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Abstract

Teachers are resigning at an alarming rate. It is feared that this will disrupt the
education system, economic growth and development of Namibia. Considering
the critical importance of education in any country, teacher attrition needs to
be investigated and vital recommendations presented to prevent an economic
collapse. The purpose of this study was to investigate the relationship between
psychological conditions, sense of calling, organisational commitment and
turnover intention of teachers in Namibia. Due to the lack of qualified teachers,
work stress increases and high learner failure rates continue. When teachers
experience a sense of calling, meaning in their work, become more committed,
they would want to stay, work hard, reducing work stress and reducing learner
failure rates. This study made use of a questionnaire to collect data on the
biographical details, psychological conditions, sense of calling, organisational
commitment and turnover intention of teachers at schools in Namibia. The
sample consisted of teachers from the Omaheke, Oshana and Oshikoto regions
(n=288). These variables recorded significant relationships with turnover
intention. Affective commitment, sense of calling (prosocial orientation
search; transcendent summons search; purposeful work presence; purposeful
work search), and psychological meaningfulness significantly predicted turn-
over intention. These positive psychological states can improve teachers
productivity, work engagement and learners performance. Schools and teach-
ers need to engage in job crafting and job enrichment, enhancing affective
commitment, enhancing the meaning and purpose of teaching in Namibia, and
ensuring that teachers remain in the teaching profession.

Keywords: Psychological conditions, sense of calling, organisational commit-
ment, turnover intention
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Psychological Factors to Retain Teachers in Education in Namibia

1. Introduction

Xaba (2003) indicated that teacher turnover results in shortages in educator
supply, cost regarding recruitment and training, poor learner performance as
well as classroom overcrowding. Even though there are many teachers
graduating annually, schools in Namibia continue to experience teacher
shortages. Turnover of teachers results from poor working conditions and poor
work related benefits. The lack of qualified teachers in Namibian school results
in increased work stress for teachers that remain in the schools and high learner
failure rates (Nambundunga 2016). This study aims to investigate some of the
factors that influence teacher turnover intention within Namibia.

In a report for the New Era Newspaper, Haufiku (2014) indicated that
the Ministry of Education confirmed that in some schools, the teacher-learner
ratio is 1:50. It was also noted that, due to the perceived low salaries paid to
teachers, many teachers have ventured into the private sector in search of better
remuneration. These financially challenging circumstances can lead to
organisational frustration and turnover intention. Teachers resigning from
public schools to move to private schools add to the frustration being
experienced. The outflow of teachers from public schools is evident by the
number of vacancies advertised on a regular basis.

A total number of 2 569 vacant teaching posts were advertised towards
the end of 2017

This massive number of vacant posts indicates the dire need for more
teachers in Namibia. This critical situation is further amplified by the fact that
there are vacancies for qualified, underqualified and unqualified teachers.
There are different factors that influence teachers’ decision to leave.

Some factors that impact on turnover intention include: lack of
satisfaction in terms of autonomy (not being included in decision making or
allowed to direct work related activities), lack of good relations between
supervisors and employees and low levels of perceived competence (not
believing that you have the necessary abilities to execute your work duties)
(Kim & Stoner 2008; Rothmann, Diedericks & Swart 2013). Factors that also
impact on turnover intention include: job satisfaction, specifically related to
the working environment, satisfaction with pay, relations with colleagues,
advancement opportunities and satisfaction with opportunities to utilise your
skills and finding meaning in your work (Choudhury & Gupta 2011; Nouri &

1 See, http://www.informante.web.na/uploads/pdfs/TeachingPosts.pdf.
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Parker 2013). This study will focus on psychological conditions (psychological
meaningfulness, psychological safety, psychological availability), sense of
calling (search and presence), organisational commitment (normative,
continuance and affective commitment), and how these factors impact turnover
intention of teachers within selected regions in Namibia.

The article will start by defining these different variables to help the
reader better understand these concepts. The literature section will discuss each
variable as well as how these variables are interrelated and conclude with the
hypotheses that this study aims to test. The methodology and results section
will be discussed after that. The literature and results will be used to further
discuss the relationship/s between the variables, draw conclusions, and make
recommendations on how to retain teachers within the education sector.

2. Literature Review

2.1 Psychological Conditions

Psychological conditions are composed of psychological meaningfulness,
psychological safety, and psychological availability. These could be briefly
described as follows.

Psychological meaningfulness has to do with whether the employee regards
his/ her work as important to themselves and significant in terms of the
organisation and the people that they affect with their work. Kahn (1990)
defined psychological meaningfulness as a return on investment through
physical, cognitive or emotional work done. This indicates that there is a
certain degree of fairness, significant reward for significant effort which
includes all aspects of work.

Psychological safety assesses whether employees feel safe to make mistakes,
express themselves and try out new things without the fear of being ridiculed
or embarrassed for doing it wrongly whilst learning. Psychological safety can
also be regarded as a safe environment for learning, exposure and growth
(Khan 1990).

Psychological availability deals with being confident in your abilities to:
handle different demands, think clearly about work activities, handle emotions
well at work, and believe that you can execute your work effectively (Khan
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1990). The dimensions of psychological condition will be discussed in more
detail below and focus specifically on how these dimensions influence other
job experiences.

