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Abstract 

The paper focused on a specific research group (male teachers); firstly because of the shortage of male teachers 

in South African schools, and secondly, because male teachers are more dissatisfied in their overall work 

environment than female teachers. This study aimed to investigate, from an educational management 

perspective, the factors that influence job satisfaction amongst male teachers in schools in a sampled school 

district in Mpumalanga province. Throughout the study, it became apparent that male teachers are more likely 

to leave the South African education system than their female counterparts.  

A quantitative research approach was used to investigate factors affecting job satisfaction amongst male 

teachers  distributing Likert-scale questionnaires amongst male teachers in selected schools in the district. The 

results of the study provide an outline of the crises that teachers in South Africa schools are facing, while the 

statistics and information portrayed in this study help to paint a picture of their work environment. A shortage 

of teachers, increasing learner enrolment and work overload are enough to create a highly stressful profession. 

Aspects identified as factors that affect job satisfaction amongst male teachers are the professional development 

of teachers, capacity building of teachers through collaboration and teamwork, effective support systems to 

teachers by management, workload of teachers, effective leadership of the principal, effective management of 

learner behaviour, positive work experiences by teachers, emotional distress of teachers and positive feelings 

towards teaching as a profession.  

Keywords: Communication. Former Model-C Schools. Job Satisfaction And Dissatisfaction. Rural Schools. 

School Leadership And Management. Teacher Support And Empowerment. Work Environment. 

1. Introduction  

Balfour (2013:1) estimates that more than 55% of teachers in South Africa have considered leaving the 

profession. Unfortunately, the available statistics regarding South African teachers leaving the profession was 

out of date and attempts to retrieve newly updated data from the Department of Basic Education were 

inconclusive. Wallin and Boggan (2015:34) Smit and Du Toit (2016:1) affirm that approximately 50% of new 

teachers will leave the profession within the first five years because of the overwhelming workload that they 

experience. Aliakbari (2015:2) and Msuya (2016:9) outline that teachers establish the basis of a successful 

education system and that education is one of the main pillars of sustainable development, a country’s education 

system is located at the core of human society, of which the main goal is to train proficient young children and 

adolescents. 

Principals are appointed as managers, and they have the responsibility to manage and maintain a positive 

climate in which education can take place (Maforah & Schulze, 2012; California County Superintendents 

Educational Services Association, 2016:16).  The previous statement is supported by the findings of Meador 

(2019) who indicated that a good principal should be positive, enthusiastic, have his hand in the day-to-day 
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activities of the school, and listen to what his constituents are saying. A principal’s influence on the teacher’s 

performance is exerted in the manner that principals think, speak and practise what they preach. The influences 

are based on the way in which leaders commit themselves to apply their values, principles, beliefs, moral 

convictions and attitudes towards teaching and learning so that their actions speak louder than words 

(Marishane & Botha, 2011).  

Effective principals serve as mentors, a support base, a source of information and role models for teachers, which 

can have a direct impact on staff morale (Steyn & Van Niekerk, 2008), while teachers need to ensure the quality 

of the teaching, learning activities, distribution of work and learner performance (Van Deventer & Kruger, 2011; 

Tetik, 2016; Brill, Grayson, Kuhn, & O’Donnell, 2018). The learning environment of a school depends on teachers 

because they are in the frontline and directly involved with the transfer of knowledge. Teachers have a direct 

impact on a school’s success, and it is, therefore, important that principals identify ways to support their staff in 

order to promote job satisfaction and motivation. 

2. Literature Review 

A literacy study was undertaken to address the topic of job satisfaction among male teachers in former Model-

C and rural schools. The literature will focus on factors regarding job satisfaction and their interaction with 

education. In order to evaluate the impact that school management has on the work satisfaction of male 

teachers, a review of literature was conducted on the elements discussed below.  

