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PROGNOSTICATING JOB
SATISFACTION AND MORALE
DETERMINANTS OF PUBLIC
TECHNICAL VOCATIONAL
EDUCATION AND TRAINING
(TVET) EDUCATORS

Abstract

Rewards are a function of job satisfaction and morale. As a result, it is generally ac-
cepted that dissatisfaction with intrinsic and extrinsic rewards offered by the employer
results in employee reduced job satisfaction and morale. This paper endeavors to con-
tribute to an understanding of the effect of extrinsic and intrinsic rewards on the job
satisfaction and resultant morale of employees in an organization. The paper focuses
on a case study organization that adds value in the South African context. The paper
reviews theoretical and empirical rewards literature and their relationship with the
job satisfaction and morale of employees (n = 265). A quantitative research design ap-
proach which is rarely used in this type of research was adopted. A self-administered
Job Descriptive Index (JDI) was utilized in collecting data. The JDI measures people’s
satisfaction with five (5) different aspects of the job, which are detailed in this paper.
Data were processed using Software Package for Social Sciences (SPSS) version 23. The
study revealed that both extrinsic and intrinsic rewards significantly influenced the
job satisfaction and morale of public TVET educators in Western Cape public TVET
institutions. Besides extrinsic rewards such as pay and bonuses, intrinsic rewards such
as the job itself, supervision, career progression opportunities and relationships among
principals and staff, and among educators and learners were found to be also instru-
mental in enhancing the job satisfaction and morale of educators.

Keywords educators, extrinsic, intrinsic, job satisfaction, morale,
rewards

JEL Classification  j24,728

INTRODUCTION

The debate on intrinsic and extrinsic rewards is perennial. The debate
is emotional and often unresolved, since educators in general, includ-
ing public TVET educators in the Western Cape, are dissatisfied with
intrinsic and extrinsic rewards the Department of Higher Education
and Training (DHET) offers. As a result, reduced job satisfaction and
morale among public TVET educators in the Western Cape have con-
tributed to educator absenteeism and turnover. This has negatively in-
fluenced the efficiency and performativity of public TVET institutions,
hence, the need to get deeper insight into the problem (Buthelezi, 2018).

Remuneration relates to all extrinsic and intrinsic rewards such as fi-
nancial returns, tangible services and benefits received by employees.
Intrinsic rewards are self-administered and associated with the job it-
self in the sense of one achieving personal goals, having autonomy and
deriving pleasure of enjoying job opportunities. Extrinsic rewards,
on the other hand, include all the rewards an employee enjoys from
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sources other than the job itself such as direct compensation, indirect compensation and non-financial
rewards (Meyer & Kruger-Pretorius, 2017).

It is worth noting that rewards have always triggered heated debates between the employer and the em-
ployee. Thus, public TVET educators have always been alleged to being disposed to being dissatisfied
with rewards offered by their employer. This has resulted in their reduced job satisfaction and morale
(Meyer & Kruger-Pretorius, 2017, pp. 196-197; Buthelezi, 2018; Davids, 2010).

This paper seeks to investigate the influence of rewards offered by the DHET to public TVET educators’ job
satisfaction and resultant morale. In studies carried out before, public TVET educators were alleged to be
dissatisfied with extrinsic and intrinsic rewards offered by the DHET. However, there is a need to investigate
to what extent dissatisfaction with extrinsic and intrinsic rewards contributes to the reduced job satisfaction
and morale of public TVET educators, which may result in increased absenteeism and job turnover, which
in turn negatively impact public TVET institutions efficiency (Buthelezi, 2018; Davids, 2010, pp. 8-9).

The paper begins with a discussion of factors that influence public TVET educators’ job satisfaction and
morale. This is followed by factors influencing public TVET educators’ morale. Thereafter, the focus is on
methodology, which is followed by a discussion of results. Finally, a relevant and appropriate conclusion

is provided.

1. FACTORS INFLUENCING

PUBLIC TVET EDUCATORS’
JOB SATISFACTION AND
MORALE

Public TVET educators in the Western Cape
have been experiencing dissatisfaction with
extrinsic and intrinsic rewards offered by the
DHET and this has resulted in reduced or low
job satisfaction and morale of educators since
2002. One in every four educators in general
have had a sense of job dissatisfaction towards
the teaching profession. In addition, 33.7% of
educators in general had lack of care, interest
and concern about teaching. Educators in gen-
eral did not also show the zeal and interest that
teaching was a profession that they always de-
sired to belong. Furthermore, a further 38.2% of
the educators in general, including public TVET
educators, had negative morale about teaching.
Educators felt they were not getting job satisfac-
tion from the teaching profession (Davids, 2010;
Nel et al., 2008).

