen & Meyer, 1991).  Various studies described normative 

commitment as an obligation to stay in the organisation (Döckel et al., 2006; Hadiyat et al., 

2021; Nagar, 2012; Ruvimbo & Hlanganipai, 2016). In teachers, normative commitment is 

explained by their sense of ethical obligation to remain within their respective schools 

irrespective of how good or bad the school environment may be (Shoaib & Khalid, 2017). It 

seems as though, the stronger this obligation gets, the less likely individuals will consider 

leaving their places of employment (Hadiyat et al., 2021). 

 

With normative commitment as well, investments made appear to play a major role in 

preventing teachers from quitting. Although such investments may include training and 

development opportunities, promotions, participative work culture, job security, and pension 

funds (Ruvimbo & Hlanganipai, 2016). Investments of this nature can strengthen teachers’ 

obligation to stay committed in the teaching profession as they enhance positive emotional 

state (McInerney et al., 2015).  

 

According to Hadiyat et al. (2021), normative commitment can also arise from internalised 

pressures. This means that employees may feel obligated to commit because they want to 

comply with the law, although at times employees’ normative commitment can result from their 

morals, ethics, equality, and welfare. Research further indicated that schools that facilitate and 

foster healthy working spaces are able to develop and maintain normative commitment in 

teachers (McInerney et al., 2015). 

 

Table 2.1 provides a summary of the key elements of organisational commitment as discussed 

in this section.  
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Table 2.1 

Components of Organisational Commitment 

Component Description 
 

 

Affective commitment 

A person’s positive desire to remain with the organisation 

(Allen & Meyer, 1993). An employee’s emotional attachment, 

identification with and organisational involvement developed 

throughout work experience (Getahun et al., 2016; Ross et 

al., 2016). 

 

 

 

Continuance commitment 

Is explained by high costs related to leaving one’s job (Allen 

& Meyer, 1993). It also relates to strong bonds formed 

between teachers and their schools which make it difficult for 

them to detach (Borowski, 2018; Kabungaidze et al., 2013).  

 

 

 

Normative commitment 

A person’s feeling of loyalty and compulsion to remain within 

the organisation (Allen & Meyer, 1993). It refers to teachers’ 

ethical obligation to remain within their respective schools 

regardless of how good or bad their schools may be (Shoaib 

& Khalid, 2017). 

Source: Author’s own work 

 

2.2.3 Core conclusions 
 

Literature revealed that organisational commitment in teachers is based on psychological 

contracts formed between them and their schools, and that it may be influenced by individual, 

organisational, and environmental factors (Getahun et al., 2016). Research further revealed 

that oganisational commitment can reduce the level of teacher absenteeism and turnover, and 

can also show how job satisfied and devoted teachers are towards the values and goals of 

their schools (Getahun et al., 2016). Lack of organisational commitment, however, can disrupt 

the process of teaching and harm the quality of education and the economic status of a country 

(Mousa & Alas, 2016). Moreover, absence of communal relations in school communities, lack 

of meaningfulness and professionalism were also highlighted as factors that can negatively 

affect teachers’ organisational commitment (Getahun et al., 2016). 

 

Studies further indicated that teachers’ commitment can be enhanced through improved 

school leadership and management support, and also through involving in school decision-
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making processes and knowledge sharing (Getahun et al., 2016; Shoaib & Khalid, 2017). 

Research also revealed that when teachers are experts in their subject fields and are satisfied 

with matters related to school administration, leadership, and pay their organisational 

commitment strengthens (Shoaib & Khalid, 2017). However, when these are neglected, and 

teachers’ needs are not met, they become unhappy and start to think about resigning. 

 

Although the above studies highlighted the determinants of organisational commitment 

(Weiner, 1982), and other related external factors that give rise to employees’ affective, 

continuance, and normative commitment (Allen & Meyers, 1993), there seemed to be paucity 

of research highlighting connections between teachers’ psychological resources and their 

commitment in the teaching profession.  

 

In this study, the organisational commitment of teachers was viewed from the perspective of 

Meyer and Allen’s (1991) affective, continuance, and normative commitment. 

 

2.3 JOB SATISFACTION 
 

Within this section a critical comparison of the core definitions and themes of job satisfaction 

from various academic scholars is provided. The theories and models of job satisfaction that 

were relevant to this study are discussed and compared, and the core conclusions are drawn. 

 
2.3.1 Conceptualisation of job satisfaction 
 

Job satisfaction is a widely researched concept in the field of Industrial and Organisational 

Psychology that is traced back to the 1940s. Scholars who wished to improve the health and 

work experiences of employees studied this concept (Kalleberg, 1977). In an early research 

study by Wightwick (1945) job satisfaction was described as the pleasures and contentment 

derived from the job when employees’ vocational interests, abilities, and personalities are 

aligned with their chosen careers. Stapel (1950) agreed that job satisfaction relates to 

pleasures that individuals find in their jobs. According to Kates (1950), job satisfaction occurs 

when a person’s personality tendencies and job demands are well-matched. From Locke’s 

(1969) perspective, job satisfaction also describes a pleasurable emotional state that an 

individual gains after completing work and accomplishing goals.  

 

According to Kalleberg (1977), job satisfaction relates to employees’ overall affective 

orientation towards work activities, and it is characterised by an intrinsic dimension, 

convenience dimension, financial dimension, relations with others, career, and resource 
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adequacy. Skaalvik and Skaalvik (2017) adopted this definition in explaining teachers’ 

satisfaction with their jobs as they also related it to individuals’ overall affective orientation 

towards work activities.  

 

Based on the above, it appears as though scholars agree that job satisfaction is an attitudinal 

(feelings, emotions, beliefs, and behaviours) variable that explains employees’ overall 

judgements and perceptions about their activities and work environment (Akomolafe & 

Olatomide, 2013; Alegre et al., 2016; Locke, 1969; Weiss, 2002). Job satisfaction, which 

relates to how individuals feel about their own jobs, has also been proven to significantly 

contribute to organisational success (Daud, 2016; Dery & Puopiel, 2013). Because Skaalvik 

and Skaalvik’s (2017) definition of job satisfaction specifically relates to teachers, it was 

therefore considered to be appropriate for this study. 

 

In the next section, relevant theories and models of job satisfaction are discussed and 

compared. 

 

2.3.2 Theories and models of job satisfaction 
 

This section discusses and compares the two models of job satisfaction as developed by 

Kalleberg (1977) and Skaalvik and Skaalvik (2017).  

 

2.3.2.1 Kalleberg’s (1977) theory of job satisfaction 

 

Kalleberg (1977) developed a theory that examined how the values and rewards that come 

with a job can influence an employee’s job satisfaction. The development of Kalleberg’s (1977) 

theory was as a result of gaps found while establishing empirical work focused at examining 

the impact of work values and job rewards on job satisfaction. Kalleberg (1977) then came up 

with an empirically tested job satisfaction model in an attempt to close these gaps. 

 

In a recent study by Kasbuntoro et al. (2020), job satisfaction was also described as a person’s 

positive emotional response towards various aspects of the job. In their study, job satisfaction 

was viewed as an attitude that arises after an individual has assessed the situation at work. 

Job satisfaction was distinguished from the term ‘satisfaction’ by specific values and rewards 

of the job (Kalleberg, 1977). Figure 2.5 provides an illustration of these work values and job 

rewards as highlighted by Kalleberg (1977). 
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Figure 2.5  

An Illustration of Work Values and Job Rewards  

 

 

 

 

 

 

 

 

 

 

Source: Author’s own work 

 

According to Kalleberg (1977), work has no specific meaning; as a result, individuals ascribe 

its meaning to their job activities. Work values however describe the aspects of work that 

individuals perceive as important (Kasbuntoro et al., 2020). According to Ali et al. (2020), a 

work value relates to an individual’s desire to do well at work (Ali et al., 2020). In Kalleberg’s 

(1977) view, work values result from social factors such as employee’s socialisation, social 

roles, and experiences outside of work, and from work experiences that influence the manner 

in which individuals perceive rewards. Thukar et al. (2019) agreed that work values such as 

comfort, security, competence, growth, status, and independence are influenced by both 

social and individual factors.  

 

Job rewards by comparison, include an intrinsic dimension, convenience dimension, financial 

dimension, relationship with co-workers, career dimension, and resource adequacy. Intrinsic 

rewards, as explained by Kalleberg (1977), relate to how stimulating the job is, and how it 

allows individuals to develop and apply their own abilities and skills. Some of these rewards 

include involvement in one’s job, participating in decision making, and getting recognition for 

work done (Ali & Anwar, 2021). The convenience dimension refers to comfort or soft life that 

comes with the job (Kalleberg, 1977). These include transport facilities provided, flexible 

working hours, conducive work environment, and reasonable workloads. The financial 

dimension relates to material rewards that reflect an organisation’s commitment towards its 

workers (Koo et al., 2020). These include monetary rewards such as pay, fringe benefits, and 

job security. Relations with co-workers also play a significant role in employee job satisfaction 

(Kalleberg, 1977), meaning that jobs that encourage employees to fulfil their social need for 
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work friendships can enhance their job satisfaction. The career dimensions at work relate to 

employees’ need to advance and be recognised for their own work (Kalleberg, 1977). In this 

dimension, job satisfaction can be enhanced through good and fair chances of promotion. The 

final dimension presented in this model is resource adequacy which relates to the availability 

of resources or facilities necessary to execute tasks.  Resource adequacy is crucial in 

employee job satisfaction as it includes availability of information, equipment, and support 

from co-workers and supervisors (Kalleberg, 1977). 

 

In the next section, Skaalvik and Skaalvik’s (2017) model explains how the elements 

mentioned above relate to high school teachers’ job satisfaction. 

 

2.3.2.2 Skaalvik and Skaalvik’s (2017) model of relations between variables 

 

Skaalvik and Skaalvik (2017) developed a theoretical model for high school teachers that was 

built on Demerouti et al.’s (2001) job demands-resources (JD-R) model of burnout. The JD-R 

model presents two categories of working conditions, namely, job demands and job resources 

and it assumes that burnout is found in all occupations (Demerouti et al., 2001). In the JD-R 

model, job demands are described as those “physical, social, or organisational aspects of the 

job that require sustained physical or mental effort and are therefore associated with 

physiological and psychological costs such as exhaustion” (Demerouti et al., 2001, p. 501). 

According to Skaalvik and Skaalvik’s model (2017), job demands within the teaching 

profession relate to time pressure or work overload, discipline problems, and low student 

motivation.  

 

Job resources, though, refer to the physical, psychological, social, and organisational aspects 

of the job that are instrumental in goal achievement and in minimising job demands in order 

to enhance growth and development (Demerouti et al., 2001). In Skaalvik and Skaalvik’s view 

(2017), job resources consist of teacher autonomy (an organisational resource) and the three 

social resources of supportive colleagues, supervisory support, and collective culture. Their 

theory explored the demands and resources of the job that influence teachers’ job satisfaction 

and motivation to quit, and also the other psychological factors that include self-concept and 

burnout. 

  

Figure 2.6 presents Skaalvik and Skaalvik’s (2017) theoretical model of relations between 

variables.  
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Figure 2.6   

Theoretical Model of Relations between Variables 

 

 

 
 

 
 

 

 

 
 

 

 

 
 

 

 

 

 

Source: Adapted from “Still motivated to teach? A study of school context variables, stress 
and job satisfaction among teachers in senior high school,” by E.M. Skaalvik, and S. Skaalvik, 
2017, Social Psychology of Education, 20(1), p. 21.  
 

• Job demands 

 

Skaalvik and Skaalvik (2017) discovered that the demands within the teaching profession 

(such as time pressure and low student motivation) can predict teacher burnout, job 

satisfaction, and motivation to resign. This is because job demands are associated with the 

stressful parts of the job (Skaalvik, 2020). In their model, time pressure or work overload is 

considered a motivation that encourages engagement, job satisfaction, and the retention of 

teachers. However, there are consequences that come with work overload, and one of them 

is emotional exhaustion which could cause teacher burnout and enhance intentions to resign 

(Skaalvik, 2020; Skaalvik & Skaalvik, 2017).  

 

In their study, Skaalvik and Skaalvik (2017) also revealed that in most cases students who are 

less motivated are usually those that disrupt classes and lack discipline. It seems that the 

behaviours of these students also contribute to teacher burnout and turnover levels. However, 
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teachers who are able to motivate their students are likely to enjoy their jobs and remain in 

teaching for longer (Skaalvik & Skaalvik, 2017). 

 

• Job resources 

 

Skaalvik and Skaalvik’s (2017) model further revealed associations between job resources 

(such as supportive social climate and autonomy) and burnout, self-concept, job satisfaction, 

and motivation to quit. According to their model, teachers working in supportive school 

climates, where there is a collective culture and supportive supervisors or colleagues, may 

turn out to be more satisfied with their jobs and motivated to remain in teaching. Skaalvik and 

Skaalvik (2017) also indicated that high levels of autonomy can enhance teachers’ self-

concept, job satisfaction, and retention. Lack of autonomy, however, can be a source of stress, 

burnout, and turnover. Like Kalleberg’s (1977) intrinsic rewards, autonomy can stimulate 

teachers to explore different methods of teaching and can also encourage self-development 

(Skaalvik & Skaalvik, 2017). 

 

The two models explained in this section seem to reveal similar findings with regards to how 

supportive school climate (work values) and autonomy (intrinsic reward) influence employees’ 

job satisfaction and retention. However, Skaalvik and Skaalvik’s (2017) model was considered 

most relevant for this study because of its precise concentration on teachers. 

 

2.3.3 Core conclusions 
 
The aforementioned literature pointed out that job satisfaction, a pleasurable emotional state 

gained from work achievements, can be differentiated from the term ‘satisfaction’ by its 

connection to work values and job rewards (Kalleberg, 1977; Locke, 1969). In a teaching 

context, job satisfaction explains teachers’ overall affective orientation towards teaching 

demands and resources (Kalleberg, 1977; Skaalvik & Skaalvik, 2017). Teaching demands 

were explained as those aspects of teaching that require teachers’ physical and mental efforts, 

while teaching resources describe the physical, psychological, and social features that 

contribute to the achievement of school goals (Skaalvik & Skaalvik, 2017). Job demands such 

as teacher work overload and ill-disciplined learners were listed amongst the factors that 

contribute to teacher burnout, job dissatisfaction, and turnover; whereas, job resources such 

as supportive school climate and autonomy were counted as factors that strengthen teachers’ 

job satisfaction and retention (Skaalvik & Skaalvik, 2017). This study took this conversation 

further by exploring psychological resources that could enhance teachers’ levels of job 

satisfaction, in order to provide insights that could encourage human resource practitioners 
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and industrial psychologist to invest in intervention strategies specific for the retention of Black 

South African high school teachers. 

 

In the next section, the biographical characteristics that influence the three previously 

discussed retention outcomes of this study are explored. 

 
2.4 BIOGRAPHICAL VARIABLES INFLUENCING ORGANISATIONAL COMMITMENT, 

JOB SATISFACTION, AND SATISFACTION WITH HUMAN RESOURCE 
RETENTION FACTORS 

 
In this section the biographical variables that influence organisational commitment, job 

satisfaction, and satisfaction with human resource retention factors are discussed. These 

include age, gender, marital status, and tenure. 

 

2.4.1 Age 
 
A study by Ahsan et al. (2016) revealed that a relationship between age and satisfaction with 

human resource retention practices stems from the changing needs of employees at different 

life stages. In their study they argued that, by introducing human resource policies and 

practices directed at younger professionals (25-35 years of age), mid-level (35-40 years of 

age), and senior level professionals (above 40 years of age), organisations can enhance 

retention.  Specifically, this refers to organisations that enforce work-life balance policies with 

distinct features such flexible working hours, on-site childcare centre facilities, autonomy in 

decision-making, and supervisory support (Ahsan et al., 2016). Pay has also been identified 

as another factor that has an impact on the retention behaviours of younger teachers teaching 

at previously disadvantaged schools (Roch & Sai, 2018). It seems that pay can compensate 

for an inadequate work environment with limited teaching resources.  

 

Research also showed that factors such as earned benefits and investments, history with the 

organisation, and experience accumulated over time can keep older employees from 

resigning, and some of these factors can even increase their chances of promotion to 

managerial positions (Caluza & Niemand, 2019; Hom et al., 2019). Studies further revealed 

that employee job satisfaction tends to increase with age and can be higher in those above 

the age of 50 (Eldogan & Yildirim, 2019; Skaalvik & Skaalvik, 2011; Skaalvik & Skaalvik, 2017). 

It appears that to enhance job satisfaction in younger employees, organisations need to 

develop policies and practices that encourage work-life balance, supervisory support, 

organisational commitment, and autonomy to contribute in decision-making and to structure 
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and manage own work (Alegre et al., 2016). These findings oppose conclusions by Radford 

et al. (2015) which revealed that employees remain in their organisations for reasons not 

influenced by age. According to these authors employees only stay because of the value and 

meaning they derive from their own work, and also because of difficulties associated with 

finding alternative employment. 

 

From the above, it is evident that age contributes to employees’ satisfaction with human 

resource retention practices and to their overall satisfaction with work. However, this may be 

different with organisational commitment, as research studies revealed no connections 

between employees’ age and organisational commitment (Haque et al., 2017). 

 
2.4.2 Gender 
 
A study by Skaalvik and Skaalvik (2017) confirmed that female teachers, when compared to 

their male counterparts, are most likely to display higher intentions to remain within the 

teaching profession. Caluza and Niemand (2019) added that the retention behaviours of 

female teachers depend entirely on how compatible their work lives are with their family lives. 

These authors argued that female teachers usually stay for long in schools offering benefits 

such as crèche services within the premises and school fee exemption. Balogun (2019) 

agreed that a conflict between a female teachers’ work lives and family lives can deplete their 

psychological resources and eventually cause stress.  

 

Skaalvik and Skaalvik (2017) discovered that the support that female teachers receive from 

colleagues plays a positive role in their job satisfaction and intentions to remain in teaching. 

However, according to Naidoo (2019) this is only possible if collegiality translates into job 

related activities (Naidoo, 2019). Concerning commitment, research indicated that male 

employees may display higher levels of normative commitment than female teachers 

(Tekingündüz et al., 2017). This implies that male teachers are likely to be loyal to their 

employers and may also feel ethically obliged to remain in teaching in spite of challenges 

(Shoaib & Khalid, 2017). 

 

2.4.3 Marital status 
 

Research on marital status revealed that married men usually stay longer in their organisations 

(Blom et al., 2020). This could be because married men are mostly concerned about securing 

income and avoiding the stigma of unemployment. This revelation supports previous studies 

that showed that married employees commit because of family responsibilities and their need 
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for financial stability (Yahaya & Ebrahim, 2016). Studies further confirmed higher levels of job 

satisfaction amongst married groups, which are caused by the crossover effect on couples 

(Erdogan & Yildrim, 2019; Van Steengergen et al., 2011). 

 

2.4.4 Tenure 
 
Hom et al. (2019) revealed connections between employees’ tenure and their retention. When 

comparing long-tenure and short-tenure employees, these authors discovered that the former 

group tends to resign less often than the latter group. This is because long-tenured employees 

have more to lose in terms of benefits and investments (Hom et al., 2019). Although they 

usually display job dissatisfaction after 10 to 20 years of service, their long tenure somehow 

strengthens their ties of employment and binds them to commit and stay in their organisations 

for longer (Churchwell, 2016; Erdogan & Yildirim, 2019; Yahaya & Abrahi, 2016). 

 

2.4.5 Core conclusions 
 

Literature studies pointed out how employees’ age can influence their satisfaction with human 

resource retention practices at different life stages. Research confirmed that human resource 

practices of work-life balance and pay can play a significant role in the retention of younger 

employees and in enhancing their job satisfaction (Alegre et al., 2016; Ahsan et al., 2016; 

Roch & Sai, 2018). In older employees, however, retention and job satisfaction seem to be 

encouraged by good compensation and career opportunities (Caluza & Niemand, 2019; 

Eldogan & Yildirim, 2019; Hom et al., 2019; Skaalvik & Skaalvik, 2017).  

 

Studies further revealed that the practices of work-life balance can also enhance female 

teachers’ satisfaction with the teaching profession and encourage their retention (Caluza & 

Niemand, 2019; Skaalvik & Skaalvik, 2017). Tekingündüz et al. (2017) warned that female 

teachers are likely to show less loyalty and may feel less obligated to remain in teaching. Blom 

et al., (2020) agreed that male employees, especially when married, are the ones that commit 

more in their organisations than females.  

 

Previous studies also discovered high levels of job satisfaction amongst the married and short-

tenured employees (Erdogan & Yildrim, 2019; Hom et al., 2019). It seems as though long-

tenure employees only commit and stay for longer in organisations where they had 

accumulated substantial amounts of investments (Churchwell, 2016; Erdogan & Yildirim, 

2019; Yahaya & Abrahim, 2016). The same happens when they are job satisfied and freely 
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participate in decision-making. Then they may easily commit and remain in their organisations 

for longer (Tekingündüz et al., 2017).  

 

2.5 SYNTHESIS AND EVALUATION 
 

The above literature highlighted the detrimental effect of teacher turnover, and its negative 

impact on the quality of education offered in African schools. This chapter as a result focused 

on conceptualising the psychology of retention and its outcomes of organisational 

commitment, job satisfaction, and human resource retention practices satisfaction within the 

African high school context. 

 

Global studies revealed the critical role played by teachers in advancing society and in 

delivering quality education that shapes the lives of young people (Danish et al., 2019; Dreer 

et al., 2017; Iliya & Ifeoma, 2015). Even though teachers’ duties are challenging and 

emotionally draining, teachers still remain the cornerstone and agents of change within the 

education sector (Gagnon & Legault, 2015; Iliya & Ifeoma, 2015). In contrast, African studies 

reported the shortage of teachers in African schools, which impacts greatly on the quality of 

education received by a Black child (Gagnon & Legault, 2015). Unfavourable working 

conditions and low salaries earned by teachers have intensified teacher turnover and have 

also made the teaching profession less attractive to many (Gagnon & Legault, 2015). To 

mitigate against challenges related to the retention of employee, Döckel et al. (2006) proposed 

retention tools that could help prevent highly competent employees from resigning. These 

tools include compensation, job characteristics, training and development opportunities, 

supervisor support, career opportunities, and work-life balance. Zin et al. (2012) added that 

organisations should adopt human resource practices (related to organisational strategy 

factors, organisational culture, and benefits factors) that not only help reduce turnover but also 

enhance organisational commitment, job satisfaction, and retention.  

 

Organisational commitment is widely researched, and most scholars described it from an 

attitudinal perspective that puts emphasis on the elements of loyalty, participation in 

organisational activities, and identification with organisational goals and values (Balfour & 

Wechsler, 1990; Buchanan, 1976; Gouldner, 1960; Weiner, 1982). In explaining 

organisational commitment, Allen and Meyer (1991), however, adopted both the attitudinal 

and the behavioural approach. These scholars argued that organisational commitment is not 

only limited to factors such as loyalty, desires, obligation to commit, and identification with the 

values and goals of the organisation as depicted by most authors, but also extends to the high 

costs associated with leaving an organisation. Shoaib and Khalid (2017) agreed that 
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employees’ commitment also relates to limited career options and to their satisfaction with 

financial rewards and benefits offered by the employer. 

 

Job satisfaction is another widely researched concept within the field of Industrial and 

Organisational Psychology. According to scholars, job satisfaction relates to pleasures that 

individuals derive from their jobs, particularly when their work interests, abilities, and 

personalities are compatible with job demands (Kates, 1950; Locke, 1969; Stapel, 1950; 

Wightwick, 1945). When conceptualising job satisfaction, Kalleberg (1977) distinguished the 

concept by the values and rewards specific to the job. These include social, intrinsic, 

convenience and financial factors that influence employees’ perceptions and abilities to 

develop, fulfil needs, advance, and earn recognition. Within the teaching profession, it seems 

that job satisfaction is explained by teachers’ overall affective orientation towards teaching 

activities (Skaalvik & Skaalvik, 2017). Skaalvik and Skaalvik’s (2017) job satisfaction model 

which was built on the job demands-resources (JD-R) model, emphasises that job demands 

and resources can either raise teachers’ levels of burnout and motivate them to quit or these 

can enhance their self-concept and motivate them to remain within the teaching profession for 

longer (Skaalvik & Skaalvik, 2017).  

 

The above discussion explained the significance of the two outcomes of organisational 

commitment and job satisfaction in the retention of employees. Studies on organisational 

commitment warned about the damage that lack of teacher commitment can cause on the 

quality of education and on the country’s economic state (Mousa & Alas, 2016). Research also 

emphasised how organisational commitment can lessen teacher absenteeism and encourage 

retention (Getahun et al., 2016). Literature furthermore cautioned about job demands that can 

result in teacher burnout, job dissatisfaction, and turnover (Skaalvik & Skaalvik, 2017).  Further 

highlights were made on how the availability of job resources in the teaching profession can 

enhance teachers’ job satisfaction, whilst strengthening their retention. Although a lot has 

been reported to help better understand the retention of teachers, not enough is mentioned 

about the relevance of the outcomes of this study within the African high school context, and 

how these outcomes can be positively influenced by teachers’ psychological resources of work 

engagement, psychological capital, and occupational passion.  
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2.6 CHAPTER SUMMARY 
 

This chapter outlined the meta-theoretical context that forms the definitive boundary of the 

study in order to address literature research aim 1, which was to conceptualise the psychology 

of retention and the outcomes (organisational commitment, job satisfaction, and human 

resource retention practices satisfaction) of the study within the African high school 

environment. The chapter aimed at conceptualising the psychology of retention and its 

outcomes within the African high school context. 

 

Chapter 3 addresses the literature research aim 1 by conceptualising psychological resources 

of work engagement, psychological capital, and occupational passion in a psychosocial model 

of retention. 
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CHAPTER 3:  CONCEPTUALISING THE ANTECEDENT, MEDIATOR AND MODERATOR: 
WORK ENGAGEMENT, PSYCHOLOGICAL CAPITAL AND 
OCCUPATIONAL PASSION 

 

Chapter 3 addresses the second part of literature research aim 1 by conceptualising the role 

of the psychological factors of work engagement, psychological capital, and occupational 

passion in a psychosocial model of retention. This aim corresponds with the second step in 

phase one of the research methodology in section 1.8 (see chapter 1), which was to 

conceptualise the antecedent (work engagement), the mediator (psychological capital), and 

the moderator (occupational passion) variables of this study. This chapter therefore firstly 

conceptualises and provides relevant theories of work engagement, psychological capital, and 

occupational passion respectively. Secondly, the biographical variables influencing each of 

the three psychological factors are discussed. Finally, core conclusions are drawn. The core 

themes of this chapter are illustrated in Figure 3.1 

 

Figure 3.1  

Core Themes of Chapter 3 

     

             Theme 1                                 Theme 2                                        Theme 3 
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Source: Author’s own work 
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3.1 WORK ENGAGEMENT 
 

The concept of work engagement in teachers is a topic that has become more prominent over 

the past years (Falout & Murphey, 2018; Klassen et al., 2013; Lassibille, 2012; Renard & 

Snelgar, 2016; Van Wingerden et al., 2017). This section therefore provides a critical 

comparison of the core definitions and themes of work engagement from various academic 

scholars. The relevant theories and models of work engagement that are relevant to this study 

are discussed and compared, with core conclusions drawn at the end. 

 

3.1.1  Conceptualisation of work engagement 
 

Engagement is a concept that originated from Kahn’s (1990) model of personal engagement, 

and it is known for its significance in foreseeing employee commitment, job satisfaction, and 

turnover intention (Bakker et al., 2003; Van Wingerden et al., 2017; Zigarmi et al., 2009). In 

an early study by Maslach (1998), work engagement was described as a person’s state of 

fulfilment, and is represented by high energy, involvement, and efficacy. Schaufeli et al. (2002) 

also defined work engagement as a persistent and an inescapable work-related state of mind 

that is characterised by vigour, dedication, and absorption. According to these authors, 

engaged employees are energetic, connected to their work roles, and can deal with challenges 

that confront them. Supporting these definitions was Hobfoll et al. (2018) who viewed work 

engagement as a crossover resource that is distinguished by a person’s affective-cognitive 

state of mind. Work engagement is a means by which individuals express themselves by 

putting their energy into their work-related tasks (Borowski, 2018). Various studies agreed that 

work engagement has to do with how individuals employ themselves, deposit their efforts in 

job performance, continue to persevere when challenges arise, and contribute to the 

effectiveness and success of the organisation (Abu-Shamaa et al., 2015; Borowski, 2018; 

Geldenhuys et al., 2014; Rothmann & Rothmann, 2010; Saks, 2006; Van Schalkwyk et al., 

2010; Van Wingerden et al., 2017).  

 

In teachers, work engagement can manifest in their abilities to show initiative and employ 

themselves physically, cognitively, and emotionally in work roles for the benefit of their 

students (Borowski, 2018; Dehaloo & Schulze, 2013). Klassen et al. (2013) supported this 

view by suggesting that work engagement is characterised by cognitive engagement, 

emotional engagement, social engagement with students, and social engagement with 

colleagues. The inclusion of social engagement with students reflects an important element in 

the work of teachers as it influences student development. Scholars further agreed that it is 

through enthusiasm, dedication, commitment, and belief in one’s own mental abilities that 
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teachers can achieve personal and educational outcomes and improve the quality of education 

(Dehaloo & Schulze, 2013; Laba & Geldenhys, 2016; Mendes & Stander, 2011, Van 

Wingerden et al., 2017). Based on the above literature findings, this study adopted a definition 

by Schaufeli et al. (2002) that described work engagement as a cognitive state of mind 

characterised by vigour, dedication, and absorption. Their definition has gained empirical 

support in both school and business settings.  

 

In the next section, relevant theories and models of work engagement are discussed and 

compared. 

 

3.1.2 Theories and models of work engagement 
 

In this section, the two theories or models of work engagement are discussed, namely, Kahn’s 

(1990) theory of psychological conditions that highlight the influences of people’s engagement 

at work, and Schaufeli et al.’s (2002) model of work engagement. 

 

3.1.2.1 Kahn’s (1990) theory of engagement 

 

The concept of work engagement originates from Kahn’s (1990) grounded work on 

psychological conditions of personal engagement and disengagement at work, and it has 

since received considerable attention that has resulted in multiple definitions (Bailey et al., 

2017). Kahn (1990) developed a grounded theory based on the conduct, experiences, and 

perceptions of people working in two different organisations, and the aim was to generate a 

comprehensive understanding of the concept of engagement. Kahn’s (1990) approach has 

served as a frame of reference or a theoretical foundation in numerous studies of work 

engagement (Borowski, 2018; Moshoeu & Geldenhuys, 2015; Yerdelen et al., 2018). In 

defining engagement, Kahn (1990) simply stated it as an employee’s attachment to work. 

According to Kahn (1990), engagement explains people’s psychological presence in their work 

roles, which can be expressed physically, cognitively, and emotionally. When individuals are 

engaged they become physically independent of others, mentally alert, and emotionally 

connected to those around them (Kahn, 1990).  

 

Kahn’s (1990) theoretical model of engagement highlighted the three dimensions of 

psychological conditions of meaningfulness, safety, and availability.  These were emphasised 

in earlier studies as psychological conditions that can motivate and help improve the 

experiences of employees at work (Hackman & Oldham, 1976).  Table 3.1 summarises Kahn’s 

(1990) dimensions of psychological conditions. 
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Table 3.1  

Dimensions of Psychological Conditions 

Dimensions Definitions 
Meaningfulness A person’s own sense of return on investment of self in work activities. 

Safety A sense of being able to show and employ oneself without fear of negative 

consequences to self-image, status, or career. 

Availability A sense of possessing physical, emotional, and psychological resources 

necessary to invest self in role performances. 

Source: Kahn (1990, p. 705) 

 

According to Kahn (1990), engaged employees view their work roles as being meaningful. 

Studies revealed that work is considered meaningful when it offers challenge, growth, learning, 

autonomy, creativity and status, and encourages good relations with others (Aguinis & Glavas, 

2019; Kahn, 1990). Individuals also consider their work meaningful when it feels important to 

them (Brunzell et al., 2018). When teachers perceive their work as meaningful, they tend to 

go beyond and above the scope of teaching (Falout & Murphey, 2018). Furthermore, 

meaningfulness is a fundamental human need that leads to positive results such as 

organisational commitment, job satisfaction, and retention (Aguinis & Glavas, 2019; Janik & 

Rothmann, 2015).  

 

Kahn (1990) also pointed out that employees engage easily in their work roles when they feel 

psychologically safe. This is when their work climate promotes trust, their work roles are clearly 

defined, they know what is expected of them, and are given autonomy to carry out their tasks. 

Gerlach and Gockel (2018) added that teachers are most likely to feel psychologically safe 

when they believe that they are free from everyday risks and work in environments where 

supportive interpersonal relationships are encouraged, and individuals are allowed to learn 

through their mistakes without negative consequences or threats (Kahn, 1990). 

 

Kahn (1990) explained employees’ availability in terms of physical, cognitive, and emotional 

resources. According to Kahn (1990), psychologically available employees are those who are 

in possession of physical and psychological resources to perform tasks. Their availability, 

which depends entirely on their abilities to cope with work and personal demands, can either 

be influenced by their physical and emotional energies, work related insecurities, or personal 

matters. Also, psychologically available employees can think clearly and have strength, 

knowledge, and skills to perform their tasks (Cai et al., 2018). 
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3.1.2.2 Schaufeli et al.’s (2002) model of work engagement 

 

Schaufeli et al.’s (2002) model was built on Kahn’s (1990) belief that engagement can be 

expressed on physical, mental, and emotional levels. According to Schaufeli et al. (2002) work 

engagement explains employees’ positive and continuous state of mind that is characterised 

by vigour, dedication, and absorption (Schaufeli et al., 2002). The dimension of vigour 

represents the physical component, while dedication denotes the emotional component, and 

the absorption component indicates a person’s mental or cognitive state (van der Walt, 2018). 

The concept of work engagement relates to employees’ energies, work connection and 

passion, and their ability to deal with the job demands (Schaufeli et al., 2002; van der Walt, 

2018).  Work engagement describes a person’s favourable state that enriches well-being and 

boosts organisational outcomes (Johnson & Jiang, 2017). The three dimension of work 

engagement as characterised by Schaufeli et al. (2002) are discussed next. 

 

• Vigour 

 

Schaufeli et al. (2002) define vigour as an employee’s high level of mental and physical 

strength to continuously perform tasks even in the presence of challenges. Vigour relates to 

individuals’ energy, resilience, and willingness to work (Schaufeli et al., 2002). Literature 

studies also described vigour as an internal quality that is characterised by pools of energy, 

resilience, and persistence (Bakker et al., 2014; Little et al., 2011). Scholars agreed that 

vigorous employees possess mental power that lasts longer than momentary emotion, and 

that such employees can persist and bounce back when challenges arise (Bakker & Leiter, 

2010; Schaufeli et al., 2002). Devotion, liveliness, and unwavering state of mind is what 

distinguishes them from the rest (Little et al., 2011). Vigorous employees also tend to be 

creative, excellent thinkers, good communicators who are always willing to assist and never 

make excuses to stay away from work (Schaufeli et al., 2002). Employees with the internal 

quality of vigour are able to acquire additional resources to strengthen positive work 

behaviours (Tafvelin et al., 2019). Studies revealed that vigour can be influenced by the 

psychological capital capabilities of self-efficacy, hope, resilience, and optimism (Robyn & 

Mitonga-Monga, 2017). It seems that an increase in these capabilities can enhance 

employees’ mental and physical strength and encourage their commitment to work. 

  

Studies on teachers revealed that those with high levels of vigour assist and monitor their 

students continuously and willingly (Lassibille, 2012; Renard & Snelgar, 2016). Because 

vigorous employees support the goals and strategies of their organisations, organisations can 
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therefore reciprocate these efforts by creating conducive and vibrant work spaces to help 

maintain their momentum and job satisfaction levels (Maleka et al., 2020).   

 

• Dedication 

 

According to Schaufeli et al. (2002), dedication refers to an employee’s sense of pride, 

enthusiasm, and emotional involvement in work related activities. Dedicated employees 

consider their work as significant, inspirational, and challenging (Schaufeli et al., 2002). At 

work, dedicated employees break boundaries and go beyond their roles (Bakker et al., 2008; 

Macey & Schneider, 2008). Their persistence in attaining success and confidence levels keep 

them more engaged in work activities (Robyn & Mitonga-Monga, 2017). Studies revealed that 

dedicated teachers are innovative and in control of their teaching environment, as a result of 

which they easily gain support and can win others over effortlessly (Hakanen et al., 2006; 

Lassibille, 2012).  

 

• Absorption  

 

According to Schaufeli et al. (2002), absorption describes employees’ full concentration on 

work activities, whereby they are highly immersed and cannot detach easily (Schaufeli et al., 

2002). This final dimension of engagement relates to a state wherein an individual is happily 

engrossed, time passes quickly, and find it difficult to detach (Schaufeli et al., 2002). Absorbed 

individuals are enthused by the pleasures of work and are barely pressured by personal 

standards or self-imposed goals (Borowski, 2018; Van Wijhe et al., 2011). When teachers are 

happily engrossed, they hardly think about resigning as their work barely frustrates them 

(Dehaloo & Schulze, 2013). Such individuals are usually driven by job resources (such as 

physical teaching environment, social support, supervisory coaching, and performance 

feedback) and personal resources of hope, optimism, self-efficacy, resilience and self-esteem 

(Dehaloo & Schulze, 2013; Robyn & Mitonga-Monga, 2017). 

 

Schaufeli et al.’s (2002) model of work engagement, which has been widely researched and 

tested, seemed relevant for this study. Although their model has also been explored in a South 

African context, not much work has been done within the Black South African teacher 

community. 
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3.1.3 Core conclusions 
 

According to the literature discussed above, work engagement is a psychological resource 

that can predict employees’ organisational commitment, job satisfaction, and retention. The 

concept of work engagement has been described by scholars as a cognitive state of mind, 

characterised by the elements of vigour, dedication, and absorption (Hobfoll, 2018; Schaufeli 

et al., 2002). Research shows that work engaged teachers take initiative, and habitually avail 

themselves physically, cognitively, and emotionally (Borowski, 2018; Dehaloo & Schulze, 

2013).  These employees also tend to view their work as meaningful and psychologically safe 

(Kahn, 1990). They are distinguished from the rest by their mental power and unwavering 

state of mind which help them to bounce back and persist when challenges arise (Bakker & 

Leiter, 2010; Little et al., 2011; Schaufeli et al., 2002).  

 

Studies further revealed that work engaged teachers hardly think about resigning, as they are 

usually innovative, enthusiastic, and content with their jobs (Borowski, 2018; Hakanen et al., 

2006; Lassibille, 2012; Van Wijhe et al., 2011). Within the South African school setting, job-

related resources and personal resources are the main drivers of teacher engagement 

(Dehaloo & Schulze, 2013). Du Plessis and Boshoff (2018) therefore advised organisations 

that wish to improve employee work engagement and achieve outcomes to encourage the 

development of psychological capital capabilities in employees (Du Plessis & Boshoff, 2018). 

This is because psychological capital resource interventions have been proven to have a 

positive influence on the attributes of the work engagement resources (Du Plessis & Boshoff, 

2018). 

 

3.2 PSYCHOLOGICAL CAPITAL 
 

This section provides a critical comparison of the core definitions and themes of psychological 

capital from various academic scholars. Theories and models of psychological capital that are 

relevant to this study are discussed and compared, and the core conclusions are drawn. 

 
3.2.1 Conceptualisation of psychological capital 
 

The concept of psychological capital was coined by Luthans et al. (2004) to help develop 

human strengths and qualities and to also enhance employee productivity and organisational 

performance. Psychological capital was drawn from the positive organisational behaviour 

(POB), a concept of positive psychology that was founded by Seligman (2002) with the aim of 



 
 

82 
 

developing the qualities that build and strengthen individuals and the workplace community 

(Luthans, 2002). Unlike the traditional, human, and social capital which focus on what 

individuals have, what they know, and who they know, psychological capital focuses on who 

individuals are currently and who they are becoming (Luthans et al., 2004; Luthans et al., 

2007). Luthans and Youssef-Morgan (2017) described psychological capital as a state-like 

resource that is characterised by the four high-order core constructs of hope, efficacy, 

resilience, and optimism (HERO). Psychological capital is further distinguished by its 

malleability or flexibility to change and development (Luthans & Youssef-Morgan, 2017). This 

implies that psychological capital is a resource that can be taught and developed through 

training intervention programmes, although intervention programmes focused at developing 

psychological capital are generally effective in positive environmental climates that encourage 

positive thinking patterns (Luthans & Youssef-Morgan, 2017). 

 

Various scholars seem to agree that psychological capital is an intrinsic quality that is 

characterised by psychological capabilities serving as personal resources (Ching-Sheue, 

2015; Hansen et al., 2015; Luthans, 2002; Luthans, 2011). Scholars also indicated that 

psychological capital is an important concept of positive organisational behaviour with 

developmental properties that can be enhanced and used during periods of distress. 

According to Hobfoll et al. (2018), psychological capital is a valuable cognitive resource and a 

magnificent tool that individuals use when confronted with stressful events and should 

therefore be conserved for their survival. Mathe et al. (2017) added that when employees’ 

psychological capital levels are high, both performance and employee retention improve. 

 

It was because of the above literature findings that this study adopted Luthans et al.’s (2004) 

definition of psychological capital. Their definition is consistent with Hobfoll et al.’s (2018) view 

of conservation of resources which emphasises that individuals with added resources (such 

as hope, efficacy, resilience, and optimism) are more susceptible to resource gains than they 

are to resource losses. 

 

The next section discusses and compares theories and models of psychological capital that 

are relevant to this study. 

 

3.2.2 Theories and models of psychological capital 
 

In this section, Luthans’ (2002) positive organisational behaviour (POB) and Luthans et al.’s 

(2007) theory of psychological capital are integrated, discussed, and compared. 
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Luthans’ (2002) positive organisational behaviour (POB) was drawn from Seligman’s (2002) 

positive psychology movement that emerged after World War II. This is a movement that 

shifted attention away from models focusing on pathological conditions to merely treat disease 

and sickness (Seligman, 2002). The main focus of the positive psychology movement was to 

build the best human qualities and to encourage environmental climates that stimulate the 

development of these qualities. The positive psychology movement encouraged people to 

enjoy life so as to feel the need to continue living (Luthans, 2002). In summary, the field of 

Positive Psychology concentrated on the following (Seligman, 2002): 

 

• Well-being and satisfaction 

• Flow, joy, sensual pleasures, and happiness 

• Optimism, hope, and faith 

 

In developing the concept of positive organisational behaviour, Luthans (2002) adopted 

Seligman’s (2002) positive psychology movement as a point of departure. According to 

Luthans (2002), positive organisational behaviour (POB) denotes a study and an application 

of human qualities that can be effectively measured, developed, and managed in order to 

improve workplace performance. The development of these qualities entails activities such as 

setting goals, sharing them with others, creating pathways to achieve them, contemplating 

possible obstacles to obtain success, giving encouragement through feedback, and reflecting 

on past successes and failures to build resilience (Du Plessis & Boshoff, 2018). In Luthans’ 

(2002) view, POB is also distinguished by its state-like qualities of confidence, hope, optimism, 

subjective well-being, and emotional intelligence (CHOSE).  

 

Luthans et al.’ (2007) theory of psychological capital was drawn from the POB. Psychological 

capital, as explained by Luthans et al. (2007), is an emerging positive psychology concept that 

is distinguished by its four capabilities of self-efficacy, optimism, hope, and resilience. It is 

linked to employees’ intellectual development and social integration and can help predict their 

retention behaviours (Sweet & Swayze, 2020). According to Luthans et al. (2007), 

psychological capital can also improve performance and help organisations gain competitive 

advantage. 

 

The qualities or capabilities that distinguish both theories are discussed next: 
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• Self-efficacy (confidence) 

 

In an early study by Bandura (1982) self-efficacy (confidence) was explained as individuals’ 

judgements about their own capabilities to successfully carry out tasks. In Luthans (2002), 

self-efficacy was explained as the confidence that individuals have in themselves to execute 

and accomplish tasks (Luthans, 2002). Self-efficacy relates to individuals’ motivation and inner 

beliefs to use their own capabilities for success (Luthans et al., 2007). It appears as though 

self-efficacy can influence the manner in which an individual comprehends, feels, and acts. 

Scholars agreed that self-efficacy relates to individuals’ abilities to use their own cognitive 

resources and actions to achieve goals (Ojedokun et al., 2013; Simons & Buitendach, 2013). 

However, according to Skaalvik and Skaalvik (2017) self-efficacy is a multidimensional 

construct that varies with the type of job, situation, availability of resources, and allocated time. 

 

Previous studies indicated that self-efficacious employees, including teachers, are able to set 

high goals, invest their efforts in accomplishing these goals, produce high quality results, and 

persevere when challenges occur (Day, 2013; Larson & Luthans, 2006; Luthans et al., 2006; 

Mouton et al., 2013; Ojedokun et al., 2013).  Studies also revealed the impact of self-efficacy 

on teachers’ work engagement by indicating that self-efficacious teachers are likely to be work 

engaged, less exhausted, job satisfied, and barely think about quitting (Skaalvik & Skaalvik, 

2017; Song et al., 2018).  According to research, teachers with low self-efficacy may suffer 

from depression, anxiety, helplessness, and disengagement when faced with challenges such 

as heavy workloads and misbehaving students (Klassen & Chiu, 2010). Like most individuals 

with low self-esteem, such teachers may easily surrender when challenges arise (Stajkovic et 

al., 2018). Furthermore, self-efficacy is peculiar in the sense that it can cross over from one 

partner to the next, and through mere interaction it can enhance another partner’s well-being 

and commitment at work (Hobfoll et al., 2018; Van Wingerden et al., 2017).   

 

Research further indicates that because self-efficacy is state-like, it can therefore be 

developed and improved through interventions (Costantini et al., 2017; Luthans et al., 2007). 

Scholars agreed that self-efficacy is adaptable and can thus be developed and enhanced 

through mastery, verbal persuasion, modelling, positive feedback, and physiological or 

psychological wellness (Luthans et al., 2007; Ojedokun et al., 2013). To develop self-efficacy 

(confidence) Luthans (2002) recommended the use of positive efficacy training and 

development programmes, since these encourage observation, extensive practice, and 

positive feedback. For instance, training modalities such as guided mastery can be used to 

help employees acquire relevant skills and transfer them back into their jobs. Cognitive 

mastery modelling can be most effective in building employees’ confidence in decision-making 
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and problem-solving since it teaches thinking skills through guidelines and application. 

Techniques on how to develop self-regulatory competencies can be useful in personal goal 

setting, self-monitoring, self-appraisal, and self-motivation. 

 

• Hope 

 

Adopted from positive organisational behaviour, hope was described by Luthans et al. (2007) 

as a distinct component that explains individuals’ will-power, way-power, and goals. According 

to Luthans et al. (2007), will-power describes individuals’ inner motivation to successfully 

complete tasks. Way-power relates to paths that they take to accomplish tasks at hand. A goal 

relates to a final point of destination after individuals have used both their way-power and will-

power. Costantini et al. (2017) agreed that hope relates to a person’s ability to look for goals, 

manoeuvre through paths, and persevere on the way to success. Individuals with the attribute 

of hope enjoy interacting with others, adapt easily to new relationships and environments, and 

are likely to feel less exhausted and more vigorous, dedicated and committed (Luthans, 2002; 

Luthans, 2011). Li (2012) revealed that teachers with hope never deviate from their goals. 

Instead, they attempt different teaching methods and approaches. Such individuals also have 

persistence to overcome challenges and attain desirable outcomes (Costantini et al., 2017). 

 

In Luthans (2002), significant relationships between hope, job satisfaction, and retention were 

highlighted. Employees with hope were reported to remain in their organisations for longer. 

Hopeful employees seemed to interact better with their work activities, and this shows that 

interventions directed at developing the quality hope could be of paramount importance 

(Costantini et al., 2017).  Such interventions may include training programmes that encourage 

participation in goal setting, programmes that help in developing alternative pathways and 

persistence skills when things do not go as planned, and those that train individuals to be 

mentally ready for future events (Luthans, 2002).  

 

• Optimism 

 

Luthans et al. (2007) described optimism as individuals’ positive beliefs about their present 

and future successes. According to Luthans (2011), optimism relates to individuals’ 

perseverance and motivation to achieve. In other studies, optimism is explained as a 

reinforcing skill that individuals use to prevent mental disorders (Luthans, 2002; Seligman, 

2002). Research showed that optimistic individuals often view setbacks as external, temporal, 

and specific to certain situations (Luthans, 2011). This shows that optimism goes far beyond 

future predictions and good expectations that individuals have, as it is based on explanations, 
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self-discipline, analysis of past events, contingency planning, and preventative care (Luthans 

et al., 2007). Ching-Sheue (2015) discovered that optimistic teachers are devoted and 

passionate about their teaching.  To them optimism is a source of strength that activates their 

engagement and commitment for teaching. Studies also revealed that this psychological 

capital capability is a realistic, flexible, and dynamic construct of positive psychology that can 

be learned through training and development interventions (Beal III et al., 2013; Collum, 2012; 

Costantini et al., 2017; Luthans, 2011). Such interventions are crucial since they can help 

reduce employees’ stress levels and also enhance job satisfaction and retention (Luthans, 

2002). Interventions directed at developing optimism can provide useful guidance that could 

further help employees identify and evaluate false beliefs about themselves and their own 

worlds (Luthans, 2002). Furthermore, untrue beliefs could be replaced with positive and true 

thoughts. Stander et al. (2015) supports that optimism acts as a mediator that can translates 

personal resources into positive outcomes.  

 

• Subjective well-being (happiness) 

 

According to Luthans (2002), a subjective well-being (happiness) relates to people’s emotional 

and mental evaluation on how satisfied they are with life. Luthans (2002) pointed out a direct 

relationship between employees’ subjective well-being and their job satisfaction, wherein a 

subjective well-being was found to be a predictor of job satisfaction. This finding suggested 

that employees who are satisfied with their own lives are most likely to be satisfied with their 

jobs as well.  

 

• Emotional intelligence 

 

Emotional intelligence relates to individuals’ abilities to continuously observe their own feelings 

and emotions, to consider those of others, and also draw conclusions that direct their action 

(Luthans, 2002). In Luthans’ (2002) view, employees who are emotionally intelligent are likely 

to be more social and happier in life. They also tend to have better working relations with other 

people and are able to build and sustain social networks to get ahead in life. Leaders with 

emotional intelligence also tend to be more sensitive when giving feedback, and their 

sensitivity can strengthen the commitment of those under their leadership. Therefore, 

interventions directed at developing emotional intelligence can help both leaders and 

employees manage their own emotions and cope better with workplace challenges (Luthans, 

2002). Industrial psychologists and human resource practitioners can introduce these 

interventions to strategically help Black South African teachers maintain healthy relationships 

and handle pressures that emerge from their school environments (Shafiq & Rana, 2016). 
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• Resilience 

 

Luthans et al. (2007) described resilience as an individual’s ability to bounce back when 

problems arise. Resilience is a positive phenomenon that explains an individual’s ability to 

quickly adapt or move out of significant adversity (Flint-Taylor et al., 2014; Kotzé & Nel, 2013; 

Luthans, 2011). Literature studies agreed that resilient individuals can successfully manipulate 

their environment to protect themselves from consequences of adverse events (Kotzé & Nel, 

2013; Luthans, 2011; Simons & Buitendach, 2013). They can do this by using both their 

internal (confidence and determination) and external (support from friends and family) 

protective measures. Because resilient individuals are able to recognise and accept 

challenges, they can take proactive and reactive measures, they can use their failures as 

stepping stones for growth and success, and it also seems that these individuals flourish more 

than other people (Kotzé & Nel, 2013; Pillay et al., 2014; Shelton & Renard, 2015). Studies on 

teachers supported that resilient teachers are also able to overcome stressful teaching 

environments (Fernandes et al., 2019). Although resilience may not relate to employees’ work 

engagement (Costantini et al., 2017), it can however fuel individuals’ positive emotions and 

restore other psychological capital capabilities (hope, optimism, and self-efficacy) (Coetzee et 

al., 2015; Day, 2013, Luthans, 2011; Pillay et al., 2014).  

 

The above literature studies emphasised the role played by psychological capital capabilities 

in improving performance and organisational competitiveness. Their role in individuals’ 

intellectual development and social integration was highlighted (Luthans et al., 2007). 

Although the concept of psychological capital is widely researched, even within the South 

African context, its role in explaining the relationship dynamics between Black South African 

teachers’ work engagement and the retention outcomes of this study has been under-

researched. This study therefore adopted Luthans et al.’s (2007) theory of psychological 

capital to explore these relationships and make conclusions regarding the retention of Black 

South African teachers working in previously disadvadvantaged schools. 

 

3.2.3 Core conclusions 
 

The previously discussed literature findings suggested that psychological capital, which is a 

state-like resource, can be easily taught and developed through training interventions to 

improve employee performance and retention (Luthans & Youssef-Morgan, 2017). 

