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ABSTRACT 

 

Secondary School teacher in Namibia have a substantial influence on the progression 

of both the social and economic aspects of the community. However, in fulfilling 

this responsibility, teachers in Namibia are confronted with numerous issues that 

contribute to job stress. In order to identify possible measures to mitigate this issue, 

the study’s purpose was to investigate the role of secondary school teacher’s 

psychological capital and perceived supervisor support on job stress, in Windhoek, 

Namibia. The study implemented the convenience sampling technique with a 

participant pool of 263 teachers. Furthermore, the investigation utilised a quantitative 

approach through the implementation of questionnaires. This included the use of the 

Work Stress Questionnaire to measure job stress, the Compound Psychological 

Capital Scale to assess psychological capital and the supervisor relations subscale 

derived from the Antecedents Scale, to measure perceived supervisor support. Data 

analysis was conducted using SPSS Version 29, wherein measures of internal 

reliability, Pearson correlation and regression analysis were determined. The study 

uncovered an insignificant correlation between psychological capital and job stress 

(r= -.07, p>.05) This reveals that psychological capital is not associated with the 

changes in the level of job stress. However, subsets of psychological capital, such as 

hope (r=-.15, p<.05), and resilience were found to have a negative significant 

correlation (r= -.15, p<.05); thus indicating that an increase in psychological capital 

is associated with a decrease in job stress. Moreover, self-efficacy was observed to 

have a negative significant relationship with the subsets of job stress, specifically 

influence at work (r= -.20, p<.05) and individual demands and commitment (r=-.15, 

p<.05), therefore, indicating that an increase in self-efficacy was associated with the 

decrease in job stress dimensions influence at work and individual demands and 
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commitment. The study also revealed that the most effective regression model for 

intervention development is one that encompasses the subsets of psychological 

capital and perceived supervisor support. Hence, the study provided 

recommendations that foster psychological capital and perceived supervisor support 

at individual level, organisational and regional level. It is further recommended that 

further investigations should be carried out to obtain a comprehensive understanding 

of other factors that could influence work-related stress, such as coping mechanisms 

and leadership styles  

 

Key words: Job stress, psychological capital, perceived supervisor support, Namibia  
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CHAPTER ONE 

1.1 INTRODUCTION AND BACKGROUND 

 

The United Nations (UN) lists 17 sustainable development goals which Namibia 

highly ascribe to. Sustainable Development Goal Number 4 (SDG4) on education 

urges state parties to ensure that education provision is inclusive and equitable 

(United Nations, 2022). The sustainable development goal of education can be 

argued to be directly and indirectly linked to other sustainable development goals, 

such as, Goal (i.e. on poverty), Goal 2 (on food security) and, Goal 3 (on good 

health). According to SDG4, education is elemental in the cultivation of a successful 

and flourishing world (Singh et al., 2022).  

 

As such, the importance of education for national and social transformation is widely 

emphasised. Education is viewed as the catalyst to social development and can be 

deemed as a vital component to the progression of society’s economic status (Wong 

& Ng, 2020). Teachers contribute to the establishment of social change and the 

provision of quality education (Ahmed & Malik, 2019; Colao et al., 2020), and as a 

result, impact the economic and moral formation of society (Jellenz et al., 2020). 

Changwong et al. (2019) and Jellenz et al. (2019), describe education as a platform 

that creates opportunities for learners and students to take their positions in the 

labour force, and inevitably changes the financial trajectories for their own lives and 

families. 

 

Equally as important, education fulfils the role of transferring knowledge and 

contributes to the acculturation of students, to societal norms (Colao et al., 2020). As 
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such, the provision of education instils virtuous actions such as kindness and, 

benevolence and cultivates thecapacity for students to take ownership of their 

actions, and to become responsible citizens (Pastor & Sicilia-Camacho, 2017).  

 

It is imperative to acknowledge that the effective delivery of quality education is 

reliant on teachers’ contribution; teachers are considered the frontline workers in the 

education sector (Utami & Vioreza, 2021). This is demonstrated by the various roles 

that teachers play; these include demonstrating values and conduct that is acceptable, 

and influencing students to portray similar behaviour (Gui et al., 2020).  Moreover, 

Baliyan et al. (2018), assert that teachers play a significant role in moulding 

students’ characters through the use of discipline, as well as through the transfer of 

knowledge and skills for academic development of students (Lopez & Sicilia, 2017). 

This requires teachers to make intentional efforts to develop the students’ moral 

campus (Gui et al., 2020) thus, alluding to the fact that teachers could be key role 

models for learners and students. According to Rayner and Espiroza (2016), teachers 

are the first place of contact, in the case where students are in distress or in need of 

mentorship. It is therefore the responsibility of teachers to facilitate the relevant 

processes needed for learners to receive the required support (Rayner & Espiroza, 

2016).  

 

Despite teachers’ invaluable contribution, as alluded to earlier, educators are faced 

with a myriad of issues that hinder their ability to carry out their roles effectively, 

and these can be argued to contribute to experiences of job stress (Bozkuş, 2020). 

The field of teaching is widely recognised as a taxing occupation, owing to the high 

job demands, and limited job resources available (Towers et al., 2022). In recent 
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years, Zang et al. (2022), revealed that existing issues faced by teachers were 

exacerbated by a recent breakout of the Covid-19 pandemic and that teachers all over 

the world were faced with heightened job demands and were forced to work for 

longer hours. In addition, Diliberti and Schwartz (2023), emphasised that from the 

period before 2020 and after the years of the pandemic, schools in the global context 

are experiencing an increased attrition rate. It can be posited that the attrition rates 

are attributed to the adverse work conditions. This notion is echoed by Newberry and 

Allsop (2017), who assert that the work environment influences teachers’ decisions 

to resign from their jobs. These assertions suggest that the work conditions within 

schools have been  unfavourable globally.  

 

Furthermore, empirical research on teachers in developed countries gives insight into 

the work environment of teachers. According to Towers et al. (2022), teachers in 

developed countries are experiencing an excessive workload resulting in long 

working hours. Teachers are not only faced with challenges such as, long working 

hours but are also confronted with the responsibility of addressing and managing 

students’ misbehaviour. Rayner and Espirioza (2016), support the view that teachers 

in industrialised countries are often overwhelmed by the behavioural issues that 

students portray during classes. This behaviour is described to be disruptive of class 

proceedings as it renders it even more difficult for teachers to manage the classroom 

efficiently (Verner et al., 2022). In addition, to the difficulties teachers face in the 

classroom, educators are tasked with managing direct parental harassment, from 

students’ parents (Dos Santos, 2020). As such, a work environment that 

encompasses these conditions can be argued to contribute to teachers’ experience of 

occupational stress (Newberry & Allsop, 2017). 
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Similarly to developed countries, teachers in developing countries are challenged 

with managing students that demonstrate problematic behaviour. This is attributed to 

the high  teacher-class ratio coupled with excessive administration tasks that they are 

required to fulfil (Arismunandar et al., 2022). It could be argued that challenges 

faced by schools in developing countries are more complex than those in developed 

countries. Teachers are confronted, on a daily basis, with disintegrating classroom 

structures (Nkambule, 2022) which compels them to make personal financial 

sacrifices to compensate for the lack of classroom resources, despite the low salaries 

that they receive (Newberry & Allsop, 2017; Shikalepo, 2020). Moreover, Desouky 

and Allam (2017) postulate that teachers in developing countries experience a higher 

level of financial insecurity because of the uncertainty of the duration of their 

employment. This further contributes to feelings of discouragement among teachers, 

which is exacerbated by a lack of appreciation and acknowledgement that teachers 

experience (Mukeredzi, 2016).  

 

Research findings in the Namibian context highlight that teachers’ work environment 

is marked by a heavy teaching load, which persists due to a shortage of teachers, lack 

of teaching resources and supporting infrastructure, inadequate salaries, and limited 

opportunities for learning and career advancement (Janik, 2013; Verner et al., 2022; 

Zimba et al., 2015). Owing to the work conditions of teachers in Namibia, 

experiences of stress by teachers is inevitable. 

 

Job stress is explained to be an outcome of the interaction that occurs between the 

employee and a work environment that is appraised to be a threat to well-being (Li et 
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al., 2018). Although stress levels of teachers in Namibia can be decreased by simply 

working towards a strategy that takes into account the challenges that teachers 

experiences, such as, those emphasised by Haufiku et al. (2022); Janik (2013); 

Muyambana (2019); and Zimba et al. (2015), it is essential to note that amicable 

solutions to these challenges will not appear overnight.  

 

The challenges faced by teachers call for a significant amount of finances, which the 

Namibian Government, arguably, does not have the capacity to adequately provide. 

This is evident in the funds provided to the Ministry of Education Arts and Culture 

in the 2023/2024 financial year, totalling 16, 2 billion Namibian Dollars; this 

allocation falls short in meeting the costs at hand (Alberts, 2023; Shapwanale, 2018). 

This includes expenditures, such as, personnel costs and the provision of free 

education (Nambinga, 2018; Smit, 2023). This has led the government to 

implementing cost-saving  strategies due to the discrepancy between the expenses 

and income (Ministry of Education, Arts and Culture, 2022). As a measure to 

mitigate these financial constraints, budget cuts have been implemented, resulting in 

the delay of school facility developments and the acquisition of new learning 

materials (UNICEF, 2017).  Moreover, budget cuts will persist due to the negative 

economic effects of the Covid-19 pandemic, which will require some time for the 

country to recover (Ministry of Education, Arts and Culture, 2022). Hence, these 

factors could contribute to challenges in the work environment which could 

potentially lead to heightened levels of teachers’ job stress. 

 

In consideration of the demanding nature of teachers’ work environments, scholars 

have made efforts to explore variables that could reduce job stress. Demir (2018) 
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expresses psychological capital as an elemental component that could influence the 

level of job stress experienced by employees. Psychological capital is a positive 

psychological state of development that is characterised by four distinct components, 

namely self-efficacy, positive outlook, hope and endurance (Luthans et al., 2006). 

The first component of psychological capital is self-efficacy, which is an individual’ 

self-assurance to carry out and to efficiently complete difficult tasks (Luthans et al., 

2015). It has further been established through research that regardless of the 

hinderances they encounter, individuals with high levels of self-efficacy are highly 

driven to accomplish set goals (Cavus & Gokcen, 2015). This is arguable because 

self-efficacy enhances teachers’ capacity to manage adversity effectively due to the 

confidence, that they can complete tasks effectively (Putwain & Von Der Emse, 

2019).  Secondly, optimism is an individual's capacity to make positive ascriptions 

about succeeding in the present and in the coming times (Luthans et al., 2015).  

Cavus and Gokcen (2015), confirmed hope as the persistence demonstrated towards 

attaining set objectives, and rechannelling one’s course of action when the need 

arises- this is for the purpose of increasing the possibility of succeeding. Lastly, 

Luthan et al. (2015) defined resilience as an individual’s ability to maintain 

momentum and to demonstrate the ability to rebound against adversity. Research by 

Abbas and Raja (2015) also established that psychological capital enhances the 

employees’ capacity to formulate and implement solutions to the challenges they are 

confronted with, which reduces the job stress experienced. Based on literature 

presented, psychological capital can be a vital psychological resource that can reduce 

job stress.   
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In addition, further investigations have been undertaken on the effects of perceived 

supervisor support on workplace stress. Supervisors are faced with the task of 

ensuring that the employee has the capabilities to carry out their tasks. Amenitie such 

as, autonomy and recognition are reported to contribute to the positive perception of 

supervisor support (Afzal et al., 2019; Kanat-Maymon & Reizer, 2017). 

Furthermore, research by Langford and Crawford (2022), confirms that teachers 

view their supervisors as supportive when they have the adequate work tools, and 

financial support. Additionally, managers providing training opportunities for the 

teachers is explained to contribute to a positive view of supervisor support 

(Gulbahar, 2020). It has also been outlined that supervisors have a pivotal role in 

ensuring that employees possess the necessary tools to effectively manage 

potentially stressful tasks (Abbas & Raja, 2015).  Roemer and Harris (2018), state 

that psychological capital, in conjunction with supervisor support, can contribute to 

the teachers’ ability to cope with occupational stress.  

 

Despite the current research findings on psychological capital and perceived 

supervisor support, there is limited research on the role of psychological capital and 

perceived supervisor support on job stress in secondary school teachers.  Therefore, 

this study aims to investigate the role of psychological capital, and perceived 

supervisor support on secondary school teachers’ experiences of job stress. 

 

1.2 STATEMENT OF THE PROBLEM 

 

Teachers are crucial for the social and economic reform of any nation. According to 

Ahmed et al. (2019) and Kaupa (2020), teachers have a significant impact on the 

development of the future leaders and skilled personnel in all domains of the 

Namibian economy. Furthermore, Zimba et al. (2015), explains that most Namibian 
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teachers are experiencing declining levels of motivation, hefty administrative 

responsibilities, and limited teaching and learning materials,  all of which can be 

argued to affect teachers’ effective functioning in their role.  

 

Work conditions in the teaching profession pose several obstacles that are stated to 

cause work-related stress in teachers (Engelbrecht, 2020). Haufiku et al. (2022), 

describes classrooms to be densely populated due to the large number of students 

placed in the classroom. Therefore, teachers are finding it challenging to manage the 

classroom noise, thus making it difficult to control activities taking place in the class 

setting (Haufiku et al., 2022). Despite the conditions mentioned, teachers are 

expected to ensure that students understand the material; however, the number of 

students allocated to teachers makes this task extensively onerous (Amahdilla & 

James, 2022). This sometimes includes the presence of dilapidated infrastructures, 

which leads to classes being defenceless to the weather conditions because teachers 

are forced to conduct classes under trees (Shikalepo, 2020). Such conditions could 

contribute to job stress, as the job demands resources model posits that teachers 

facing high job requirements without adequate resources may experience job stress. 

Moreover, unfavourable work conditions are attributed to the decline in the work 

performance of teachers (Kaupa, 2020). This decline compromises the quality of 

education and has the potential to jeopardise the mandate of basic education in 

Namibia (Zimba et al., 2015). Daniel (2019), reinforces this perspective and provides 

further evidence that indicates that not only does job stress reduce employees’ 

proficiency, but  it also impacts employees’ mental health. 
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Concurrently, the heightened stress levels experienced by secondary school teachers 

in Namibia, as emphasised by Kaupa (2020), make them susceptible to mental 

disorders, such as depression, which in turn hinders the employee’s capacity to fulfil 

work tasks effectively.  This is reported to contribute to an increase in the turnover 

rate, which is detrimental to the sustainability of the education mandate in Namibia. 

Due to the increased turnover rate, teachers are often faced with the issue of taking 

on more classes, contributing to a disproportionate teacher-class ratio (National and 

Regional Consultations on Transforming Education in Namibia, 2022). Amidst the 

external work factors that can be argued to cause stress in teachers, it is crucial that 

the role of teacher’s internal positive resources on decreasing job stress is 

investigated. 

 

Literature on Namibian secondary school teachers’ functioning, include well-being 

(Janik, 2013); meaningful work (Janik & Rothmann, 2015); job satisfaction (George 

et al., 2008), and implementing education for sustainable development in Namibia 

(Anyolo et al., 2018). However, within the Namibian context, empirical research on 

psychological capital, perceived supervisor support, and job stress remains scarce. 

However, some studies, such as research conducted by Aderibigbe and Mjoli (2018) 

in Nigeria, have examined psychological capital and perceived supervisor support 

independently. The study demonstrated the effects of psychological capital in 

mitigating the adverse effects of job stress (Aderibigbe & Mjoli, 2018). In a similar 

vein, a study in Namibia by Amunkete and Rothman (2015), affirmed the importance 

of psychological capital in managing job stress. However, this study did not 

specifically focus on secondary school teachers, additionally leaving the role of 

perceived supervisor support unexplored. Similarly, investigations like that of Weigl 
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et al. (2016), in Germany have emphasised the significance of perceived supervisor 

support in alleviating job stress but often without considering psychological capital. 

Consequently, there exists a gap in the literature concerning the role of psychological 

capital and perceived supervisor support on secondary school teachers, particularly 

within the Namibian context, highlighting the need for further research to address 

this gap. 

 

1.3 OBJECTIVE OF THE STUDY 

The main objective of the study is to investigate the impact of psychological capital 

and perceived supervisor support on secondary school teachers’ experiences of job 

stress in Windhoek, Namibia. Furthermore, the study aims to explore the relationship 

between specific subsets of Psychological Capital, including self-efficacy, optimism, 

hope, and resilience, and job stress among secondary school teachers in Windhoek, 

Namibia. Additionally, the study seeks to examine the association between perceived 

supervisor support and job stress levels among secondary school teachers in the same 

region. 

 

 

1.4 HYPOTHESIS OF THE STUDY 

Hypothesis 1: 

• Null hypothesis: Psychological Capital does not have a significant 

relationship with job stress of secondary school teachers in Windhoek, 

Namibia. 

• Alternate Hypothesis: Psychological Capital has a significant relationship 

with job stress of secondary school teachers in Windhoek, Namibia. 
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Sub-hypothesis 1a:  

• Null hypothesis: Psychological Capital subset, hope does not have a 

significant relationship with job stress of secondary school teachers in 

Windhoek, Namibia. 

• Alternate Hypothesis: Psychological Capital subset, hope has a significant 

relationship with job stress of secondary school teachers in Windhoek, 

Namibia. 

 

Sub-hypothesis 1b: 

• Null hypothesis: Psychological Capital subset, self-efficacy does not have a 

significant relationship with job stress of secondary school teachers in 

Windhoek, Namibia. 

• Alternate Hypothesis: Psychological Capital subset, self-efficacy has a 

significant relationship with job stress of secondary 

•  school teachers in Windhoek, Namibia. 

 

Sub-hypothesis 1c: 

• Null hypothesis: Psychological Capital subset, resilience does not have a 

significant relationship with job stress of secondary school teachers in 

Windhoek, Namibia. 

• Alternate Hypothesis: Psychological Capital subset, resilience has a 

significant relationship with job stress of secondary school teachers in 

Windhoek, Namibia. 
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Sub-hypothesis 1d: 

•   Null hypothesis: Psychological Capital subset, optimism does not have a 

significant relationship with job stress of secondary school teachers in 

Windhoek, Namibia. 

• Alternate Hypothesis: Psychological Capital subset, optmism has a 

significant relationship with job stress of secondary school teachers in 

Windhoek, Namibia.  

 

Hypothesis 2: 

• Null hypothesis: Perceived supervisor support does not have a significant 

relationship with job stress of secondary school teachers in Windhoek, 

Namibia. 

• Alternate Hypothesis: Perceived supervisor support has a significant 

relationship with job stress of secondary school teachers in Namibia. 

 

1.5 SIGNIFICANCE OF THE STUDY 

 

The study, being fairly novel in Namibia, will contribute to existing findings on 

teachers’ occupational functioning by providing empirical evidence on the 

relationship between the key variables of the study. An understanding on the role of 

positive personal resources and perceived supervisor support is pivotal for the 

Namibian secondary school teacher and key stakeholders (i.e., the schools that 

employ them, and the line government ministry), as it will pave way for the 

development of interventions, tailored towards the control of possible stressors in the 

workplace. The education sector relies on government financial assistance for 

operational costs. However, this financial assistance is not adequate to cater for the 
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demands and challenges inherent to the teaching profession. This study, presents a 

bottom-up approach of managing the assumed stressful work environment of 

teachers. It shifts the focus from the traditional deficiency paradigm, to a strength 

paradigm that aims to identify and develop the personal resources inherent in 

teachers, through various individual and organisational level interventions. 

Furthermore, the study explored how, these interventions, combined with the right 

dosage of supervisor support, can capacitate teachers to triumph in challenging work 

environments. 

 

1.6 KEY CONCEPTS DEFINED 

 

1.6.1 Job stress 

 

Job stress is defined at the cognitive assessments an employee makes towards 

challenges faced in the workplace (Li et al., 2018). It can further be explained as, 

lack of equilibrium in the work demands and the occupational demands (Schaufeli, 

2017). Therefore, job stress is the strain an employee experiences, due to the 

disproportion of the work requirements compared to the individual’s capacity to 

fulfil  the work demands (Chirico, 2016). 

 

1.6.2 Psychological capital  

 

Luthans and colleagues (2015) describe psychological capital as a person's 

psychological condition of growth, distinguished by possessing assurance (efficacy) 

to engage in and exert the required effort to excel in demanding tasks; forming a 

positive attribution (optimism) to success both presently and in the future; persisting 

toward objectives and, if needed, altering courses toward goals (hope) to achieve 

success; and when confronted with challenges and adversity, maintaining, 

rebounding, and even surpassing (resilience) to achieve success. The four 
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components previously mentioned operate in synergy to enhance the individual’s 

ability to achieve goals (Luthans & Youssef-Morgan, 2017). 

 

1.6.3 Perceived supervisor support  

 

According to Afzal et al. (2019), perceived supervisor support, refers to employees’ 

perceptions of how valuable their contributions are to their managers, and how much 

attention their managers pay to their well-being. Therefore, perceived supervisor 

support primarily involves the employee’s evaluations of the encouragement and 

acknowledgement they receive from their managers, for their dedication at work 

(Afzal et al., 2019).  Moreover, perceived supervisor support is marked by the 

employee’s view that their supervisor tends to their welfare (Nkambule, 2022). 