Itis alleged that whenever employers and employees
face each other in reward negotiations, both have
hidden agendas. This is the case because during re-
ward negotiations employers and employees often
endeavor to maximize personal gains. Employers
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adopt such attitudes, because no organization is
prepared to pay employees more than is affordable.
On the other hand, employees try to seize any op-
portunity that maximizes their gains in wage nego-
tiations to improve their welfare. However, factors
beyond employers’ and employees’ control also end
up influencing reward negotiations and agreements.
Recessions and high inflation rates are some of the
unforeseen factors that can influence rewards ne-
gotiations. In South Africa, beginning in 2012, the
world recession influenced reward negotiations and
settlements to a large extent (Davids, 2010; Foot &
Hook, 1999, p. 259).

For most public TVET educators, money as a re-
ward is very important, because it supplies and
fulfils basic needs such as food and shelter among
many other needs. This means money has the ef-
fect of enhancing the job satisfaction and result-
ant morale of employees. However, it can be ar-
gued that people seek more than money in their
work. Although people may need money to meet
their basic needs, they may also be interested in
jobs that give them autonomy to engage in oth-
er pursuits like leisure and job where they are
involved in the planning process, for example
(Papier, 2008, p. 6; FET1I, 2009).

Contributing to the dissatisfaction of public TVET
educators with rewards is the fact that public TVET
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institutions in South Africa were also affected by
a plethora of several policy changes from 1994. A
Government White Paper of 1998 explained why
it was necessary to transform public TVET in-
stitutions, to meet wide ranging needs of South
Africans in search of jobs. Change started with
the rationalization and merging of 152 technical
colleges into 50 TVET institutions in year 2000.
The institutions were expected to meet wide-rang-
ing needs of South Africans seeking employment
opportunities after having failed or dropped out
of Grade 12. As a result, South Africa adopted a
model used to transform Vocational Education
and Training (VET) institutions in England in
the 1990s. However, the several changes effected
brought a lot of uncertainty, reduced job satis-
faction and morale among public TVET educa-
tors and educators in general (McBride, Papier, &
Needham, 2009, p. 22; Wedekind, 2010, p. 16).

In addition, public TVET educators were expect-
ed to supervise and teach learners for at least 1,800
hours per year. Educators in general, including pub-
lic TVET educators worked longer hours amount-
ing to a 7-hour day cumulatively amounting to at
least 257 days per year. This was tantamount to
public TVET educators working for the whole year
without taking a rest. Besides the above challenges,
educators were expected to perform multiple duties
in addition to extra-curricular activities and pre-
paring lessons and marking tests and examinations
at home. As a result, educators had no time to study
further to improve their competences, or to be with
their families. The above discussed issues are a few
examples of the many factors that induced public
TVET and educators in general to be dissatisfied
with their rewards and this may have resulted in
reduced job satisfaction and morale (Department
of Basic Education, 2005, pp.79-81; Adedeji &
Olaniyani, 2011, p. 7).

2. FACTORS INFLUENCING
PUBLIC TVET EDUCATORS
MORALE

From above discussions it is evident that South
African public TVET educators were specifically
affected by a barrage of policy changes from 1994
(Papier, 2008, p.6). First to be undertaken was
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the rationalization and merging of 152 techni-
cal colleges in the year 2000. The result of the ra-
tionalisation process was the establishment of 50
public TVET institutions under the management
of college councils. However, educators’ frustra-
tions came in the form of uncertainty of who was
their real employer, the DHET or college coun-
cils. Educators also lacked teaching resources and
faced unruly learners who could even attack them.
Educators were also over-worked as they were ex-
pected to manage oversized classes and felt poorly
remunerated (Davids, 2010).

The Further Education and Training (FET)
Colleges Act (RSA 2000) transferred the respon-
sibility for the recruitment and selection of public
TVET educators to college councils, but this re-
sponsibility has since reverted back to the DHET
since 2012 (McBride et al., 2009, p. 22). In addition,
earlier research revealed that before the year 2006,
public TVET educators were employed by the state
(McBride et al., 2009). During this period, pub-
lic TVET educators were employed in what was
termed ‘non-establishment’ positions. This meant
that these positions were college appointments
and educators were not happy about this arrange-
ment as they felt that the benefits and rewards they
received were not at par with what colleagues who
were directly under the employment of the DHET
received (McBride et al., 2009).