2.1.1 Psychological Meaningfulness

Job enrichment and work - role fit were found to be related to psychological
meaningfulness (May, Gilson & Harter 2004; Rothmann & Welsh 2013). This
indicates that when employees experience autonomy, skill variety, task
significance, feedback and task identity, as well as having significant fit
between their skills, ability and the requirements of the work, they would
experience higher levels of meaning in their work. Allan, Duffy and Collisson
(2016) found a positive relationship between meaningful work and task
significance. If employees are required to do work that is important, they would
also experience a higher level of meaning. Similar positive relations were also
found by other studies.

Rothmann and Welsh (2013) found that rewards, supervisor relations,
and organisational support were positively related to psychological meaning-
fulness. This means that when employees get sufficient rewards for their work
effort, have good relations with supervisors, and receive the necessary support
from the organisation (wages, medical benefits, mutual respect), the meaning
that they experience increases. Apart from these methods to enhance
psychological meaningfulness in work, employees may also engage in job
crafting.

Job crafting can be achieved by changing the amount of time, energy
or attention you allocate to a certain task, for example, assisting a colleague to
do lesson planning and he/she assisting you with your filing duties. Job crafting
can be achieved by changing your relationships at work, impacting on how,
when and with whom you interact whilst doing your job. That is, refraining
from interacting with people that tend to have a negative outlook on life and
interacting with a colleague that motivates and inspires you to want to do
better. Job crafting can be practiced by changing the way employees perceive
their jobs, for example, being responsible for sport education. Some teachers
may see it as a waste of time whilst others may regards it as teaching young
people to take-up an active life style, teaching discipline, dedication, and deter-
mination through sport (Berg, Dutton & Wrzesniewski 2013). It was indicated
that job crafting enhances psychological meaningfulness experienced at work
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(Wrzesniewski, LoBuglio, Dutton & Berg 2013). This means that employees
alter their tasks, relations at work and how they see their work. The next section
will focus on psychological safety as part of the psychological conditions.

2.1.2 Psychological Safety

Psychological safety has to do with the experience of being able to utilise skills
and knowledge in a way that you do not need to worry about negative
consequences or being ridiculed (Kahn 1990). This has to do with working in
a safe environment, not being afraid to make a mistake or concerned about
colleagues making fun of you because of the mistake and possibly an
environment where growth and learning can take place through experience.
Psychological safety is also related to other variables.

When employees perceive procedures to be executed equitably and
fairly (procedural justice), they would also experience a higher level of
psychological safety (Chen, May, Schwoerer & Augeli 2016). Knowing that
procedures will be followed fairly, employees would also be more open to
engage in work activities, and ask for guidance since it is regarded as a safe
working environment. Apart from having fair and equitable procedures at
work, psychological safety can also be enhanced with positive relations.

Psychological safety is enhanced when employees experience good
relations with colleagues and supervisors (May et al. 2004). When good
relations exist between colleagues and supervisors, employees feel
comfortable and honest about their work-related challenges since they
experience the working environment as safe and non-judgemental. The third
dimension of psychological conditions is psychological availability which will
be discussed in the next section.

2.1.3 Psychological Availability
Employees that experience psychological availability regard themselves as
having the necessary physical, emotional or cognitive resources to engage in
work (Kahn 1990). It can also be regarded as competence - believing in your
ability to execute your work duties. Having the required resources available
enhance employees’ perceived level of competence.

It was found that resources are positively related to psychological
availability (May et al. 2004). This indicates that if employees have the
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necessary physical, emotional and cognitive resources, they would be better
equipped to complete their work activities.

Psychological meaningfulness and psychological availability mediat-
ed the relationship between work - role fit, job enrichment, resources, co-
worker relations and employee engagement (Rothmann & Welsh 2013). This
indicates that employees that experience psychological meaningfulness in their
work and believe that they have the necessary resources (physical, emotional
and psychical) are more likely to work hard towards the achievement of
organisational goals. Sense of calling, another variable being investigated as
part of this study, will be discussed in the next section.

2.2 Sense of Calling

Employees view their work as a career, job or calling (Bellah, Madsen,
Sullivan, Swidler & Tipton 1985). Employees that regard their work as a
calling tend to experience meaning, and this brings about positive work-related
behaviour. Wrzesniewski and Dutton (2001) explained that employees that
regard their work as a calling tend to be more motivated towards these activities
since they carry moral, social and personal importance. This indicates that
teachers that regard teaching as a calling tend to teach because of the moral,
social and personal importance experienced in education/ teaching.

On the other hand, it was indicated that people experience a sense of
calling because they also believe that the work that they do is making the world
a better place (Hirschi 2011). Rothmann and Hamukang’andu (2013) found
that when employees experience a calling orientation they would also be more
engaged in their work. This indicates that when teachers experience a sense of
calling they are less likely to want to leave; instead they would want to work
towards the goals and objectives of the organisation.

Elaborating further on this, it was found that sense of calling
moderated the relationship between organisational frustration and work
engagement (Ugwu & Onyishi 2017). This means that when employees
experience a sense of calling, it impacts on their experience of organisational
frustration and their level of work engagement. Experiencing a sense of calling
allows teachers to work through organisational frustration, understanding their
purpose as a teacher and uncompromisingly doing their work. Some employees
work to get paid while other may work because of the role they fulfil.

If employees believe that the work that they do is part of their purpose
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in life and they have the required skills and abilities to do the job, they
experience work - role fit. Work - role fit mediated the relationship between
calling orientation and psychological meaningfulness (Rothmann & Hamu-
kang’andu 2013). This indicates that teachers will experience psychological
meaningfulness when they experience a calling orientation which may be
enhanced by work - role fit.