Distinguished by its flexibility to change and development, psychological capital is an intrinsic 

and most valuable cognitive resource that needs conservation (Luthans & Youssef-Morgan, 

2017; Hobfoll et al., 2018). It is a positive psychology construct that is characterised by the 
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four capabilities of hope, self-efficacy, resilience, and optimism (Luthans & Youssef-Morgan, 

2017).  

 

The element of hope denotes individuals’ will-power, way-power, and goals (Luthans et al., 

2007). In teachers, hope relates to their abilities to set goals, work hard and persevere to 

achieve those goals (Du Plessis & Barkhuizen, 2012; Hansen et al., 2015; Shelton & Renard, 

2015). Self-efficacy on the other hand explains individuals’ confidence to execute and 

accomplish tasks (Luthans, 2002). Resilience relates to their ability to bounce back from 

unpleasant conditions (Luthans et al., 2007). It appears that resilient teachers are most likely 

to flourish in life because of their ability to overcome stressful situations (Fernandes et al., 

2019). Literature considers optimism as a skill that individuals use to translate their personal 

resources into positive outcomes (Stander et al., 2015). To optimistic individuals, failures and 

misfortunes are merely external, temporal, and specific to situations (Luthans, 2002; 

Seligman, 2002). Optimism, just like hope, self-efficacy, and resilience, is an inner strength 

which, when developed, can activate and enhance teachers’ work engagement and 

organisational commitment (Ching-Sheun, 2015).  

 

Based on the above literature findings, this study therefore assessed whether psychological 

capital can explain connections between work engagement and the three retention outcomes 

of organisational commitment, job satisfaction, and satisfaction with human resource retention 

practices within an African high school teacher context.  

3.3 OCCUPATIONAL PASSION 
 

This section provides a critical comparison of the core definitions and themes of occupational 

passion from various academic scholars. The relevant theories and models of occupational 

passion that are relevant to this study are discussed and compared, and the core conclusions 

are drawn. 

 

3.3.1 Conceptualisation of occupational passion 
 

‘Passion’ is an ancient concept that can be traced back to Descartes’ (1596-1650) last 

publication ‘Les passions de lame’, which was translated into ‘passion of the soul’ (Descartes, 

1989). In Descartes’ (1989) translated version, ‘passion’ was interpreted as a strong emotion 

and an excitement or enchantment of the heart, blood, and spirit. For centuries the word 

‘passion’ was associated with love rather that work (Vallerand, 2015). This was due to lack of 

scientific evidence relating to passion towards work activities or tasks. It was only in 2003 that 
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the concept of work (occupational) passion or passion towards an activity emerged (Vallerand, 

2015).  

 

In 2003, Vallerand and his team of researchers developed a motivational approach that was 

aimed at defining and measuring the construct of passion (Vallerand, 2015). Their approach 

also provided a theoretical background of this construct. They then defined passion as strong 

feelings that individuals have towards the activities that they like, value the most, and invest 

their time and energy in (Vallerand et al., 2003). These researchers further emphasised that 

passion can stimulate both positive and negative emotions. They believed that passion can 

motivate individuals, promote their well-being, and make their lives more meaningful, while 

the same passion can also interfere with individuals’ abilities to balance their own lives 

(Vallerand et al., 2003). Carbonneau et al. (2010) supported this view by associating the 

concept of occupational passion with components of flow, affect, and vitality. These scholars 

also emphasised that people’s strong inclination to undertake tasks can have an indirect 

impact on their psychological and physical well-being. 

 

Day (2004) seemed to agree with the positive element of occupational passion by relating 

teachers’ passion to their expressions of enthusiasm, caring, commitment, and hope. 

Passionate teachers, according to Day (2004), are those who also display intellectual and 

emotional strength to work with both young learners and adults alike. Zigarmi et al. (2009) built 

on Vallerand and Houlfort’s (2003) definition of occupational (work) passion by providing a 

more detailed definition of occupational passion. According to Zigarmi et al. (2009), 

occupational passion refers to an employee’s persistent and emotionally positive state of well-

being that is derived from continuous cognitive and affective appraisals of various job and 

organisational situations, which result in constructive work intentions and behaviours.  

 

This study adopted Vallerand et al.’s (2003) dual approach to passion. Research revealed that 

when employees’ passion for work has been internalised and well managed, it can enhance 

their work engagement, organisational commitment, and job satisfaction (Burke et al., 2015). 

The chosen definition portrays occupational passion as a motivational force that is worthy of 

conserving, since it can either push employees towards organisational activities or simply 

encourage them to take part willingly (Hobfoll et al., 2018; Vallerand & Houlfort, 2003). 

 

In the next section, the theories and models of occupational passion that are relevant to this 

study are discussed and compared. 
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3.3.2 Theories and models of occupational passion 
 

In this section, the two models of occupational passion discussed and compared are Vallerand 

et al.’s (2003) model of harmonious and obsessive work passion and Zigarmi et al.’s (2009) 

model of work passion. 

 

3.3.2.1 Vallerand et al.’s (2003) model of harmonious and obsessive work passion 

 

Passion is a positive psychology concept which, according to Vallerand et al. (2003), explains 

how certain activities make people’s lives worthy of living. Passion refers to a strong inclination 

towards activities that an individual likes, finds important, and invests time and energy in doing 

(Vallerand et al., 2003).  Lalande et al. (2017) emphasised that people can only be passionate 

about activities that satisfy their psychological needs relating to autonomy (a need to be free 

to make decisions), competence (a need to function well within the environment) and 

relatedness (a need to relate and connect with those around them). According to Vallerand et 

al. (2003) the concept of occupational passion is distinguished by the two elements of 

obsessive passion and harmonious passion, which are widely recognised in passion studies.  

 

Obsessive passion was described by Vallerand et al. (2003) as a controlled internalisation of 

an activity into a person’s identity. Obsessive passion is an inner force of guilt that motivates 

and controls employees to engage in role activities (Vallerand et al., 2003). Teng et al. (2021) 

agreed that obsessively passionate employees engage better in work activities; however, they 

do so in order to be recognised by others. These individuals have a desire to build their self-

worth and self-esteem, and this is what pushes them to engage more. Obsessive passion 

seems to have its own flaws and benefits. Vallerand et al. (2003) revealed that obsessively 

passionate employees are most likely to depend on their work if not controlled by it. They tend 

to neglect other areas of their lives such as family and health, and choose to remain persistent, 

productive, profitable, and highly competitive. Because they deprive themselves of family time, 

they usually end up feeling overburdened, depressed, and tempted to resign (Astakhova & 

Porter, 2015; Houlfort et al., 2012; Lalande et al., 2017). 

 

Harmonious passion was described by Vallerand et al. (2003) as an autonomous 

internalisation of an activity into a person’s identity. What stands out about this element of 

occupational passion is that it usually results in positive experiences (Vallerand et al., 2003). 

This is because harmoniously passionate employees are able to work around their schedules 

to accommodate non-work activities. Unlike obsessively passionate employees who are 

controlled by their activities, individuals with harmonious passion are more in control, and also 
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tend to be more flexible and adaptive (Lalande et al., 2017; Vallerand et al., 2003). In a 

teaching context, harmoniously passionate teachers invest more hours in teaching (Houlfort 

et al., 2012). These teachers are able to find a balance between work and family time, and 

therefore willingly take work home. Unlike obsessively passionate employees who are highly 

competitive and more dependent on their work, harmoniously passionate teachers function 

better in less competitive environments (Astakhova & Porter, 2015). Nevertheless, both 

obsessive and harmonious passion were reported to increase employees’ level of 

engagement at work (Teng et al., 2021). Literature studies revealed less about the conditional 

effect that occupational passion might have on other psychological factors other than work 

engagement, hence this study explored this effect in a mediation analysis that informs the 

retention of African teachers. 

 

3.3.2.2 Zigarmi et al.’s (2011) model of work passion 

 

Zigarmi et al.’s (2009) model of work passion emerged a few years after Vallerand et al. (2003) 

coined the concept of occupational passion. Zigarmi et al.’s (2011) intention to develop the 

work passion model was to refine this construct by proposing a model that incorporates 

personal appraisal and the four elements of cognition, affect, well-being, and intention. Their 

model also includes environmental and personal antecedents such as job or organisational 

characteristics and individuals’ beliefs, interests or traits to clarify the concept of work passion. 

After extensive examination of literature, these authors formulated a definition that explained 

work passion as an employee’s state of well-being (with persistence, positive emotions, and 

meaningfulness) that is derived from both cognitive and affective appraisals of job and 

organisational characteristics which result in productive and consistent intentions and 

behaviours at work. As depicted in Figure 3.2, occupational passion thus relates to an 

employee’s sense of well-being that leads to fruitful work-related intentions and behaviours 

(Zigarmi et al., 2011). 
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Figure 3.2  

Employee Work Passion Model 
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Source: Adapted from “A preliminary field test of an employee work passion model,” by D. 
Zigarmi, K. Nimon, D. Houson, D. Witt, and J. Diehl, 2011, Human Resource Development 
Quarterly, 22(2), p. 198. 
 

As illustrated in Figure 3.2, Zigarmi et al. (2011) used the appraisal process to explain the 

internal process that influences an employee’s passion for work. Their work passion model 

highlighted an appraisal process that illustrates how events and experiences influence an 

employee’s well-being. The emphasis was on individuals’ continuous affective and cognitive 

appraisal of work experiences that result in well-being and intentions about work (Zigarmi et 

al., 2018). In a study by Lazarus (1993), the concept of appraisal was defined as a process 

that involves active interaction between environmental factors and individuals’ personal 

beliefs. Appraisal is a process by which individuals continuously assess their environment for 

reasons related to their well-being (Lazarus, 1993). During this appraisal process, individuals 

formulate their opinions and intentions based on how they experience the world around them 

(Zigarmi et al., 2011). They compare their perceived characteristics with their existing beliefs, 

expectations and history. Zigarmi et al. (2011) explained the development of employee work 

passion by adopting and infusing the components of the social cognitive appraisal model in 

the work context. These components include cognitive, affective, well-being, and intentions. 

 

The work cognitive component refers to the logical judgements that individuals formulate 

through their thought patterns or mental structures, which are based on appraised work 

experiences (Zigarmi et al., 2009). According to Zigarmi et al. (2018), work cognitive is a 

process of describing experiences and weighing alternative methods by evaluating the 

Organizational 

Characteristics 

 

Job 

Characteristics 

 

Personal Characteristics 

                                                                        

                                                  

 

 

 

 

 

 

 

 

Organiational 

Role 

 

Job              

Role 

B h i  

Cognition 

                

Affect 

Well-

Being 
Intention 

NEGATIVE         

 

       

POSITIVE  

 

NEGATIVE       

POSITIVE  

 



 
 

93 
 

outcomes of behaviour and the contributing factors that led to those outcomes. Egan et al. 

(2019) revealed that employees who cognitively appraise their work experiences are likely to 

generate either positive or negative affects that turn into positive or negative job well-being. It 

is through this continuous process of appraisal that individuals’ intentions to engage in job 

activities starts to formulate work passion. 

 

According to Zigarmi (2011), work affective refers to employees’ lasting emotions about the 

significance of their work experiences and well-being. These emotions are usually developed 

during and after the formulation of logical judgements. Egan et al. (2019) explained affect as 

a personal characteristic that embodies both positive and negative human emotions. A positive 

affect, like harmonious passion, is a favourable emotional experience that has a strong impact 

on the employee’s intentions to engage (Birkeland & Buch, 2015; Egan et al., 2019; Perrewé 

et al., 2014). It relates to employees’ enthusiasm, activeness, happiness, contentment, and 

relaxation (Watson & Stanton, 2017). Negative affect, on the other hand, like obsessive 

passion, relates to lower levels of satisfaction with life, and may include nervousness, hostility, 

sadness, unhappiness, and dullness (Birkeland & Buch, 2015; Watson & Stanton, 2017). 

Zigarmi et al. (2009) highlighted that when developing employees’ passion for work, affect 

becomes an important construct that helps in determining employees’ levels of work 

engagement and organisational commitment (Zigarmi et al., 2009). 

 

Job well-being is another component of the social cognitive appraisal that plays a significant 

role in the development of employee work passion. According to Zigarmi et al. (2009), job well-

being is a condition that employees derive from their work, social relationships, and families. 

Zigarmi et al. (2011) described job well-being in the same manner that Schaufeli et al. (2002) 

described work engagement, as an employee’s positive mental state that is distinguished by 

vigour, dedication, and absorption. Job well-being was used in the appraisal process to explain 

both the affective and cognitive parts of the process (Peyton & Zigarmi, 2021). 

 

The construct of intention is described as a double-barrelled concept with decisional intention 

on the one hand and intention strength on the other (Rhodes & Rebar, 2017). A decisional 

intention is explained by a person’s decision to take action, and it includes a person’s plans or 

aims, whereas intention strength is explained by a person’s commitment to act, and includes 

efforts and motivation to take action. Rhodes and Rebar’s (2017) definition of intention 

strength seems to relate with Zigarmi et al.’s (2011) concept of work intention which explains 

employees’ commitment based on inferences drawn from job well-being. According to Zigarmi 

et al. (2011), work intention forms part of an employee’s appraisal process, and stems from 

environmental experiences that result in organisational or job role behaviours. Work intentions 
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include employees’ involvement in discretionary efforts, their willingness to perform at higher 

levels, and the support they show towards their organisations through commitment and 

retention (Egan et al., 2019). Although Zigarmi et al.’s (2011) model may not have been 

extensively explored within the African school context, it can assist in this study to inform 

practitioners about the necessary interventions that can enhance teachers’ occupational 

passion. 

 

Vallerand et al.’s (2003) model of harmonious and obsessive work passion is relevant for this 

study. Although their model has been widely researched and tested, it has not been 

extensively explored within the African high school context. 

 

3.3.3 Core conclusions 

 
Literature findings discussed above define occupational passion as a strong emotion towards 

the work that employees value and invest time and energy in (Vallerand et al., 2003). 

Occupational passion explains a person’s state of persistence, positive emotion, and well-

being derived from cognitive and affective appraisal related to the characteristics of a job and 

those of an organisation (Zigarmi et al., 2011). During this appraisal, employees continuously 

assess the events and experiences that influence their well-being and work intention (Lazarus, 

1993; Zigarmi, 2018). Through this process, they formulate logical judgements, lasting 

emotions, positive work-related states of mind, and commitment to take action (Zigarmi, 2011).  

 

Research further explained the importance of a well-balanced occupational passion in the 

lives of employees. Studies revealed that, when balanced well, occupational passion can 

enhance a person’s physical and psychological well-being, and can also promote a meaningful 

life (Carbonneau et al., 2010; Vallerand et al., 2003). Because an unbalanced occupational 

passion can get in the way of a person’s success, a well-managed and internalised 

occupational passion can enhance employees’ work engagement, organisational 

commitment, and job satisfaction (Burke et al, 2015). According to Day (2004), occupational 

passion in teachers is deeply rooted in their enthusiasm, hope, caring, and commitment in the 

teaching profession. 

 

A study by Lalande et al. (2017) revealed that occupational passion becomes possible when 

individuals are free to make decisions. It is also so when they are competent enough to 

function within their environments and can connect with those around them. What 

distinguishes occupational passion from other forms of passion is the component of obsessive 

passion (an internal force that controls and motivates individuals to engage) and the 
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component of harmonious passion (a self-directing internalisation of activities into a person’s 

identity) (Vallerand et al., 2003).  

 

Teachers who are controlled by their work to a point where they neglect other important areas 

of their lives such as their health and families are considered as obsessively passionate about 

teaching (Lalande et al., 2017; Vallerand et al., 2003), whereas those who have more control 

and can balance their lives to accommodate non-work roles are regarded as being 

harmoniously passionate. Research revealed that harmoniously passionate teachers are likely 

to function better in less competitive environments, that is, when compared to those who are 

obsessively passionate about their teaching roles (Astakhova & Porter, 2015). 

 

As a motivational force and a resource worthy of conservation, occupational passion therefore 

becomes relevant in explaining how certain activities make people’s lives worth living, and 

also in encouraging individuals to take part in organisational activities (Hobfoll et al., 2018; 

Vallerand & Houtfort, 2003). Although the concept of occupational passion has not been widely 

explored within the African school setting, in this study it was considered a resource that could 

help explain connections between the variables in order to inform the retention of Black South 

African high school teachers. 

 

3.4 BIOGRAPHICAL VARIABLES INFLUENCING WORK ENGAGEMENT, 
PSYCHOLOGICAL CAPITAL, AND OCCUPATIONAL PASSION 

 

In this section the biographical variables that influence teachers’ work engagement, 

psychological capital, and occupational passion are discussed. These variables include age, 

gender, marital status, and tenure. 

 
3.4.1 Age 
 

Literature studies revealed the impact of employees’ age on their work engagement. For 

instance, Kumar et al. (2020) discovered that older employees above the age of 45 years are 

likely to interact better with their work roles. This is because these individuals have advanced 

coping strategies and may therefore experience fewer challenges at work (Kumar et al., 2020; 

Skaalvik & Skaalvik, 2017). Older teachers may know how to discipline their students and are 

best at maintaining good relations with the parents of their students (Skaalvik & Skaalvik, 

2017). This does not imply, however, that older teachers successfully accomplish their tasks.  
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To support younger employees manage work pressures and interact better with their work 

activities, Van Westhuizen et al. (2015) emphasised the usefulness of induction programmes 

for this younger generation. Yang and Matz-Costa (2017) pointed out that being younger than 

a supervisor can lead to higher levels of work engagement. The age of the supervisor and the 

complexities around peer, friend, and boss relations were considered to impact greatly on 

employees’ engagement at work.  

 

Studies further revealed that when individuals grow in age their levels of psychological capital 

could diminish (Sawatsupaphon & Andrews, 2017).  Old age was associated with high stress 

levels, weakened well-being, and reduced engagement at work (Malik & Fatimah, 2016; Poots 

& Cassidy, 2020). Studies further revealed associations between age and occupational 

passion. Birkeland and Buch (2015) argued that older employees are more harmoniously 

passionate at work than their younger colleagues. This means that as individuals get older, 

they become flexible, more adaptive, and better at organising their schedules (Lalande et al., 

2017; Vallerand et al., 2003). Li et al. (2017), however, challenged this view by highlighting 

negative associations between employees’ age and their passion for work. 

 

3.4.2 Gender 
 

Research indicated that female and male teachers differ in terms of their engagement at work. 

Female teachers were reported to interact less with their work than males due to their dual 

roles (Sharma et al., 2017; Skaalvik & Skaalvik, 2017). Studies showed that imbalances 

between the roles played by women at home and at work can cause emotional exhaustion 

and burnout (Skaalvik & Skaalvik, 2017). Mukherjee and Srivastava (2017) further discovered 

that female employees are likely to display lower levels of hope when compared to males, and 

higher levels of optimism, resilience, and confidence, but Demirtaş and Küçük (2019) 

discovered higher levels of hope in female teachers. Despite these discoveries, there were 

studies that revealed no relationships between gender and the psychological resources of 

work engagement (Kumar et al., 2020) and psychological capital (Suvanova et al., 2019). With 

regards to occupational passion, a study by Li et al. (2017) indicated that female employees 

are most likely to be more harmoniously passionate than their male counterparts.  

 

3.4.3 Marital status 
 

Although some studies indicated no significant relations between marital status and employee 

work engagement (Sharma et al., 2017; Wang et al., 2017), research by Sharma and Kaur 

(2019) revealed the impact of marital status on employee work engagement. Sharma and Kaur 
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(2019) indicated that single employees (divorced, widowed, and unmarried) engage more 

effectively at work than their married counterparts. These authors believed that less exposure 

to personal, organisational, and societal barriers enables single employees to progress easily 

to senior managerial positions. Research further revealed that the life experiences, family 

responsibilities, and obstacles that married teachers overcome may force them to be more 

resilient, hopeful, optimistic, and confident in their professional lives (Demirtaş & Küçük, 2019). 

There seem to be paucity of research relating to the impact of marital status on occupational 

passion. 

 

3.4.4 Tenure 
 

A relationship between teachers’ tenure and work engagement was revealed in a study by 

Faskhodi and Siyyari (2018). Unlike Kumar et al. (2020) who found no relationship between 

employees’ tenure and work engagement, Faskhodi and Siyyari (2018) discovered that 

teachers with more years in teaching interact better with their work than those with fewer 

years. It seems that the teaching techniques and strategies gained over the years of teaching 

contribute to teachers’ proficiency, hence the enhanced levels of engagement (Faskhodi & 

Siyyari, 2018). Literature also showed that when beginner teachers with less tenure receive 

support from their experienced colleagues, their confidence rises, and they start to manage 

their classrooms better and interact more with their teaching activities (Faskhodi & Siyyari, 

2018). This is because employees who are rich in psychological capital (hope, optimism, 

resilience, and confidence) are able to express their opinions well and can positively contribute 

in decision making (Bouzari & Karatepe, 2017).  

 

Jeong and Baek (2017) who hypothesised negative associations between tenure and 

psychological capital discovered that tenure has no weakening effect on any of the elements 

of psychological capital. Ozturk and Karatepe (2019) also discovered that tenure has no effect 

on psychological capital and on the outcome variables of this study. However, concerning 

occupational passion, Li et al. (2017) discovered negative associations between tenure and 

employees’ passion for work. These findings opposed Birkeland and Buch (2015) who 

indicated that as employees’ tenure rises so does their harmonious passion for work.  

 

3.4.5 Core conclusions 
 

Literature pointed out connections between employees’ biographical characteristics and 

psychological resources. Studies on teachers revealed that older teachers interact better with 

their teaching roles than their younger colleagues who lack experience in classroom 
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management and coping skills (Kumar et al., 2020; Skaalvik & Skaalvik, 2017; Van 

Westhuizen et al., 2015). Research also indicated that a rise in employees’ age can reduce 

their psychological capital and occupational passion levels and can also weaken their well-

being (Li et al., 2017; Malik & Fatimah, 2016; Poots & Cassidy, 2020; Sawatsupaphon & 

Andrews, 2017). 

 

Literature further highlighted lower levels of work engagement amongst female teachers who 

have dual roles (Sharma et al., 2017; Skaalvik & Skaalvik, 2017). It was also reported that 

female employees are likely to display higher levels of optimism, hope, resilience, self-efficacy, 

and occupational passion when compared to males (Demirtaş & Küçük, 2019; Mukherjee & 

Srivastava, 2017). Concerning marital status, Sharma and Kaur (2019) pointed out that 

personal, organisational, and societal barriers have a detrimental effect that can reduce work 

engagement in married employees. Although these barriers can conversely strengthen 

married teachers’ psychological capital capabilities of optimism, hope, resilience, and self-

efficacy (Demirtaş & Küçük, 2019). 

 

Research on tenure revealed that more years spent in teaching can improve teachers’ 

teaching techniques and engagement at work (Faskhodi & Siyyari, 2018). Studies therefore 

recommended that beginner teachers be given support in terms of classroom management, 

as such could improve their engagement and advance their proficiency in teaching (Faskhodi 

& Siyyari, 2018). Studies furthermore revealed that the longer an employee stays in an 

occupation, the less passionate they may be about that occupation (Li et al., 2017).  

 

3.5 SYNTHESIS AND EVALUATION 
 
The above section mainly focused on the conceptualisation of personal resources (work 

engagement, psychological capital, and occupational passion) and provided a foundation for 

the construction of a retention model for Black South African high school teachers. 

 

Scholars agreed on the significant role played by work engagement in predicting the outcome 

variables of this study. Research emphasised that engaged employees are distinguished by 

their energy, their involvement in work activities, and by their perseverance during challenging 

times (Borowski, 2018; Maslach, 1998; Schaufeli et al., 2002). In describing work engagement, 

Schaufeli et al. (2002) pointed out the three main dimensions of work engagement, which are 

vigour (physical), dedication (emotional), and absorption (mental). Their view on work 

engagement seemed to align with Kahn’s (1990) grounded theory on engagement, which 

offers a more comprehensive understanding of this concept.  
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In Kahn’s (1990) perspective, engaged employees are those who consider their work to be 

meaningful and feel safe in employing themselves in work roles. Studies reported that 

teachers who are in an engaged state are likely to go beyond their scope of work (Falout & 

Murphey, 2018; Gerlach & Gockel, 2018). Such teachers have the autonomy to carry out tasks 

with no threats from daily risks. They are physically, cognitively, and emotionally available to 

diligently share their knowledge and apply their skills (Cai et al., 2018). Scholars agreed that 

mental powers and persistence are found in engaged employees (Bakker, Demerouti & Sanz-

Vergel, 2014; Bakker & Leiter, 2010; Little, Nelson, Wallace & Johnson, 2011). Scholars 

further supported that engaged teachers are innovative and have complete control over their 

teaching activities (Aguinis & Glavas, 2019; Dehaloo & Schulze, 2013; Hakanen et al., 2006; 

Lassibille, 2012). Because engaged teachers are fully engrossed at work, they therefore find 

teaching to be satisfying, and hence they easily commit and remain in it for longer. 

  

Psychological capital was another concept discussed in this chapter. Psychological capital is 

a concept of positive psychology that was coined by Luthans et al. (2004) to help develop 

human strengths and qualities. To most scholars, psychological capital is a valuable cognitive 

resource with the four elements of hope, efficacy, resilience, and optimism that can be taught 

and developed through training intervention programmes (Hobfoll et al., 2018; Luthans et al., 

2004; Luthans & Youssef-Morgan, 2017). Research revealed that when the four elements of 

psychological capital are developed in employees, they can help enhance their levels of work 

engagement and job satisfaction, and eventually encourage their retention (Luthans, 2002).  

This is because psychological capital capabilities are regarded as the strengthening resources 

that can help prevent mental disorders in employees (Luthans, 2002; Seligman, 2002). 

Psychological capital capabilities are also useful tools that can help teachers overcome 

stressful situations, achieve goals, flourish, and commit to their schools (Ching-Sheun, 2015; 

Du Plessis & Barkhuizen, 2012; Fernandes et al., 2019; Hansen et al., 2015; Shelton & 

Renard, 2015). 

 

Occupational passion was a third concept discussed in this chapter. According to Day (2004) 

teachers’ passion for work relates to their expressions of enthusiasm, care, commitment, and 

hope. Although passion can sometimes interfere with a person’s work-life balance and lead to 

depression and resignation, it also has a motivating element that instils meaning and worth in 

peoples’ lives (Astakhova & Porter, 2015; Houlfort et al., 2012; Lalande et al., 2017; Vallerand 

et al., 2003). The element of occupational passion that obstructs the balance between work 

and family life is obsessive passion, while that which leads to positive experiences is 

harmonious passion (Vallerand et al., 2003). In explaining the development of occupational 
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passion, Zigarmi et al. (2011) adopted and infused components of the internal appraisal 

process such as cognitive, affective, well-being, and intentions. Studies revealed that 

employees who continuously assess their environment or cognitively appraise their work 

experiences can generate lasting emotions that enhance well-being and develop passion 

(Egan et al., 2019; Zigarmi et al., 2011). Literature further indicated that cognitive appraisal 

and work affect are not limited to enhancing employee well-being, but they can also stimulate 

employees’ engagement at work, commitment, and satisfaction with work (Birkeland & Buch, 

2015; Egan et al., 2019; Perrewé et al., 2014; Watson & Stanton, 2017).  

 

Although studies revealed clear connections between teachers’ work engagement and the 

outcome variables of this study (organisational commitment, job satisfaction, and satisfaction 

with human resource retention practices), there seemed to be paucity of research that explains 

the mediating role of psychological capital capabilities in these connections, more specifically 

within the context of Black South African high school teachers. There is also lack of research 

that explains the strengthening role of occupational passion in these connections. That is the 

reason why this study explored the mediation effect of psychological capital together with the 

moderating role of occupational passion in the links between work engagement and the three 

outcome variables in an African high school context. 

 

3.6 CHAPTER SUMMARY 
 

This chapter addressed the second part of literature research aim 1, which was to 

conceptualise work engagement, psychological capital, and occupational passion in a 

psychosocial model of retention. More specifically, this chapter firstly conceptualised and then 

provided relevant theories of work engagement, psychological capital, and occupational 

passion respectively. Thereafter, a discussion on biographical variables influencing each of 

the three psychological resources was provided, and finally, core conclusions were stated.  

 

The next chapter (chapter 4) addresses literature research aim 2, by exploring the relationship 

dynamics and the implications of the theoretical psychosocial model of retention for 

intervention design aimed at retaining Black South African high school teachers. 
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CHAPTER 4:  THEORETICAL INTEGRATION: TOWARD CONSTRUCTING A RETENTION 
MODEL FOR BLACK SOUTH AFRICAN TEACHERS 

 

Chapter 4 addresses literature research aim 2 by critically evaluating the theoretical integration 

between the outcomes, the antecedent, the mediator, and the moderator variables of this 

study from an overarching theoretical lens of conservation of resources (COR) theory (Hobfoll, 

1989). This chapter further evaluates the implications of the theoretical psychosocial model of 

retention for informing intervention design. Figure 4.1 presents the conceptual model for this 

research. 

 

The central research hypothesis is as follows: The relationship dynamics among 

organisational commitment, job satisfaction, and human resource retention practices 

satisfaction and work engagement, psychological capital and occupational passion highlight 

core elements that may inform the construction of a psychosocial model for the retention of 

Black South African high school teachers. 
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Figure 4.1  

Proposed Conceptual Model of the Study 

Source: Author’s own work
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4.1 THEORETICAL LENS OF THE STUDY 
 

This study used Hobfoll’s (1989) Conservation of Resource (COR) theory as an overarching 

theoretical lens to explore the relationship dynamics between work engagement (an 

antecedent), psychological capital (a mediator), and occupational passion (a moderator) in 

explaining teachers’ levels of organisational commitment, job satisfaction, and human 

resource retention practices satisfaction. According to the COR theory (Hobfoll et al., 2018), 

individuals will acquire valuable resources and protect and preserve them in their reserve 

tanks for times of need. The basic principle behind this theory is that loss of resources is 

noticeable and therefore needs to be avoided, and failure to do so may lead to defensive, 

irrational, and aggressive behaviours. Applied to teachers, this principle means that a 

depletion in teachers’ work engagement, psychological capital, and occupational passion 

resources may have negative consequences, hence recovery or regain of such resources 

becomes essential in boosting teachers’ commitment, job satisfaction, and retention.  

 

According to Hobfoll et al. (2018), Conservation of Resources theory (COR) is a motivational 

philosophy that emphasises the notion that individuals will make every effort to obtain, retain 

and protect those things that they consider worthy and important. The COR theory (Hobfoll, 

1989; Hobfoll et al., 2018) highlights that individuals will acquire and preserve in their reserve 

tanks resources that are key for times of need. Following is a summary of the basic principles 

of the COR theory, which are also illustrated in Figure 4.2. 

 

• Resource loss is more noticeable than resource gain. 

• Resources need to be invested in order to avoid loss or to gain more. 

• When resource loss is high, resource gain becomes more important and gains 

momentum and strength. 

• When resources are depleted, individuals become more defensive, irrational and 

aggressive. This reaction allows them time to recover or regain that which had been 

lost. 
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Figure 4.2 

Illustration of the Core Principles of COR (Conservation of Resource) Theory 

 

 

 

 

 
 

 

 

 

 

 

 
 

Source: Author’s own work 

 

With reference to the principles of the COR theory (Hobfoll, 1989; Hobfoll et al., 2018), this 

study followed an understanding that a loss in teachers’ resources such as work engagement, 

psychological capital, and occupational passion can become noticeable. Therefore, investing 

in these resources and guarding against their loss or reclaiming them when lost may be 

crucial. This means that when there is a high loss in teachers’ resources (such as work 

engagement, psychological capital, and occupational passion) or when teachers’ resources 

deplete, recovery or regain becomes essential for the attainment of outcomes (such as 

organisational commitment, job satisfaction, and satisfaction with human resource retention 

practices). This is why this study assumed that restored psychological capital capabilities (a 

mediating variable) can explain positive links that might exist between work engagement and 

the outcomes of organisational commitment, job satisfaction, and human resource retention 

practices satisfaction. The study furthermore assumed that these links may be conditional 

upon the psychological resource of occupational passion (a moderating variable), which is 

most popular for enhancing well-being and embedding meaningfulness into the lives of 

individuals (Vallerand et al., 2003). 

 

The principles of the Conservation of Resource (COR) theory (Hobfoll, 1989) are therefore 

crucial in the construction of a psychosocial retention model for Black South African teachers, 

Core 
principle of 

COR 
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simply because the COR theory (Hobfoll, 2001) stresses that there may be psychological 

gains if individuals (including teachers) invest in personal resources (work engagement, 

psychological capital, and occupational passion). For instance, investment in or protection 

against loss in teachers’ vigour, dedication, and absorption can enhance their commitment, 

job satisfaction, psychological well-being, and also predict their turnover intentions (Arrey, 

2014; Bakker et al., 2003; Hobfoll, 2001; Hobfoll et al., 2018; Lassibille, 2012; Van Wingerden 

et al., 2017; Victor & Hoole, 2017).   

 

Investment in psychological capital is just as important, as teachers in possession of the 

capabilities of hope, optimism, resilience, and self-efficacy are likely to gain more resources 

and become less susceptible to resource loss (Hobfoll, 2001). For example, when teachers’ 

work engagement resource depletes, their psychological capital resources can help to re-

establish and restore exhausted resources such as vigour, dedication, and absorption which 

are crucial in the achievement of outcomes (organisational commitment, job satisfaction, and 

human resource retention practices satisfaction) (Hobfoll, 2001).  

 

Occupational passion (a motivational resource) may have a similar effect. This is because 

encouraged and developed passion can revive depleted work engagement and psychological 

capital resources (Hobfoll, 2001). Scholars agreed that both elements of occupational passion 

(obsessive and harmonious passion) can improve individuals’ engagement at work (Lalande 

et al., 2017; Vallerand et al., 2003).  Obsessive passion can, however, trigger negative 

emotions that increase employees’ dissatisfaction, while harmonious passion can enhance 

positive emotions that may encourage their commitment, satisfaction, and retention. 

 

4.1.1 Work engagement: Antecedent variable 
 

The personal resource of work engagement was described by Schaufeli et al. (2002) as an 

individual’s persistence and inescapable work-related state of mind that is characterised by 

vigour, dedication, and absorption. Research indicated that teachers show their engagement 

by taking the initiative and by employing themselves physically, cognitively and emotionally in 

their work roles for the benefit of their students (Borowski, 2018; Dehaloo & Schulze, 2013). It 

seems that, through enthusiasm, dedication, commitment, and believing in own mental 

abilities, teachers can achieve educational outcomes and improve the quality of education 

(Dehaloo & Schulze, 2013; Laba & Geldenhys, 2016; Mendes & Stander, 2011, Van 

Wingerden et al., 2017). This is because engaged employees are always available and 

possess both physical and psychological resources to perform tasks (Kahn, 1990). They also 

attach to their work roles and can be mentally alert and emotionally connected to those around 
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them (Kahn, 1990). Engaged employees tend to have a clear mind and possess the required 

amount of knowledge and skills to perform (Cai et al., 2018).  

 

Research further revealed that engaged teachers continuously monitor their students’ 

learning, and willingly assists those lagging behind (Lassibille, 2012; Renard & Snelgar, 2016). 

Although at times they may get tired, their tiredness however is justified by their outstanding 

work and outcomes. According to Kahn (1990), this level of engagement may only be possible 

when employees feel psychologically safe. This is when their work environments encourage 

supportive interpersonal relationships and allow them to learn through mistakes without any 

threats, as well as when their work climates promote trust and autonomy, and their work roles 

are clearly defined, and they know exactly what is expected of them (Kahn, 1990).  

 

Gerlach and Gockel (2018) also agreed that teachers interact better with their work when they 

believe that they are free from everyday risks. In such environments they easily commit and 

barely make excuses to stay away from work (Little et al., 2011; Schaufeli et al., 2002). 

Research further revealed that teachers driven by job resources and personal resources 

hardly think about resigning (Dehaloo & Schulze, 2013). Job resources may include the 

physical teaching environment, social support, supervisory coaching, and performance 

feedback, while personal resources may include psychological capital capabilities of optimism, 

self-efficacy, resilience, and self-esteem. Because engaged teachers are happily engrossed 

and enthused by the pleasures of work, they are therefore likely to be content with their jobs 

(Borowski, 2018; Van Wijhe et al., 2011). Scholars further indicated that investment in or 

protection against loss of the work engagement (vigour, dedication and absorption) resource 

not only predicts teachers’ motivation and turnover intentions, but such investments can also 

enhance their commitment, job satisfaction, and psychological well-being (Arrey, 2014; Bakker 

et al., 2003; Hobfoll, 2001; Hobfoll et al., 2018; Lassibille, 2012; Van Wingerden et al., 2017; 

Victor & Hoole, 2017). 

 

4.1.2 Psychological capital: Mediating variable 
 

Psychological capital, a mediating variable of this study, is a personal resource that falls within 

the scope of the COR theory (Hobfoll et al., 2018) and that is presumed to generate other new 

resources (Newman et al., 2018). In the present study, psychological capital could provide an 

explanation as to why work engagement may influence organisational commitment, job 

satisfaction, and satisfaction with human resource retention practices. As one of the most 

valuable cognitive resources used by individuals confronted with stressful situations, 

psychological capital is a magnificent tool that needs to be conserved for the survival of human 
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beings (Hobfoll et al., 2018). Luthans and Youssef-Morgan (2017) described psychological 

capital as a state-like resource characterised by the four high-order core elements of hope, 

efficacy, resilience, and optimism. Scholars agreed that psychological capital is an intrinsic 

quality with psychological capabilities that can be taught and developed through training 

intervention programmes (Ching-Sheue, 2015; Hansen et al., 2015; Luthans, 2002; Luthans, 

2011).  

 

Literature studies made it clear that when the psychological capital capabilities are developed, 

they can be preserved for periods of distress (Hobfoll, 2001). This means that teachers with 

greater hope, optimism, resilience and self-efficacy could be more susceptible to resource 

gain than loss. Preserved psychological capital capabilities can re-establish and restore 

teachers’ exhausted work engagement resources and subsequently increase their chances of 

attaining desirable outcomes (such as organisational commitment, job satisfaction, and 

human resource retention practices satisfaction) (Hobfoll, 2001). Developed hope, for 

instance, can ensure that individuals look for goals, manoeuvre through paths, and persevere 

on their way to success (Du Plessis & Barkhuizen, 2012; Hansen et al., 2015; Shelton & 

Renard, 2015). This is because hope facilitates interaction between individuals, allowing them 

to adapt to new relationships and environments with less exhaustion and more vigour, 

dedication and commitment (Luthans, 2002; Luthans, 2011). In teachers, hope ensures that 

they attempt different methods and approaches that pave the way to success, and overcome 

when challenges arise (Li, 2012).  

 

Studies revealed that individuals with resilience also adapt quickly and can move out of 

significant adversity (Flint-Taylor et al., 2014; Kotzé & Nel, 2013; Luthans, 2011). Resilient 

individuals can manipulate their environments successfully by using protective measures that 

help them escape consequences of adversity (Kotzé & Nel, 2013; Luthans, 2011; Simons & 

Buitendach, 2013). Such measures can include their confidence, determination, and support 

from friends and family. Research indicated that resilient teachers can overcome any stressful 

events within their school environments (Fernandes et al., 2019). 

 

Literature studies further revealed that, when self-efficacy capability is developed and 

enhanced through mastery, verbal persuasion, modelling, positive feedback, and 

physiological or psychological wellness, it can influence the manner in which individuals think, 

feel and act (Luthans et al., 2007; Ojedokun et al., 2013). This is because individuals with self-

efficacy are able to set high goals, invest efforts to accomplish these goals, produce high 

quality results, and persevere when challenges occur (Day, 2013; Larson & Luthans, 2006; 

Luthans et al., 2006; Mouton et al., 2013; Ojedokun et al., 2013; Simons & Buitendach, 2013). 
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Self-efficacious individuals also tend to be highly satisfied with their jobs, and therefore barely 

display exhaustion and intentions to quit (Skaalvik & Skaalvik, 2017). The psychological capital 

capability of self-efficacy is peculiar in the sense that it can cross over between partners 

through interaction, and can also enhance teachers’ work engagement, commitment in 

teaching, and well-being in general (Hobfoll et al., 2018; Van Wingerden et al., 2017).   

 

The psychological capital capability of optimism, on the other hand, which describes 

individuals’ positive beliefs about their present and future successes, is an inner strength 

grounded on self-discipline, analysis of past events, contingency planning, and preventative 

care (Luthans et al., 2007). As a source of strength that enhances engagement and activates 

commitment, optimism in teachers is displayed through their devotion to and passion for 

teaching (Ching-Sheue, 2015). 

 

4.1.3 Occupational passion: Moderating variable 
 

Occupational passion (a moderating variable of this study) is an intrinsic personal resource 

that is expected to interact, explain the strength, and qualify the relationship between the 

independent variables and the dependent variables (MacKinnon, 2011; Pradhan et al., 2017). 

Occupational passion is a more stable motivational resource that forms part of a person’s 

identity, and that generally takes the role of an independent variable (Baron & Kenny, 1986; 

MacKinnon, 2011; Pradhan et al., 2017). When internalised and well-managed, occupational 

passion can enhance a person’s work engagement, organisational commitment, and job 

satisfaction (Burke et al., 2015). To develop occupational passion, reports showed that a 

continuous process of affective and cognitive appraisal of work experiences is required 

(Zigarmi et al., 2011). It is during this process that individuals can enhance their well-being 

and formulate opinions and intentions about their jobs (Zigarmi et al., 2018; Zigarmi et al., 

2011).  

 

As a motivational resource that improves well-being and brings about meaningfulness into the 

lives of humans, occupational passion can revive depleted work engagement and 

psychological capital resources in teachers (Hobfoll, 2001; Vallerand et al., 2003). Day (2004) 

revealed that teachers usually express their passion for teaching through enthusiasm, care, 

commitment, and hope.  Their passion can also manifest in their intellectual and emotional 

strength to work with young learners.  

 

Studies further revealed that occupational passion can result in either negative or positive 

experiences. For instance, passionate employees can be controlled by their work roles to a 
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point where they start neglecting their health and families (Astakhova & Porter, 2015; Houlfort 

et al., 2012; Lalande et al., 2017). In such cases they may feel overburdened and depressed, 

and even consider resigning. Passionate employees can also have control over their activities. 

This is when they can find balance between their work lives and family lives (Lalande et al., 

2017; Vallerand et al., 2003). When this happens they commit easily, find their jobs more 

satisfying, and stay for longer in their organisations. 

 

4.1.4 Outcomes: Organisational commitment, job satisfaction and human resource 
retention practices satisfaction 

 

In this study organisational commitment, job satisfaction, and satisfaction with human 

resource retention practices were considered as outcome variables relevant for the retention 

of Black South African high school teachers. Commitment is an important element in the 

retention of teachers and in showing how satisfied teachers are with their teaching roles 

(Getahun et al., 2016; Shoaib & Khalib, 2017).  Previous studies revealed that organisational 

commitment can reduce levels of teacher absenteeism and turnover, and that its lack can 

cause damage to the process of teaching and the quality of education and also to the 

economic state of a country (Getahun et al., 2016; Mousa & Alas, 2016).  

 

Meyer and Allen (1991) described organisational commitment as an employee’s psychological 

state that is characterised by affective, continuance, and normative components. In teachers, 

organisational commitment is associated with their positive desire to continue teaching and 

their sense of pride in the teaching profession (Akar, 2017). Studies indicated that teachers 

can also commit out of obligation, and because of loyalty and for other ethical reasons (Shoaib 

& Khalid, 2017). This was revealed in an early study by Weiner (1982), which highlighted that 

at times employees commit out of moral responsibility, and this usually happens when they 

link organisational goals and values with those of their own. 

 

Studies further revealed that employees sometimes commit because of high costs associated 

with leaving their jobs (Allen & Meyer, 1991). Research on teachers supported this notion as 

commitment in teaching can relate to social bonds formed, accumulating pension investments, 

and difficulties associated with finding alternative employment (Borowski, 2018; Kabungaidze 

et al., 2013; Shafiq & Rana, 2016). This shows that the commitment of teachers can be based 

on psychological contracts formed between teachers and their schools, and can also 

influenced by individual, organisational, and environmental factors (Getahun et al., 2016). 

Research furthermore revealed that committed teachers are generally satisfied with school 
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leadership, and matters relating to school administration and pay, hence their eagerness to 

remain in their jobs for longer (Shoaib & Khalid, 2017).  

 

Previous studies described job satisfaction, which is another outcome variable of this study, 

as an attitudinal (referring to feelings, emotions, beliefs and behaviours) variable that explains 

people’s overall judgements and perceptions about activities in their work environment 

(Akomolafe & Olatomide, 2013; Alegre et al., 2016; Locke, 1969; Weiss, 2002). In teachers, 

job satisfaction is explained by their overall affective orientation towards teaching activities 

(Skaalvik & Skaalvik, 2017). According to Skaalvik and Skaalvik (2017), the concept of job 

satisfaction is centred on the demands and resources of the job, as these predict teacher 

burnout, self-concept, dissatisfaction, and motivation to leave. Job demands can therefore 

include time pressure (work overload), discipline problems, and low student motivation 

(Skaalvik & Skaalvik, 2017). Job resources can be specific to teacher autonomy, supportive 

colleagues, supervisory support, and collective culture. Job demands such as time pressures, 

for example, are known to encourage teachers to engage in their teaching activities and can 

subsequently enhance their job satisfaction and retention in teaching. However, when not 

managed well, time pressure can lead to burnout and increase the desire to quit, more 

especially at schools where students lack discipline and motivation to study (Skaalvik & 

Skaalvik, 2017).  

 

Skaalvik and Skaalvik (2017) further revealed that when teachers work in supportive school 

climates, wherein a collective school culture exists, and teachers receive support from both 

their supervisors and colleagues, job satisfaction and motivation to stay can escalate. 

Likewise, work values that result in social factors such as employees’ socialisation and 

experiences from outside of work can also play a major role in enhancing job satisfaction 

(Kalleberg, 1977; Thakur et al., 2019). Jobs that are prone to enhance employee job 

satisfaction are usually those that provide financial support and convenience, and those that  

encourage the development and application of skills and also allow individuals to fulfil their 

social needs and form work friendships (Kalleberg, 1977).  

 

Also crucial in employees’ job satisfaction is resource adequacy, which includes the availability 

of information and necessary equipment for executing tasks (Kalleberg, 1977). For instance, 

when teachers are given autonomy, their self-concept rises and results in them applying 

knowledge and exploring different teaching methods (Skaalvik & Skaalvik, 2017). This can 

maintain their happiness, keeping them job satisfied and accepting or considerate of those 

around them (Duad, 2016; Skaalvik & Skaalvik, 2017). Therefore, for schools to turn things 

around and retain their most valuable teachers, they should also consider designing jobs that 
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fulfil teachers’ need for belonging, as such can improve their well-being, resilience, 

engagement, commitment, and job satisfaction (Fouché et al., 2017; Yin et al., 2016). 

 

In literature studies, the concept of retention has long been associated with management 

practices aimed at attracting and motivating valuable employees to remain in organisations 

(Proctor et al., 1976; Sharma, 2019). Practices that prevent individuals from resigning or from 

being lured by competitors were reported to include compensation, job characteristics, training 

and development opportunities, supervisor support, career opportunities, and work-life 

(Döckel et al., 2006). Studies on teachers revealed that teachers who are satisfied with these 

practices are most likely to commit and remain within the teaching profession for longer 

(Baloyi, 2016; Borah & Bagla, 2016; Iliya & Ifeoma, 2015; Makhuzeni & Barkhuizen, 2015). 

Compensation, for instance, is considered as one of the most traditional management tools 

that lures, rewards, and retains high performing employees (Döckel et al., 2006; Erasmus et 

al., 2015; Iliya & Ifeoma, 2015; Ruvimbo & Hlanganipai, 2016). Since compensation fulfils 

teachers’ lower- and higher-order needs, it can also enhance their job satisfaction as well (Iliya 

& Ifeoma, 2015). When compensation is not adequate enough to cover teachers’ basic needs, 

teachers may have no choice but to look for secondary employment outside of the school 

environment, but this can compromise their teaching time and result in poor learner 

performance (Iliya & Ifeoma, 2015). Satisfactory compensation therefore plays a significant 

role in motivating employees to commit and stay in their organisations for longer (Döckel et 

al., 2006). 

 

Another managerial tool used by organisations that are in pursuit of employee commitment 

and retention is job characteristics (Döckel et al., 2006; Fouché et al., 2017; Green & Muñoz, 

2016; Yin et al., 2016). Scholars agreed that teacher retention improves when their jobs are 

designed in a manner that fulfils their need for belonging which enhances well-being, 

engagement, commitment and satisfaction (Fouché et al., 2017; Yin et al., 2016). Similar 

results were noticed in high school teachers who received encouragement to craft or mould 

their own jobs (Peral & Geldenhuys, 2016). Previous studies explored revealed that job 

crafting not only retains teachers within the teaching profession, but it also improves the overall 

quality of teaching in African schools (Fouché et al., 2017; Peral & Geldenhuys, 2016). This 

revelation supports the findings that showed that jobs designed to fit employees’ profiles can 

improve their commitment and retention in organisations (Döckel et al., 2006). Such jobs tend 

to encourage individuals to utilise and maximise their skills and potential (Döckel et al., 2006). 

 

Training and development is another highly ranked tool that has been used by organisations 

intending to retain high-performing employees (Erasmus et al., 2015; Letchmiah & Thomas, 
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2017). Research showed that training and development inflicts guilt and moral obligation, 

leaving employees with no choice but to commit and stay in their organisations for longer 

(Döckel et al., 2006). In teachers, training and development is crucial for their professional 

development, as it introduces new knowledge, new understanding, and better skills that 

improve the quality of teaching and learning (Dreer et al., 2017; Ekanayake & Wishart, 2015; 

Macià & García, 2016; Makhuzeni & Barkhuizen, 2015). Through training workshops, new 

teaching communities are established, networks are formed, positive attitudes are developed, 

work engagement is enhanced, and teachers are likely to start to appreciate their teaching 

jobs (Ekanayake & Wishart, 2015). The practice of training and development also provides a 

platform for expert teachers to share their experiences and all information relating to 

classroom management with novice teachers, and this practice encourages both groups to 

engage and take interest in the profession (Macià & García, 2016). Training and development 

is therefore useful for talent management, as it encourages mentorship, coaching, and transfer 

of knowledge and skills (Macià & García, 2016). 

 

In addition to the above is a managerial practice of supervisor support which describes 

supervisory behaviours aimed at providing feedback that encourages employees to apply their 

skills and minds so as to make positive contributions (Döckel et al., 2006). Supervisory support 

ensures that employees remain motivated, are responsible in their work roles, and also feel 

appreciated as members of the organisation (Döckel et al., 2006).  Research indicated that 

when teachers receive supervisory support, be it from their principals or senior colleagues, 

they become more satisfied with their jobs (Ju et al., 2015). This is because a supportive 

school environment encourages teachers to continuously communicate with others, share 

their concerns, and get advice on how to deal with challenges in their teaching environments. 

The practice of supervisory support becomes more crucial at entry level, where beginner 

teachers require proper mentoring on matters related to classroom management and lesson 

preparation or presentations (Carver-Thomas & Darling-Hammond, 2017). 

 

Career opportunities also play a significant role in enhancing employees’ engagement at work, 

commitment, and retention (Van Dyk & Coetzee, 2012).  Van Dyk and Coetzee (2012) 

described career opportunities as those career options that have been made available to 

employees. These opportunities can be found either from within or outside of the organisation. 

Through professional advancements, schools can show their appreciation to staff members, 

and this practice can enhance the retention of those in possession of critical skills (Carver-

Thomas & Darling-Hammond, 2017).  
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Retention can furthermore be enhanced through work-life policies that encourage employees 

to succeed at work and at home (Makhuzeni & Barkhuizen, 2015). These policies can facilitate 

a healthy balance between teachers’ work and family domains, and are known to eliminate 

absenteeism while enhancing engagement, commitment, and job satisfaction (Johari et al., 

2018; Kushi et al., 2019). Studies indicated that both work and family domains are most 

enjoyable when flexible work arrangements are promoted, and teachers are encouraged and 

allowed to take their vacation, maternity or paternity leave, and family responsibility leave in 

peace (Kushi et al., 2019). However, when these policies are poorly structured, they can 

hinder job satisfaction and teachers’ engagement in teaching (Kushi et al., 2019). 

 

4.2 INTEGRATION: RESEARCH HYPOTHESES 
 

This section presents a theoretical integration of the five research hypotheses of this study 

with the principles of the COR theory (Hobfoll, 1989; Hobfoll et al., 2018) that emphasise that 

resource loss is more noticeable than resource gain; resources need to be invested in order 

to avoid loss and gain more; when resource loss is high, resource gain becomes more 

important and gains momentum and strength; when resources are depleted, individuals 

become more defensive, irrational, and aggressive. The aim was to provide human resource 

practitioners and industrial psychologists with valuable insights for intervention design.  