The major recapitalization of public TVET col-
leges much needed infrastructure refurbishment
was implemented in 2006. This was done through
extensive curricular reforms and the phasing out
of college outdated curricula. The outdated cur-
riculum better known as the National Education
Diploma (NATED) curricula was replaced by the
National Vocational Certificate (NCV) in 2007.
However, it should be noted that public TVET
institutions have since reverted to the outdated
NATED curricula. Due to these several chang-
es, public TVET college educators were given the
option of remaining Provincial Department of
Education employees subject to redeployment or
transfer to college councils in 2007. These pub-
lic TVET educators were now under the control
or authority of college council conditions of em-
ployment after an initial 12 months period with
effect from October 31, 2007, which they felt was
a disadvantage as alluded to earlier on. However,
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public TVET institutions have since reverted
to DHET since 2012 and one can imagine how
much these changes affected public TVET educa-
tors. These transformations were geared towards
affording public Technical Vocational Education
and Training (TVET) colleges more autonomy
and public accountability (McBride et al., 2009,
p. 22). However, the changes created more confu-
sion for public TVET educators. The changes were
a huge cause of reduced job satisfaction and mo-
rale for public TVET educators. The educators did
not know what the future held. The colleges them-
selves and the provincial governments did not yet
fully comprehend the import of the new govern-
ance issues. These policy changes created new dy-
namics in staff recruitment and retention in the
public TVET sector (Wedekind, 2010, p. 6).

Public TVET educators and the generality of ed-
ucators were affected by the conditions of work in
the South African education sector. When educa-
tors are not satisfied with their working conditions
they seek better teaching conditions elsewhere.
Educators’ levels of job satisfaction are directly in-
fluenced by the South African teaching and learn-
ing conditions. However, it should be noted that
educators’ attrition from the education sector is
not only confined to South Africa. Other neigh-
boring African countries TVET sectors are also af-
fected by educator attrition (Department of Basic
Education, 2005, pp. 79-81). For example, the at-
trition rate of educators in Botswana in 2001 was
14%, and in Swaziland it was 12%. In the United
Kingdom, the attrition rate of educators was 15%
in 2000. These statistics indicate that educators’ job
satisfaction in these countries was poor. Effects of
poor teaching and learning conditions have gen-
erally been overlooked to a large extent in African
countries. The implications of overlooking the ef-
fects of poor teaching and learning conditions
in the education sector are enormous in South
Africa. For example, school security and violence
in urban schools and TVET colleges especially in
high density suburbs is open to conditions prone
to violence, poverty, prostitution, drugs abuse and
delinquency. The abovementioned factors have al-
so influenced the job satisfaction and morale of
educators in general, including public TVET edu-
cators. Educators themselves have not been spared
of the abovementioned effects of poor learning
conditions (ELRC, 2005, p. 36).

http://dx.doi.org/10.21511/ppm.17(3).2019.28
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In addition to the above difficult conditions under
which educators operate, educators’ workload was
a possible cause of educators’ high attrition rate.
Educators are perceived to have favorable working
hours, as well as the benefits of long college holidays
by those who do not fully understand the vagaries
of the teaching profession. However, letters from ed-
ucators in newspapers have shown that in addition
to tutoring, educators were expected to be available
after hours and over weekends for extra-curricular
activities such as sports, parents’ evenings, college
activities and training sessions. Educators in gen-
eral, including public TVET educators, also spent
long hours at home crafting lesson plans, marking
and labouring through administrative work related
to their work. Administrative work that educators
must fulfil at home related to marking, setting of
tests and examinations among others. This leaves
educators with little time to spend with their fam-
ilies (Department of Basic Education, 2005, p. 80;
Soudien, 2010, p. 58).

Although the ELRC Collective Agreement 1 of
2013 stipulated the normal workload of educators,
increased educator workload in public TVET in-
stitutions partly resulted from increased adminis-
trative tasks due to different curricula introduced
since 1996. In addition, the location of learning
institutions, whether rural, urban, or semi-urban
influenced the nature of educator responsibilities.
Because of this, educators’ responsibilities differed
considerably. There were also historical challenges
institutions faced, as well as challenges that relat-
ed to the location of the institution that had to be
dealt with by individual institutions. In addition,
the time public TVET educators spent at educa-
tional institutions during the day also depended
on historical differences of schools. What occu-
pied educators’ time most was also influenced by
the historical aspects. For example, some urban
public TVET institutions have always insisted
that educators go the extra mile in working extra
hours for the good of the learners. Public TVET
college sizes and class size in terms of overcrowd-
ing, shortages of learning materials and resources
and increased administrative tasks for staft was
another problem reduced the job satisfaction and
morale of educators. Gender based differences and
bias focusing on what educators do were still prev-
alent in some institutions. For example, female ed-
ucators are still discriminated against in terms of
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promotional opportunities and decision-making
involvement. This discrimination and gender bi-
as relates to lack of promotional opportunities for
females as principals and heads of departments
(Department of Basic Education, 2005, p. 80).