2.1 The result when teachers experience job satisfaction 

Job satisfaction is defined as an enjoyable or positive emotional condition that a person has towards his or her 

job, which is caused by an emotional response to the circumstances of a job (Salehi & Taghavi, 2015:14; 

Hutabarat, 2015:295). All types of managers are continuously faced with one common challenge, namely, to 

motivate employees to work towards achieving the organisational goal (Buchbinder & Shanks, 2007). Motivation 

is defined as an “internal state that arouses, directs and maintains behaviour” (Woolflok, 2010:376). It is the driving 

force behind our actions and work (Shah et al., 2012).  

When staff is motivated in their work environment, they may experience a drastic increase in job satisfaction, 

confidence and a degree of fulfilment. Lifting the morale of a teacher causes them to experience a positive 

climate, and it creates a pleasant learning environment for the children (Van Deventer & Kruger, 2011). By 

identifying the factors that improve teachers’ motivation and morale, principals can implement and execute 

effective strategies to ensure that teachers, amid these changes, will perform their duties in an effective, 

enthusiastic and motivated manner (Steyn & Van Niekerk, 2008; Msuya, 2016:10; Gina, 2018). Therefore, it was 

important to identify aspects to keep staff motivated and loyal to the system. 

2.2 The benefit of communication 

According to Steyn and Van Niekerk (2008), great leaders, including great school leaders, use a powerful tool, 

namely communication, and when leaders fail to communicate their staff will misinterpret, misunderstand and 

receive mixed messages. Principals must understand the complexity of communication in order to coordinate 

activities and help teachers to put objectives into practice in their work environment (Ärlestig, 2007; Glover, 

Nugent, Chumney, Ihlo, Shapiro, Guard, Koziol & Bovaird, 2016). The flow of information and ideas can be ‘top 

down’, from the ‘bottom up’ and ‘horizontal’. These channels of communication are described below (Van 

Deventer & Kruger, 2011): 

• Downward channels: This information flows from the principal to the staff, and the purpose is to direct the 

behaviour and coordinate who receives the information (Van Deventer & Kruger, 2011). 
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• Upward channels: The communication flows upward from the teachers to the management (Van Deventer & 

Kruger, 2011). This type of communication is encountered where teachers are involved in the decision-

making process, as indicated previously. 

• Horizontal channels: Horizontal communication occurs between people on the same level of the school’s 

organisational structure, e.g. between teachers or between management staff (Van Deventer & Kruger, 2011). 

It is important to realise that without communication, people become demotivated, which will create an 

unpleasant work environment among teachers (Steyn & Van Niekerk, 2008; Glover et al. 2016). This provided 

the researcher with the structure of communication for teachers to know what is expected of them and how 

they rely on the principal to guide them towards achieving an effective work environment. Principals, teachers, 

parents and learners are all involved in the process of communication, which could cause a communication gap. 

Therefore, it is the responsibility of school principals to make sure each person involved understands the 

message clearly (Carl, 2010; Naidoo & Petersen, 2016; Mestry, 2017). 

2.3 Professional empowerment of teachers 

Steyn and Van Niekerk (2008) cite a definition of empowerment by Matjeka, Dunsing and McCabe (1999) as the 

process by which staff are entrusted the power (authority) to make decisions and take actions relating to 

assigned tasks; staff’s involvement in the creation of ways of maintaining a productive and satisfying work 

environment and their involvement in daily problem-solving and decision making.  

Belle (2007) has found that teachers experience job satisfaction and high levels of motivation when they have 

some measure of control over their work environment through empowerment, this might involve participation 

in decision-making and providing them with different types of roles where they experience a sense of belonging 

and recognition. In retrospect, Carl (2010), Belle (2007) and Mestry (2017) acknowledge that by empowering 

teachers, principals enable them to become effective leaders in their classrooms and other academic areas.  

2.4 The benefit of involving teachers in the functionality of the school 

Swanepoel (2008) indicates that by sharing in the responsibility of decision-making will encourage teachers to 

address educational problems and that school principals had significantly underestimated the willingness of 

teachers to be involved in decision making. “Teacher participation in decision making is one of the 

recommendations of management and one of the key characteristics of an effective school.” (Cheng, 2008) 

Principals need to realise that teachers are in the frontline and can give insight into the problems that the school 

might be facing (Omobude & Igbudu, 2012).  