Experiencing a sense of calling may indicate that those employees are
doing their jobs not only for the tangible benefits. Employees that experience
a sense of calling are also more likely to experience job satisfaction (Chen et
al. 2016). Doing work that you find meaningful would lead to higher levels of
job satisfaction. Cronbach’s alpha was recorded for search for calling (.84) and
presence of calling (.89) (Willemse & Deacon 2015). The next section will be
discussing organisational commitment, like sense of calling; it enhances
employees’ decision to stay at the organisation.

2.3 Organisational Commitment
Organisational commitment can be defined as the identification that an
employee has with the organisation. Organisational commitment is made up of
affective, normative and continuance commitment (Allen & Meyer 1996).
Affective commitment, also regarded as the most important aspect of
commitment, is defined as a psychological attachment an employee has to the
organisation, and wants to remain with the organisation to achieve its goals and
objectives. Normative commitment can be defined as a form of commitment
due to perceived expectations of loyalty. These are employees that want to
remain at the organisation because they perceive a certain level of obligation
towards the organisation or colleague(s) for favours being done. Continuance
commitment refers to the type of commitment where employees prefer to stay
with an organisation due to the perceived loss they would endure if they were
to leave. This could be because the organisation is offering certain benefits that
would not be available at another organisation (Allen & Meyer 1996).
Organisational commitment is likely to encourage employees to want
to work. Work engagement predicted organisational commitment of call centre
employees in South Africa (Simons & Buitendach 2013). Employees that are
engaged in their work will also experience a higher level of organisational
commitment. Employees that find pleasure in the work they do are likely to
want to remain at the organisation.
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It was found that when employees experience job satisfaction they
would also be more committed towards the organisation (affective
commitment) (Qureshi, Frank, Lambert, Klahm & Smith 2017). Ensuring that
employees are satisfied with both intrinsic (autonomy, skills utilisations) and
extrinsic factors (pay, benefits, and working conditions) would increase their
psychological identification with the organisation - wanting to work towards
the goals of the organisation. Factors that also enhance organisational
commitment are the procedures within the organisation.

A study by Qureshi et al. (2017) found that procedural justice
(promotions and performance evaluation) and distributive justice recorded
positive relations with affective commitment. When employees regard policies
and procedure application within the organisation to be fair with regards to pro-
motion and performance evaluation, they are more likely to become more com-
mitted towards the organisation. Employees would also become more commit-
ted if rewards and punishment are distributed fairly and consistently (Lopez-
Cabarcos, Pinho & Vazquez-Rodriguez 2015). When employees experience
job satisfaction, it’s likely to influence other experiences of the work.

When employees experience satisfaction with regards to the nature of
the work, supervision, co-workers, promotions and pay, they experience a
higher level of normative and affective commitment (Jena 2014). When the job
that employees do is meaningful, challenging and satisfying, when they are
satisfied with the relations with colleagues and supervisors, opportunities for
promotion and pay received, they would want to remain at the organisation.
Chang (2015) and O’Donnell, Jayawardana and Jayakody (2012) found that
job satisfaction is positively related to organisational commitment. Akomolafe
and Olatomide (2013) found that job satisfaction is a significant predictor of
organisational commitment of secondary school teachers in Nigeria. When
employees experience healthy interactions with colleagues, they are likely to
want to remain at the organisation.

Perceived organisational support was found to be positively related to
organisational commitment (O’Donnell et al. 2012; Shukla & Rai 2015).
Perceived organisational support was found to improve the relationship
between job satisfaction and organisational commitment. Employees that are
satisfied and committed are likely to want to do more work that is not
necessarily part of their job description.

Employees that experience organisational commitment are more likely
to engage in organisational citizenship behaviour (Paul, Bamel & Garg 2016;
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Huang, You & Tsai 2012). This indicates that when employees identify with
the organisation, they would also want to go above and beyond their call of
duty; executing tasks that are not necessarily part of their employment contract
or for what they get paid for. The next section will be discussing turnover
intention.

2.4 Turnover Intention

Turnover intention is when a competent and capable employee decides to leave
his/ her current organisation to work for another organisation (Mensele &
Coetzee 2014). Price (2001) indicated that it is a permanent change in
membership from one organisation to another. This indicates that this member
will no longer be contributing to the success of the specific organisation, but
rather work towards the goals and objectives of another organisation. Medina
(2012) found that turnover intention is the best predictor of actual turnover.
This indicates that when employees have the intention to leave, it is highly
likely that they will leave that organisation within a certain amount of time.
This intention can be influenced by different factors.

Perceived organisational support and job satisfaction was found to be
negatively related to turnover intention (O’Donnell et al. 2012). This indicates
that employees that acknowledge that the organisation is providing them with
the necessary support would also experience pleasure in their jobs, and in turn
want to remain at the organisation. Campbell and Im (2016), Regts and
Molleman (2013) also found job satisfaction to be negatively related to
turnover intention. When employees are treated fairly they are likely to want
to remain at the organisation.

It was found that fair treatment is negatively related to turnover
intention (Campbell & Im 2016). When employees regard interactions, policies
and procedure application to be fair, it would also be less likely that they would
want to leave. These employees are likely to be performing their jobs
effectively.