Different cohorts of learners also spent differ-
ent amounts of time on specific activities. This
is sometimes caused by the nature of the learn-
ing disciplines offered. As a result, educators find
it difficult to meet demands of Outcomes Based
Education and Training (OBET). The abovemen-
tioned problems were compounded by an acute
shortage of teaching and learning resources, and
the effect of the requirements of the implemen-
tation of the Integrated Quality Management
System (IQMS) (Adedeji & Olaniyani, 2011, p. 7;
Department of Basic Education, 2005, p. 81).

IQMS is perceived as an effort by management to
encourage educators to plan and chart their own
career development in collaboration with their
peers and other stakeholders. IQMS is a tool and
process designed to provide a reliable instrument
to assist in the evaluation of educators for develop-
mental purposes. The essence of the IQMS system
is that anything to do with employee career devel-
opment is the sole responsibility of each individual
employee. The employer only offers support in en-
abling employees to make sound choices, as well
as financial support. However, there were differ-
ences in interpretation of the criteria applied when
implementing the IQMS. It has been observed that
the implementation of IQMS has been ineffective.
Many problems and inconsistencies have been

Independent variable

Public TVET educator’s satisfaction

_— —

highlighted in the implementation of the system.
There have been many complaints indicating that
the system has been afforded insufficient time to
test it and organizational lack of development and
support. The IQMS is also viewed as time consum-
ing and with too much bureaucratic controls or
bottlenecks (Department Higher Education and
Training, 2013, pp. 98-99; Moghli & Azizi, 2011).

3. METHODOLOGY

This study utilized a quantitative research de-
sign approach. The quantitative research design
approach assured the validity of the sample size
(n = 265). The research investigated the influence
of TVET educator dissatisfaction with extrinsic
and intrinsic rewards on the job satisfaction and
resultant morale of educators. A stratified pur-
posive sample size of n =265 participants was
utilized for this study. The survey design was uti-
lised (Polonsky & Waller, 2011). It is worth noting
that in Human Resource Management (HRM) re-
search, researchers rarely use the quantitative re-
search design approach. It was hoped that, if suc-
cessful, utilization of the quantitative approach in
HRM could immensely contribute to sound em-
pirical research/applied research. An independent
variable (Extrinsic or intrinsic reward) was pre-
sumed the cause of the dependent variable (Job
satisfaction and morale), or the presumed effect as
described in the schematic diagram of the theo-
retical framework, depicted in Figure 1 (Zikmund
et al., 2013, pp. 118-119; Cooper & Schindler, 2014,
pp- 55-57).

Source: Adapted from Sekaran and Bougie (2016, p. 72).

Independent variable

Level of educator morale

Job satisfaction

with rewards (Extrinsic and intrinsic)

\

Educator turnover

Rate of educator absenteeism

Figure 1. Schematic diagram of the theoretical framework
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The Job Descriptive Index (JDI) which is the most
popular and utilized method for measuring job
satisfaction of employees in any organisation was
utilised in this paper (Arshad, 2014, p. 94; Azeem,
2010, p. 296). The JDI has scales that provide a fac-
eted approach to the measurement of job satisfac-
tion in terms of specific identifiable characteristics
of a job. It measures five aspects of an employee’s
job satisfaction. For example, it measures an em-
ployee’s satisfaction with pay, promotion opportu-
nities, supervision and co-workers, and with the
job itself (Arshad, 2014, p. 94; Balzer, Brodke, J.
Gillespie, & M. Gillespie, 2017).

4. RESULTS AND DISCUSSION

Problems and Perspectives in Management, Volume 17, Issue 3, 2019

able average level of job satisfaction was represent-
ed in all the mean ranges displayed in Table 1. This
meant that extrinsic and intrinsic rewards could
be utilized to explain the job satisfaction and mo-
rale of public TVET educators.

In Table 2, as compared to other levels of educa-
tion such as the Diploma, Degree, Master’s degree
and Other qualifications, the Master’s degree t-test
results of 11.168 was the only one which was pos-
itive among other educational qualifications held
by public TVET educators (see Table 2). This il-
lustrated that holders of Master’s degree among
public TVET educators had high job satisfaction
and morale.