Mualuko, Mukasa and Judy (2009) state that management who makes decisions on their own will have a negative 

effect on efficiency and productivity of the schools because teachers work at half steam because they are not 

effectively involved in decision making to make them feel like part of the school. Latif et al. (2011) Naidoo & 

Petersen (2016) and Glover et al. (2016) found that the involvement and commitment of teachers are one of the 

most important factors that have an impact on the job satisfaction of teachers.  

2.5 The importance of a functional work environment 

Leithwood (2006) and Berry, Smylie and Fuller (2008) state that the performance and attitude of teachers will be 

influenced positively or negatively by their work environment. This will affect their job satisfaction and 

commitment toward their school. As indicated by Azeem (2010), employees who are committed to the 

organisation and satisfied with their work environment are high performers, reducing staff turnover. Teachers 

who enjoy their work environment will be well-performing teachers (Shah et al., 2012), innovative and motivated 

to establish and maintain an environment conducive to learning (Schulze, 2006).  
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Quan-Baffour and Arkon-Achemfour (2013) have found that teachers at South African schools who experience 

poor conditions of service, increased workload, lack of discipline among learners and violence against teachers 

in their work environment will lead to frustration and they might leave the profession. As indicated by Quan-

Baffour and Arkon-Achemfour (2013) and Shihundla, Lebese and Maputle (2016:1), the workload is one of the 

factors that have a definite impact on the job satisfaction of teachers.  

2.6 Ongoing support 

Research done by Fuller, Young and Baker (2011) indicates that the relationship between a principal and his or 

her staff has a definite influence on the job satisfaction of teachers and according to Edgerson and Kritsonis 

(2006), “principals have the ability to improve teacher perceptions overall by simply attending to fundamental 

components inherent in quality relationships”. They have also established that teachers and principals can work 

together by forming a professional relationship to identify and resolve factors that might have a negative impact 

on the school environment.  

As indicated in the section about ‘communication between management and teachers’, communication is an 

effective tool that principals can use to gain information from teachers, and the effectiveness of communication 

may promote the relationship between a principal and his or her staff. Marishane and Botha (2011) emphasise 

that principals can inspire teachers by developing a positive relationship, which creates an atmosphere of mutual 

trust and sustained support by showing interest in what teachers do.  

2.7 Result when teachers experience job dissatisfaction  

Emsley et al. (2009) state that male teachers in South Africa are more likely to leave the education system 

because of low job satisfaction and an unpleasant work environment. Satisfaction in a person’s work 

environment can be influenced by factors such as pay, the work itself, supervision and relationships with co-

workers, management, and opportunities for promotion (Hasbay & Altındag, 2018; Corkin, Ekmekci & Parr, 

2018). Herzberg, Mausner and Snyderman (1993) mention that the main reason why employees are unhappy in 

their work is directly related to the environment in which they work, which has a direct impact on morale.  

Khalil (2013) indicates that work morale and job satisfaction are directly related to each other. Previous 

statements have mentioned that there are factors that influence the work environment of teachers negatively; 

therefore, it is important to recognise that teachers’ morale is affected by these factors and that it has a definite 

impact on their job satisfaction (Steyn, 2002; Corkin et al. 2018). When employees are unhappy, the employer 

has to put up with unmotivated staff and consequently reduced productivity (Buchbinder & Shanks, 2007).  

In the case of education, productivity can be seen as the transfer of knowledge and information from the teacher 

to the learner, which is the primary function of the teacher and school (Saeed & Muneer, 2012). The involvement 

and commitment of teachers are some of the most important factors that contribute to promoting job 

satisfaction (Latif et al. 2011). Promoting job satisfaction among men in the education system is extremely 

important because of the drastic increase in migration to other countries and the private sector.  

These problems should be addressed to ensure that there is a future presence of male teachers in South African 

schools (Van Zyl, 2011). By evaluating job satisfaction and motivation of teachers, the researcher was able to 

identify factors that have a positive impact on their work environment.The school that aims to promote job 

satisfaction will be familiar with open communication between management and teachers to encourage a 

positive atmosphere in the workplace. According to Corkin et al. (2018), the performance of teachers in their 

workplace can be enhanced by improving motivation. 