 

1.7 CHAPTER SUMMARY 

 

This chapter presented the background of the study and, the problem statement that 

gave insight on the compelling needs of the study. Furthermore, this chapter outlined 

the objective of the study, which is to identify the relationship between the 

independent variables and job stress. Equally important, the hypothesis and the 

significance of the study were discussed. 
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CHAPTER TWO 

LITERATURE REVIEW 

 

2.1 INTRODUCTION 

 

The role of the teaching profession is a vital contributory factor to the advancement 

of knowledge from one generation to another. Despite the fact that the teaching 

profession contributes immensely to the development of students’ intellectual 

capacity, the work environment is highly demanding and is described as arduous.  

Furthermore, workplace conditions have been linked to the negative effects on the 

teachers’ well-being. However, psychological capital and perceived supervisor 

support are proposed to enhance a teacher’s capacity to withstand job stress. This 

chapter will discuss, in detail, the literature pertaining to the constructs of the study. 

 

2.2 CONCEPTUAL LITERATURE 

2.2.1 Defining job stress  

The term job stress has been explored by numerous scholars, from diverse schools of 

thought that have provided different standpoints regarding the construct. According 

to Cohen et al. (2017), job stress occurs when the demands of the work environment 

exceed an individual’s ability to cope, leading to psychological, behavioural, and 

physical responses that may put an individual at risk for illness. This definition 

defines job stress as a reaction to elements in the workplace that may have a negative 

impact on the employee's overall health.  Similarly, Shahsavaran et al. (2015), 

described job stress as, a result of changes in the environment that disrupts the 

internal balance of the living being, known as homeostasis. Similar to the definition 
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provided by Cohen et al. (2017), this denotes that stress is a result of stimuli that 

impairs an individual’s ability to function at an optimum level. 

 

However, Saranya (2016) delineated job stress with emphasis on the employee’s 

values and thoughts, towards work challenges. Saranya (2016), defined job stress as 

a dynamic state wherein an individual encounters an opportunity, demand, or 

resources tied to their desires, and where the anticipated outcome is both uncertain 

and significant. This denotes job stress as a complex state that is influenced by the 

individual’s beliefs, more so when the outcome is ambiguous. (Saranya, 2016).  

Therefore, job stress is characterised as a cognitive process and not just a reflexive 

response to the environment; this is in tandem with the definition provided by the 

transactional model. The transactional model defines job stress as, a psychological 

process that allows individuals to evaluate their surroundings. It highlights the 

pattern in which stress can arise (Biggs, 2017), thus indicating that job stress is 

affected by the individual’s perception of the environmental demands (Alhija, 2015).  

 

In the same vein, Narban (2016), highlighted that job stress encompassed the 

employee’s evaluations of the environmental demands and the ability to manage 

stress effectively. According to Narban et al. (2016), job stress is defined as the 

adverse physical and emotional reactions which manifest when the demands of the 

occupation do not align with the capabilities, resources, or requirements of the 

employee.  Moreover, the perspective provided aligns with the job demands 

resources model, which postulates job stress as the discrepancy in the workload 

demands and the job requirements. (Schaufeli, 2017). This definition outlines job 

stress as an employee’s mental state that is caused by the disparity in the job 

demands and the external and internal tools required to fulfil the work roles. The 
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definitions provided by Narban et al. (2016) and Schaufeli (2017), contrast with the 

view provided by Shahsavaran et al. (2015) because they portray job stress as a 

consequence of the employee’s awareness of the environment and the available 

resources,  rather than an instinctual response to stimuli. 

 

The definitions provided by the various authors indicate job stress as a construct that 

involves the employee’s appraisals, harmful environmental factors and the 

availability of resources. Furthermore, some of the elucidations of job stress 

highlight the implications of the phenomena on the employee’s well-being; thus, 

indicating the need to investigate variables that could mediate the adverse effects of 

job stress. 

 

2.2.2 Defining psychological capital 

 

Psychological capital is a concept that is recognised as the mental resources that 

enhance the employee’s performance (Luthans & Youseff-Morgan, 2017).  

Psychological capital is defined as a psychological capacity that is shaped by 

psychological resources, can be evaluated, developed, and maintained for 

performance enhancement (Nolzen, 2018). This includes dimensions, such as, “hope, 

self-efficacy, resilience and optimism” (Sawar et al., 2017, p.10).  The four 

dimensions of psychological capital, which are argued to demonstrate distinct 

properties (Luthans et al., 2015), are discussed below. 

 

Hope is defined as a component that strengthens an individual’s ability to take 

deliberate steps towards goals (Luthans et al., 2015). Furthermore, hope was outlined 

to involve the individual’s capacity to consider various courses of action to achieve 

goals. Kim et al. (2017) confirm that hope is centred around the concept of 
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establishing goals and the development of the best course of action. Moreover, 

MacIntyre et al. (2022), argue that hope is the establishment of advantageous 

pathways that will lead towards the established goals. It is observed as a positive 

inclination to attain goals. In addition, to the dimension of hope, Luthans et al. 

(2015), highlighted self-efficacy as the individual’s self-assurance, to adequately 

accomplish goals established. This dimension asserts that individuals possessing this 

quality are not threatened by challenges because of the internal belief in one’s 

capacity Rehaman et al. (2015).  Luthans and Youseff-Morgan (2015), further 

outlined resilience as the process which an individual undergoes to overcome 

shortcomings. Resilience is described as the individual’s capacity to overcome 

setbacks whilst displaying a reinvigorating of efforts towards goal achievement 

(Luthans & Youseff-Morgan, 2017). Çavuş and Gökçen (2015), verify this view, and 

assert that resilience is characterised by the individual’s ability to be persistent 

despite the magnitude of challenges encountered. Lastly, Luthans and Youseff-

Morgan (2015), describe optimism as a characteristic of psychological capital that 

instigates an affirmative perspective of life. This dimension is characterised by the 

individual's ability to anticipate favourable outcomes despite the fact that the 

individual is confronted with challenging circumstances (Mikus & Teoh, 2022). 

Individuals with this quality are reported to have a positive perspective, which 

enhances the teachers' ability to cope with work stressors (Wang et al., 2017).  

 

Drawing from the esixting literature, it is evident that psychological capital is 

characterised by dimensions with distinct qualities that could influence the teacher’s 

capacity to manage stress; it is therefore, imperative to investigate the influence of 

psychological capital on job stress.  
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2.2.3 Defining perceived supervisor support  

Different scholars have published a range of definitions to conceptualise the term 

perceived supervisor support. Imam (2023), explains this term as the teacher’s 

perception of supervisor support which is influenced by the supervisor’s ability to 

recognise the efforts made by subordinates (Imam, 2023). Similar to the definition 

provided by Imam (2023), Afzal et al. (2019), defined perceived supervisor support 

as the manager’s ability to recognise the significance of work efforts, whilst 

demonstrating concern for the employee’s wellbeing, which is in tandem with the 

perspective provided by (Nkambule, 2022). Both scholars emphasise the view that 

perceived supervisor support is founded on the employee’s recognition of the 

manager’s genuine concern for employee welfare. In the school context, perceived 

supervisor support is characterised by the teacher’s perception of the extent to which 

the direct supervisor provides the required essentials to deliver knowledge and skills 

adequately (Aria et al., 2019). This includes resources such as the provision of 

instructional material, opportunities for professional development, and welfare 

support (Gulbahar, 2020; Weigl et al., 2016). 

 

In tandem, Langford and Crawford (2022), perceived supervisor support is defined 

by the decisions that supervisors make, ranging from the allocation of resources to 

the manner in which they lead. Therefore, perceived supervisor support is 

characterised by the supervisor’s capacity to provide employees with the necessary 

work tools and the capacity to employ supportive leadership approaches. According 

to, Bilgeturk and Baykal (2021), a leadership approach that is supportive includes 

motivating employees. Bilgeturk and Baykal (2021) further delineate that this 

approach aims to foster the innate motivation of followers and enhance their 
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cognitive capacities. Therefore, perceived supervisor support could be viewed as the 

leader’s ability to empower and support the development of the employee. 

 

The definitions provided by the various authors illustrate their agreement in defining 

the concept of perceived supervisor support. However, there is a nuanced difference 

between the meanings. While some authors emphasise that supervisor support 

consists of recognising employees' efforts and caring for their well-being, other 

definitions include the idea of supervisors offering material resources to assist 

teachers in carrying out their professional tasks efficiently.  

 

This section provided various definitions pertaining to job stress, psychological 

capital and perceived supervisor support. Given the fact that various authors 

conceptualised the constructs differently, it is crucial, to state the operational 

definitions that will guide the study. Firstly, the definition provided by the job 

demands resources model, stipulates job stress as a cognitive state that is induced by 

the disproportion in the work demands and job resources (Schaufeli, 2017). 

Secondly, psychological capital is defined as the mental resources that comprises of 

four components, namely, hope, persistence, self-assurance and resilience. The 

components enhance the individual’s ability to achieve goals (Luthans & Youssef-

Morgan, 2017). Lastly, perceived supervisor support is defined as the evaluations 

made by employees, regarding the level of support and appreciation they obtain from 

their supervisors for their accomplishments (Aflaz et al., 2019). 
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2.3 THE NATURE OF WORK IN NAMIBIA 

 

Teachers are vital to the development of society and contribute to the efficient 

delivery of quality education (Utami & Vioreza, 2021). Teachers’ contribution to the 

progress of the Namibian nation is demonstrated by the various roles that secondary 

school teachers embody. This encompasses duties, such as monitoring and assessing 

the performance of students, which is accompanied by administrative tasks, such as, 

scoring learner’s manuscripts, and maintaining student records (Mouton & Ellis, 

2013; Nyambe, 2015).  

 

In addition to the array of job responsibilities that are required to be fulfilled, in 

Namibia, teachers are confronted with various issues that could impede the 

fulfilment of their role requirements (Amutenya, 2016). Teachers are challenged by a 

lack of teaching facilities, which has also contributed to classes being carried out 

outdoors (Hiveluah, 2023). Hiveluah (2023), argues that the lack of classrooms, 

hinders students’ learning due to the distractions found outdoors. Additionally, 

classroom management is highlighted to be hindered by large student-teacher ratio 

which contributes to the inefficacious management of classroom instructional tasks 

(Verner et al.,  2022). Muyambano (2019), argues that the disproportion in the class 

ratio presents a challenge in modulating misconduct. The issue of student 

misconduct has been highlighted as one of the pressing concerns for teachers, with 

instances of teachers being assaulted by the students (Winkelmaier, 2023). 

Additionally, there has been a report of students engaging in dangerous actions, such 

as knife wielding (Kariko 2020). In an attempt to lower the risk of incidents of 

violence, police are sometimes invited to employ weapon searches at schools . 

Notably, in one of the schools of Windhoek, it was discovered that students were 
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found in possession of harmful weapons (Uirab, 2023). These incidents are reported 

to cause teachers an immense level of psychological distress (Smith, 2018). 

 

In addition to the management of learner misconduct, secondary school teachers in 

Namibia are also confronted with a lack of educational resources, such as textbooks, 

which makes the delivery of the curriculum difficult (Moses et al., 2022). 

Supplementary factors, such as, teachers’low level of compensation and a deficiency 

in support from school management is attributed to the elevated attrition rate in 

Namibia (Chirimbana, 2023). Teachers’ needs for salary increment led to a strike in 

2012 and 2016, ultimately resulting in the closure of schools (Grobler, 2012; Nakale, 

2022). This could be an indication of the teacher’s discontent with the unfavourable 

working conditions. These working conditions have been related to heightened job 

stress, which further contributes to the deterioration in the overall health of teachers 

in Namibia (Kaupa, 2020). 

 

This section provided insight into the current status of the Namibian secondary 

education schooling environment, to conceptualise, for the reader, the specific 

demands and challenges inherent of teachers’ work, which could be argued to 

contribute to teachers experiences of job stress. 

 

2.4 THEORETICAL APPROACH TO JOB STRESS 

 

2.4.1 Job demands resources model 

 

The job demands resources model, is a theoretical framework that was established 15 

years ago, in order to conceptualise the processes which an employee undergoes 

when experiencing occupational stress (Schaufeli, 2017). According to this model, 
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every role in the workplace consists of job demands and job resources (Van 

Woerkom et al., 2016).  

 

Job demands are described as components of the job role that necessitate consistent 

psychological and physical exertions (Bakker & DeVries, 2017). Elevated levels of 

effort, as asserted by Bakker et al. (2023), lead to employees exhausting their 

resources. This encompasses factors such as, work conflict and an excess of work 

duties (Bakker & DeVries, 2021).  Guglielmi et al. (2012), argue that an employee’s 

individual qualities, such as, workaholism and consciousness, contribute to elevated 

levels of job demands (Guglielmi et al., 2012). This is due to the fact that, the 

personal demands an employee places on themselves, influences the level of effort 

exerted on job tasks (Bakker & Demerouti, 2017). Moreover, when considering the 

job demands faced by teachers in Namibia, it becomes evident that occupational 

challenges, such as, the heightened student-teacher ratio and the presence of 

misconduct, are factors that could necessitate extensive effort (Hiveluah, 2023).  

Additionally, teachers are confronted with a considerable weight of administrative 

tasks that extend beyond these challenges.  These factors do not only impact task 

efficiency but could also contribute to increased levels of work-related stress. 

 

In contrast, job resources are defined as assets that aid the employee’s ability to 

accomplish work tasks (Bakker & Demerouti, 2018). Furthermore, these resources 

are reported to strengthen the employee’s adaptive capacity in managing job 

demands, which encompasses both physical and immaterial resources (Bakker et al., 

2023; Skaalvik & Skaalvik, 2017). In the school setting, intangible resources, such 

as, a collaborative relationship with colleagues, perceived supervisor support, and 
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the provision of skill development opportunities, play a pivotal role in assisting the 

teacher’s effectiveness (Evers et al., 2016). As emphasised by Admiraal et al. (2023), 

these job factors are instrumental in enhancing the teacher’s ability to navigate 

through various work-related pressures. Collie (2017), further elaborated that 

positive work relationships were crucial incultivating a teacher’s adaptability. 

Moreover, perceived supervisor support, which encompass rewarding and 

recognising the teacher’s efforts, is explained to contribute positively to the 

employee’s performance (Makhuzeni & Barkhuizen, 2015). 

 

This perspective aligns with the theory of operant conditioning, which suggests that 

positive feedback and suitable rewards from management reinforced positive 

behaviour, which increased the employee’s performance (Danish et al., 2015). 

Moreover, intangible job resources such as, autonomy are also recognised as human 

needs that are required for employees to operate at an optimum level (Schaufeli, 

2015). Therefore, it is important to note that immaterial job resources are integral to 

the teacher’s ability to manage work challenges adeptly (Skaalvik & Skallvik, 2018). 

Complementing these intangible resources, the job demands resources model 

highlights the significance of physical resources, such as classrooms, teaching aids 

and accessibility to computers, in creating a conducive work environment (Haber & 

Haber, 2017). These factors could significantly improve the teacher’s efficiency in 

fulfilling their responsibilities, in a secure and supportive environment.  

The job demands resources model also emphasises the significant role of personal 

resources and the crucial role these resources play in reducing burnout, stress and 

fostering engagement (Corso-de-Zúñiga et al., 2020).  In the Namibian context, it 

could be reasoned that personal resources such as, psychological capital enable 
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teachers to withstand the negative effects work challenges, ultimately, reducing 

overall job stress and the likelihood of developing burnout. These personal 

resources, including psychological capital, play a crucial role in determining the way 

in which employees evaluate difficulties that they have experienced. This is owing to 

the fact that, employees with these resources are inclined to view challenges as a 

prospect for advancement and development (Bakker & Devries, 2021).  

 

In a similar vein, Luthans and Youseff- Morgan (2017), highlighted the significance 

of cultivating these resources, as it plays a pivotal role in assisting employees to 

overcome challenges. This perspective, as emphasised by Bakker et al. (2023), 

suggests that personal resources provide the motivation and dedication to address 

work challenges actively. Furthermore, the model highlights the importance of 

personal resources, which are considered as individual qualities that assist an 

employee in coping with work challenges (Bakker & Demerouti, 2017). Bakker and 

Demerouti (2018), specifically outline personal resources as the employee’s belief in 

their ability to manage and influence their surroundings effectively. An example of 

these resources includes qualities such as, confidence, a positive outlook, hope and 

resilience (Wingerden, 2016). Moreover, Grover et al., (2016), reported personal 

resources to be effective in assisting employees to adapt to job demands. 

 

Fundamentally, job personal resources that are unable to counterbalance the job 

demands, lead to employees experiencing job stress, subsequently contributing to 

burn out and low levels of work engagement (Bakker & Devries, 2020). This 

characterised by an employee feeling depleted and experiencing a diminished energy 

to complete tasks (Schaufeli et al., 2015). Burnout is more likely to occur when the 
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job demands exceed job/personal resources, as the employee’s prolonged experience 

of job stress (Schaufeli et al., 2017). Burnout is characterised by an employee’s 

feelings of exhaustion and a pessimistic attitude towards work (Lee & Jo, 2023). 

This highlights the significance of maintaining a balance between job resources and 

job demands in order to promote the teacher’s efficiency and reduce the negative 

effects of job stress.  

 

In the current study, psychological capital and perceived supervisor support are 

identified as possible resources that could assist teachers in carrying out job duties 

efficiently. This could be attributed to the inherent qualities that enable the teacher’s 

capacity to exercise control over job demands. Therefore, it is reasonable to propose 

that enhanced job resources such as, psychological capital and job resources, could 

decrease the levels of job stress for teachers.  

 

2.5 EMPIRICAL LITERATURE  

 

2.5.1 The relationship between psychological capital and job stress 

 

Psychological capital is outlined as an essential component in the efficiency of the 

organisation, and notable findings have indicated the importance of this cognitive 

resource on job stress (Cavus & Gocken, 2015). Considering that psychological 

capital has been depicted as a contributory factor to the alleviation of job stress; this 

has propelled the researcher’s interest in investigating the nature of the relationship.  

 

In a study conducted by Zhang et al. (2019), the role of mental resources on 

occupational stress, among teachers in China was investigated. The research, 

conceptualised mental resources, as cognitive qualities including, confidence, a 

positive outlook, hope and endurance (Zhang et al., 2019). The outcomes of the 
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study indicated that teachers possessing these qualities, possessed an ability to adopt 

effective coping strategies, and the ability to withstand the negative effects of job 

stress (Zhang et al. (2019).  The results support Luthans’ (2017) notion, that mental 

resources cultivate a positive mindset that improves the employee’s ability to 

navigate through work challenges.  

 

In tandem, Demir (2018), asserts that psychological capital acts as a protective factor 

against job stress. According to Demir (2018), teachers that have mental resources 

such as, hope, self-belief, optimism and endurance, are strengthened in their ability 

to perceive and to deal with stress. Given the nature of teaching work in Namibia, it 

is an undeniable fact that the work conditions could contribute to stress. Therefore, 

mental resources must be considered in enhancing the teacher’s ability to navigate 

through work challenges.  A study by Alat et al. (2023) investigated the role of 

mental resources and internal locus of control on stress, within the context of India. 

The study outlined that psychological capital and an individual’s agency, work 

together to lower the levels of stress (Alat et al., 2023). Viseu et al. (2016), provide 

context to this point by highlighting that components of psychological capital, such 

as hope and self-efficacy improved the employee’s motivation to overcome 

challenges. This aligns with the self-determination theory which asserts that an 

individual’s ability to make decisions and to direct their own actions, increases 

motivation (Fidelis et al., 2021). As a result, teachers may demonstrate increased 

performance and commitment to work through challenges. Drawing from these 

findings, it is apparent that psychological capital could be viewed as an agent that 

fosters the teacher’s strength to overcome work challenges.  
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Moreover, Alat et al., (2023), found that an enhanced level of psychological capital 

contributed positively to an individual’s mental health. This challenges the view that 

psychological capital should not only be viewed as a mitigating factor in the 

employee’s experiences of stress, but should be viewed with a broader role of 

preserving an employee’s mental health. Therefore, psychological capital is a key 

aspect of occupational well-being and engagement at work. In line with the previous 

findings, a study conducted by Hansen et al. (2015), investigated the mediating role 

of psychological capital, on the relationship between subjective well-being and the 

consequences of job stress. The study revealed that teachers in South Africa who 

exhibit elevated levels of subjective well-being, had the tendency to experience 

lower levels of job stress (Hansen et al., 2015). Subjective well-being is defined as 

an individual’s evaluation of life satisfaction (Diener et al., 2018), which is found to 

have a significant influence on the employee’s experiences. Moreover, Sahai and 

Mahaptra (2020), argued that subjective well-being contributed to the employee’s 

positive outlook on life, ultimately enhancing an individual’s ability to operate at an 

optimum level. Ryu et al. (2020), extended this point and highlighted the 

significance of subjective well-being in alleviating job stress. Supporting these 

findings, Hansen et al. (2015), not only echoed this point, but also highlighted that 

psychological capital reinforced the relationship between subjective well-being and 

the effects of job stress, ultimately mitigating the negative effects of job-stress. The 

study further revealed that teachers with psychological capital, were more efficient at 

managing job stress, due to the possession of qualities, such as, optimism, 

competence, perseverance and positive expectations (Hansen et al., 2015). This 

corroborates, the assertions made by Bakker and Devries (2021), which indicates 

that individuals possessing these mental resources demonstrate enhanced stress 
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management skills. Ultimately, the study by Hansen et al. (2015) underscores the 

critical role of psychological capital in preventing burnout, as a result, strengthening 

teacher’s  well-being (Hansen et al., 2015). 