Job performance was found to be negatively related to turnover inten-
tion (Dane & Brummel 2013). This indicates that when employees want to
leave, they are also less likely to perform at acceptable levels and performance
would also be low. When employees experience turnover intention, it will
negatively affect organisational performance, and this emphasises the
importance of dealing with turnover intention of employees urgently.
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Employees that experience turnover intention are likely to also
experience lower levels of intrinsic and extrinsic motivation, emotional
exhaustion and depersonalisation (Kim 2015). This indicates that when
organisations go through change, it negatively impacts on the employees’
motivation and job demands resulting in exhaustion, depersonalisation
(burnout) and turnover intention. Supervisory support may act as a buffer
against these negative job experiences.

It was found that employees that experience supervisory support and
autonomy in their work tend to experience lower levels of turnover intention
(Cho & Song 2017). This indicates that employees that experience support
from supervisors would want to remain at the organisation, because of open
communication, it allows employees to be part of the decision making
processes, provides encouragement, the sharing of critical information, and
because it allows employees a certain degree of control regarding his or her
work tasks, including a certain level of independence and discretion.

Some jobs may be more taxing than others. Emotional labour, being
required to display organisationally acceptable facial and bodily expressions
and not necessarily the genuine feelings or emotions, is positively related to
turnover intention (Cho & Song 2017). People working in the service industry,
just like teachers, experience emotional dissonance - the mismatch between the
expected and genuine feelings and emotions. Cognitive dissonance may result
in turnover intention making it important for employees in the service industry
to have a platform to communicate their frustrations and to raise their concerns.
In the next section a discussion will follow about how the variables in this study
are related and interrelated.

2.5 Psychological Conditions, Sense of Calling, Organisa-

tional Commitment and Turnover Intention

Based on the link between psychological meaningfulness and some other
organisational outcomes like productivity, low absenteeism, and job
satisfaction, it is likely for psychological meaningfulness to also have a
negative relationship with turnover intention (Berg et al. 2013; Wrzesniewski
et al. 2013). When these employees experience positive work outcomes, they
are likely to want to remain at the organisation.

Calling orientation was positively related to co-worker relations,
meaningful work, work engagement and performance. Calling orientation (-
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.66) and meaningful work (-.50) were negatively related to turnover intention
(Fouche, Rothmann & Van der Vyver 2017). It was found that teachers who
experience a sense of calling are also likely to experience meaningfulness in
their work (Ugwu & Onyishi 2017). When teachers experience meaningfulness
in their work, they are also likely to become more engaged in their work. The
same positive relationship was found between work engagement and sense of
calling. Marques (2013) found a negative relationship between work
engagement and turnover intention of university staff.

Another study by Willemse and Deacon (2015) found that search for
calling and presence of calling recorded a positive relationship with
meaningful work (Fouche et al. 2017). Employees experiencing a sense of
calling tend to work not solely for the tangible benefits, but also the
psychological meaning and personal growth attached to completing their work.
In another study, a positive relationship was found between sense of calling,
job satisfaction and turnover intention (Chen et al. 2016). This indicates that
employees who regard their jobs as a calling would enjoy what they do, and
would be less likely to want to leave. Employees that experience satisfaction
in their work are more likely to experience organisational commitment and
work engagement, wanting to remain at the organisation and work towards the
success of the organisation (Brunetto, Teo, Shacklock & Farr-Wharton 2012).
On the other hand, a negative relationship was found between organisational
commitment and intention to leave (O’Donnell et al. 2012; Park, Christie &
Sype 2014). This means that employees that identify with the organisation
would want to remain, and work towards the success of the organisation.

Based on the literature discussed above, the following hypotheses have
been developed.

Hypothesis 1: Psychological conditions have a negative relationship
with turnover intention.

Hypothesis 2: Sense of calling has a negative relationship with
turnover intention.

Hypothesis 3: Organisational commitment has a negative relationship
with turnover intention.

Hypothesis 4: Psychological conditions, sense of calling and organisa-
tional commitment are significant predictors of turnover intention.
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3. Methodology

Making use of a cross-sectional research design, data was collected on
psychological conditions, sense of calling, organisational commitment and
turnover intention of teachers (Creswell 2003). A questionnaire was used to
collect the data.

Permission was obtained from the Permanent Secretary of the Ministry
of Education. Permission was also requested and obtained from regional
education directors in the Ministry of Education, Arts and Culture - before
liaising with principals at the different schools to assist with the collection,
distribution and return of the questionnaires. Teachers were in no way forced
into participating, and were informed about their right to withdraw from the
study at any time.

The data was analysed using SPSS Version 24.0 (SPSS, 2016).
Making use of descriptive statistics, the mean and standard deviation was
calculated. Cronbach’s alpha coefficients (o) were used to determine the
internal validity of the measuring instruments. Pearson’s product - moment
correlation was used to determine the relationship between the different
variables. Making use of Stepwise Multiple Regression, this study investigated
if psychological conditions, sense of calling, and organisational commitment,
predicted turnover intention of teachers in the regions under study. It was also
decided to set the value of significance at 95% confidence interval level (p <
0,05). Effect sizes were used to determine practical significance of the findings
(Steyn 1999) with a cut-off point of 0,30 (medium effect) that was set for the
practical significance of correlation coefficient (Cohen 1988).