2.8 Conclusion 

The school that aims to promote job satisfaction amongst staff will be familiar with open communication 

between management and teachers to encourage a positive atmosphere in the workplace. This study was 

https://cirworld.com/index.php/jssr


JOURNAL OF SOCIAL SCIENCE RESEARCH Vol 15 (2020) ISSN: 2321-1091        https://rajpub.com/index.php/jssr 

143 

conducted to provide school management with the necessary support strategies to enhance job satisfaction 

amongst male teachers which will enhance the performance of male teachers in their workplace. The previous 

goal is in line with the research question provided in this which will be discussed next. 

 

3. The Research Question 

Principals and teachers are powerless to change the requirements set by the Department of Education, but 

principals can restructure the system within the school environment to utilise the teacher's full potential and 

achieve job satisfaction. The role of a principal in promoting job satisfaction among male teachers will be a key 

concept when focusing on the support strategies. The extent of job satisfaction differs from one school to 

another. It was for this reason that the researcher focused on rural and former Model-C schools. The problem 

statement, to be phrased as a research question, is as follows: Which support strategies given by principals 

may enhance job satisfaction amongst male teachers in the Ehlanzeni school district of Mpumalanga? 

The study was guided by the following sub-problems: 

• What does job satisfaction in the workplace entail? 

• Which factors influence job satisfaction in an educational setting? 

• How could a school principal enhance job satisfaction among male teachers? 

• Which support strategies by principals have a positive impact on the job satisfaction of male teachers? 

• How can the promotion of job satisfaction be conceptualised as a support strategy in the Ehlanzeni 

school district of Mpumalanga to ensure that male teachers stay in the profession? 

Having stated the research problem and sub-problems, the aims and objectives pertaining to the improvement 

of job satisfaction were formulated in order to help the study to focus more clearly on the problem. 

4. Aims and Objectives with the Study 

The main objective of the study was to improve job satisfaction among male teachers in the school environment 

through principals providing support to male teachers. These support strategies would provide motivational 

methods that enable the principal to deal with the teacher on a level that promotes job satisfaction. The 

following sub-aims were identified for this study: 

• To define job satisfaction in the workplace; 

• To identify factors which influence job satisfaction in an educational setting; 

• To explore how a school principal may enhance job satisfaction among male teachers; 

• To establish support strategies by principals may have a positive impact on the job satisfaction of male 

teachers; 

• To explain how the promotion of job satisfaction should be conceptualised as a support strategy in the 

Ehlanzeni school district of Mpumalanga to ensure that male teachers stay in the profession. 

5.  Research Methodology 

5.1 Research population and sample 
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The target population comprised of male teachers in the Ehlanzeni school district in the province of Mpumalanga 

in South Africa. Only male teachers participated in the study because there is a dire need of male teachers in 

the South African education system and the poor retention rate of male teachers as indicated in the introduction. 

The respondent in the study had teaching experience between one and thirty years. For this study, the sample 

size was 146 male teachers, which was 73% of the actual complement of 200. The researcher made use of the 

quantitative research approach during the data collection process. The quantitative research approach 

comprises the steps that a researcher needs to take by obtaining information from people with insight into the 

topic that is researched in order to answer the research question. One of the common ways to obtain information 

from subjects is a questionnaire. 

5.2 Data collection procedures and research instrument 

The primary data were collected through a structured questionnaire that was distributed by hand to all 

participants. Participants were asked to complete it anonymously, to ensure that responses received were 

truthful and completed honestly. Nominal scales were used to categorise the variables in Section A of the 

questionnaire.  

Respondents were grouped according to years’ teaching experience, highest academic qualification, present 

position occupies in the school, number of learners in school, number of learners in class, the geographical 

location of school and type of school. Section B was used to gather information on relationships management 

and teacher work satisfaction; factors facet influencing teacher morale and factor facets impeding teacher work 

satisfaction. The responses from Section B were scored on a six-point Likert scale, ranging from 1, strongly 

disagree to 6, strongly agree.  