 

In a similar vein, Zewude and Hercz (2021), conducted a study that provided further 

empirical evidence that supports the view that psychological capital significantly 

enhanced the well-being of teachers in Ethiopia. It was found that individuals with 

psychological capital demonstrated an ability to embrace work challenges, whilst 

making the necessary adjustments to manage obstacles encountered (Zewude & 

Hercz, 2021). As supported by the job demands resources model, employees that 

possess psychological resources are less likely to experience job stress because of the 

ability to address work challenges (Bakker & Demerouti, 2017). These findings 

strengthen the viewpoint that psychological capital could enhance the employee’s 

well-being by fostering positive coping strategies. 

 

In confirmation of these outcomes, Aderibigbe et al. (2018), conducted a study that 

investigated the impact of psychological resources on occupational stress, among 

teachers in Nigeria. The findings revealed that psychological capital had a positive 

influence on the teacher’s ability to cope with stress. This could be attributed to the 

various aspects of psychological capital that empower employees to overcome 

challenges (Luthans et al., 2015). Additionally, the transactional model of stress, 

states that individuals who perceive themselves as capable of handling adversity 

exhibit greater confidence in effectively managing stress (Alhija, 2015). Rehman et 

al. (2015), highlighted that individuals with confidence in the ability to overcome 

challenges are less threatened by challenges, thus contributing to an increased effort 



30 

 

in addressing work challenges. Beyond self-confidence, Sawar et al. (2017), argued 

that other dimensions of psychological capital, such as, adaptability, optimism, and 

hope, contribute to the employee’s efficiency. In corroboration of this concept, 

Aderibigbe et al. (2018), affirmed this viewpoint and argued that  psychological 

capital functioned as a mental resource that enhanced the teacher’s performance to 

overcoming job stress (Aderibigbe et al. 2018).  Therefore, it could be postulated that 

psychological capital enhanced the teacher’s performance, which contributes to the 

effective management of work-related stress. These findings align with the 

perspective provided by Zewude and Hercz (2021), suggesting that teacher’s 

psychological capital enables the teacher’s ability to adopt positive coping measures 

for stress management. 

 

Nonetheless, Mikus and Teoh (2022), provided an additional perspective on the role 

of psychological capital in relation to job stress. The outcomes of the study suggest 

that psychological capital consists of mental resources that cultivate a positive 

mindset that strengthens the teacher’s ability to adopt preventative coping strategies 

(Mikus & Teoh, 2022). Preventative coping strategies were described as the teacher’s 

ability to take deterrent actions that lessen the effects of impending job stressors 

(Mikus & Teoh, 2022). In comparison to the study by Zewude and Hercz (2021), 

Mikus and Teoh (2022), argued psychological capital to strengthen the employee’s 

anticipatory vision, which is essential in identify prospective solutions to obstacles 

foreseen. Therefore, psychological capital may be considered to be vital in 

alleviating job stress due to its problem-solving capacity. This aligns with Cimen and 

Ozgen (2018) assertion that psychological capital reduces job stress by strengthening 

the teacher’s ability to identify approaches to overcoming work challenges. As a 



31 

 

result, of the teacher’s ability to take preventative measures to address stress, it 

equips the employee to be better at handling workplace stressors (Mikus & Teoh, 

2022). These findings are consistent with the assertions made by Deci et al. (2017), 

emphasising that employees  that perceive themselves to be capable are more driven 

to effectively address stress. In essence, psychological capital could be viewed as 

mental resource that has a dual role of preventing and managing stress.  

 

In order to obtain a detailed understanding of the relationship between psychological 

capital and job stress, several researchers have investigated the different dimensions 

of psychological capital and their impact on job stress.  For instance, Wang et al. 

(2015), conducted a study in China that explored the role of self-efficacy on the 

teachers’ ability to adapt to work challenges. The study found that teachers with a 

strong sense of self-efficacy demonstrated an increased capacity to navigate through 

work challenges adeptly (Wang et al., 2015). Samfira and Palo (2021), highlighted 

that self-efficacy leads to the implementation of coping strategies that address the 

root cause of issues, which results in the mitigation of stress.   Additionally, Wang et 

al. (2015), highlighted that stress-inducing work requirements, such as, student 

misconduct were reported be less strenuous when teachers were confident in 

addressing such issues. Expanding on this, Pieters and Matheus (2020), indicated 

that self-efficacy served as a protective factor against the adverse effects of job 

stress, amongst nurses in Namibia. Although, the study was specific to the nursing 

field, the findings hold a broader significance that suggests that self-efficacy is 

essential in mitigating job stress in various professions. In tandem, Embse et al. 

(2016), further emphasised that teachers in the United States of America that were 

confident in their abilities, strengthened their ability to manage work demands, as a 

result, reducing the levels of job stress.  



32 

 

Accordingly, a study conducted in Spain, confirmed that psychological capital 

dimensions such resilience had an impact on reducing job stress (Ferradas et al., 

2019). The study found that teachers with elevated levels of resilience and optimism 

were more likely to manage challenging situations more effectively and due to their 

enhanced problem-solving abilities (Ferradas et al., 2019). Similarly, a study in 

South Africa, asserted that the teacher’s ability to engage in creative problem-solving 

which assisted in resolving work challenges (Wabule, 2020). This depicts the view 

that resilience fosters cognitive functions such as problem solving, therefore, 

encouraging teachers to implement solutions that will resolve the challenges 

experienced (Ferradas et al., 2019). On the basis of these findings, it could be 

postulated that the teachers’ level of resilience could be vital in assisting employees 

to overcome the work demands in Namibia. Additionally, Vinkers et al. (2018) assert 

that highly demanding work environments do not have a negative effect on 

employees that possess mental resources such as resilience. This is due to the fact 

that resilient employee can withstand difficulties, and this promotes emotional 

stability (Vinkers et al., 2018). According to the Frederickson broaden-and-build 

theory, psychological capital is postulated to induce positive emotions that 

strengthen an individual’s reasoning skills and focus (Siu, 2015). In consideration of 

these factors, the qualities previously mentioned act as a commodity that fosters the 

individual’s endurance and capacity to select and sustain stress management 

strategies (Zewude & Hercz, 2021).   

 

Another study conducted in the United Stated of America, explored the 

psychological capital dimension of resilience in relation to job stress, and the 

findings indicated that resilience contributed to the alleviation of stress in the 
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workplace (Richards et al., 2016). Karkus et al. (2019) attribute, this, to the notion 

that teacher’s resilience heightens the employee’s drive to achieving objectives, even 

in the face of challenging complexities. Echoing this perspective, Richards et al. 

(2016), highlighted that resilience fostered a positive mental state that strengthened 

the teachers’ persistence. Furthermore, the study found that resilient teachers adapted 

competently to the stress incurred by interpreting work challenges as non-threatening 

(Richards et al., 2016). This aligns with Nafei’s (2015), perspective that resilience 

enhanced the teachers’ coping strategies.  

 

In a similar vein, Herman et al. (2018), contended that teachers with a positive 

outlook towards the future, were better equipped to adeptly manage word demands. 

This was attributed to the motivational effect of optimism on the implementation of 

strategies to overcome challenges (Kim et al., 2017). In essence, the findings on 

optimism correspond with the research outcomes on resilience, confidence and hope, 

and emphasise the capacity to enhance ability to navigate adversity in the workplace. 

 

Therefore, findings provided on the dimensions of psychological capital align with 

the supposition put forth by Luthans and Youseff-Morgan (2017), that the four 

components of psychological capital work harmoniously to bring about positive 

outcomes. This comprises of favourable outcomes such as, the ability to overcome 

work challenges. While scholars have provided extensive findings on the role of 

psychological capital on job stress in various fields, limited research exists in the 

Namibian context, particularly in the teaching profession. Nevertheless, findings 

from different industries such as, call centres provide insights on the relationship 

between psychological capital and job stress. To illustrate, Fernando et al. (2020) 
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investigated the relationship between work strains and psychological capital, 

concluding that psychological capital may not have a significant impact on the 

employee’s ability to withstand the effects of elevated job demands. This suggests 

that psychological capital in isolation might not be adequate in alleviating job stress. 

However, Gong et al. (2019) challenges these findings and reports psychological 

capital to have a mitigating effect on the levels of job stress. 

 

Collectively, different scholars support the view that psychological capital serves 

multiple roles, including the function of preventing and mitigating the effect of job 

stress. Researchers like Mikus and Teoh (2022) have presented findings that 

reinforce this notion. Therefore, the discussed findings suggest that psychological 

capital could be vital in strengthening the teachers’ capacity to manage job stress.  

 

In correspondence to the existing findings presented above, the following hypothesis 

is formulated. 

Hypothesis1: Psychological capital has a significant relationship with job stress of 

secondary school teachers in Windhoek, Namibia. 

• Sub-hypothesis 1a: Psychological Capital subset, hope has a significant 

relationship with job stress of secondary school teachers in Windhoek, 

Namibia. 

• Sub-hypothesis 1b:Psychological Capital subset, self-efficacy has a 

significant relationship with job stress of secondary school teachers in 

Windhoek, Namibia. 
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• Sub-hypothesis 1c:Psychological Capital subset, resilience has a 

significant relationship with job stress of secondary school teachers in 

Windhoek, Namibia. 

• Sub-hypothesis 1d: Psychological Capital subset, optmism has a 

significant relationship with job stress of secondary school teachers in 

Windhoek, Namibia 

 

2.5.2 Perceived supervisor support and job stress 

 

Supervisor support, as noted by, Copeland (2016), is considered to be fundamental in 

addressing the negative effects of job stress. Supportive supervisors are reported to 

play a pivotal role in providing interventions designed to mitigate stress in the 

workplace (Feng, 2019). Consequently, the absence of supervisor support may lead 

to the decline in the overall health of employees (Hammig, 2017). Weigl et al. 

(2019), extended this point by highlighting that the absence of supervisor support 

could lead to the development of mental health issues such as burnout and 

depression.  This underscores the importance of supervisors providing essential 

resources, including psychological support (Charoensukmongkol et al., 2016). 

 

Ju et al. (2021), further investigated the ramifications of perceived supervisor 

support on job stress, by exploring the influence of social support, in the context of 

China. This study conceptualised workplace social support as an instrument that 

assists employees in coping with work-related stress, work-related stress, through the 

supervisor’s provision of psychological support and constructive feedback (Ju et al., 

2021).  Bermejo-Toro et al. (2016), highlighted the substantial impact of this form of 

support on teachers’ well-being. In line with this, Ju et al. (2021), highlighted that 

supervisors demonstrating concern for the welfare of teachers, alleviated the 
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negative effects of job stress. Fahmy et al. (2022), confirmed this point and argued 

that the level of mental support provided by supervisors, influenced the extent to 

which teachers in Egypt experience work demands. The study further emphasised 

that support provided by supervisors safe-guarded teachers against the development 

of stress-induced ailment, such as, musculoskeletal conditions (Fahmy et al., 2022). 

Collectively, these studies highlight that psychological support provided by 

supervisors could enhance the overall health of teachers.  These findings align with 

the study conducted by Ouellete et al. (2018), which indicated that supervisor 

support lowered teachers’ job stress levels. These findings correspond with the job 

demands resources model, which suggests that job resources such as, perceived 

supervisor support enables the employee to be effective in their job role thereby 

reducing the risk of burn out (Skaalvik & Skaalvik, 2017). In contrast, a study 

conducted in China, by Xu and Yang (2021), found perceived supervisor support to 

not have an influence on the negative effects of job stress, thus indicating that a 

combination of other factors could be influencing the levels of teachers’ job stress. 

 

However, Zhu et al. (2019), provided a different perspective and highlighted the 

significance of the supervisor’s psychological support on teachers’ job stress in 

China. Zhu et al. (2019) asserted that effective communication was as an essential 

component of supervisor support and that it promoted a climate of psychological 

safety. This was in the view that psychological safety led teachers to believe that 

their concerns were valued and that negative measures will not be taken against them 

(Zhu et al., 2019). Yulita et al. (2022), supported the view that psychological safety 

provided by the supervisor was found to reduce the likelihood of employees 

experiencing psychological distress. Moreover, Zhu et al. (2019), highlighted that 
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effective communication improved the team’s collaboration, consequently 

decreasing the probability of teacher’s experiencing stress-inducing  factors such as, 

conflict (Zhu et al., 2019). In addition, the social learning theory, posits that 

individual’s learn by observing role models (Rumjaun & Narod, 2020). In this 

context, supervisors that are perceived to demonstrate effective communication and 

psychological support act as a role model for teachers. This can potentially lead to 

the reduction of team conflicts, due to the supervisor exemplifying effective 

communication. This, in turn, would cultivate a work environment that lowers job 

stress levels. 

 

Building on these findings, Buskila and Levi (2021), provided a more detailed 

account of effective communication and highlighted the role of empathy in 

promoting perceived supervisor support. According to Reiss (2017), empathy is 

defined as the mental process that enhances the supervisor’s capacity to 

acknowledge and understand the experiences of others. Therefore, aspects of 

communication such as, empathetic listening are indicated to enhance the 

supervisor’s capacity to understand and challenges experienced by teachers in Israel 

(Busikila & Levi, 2021). This in turn may lead to a reduction in job-related stress 

(Buskila & Levi, 2021).  

 

 Expanding on this, Aria et al. (2019), highlighted the qualities of supportive 

communication and the association with lowered stress levels. The study, revealed 

that active listening enhanced the manager’s ability to formulate interventions that 

address work challenges (Aria et al., 2019). Similarly, Amunkete and Rothmann 

(2015), argued that effective communication comprised of a balanced ration of 
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listening, and verbal communication contributes to employees perceiving that their 

well-being holds value. The outcomes of the study align with the self-determination 

theory which stipulates relatedness as a crucial factor in enhancing an individual’s 

well-being and motivation (Ryan & Deci, 2017).  Subsequently, motivated and 

psychologically fit employees are equipped to manage job stress more effectively 

(Fidelis et al., 2021). These findings indicate the significant role of listening skills in 

demonstrating support and enhancing the well-being of teachers. Therefore, 

perceived supervisor support could be considered as a factor that increases 

motivation among Namibian teachers, empowering them with the strength to 

overcome challenges experienced in the school environment. 

 

In tandem, Kosir et al. (2022), conducted a study in Austria, investigating the factors 

that influenced teachers’ experience of job stress during the Covid-19 pandemic. The 

study highlighted that elevated levels of teachers’ job stress, was attributed to the 

shift from face to face teaching to a virtual approach (Kosir et al., 2022). Toto and 

Limone (2021), further highlighted that the increase in stress, was linked to the 

teacher’s need to be acquainted to new instructional methods, amidst the 

uncertainties instigated by the pandemic. However, the findings by Kosir et al. 

(2022), indicate that teachers that held a positive view of the supervisor were less 

likely to be affected by the demanding work requirements. The teacher’s positive 

evaluation of the supervisor was reported to contribute to the development of 

resilience and a positive outlook, therefore, reinforcing the employee’s convictions 

in overcoming work challenges (Kosir et al., 2022). In accordance with Vroom’s 

expectancy theory, individuals become motivated when they believe that their 

actions will lead to  favourable outcomes that reduce stress (Rehman et al., 2019). 
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This underscores the significance of the relationship between teachers and 

supervisors in enhancing the teacher’s performance in managing adversity.  

 

Jose and Mamphilly (2015), further argued that support from supervisors fostered the 

employee’s intrinsic drive to demonstrate enhanced performance. While the study 

focused on general employees in India, it is reasonable to infer that similar patterns 

of behaviour might exist in the teaching profession; therefore, perceived supervisor 

support could encourage teachers to invest the necessary effort to overcome issues 

that limit productivity. This aligns with the leader-member exchange theory, which 

suggests that employees that feel supported by their leaders are more likely to 

reciprocate this with an increased level of performance (Martin et al., 2018). This, in 

turn, could lead to an enhanced capacity to manage stress. Skaalvik and Skaalvik 

(2017). Moreover, Skaalvik and Skaalvik (2017), highlighted that the provision of 

resources such as, perceived supervisor support contributed to lower levels of job 

stress.  As such, perceived supervisor support acts as a valuable asset that safeguards 

against the impact of strenuous word requirements (Skaalvik & Skaalvik, 2017). 

Perceived supervisor support is known to strengthen the employee’s sense of 

belonging, which is an essential human need (Ryan & Deci, 2017). Fulfilling this 

need is reported to be crucial for employees to remain motivated in overcoming 

work challenges (Deci et al., 2017).  

 

Additionally, a study conducted in Turkey by Uzun (2019), affirmed this point by 

highlighting that perceived supervisor support lowered the levels of work-related 

stress (Uzun, 2019). According to the job demands resources model, employees 

experience lower levels of job stress when the load of the job requirements does not 
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exceed the occupational resources (Bakker & de Vries, 2021).  Therefore, the 

teacher’s positive appraisal of supervisors contributes to the employee’s job 

resources which enhances the teacher’s capacity to manage challenging job 

requirements (Bottiani, 2019). This perspective suggests that perceived supervisor 

support enhances the employee’s endurance and the internal belief to overcome 

work-related challenges (Schaufeli, 2015; Xu & Yang, 2021).   

 

However, a study by Ong et al. (2022), explored the effects of perceived supervisor 

support on work-related stress on teachers in Malaysia (Ong et al., 2022). The 

findings provided an opposing view, suggesting that perceived supervisor support 

had no significant effect on job stress (Ong et al., 2022). Ong et al. (2022), 

postulated that certain forms of work-related stress might not be modulated by 

perceived supervisor support, as there is a certain level of closeness that can only be 

provided by a close colleague. This view was supported by a study conducted in 

Kenya, which concluded perceived supervisor support to not have significant impact 

on the teacher’s stress levels (Musaya, 2017).  This could imply that supervisor 

support alone, may not effectively alleviate the adverse effect of job stress. It is also 

imperative to recognise that the context of the study might have an impact on the 

research outcomes. Shengnan and Hallinger (2021), highlight that cultural context 

has an impact on the relationship dynamics between the supervisor and the 

employee. Shengnan and Hallinger (2021), further explicates that in certain cultures, 

it is customary for supervisors and teachers to maintain a distant working 

relationship, resulting in teachers not receiving the required psychological support 

from the supervisor (Shengnan & Hallinger, 2021). Owing to this fact, the teacher’s 

ability to cope with job stress might be hindered. 
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Conversely, a study undertaken in Norway, reported perceived supervisor support to 

affect the degree to which the teacher is affected by stress (Skaalvik & Skaalvik, 

2016). The findings indicated that a lack of supervisor support contributed to 

elevated levels of job stress (Skaalvik & Skaalvik, 2016). Supporting this 

perspective, Badway (2015), confirmed that teachers in Egypt, experience 

heightened levels of job stress, in the case where the supervisor stifles the teacher’s 

ability to generate new ideas and the ability to make independent decisions (Badway, 

2015). Therefore, the supervisor’s capacity to accommodate the employee’s needs 

may reduce. The existing literature indicates that the employee’s perception of 

supervisor support has an alleviating impact on job stress. Furthermore, given the 

recurrent findings on the relationship between perceived supervisor support and job 

stress, a persistent pattern is observed in the interaction of the two variables. 

Drawing upon the existing literature, the following hypothesis is formulated. 

 

Hypothesis 2: Perceived supervisor support has a significant relationship with job 

stress of secondary school teachers in Windhoek, Namibia. 

 

The diagram below demonstrates the variables being investigated and the proposed 

theoretical model. The model, titled the proposed theoretical model, (see, Figure 2.1) 

provides a representation of the relationship of psychological capital, perceived 

supervisor support and job stress in accordance with the literature previously 

discussed. 
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 Figure 2.1 Proposed Theoretical Model 

 

 

2.6 CHAPTER SUMMARY 

 

This chapter defined psychological capital and, perceived supervisor support. 

Additionally, this section examined the existing empirical literature related to these 

variables. The discussion extended to the theoretical framework of the job demands-

resources model, exploring its connection to psychological capital, perceived 

supervisor support, and job stress. The subsequent chapter will focus on detailing the 

methodology employed in the study. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

 

3.1 INTRODUCTION 

 

This chapter explicates the research methods undertaken. This encompasses a 

description of the research design, the sampling method, measuring instruments, and 

the procedures carried out in the collection of data.  

 

3.2 RESEARCH DESIGN 

 

The study implemented a cross-sectional method, which involved obtaining data 

from participants at a specific point in time (Wang & Cheng, 2020). This approach 

was selected because it provides a framework for obtaining the research information 

over a short period of time (Spector, 2019). By utilising the cross-sectional design, 

the study aimed to explore the relationship between psychological capital and, 

perceived supervisor support on job stress. This methodology aligns with the study’s 

objective, as it allows for the investigation of these relationships at a singular 

moment in time, without the need for longitudinal tracking of variables. 

Additionally, the study employed a quantitative research approach, utilising 

questionnaires to gather information on participants' experiences (Antwi & Hamza, 

2015). This research approach not only facilitated the exploration of the relationship 

between the previously mentioned variables but also directly contributed to 

addressing the research objectives. Moreover, by proving statistical evidence, it 

enhanced the validity of the study's findings. Sürücü and Maslakci (2020), 

emphasised the use of quantitative approaches with reliable and valid scales to 

measure participant responses. These approaches were then employed to analyse the 

relationship between psychological capital and job stress, as well as perceived 
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supervisor support and job stress, in order to meet the research objectives. The 

positivism approach has been included as it is best suited for examining the 

relationships between variables in this context. 