3.1 Participants

The sample consisted of n=288 teachers, heads of departments and principals
from primary and secondary schools in the Omaheke, Oshana and Oshikoto
regions of Namibia. Based on Table 1, most teachers are females (n=185,
64.2%), 21.2% (n=61) are 51 years and older, 37.8% (n=109) have worked for
16 years and more, 42.4% (n=122) have obtained a diploma, 34% (n=79) have
1-2 children, and 48% (n=139) are single. The remainder of the biographical
information is presented in Table 1 below.
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Table 1:
Biographical details of sample

Category: Item: Frequency: Percentage:

GENDER: Male: 102 35.4
Female: 185 64.2
Missing 1 0.4
values:

AGE: Below 24: 8 2.8
24-28 58 20.1
29-31 29 10.1
32-35 29 10.1
36-40 37 12.8
41-45 28 9.7
46-50 33 115
51 and older 61 21.2
Missing 5 1.7
values

TENURE: Less than 1 12 4.2
year
1-2 26 9.0
3-4 36 12.5
5-6 35 12.2
7-8 23 8.0
9-11 23 8.0
12-15 22 7.6
16 and more 109 37.8
Missing 2 0.7
values

QUALIFICATIONS: Grade 12 53 18.4
Certificate 9 3.1
Diploma 122 2.4
Degree 58 20.1
Honours 38 13.2
Degree
Master’s 1 0.3
Degree
PhD 1 0.3
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Missing 6 2.1
values

NUMBER OF None 54 18.8

DEPENDENTS

(children):
1-2 98 34.0
3-4 79 27.4
5-6 33 115
7-9 8 2.8
10 and more 9 3.1
Missing 7 2.4
values

MARITAL STATUS: Single 139 48.3
Married 137 47.9
Divorced 4 1.4
Widowed 6 2.1
Missing 2 0.7
values

RANK: Teacher 243 84.4
Head of 25 8.7
Department
Principal 17 5.9
Missing 3 1.0
values

REGION: Omaheke 125 43.4
Oshana 16 5.6
Oshikoto 146 50.7
Missing 1 0.3
values

TOTAL: 288 100.0

3.2 Measuring Instruments

A biographical instrument was developed by the researcher to obtain
information about the participants’ gender, age, rank, tenure, highest qualifica-
tion obtained, number of dependents (children) and marital status.
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The Psychological Conditions Questionnaire (PCQ) developed by
May et al. (2004) measures psychological conditions namely psychological
meaningfulness, psychological safety and psychological availability.
Psychological meaningfulness measures how meaningful employees regard
their jobs (‘My job activities are significant to me’). Psychological safety
measures how comfortable employees felt to express themselves at work (‘I
am afraid to express my opinions at work’). Psychological availability assesses
the extent to which employees are confident in their abilities when completing
their work (‘I am confident in my ability to deal with problems that come up
at work’). The response format ranges from 1 strongly disagree to 7 strongly
agree. May et al. (2004) found this instrument to be reliable (psychological
meaningfulness- .90; psychological safety- .71, and psychological availability-
.85).

The Calling and Vocational Questionnaire was developed by Dik,
Eldridge, Steger and Duffy (2012), and comprises 24 items to assess
participants’ presence and search for calling in each subscale of the construct.
This questionnaire measures: Presence of Transcendent Summons (‘I believe
that | have been called to my current line of work’), Search for Transcendent
Summons (‘I'm searching for my calling in my career’), Presence of
Purposeful Work (‘My work helps me live out my life’s purpose’), Search for
Purposeful Work (‘1 am looking for work that will help me live out my life’s
purpose.’), Presence of Prosocial Orientation (‘I am trying to find a career that
ultimately makes the world a better place’), and Search for Prosocial
Orientation (‘The most important aspect of my career is its role in helping to
meet the needs of others”). The response format ranged from 1- Not at all true
of me; 2- Somewhat true of me; 3- Mostly true of me; and 4- Absolutely true of
me. This instrument was found to be reliable, and recorded the following
Cronbach alpha’s: (Presence for Transcendent Summons- .80, Search for
Transcendent Summons- .87, Presence of Purposeful Work- .81, Search for
Purposeful Work- .67, Presence of Prosocial Orientation- .80, and Search for
Prosocial Orientation- .81) (O’Neal 2017).

The Organisational Commitment Questionnaire (OCQ) was
developed by Allen and Meyer (1984) to assess employees’ level of
commitment towards the organisation. The questionnaire consists of 18 items
revised in 1997 measuring normative, effective and continuance commitment.
The self-report questionnaire has a Likert response scale from 1 to 5 (1 -
strongly disagree to 5 — strongly agree). The scale measures: continuance
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commitment (‘one of the few negative consequences of leaving this
organisation would be the scarcity of available alternatives’), normative
commitment (‘I would feel guilty if | leave my organisation right now’) and
affective commitment (‘I do not feel like ‘part of the family’ at my
organisation’) commitment. Overall, Cronbach’s alphas of .80 were found by
Viljoen and Rothmann (2009).

The Turnover Intention Scale (T1S-6), validated by Bothma and Roodt
(2013), was used to measure turnover intention. This instrument measures
employees’ intention to either stay with the organisation or leave the
organisation. It makes use of a seven point response scale ranging from 1
(never/ to no extend) to 7 (most of the time/ to a large extend). Bothma and
Roodt (2013) found Cronbach’s alpha of .80 (TIS-6), and confirmed the
criterion-predictive validity.

4. Results

4.1 Descriptive Statistics, Cronbach Alphas and Correlations
Psychological meaningfulness recorded a mean of 36.10, psychological
availability 29.30, Search for Transcendent Summons 10.27, Presence of
Purposeful work 13.26, Search for Purposeful Work 7.40, Presence of
Prosocial Orientation 10.43, Search for Prosocial Orientation 10.46, Normative
commitment 17.65, Affective commitment 15.26 and Turnover intention 7.52.
The following standard deviations were recorded: Psychological meaning-
fulness 6.75, psychological availability 5.57, Search for Transcendent
Summons 3.31, Presence of Purposeful work 2.41, Search for Purposeful Work
2.87, Presence of Prosocial Orientation 1.59, Search for Prosocial Orientation
3.42, Normative commitment 4.03, Affective commitment 3.27 and Turnover
intention 3.54.