Table 3. Extrinsic reward satisfaction scale

4.1. Dimensions of job satisfaction Source F dfl | df2  Sig.
Corrected model 23559 . 12 244 0.000
The dimensions of the job satisfaction of public  staff Morale_Scale 1984 1 244 0.160**
TVET educators are discussed under this section. intrRewsatis_Scale ~  1.160 | 1 244 | 0.283
Information discussed is deciphered from tables  jobsatis_scale 130983 0 1 244 0.000**
generated through the utilization of SPSS version  age 4133 1 244 0.043*
23 processed data. Tenure S 0029 0 1 244 0.864
- - . . Gend 0051 1 244 0821
Table 1. Descriptive statistics for dimensions of e bttt N A et
. . . Number of years in i i i
job satisfaction position , (7).17817 ot 72474 i o.§?1
R N s Post level v 0160 12244 0 0852
Variable N Min Max§ Mean i deviation Level of education i 0661 @ 3 244 ¢ 0.577
Extrinsi d : : : : : , _ _ _
xtrinsic rewar {265 :1.00 :3.00 :2.4080 : 0.65699 Note: Figures with asterisks * and ** in Table 2 denote the
satisfaction (scale) H H H H H I
e probability values at 5 per cent and 10 per cent levels of
Intrinsic reward i i i i : ienifi tivel
e 1265 1.00 :3.00 :2.6673 : 0.55499 significance, respectively.
satisfaction (scale) @
(Lechl ;)f staff morale o 11 00 288 14675 041020 ?n Table 3, it was 111'ust.rated that age was negatively
B e iDfluenced by extrinsic rewards at 5 per cent level
Job satisfaction (scale) : 265 :1.07 :2.81 :1.9487 : 0.31827

In Table 1, it was illustrated that, with mean val-
ues for different dimensions of job satisfaction of
2.4080,2.6673, 1.4675 and 1.9487, respectively, and
a mean of 3.00 as an acceptable cut-off, an accept-

Table 2. Deviation contrast

of significance. This could be the reason why the
majority of young educators as compared to older
educators left the teaching profession to seek em-
ployment opportunities elsewhere perceived to
be more attractive in terms of conditions of work
(European Commission, 2013).

. e i 95% confidence
Level of education deviation Contrast Std. H - .
. T i Df Adj. Sig. interval
contrasts estimate error : -

; ; ; ; Lower Upper
Diploma — mean -0.157 0028 @ -5649 = 243 . 0.000** -0.211 -0.102
Degree — mean -0.138 0025 = -5563 243 0.000** -0.187 -0.089
Master’s degree — mean 0.412 £ 0.037 ¢ 11168 : 243 : 0.000** 0.340 0.485
Other — mean -0.118 0.031 : -3.788 : 243 0.000** -0.179 —0.056

Note: Figures with asterisks * and ** in Table 2 denote the probability values at 5 per cent and 10 per cent levels of significance,

respectively.

http://dx.doi.org/10.21511/ppm.17(3).2019.28
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Table 4. The Pearson correlation matrix for
dimensions of job satisfaction

Dimension Job satisfaction
Work in present job :(loog(());)*
Present pay —-0.43922*
,,,,,,,,, (0.01617)
Present opportunities for —0.48992**
promotion (0.00753)
Supervision 0.30517
,,,,,,,,, (0.288708)
Co-workers 0.037302
(0.899256)

Note: Figures with asterisks * and ** denote the probability
values at 5 per cent and 10 per cent levels of significance,
respectively.

The results in Table 4 showed that a significant re-
lationship existed between dissatisfaction of edu-
cators with intrinsic and extrinsic rewards and ed-
ucators’ low job satisfaction and low morale. The
values of present pay (extrinsic reward) and pres-
ent opportunities for promotion (intrinsic reward)
were negative (see Table 4) There was an inverse
relationship between job satisfaction and present
opportunities for promotion (-0.48992), and an
inverse relationship between job satisfaction and
present pay (-0.43922) as well.

Table 5. Pearson’s product moment correlation

Source/dimensions | F | dfl | df2 | Sig.
Corrected model 214.747. 13 243 . 0.000
Staff morale scale (18.718: 1 243 :(0.000)**
Intrinsic reward : : : ;
satisfaction scale 2969 7 1 i 72437 ;(0'086)&
stctonege 133 1 23 026
Age 10105 1 243 0.746
Tenure 0217 1 243 0.641
Gender 11259 1 243 0.263
Number of years ;0003 : 1 243 . 0957
Post level 11019 2 243 0363
Level of education 45015 3 243 E(0.000)**

Note: Figures with asterisks * and ** denote the probability
values at 5 per cent and 10 per cent levels of significance,
respectively.