 

4.2.1 Research hypothesis 1 
 

Research hypothesis 1 states that there is a statistically significant interrelationship between 

the biographical characteristics (age, gender, marital status, and tenure), the antecedent (work 

engagement), the mediator (psychological capital), the moderator (occupational passion), and 

the retention outcomes (organisational commitment, job satisfaction, and human resource 

retention practices satisfaction).  

 

Research hypothesis 1 assumed the following: 

 

• There is a significant relationship between age, gender, marital status, tenure and work 

engagement, psychological capital, occupational passion, organisational commitment, 

job satisfaction, and retention factors. 

• That there is a significant relationship between work engagement, psychological 

capital, and occupational passion. 
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• A significant relationship exists between organisational commitment, job satisfaction, 

and retention factors. 

• A significant relationship exists between work engagement, psychological capital, 

occupational passion, organisational commitment, job satisfaction, and retention 

factors. 

Previous research studies revealed associations between the biographical characteristics 

(age, gender, marital status, and tenure) and the key variables of this study. A study by Kumar 

et al. (2020), for example, which highlighted relations between age and work engagement, 

revealed that older teachers (45+) can display higher levels of work engagement resource 

when compared to the younger generation. According to their research, the former group is 

likely to engage better in teaching activities because of its advanced coping strategies and 

classroom management capabilities. This may not be noticeable in the younger generation of 

teachers. Other studies indicated that, as employees grow older in age, their psychological 

capital resources (hope, optimism, resilience, and self-efficacy) diminish (Sawatsupaphon & 

Andrews, 2017). Teachers’ stress levels also seem to rise with age, to the extent to which both 

their well-being and work engagement resources deteriorate (Malik & Fatimah, 2016; Poots & 

Cassidy, 2020). Research further revealed that a loss of interest in work related activities can 

also be explained by the negative associations between employees’ age and their passion for 

work (Li et al., 2017).  

 

Previous studies also highlighted associations between age and the outcomes of this study. 

For instance, an investment in a human resource practice such as compensation can help 

attract the younger generation of teachers to take up jobs that are in remote areas (Ahsan et 

al., 2016; Roch & Sai, 2018). Also, investments in practices related to work-life balance and 

supervisory support can help enhance job satisfaction amongst the younger generation of 

teachers (Alegre et al., 2016). Investment in practices that involve recognition of service are 

more appropriate, however, in retaining senior members of staff whose interest is on gaining 

promotion and occupying managerial positions (Caluza & Niemand, 2019; Hom et al., 2019). 

The above findings therefore showed that human resource practitioners and industrial 

psychologists should take cognisance of the biographical characteristic of age and its relations 

to teachers’ psychological resources and outcomes. This means that when designing 

strategies, these practitioners should come up with interventions that support the investment 

in or restoration of teachers’ psychological resources in order to boost their organisational 

commitment, job satisfaction, and satisfaction with retention practices, whilst taking into 

consideration the characteristic of age. 
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Previous studies on gender revealed that the dual roles that female teachers play can have 

negative consequences that deplete their psychological resources (Balogun, 2019; Sharma et 

al., 2017; Skaalvik & Skaalvik, 2017).  Because female teachers take on multiple roles, they 

are likely to experience more exhaustion, burnout, and stress when compared to their 

counterparts. Male teachers, though, may lack in psychological capital capabilities of hope, 

optimism, resilience, and confidence, as well as in work passion when compared to female 

teachers (Demirtaş & Küçük, 2019; Li et al., 2017). This literature finding raised concerns, as 

individuals with depleted resources tend to be irrational and aggressive (Hobfoll et al., 2018). 

Human resource practitioners and industrial psychologists should therefore consider 

strategies that could assist in developing male teachers’ occupational passion and 

psychological capital capabilities in order to avoid any irrational and aggressive behaviours. 

 

Studies furthermore revealed that female teachers are likely to remain for longer in the 

teaching profession when compared to their male counterparts (Skaalvik & Skaalvik, 2017). 

Unlike male teachers who tend to be more loyal and ethically obliged to commit despite 

challenges, female teachers’ retention behaviours mostly depend upon harmonious relations 

between work life and family life as previously mentioned (Caluza & Niemand, 2019). Where 

imbalances arise, losses in psychological resources become noticeable and therefore 

necessitate the need for interventions.  

 

Research on marital status showed that single, divorced, and widowed employees interact 

effectively with their work when compared to those who are married (Sharma & Kaur, 2019).  

The unmarried group of employees also progress more easily to senior managerial positions 

than their counterparts. Because this group has fewer family responsibilities, they also 

encounter fewer barriers in life than the married group (Sharma & Kaur, 2019; Yahaya & 

Ebrahim, 2016). Unlike married employees who commit easily, stay in organisations for longer, 

and display higher levels of job satisfaction, the single, divorced, and widowed group of 

employees may lack in commitment and could as a result require retention interventions (Blom 

et al., 2020; Erdogan & Yildrim, 2019; Yahaya & Ebrahim, 2016). Studies also highlighted that 

the experiences of marriage play a significant role in strengthening married teachers’ 

psychological capital resources of resilience, hope, optimism, and confidence (Demirtaş & 

Küçük, 2019; Sharma & Kaur, 2019).  However, when these psychological capital resources 

deplete, execution of duties can get disrupted and necessitate human resource interventions. 

 

Studies on tenure revealed higher levels of organisational commitment in long-tenured 

employees (Hom et al., 2019). Although these employees may display less passion and job 

dissatisfaction when compared to their counterparts, their commitment is strengthened by the 
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larger sums of money accumulated in investments (Churchwell, 2016; Erdogan & Yildirim, 

2019; Li et al., 2017; Yahaya & Abrahi, 2016). The work techniques and amount of knowledge 

gained over years also contribute to their proficiency and better engagement at work (Faskhodi 

& Siyyari, 2018). Lack of psychological capital resources (hope, optimism, resilience, and self-

efficacy) in short-tenured teachers may indicate the need for skills transfer within the teaching 

profession. Skills transfer interventions could therefore help strengthen novice teachers’ 

psychological resources and advance their teaching and classroom management skills 

(Bouzari & Karatepe, 2017; Faskhodi & Siyyari, 2018). Interventions to help revive and 

maintain occupational passion in long-tenure teachers could also be necessary. 

 

Hypothesis 1 further assumed that there would be significant relationships between the 

variables of work engagement, psychological capital, and occupational passion. This 

assumption was based on previous research that revealed that the psychological resource of 

occupational passion, for instance, could help revive depleted resources of work engagement 

and psychological capital (Hobfoll, 2001; Vallerand et al., 2003). Studies indicated that 

occupational passion, as a motivational resource, could encourage individuals to partake in 

organisational activities (Hobfoll et al., 2018; Vallerand & Houtfort, 2003). Although 

unbalanced occupational passion can hinder success, a well-balanced occupational passion 

can improve individuals’ physical and psychological state of being and give them a life full of 

meaning (Burke et al., 2015; Carbonneau et al., 2010; Lalande et al., 2017; Vallerand et al., 

2003). Like occupational passion, psychological capital resources can also improve teachers’ 

levels of work engagement and enable them to accomplish tasks and flourish (Ching-Sheun, 

2015; Fernandes et al., 2019; Luthans, 2002). Based on these discoveries, human resource 

interventions directed at developing and preserving the three aforementioned psychological 

resources could be useful in assisting school management teams achieve outcomes directed 

at retaining Black South African high school teachers. 

 

Hypothesis 1 also assumed that there would be significant relationships between 

organisational commitment, job satisfaction, and retention factors. This assumption was based 

on literature studies that revealed that teachers commit easily in well managed schools with 

good leadership and fair practices relating to compensation and other conditions (Getahun et 

al., 2016; Shoaib & Khalid, 2017). Literature studies also indicated that teachers become 

motivated to remain within the teaching profession when satisfied with job demands and job 

resources (Skaalvik & Skaalvik, 2017). They may however become unhappy and consider 

leaving when they suspect mismanagement and unfair practices such as unfair distribution of 

resource (Shoaib & Khalid, 2017; Skaalvik & Skaalvik, 2017). Hence it is critical for human 

resource practitioners and industrial psychologists to come up with strategies directed at 
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developing the managerial and leadership skills of those in school management teams (SMTs) 

in order to help improve job satisfaction and retention behaviours of teachers. 

 

Moreover, hypothesis 1 assumed that significant relationships would exist between work 

engagement, psychological capital, occupational passion, organisational commitment, job 

satisfaction, and retention factors. This assumption was based on studies that indicated that 

it is through enthusiasm, dedication, and belief in their own mental abilities that teachers can 

achieve educational outcomes and improve the quality of education (Dehaloo & Schulze, 

2013; Laba & Geldenhys, 2016; Mendes & Stander, 2011, Van Wingerden et al., 2017). Also, 

research revealed that psychological capital resources could be linked to individuals’ 

intellectual development and social integration and therefore predict their retention behaviours 

(Sweet and Swayze, 2020). This assumption was further derived from research that indicated 

that internalised and well-managed occupational passion could improve individuals’ work 

engagement, organisational commitment, and job satisfaction, and result in their retention 

(Burke et al., 2015; Lalande et al., 2017; Vallerand et al., 2003). These studies therefore 

showed the importance of investing in resources that could generate more other resources in 

order to achieve desirable outcomes.   

 

4.2.2 Research hypothesis 2 
 

Research hypothesis 2 states that work engagement has a positive link to (1) organisational 

commitment, (2) job satisfaction and (3) human resource retention practices satisfaction 

through psychological capital (a mediating variable).  

 

This hypothesis was based on literature studies that labelled work engagement as a resource 

that could lead to positive outcomes such as organisational commitment, job satisfaction, and 

retention (Abu-Shamaa et al., 2015; Aguinis & Glavas, 2019; Renard & Snelgar, 2016; Robyn 

& Mitonga-Monga, 2017; Yerdelen et al., 2018). Previous studies revealed that engaged 

teachers usually consider their work as important, and as a result tend to go beyond and above 

the scope of teaching to achieve outstanding results (Borowski, 2018; Brunzell et al., 2018; 

Dehaloo & Schulze, 2013; Falout & Murphey, 2018). Such teachers barely get exhausted, and 

because they tend to be content with their jobs, they therefore hardly think about resigning 

(Borowski, 2018; Dehaloo & Schulze, 2013; Skaalvik & Skaalvik, 2017; Van Wijhe et al., 2011). 

 

Hypothesis 2 therefore assumed that the links between the work engagement resource and 

the outcome variables of this study could be explained by the psychological capital resource 

that can be developed through intervention programmes (Ching-Sheue, 2015; Hansen et al., 
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2015; Luthans, 2002; Luthans, 2011). This is a resource that is believed to be necessary for 

human survival (Hobfoll et al., 2018; Luthans & Youssef-Morgan, 2017). For instance, 

investments in psychological capital capabilities of hope and optimism could help enhance 

individuals’ vigour and dedication and result in commitment (Ching-Sheue, 2015; Luthans, 

2002; Luthans, 2011). While investments in self-efficacy and resilience could enable teachers 

to devote their efforts to the accomplishment of goals and in overcoming challenges (Day, 

2013; Fernandes et al., 2019; Flint-Taylor et al., 2014; Kotzé & Nel, 2013; Luthans, 2011; 

Mouton et al., 2013; Ojedokun et al., 2013; Simons & Buitendach, 2013).   

 

The above-mentioned studies therefore supported the earlier research by James and Brett 

(1984), which suggested that work engagement could indirectly influence the three outcome 

variables of this study through the transmitter variable of psychological capital. Psychological 

capital falls within the scope of the COR theory, and has also been proven to be a resource 

that can generate other resources (Newman et al., 2018), hence this study assumed that it 

can provide an explanation as to how and why links between work engagement and 

organisational commitment, job satisfaction, and human resource retention practices 

satisfaction may exist within the African high school context.  

 

4.2.3 Research hypothesis 3 
 

Research hypothesis 3 states that the mediating effect of psychological capital in the link 

between work engagement and (1) organisational commitment, (2) job satisfaction, and (3) 

human resource retention practices satisfaction is conditional upon the moderating effect of 

occupational passion.   

 

As previously mentioned, psychological capital is an intrinsic quality and a tool that plays a 

significant role in generating other personal resources and in explaining links between 

variables. Previous studies revealed that these links between variables could be strengthened 

by a motivational resource of occupational passion reported to generate positive affect (such 

as enthusiasm, activeness, happiness, contentment, and relaxation) that can influence the 

well-being of individuals (Egan et al., 2019; Watson & Stanton, 2017; Zigarmi et al., 2011).  

 

Hypothesis 3 was thus based on studies that revealed that occupational passion can revive 

and strengthen employees’ depleted work engagement and psychological capital resources 

(Hobfoll, 2001). Also, studies revealed that internalised and well-managed occupational 

passion can result in commitment, job satisfaction, and retention of employees (Burke et al., 

2015; Lalande et al., 2017; Vallerand et al., 2003). This is why human resource strategies 
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directed at developing occupational passion are considered useful, especially if they mainly 

focus on the development of teachers’ harmonious passion which triggers positive emotions. 

Such strategies could help instil flexibility and adaptiveness in teachers, helping them balance 

their work and family activities well (Vallerand et al., 2003; Lalande et al., 2017).  

 

4.2.4 Research hypothesis 4 
 

Research hypothesis 4 states that the biographical variables (age, gender, marital status, and 

tenure), work engagement, psychological capital, and occupational passion significantly 

predict organisational commitment, job satisfaction, and human resource retention practices 

satisfaction.  

 

Hypothesis 4 was based on previous research that indicated that employees’ age, gender, 

marital status, and tenure may have a significant influence on psychological resources and 

outcomes. For instance, with regards to how age predicts the outcome variables of this study, 

studies reported that older employees tend to be more committed and satisfied with their jobs 

than their counterparts (Alegre et al., 2016; Eldogan & Yildirim, 2019). Studies further revealed 

that age also has an impact on employees’ satisfaction with human resource retention 

practices (Ahsan et al., 2016). The age of employees seems to have a negative influence on 

their work engagement (Kumar et al., 2020), psychological capital levels (Sawatsupaphon & 

Andrews, 2017), and occupational passion (Li et al., 2017). This means that practitioners may 

have to design strategies that guard against loss of work engagement, occupational passion, 

and psychological capital capabilities in those that are getting older as this may influence 

organisational outcomes. 

 

In terms of gender, studies revealed that male teachers are most likely to display higher levels 

of normative commitment and work engagement than female teachers (Caluza & Niemand, 

2019; Tekingündüz et al., 2017). This is because female teachers tend to have multiple roles 

to play which may deplete their personal resources. However, when compared to males, 

females are likely to be more hopeful (Demirtaş & Küçük, 2019), optimistic, resilient, confident, 

and harmoniously passionate about their work (Li et al., 2017; Mukherjee & Srivastava, 2017). 

Female teachers also tend to depend more on collegial support, which boosts their levels of 

satisfaction with work (Skaalvik & Skaalvik, 2017). The reported lack of psychological capital 

capabilities in male teachers signifies the need to restore these qualities in order to prevent 

the occurrence of defensive, irrational, and aggressive behaviours (Hobfoll et al., 2018).  
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In terms of marital status, several studies revealed its impact on commitment (Yahaya & 

Ebrahim, 2016), job satisfaction (Erdogan & Yildrim, 2019), work engagement (Sharma & 

Kaur, 2019) and psychological capital (Demirtaş & Küçük, 2019). A study by Blom et al. (2020), 

for instance, indicated that married employees are most likely to commit at work than those 

who are single. Married employees are also likely to display high levels of job satisfaction 

when compared to their counterparts (Erdogan & Yildrim, 2019). Although married employees’ 

levels of resilience, hope, optimism, and confidence are usually higher, their engagement 

behaviours tend to be sub-standard (Demirtaş & Küçük, 2019; Sharma & Kaur, 2019). 

Therefore, strategies that can help boost psychological resources could be necessary in 

assisting both single and married employees achieve organisational outcomes.   

 

Studies on tenure revealed high rates of resignations and lesser levels of commitment among 

short-tenured employees (Churchwell, 2016; Erdogan & Yildirim, 2019; Hom et al., 2019; 

Yahaya & Abrahi, 2016). Although short-tenured employees can be more passionate about 

work when compared to long-tenured groups (Li et al., 2017), short-tenured teachers usually 

display lower levels in work engagement and psychological capital resources (Faskhodi & 

Siyyari, 2018). The above literature studies therefore highlighted that in order to avoid further 

losses in psychological resources, investment strategies that can address the needs of both 

long-tenured and short-tenured employees are necessary.  

 

4.2.5 Research hypothesis 5 
 

Research hypothesis 5 states that teachers with biographical characteristics such as age, 

gender, marital status, and tenure differ significantly with regards to the construct variables 

(work engagement, psychological capital, occupational passion, organisational commitment, 

job satisfaction, and human resource retention practices satisfaction) of this study.  

 

Hypothesis 5 was based on literature studies that highlighted differences between employees 

of various ages, gender, marital status, and tenure with regards to psychological factors. 

These differences were also discussed in the previous section. For instance, previous studies 

indicated that employees in different age bands may differ significantly in terms of their 

organisational commitment, job satisfaction, and satisfaction with human resource retention 

practices due to their perceptions and desires (Ahsan et al., 2016; Alegre et al., 2016; Eldogan 

& Yildirim, 2019). Employees of various age groups may also differ in terms of their work 

engagement, psychological capital, and work passion due to their coping strategies, flexibility, 

and adaptive skills (Kumar et al., 2020; Li et al., 2017; Sawatsupaphon & Andrews, 2017).  
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Studies further indicated that males and female employees may significantly differ in terms of 

their organisational commitment, job satisfaction, work engagement, psychological capital, 

and occupational passion (Caluza & Niemand, 2019; Demirtaş & Küçük, 2019; Li et al., 2017; 

Naidoo, 2019; Mukherjee & Srivastava, 2017; Skaalvik & Skaalvik, 2017; Tekingündüz et al., 

2017), with some scholars associating these differences with benefits received and collegiality 

within the work environment (Caluza & Niemand, 2019; Naidoo, 2019). Because of life 

experiences, married and single employees (whether divorced, widowed, or unmarried) may 

also significantly differ in terms of their organisational commitment, job satisfaction, work 

engagement, and psychological capital capabilities (Blom et al., 2020; Demirtaş & Küçük, 

2019; Erdogan & Yildrim, 2019; Sharma & Kaur, 2019; Yahaya & Ebrahim, 2016). It seems 

that these differences may be caused by employees’ family responsibilities, need for security 

and stability, and crossover effect in those with partners (Van Steengergen et al., 2011; 

Yahaya & Ebrahim, 2016).  

 

Studies furthermore revealed that significant differences may exist between the short-tenured 

and long-tenured employees in terms of organisational commitment, job satisfaction, work 

engagement, psychological capital, and passion for work (Churchwell, 2016; Erdogan & 

Yildirim, 2019; Faskhodi & Siyyari, 2018; Hom et al., 2019; Li et al., 2017; Yahaya & Abrahi, 

2016). These differences could be caused by sharpened teaching techniques and 

accumulated investments and benefits that bind teachers to stay within the teaching 

profession for longer. 

 

The above literature findings provided explanations as to why employees with biographical 

characteristics of age, gender, marital status, and tenure may differ significantly in relation to 

the variables of this study. As mentioned before, human resource practitioners and industrial 

psychologists should consider the provided literature findings when designing strategies 

relating to the development and preservation of psychological resources, more especially 

when designing techniques that help guard against loss of work engagement, occupational 

passion, and psychological capital resources. 

 

Based on the hypothesised relationship dynamics between the variables of this study, a more 

detailed discussion on the specific implications for teacher retention practices is provided in 

the next section. 
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4.3 IMPLICATIONS OF THE THEORETICAL PSYCHOSOCIAL MODEL FOR 
RETENTION PRACTICE 

 

The relationship dynamics between the components of work engagement, psychological 

capital, organisational commitment, job satisfaction, human resource retention practices, and 

occupational passion seem to have implications for teacher retention practices. 

 

4.3.1 Implications of work engagement dimensions for teacher retention practices 
 

The Utrecht work engagement scale (UWES) was originally developed by Schaufeli et al. 

(2002) to measure employees’ level of vigour, dedication, and absorption (Schaufeli et al., 

2002). The aim was to promote well-being by adopting a more positive psychological 

approach. The vigour dimension of UWES, which describes individuals’ energy and 

enthusiasm, can encourage individuals to acquire resources that enact positive behaviours 

(Tafvelin et al., 2019). As vigour relates to mental power, it can stimulate creativity and 

cognitive presence in people. Research indicated, however, that individuals’ vigour depends 

upon their psychological capital capabilities of hope, resilience, confidence, and optimism, 

which can be enhanced through intervention strategies (Robyn & Mitonga-Monga, 2017). 

Such strategies can bring about positive outcomes such as organisational commitment and 

employee retention.  

 

Like vigour, dedication and absorption can have a similar effect on individuals’ work 

commitment (Robyn & Mitonga-Monga, 2017).  However, it is specifically through human 

resource interventions directed at developing psychological capital capabilities of hope and 

self-efficacy that a person’s sense of significance, enthusiasm, pride, and absorption can be 

strengthened (Robyn & Mitonga-Monga, 2017). In teachers, dedication is significant in the 

sense that it can activate their creativity, while at the same time improving the manner in which 

they manage their classrooms and positively relate to those around them (Hakanen et al., 

2006; Lassibille, 2012). Absorption, on the other hand, an element of work engagement that 

describes an individual’s full concentration, can take away all other frustrations that come with 

the teaching profession (Dehaloo & Schulze, 2013). Absorption can keep teachers content 

with their teaching jobs and cause them to remain within the Department of Basic Education 

(DBE) for longer (Borowski, 2018). To encourage teacher engagement in schools, human 

resource practitioners and school leadership could introduce intervention practices that can 

enrich teachers’ well-being and help with the achievement of educational outcomes.  

Interventions practice that enhance meaningfulness, psychological safety, and psychological 
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availability could help improve teacher engagement in schools (Aybas & Acar, 2017). These 

may include proactive use of job crafting, teacher feedback and support, opportunities for 

development, and new challenging projects. Respite interventions that encourage rest and 

breathing space could also be useful in reviving teachers’ exhausted energy resources 

(Bakker & Albrecht, 2018). 

 

4.3.2 Implications of psychological capital capabilities for teacher retention practices 
 

Psychological capital is a personal resource that proactively facilitates positive organisational 

outcomes (Du Plessis & Boshoff, 2018). It is a psychological tool used by organisations that 

are on a quest to improve employee work engagement and maintain organisational success 

(Du Plessis & Boshoff, 2018). Psychological capital can help organisations gain competitive 

advantage and improve employee performance (Luthans et al., 2007). A psychological capital 

questionnaire therefore becomes relevant in terms of measuring employees’ strengths and 

capabilities such as self-efficacy, optimism, hope, and resilience (Luthans, 2002). Research 

showed that these four capabilities could be developed or enhanced through training and 

development programmes (Contantini et al., 2017). Studies also encouraged organisations to 

be mindful of the environmental climate in which these intervention programmes are 

administered (Luthans & Youssef-Morgan, 2017). 

 

The psychological capital element of self-efficacy, which relates to individuals’ confidence and 

inner beliefs, can contribute to their ability to accomplish tasks and attain success (Luthans et 

al., 2007). Teachers with this human capability are confident enough to engage in teaching 

activities and may as a result find their jobs satisfying and eventually choose to remain in them 

for longer (Skaalvik & Skaalvik, 2017; Song et al., 2018). This is because, when self-efficacy 

has been developed, it most likely improves engagement and commitment at work (Hobfoll et 

al., 2018; Van Wingerden, 2017). Industrial psychologist and human resource practitioners 

could therefore help develop teachers’ self-efficacy by encouraging positive efficacy training 

and development programmes that focus on observation, extensive practice, and positive 

feedback (Luthans, 2002). Guided mastery techniques may also be recommended to help 

teachers acquire and successfully transfer skills back into their jobs. In building teachers’ 

confidence in decision-making and problem-solving, cognitive mastery modelling could help 

develop their thinking skills by using guidelines and application. Development of self-

regulatory competencies that enhance teachers’ self-efficacy could also help with personal 

goal setting, self-monitoring, self-appraisal, and even self-motivation.  
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Studies revealed that the component of optimism can minimise teachers’ stress levels and 

possibly activate their engagement to enhance organisational outcomes (Ching-Sheue, 2015; 

Luthans, 2002). This is because optimistic individuals possess inner strength and positive 

beliefs that relate to their present state and future successes (Luthans et al., 2007). Industrial 

psychology and human resource practitioners could therefore assist in this regard by 

encouraging training and development interventions that are directed at building optimism. 

Such interventions could guide teachers in identifying faulty beliefs about themselves and the 

world around them (Luthans, 2002). They can further help them evaluate the correctness of 

their beliefs, and even replace beliefs that are dysfunctional with those that are positive and 

true. Intervention programmes may further help teachers develop self-discipline and analysis 

of past events, and come up with contingency plans and preventative methods (Luthans et al. 

2007). As a source of strength, optimism can thus improve teachers’ devotion and passion for 

teaching, and as a result activate their commitment in the teaching profession (Ching-Sheue, 

2015).  

 

Similarly, teachers with the element of hope can effectively achieve goals and attain success 

through their persistence in testing a variety of teaching methods and approaches (Costantini 

et al., 2017; Li, 2012). Since hope significantly encourages engagement, commitment, job 

satisfaction, and employee retention, interventions directed at its development become 

paramount (Costantini, 2017; Luthans, 2002; Luthans, 2011). Such interventions could be 

useful in terms of assisting individuals set their own goals and develop persistence skills and 

mental strengths.  

 

Studies also confirmed that resilience can ensure that teachers bounce back and overcome 

stressful school environments (Fernandes et al., 2019). Resilience can also fuel positive 

emotions that help in restoring hope, optimism, and self-efficacy (Coetzee et al., 2015; Day, 

2013, Luthans, 2011; Pillay et al., 2014). Resilient individuals are therefore able to successfully 

use both internal and external support in order to manipulate their environment and protect 

themselves from challenging events (Kotze & Nel, 2013; Luthans, 2011; Simon & Buitendach, 

2013). In schools, management teams could encourage their staff members to use these 

protective measures to enhance their resilience and experience growth and success (Kotzé & 

Nel, 2013; Luthans, 2011; Pillay et al., 2014; Shelton & Renard, 2015; Simons & Buitendach, 

2013).   

 

Based on the above research findings, it can be concluded that psychological capital 

capabilities of self-efficacy, optimism, hope, and resilience can be developed and enhanced 

through training and development. Education specialists, human resource practitioners, and 



 
 

125 
 

industrial psychologist should therefore consider these interventions as valuable mechanisms 

necessary to enhance teacher engagement, as these could also help in accomplishing 

education related goals set out by the Department of Basic Education (DBE). 

 

4.3.3 Implications of occupational passion elements for teacher retention practices 
 

Research by Vallerand et al. (2003) explained occupational passion as an employee’s 

controlled and autonomous internalisation of activities into one’s own identity. The concept is 

associated with strong feelings that individuals have towards activities that they like and value 

the most. Passion can be helpful in determining employees’ commitment towards the 

organisations that they work for (Zigarmi et al., 2009). Occupational passion therefore 

measures employees’ state of well-being which can influence their work-related intentions and 

behaviours (Vallerand et al., 2003). Research further indicated that employees who internalise 

and manage their passion well are most likely to engage better at work (Burke et al., 2015). 

Such employees are also able to identify better with the values and goals of their organisations 

and can at the same time find their work more pleasurable and satisfying. Day (2004) revealed 

that teachers who are passionate about their teaching tend to be hopeful and caring. They 

also possess intellectual and emotional strength that enables them to function better in their 

work spaces. 

 

According to Lalande et al. (2017), the harmonious element of occupational passion gives 

individuals control over their activities. Harmonious passion in teachers can enable them to 

easily find balance between work and family duties (Astakhova & Porter, 2015). Teachers that 

are harmoniously passionate about their work tend to invest more hours in it and are willing to 

perform some of their work duties from homes (Houlfort et al., 2012). Although such teachers 

function better in less competitive environments, it seems as though they can adapt to different 

environments effortlessly (Lalande et al., 2017).  

 

The obsessive element of passion on the other hand can embed a sense of guilt that compels 

employees to engage in their work-related activities (Vallerand et al., 2003). This controlling 

inner force can enhance productivity, enabling individuals to be more profitable and 

competitive.  Because obsessive passion deprives individuals of quality time with their loved 

ones, it can somehow generate negative affects such as nervousness, hostility, sadness, 

unhappiness and dullness that could diminish teachers’ satisfaction with life (Birkeland & 

Buch, 2015; Watson & Stanton, 2017). To counteract these negative affects, teachers could 

therefore work on developing positive emotions. This means, working on their enthusiasm, 

activeness, happiness, contentment, and relaxation (Watson & Stanton, 2017). These 
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emotions could give rise to the commitment, satisfaction, and retention of teachers within the 

teaching profession (Lalande et al., 2017; Vallerand et al., 2003).  

 

4.3.4 Implications of organisational commitment components for teacher retention 
practices 

 

Research revealed that in African countries the level of commitment among teachers 

continues to decline (Mousa & Alas, 2016). This implies that loyalty, identification with 

organisational goals and values, and involvement in organisational activities is at minimal 

levels and could hinder the achievement of objectives (Buchanan, 1974). The retention of 

teachers and their commitment to the schools they serve therefore becomes a priority (Nagar, 

2012). This is because when a teacher is committed, levels of absenteeism and turnover 

drastically decline (Getahun et al., 2016). Committed teachers also turn out to be more 

satisfied with their jobs and also tend to be more devoted to the values and goals of their 

schools (Getahun et al., 2016; Shoaib & Khalib, 2017). 

 

A three-component model suggested by Allen and Meyer (1991) could help in measuring and 

interpreting the commitment of employees at affective, continuance, and normative levels. The 

affective component relates to an employee’s desire to remain within the organisation. Studies 

showed that affectively committed employees become emotionally attached to their 

organisations and feel compelled to remain in them for longer (Getahun et al., 2016; Ross et 

al., 2016; Shafiq & Rana, 2016). Such employees also take pride in being associated with the 

organisations they serve (Akar, 2017).  

 

By comparison, continuance commitment relates to the high costs associated with leaving the 

job (Allen & Meyer, 1991). Teachers with this level of committed stay in teaching not because 

they want to, but because of difficulties related to finding alternative employment (Borowski, 

2018; Kabungaidze et al., 2013). The years invested in teaching and the financial perks that 

come with the job also prevent them from leaving the teaching profession (Shoaib & Khalid, 

2017). Although their skills are relatively limited, they may take comfort in the fact that their 

pension funds will yield larger amounts at the time they retire (Shafiq & Rana, 2016). Research 

showed that continuance commitment can pose negative consequences on the well-being of 

teachers since the focus is mainly on extrinsic benefits (Mclnerney et al., 2015). Stress and 

work-family conflicts can take a toll on the health of teachers if not addressed in time. Industrial 

psychologists and human resource specialists could therefore assist the Department of Basic 

Education by recommending or introducing wellness programmes and practices to help 

teachers maintain healthy living. 
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According to research, normatively committed teachers tend to feel ethically obliged to remain 

in their schools despite undesirable working conditions (Shoaib & Khalid, 2017). These 

teachers’ eagerness to stay can be fueled by external factors similar to those mentioned 

previously (Ruvimbo & Hlanganipai, 2016). Some of these include training and promotional 

opportunities offered, work culture, job security, and financial benefits. Although these external 

factors can foster positive emotions that encourage teachers to stay in teaching, industrial 

psychologists and human resource specialists may still need to devise strategies and 

techniques that could help facilitate healthy school environments (Mclnerney et al., 2015). 

These practitioners could intervene by designing emotional intelligence strategies or 

interventions to encourage teachers to form and maintain healthy relationships, adequately 

handle pressure, and develop better tolerance towards those around them (Shafiq & Rana, 

2016). This becomes necessary in the sense that emotionally intelligent individuals know how 

to cope with workplace challenges (Luthans, 2002). They are able to observe their own 

feelings and emotions, and also tend to be happier and a bit more social than the rest. 

 

4.3.5 Implications of job satisfaction for teacher retention practices 
 

Job satisfaction is a concept that explains how individuals feel about their jobs, and has been 

proven to significantly contribute to the success of most organisations (Daud, 2016; Dery & 

Puipiel, 2013). As a variable, job satisfaction measures an emotional state that individuals 

express after completing tasks and achieving their goals (Locke, 1969). Job satisfaction can 

therefore assist in determining individuals’ overall affective orientation towards the values and 

the rewards of work (Kalleberg, 1977).  

 

Teachers’ job satisfaction measure seems to help in ascertaining their overall satisfaction with 

job demands and job resources offered by the profession (Skaalvik & Skaalvik, 2017). 

Research indicated that, for teachers, job demands such as time pressure can present both 

positive and negative consequences (Skaalvik & Skaalvik, 2017). For instance, time demands 

can motivate and encourage teachers to engage better in their activities and stay in teaching 

for longer. On the negative side, time pressure can trigger burnout and force teachers to leave 

teaching altogether (Skaalvik & Skaalvik, 2017). Also, there seems to be positive associations 

between teacher burnout and lack of discipline or minimal motivation among students. To help 

teachers cope with the challenges brought by job demands, human resource practitioners and 

industrial psychologists could design techniques or strategies related to classroom 

management, and these could minimise burnout and increase their levels of engagement, job 

satisfaction, and retention.  
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Human resource and industrial psychology professionals could further equip school 

management teams with better strategies that encourage proper use of job resources such as 

autonomy and the social environment. This is because a job resource like autonomy can 

provide stimulation that minimises burnout and stress in teachers (Skaalvik & Skaalvik, 2017). 

For instance, when teachers are satisfied with the given amount of autonomy to explore, 

develop, and apply various methods of teaching, they are most likely to remain in their schools.  

Human resource practitioners and industrial psychologists could further help schools create 

supportive social environments, as these can plays a significant role in motivating African 

teachers to remain in teaching for longer. 

 

4.3.6 Implications of human resource retention practices for teachers   
 

Retention is a concept that is most popular in organisations faced with the challenge of 

keeping employees from resigning (Coetzee et al., 2018; Yumnam & Singh, 2019). The scale 

for retention is useful in measuring systematic efforts that prevent employees from leaving 

their organisations (Yumnam & Singh, 2019). These efforts may include policies, techniques, 

and practices adopted to motivate employees to stay. Implementation of such policies and 

strategies within the teaching environment can turn the practice of teaching into a life-long 

career that is most satisfying to those who have chosen it (Shen, 1997). Döckel (2003) 

therefore suggests six strategic tools that can help prevent employees from being lured by 

other organisations. These are compensation, job characteristics, training and development 

opportunities, supervisor support, career opportunities, and work-life balance.  

 

Research portrayed compensation as a traditional management tool mostly used to lure and 

retain high performing employees (Döckel et al., 2006; Erasmus et al., 2015; Ruvimbo & 

Hlanganipai, 2016). Studies on teachers indicated that a salary increase that is above the rate 

of inflation can keep teachers within the education system for longer (Gagnon & Legault, 

2015). Although their compensation may depend upon a country’s economic status and 

government spending, adequate compensation can address some of their grievances and 

minimise trade union protests which always take away the teaching time (Gagnon & Legault, 

2015). 

 

Döckel et al. (2006) further encouraged organisations to design jobs that fit their employees’ 

profiles. This practice could motivate employees to utilise their skills and maximise their 

potential. To improve the quality of teaching, it may also be necessary to allow teachers to 

craft and mould their own jobs (Fouché et al., 2017). Such practices could help improve the 
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well-being of teachers, since teaching can be emotionally draining, challenging, and 

detrimental to their wellbeing (Yin, 2016). 

 

In an ever-changing world, research furthermore indicated that teachers may prefer both 

formal and informal training and development opportunities to stay relevant and keep abreast 

with the times (Dreer et al., 2017; Ekanayake & Wishart, 2015). Through training and 

development, teachers can share knowledge and skills (Macià & García, 2016). New teaching 

communities and networks can be formed, and through them, teachers may develop positive 

attitudes that improve their engagement and appreciation for the profession of teaching 

(Ekanayake & Wishart, 2015). Training and development opportunities can provide a platform 

for teachers to collaborate with each other and explore new ideas or methods, and this could 

help improve school results and advance the national agenda in basic education (Macià & 

García, 2016). The training and development practice is therefore a useful talent management 

strategy that can be implemented by human resource practitioners to encourage the transfer 

of knowledge and skills within the teaching environment. 

 

Research also revealed the significant role played by supervisory support in the retention of 

teachers (Ju et al., 2015). The support that teachers receive from managerial members of staff 

and from their colleagues can influence their wellbeing and willingness to stay (Ju et al., 2015). 

This is because employees stay longer in organisations with supportive, considerate, and 

caring supervisors (Coetzee et al., 2018). In such supportive environments, teachers could 

feel free enough to share their concerns and find solutions to their problems.  Social 

integration, proper guidance, and continuous assurance about one’s own worth can also 

encourage teachers to engage better and enjoy the pleasures of teaching (Ju et al., 2015). 

Human resource practitioners and industrial psychologists could therefore intervene by 

encouraging mentorship relationships between seniors and junior members of staff. Such 

relationships could ensure that mentee teachers execute their teaching tasks better (Carver-

Thomas & Darling-Hammond, 2017). These practitioners could also encourage school 

management teams to nurture collegial relations and establish a school culture that motivates 

and serves the interest of teachers. Such interventions could further promote good 

governance in schools aspiring to motivate and retain quality employees (Letchmiah & 

Thomas, 2017). 

 

Carver-Thomas and Darling-Hammond (2017) pointed out challenges faced by schools 

wishing to retain teachers teaching critical subjects. It appears that lack of promotions and 

career advancements can force such teachers to join industries that recognise and appreciate 

their skills. Human resource practitioners and industrial psychologists could help such schools 
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formulate clear career development plans that outline the requirements pertaining to skills or 

knowledge needed for advancements and promotions. These interventions could eliminate 

corrupt actions and unfair practices relating to favouritism and nepotism, which seem to get in 

the way of deserving and qualifying candidates from being promoted (Makhuzeni & 

Barkhuizen, 2015). 

 

Studies furthermore confirmed the importance of work-life balance policies that make it easy 

for employees to attend to family demands and responsibilities (Borah & Bagla, 2016; Coetzee 

et al., 2018; Oosthuizen et al., 2016). Work-life policies can facilitate a healthy balance 

between teachers’ work domain and family domain (Kushi et al., 2019). With such policies 

teachers can juggle multiple roles (Borah & Bagla, 2016). Because these policies encourage 

flexibility in the workplace, they can therefore assist in reducing the levels of teacher 

absenteeism in schools (Johari et al., 2018). Human resource practitioners and industrial 

psychologists could ensure that such policies are enforced and properly implementation. For 

instance, practices that encourage teachers to work five day per week and that also 

emphasise the importance of using allocated leave days whenever necessary to attend to their 

wellness needs and family responsibilities can help maintain teachers’ job satisfaction, 

commitment, and engagement at work (Kushi et al., 2019). 

 

Table 4.1 summarises the implications on teacher retention practices. 
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Table 4. 1 

 Implications for Teacher Retention Practices 

 

  

Antecedent 
Work engagement 

Mediator 
Psychological capital 

Moderator (conditional 
boundary of effects) 
Occupational passion 

Outcome 
Organisational 
commitment  

Outcome 
Job satisfaction  

Outcome 
Satisfaction with 
retention practices 

 

High levels of Vigour 

 

 

 

 

 

 

High levels of Dedication 

 

 

 

 

High levels of Absorption 

 

are subject to 

psychological capital 

capabilities of hope, 

optimism, resilience, and 

self-efficacy, 

 

 

are reinforced by 

psychological capability of 

hope and self-efficacy, 

 

 

are invigorated by hope 

and self-efficacy, 

 

 

Obsessive passion 

interaction: motivates and 

strengthens work 

engagement resource. 

 

Harmonious passion 

interaction: revives 

depleted psychological 

resources to enhance 

outcomes and eliminate 

turnover intention. 

 

 

 

 

as a result, increases 

organisational 

commitment (and by 

implication lowers 

turnover intention), 

 

 

 

 

which in turn 

increases job 

satisfaction (and by 

implication lowers 

turnover intention), 

 

 

 

 

that subsequently, 

increases satisfaction 

with retention practices 

(and by implication 

lowers turnover 

intention). 
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Implications for retention practices 
Organisational support 

practices to help 

increase individual work 

engagement  

 

Organisational support 

practices to help increase 

individual psychological 

capital 

Occupation passion 

elements that help to 

strengthen work 

engagement and 

psychological capital 

Work engagement and 

psychological capital 

support practices that 

act as resources (COR 

theory) to increase 

organisational 

commitment 

Work engagement 

and psychological 

capital support 

practices that act as 

resources (COR 

theory) to increase job 

satisfaction 

Work engagement and 

psychological capital 

support practices that 

act as resources (COR 

theory) to increase 

satisfaction with various 

retention practices 

Meaningfulness through  

• challenging work that 

offers growth, new 

projects, 

opportunities for 

development and 

enhancement of 

skills, autonomy, 

learning, creativity, 

status, good 

relations, and that 

encourages job 

crafting. 

 

Create a climate that is 

welcoming, accepting, 

and nurturing. 

Encourage small groups 

for social support and 

shared experiences. 

Useful practices to 

enhance self-efficacy 

include 

• positive efficacy 

training and 

development 

focused on 

observation, 

extensive practice, 

and positive 

feedback  

Obsessive passion 

interaction 

• Embeds guilt that 

compels 

engagement 

 

Harmonious passion 

interaction 

• grants control over 

activities 

• promotes work-

family balance 

• enables easy 

adaptation to 

environment 

 

• Training opportunities 

• Career development opportunities 

• encouraged interpersonal relations 

• social support 

• work climate of trust and autonomy 

• safe and harmless work environment free form everyday risks 

• supervisory coaching 

• performance appraisal/feedback 

• job demands and resources 
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Organisational support 

practices to help 

increase individual work 

engagement  

 

Organisational support 

practices to help increase 

individual psychological 

capital 

Occupation passion 

elements that help to 

strengthen work 

engagement and 

psychological capital 

Work engagement and 

psychological capital 

support practices that 

act as resources (COR 

theory) to increase 

organisational 

commitment 

Work engagement 

and psychological 

capital support 

practices that act as 

resources (COR 

theory) to increase job 

satisfaction 

Work engagement and 

psychological capital 

support practices that 

act as resources (COR 

theory) to increase 

satisfaction with various 

retention practices 

Psychological safety 

through  

• work climate that 

promotes trust, 

clearly defined work 

roles, risk free work 

environment, respite 

interventions, 

supportive 

interpersonal 

relations, and 

autonomy. 

 

• training modality 

such as guided 

mastery 

• cognitive mastery 

modelling 

• techniques on self-

regulatory 

competencies. 

 

  

Practices to enhance 

optimism include training 

and development 

interventions that assist in 

• evaluating the 

correctness of beliefs 

• replacing 

dysfunctional beliefs  
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Organisational support 

practices to help 

increase individual work 

engagement  

 

Organisational support 

practices to help increase 

individual psychological 

capital 

Occupation passion 

elements that help to 

strengthen work 

engagement and 

psychological capital 

Work engagement and 

psychological capital 

support practices that 

act as resources (COR 

theory) to increase 

organisational 

commitment 

Work engagement 

and psychological 

capital support 

practices that act as 

resources (COR 

theory) to increase job 

satisfaction 

Work engagement and 

psychological capital 

support practices that 

act as resources (COR 

theory) to increase 

satisfaction with various 

retention practices 
Psychological availability 

through  

• feedback, social 

support, 

organisational 

resources, skill 

variety, motivation 

and opportunity. 

with truth and 

positivity 

• building self-

discipline 

• analysing past 

events 

    

• devising contingency 

plans and 

preventative care 

 

Practices to enhance 

hope include 

• goal setting 

• formation of 

alternative pathways 

• persistence skills 

• mental readiness 
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Source: Author’s own work 

 

Organisational support 

practices to help 

increase individual work 

engagement  

 

Organisational support 

practices to help increase 

individual psychological 

capital 

Occupation passion 

elements that help to 

strengthen work 

engagement and 

psychological capital 

Work engagement and 

psychological capital 

support practices that 

act as resources (COR 

theory) to increase 

organisational 

commitment 

Work engagement 

and psychological 

capital support 

practices that act as 

resources (COR 

theory) to increase job 

satisfaction 

Work engagement and 

psychological capital 

support practices that 

act as resources (COR 

theory) to increase 

satisfaction with various 

retention practices 
 Practices to enhance 

resilience include  

• support from 

management to use 

internal and external 

protective measures. 
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4.4 IMPLICATIONS OF DIFFERENCES AMONG BIOGRAPHICAL GROUPS 
 

This section highlights the implications of age, gender, marital status, and tenure on work 

engagement, psychological capital, occupational passion, organisational commitment, job 

satisfaction, and satisfaction with retention practices. 

 

4.4.1 Age 
 

Studies revealed how the age of teachers can contribute to their work engagement, 

psychological capital, occupational passion, organisational commitment, job satisfaction, and 

satisfaction with retention practices. Kumar et al. (2020) indicated that the older the teachers, 

the more likely they are to interact with their teaching activities. This is because older teachers 

tend to have advanced coping strategies that they can use in maintaining order in their 

classroom environments. For the engagement of younger teachers to be enhanced, human 

resource practitioners and school principals could use induction programmes that are aimed 

at helping such teachers deal with classroom related pressures (Van Westhuizen et al., 2015). 

Older and experienced supervisors can also assist in this regard by providing support to the 

younger generation of teachers through mentoring (Yang & Matz-Costa, 2017). 

 

Although older teachers tend to be more engaged at work when compared to their younger 

counterparts, their levels of hope, self-efficacy, optimism, and resilience may decline as they 

grow older (Sawatsupaphon & Andrews, 2017). This decline in psychological capital 

capabilities can increase their stress levels and deteriorate their wellbeing (Poots & Cassidy, 

2020). Studies indicated that harmonious passion can however bring revival that enables such 

teachers to easily find balance between their work and family domains in order to enhance 

wellness (Astakhova & Porter, 2015). This is because passion for work allows individuals to 

become more flexible and adaptive to their work schedules (Lalande et al., 2017; Vallerand et 

al., 2003). A negative association between employees’ age and occupational passion is also 

reported in some studies, which suggested that as teachers grow older, their passion for 

teaching declines (Li et al., 2017). Teachers in such situations could work on developing their 

positive emotions to counteract negative affect of sadness and dissatisfaction with life. This 

means working on their enthusiasm, activeness, happiness, contentment, and relaxation in 

order to enhance work engagement and commitment in teaching (Lalande et al., 2017; 

Vallerand et al., 2003; Watson & Stanton, 2017).  

 

With regards to organisational commitment, Haque et al. (2017) indicated that there is no 

relationship between employees’ age and organisational commitment. Commitment comes 
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when employees derive value and meaning from work, and also when it becomes difficult for 

them to find alternative employment (Radford et al., 2015), but job satisfaction seems to 

increase with age (Eldogan & Yildirim, 2019). Studies revealed that teachers above the age 

of 50 are most likely to be satisfied with their jobs when compared to their younger 

counterparts (Skaalvik & Skaalvik, 2011; Skaalvik & Skaalvik, 2017). For younger employees 

to be satisfied with their jobs, organisations might need to adopt practices that encourage 

work-life balance, job crafting, supervisory support, and autonomy to contribute in decision-

making (Alegre et al., 2016). However, to enhance retention, it might be necessary to introduce 

such human resource practices to employees at different stages of life. For teachers working 

in disadvantaged schools pay, for example, may be more appealing to the younger generation 

of teachers than to their older colleagues (Roch & Sai, 2018). Older teachers may prefer 

investment benefits and promotions to senior managerial positions when compared to younger 

groups (Caluza & Niemand, 2019; Hom et al., 2019). 

 

4.4.2 Gender 
 

Various studies revealed that male and female teachers may differ in terms of work 

engagement, psychological capital capabilities, occupational passion, organisational 

commitment, job satisfaction, and satisfaction with human resource retention practices. 

Reports showed that female teachers are more prone to burnout and exhaustion due to the 

multiple roles they play at work and at home, and as a result may engage less at work when 

compared to male teachers (Sharma et al., 2017; Skaalvik & Skaalvik, 2017). This is because 

when these two roles conflict, teachers’ energies and psychological resources may deplete, 

and increasing levels of stress may arise (Balogun, 2019). School management teams could 

therefore intervene in ensuring that female teachers’ mental and physical strength are 

enhanced, by creating conducive and vibrant work spaces that are conducive enough to 

sustain momentum while at work (Maleka et al., 2020). Although the vigour element of work 

engagement can be influenced by the psychological capital of self-efficacy, hope, resilience, 

and optimism (Robyn & Mitonga-Monga, 2017), it seems that female teachers may still display 

higher levels of hope, self-efficacy, optimism, and resilience than their male colleagues despite 

these interventions (Demirtaş & Küçük, 2019). This may be explained by their inner motivation 

to engage willingly in teaching activities when compared to their male counterparts who tend 

to be less harmoniously passionate about their teaching roles (Li et al., 2017). Interventions 

to help revive male teachers’ psychological capital capabilities and harmonious passion may 

also be necessary in maintaining their high levels of engagement at work, and in enhancing 

their commitment, job satisfaction, and well-being so as to eliminate any possible intentions to 

resign (Lalande et al., 2017). Since harmonious passion can be resuscitated through social 
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cognitive appraisal, such teachers could therefore be encouraged to continuously evaluate 

their behaviours, formulate logical judgements, appraise their work experiences, and make 

decisional intentions (Zigarmi et al., 2018). This process might help teachers generate positive 

affect as well as enhance their well-being (Egan et al., 2019). Job satisfaction in teachers can 

also be enhanced through job demands and job resources. This is because these job 

conditions could assist in enhancing self-concept, and in eliminating symptoms of burnout and 

any motivation to quit the teaching profession (Skaalvik & Skaalvik, 2017). 

 

In terms of organisational commitment, studies revealed that female teachers’ commitment 

may depend on how compatible their work-life is to their family-life (Caluza & Niemand, 2019). 

For example, schools that offer crèche services within their premises and school fee 

exemption benefits to their staff members can easily attract and retain female teachers. 

Collegial support which also seems more appealing to female teachers could enhance their 

job satisfaction, more especially when it translates into job related activities (Naidoo, 2019). 

Although male teachers may feel ethically obliged to remain within the teaching profession 

despite any work or family challenges (Shoaib & Khalid, 2017; Tekingündüz et al., 2017), their 

retention may also be encouraged through motivational and hygiene or retention factors that 

form part of organisational strategies, culture, and benefits (Döckels, 2003; Zin et al., 2012). 

 

4.4.3 Marital status 
 

Studies showed that single employees (divorced, widowed, or never married) tend to interact  

more effectively at work than those who are married with more responsibilities and challenges 

(Sharma & Kaur, 2019). The effective engagement of single employees at work can better 

their chances of promotion to senior managerial positions. The married group, however, tends 

to display higher levels of psychological capital capabilities (Demirtaş & Küçük, 2019). This 

may be due to the challenging life experiences and family responsibilities they get exposed 

to. The responsibilities that come with being married can also encourage these individuals to 

commit and stay longer in their organisations (Blom et al., 2020). This is because married 

individuals are concerned about securing income. They usually have a higher need for 

financial security and stability to avoid societal stigma that comes with being unemployed 

(Yahaya & Ebrahim, 2016). Work that provides financial security can, therefore, enhance their 

levels of job satisfaction (Erdogan & Yildrim, 2019). 
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4.4.4 Tenure 
 

Research revealed that teachers with more years of teaching experience engage better at 

work due to their proficient classroom management techniques and strategies gained over the 

years (Faskhodi & Siyyari, 2018). They seem to know what works and what doesn’t. Such 

individuals are rich in psychological capital capabilities (hope, self-efficacy, optimism, and 

resilience) and they can express themselves better and make an impact in their work 

environment (Bouzari & Karatepe, 2017). Employees with more years of working experience 

also tend to be harmoniously passionate about their work roles (Birkeland & Buch, 2015). 

Because they have control over their activities, they as a result become more flexible and 

adaptive (Lalande et al., 2017; Vallerand et al., 2003). This means that they are able to balance 

work and personal time for the benefit of those around them (Astakhova & Porter, 2015). Their 

passion for work can also enhance their commitment and job satisfaction, and furthermore 

eliminate any intentions to resign (Lalande et al., 2017; Vallerand et al., 2003). Therefore, 

beginner teachers who take full advantage of the support given to them by tenured teachers 

could quickly sharpen their classroom management skills and confidently engage better to 

improve work-related outcomes (Faskhodi & Siyyari, 2018).  