 

3.2.1 Positivism  

Postivisim is a theory that was introduced by Comte in 1848, in which he 

emphasized the use of empirical evidence and scientific methods to explain 

phenomena Gavrilov (2020). Positivism holds that scientific approaches are  the 

most reliable means of obtaining knowledge through empirical evidence (Comte, 

2015). This approach is effective in quantifying phenomena, testing theories through 

scientific data collection, and aiming for objectivity and generalizability in results, 

which are all common positivist research practices (Ryan, 2018). Positivism uses 

rigorous procedures, including surveys and statistical analysis, in identifying patterns 

in human behavious (Hasan, 2016). Considering the strength of this theory, the 

study's underpinning will focus on the concept of positivism in order to effectively 

investigate the role of teachers' psychological capital and perceived supervisor 

support on job stress in the context of Windhoek, Namibia. This approach will assist 

in comprehensively examining the relationships between these variables. 

 

3.3 POPULATION  

The study’s population encompassed secondary school teachers from different 

departments, in public secondary schools in Windhoel Namibia.The population 

comprised of 1189 secondary school teachers  in Windhoek (Ministry of Education 

Arts and Culture, Republic of Namibia (2021). The study mainly focused on public 

secondary schools in Windhoek, which fit the background of the current study (i.e. a 
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work environment characterised by high workloads, lack of resources and 

infrastructure, overcrowded classrooms etc.). As such, private secondary schools 

were excluded from the study because the research background that necessitated the 

current study is not characteristic of a private school environment.  

 

3.4 SAMPLING 

 

The sample target for the study was 291 educators from public secondary schools in 

Windhoek, as it was a cross-sectional study. Secondary school teachers were the 

only subjects selected in the study, in order to achieve the study’s objective. 

Participants were selected via a non-probability purposive sampling technique, 

specifically selecting individuals who could provide insights into the study's research 

question. 

 

Based on the sample size calculator (see https://www.calculator.net/sample-size-

calculator.html), a minimum of 291 participants was needed. This was for the reason 

that, the minimum number required for the samples to meet the desired statistical 

constraints, is at the 95% confidence interval. However, the sample consisted of 263 

secondary school teachers. A total number of 511 questionnaires were distributed 

with the aim of reducing the potential of having an exceedingly low response rate. 

Furthermore, increasing the number of distributed questionnaires aimed to enhance 

the likelihood of obtaining a sample size that is representative of the population. The 

study managed  to achieve a response rate of 52%, which is of a moderate level. 
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3.5 MEASUREMENT INSTRUMENTS  

A researcher-developed a demographic questionnaire that was administered in order 

to collect information relating to age, sex, school, professional tenure and the highest 

qualification obtained. Three categories were listed for gender to accommodate 

individuals who may not identify strictly as female or male, and those with other 

identifications, such as non-binary, agender. This approach aims to enhance the 

accurate representation of demographics accurately, as Boytos et al. (2019) notes 

that societal developments have led to the broadened spectrum of gender 

identification. In addition, the Compound Psychological Capital Scale (CPC-12), 

was used to measure psychological capital (Dudasova et al., 2021). The response 

structure is characterised by scales varying from one (completely disagree) to six (in 

full agreement).  It encompasses 12 items that measure the four facets of 

psychological capital (Platania et al., 2022). The four components of the construct 

each have three items, and the sample questions are as follows: “self-efficacy: I am 

confident that I could deal efficiently with unexpected events; hope: I can think of 

many ways to reach my current goals: resilience: I tend to bounce back quickly after 

serious life difficulties and optimism: the  future holds a lot of good in store for me” 

(Dudasova et al., 2021, p. 10).  Lorenz et al. (2016) reported a reliability of α= 0.82. 

It is worth noting that the sample population used for validation was in the United 

States of America (Dudasova et al., 2021). 

 

Secondly, the Work Stress Questionnaire (WSQ-21), developed by Frantz and 

Holmgren (2019), was administered to measure job stress. The item responses 

demonstrate a scope varying from 1-strong affirmation to 4-strongly disagree 

(Hulten et al., 2022). This instrument consisted of 21 items, and it was divided into 
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four components, namely “indistinct organization and conflicts; individual demands 

and commitment; influence at work and work to leisure time interference” (Frantz & 

Holmgren, 2019, p. 2). According to Adhikari (2022), the reliability of the scale is 

reported to be at a value of α= 0.87. The sample population was validated on a 

sample in China (Adhikari, 2022). 

 

Lastly, the supervisor relations subscale (SRC) from the antecedent’s scale 

developed by May et al. (2004), was utilised to measure perceived supervisor 

support. The instrument comprises a measurement scale varying from one (strongly 

approve) to five (strongly disapprove). The scale consisted of five questions that 

evaluated the teacher’s perception of managerial support.  The scale is reported to 

possess an internal consistency of α=0.95 (May et al., 2004). The sample population 

was validated on a sample in the United States of America (May et al., 2004). 

 

3.6 DATA ANALYSIS 

 

The data collected was analysed through the SPSS (Statistical Software Versio 29). 

The study utilised the Cronbach alpha for the purpose of determining the reliability 

of the research data.  Secondly the Pearson correlation was used to investigate the 

relationship between the variables. Moreover, regression analysis was performed on 

the data, to determine the predictive accuracy of psychological capital and perceived 

supervisor support on job stress.  

 

3.7 PROCEDURE FOR DATA COLLECTION 

 

The researcher approached various secondary schools in Windhoek. Ideally, the 

researcher could have focused on all the secondary schools in Windhoek, where 

institutional permission was granted from the principals. However, due to the cross-
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sectional nature of the study, and the costs involved, the researcher only focused on 

13 public secondary schools in Windhoek rural and 12 secondary schools in urban 

Windhoek.  Thirteen schools were initially selected from both the urban and rural 

areas of Windhoek; however, one urban school could not participate. The selection 

of schools was based on geographic proximity due to the researcher’s limited budget, 

and socioeconomic diversity was also a factor in the selection process. 

 

Firstly, the researcher applied for ethical clearance from the University of Namibia 

Ethics Committee. Subsequent to the approval received from the Ministry of 

Education Arts and Culture, the researcher obtained permission from school 

principals to carry out research in each school.  Once the school principals granted 

permission, the researcher elucidated the objectives of the study to the teachers (as 

per what the school consented to and allowed). Furthermore, a consent form and a 

participant information sheet were distributed. These documents provided details on 

the aim, benefits, potential risks, duration and ethics of the study; this document was 

attached to the questionnaire. This ensured that all teachers understood the objectives 

of the study. Moreover, the researcher’s contact details were made available in the 

event that participants had further inquiries.  

  

To ensure anonymity and confidentiality, the researcher was not directly involved 

with participants. A sealed box (with a small opening to slide in the survey) was 

placed at each school secretary, and, teachers were requested to take a questionnaire 

from the secretary and return it to the sealed box voluntarily. Furthermore, teachers 

were requested to additionally tick/sign on the consent form provided that they 

consented to taking part in the study. The questionnaire took about 15 minutes to 
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complete, and participants were given a week to complete the questionnaire  (so as 

not to disturb any teaching work). 

 

3.8 RESEARCH ETHICS 

 

Firstly, the researcher applied for ethical clearance from the the University of 

Namibia Decentralised Ethics Committee, and clearance was obtained, Ethics 

number: SAH32/23 (Refer to appendix A). Following this, authorisation to carry out 

the research was requested from the Ministry of Education Arts and Culture at the 

Khomas Regional Office in Windhoek, Namibia. 

 

Subsequent to the approval received from the Ministry of Education Arts and 

Culture, the researcher obtained permission from school principals to carry out 

research with in the school. Teachers were then informed of the study objectives 

through the participation information sheet. This sheet not only provided information 

on participant’s rights, but it also outlined crucial aspects such as, informed consent, 

anonymity and confidentiality. Participants were also made aware that information 

shared in the study would be kept confidential. Additionally, the document outlined 

that for the purpose of protecting their anonymity, participants were not required to 

give their identification information.  

 

The participation information sheet also provided the teachers with contact details of 

a counsellor in the case where involvement of the study elicited negative emotions. 

Furthermore, all participants were treated with respect and were assured that the 

proceedings of the study would not harm them and that all participants would be 

treated fairly. Teachers were also advised that if they wished to withdraw from the 

study, they could do so without incurring any negative circumstances.  
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At the outset of the data analysis process, the data was captured on an Excel 

spreadsheet file and stored on a password-protected computer which was only 

accessed by the researcher. Furthermore, the hardcopies of the completed 

questionnaires have been stored in a locked cabinet for a period of five years in the 

supervisors UNAM allocated work office, before the documents are shredded. 

 

The risks involved in taking part in the study were minimal and alleviated by the 

anonymous nature of the research surveys, which were collected indirectly via the 

use of a research submission box stationed at the school secretary’s office. Once the 

data analysis was completed, the anonymised results were reported in the 

researcher’s dissertation. The findings were also used to provide a general report to 

the schools that took part in the study, if requested. The final copy of the full report 

findings has been held by the University of Namibia. Furthermore, the anonymised 

data and results will be used for peer-reviewed academic publications in journals and 

to present at conferences. At no point were individual results reported; only the total 

group results are reported. 

 

3.9 CHAPTER SUMMARY 

 

This chapter outlined the research design that guided the study, implementing a 

quantitative research approach. The data was collected using the work stress 

questionnaire, psychological capital scale, and the supervisor relations subscale. 

Subsequently, the gathered data was analysed on SPSS. The chapter also highlighted 

the ethical standards that were adhered to throughout the research process. The 

following chapter will discuss the findings derived from this study. 
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CHAPTER FOUR 

RESEARCH RESULTS 

 

 

4.1 INTRODUCTION 

 

This chapter presents research findings on the relationship between teachers’ 

psychological capital and perceived supervisor support and job stress. This includes 

a report on the reliability analysis of the assessment tools utilised. Moreover, the 

descriptive statistics are reported as well as the inferential statistics.   

 

4.2 ITEM ANALYSIS 

 

Item analysis was carried out to determine the reliability of the instruments used, and 

Table 4.1 outlines the results of the evaluations. Loewenthal and Lewis (2018), 

elaborate that the reliability of the instruments is considered essential in establishing 

the extent to which the instrument is dependable. A reliability coefficient of .70 is 

considered a benchmark for evaluating the validity and reliability of a scale (Nawi et 

al., 2020; Vaske et al., 2017). The mean, standard deviation and, Cronbach Alpha of 

all the scales are captured in Table 4.1 below. 

Table 4.1 
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4.2.1. Job stress 

 

Job stress was measured with a 21-item instrument developed by Frantz and 

Holmgren (2019) which measured the degree to which teachers experienced work 

stress. As shown on Table 4.1, the scale obtained a consistency coefficient of α =.74, 

which indicates that the scale is reliable. However, the inter-item correlation was .12, 

which indicates a modest degree of association between the scale items. 

 

4.2.2 Psychological capital 

 

The teachers’ mental resources were measured with a psychological capital scale 

developed by Dudasova et al. (2021). This instrument comprised of 12-items that 

assessed the secondary school teachers’ level of optimism, hope, performance beliefs 

and their adaptive capacity. The measurement tool yielded a Cronbach alpha of .95, 

suggesting that the scale is reliable. Furthermore, the inter-item correlations were 

.63, demonstrating a strong association amongst the items. 

 

4.2.3 Perceived supervisor support  

 

Perceived supervisor support was measured with a scale developed by May et al. 

(2004), which consisted of 10 items derived from the supervisor relations subscale.  

As displayed in Table 4.1, the scale generated a Cronbach alpha of .96, this suggests 

that there is a strong internal coherence amongst the items. Moreover, the inter-item 

correlation was valued at .73, indicating a strong relationship among the items. 
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4.3 DEMOGRAPHIC ANALYSIS 

The demographic results are presented in the table below. 

Table 4.2 

Descriptive statistics of the sample  
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The study collected 263 responses from secondary school teachers in Windhoek. As 

shown in Table 4.2, 74% of the sample consisted of females; 25% were male, and 

0.5% identified with another gender. This indicates that majority of the sample 

consisted of female participants. 

 

Furthermore, the majority of the sample held bachelor’s degrees, with a portion of 

the sample having 0-1 year of work experience. In contrast there was a smaller 

percentage of participants with 15-20 years of work experience. Additionally, 33% 

of the sample was within the range 30-40 range, and there was a lower representation 

of individuals between the ages of 50 and 60. 

 

4.4 CORRELATIONS  

 

The aim of the study was to investigate the relationship between variables, and 

correlation analysis was carried out. As stated by Gogtay and Thatte (2017), 

correlation analysis involves the evaluation of statistical data, with the purpose of 

assessing the extent to which variables are linked. Emerson (2015), further 

elaborates that the direction and strength of the variable relationships is indicated by 

the correlation coefficient which is denoted as the Pearson correlation coefficient (r). 
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The correlation coefficient ranges from negative one to a positive value of one 

(Okwonu, 2020). A correlation coefficient approaching the value of one indicates a 

strong relationship. In effect, this means that a correlation coefficient that is close to 

1 indicates a strong inverse association between variables, whereas a correlation 

value of positive 1 indicates a direct relationship (Winter et al., 2019). However, 

values close to 0 depicts a weak relationship (Emarson, 2015). Carrying out a 

correlation analysis is demonstrated to be vital in establishing the relationship 

between variable, it for this reason that the association between variables was 

investigated. Table 4.3, outlines the outcomes of the correlation analysis. 
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Table 4.3 

Correlations between variables 

                               1                   2               3                 4                5               6              7               8                9                10       

1. Work Stress        1                            

2. Work stress      .60**             1 

     (IW)      

3. Work stress      .79**           .45**           1 

     (IOC)     

4. Work stress      .78**           .27**         .48**            1 

     (IDC)    

5. Work stress      -.15*          -.15*          -.29**         -.47**           1   

    (WLI) 

6. Psychological   -.14            -.23**       -.13             -.15*            .13*           1 

    Capital                             

7. Psychological   -.07            -.11           -.09             -.09              .15*          .89**        1 

   Capital (O)          

8. Psychological   -.15*          -.21**       -.16*           -.16*            .14*          .92**      .79**           1 

    Capital (H)                 

9. Psychological   -.11            -.20**       -.06             -.15*            .10            .92**      .75**         .83**    1 

    Capital (S.E)      
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10. Psychological  -.15*         -.21**      -.14*            -.13*            .09            .89**      .69**         .75**  .78**        1 

     Capital (R)          

11. Perceived         .21**         .23**      .18**          .13*             -.09            .11           .15**        .74       .05         .09          1 

     Supervisor 

     Support                  

* p ≤ .05; ** p ≤ .01 

Psychological Capital (O)- Psychological Capital Optimism 

Psychological Capital (H)- Psychological Capital Hope 

Psychological Capital (S.E)- Psychological Capital Self-Efficacy 

Work Stress (IW)- Work Stress Influence at Work 

Work Stress (IOC)- Work Stress Indistinct Organization and Conflicts 

Work Stress (IDC)- Work Stress Individual Demands and Commitment 

Work Stress (WLI)- Work Stress Work to Leisure Time Interference
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As demonstrated in Table 4.3, psychological capital was uncovered to have a 

negative insignificant relationship with job stress (r = -.14, p>.05). This provides 

evidence that psychological capital has a negative impact on teachers’ experiences of 

job stress, although not significant. Similarly, the subsets of psychological capital, 

such as optimism were found to have a negative insignificant relationship with job 

stress (r= -.07, p>.05). Additionally, self-efficacy and job stress were also found to 

have a negative insignificant relationship (r= -.11, p>.05). This indicates that 

optimism and self-efficacy has no significant association with teachers’ job stress.  

 

Another psychological capital dimension, hope, was found to have a negative 

significant relationship with job stress (r= -.15, p<.05), which showed a weak 

negative correlation. This reveals that hope has some degree of influence on 

teachers’ experiences of job stress. Lastly, resilience was found to have a negative 

significant relationship with job stress (r= -.15, p<.05). The findings of the study 

provide evidence that only two subsets of psychological capital, namely hope and 

resilience, have a negative bearing to some extent, on teachers’ experiences of job 

stress. 

 

Moreover, the subsets of job stress, namely, influence at work, indistinct 

organisation and conflict, individual demands and commitment, work to leisure time 

interference, were correlated with psychological capital. Psychological capital was 

found to have a negative significant relationship with the job stress dimension 

influence at work (r= -.23, p<.05). This indicates that psychological capital has a 

negative significant bearing on the teachers’experience of work stress related to 

influence at work. However, psychological capital was uncovered to have a negative 
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insignificant relationship with the job stress dimension, indistinct organisation and 

conflict (r= -.13, p<.05). This reveals that the changes observed in the levels of 

psychological capital, were not associated with the changes in the levels of job stress 

related to indistinct organisation and conflicts. In contrast, it was found that 

psychological capital had a negative significant relationship with individual demands 

and commitment. This denotes that changes in the level of psychological capital is 

associated with the changes in the levels of the job stress dimension, individual 

demands and commitment (r= -.15, p<.05). It was also observed that psychological 

capital has a positive significant relationship with the job stress dimension work to 

leisure time interference (r= .13, p<.05). This indicates that an increase in the levels 

of psychological capital,  corresponds with an increase of the job stress dimension of 

work to leisure time interference.  

 

Owing to the results above, the subsets of psychological capital, namely, hope, self-

efficacy, resilience and optimism were correlated with the subscales of work stress. 

Optimism and the job stress dimension of influence at work were found to have a 

negative insignificant relationship (r= -.11, p>.05). This denotes that the changes 

observed in the levels of optimism, were not associated with the changes in the 

levels of job stress dimension influence at work. Similarly, the relationship between 

optimism and the stress dimension of indistinct organisation and conflict were found 

to be statistically insignificant (r= -.09, p>.05). This shows that optimism and the job 

stress dimension of indistinct organisation and conflict do not have a meaningful 

correlation. Moreover, optimism and the job stress dimension of individual demands 

and command were found to have a negative insignificant relationship (r=-.09, 

p>.05). This denotes that the levels of optimism are not associated with the changes 
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in levels of the job stress dimension individual demands commitment. However, 

optimism was found to have a positive significant relationship with the job stress 

dimension work to leisure time interference (r=.15, p<.05). The positive correlation 

indicates that with the increase of optimism, there is a corresponding tendency for 

job stress related to work life leisure to increase, although, it is imperative to note 

that there is a relatively weak relationship between the variables. 

 

Additionally, hope was found to have negative significant relationship with the job 

stress dimension of influence at work (r= -.21, p< .05). This denotes that the 

fluctuations in the levels of hope were associated with changes in the job stress 

dimension of influence at work. In tandem, the relationship between hope and 

indistinct organisation and conflict, displayed a significant negative relationship, 

with a weak correlation (r= -.16, p<.05). This indicates that changes in the level of 

hope are associated with changes in the levels of the job stress dimension indistinct 

organisation and conflict. Additionally, hope was observed to have a negative 

correlation with the job stress dimension of individual demands and commitment  

(r= -.16, p<.05). The negative correlation between the variables suggest that teachers 

with higher levels of hope may experience lower levels of the job stress dimension of 

individual demands and commitment. Correspondingly, hope and the job stress 

dimension of work to leisure time interference were found to have a negative 

significant correlation (r=-.14, p<.05). The relationship between the variables 

suggests that the changes in hope were associated with the changes found in the job 

stress dimension of work to leisure time interference, although only to a small extent. 
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Self-efficacy was revealed to have a negative significant relationship with influence 

at work, a dimension of job stress (r= .20, p<.05), thus indicating that changes in 

self-efficacy, could be associated with changes in the job stress dimension influence 

at work. In addition, the relationship between self-efficacy and job stress dimension 

of indistinct organisation and conflict was also found to be insignificant (r= -.06, 

p>.05). Moreover, the study reports that self-efficacy has a significant negative 

correlation with individual demands and commitments, a dimension of job stress (r= 

-.15, p<.05). This suggests that self-efficacy can be associated with changes that are 

found in the levels of individual demands and commitment, but with a weak 

relationship. In contrast, the correlation between self-efficacy and the job stress 

dimension of work to leisure time interference were observed to be insignificant (r= 

.10, p<.05).  

 

The dimension of psychological capital, resilience, was observed to have a 

significant negative relationship with the job stress dimension of influence at work 

(r= -.21, p<.05). This implies that fluctuations in levels of resilience, may correspond 

with negative changes in work stress levels associated with influence at work. 

Additionally, resilience was found to have a negative significant relationship with 

the job stress dimension indistinct organisation and conflict (r= -.14, p<.05). In 

tandem, resilience was found to have a negative significant relationship, with the job 

stress dimension of individual demands and commitments (r= -.13, p<.05). This 

shows that negative changes in the levels of resilience will be associated with the 

changes in the levels of individual demands and commitment, but with a weak 

relationship. However, the correlation between resilience and the job stress 

dimension of, work to leisure time interference was found to be insignificant.  
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The second main variable of the study, perceived supervisor support, was correlated 

against job stress and dimensions of job stress. The findings reveal that perceived 

supervisor support was found to have a significant positive correlation with job 

stress (r= .21, p<.05). The findings suggest that perceived supervisor support is a 

crucial component in reducing teachers’ experiences of job stress. Therefore, with an 

increase in perceived supervisor, there will be an increase in job stress. Perceived 

supervisor support and job stress dimension of influence at work were found to have 

a positive significant relationship (r=.23, p<.05). This implies that the positive 

changes observed in the levels of perceived of supervisor support can be associated 

with positive changes observed in job stress related to the influence at work. 