The questionnaire had a covering letter with instructions on how to complete it and the reasons it was being 

conducted. It also assured the respondents of the confidential nature of the research and stated that the 

respondents were free to main anonymous if they wished.  

5.3 Data analysis and presentation 

The data collected were analysed using descriptive statistics, which included frequencies and percentages in 

order to answer the research questions. The descriptive method is used to indicate the spread of a sample across 

a wide range of variables (De Vos et al., 2012:251). In other words, the Likert-scale questionnaire helped the 

researcher to indicate on which level most male teachers feel the same about an assumption of a question. 

Frequency distribution quickly indicates the most and least (number of times) frequently occurring score 

(McMillan & Schumacher, 2010:152-153). Percentile rank refers to when the analysis indicates that a certain 

percentage of the score is at, or below a particular score (McMillan & Schumacher, 2010:162). 

The original Likert-scale questionnaires and statistics were securely stored in hard copy (paper) and on a 

computer. A backup was made on a CD in case the information on the computer or the hard copy was lost or 

damaged. The data gathered during the data collection process will be stored for a minimum of five years. All 

the procedures mentioned above enabled the researcher to present data efficiently and effectively. 

5.4 Ethical issues  

The researcher provided participants with a participant information sheet attached to the Likert-scale 

questionnaire. The participant information sheet provided the participant with the name and purpose of the 

study, what was expected of them and gave assurance of anonymity and confidentiality. The information sheet 

indicated what the researcher entailed to do with the information gathered during the data gathering process.  

The contact details of the researcher were available on the information sheet; this allowed the participants to 

contact the researcher if they had any queries or requested access to the results and outcome of this study. 

Participants were informed that they had the right to decline participation without any adverse consequence. 
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6. Biographical Data of the Participants 

6.1 Years teaching experience 

 

Figure 1: Teaching experience of respondents 

The sample indicated that the majority of respondents surveyed belonged to the 6 to 10 years’ teaching 

experience category (31,0%). Murage and Kibera (2014:149) have found that teachers with more experience are 

more satisfied with their work than the least experienced teachers are. Only 13,1% of respondents in this study 

reported one to five years’ experience. The sample indicated that 55,9% of the respondents have more than ten 

years’ teaching experience. This indicates that the participants have a lot of experience regarding the educational 

environment. The statement mentioned above can be supported by the findings of Murage and Kibera (2014), 

Glover (2016) and Heiney-Smith and Denton (2015) that age and experience have a significant effect on job 

satisfaction, with older workers having greater satisfaction with their work than young workers have. 15,2% of 

the sample are male teachers with more than 30 years’ teaching experience. 

6.2 Highest academic qualification 

 

Figure 2: Highest academic qualifications 

The majority of the respondents that participated in the study indicated that they possessed a Bachelor of 

Education degree (41,8%), while 15,8% had an honours degree or higher educational qualification. Research 

done by Murage and Kibera (2014:151) and Shaukat, Vishnumolakala and Al Bustami (2018) has found that the 

different academic qualifications of teachers do not have a significant influence on the job satisfaction of 

teachers; this indicates that with a Master’s degree or a BEd degree, a teacher will still experience job satisfaction 
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or dissatisfaction in the same way. The majority of the respondents (92,4%) in the survey are qualified teachers. 

The other 7,6% of the respondents have a Grade 12 qualification. As indicated in Chapter 2.5.7, Butali et al. 

(2013:67) describe that replacing an experienced worker with a new staff member will cause a dramatic drop in 

productivity.  

6.3 Present position occupied in the school 

 

Figure 3: Present position occupied in the school 

The majority of respondents (53,1%) indicated that they were class teachers, while 22,8% were heads of 

departments, and 17,9% were deputy principals or principals. According to Nganzi (2014:16) and Shaukat et al. 