 

With regards to satisfaction with human resource retention practices, research indicated that 

the less tenured group of teachers who are mostly younger could find compensation more 

appealing than the older highly tenured teachers who only keep their eyes on promotional 

positions and on long-term investment benefits (Caluza & Niemand, 2019; Hom et al., 2019; 

Roch & Sai, 2018). When such human resource retention practices are adopted, they could 

thus assist in retaining teachers within the teaching profession. 

 

Table 4.2 summarises implications of differences among biographical groups. 
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Table 4.2 

 Implications of Differences among Biographical Groups 

Biographic 
groups 

Work 
engagement  

(WE) 

Psychological 
capital 

(PsyCap) 

Occupational 
passion  

(OP) 

Organisational 
commitment 

(OC) 

Job 
satisfaction 

(JS) 

Satisfaction with 
retention practices 

(SRP) 
Age • Higher WE in older 

teachers 

• Lower WE in 

younger teachers 

• Lower PsyCap 

in older 

teachers 

• Higher PsyCap 

in younger 

teachers 

• Lower OP in older 

teachers 

• None revealed • Higher JS in 

older teachers 

• Lower JS in 

younger 

teachers 

• Higher SRP of pay 

in younger teachers 

• Higher SRP of 

Investment benefits 

and promotions in 

older teachers 

Age 

Intervention 

Induction programmes 

and mentoring 

Encourage 

flexibility and 

wellness 

Development of 

positive emotions 

Encourage meaningful 

work 

Encourage work-life 

balance, job crafting, 

supervisory support, 

and autonomy 

Encourage monetary 

benefits/incentives and 

internal promotions 

Gender • Lower WE in 

female teachers 

• Higher WE in male 

teachers 

• Higher PsyCap 

in female 

teachers 

• Lower PsyCap 

in male 

teachers 

• Lower levels of 

harmonious 

passion in male 

teachers  

• Higher OC in both 

males and female 

teachers  

• Higher JS in 

female teachers 

• Lower JS in male 

teachers  

• Higher SRP in 

female teachers 

• Lower SRP in male 

teachers 
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Biographic 
groups 

Work 
engagement  

(WE) 

Psychological 
capital 

(PsyCap) 

Occupational 
passion  

(OP) 

Organisational 
commitment 

(OC) 

Job 
satisfaction 

(JS) 

Satisfaction with 
retention practices 

(SRP) 
Gender 

Intervention 

Create vibrant and 

conducive work 

spaces to enhance 

momentum in female 

teachers 

Encourage revival 

of PsyCap 

capabilities 

Adopt and infuse 

components of social 

cognitive appraisal 

Encourage investment 

in training and 

development, 

promotions, 

participative work 

culture, job security 

and pension benefits  

Encourage provision 

of appropriate work-

related conditions 

e.g. job demands 

and job resources  

Incorporate retention 

practices in 

organisational policies, 

strategies, culture, and 

benefits 

Marital status • Higher WE in 

single teachers 

• Lower WE in 

married teachers 

• Lower PsyCap 

capabilities in 

single teachers 

• Higher PsyCap 

capabilities in 

married 

teachers 

None revealed  • Higher 

commitment in 

married teachers 

• Lower commitment 

in single teachers 

• Higher JS in 

married teachers 

• Lower JS in 

single teachers 

• Higher SRP in 

married teachers 

• Lower SRP in single 

teachers 

Marital status 

Intervention 

Encourage work-life 

balance 

Encourage 

practices that 

enhance hope, self-

efficacy, optimism, 

and resilience 

Adopt and infuse 

components of social 

cognitive appraisal, 

and encourage the 

development of 

positive emotions 

Encourage work climate of trust and autonomy, a work environment free 

from everyday risks, an environment that provides adequate job demands 

and job resources 
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Biographic 
groups 

Work 
Engagement  

(WE) 

Psychological 
capital 

(PsyCap) 

Occupational 
passion  

(OP) 

Organisational 
commitment 

(OC) 

Job 
Satisfaction 

(JS) 

Satisfaction with 
retention practices 

(SRP) 
Tenure • Higher WE in 

teachers with more 

years in teaching 

• Lower WE in 

teachers with 

fewer years of 

teaching 

• Higher PsyCap 

in teachers with 

more years in 

teaching 

• Lower PsyCap 

in teachers with 

fewer years of 

teaching 

• Harmonious 

passion in highly 

tenured teachers 

• Lesser levels of 

passion in lowly 

tenured teachers 

• Higher OC in 

teachers with more 

years in teaching 

• Lower OC in 

teachers with 

fewer years of 

teaching 

• Higher JS in 

teachers with 

more years in 

teaching 

• Lower JS in 

teachers with 

fewer years 

• Pay may enhance 

SRP in younger 

teachers 

• Investment benefits 

and promotion may 

enhance SRP in 

older teachers 

Tenure 

Intervention 

Encourage collegial 

support and mentoring  

 

Encourage collegial 

support and 

mentoring to 

enhance positivity 

Encourage collegial 

support and mentoring 

to develop positive 

emotions 

Encourage collegial 

support and mentoring 

to enhance positive 

emotions 

 

Encourage collegial 

support and 

mentoring to 

enhance positive 

emotions 

Encourage monetary 

benefits/incentives and 

internal promotions 

Source: Author’s own work 
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4.5 CHAPTER SUMMARY 
 

This chapter addressed research aim 2 by critically evaluating the theoretical integration 

between the outcomes, the antecedent, the mediator, and the moderator variables of this 

study from an overarching theoretical lens of conservation of resources (COR). Furthermore, 

the chapter critically assessed the implications of the theoretical psychosocial model of 

retention for intervention design. 

 

The next chapter explains and justifies the research approach taken in this study. 
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CHAPTER 5:  RESEARCH METHOD 
 

Chapter 5 outlines and justifies the research approach taken in this study by describing the 

statistical strategies used to realise the empirical aims 1 to 5. The empirical research phase is 

presented by explaining the research approach first, followed by a description of the study’s 

population and sample. The chosen measuring instruments with reasons to justify the choice 

are also provided. Thereafter, the data administration and the capturing processes are 

discussed. Lastly, the formulation of research hypotheses and the statistical processing of 

data are explained. 

 

The seven steps of the empirical study discussed in this chapter are as follows: 

 

Step 1:  Research approach 

Step 2:  Description of the population and sample 

Step 3:  Measuring instruments 

Step 4:  Administration of measuring instruments 

Step 5:  Data capturing 

Step 6:  Formulation of research hypotheses 

Step 7:  Statistical processing of data 

 
5.1 RESEARCH APPROACH  
 

This study was aimed at constructing a psychosocial model of retention for Black South African 

high school teachers by employing statistical strategies that evaluate the relationship 

dynamics between psychological attributes of work engagement, psychological capital, 

occupational passion, organisational commitment, job satisfaction, and satisfaction with 

human resource practices. To realise the empirical aim of this study, a quantitative cross-

sectional survey was undertaken with a convenience sample of Black African high school 

teachers in Gauteng, South Africa. The South African Employment Equity Act categorises 

Black employees as African, Indian and Coloured. The present study focused only on the 

category of Black Africans. 

 

According to Saunders et al. (2019), quantitative methodology refers to research techniques 

that are specifically designed to examine associations between variables through generated 

numerical data. With this method, measurement of quantities and statistical analysis are 

performed to draw conclusions (Bairagi & Munot, 2019). Because data used in this method is 

numeric in nature, researchers can efficiently present their information using graphs and 
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charts (Ewing & Park, 2020). The large data sets obtained while using quantitative 

methodology allow findings to be representative of the population (Goertzen, 2017). 

Quantitative methodology can therefore provide an excellent depiction of phenomena 

(Tredoux & Durrheim, 2019).  

 

With quantitative methods, researchers can adopt deductive reasoning in order to test their 

hypotheses and theories (Saunders et al., 2019). Because of the well-established and refined 

language used in quantitative research, researchers are also able to interact proficiently with 

the world. The standardised approach adopted by quantitative methods also makes it easy for 

researchers to share and replicate studies (Goertzen, 2017). Although quantitative data may 

not accurately describe complex situations, researchers may still generalise their findings and 

make inferences that are supported by probability estimates (Tredoux & Durrheim, 2019). 

However, their findings can be generalised only to a specific population (Goertzen, 2017).  

 

By using a cross-sectional survey, researchers can collect data and draw conclusions relating 

to the population at a single point in time regardless of time intervals (Ewing & Park, 2020). 

Where data is collected repeatedly, researchers ought to ensure that the same participants 

are not purposely sampled again. The use of a survey tool can therefore provide researchers 

with numerical descriptions of trends, attitudes, and opinions relating to samples under study 

(Creswell & Creswell, 2017). Although researchers opting for a cross-sectional survey may 

not be able to determine the direction of change that a group of individuals might take, as 

cross-sectional surveys reveal nothing in terms of individuals’ continuity of development, and 

its use limits the comparability of groups, researchers may still be able to study the 

characteristics of a sample and examine frequencies and relationships between variables 

(Salkind, 2018).  

 

Salkind (2018) highlighted the following with regards to the use of questionnaires such as a 

paper-and-pencil set of structured and focused questions in research.  Firstly, questionnaires 

require no direct intervention or assistance from researchers; as a result, they can help save 

researchers’ time. Secondly, the component of anonymity when using this method of 

measuring behaviour can help in getting honest answers from participants. Thirdly, 

questionnaires can be the cheapest method to use. Lastly, their completion and return rate 

can be lower than anticipated (Salkind, 2018). 

  

Another method to adopt is convenience sampling on a purposively selected population. 

Convenience sampling is a non-probability method used when members of the population are 

convenient to sample (Salkind, 2018).  The main advantages of convenience sampling, also 
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known as availability sampling, are as follows (Salkind, 2018; Saunders et al., 2019):  the 

method grants researchers (and students doing projects) freedom with regards to the selection 

of sample; this strategy is more useful in a small or specialised population; it is inexpensive; 

convenient to use; and less time consuming. The main disadvantages of using this method 

are (Salkind, 2018; Saunders et al., 2019):  the convenience sampling strategy lacks 

credibility; although the method is popular and widely used it is prone to bias that is beyond 

the control of researchers; the convenience sampling is haphazard with no principles of 

organisation; and with this method the likelihood of a sample being representative is low.  

 

5.2 DESCRIPTION OF THE POPULATION AND SAMPLE 
 

A population refers to a larger collection of objects or a larger group of individuals, while a 

sample is considered a smaller group and a subset of the population (Tredoux & Durrheim, 

2019). In this study, the population consisted of high school teachers employed by the 

Gauteng Department of Education (GDE) within the Tshwane South region, with N = 780. This 

was a group of Black South African teachers initially targeted from the 26 high schools that 

were easily accessible to the researcher, each with an average number of 30 permanently 

employed teachers. However, only 25 high schools agreed to participate in this study. 

 

The final selection of a sample for this study was specific to a group of Black South African 

high school teachers within the Tshwane South District (N = 500). The inclusion criteria of the 

sample were based on the following:  

 

• teachers needed to be of the Black African race, 

• permanently employed by the GDE on full-time basis,   

• of different ages, gender, marital status, and tenure.  

 

Teachers who did not meet the above criteria were excluded from participating in this study. 

Out of the 500 questionnaires that were distributed, only 309 usable questionnaires were 

obtained and recorded (N = 309), yielding a response rate of 62%. 

 
5.2.1 Composition of sample by age group 
 

Table 5.1 and Figure 5.1 indicate the age distribution of participants in the sample. Participants 

aged 21-30 years comprised 33% of the sample; participants in the age group of 31-45 years 
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comprised 22.3%; participants in the age group of 46-65 years comprised 44%; and those 

older than 65 comprised .7% of the sample of participants (N=309). 

 

Table 5.1  

Age Distribution of Sample (N = 309) 

Age Frequency Percent Valid Percent Cumulative 
Percent 

Valid 21 – 30 102 33.0 33.0 33.0 

31 – 45 69 22.3 22.3 55.3 

46 – 65 136 44.0 44.0 99.3 

Older than 65 2 .7 .7 100.0 

Total 309 100.0 100.0  
 

Figure 5.1  

Sample Distribution by Age (N = 309) 

 
 

5.2.2 Composition of sample by gender group 
 

Table 5.2 and Figure 5.2 indicate the gender distribution of participants in the sample. In the 

sample (N = 309), 41.7% of the participants were males, and 58.3% were females. 
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Table 5.2  

Gender Distribution of Sample (N = 309) 

Gender Frequency Percent Valid Percent Cumulative 
Percent 

Valid Male 129 41.7 41.7 41.7 
Female 180 58.3 58.3 100.0 
Total 309 100.0 100.0  

 

Figure 5.2  

Sample Distribution by Gender (N = 309) 

 
 

5.2.3 Composition of sample by marital status 
 

Table 5.3 and Figure 5.3 indicate the marital status distribution of the participants in the 

sample. Marital status was classified according to single (constituting 50.5%), married 

(constituting 44%), divorced (constituting 4.9%), and separated (constituting .6%) in the 

sample (N = 309). 
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Table 5.3  

Marital Status Distribution of Sample (N = 309) 

Marital Status Frequency Percent Valid Percent Cumulative 
Percent 

Valid Single 156 50.5 50.5 50.5 

Married 136 44.0 44.0 94.5 

Divorced 15 4.9 4.9 99.4 

Separated 2 .6 .6 100.0 

Total 309 100.0 100.0  
 

Figure 5.3 

Sample Distribution by Marital Status (N = 309)  

 

 
5.2.4 Composition of sample by tenure 
 

Table 5.4 and Figure 5.4 indicate the tenure distribution of the participants in the sample. The 

tenure distribution of the participants was measured according to the following categories: less 

than one year; 1-2 years; 3-4 years; 5-6 years; and 6 years and above. Participants with less 

than 1-year tenure constituted 12.3% of the sample. Participants between 1 to 2 years of 

tenure constituted 10.7%. Those between 3 to 4 years were 14.9%, while participants between 

5 to 6 years were 6.8%. The last category with tenure of 6 years and above comprised 55.3% 

of the sample (N = 309). 
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Table 5.4  

Tenure Distribution of Sample (N = 309) 

Tenure Frequency Percent Valid Percent Cumulative 
Percent 

Valid Less than one year 38 12.3 12.3 12.3 

1 – 2 years 33 10.7 10.7 23.0 

3 – 4 years 46 14.9 14.9 37.9 
5 – 6 years 21 6.8 6.8 44.7 

6+ years 171 55.3 55.3 100.0 

Total 309 100.0 100.0  
 

Figure 5.4 

Sample Distribution by Tenure (N = 309)  

 
 
In summary, the sample was predominantly represented by single Black South African female 

teachers between the ages of 46 – 65 years old with tenure of above six years. 

 

5.3 MEASURING INSTRUMENTS: CHOICE AND MOTIVATION 
 

The selection of measuring instruments used in this study was guided by the literature review. 

The choices made were based on their relevance to this study, with special attention given to 

their validity and reliability. A measuring instrument was considered valid based on its 

accuracy and authenticity to measure what it was intended to measure (Salkind, 2018). The 

validity of a measuring instrument is crucial in the sense that it ensures that the researchers’ 

conclusions are meaningful (Tredoux & Durrheim, 2019). Reliability, however, guarantees that 
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a measuring instrument is stable and predictable to produce the same outcome repeatedly 

(Salkind, 2018).  

 

The following measuring instruments were chosen for this study: 

 

• Organisational commitment scale (OCS) developed by Allen and Meyer (1993) was 

used to measure the components of organisational commitment. 

• Job satisfaction scale (JSS) developed by Skaalvik and Skaalvik (2011) was used to 

measure teachers’ overall job satisfaction. 

• Retention factor scale (RFS) developed by Döckel (2003) was used to measure 

teachers’ satisfaction with human resource retention practices.  

• Utrecht work engagement scale (UWES) developed by Schaufeli et al. (2002) was 

used to measure the components of work engagement. 

• Psychological capital questionnaire (PCQ) developed by Luthans et al. (2007) was 

used to measure the components of psychological capital. 

• Passion scale (PS) developed by Vallerand et al. (2003) was used to measure 

teachers’ occupational passion. 

 

A biographical questionnaire was used to obtain teachers’ personal information relating to their 

ages, gender, marital status, and tenure.  

 

In the next section, the chosen measuring instruments are discussed and motivated. 

 

5.3.1 Organisational Commitment Scale (OCS) 
 

This section firstly provides the purpose and description of the OCS, followed by how this 

instrument was administered and interpreted, its validity and reliability, and lastly the 

motivation to use it in this study. 

 

5.3.1.1 Purpose of the OCS 

 

OCS developed by Allen and Meyer (1993) is a self-rating scale that consists of three 

components, namely, affective, continuance and normative commitment. The purpose of this 

scale is to help researchers deeply understand employees’ relationship with their 

organisations. This is achieved by measuring their desire, need, and obligation to remain in 
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their organisations. In this study, OCS helped in determining teachers’ commitment at 

affective, continuance, and normative levels. 

 

5.3.1.2 Description of the OCS 

 

The OCS scale consisted of 18 items in total, with three subscales (affective, continuance and 

normative) of six items each (Allen & Meyer, 1993). For the purpose of this study, the OCS 

was slightly modified in order to specifically refer to the teaching profession, and as a result  

included statements such as: ‘I would be very happy to spend the rest of my career in teaching’ 

(affective); ‘It would be very hard for me to leave teaching right now, even if I wanted to’ 

(continuance); and ‘Even if it were to my advantage, I do not feel it would be right to leave the 

teaching profession now’ (normative). This measure was scored on a seven-point Likert scale, 

varying from 1 (strongly disagree) to 7 (strongly agree).  

 

5.3.1.3 Administration of the OCS 

 

The OCS is an easy to complete scale that can be administered in a group or individually. On 

average, it takes approximately five to ten minutes to complete the OCS. Instructions on how 

to complete the OCS were clearly stated on the questionnaire.  Respondents were instructed 

to read each statement carefully, and then select one response that best corresponded with 

the extent to which the statement was true to them.  

 

5.3.1.4 Interpretation of the OCS 

 

The OCS, with the affective, continuance and normative subscales, was measured to reflect 

the respondents’ commitment in their organisations. Items 3, 4, 5, and 13 were reverse-keyed 

to counteract positivity and negativity biases among respondents. Higher OCS scores 

indicated respondents’ desire, need, and obligation to remain in their organisations. 

 

5.3.1.5 Validity and reliability of the OCS 

 

Research on teachers showed extensive support for the validity and reliability of the three 

subscales of organisational commitment, with Cronbach’s Alpha above the benchmark of .70 

for each (Mugizi, 2019).  This was in support of Allen and Meyer’s (1993) Cronbach Alpha for 

each subscale of OCS, which was .86 for affective, .81 for continuance, and .76 for normative 

commitment. The overall reliability coefficient of the OCS was confirmed at α = .72 by Kiral 

and Suçiçegi (2017). 
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5.3.1.6 Motivation for using the OCS 

 

The OCS has been tested across African organisations, even within the school context 

(Mugizi, 2019). Research indicated that predictions on employees’ turnover intention 

behaviours can be made based on their organisational commitment (Allen & Meyer, 1993). 

Based on these research findings, the OCS was therefore considered as relevant for this 

study. Also, the procedures of administering the OCS seemed easy to apply. 

 

5.3.2 Job Satisfaction Scale (JSS) 
 

This section firstly provides the purpose and description of the JSS, followed by how it was 

administered and interpreted, and its validity and reliability, and finally the motivation to use it 

in this study.  

 

5.3.2.1 Purpose of the JSS 

 

The job satisfaction scale that was used in this study was developed by Skaalvik and Skaalvik 

(2011). The purpose of the JSS was to measure teachers’ overall satisfaction with their 

teaching jobs. JSS was specifically intended to help researchers determine teachers’ general 

satisfaction with the contextual or school-based factors such as time pressure, relations with 

others, student behaviour, etc. 

 

5.3.2.2 Description of the JSS 

 

The JSS consisted of only four-items (Skaalvik & Skaalvik, 2011). The following statements 

were included in this scale: ‘I enjoy working as a teacher’; ‘I look forward to going to school 

every day’; ‘Working as a teacher is extremely rewarding’; and ‘When I get up in the morning, 

I look forward to going to work’.  JSS used in this study was scored on a six-point Likert scale, 

varying from 1 (strongly disagree) to 6 (strongly agree). 

 

5.3.2.3 Administration of the JSS 

 

The JSS takes less than five minutes to complete. Instructions on how to complete the JSS 

were clearly stated on the questionnaire.  Respondents were instructed to carefully read each 

of the four statements before responding, and then mark the box that seemed relevant to them 

with an X.  
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5.3.2.4 Interpretation of the JSS 

 

The four items of the JSS reflect teachers’ satisfaction with their jobs. A higher JSS score 

showed that the respondents were highly satisfied with time pressures, student behaviour, 

and with their relations with colleagues, parents, and school management. 

 

5.3.2.5 Validity and reliability of the JSS 

 

Previous studies confirmed the validity and reliability of the JSS (Skaalvik & Skaalvik, 2011; 

Skaalvik & Skaalvik, 2017; Skaalvik, 2020). Throughout these studies, a Cronbach Alpha of α 

= .9 (above the benchmark of .7) was obtained, and therefore confirmed the reliability of this 

scale.  

 

5.3.2.6 Motivation for using the JSS 

 

The job satisfaction scale (Skaalvik & Skaalvik, 2011) was chosen for this study because of 

its high degree of validity and reliability, and its overall approach. Because the JSS is not facet-

specific, it therefore allowed respondents to make overall assessments on different areas of 

their jobs, and then provide integrated responses to questions asked (Skaalvik & Skaalvik, 

2011; Skaalvik & Skaalvik, 2021). This therefore made the chosen JSS less time-consuming 

for the respondents. 

  

5.3.3 Retention Factor Measurement Scale (RFMS) 
 

This section firstly provides the purpose and description of the RFMS, followed by how this 

instrument was administered and interpreted, its validity and reliability, and lastly the 

motivation to use it in this study.  

 

5.3.3.1 Purpose of the RFMS 

 

RFMS used in this study was developed by Döckel (2003). The purpose of this scale was to 

measure respondents’ satisfaction with the practices and policies of retention mostly adopted 

by organisations to prevent employees from resigning (Potgieter et al., 2018). In this study, 

the RFMS was intended to help researchers determine teachers’ satisfaction with retention 

practices related to compensation, training and development opportunities, supervisor 

support, career opportunities, and work-life balance. 
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5.3.3.2 Description of the RFMS 

 

The original retention scale consisted of seven subscales with 42 items in total (Döckel, 2003). 

However, for the purpose of this study, only five subscales of the original instrument were 

used, giving a total of 35 items. The three items of organisational commitment and four items 

of job characteristics were considered unnecessary and therefore removed.  The RFMS used 

in this study thus consisted of 13 items of compensation; six items of training and 

development; six items of supervisor support; six items of career opportunities; and four items 

of work-life balance. Some of these items were modified in order to specifically refer to the 

teaching profession.  As a result, the scale included statements such as: ‘Consistency of the 

Department of Education’s pay policies’ (compensation); ‘Sufficient time is allocated for 

training’ (training and development); ‘My supervisor or head of department/principal looks for 

opportunities to praise positive employee performance, both privately and in front of others’ 

(supervisor support); ‘My chances for being promoted are good’ (career opportunities); and 

‘My work schedule is often in conflict with my personal life’ (work-life balance). The scale was 

scored on a six-point Likert scale, ranging from 1 (strongly disagree) to 5 (strongly agree). 

 

5.3.3.3 Administration of the RFMS 

 

The RFMS takes approximately 10 - 15 minutes to complete. Instructions on how to complete 

the RFMS were clearly stated on the questionnaire.  Respondents were instructed to carefully 

read each statement, and thereafter mark with an X one box that best corresponded with the 

extent to which the statement was true for them.  

 

5.3.3.4 Interpretation of the RFMS 

 

The five subscales of the RFMS (compensation, training and development opportunities, 

supervisor support, career opportunities, and work-life balance) were measured separately to 

reflect the respondents’ satisfaction with human resource retention practices. Higher RFMS 

scores showed that the respondents were strongly satisfied with the retention practices. 

 

5.3.3.5 Validity and reliability of the RFMS 

 

African studies on retention confirmed the validity and reliability of the RFMS, with overall 

Cronbach’s Alpha above the benchmark of .70 (Potgieter et al., 2018; Shibiti, 2020). These 

studies supported the accuracy and internal consistency of the RFMS developed by Döckel 
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(2003) with α = .90 for compensation, .83 for training and development, .9 for supervisor 

support, .76 for career opportunities, and .87 for work-life balance.  

 

5.3.3.6 Motivation for using the RFMS 

 

The RFMS has been tested across Africa, as well as within the school context (Potgieter et 

al., 2018; Shibiti, 2020). The RFMS is useful in measuring employees’ satisfaction with the 

systematic efforts made by organisations to encourage their retention (Döckel, 2003). 

Because the RFMS has also been proven to be valid and reliable, it therefore turned out to be 

relevant to use in this study. 

 

5.3.4 Utrecht Work Engagement Scale (UWES) 
 

This section firstly provides the purpose and description of the UWES, followed by how this 

instrument was administered and interpreted, its validity and reliability, and finally the 

motivation to use it in this study.  

 

5.3.4.1 Purpose of the UWES 

 

The UWES used in this study was developed by Schaufeli et al. (2002). The scale was 

intended to measure employees’ level of vigour, dedication, and absorption (Schaufeli et al., 

2002). The scale was therefore used to determine employees’ level of enthusiasm and energy 

for work (vigour), their sense of pride and emotional involvement (dedication), as well as their 

levels of concentration and attachment to work roles (absorption) (Rahmadani et al., 2019). In 

this study, UWES was useful in helping researchers make judgements about teachers’ 

feelings and reactions towards their work roles. 

 

5.3.4.2 Description of the UWES 

 

The UWES consisted of three subscales, namely, vigour (with six items), dedication (with five 

items) and absorption (with six items) (Schaufeli et al., 2002). UWES included statements 

such as: ‘At work, I feel bursting with energy’ (vigour); ‘I find the work that I do full of meaning 

and purpose’ (dedication); and ‘I am immersed in my work’ (absorption). The UWES was 

scored on a seven-point Likert scale, varying from 0 (almost never) to 6 (every day). 
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5.3.4.3 Administration of the UWES 

 

The UWES takes approximately five to ten minutes to complete. Instructions on how to 

complete the UWES were clearly stated on the questionnaire.  Respondents were instructed 

to carefully read each statement, and then mark with an X only one box that best corresponded 

with the extent to which the given statement was true for them.  

 

5.3.4.4 Interpretation of the UWES 

 

The three subscales of the UWES (vigour, dedication, and absorption) were measured to 

reflect respondents’ level of engagement at work. High UWES scores indicated that the 

respondents were more enthusiastic, emotionally involved, and attached to their work 

activities. 

 

5.3.4.5 Validity and reliability of the UWES 

 

South African studies on teacher work engagement confirmed the validity and reliability of the 

three subscales of UWES, with Cronbach’s Alpha above the benchmark of .7 (Mvana & Louw, 

2020; Shibiti, 2020). These studies proved the accuracy and internal consistency of the UWES 

developed by Schaufeli et al. (2002) with α = .8 for vigour, .91 for dedication, and .75 for 

absorption. 

 

5.3.4.6 Motivation for using the UWES 

 

The UWES is a globally used scale that helps in measuring employees’ engagement in their 

work roles. The dimensions of the UWES provide clarity with regards to employees’ energy 

and mental resilience (vigour), their involvement (dedication) and full concentration on work 

related activities (Bakker & Leiter, 2017). Because the UWES was proven to be a valid and 

reliable measure of engagement across fields (Mvana & Louw, 2020; Robyn & Mitonga-

Monga, 2017), it therefore became relevant to use in this study.  

 

5.3.5 Psychological Capital Questionnaire (PCQ) 
 

This section firstly provides the purpose and description of the PCQ, followed by how this 

instrument was administered and interpreted, its validity and reliability, and lastly the 

motivation to use it in this study. 
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5.3.5.1 Purpose of the PCQ 

 

The PCQ used in this study was developed by Luthans et al. (2007). The PCQ was intended 

to measure employees’ strengths and capabilities of hope, optimism, resilience, and self-

efficacy (Luthans, 2002).  PCQ was intended to help researchers identify the respondents’ 

levels of psychological capital capabilities that reflect on their attitudes, behaviours, 

performance, and well-being. 

 

5.3.5.2 Description of the PCQ 

 

PCQ is a self-report questionnaire that consists of four subscales, namely, hope, optimism, 

resilience and self-efficacy (Luthans et al., 2007). The PCQ used in this study had 24 items in 

total. Each of the four subscales consisted of six items. The questionnaire included statements 

such as: ‘At the present time, I am energetically pursuing my goals’ (hope); ‘I am optimistic 

about what will happen to me in the future as it pertains to work’ (optimism); ‘I usually manage 

difficulties one way or another at work’ (resilience); and ‘I feel confident helping to set 

targets/goals in my work area’ (self-efficacy). The questionnaire was scored on a six-point 

Likert scale ranging from 1 (strongly disagree) to 6 (strongly agree). 

 

5.3.5.3 Administration of the PCQ 

 

PCQ takes approximately five to ten minutes to complete. Instructions on how to complete the 

PCQ were clearly stated on the questionnaire.  Respondents were instructed to carefully read 

each statement, and then mark with an X only one box that best corresponded with the extent 

to which the given statement was true for them.  

 

5.3.5.4 Interpretation of the PCQ 

 

The four measured subscales of the PCQ (hope, optimism, resilience, and self-efficacy) were 

intended to reflect the respondents’ strengths and capabilities, more specifically their 

persistence in achieving goals, their positive outlook, ability to withstand adversity, and 

confidence to complete tasks. Reverse-keyed items (13, 20, and 23) of the PCQ were meant 

to counteract positivity and negativity biases among respondents. High PCQ scores reflected 

the respondents’ positive psychological state of well-being. 
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5.3.5.5 Validity and reliability of the PCQ 

 

Studies on psychological capital confirmed the validity and reliability of the PCQ, with 

acceptable Cronbach’s Alpha above the conventional standard of .7 (Mvana & Louw, 2020; 

Supriyadi et al., 2020). These studies confirmed the accuracy of the overall PCQ that had α 

ranging between 0.88 and 0.89, and each subscale with the highest α = .8 (for hope), .72 (for 

resilience), .85 (for self-efficacy), and .79 (for optimism) (Luthans et al., 2007). 

 

5.3.5.6 Motivation for using the PCQ 

 

In this study the PCQ developed by Luthans et al. (2007) was chosen because of its validity 

and reliability. PCQ has been extensively used throughout research, both globally and locally, 

to accurately measure employees’ strengths and capabilities. 

 

5.3.6 Passion Scale (PS) 
 

This section firstly provides the purpose and description of the PS, followed by how this 

instrument was administered and interpreted, its validity and reliability, and lastly the 

motivation to use it in this study. 

 

5.3.6.1 Purpose of the PS 

 

The passion scale used in this study was developed by Vallerand et al. (2003). The purpose 

of this scale was to measure individuals’ strong inclination towards activities they like, find 

important, and invest their time and energy in (Vallerand & Houlfort, 2019). PS was intended 

to help researchers determine whether respondents’ urge towards work was uncontrollable to 

a point where it became impossible to disengage (obsessive passion), and whether individuals 

were able to let go of work activities and fully focus on other life roles (harmonious passion). 

In this study, passion scale was intended to help researchers identify the level of teachers’ 

passion towards those school activities that they value the most. 

 

5.3.6.2 Description of the PS 

 

Passion scale consisted of 14 items in total, with the two subscales of harmonious passion 

and obsessive passion (Vallerand et al., 2003). Each of the two subscales included seven 

items, with statements such as: ‘The activities at work allow me to live a variety of experiences’ 



 
 

160 
 

(harmonious); and ‘I cannot live without my work-related activities’ (obsessive). The PS was 

scored on a seven-point Likert scale, varying from 1 (strongly disagree) to 7 (strongly agree). 

 

5.3.6.3  Administration of the PS 

 

PS takes approximately five to ten minutes to complete. Instructions on how to complete the 

PS were clearly stated on the questionnaire.  Respondents were given instruction to carefully 

read each statement, and then mark with an X only one box that best corresponded with the 

extent to which the given statement was true for them.  

 

5.3.6.4 Interpretation of the PS 

 

The two subscales of occupational passion (harmonious passion and obsessive passion) were 

measured to reflect the respondents’ strong feelings towards work activities that were dearest 

to their hearts, and which they valued the most. High PS scores reflected the respondents’ 

strong inclination towards work activities. 

 

5.3.6.5 Validity and reliability of the PS 

 

Research on occupational passion confirmed the validity and reliability of the two subscales 

of PS, with Cronbach’s Alpha of above .7 (Peyton & Zigarmi, 2021).  Also confirmed was the 

accuracy of the PS that had α coefficients of .79 for harmonious passion and .89 for obsessive 

passion (Vallerand et al., 2003). 

 

5.3.6.6 Motivation for using the PS 

 

In this study, the passion scale by Vallerand et al. (2003) was chosen based on its accuracy 

and internal consistency in measuring individuals’ strong inclination towards activities they like 

and find important. PS was also considered easy to administer, and less time-consuming to 

the respondents. 

 

5.3.7 Psychometric properties of the biographical instruments 
 

A biographical instrument was included in this study in order to obtain the characteristics of 

the sample. This was a self-rating instrument that contained the variables of age, gender, 
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marital status, and tenure. The biographical instrument was included based on the theory that 

links biographical information with the variables of this study. 

  

5.3.8 Limitations of the psychometric battery 
 

All the instruments used in this study were self-reporting (paper-and-pencil structured). As a 

result, several limitations that might lead to dishonest tendencies and bias in the results were 

anticipated. According to Salkind (2018), one major disadvantage of using self-reporting 

research instruments is low rate of completion and return.  Bell et al. (2018) pointed out that 

since researchers are usually physically absent at the time of completion, respondents may 

not get assistance when they come across difficult questions or unclear language. The 

researchers may thus run the risk of missing data. Also, long questionnaires may result in 

some questions left unanswered. Furthermore, the order of answering questions and the 

independence of each cannot be determined as respondents may choose to read the entire 

questionnaire before answering questions. There may also be uncontrollable intrusion of non-

respondents, as these intruders may choose to answer questions on behalf of the 

respondents.  With self-reporting instruments, respondents are not given an opportunity to 

elaborate on their answers or to provide motivation (Goertzen, 2017). This therefore makes it 

impossible for them to justify their thoughts, feelings, and actions. 

 

The six instruments used in this study were chosen following an extensive review of various 

scales designed to measure organisational commitment, job satisfaction, retention, work 

engagement, psychological capital, and occupational passion. The reason behind the 

selecting of these instruments was to enable the researchers to use statistical analysis in order 

to determine links between variables, and the extent to which the variables of this study relate 

to one another. The above-mentioned limitations were considered during the interpretation 

which emerged from the results of this study.  

 

5.3.9 Ethical considerations and administration of the research instruments 
 

Salkind (2018) highlighted important guidelines which need to be observed by researchers 

who deal with human participants. These guidelines and standards are set out to ensure that 

individuals participating in research are treated with utmost dignity, irrespective of the nature 

or outcomes of the research. These standards are as follows: 

 

• Informed consent and voluntary participation 
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• Confidentiality and anonymity 

• Maintenance of privacy 

• Protection from harm 

• Availability of results on completion. 

 

The Protection of Personal Information (POPI) Act which was created by the South African 

government to ensure responsible behaviours when collecting, processing, storing, and 

sharing other people’s personal information (Ngwenya & Ngoepe, 2020) also emphasised the 

following considerations with regards to security measures on the integrity and confidentiality 

of personal information: 

 

• Integrity and confidentiality of obtained personal information must be secured and 

prevented from loss, damage, unauthorised distribution, and unlawful access or 

processing. 

• Reasonable measures must be taken to identify foreseeable risks to personal 

information and to safeguards against such. 

• Parties must have due regard to generally accepted information, security practices and 

procedures. 

 

As part of the efforts that ensured that the above ethical guidelines were followed and that 

standards were maintained in this study, the researcher firstly obtained permission from the 

three main gatekeepers (Gauteng Department of Basic Education, Tshwane South District of 

Education, and school principals) who agreed on the involvement of teachers as human 

participants of the study. This was done by means of emails and physical visits to various 

schools. Ethical clearance certificate reference number 2019_CEMS/IOP_004 (see Annexure 

A) from the Department of Industrial and Organisational Psychology at UNISA was also 

obtained to ensure that the study complied with all the ethical principles as stipulated in the 

university’s Research Ethics Policy. The researcher further ensured that permission to use 

research instruments not available in the public domain was obtained from respective scale 

developers.   

 

In order to obtain data for this study, questionnaires were hand-delivered to 25 public high 

schools that agreed to participate in this research. A neutral person from each school was 

identified to distribute and collect back all completed questionnaires. The involvement of this 

person was necessary for safeguarding the questionnaires and the information they 

contained.  
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Attached to each questionnaire was an informed consent form together with an agreement to 

participate in the research project, both of which emphasised the confidentiality of participants’ 

information, assuring them that their information will remain unrecognisable when reporting 

the results. The consent form also assured the participants that no harm was anticipated in 

their involvement. Their right to participate or withdraw without offering explanations was also 

emphasised. The participants were also informed that the results of this study will be published 

in scientific journals and will also be made available on reports intended for all participating 

schools, the Tshwane South District, and the Gauteng Department of Education.  

 

In an attempt to comply with the Employment Equity Act 55 of 1998 which stresses that all 

psychological tests used should be valid and reliable, and that they should be administered 

fairly with no bias, all the instruments used in this study were therefore evaluated for 

compliance purposes. 

 

5.4 DATA CAPTURING 
 

In the process of data capturing, the responses on every usable questionnaire were firstly 

captured by the researcher on a Microsoft Excel spreadsheet, wherein the rows of the 

spreadsheet represented individual participants and the columns represented the questions 

from each measuring scale. The computation of statistics was performed by an independent 

statistician using the following statistical programmes: 

 

• IBM SPSS Statistics Version 27 (1998, 2020)  

• SAS Version 9.4 (2002-2012) 

• Hayes’ PROCESS Procedure for SPSS Version 3.5.3 (2020) 

 

5.5 FORMULATION OF RESEARCH HYPOTHESES 
 

Tredoux and Durrheim (2019) described a research hypothesis as an unconfirmed statement 

that predicts connections between variables. According to these authors, in hypothesis testing 

a researcher would state a measurable research question or a research aim that is then 

translated into two predictions about the empirical findings. The first prediction which is a null 

hypothesis (H0), would show that the researcher envisages no differences between variables, 

whereas the second prediction, an alternative hypothesis (Ha), would indicate that the 

researcher expects differences between the variables under study. Hypotheses are therefore 
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considered as educated guesses which should be clearly stated, literature based, brief, and 

testable (Salkind, 2018).  

 

Table 5.5 outlines the research hypotheses that were formulated in order to achieve the 

empirical objectives of this study. In the findings of this study, the evidence was provided in 

terms of whether or not to support these tested hypotheses. 
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Table 5.5  

Research Hypotheses 

RESEARCH AIM 
 

HYPOTHESES STATISTICAL PROCEDURE 

Research aim 1: To assess the 

interrelationship between the biographical 

characteristics (age, gender, marital 

status, and tenure), the antecedent (work 

engagement), the mediator (psychological 

capital), the moderator (occupational 

passion), and the outcomes 

(organisational commitment, job 

satisfaction and human resource retention 

practices satisfaction). 

H1: There is a statistically significant interrelationship between the biographical 

characteristics (age, gender, marital status, and tenure), the antecedent (work 

engagement), the mediator (psychological capital), the moderator (occupational 

passion), and the retention outcomes (organisational commitment, job 

satisfaction and human resource retention practices satisfaction). 
 

Correlation analysis 

 

Research aim 2: To assess whether work 

engagement has a positive link to (1) 

organisational commitment, (2) job 

satisfaction and (3) human resource 

retention practices satisfaction through 

psychological capital as a mediating 

variable.  

H2:  Work engagement has a positive link to (1) organisational commitment, (2) 

job satisfaction and (3) human resource retention practices satisfaction through 

psychological capital as a mediating variable. 

 

Mediation analysis  
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RESEARCH AIM 
 

HYPOTHESES STATISTICAL PROCEDURE 

Research aim 3: To evaluate whether the 

mediating effect of psychological capital in 

the link between work engagement and (1) 

organisational commitment, (2) job 

satisfaction, and (3) human resource 

retention practices satisfaction is 

conditional upon the moderating effect of 

occupational passion.  

H3: The mediating effect of psychological capital in the link between work 

engagement and (1) organisational commitment, (2) job satisfaction, and (3) 

human resource retention practices satisfaction is conditional upon the 

moderating effect of occupational passion.   

 

Moderated mediation analysis  

Research aim 4: To evaluate whether 

teachers’ biographical characteristics 

(such as age, gender, marital status, and 

tenure), work engagement, psychological 

capital, and occupational passion, 

significantly predict organisational 

commitment, job satisfaction and human 

resource retention practices satisfaction. 

H4: The biographical variables (such as age, gender, marital status, and tenure), 

work engagement, psychological capital, and occupational passion significantly 

predict organisational commitment, job satisfaction, and human resource 

retention practices satisfaction. 

 

Multiple regression analysis 

Research aim 5: To assess whether 

teachers with biographical characteristics  

such as age, gender, marital status, and 

tenure differ significantly with regards to 

the construct variables of this study. 

H5: Teachers with biographical characteristics such as age, gender, marital 

status, and tenure differ significantly with regards to the construct variables of 

this study.  

 

 

Test for significant mean 

differences  

 

Note: H (alternative hypothesis) 
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5.6 STATISTICAL PROCESSING OF DATA 
 

The data investigation process consisted of three major stages, namely: (1) descriptive 

statistical analysis, (2) correlational analysis, and (3) inferential and multivariate statistics. 

Each of these stages entailed various steps that are specified in Table 5.6. 

 

Table 5.6 

Statistical Processing of Data 

Stage 1: Descriptive statistical analyses 

 Confirmatory Factor Analysis (CFA) and Harman’s single factor 

 Reliability analysis (Cronbach Alpha and composite reliability) 

 Means, Standard deviations, Kurtosis, Skewness, and Frequency 

data 

 Tests for statistical assumptions 

Stage 2: Correlational analyses 

 Spearman’s coefficient of rank correlation (H1) 

Stage 3: Inferential and multivariate statistics analyses 

 Mediation analysis (H2) 

Moderated mediation analysis (H3) 

 Multiple regression analysis (H4) 

Test for significant mean differences (H5) 

 

5.6.1 Stage 1: Descriptive statistical analyses 
 

The descriptive statistics describe the basic features of research data in the form of synopses 

relating to the sample and its measures (Holosko & Thyer, 2011). This statistical analysis 

allows for a numerical description of variables and was used in this study to organise and 

summarise data in a manner that explained what occurred in the sample (Maree, 2014; 

Saunders et al., 2019; Thompson, 2009). This stage of statistical analysis determines the 

following steps: 

 

1. Reliability analysis by means of Cronbach Alpha and composite reliability coefficients. 

2. Confirmatory factor analysis (CFA) and Harman’s single factor (testing common 

method bias and construct validity of the scales’ measurement models). 

3. Means, standard deviations, kurtosis, skewness, and frequency data. 

4. Tests for statistical assumptions. 
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5.6.1.1 Reliability analysis 

 

According to Saunders et al. (2019), reliability of an instrument explains the internal 

consistency of questions contained in that instrument. Reliability occurs when an instrument 

that has been administered at different times or occasions yields the same outcomes (Salkind, 

2018; Tredoux & Durrheim, 2019). The internal consistency reliability therefore explains the 

degree to which each item consistently measures the same construct (Salkind, 2018).  

 

Internal consistency reliability was used in this study to test the homogeneity of the items per 

construct. Cronbach Alpha coefficient and composite reliability coefficient (which explains less 

bias than Cronbach Alpha) helped in making judgements about the scales. Cronbach Alpha 

and composite reliability assessed the inter-correlation between items, which means for a 

scale to be considered internally consistent all of its items should relate to one another 

(Connelly, 2011; Garson, 2012).  Since a reliability coefficient ranges between 0 and 1, a 

coefficient of 1 indicates a perfect reliability, while a coefficient of zero indicates no reliability 

achieved (Salkind, 2018).  

 

Abu-Bader (2021) provided the following guidelines to help researchers interpret the reliability 

coefficient: 

 

• Greater than .80 is considered excellent 

• from .70 to .80 is considered very good 

• from .60 to .69 is considered acceptable 

• Less than .60 is considered weak 

 

5.6.1.2 Confirmatory factor analysis (CFA) and Harman’s single factor 

 

Confirmatory factor analysis (CFA) is a statistical procedure used for construct validation, 

psychometric evaluation of measures, testing of method effect and, testing of measurement 

invariances across groups or population (Harrington, 2009; Prudon, 2015). CFA is often used 

by researchers to assess factor structure on measuring instruments with multiple dimensions 

(Prudon, 2015). CFA is most appropriate when latent variables and their sets of observed 

variables are known (Tredoux & Durrheim, 2019). CFA therefore gives the researchers 

valuable information on whether to approve or disapprove the measurement theory. Because 

previously proven measures were used in this study, the CFA helped in assessing aspects 
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relating to the validity of these measures and the effects concerning common method bias in 

new data.  

 

Through CFA, researchers were able to test the extent to which the items in each of the six 

measuring instruments used in this study precisely measured the construct they were intended 

to measure (Baggozi et al., 1991; Saunders et al., 2009; Tredoux & Durrheim, 2019). The 

results of the CFA also provided meaningful insights about discriminant validity. This helped 

in ensuring that the constructs of the measures were distinct, and that there were no overlaps 

on the concepts under study (Tredoux & Durrheim, 2019). 

 

CFA was also useful in assessing common method bias (CMB), a systematic measurement 

error that occurs from having a common rater, common measurement, common item context 

and common item characteristics (Podsakoff et al., 2003). By testing the validity of a 

measuring instrument, problems associated with bias and unfairness posed by these 

measures are minimised, if not eliminated (Laher et al., 2019). This is most crucial in diverse 

South African societies with various cultures and ethnic groups. Tehseen et al. (2017) pointed 

out that CMB can also arise when respondents provide consistent answers to unrelated 

questions. Ignoring this type of error could therefore create false conclusions and negatively 

influence the results of the study.  

 

In addition to CFA, this study also employed Harman’s single factor to identify common 

method variance. This is an exploratory method that helps in determining the number of factors 

that account for the variance in the variable under study (Aguirre-Urreta & Hu, 2019). If during 

the unrotated factor solution, a single factor emerges or one factor accounts for a variance 

more than 50%, then common factor variance could be present and may create false positives 

or negatives (Type I or Type II errors). This means that extreme caution should be exercised 

when analysing and interpreting the results.  

 

Harman’s single factor test and confirmatory factor analysis (CFA) one-factor solution 

therefore helped in assessing common method bias and variance, while a two multi-factor 

CFA was also performed on each measurement scale to establish the construct validity of the 

measurement scales. The following recommended threshold values were used to determine 

the goodness of fit (Kline, 2010): Comparative Fit Index (CFI) value > 0.90 reflects a good 

model fit; Root Mean Square Error of Approximation (RMSEA) and Standardised Root Mean 

Square Residual (SRMR) values < .05 indicate a good approximate fit, and a favourable fit at 

values < .10. The Akaike Information Criterion (AIC) was used by researchers to compare 
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alternative non-hierarchical models (Kline, 2015). A non-hierarchical model with the smallest 

value was then chosen in this study as having the better fit than its alternatives.  

 

5.6.1.3 Means, standard deviations, kurtosis, skewness, and frequency data 

 

A mean is a measure of central tendency that provides a summary of scores (Tredoux & 

Durrheim, 2019).  Means are calculated by dividing the sum of all the scores with the total 

number of those scores.  In this study, a mean provided the average of a group of scores 

obtained from each dimension of the measuring instruments.  

 

A standard deviation, which is a measure of variability, explained how spread out the scores 

were to the mean (Besen-Cassino & Cassino, 2017). The larger the standard deviation, the 

further the scores were to the mean, and the smaller the standard deviation the closer they 

were. Tredoux and Durrheim (2019) indicated that samples with identical scores may result in 

no variability and zero standard deviation.  

 

Mertens et al. (2017) described kurtosis as the pointiness of a distribution shape. A positive 

kurtosis is achieved when all values are closer to the peak or mean, while a negative kurtosis 

occurs when such values are spread out and the curve looks flatter. According to Tredoux and 

Durrheim (2019), a distribution is considered normal when it is symmetric (lacks skewness) 

and unimodal (single peak). If the right tail of the distribution is longer and most of the data 

lies more towards the left-hand side, then the distribution is considered to be positively 

skewed, while negative skewness occurs when the left tail is longer and most of the data lies 

towards the right-hand side. 

 

Saunders et al. (2019) described a frequency distribution as a less sophisticated method used 

by researchers to summarise data and to make it easy to read. Most researchers use bar 

charts or pie graphs and histograms to display the frequent occurrence of categories, and to 

provide clear visuals of the highest and lowest values (Tredoux & Durrheim, 2019). In this 

study, bar charts were best in illustrating the frequency distribution of categorical variables, 

while a histogram provided a better picture of the distribution of continuous data. Although not 

used in this study, line graphs and scatter plots are best in showing trends and relationships 

between two variables (Saunders et al., 2019).  
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5.6.1.4 Tests for statistical assumptions 

 

The main purpose of research is to draw valid conclusions from a sample of data obtained 

from a larger population. The use of statistical methods helped researchers establish the level 

of confidence at which these conclusions were drawn. To ensure that the results of the study 

are valid and that there is no violation of the underlying statistical assumptions, tests for 

statistical assumptions need to be carried out by every researcher (Garson, 2012; Verma & 

Abdel-Salam, 2019). This practice encourages transparency that assures readers of the 

quality of the study findings (Hu & Plonsky, 2021).  

 

Following is a list of statistical assumptions associated with multivariate procedures and tests 

for significant means differences addressed in this study (Hancock et al., 2019):  

 

• The accuracy of data entered into the data file and missing values 

• Ratio of cases to independent variables 

• Outliers  

• Normality, linearity and homoscedasticity 

• Multicollinearity and singularity 

 

(a) Accuracy of data entered into the data file and missing values 

 

In order to ensure the accuracy of data entered into the data file, screening was conducted to 

detect possible miscoding. Frequency statistics for each item was used by means of SAS 

version 9.4 (2002-2012) software, and the minimum and maximum values as well as the 

means and standard deviations were scrutinised. Only fully completed questionnaires with no 

missing values were considered in this study. 

 

(b) Ratio of cases to independent variables 

 

Newton and Rudestam (2013) described statistical power as the ability of a statistical test to 

identify relationships amongst variables. The minimum level of statistical power deemed 

acceptable amongst researchers is expressed in the formula 1- β, with β (Type II or beta error) 

= 0.2 or 20% and is influenced by the sample size at a significance level (p) of 0.5 (Newton & 

Rudestam, 2013). A formula used by researchers in determining the adequate sample size for 

the testing of a multiple correlation coefficient is N ≥ 50 + 8m (with m being the number of 

independent variables with subscales) (Newton & Rudestam, 2013). Given this formula, the 



 
 

172 
 

minimum sample size required for this study was N = 58. Therefore, the obtained sample size 

of N = 309 was considered highly satisfactory relative to the acceptable statistical power that 

determine effects through correlation and regression analysis. 

  

(c) Outliers 

 

Outliers refer to extreme values of dubious origin that distort data and its interpretation thereof 

(Osborne, 2008; Saunders et al., 2019). These extreme values are considered harmful in 

statistical analysis in the sense that they increase error variance and decrease normality, and 

as a result lead to biased estimates (Osborne, 2008). Although not necessary in this study, 

boxplots and scatterplots are useful in identifying both the univariate (on one variable) and the 

multivariate (on two or more variables) outliers. 

 

(d) Normality, linearity and homoscedasticity 

 

The assumption of normality specifies that data from each sample needs to be normally 

distributed to form a bell curve shape (Tredoux & Durrheim, 2019). This assumption can be 

assessed using graphics, descriptive statistics and formal statistical tests on residual scores 

(Osborne, 2008).  Tredoux and Durrheim (2019) recommended that a simple descriptive 

analysis, that includes coefficients for skewness and kurtosis as well as Kolmogorov-Smirnov 

test, be used in testing normality (Tredoux & Durrheim, 2019).  A perfect normal distribution 

can be easily identified just by its symmetrical nature, and this is when both the skewness and 

kurtosis coefficients are at zero. However, any coefficient closest to zero (between -1 and +1) 

can suggest an approximately normal distribution (Osborne, 2008; Tredoux & Durrheim, 

2019).  

 

Linearity is a statistical assumption that assumes the relationship between dependent and 

independent variables (Saunders et al., 2019). The assumption of linearity suggests that a 

change in a dependent variable will cause a change in independent variables. To examine 

linearity, scatterplots often are recommended (Tredoux & Durrheim, 2019). 