Additionally, perceived supervisor support was observed to have a positive 

significant relationship with job stress dimension of indistinct organisation and 

conflict (r=.18, p<.05). The positive relationship between the variables indicates that 

an increased level of perceived supervisor support, is more likely to be associated 

with an increase in job stress, particularly in the dimension of indistinct organisation 

conflict. In tandem, perceived supervisor support and the job stress dimension of 

individual demands and commitment were found to have a positive significant 

relationship (r= .13, p<.05). These findings indicate that elevated levels of perceived 

supervisor support are more likely to be associated with elevated levels of the job 

stress dimension individual demands and commitment. However, the relationship 

between perceived supervisor support and work to leisure time interference was 

found to be insignificant (r= -.09, p>.05). This denotes that the changes in levels of 

perceived supervisor support are not associated with the changes in the levels of the 

job stress dimension work to leisure time. 
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4.5 REGRESSION ANALYSIS  

 

Regression analysis is fundamental in understanding the relationship between 

variables, by analysing the predictive accuracy of the independent variables in 

relation to the dependent variable (Gallo, 2015; Gogtay et al., 2017). In the case of 

this study, regression analysis was employed to generate numerical data that 

quantifies the predictive ability of the relationship between the independent variable, 

namely, psychological capital, perceived supervisor support, and the dependent 

variable job stress. The section below discusses the results of the regression analysis. 

 

4.5.1 Model 1: Psychological capital, hope, perceived supervisor support and 

job stress as the dependent variable 

As demonstrated in Table 4.5 Model 1 consisted of two independent variables, 

psychological capital and perceived supervisor support, and the dependent variable, 

job stress, illustrated a significant impact. The model statistics are reported as (F (2, 

194) = 7.49, p <.001). 

The two independent variables explain 7% of the variance in the dependent variable. 

This denotes that the predictors combined, have a limited impact on the variations in 

the levels of job stress in secondary school teachers. Furthermore, Table 4.4 

highlights that between the two independent variables, supervisor support emerges 

(β= .23), as the strongest predictor  of job stress amongst secondary school teachers 

in Windhoek, Namibia.  
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Table 4.4 Model 1 Summary 

a. Dependent Variable: Work stress 

b. Predictors: Psychological capital, supervisor support  

 

 

 

Table 4.5 Model 1 Anova  

 
 

 

Table 4.6 Model 1 Regression Coefficients 
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4.5.2 Model 2: Psychological capital, hope, resilience, optimism, self-efficacy, 

perceived supervisor support and job stress as the dependent variable 

The second regression model expanded the analysis by incorporating the subsets of 

psychological capital and perceived supervisor support on job stress. As outlined in 

Table 4.7, the model consisted of six (6) independent variables, namely, 

psychological capital, hope, resilience, optimism, self-efficacy, perceived supervisor 

support and the dependent variable being job stress. Notably, these variables 

demonstrated a statistically significant impact on the dependent variable, as 

illustrated by the statistical measures reported as (F (6, 190) = 17.77, p<.001), in the 

corresponding table. 

 

According to the findings, the predictors account for 36% of the fluctuations 

observed in job stress levels of secondary school teachers in Windhoek, Namibia. 

This indicates that the predictors have a substantial impact on the variance of the 

teachers’ levels of job stress.  

In contrast to Model 1, Model 2 is a better model. Therefore, this model is suitable 

for creating interventions aimed at reducing the degree to which secondary school 

teachers experience job stress.  

 

Table 4.8 Model 2 Anova  
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Table 4.9 Model 2 Regression coefficients  

 

 

 

Table 4.7 Model 2 summary  

 

 

Comparing the two models, it is evident that the first model focusing solely on the 

impact of psychological capital and perceived supervisor support on job stress, 

demonstrated R-squared value of .07, indicating that 7% of the variance in job stress 

could be explained by psychological capital and perceived supervisor support 

combined. However, the second model which investigated psychological capital and 

its subsets in conjunction with perceived supervisor support exhibited a higher value 

R-squared value of .36, indicating that 36% of the variation of job stress was 

accounted for by the combined influence of the independent variable.  
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The results from the regression analysis corroborates findings from the correlation 

analysis. Both analyses indicate that the subsets of psychological capital play a more 

substantial role in determining levels of job stress. This relationship is evident in the 

correlations results which highlight that the subsets of psychological capital are 

associated with the changes in job stress levels. The regression analysis, further 

emphasises this by revealing a higher R-squared value in the model that incorporates 

both the subsets of psychological capital and perceived supervisor support. This 

denotes that the subsets of psychological capital contribute more to the variations in 

job stress compared to the model that exclusively includes the overall psychological 

capital.  Additionally, the outcomes of the regression analysis also indicate that 

including the subsets of psychological capital and perceived supervisor enhances the 

model’s ability to explain the variations in job. This finding supports the correlation 

results, which demonstrates perceived supervisor support to have a significant 

association with the changes in the levels of job stress. In essence, the outcomes of 

both analyses highlight the significance of the subsets of psychological and 

perceived supervisor support in influencing the levels of job stress. 

 

Moreover, considering the difference in the R-squared values of the two models, it is 

essential to note that the second model demonstrates higher predictive power. 

Therefore, it is the most suitable for the development of interventions. 

 

4.6 DISCUSSION OF RESULTS 

 

The purpose of the study was to identify the role of teachers’ psychological assets 

and perceived supervisor support on job stress. Investigations were carried out on 
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263 secondary school teachers in Windhoek, Namibia. The following is an 

elucidation of the outcomes of the study. 

 

4.6.1 Psychological capital and job stress 

 

According to the study’s results, the relationship between psychological capital and 

job stress do not exhibit a significant relationship (r = -.14, p>.05). This suggests that 

the construct as a whole has an insignificant relationship with the teacher’s 

experience of job stress. The findings of the current study deviate from the research 

outcomes, indicated by Zhang et al. (2019), which indicated a significant negative 

relationship between psychological capital and job stress. This signifies that teachers 

with higher levels of psychological capital are observed to have lower levels of job 

stress. Similarly, a study carried out by Demir (2018), echoed this point and 

highlighted that teachers’ level of psychological capital was associated with lower 

levels of job stress. Mikus and Teoh (2022), correspondingly affirmed psychological 

capital to play a crucial role in assisting teachers in managing job stress. The three 

studies previously mentioned, highlight the common perspective in existing 

literature that psychological capital has a significant relationship with job stress and 

has a mitigating effect on job stress. However, the results of the current study 

pertaining to the relationship between psychological capital and job were 

demonstrated to be contrary to the studies previously mentioned. 

In contrast, to these findings, the current study provides varying results, which 

indicate, that psychological capital in its entirety is not effective in reducing the 

levels of job stress. Nevertheless, the current study also observed that certain 

constructs of psychological capital, such as hope (r= -.15, p<.05)and resilience (r= -

.15, p<.05) demonstrated a negative significant relationship with job stress. This 
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suggests that teachers with higher levels of hope and resilience are more likely to 

experience lower levels of job stress. This corroborates findings by Vinkers et al. 

(2018) and Viseu et al. (2016), which highlight that resilience contributes to the 

teacher’s ability to adapt to difficulties, as a result, lowering the levels of job stress. 

Moreover, the regression analysis indicates the significant role of perceived 

supervisor support and the subsets of psychological capital in explaining the variance 

in job stress. Comparing the regression models, it was observed that the regression 

model, incorporating the subsets of psychological capital demonstrated a higher 

predictive capability in explaining the variance in job stress levels (F (6, 190) = 

17.77, p<.001) . This denotes that interventions targeting these psychological capital 

subsets could offer more benefits to schools seeking to alleviate job stress in 

teachers. 

 

The study further investigated the relationship between the facets of psychological 

capital and the dimensions of job stress, namely, the teacher’s ability to influence at 

work, indistinct organisation and conflicts, individual demands and commitments 

and work to leisure time interference, as described by Holmgren (2013). The 

findings from the present study indicate that psychological capital subscales such as 

self-efficacy were demonstrated to have a significant relationship with the job stress 

dimension of influence at work (r= .20, p<.05). This denotes that teachers who are 

confident in their ability to express their view points and to manage work tasks are 

more likely to experience reduced levels of job stress. This aligns with the job 

demands resources model which suggests personal resources such as self-efficacy 

contribute to the employee’s ability to effectively address work challenges, 

potentially reducing the employee’s job stress levels (Bakker & Demerouti, 2018).  
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Additionally, the study reveals that higher levels of self-confidence in one’s abilities 

are associated with lower levels of the job stress dimension individual demands and 

commitment (r= -.15, p<.05). This indicates that self-efficacy plays a significant role 

in the teacher’s dedication and the inclination to set limits on work hours while 

managing self-imposed expectations and work demands. These findings may be 

attributed to the notion that, employees that possess personal resources, such as self-

efficacy tend to demonstrate lower levels of job stress because the employee would 

be able to implement coping strategies effectively, thereby reducing job stress 

(Schaufeli, 2017). Furthermore, Wang et al. (2015), indicate that self-efficacy not 

only empowers teachers to address work demands, but it also changes their 

perception and gives them a positive outlook of their circumstances, which 

contributes to lower levels of job stress. 

 

However, self-efficacy was found to have an insignificant relationship with job stress 

dimensions, such as indistinct organisation and conflicts and work to leisure time 

interference (r= -.09, p>.05). This indicates that self-efficacy has no relationship with 

facets of job stress that involve unclear work structures, conflicts and maintaining a 

balance between personal and work life. This could indicate the presence of other 

factors that could be influencing the aforementioned job stress dimensions as 

suggested by the lack of correlation with self-efficacy. These results contrast with 

the findings of, a study conducted by Embse et al. (2019), which reports that teachers 

with high levels of job stress, were more likely to exhibit lower levels of job stress 

experiences. 
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In the present study, the results indicated an insignificant relationship between 

psychological capital and job stress. Based on our statistical analysis, we fail to 

reject the first null hypothesis, which posits that there is no significant relationship 

between psychological capital and job stress. However, it is important to note that 

specific subsets of psychological capital, such self-efficacy, hope and resilience were 

observed to have a significant relationship with job stress. Irrespective of the lack of 

statistical significance, the occurrence of these associations provides an enhanced 

understanding of the relationship between psychological capital and job stress in the 

Namibian context. 

 

4.6.2 Perceived supervisor support and job stress 

Perceived supervisor support, as defined by Aflaz et al. (2019), is described as the 

employee’s assessment of the support received from the supervisor. This evaluation 

encompasses various aspects, including assistance in resolving issues, recognition of 

achievements, opportunities for career development opportunities and the provision 

of psychological support, by the supervisor (Bilgeturk & Baykal, 2021; Imam et al., 

2023). 

 

The current study established that teachers in Namibia who are experiencing 

heightened levels of perceived supervisor support are more likely to experience 

higher levels of job stress (r=.21, p<.05). The outcomes of the present study yielded 

contrasting results, from those of research by Kosir et al. (2022), which suggests that 

perceived supervisor support is associated with lower levels of  job stress. 

Furthermore, the study established that specific dimensions of job stress were found 
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to have a positive significant relationship with perceived supervisor support. This 

includes dimensions, such as the the teacher’s individual demands and commitment, 

indistinct organisation and conflict, and influence at work.  

 

These results indicate that an increase in the levels of perceived supervisor support 

may be associated with an increase in the job stress dimensions, encompassing work 

influence  (r=.23, p< .05). This dimension encompasses the educator’s decisive 

power and their ability to manage work responsibilities (Hulten et al., 2022).  

Contrary to the commonly held perspective, the present study revealed heightened 

supervisor support to diminish the teacher’s influence at work-potentially interfering 

with the teacher’s autonomy in task performance. This discrepancy becomes evident 

when considering the findings presented by Skaalvik and Skaalvik (2016) and Aria 

et al. (2019), where the studies demonstrate that perceived supervisor support to be 

associated with lower levels of job stress (Skaalvik & Skaalvik, 2016; Aria et al., 

2019). The disparity in the results corresponds with the self-determination theory 

which suggests that employees that feel stifled in their ability to make decisions 

could contribute to heightened stress levels (Deci et al., 2017). This could also be 

indicative of a leadership approach, similar to micromanagement, which is a 

leadership approach where supervisors closely monitor employees and limit the 

employee’s decisive power (Lee, 2021). This perspective aligns with Castillo’s 

(2018), assertions that an increase in supervisor support could contribute to higher 

levels of teacher’s job stress. The implications of micromanagement on the teacher’s 

autonomy and job stress levels, signifies the importance of the alignment of the 

supervisor and teacher’s expectation, the supervisor providing a work environment 

that fosters autonomy. 
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Moreover, examining the outcomes on the job stress dimension, indistinct 

organisation and conflicts, it is evident that teachers perceive supervisor support to 

play a significant role in the teacher’s ability to navigate the uncertainty of school 

processes and conflict. This is substantiated by the positive correlation between 

perceived supervisor support and the job stress dimension, specifically indistinct 

organisation and conflicts (r=.18, p<.05). These challenges involve issues related to 

the distribution of work tasks, unclear work processes, role expectations and conflict, 

which are associated with an elevation in perceived supervisor support. Therefore, 

the positive relationship could be indicating the teachers increased dependence on 

supervisors to resolve conflict, and in navigating uncertainty which could diminish 

the teacher’s ability to resolve conflict independently, ultimately contributing to 

increased stress levels. This aligns with the job demands-resources model, indicating 

that work circumstances exceeding personal capacities, like heightened task 

ambiguity and interpersonal conflicts, hinder the effective management of job 

demands, leading to increased stress and reduced job well-being (Corso-de-Zúñiga et 

al., 2020). 

 

Furthermore, challenges arising from a shortage of teaching staff and resources, 

could potentially contribute to an overlap in the job functions and unclear processes 

thereby, giving rise to conflicts. As stated by Sonnentag and Kruel (2020), the 

unclear role expectations and confusion pertaining to work task allocation, may 

further heighten the occurrence of conflict, contributing to elevated levels of job 

stress. In the Namibian context, limitations found in schools hinder the resolution of 
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these issues, therefore escalating the levels of job stress. Work environmental factors 

highlight the complexity of the issues faced by teachers in secondary schools in 

Windhoek, Namibia.   

 

Examining the job stress dimension individual work demands and commitment, the 

study found a positive relationship which suggests that teachers that perceive 

excessive support from their supervisor, tend to face higher levels of job stress 

(r=.13, p<.05). This denotes that heightened perceived supervisor support, as stated 

by Hulten et al. (2022), elevated job stress involving work demands and self-

imposed expectations. These findings align with the leader-member exchange 

theory, which proposes that employees that experience strong relationships with the 

supervisor, often respond by striving for greater performance (Martin et al., 2018). 

Consequently, this pursuit for enhanced performance may contribute to increased 

work demands, heightened by teacher’s job stress. In the case of Namibia, stress 

becomes more pronounced, due to the lack of resources that hinder the teacher’s 

ability to perform optimally. This includes challenges, such as a shortage of teaching 

staff, lack of instructional resources and limited professional development 

opportunities (Amutenya, 2016; Haufiku, 2022; Mokaleng & Mowes, 2020). Due to 

the obstacles faced by teachers, it is difficult for them to reciprocate the support 

provided by supervisors. Consequently, this leads to an increase in stress levels 

because the teacher has higher internal performance expectations that they are unable 

to meet due to the challenges faced. 
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According to, Saranya (2016), job stress is attributed to the discrepancy in the 

employee’s internal requirements and work objectives. In the case of the present 

study, it is apparent that the educator’s internal desire to reciprocate perceived 

supervisor support with increased job performance is hindered by a lack of 

resources. These challenges, in turn, contribute to a rise in the levels of stress. 

Furthermore, the job demands resources model, suggests that, an unevenness in the 

job stressors and the job requirements contributes to increased levels of job stress 

(Bakker & DeVries, 2021).  

 

However, the association between job stress factors, specifically those related to 

work to leisure time interference, were demonstrated to be insignificant (r= -.09, 

p>.05). This indicates that perceived supervisor support is not associated with all 

forms of job stress. On the contrary, a study by Uzun al. (2019), found perceived 

supervisor support to be associated with the changes in experiences of teacher’s job 

stress. It is noteworthy that the study did not provide details on cause of the 

outcomes dimensions of job stress encompassing work- life balance, therefore,  

indicating that there is a need for further investigation. This also shows the 

complexity of the construct job stress and that perceived supervisor support is not 

associated with certain categories of job stress.  

 

This complexity is better understood by considering  that factors such as task load, 

and the number of teachers is often beyond the supervisor’s decisive power. It is for 

this reason  that these factors often fall under the Ministry of Education, Arts and 

Culture fund allocation (Kaupa, 2020). Therefore, the research outcome of the lack 
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of association between perceived supervisor support and job stress related to work to 

leisure time interference may be attributed to the supervisors’ limited involvement in 

issues pertaining to work-life balance. Korstiens and Moser (2017) confirm that the 

context in which a study is carried out, has an influence on the research results. 

Therefore, it is reasonable to justify that the difference in the findings of the current 

study and existing research, vary due to the difference in the context of Namibia.  

 

The study outcomes revealed a lack of association between perceived supervisor 

support and certain dimensions of job stress. However, the overall outcome of the 

findings indicated that perceived supervisor support is associated with the changes in 

the broader construct of job stress. In light of the study outcomes, it is evident that 

perceived supervisor support has a relationship with job stress; therefore, we reject 

the second null hypothesis, which posits that perceived supervisor support has an 

insignificant relationship with job stress. 

 

4.7 CHAPTER SUMMARY 

 

This chapter discussed the findings of the study. The outcomes of the study indicate 

that subsets of psychological capital, such as resilience and hope are found to have a 

significant negative relationship with job stress. Furthermore, self-efficacy 

demonstrates a negative correlation with the subsets of job stress such as work 

demands. This indicates that specific subscales of psychological capital are 

associated with changes in the teacher’s job stress levels. In line with this, the 

regression analysis additionally supports the view that the dimensions of 
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psychological capital yield higher predictive capabilities in the variations of job 

stress. It is for this reason that Model 2, incorporating the subscales of psychological 

capital was selected as the most effective model. Moreover, perceived supervisor 

support was found to be associated with the positive changes in the levels of job 

stress. Thus, it demonstrates that teachers in Namibia would benefit more from 

supervisor support that endorses the employee’s autonomy, and develops skills such 

as conflict management. 
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CHAPTER 5 

IMPLICATIONS, LIMITATIONS AND SUGGESTIONS FOR FUTURE 

RESEARCH 

5.1 INTRODUCTION 

 

The study investigated job stress experienced by secondary school teachers in 

Windhoek Namibia, with a focus on elements that influence the changes in stress 

levels. This included an  investigation of psychological capital and perceived 

supervisor support in relation to stress. Moreover, the chapter discusses the 

managerial implications and recommendations derived from the research outcomes 

of the present study. Lastly, the limitations of the current study are discussed. 

 

5.2 MANAGERIAL IMPLICATIONS AND INTERVENTIONS 

 

The recommendations listed below are outlined at individual, organisational level 

and regional level. 

 

5.2.1 Interventions to enhance the three subsets of psychological capital (hope, 

self-efficacy and resilience) 

The findings of the present study revealed that psychological capital, in its entirety, 

had an insignificant relationship with job stress. However, upon closer analysis it 

was uncovered that specific subsets of psychological capital, including hope and 

resilience demonstrated a significant relationship with job stress. Although, self-

efficacy was shown to have an insignificant relationship with job stress, it 

demonstrated a significant relationship with certain dimensions of job stress 

dimensions. In light of these, interventions will be directed towards measures that 

focus on hope and resilience in efforts to reduce teachers’ job stress in Namibia. 
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5.2.1.1 Workplace Counselling  

Firstly, hope is defined as a positive mind-set, that drives an employee’s ability to 

establish and pursue goals and also involves formulation of alternative strategies 

when confronted with obstacles (Luthans & Morgan, 2017). As a result, it 

strengthens the employee’s ability to navigate through challenges more adeptly 

(Feng, 2016). Given the stressful circumstances that educators often face in Namibia, 

it is recommended that teachers engage in workplace counselling as a means of 

fostering hope. As emphasised by, Bajoreck and Bevan (2020), the positive 

outcomes of workplace counselling can be attributed to the feedback provided by the 

counsellor, enabling employees at an individual level to gain an alternative 

perspective to their circumstances. Through this process, employees can come up 

with different approaches to overcome challenges experienced in the workplace 

(Sunil & Kaustubh, 2019), ultimately, cultivating hope, which is a significant 

component in overcoming job stress (Carter & Youssef-Morgan, 2019).  

 

Workplace counselling does not only instil hope but could also cultivate teacher’s 

resilience in managing work demands.  Resilience, as defined by Luthans and 

Morgan (2017), refers to an individual’s ability to overcome and recover from 

challenges. Workplace counselling, plays a pivotal role in enhancing the employee’s 

mental capacity, and has been identified as fundamental in strengthening resilience, 

thereby preventing the development of psychological illnesses (Joyce et al., 2016; 

Petrie et al., 2018). Omegun et al. (2018), emphasise workplace counselling as a vital 

component that provides personalised strategies to lower job stress through the 

development of the educator’s adaptability (Omegun et al. 2018).  In the context of 
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Namibia, the provision of workplace counselling could empower teachers with skills 

such as conflict management and effective coping strategies. This in turn would lead 

to improved performance and the overall success of schools (Tuvulla & Byaruhanga, 

2017). 