In Table 5, it was revealed that no relationship exist-
ed between dissatisfaction of educators with intrinsic
and extrinsic rewards with the low job satisfaction
experienced by educators. A significant relationship
however existed between dissatisfaction of educators
with extrinsic and intrinsic rewards, and low job sat-
isfaction at 0.1 level of significance (see Table 5).
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4.2. Correlations of independent
variables and job satisfaction

Table 6. Inferential statistics for correlations
of independent variable and job satisfaction

Source F dfl df2 Sig.
Corrected model 23.559 12 244 0.000
sufimostese 134 1 4 oo
et 1w om
Jobsatisfaction scale £ 30.983 1 244  0.000**
Age 4133 1 244 0.043*
Ten 029 1 244 0864
Gender 051 1 244 0821
Number of years 181 1 244 0671
Postlevel 160 2 244 0852
Level of education 145015 3 243 0.000**

Note: Figures with asterisks * and ** denote the probability
values at 5 per cent and 10 per cent levels of significance,
respectively.

Table 6 illustrated the existence of a statistically
significant relationship between job satisfaction,
and intrinsic and extrinsic rewards at 0.1 level of
significance. At 0.05 level of significance, a signifi-
cant relationship existed between intrinsic and ex-
trinsic rewards and the age of respondents.

In Table 6, the findings also revealed that a signif-
icant relationship existed between levels of educa-
tion public TVET educators held and job satisfac-
tion at 0.05 level of significance (see Table 6).

As illustrated in Table 1, with mean values for dif-
ferent dimensions of job satisfaction of 2.4080,
2.6673, 1.4675 and 1.9487, respectively, and with
a mean of 3.00 representing an acceptable aver-
age level of job satisfaction, the findings indicated
that public TVET educators were more satisfied
with intrinsic rewards as compared to extrinsic
rewards. As implied by the findings, it was con-
firmed that money was not the ultimate element of
satisfaction that public TVET educators looked for
in their jobs although it is an important motivator.
There were other elements of satisfaction that pub-
lic TVET educators looked for such as collegiality,
styles of supervision and the job itself to mention
a few examples (Tredoux & Durrheim, 2013, p. 61;
Cao et al,, 2013, p. 63).

In Table 2, it was shown that as compared to other
levels of education such as the Diploma, Degree,

http://dx.doi.org/10.21511/ppm.17(3).2019.28



Master’s degree and Other qualifications, the
Master’s degree t-test results of 11.168, which was
the only one which was positive among other ed-
ucational qualifications held by public TVET edu-
cators, showed that educators with higher qualifi-
cations were more stratified with intrinsic rewards
(see Table 2). This finding implied that the Master’s
degree holders were more satisfied with their jobs
than holders of other educational qualifications.
The above finding could have implied that public
TVET educators who held higher qualifications
such as the Master’s degree derived their job sat-
isfaction and resultant high morale from intrinsic
rewards that accompanied their jobs. It is possible
that Master’s degree holders were afforded oppor-
tunities of enjoying intrinsic rewards such as long
holidays, autonomy and accountability in how
they performed their tasks in the public TVET
sector. It is argued that under the abovementioned
conditions, work becomes more interesting since
educators do not experience monotony (Nujjor
& Meyer, 2012). The above findings also confirm
the claim that money is not the ultimate reward
that educators look for in their jobs. Educators are
looking for other types of motivators as mentioned
previously (Keegan & Green, 2014, pp. 84-85; Raj,
2008-2010; Bussin, 2014; Shields, 2007, p. 31). To
support this claim, in Greece, it was discovered
that educators were satisfied by the job itself and
how they were supervised, and the autonomy they
experienced in carrying-out their tasks (Gkolia et
al., 2014, p. 327).

In this paper, it was also discovered that the higher
the age of public TVET educators, the lower satisfac-
tion with extrinsic rewards educators had. In South
Africa, young educators, just like in European coun-
tries are inducted or socialized when they join the
teaching profession, but youths are not eager to join
the teaching profession because of perceived poor
remuneration. This disposition of young educators
was ascribed to the argument that young educators
felt that since they were still young and strong, they
could adventure into other jobs which appeared
more attractive than teaching. Because of these rea-
sons, it was argued that educational institutions in
general would lose more young people than old ed-
ucators as long as young people perceived salaries
offered in the education sector poor as compared to
other attractive jobs outside the teaching profession
(Van Zyl, 2010, p. 2).
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This study also discovered that morale of public
TVET educators was influenced by extrinsic re-
wards (see Table 3). A statistically significant re-
lationship existed between job satisfaction and
extrinsic rewards at 10 per cent significance level.
This implied that job satisfaction of public TVET
educators was positively influenced by extrinsic
rewards. The above is confirmed by the fact that
salaries and working conditions in public TVET
institutions were found to be decisive elements
in the choice of a career choices in Finland and
Ireland. The majority of educators looked for good
pay in their careers. This indicated, as previous-
ly discussed that extrinsic rewards cannot be dis-
counted as sources of employee job satisfaction
and resultant morale for public TVET educators.
Educators look for money in their jobs to meet
their basic needs such as shelter and food. It can
be deciphered from the above insinuation, that
educators look for both extrinsic and intrinsic re-
wards at the same time but prioritize which of the
two is the most important at different phases of
their working life. And this is what the employ-
er should identify and isolate in order to come up
with a rewards combination that most appeals to
employees (Aguinis, 2013, p. 13).