(2018), the educational status and teaching responsibilities of teachers are determining factors of the job 

satisfaction of a teacher. Steyn and Van Niekerk (2008:149) indicate that empowering someone with certain 

responsibilities and power will create a satisfying work environment for the percentage that is empowered, 

affirming that as a person progresses through the school system, they will experience more satisfaction. The 

lowest percentage (6,2%) was accumulated by student teachers. Kiggundu and Nayimuli (2009:345) and  

Shumba, Rembe, Chacko and Luggya (2016) indicate that the challenges that student teachers experience may 

affect their perception and feeling towards the teaching profession. 

6.4 Type of school 

 

Figure 4: Number of learners in the school 
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Most of the respondents were teaching at primary schools (44,8%), followed by respondents teaching at 

secondary schools (37,2%) and combined schools (17,9%). The vast majority of schools in the Ehlanzeni school 

district are primary and secondary schools, with only a few combined schools in the district. It is interesting to 

note that of the 20 participating schools, there were nine primary schools (former Model-C and rural schools), 

nine secondary schools (former Model-C and rural schools) and two combined schools and that most of the 

respondents came from the primary schools. Nganzi (2014:14) notes that teachers at primary and secondary 

schools will experience motivation and satisfaction in the same manner regarding the factor. 

6.5 Number of learners in your class 

 

Figure 5: Number of learners in your class 

The “I do not have a class group” is probably the result of principals being present as they normally do not have 

a subject- or register class. The overwhelming majority of teachers (57,9%) indicated that they had classes with 

about 31 to 40 learners in their class. It is alarming to observe that 7,6% of the respondents have to educate 

more than 40 learners at a time in one classroom; overcrowding in classrooms according to (Iwu et al., 2013:838) 

is definitely one of the factors affecting the job satisfaction amongst teachers. Moyo, Khewu and Bayaga (2014:1) 

and Marais (2016) indicate that job dissatisfaction will intensify when teachers are faced with overcrowding in 

their classrooms. 

7. Analysis and Discussion of the Research Results 

7.1 Factor analysis  

The investigation of a possible relationship between management and teacher work satisfaction via the 

perspective of male teachers involved constructs which are latent or hidden. Management and work satisfaction 

of teachers consist of numerous variables. A correlation matrix obtained via SPSS22.0 indicated that some items 

were poorly correlated and should be removed.  

The Kaiser-Meyer-Olkin (KMO) values for the 40 variables are found on the diagonal of the anti-image 

correlation matrix, which is the matrix of the correlation coefficients with the signs reversed (Norusis, 2009:395). 

Eight items with KMO values less than 0.6 were removed one at a time as the KMO statistics are influenced by 

this removal (Field, 2009:659). The KMO value increased from the initial to 0.750, which is regarded as ‘middling 

(Norusis, 2009:394) and the Bartlett’s sphericity value was significant (p=0.000). Nine first-order factors 

explaining 62.95% of the variance resulted: 
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• FB 1.1 – Professional development of teachers. 

• FB 1.2 – Capacity building through collaboration and teamwork. 

• FB 1.3 – Effective support systems to teachers by management. 

• FB 1.4 – Workload of teachers. 

• FB 1.5 – Effective leadership of the principal. 

• FB 1.6 – Effective management of learner behaviour. 

• FB 1.7 – Positive work experience by teachers. 

• FB 1.8 – Emotional distress amongst teachers. 

• FB 1.9 – Positive feelings towards  

These nine first-order factors were subjected to a second-order procedure, as the KMO value of 0.749 and a 

significant Bartlett’s value indicated that such a reduction would be viable. Three second-order factors, which 

explained 58,92% of the variance, resulted. These factors all had Alpha Cronbach reliability coefficients above 

the recommended value of 0.7: 

• FB 2.1 - Relationships management and teacher work satisfaction. The average mean scores of 5.34 and 

Cronbach Reliability of 0.831 indicates that the respondents agreed with the factor. 

• FB 2.2 – Facets influencing teacher morale. The average mean scores of 5.30 and Cronbach Reliability of 

0.732 indicates that the respondents agreed with the factor. 

• FB 2.3 – Impeding teacher work satisfaction. The average mean scores of 4.45 indicate that the participants 

were in partial agreement with this factor. 