 

The homoscedasticity assumption suggests that the data values for both the dependent and 

independent variables have the same variances (Saunders et al., 2019). Homoscedasticity 

can be checked by visually inspecting a plot of the standardised residuals, and is indicated by 

an even distribution of residuals randomly scattered around the linear line. 
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(e) Multicollinearity and singularity 

 

A multicollinearity assumption addresses the extent to which high correlation exists between 

two or more independent variables (Saunders et al., 2019). When these variables are highly 

correlated they become indistinguishable, making it impossible to analyse and interpret 

results. According to Saunders et al. (2019) a correlation coefficient (r) is therefore considered 

as the simplest determinant of multicollinearity. The rule of thumb is that substantial 

multicollinearity is at r = .90 and above, while singularity is considered perfect at r = 1. Other 

measures of collinearity include a tolerance value of .10 and below, and a variance inflation 

factor (VIF) value of 10 and above. A VIF value above or equal to the threshold of 10, for 

example, implies that multicollinearity is high and that the results are impossible to analyse or 

interpret (Mertens et al., 2017). In this study tolerance values were above .10, while the VIF 

values were below the threshold of 10, meaning that there was no evidence of collinearity, 

and therefore the variables under study were distinguishable, making it possible for the 

researchers to analyse and interpret the results. 

 

Stage 2 of the statistical processing of data is discussed next. 

 

5.6.2 Stage 2: Correlation analyses 
 

Correlation analysis is a method used in statistics to assess the direction and strength of 

relationships between variables (Dhanpat et al., 2018; Saunders et al., 2019). Spearman’s 

coefficient of rank correlation (also known as rank coefficient of correlation) was used in this 

study to assess the interrelationship between the biographical characteristics (age, gender, 

marital status, and tenure), the antecedent (work engagement), the mediator (psychological 

capital), the moderator (occupational passion), and the retention outcomes (organisational 

commitment, job satisfaction, and human resource retention practices satisfaction). This was 

done in order to test hypothesis H1.  

 

H1: There is a statistically significant interrelationship between the biographical 

characteristics (age, gender, marital status, and tenure), the antecedent (work 

engagement), the mediator (psychological capital), the moderator (occupational 

passion), and the retention outcomes (organisational commitment, job satisfaction and 

human resource retention practices satisfaction). 
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According to Tredoux and Durrheim (2019), Spearman’s coefficient of rank correlation is a 

non-parametric test used by researchers who have collected naturally ranked data, and also 

wish to measure the strength of association between two variables. Spearman’s coefficient of 

rank correlation is mostly preferred when there is a possibility of outliers on measured data. A 

correlation coefficient (r) of -1 may indicate a perfect negative correlation, which means that 

for every increase in one variable there is a decrease in the other. While a coefficient (r) of +1 

may show a perfect positive correlation, meaning that when one variable increases the other 

also does the same. A correlation coefficient (r) of zero, however, may mean that no 

relationship is evident between the variables under study.  

 

Stage 3 of the statistical processing of data is discussed next. 

 

5.6.3 Stage 3: Inferential and multivariate statistics analyses 
 

Inferential statistics were used in this study to make inferences about the population from 

which the sample was drawn (Salkind, 2016). This stage of statistical analysis was made up 

of the following four steps: 

 

1. Mediation analysis 

2. Moderated mediation analysis 

3. Multiple regression analysis 

4. Tests for significant mean differences. 

 

5.6.3.1 Mediation analysis 

 

A mediation analysis was described by Hayes (2017) as a process mainly used by researchers 

who wish to establish ‘how’ one variable X, for example, exerts its effect on another variable 

Y. In testing this effect, a researcher may suggest a model with an intervening variable M (a 

mediator) that is placed between the other two variables (X and Y). The intervening variable 

M therefore becomes a mechanism through which variable X influences variable Y. The 

inclusion of variable M often explains the correlation and regression between variable X and 

Y.  

 

In the mediation process, variations in variable X may then cause variations in mediator 

variable M, which in turn leads to variations in variable Y (Hayes, 2017). This process of 

mediation may help researchers quantify and inspect the direct and indirect pathways through 
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which an antecedent variable X transmits its effect on variable Y through a mediating variable 

M.  By using a mediation analysis, researchers are able to understand the fundamental 

processes (whether psychological, cognitive, or biological) that create links between variables. 

In this study, a mediation analysis was used to assess whether work engagement has a 

positive link to (1) organisational commitment, (2) job satisfaction and (3) human resource 

retention practices satisfaction through psychological capital as a mediating variable. This was 

done in order to test hypothesis H2 illustrated in Figure 5.5 

 

H2:  Work engagement has a positive link to (1) organisational commitment, (2) job 

satisfaction and (3) human resource retention practices satisfaction through 

psychological capital as a mediating variable. 

 

Figure 5.5  

Conceptual Mediation Research Model 

Source: Author’s own work 
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5.6.3.2 Moderated mediation analysis  

 

In the previous section, a mediation analysis was explained as a process that establishes 

‘how’ an antecedent variable X influences variable Y through a mediator variable M. A 

moderator analysis on the other hand is explained by Hayes (2017) as a process that helps 

researchers establish ‘when’, ‘for whom’ or ‘under what circumstances’ can variable X exert 

its effect on variable Y. This process explains the boundary conditions that create links 

between two variables. A connection between such variables can therefore be moderated only 

when its magnitude, which relates to size or sign, depends upon a third variable W, for 

example. 

 

A moderated mediation analysis however integrates both the process of moderation and 

mediation. Hayes (2017) described a moderation mediation analysis as a conditional process 

used by researchers whose goal is to assess the conditional nature of direct and indirect 

pathways, through which variable X transmits its effects on variable Y. In this conditional 

process, Hayes (2018) recommended two stages to be followed. The first stage of this process 

would be to test a linear moderation hypothesis by using a regression analysis that determines 

the regression weight of XW wherein a weight that is not zero means that the effect of X on Y, 

which is explained by size and strength, varies with changes in W. The second stage of this 

process tests the effect of a moderator variable W in the link between X and Y through M.  

 

A bootstrapping procedure therefore becomes necessary to reduce the likelihood of type I 

error (Brough, 2018). Bootstrapping is a statistically powerful non-parametric method trusted 

by researchers who wish to estimate indirect effects (Brough, 2018). In this study the 

confidence interval (CI) bootstrap procedure was applied repeatedly (5000 times) to a 

bootstrap sample in order to estimate indirect effects at 95% confidence interval. Bootstrap 

confidence intervals (CI) for the index of moderated mediation thus quantified the significance 

of these indirect effects (Hayes, 2015). A CI that contained a zero-value suggested 

insignificant effects, while a CI that excluded zero indicated significant connections (Hayes & 

Rockwood, 2020).  

 

In summary, a moderated mediation analysis is most fitting in cases where the effect of 

variable X on variable Y, through a mediator variable M, is conditional upon a moderator 

variable W (Darlington & Hayes, 2017). This analysis procedure was therefore performed in 

this study to determine whether the mediating effect of psychological capital in the link 

between work engagement and (1) organisational commitment, (2) job satisfaction, and (3) 



 
 

177 
 

human resource retention practices satisfaction is conditional upon the moderating effect of 

occupational passion. This was done in order to test hypothesis H3 illustrated in Figure 5.6 

 

H3:  The mediating effect of psychological capital in the link between work engagement and 

(1) organisational commitment, (2) job satisfaction, and (3) human resource retention 

practices satisfaction is conditional upon the moderating effect of occupational 

passion.   

 

Figure 5.6  

Conceptual Moderated Mediation Research Model 

Source: Author’s own work 

 

5.6.3.3 Multiple regression analysis 

 

A multiple regression is a statistical analysis that is used when exploring the relationship 

between multiple continuous independent variables and a single dependent variable (Newton 

& Rudestam, 2013). This analysis procedure assesses the manner in which the chosen 

independent variables are able to predict a particular outcome or a dependent variable 
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(Dhanpat et al., 2018). In this way, the fit of the regression equation to the described data is 

examined (Newton & Rudestam, 2013). By using this multivariate procedure, researchers are 

able to ascertain the linear combination of independent variables that explain a dependent 

variable (Tredoux & Durrheim, 2019). As a result, researchers can measure the unique 

contribution (represented by the regression coefficient) of these independent variables in an 

equation to predict the value of a dependent variable for a particular set of data. A regression 

coefficient is therefore represented by the value of R squared which is commonly expressed 

in percentage form. The higher the R squared value, the more the model explains the variance 

in the outcome variable and vice versa.   

 

According to Tredoux and Durrheim (2019), the two main usages of multiple regression are 

as follows: 

 

• when predictors of a particular outcome are unknown, multiple regression helps in 

identifying a subset of predictors; 

• when the contribution of predictor variables is unknown, multiple regression provides 

a value that each predictor variable uniquely contributes. 

 

In this study, multiple regression analysis was used to empirically investigate whether 

biographical variables (age, gender, marital status and tenure), work engagement, 

psychological capital, and occupational passion significantly predict organisational 

commitment, job satisfaction, and human resource retention practices satisfaction in order to 

test hypothesis H4.   

 

H4:  The biographical variables (such as age, gender, marital status, and tenure), work 

engagement, psychological capital, and occupational passion significantly predict 

organisational commitment, job satisfaction, and human resource retention practices 

satisfaction. 

 

5.6.3.4 Tests for significant mean differences 

 

A decision as to whether to conduct parametric (t-tests and ANOVAs) or non-parametric tests 

(Mann-Whitney U and Wilcoxon W test) in this study was taken based on the results of tests 

for normality (Tredoux & Durrheim, 2019). Mann-Whitney U and Wilcoxon W tests were 

therefore conducted to investigate whether teachers with biographical characteristics such as 

age, gender, marital status, and tenure differ significantly with regards to the variables 
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manifested in the empirical model.  A Mann-Whitney U test was useful in assessing differences 

between two independent groups, while Wilcoxon W helped in assessing differences between 

two related groups (Tredoux & Durrheim, 2019). These two tests were performed in order to 

test research hypothesis H5. 

 

H5:  Teachers with biographical characteristics such as age, gender, marital status, and 

tenure differ significantly with regards to the construct variables of this study. 

 

In the next section, statistically significant levels are discussed. 

 
5.6.4 Statistical significance levels 
 

The level of significance refers to the probability of rejecting a correct null hypothesis (Tredoux 

& Durrheim, 2019). In cases where a researcher rejects a null hypothesis when it is in actual 

fact correct and true, the researcher is considered to have made a Type I error (Tredoux & 

Durrheim, 2019). The significance level and the probability of making a Type I error is either 

at p ≤ 0.05, providing a 95% confidence in the results of the study, or is at p ≤ 0.01, providing 

a 99% confidence. For the purpose of this study, the significance level was set at p ≤ 0.05. 

This simply means that there is a 5% chance that the researcher might reject a null hypothesis 

that is correct and true. It is also likely that the researchers might make a Type II error. This is 

most likely when they do not reject the null hypothesis that is false (Tredoux & Durrheim, 

2019).  

 

5.6.4.1 Level of significance: Correlation statistical analysis 
 

Statistically significant relationships were interpreted in accordance with the following 

guidelines (Cohen, 2013): 

 

• r ≥ .10 small practical effect 

• r ≥ .30 medium practical effect 

• r ≥ .50 large practical effect 

 

5.6.4.2 Level of significance: Mediation and moderated mediation analysis 

 

Baron and Kenny (1986) suggested that in order to test the mediation, three regression 

equations should be assessed so as to provide the tests of linkages of the mediational model: 
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firstly, regressing of the mediator on the independent variable; secondly, regressing of the 

dependent variable on the independent variable; and, thirdly, regressing of the dependent 

variable on both the independent variable and on the mediator. This implies that for mediation 

to be established, the following must be estimated (Hayes, 2017): 

 

• the direct effect of independent variable X on dependent variable Y, 

• the indirect effect of independent variable X on dependent variable Y, through mediator 

M,  

• the total effect of independent variable X on the dependent variable Y.  

 

Hayes (2017) further suggested the use of a regression coefficient in drawing conclusions 

relating to the direct effect of an independent variable X on dependent variable Y in a 

mediation analysis. However, to draw conclusions about the indirect effect of X on Y through 

M, a bootstrap confidence interval is recommended. Bootstrapping is most useful to 

researchers when statistical methods become too complicated to estimate and when 

assumptions have not been met (Tredoux & Durrheim, 2019). 

 

The moderated mediation process on the other hand occurs when the process of mediation is 

dependent upon the value of the moderator variable (Muller, Judd & Yzerbyt, 2005). To make 

inference about the index of moderated mediation, Hayes (2017) further recommended a 

bootstrap confidence interval which is widely used in mediation analysis. The bootstrap 

confidence interval for the index of moderated mediation can be created by, firstly, generating 

a bootstrap sample of the original data, secondly, estimating from the bootstrap sample the 

regression coefficients for the statistical model, and finally calculating the index of moderated 

mediation (Hayes, 2015).  

 

In this study, the number of bootstrap samples for percentile bootstrap confidence intervals 

was 5000. A confidence interval that includes zero indicated that there was no significant 

relationship, while a confidence interval that does not include zero showed that a significant 

relationship existed between variables (Hayes & Rockwood, 2020). 

 

5.6.4.3 Level of significance: Confirmatory Factor Analysis (CFA)  

 

In CFA the goodness-of-fit and the adequacy of the model were judged using the following 

indicators and cut-off limits (Kline, 2010):  
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Comparative Fit Index (CFI) value > .90 reflects a good model fit; Root Mean Square Error of 

Approximation (RMSEA) and Standardised Root Mean Square Residual (SRMR) values < .05 

indicate good approximate fit, and values < .10 reflect favourable model fit. The Akaike 

Information Criterion (AIC) is the best measure mostly used by researchers to compare 

alternative non-hierarchical models (Kline, 2015). The non-hierarchical model with the 

smallest value was chosen in this study as having the better fit than its alternatives. 

 

5.6.4.4 Level of significance: Multiple regression 

 

A multiple coefficient of determination (R²), which explains the total connection between all 

independent variables and dependent variable, indicated how well the independent variables 

of this study explained the dependent variables. The closer the coefficient (R²) was to 1.00 the 

better the fit of the regression equation (Newton & Rudestam, 2013). The effect size was 

adjusted as follows: 

 

R² ≤ 0.12 (small practical effect size)  

R² ≥ 0.13 ≤ .25 (moderate practical effect size)  

R² ≥ 0.26 (large practical effect size) 

 

The levels of p significance used as a cut-off point were as follows: 

p ≤ 0.001 

p ≤ 0.01 and  

p ≤ 0.05 

 

5.6.4.5 Level of significance: Tests for significant mean differences 

 

The effect size of the mean differences was examined using Cohen’s d. The following effect 

sizes were used as guidelines (Tredoux & Durrheim, 2019):   

 

d: 0.2 – 0.4  (small effect) 

d: 0.5 – 0.7  (medium effect) 

d:  > 0.8  (large effect) 
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5.7 CHAPTER SUMMARY 

 

The purpose of this chapter was to outline and justify the research approach. The chapter 

presented the seven steps of the empirical research phase by explaining the research method, 

and the description of the study’s population and sample, followed by the chosen measuring 

instruments with reasons that justified their choice, and a discussion on data administration 

and capturing. The chapter concluded with the formulation of research hypotheses and a 

discussion on the statistical processing of data. 

 

The next chapter reports on the empirical research results. 
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CHAPTER 6:  RESEARCH RESULTS 
 

This chapter reports the results on the statistical procedures performed to test the five 

research hypotheses. The statistical results of the empirical study are presented by firstly 

reporting on the preliminary statistical analysis of measurement scales, followed by descriptive 

statistics, the bi-variate correlation analysis, and finally the inferential statistics. 

 

The 8th step of the empirical study discussed in this chapter is as follows: 

 

Step 8:  To report the results of the study in a systematic manner using tables and figures.  

 

6.1 PRELIMINARY STATISTICAL ANALYSIS OF MEASUREMENT SCALES 
 

This section reports on the construct validity and internal consistency reliability of each 

measurement scale. The following six scales were applied in the present research: 

 

1. Utrecht Work Engagement Scale (UWES) 

2. Psychological Capital Questionnaire (PsyCap) 

3. Occupational Passion Scale (OPS) 

4. Organisational Commitment Scale (OCS) 

5. Job Satisfaction Scale (JSS) 

6. Retention Factors Scale (RFS) 

 

6.1.1 Testing for common method bias 
 

The first step was to test the six scales for the presence of common method bias (CMB). 

Tehseen et al. (2017) described common method bias (variance) as the amount of false 

correlation among variables which occurs when researchers use the same methods of data 

collection (self-reporting survey) in measuring variables.  CMB relates to systematic 

measurement errors that occur from having a common rater, common measurement, common 

item context and common item characteristics (Podsakoff et al., 2003). When the validity of a 

measuring instrument is tested, then problems relating to bias and unfairness posed by 

measures are minimised if not eliminated (Laher et al., 2019).  

 

In this study the Harman’s single factor test and a confirmatory factor analysis (CFA) one-

factor solution were applied using the SAS Version 9.4 (2002-2012) and IBM SPSS Statistics 
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Version 27 (1998, 2020) respectively.  Harman’s single factor test and CFA one-factor solution 

were used to test for common method bias (variance).  

 

A Harman’s single factor test indicates the presence of a common factor bias, that is, when 

the variance extracted by one factor exceeds the recommended threshold of 50% (Aguirre-

Urreta & Hu, 2019). In terms of CFA, Kline (2010) recommended the following cut-off values: 

Comparative Fit Index (CFI) value > .90 reflects a good model fit; Root Mean Square Error of 

Approximation (RMSEA) and Standardised Root Mean Square Residual (SRMR) values < .05 

indicates good approximate fit, and a favourable fit at < .10. The Akaike Information Criterion 

(AIC) with the smallest value was chosen in this study as having the better fit than its 

alternatives (Kline, 2015).  

 

CFI is an incremental fit index that compares the researcher’s model with the independence 

(null) model, wherein a value of 1 indicates the best results (Cangur & Ercan, 2015; Kline, 

2015). RMSEA is an absolute fit index that assesses how far a hypothesised model is from a 

perfect model, with a zero value as an indicator of a best fit (Kline, 2015). RMSEA provides 

an indication as to whether the model fits well enough to provide interpretable parameters and 

a basis for further analysis (Rigdon, 1996). The larger the sample size, the better it is for 

RMSEA to provide a good estimation (Cangur & Ercan, 2015). SRMR is an absolute measure 

of fit that is appropriate in assessing the manner in which a hypothesised model reproduces 

observed relationships between variables meaningfully (Pavlov et al., 2021).  AIC is used to 

determine the quality of the model derived from a data set, wherein a model with the smallest 

value is considered for selection (Hu, 2007). Chi-square helps to determine the goodness of 

fit in models (Tredoux & Durrheim, 2019). 

 

Table 6.1 summarises the results.  

  

UWES in Table 6.1 shows that the Harman’s single factor accounted for only 9.07% of the 

variance among the subscale variables, which is below the threshold of 50%. When loading 

the items on the subscales onto a single work engagement (UWES) construct in the one-factor 

CFA, the fit indices showed that the single factor did not fit the data with a CFI value of below 

.90 and RMSEA value of above .10 (chi-square/df = 3.23; p < .001; RMSEA = .12; SRMR = 

.07; CFI = .86). The lack of model fit suggests that the scale is a multi-factor scale and that 

common method bias was not a serious threat in interpreting the research findings. 

 

As indicated in Table 6.1, PsyCap shows that the Harman’s single factor accounted for only 

10.43% of the variance among the subscale variables, which is below the threshold of 50%. 
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When loading the items on the subscales onto a single psychological capital (PsyCap) 

construct in the one-factor CFA, the fit indices showed that the single factor did not fit the data 

with a CFI value of below .90 and RMSEA value of above .10 (chi-square/df = 3.32; p < .001; 

RMSEA = .12; SRMR = .07; CFI = .86). The lack of model fit suggests that the scale is a multi-

factor scale and that common method bias was not a serious threat in interpreting the research 

findings. 

 

In Table 6.1, OPS indicates that the Harman’s single factor accounted for only 7.63% of the 

variance among the subscale variables, which is below the threshold of 50%. When loading 

the items on the subscales onto a single occupational passion (OPS) construct in the one-

factor CFA, the fit indices showed that the single factor did not fit the data with a CFI value of 

below .90 and RMSEA and SRMR value of above .10 (chi-square/df = 10.60; p < .001; RMSEA 

= .21; SRMR = .14; CFI = .70). The lack of model fit suggests that the scale is a multi-factor 

scale and that common method bias was not a serious threat in interpreting the research 

findings. 
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Table 6.1  

Testing for Common Method Bias: Harman’s One Factor and CFA One Factor Solution 

Measurement scale Harman’s 
single 
factor 

One factor CFA Multi-factor CFA 
Model 1 

Multi-factor CFA 
Model 2 

Utrecht Work Engagement Scale 
(UWES) 
 

Subscale factors: 

- Vigour 

- Dedication 

- Absorption 

 

9.07% Chi-square = 395.29 

Df = 119 

Chi-square/df = 3.23 

p < .001 

RMSEA = .12 

SRMR = .07 

CFI = .86 

AIC = 17499.53 

 

Chi-square = 394.99 

Df = 116 

Chi-square/df = 3.41 

p < .001 

RMSEA = .12 

SRMR = .07 

CFI = .86 

AIC = 17500.07 

Chi-square = 132.73 

Df = 85 

Chi-square/df = 1.56 

p = .001 

RMSEA = .06 

SRMR = .05 

CFI = .98 

AIC = 15831.67 

Psychological Capital Questionnaire 
(PsyCap) 
 

Subscale factors: 

- Hope 

- Optimism 

- Resilience 

- Self-efficacy 

10.43% Chi-square = 395.29 

Df = 119 

Chi-square/df = 3.32 

p < .001 

RMSEA = .12 

SRMR = .07 

CFI = .86 

AIC = 17499.53 

Chi-square = 441.99 

Df = 246 

Chi-square/df = 1.80 

p < .001 

RMSEA = .06 

SRMR = .06 

CFI = .93 

AIC = 19734.24 

Chi-square = 303.84 

Df = 183 

Chi-square/df = 1.66  

p < .001 

RMSEA = .06 

SRMR = .05 

CFI = .95 

AIC = 16511.61 
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Measurement scale Harman’s 
single 
factor 

One factor CFA Multi-factor CFA 
Model 1 

Multi-factor CFA 
Model 2 

     

Occupational Passion Scale  
(OPS) 
 

Subscale factors: 

- Harmonious 

- Obsessive 

 

7.63% Chi-square = 816.32 

Df = 77 

Chi-square/df = 10.60 

p < .001 

RMSEA = .21 

SRMR = .14 

CFI = .70 

AIC = 14179.33 

 

Chi-square = 323.37 

Df = 76 

Chi-square/df = 4.26 

p < .001 

RMSEA = .12 

SRMR = .07 

CFI = .90 

AIC = 13501.99 

Chi-square =172.33  

Df = 72 

Chi-square/df = 2.39 

p < .001 

RMSEA = .08 

SRMR = .06 

CFI = .96 

AIC = 13270.95 

Organisational Commitment Scale 
(OCS) 
 

Subscale factors: 

- Affective 

- Continuance 

- Normative 

 

4.72% Chi-square = 784.76 

Df = 135 

Chi-square/df = 5.81 

p < .001 

RMSEA = .14 

SRMR = .13 

CFI = .57 

AIC = 21966.93 

 

Chi-square = 442.04 

Df = 116 

Chi-square/df = 3.81 

p < .001 

RMSEA = .11 

SRMR = .11 

CFI = .77 

AIC = 20387.33 

Chi-square = 117.29 

Df = 50 

Chi-square/df = 2.35 

p < .001 

RMSEA = .07 

SRMR = .10 

CFI =.95 

AIC = 15334.29 

Job Satisfaction Scale (JSS) N/A N/A N/A N/A 
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Measurement scale Harman’s 
single 
factor 

One factor CFA Multi-factor CFA 
Model 1 

Multi-factor CFA 
Model 2 

     

Retention Factors Scale  
(RFS) 
 

Subscale factors: 

- Compensation 

- Training & development 

- Supervisor support 

- Career opportunities 

- Work-life balance 

11.39% Chi-square = 3162.22 

Df = 702 

Chi-square/df = 4.505 

p < .001 

RMSEA = .11 

SRMR = .12 

CFI = .58 

AIC = 41386.79 

Chi-square = 1649.51 

Df = 687 

Chi-square/df = 2.401 

p < .001 

RMSEA = .07 

SRMR = .08 

CFI = .83 

AIC = 39707.89 

Chi-square = 844.79 

Df = 448 

Chi-square/df = 1.886 

p < .001 

RMSEA = .06 

SRMR = .06 

CFI = .92 

AIC = 31617.06 

Note: N = 309  
JSS measured a global construct (4 items only) 
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According to Table 6.1, the OCS shows that the Harman’s single factor accounted for only 

4.72% of the variance among the subscale variables, which is below the threshold of 50%. 

When loading the items on the subscales onto a single organisational commitment (OCS) 

construct in the one-factor CFA, the fit indices indicate that the single factor did not fit the data 

with a CFI value of below .90 and RMSEA and SRMR value of above .10 (chi-square/df = 

5.81; p < .001; RMSEA = .14; SRMR = .13; CFI = .57). The lack of model fit suggests that the 

scale is a multi-factor scale and that common method bias was not a serious threat in 

interpreting the research findings. 

 

The JSS measured a global construct of job satisfaction (with four items) and was excluded 

from the common method bias analysis. 

 

RFS in Table 6.1 indicates that the Harman’s single factor accounted for only 11.39% of the 

variance among the subscale variables, which is below the threshold of 50%. When loading 

the items on the subscales onto a single retention factor (RFS) construct in the one-factor 

CFA, the fit indices showed that the single factor did not fit the data with a CFI value of below 

.90 and RMSEA and SRMR value of above .10 (chi-square/df = 4.51; p < .001; RMSEA = .11; 

SRMR = .12; CFI = .58). The lack of model fit suggests that the scale is a multi-factor scale 

and that common method bias was not a serious threat in interpreting the research findings. 

 

6.1.2 Construct validity of each measurement scale 
 

As shown in Table 6.1, two multi-factor CFAs were performed on each measurement scale. 

CFA was performed in order to establish the construct validity of the measurement scales, 

using R-studio Version 1.2.5019 © 2009-2019 RStudio, Inc. Items with a loading less than .50 

were omitted in the second CFA multifactor model and modification indices were used to 

correlate some of the error terms.  Comparative fit index (CFI) value > .90 reflects a good 

model fit; Root mean square error of approximation (RMSEA) and Standardised Root Mean 

Square Residual (SRMR) values < .05 indicates a good approximate fit, and a favourable fit 

when < .10 (Kline, 2010). Akaike information criterion (AIC) with the smallest value suggests 

a better model fit than its alternatives (Kline, 2015). 

 

Model 1 of the UWES, in Table 6.1, included items of each subscale (vigour, dedication, and 

absorption) loading onto their respective factor. The CFA (Model 1) results showed the CFI 

value of below .90 and the RMSEA value of above .10 (chi-square/df = 3.41; p < .001; RMSEA 

= .12; SRMR = .07; CFI = .86; and AIC = 17500.07).  The CFA model 2 was thus performed 
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to optimise the model data fit, and only one item (13) of dedication with a loading below 0.50 

was excluded to improve the model fit. As a result, the data had an acceptable fit with CFI 

value above the threshold of .90, RMSEA and SRMR below .10, and a lower AIC (chi-

square/df = 1.56; p = .001; RMSEA = .06; SRMR = .05; CFI = .98; and AIC = 15831.67). The 

results of model 2 thus confirmed the construct validity of the UWES measurement model. 

 

As indicated in Table 6.1, model 1 of PsyCap included items of each subscale (hope, 

optimism, resilience, and self-efficacy) loading onto their respective factor. The multi-factor 

CFA (Model 1) results indicated that the data had an acceptable fit with CFI value of above 

.90, and the RMSEA and SRMR values of below .10; however, the AIC was high (chi-square/df 

= 1.80; p < .001; RMSEA = .06; SRMR = .06; CFI = .93; and AIC = 19734.24).  The CFA model 

2 was performed to optimise the model data fit, and only the two reverse-keyed items (20 & 

23) of optimism and one reverse-item (13) of resilience with a loading of below .50, were 

excluded to improve the model fit.  As a result, the multi-factor CFA Model 2 in Table 6.1 

showed that the data had an acceptable fit with CFI value above the threshold of .90, RMSEA 

and SRMR with values below .10, and a lower AIC (chi-square/df = 1.66; p < .001; RMSEA = 

.06; SRMR = .05; CFI = .95; and AIC = 16511.61). The results of multi-factor CFA model 2 

thus confirmed the construct validity of the PsyCap measurement model. 

 

In Table 6.1, model 1 of the OPS included the items of each subscale (harmonious and 

obsessive) loading onto their respective factor. The multi-factor CFA (Model 1) results 

indicated that the data had an acceptable fit with CFI value ≤ .90, and the SRMR value below 

.10; however, the RMSEA value was above the threshold of .10, while the AIC was higher 

(chi-square/df = 4.26; p < .001; RMSEA = .12; SRMR = .07; CFI = .90; and AIC = 13501.99).  

The CFA model 2 was therefore performed to optimise the model data fit, and only modification 

indices were used to optimise the model fit. As a result, the multi-factor CFA Model 2 in Table 

6.1 showed that the data had an acceptable fit with CFI value above the threshold of .90, 

RMSEA and SRMR with values below .10, and a lower AIC (chi-square/df = 2.39; p < .001; 

RMSEA = .08; SRMR = .06; CFI = .96; and AIC = 13270.95). The results of multi-factor CFA 

model 2 thus confirmed the construct validity of the OPS measurement model. 

 

Model 1 of the OCS, as shown in Table 6.1, included the items of each subscale (affective, 

continuance, and normative) loading onto their respective factor. The multi-factor CFA (Model 

1) results showed the CFI value of below .90, with the SRMR and RMSEA values above the 

threshold of .10, and a higher AIC (chi-square/df = 3.81; p < .001; RMSEA = .11; SRMR = .11; 

CFI = .77; and AIC = 20387.33).  The CFA model 2 was therefore performed to optimise the 

model data fit, and only two items (1 and 6) of affective, two items (11 and 12) of continuance, 
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and one item (14) of normative commitment, with a loading of below .50, were excluded to 

improve the model fit.  As a result, the multi-factor CFA Model 2 in Table 6.1 showed that the 

data had an acceptable fit with CFI value above the threshold of .90, RMSEA and SRMR with 

values ≤ .10, and a lower AIC (chi-square/df = 2.35; p < .001; RMSEA = .07; SRMR = .10; CFI 

= .95; and AIC = 15334.29). The results of multi-factor CFA model 2 therefore confirmed the 

construct validity of the OPS measurement model. 

 

The JSS, as indicated in Table 6.1, measured a global construct of job satisfaction (with only 

four items) and was therefore excluded from the CFA analysis. 

 

As shown in Table 6.1, Model 1 of the RFS included the items of each subscale 

(compensation, training and development, supervisor support, career opportunities, and work-

life balance) loading onto their respective factor. The multi-factor CFA (Model 1) results 

indicated that the data had an acceptable fit with the SRMR and RMSEA values below the 

threshold of .10, however the CFI value was below .90 (chi-square/df = 2.40; p < .001; RMSEA 

= .07; SRMR = .08; CFI = .83; and AIC = 39707.89).  As a result, CFA model 2 was performed 

to optimise the model data fit, wherein only two items (25 and 28) of supervisor support and 

one item (32) of career opportunities, with a loading of below 0.50, were excluded to improve 

the model fit.  As a result, the multi-factor CFA Model 2 as indicated in Table 6.1 showed that 

the data had an acceptable fit with CFI value above the threshold of .90, RMSEA and SRMR 

with values below .10, and a lower AIC (chi-square/df = 1.89; p < .001; RMSEA = .06; SRMR 

= .06; CFI = .92; and AIC = 31617.06). The results of multi-factor CFA model 2 therefore 

confirmed the construct validity of the OPS measurement model. 

 

6.1.3 Internal consistency reliability and convergent validity 
 

Table 6.2 reports the Cronbach alpha coefficients and composite reliability (CR) coefficients 

of each measurement scale. The best fit CFA model 2 was used for further statistical analysis.  

CR should be greater (>) than .70 and AVE should be equal to or above (≥) .50 as evidence 

of convergent validity of the measurement model (Carlson & Herdman, 2012; Hair et al., 2010). 
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Table 6.2 

 Internal Consistency Reliability Results and Convergent Validity 

Measurement scale Cronbach 
alpha 
coefficient 

Composite 
reliability (CR) 

Average 
variance 
extracted (AVE) 

Evidence of 
convergent 
validity 

Overall UWES .94 .95 .51 Yes 

Vigour 

Dedication 

Absorption 

 

.85 

.81 

.83 

.85 

.89 

.83 

.49 

.66 

.46 

No 

Yes 

No 

Overall PsyCap .94 .94 .53 Yes 

Hope 

Optimism 

Resilience 

Self-efficacy 

 

.89 

.79 

.78 

.90 

.89 

.79   

.78     

.90 

.59 

.49   

.39     

.62 

Yes 

No 

No 

Yes 

Overall OPS .93 .93 .61 Yes 

Harmonious 

Obsessive 

 

.94 

.90 

.94 

.90 

.70 

.55 

Yes 

Yes 

Overall OCS .70 .72 .43 No 

Affective 

Continuance 

Normative 

 

.76 

.70 

.86 

.76    

.70 

.86 

.52  

.44  

.47   

Yes 

No 

No 

 

Overall JSS .89 .89 .70 Yes 

 

Overall RFS .93 .93 .54 Yes 

Compensation 

Training & development 

Supervisor support 

Career opportunities 

Work-life balance 

 

.96 

.85 

.68 

.73 

.85 

.96             

.85         

.68           

.41 

.85 

.63              

.50         

.41           

.41 

.63 

Yes 

No 

No 

No 

Yes 

Notes: N = 309  
Convergent validity AVE > .50 
 

As shown in Table 6.2, the overall UWES indicated high Cronbach alpha coefficient and 

composite reliability (α = .94; CR = .95) of above the cut-off of .70, indicating a good internal 

consistency reliability (Abu-Bader, 2021). Similarly, the subscales of the UWES (vigour, 
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dedication, and absorption) indicated high Cronbach alpha coefficients ranging between .81 

and .85 and composite reliability values between .83 and .89. In terms of the AVE, which 

measures the convergent validity of scales, the overall UWES indicated an acceptable AVE 

of .51 which is above the cut-off of .50 (Carlson & Herdman, 2012). The AVE for the subscale 

of dedication (.66) was also acceptable, unlike the AVE for the subscales of vigour (.49) and 

absorption (.46) which were below but close to the cut-off of .50 indicating potential issues of 

inadequate convergent validity and a potential limitation to the interpretation of the findings of 

this study. 

 

Table 6.2 indicates that high Cronbach alpha coefficient and composite reliability were 

obtained for the overall PsyCap questionnaire (α = .94; CR = .94), with values above the cut-

off of .70 for a good internal consistency reliability (Abu-Bader, 2021). The subscales of the 

PsyCap (hope, optimism, resilience, and self-efficacy) also indicated acceptable Cronbach 

alpha coefficients and composite reliability values of between .78 and .90. The AVE for the 

overall PsyCap questionnaire was acceptable at .53 which is above the cut-off value of .50 for 

convergent validity (Carlson & Herdman, 2012). Also, for the subscales of hope (.59) and self-

efficacy (.62), the AVE values were acceptable for convergent validity.  However, lower AVE 

values for the subscales of optimism (.49) and resilience (.39) which were below the cut-off, 

indicated potential issues of inadequate convergent validity and a limitation to the 

interpretation of the findings of this study. 

 

According to table 6.2, high Cronbach alpha coefficient and composite reliability were obtained 

for the overall OPS (α = .93; CR = .93) with values above the cut-off of .70 for a good internal 

consistency reliability (Abu-Bader, 2021). The AVE for overall OPS was also acceptable at 

.61, which is above the cut-off value of .50 for acceptable convergent validity (Carlson & 

Herdman, 2012). With regards to the subscales of OPS, Cronbach alpha coefficients and 

composite reliability values for both harmonious (α = .94; CR = .94) and obsessive (α = .90; 

CR = .90) were considered high above the cut-off of .70. For both subscales, The AVE was 

also above the cut-off of .50 (.70 for harmonious and .55 for obsessive), indicating acceptable 

convergent validity (Carlson & Herdman, 2012).  

 

As indicated in Table 6.2, satisfactory Cronbach alpha coefficient and composite reliability 

were obtained for the overall OCS (α = .70; CR = .72) with values that met the cut-off of .70 

for a good internal consistency reliability (Abu-Bader, 2021). However, the AVE for the overall 

OCS was unacceptable at .43 which is below the cut-off value of .50 for an adequate 

convergent validity (Carlson & Herdman, 2012). In terms of the OCS subscales, Cronbach 

alpha coefficients and composite reliability values were also satisfactory for affective (α = .76; 
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CR = .76), continuance (α = .70; CR = .70), and normative (α = .86; CR = .86) as they had met 

the cut-off of .70 for an acceptable internal consistency reliability. Out of the three subscales 

of OCS, only the AVE for affective subscale (.52) was above the cut-off value of .50 (Carlson 

& Herdman, 2012). The other two subscales of OCS, namely, continuance and normative, 

showed potential issues of inadequate convergent validity with values at .44 and .47 

respectively, indicating a limitation to the interpretation of the findings of this study. 

 

Table 6.2 further shows satisfactory Cronbach alpha coefficient and composite reliability for 

the overall JSS, with values above the cut-off of .70 for a good internal consistency reliability 

(α = .89; CR = .89) (Abu-Bader, 2021). The AVE for JSS (.70) was also above the cut-off value 

of .50, indicating an acceptable convergent validity of the scale. 

 

Table 6.2 also indicates high Cronbach alpha coefficient and composite reliability for the 

overall RFS (α = .93; CR = .93), with values above the cut-off of .70 for a good internal 

consistency reliability (Abu-Bader, 2021). Likewise, the AVE for the overall RFS was also 

acceptable at .54, indicating an adequate convergent validity above the cut-off value of .50 

(Carlson & Herdman, 2012). With regards to the RFS subscales, acceptable Cronbach alpha 

coefficients were obtained for compensation (α = .96), training and development (α = .85), 

career opportunities (α = .73), and work-life balance (α = .85), and therefore indicated a good 

internal consistency reliability (Abu-Bader, 2021). However, the supervisor support subscale 

reported a Cronbach alpha coefficient of α = .68, which was below the threshold of .70. 

Composite reliability values were acceptable for compensation (CR = .96), Training and 

development (CR = .85), and work-life balance (CR = .85); and unacceptable for supervisor 

support (CR = .68) and career development (CR = .41) which were below the threshold of .70. 

The AVE was satisfactory for the subscales of compensation (.63), work-life balance (.63), 

and training and development (.50), indicating acceptable convergent validity of these 

subscales, while unacceptable and not achieving the cut-off level of AVE ≥ .50 for supervisor 

support (.41) and career development (.41), indicating potential issues of inadequate 

convergent validity and a limitation to the interpretation of the findings of this study. 

 

6.2 DISCRIMINANT VALIDITY OF THE RESEARCH MEASUREMENT MODEL 
 

Discriminant validity of the overall measurement model was tested in order to assess the 

possibility of multicollinearity among the construct variables of the six measurement scales. A 

multi-factor CFA was performed including the subscale variables of each scale loading onto 

their respective construct variable. The items of the JSS were loaded onto the overall job 

satisfaction construct. 
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Table 6.3  

CFA Results of the Research Measurement Model 
Model Chi-

square 
Df Chi-

square/df 
P RMSEA SRMR CFI AIC 

Multi-factor 

model 2 CFA 

368.19 194 1.90 < .001 .06 .05 .95 18110.01 

Note: N = 309 

 

Table 6.3 Shows that the multi-factor model fit the data well: chi-square/df = 1.90; p < .001; 

RMSEA = .06; SRMR = .05; CFI = .95; AIC = 18110.01 

 

The results provided evidence in support of the discriminant validity of the research 

measurement model and that multicollinearity was not a potential threat to the interpretation 

of the research findings. 

 

In conclusion, the preliminary statistical analysis provided evidence of the construct validity 

and internal consistency reliability of the measurement scales, and discriminant validity of the 

overall research measurement model. 

 

6.3 DESCRIPTIVE STATISTICS 
 

This section reports on the means, standard deviations, skewness and kurtosis results of each 

measurement scale (Utrecht Work Engagement Scale, Psychological Capital Questionnaire, 

Occupational Passion Scale, Organisational Commitment Scale, Job Satisfaction scale, and 

Retention Factor Scale) and their respective subscales. The following Likert-type scales were 

applied for each of the six scales: 

 

1. Utrecht Work Engagement Scale (UWES): 7-point Likert type scale (0 = almost never; 

6 = every day). 

2. Psychological Capital Questionnaire (PsyCap): 6-point Likert type scale (1 = strongly 

disagree; 6 = strongly agree). 

3. Occupational Passion Scale (OPS): 7-point Likert type scale (1 = strongly disagree; 7 

= strongly agree). 

4. Organisational Commitment Scale (OCS): 7-point Likert type scale (1 = strongly 

disagree; 7 = strongly agree)  

5. Job Satisfaction Scale (JSS): 6-point Likert type scale (1 = strongly disagree; 6 = 

strongly agree). 
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6. Retention Factors Scale (RFS): 6-point Likert type scale (1 = strongly dissatisfied; 6 = 

strongly satisfied). 

 

Table 6.4 provides a summary of the descriptive information.  

 

Table 6.4  

Descriptive Statistics 
 
 
Measurement scale 

M
ea

n 
 

St
an

da
rd

 
de

vi
at

io
n 

(S
D

) 

Sk
ew

ne
ss

 

K
ur

to
si

s 

Overall Utrecht Work Engagement Scale (UWES) 4.52 1.23 -1.29 1.42 

Vigour 4.50 1.28 -1.13 .98 

Dedication 4.62 1.29 -1.31 1.43 

Absorption 4.45 1.31 -1.21 1.11 

Overall Psychological Capital Questionnaire (PsyCap) 4.70 .78 -1.09 1.89 

Hope 4.77 .88 -.96 1.24 

Optimism 4.72 .86 -.96 1.59 

Resilience 4.48 .88 -.63 .55 

Self-efficacy 4.81 .96 -1.14 1.39 

Overall Occupational Passion Scale (OPS) 4.84 1.20 -.68 .28 

Harmonious 5.39 1.28 -1.23 1.54 

Obsessive 4.28 1.46 -.26 -.77 

Overall Organisational Commitment Scale (OCS) 4.17 .934 -.07 -.18 

Affective 2.83 1.52 .74 -.27 

Continuance 4.40 1.42 -.27 -.52 

Normative 4.79 1.56 -.50 -.58 

Overall Job Satisfaction Scale (JSS) 4.42 1.26 -.69 -.21 

Overall Retention Factors Scale (RFS) 3.37 .88 .02 -.38 

Compensation 2.93 1.25 .16 -.92 

Training and development 3.87 1.17 -.34 -.58 

Supervisor support 3.90 1.19 -.14 -.55 

Career opportunities 3.60 1.13 -.27 -.49 

Work-life balance 3.20 1.36 .07 -.97 

Note: N = 309 
The JSS measured a global construct (four items only) 
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6.3.1 Reporting on means and standard deviation: Utrecht Work Engagement 
Scale (UWES) 

 

Mean scores were calculated by dividing the sum of all the scores with the total number of 

those scores (Tredoux & Durrheim, 2019).  The mean scores of each of the three Utrecht work 

engagement subscales were obtained by calculating the average of all scored items within 

each subscale.  The mean of the overall UWES was computed by adding up the mean scores 

of the three subscales and then dividing the total by three. Work engagement was measured 

on a seven-point Likert-type scale varying from 0 (almost never) to 6 (every day). The highest 

mean scores indicated that participants were highly engaged (a few times a week or every 

day) in their work activities, while the lowest mean score (almost never or a few times a year 

or less) showed lack of engagement at work. 

 

Table 6.4 shows that the mean scores for the subscales of UWES ranged from 4.45 to 4.62 

(engaged once a week). The participants scored the highest on the dedication subscale (M = 

4.62; SD = 1.29), and the lowest on the absorption subscale (M = 4.45; SD = 1.31). The 

standard deviations of each of the three subscales fell within the range of 1.28 and 1.31. The 

skewness values for UWES subscales varied between -1.13 and -1.31, suggesting 

approximately normal distributions since they are closest to zero and fall between -1 and +1 

(Osborne, 2008; Tredoux & Durrheim, 2019).  Similarly, kurtosis values ranged between .98 

and 1.43, falling within the recommended normality range of -1 and above +1, with positive 

coefficients indicating pointy distribution when compared to a perfect bell-shaped distribution 

(Osborne, 2008; Tredoux & Durrheim, 2019). 

 

6.3.2 Reporting on means and standard deviation: Psychological Capital 
Questionnaire (PsyCap) 

 

The mean scores of each of the four individual psychological capital subscales were obtained 

by calculating the average of all scored items within each subscale.  The overall PsyCap mean 

score was obtained by adding up the mean scores of the four individual subscales and then 

dividing the total by four. Psychological capital was measured on a six-point Likert-type scale 

varying from a low score of 1, indicating that the participant strongly disagreed with the 

psychological capital related statement given, to a high score of 6 which showed that the 

participant strongly agreed. 
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Table 6.4 shows that the mean scores for the subscales of PsyCap ranged from 4.48 to 4.81 

(somewhat agree). The participants scored the highest on the self-efficacy subscale (M = 4.81; 

SD = .96), and the lowest on the resilience subscale (M = 4.48; SD = .88). The standard 

deviations of each of the four subscales fell within the range of .86 and .96. The skewness 

values for PsyCap subscales varied between -.63 and -1.14, suggesting approximately normal 

distributions as they are closest to zero and falling within and slightly above the recommended 

range of -1 and +1 (Osborne, 2008; Tredoux & Durrheim, 2019).  Similarly, kurtosis values 

ranged between .55 and 1.59, falling within the recommended normality range of -1 and 

slightly above +1, with positive coefficients indicating pointy distribution when compared to a 

perfect bell-shaped distribution (Osborne, 2008; Tredoux & Durrheim, 2019). 

 

6.3.3 Reporting on means and standard deviation: Occupational Passion Scale 
(OPS) 

 

In obtaining the mean scores of each of the two occupational passion subscales, the average 

scores of all items within each of the two subscales were calculated.  The overall OPS mean 

score was calculated by adding up the mean scores of the two OPS subscales and then 

dividing the total by two. Occupational passion was measured on a seven-point Likert-type 

scale varying from a low score of 1, indicating that the participant strongly disagreed with the 

passion related statement given, to a high score of 7 which indicated that the participant 

strongly agreed. 

 

Table 6.4 shows that the mean scores for the subscales of OPS ranged from 4.28 (neither 

agree or disagree) to 5.39 (somewhat agree). The participants scored the highest on the 

harmonious subscale (M = 5.39; SD = 1.28), and the lowest on the obsessive subscale (M = 

4.28; SD = 1.46). The standard deviations of each of the two subscales fell within the range 

of 1.28 and 1.46. The skewness values for harmonious and obsessive passion subscales were 

-1.23 and -.26 respectively, suggesting approximately normal distribution as they are closest 

to zero and falling slightly above -1 and within +1 (Osborne, 2008; Tredoux & Durrheim, 2019).  

Similarly, kurtosis values of these two subscales ranged from -.77 (with a flatter distribution) 

to 1.54 (with a pointy distribution), also falling within the recommend normality range of -1 and 

slightly above +1 (Osborne, 2008; Tredoux & Durrheim, 2019). 
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6.3.4 Reporting on means and standard deviation: Organisational Commitment 
Scale (OCS) 

 

The mean scores of each of the three individual organisational commitment subscales were 

obtained by calculating the average of all scored items within each subscale.  The overall OCS 

mean score was obtained by adding up the mean scores of the three individual subscales and 

then dividing the total by three. The three subscales of organisational commitment were 

measured on a seven-point Likert-type scale varying from a low score of 1, indicating that the 

participant strongly disagreed with the given statement that relates to organisational 

commitment, to a high score of 6 which showed that the participant strongly agreed. 

 

Table 6.4 shows that the mean scores for the subscales of OCS ranged from 2.83 (disagree) 

to 4.79 (neither agree nor disagree). The participants scored the highest on the normative 

subscale (M = 4.79; SD = 1.56), and the lowest on the affective subscale (M = 2.83; SD = 

1.52). The standard deviations of each of the three subscales fell within the range of 1.42 and 

1.56. The skewness values for the OCS subscales varied between -.50 and .74, suggesting 

approximately normal distributions as they are closest to zero and fall between -1 and +1 

(Osborne, 2008; Tredoux & Durrheim, 2019).  Similarly, kurtosis values ranged between -.27 

and -.58, falling within the recommend normality range of -1 and +1, and with negative 

coefficients indicating flatter distribution when compared to a perfect bell-shaped distribution 

(Osborne, 2008; Tredoux & Durrheim, 2019). 

 

6.3.5 Reporting on means and standard deviation: Job Satisfaction Scale (JSS) 
 

Job satisfaction scale measured a global construct, and only contained four items. Its mean 

score was calculated by dividing the sum of all the scores obtained with the total number of 

scores. Job satisfaction was measured on a six-point Likert-type scale varying from a low 

score of 1, indicating that the participant strongly disagreed with the given statement related 

to job satisfaction, to a high score of 6 which showed that the participant strongly agreed. 

According to Table 6.4 the mean score of the overall JSS shows that the participants 

somewhat agreed with the statements (M = 4.42; SD = 1.26). The skewness value for the job 

satisfaction scale was -.69, suggesting approximately normal distribution since it is closest to 

zero and falling within the -1 and +1 range (Osborne, 2008; Tredoux & Durrheim, 2019).  

Similarly, the kurtosis value was -.21, and falls within the recommend normality range of -1 

and +1, and with negative coefficient that indicates a flatter distribution when compared to a 

perfect bell-shaped distribution (Osborne, 2008; Tredoux & Durrheim, 2019). 
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6.3.6 Reporting on means and standard deviation: Retention Factors Scale (RFS) 
 

The mean scores of each of the five subscales of retention were obtained by calculating the 

average of all scored items within each subscale.  The overall RFS mean score was obtained 

by adding up all the individual mean scores of the five subscales and then dividing the total by 

five. The five subscales of retention were measured on a six-point Likert-type scale varying 

from a low score of 1 to a high score of 6, wherein 1 indicated that the participants strongly 

disagreed with statements relating to specific retention factors, and 6 showed that they 

strongly agreed. 

 

Table 6.4 shows that the mean scores for the subscales of RFS ranged from 2.93 (moderately 

dissatisfied) to 3.90 (slightly dissatisfied). The participants scored the highest on the 

supervisor support subscale (M = 3.90; SD = 1.19), and the lowest on the compensation 

subscale (M = 2.93; SD = 1.25). The standard deviations of each of the five subscales fell 

within the range of 1.13 and 1.36. The skewness values for RFS subscales varied between -

.34 and .16, suggesting approximately normal distributions since they are closest to zero and 

fall within the -1 and +1 range (Osborne, 2008; Tredoux & Durrheim, 2019).  Similarly, kurtosis 

values ranged between -.49 and -.97, falling within the recommended normality range of -1 

and +1, and both negative coefficients indicated flatter distributions when compared to a 

perfect bell-shaped distribution (Osborne, 2008; Tredoux & Durrheim, 2019). 

 

Preliminary analysis 1: Psychological profile of participants 
 

Based on the results reported in Figure 6. 1, the following core conclusions were drawn: 

 

• Mean scores obtained by participants on the six measuring scales ranged from 

moderate (UWES, OPS, OCS, and RFS) to high (PsyCap and JSS). 

• Moderate mean scores attained by participants suggest reasonable degrees of 

engagement in teaching activities, passion for work, commitment toward the teaching 

profession, as well as of satisfaction with human resource retention practices, while 

higher mean scores obtained indicate high levels of psychological capital capabilities 

and general satisfaction with contextual aspects of work. 

 

Figure 6. 1 illustrates the overall mean scores of the six measurement scales expressed in 

percentage form. 
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Figure 6.1  
Overall Mean Scores of the Six Measurement Scales 

Source: Author’s own work 

 

6.4 BI-VARIATE CORRELATION ANALYSIS 
 

This section addresses research aim 1: 

Research aim 1: To assess the interrelationship between the biographical characteristics 

(age, gender, marital status, and tenure), the antecedent (work 

engagement), the mediator (psychological capital), the moderator 

(occupational passion), and the outcomes (organisational commitment, 

job satisfaction and human resource retention practices satisfaction). 

 

Spearman’s coefficient of rank correlation, also known as rank coefficient of correlation, was 

used in this study to assess interrelationship between variables. This correlation helped the 

researcher in identifying the direction and the strength of association between the variables of 

this study (Tredoux & Durrheim, 2019).   