Psychological conditions (psychological meaningfulness, 0=.93;
psycholo-gical availability a=.91) was found to be reliable for this study.
Psychological safety was found to be unreliable in this study and thus excluded
from further analysis.

The Calling and Vocational Questionnaire was also found to be
reliable for transcendent summons search (.75), purposeful work presence
(.75), purposeful work search (.77), prosocial orientation presence (.70), and
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prosocial orientation search (.74). Transcendent summons presence was found

to be unreliable for this study, and was excluded from the study.
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PC_MEAN-= Psychological conditions (Psychological Meaning)
PC_AVA= Psychological conditions (Psychological Availability)
SC_TSS= Sense of Calling (Search for Transcendent Summons)
SC_PWP= Sense of Calling (Purposeful Work Presence)
SC_PWS= Sense of Calling (Purposeful Work Search)

SC_POP= Sense of Calling (Presence Of Prosocial Orientation)
SC_POS= Sense of Calling (Search Of Prosocial orientation)
OC_NORM-= Organisational commitment (Normative commitment)
OC_AFF= Organisational commitment (Affective commitment)

0. TI= Turnover Intention

Boo~Noor~wNE

Organisational commitment was also found to be reliable for
normative commitment (.71) and affective commitment (.73). Continuance
commitment did not meet the requirements of .70 for reliability, and will also
not be used in the final analyses of this study.

The TIS-6 was found to be reliable in a South African context. The
Turnover intention scale was also found to be reliable for this study (a=.74).

Psychological conditions (psychological meaningfulness) was found
to have a relationship with: psychological conditions (psychological safety) (r
= 0,61, p < 0,05; large effect); sense of calling (transcendent summons search)
(r =-0,11, p < 0,05; small effect); sense of calling (purposeful work presence)
(r=0,61, p <0,05; large effect); sense of calling (purposeful work search) (r
= -0,30, p < 0,05; medium effect); sense of calling (prosocial orientation
presence) (r = 0,50, p < 0,05; large effect); sense of calling (prosocial
orientation search) (r = -0,18, p < 0,05; small effect); organisational
commitment (normative commitment) (r = 0,36, p < 0,05; medium effect); and
organisational commitment (affective commitment) (r = 0,28, p < 0,05; small
effect). Psychological meaningfulness reported a negative relationship with
turnover intention (r = -0,35, p < 0,05; medium effect). A positive relationship
was reported between psychological availability and turnover intention (r =
0,61, p <0,05; large effect).

This partly supports Hypothesis 1: psychological conditions have a negative
relationship with turnover intention.

Psychological conditions (psychological availability) was found to
have a relationship with: sense of calling (transcendent summons search) (r =
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-0,11, p < 0,05; small effect); sense of calling (purposeful work presence) (r =
0,40, p < 0,05; medium effect); sense of calling (purposeful work search) (r =
-0,21, p < 0,05; small effect); sense of calling (prosocial orientation presence)
(r=0,47, p <0,05; large effect); sense of calling (prosocial orientation search)
(r = -0,17, p < 0,05; small effect); organisational commitment (normative
commitment) (r = 0,24, p < 0,05; small effect); and organisational commitment
(affective commitment) (r = 0,18, p < 0,05; small effect).

Hypothesis 2 was also partly supported with negative and positive relationships
between sense of calling and turnover intention.

This study found that sense of calling (transcendent summons search) had a
relationship with: sense of calling (purposeful work presence) (r = 0,00, p <
0,05; small effect); sense of calling (purposeful work search) (r = 0,64, p <
0,05; large effect); sense of calling (prosocial orientation presence) (r = 0,01,
p < 0,05; small effect); sense of calling (prosocial orientation search) (r = 0,56,
p < 0,05; large effect); organisational commitment (normative commitment) (r
= 0,03, p < 0,05; small effect); organisational commitment (affective
commitment) (r = -0,17, p < 0,05; small effect) and turnover intention (r =
0,37, p < 0,05; medium effect).

It was found that sense of calling (purposeful work presence) (r = 0,00,
p <0,05; small effect) reported a relationship with: sense of calling (purposeful
work search) (r = -0,16, p < 0,05; small effect); sense of calling (prosocial
orientation presence) (r = 0,58, p < 0,05; large effect); sense of calling
(prosocial orientation search) (r = -0,07, p < 0,05; small effect); organisational
commitment (normative commitment) (r = 0,29, p < 0,05; small effect);
organisational commitment (affective commitment) (r = 0,23, p < 0,05; small
effect) and turnover intention (r = -0,31, p < 0,05; medium effect).

Sense of calling (purposeful work search) reported a relationship with:
sense of calling (prosocial orientation presence) (r = -0,03, p < 0,05; small
effect); sense of calling (prosocial orientation search) (r = 0,78, p < 0,05; large
effect); organisational commitment (normative commitment) (r = -0,14, p <
0,05; small effect); organisational commitment (affective commitment) (r = -
0,28, p < 0,05; small effect) and turnover intention (r = 0,41, p < 0,05; large
effect).