 

5.2.1.2 Personal Care Practices  

Hricová (2020), emphasises the broader significance of employees prioritising 

personal care practices, especially in highly demanding occupations. Considering 

that the field of education is regarded as one of the most strenuous occupations, it is 

vital for teachers to engage in activities that preserve their overall health (Agyapong 

et al., 2022). This includes participating in physical activities and incorporating a 

healthy diet into the individual employee’s lifestyle. This practice is demonstrated to 

serve more than one function; this has been shown to modulate stress levels and 

support the employee’s wellness (Basso et al., 2015). Living a healthy lifestyle is 

explained to provide the additional energy required to overcome stress (Ali et al., 

2017). Muzakir (2021) and Pathak et al. (2017), further emphasised the significance 

of a healthy lifestyle in inducing the production of neurotransmitters that augment 

the employee’s capacity to manage stress. This includes improving decision making 

and effective problem-solving skills (Muzakir, 2021). These attributes as identified 

as integral components of psychological capital, are essential in reducing job stress 

and enhancing the overall health of teachers (Zewude & Hercz, 2019). Additionally, 

the importance of proficient problem-solving and decision making, correspond with 

the key features of self-efficacy and resilience, as highlighted by Wabule (2020) and 

Kim et al. (2017). These researchers emphasise that hope is characterised by the 
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selection of alternative pathways and the adept management of challenges, fostering 

the employee’s competence in confronting issues that teachers face- an integral 

characteristic of self-efficacy (Kim et al., 2017; Wabule, 2020). 

5.2.1.3 Peer Coaching  

Moreover, at individual level, teachers in Namibia could benefit from peer coaching 

to strengthen their confidence in managing work challenges and improving their 

effectiveness. This is a form of skills development where colleagues share 

knowledge and mutually encourage one another Zhang et al. (2017).  Teachers have 

the opportunity to engage in mutual observation regarding how they conduct classes, 

fostering a collaborative environment where they openly discuss challenges and offer 

support to one another (Jarvis et al., 2017). Observational learning is vital in the 

coaching, as the social learning theory highlights it, as an effective method for 

individuals to acquire and retain knowledge through experiences and by witnessing 

their colleagues’ approaches (Chuang, 2021). This collaborative process involves 

experienced employees coaching those who are new to the field as well as, teachers 

that possess specific skills that could be used to support their colleague. Such 

exchanges facilitate the sharing of valuable insights (Sider, 2019). The peer coach, is 

often someone with more experience, or one that possesses skills that could 

contribute to a culture of continuous development (Jarvis et al., 2017). As a result, 

teachers involved in peer coaching are likely to develop self-efficacy, which is 

outlined as the confidence an employee has in their capabilities (Pekkan, 2018). This 

heightened self-confidence plays a pivotal role in empowering educators to navigate 

challenges with greater assurance and capability (Maddux, 2016).  This also creates a 

collaborative environment for teachers, and, Ong et al. (2022), highlighted the 

significance in collegial support, emphasising its effectiveness in mitigating work-
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related stress. It is vital that peer coaching sessions are carried out regularly in order 

to fortify professional development and promote resilience. 

 

5.2.1.4 Training 

Interventions at school level are essential in developing a conducive work 

environment that could effectively manage occupational stress. This necessitates the 

implementation of  strategies that cultivate the dimensions of psychological capital, 

as identified in the present study with lowering job stress, including resilience, self-

efficacy and hope. Therefore, to enhance hope among teachers, it is essential to 

provide training opportunities that foster problem-solving skills These trainings 

could include exercises focused on establishing clear and attainable goals, in order to 

reconceptualise adversity (Magyar‐Moe & Lopez, 2015). Additionally, the trainings 

could educate teachers to reconceptualise adversity by acknowledging challenges 

whilst having the ability to redirect their attention to problem-solving skills (Singh, 

2017). This will aid teachers in developing hope, as outlined by, Youssef‐Morgan 

and Luthans (2015), the employee’s ability to create various strategies to obtain 

goals is a pivotal quality of hope. Therefore, teachers that engage in workshops with 

these objectives would be more likely to function effectively in the faculty of hope, 

better equipping teachers to manage job stress.  

 

5.2.1.5 Wellness debriefing sessions  

Moreover, the implementation of weekly wellness debriefing sessions, where 

teachers share their challenges and experiences with other staff members, could 

facilitate mutual learning and support. According to Argawal (2020), collegial 
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support cultivates employees' resilience due to the support they provide. 

Furthermore, this platform offers teachers an opportunity to learn from the 

experiences of others and collaborate on finding solutions. This fosters both  hope 

and emotional resilience, as highlighted by Bozer and Jones (2018), efficient 

mentoring is efficient in cultivating hope among teachers. Additionally, in these 

sessions, schools could invite professionals in the community such as, pastors and, 

psychologists to share knowledge that will assist teachers to overcome occupational 

stress. This, in turn, nurtures self-efficacy, empowering teachers with knowledge that 

contributes to their confidence in overcoming work demands. 

 

5.2.1.6 Implementation of employee assistance programs  

At the regional level, there should be a consideration for the implementation of 

employee assistance programs—a workplace initiative designed to assist employees 

address individual concerns and job-related stress (Joseph et al., 2018). This program 

would encompass workplace counselling and fitness initiatives which aim to 

cultivate psychological capital facets, such as resilience, self-efficacy, and hope. 

Furthermore, it is crucial for the Governemnt to also contemplate the provision of 

training workshops that empower teachers' psychological capital and the provision of 

the necessary skills for effective peer coaching. Ensuring that teachers have access to 

these initiatives is critical because having such activities can assist in developing key 

subsets of psychological capital, which have been identified as crucial personal 

resources that empower teachers to overcome the work demands. In addressing the 

strenuous conditions teachers face, these initiatives become job resources which are 



84 

 

essential tools, contributing to the psychological resources needed to enhance the 

adaptability and overall well-being of employees (Bakker & Devries, 2021). 

Aligning this to principles of the Job Demands-Resources Model, it has been 

identified that employees with the necessary work resources can better withstand the 

negative impact of job stress, and personal resources such as, psychological capital- 

provide the motivation for employees to adopt effective coping strategies (Corso-de-

Zúñiga et al., 2020). Therefore, by implementing these initiatives, teachers in 

Namibia would be well-equipped to manage job stress effectively. 

 

5.2.2 Interventions on perceived supervisor support and job stress 

 

The study revealed that perceived supervisor support demonstrates a statistically 

significant relationship with teachers' job stress. Thus, it indicates that heightened 

levels of perceived supervisor support are associated with an increase in job stress 

levels. Recognising that perceived supervisor support is linked to variations in stress, 

this can be used as a factor informing interventions aimed at reducing job stress. 

 

5.2.2.1 Vision Mapping 

Supervisors play a pivotal role in supporting teachers and mitigating job stress by 

employing transformational leadership, a style shown to lower employee stress by 

equipping them with the necessary resources to manage work demands (Saleem et 

al., 2016). This leadership approach involves inspiring employees to operate at their 

full potential, fostering their development, and addressing individual concerns and 

skill requirements (Andersen et al., 2018; Orabi et al., 2016). Collaboratively 

creating a vision map aligned with the Ministry of Education and Arts Culture's 
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vision is an extension of supervisor support. This exercise allows employees to 

exercise autonomy. The visual representation, developed by the school, outlines 

long-term and yearly objectives within the school context, incorporating teachers' 

contributions. Using visual representation to articulate the school’s vision is vital for 

enhancing employees' ability to retain information about the year's objectives 

(Kernbach et al., 2015). This ensures that teachers have a more comprehensive 

understanding of their shared role in establishing the vision and, fostering teamwork, 

which are crucial in the alleviation of job stress.  This is because collaborative 

vision-setting based on the school's context promotes a unified approach, 

diminishing isolation and cultivating team cohesion. This results in employees 

consolidating ideas and resources effectively and thereby creating a sense of 

belonging through the collegial support established. This, in turn, could function as a 

job resource by providing social support which enhances the teacher’s ability to 

effectively manage job demands. This aligns with the perspective provided by 

Skaalvik and Skaalvik (2017), highlighting that job resources of this nature are 

crucial in reducing job strain because they strengthen employees' capacity to address 

job pressures. 

 

5.2.2.2 Conduct needs and skills assessments  

Supervisors should conduct needs and skill assessments to identify the teachers' 

competency deficiencies and determine what is required for teachers’ to experience a 

sense of control. This is crucial for maintaining employee motivation, as emphasised 

by the self-determination theorywhich suggests that staff members are motivated by 

the fulfilment of psychological needs (Fidelis et al., 2021). This motivation may fuel 
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teachers' drive to persevere throughout the challenges experienced. Furthermore, 

employees need to gain proficiency to build the confidence necessary for managing 

job stress (Wang et al., 2015). This proactive measure prevents teachers from 

becoming overwhelmed by job demands and ensures that they are well-prepared to 

navigate through work stress adequately. Implementing this approach would assist 

teachers in cultivating essential personal resources, such as self-assurance and 

resilience, to competently manage occupational-related stress. 

 

5.2.2.3 Cultivating effective communication 

Effective communication between supervisors and teachers is paramount in 

mitigating job stress. Ambiguity often arises when educators are uncertain about the 

most effective ways to fulfil their job responsibilities, stemming from a lack of 

resources and inadequate communication regarding the educational objectives (Allen 

et al., 2015). Sonnentag and Fritz (2020), emphasised that such ambiguity 

contributes to job stress. Supervisors can contribute to alleviating job stress by 

providing regular updates, in staff meetings on the school's progress toward the 

established vision and fostering open discussions about teachers' challenges. This 

approach promotes clarity and transparency thereby, ensuring that teachers do not 

feel overwhelmed by ambiguity and their job demands. As a result, supervisors 

would be aware of the specific areas that require attention, thus allowing them to be 

addressed and potentially lowering teachers’ job stress. Additionally, supervisors 

must practice empathetic listening by, allowing teachers to express their views 

without judgement. This empathetic approach, marked by recognisingand 

acknowledging employees, establishes a trust-filled environment which is an 
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effective approach in reducing teachers’ job stress (Busikila & Levi, 2021). Equally 

as important, this practice addresses the lack of role clarity often faced by teachers, 

as they manage numerous tasks and responsibilities. It further clarifies their true role 

in contributing to larger goals and fosters a sense of control over their 

responsibilities,thus contributing to increased motivation. Motivation is vital, as it 

fuels hope—the willpower to pursue goals when faced with challenges (Luthans et 

al., 2015). Hope is also associated with adaptive coping mechanisms for job stress 

(Viseu et al., 2015) This communication strategy enhances perceived supervisor 

support, serving as a crucial job resource that reduces ambiguity and helps 

employees manage work demands effectively. 

 

5.2.2.4 Regular well-being meetings  

Supervisors conducting regular well-being meetings further facilitates open 

communication, providing a platform for teachers to voice concerns. This ensures 

that their needs are addressed, ultimately contributing to the reduction of job stress. 

Therefore, a collaborativevision, needs assessment, and empathetic communication 

are essential elements in the supervisor's toolkit for supporting teachers and fostering 

a conducive work environment. This approach supports teachers' needs and reduces 

job stress. 

 

5.2.2.5 Effective delegation  

Delegation can be utilised for professional development and autonomy but requires 

supervisor support and guidance to succeed. Without judgment for mistakes, 
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supervisors should provide the necessary guidance, acting as a job resource per the 

Job Demands-Resources Model and, as a result, lowering job stress. 

 

5.2.2.6 Recognition of teachers’ efforts   

Supervisor support should extend to recognising teachers' efforts and achievements, 

especially considering the challenges that teachers are confronted with. Initiatives 

like monthly achievement awards cultivate motivation, aligning with the self-

determination theory that posits recognition as vital for intrinsic motivation. 

Sustained motivation is crucial for teachers in Namibia to persevere through job 

stress. Therefore, consistent discussion of the vision would promote psychological 

ownership, which is the connection that employees feel towards a goal; this 

encompasses the employee identifying with the vision and perceiving the vision as 

an extension of the self (Dawkins et al., 2017). Therefore, with the cultivation of 

psychological ownership, employees would become more committed and motivated 

to fulfil the educational mandate, as a result, fostering determination amid 

challenges. These are key attributes required for an employee to withstand the 

negative effects of job stress.  

 

5.2.2.7 Constructive Feedback and Coaching  

In order to solidify the vision, supervisors should be aware of teachers' skill gaps and 

needs by regularly inquiring with teachers where they feel they are lacking, It is 

essential that supervisors  provide  support to teachers through coaching and 

constructive feedback in order to capacitate employees with the ability to overcome 
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occupational stress. This holistic approach to leadership and support can 

significantly contribute to reducing job stress among teachers. 

 

5.2.2.8 Leadership Training 

It is imperative for supervisors to attend training sessions that strengthen leadership 

competencies that would assist in creating a favourable work climate. This includes 

developing skills, such as effective communication, delegation, and cultivating 

empathy. The present study highlights a substantial association between perceived 

supervisor support and work stress factors, including workplace conflict and teacher-

related issues. Thus, it critical for supervisors to be trained to address conflicts and 

foster autonomy adequately. This is for the reason that autonomy-centered leadership 

empowers employees to gain authority over their responsibilities, reducing 

dependence on leadership for stress management. This approach is vital in fostering 

teachers' self-governance and the reduced levels of occupational stress (Nawaz et al., 

2016; Sitohang et al., 2019). Moreover, effective leadership behaviour, creates a 

mentally secure supervisor who provides support for employees facing high job 

demands (Zhu et al., 2018). According to the social exchange theory, a supportive 

supervisor-employee relationship, with coaching and effective communication skills, 

leads to employees’ increased performance and lower job stress levels (Cropanzano 

et al., 2017). Therefore, it is crucial that supervisors in Namibia are equipped with 

the skills required to alleviate job stress. 

Moreover, school management can support teachers individually by encouraging 

counselling sessions that will assist in developing personalised stress reduction 

techniques (Naghieh et al., 2015). This aligns with the necessity for supervisors to 
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identify areas of employee development to foster efficiency, as increasing job 

resources lower stress levels and increase the employee’s efficiency (Bakker & 

Demerouti, 2017).  

 

5.2.2.9 Health promotion programs and team-buildings   

The consistent provision of teacher health promotion programs by school 

management, which educate teachers on stress management techniques and 

incorporates exercise, plays a vital role in managing work-related stress (Brasfield et 

al., 2019). Concurrently, team building activities, focusing on effective 

communication and conflict management, can strengthen collaboration among 

teachers,  thus ultimately reducing stress levels (Conner & University, 2015). 

 

5.2.2.10 Liaising with external stakeholders  

Considering that educators in Namibia are confronted with heightened administrative 

tasks, teachers could benefit from the Government liaising with external stakeholder 

to provide resources, including technology. Therefore, the Government  developing 

policies to regulate school adoption proceedings and the recruitment of trained 

graduates could assist in alleviating job stress-induced by excessive workloads. 

 

5.2.2.11 Leadership development and networking for supervisors  

The Government must provide professional development opportunities for leaders at 

regional level, enabling them to efficiently support teachers facing stress. 

Additionally, the Government could facilitate networking opportunities, both 
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virtually and in-person for leaders to exchange experiences and solutions thereby, 

enhancing their leadership capacity and, consequently, reducing teachers' job stress 

(Rincón-Gallardo & Fullan, 2016). More networking seminars are recommended to 

assist leaders in acquiring resources for teachers and refining leadership skills, which 

could play a pivotal role in reducing occupational stress among teachers in Namibia. 

 

5.2.3 Conclusions on the proposed interventions 

 

Teachers’ work environment is not one that will change within a short period due to 

the demanding conditions requiring significant resources and time. Considering 

Namibia's current financial constraints, it will take time for change to occur. 

Consequently, the burden on the Namibian school system will continue to grow, and 

teachers in Namibia will continue to bear the weight as frontline staff delivering 

education. 

 

The findings indicate that teachers need hope and resilience in the work environment 

to experience lower levels of job stress. These concepts of psychological capital are 

crucial and should be conceptuualised  practically to mediate job stress in secondary 

schools in Namibia. Furthermore, supervisor support was found to be crucial in 

influencing the extent of job stress in teachers. Therefore, it is critical that the 

alleviation of job stress is introduced with interventions developed at individual and 

organisational levels. This encompasses interventions focusing on enhancing factors 

such as psychological capital and perceived supervisor support. 

At individual level, it is crucial for school management to address teachers' welfare 

through counselling, coaching, and training. Bajoreck and Bevan (2020) along with 

Gulbahar (2020), highlight the efficiency of these interventions in assisting 
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employees in overcoming work-related stress. This will require supervisors to 

conduct needs assessments to establish what teachers need for adequate assistance, 

helping teachers develop effective strategies to combat job stress. At organisational 

level, it is recommended that supervisors attend training sessions on leadership skills 

and communication to lower teachers' stress levels. Moreover, the use of team-

building activities would enhance teachers' capacity to work together more 

effectively, thus reducing stress related to teamwork. 

 

However, it is essential to note that even school leaders need further training to 

revitalise a transformational leadership style that provides inspiration, attentiveness 

to employees' needs and concerns, and opportunities for teacher development. These 

qualities are essential in creating an environment where teachers can thrive and 

adeptly manage job stress. Therefore, the Government of Namibia must make 

collaborative efforts to mediate this issue. 

 

5.3 LIMITATIONS AND RECOMMENDATION FOR FUTURE RESEARCH 

 

This study delved into how secondary school teachers' psychological capital and 

perceived support from supervisors impacts job stress. While our findings are 

significant, it is essential to acknowledge the research constraints. Understanding 

these limitations is vital for shaping future research. In this segment, we discuss the 

limitations and provide suggestions for future studies, highlighting significant areas 

of the study that warrant further investigation. 

Given that the present study identified perceived supervisor support as a factor that 

exacerbates job stress, future researchers should replicate the current study while 

incorporating moderator variables. Considering the limited variables in the present 
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study, it is essential to further examine the relationship by incorporating influencing 

factors, such as coping mechanisms and leadership styles. This broader investigation 

will deepen the understanding of the factors influencing job stress. Furthermore, the 

study faced time limitations and was constrained by the research design, focusing on 

behaviour within a specific time period. Therefore, future studies should consider 

implementing longitudinal designs to examine changes in behaviour over time, 

uncovering the changes in behaviour over a longer duration. 

 

Despite the findings of the present study indicating an insignificant relationship 

between psychological capital and job stress, it is imperative for future studies to 

investigate potential influencing factors. Furthermore, limitations in time and 

financial resources, restricted the study to Windhoek, potentially influencing the 

generalisability of the findings. To broaden the scope of the findings, it advisable for 

future studies to be replicated in various locations across Namibia, including both 

urban and rural regions, covering a diverse range of contexts. Moreover, the sample 

size was limited to a sample of 263 teachers due to time constraints and the 

demanding workload of teachers posing challenges to their participation and 

potentially affecting generalizability. To address this limitation, future studies should 

be conducted over an extended period, allowing teachers sufficient time to 

participate. 

 

The study utilised a questionnaire to gather information from participants, thus 

limiting the comprehensiveness of responses. Therefore, a follow-up study should 

utilise interviews to obtain a comprehensive understanding of participants' responses, 
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enhancing the interpretive strength of the research results. Therefore, future research 

should carry out investigations on a larger scale and implement a mixed method 

approach for a more comprehensive understanding of job stress. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



95 

 

REFERENCES 

  Abbas, M., & Raja, U. (2015). Impact of psychological capital on innovative 

performance and job stress. Canadian Journal of Administrative Sciences, 

32(2), 128-138. https://doi.org/10.1002/cjas.1314 

  Aderibigbe, J. K., Mjoli, T. Q., & Adebisi, K. S. (2018). Role of psychological 

capital in effective management of work-stress among tertiary institutions’ 

staff in Nigeria. Journal of Economics and Behavioural Studies, 10(2), 6-13. 

https://doi.org/10.22610/jebs.v10i2(J).2212 

  Adhikari, P. (2022). Satisfaction as the moderator between discrimination and 

stress at work. Tribhuvan University Journal, 37(1), 15-29. 

https://doi.org/10.3126/tuj.v37i1.48207 

  Admiraal, W., & Røberg, K. I. K. (2023). Teachers’ job demands, resources and 

their job satisfaction: Satisfaction with school, career choice and teaching 

profession of teachers in different career stages. Teaching and Teacher 

Education, 125, 104063. https://doi.org/10.1016/j.tate.2023.104063 

  Afzal, S., Muhammad, A., Saeem, S., & Farooq, O. (2019). The impact of 

perceived supervisor support on employees’ turnover intention and task 

performance: Mediation of self-efficacy. Journal of Management 

Development, 38(5), 369-382. https://doi.org/10.1108/JMD-03-2019-0076 

  Agyapong, B., Oboubi-Donker, G., Burback, L., & Wei, Y. (2022). Stress, burnout, 

anxiety and depression among teachers: A scoping review. International 

Journal of Environmental Research and Public Health, 19 (70), 10706. 

https://doi.org/10.3390/ijerph191710706 

  Ahmed, N., & Malik, B. (2019). Impact of psychological empowerment on job 

performance of teachers: Mediating role of psychological well-being. Review 

https://doi.org/10.1108/JMD-03-2019-0076
https://doi.org/10.3390/ijerph191710706


96 

 

of Economics and Development Studies, 5 (3), 452-460. 

https://reads.spcrd.org/index.php/reads/article/view/129/126 

  Alat, P., Das, S. S., Arora, A,. & Jha, A. K. (2023). Mental health during Covid-19 

lockdown in India:  The role of psychological capital and internal locus of 

control. Current Psychology, 42 (3), 1923-1935. 

https://link.springer.com/article/10.1007/s12144-021-01516-x 

  Alberts, E. (2023, August 6). Almost 80% of education budget spent on salaries. 

The Namibian. https://www.namibian.com.na/almost-80-of-education-

budget-spent-on-

salaries/#:~:text=The%20Ministry%20of%20Education%2C%20Arts,ministr

y%20through%20the%20national%20budget. 