 

6.4.1 Reporting of bi-variate correlations between the independent, mediator, and 
moderator variables 

 

Table 6.5 summarises bi-variate correlations between work engagement, psychological 

capital, and occupational passion. 
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The results in Table 6.5 indicate that all correlations between the variables were positively 

significant (r ≥ .27 ≤ .94, small to large practical effect; p ≤ .01). 

 

According to Table 6.5, a significant positive correlation was evident between the overall work 

engagement and its components of vigour (r = .94; large practical effect; p ≤ .01), dedication 

(r = .89; large practical effect; p ≤ .01), and absorption (r = .94; large practical effect; p ≤ .01). 

A positive correlation was also observed between vigour and the work engagement 

components of dedication (r = .78; large practical effect; p ≤ .01) and absorption (r = .84; large 

practical effect; p ≤ .01). Furthermore, a significantly positive correlation was evident between 

dedication and absorption (r = .78; large practical effect; p ≤ .01). 

 

A significant positive correlation was observed between the overall psychological capital and 

the overall work engagement (r = .63; large practical effect; p ≤ .01) and its components of 

vigour (r = .61; large practical effect; p ≤ .01), dedication (r = .54; large practical effect; p ≤ 

.01), and absorption (r = .61; large practical effect; p ≤ .01). Also evident in Table 6.5 was a 

significantly positive correlation between psychological capital and its four capabilities of hope 

(r = .91; large practical effect; p ≤ .01), optimism (r = .83; large practical effect; p ≤ .01), 

resilience (r = .77; large practical effect; p ≤ .01), and self-efficacy (r = .87; large practical 

effect; p ≤ .01). 

 

The results further show that the psychological capital capability of hope correlated 

significantly with the other psychological capital capabilities of optimism (r = .73; large practical 

effect; p ≤ .01), resilience (r = .58; large practical effect; p ≤ .01), and self-efficacy (r = .77; 

large practical effect; p ≤ .01). Furthermore, hope positively correlated with the overall work 

engagement (r = .60; large practical effect; p ≤ .01), including its components of vigour (r = 

.59; large practical effect; p ≤ .01), dedication (r = .52; large practical effect; p ≤ .01), and 

absorption (r = .59; large practical effect; p ≤ .01). 

 

Table 6.5 also indicates a positive significant correlation between optimism and the 

psychological capital capability of resilience (r = .56; large practical effect; p ≤ .01), and self-

efficacy (r = .63; large practical effect; p ≤ .01). Optimism also correlates significantly with the 

overall work engagement (r = 60.; large practical effect; p ≤ .01) and its components of vigour 

(r = .59; large practical effect; p ≤ .01), dedication (r = .53; large practical effect; p ≤ .01), and 

absorption (r = .58; large practical effect; p ≤ .01). 
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Table 6.5  

Bi-Variate Correlations between Independent, Mediator, Moderator Variables 

 
 
 
Scale variables 
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Overall Work Engagement  
 

1            

Vigour 
 

.94**   
+++ 

1           

Dedication .89** 
+++ 

.78**      
+++ 

1          

Absorption .94**  
+++ 

.84** 
+++ 

.78** 
+++ 

1         

Overall Psychological Capital .63** 
+++ 

.61** 
+++ 

.54**  
+++ 

.61** 
+++ 

1        

Hope .60** 
+++ 

.59** 
+++ 

.52** 
+++ 

.59** 
+++ 

.91** 
+++ 

1       

Optimism .60** 
+++ 

.59** 
+++ 

.53** 
+++ 

.58** 
+++ 

.83** 
+++ 

.73** 
+++ 

1      

Resilience .37** 
++ 

.34** 
++ 

.33** 
++ 

.38** 
++ 

.77** 
+++ 

.58** 
+++ 

.56** 
+++ 

1     

Self-efficacy .55** 
+++ 

.55** 
+++ 

.48** 
++ 

.52** 
+++ 

.87** 
+++ 

.77** 
+++ 

.63** 
+++ 

.52** 
+++ 

1    

Overall Occupational Passion .50** 
+++ 

.47** 
++ 

.43** 
++ 

.49** 
++ 

.59** 
+++ 

.53** 
+++ 

.59** 
+++ 

.44** 
++ 

.48** 
++ 

1   

Harmonious .58** 
+++ 

.56** 
+++ 

.52** 
+++ 

.55** 
+++ 

.73** 
+++ 

.67** 
+++ 

.73** 
+++ 

.48** 
++ 

.63** 
+++ 

.81** 
+++ 

1  

Obsessive .33** 
++ 

.31** 
++ 

.27** 
+ 

.35** 
++ 

.37** 
++ 

.32** 
++ 

.37** 
++ 

.32** 
++ 

.28** 
+ 
 

.92** 
+++ 

.52** 
+++ 

1 

Note: N = 309. ***p ≤ .001; **p ≤ .01; *p ≤ .05   +r ≥ 0.1 (small practical effect) ++r ≥ .30 (medium practical effect) +++r ≥ .50 (large practical effect)
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Also evident in Table 6.5 is a positively significant correlation between resilience and self-

efficacy (r = .52; large practical effect; p ≤ .01); as well as between resilience and the overall 

work engagement (r = .37; medium practical effect; p ≤ .01) and its components of vigour (r = 

.34; medium practical effect; p ≤ .01), dedication (r = .33; medium practical effect; p ≤ .01), 

and absorption (r = .38; medium practical effect; p ≤ .01). 

 

Table 6.5 furthermore shows a positive significant correlation between self-efficacy and the 

overall work engagement (r = .55; large practical effect; p ≤ .01) and its components of vigour 

(r = .55; large practical effect; p ≤ .01), dedication (r = .48; medium practical effect; p ≤ .01), 

and absorption (r = .52; large practical effect; p ≤ .01). 

 

A significant positive correlation was also observed between the overall occupational passion 

and its harmonious (r = .81; large practical effect; p ≤ .01), and obsessive (r = .92; large 

practical effect; p ≤ .01) components. The overall occupational passion furthermore correlated 

significantly with the overall work engagement (r = .50; large practical effect; p ≤ .01) and its 

components of vigour (r = .47; medium practical effect; p ≤ .01), dedication (r = .43; medium 

practical effect; p ≤ .01), and absorption (r = .49; medium practical effect; p ≤ .01). A significant 

correlation between the overall occupational passion and the overall psychological capital (r = 

.59; large practical effect; p ≤ .01) and its capabilities of hope (r = .53; large practical effect; p 

≤ .01), optimism (r = .59; large practical effect; p ≤ .01), resilience (r = .44; large practical effect; 

p ≤ .01), and self-efficacy (r = .48; large practical effect; p ≤ .01) was also evident. 

 

The two components of occupational passion also correlated positively with each other (r = 

.52; large practical effect; p ≤ .01). Harmonious passion further correlated positively with the 

overall work engagement (r = .58; large practical effect; p ≤ .01) and its components of vigour 

(r = .56; large practical effect; p ≤ .01), dedication (r = .52; large practical effect; p ≤ .01), and 

absorption (r = .55; large practical effect; p ≤ .01). A further positive correlation between 

harmonious passion and the overall psychological capital (r = .73; large practical effect; p ≤ 

.01) and its capabilities of hope (r = .67; large practical effect; p ≤ .01), optimism (r = .73; large 

practical effect; p ≤ .01), resilience (r = .48; medium practical effect; p ≤ .01), and self-efficacy 

(r = .63; large practical effect; p ≤ .01) was also observed.  

 

Likewise, a positively significant correlation was evident between obsessive passion and the 

overall work engagement (r = .33; medium practical effect; p ≤ .01) and its components of 

vigour (r = .31; medium practical effect; p ≤ .01), dedication (r = .27; small practical effect; p ≤ 

.01), and absorption (r = .35; medium practical effect; p ≤ .01). As well as between obsessive 

passion and the overall psychological capital (r = .37; medium practical effect; p ≤ .01) and its 
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capabilities of hope (r = .32; medium practical effect; p ≤ .01), optimism (r = .37; medium 

practical effect; p ≤ .01), resilience (r = .32; medium practical effect; p ≤ .01), and self-efficacy 

(r = .28; small practical effect; p ≤ .01). 

 
6.4.2 Reporting of bi-variate correlations between dependent variables 
 

Table 6.6 summarises bi-variate correlations between organisational commitment, job 

satisfaction, and retention factors. The results indicate that most correlations between the 

variables were positively significant (r ≥ .12 ≤ .87, small to large practical effect; either p ≤ .01 

or ≤ .05), and only a few were negatively significant (r ≥ -.21 ≤ -.48, small to medium practical 

effect; p ≤ .01). 

 

According to Table 6.6, a significant positive correlation was observed between the overall 

organisational commitment and its components of affective (r = .14; small practical effect; p ≤ 

.05), continuance (r = .78; large practical effect; p ≤ .01), and normative (r = .74; large practical 

effect; p ≤ .01). Normative commitment seemed to positively correlate with continuance 

commitment (r = .36; medium practical effect; p ≤ .01), and negatively correlate with affective 

commitment (r = -.38; medium practical effect; p ≤ .01). No significant correlation was evident 

between affective and continuance commitment. 

 

A significantly positive correlation was evident between the overall job satisfaction and the 

overall organisational commitment (r = .30; medium practical effect; p ≤ .01), including its 

components of continuance (r = .21; small practical effect; p ≤ .01), and normative (r = .52; 

large practical effect; p ≤ .01), while a negative correlation between job satisfaction and the 

affective component was observed (r = -.48; medium practical effect; p ≤ .01). Job satisfaction 

was also positively correlated with the overall retention factors (r = .53; large practical effect; 

p ≤ .01), compensation (r = .42; medium practical effect; p ≤ .01), training and development (r 

= .38; medium practical effect; p ≤ .01), supervisor support (r = .35; medium practical effect; p 

≤ .01), career opportunities (r = .40; medium practical effect; p ≤ .01), and work-life balance (r 

= .31; medium practical effect; p ≤ .01). 
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Table 6. 6 
Bi-Variate Correlations between Dependent Variables 

 
 
 
Scale variables 
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Overall Organisational 
Commitment 
 

1           

Affective .14* 
+ 

1          

Continuance .78** 
+++ 

.08 1         

Normative .74** 
+++ 

-.38** 
++ 

.36** 
++ 

1        

Overall Job Satisfaction .30** 
++ 

-.48** 
++ 

.21** 
+ 

.52** 
+++ 

1       

Overall Retention Factors .26** 
+ 

-.30** 
++ 

.14* 
+ 

.43** 
++ 

.53** 
+++ 

1      

Compensation .21** 
+ 

-.21** 
+ 

.14* 
+ 

.31** 
++ 

.42** 
++ 

.87** 
+++ 

1     

Training and development .17** 
+ 

-.23** 
+ 

.06 .32** 
++ 

.38** 
++ 

.69** 
+++ 

.41** 
++ 

1    

Supervisor support .26** 
+ 

-.25** 
+ 

.13* 
+ 

.39** 
++ 

.35** 
++ 

.58** 
+++ 

.34** 
++ 

.42** 
++ 

1   

Career opportunities .28** 
+ 

-.25** 
+ 

.13* 
+ 

.42** 
++ 

.40** 
++ 

.62** 
+++ 

.34** 
++ 

.53** 
+++ 

.44** 
++ 

1  

Work-life balance -.02 -.21** 
+ 

-.04 .12* 
+ 

.31** 
++ 

.43** 
++ 

.25** 
+ 

.17** 
+ 

.18** 
+ 

.16** 
+ 

1 

Note: N = 309. ***p ≤ .001; **p ≤ .01; *p ≤ .05 +r ≥ 0.1 (small practical effect) ++r ≥ .30 (medium practical effect) +++r ≥ .50 (large practical effect) 
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Table 6.6 also shows a significantly positive correlation between the overall retention factors 

and compensation (r = .87; large practical effect; p ≤ .01), training and development (r = .69; 

large practical effect; p ≤ .01), supervisor support (r = .58; large practical effect; p ≤ .01), career 

opportunities (r = .62; large practical effect; p ≤ .01), and work-life balance (r = .43; medium 

practical effect; p ≤ .01). Overall retention factors also correlated positively with the overall 

organisational commitment (r = .26; small practical effect; p ≤ .01) and its components of 

continuance (r = .14; small practical effect; p ≤ .05) and normative (r = .43; medium practical 

effect; p ≤ .01), while negatively correlated with the affective (r = -.30; medium practical effect; 

p ≤ .01) component. 

 

A significantly positive correlation was noticed between compensation and training and 

development (r = .41; medium practical effect; p ≤ .01), supervisor support (r = .34; medium 

practical effect; p ≤ .01), career opportunities (r = .34; large practical effect; p ≤ .01), and work-

life balance (r = .25; small practical effect; p ≤ .01). Compensation also seemed to positively 

correlate with the overall organisational commitment (r = .21; small practical effect; p ≤ .01) 

and its components of continuance (r = .14; small practical effect; p ≤ .05) and normative (r = 

.31; medium practical effect; p ≤ .01), while negatively correlating with the affective (r = -.21; 

small practical effect; p ≤ .01) component.  

 

The results also showed a significantly positive correlation between training and development 

and supervisor support (r = .42; medium practical effect; p ≤ .01), career opportunities (r = .53; 

large practical effect; p ≤ .01), and work-life balance (r = .17; small practical effect; p ≤ .01). A 

significant positive correlation was also present between training and development and the 

overall organisational commitment (r = .17; small practical effect; p ≤ .01) and its component 

of normative (r = .32; medium practical effect; p ≤ .01), while a negative correlation with the 

affective (r = -.23; small practical effect; p ≤ .01) component was observed. No correlation was 

observed between training and development and continuance commitment. 

 

Also observed in Table 6.6 was a significantly positive correlation between supervisor support 

and career opportunities (r = .44; medium practical effect; p ≤ .01), and work-life balance (r = 

.18; small practical effect; p ≤ .01), as well as between supervisor support and the overall 

organisational commitment (r = .26; small practical effect; p ≤ .01) including its components of 

continuance (r = .13; small practical effect; p ≤ .05) and normative (r = .39; medium practical 

effect; p ≤ .01), while a significantly negative correlation was noticed between supervisor 

support and the affective (r = -.25; small practical effect; p ≤ .01) component. 
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A significantly positive correlation was also evident between career opportunities and work-

life balance (r = .16; small practical effect; p ≤ .01), and the overall organisational commitment 

(r = .28; small practical effect; p ≤ .01) including its components of continuance (r = .13; small 

practical effect; p ≤ .05) and normative (r = .42; medium practical effect; p ≤ .01), while the 

correlation between career opportunities and the affective component (r = -.25; small practical 

effect; p ≤ .01) commitment was found to be negative. 

 

The results presented in Table 6.6 also indicate that work-life balance positively correlated 

with normative commitment (r = .12; small practical effect; p ≤ .05), and negatively correlated 

with affective commitment (r = -.21; small practical effect; p ≤ .01). No correlation was evident 

between work-life balance and the overall organisational commitment, as well as between 

work-life balance and continuance commitment. 

 

6.4.3 Reporting of bi-variate correlations between the independent, mediator, 
moderator, and dependent variables 

 

Table 6.7 summarises bi-variate correlations between work engagement, psychological 

capital, occupational passion, organisational commitment, job satisfaction, and retention 

factors. The results show that most variables were positively correlated (r ≥ .14 ≤ .59, small to 

large practical effect; either p ≤ .01 or ≤ .05), and only a few were negatively correlated (r ≥ -

.15 ≤ -.40, small to medium practical effect; p ≤ .01) or not significantly correlated at all. 

  

Table 6.7 indicates that the overall work engagement was positively correlated with the overall 

organisational commitment (r = .22; small practical effect; p ≤ .01) and its normative 

component (r = .43; medium practical effect; p ≤ .01), while negatively correlated with the 

affective component (r = -.38; medium practical effect; p ≤ .01). A significantly positive 

correlation was also observed between the overall work engagement and both the overall job 

satisfaction (r = .55; large practical effect; p ≤ .01), and the overall retention factors (r = .44; 

medium practical effect; p ≤ .01). The overall work engagement further correlated positively 

with compensation (r = .27; small practical effect; p ≤ .01), training and development (r = .43; 

medium practical effect; p ≤ .01), supervisor support (r = .39; medium practical effect; p ≤ .01), 

career opportunities (r = .38; medium practical effect; p ≤ .01), and work-life balance (r = .19; 

small practical effect; p ≤ .01). No significant correlation was evident between the overall work 

engagement and continuance commitment. 
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Table 6.7 
Bi-Variate Correlations between Independent, Mediator, Moderator and Dependent Variables 
 
 
 
Scale variables 
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Work Engagement  .22** 
+ 

-.38** 
++ 

.08 .43** 
++ 

.55** 
+++ 

.44** 
++ 

.27** 
++ 

.43** 
++ 

.39** 
++ 

.38** 
++ 

.19** 
+ 

Vigour .21** 
+ 

-.38** 
++ 

.07 .42** 
++ 

.56** 
+++ 

.45** 
++ 

.28** 
+ 

.42** 
++ 

.37** 
++ 

.38** 
++ 

.22** 
+ 

Dedication .18** 
+ 

-.38** 
++ 

.07 .40** 
++ 

.52** 
+++ 

.40** 
++ 

.23** 
+ 

.41** 
++ 

.40* 
*++ 

.35** 
++ 

.16** 
+ 

Absorption .22** 
+ 

-.34** 
++ 

.08 .42** 
++ 

.48** 
++ 

.40** 
++ 

.26** 
+ 

.39** 
++ 

.35** 
++ 

.35** 
++ 

.15** 
+ 

Psychological Capital .18** 
+ 

-.37** 
++ 

.10 .39** 
++ 

.52** 
+++ 

.38** 
++ 

.23** 
+ 

.31** 
++ 

.35** 
++ 

.43** 
++ 

.14* 
+ 

Hope .20** 
+ 

-.38** 
++ 

.14* 
+ 

.40** 
++ 

.52** 
+++ 

.37** 
++ 

.23** 
+ 

.32** 
++ 

.37** 
++ 

.42** 
++ 

.17** 
+ 

Optimism .23** 
+ 

-.30** 
++ 

.10 .41** 
++ 

.51** 
+++ 

.35** 
++ 

.21** 
+ 

.29** 
+ 

.30** 
++ 

.40** 
++ 

.16** 
+ 

Resilience .08 -.18** 
+ 

.07 .17** 
+ 

.27** 
+ 

.21** 
+ 

.17** 
+ 

.14* 
+ 

.15** 
+ 

.24** 
++ 

.01 

Self-efficacy .17** 
+ 

-.40** 
++ 

.10 .38** 
++ 

.48** 
++ 

.36** 
++ 

.20** 
+ 

.32** 
++ 

.33** 
++ 

.42** 
++ 

.18** 
+ 

Occupational Passion .39** 
++ 

-.27** 
+ 

.25** 
+ 

.51** 
+++ 

.48** 
++ 

.42** 
++ 

.32** 
+ 

.37** 
++ 

.31** 
++ 

.47* 
*++ 

.01 

Harmonious .32** 
++ 

-.35** 
++ 

.17** 
+ 

.53** 
+++ 

.59** 
+++ 

.45** 
++ 

.29** 
+ 

.39** 
++ 

.39** 
++ 

.53** 
+++ 

.14* 
+ 

Obsessive .35** 
++ 

-.15** 
+ 

.23** 
+ 

.39** 
++ 

.32** 
++ 

.30** 
+ 

.27** 
+ 

.27** 
+ 

.18** 
+ 

.33** 
++ 

-.07 

Note: N = 309. ***p ≤ .001; **p ≤ .01; *p ≤ .05 +r ≥ 0.1 (small practical effect) ++r ≥ .30 (medium practical effect) +++r ≥ .50 (large practical effect) 
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A significantly positive correlation was observed between vigour and the overall organisational 

commitment (r = .21; small practical effect; p ≤ .01) and its normative component (r = .42; 

medium practical effect; p ≤ .01), while a negative correlation with the affective component 

was evident (r = -.38; medium practical effect; p ≤ .01). A significantly positive correlation was 

also observed between vigour and both the overall job satisfaction (r = .56; large practical 

effect; p ≤ .01), and the overall retention factors (r = .45; medium practical effect; p ≤ .01). 

Vigour further correlated positively with compensation (r = .28; small practical effect; p ≤ .01), 

training and development (r = .42; medium practical effect; p ≤ .01), supervisor support (r = 

.37; medium practical effect; p ≤ .01), career opportunities (r = .38; medium practical effect; p 

≤ .01), and work-life balance (r = .22; small practical effect; p ≤ .01). No significant correlation 

was evident between vigour and continuance commitment. 

 

According to Table 6.7, a significantly positive correlation was evident between dedication and 

the overall organisational commitment (r = .18; small practical effect; p ≤ .01) and its normative 

component (r = .40; medium practical effect; p ≤ .01), while a negative correlation with the 

affective component was observed (r = -.38; medium practical effect; p ≤ .01). A significantly 

positive correlation was also observed between dedication and both the overall job satisfaction 

(r = .52; large practical effect; p ≤ .01), and the overall retention factors (r = .40; medium 

practical effect; p ≤ .01). Dedication further correlated positively with compensation (r = .23; 

small practical effect; p ≤ .01), training and development (r = .41; medium practical effect; p ≤ 

.01), supervisor support (r = .40; medium practical effect; p ≤ .01), career opportunities (r = 

.35; medium practical effect; p ≤ .01), and work-life balance (r = .16; small practical effect; p ≤ 

.01). No significant correlation was evident between dedication and continuance commitment. 

 

A significantly positive correlation was also evident between absorption and the overall 

organisational commitment (r = .22; small practical effect; p ≤ .01) and its normative 

component (r = .42; medium practical effect; p ≤ .01), while a negative correlation with the 

affective component was observed (r = -.34; medium practical effect; p ≤ .01). A significantly 

positive correlation was also observed between absorption and both the overall job satisfaction 

(r = .48; medium practical effect; p ≤ .01), and the overall retention factors (r = .40; medium 

practical effect; p ≤ .01). Absorption further correlated positively with compensation (r = .26; 

small practical effect; p ≤ .01), training and development (r = .39; medium practical effect; p ≤ 

.01), supervisor support (r = .35; medium practical effect; p ≤ .01), career opportunities (r = 

.35; medium practical effect; p ≤ .01), and work-life balance (r = .15; small practical effect; p ≤ 

.01). No significant correlation was evident between absorption and continuance commitment. 
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Table 6.7 indicates that the overall psychological capital was positively correlated with the 

overall organisational commitment (r = .18; small practical effect; p ≤ .01) and its normative 

component (r = .39; medium practical effect; p ≤ .01), and negatively correlating with the 

affective component (r = -.37; medium practical effect; p ≤ .01). A significantly positive 

correlation was also observed between overall psychological capital and both the overall job 

satisfaction (r = .52; large practical effect; p ≤ .01), and overall retention factors (r = .38; 

medium practical effect; p ≤ .01). The overall psychological capital further correlated positively 

with compensation (r = .23; small practical effect; p ≤ .01), training and development (r = .31; 

medium practical effect; p ≤ .01), supervisor support (r = .35; medium practical effect; p ≤ .01), 

career opportunities (r = .43; medium practical effect; p ≤ .01), and work-life balance (r = .14; 

small practical effect; p ≤ .05). No significant correlation was evident between the overall 

psychological capital and continuance commitment. 

 

A significantly positive correlation was observed between hope and the overall organisational 

commitment (r = .20; small practical effect; p ≤ .01) and its components of continuance (r = 

.14; small practical effect; p ≤ .05), and normative (r = .40; medium practical effect; p ≤ .01), 

while a negative correlation with affective component was evident (r = -.38; medium practical 

effect; p ≤ .01). A significantly positive correlation was also observed between hope and both 

the overall job satisfaction (r = .52; large practical effect; p ≤ .01), and the overall retention 

factors (r = .37; medium practical effect; p ≤ .01). Hope further correlated positively with 

compensation (r = .23; small practical effect; p ≤ .01), training and development (r = .32; 

medium practical effect; p ≤ .01), supervisor support (r = .37; medium practical effect; p ≤ .01), 

career opportunities (r = .42; medium practical effect; p ≤ .01), and work-life balance (r = .17; 

small practical effect; p ≤ .01).  

 

According to Table 6.7, a significantly positive correlation was also evident between optimism 

and the overall organisational commitment (r = .23; small practical effect; p ≤ .01) and its 

normative component (r = .41; medium practical effect; p ≤ .01), while a negative correlation 

with affective component was observed (r = -.30; medium practical effect; p ≤ .01). A 

significantly positive correlation was also found between optimism and both the overall job 

satisfaction (r = .51; large practical effect; p ≤ .01), and the overall retention factors (r = .35; 

medium practical effect; p ≤ .01). Optimism further correlated positively with compensation (r 

= .21; small practical effect; p ≤ .01), training and development (r = .29; small practical effect; 

p ≤ .01), supervisor support (r = .30; medium practical effect; p ≤ .01), career opportunities (r 

= .40; medium practical effect; p ≤ .01), and work-life balance (r = .16; small practical effect; p 

≤ .01). No significant correlation was evident between optimism and continuance commitment. 
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Resilience was observed to be positively correlated with normative commitment (r = .17; small 

practical effect; p ≤ .01), and negatively correlated with affective commitment (r = -.18; small 

practical effect; p ≤ .01). A significantly positive correlation was also observed between 

resilience and both the overall job satisfaction (r = .27; small practical effect; p ≤ .01), and the  

overall retention factors (r = .21; small practical effect; p ≤ .01). Resilience further correlated 

positively with compensation (r = .17; small practical effect; p ≤ .01), training and development 

(r = .14; small practical effect; p ≤ .05), supervisor support (r = .15; small practical effect; p ≤ 

.01), and career opportunities (r = .24; small practical effect; p ≤ .01). No significant correlation 

was evident between resilience and the overall organisational commitment, continuance 

commitment, and work-life balance. 

 

A significantly positive correlation was also observed between self-efficacy and the overall 

organisational commitment (r = .17; small practical effect; p ≤ .01) and its normative 

component (r = .38; medium practical effect; p ≤ .01), and negatively correlated with affective 

(r = -.40; medium practical effect; p ≤ .01). A significantly positive correlation was also 

observed between self-efficacy and both the overall job satisfaction (r = .48; medium practical 

effect; p ≤ .01), and the overall retention factors (r = .36; medium practical effect; p ≤ .01). Self-

efficacy further correlated positively with compensation (r = .20; small practical effect; p ≤ .01), 

training and development (r = .32; medium practical effect; p ≤ .01), supervisor support (r = 

.33; medium practical effect; p ≤ .01), career opportunities (r = .42; medium practical effect; p 

≤ .01), and work-life balance (r = .18; small practical effect; p ≤ .01). No significant correlation 

was evident between self-efficacy and continuance commitment. 

 

Table 6.7 indicates that the overall occupational passion positively correlates with the overall 

organisational commitment (r = .39; medium practical effect; p ≤ .01), and its continuance (r = 

.25; small practical effect; p ≤ .01) and normative components (r = .51; large practical effect; 

p ≤ .01), while negatively correlated with affective commitment (r = -.27; small practical effect; 

p ≤ .01). A significantly positive correlation was also observed between the overall 

occupational passion and both the overall job satisfaction (r = .48; medium practical effect; p 

≤ .01) and the overall retention factors (r = .42; medium practical effect; p ≤ .01). The overall 

occupational passion further correlated positively with compensation (r = .32; medium practical 

effect; p ≤ .01), training and development (r = .37; medium practical effect; p ≤ .01), supervisor 

support (r = .31; medium practical effect; p ≤ .01), and career opportunities (r = .47; medium 

practical effect; p ≤ .01). No significant correlation was evident between the overall 

occupational passion and work-life balance. 
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Harmonious passion was found to positively correlates with the overall organisational 

commitment (r = .32; small practical effect; p ≤ .01) and its continuance (r = .17; small practical 

effect; p ≤ .05), and normative components (r = .53; medium practical effect; p ≤ .01), while 

negatively correlated with affective (r = -.35; medium practical effect; p ≤ .01). A significantly 

positive correlation was also observed between harmonious passion and both the overall job 

satisfaction (r = .59; large practical effect; p ≤ .01), and the overall retention factors (r = .45; 

medium practical effect; p ≤ .01). Harmonious passion further correlated positively with 

compensation (r = .29; small practical effect; p ≤ .01), training and development (r = .39; 

medium practical effect; p ≤ .01), supervisor support (r = .39; medium practical effect; p ≤ .01), 

career opportunities (r = .53; medium practical effect; p ≤ .01), and work-life balance (r = .14; 

small practical effect; p ≤ .05).  

 

Obsessive passion was found to positively correlate with the overall organisational 

commitment (r = .35; small practical effect; p ≤ .01) and its components of continuance (r = 

.23; medium practical effect; p ≤ .01) and normative (r = .39; medium practical effect; p ≤ .01), 

while negatively correlated to affective (r = -.15; medium practical effect; p ≤ .01). A 

significantly positive correlation was also observed between obsessive passion and both the 

overall job satisfaction (r = .32; large practical effect; p ≤ .01), and the overall retention factors 

(r = .30; medium practical effect; p ≤ .01). Obsessive passion further correlated positively with 

compensation (r = .27; small practical effect; p ≤ .01), training and development (r = .27; small 

practical effect; p ≤ .01), supervisor support (r = .18; medium practical effect; p ≤ .01), and 

career opportunities (r = .33; medium practical effect; p ≤ .01). No significant correlation was 

found between obsessive passion and work-life balance. 

 
6.4.4 Reporting of bi-variate correlations between the biographical and 

independent, mediator, moderator, and dependent variables 
 

Table 6. 8 summarises bi-variate correlations between age, gender, marital status, tenure and 

work engagement, psychological capital, occupational passion, organisational commitment, 

job satisfaction, and retention factors. The results in Table 6. 8 indicate that a significantly 

positive correlation was only found between age and the construct of self-efficacy (r = .14; 

small practical effect; p ≤ .05) and harmonious passion (r = .12; small practical effect; p ≤ .05).  

 

Age was also found to negatively correlate with the overall retention factors (r = -.13; small 

practical effect; p ≤ .05) and compensation (r = -.17; small practical effect; p ≤ .01). No 

significant correlation was found between age and the other variables of this study. 
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Table 6.8  

Bivariate Correlation of the biographical, Independent, Mediator, Moderator, and Dependent 

Variables 

Constructs Age Gender Marital 
status 

Tenure 

 Work Engagement   .01 -.08 -.02 -.09 

Vigour .04 -.11 -.01 -.05 

Dedication .01 -.06 -.01 -.11*+ 

Absorption .00 -.06 -.02 -.09 

Psychological Capital  .05 -.14 .01 -.01 

Hope .04 -.10 .01 -.02 

Optimism .05 -.12*+ .02 -.01 

Resilience -.03 -.18**+ .02 -.03 

Self-efficacy .14*+ -.12*+ .04 .04 

Occupational Passion  .08 -.07 -.00 -.04 

Harmonious .12*+ -.05 .01 -.02 

Obsessive .03 -.08 -.02 -.04 

Organisational Commitment  .06 .02 .01 -.03 

Affective -.05 .09 -.01 .07 

Continuance .08 .03 .04 .05 

Normative .03 -.03 -.01 -.12*+ 

Job Satisfaction  -.01 -.09 -.08 -.13*+ 

Retention Factors  -.13*+ -.07 -.10 -.26**+ 

Compensation -.17**+ -.06 -.11*+ -.26**+ 

Training and development .04 -.02 -.01 -.08 

Supervisor support -.11 -.08 -.01 -.19**+ 

Career opportunities .02 -.05 -.06 -.12*+ 

Work-life balance -.09 .01 -.05 -.15**+ 

Note: N = 309. ***p ≤ .001; **p ≤ .01; *p ≤ .05    
+r ≥ 0.1 (small practical effect) ++r ≥ .30 (medium practical effect) +++r ≥ .50 (large practical 
effect). 
 
Gender codes: 0 = male, 1 = female; Marital status codes: 0 = single/ separated/ divorced, 1 
= married. 
 

A significantly negative correlation was observed between gender and optimism (r = -.12; 

small practical effect; p ≤ .05), resilience (r = -.18; small practical effect; p ≤ .01) and self-

efficacy (r = -.12; small practical effect; p ≤ .05). No significant correlation was found between 

gender and the other variables of this study. 
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A significantly negative correlation was also evident between marital status and compensation 

(r = -.11; small practical effect; p ≤ .05). No significant correlation was found between marital 

status and the other variables of this study. 

  

Table 6. 8 further indicate a significantly negative correlation between tenure and dedication 

(r = -.11; small practical effect; p ≤ .05), normative commitment (r = -.12; small practical effect; 

p ≤ .05), and overall job satisfaction (r = -.13; small practical effect; p ≤ .05). Tenure also 

seemed to correlate negatively with the overall retention factors (r = -.26; small practical effect; 

p ≤ .01), compensation (r = -.26; small practical effect; p ≤ .01), supervisor support (r = -.19; 

small practical effect; p ≤ .01), career opportunities(r = -.12; small practical effect; p ≤ .05), and 

work-life balance (r = -.15; small practical effect; p ≤ .01). No significant correlation was found 

between tenure and the other variables of this study. 

 

In conclusion, the bi-variate correlation results provided evidence in support of research 

hypothesis 1: 

H1: There is a statistically significant interrelationship between the biographical 

characteristics (age, gender, marital status, and tenure), the antecedent (work 

engagement), the mediator (psychological capital), the moderator (occupational 

passion), and the retention outcomes (organisational commitment, job satisfaction and 

human resource retention practices satisfaction).  

 

Preliminary analysis 2: Dynamics of psychological factors for retention   
 

Based on the bi-variate correlation analysis, the following core conclusions were drawn: 

 

• Significantly positive interrelationships were generally found between the six main 

variables of this study, with only one component of organisational commitment 

(affective) which negatively correlated with most variables. The significantly positive 

correlations found suggest that highly engaged teachers are likely to display high levels 

of psychological capital capabilities and passion for work. Positive correlations also 

imply that these teachers are likely to be committed to their schools and are also likely 

to be generally satisfied with both their jobs and with human resource retention 

practices. The negative correlations found imply that affectively committed teachers 

are likely to show lower levels of psychological resources (work engagement, 

psychological capital, and occupational passion), and are also likely to be less satisfied 

with both their jobs and with human resource retention practices.  
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• Significantly positive and negative interrelationships were evident between 

biographical characteristics and the construct variables of this study, suggesting that 

the biographical variables should be considered as control variables in understanding 

the associations between the study constructs. The negative correlations between 

biographical variables and construct variables suggest potential differences among 

subgroups, while positive correlations suggest potential lack of differences between 

the biographical subgroups.  

• Interrelationships not mentioned above indicate no significant correlations between 

variables. 

 

6.5 INFERENTIAL STATISTICS 
 

The inferential statistics involved five stages of analysis: 

Stage 1: 
  

 
Stage 2: 

  

 
Stage 3: 

  

 
Stage 4: 

  

 
Stage 5: 

  

 

 

6.5.1 Mediation analysis 
 
Mediation analysis was performed to achieve research aim 2: 

  

Mediation analysis 

Moderated regression analysis 

Tests for significant mean differences 

Multiple regression analysis 

Moderated mediation regression analysis 
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Research aim 2: To assess whether work engagement has a positive link to (1) 

organisational commitment, (2) job satisfaction and (3) human 

resource retention practices satisfaction through psychological capital 

as a mediating variable. 

 

A PROCESS Procedure for SPSS Version 3.5.3 (2020) was used to perform the mediation 

analysis. Tables 6.9 to 6.11 report on the results of the mediation analysis. 

 

The results in Table 6.9 show that work engagement had a positive significant direct 

relationship with organisational commitment (β = .17; p = .026; bootstrap LLCI = .02; ULCI = 

.24), while no direct relationship was evident between psychological capital and organisational 

commitment.  

 

Table 6.9  

Results of Mediation Analysis: Organisational Commitment as Dependent Variable 

 
Variable  

 
β 

 
SE 

 
T 

 
P 

Bootstrap 95% 
CI 

Model info 

LLCI ULCI F P R² 
Constant 3.10 .30 10.44 .000*** 2.51 3.68 .06 .000*** .06+ 

Work 

engagement 

.17 .06 2.24 .026* .02 .24    

Psychological 

capital 

.09 .10 1.08 .279 -.08 .29    

Indirect effect of psychological capital in the work engagement- organisational commitment 

link 

 β Boot 
SE 

- - Boot 
LLCI 

Boot 
UCLI 

   

Psychological 

capital 

0.06 .05   -.05 .16    

Notes: N = 309. ***p ≤ .001; **p ≤ .01; *p ≤ .05 
CI, confidence interval; LLCI, lower level confidence interval; ULCI, upper level confidence 
interval; SE, standard error; +R² ≤ .12 (small practical effect size) ++R² ≥ .13 ≤ .25 (moderate 
practical effect size) +++R² ≥ .26 (large practical effect size). 
 
The mediation regression model explained 6% (R² = .06; F = .06; p = .000; small practical 

effect) of the variance in organisational commitment. Table 6.9 further shows that the indirect 

effect of psychological capital on the link between work engagement and organisational 
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commitment was not significant, as the bootstrap LLCI and ULCI included a zero in the 

confidence interval range (β = .06; SE = .05; bootstrap LLCI = -.05; ULCI = .16). 

 

The results in Table 6.10 indicate that both work engagement (β = .49; p = .000; bootstrap 

LLCI = .36; ULCI = .64), and psychological capital (β = .20; p = .003; bootstrap LLCI = .11; 

ULCI = .54) had positive significant relationships with job satisfaction. The mediation 

regression model explained 41% (R² = .41; F = 127.71; p = .000; large practical effect) of the 

variance in job satisfaction.  

 

Table 6.10 further indicates that the indirect effect of psychological capital on the link between 

work engagement and job satisfaction was positively significant (β = .13; SE = .05; bootstrap 

LLCI = .04; ULCI = .24), as the bootstrap LLCI and ULCI confidence interval range does not 

include zero.  

 

Table 6.10 
Results of Mediation Analysis: Job Satisfaction as Dependent Variable 

Variable  β SE T P Bootstrap 
95% CI 

Model info 

LLCI ULCI F P R² 
Constant .63 .33 1.94 .053 -.01 1.27 127.71 .000*** .41+++ 

Work 

engagement 

.49 .07 6.96 .000*** .36 .64    

Psychological 

capital 

.20 .11 2.96 .003** .11 .54    

Indirect effect of psychological capital in the work engagement - job satisfaction link 

  
β 

Boot 
SE 

- - Boot 
LLCI 

Boot 
UCLI 

   

Psychological 

capital 

.13 .05   .04 .24    

Note: N = 309. ***p ≤ .001; **p ≤ .01; *p ≤ .05 
CI, confidence interval; LLCI, lower level confidence interval; ULCI, upper level confidence 
interval; SE, standard error; +R² ≤ .12 (small practical effect size) ++R² ≥ .13 ≤ .25 (moderate 
practical effect size) +++R² ≥ .26 (large practical effect size). 
 

As shown in Table 6.11, both work engagement (β = .36; p = .000; bootstrap LLCI = .16; ULCI 

= .35) and psychological capital (β = .18; p = .010; bootstrap LLCI = .05; ULCI = .36) had 

positive significant relationships with retention practices. The mediation regression model 
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explained 25% (R² = .25; F = 57.16; p = .000; moderate practical effect) of the variance in 

retention practices. 

 

Table 6.11 also shows that the indirect effect of psychological capital on the link between work 

engagement and retention practices was positively significant (β = .12; SE = .05; bootstrap 

LLCI = .03; ULCI = .22), as the bootstrap LLCI and ULCI confidence interval range does not 

include zero.  

 
Table 6.11 
Results of Mediation Analysis: Retention Practices as Dependent Variable 

 
Variable  

 
β 

 
SE 

 
T 

 
P 

Bootstrap 95% CI Model info 
LLCI ULCI F P R² 

Constant 1.25 .26 4.87 .000*** .75 1.76 57.16 .000*** .25 

++ 

Work 

engagement 

.36 .05 5.37 .000*** .16 .35    

Psychological 

capital 

.18 .08 2.61 .010** .05 .36    

Indirect effect of psychological capital in the work engagement- retention practices link 

 β Boot 
SE 

- - Boot 
LLCI 

Boot UCLI    

Psychological 

capital 

.12 .05   .03 .22    

Note: N = 309. ***p ≤ .001; **p ≤ .01; *p ≤ .05  
CI, confidence interval; LLCI, lower level confidence interval; ULCI, upper level confidence 
interval; SE, standard error; +R² ≤ .12 (small practical effect size) ++R² ≥ .13 ≤ .25 (moderate 
practical effect size) +++R² ≥ .26 (large practical effect size). 
 

Figure 6.2 provides an illustration of the mediation analysis results.  
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Figure 6.2 
Illustration of Mediation Analysis Results 

Note: N = 309. ***p ≤ .001; **p ≤ .01; *p ≤ .05 
 

In conclusion, the mediation analysis provided evidence that work engagement has a positive 

link to job satisfaction and human resource retention practices through psychological capital.  

In other words, psychological capital seemed to function as an important intervening 

psychological resource in better understanding the associations between work engagement 

and feelings of satisfaction with both the job and human resource retention practices. This is 

in support of research hypothesis 2: 

 

H2:  Work engagement has a positive link to (1) organisational commitment, (2) job 

satisfaction and (3) human resource retention practices satisfaction through 

psychological capital as a mediating variable. 

 

Preliminary analysis 3: Dynamics of psychosocial retention profile of participants 
 

The results of the mediation analysis show that both work engagement and psychological 

capital had positive significant relationships with job satisfaction and retention practices. Most 

importantly, the results revealed that the indirect effect of psychological capital in the link 

between work engagement and the outcome variables of job satisfaction and retention 

practices satisfaction was positive and significant. These results suggest that participants’ 

psychological capital resources are important intermediary mechanisms for understanding the 
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positive link between their work engagement and their job satisfaction, and satisfaction with 

human resource retention practices. This corroborates the principles of COR theory (Hobfoll, 

1989) with regards to the role of psychological resources in explaining the association between 

work engagement attributes (vigour, dedication, and absorption) and satisfaction with both the 

job and human resource retention practices. Therefore, retention interventions for 

strengthening participants’ work engagement for retention purposes can be enhanced by 

interventions focused on enhancing their psychological resources of hope, optimism, 

resilience, and self-efficacy in order to ensure restoration of their depleted resources. 

 

No significant relationships were evident on the link between work engagement and 

organisational commitment through psychological capital. This finding suggests that 

psychological capital resources do not act as essential intermediary mechanisms in 

understanding the link between work engagement and organisational commitment. The 

intermediary process of psychological capital resources seems more positively associated 

with feelings of satisfaction with both the jobs and human resource retention practices such 

as remuneration, training and development opportunities, supervisory support, career 

opportunities, and work-life balance. 

 

6.5.2 Moderated mediation analysis 
 

Moderated regression analysis and moderated mediation regression analysis were performed 

to achieve research aim 3: 

Research aim 3: To evaluate whether the mediating effect of psychological capital in the 

link between work engagement and (1) organisational commitment, (2) 

job satisfaction, and (3) human resource retention practices satisfaction 

is conditional upon the moderating effect of occupational passion. 

 

6.5.2.1 Moderated regression analysis 

 

The first step was to perform moderated regression analysis using a PROCESS Procedure 

for SPSS Version 3.5.3. (2020) Tables 6.12 to 6.18 report the results of the moderated 

regression analysis. 
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Table 6.12  

Results of Moderated Regression Analysis: Organisational Commitment as Dependent 
Variable and Psychological Capital as Independent Variable 

 
Variable 

 
β 

 
SE 

 
T 

 
P 

Bootstrap 95% CI Model info 
LLCI ULCI F P R² 

Constant 4.16 .05 78.80 .000*** 4.06 4.27 15.06 .000*** .13++ 

PsyCap(A) -.04 .09 -.44 .66 -.22 .14    

Occupational 

passion (B) 

.30 .06 5.34 .000*** .19 .41    

Interaction 

(moderating) 

effect: (AxB) 

.01 .04 .30 .77 -.06 .08    

Note: N = 309.  ***p ≤ .001; **p ≤ .01; *p ≤ .05 
CI, confidence interval; LLCI, lower level confidence interval; ULCI, upper level confidence 
interval; SE, standard error; +R² ≤ .12 (small practical effect size) ++R² ≥ .13 ≤ .25 (moderate 
practical effect size) +++R² ≥ .26 (large practical effect size). 
 

The results in Table 6.12 show that psychological capital had no main effect on organisational  

commitment, while occupational passion had a positive significant main effect (β = .30; p = 

.000; bootstrap LLCI = .19; ULCI = .41) on explaining the variance in organisational 

commitment. The interaction effect (psychological capital x occupational passion) was also 

not significant. The moderation regression model explained 13% (R² = .13; F = 15.06; p = 

.000; moderate practical effect) of the variance in organisational commitment. 

 

Table 6.13 shows that both psychological capital (β = .52; p = .000; bootstrap LLCI = .31; ULCI 

= .73) and occupational passion (β = .32; p = .000; bootstrap LLCI = .19; ULCI = .44) had 

positive significant main effects on explaining the variance in job satisfaction. The interaction 

effect (psychological capital x occupational passion) was also not significant. The moderation 

regression model explained 33% (R² = .33; F = 66.66; p = .000; large practical effect) of the 

variance in job satisfaction. 
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Table 6.13  

Results of Moderated Regression Analysis: Job Satisfaction as Dependent Variable and 
Psychological Capital as Independent Variable 

 
Variable  

 
β 

 
SE 

 
T 

 
P 

Bootstrap 95% CI Model info 
LLCI ULCI F P R² 

Constant 4.433 .06 69.17 .000*** 4.31 4.56 66.66 .000*** .33+++ 

PsyCap (A) .52 .11 4.79 .000*** .31 .73    

Occupational 

passion (B) 

.32 .06 4.89 .000*** .19 .44    

Interaction 

(moderating) 

effect: (AxB) 

-.03 .03 -.74 .46 -.09 .04    

Note: N = 309. ***p ≤ .001; **p ≤ .01; *p ≤ .05  
CI, confidence interval; LLCI, lower level confidence interval; ULCI, upper level confidence 
interval; SE, standard error; +R² ≤ .12 (small practical effect size) ++R² ≥ .13 ≤ .25 (moderate 
practical effect size) +++R² ≥ .26 (large practical effect size). 
 

Table 6.14 indicates that both psychological capital (β = .22; p = .010; bootstrap LLCI = .05; 

ULCI = .38) and occupational passion (β = .23; p = .000; bootstrap LLCI = .14; ULCI = .32) 

had positive significant main effects on explaining the variance in retention factors.  

 

Table 6.14 

Results of Moderated Regression Analysis: Retention Factors as Dependent Variable and 
Psychological Capital as Independent Variable 

 
Variable  

 
β 

 
SE 

 
T 

 
P 

Bootstrap 95% CI Model info 
LLCI ULCI F P R² 

Constant 3.39 .05 72.46 .000*** 3.30 3.47 70.90 .000*** .24++ 

PsyCap (A) .22 .08 2.58 .010** .05 .38    

Occupational 

passion (B) 

.23 .05 4.95 .000*** .14 .32    

Interaction 

(moderating) 

effect: (AxB) 

-.04 .03 -1.17 .245 -.10 .025    

Notes: N = 309. ***p ≤ .001; **p ≤ .01; *p ≤ .05  
CI, confidence interval; LLCI, lower level confidence interval; ULCI, upper level confidence 
interval; SE, standard error; R² ≤ 0.12 (small practical effect size) R² ≥ 0.13 ≤ .25 (moderate 
practical effect size) R² ≥ 0.26 (large practical effect size). 
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The interaction effect (psychological capital x occupational passion) in Table 6.14 was also 

not significant. The moderation regression model explained 24% (R² = .24; F = 70.90; p = 

.000; moderate practical effect) of the variance in retention factors. 

 
Table 6.15  

Results of Moderated Regression Analysis: Psychological Capital as Dependent Variable and 

Work Engagement as Independent Variable 

 
Variable  

 
β 

 
SE 

 
T 

 
P 

Bootstrap 95% CI Model info 
LLCI ULCI F P R² 

Constant 4.71 .04 130.64 .000*** 4.64 4.78 85.55 .000*** .52+++ 

Work 

engagement 

(A) 

.27 .04 6.97 .000*** .20 .35    

Occupational 

passion (B) 

.24 .03 7.13 .000*** .17 .30    

Interaction 

(moderating) 

effect: (AxB) 

-.01 .02 -.64 .520 -.05 .03    

Note: N = 309.  ***p ≤ .001; **p ≤ .01; *p ≤ .05 
CI, confidence interval; LLCI, lower level confidence interval; ULCI, upper level confidence 
interval; SE, standard error; +R² ≤ .12 (small practical effect size) ++R² ≥ .13 ≤ .25 (moderate 
practical effect size) +++R² ≥ .26 (large practical effect size). 
 

According to Table 6.15, both work engagement (β = .27; p = .000; bootstrap LLCI = .20; ULCI 

= .35) and occupational passion (β = .24; p = .000; bootstrap LLCI = .17; ULCI = .30) had 

positive significant main effects on explaining the variance in psychological capital. The 

interaction effect (work engagement x occupational passion) was also not significant. The 

moderation regression model explained 52% (R² = .52; F = 85.55; p = .000; large practical 

effect) of the variance in psychological capital. 

 

The results in Table 6.16 show that work engagement had no main effect on organisational 

commitment. While, occupational passion had a positive significant main effect (β = .27; p = 

.000; bootstrap LLCI = .16; ULCI = .38 on explaining the variance in organisational 

commitment. The interaction effect (work engagement x occupational passion) was also not 

significant. The moderation regression model explained 14% (R² = .14; F = 15.99; p = .000; 

moderate practical effect) of the variance in organisational commitment. 
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Table 6.16 
Results of Moderated Regression Analysis: Organisational Commitment as Dependent 

Variable and Work Engagement as Independent Variable 

 
Variable  

 
β 

 
SE 

 
T 

 
P 

Bootstrap 95% CI Model info 
LLCI ULCI F P R² 

Constant 4.13 .06 74.29 .000*** 4.02 4.24 15.99 .000*** .14++ 

Work 

engagement 

(A) 

.06 .06 1.04 .302 -.06 .18    

Occupational 

passion (B) 

.27 .06 4.88 .000*** .16 .38    

Interaction 

(moderating) 

effect: (AxB) 

.04 .03 1.67 .097 -.01 .10    

Note: N = 309. ***p ≤ .001; **p ≤ .01; *p ≤ .05  
CI, confidence interval; LLCI, lower level confidence interval; ULCI, upper level confidence 
interval; SE, standard error; +R² ≤ .12 (small practical effect size) ++R² ≥ .13 ≤ .25 (moderate 
practical effect size) +++R² ≥ .26 (large practical effect size). 
 

Table 6.17 indicates that both work engagement (β = .52; p = .000; bootstrap LLCI = .38; ULCI 

= .65) and occupational passion (β = .24; p = .000; bootstrap LLCI = .14; ULCI = .35) had 

positive significant main effects on explaining the variance in job satisfaction. The interaction 

effect (work engagement x occupational passion) was not significant. The moderation 

regression model explained 42% (R² = .42; F = 88.06; p = .000; large practical effect) of the 

variance in job satisfaction. 

 

According to Table 6.18, both work engagement (β = .24; p = .000; bootstrap LLCI = .15; ULCI 

= .34) and occupational passion (β = .20; p = .000; bootstrap LLCI = .11; ULCI = .29) had 

positive significant main effects on explaining the variance in retention factors. The interaction 

effect (work engagement x occupational passion) was not significant. The moderation 

regression model explained 48% (R² = .28; F = 46.99; p = .000; large practical effect) of the 

variance in retention factors. 
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Table 6.17  

Results of Moderated Regression Analysis: Job Satisfaction as Dependent Variable and Work 

Engagement as Independent Variable 

 
Variable  

 
β 

 
SE 

 
T 

 
P 

Bootstrap 95% CI Model info 
LLCI ULCI F P R² 

Constant 4.40 .06 67.83 .000*** 4.28 4.53 88.06 .000*** .42+++ 

Work 

engagement 

(A) 

.52 .07 7.43 .000*** .38 .65    

Occupational 

passion (B) 

.24 .05 4.57 .000*** .14 .35    

Interaction 

(moderating) 

effect: (AxB) 

.02 .03 .66 .512 -.04 .07    

Note: N = 309. ***p ≤ .001; **p ≤ .01; *p ≤ .05  
CI, confidence interval; LLCI, lower level confidence interval; ULCI, upper level confidence 
interval; SE, standard error; +R² ≤ .12 (small practical effect size) ++R² ≥ .13 ≤ .25 (moderate 
practical effect size) +++R² ≥ .26 (large practical effect size). 
 