In this study, sense of calling (prosocial orientation presence) reported
a relationship with: sense of calling (prosocial orientation search) (r = 0,07, p
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< 0,05; small effect); organisational commitment (normative commitment) (r
= 0,19, p < 0,05; small effect); organisational commitment (affective
commitment) (r = 0,20, p < 0,05; small effect) and turnover intention (r = -
0,15, p < 0,05; small effect).

It was noted that sense of calling (prosocial orientation search)
reported a relationship with organisational commitment (hormative
commitment) (r = -0,15, p < 0,05; small effect); organisational commitment
(affective commitment) (r = -0,26, p < 0,05; small effect) and turnover
intention (r = 0,41, p < 0,05; large effect).

Organisational commitment (normative commitment) reported a
relationship with organisational commitment (affective commitment) (r =
0,30, p < 0,05; medium effect) and turnover intention (r =-0,29, p < 0,05; small
effect). Organisational commitment (affective commitment) reported a
negative relationship with turnover intention (r = -0,43, p < 0,05; large effect).

This supports Hypothesis 3 indicating that organisational commitment has a
negative relationship with turnover intention.

As can be seen from Table 3, below, using turnover intention as the dependent
variable, Stepwise Multiple Regression was performed with psychological
conditions  (psychological meaningfulness), psychological conditions
(psychological availability) producing a significant model in step one (F.272)
=18.35; p < 0,00) and accounting for 11.9% of the variance. In Step two, sense
of calling (transcendent summons search), sense of calling (purposeful work
presence), sense of calling (purposeful work search), and sense of calling
(prosocial orientation search) were added to produce a significant model
(Fe,274) = 18.12; p < 0,00), and account for 27.3% of the variance. In Step three,
organisational commitment (affective commitment) was added to produce a
significant model (F274 = 22.09; p < 0,00) and account for 35% of the
variance. It appears that sense of calling (transcendent summons search) (B =
0,20; t = 3.13; p < 0,00), sense of calling (purposeful work presence) (p = -
0,16; t = -2.61; p < 0,01), sense of calling (prosocial orientation search) (f =
0,20; t = 2.56; p < 0,01), and affective commitment (f = -0,30; t =-5.74; p <
0,00) are significant predictors of turnover intention.

This partially supports Hypothesis 4 indicating that sense of calling and
organisational commitment are significant predictors of turnover intention.
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5. Discussion

The aim of this study was to investigate the relationship between psychological
conditions, sense of calling, organisational commitment and turnover intention
of teachers in Namibia. Psychological meaningfulness reported a negative
relationship with turnover intention. This means that when employees expe-
rience a good work - role fit, task significance (doing work that are valued and
important), are satisfied with rewards and the relations with supervisors, re-
ceive organisational support, they would experience psychological meaning-
fulness in their work (Allan et al. 2016; May et al. 2004; Rothmann & Welsh
2013). When employees experience psychological meaningfulness, they would
also want to remain at the organisation instead of leaving. Meaningfulness can
be enhanced when there is a balance between what employees put into their
work and what they get out, not only focusing on financial gains.

Employees that believe that they have the necessary job resources,
skills and abilities are more likely to leave the organisation. It is commendable
that the Ministry of Education, Arts and Culture strives to educate and develop
teachers, but this can also add to the turnover intention rate of teachers.
Continued support for growth and advancement opportunities is encouraged,;
it would also be beneficial to ensure that teachers utilise these skills and
abilities within, and not outside, the teaching industry. This could be done
through bursary agreements that would compel teachers that have been funded
by the government to work for a specified period of time, and also to transfer
the acquired skills to other teachers before leaving the teaching industry. Many
industries and institutions have similar contractual agreements in place,
however closer control and enforcement may be required.

It was found that teachers who are actively searching for their calling
are more likely to leave. Their intention to leave could be because these
teachers do not see teaching as their calling, but rather as a stepping stone to
something else, or, in some cases, just another job.

This study also found that teachers who experience purpose in their
work are more likely to stay at the organisation, and that teachers who search
for purpose but do not find it within the teaching industry are likely to leave
the organisation. Doing a job that is regarded as meaningless or unimportant
can become demoralising resulting in turnover. Providing equitable salaries
and benefits will help to retain talented teachers, and enhance the meaningful-
ness they experience at work.
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It was found that teachers who want to make a positive contribution to
society would also be likely to leave the teaching profession if they do not
identify how they can contribute to society whilst in the profession. Enhancing
the importance of teaching can be done by having alumni sessions with
teachers and their former learners. Through these sessions, it would be possible
to see and demonstrate how teachers impact the lives of prominent and
productive citizens. In turn, this would help clarify and highlight the important
role that teachers play in education and in society as a whole. When teachers
experience this prosocial orientation (being able to help others in society
through their work), they are less likely to leave the teaching industry.

Normative commitment was found to be negatively related to turnover
intention. This means that teachers are likely to remain in the industry since
they feel obligated to do so. This could be as a result of the opportunity to
study, have a job in a country with a high unemployment rate (sometimes
without the required qualifications) or the relatively flexible working hours. It
was found that affective commitment was negatively related to turnover inten-
tion. When teachers experience a positive identification with the organisation,
when the teachers’ goals and vision are in line with that of the organisation,
teachers are less likely to leave the teaching industry. These findings are
supported by studies done by O’Donnell et al. (2012) and Park et al. (2014).