In Finland, the teaching profession has always
been held in high regard. There is no shortage of
educators because of a variety of incentives oftfered
in Finland’s and Ireland’s TVET sector. Salary lev-
els for educators in these two countries are sup-
plemented by incentives and good working condi-
tions. Again, this attests to the plausibility of the
argument that employees may be looking for both
intrinsic and extrinsic rewards (total rewards) in
different combinations in their work (Hutchinson
etal., 2014, p. 10).

Table 3 also illustrated that age of public TVET ed-
ucators was negatively influenced by extrinsic re-
wards at 5 per cent level of significance. This find-
ing may have meant that the older the educator,
the lower extrinsic reward satisfaction. This could
have further meant that older educators could be
looking for more intrinsic rewards as compared to
extrinsic rewards in their work. However, the sta-
tistics in Table 3 pointed to the fact that extrinsic
rewards play a big role in enhancing the job sat-
isfaction and morale of public TVET educators
of different ages in different ways and cannot be

357



Problems and Perspectives in Management, Volume 17, Issue 3, 2019

discounted as a contending motivator for differ-
ent ages of public of TVET educators, because they
look for different rewards (Tucker, 2012, p. 8).

The results in Table 4 illustrated that a signifi-
cant relationship existed between dissatisfaction
of educators with intrinsic and extrinsic rewards
and educators’ reduced job satisfaction and mo-
rale. The values of present pay (extrinsic reward)
and present opportunities for promotion (intrin-
sic reward) were negative. There was an inverse
relationship between job satisfaction and present
opportunities for promotion (-0.48992), and an
inverse relationship between job satisfaction and
present pay (-0.43922) as well.

The negative inverse relationship between job sat-
isfaction and present opportunities for promotion
could have been brought about by the fact that fe-
male educators in the Public TVET institutions
were still discriminated against in terms of pro-
motional opportunities. Although women were
in the majority, they were not being afforded op-
portunities for promotion as principals or Heads
of Departments (Adedeji & Olaniyani, 2011, p. 7;
Department of Basic Education, 2005, p. 81).

It was also discovered that there was a nega-
tive significant relationship between present pay
(-0.43992) and public TVET educators’ job satis-
faction at 0.1 level of significance. This could be
explained by the fact that some educators were
frustrated by the fact that they were not reaching
their top-level salary grades at a relatively early
and younger age in their careers. Educators found
themselves with no prospects of a better income
and were frustrated (European Commission, 2013,
p. 63). Therefore, no relationship existed between
educators’ dissatisfaction with intrinsic and ex-
trinsic rewards and educators’ reduced morale.

The results however showed that there was a sig-
nificance relationship between job satisfaction
and work in present job with a p value of 0.00 at
0.10 level of significance. This might have been ex-
plained by the fact that there were public TVET
educators, for example those who held Master’s
level of education who seemed to derive job satis-
faction from the fact that they were afforded some
latitude to plan how to manage their tasks among
other reasons (Zhoutao et al., 2013).

358

Using the results in Table 5, a significant rela-
tionship however existed between dissatisfaction
of educators with intrinsic and extrinsic rewards,
and low job satisfaction at 0.1 level of significance.
The findings in Table 5 were supported by the fact
that both intrinsic and extrinsic rewards influ-
enced the job satisfaction and resultant morale of
public TVET educators. Non-cash rewards, wel-
fare, work-life balance, appreciation, recognition
and development opportunities, as well as scope
to exercise responsibility, influence job satisfac-
tion and morale of public TVET educators. This
finding confirms and recommends that it would
be wise for public TVET to introduce Total re-
wards as they often cater for the different needs
of educators as previously suggested (Shields, 2007,
p. 31; Zhoutao et al., 2013, p. 63).