Table 6.18 
Results of Moderated Regression Analysis: Retention Factors as Dependent Variable and 

Work Engagement as Independent Variable 

 
Variable  

 
β 

 
SE 

 
T 

 
p 

Bootstrap 95% CI Model info 
LLCI ULCI F P R² 

Constant 3.35 .05 73.81 .000*** 3.26 3.44 46.99 .000*** .28+++ 

Work 

engagement 

(A) 

.24 .05 5.29 .000*** .15 .34    

Occupational 

passion (B) 

.20 .05 4.45 .000*** .11 .29    

Interaction 

(moderating) 

effect: (AxB) 

.02 .02 .75 -.027 -.03 .06    

Note: N = 309. ***p ≤ .001; **p ≤ .01; *p ≤ .05  
CI, confidence interval; LLCI, lower level confidence interval; ULCI, upper level confidence 
interval; SE, standard error; +R² ≤ .12 (small practical effect size) ++R² ≥ .13 ≤ .25 (moderate 
practical effect size) +++R² ≥ .26 (large practical effect size). 
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Overall, the results showed that occupational passion does not interact significantly with either 

work engagement or psychological capital in predicting levels of organisational commitment, 

job satisfaction and satisfaction with retention factors. Combined with the significant main 

effects of work engagement and psychological capital, occupational passion also had a 

significant direct main prediction effect on job satisfaction and satisfaction with retention 

factors. However, in these combinations, only occupational passion had a significant main 

prediction effect on organisational commitment.  

 

6.5.2.2 Moderated Mediation regression analysis 

 

The second step was to perform a moderated mediation regression analysis using Hayes’ 

PROCESS Procedure for SPSS Version 3.5.3. (2020). Tables 6.19 to 6.21 report the results 

of the moderated mediation analysis.  Based on the guidelines of Muller et al. (2005), the 

theoretical intention of the researcher was to employ moderated mediation solely to identify 

whether the mediating process of psychological capital between work engagement and the 

outcome variables of organisational commitment, job satisfaction and satisfaction with 

retention practices is moderated by participants’ occupational passion. 

 

The results in Table 6.19 show that occupational passion (β = .29; p = .000; bootstrap LLCI = 

.18; ULCI = .41) had a positive significant main effect on explaining the variance in 

organisational commitment. The interaction effect (work engagement x occupational passion) 

was not significant. The moderation regression model explained 14% (R² = .14; F = 12.30; p 

= .000; moderate practical effect) of the variance in organisational commitment. Table 6.19 

further shows that there was no significant indirect effect on the link between work 

engagement and organisational commitment through psychological capital (β = -.03, bootstrap 

LLCI = -.12, ULCI = .05). The conditional direct effects of work engagement on organisational 

commitment was also not significant at all three mean score values of occupational passion 

(moderator) (i.e. the bootstrap LLCI and ULCI included zero in the three confidence interval 

ranges).   
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Table 6.19 
Results of Moderated Mediation Regression Analysis: Organisational Commitment as 

Dependent Variable 
 
Variable  

 
β 

 
SE 

 
T 

 
P 

Bootstrap 95% CI Model info 
LLCI ULCI F P R² 

Constant 4.51 .48 9.50 .000*** 3.57 5.44 12.30 .000*** .14++ 

Work 

engagement 

(A) 

.08 .07 1.23 .220 -.05 .22    

Psychological 

capital 

-.08 .10 -.79 .429 -.28 .12    

Occupational 

passion (B) 

.29 .06 4.97 .000*** .18 .41    

Interaction 

(moderating 

effect: (AxB) 

.04 .03 1.64 .101 -.008 .09    

Conditional direct effect of work engagement on organisational commitment at values of 

moderator occupational passion 

Occupational 
passion 
values 

 
β 

 

  
SE 

 
T 

 
P 

 
LLCI 

  
ULCI 

   

-1.204 .03 .06 .56 .574 -.08 .15    

.000 .08 .07 1.23 .220 -.05 .22    

1.204 .14 .09 1.52 .129 -.04 .31    

Indirect effect of work engagement on organisational commitment through psychological 

capital (mediator) 

  
β 

Boot 
SE 

- - Boot 
LLCI 

Boot 
ULCI 

   

Psychological 

capital 

-.03 .04   -.12 .05    

Note: N = 309. ***p ≤ .001; **p ≤ .01; *p ≤ .05  
CI, confidence interval; LLCI, lower level confidence interval; ULCI, upper level confidence 
interval; SE, standard error; +R² ≤ .12 (small practical effect size) ++R² ≥ .13 ≤ .25 (moderate 
practical effect size) +++R² ≥ .26 (large practical effect size). 
 

Table 6.20 shows that both work engagement (β = .46; p = .000; bootstrap LLCI = .30; ULCI 

= .63) and occupational passion (β = .20; p = .000; bootstrap LLCI = .08; ULCI = .31) had 
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positive significant main effects on explaining the variance in job satisfaction. The interaction 

effect (work engagement x occupational passion) was not significant.  

 

Table 6.20  

Results of Moderated Mediation Regression Analysis: Job Satisfaction as Dependent Variable 

 
Variable  

 
β 

 
SE 

 
T 

 
P 

Bootstrap 95% CI Model info 
LLCI ULCI F P R² 

Constant 3.46 .54 6.38 .000*** 2.39 4.52 69.74 .000*** .43+++ 

Work 

engagement 

(A) 

.46 .08 5.51 .000*** .30 .63    

Psychological 

capital 

.20 .12 1.71 .088 -.03 .43    

Occupational 

passion (B) 

.20 .06 3.36 .001*** .08 .31    

Interaction 

(moderating 

effect: (AxB) 

.02 .03 .76 .449 -.03 .07    

Conditional direct effect of work engagement on job satisfaction at values of moderator 

occupational passion 

Occupational 
passion 
values 

β  SE T p LLCI  ULCI    

-1.204 .44 .07 6.42 .000*** .30 .57    

.000 .46 .08 5.51 .000*** .30 .63    

1.204 .49 .11 4.53 .000*** .28 .70    

Indirect effect of work engagement on job satisfaction through psychological capital (mediator) 

 β Boot 
SE 

- - Boot 
LLCI 

Boot ULCI    

Psychological 

capital 

.08 .05   -.014 .19    

Note: N = 309. ***p ≤ .001; **p ≤ .01; *p ≤ .05  
CI, confidence interval; LLCI, lower level confidence interval; ULCI, upper level confidence 
interval; SE, standard error; +R² ≤ .12 (small practical effect size) ++R² ≥ .13 ≤ .25 (moderate 
practical effect size) +++R² ≥ .26 (large practical effect size). 
 

The moderation regression model explained 43% (R² = .43; F = 69.74; p = .000; large practical 

effect) of the variance in job satisfaction. Furthermore, Table 6.20 indicates that there was no 
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significant indirect effect on the link between work engagement and job satisfaction through 

psychological capital (β = .08, bootstrap LLCI = -.01, ULCI = .19). However, at all three mean 

score values of the moderator (occupational passion), the conditional direct effects of work 

engagement on job satisfaction were positively significant with beta coefficients increasing 

with every increase in mean scores (the bootstrap LLCI and ULCI did not include zero in the 

confidence interval range).   

 

Table 6.21 shows that both work engagement (β = .22; p = .000; bootstrap LLCI = .12; ULCI 

= .32) and occupational passion (β = .18; p = .000; bootstrap LLCI = .09; ULCI = .28) had 

positive significant main effects on explaining the variance in retention practices. The 

interaction effect (work engagement x occupational passion) was not significant. The 

moderation regression model explained 28% (R² = .28; F = 37.54; p = .000; large practical 

effect) of the variance in retention practices. Table 6.21 further shows that there was no 

significant indirect effect on the link between work engagement and retention practices through 

psychological capital (β = .04, bootstrap LLCI = -.03, ULCI = .11). However, at all three mean 

score values of the moderator (occupational passion), the conditional direct effects of work 

engagement on retention practices were positively significant with beta coefficients increasing 

with every increase in mean scores (the bootstrap LLCI and ULCI did not include zero in the 

confidence interval range).   
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Table 6.21 
Results of Moderated Mediation Regression Analysis: Retention Practices as Dependent 

Variable 

Variable  β SE T P Bootstrap 95% CI Model info 
LLCI ULCI F P R² 

Constant 2.93 .39 7.62 .000*** 2.18 3.69 37.54 .000*** .28+++ 

Work 

engagement 

(A) 

.22 .05 4.32 .000*** .12 .32    

Psychological 

capital 

.09 .08 1.09 .278 -.07 .25    

Occupational 

passion (B) 

.18 .05 3.71 .000*** .09 .28    

Interaction 

(moderating 

effect: (AxB) 

.02 .02 .80 .422 -.03 .06    

Conditional direct effect of work engagement on retention practices at values of moderator 

occupational passion 

Occupational 
passion 
values 

β  SE T P LLCI  ULCI    

-1.204 .20 .05 4.09 .000*** .10 .30    

.000 .22 .051 4.32 .000*** .12 .32    

1.204 .24 .07 3.73 .000*** .14 .37    

Indirect effect of work engagement on retention practices through psychological capital 

(mediator) 

 β Boot 
SE 

- - Boot 
LLCI 

Boot ULCI    

Psychological 

capital 

.04 .04   -.03 .11    

Note: N = 309. ***p ≤ .001; **p ≤ .01; *p ≤ .05  
CI, confidence interval; LLCI, lower level confidence interval; ULCI, upper level confidence 
interval; SE, standard error; +R² ≤ .12 (small practical effect size) ++R² ≥ .13 ≤ .25 (moderate 
practical effect size) +++R² ≥ .26 (large practical effect size). 
 

Figure 6.3 provides an illustration of the moderated mediation results. 
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Figure 6.3 
Illustration of Moderated Mediation Results  

Note: N = 309. ***p ≤ .001; **p ≤ .01; *p ≤ .05 
 

In conclusion, the moderated-mediation results corroborated the significant positive main 

(direct) effect of occupational passion on organisational commitment, job satisfaction and 

satisfaction with retention practices, especially when combined with the main effects of work 

engagement. In addition, the results showed that psychological capital as a psychological 

resource functions independently from levels of occupational passion, that is, the link between 

work engagement and (1) organisational commitment, (2) job satisfaction, and (3) human 

resource retention practices satisfaction is not conditional upon the moderating effect of 

occupational passion. As such, the results did not provide evidence in support of H3. 

 

H3:  The mediating effect of psychological capital in the link between work engagement and 

(1) organisational commitment, (2) job satisfaction, and (3) human resource retention 

practices satisfaction is conditional upon the moderating effect of occupational passion 
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Preliminary analysis 4: Dynamics of psychological factors for retention  
 

The moderated regression analysis and moderated mediation analysis showed that the 

associations between (1) work engagement and psychological capital, and (2) work 

engagement and organisational commitment, job satisfaction and satisfaction with retention 

practices, and (3) psychological capital and organisational commitment, job satisfaction and 

satisfaction with retention practices were not conditional upon participants’ level of 

occupational passion. In other words, occupational passion (i.e. participants’ internalised 

motivational views of themselves as teachers) does not seem to interact with the participants’ 

work engagement and psychological capital in predicting organisational commitment, job 

satisfaction and satisfaction with retention factors. Participants’ occupational passion seems 

to be a psychosocial resource that directly explains higher levels of psychological capital, 

organisational commitment, job satisfaction and satisfaction with retention practices. In 

addition, the results showed that occupational passion as a psychological resource does not 
seem to strengthen the intermediatory process of psychological capital in the work 

engagement and the respective organisational commitment, job satisfaction and satisfaction 

with retention practices links. Psychological capital as a psychological resource seems to 

function independently from levels of occupational passion in explaining the observed 

mediated dynamics between work engagement and job satisfaction and satisfaction with 

retention practices (factors) respectively (see figure 6.2). 

 

6.5.3 Multiple regression analysis 
 

Multiple regression analysis was performed to achieve research aim 4. 

Research aim 4:  To evaluate whether teachers’ biographical characteristics (such as age, 

gender, marital status, and tenure) and work engagement, psychological 

capital, and occupational passion, significantly predict organisational 

commitment, job satisfaction and human resource retention practices 

satisfaction. 

 

The multiple regression analysis was performed using the IBM SPSS Statistics Version 27 

(1998, 2020). Tables 6.22 to Table 6.24 report the results of the multiple regression analysis 

performed to assess the influence of the biographical characteristics as control variables and 

work engagement, psychological capital, and occupational passion in the regression analysis. 

Table 6.22 shows a model that includes age, female gender, marital status, tenure, and the 

subfactors of work engagement, psychological capital, and occupational passion as predictors 

of organisational commitment.  



 
 

234 
 

Table 6.22 
Multiple Regression Analysis Results: Organisational Commitment as Dependent Variable 

Variable Unstandardised 
Coefficients 

Standardised 
Coefficient 

T p Tolerance VIF F p R² 

Model (Constant) β 
3.17 

Std. Error 
.41 

β  

7.80 

 

.000*** 

   

2.80 

 

.000*** 

 

.11+ 

Age: 21-30 -.17 .21 -.08 -.79 .432 .26 3.93    

        31-45 -.15 .15 -.07 -1.01 .314 .66 1.52    

Older than 65 .10 .65 .01 .16 .874 .94 1.07    

Female .07 .11 .04 .64 .522 .91 1.09    

Married -.08 .14 -.04 -.54 .590 .53 1.89    

Divorced .30 .27 .07 1.11 .266 .77 1.31    

Separated .33 .66 .03 .50 .618 .91 1.10    

Tenure:<1 year .10 .20 .03 .47 .636 .59 1.71    

            1-2 years -.03 .21 -.01 -.16 .875 .60 1.66    

            5-6 years -.19 .25 -.05 -.77 .444 .63 1.58    

            > 6 years -.12 .21 -.06 -.55 .581 .24 4.22    

Vigour .05 .10 .07 .51 .610 .16 6.17    

Dedication -.09 .08 -.13 -1.08 .280 .22 4.58    

Absorption .08 .09 .11 .82 .415 .18 5.65    

 

 



 
 

235 
 

Variable Unstandardised 
Coefficients 

Standardised 
Coefficient 

T p Tolerance VIF F p R² 

 β Std. Error β        

Hope .11 .13 .11 .90 .368 .21 4.72    

Optimism -.03 .12 -.02 -.23 .816 .26 3.82    

Resilience -.11 .08 -.10 -1.41 .161 .53 1.90    

Self-efficacy -.03 .10 -.03 -.32 .747 .29 3.47    

Harmonious passion .10 .08 .14 1.38 .168 .28 3.68    

Obsessive passion .16 .04 .24 3.65 .000*** .65 1.54    

Notes: N = 309. ***p ≤ .001; **p ≤ .01; *p ≤ .05 
+R² ≤ .12 (small practical effect size) ++R² ≥ .13 ≤ .25 (moderate practical effect size) +++R² ≥ .26 (large practical effect size). 
 

According to the result in Table 6.22, the model was statistically significant (F = 2.80; p = .000), accounting for 11% (R² = .11, small practical 

effect) of the variance. The model shows that only obsessive passion (β = .24; p =.000) acted as a significant positive predictor of organisational 

commitment. 

 

Table 6.23 shows a model that includes age, female gender, marital status, tenure, and the subfactors of work engagement, psychological capital, 

and occupational passion as predictors of job satisfaction. The model in Table 6.23 was statistically significant (F = 13.89; p = .000), accounting 

for 46% (R² = .46, large practical effect) of the variance. 
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Table 6.23  

Multiple Regression Analysis Results: Job Satisfaction as Dependent Variable 

Variable Unstandardised 
Coefficients 

Standardised 
Coefficient 

T p Tolerance VIF F p R² 

Model (Constant) β 
1.17 

Std. Error 
.43 

β  

2.73 

 

.007** 

   

13.89 

 

.000*** 

 

.46 +++ 

Age: 21-30 -.03 .22 -.01 -.11 .912 .26 3.93    

        31-45 -.27 .16 -.09 -1.74 .083 .66 1.52    

Older than 65 .47 .68 .03 .69 .490 .94 1.07    

Female -.11 .11 -.04 -.95 .345 .91 1.09    

Married -.20 .15 -.08 -1.33 .184 .53 1.89    

Divorced -.00 .28 -.00 -.02 .988 .77 1.31    

Separated -.34 .69 -.02 -.49 .626 .91 1.10    

Tenure:<1 year -.01 .21 -.00 -.06 .953 .59 1.71    

            1-2 years .01 .22 .00 .03 .980 .60 1.66    

            5-6 years -.35 .26 -.07 -1.34 .183 .63 1.58    

            > 6 years -.20 .22 -.08 -.89 .373 .24 4.22    
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Variable Unstandardised 
Coefficients 

Standardised 
Coefficient 

T p Tolerance VIF F p R² 

 β Std. Error β        

Vigour .26 .10 .26 2.50 .013* .16 6.17    

Dedication .22 .09 .23 2.51 .013* .22 4.58    

Absorption -.10 .10 -.10 -1.03 .305 .18 5.65    

Hope .17 .13 .12 1.27 .207 .21 4.72    

Optimism .05 .12 .03 .41 .681 .26 3.82    

Resilience -.17 .08 -.12 -2.09 .038* .53 1.90    

Self-efficacy .07 .10 .05 .68 .499 .29 3.47    

Harmonious 
passion  

.21 .08 .21 2.65 .009** .27 3.68    

Obsessive passion .03 .05 .04 .74 .461 .65 1.54    

Notes: N = 309. ***p ≤ .001; **p ≤ .01; *p ≤ .05 
+R² ≤ .12 (small practical effect size) ++R² ≥ .13 ≤ .25 (moderate practical effect size) +++R² ≥ .26 (large practical effect size). 
 

The model in Table 6.23 shows that only vigour (β = .26; p =.013), dedication (β = .23; p =.013), and harmonious passion (β = .21; p =.009) acted 

as a significant positive predictors of job satisfaction. While resilience (β = -.12; p =.038) acted as a significant negative predictor of job satisfaction. 

 

Table 6.24 shows a model that includes age, female gender, marital status, tenure, and the subfactors of work engagement, psychological capital, 

and occupational passion as predictors of retention practices. The model in Table 6.24 was statistically significant (F = 8.80; p = .000), accounting 

for 34% (R² = .34, large practical effect) of the variance. 
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Table 6.24 
Multiple Regression Analysis Results: Retention Practices as Dependent Variable 

Variable Unstandardised 
Coefficients 

Standardised 
Coefficient 

T p Tolerance VIF F p R² 

Model (Constant) β 
1.48 

Std. Error 
.33 

β  

4.48 

 

.000*** 

   

8.80 

 

.000*** 

 

.34 +++ 

Age: 21-30 .12 .17 .06 .70 .487 .26 3.93    

        31-45 .09 .12 .04 .74 .463 .66 1.52    

Older than 65 .66 .53 .06 1.25 .211 .94 1.07    

Female .02 .09 .01 .19 .848 .91 1.09    

Married .21 .11 .12 1.86 .064 .53 1.89    

Divorced .04 .22 .01 .20 .839 .77 1.31    

Separated -.02 .53 -.00 -.04 .966 .91 1.10    

Tenure:<1 year .23 .16 .09 1.41 .161 .59 1.71    

            1-2 years -.08 .17 -.03 -.45 .655 .60 1.66    

            5-6 years -.35 .20 -.10 -1.73 .085 .63 1.58    

            > 6 years -.40 .17 -.23 -2.40 .017* .24 4.22    
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Variable Unstandardised 
Coefficients 

Standardised 
Coefficient 

T p Tolerance VIF F p R² 

 β Std. Error β        

Vigour .15 .08 .22 1.87 .062 .16 6.17    

Dedication -.01 .07 -.01 -.08 .939 .22 4.58    

Absorption -.01 .07 -.01 -.09 .925 .18 5.65    

Hope .10 .10 .10 1.00 .317 .21 4.72    

Optimism -.11 .09 -.10 -1.13 .259 .26 3.82    

Resilience -.12 .06 -.12 -1.85 .065 .53 1.90    

Self-efficacy .09 .08 .10 1.12 .264 .29 3.47    

Harmonious passion  .23 .06 .34 3.82 .000*** .27 3.68    

Obsessive passion .04 .04 .07 1.23 .219 .65 1.54    

Notes: N = 309. ***p ≤ .001; **p ≤ .01; *p ≤ .05 
+R² ≤ .12 (small practical effect size) ++R² ≥ .13 ≤ .25 (moderate practical effect size) +++R² ≥ .26 (large practical effect size). 
 

The model in Table 6.24 shows that tenure > 6 years (β = -.23; p =.017) acted as a significant negative predictor of retention practices satisfaction, 

while harmonious passion (β = .34; p =.000) acted as a significant positive predictor of retention practices satisfaction.  

 

Figure 6.4 illustrates the significant results of the multiple regression analysis. 
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Figure 6.4 
Significant Results of the Multiple Regression Analysis 

Source: Author’s own work 

 

In conclusion, the multiple regression analysis provided partial evidence in support of research 

hypothesis 4 

H4: The biographical variables (of age, gender, marital status, and tenure), work 

engagement, psychological capital and occupational passion significantly predict 

organisational commitment, job satisfaction, and human resource retention practices 

satisfaction. 

 
Preliminary analysis 5: Dynamics of psychological factors for retention  
 

The multiple regression analysis results added additional insights regarding the specific 

biographical characteristics (i.e. tenure: >6years) and psychosocial resources that explain 

participants’ levels of organisational commitment, job satisfaction and satisfaction with 

retention practices. More specifically, obsessive passion (an inner force that controls 
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individuals to engage) explains higher levels of organisational commitment. Participants’ 

sense of work engagement-related vigour (a mental and physical energy to perform) and 

dedication (emotional involvement in work activities), and their harmonious passion (an 

autonomous internalisation of work activities) explain higher levels of job satisfaction, while 

the resilience (an ability to bounce back from challenging situations) explains lower levels of 

job satisfaction. Harmonious passion also explained higher levels of satisfaction with retention 

practices. The results further showed that tenure is an important biographical characteristic to 

consider in the retention framework, as a rise in tenure may reduce the participants’ 

satisfaction with the retention practices. 

 

6.5.4 Tests for significant mean differences 
 

Tests for significant mean differences were performed to achieve research aim 5: 

Research aim 5: To assess whether teachers with biographical characteristics such as age, 

gender, marital status, and tenure differ significantly with regards to the 

construct variables of this study.  

 

Tests for significant mean differences were performed based on the results of the tests for 

normality. Mann-Whitney U and Wilcoxon W tests were conducted to specifically assess 

differences between two groups. Tables 6.25 to 6.27 report the results of the tests for 

significant mean differences. For parsimony reasons, this section only reports on variables 

with significant mean differences at p ≤ .05. 

 

Table 6.25 summarises the results of the Mann-Whitney U and Wilcoxon W tests that were 

conducted to assess mean differences between the biographical variable of gender in terms 

of psychological capital, optimism, resilience, and self-efficacy. The findings show that the 

male participants scored significantly higher than their female counterparts on psychological 

capital (males: M = 4.83, SD = .76, females: M = 4.61, SD = .79; p = .01, d = .28 small practical 

effect), optimism (males: M = 4.82, SD = .87; females: M = 4.65, SD = .85; p = .04, d = .23 

small practical effect), resilience (males: M = 4.66, SD = .81; females: M = 4.35, SD = .91; p 

= .00, d = .36 small practical effect), and self-efficacy (males: M = 4.93, SD = .93; females: M 

= 4.73, SD = .97; p = .04, d = .24 small practical effect). 
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Table 6.25  

Results of Tests for Significant Mean Differences: Gender 

Variable Source of 
difference 

N Mean SD Mann-Whitney 
U 

Wilcoxon W Z p Cohen d 

Psychological Capital Male 129 4.83 .76 9706.500 25996.500 -2.46 .01 .28 

 Female 180 4.61 .79      

          

Optimism Male 129 4.82 .87 10043.500 26333.500 -2.03 .04 .23 

 Female 180 4.65 .85      

          

Resilience Male 129 4.66 .81 9203.000 25493.000 -3.12 .00 .36 

 Female 180 4.35 .91      

          

Self-efficacy Male 129 4.93 .93 10012.500 26302.500 -2.07 .04 .24 

 Female 180 4.73 .97      

Note: N = 309; d = 0.2 – 0.4 (small effect) d = 0.5 – 0.7 (medium effect) d > 0.8 (large effect) 

 

Table 6.26 summarises the results of the Mann-Whitney U and Wilcoxon W tests that were conducted to assess mean 

differences between the biographical variable of age in terms of compensation, self-efficacy, and harmonious passion.  
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Table 6.26 
Results of Tests for Significant Mean Differences: Age 

Variable Source of  
difference 

N Mean SD Mann-Whitney U Wilcoxon W Z p Cohen 
d 

Compensation ≤45 years 171 3.08 1.24 9990.000 19581.000 -2.32 .02 .27 

 ≥46 years 138 2.75 1.24      

          

Self-efficacy ≤45 years 171 4.69 .99 9802.500 24508.500 -2.57 .01 .29 

 ≥46 years 138 4.96 .89      

          

Harmonious passion ≤45 years 171 5.25 1.31 9894.000 24600.000 -2.44 .02 .28 

 ≥46 years 138 5.58 1.21      

Note: N = 309; d = 0.2 – 0.4 (small effect) d = 0.5 – 0.7 (medium effect) d > 0.8 (large effect) 

 

The findings revealed that participants ≤45 years of age scored significantly higher than their older counterparts on 

compensation (≤ 45 years: M = 3.08, SD = 1.24; ≥46 years: M = 2.75, SD = 1.24; p = .02, d = .27 small practical effect), while 

participants ≥46 years of age scored significantly higher than their younger counterparts on self-efficacy (≤ 45 years: M = 

4.69, SD = .99; ≥46 years: M = 4.96, SD = .89; p = .01, d = .29 small practical effect), and harmonious passion (≤ 45 years: 

M = 5.25, SD = 1.31; ≥46 years: M = 5.58, SD = 1.21; p = .02, d = .28 small practical effect). 

 

Table 6.27 summarises the results of the Mann-Whitney U and Wilcoxon W tests that were conducted to assess mean 

differences between the biographical variable of tenure in terms of job satisfaction, normative commitment, retention, 

compensation, supervisor support, career opportunities, and work-life balance.  
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Table 6.27 
Results of Tests for Significant Mean Differences: Tenure 

Variable Source of 
difference 

N Mean SD Mann-Whitney 
U 

Wilcoxon 
W 

Z p Cohen 
d 

Job satisfaction ≤5 years 117 4.69 1.08 9262.500 27790.500 -2.60 .009 .30 

 ≥6 years  192 4.25 1.33      
          
Normative ≤5 years 117 5.08 1.44 9372.500 27900.500 -2.44 .015 .28 
 ≥6 years 192 4.62 1.60      
          
Overall retention factor satisfaction ≤5 years 117 3.67 .86 7673.500 26201.500 -4.67 .000 .55 

 ≥6 years 192 3.19 .85      
          
Compensation ≤5 years 117 3.38 1.26 7653.000 26181.000 -4.70 .000 .56 
 ≥6 years 192 2.66 1.17      
          
Supervisor support ≤5 years 117 4.22 1.11 8479.000 27007.000 -3.62 .000 .42 
 ≥6 years 192 3.70 1.21      
          
Career opportunities ≤5 years 117 3.75 1.09 9675.500 28203.500 -2.05 .041 .23 
 ≥6 years 192 3.50 1.15      
          
Work-life balance ≤5 years 117 3.43 1.36 9422.500 27950.500 -2.38 .017 .27 
 ≥6 years 192 3.05 1.35      

Note: N = 309; d = 0.2 – 0.4 (small effect) d = 0.5 – 0.7 (medium effect) d > 0.8 (large effect) 
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The findings revealed that participants with tenure ≤5 years scored significantly higher than 

those with tenure ≥6 years on the following: job satisfaction (≤5 years: M = 4.69, SD = 1.08; 

≥6 years: M = 4.25, SD = 1.33; p = .009, d = .30 small practical effect), normative commitment 

(≤5 years: M = 5.08, SD = 1.44; ≥6 years: M = 4.62, SD = 1.60; p = .015, d = .28 small practical 

effect), retention (≤5 years: M = 3.67, SD = .86; ≥6 years: M = 3.19, SD = .85; p = .000, d = 

.55 medium practical effect), compensation (≤5 years: M = 3.38, SD = 1.26; ≥6 years: M = 

2.66, SD = 1.17; p = .000, d = .56 medium practical effect), supervisor support (≤5 years: M = 

4.22, SD = 1.11; ≥6 years: M = 3.70, SD = 1.21; p = .000, d = .42 small practical effect), career 

opportunities (≤5 years: M = 3.75, SD = 1.09; ≥6 years: M = 3.50, SD = 1.15; p = .041, d = .23 

small practical effect), and work-life balance (≤5 years: M = 3.43, SD = 1.36; ≥6 years: M = 

3.05, SD = 1.35; p = .017, d = .27 small practical effect). 

 

In conclusion, the tests for significant mean differences analysis provided evidence in support 

of research hypothesis 5: 

H5: Teachers with biographical characteristics such as age, gender, marital status, and 

tenure differ significantly with regards to the construct variables manifested in the 

empirical model. 

 

Preliminary analysis 6: Dynamics of psychological factors for retention  
 

Overall, the tests for significant differences provided insights into the biographical 

characteristics that need to be considered in the design of retention interventions. More 

specifically, it should be kept in mind that the female participants scored significantly lower 

than their male counterparts on psychological capital and its capabilities of optimism, 

resilience, and self-efficacy. In terms of age, it appears that older participants (≥ 46 years) are 

less satisfied with their compensation than their younger counterparts. However, the older 

participants displayed higher levels of self-efficacy and harmonious passion than the younger 

participants. Tenure seems to be an important characteristic in the design of retention 

interventions. It appears that participants with tenure ≥ 6 years are significantly less satisfied 

than those with fewer years of tenure with retention practices of compensation, supervisor 

support, career opportunities, work-life balance, and with their jobs in general. They also had 

lower levels of normative commitment (a feeling of loyalty to remain within an organisations) 

than those with tenure ≤ 5 years. It is evident that retention interventions should cater for the 

diverse needs of gender, age and tenure groups. 
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6.6 DECISIONS REGARDING THE RESEARCH HYPOTHESES 
 

Table 6.28 provides a summary of the main findings relating to the research hypotheses. 

 

Table 6.28  
Summary of the Main Findings Regarding the Research Hypotheses 

RESEARCH AIM 
 

HYPOTHESES STATISTICAL            
PROCEDURE 

DECISION/ 
EVIDENCE 
(YES/NO) 

Research aim 1: To 
assess the 
interrelationship between 
the biographical 
characteristics (age, 
gender, marital status, 
and tenure), the 
antecedent (work 
engagement), the 
mediator (psychological 
capital), the moderator 
(occupational passion), 
and the outcomes 
(organisational 
commitment, job 
satisfaction and human 
resource retention 
practices satisfaction). 

H1: There is a statistically 
significant interrelationship 
between the biographical 
characteristics (age, gender, 
marital status, and tenure), the 
antecedent (work engagement), 
the mediator (psychological 
capital), the moderator 
(occupational passion), and the 
retention outcomes 
(organisational commitment, job 
satisfaction and human resource 
retention practices satisfaction). 
 

Correlation 
analysis 
 

Yes 

Research aim 2: To 
assess whether work 
engagement has a 
positive link to (1) 
organisational 
commitment, (2) job 
satisfaction and (3) 
human resource 
retention practices 
satisfaction through 
psychological capital as 
a mediating variable.  

H2:  Work engagement has a 
positive link to (1) organisational 
commitment, (2) job satisfaction 
and (3) human resource 
retention practices satisfaction 
through psychological capital as 
a mediating variable. 
 

Mediation 
analysis  

Partially 
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RESEARCH AIM 
 

HYPOTHESES STATISTICAL            
PROCEDURE 

DECISION/ 
EVIDENCE 
(YES/NO) 

Research aim 3: To 
evaluate whether the 
mediating effect of 
psychological capital in 
the link between work 
engagement and (1) 
organisational 
commitment, (2) job 
satisfaction, and (3) 
human resource 
retention practices 
satisfaction is conditional 
upon the moderating 
effect of occupational 
passion.  

H3: The mediating effect of 
psychological capital in the link 
between work engagement and 
(1) organisational commitment, 
(2) job satisfaction, and (3) 
human resource retention 
practices satisfaction is 
conditional upon the moderating 
effect of occupational passion.   
 

Moderated 
mediation 
analysis  

Partially 

Research aim 4: To 
evaluate whether 
teachers’ biographical 
characteristics (such as 
age, gender, marital 
status, and tenure), work 
engagement, 
psychological capital, 
and occupational 
passion, significantly 
predict organisational 
commitment, job 
satisfaction and human 
resource retention 
practices satisfaction. 

H4: The biographical variables 
(such as age, gender, marital 
status, and tenure), work 
engagement, psychological 
capital, and occupational 
passion significantly predict 
organisational commitment, job 
satisfaction, and human 
resource retention practices 
satisfaction. 
 

Multiple 
regression 
analysis 

Partially 

Research aim 5: To 
assess whether teachers 
with biographical 
characteristics such as 
age, gender, marital 
status, and tenure differ 
significantly with regards 
to the construct variables 
of this study. 

H5: Teachers with biographical 
characteristics such as age, 
gender, marital status, and 
tenure differ significantly with 
regards to the construct 
variables of this study.  
 
 

Test for 
significant 
mean 
differences  
 

Yes 
(not for 
marital 
status) 
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6.7 CHAPTER SUMMARY 
 

This chapter reported the results on the statistical procedures performed to test the five 

research hypotheses and addressed research aims 1 to 5. The results of the preliminary 

statistical analysis of measurement scales, descriptive statistics, the bi-variate correlation 

analysis, and inferential statistics were provided in order to evaluate the nature of the empirical 

relationships between the psychological factors (work engagement, psychological capital, 

occupational passion, organisational commitment, job satisfaction, and human resource 

retention practices satisfaction). 

 

Table 6.28 indicates the research aims that were achieved. 

 

The next chapter addresses research aim 6, which is to discuss the results, draw conclusions, 

and formulate recommendations for research and retention practices in the fields of Industrial 

and Organisational Psychology and Human Resources as manifested in the teacher context. 
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CHAPTER 7:  DISCUSSION, CONCLUSIONS, RECOMMENDATIONS 
 

This chapter addresses the final research aim 6 of this study by providing a discussion and 

integration of the empirical findings, followed by the conclusions, limitations, and 

recommendations for future research and practice. The final steps of the empirical study 

discussed in this chapter are as follows: 

 

Step 9:  Discussion and Integration of results 

Step 10:  Conclusions, limitations and recommendations 

 

7.1 DISCUSSION 
 

This section provides an interpretation and a discussion of the sample profile, the descriptive 

statistics, and the empirical research findings of this study.   

 

7.1.1 Sample profile and descriptive statistics 
 

As indicated in Chapter 5, the sample of this study consisted of Black South African high 

school teachers and was predominantly represented by single females between the ages of 

46 and 65 who had more than six years of teaching experience. This finding shows that the 

teaching profession is becoming more feminised within Black communities. Statistics also 

revealed that during the year ended in 2020, the percentage of Black South African female 

professional employed by the Department of Basic Education increased to 43.2% (Department 

of Basic Education Annual Report, 2020). Considering the age of this study’s sample of 

participants that falls within the senior age band, it appears as though potential losses of 

psychological resources might be a threat and a source of stress to this group of teachers. 

This means that retention interventions directed at boosting or restoring depleted 

psychological resources would be beneficial in promoting this group’s longevity and in 

improving their satisfaction with the profession and its practices. 

 

The female status of the participants could indicate that their general focus is mainly on family 

and on benefits that come with the teaching profession such as school holidays, shorter 

working hours, and secured government employment (Levy & Khoury-Kassabri, 2021). 

Although female teachers might display lower levels in loyalty and in ethical obligation to 

remain in teaching for longer (Shoaib & Khalid, 2017; Tekingündüz et al., 2017), more 

especially if they are single (Yahaya & Ebrahim, 2016), they often show higher intentions to 
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remain within the teaching profession (Skaalvik and Skaalvik, 2017). This could be because 

of long-tenure that earns them substantial amounts of money invested in pension funds 

(Churchwell, 2016; Erdogan & Yildirim, 2019; Yahaya & Abrahim, 2016). Their intentions to 

remain in teaching could also be due to compassion and cooperation received from 

colleagues, which in most cases result in contentedness with the profession of teaching 

(Naidoo, 2019; Skaalvik & Skaalvik, 2017).  

 

Based on the results presented in Table 6.2, the average variance extracted (AVE) scores 

that were below the cut-off of .50 (Carlson & Herdman, 2012; Hair et al., 2010) for some of the 

subscales (vigour, absorption, optimism, and resilience; overall organisational commitment, 

continuance, and normative; and career opportunities and supervisor support) raised issues 

of concern with regards to convergent validity, might have possibly influenced the 

interpretation of the results. With regards to the results of the mean scores of the six 

measurement instruments presented in Chapter 6, Table 6.4, the psychological profile 

revealed that participants displayed reasonable levels of engagement when interacting with 

their teaching activities. This suggests that the participants were energetic, enthusiastic, and 

fully concentrated on work activities (Schaufeli et al., 2002). These individuals might not find 

teaching frustrating and depressing. They may not even consider resigning or think of taking 

early retirement (Dehaloo & Schulze, 2013). The result on Table  

 

The psychological profile also revealed that participants displayed high levels of psychological 

capital capabilities, suggesting that individual teachers were hopeful, optimistic, resilient, and 

self-efficacious. These individuals were able to set high goals, invest their efforts in 

accomplishing these goals, and persevere when challenges occur (Day, 2013; Larson & 

Luthans, 2006). To this group of individuals, setbacks were only external, temporal and 

specific to situations (Luthans, 2011). 

 

The psychological profile also revealed that, overall, the participants were reasonably 

passionate towards work, suggesting that they somehow valued the teaching profession and 

felt strongly about it, hence they continued to invest their time and energy in it (Vallerand et 

al., 2003). They may be driven by feelings of guilt and the need for recognition. Their desire 

for self-worth and self-esteem may also push them to engage more at work (Teng et al., 2021; 

Vallerand et al., 2003). Because these individuals are highly flexible and adaptive, they are 

most likely to have better control over their activities (Lalande et al., 2017; Vallerand et al., 

2003). 
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Based on the results, the psychological profile further revealed that, overall, the participants 

displayed reasonable levels of commitment toward the teaching profession, suggesting that 

they might have formed strong bonds with their schools and could even be aware of the costs 

borne by those who decided to resign or quit (Hadiyat et al., 2021). The participants could also 

be loyal to their organisations, always compliant, and feeling ethically obliged to remain in 

teaching (Hadiyat et al., 2021; Shoaib & Khalid, 2017). Lower mean scores on affective 

commitment suggest, however, that individual teachers might not have been emotionally 

attached and well involved in their school organisations and may not even identify with them 

(Getahun et al., 2016; Ross et al., 2016). Such individuals could be unable to take the initiative, 

learn new skills, or build relations with others (Tang & Vandenberghe, 2020). Khaskheli et al. 

(2020) suggested that frequent communication, public praises, and encouragements to 

participate in projects could be helpful in developing affective commitment in these individuals.  

 

The psychological profile also indicated that the participants were highly satisfied with 

contextual aspects of work, suggesting that they were happy with the physical, social, or 

organisational facets of their jobs (Demerouti et al., 2001). Being job satisfied could also 

include satisfaction with the collective culture, and also with the amount of support received 

from colleagues and supervisors, as well as with autonomy and access to organisational 

resources (Skaalvik & Skaalvik, 2017). 

 

The psychological profile further revealed that participants were reasonably satisfied with 

human resource retention practices such as training and development opportunities, 

supervisor support, career opportunities, and work-life balance policies. Positive practices 

entrenched into their work environments seemed to have encouraged these individuals to 

engage and to form good relations with those around them, while eliminating any existing and 

possible desires to resign (Redelinghuys, 2021). Lower mean scores obtained by participants 

on compensation, however, suggest that this group of individuals was hardly satisfied with the 

amount of pay and benefits received, meaning that both their lower-order needs (such as 

water and housing, safety, belonging, and esteem) and higher-order needs (self-actualisation) 

were barely fulfilled (Iliya & Ifeoma, 2015). A good compensation system could therefore be 

adopted in order to explicitly motivate individual teachers to engage better in activities and to 

improve their levels of commitment and satisfaction (Shibiti, 2020; Zin et al., 2012). 
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7.1.2 Correlations analysis results 
 

The results of the correlation analysis provided support for hypothesis 1 which relates to 

research aim 1 of this study. 

 

Research aim 1: To assess the interrelationship between the biographical characteristics 

(age, gender, marital status, and tenure), the antecedent (work 

engagement), the mediator (psychological capital), the moderator 

(occupational passion), and the outcomes (organisational commitment, 

job satisfaction, and human resource retention practices satisfaction). 

 

The results of the correlation analysis revealed significantly positive interrelationships between 

work engagement (an antecedent variable), psychological capital (a mediator variable), 

occupational passion (a moderator variable), and the outcome variables (organisational 

commitment, job satisfaction, and human resource retention practices satisfaction). These 

associations suggest that teachers with psychological resources of work engagement (such 

as vigour, dedication, and absorption levels), psychological capital (such as hope, optimism, 

resilience, and self-efficacy) and occupational passion (such as obsessive passion and 

harmonious passion) are likely to commit to their schools and also tend to be content with their 

jobs and their human resource practices. These findings align with previous studies that 

indicated that investment in psychological resources of work engagement, psychological 

capital, and occupational passion is related to commitment and teacher retention (Aguinis & 

Glavas, 2019; Dehaloo & Schulze, 2013; Fernandes et al., 2019; Hakanen et al., 2006; 

Lassibille, 2012; Luthans, 2002). The positive associations also suggest that psychologically 

resourced teachers could be generally satisfied with both their jobs and with human resource 

retention practices related to compensation, training and development opportunities, 

supervisory support, and work-life balance. These findings align with previous studies that 

indicated that the development of psychological resources is linked with employees’ 

satisfaction at work (Birkeland & Buch, 2015; Egan et al., 2019; Luthans, 2002; Perrewé et al., 

2014; Watson & Stanton, 2017).  

 

The results also revealed negative links between the three psychological resources and 

affective commitment, indicating that teachers who are emotionally attached, involved in work 

duties, and who also identify with their schools are likely to lack in psychological resources of 

work engagement, psychological capital, and occupational passion. The findings also show 

that affectively committed teachers are likely to display less satisfaction with their jobs and 

with human resource practices such as compensation, training and development, supervisor 
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support, career opportunities, and work-life balance. These findings contradict those of 

previous studies which highlighted positive associations between affective commitment and 

the construct variables of this study (Al-Yami et al., 2018; Döckel et al., 2006; Ross et al., 

2016; Tang & Vandenberghe, 2020). Based on the above findings, practitioners should 

consider these associations when designing retention interventions directed at developing the 

psychological resources of Black South African teachers. 

 

The results further revealed significantly positive and negative interrelationships between 

biographical characteristics (age, gender, marital status, and tenure) and the six construct 

variables of this study. These associations suggest that teachers’ biographical characteristics 

might have an effect on their psychological resources and on retention outcomes. The 

negative associations between biographical characteristics of gender, marital status, and 

tenure and the construct variables of this study suggest potential differences among the 

biographical subgroups of teachers, while positive correlations suggest potential lack of 

differences between the subgroups. These associations are in line with previous studies that 

also indicated that the employees’ biographical characteristics may be linked to psychological 

resources of work engagement, occupational passion (Balogun, 2019; Kumar et al., 2020; Li 

et al., 2017; Sawatsupaphon & Andrews, 2017; Sharma et al., 2017; Skaalvik & Skaalvik, 

2017), and also to the outcomes of organisational commitment, job satisfaction, and 

satisfaction with human resource practices (Ahsan et al., 2016; Alegre et al., 2016; Blom et 

al., 2020; Caluza & Niemand, 2019; Hom et al., 2019; Roch & Sai, 2018; Skaalvik & Skaalvik, 

2017). Practitioners should therefore take cognisance of these connections and consider 

biographical characteristics of teachers as control variables in understanding links between 

the study constructs.  

 

7.1.3  Mediation analysis results 
 

The results of the mediation analysis provided support for hypothesis 2 which relates to 

research aim 2 of this study. 

 

Research aim 2: To assess whether work engagement has a positive link to (1) 

organisational commitment, (2) job satisfaction, and (3) human 

resource retention practices satisfaction through psychological capital 

as a mediating variable.  
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The results of the mediation analysis showed that both work engagement and psychological 

capital had positive significant relationships with job satisfaction and retention practices, 

illuminating that individuals in possession of psychological resources of work engagement and 

psychological capital are most likely to be satisfied with their job and with human resource 

retention practices. Such individuals hardly get exhausted as they value their work more and 

consider it as important, hence they are able to go beyond the scope of teaching to achieve 

desired outcomes (Borowski, 2018; Brunzell et al., 2018; Falout & Murphey, 2018). In times 

of distress, the developmental properties of psychological capital are there to help these 

individuals regain lost resources in order to remain productive (Hobfoll, 2018; Mathe et al., 

2017). The above findings thus support previous research that labelled work engagement and 

psychological capital as resources that could lead to positive outcomes of job satisfaction and 

retention (Abu-Shamaa et al. 2015; Aguinis & Glavas, 2019; Hobfoll, 2018; Renard & Snelgar, 

2016; Robyn & Mitonga-Monga, 2017; Yerdelen et al., 2018). 

 

The mediation results further revealed that the indirect effect of psychological capital in the 

link between work engagement and the outcome variables of job satisfaction and retention 

practices satisfaction was positive and significant. These results suggest that teachers’ 

psychological capital resources (hope, optimism, resilience, and self-efficacy) are important 

intermediary mechanisms for understanding the positive links between their work engagement 

and their job satisfaction and satisfaction with human resource retention practices. These 

findings are in line with literature studies that confirmed that links between work engagement 

and the outcomes of job satisfaction and human resource retention practices satisfaction are 

indeed influenced by the psychological capital resource (Hansen et al., 2015; Luthans et al., 

2007).  

 

The above findings corroborate the principles of COR theory (Hobfoll et al., 2018) with regards 

to the role of psychological resources in explaining associations between work engagement 

attributes (vigour, dedication, and absorption) and satisfaction with both the job and human 

resource retention practices. Therefore, retention interventions directed at enhancing 

teachers’ psychological resources of hope, optimism, resilience, and self-efficacy could 

ensure that their depleted work engagement resources are restored and strengthened. This 

is because investment in psychological capital resources is believed to be necessary for 

employees’ survival at work (Hobfoll et al., 2018; Luthans & Youssef-Morgan, 2017). For 

instance, investments made to enhance psychological capital capabilities of hope, optimism, 

resilience, and self-efficacy could help improve individuals’ vigour and dedication (Ching-

Sheue, 2015; Luthans, 2002; Luthans, 2011; Robyn & Mitonga-Monga, 2017). Hope 

interventions could specifically encourage individuals to persist on paths and manoeuvre their 
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way to success (Costantini et al., 2017). Optimism interventions could help individuals to view 

their failures and misfortunes as external, temporal, and specific to situations (Luthans, 2002; 

Seligman, 2002).  

 

Investments directed at developing resilience and self-efficacy could help teachers overcome 

challenges and devote their efforts on accomplishing goals (Day, 2013; Fernandes et al., 

2019; Flint-Taylor et al., 2014; Kotzé & Nel, 2013; Luthans, 2011; Mouton et al., 2013; 

Ojedokun et al., 2013; Simons & Buitendach, 2013).  This is because resilient individuals are 

able to bounce back and flourish by using their failures as stepping stones to success (Kotzé 

& Nel, 2013; Luthans et al., 2007; Pillay et al., 2014; Shelton & Renard, 2015). Self-efficacious 

individuals have confidence and motivation to use their own cognitive resources to achieve 

set goals (Ojedokun et al., 2013; Simons & Buitendach, 2013). Psychological capital, which 

falls within the scope of the COR theory (Hobfoll, 2018), has therefore been proven to be a 

resource that can generate other resources (Newman et al., 2018). 

 

Furthermore, the results of the mediation analysis showed no evidence relating to the link 

between work engagement and organisational commitment through psychological capital.  

This finding suggests that individuals’ psychological capital resources do not act as essential 

intermediary mechanisms in understanding the link between work engagement and 

organisational commitment. This finding is contrary to previous research that indicated that 

developed psychological capital capability (hope, optimism, self-efficacy, and resilience) can 

activate teachers’ work engagement and result in increased organisational commitment 

(Ching-Sheun, 2015). The results of this study only revealed that the intermediary process of 

psychological capital resources is more positively associated with feelings of satisfaction with 

both the jobs and with human resource retention practices such as remuneration, training and 

development opportunities, supervisory support, career opportunities, and work-life balance. 

 

7.1.4 Moderated and moderated mediation regression results 
 

The results of the moderated and moderated mediation regression analysis provided support 

for hypothesis 3 which relates to research aim 3 of this study. 

 

Research aim 3: To evaluate whether the mediating effect of psychological capital in the 

link between work engagement and (1) organisational commitment, (2) 

job satisfaction, and (3) human resource retention practices satisfaction 

is conditional upon the moderating effect of occupational passion.  
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The moderated regression analysis and moderated mediation analysis showed that  

associations between (1) work engagement and psychological capital, and (2) work 

engagement and organisational commitment, job satisfaction and satisfaction with retention 

practices, and (3) psychological capital and organisational commitment, job satisfaction and 

satisfaction with retention practices were not conditional upon participants’ level of 

occupational passion. This finding implies that participants’ occupational passion resource (i.e. 

participants’ internalised motivational views of themselves as teachers) does not indirectly 

influence the observed significant mediated associations between participants’ work 

engagement and their respective job satisfaction and satisfaction with retention factors. 

Participants’ occupational passion seems to be a psychosocial resource that directly explains 

higher levels of psychological capital, organisational commitment, job satisfaction and 

satisfaction with retention practices, especially when combined with the main effects of work 

engagement on the outcome variables of job satisfaction and satisfaction with retention 

practices.  

 

The findings indicated that participants’ psychological capital resources and retention 

outcomes of organisational commitment and satisfaction with their jobs and with human 

resource retention practices are attributed to their passion for work. The finding that suggested 

that high levels of work passion explain individuals’ increased levels of psychological capital 

attributes (hope, optimism, resilience, and self-efficacy) is in line with research studies that 

indicated that employees’ occupational passion could revive and strengthen depleted 

psychological capital resources (Hobfoll, 2001). The finding that suggested that high levels of 

passion could enhance individuals’ psychological state of commitment and satisfaction with 

both the jobs and retention practices is in support of previous studies that indicated that 

internalised and well-managed occupational passion could result in positive outcomes related 

to commitment, job satisfaction and retention (Burke et al., 2015; Lalande et al., 2017; 

Vallerand et al., 2003). 

 

In addition, the results showed that occupational passion as a psychological resource does 

not seem to strengthen the intermediatory process of psychological capital in the work 

engagement and the respective outcomes of job satisfaction and satisfaction with retention 

practices links. Psychological capital appears to function independently from occupational 

passion as a psychological resource in understanding especially the positive indirect link 

between participants’ work engagement and their job satisfaction and satisfaction with 

retention practices. As a personal resource, psychological capital has developmental 

properties that can proactively facilitate positive outcomes (Du Plessis & Boshoff, 2018; 

Sheue, 2015). It is a cognitive resource that is also valuable to individuals who work under 
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stressful environments (Hobfoll et al., 2018). The resource of psychological capital seems 

crucial in enhancing well-being and is linked to individuals’ intellectual development and social 

integration (Hobfoll et al., 2018; Sweet & Swayze, 2020; Van Wingerden et al., 2017). When 

developed, this resource could enable individuals to engage better in their activities and find 

their jobs more satisfying (Skaalvik & Skaalvik, 2017; Song et al., 2018). This is because 

individuals with developed psychological capital traits could replace dysfunctional beliefs with 

positive and true ones (Luthans, 2002). Their mental strength and ability to bounce back could 

fuel positive emotions that encourage accomplishment of goals (Costantini et al., 2017; 

Fernandes et al., 2019; Luthans, 2002; Luthans, 2011).   

 

On the other hand, occupational passion seemed to be a more important psychological 

resource than psychological capital in understanding levels of organisational commitment. 