6. Recommendations

It is thus suggested that, in order to retain teachers at schools, heads of
departments, principals and officials responsible for recruitment need to be
careful when selecting teachers since their work - role fit (how good the
candidates’ abilities and skills match the expectations of the job) would
influence their task significance and overall psychological meaningfulness. In
order for employees to experience meaningful work, it is suggested that
employees should engage in job crafting, enhance autonomy and enhance co-
worker relations through team building (Fouche et al. 2017). In order to utilise
psychological availability, it is suggested that a mentorship program be put in
place through which tenured and qualified teachers mentor young and
unqualified/ underqualified teachers. Teachers that believe that they have the
necessary skills and personal resources to execute their jobs are less likely to
leave; perhaps these resources can be transferred before these talented teachers
leave the teaching industry.
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There is a need to cultivate purpose and meaning for teachers in
education since purpose and meaning are key elements in the effort to retain
talented and qualified teachers. Considering that education is the backbone of
any country and the basis for solid economic growth, governments, schools,
principals and teachers should continue to prioritise and support education in
Namibia. The support and prioritisation of education should be reflected in
budget allocations, salaries and benefits awarded to teachers. This would create
a conducive working environment, and provide support to teachers at all levels.
It was noted that when employees experience organisational frustration due to
lack of resources, working under stringent conditions, they are likely to engage
in negative work behaviour such as becoming less committed towards the goals
of the organisation, and displaying aggression and intention to leave (Ugwu &
Onyishi 2017).

In order to enhance teachers’ organisational commitment, it is
suggested to also focus on teachers’ job satisfaction. Considering that job
satisfaction (satisfaction with pay, the working environment, relations with
colleagues and supervisors, opportunities to utilise skills and abilities,
opportunities for growth) positively impacts psychological meaningfulness,
organisational commitment, and turnover intention (negatively), it is suggested
that the Ministry of Education, Arts and Culture conduct a job satisfaction
survey at regional and national level. This would allow the Ministry of
Education to identify factors that impact job satisfaction and psychological
meaningfulness, and to understand recommendations aimed at reducing
turnover intention. Considering that job satisfaction differs from employee to
employee, it is suggested that this evaluation be done on all teachers in
Namibia. Furthermore, it is suggested that the survey should be adapted to
reflect the varying region-specific factors that may impact job satisfaction. The
positive impact of job satisfaction has been highlighted by other studies as well
(Akomolafe & Olatomide 2013; Chang 2015; Jena 2014; O’Donnell et al.
2012; Qureshi et al. 2017).

It is further suggested that, procedural justice should be ensured at
schools as a means of enhancing organisational commitment and, in turn,
reduce turnover intention. Procedural justice entails applying policies and
procedures consistently and fairly throughout the organisation. Educating
employees about policies and procedures enhances the perception of justice at
the workplace. The relationship between procedural justice and organisational
commitment was also supported by Lopez-Cabarcos et al. (2015) and Qureshi
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Frank, Lambert, Klahm and Smith (2017).

Having the necessary organisational support enhances organisational
commitment and job satisfaction. These findings were also supported by
O’Donnell et al. (2012) and Shukla and Rai (2015). When employees have the
necessary resources and support from the organisation, they are better
equipped to complete their work activities. Considering that most schools are
funded by government, and the funds are not always sufficient, it is
recommended that teachers be taught about job crafting, and how to manage
their work in spite of the lack of resources. The Ministry of Education, Arts
and Culture may also consider a blended approach to funding since the
government is experiencing challenges when it comes to providing effective
free primary and secondary education to all Namibian.

Once turnover intention has been reduced, employees would also
become more engaged in their work, more satisfied, more productive, resulting
in teacher retention, learner satisfaction and probably better educated learners
(Dane & Brummel 2013; O’Donnell et al. 2012).

It was found that sense of calling (transcendent summons search),
sense of calling (purposeful work presence), sense of calling (prosocial
orientation search), and affective commitment are significant predictors of
turnover intention. Teachers that search for their calling, purpose in the work
that they do, want to do work that impacts society positively and identify with
the organisation are least likely to leave the teaching industry.

Some of the limitations experienced when conducting this study
include: some parcels not being delivered immediately to the remote schools
since the delivery schedules and working hours of teachers did not always
coincide. It is recommended that a similar study should also be conducted,
considering a quantitative approach and investigate other factors that reduce
turnover intention that were not covered by the scope and focus of this study
such as job-demands resources as well as burnout levels of teachers.
Subsequent to this study, a study comparing the psychological well-being of
teachers and how it relates to sense of calling and intention to leave is
recommended.

7. Conclusion
This study found positive relations between psychological conditions
(psychological availability); sense of calling (transcendent summons search;
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purposeful work search; search for prosocial orientation) and turnover
intention. Turnover intention reported a negative relationship with psycholo-
gical meaningfulness; sense of calling (purposeful work presence; prosocial
orientation presence); and affective commitment.

Sense of calling (transcendent summons search; purposeful work
presence; prosocial orientation search), and affective commitment are
significant predictors of turnover intention. These variables explained 35% of
the variance in turnover intention for the sampled population. By focusing on
these variables, turnover intention can be reduced by one-third and hopefully
reduce the frustration within schools regarding the learner-teacher ratio. By
focusing on these recommendations, the number and frequency of vacancies
may also be reduced since teachers may want to remain in education.

Based on the findings of this study and the literature discussed, if
schools (ministry of education) are able to enhance the meaning, purpose and
significance of education, and the importance of teaching, teachers would want
to remain in education (commitment) and contribute to the success of the
school (education system).
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