  Alhija, F. N. A. (2015). Teacher stress and coping: The role of personal and job 

characteristics. Procedia-Social and Behavioral Sciences, 185, 374-380. 

https//doi.org/10.1016/j.sbspro.2015.03.415 

  Ali, M. A., Kamraju, M., & Vani, M. (2017). Importance of health and fitness in 

life. Asian Journal of Physical Education and Computer Sciences in Sports, 

17(1), 41-3. 

  Allen, C. D., & Penuel, W. R. (2015). Studying teachers’ sensemaking to 

investigate teachers’ responses to professional development focused on new 

standards. Journal of Education, 66(2), 136-149. 

https://doi.org/10.1177/0022487114560646 

  Amahdila, E. M., & James, G. (2022). Teach outside your comfort zone: A 

qualitative study of higher education students’ conceptions in Namibia. 

Cogent Education, 9 (1), 1-19. 

https://doi.org/10.1080/2331186X.2022.2026189 



97 

 

  Amunkete, S., & Rothmann, S. (2015). Authentic leadership, psychological capital, 

job satisfaction and intention to leave in state-owned enterprises, Journal of 

Psychology in Africa,25(4), 271-281. 

https://doi.org/10.1080/14330237.2015.1078082 

  Amutenya, R. (2016). Factors contributing to secondary school teacher’s attrition 

in Khomas Region , Namibia (Doctoral dissertation, University of Namibia). 

https://repository.unam.edu.na/bitstream/handle/11070/1645/Amutenya_201

6.pdf?sequence=1 

  Antwi, K. S., & Hamza, K. (2015). Qualitative and quantitative research paradigms 

in business research: A philosophical reflection. European Journal of 

Business and Management, 7 (3).  

  Anyolo, E. O., Kärkkäinen, S., & Keinonen, T. (2018). Implementing education for 

sustainable development in Namibia: School teachers’ perceptions and 

teaching practices. Journal of Teacher Education for Sustainability, 20(1), 

64-81. http//doi// 10.2478/jtes-2018-0004 

  Aria, A., Jafari, P., & Behifa, M. (2019). Authentic leadership and teachers’ 

intention to stay: The mediating role of perceived organizational support and 

psychological capital. World Journal of Education, 9(30), 67-81. 

https://doi.org/10.5430/wje.v9n3p67 

  Arismunandar, A., Nurhikmah, H., Wahed, A., Wijaya, H., & Haris, H. (2022). The 

source of teacher work stress: A factors analysis approach. Cakrawala 

Pendikan, 4 (1), 112-128. 

  Badawy, S. M. (2015). Egyptian teachers’ burnout: The role of work environment 

characteristics and job stress. Journal of Business and Management Sciences, 

3(4), 101-110. https://10.12691/jbms-3-4-1 



98 

 

  Bajorek, Z., & Bevan, S. (2020). Demonstrating the effectiveness of workplace 

counselling. https://www.employment-

studies.co.uk/system/files/resources/files/553.pdf 

  Bakker, A. B., & de Vries, J. D. (2021). Job Demands–Resources theory and self-

regulation: New explanations and remedies for job burnout. Anxiety, Stress & 

Coping, 34(1), 1-21. https://doi.org/10.1080/10615806.2020.1797695 

  Bakker, A. B., & Demerouti, E. (2017). Job demands resources theory: Taking 

stock and looking forward. Journal of Occupational Health Psychology, 22 

(3), 273. http://dx.doi.org/10.1037/ocp0000056 

  Bakker, A. B., & van Woerkom, M. (2018). Strengths use in organizations: A 

positive approach of occupational health. Canadian Psychology/Psychologies 

Canadienne, 59(1), 38. https://doi.org/10.1037/cap0000120 

  Bakker, A. B., Demerouti, E., & Sanz-Vergel, A. (2023). Job demands- resources 

theory: Ten years later. Annual Review of Organizational Psychology and 

Organizational Behaviour, 10, 25-33. https://doi.org/10.1146/annurev-

orgpsych-120920-053933 

  Baliyan, S.P., Baliyan, P. S., & Mokoena, S. (2018). Occupational stress among 

teachers in private senior secondary schools in Botswana: Causes and 

consequences. International Journal of Education, 10(2), 1-18. 

https://doi.org/10.5296/ije.v10i2.13085 

  Banerjee, S., & Mehta, P. (2016). Determining the antecedents of job stress and 

their impact on job performance: A study among faculty members. The IUP 

Journal of Organizational Behaviour, 15(2), 8-24.  

  Basso, J. C., Shang, A., Elman, M., Karmouta, R., & Suzuki, W. A. (2015). Acute 

exercise improves prefrontal cortex but not hippocampal function in healthy 

https://doi.org/10.1146/annurev-orgpsych-120920-053933
https://doi.org/10.1146/annurev-orgpsych-120920-053933


99 

 

adults. Journal of the International Neuropsychological Society, 21(10), 791-

801. https://doi.org/ 10.1017/S135561771500106X 

  Berkovich, I., & Eyal, O. (2017). The effect of the prinicpals’ communication 

practices on teachers’ emotional distress. Educational Management 

Administration & Leadership, 46(4), 642-658. 

https://doi.org/10.1177/1741143217694894 

  Bermejo-Toro, L., Prieto-Ursúa, M., & Hernández, V. (2016). Towards a model of 

teacher well-being: Personal and job resources involved in teacher burnout 

and engagement. Educational Psychology, 36(3), 481-501. 

https://doi.org/10.1080/01443410.2015.1005006 

  Biggs, A., Brough, P., & Drummond, S. (2017). Lazarus and Folkman's 

psychological stress and coping theory. The handbook of stress and health: A 

guide to research and practice, 349-364. http//doi.org/ 

10.1002/9781118993811.ch21 

  Bilgeturk, T., & Bayal, E. (2021). How does perceived organizational support 

affect psychological capital? The Mediating Role of Authentic Leadership, 

54(1), 82-95. https://doi.org/10.2478/orga-2021-0006 

  Bottiani, J. H., Duran, C. A., Pas, E. T., & Bradshaw, C. P. (2019). Teacher stress 

and burnout in urban middle schools: Associations with job demands, 

resources, and effective classroom practices. Journal of School Psychology, 

77, 36-51. https://doi.org/10.1016/j.jsp.2019.10.002 

  Boytos, A. S. Costabile, K, A., Austin A, B., & Short, K, K. A. (2022). Feminism, 

gender, and agentic and communal themes in narrative identity. Sex Roles 

,83, 54-63. https://link.springer.com/article/10.1007/s11199-019-01089-x 

https://doi.org/10.1016/j.jsp.2019.10.002


100 

 

  Bozer, G., & Jones, R. J. (2018). Understanding the factors that determine 

workplace coaching effectiveness: A systematic literature review. European 

Journal of Work and Organizational Psychology, 27(3), 342-361. 

https://doi.org/10.1080/1359432X.2018.1446946 

  Brasfield, M. W., Lancaster, C., & Xu, Y. J. (2019). Wellness as a mitigating factor 

for teacher burnout. Journal of Education, 199(3), 166-178. 

https://doi.org/10.1177/0022057419864525 

  Breevaart, K., Bakker, A. B., Demerouti, E., & Van Den Heuvel, M. (2015). 

Leader-member exchange, work engagement, and job performance. Journal 

of Managerial Psychology, 30(7), 754-770. https://dx.doi.org/10.1108/JMP-

03-2013-0088 

  Burhanuddin, N. A. N., Ahmad, N. A., Said, R. R., & Asimiran, S. (2019). A 

systematic review of the psychological capital (PsyCap) research 

development: Implementation and gaps. International Journal of Academic 

Research in Progressive Education and Development, 8(3), 133-150. 

http://dx.doi.org/10.6007/IJARPED/v8-i3/6302 

  Buskila, Y., & Levi, T. C. (2021). The role of authentic school leaders in promoting 

teachers’ well-being: Perceptions of Israeli teachers. Athens Journal of 

Education, 8(2), 161-180. https://doi.org/10.30958/aje.8-2-3 

  Carter, J. W., & Youssef‐Morgan, C. M. (2019). The positive psychology of 

mentoring: A longitudinal analysis of psychological capital development and 

performance in a formal mentoring program. Human Resource Development 

Quarterly, 30(3), 383-405. hhtps://doi.org/10.1002/hrdq.21348 

https://doi.org/10.1080/1359432X.2018.1446946
https://doi.org/10.1177/0022057419864525


101 

 

  Castillo, G. (2018). Micromanagement Behavior: A Qualitative empirical 

phenomenological study. International Journal of Creative Research 

Thoughts, 6(2), 1057-1067. http://doi.one/10.1729/IJCRT.17774 

  Cavus, F. M., & Gokcen, A. (2015). Psychological capital: Definition, components 

and effects. British Journal of Education, Society and Behavioural Science, 

5(3), 244-255. https://doi.org/10.9734/BJESBS/2015/12574 

  Cerasoli, C. P., Nicklin, J. M., Nassrelgrgawi, A.S. (2016). Performance, 

incentives, and needs of autonomy, competence, and relatedness: A meta-

analysis. Motivation and Emotion, 40, 781-813. 

https://doi.org/10.1007/s11031-014-9425-2 

  Charoensuk Mongkol, P., & Phungsoonthorn, T. (2020). The effectiveness of 

supervisor support in lessening perceived uncertainties and emotional 

exhaustion of university employees during the Covid-19 crisis: The 

constraining role of organizational intransigence. The Journal of General 

Psychology, 149 (4), 456-467. 

https://doi.org/10.1080/00221309.2020.1795613 

  Changwong, K., Sukkamart, A., & Sisan, B. (2018). Critical thinking skill 

development: Analysis of a new learning management model for Thai high 

schools. Journal of International Studies, 11(2), 37-48. doi:10.14254/2071- 

8330.2018/11-2/3 

  Chirimbana, M., Kashweka, E., & Amunime, S. (2023). Assessing the effectiveness 

of the remoteness and hardship allowance on teacher retention in Oshana 

Region in Namibia rural schools: Teachers views. Open Journal of Social 

Sciences, 11(8), 383-397. https://doi.org/ 10.4236/jss.2023.118027 

https://doi.org/10.1080/00221309.2020.1795613


102 

 

  Chuang, S. (2021). The applications of constructivist learning theory and social 

learning theory on adult continuous development. Performance 

Improvement, 60(3), 6-14. https://doi.org/ 10.1002/pfi.21963 

  Cimen, I., & Ozgan, H. (2018). Contributing and damaging factors related to the 

psychological capital of teachers: A qualitative analysis. Issues in 

Educational Research, 28(2), 308-328. 

https://www.iier.org.au/iier28/cimen.pdf 

  Cohen, S., Gianaros, P. J., & Manuck, S. B. (2016). A stage model stress and 

disease. Perspectives on Psychological Science, 11 (4), 456-463. 

hhtps://doi.org/10.1177/1745691616646305. 

  Colao, A., Piscitelli, P., Pulimeno, M., Colazzo, S., Miani, A., & Giannini, S. 

(2020). Rethinking the role of the school after Covid-19. The Lancet Public 

Health, 5 (7), e370. https://doi.org/10.1016/S2468-2667(20)30124-9 

  Collie, R. J. (2022). Job demands and resources, teachers’ subjective vitality, and 

turnover intentions: An examination during Covid-19. Educational 

Psychology, 43 (1), 1-20. https://doi.org/10.1080/01443410.2022.2036323 

  Comte, A., & Bridges, J. H. (2015). A general view of positivism. Routledge. 

https://www.taylorfrancis.com/books/mono/10.4324/9781315645780/general

-view-positivism-auguste-comte-bridges 

  Conner, T., & University, T. (2015). Relationships and authentic collaboration: 

Perceptions of a building leadership team. Leadership and Research in 

Education, 2 (1), 12-24. https://files.eric.ed.gov/fulltext/EJ1088557.pdf 

  Copeland, M. K. (2016). The impact of authentic, ethical transformational 

leadership on leader effectiveness. Journal of Leadership, Accountability and 

Ethics, 13 (3), 79-97. https://fisherpub.sjf.edu/business_facpub/38 

https://doi.org/10.1080/01443410.2022.2036323


103 

 

  Corso-de-Zúñiga, S., Moreno-Jiménez, B., Garrosa, E., Blanco-Donoso, L. M., & 

Carmona-Cobo, I. (2020). Personal resources and personal vulnerability 

factors at work: An application of the Job Demands-Resources model among 

teachers at private schools in Peru. Current Psychology, 39, 325-336. 

https://fisherpub.sjf.edu/business_facpub/38 

  Cropanzano, R., Anthony, E. L., Daniels, S. R., & Hall, A. V. (2017). Social 

exchange theory: A critical review with theoretical remedies. Academy of 

Management Annuals, 11(1), 479-516. 

http://dx.doi.org/10.5465/annals.2015.0099 

  Daniel, C. O. (2019). Effects of job stress on employees’ performance. 

International Journal of Business, Management and Social Research, 6(2), 

375-382. 375-382 https://doi.org/10.18801/ijbmsr.060219.40 

  Danish, R. Q., Khalid Khan, M., Shahid, A. U., Raza, I., & Humayon, A. A. 

(2015). Effect of intrinsic rewards on task performance of employees: 

Mediating role of motivation. International Journal of Organizational 

Leadership, 4, 33-46. https://doi.org/ 10.33844/IJOL.2015.60415 

  Dawkins, S., Tian, A. W., Newman, A., & Martin, A. (2017). Psychological 

ownership: A review and research agenda. Journal of Organizational 

Behavior, 38(2), 163-183. https://doi.org/10.1002/job.2057 

  Deci, E. L., Olafsen, A. H., & Ryan, R. M. (2017). Self-determination theory in 

work organizations: The state of a science. Annual Review of Organizational 

Psychology and Organizational Behaviour, 4, 19-43. 

https://doi.org/10.1146/annurev-orgpsych-032516-113108 



104 

 

  Demir, S. (2018). The relationship between psychological capital and stress, 

anxiety, burnout, job satisfaction, and job involvement. Eurasian Journal of 

Educational Research,75, 137-154. https://doi.org/ 10.14689/ejer.2018.75.8 

  Desouky, D., & Allam, H. (2017). Occupational stress, anxiety and depression 

among Egyptian teachers. Journal of Epidemiology and Global Health, 7(3), 

191-198. https://doi.org/  10.1016/j.jegh.2017.06.002 

  Diener, E., et al. (2018). Advances and open questions in the science of subjective 

well-being. Collabra: Psychology, 4(1): 15. https:// 

doi.org/10.1525/collabra.115., 1-49 

  Diliberti, M. K., & Schwartz, H. L. (2023). Educator turnover has markedly 

increased, but districts have taken actions to boost teacher ranks: Selected 

findings from the sixth American school district panel survey.Research 

Report. RR-A956-14. RAND Corporation. https://doi.org/10.7249/RRA956-

14 

  Dos Santos, L. M. (2020). Stres burn-out, and turn over issues of black expatriate 

education professionals in South Korea: Social biases, discrimination, and 

workplace bullying. International Journal of Environment Research and 

Public Health, 17 (11), 3851. https://doi.org/ 10.3390/ijerph17113851 

  Dudasova, L., Prochazka, J., Vaculik, M., & Lorenz, T. (2021). Measuring 

psychological capital: Revision of the compound psychological capital scale 

(CPC-12). PloS one, 16(3), e0247114. 

https://doi.org/10.1371/journal.pone.0247114 

  Embse, N. P. V., Sandilos, L. E., Pendergast, L., & Mankin, A. (2016). Teachers’ 

stress, teaching-efficacy, and job satisfaction in response to test-based 



105 

 

educational accountability policies. Learning and Individual Differences, 50, 

308-319. https://doi.org/ 10.1016/j.lindif.2016.08.001 

Emerson, R. W. (2015). Causation and Pearson's correlation coefficient. Journal of 

Visual Impairment & Blindness, 109(3), 242-244. 

https://doi.org/10.1177/0145482X1510900311 

Ministry of Education Arts and Culture, Republic of Namibia (2021). Education 

management information system. Ministry of Education, Namibia. 

https://moe.gov.na/wp-content/uploads/2023/01/EMIS-2021-Report-1.pdf 

Engelbrecht, M. (2020). An examination of psychological well-being and burnout of 

primary and secondary school educators in the Omaheke region of Namibia 

(Doctoral dissertation, University of Namibia). 

http://hdl.handle.net/11070/2918 

Evers, A. T., van der Heijden, B. I., Kreijns, K., & Vermeulen, M. (2016). Job 

demands, job resources and flexible competence: The mediating role of 

teacher’s professional development at work. Journal of Career Development, 

43 (3), 227-243. https://doi.org/ 10.1177/0894845315597473 

Fahmy, V. F., Momen, M. A. M. T., Mostafa, N. S., & Elawady, M. Y. (2022). 

Prevalence of risk factors and quality of life impact of work-related 

musculoskeletal disorders among school teachers in Cairo, Egypt. BMC, 22 

(1), 2257. https://doi.org/10.1186/s12889-022-14712-6 

Feng, F. (2016). School principals’ authentic leadership and teachers’ psychological 

capital: Teachers’ perspectives. International Education Studies, 9 (10), 245-

255. URL: http://dx.doi.org/10.5539/ies.v9n10p245 

Fernando, R., Amukwaya, E., Hlatywayo, C. K., & Pieters, W. (2020) Job demands 

and burn-out: The mediating role of psychological capital amongst call center 

https://doi.org/10.1177/0145482X1510900311


106 

 

employees in Windhoek Namibia. African Journal of Inter/Multidisciplinary 

Studies, 2(1), 74-87.  https://doi.org/10.51415/ajims.v2i1.836 

Ferradas, M. D. M., Freire, C., Garcia-Bertoa, A., Nunez, J. C., & Rodrigues, S. 

(2019). Teacher profiles of psychological capital and their relationship with 

burnout. Sustainability, 11(18), 1-18. https://doi.org/10.3390/su11185096 

Fidelis, A. C. F., Fernandes, A., Rech, J., Larentis, F., Zanandrea, G., & Tisott, P. B. 

(2021). Relationship between psychological capital and motivation: Study in 

health organizations of southern Brazil. International Journal for Innovation 

Education and Research, 9(3), 186-201. 

https://scholarsjournal.net/index.php/ijier/article/view/2989 

Frantz. A., & Holmgren, K. (2019). The Work Stress Questionnaire (WSQ) – 

Reliability and Face validity among male workers. BMC Public Health, 19 

(1), 1-8. https://doi.org/10.1186/s12889-019-7940-5 

Fredrickson, B. L. (2004). The broaden–and–build theory of positive emotions. 

Philosophical transactions of the royal society of London. Series B: 

Biological Sciences, 359(1449), 1367-1377. https://doi.org/ 

10.1098/rstb.2004.1512 

Gallo, A. (2015). A refresher on regression analysis. Harvard Business Review, 4. 

https://hbr.org/2015/11/a-refresher-on-regression-analysis 

Gavrilov, D. (2020). Positivism-from weaknesses to new openings. Revista 

Universitară de Sociologie, 16(1), 151-166. 

https://sociologiecraiova.ro/revista/wp-content/uploads/2020/06/00.-FULL-

VERSION.pdf#page=151 

https://hbr.org/2015/11/a-refresher-on-regression-analysis


107 

 

George, E., Louw,D., & Badenhorst, G. (2008). Job satisfaction among urban 

secondary-school teachers in Namibia. South African Journal of Education, 

28(2), 135-154. https://doi.org/10.15700/saje.v28n2a127 

Gogtay, N. J., Deshpande, S. P., & Thatte, U. M. (2017). Principles of regression 

analysis. J. Assoc. Physicians India, 65(48), 48-52. 

https://api.semanticscholar.org/CorpusID:46688773 

Gong, Z., Chen, Y., Wang, Y. (2019). The influence of emotional intelligence on job 

burnout job performance: Mediating effect of psychological capital. 

Frontiers in Psychology, 10, 1-11. https://doi.org/10.3389/fpsyg.2019.02707 

Grobler, J. (2012, November, 9). Widespread strike rattles Namibia. Mail and 

Guardian. https://mg.co.za/article/2012-11-09-00-widespread-strike-rattles-

namibia/ 

Grover, S. L., Teo, S. T., Pick, D., & Roche, M. (2017). Mindfulness as a personal 

resource to reduce work stress in the job demands‐resources model. Stress 

and Health, 33(4), 426-436. https://doi.org/ 10.1002/smi.2726 

Gui, A. K. W., Yasin, M., Abdullah, N. S. M., & Saharuddin, N. (2020). Roles of 

teacher and challenges in developing student morality. Universal Journal of 

Educational Research, 8 (3), 52-59. https://doi.org/ 

10.13189/ujer.2020.081606 

Gülbahar, B. (2020). Investigation of the relationship between perception of 

supervisor support, perceived school effectiveness, work engagement, job 

satisfaction and organizational cynic attitude of teachers. Participatory 

Educational Research, 7(3), pp.1-20. 

http://dx.doi.org/10.17275/per.20.32.7.3 

https://api.semanticscholar.org/CorpusID:46688773


108 

 

Hammig, O. (2017). Health and well-being at work: The key role of supervisor 

support. Population Health, 3, 393-402. 

https://doi.org/10.1016/j.ssmph.2017.04.002 

Hansen, A., Buitendach, J. H., Kanengoni, H. (2015). Psychological capital, 

subjective well-being, burnout and job satisfaction amongst educators in the 

Umlazi Region in South Africa. Journal of Human Resource Management, 

13 (1), 1-9. http://dx.doi.org/10.4102/sajhrm.v13i1.621 

Harber, C., & Harber, C. (2017). Human and material resources: Finance, teachers 

and physical resources. Schooling in Sub-Saharan Africa: Policy, Practice 

and Patterns, 53-81. https://doi.org/ 10.1007/978-3-319-57382-3 

 

Hasan, M. N. (2016). Positivism: to what extent does it aid our understanding of the 

contemporary social world?. Quality & Quantity, 50(1), 317-325. 

https://link.springer.com/article/10.1007/s11135-014-0150-4 

Haufiku, I. (2022). Teaching challenges and coping strategies of English second 

language teachers in senior secondary schools in Ohangwena Region, 

Namibia. (Doctoral dissertation, University of Namibia). 

http://hdl.handle.net/11070/3600 

Haufiku, I., Mashebe, P., & Abah, J. (2022). Teaching challenges of English second 

language teachers in senior secondary schools in the Ohangwena Region, 

Namibia. Creative Education, 13(6), 1941-1964. https://doi.org/1941-1964. 