This is in line with previous research that revealed that a well-managed and internalised 

occupational passion could increase individuals’ levels of organisational commitment (Burke 

et al., 2015). Occupation passion could be more crucial in the sense that passionate 

individuals are able to formulate logical judgements and develop lasting emotions (Zigarmi, 

2011). They have intention strength that explains their commitment at work (Rhodes & Rebar, 

2017; Zigarmi et al., 2011). Their work intent is based on inferences drawn from work or 

environmental experiences, hence they are able to show support towards their organisations 

through commitment (Egan et al., 2019).  Occupational passion also offers additional insights 

in the direct dynamics between work engagement and both job satisfaction and satisfaction 

with retention factors. The findings suggested that links between teachers’ work engagement 

and the outcomes of job satisfaction and satisfaction with human resource retention practices 

depend on the strength of their passion for teaching. The effect of occupational passion could 

therefore be attributed to the principles of COR theory (Hobfoll, 2001) that emphasised that 

an occupational passion resource can generate employees’ positive affect. This means that 

intervention strategies focused on developing and strengthening both occupational passion 

and work engagement could help enhance teachers’ job satisfaction and satisfaction with 

retention practices such as compensation, training and development, career opportunities, 

supervisor support, and work-life balance. However, obsessive passion could deprive these 

individuals of quality time with their loved ones, and result in negative affects such as hostility, 

sadness, unhappiness and dullness which could diminish their satisfaction with life (Birkeland 

& Buch, 2015; Watson & Stanton, 2017).  That is why interventions focused on developing 

harmonious passion are necessary to usher individuals into finding balance between their 

work and family responsibilities (Astakhova & Porter, 2015; Lalande et al., 2017; Vallerand et 

al., 2003).  
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7.1.5 Multiple regression results 
 

The results of the multiple regression analysis provided support for hypothesis 4 which relates 

to research aim 4 of this study.  

 

Research aim 4: To evaluate whether teachers’ biographical characteristics (such as age, 

gender, marital status, and tenure), work engagement, psychological 

capital, and occupational passion, significantly predict organisational 

commitment, job satisfaction, and human resource retention practices 

satisfaction. 

 

The multiple regression analysis results added additional insights regarding the specific 

biographical characteristic of tenure (>6 years) and the psychosocial resources that explain 

participants’ levels of organisational commitment, job satisfaction, and satisfaction with 

retention practices. More specifically, the results revealed that obsessive passion (an inner 

force that controls individuals to engage) explains higher levels of organisational commitment. 

These findings suggest that teachers who are obsessively passionate about work may have 

a positive desire to remain in their organisations. Because these individuals only want to earn 

recognition, they therefore focus more on building their self-worth and self-esteem (Teng et 

al., 2021). They may also be aware of the costs associated with resigning. Their loyalty and 

ethical obligation may force them to commit. These findings are in line with research that 

indicates that internalised occupational passion could enhance individuals’ organisational 

commitment (Burke et al., 2015). Obsessively passionate individuals may however be 

controlled by their work roles to a point where they neglect their own health and families 

(Astakhova & Porter, 2015; Houlfort et al., 2012; Lalande et al., 2017). They may deprive 

themselves of family time and end up feeling overburdened and depressed (Astakhova & 

Porter, 2015; Houlfort et al., 2012; Lalande et al., 2017). Industrial psychologists and human 

resource practitioners could therefore intervene by helping obsessively passionate employees 

invest in personal resources that enhance well-being and bring balance into their work-family 

domains. 

 

The findings also suggested that teachers’ sense of work engagement-related vigour (a mental 

and physical energy to perform) and dedication (emotional involvement in work activities), and 

harmonious passion (an autonomous internalisation of work activities) explain higher levels of 

job satisfaction, while the psychological capital capability of resilience (an ability to bounce 

back from challenging situations) explains lower levels of job satisfaction. These findings are 

in line with previous research that suggested that employees with the internal quality of vigour 



 
 

259 
 

are able to acquire additional resources that enact positive work behaviours (Tafvelin et al., 

2019). It seems that vigour is influenced by the attributes of psychological capital (self-efficacy, 

hope, resilience, and optimism) which specifically enhance individuals’ mental and physical 

strength (Robyn & Mitonga-Monga, 2017). Because vigorous teachers are mentally and 

physically fit to execute tasks, they willingly assist and monitor their students continuously 

(Lassibille, 2012; Renard & Snelgar, 2016). As a result, they support the goals and strategies 

of their school organisations.  

 

The findings further supported studies that revealed that individuals with the work engagement 

attribute of dedication are persistent to attain success (Robyn & Mitonga-Monga, 2017). This 

is because dedicated individuals take pride in their work and consider it as significant, 

inspirational and challenging (Schaufeli et al., 2002). Industrial psychologists and human 

resource practitioners, therefore, could intervene by advising school management teams to 

create conducive and vibrant work spaces that keep teachers’ momentum, enthusiasm, and 

satisfaction at work at highest levels (Maleka et al., 2020).   

 

According to the findings, teachers’ harmonious passion explained their higher levels of job 

satisfaction and satisfaction with retention practices such as compensation, training and 

development, supervisory support, and work-life balance. This finding is in line with research 

that indicated that harmonious passion could result in positive outcomes (Vallerand et al., 

2003). When well-managed and internalised, this type of passion can enhance employees’ 

satisfaction at work (Burke et al., 2015). This is because harmoniously passionate employees 

have lasting positive emotions of enthusiasm, activeness, happiness, contentment, and 

relaxation (Watson & Stanton, 2017). Harmoniously passionate employees are also able to 

work around their schedules to accommodate non-work activities.  What stands out about 

these individuals is that they are more flexible and adaptive; as a result, have better control 

over their activities (Lalande et al., 2017; Vallerand et al., 2003). To maintain this kind of 

passion, employees could be encouraged to continuously assess their environment or 

cognitively appraise their work experiences in order to generate lasting positive emotions that 

enhance well-being (Egan et al., 2019). Studies further indicated that cognitive appraisal and 

work affect (which relates to positive emotions) not only enhance employees’ well-being, but 

could further stimulate desirable outcomes of satisfaction (Birkeland & Buch, 2015; Egan et 

al., 2019; Perrewé et al., 2014; Watson & Stanton, 2017). 

 

Furthermore, the results of the regression analysis revealed that the psychological capital 

resource of resilience (an ability to bounce back from challenging situations) explains lower 

levels of job satisfaction. This finding implies that when resilience is high, teachers’ general 
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satisfaction with their jobs goes down. Job satisfaction reaches its lowest when negative 

emotions and attitudes arise, this is after individuals have assessed their situations at work 

(Kasbuntoro et al., 2020). Because resilient individuals are forever vigilant, they immediately 

take proactive and reactive measures to deal with unsatisfactory emotions so as to overcome 

challenges (Kotzé & Nel, 2013; Pillay et al., 2014; Shelton & Renard, 2015). This means that 

individuals become more resilient when they detect negative emotions arising from 

dissatisfaction with work values and with job rewards. In such cases resilience helps in 

restoring and fuelling positive emotions and other psychological capabilities such as hope, 

optimism and confidence (Coetzee et al., 2015; Day, 2013, Luthans, 2011; Pillay et al., 2014). 

Because of resilience, individuals could survive and overcome stressful working environments 

(Fernandes et al., 2019). They could use their resilience to manipulate work spaces and to 

protect themselves from consequences of adverse events (Kotzé & Nel, 2013; Luthans, 2011; 

Simons & Buitendach, 2013). In practical terms, resilient teachers could use their internal 

protective measures such as confidence and determination, and external measures such as 

support from friends and families to bounce back from challenges. 

 

The results further showed that tenure is an important biographical characteristic to consider 

in the retention framework of Black South African teachers, as a rise in tenure may reduce the 

participants’ satisfaction with human resource retention practices of compensation, training 

and development, career opportunities, supervisory support, and work-life balance. These 

findings imply that the longer teachers stay in teaching, the less satisfied they become with 

practices of retention. This finding is in line with previous research that indicated that human 

resource practices are less appealing to highly tenured individuals who also tend to be older 

and more experienced (Caluza & Niemand, 2019; Hom et al., 2019; Roch & Sai, 2018). It 

appears that highly tenured employees are more concerned about promotional opportunities 

and long-term investment benefits (Caluza & Niemand, 2019; Hom et al., 2019). Therefore, in 

order to avoid losing this highly experienced generation of teachers, industrial psychologists 

and human resource practitioners should promote the adoption of mentor-mentee 

programmes in schools. Such programmes could encourage the long tenured generation of 

teachers to take up leadership roles and help coach and develop the younger generation of 

teachers who have less teaching experience. 

 

7.1.6 Tests for significant mean differences results 
 

The results of tests for significant mean differences provided support for hypothesis 5 which 

relates to research aim 5 of this study. 
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Research aim 5: To assess whether teachers with biographical characteristics such as 

age, gender, marital status, and tenure differ significantly with regards to 

the construct variables of this study. 

 
The results of tests for significant differences provided insights into the biographical 

characteristics (gender, age, and tenure) that need to be considered in the design of retention 

interventions. Gender was identified as a significant predictor of psychological capital, more 

especially its elements of optimism, resilience, and self-efficacy. According to the findings, 

female participants scored significantly lower than their male counterparts on psychological 

capital and its capabilities of optimism, resilience, and self-efficacy. This implies that female 

teachers may not be able to view their failures and misfortunes as external, temporal, and 

specific to situations. They may doubt their own capabilities to successfully carry out tasks, 

and may also struggle to bounce back when problems arise. These findings contradict 

previous research that indicated that female teachers, because of their inner motivation, are 

likely to display higher levels of optimism, resilience, and self-efficacy than their male 

colleagues (Demirtaş & Küçük, 2019; Mukherjee & Srivastava, 2017). Interventions strategies 

should therefore focus on reviving female teachers’ psychological capital attributes in order to 

enhance their engagement at work and to encourage outcomes related to commitment, job 

satisfaction and retention. 

 

In terms of age, the results revealed that older participants (≥ 46 years) are less satisfied with 

their compensation than their younger counterparts. This implies that older teachers might be 

unhappy with their salary packages, remuneration policies, and the value of benefits offered 

by the Department of Basic Education (DBE). Their dissatisfaction with compensation may 

stem from their change of needs at this stage of life (Ahsan et al., 2016). Previous studies also 

indicated that older employees are mostly concerned with the benefits and investments 

earned, and tend to remain hopeful that their work experiences could increase their chances 

of getting promoted to managerial positions (Caluza & Niemand, 2019; Hom et al., 2019).  

 

The older group of participating teachers further displayed higher levels of self-efficacy and 

harmonious passion than their younger participants, suggesting that they are most likely to be 

confident individuals who are motivated to accomplish tasks and produce successful results. 

Also, teachers above the age of 45 might find it easy to work around their schedules to 

accommodate non-work activities. This finding contradicts previous research that indicated 

that older individuals tend to display weakened psychological capital capabilities, weakened 

well-being, high stress levels, and lesser engagement in work related activities (Malik & 

Fatimah, 2016; Poots & Cassidy, 2020; Sawatsupaphon & Andrews, 2017). The findings are 
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however in support of research that indicated that older employees are more flexible and 

adaptive (Lalande et al., 2017; Vallerand et al., 2003). Their favourable emotional experiences 

strongly influence their intentions to engage in work related activities (Birkeland & Buch, 2015; 

Egan et al., 2019; Perrewé et al., 2014). 

The results further revealed that tenure might be an important characteristic to consider in the 

design of retention interventions. According to the findings, participants with tenure ≥ 6 years 

are significantly less satisfied with their jobs in general and also with retention practices of 

compensation, supervisor support, career opportunities, work-life balance, this is when 

compared with those with shorter years of tenure. This finding implies that highly tenured 

teachers might not be happy with their current work demands, work resources, and human 

resource retention policies enforced by the DBE. This finding supports previous research 

studies that highlighted high levels of job dissatisfaction among highly tenured individuals who 

only stay in teaching out of fear of losing their financial benefits and investments (Hom et al., 

2019).  

 

The results further indicated that highly tenured participants also displayed lower levels of 

normative commitment (a feeling of loyalty to remain within an organisations) than those with 

tenure ≤ 5 years. The number of years spent in teaching somehow weakens their ties of 

employment and the bonds that they might have formed with their school organisations. This 

finding is aligned with research that revealed that highly tenured teachers may feel less loyal 

and less obligated to remain at their schools and, therefore, chances of them leaving or even 

considering leaving their places of employment are high (Hadiyat et al., 2021). The finding, 

however, contradicts research that indicated that more years of tenure bind employees to 

remain with their organisations for longer (Churchwell, 2016; Erdogan & Yildirim, 2019; 

Yahaya & Abrahi, 2016).  

 

Based on the above findings, it is evident that retention interventions should cater for the 

diverse needs of gender, age and tenure groups of teachers. Industrial psychologists and 

human resource practitioners should thus consider intervention strategies that focus on 

reviving psychological capital capabilities of female teachers and those of newly appointed 

individuals. Human resource retention practices that cater for the needs of highly tenured 

teachers could also be necessary to encourage them to commit within the teaching profession. 
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7.1.7 Integration: Evaluation of psychological factors for the construction of a 
retention framework for Black South African teachers  

 

The general aim of the study was to critically evaluate the relationship dynamics among work 

engagement, psychological capital, occupational passion and organisational commitment, job 

satisfaction, and human resource retention practices satisfaction, and assess how the core 

dynamics inform the construction of a psychosocial model for the retention of Black South 

African high school teachers. This general objective was achieved by the empirical results of 

this study. 

 

The results indicated that teachers with psychological resources of work engagement (such 

as vigour, dedication, and absorption levels), psychological capital (such as hope, optimism, 

resilience, and self-efficacy) and occupational passion (such as obsessive passion and 

harmonious passion) may stay for longer within the teaching profession. Links between the 

psychological resource and the outcomes variables of this study provided an understanding 

that teachers who are psychologically resourced are most likely to be generally satisfied with 

their jobs and with human resource retention practices.  

 

Based on the Conservation of Resources Theory (Hobfoll, 1989), this study revealed that 

investment in psychological resources and guarding against their loss could be necessary for 

the retention of Black South African high school teachers. This is because COR theory 

(Hobfoll, 2001) emphasises that there might be psychological gains if individuals invest in 

personal resources such as work engagement, psychological capital and occupational 

passion. The findings of this study align with previous studies that indicated that investment in 

psychological resources of work engagement, psychological capital, and occupational passion 

could relate to teacher commitment and retention (Aguinis & Glavas, 2019; Dehaloo & 

Schulze, 2013; Fernandes et al., 2019; Hakanen et al., 2006; Lassibille, 2012; Luthans, 2002). 

Therefore, interventions directed at building the work engagement attribute of vigour, for 

instance, could help stimulate creativity and cognitive presence in teachers and enhance their 

job satisfaction. Interventions aimed at developing the work engagement attribute of 

dedication could activate teachers’ creativity and improve the manner in which they manage 

their classrooms (Hakanen et al., 2006; Lassibille, 2012). Dedication could also enhance 

teachers’ satisfaction with their teaching jobs. Previous studies also confirmed that individuals 

invested in work engagement attributes tend to go beyond the scope of practice to achieve 

desirable outcomes (Borowski, 2018; Brunzell et al., 2018; Falout & Murphey, 2018). 
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The results of this study added further insights that relate to Black South African teachers’ 

psychological capital resources. The findings revealed that teachers’ psychological capital 

resources (hope, optimism, resilience, and self-efficacy) are important intermediary 

mechanisms for understanding the positive link between their work engagement and their job 

satisfaction, and satisfaction with human resource retention practices. This finding 

corroborates the principles of COR theory (Hobfoll, 1989) with regards to the role of 

psychological capital resources in explaining associations between work engagement 

attributes (vigour, dedication, and absorption) and satisfaction with both their job and human 

resource retention practices. This implies that human resource interventions aimed at 

developing teachers’ psychological capital capabilities could strengthen their sense of 

significance, enthusiasm, pride, and absorption at work (Robyn & Mitonga-Monga, 2017). 

Previous studies further confirmed that investments in work engagement and psychological 

capital resources could lead to positive outcomes of job satisfaction and retention (Abu-

Shamaa et al., 2015; Aguinis & Glavas, 2019; Hobfoll, 2018; Renard & Snelgar, 2016; Robyn 

& Mitonga-Monga, 2017; Yerdelen et al., 2018). In this regard, the present study’s findings 

showed that if psychological resources of work engagement and psychological capital are 

enhanced, teachers’ satisfaction with their jobs and with human resource retention practices 

may rise. 

 

Furthermore, investments in the attributes of psychological capital could help generate other 

new resources that proactively facilitate positive organisational outcomes (Du Plessis & 

Boshoff, 2018; Newman et al., 2018). Studies indicated that the four attributes of psychological 

capital (hope, optimism, self-efficacy, and resilience) can be developed or enhanced through 

training and development interventions (Contantini et al., 2017). Interventions directed at 

developing the attribute of hope could help teachers effectively achieve their goals, because 

hope brings about persistence that could encourage teachers to explore different teaching 

methods and approaches (Costantini et al., 2017; Li, 2012). The results showed that the 

attribute of resilience could indicate teachers’ dissatisfaction with their jobs. This is an 

interesting finding, as resilience is mostly considered a psychological capital attribute that fuels 

positive emotions and that also helps in restoring the attributes of hope, optimism and self-

efficacy (Coetzee et al., 2015; Day, 2013, Luthans, 2011; Pillay et al., 2014). Although the 

findings showed that high resilience could reduce teachers’ satisfaction with work, previous 

studies indicated that a well-developed resilience could enable teachers to bounce back and 

overcome stressful work environments (Fernandes et al., 2019).  

 

The results of this study further added new insights regarding teachers’ occupational passion 

and the retention outcomes of organisational commitment, job satisfaction and satisfaction 
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with human resource retention practices.  Teachers’ occupational passion seems to be a more 

important psychological resource than psychological capital in understanding levels of 

organisational commitment. The findings also suggest that links between teachers’ work 

engagement and the outcomes of job satisfaction and satisfaction with human resource 

retention practices depend on the strength of their passion for teaching. These insights are in 

line with previous studies that indicated that a well-managed occupational passion could 

improve connections between individuals’ work engagement and the outcomes of job 

satisfaction and retention (Burke et al., 2015; Lalande et al., 2017; Vallerand et al., 2003).  

This implies that interventions aimed at a developed obsessive element of passion, for 

instance, could encourage individual teachers to engage better in their work-related activities 

(Vallerand et al., 2003). The results further indicate that the obsessive element of passion 

could enhance teachers’ commitment in teaching. The downfall of obsessive passion is that it 

could instil a sense of guilt and generate negative affects such as nervousness, hostility, 

sadness, unhappiness and dullness that may disrupt teachers’ satisfaction with life (Birkeland 

& Buch, 2015; Watson & Stanton, 2017). Another downfall of obsessive passion is that it could 

deprive teachers of quality time with their loved ones. These revelations therefore direct 

attention to the harmonious element of occupational passion, which counteracts negative 

affect by instilling enthusiasm, activeness, happiness, contentment, and relaxation (Watson & 

Stanton, 2017). This means that interventions focused at developing teachers’ harmonious 

passion could help them gain control over their activities, something which could enable them 

to easily find balance between their work and family roles (Astakhova & Porter, 2015; Lalande 

et al. (2017).  

 

The results of this study revealed that harmonious passion can enhance teachers’ satisfaction 

with both their jobs and human resource retention practices. This finding supports previous 

studies that emphasised that, because harmoniously passionate teachers can effortlessly 

change and adapt to different environments, they are therefore able to take work home and 

put in more hours (Houlfort et al., 2012; Lalande et al., 2017). Interventions directed at building 

harmonious passion could therefore give rise to desirable outcomes and encourage the 

retention of Black South African high school teachers within the teaching profession (Lalande 

et al., 2017; Vallerand et al., 2003). 

 

The results also added additional insights that highlighted tenure (≥ 6years) as an important 

biographical characteristic to consider in the retention framework of Black South African high 

school teachers. Tenure also seems to be an important characteristic in the design of retention 

interventions. The findings indicated that a rise in teachers’ tenure could decrease their 

satisfaction with the retention practices. The results revealed that teachers with tenure ≥ 6 
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years could be less satisfied with their jobs in general, and with specific retention practices 

related to compensation, supervisor support, career opportunities, and work-life balance when 

compared to their counterparts. Previous studies also confirmed that human resource 

practices are usually less appealing to highly tenured individuals who also tend to be older 

and richly experienced (Caluza & Niemand, 2019; Hom et al., 2019; Roch & Sai, 2018). 

Because this group of individuals is eyeing promotional positions and long-term investment, 

leadership training and development opportunities could be more suitable and interesting to 

them. 

The results of this study provided further insights into other biographical characteristics (age 

and gender) that need to be considered in the design of retention interventions. The results 

indicate that teachers ≥ 46 years of age could also be less satisfied with their compensation, 

although they may display higher levels of self-efficacy and harmonious passion than the 

younger participants. These findings contradict previous research that indicated that the 

psychological capital levels of hope, self-efficacy, optimism, and resilience may decline as 

teachers grow older (Sawatsupaphon & Andrews, 2017). The findings of this study also 

oppose studies that indicated that teachers’ passion for work declines as they grow older (Li 

et al., 2017). To encourage the retention of this older group of teachers and distract them from 

taking early retirement, monetary benefits/incentives and internal promotions could be 

necessary within the Department of Basic Education.  

 

Figure 7.1 provides an overview of the empirically manifested retention model of this study. 
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Figure 7.1  
Empirically Manifested Retention Model 

Source: Author’s own work 

 

This study adopted a conservation of resource (COR) theory (Hobfoll, 1989) as a theoretical 

lens for understanding the relationship dynamics among constructs that inform the 

psychosocial retention model. The results added new insights relating to the investment in 

psychological resources of work engagement, psychological capital, and occupational passion 

in order to boost the retention outcomes of organisational commitment, job satisfaction, and 

human resource retention practices satisfaction within the Department of Basic Education. 

The findings, as depicted in Figure 7.1, confirmed that psychological capital resources (a 

mediating variable) can explain positive links between work engagement and the outcomes of 

job satisfaction, and human resource retention practices satisfaction. It was further established 

in the findings that links between teachers’ work engagement and the outcomes of job 
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satisfaction and satisfaction with human resource retention practices depend on the strength 

of the occupational passion resource.  Occupational passion also seemed to be a more 

important psychological resource than psychological capital in understanding levels of 

organisational commitment.  Furthermore, the results indicated that the biographical 

characteristic of tenure is an important construct to consider in the retention framework of 

Black South African high school teachers. 

 

7.2 CONCLUSIONS  
 

This section addresses the conclusions of this study based on the literature review and on the 

empirical study. 

 

7.2.1 Literature review conclusions 
 

The two specific aims of the literature study were to firstly conceptualise the psychology of 

retention and the role of psychological factors of organisational commitment, job satisfaction, 

human resource retention practices satisfaction, work engagement, psychological capital, and 

occupational passion in a psychosocial model of retention, and to secondly explore the 

relationship dynamics and the implications of the theoretical psychosocial model of retention 

for intervention design for retaining Black South African high school teachers. 

 

The literature research aims were achieved in chapters 2, 3, and 4. 

 

The literature review revealed that teaching has for the longest time been considered a scarce 

skill and a resource of considerable potency that shapes and influences the lives and career 

choices of young people (Chapman, 1983; Lortie, 1975). As the conditions of teaching began 

to change for the worse in the past years, many teachers lost interest and left the profession 

in large numbers (Baloyi, 2016; Makhuzeni & Barkhuizen, 2015). The exceedingly high 

numbers in teacher turnover made it difficult for schools to fill up vacant positions with qualified 

teachers (Carver-Thomas & Darling-Hammond, 2017). As a result, the concept of retention, 

which gained recognition and which was extensively explored to help organisations faced with 

turnover challenges, became of interest (Coetzee et al., 2018; Mahoney, 1953; Proctor et al., 

1976; Yumnam & Singh, 2019). As a concept, retention refers to efforts and measures put in 

place by management to lure and retain valuable employees in order to achieve organisational 

outcomes (Protor et al., 1976; Schweyer, 2010; Zin et al., 2012). The measures of retention 

were reported to include practices, policies, and techniques related to compensation, job 
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characteristics, training and development, supervisor support, career opportunities, and 

work/life balance (Döckel, 2003). Studies indicated that satisfaction with these practices could 

improve the quality of teaching and of learning at school level (Makhuzeni & Barkhuizen, 

2015). This means that conditions such as burnout, work strain, depression, and energy 

depletion, which instigate teacher absenteeism and turnover and which also challenge their 

retention, could be easily avoided (Fouché et al., 2017; Peral & Geldenhuys, 2016). 

 

The literature review also indicated that organisational commitment could also help reduce 

teachers’ levels of absenteeism and turnover, as it indicates how job satisfied and devoted 

teachers are with the values and goals of their school organisations (Getahun et al., 2016). 

Lack of organisational commitment could therefore harm the process of teaching and 

compromise the quality of education in African countries (Mousa & Alas, 2016). Literature 

further revealed that job satisfaction may also contribute to the achievement of school goals. 

Its lack is associated, however, with stress and burnout in teachers, which could result in them 

leaving the teaching profession altogether (Skaalvik & Skaalvik, 2017). Literature thus 

extensively explained the significance and contribution of the three outcomes of organisational 

commitment, job satisfaction, and satisfaction with human resource retention practices in 

retaining employees. 

 

Research furthermore reports that the psychological resource of work engagement, 

psychological capital, and occupational passion could predict employees’ organisational 

commitment, job satisfaction, and satisfaction with retention practices. According to the COR 

theory (Hobfoll, 1989), a loss in resources of this nature could be noticeable. As a result, 

investing and guarding against such a loss becomes crucial. Studies revealed that investment 

in or protection against loss of teachers’ work engagement (vigour, dedication and absorption) 

resource may not only predict their turnover intention, but could further enhance their 

commitment, job satisfaction and psychological well-being (Arrey, 2014; Bakker et al., 2003; 

Hobfoll, 2001; Hobfoll at el., 2018; Lassibille, 2012; Van Wingerden et al., 2017; Victor & 

Hoole, 2017). This is because engaged teachers habitually become available physically, 

cognitively, and emotionally (Borowski, 2018; Dehaloo & Schulze, 2013).  Such teachers tend 

to be innovative, enthusiastic, and content, and may also hardly think about resigning 

(Borowski, 2018; Hakanen et al., 2006; Lassibille, 2012; Van Wijhe et al., 2011).  

 

Literature furthemore indicated that when individuals’ psychological capital resources have 

been developed through training interventions, it could help improve their performance and 

retention (Luthans & Youssef-Morgan, 2017). The psychological capital resource could enable 

teachers to set goals, execute tasks with confidence, translate other personal resources into 
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positive outcomes, and bounce back from conditions that are unpleasant (Du Plessis & 

Barkhuizen, 2012; Fernandes et al., 2019; Hansen et al., 2015; Luthans et al., 2007; Shelton 

& Renard, 2015; Stander et al., 2015). Since psychological capital resource is an inner 

strength that activates teachers’ work engagement to enhance outcomes, teachers with this 

capability are prone to flourish in life (Ching-Sheun, 2015; Fernandes et al., 2019). Literature 

indicated that occupational passion can also enhance individuals’ physical and psychological 

well-being and could likewise promote a meaningful life when developed (Carbonneau et al., 

2010; Vallerand et al., 2003). In teachers, occupational passion is deeply rooted in their 

enthusiasm, hope, caring, and commitment to the teaching profession (Day, 2004). Like other 

psychological resources, occupational passion is equally considered a motivational force and 

a resource worthy of conservation, as it encourages individuals to take part in organisational 

activities and also since it explains how these activities make individuals’ lives worthy of living 

(Hobfoll et al., 2018; Vallerand & Houtfort, 2003). 

 

7.2.2 Empirical study conclusions 
 

The specific aims of the empirical study were to: 

 

• assess the interrelationship between the biographical characteristics (age, gender, 

marital status, and tenure), the antecedent (work engagement), the mediator 

(psychological capital), the moderator (occupational passion), and the outcomes 

(organisational commitment, job satisfaction, and human resource retention practices 

satisfaction) (H1); 

• assess whether work engagement has a positive link to (1) organisational commitment, 

(2) job satisfaction, and (3) human resource retention practices satisfaction through 

psychological capital as a mediating variable (H2);  

• evaluate whether the mediating effect of psychological capital in the link between work 

engagement and (1) organisational commitment, (2) job satisfaction, and (3) human 

resource retention practices satisfaction is conditional upon the moderating effect of 

occupational passion (H3);  

• evaluate whether teachers’ biographical characteristics (such as age, gender, marital 

status, and tenure), work engagement, psychological capital, and occupational 

passion, significantly predict organisational commitment, job satisfaction, and human 

resource retention practices satisfaction (H4);  
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• assess whether teachers with biographical characteristics such as age, gender, marital 

status, and tenure differ significantly with regards to the construct variables of this 

study (H5); and  

• discuss the results, draw conclusions, and formulate recommendations for research 

and retention practices in the fields of Industrial and Organisational Psychology and 

Human Resources as manifested in the teacher context. 

 

The empirical research aims were achieved in Chapter 6, as a result of which the following 

core conclusions can be drawn: 

 

7.2.2.1 Conclusion: Psychological factor dynamics emerging from the correlation 

analysis 

 

The positive associations among the psychological factors suggested that the development of 

the attributes of work engagement, psychological capital, and occupational passion could help 

increase Black South African teachers’ organisational commitment, job satisfaction, and 

satisfaction with retention practices. Negative associations between affective commitment and 

the attributes of work engagement, psychological capital, and occupational passion imply that 

other measures might be required to ensure that Black South African high school teachers are 

able to identify with their schools in order to become emotionally attached and involved in 

school related activities. Negative associations between biographical variables (age, gender, 

marital status, and tenure) and construct variables suggested potential differences among 

subgroups of teachers, while positive associations between age and psychological resource 

attributes (self-efficacy and harmonious passion) suggested potential lack of differences 

between the subgroups. 

 

7.2.2.2 Conclusion: Psychological factor dynamics emerging from the mediation analysis 

results 

 

The results of the mediation analysis suggested that Black South African high school teachers’ 

psychological capital resources provide an explanation as to why or how teachers’ 

engagement in teaching positively affects their satisfaction with both their jobs and with human 

resource retention practices such as remuneration, training and development opportunities, 

supervisory support, career opportunities, and work-life balance.  These findings therefore 

suggest that retention interventions focused on developing and enhancing teachers’ 

psychological capital resources of hope, optimism, resilience, and self-efficacy could ensure 
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that their depleted work engagement resources are restored in order to achieve the outcomes 

of teacher retention. The present study’s findings showed that, if work engagement levels are 

increased, and psychological capital levels are also increased with further intervention, 

enhanced levels of job satisfaction and of satisfaction with human resource retention practices 

would be achieved. 

 

7.2.2.3 Conclusion: Psychological factor dynamics emerging from the moderated and 

moderated mediation results 

 

The results of the moderated and moderated mediation analysis suggested that Black South 

African teachers’ occupational passion resource (internalised motivational views of 

themselves as teachers) does not seem to strengthen the intermediatory process of 

psychological capital in the work engagement and the respective outcomes of job satisfaction 

and satisfaction with retention practices links. Instead, the links between teachers’ work 

engagement and the outcomes of job satisfaction and satisfaction with human resource 

retention practices seem to depend on the strength of their passion for teaching. This finding 

suggests that interventions directed at intensifying teachers’ passion for work could activate 

their mental power, creativity, and concentration and result in enhanced levels of satisfaction 

with work and its practices. Furthermore, Black South African teachers’ occupational passion 

appears to be a more important psychological resource to develop than psychological capital 

in enhancing their levels of organisational commitment. This finding confirms the significance 

of occupational passion interventions directed at Black South African teachers, and the 

positive role that these could play in ensuring that teachers identify with their school 

organisations and remain loyal and involved in their activities. 

 

7.2.2.4 Conclusion: Psychological factor dynamics emerging from the multiple 

regression results 

 

The results of the multiple regression analysis highlighted the psychological resources that 

explain Black South African teachers’ levels of organisational commitment, job satisfaction, 

and satisfaction with human resource retention practices. The results suggest that intervention 

strategies designed to strengthen Black teachers’ occupational passion attribute of obsessive 

passion should be considered in order to encourage them to commit in their school 

organisations. This is because obsessive passion instills a sense of guilt that could compel 

teachers to neglect everything else and only focus on their work. Although negative emotions 

of sadness and unhappiness could develop in this process and hinder teachers’ satisfaction 
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with life, measures that counteract the occurrence of such emotions should also be considered 

to ensure positive outcomes. 

 

The results also suggest that interventions focused on developing Black South African 

teachers’ harmonious passion could be useful in enhancing their satisfaction with teaching 

and its human resource retention practices. Harmonious passion interventions that promote 

flexibility and positive emotional experiences could ensure that teachers are able to find 

balance between their work and family duties. Such interventions could therefore help 

teachers regain their control over activities and bring harmony into their lives. 

 

Furthermore, the results of the multiple regression analysis suggest that investments directed 

at developing Black South African teachers’ vigour, dedication, and resilience could enhance 

their levels of satisfaction with teaching. This is because, when developed, vigour could 

generate mental power and momentum, and dedication could bring out their enthusiasm and 

innovative abilities, while resilience could enable teachers to bounce back whenever 

challenges arise at work. The results of the multiple regression also suggest that practitioners 

need to consider teachers’ biographical characteristic of tenure when developing policies 

related to human resource practices, as it was established that teachers’ tenure has a negative 

influence on their satisfaction with human resource retention practices. 

 

7.2.2.5 Conclusion: Psychological dynamics of differences among the biographical 

groups 

 

Tests for significant mean differences indicated that, when considering the design of retention 

interventions, Black South African female teachers should be given more support in terms of 

psychological capital as they reported lower levels of optimism, resilience, and self-efficacy. 

More support relating to human resource retention practices should also be given to teachers 

older than 45 years of age and to those with tenure of above five years, as both groups 

reported less satisfaction with their compensation. The latter group may further require 

retention interventions directed at enhancing their job satisfaction and normative commitment 

(which is a feeling of loyalty to remain within an organisations), and also, support specific to 

adequate supervision, career opportunities, and work-life balance may be required because 

of lower scores reported in these areas.  
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7.3 LIMITATIONS 
 

This section highlights the limitations of both the literature review and the empirical study. 

 

7.3.1 Literature review  
 

This study was limited to a humanistic paradigm, and to an overarching theoretical lens of 

conservation of resource (COR) theory (Hobfoll, 1989) as research boundaries for 

understanding the relationship dynamics between constructs that inform the psychosocial 

retention model. The research restricted its focus to the relationship dynamics between the 

three outcomes of organisational commitment, job satisfaction, and human resource retention 

practices satisfaction, and the three psychological resources of work engagement, 

psychological capital, and occupational passion. Therefore, the study was unable to provide 

a holistic evaluation of psychological factors that contribute to the construction of a retention 

model for Black South African teachers. Furthermore, the most recent psychological 

constructs were not explored. 

 
7.3.2 Empirical study 
 

This study adopted a convenience sampling method on a purposively selected population of 

Black South African teachers in Gauteng. The limitations of the empirical research were as 

follows: 

• The chosen convenience sampling method made it difficult for the researchers to justify 

the representativeness of the sample and as a result might have subjected the findings 

to flaws and uncontrollable bias.  

• The study was limited to only Black South African high school teachers within a single 

Basic Education district in Gauteng Province, which made it impossible to generalise 

the findings.  

• The study was limited to only six self-reporting instruments (paper-and-pencil 

structured) which might have led to dishonest tendencies and bias resulting in 

measurement errors that may have also influenced the results. Also, the use of older 

scales might have been a limitation, most recently developed scales should have been 

considered. 
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• Inadequate convergent validity (AVE) on the subscales of vigour, absorption, 

optimism, and resilience; on the overall organisational commitment scale (including 

continuance and normative subscales); and on the subscales of career opportunities 

and supervisor support indicated potential issues of inadequate convergent validity 

that posed a potential limitation to the interpretation of the findings. A lower Cronbach 

alpha on the subscale of supervisor support indicated less internal constistency and 

some level of bias which may have influenced the findings. 

• The study was cross-sectional in nature, meaning that the cause-effect relationship 

between the constructs was not possible to confirm. Also, due to the cross-sectional 

nature of this study which was quick and allowed no passage of time, the strong direct 

effect which presented itself as a mediation and suggested its existence could mean 

nothing more than just a mere positive association.  

 
7.4 RECOMMENDATIONS 
 

Based on the results of this study, its conclusions and limitations, the following 

recommendations are outlined for future research, human resource practitioners, industrial 

psychologists, and basic education specialists. 

 

7.4.1 Recommendations for future research 
 

The following recommendations are formulated for future research: 

 

The sample of this study only comprised (N = 309) Black South African high school teachers 

from a single district, and was predominantly represented by single female participants above 

the age of 45. Therefore, to increase generalisability of the findings, future research should 

consider exploring a randomly chosen larger population of Black South African teachers that 

is more representative of both male and female genders of various age groups. 

 

This study was for explanation purposes and not for true causal effects over time. It provides 

insight into possible reasons for outcomes, hence the focus was to investigate relationships 

between the psychological resources (work engagement, psychological capital, and 

occupational passion) and the outcome variables (organisational commitment, job 

satisfaction, and human resource retention practices satisfaction). Future researchers should 

therefore use the findings of this study to generate ideas for longitudinal research designs 

aimed at assessing the causal effects between the variables. Findings arising from such 
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research could inform human resource practitioners and industrial psychologists of retention 

practices necessary to advance the psychosocial model of retention for Black South African 

teachers. 

 

Furthermore, this study restricted its focus to relationships between the three retention 

outcomes (organisational commitment, job satisfaction, human resource retention practices 

satisfaction) and the three psychosocial resources (work engagement, psychological capital 

and occupational passion). As a result, the findings provided limited understanding in terms of 

psychological resources and outcomes that build up to the psychosocial model of retention for 

Black South African teachers. Future research should thus explore additional psychological 

variables to provide more insights and intervention strategies to help inform human resource 

practitioners and industrial psychologists and encourage the retention of quality teachers in 

previously disadvantaged schools. 

 

7.4.2 Recommendations for practice 
 

The following recommendations are formulated for practice to contribute towards 

developments at individual, group, and organisational levels: 

 

7.4.2.1 Individual level 

 

The sample profile of this study showed that majority of high school teachers fall within the 

senior age band, which is above the age of 45. This indicates that potential loss in 

psychological resources might be a threat and a source of stress to individual teachers. This 

is despite their mean scores that suggest reasonable degrees of engagement in teaching 

activities, passion for work, and high levels of psychological capital capabilities. Considering 

their older age, individual teachers should be encouraged to keep guard of their psychological 

resources. This is because increasing age has been reported to reduce teachers’ levels of 

psychological resources needed while within the teaching profession (Li et al., 2017). The 

present study’s findings also showed that if work engagement levels are increased, and 

psychological capital levels are also increased, both job satisfaction and human resource 

retention practices satisfaction could be enhanced. 

 

• Teachers should therefore be encouraged to develop their positive emotions.  

Individual teachers should be supported to work on their enthusiasm, activeness, 

happiness, contentment, and relaxation, as these could enhance their engagement 
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and commitment in teaching (Lalande et al., 2017; Vallerand et al., 2003; Watson & 

Stanton, 2017). This means that flexibility and wellness should be encouraged among 

Black South African high school teachers.  

• Training and development programmes directed at enhancing individual teachers’ 

psychological capital capabilities of hope, optimism, resilience, and self-efficacy should 

be introduced, simply because when these capabilities are developed they could 

encourage individual teachers to test different teaching methods and approaches in 

order attain desirable results (Costantini et al., 2017; Li, 2012).  

• Revival of harmonious passion should also be encouraged to enasure that individual 

teachers are able to regain control over their activities and experience balanced living. 

Interventions designed to help obsessively passionate teachers reinvest in personal 

resources that enhance their well-being and bring balance into their work-family 

domains are recommended.  

• To maintain passion at work, teachers should therefore be encouraged to continuously 

assess their environment or cognitively appraise their work experiences to generate 

lasting positive emotions. 

• Furthermore, school management teams should encourage their teachers to use 

internal and external support structures to protect themselves from challenging events 

so as to experience growth and success within the teaching environment.  

• Additional support should be given to individual female teachers, as their general focus 

tends to be on family. Female teachers also need compassion and cooperation from 

colleagues to boost their contentedness with the profession of teaching and encourage 

their commitment (Naidoo, 2019; Shoaib & Khalid, 2017; Skaalvik & Skaalvik, 2017). 

 

Lower mean scores on affective commitment showed that the majority of individuals might not 

have been emotionally attached, were not well involved, and could not even identify with their 

school organisations. Therefore, frequent communication, public praises, and 

encouragements to participate in projects should be encouraged at the individual level. 

 

Lower mean scores obtained by teachers on compensation suggested that participating 

teachers were hardly satisfied with the amount of pay and benefits received. Good 

compensation systems could therefore be adopted in order to explicitly motivate these 

individuals to engage better in school activities and improve their levels of commitment and 

satisfaction. Positive human resource practices should also be entrenched in school 

environments to encourage individual teachers to engage and form good relations with those 
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around them. Such practices could help enhance retention and eliminate any existing or 

possible desires to quit (Shibiti, 2020; Redelinghuys, 2021; Zin et al., 2012). 

 

7.4.2.2 Group level 

 

Recommendations based on associations and differences between the biographical 

subgroups (age, gender, marital status, and tenure) of teachers and the psychological 

resources and retention outcomes are as follows: 

 

• It is recommended that practitioners and education specialists should take cognisance 

of connections between high levels of tenure and satisfaction with human resource 

retention practices. The needs of highly tenured groups of teachers could be 

addressed through promotional opportunities and financial benefits tailored for this 

group of teachers. The same applies with the group of single teachers (divorced, 

widowed, or never married). This group should also be given some recognition for the 

hours they put in and for their hard work and dedication towards teaching activities. 

• Highly tenured and older groups of teachers alike should be encouraged to take up 

leadership roles within their schools. The adoption of mentor-mentee programmes is 

recommended to encourage these two groups to transfer their skills and develop the 

younger generation of teachers, especially when considering the large number (17766) 

of younger teachers below the age of 30 years that has been recently appointed by 

the Department of Basic Education during the 2019/2020 period (Department of Basic 

Education Report, 2020). 

• Intervention strategies focused on developing and reviving the female groups of 

teachers’ psychological capital attributes are recommended to further boost their 

engagement in teaching activities and encourage commitment, job satisfaction and 

retention. 

 

7.4.2.3 Organisational level 

 

At school organisational level, industrial psychologists, human resource practitioners, and 

education specialists could intervene by designing strategies that enforce the development of 

work engagement resources, psychological capital resources, and occupational passion 

resources in order to enhance Black South African teachers’ commitment, job satisfaction, 

and satisfaction with retention practices. For instance, intervention strategies focused on 

psychological safety, meaningfulness, and psychological availability could be introduced to 
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encourage the engagement of teachers at work.  Psychological safety interventions could help 

create work spaces that promote trust, a risk-free environment, and supportive interpersonal 

relations. In such spaces teachers may feel welcomed, accepted, nurtured, and free from 

everyday harm. Conducive and vibrant work spaces could therefore contribute in maintaining 

teachers’ momentum and enthusiasm, and in ensuring that they remain satisfied with their 

jobs (Maleka et al., 2020). A positive work climate survey and interventions could also be 

crucial in enhancing teachers’ psychological capital resources and in stimulating the 

development of positive qualities. It is in this light that the Department of Basic Education 

(DBE) is encouraged when doing its whole school evaluations (WSE) to also monitor and 

evaluate the conditions of service in previously disadvantaged schools to ensure that work the 

climate in these schools is appealing to the eye and healthy enough to encourage teachers to 

perform their duties with excellence.   

 

Furthermore, intervention and monitoring strategies aimed at meaningfulness could ensure 

that work given to teachers is challenging enough to encourage growth, opportunities for skills 

development, status, and creativity. Also, interventions focused on monitoring teachers’ 

psychological availability could encourage them to cope better with work demands and help 

improve their engagement and retention. 

 

The introduction of small support groups that encourage teachers to open up about their 

problems, share experiences, and form lasting friendships is recommended. These groups 

could help develop teachers’ internal qualities and strengthen their psychological capital and 

occupational passion resources.  

 

At organisational development level, practices focused on helping school management teams 

build a good school culture are recommended. This is because a good school culture could 

encourage teachers to commit and remain in teaching for longer. Also encouraged at this level 

is the use of feedback surveys and focus group engagements, as these could be useful in 

monitoring and in diagnosing the problems of teachers and also in developing plans of action 

related to psychological resources (work engagement, psychological capital, and occupational 

passion) and retention outcomes (organisational commitment, job satisfaction, and 

satisfaction with human resource retention practices).  

 

Human resource practitioners and industrial psychologists could also help schools formulate 

clear career development plans that outline the requirements pertaining to skills or knowledge 

needed for advancements and promotions. These interventions could ensure that only 

deserving and qualifying candidates get promoted to senior positions.  
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To encourage the retention of teachers, it is further suggested that human resource practices 

and policies aimed at addressing the needs of Black South African teachers be revisited, more 

especially those relating to compensation, training and development, career opportunities, 

supervisor support, and work-life balance. 

 

7.5 EVALUATION OF CONTRIBUTION 
 

The general aim of the study was to critically evaluate the relationship dynamics between the 

psychological resources and the retention outcomes to inform the construction of a 

psychosocial model for the retention of Black South African high school teachers. The findings 

provided sound evidence relating to significant links between the variables. As a result, this 

research contributes to the fields of Industrial Psychology, Human Resources, and Education 

on three different levels, namely, theoretical, empirical, and practical. The study also 

contributes to the researcher’s doctorateness and graduateness. 

 

7.5.1 Contribution on a theoretical level 
 

On a theoretical level, the psychology of retention was explored and insights relating to the 

psychological factors of organisational commitment, job satisfaction, human resource 

retention practices satisfaction, work engagement, psychological capital, and occupational 

passion, and their relevance in the construction of a psychosocial model of retention were 

provided. Given the fact that the construction of a psychosocial model for the retention of Black 

South African high school teachers is multifaceted and no extensive research had been done 

on the role played by psychological resources (such as work engagement, psychological 

capital, and occupational passion) and biographical characteristics on organisational 

commitment, job satisfaction, and satisfaction with human resource retention practices, this 

study served as a starting point as it contributes to the existing body of knowledge and 

provides a different perspective with regards to the psychological theory relating to teacher 

retention.  

 

The empirical results of this study make important contributions to the existing literature in 

terms of teacher retention. More specifically, the findings provide a new understanding with 

regards to the psychological resources of work engagement, psychological capital, and 

occupational passion, and the biographical characteristic of tenure, and the critical role that all 

these factors play in the retention of Black South African teachers. In the literature review, 

clear connections between these three psychological resources, the three retention outcomes 
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of organisational commitment, job satisfaction, and retention practices, and the biographical 

characteristics were highlighted. However, this study integrated all these factors and 

evaluated the psychological dynamics that emerged from the significant associations in order 

to construct a psychosocial retention model for Black South African teachers. Furthermore, 

the principles of the Conservation of Resource (COR) theory (Hobfoll, 1989) were highlighted 

as crucial in the construction of this study’s psychosocial retention model. Therefore, industrial 

psychologists and human resource practitioners should be mindful of these principles when 

designing retention interventions for Black South African high school teachers. More 

specifically, the study extended the research literature on COR theory (Hobfoll, 1989) by 

demonstrating empirically that a loss in teachers’ resources, such as work engagement, 

psychological capital, and occupational passion, is associated with important retention-related 

psychological conditions such as organisational commitment, job satisfaction, and satisfaction 

with human resource retention practices. Therefore, investing in these resources, guarding 

against their loss or reclaiming them when lost may be crucial in retention intervention designs. 

This means that, when there is a high loss in teachers’ resources (such as work engagement, 

psychological capital and occupational passion) or when teachers’ work engagement, 

psychological capital and occupational passion resources deplete, recovery or regain of these 

resources becomes essential for the attainment of outcomes (such as organisational 

commitment, job satisfaction, and satisfaction with human resource retention practices).  

 

7.5.2 Contribution on an empirical level  
 

On an empirical level, this study contributes new knowledge as it empirically tested 

relationship dynamics between psychological factors to construct a retention model for Black 

South African teachers. The originality of the manifested model provides insights that inform 

industrial psychologists, human resource practitioners, and education specialists about the 

core elements that contribute to the retention of Black South African teachers. The empirically 

manifested retention model provides evidence that shows the manner in which acquired, 

retained, and protected psychological resources contribute to the retention-related behaviours 

of Black South African teachers.  

 

The empirical findings that emerged from the various statistical procedures employed in this 

study pointed out that psychological capital acts as an important psychological mediatory 

resource and also functions independently from levels of occupational passion in explaining 

the observed construct associations. The empirical manifested retention model suggests, in 

this regard, that increasing Black South African teachers’ work engagement may enhance 
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their psychological capital resources which may in turn enhance the retention outcomes of job 

satisfaction and satisfaction with human resource practices, and function independently from 

levels of occupational passion in explaining the observed relationships. Although the 

occupational passion resource may have no moderation effect in the manifested model, it 

however plays the following important roles: (1) the nurturing of occupational passion may 

contribute to higher levels of organisational commitment, job satisfaction, and satisfaction with 

retention practices, and (2) the links between work engagement and the outcomes of job 

satisfaction and satisfaction with human resource retention practices depend on the strength 

of well-nurtured occupational passion. Furthermore, in the retention framework of Black South  

African high school teachers, the tenure of teachers (who were predominantly single females) 

manifested as an important biographical characteristic that needs to be considered by 

practitioners during intervention design related to human resource retention practices for Black 

South African teachers.   

 

7.5.3 Contribution on a practical level 
 

On a practical level, this study provides a psychosocial model of retention for Black South 

African teachers which highlights relationship dynamics between psychological factors. The 

model provides a framework that could help industrial psychologists and human resource 

practitioners understand the retention behaviours of teachers. The empirically manifested 

model provides information that could assist these practitioners in identifying areas that need 

intervention and development within the African school context. Deeper insights in support of 

the COR principles (Hobfoll, 1989) that relate to the significance of developing and preserving 

personal resources to achieve desired outcomes were also provided.  

 

The empirical study further highlighted core dynamics that manifested in the specific sample 

context that was predominantely single female teachers with high tenure. Apart from providing 

new insights regarding the psychological dynamics among the study constructs for 

intervention design, the findings also provided an awareness of the fact that teachers with 

different biographical characteristics have different desires that need to be catered for. These 

findings inform human resource practices such as compensation, training and development 

opportunities, supervisor support, career opportunities, and work-life balance that are uniquely 

relevant for tenured single female teachers, and that could enhance their levels of satisfaction 

and encourage their retention. Because of the findings of this study, industrial psychologists 

and human resource practitioners will become more mindful of the capabilities and specific 
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needs of single and highly tenured female teachers when developing policy and designing 

interventions that address turnover and encourage the retention of quality teachers. 

The results of this study produced information that adds value to the national human resource 

development initiative, hence recommendations were provided to inform and help improve the 

application of scientific knowledge and retention practices. The empirical findings therefore 

contribute to the 2030 vision of the National Development Plan of improving, strengthening 

and promoting high-quality public schooling in South Africa.  

 

7.5.4 Contribution on doctorateness and graduateness levels 

 

On doctorateness and graduateness levels, the study broadened the researcher’s 

understanding of the psychology of retention, more specifically within the Black South African 

teacher community. Insights regarding psychological resources and the principles of resource 

conservation in human beings were gained.  Deeper insights were also gained in terms of 

relationship dynamics between psychological factors of work engagement, psychological 

capital, occupational passion, organisational commitment, job satisfaction, and human 

resource retention practices.  

 

The manifested retention model emanating from the research findings gave the researcher an 

understanding of the psychosocial factors that could contribute to the retention of Black South 

African teachers, and of how the model could help improve the status quo that relates to lack 

of adequate skills development coordination within the teaching environment. The 

recommendations stemming from the findings should provide the researcher with guidance in 

her professional journey to assist school principals, school districts, and the Department of 

Basic Education (DBE) retain valuable teachers within the education system. This study thus 

laid a solid foundation on which the researcher could advance her career further. 

 

Valuable knowledge and skills were gained throughout all stages of this study, from the first 

chapter to the last, which contributed to the researcher’s doctorateness and graduateness. 

The study challenged the researcher’s approach to social problems, more specifically those 

relating to teacher retention. The researcher was encouraged to think deeply about the 

psychological resources that could positively contribute to the lives of Black South African 

teachers and also encourage their retention, given the current rise in teacher turnover. The 

study also exposed the researcher to information related to retention intervention strategies 

that are specific to teachers’ real-life problems. Research skills associated with finding 

information off the internet and analysing it were some of the skills that were mastered. Skills 
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related to writing, reporting, and interpreting statistical information were learnt throughout the 

various stages of this study. The study further challenged the researcher to move out of her 

comfort zone so as to strengthen her people skills, relationship building, patience, and 

resilience. The study encouraged the researcher to work independently and practice some 

level of self-discipline. Furthermore, the researcher’s planning and organising skills were 

enriched, and as an academic she was also empowered with adequate research skills for 

future student supervision.  

 

7.6 CHAPTER SUMARY 
 

This chapter concluded the study by addressing the final research aim 6, which was to provide 

a discussion and integration of the empirical research findings, address the conclusions based 

on the literature review and on the empirical study, highlight the limitations of both literature 

and empirical study, and, finally, formulate recommendations for future research, human 

resource practitioners, industrial psychologists, and basic education specialists. 

 

This marks the end of this study. 
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