If a third-order factor analytic procedure is performed, only one factor is formed. In other words, the three 

second-order factors of relationship management and work satisfaction (FB2.1), facets influencing teacher morale 

(FB2.2) and facets impeding teacher work satisfaction (FB2.3) all fall under one factor, which could be named the 

quality of the working life of teachers (FB3.0). However, as the second-order factors all had satisfactory reliability 

coefficients, they were used to test the various independent variables. 

7.1.1 Comparison of independent groups with respect to the three independent factors 

As the data distribution in the three dependent variables (factors) was skew, the Mann-Whitney U-tests were 

conducted because the data are ranked; hence, high scores are represented by large ranks and low scores by 

small ranks (Field, 2009: 540). 

a)  Geographical location of the school 

There were two groups, namely rural and urban. Possible hypotheses could be as follows: 

Ho – There is statistically no significant difference between the mean ranks of the two school geographical 

location groups regarding: 

• FB2.1 - relationship management and work satisfaction. 

• FB2.2 - facets influencing teacher morale. 
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• FB2.3 - facets impeding teacher work satisfaction. 

Ha - There is statistically a significant difference between the mean ranks of the two school geographical location 

groups regarding: 

• FB2.1 - relationship management and work satisfaction. 

• FB2.2 - facets influencing teacher morale. 

• FB2.3 - facets impeding teacher work satisfaction. 

The results of Mann-Whitney U-test were as follows: 

 

The results indicate that in all three of the dependent variables, no statistically significant differences could be 

found between the two geographical location groups and the three factors involved. Hence, the null hypothesis 

cannot be rejected with respect to any of the three factors. Hence, the effect is not big enough to be anything 

but a chance finding (Field, 2009:53). It is possible that the sample size was a limiting factor as the sample size 

of 146 was too small for 40 variables, and a sample of 300 or more would have been preferable. 

7.1.2 Comparing three or more independent groups with one another 

When the data do not meet the parametric requirements, one can use the Kruskal- Wallis (H) test. This test 

compares the mean ranks of the three groups taken together. Should a significant difference be found, then 

one would use the Mann- Whitney U-test to test the groups in pairs. 

a) Years of teaching experience (A1) 

The Kruskal-Wallis test for relationship management and teacher work satisfaction (FB2.1) was as follows: 

 

This indicates that the null hypothesis could not be rejected and that there is statistically no significant difference 

between the mean ranks of the five age groups taken together. The result is shown in the boxplot of Figure 1. 
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Figure 6: Boxplot for the years of teaching experience groups regarding relationship management and teacher 

work satisfaction (FB2.1) 

The boxplot in Figure 1 indicates that the median values of the five age groups are relatively similar, and no 

significant differences could be found between the five age groups. In addition, no differences could be found 

regarding the other two factors, facets influencing teacher morale (FB2.2) and facets impeding teacher work 

satisfaction (FB2.3). 

b) Highest academic qualification (A2) 

The original five groups were collapsed to three due to small numbers in some of the groups such as a master’s 

degree. The independent Kruskal-Wallis design test indicates that none of the null hypotheses could be rejected, 

as there are no statistically significant differences between the factor means and the three qualification groups. 

The Kruskal-Wallis test results were: 

 

In all three of the factors concerned the p-value was larger than 0.05, and hence the differences in mean scores 

were too small to be rejected due to chance factors. As the facets influencing teacher morale had the largest 

differences (although not significant) between the mean scores, these results are shown via a boxplot in Figure 

2. 