Interpretations from Table 4 indicated that there
was an inverse relationship between job satis-
faction and present opportunities for promotion
(non-monetary rewards). A relationship existed
between the independent variable (intrinsic and
extrinsic rewards) and job satisfaction (dependent
variable) although it was weak. A statistically sig-
nificant relationship existed between present pay
and job satisfaction at the 0.05 level of significance
with a p value of -0.43922 implying that present
pay and job satisfaction have a weak or inverse re-
lationship. This was the case because the p value
was <0.2. A statistically significant relationship
was also found between present opportunities for
promotion and job satisfaction of employees at the
0.1 level of significance with a p value of —-0.48992.
This p value was <0.2 which implied that there
was an inverse relationship between the two vari-
ables being compared with each other to ascertain
the strength of their relationship which was nega-
tive (see Table 4).

4.3. Correlations of independent
variables and job satisfaction

Table 6 showed existence of a statistically signifi-
cant relationship between job satisfaction, and in-
trinsic and extrinsic rewards at 0.1 level of signif-
icance. At 0.05 level of significance, a significant
relationship existed between intrinsic and extrin-
sic rewards and the age of respondents. Youths are
reluctant to join the teaching profession because
they consider it unattractive. Young educators
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leave the teaching profession for more attractive
job opportunities elsewhere. This confirms that
different age groups look for different rewards in
the teaching profession. The DHET could take a
cue and come up with a reward system (total re-
wards) that could appeal to different ages in this
sector as previously suggested (Van Zyl, 2010, p. 2).

The findings in Table 6 also revealed that a signif-
icant relationship existed between levels of edu-
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cation public TVET educators held and their job
satisfaction at 0.05 level of significance. This find-
ing is corroborated by the European Commission
(2013), which discovered that diverse rewards
such as degree of autonomy, involvement in tai-
loring reforms and being given autonomy to be in-
novative contributed to job satisfaction of public
TVET educators. This also contributed to a favora-
ble image of the teaching profession in the society
(European Commission, 2013, p. 7).

CONCLUSION

The overall conclusion reached was that both extrinsic and intrinsic rewards significantly predict-
ed the job satisfaction and morale of Public TVET educators in public TVET institutions in the
Western Cape. Total rewards (extrinsic and intrinsic) were recommended as the best form of re-
wards model that could enhance the job satisfaction and morale of public TVET educators of dif-
ferent ages and gender. Public TVET educators job satisfaction and morale could be improved by
the job itself, especially how it is designed. The type of supervision, and public TVET institution’s
working environment and atmosphere, as well as granting educators the autonomy to make teaching
decisions was also important in enhancing the job satisfaction and resultant morale of public TVET
educators. Provision of promotional and growth opportunities especially to female educators who
are still discriminated against in this regard, and provision of teaching resources and reduced work-
loads were discovered to be part of the Total reward package that could be used to enhance educators’
job satisfaction and morale.

Educators in Western Cape public TVET institutions were found to be more satisfied with intrinsic re-
wards as compared to extrinsic rewards. However, the findings also confirmed that money was impor-
tant in influencing the job satisfaction and the resultant morale of public TVET educators was not the
ultimate goals in all employees in their work. The study revealed that money could also act as a general
reinforcing agent as it was associated with valued rewards. However, the argument behind this idea
was that money is a reward on its own right. Hence the suggestion that public TVET institutions in the
Western Cape adopt the Total Rewards Model, which would cater for the different needs of different
educators (Bussin, 2014).

To make the task of rewarding different categories of Public TVET educators easier and manageable, the
study helped reveal and identify their preferences. For example, educators who held the Master’s degree
qualification, the old-aged and female educators were found to derive increased job satisfaction and
morale from intrinsic rewards while young educators preferred extrinsic rewards, especially quick as-
cendance to top salary levels within a few years of joining teaching. Failure of which would make them
seek greener pastures elsewhere (European Commission, 2013; Van Zyl, 2010). These findings could en-
able public TVET institutions or the DHET to realize which type of rewards to emphasize in a reward
package when rewarding different categories of educators.

However, from the findings and discussions carried out, it was concluded that extrinsic and intrinsic
rewards were both important for particular reasons and for satisfying the different needs of different
categories of public TVET educators in meeting their needs. It was acknowledged that rewards packages
may need to be in different proportions (tailor-made) in a reward package (extrinsic and intrinsic re-
ward proportions) depending on the needs of individual employees at different times. This requirement
would call for careful studies to be conducted in order for an organization to be effective in reward man-
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agement. In essence, that is why it was suggested that public TVET institutions in the Western Cape
adopt the Total Rewards Model as a solution to the challenges the sector has been facing in rewarding

educators.
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