 

Figure 7: Boxplot for the highest educational qualification groups regarding facets influencing teacher morale 

(FB2.2) 

The boxplot indicates that the group with the lowest qualifications (matric + education diploma) had the lowest 

median while Group 2 (Bachelor of Education degree) and Group 3 (Honours or higher) had slightly higher 

median values. All medians were above the scale value of 5, indicating agreement with the factor. 

c) Present position in the school (A3) 

The original five groups were collapsed to three, namely teachers, heads of department and deputies as well as 

principals formed the third group. No statistically significant differences could be found in any of the three 
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factors regarding the three qualification groups. All three groups agreed with the relationship management and 

work satisfaction and facets influencing teacher morale factors while partially agreeing with the facets impeding 

teacher work-satisfaction factor. 

d) Number of learners in the school (A4) 

The original five groups were collapsed to three, namely 100 to 700 learners in Group 1, 701 to 1000 in Group 

2 and 1 001 or more in Group 3. The Kruskal-Wallis test results were: 

 

As all the probability values were larger than 0.05, this indicated that the differences were due to chance factors; 

hence the null hypothesis could not be rejected. All respondents at the three school groups agreed with the 

factors concerned. 

e) Type of school (A7) 

The three school type groups were also tested via the Kruskal-Wallis test, which indicated that possible 

differences were present. Using the more sensitive ANOVA test indicated that there was a difference in factor-

mean scores between the primary school respondents and the combined school respondents with respect to 

facets impeding teacher work satisfaction. These results are shown in Table 1 

Table 1: Significant differences between the three school type groups regarding the facets impeding teacher 

work satisfaction (FB2.3) 
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Figure 8: Line graph that indicates the respondents from the combined school teacher 

The line graph and the data in Figure 3 indicate that the respondents from combined schools agree statistically 

significantly less strongly with the facets impeding teacher work satisfaction than respondents from primary 

schools do. It is possible that primary-school teachers experience the continuous assessment tasks that 

accompany the CAPS curricula as making excessive demands on their time; hence, they very strongly agree with 

the impediments factor (Ngobeni, 2006:28).  

7.2 Empirical findings 

Participants indicated that the way they experience their work has a definite impact on their satisfaction in their 

work environment. The mean score of 5.74 indicates that teachers tended to regard positive work experiences 

by teachers as the upmost factor and probably crucial when having to decide on reasons why male teachers 

experienced low-level job satisfaction. 

Professional development of teachers was identified as a determining factor regarding the job satisfaction of 

male teachers. A mean score of 5.4 indicates the professional development of teachers as a very important 

factor, which definitely contributes to low-level job satisfaction. 

The leadership of a principal was identified by participants as a crucial component when evaluating the level of 

job satisfaction that male teachers experience in their school environment. It is the responsibility of principals 

to create a pleasurable work environment for male teachers to keep them loyal to their school by being aware 

of the frustrations that male teachers experience in their work environment. The mean score of 5.37 the effective 

leadership of the principal was identified as an important factor when having to decide on reasons why male 

teachers experience low-level job satisfaction. 

Capacity building through collaboration and teamwork emerged as an influence on the level job satisfaction 

that male teachers experience. Principals need to promote relationships at their schools through effective 

communication, recognition and feedback. The mean score of 5.32 indicates that capacity building thorough 

collaboration and teamwork contributes to male teachers’ experience of low-level job satisfaction. 

The majority of the respondents identified effective support systems to teachers by management as an 

important factor that influences the job satisfaction amongst male teachers. Principals need to identify ways to 

support their staff through channels of open communication and promote a positive atmosphere in the 

workplace. The mean score of 5.24 indicates that teachers regard effective support systems to teachers by 

management as a very important factor and are probably crucial when having to decide on reasons why male 

teachers experience low-level job satisfaction. 

8. Conclusion 

The purpose of this study was to investigate how school management could support male teachers towards job 

satisfaction. The study revealed that school management could utilise several determining factors in order to 

promote the satisfaction of male teachers in their school. These include: implementing a mentorship 

programme, effective communication, rotating responsibilities between male teachers, delegating leadership 

responsibilities, providing developmental opportunities, providing guidance to male teachers, workload 

distribution, supporting male teachers in managing workload, participating in decision-making, principal 

involvement, recognition of male teachers, involvement in the school environment, interaction of male teachers, 

supporting male teachers, and being a role model and a mentor. It is, therefore, crucial for school management 

to improve job satisfaction among male teachers. In the light of the above statement, this study calls for school 

management to support their male teachers so that they can release their potential in the performance of their 

tasks to develop our learners as future leaders for our country, South Africa. 
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