10.4236/ce.2022.136121 

Herman, K. C., Hickman-Rosa, J. E. E. Reinke, W. M. (2018). Empirically derived 

profiles of teacher stress, burn-out, self-efficacy and coping and associated 



109 

 

student outcomes. Journal of Positive Behaviour Interventions, 20(2), 90-

100. https://doi.org/10.1177/1098300717732066 

Hiveluah, F. (2023, June 15). Rural teachers bemoan poor teaching conditions. The 

Namibian. Retrieved from https://ww2.namibian.com.na/rural-teachers-

bemoan-poor-teaching-conditions/ 

Holmgren, K., Fjallstrom Lundgren M, Hensing G. (2013). Early identification of 

work-related stress predicted sickness absence in employed women with 

musculoskeletal or mental disorders; A prospective, longitudinal study in a 

primary health care setting. Disability Rehabilitation, 35 (5),418-26. 

https://doi.org/10.3109/09638288.2012.695854 

Hricová, M. (2020). The mediating role of self-care activities in the stress-burnout 

relationship. Health Psychology Report, 8(1), 1-9. 

https://doi.org/10.5114/hpr.2019.89988 

Hultén, A. M., Bjerkeli, P., & Holmgren, K. (2022). Work-related stress and future 

sick leave in a working population seeking care at primary health care 

centres: A prospective longitudinal study using the WSQ. BMC Public 

Health, 22(1), 1-12. https://doi.org/10.1186/s12889-022-13269-8 

Imam, H., Sahi, A. & Farasat, M. (2023). The roles of supervisor support, employee 

engagement and internal communication in performance: A social exchange 

perspective. Corporate Communications: An International Journal, 28 (3), 

489-505. https://doi.org/10.1108/CCIJ-08-2022-0102 

Janik, M., & Rothmann, S. (2015). Meaningful work and secondary teachers’ 

intention to leave. South African Journal of Education, 35(2). https://doi.org/ 

10.15700/saje.v35n2a1008 

https://ww2.namibian.com.na/rural-teachers-bemoan-poor-teaching-conditions/
https://ww2.namibian.com.na/rural-teachers-bemoan-poor-teaching-conditions/


110 

 

Janik, M., & Rothmann. (2016). Engagement of secondary school teachers in 

Namibia: Relational context effects. Journal of Psychology in Africa, 26 (4), 

316-325. https://doi.org/ 10.1080/14330237.2016.1208921 

Janik,  M.  (2013).  Well-being  

of  educators  in  selected  secondary  schools  in  Namibia. (Doctoral 

dissertation). http://hdl.handle.net/11070/925 

Jarvis, R., Dempsey, K., Gutierrez, G., Lewis, D., Rouleau, K., & Stone, B. (2017). 

Peer coaching that works: The power of reflection and feedback in teacher 

triad teams. McREL International. 

https://files.eric.ed.gov/fulltext/ED588635.pdf 

Jellenz, M., Bobek, V., Howat, T. (2020). Impact of education on sustainable 

economic development in emerging markets -The case of Namibia’s tertiary 

education system and its economy. Sustainability, 12(21), 8814. 

https://doi.org/ 10.3390/su12218814 

Jose, G., & Mampilly, S. R. (2015). Relationship among perceived supervisor 

support, psychological empowerment and employee engagement in Indian 

workplaces. Journal of Workplace Behavioral Health, 30, 231-250. 

https://doi.org/10.1080/15555240.2015.1047498 

Joseph, B., Walker, A., & Fuller-Tyszkiewicz, M. (2018). Evaluating the 

effectiveness of employee assistance programmes: A systematic review. 

European Journal of Work and Organizational Psychology, 27(1), 1-15. 1–

15. https://doi.org/10.1080/1359432X.2017.1374245 

Joyce, S., Modini, M., Christensen, H., Mykletun, A., Bryant, R., Mitchell, P. B., & 

Harvey, S. B. (2016). Workplace interventions for common mental disorders: 



111 

 

A systematic meta-review. Psychological Medicine, 46(4), 683-697. 

https://doi.org/10.1017/S0033291715002408 

Ju, C., Lan, J., Li, Y., Feng, W., & You, X. (2015). The mediating role of workplace 

social support on the relationship between trait emotional intelligence and 

teacher burnout. Teaching and Teacher Education, 51, 58-67. 

https://doi.org/10.1016/j.tate.2015.06.001 

Kanat-Maymon, Y., & Reizer, A. (2017). Supervisors’ autonomy support as a 

predictor of job performance trajectories. Applied Psychology, 66 (3), 468-

486. https://doi.org/10.1111/apps.12094 

Kariko, W. (2020, January 31). Okahandja pupil allegedly stabs teacher. The 

Namibian. https://namibian.com.na/okahandja-pupil-allegedly-stabs-teacher/ 

Kaupa, S. (2020). The sources and impact of stress of teachers on the performance of 

learners: The view point of the high school teachers in Khomas Region in 

Namibia. Journal of International Business Research and Marketing, 5(4), 

12-16.https://doi.org/ 10.18775/jibrm.1849-8558.2015.54.3002 

Kernbach, S., Eppler, M. J., & Bresciani, S. (2015). The use of visualization in the 

communication of business strategies: An experimental 

evaluation. International Journal of Business Communication, 52(2), 164-

187. https://doi.org/10.1177/2329488414525444 

Kim, M., Pamela, L.P., Kim, Y. K., & Kim, A. C. H. (2017). Psychological capital 

in sports organization: Hope, efficacy, resilience and optimism among 

employees in sport (HEROES). European Sport Management Quarterly, 

17(5), 659-680. https://doi.org/ 10.1080/16184742.2017.1344284 

Korstjens, I., & Moser, A. (2017). Series: Practical guidance to qualitative research. 

Part 2: Context, research questions and designs. European Journal of 



112 

 

General Practice, 23(1), 274-279. https://doi.org/ 

10.1080/13814788.2017.1375090 

Kosir, K., Dugonik, S., Huskic, A., Gracner, J., Kokol, Z., & Krajnic, Z. (2022). 

Predictors of perceived teachers and school counsellors work stress in the 

transition period of online education in schools during the Covid-19. 

Educational Studies, 48(6), 844-

848.https://doi.org/10.1080/03055698.2020.1833840 

Langford, S., & Crawford, M. (2022). Walking with teachers: A study to explore the 

importance of teacher well-being and their careers. Management in 

Education, 1-8. https://dx.doi.org/10.1177/08920206221075750 

Lee, D., & Jo, Y. (2023). The job demands-resource model and performance: The 

mediating role of employee engagement. Frontiers in Psychology, 14, 1-14. 

https://doi.org/10.3389/fpsyg.2023.1194018 

Lee, H. (2021). Changes in workplace practices during the Covid-19 pandemic: The 

roles of emotion, psychological safety and organisation support. Journal of 

Organizational Effectiveness: People and Performance, 8(1), 97-128. 

https://doi.org/ 10.1108/JOEPP-06-2020-0104 

Lei, H., Leaungkhamma, L., & Le, P. B. (2020). How transformational leadership 

facilitates innovation capability: The mediating role of employees' 

psychological capital. Leadership & Organization Development Journal, 

41(4), 481-499. https://doi.org/10.1108/LODJ-06-2019-0245 

Li, F., Chen, T., & Lai, X. (2018). How does a reward for creativity program benefit 

or frustrate employee performance? The perspective of transactional model 

of stress and coping. Group and Organization Management. 43 (1), 138-175. 

https://doi.org/10.1177/1059601116688612 

https://dx.doi.org/10.1177/08920206221075750


113 

 

Li, Y., Castano, G., & Li, Y. (2018). Perceived supervisor support as a mediator 

between  Chinese university teachers' organizational justice and affective 

commitment. Social Behavior and Personality: an International Journal, 

46(8), 1385-1396.                      hhtps://doi.org/ 10.2224/sbp.6702 

Loewenthal, K. M., & Lewis, C. A. (2018). An introduction to psychological tests 

and scales. Routledge. https://doi.org/10.4324/9781315561387 

Lorenz, T., Beer, C., Putz, J., Heintz. (2016). Measuring psychological capital: 

Construction and validation of the compound pscap scale (CPC-12). Plos 

One, 11(4), e0152892. https://doi.org/10.1371/journal.pone.0152892 

Luthans, F., & Youseff-Morgan, C. M. (2017). Psychological capital: An evidence-

based positive approach. Annual Review of Organizational Psychology and 

Organizational Behavior, 4, 339-366. https://doi.org/10.1146/annurev-

orgpsych-032516-113324 

Luthans, F., Youssef, C. M., & Avolio, B. J. (2006). Psychological capital: 

Developing the human competitive edge. Oxford University Press. 

Luthans, F., Youssef, C. M., & Avolio, B. J. (2015). Psychological capital and 

beyond. Oxford University Press. 

Macintyre, P., Mercer, S., Gregersen, T., & Hay, A. (2022). The role of hope in 

language teachers' changing stress, coping, and well-being. System, 109, 

102881. https://doi.org/10.1016/j.system.2022.102881 

Maddux, J. E. (2016). Self-efficacy. In Interpersonal and intrapersonal expectancies. 

Routledge. 

Magyar‐Moe, J. L., & Lopez, S. J. (2015). Strategies for accentuating hope. In S. 

Joseph (Ed.). Positive psychology in practice: Promoting human flourishing 



114 

 

in work, health, education, and everyday life, 483-502.

 https://nsc.gov.zm/lib/LibBks/joseph__2015.pdf#page=501 

Makhuzeni, B., & Barkhuizen, E.N. (2015). The effect of a total rewards strategy on 

school teachers’ retention. SA Journal of Human Resource Management/SA 

Tydskrif vir Menslikehulpbronbestuur,13(1), 1-10. http://dx.doi.org/10.4102/ 

sajhrm.v13i1.699 

Martin, R., Thomas, G., Legood, A., & Dello Russo, S. (2018). Leader–member 

exchange (LMX) differentiation and work outcomes: Conceptual 

clarification and critical review. Journal of Organizational Behavior, 39(2), 

151-168. https://doi.org/10.1002/job.2202 

May, D., Gilson, R.., & Harter, L. (2004). The psychological conditions of 

meaningfulness, safety, availability and the engagement of the human spirit 

at work. Journal of Occupational and Organisational Psychology, 77(1), 11-

37. https://doi.org/ 10.1348/096317904322915892 

Mikus, K., & Teoh, K. R. H. (2022). Psychological capital, future-oriented coping 

and the well-being  of secondary school teachers in Germany. Educational 

Psychology, 42(3), 334-

353.http://dx.doi.org/10.1080/01443410.2021.1954601 

Ministry of Education, Arts and Culture. (2022). National and Regional 

Consultations on Transforming Education in Namibia Progress report. 

Mokaleng, M., & Möwes, A. D. (2020). Issues affecting the implementation of 

inclusive education practices in selected secondary schools in the Omaheke 

Region of Namibia.  Journal of Curriculum and Teaching, 9(2), 78-90. 

https://doi.org/ 10.5430/jct.v9n2p78 



115 

 

Moses, C., Nghipandulwa, L. L. T., & Shikusho, S. P. (2022). Investigating the 

challenges faced by teachers in the implementation of digital technology in 

secondary schools in Rundu Circuit, Kavango East Region Namibia. Open 

Journal of Social Sciences,   10(9), 286-301. https://doi.org/ 

10.4236/jss.2022.109018   

Mouton, R., & Ellis, J. (2013). Namibia Teachers: SABER Country Report 2015. 

Mukeredzi, T. G. (2016). The nature of professional learning needs of rural 

secondary school teachers in rural Zimbabwe. Sage Open, 6 (2), 1-12. 

https://doi.org/ 10.1177/2158244016643142 

Mullen, C. A., Shields, L. B., & Tienken, C. H. (2021). Developing teacher 

resilience and resilient school cultures. J. Scholarsh. Pract, 18, 8-24. 

Murangi, A., & Bailey, L. (2022). Employee engagement of special needs teachers 

in Windhoek, Namibia: The moderating role of job crafting. SA Journal of 

Industrial Psychology, 48(0),1-10. http://dx.doi.org/10.4102/sajip.v48i0.1964 

Muyumbano, A. L. (2019). Challenges facing novice teachers: The case of selected 

schools in the Zambezi region of Namibia (Doctoral dissertation, University 

of Namibia). https://api.semanticscholar.org/CorpusID:211366180 

Muzakir, M. (2021). The effect of exercise habits on stress level. International 

Journal of Engineering, Science and Information Technology, 1(2), 88-93. 

https://doi.org/ 10.52088/ijesty.v1i2.110 

Nafei, W. (2015). The effects of psychological capital on employee attitudes and 

employee performance: A study on teaching hospitals in Egypt. International 

Journal of Business and Management, 10(3), 249-270. 

https://doi.org/10.5539/ijbm.v10n3p249 



116 

 

Naghieh, A., Montgomery, P., Bonell, C. P., Thompson, M., & Aber, J. L. (2015). 

Organisational interventions for improving well-being and reducing work‐

related stress in teachers. Cochrane Database of Systematic Reviews, (4), 1-

11. https://doi.org/ 10.1002/14651858.CD010306.pub2. 

Nakale, A. (2022, July 2022). Schools close, teachers vote to strike. New Era Live. 

eweralive.na/posts/schools-close-teachers-vote-to-strike 

Nambinga, V. (2018). Budget efficiency analysis a case of the education system. 

National Planning Commission of Namibia. https://www.npc.gov.na/wp-

content/uploads/2022/02/Budget-Efficiency-Analysis.pdf 

Narban, J. S., Narban, B. P., & Singh, J. (2016). A conceptual study on occupational 

stress (job stress/work stress) and its impacts. International Journal Of 

Advance Research And Innovative Ideas In Education, 2(1), 47-56. 

National and Regional Consultations on Transforming Education in Namibia 

Progress Report. (2022). Inclusive, equitable quality education is a shared 

responsibility. 

Nawaz, Z. A. K. D. A., & Khan, I. (2016). Leadership theories and styles: A 

literature review. Leadership, 16 (1), 1-7.  

Nawi, F. A. M., Tambi, A. M. A., Samat, M. F., & Mustapha, W. M. W. (2020). A 

review on the internal consistency of a scale: The empirical example of the 

influence of human capital investment on Malcom Baldridge quality 

principles in TVET institutions. Asian People Journal (APJ), 3(1), 19-29. 

https://doi.org/10.37231/apj.2020.3.1.12 

Nazim, F. (2016). Principals' transformational and transactional leadership style and 

job satisfaction of college teachers. Journal of Education and Practice, 

7(34), 18-22. 



117 

 

Newberry, M., & Allsop, Y. (2017). Teacher attrition in the USA: The relational 

elements in a UTA case study. Teachers and Teaching, 23, 863-880. 

https://doi.org/ 10.1080/13540602.2017.1358705 

Nie et al. (2015). The importance of autonomy support and the mediating role of 

work motivation for well-being: Testing self-determination theory in Chinese 

work organisation. International Journal of Psychology, 50 (4), 245-255. 

https://10.1002/ijop.12110 

Nkambule, (2022). Exploring working conditions in selected rural schools: 

Teachers’ experiences. South African Journal of Education, 42 (1), 1-9. 

https://doi.org/ 10.15700/saje.v42n1a2013 

Nolzen, N. (2018). The concept of psychological capital: Acomprehensive review. 

Management Review Quarterly, 68, 237-277. https://doi.org/ 0.1007/s11301-

018-0138-6 

Nyambe, T. N. (2015). Primary school teachers' experiences of implementing 

assessment policy in social studies in the Kavango Region of Namibia 

(Doctoral dissertation, Stellenbosch: Stellenbosch University). 

https://scholar.sun.ac.za 

Okwonu, F. Z., Asaju, B. L., & Arunaye, F. I. (2020, September). Breakdown 

analysis of Pearson correlation coefficient and robust correlation methods. In 

IOP Conference Series: Materials Science and Engineering (Vol. 917, No. 1, 

p. 012065). IOP Publishing. https://doi.org/ 10.1088/1757-

899X/917/1/012065 

Omoegun, O. M., Nwadinigwe, I. P., & Ahimie, B. (2018). Workplace counselling 

services in Nigeria: Prospects, challenges and recommendations. 



118 

 

International Journal of Educational Research, 5(1), 70-82. 

https://www.ajol.info/index.php/ijer/article/view/180876 

Ong, L. D., & bin Sulaiman Khan, F. A. (2022). The impact of co-worker and 

supervisor support on stress among Malaysian school teachers during the 

Covid-19 pandemic. International Journal of Learning, Teaching and 

Educational Research, 21(1), 127-139. https://doi.org/10.26803/ijlter.21.1.8 

Orabi, T. G. A. (2016). The impact of transformational leadership style on 

organizational performance: Evidence from Jordan. International Journal of 

Human Resource Studies,6 (2), 89-102. 

https://doi.org/10.5296/ijhrs.v6i2.9427 

Otu, S., Lambert, E. G., & Elechi, O. O. (2018). Testing the Job Demands‐Resources 

Model for Nigerian prison staff job stress. The Howard Journal of Crime and 

Justice, 57(2), 152-181. https://doi.org/ 10.1111/hojo.12245 

Ouellette, R. R., Frazier, S. L., Shernoff, E. S., Capella, E., Mehta, T. G., Marinez-

Lora, A., Cua, G., & Atkins, M. S. (2018). Teacher job stress and satisfaction 

in urban schools: Disentangling, individual, classroom and organizational 

level influences. Behaviour Therapy, 49 (4), 494-508. https://doi.org/ 

10.1016/j.beth.2017.11.011 

Pagán-Castaño, E., Sánchez-García, J., Garrigos-Simon, F. J., & Guijarro-García, M. 

(2021). The influence of management on teacher well-being and the 

development of sustainable schools. Sustainability, 13(5), 2909. 

https://doi.org/ 10.3390/su13052909 

Pastor, L., & Sicilia- Camacho, A. (2017). Formative and shared assessment in 

higher education, lessons learned and challenges for the future. Assessment & 



119 

 

Evaluation in Higher Education, 42 (1), 77-97. 

https://doi.org/10.1080/02602938.2015.1083535 

Pathak, S., Suhanya, P., Sushmitha, S., Murugesan, R., He, F., Marotta, F., & 

Banerjee, A. (2017). Coping with stress-related effects on the brain-role of 

neuro-nutraceuticals and gut microbes. International Journal of Probiotics & 

Prebiotics, 12(4), 183-189. 

Pekkan, N. Ü. (2018). Is it possible to improve self-efficacy with coaching. 

International Journal of Eurasia Social Sciences, 9(33), 2017-2032. 

Petrie, K., Joyce, S., Tan, L., Hendson, M., Johnson, A., Nguyen, H., Modini, M., 

Groth, M., Glozier, N., Harvey, S. B. (2018). A framework to create more 

mentally healthy workplaces: A viewpoint. Australia & New-Zealand 

Journal of  Psychiatry, 152 (1), 15-23. https://doi.org/ 

10.1177/0004867417726174 

Pieters, W. R., & Matheus, L. (2020). Improving general health and reducing 

burnout in nurses in Namibia. Journal of Human Resources Management, 

18(0), a1138.  https://doi.org/10.4102/sajhrm.v18i0.1138 

Pressley, T., Ha, C., & Learn, E. (2021). Teacher stress and anxiety during Covid-

19: An empirical study. School of Psychology, 36(5), 367. 

http://dx.doi.org/10.1037/ocp0000056 

Putwain, D. W., & von der Embse, N. P. (2019). Teacher self-efficacy moderates the 

relations between imposed curriculum changes and teacher stress. 

Educational Psychology, 39 (1), 51-64. 

https://doi.org/10.1080/01443410.2018.1500681 

Rayner, J., &  Espinoza,  D. E. (2016). Emotional labour under public management 

reform: An exploratory study of school teachers in England. The 



120 

 

International Journal of Human Resources Management, 27(19), 2254-2274. 

https://doi.org/10.1080/09585192.2015.1093014 

Rehman, S. A., Sehar, S., & Afzal, M. (2019). Performance appraisal; Application of 

victor vroom expectance theory. Saudi Journal of Nursing and Health Care, 

2 (12), 431-434. https://doi.org/ 10.36348/sjnhc.2019.v02i12.008 

Rehman, S. V., Qingen, C., Latif, Y., Iqbal, P. (2017). The impact of psychological 

capital on occupational burnout and performance of faculty members. 

International Journal of Educational Management, 31(1), 455-469. 

https://doi.org/10.1108/IJEM-01-2016-0011 

Ribeiro, N., Gupta, M., Gomes, D., & Alexandre, N. (2021). Impact of psychological 

capital (PsyCap) on affective commitment: Mediating role of affective well-

being. International Journal of Organizational Analysis, 29(4), 1015-1029.  

https://doi.org/10.1108/IJOA-04-2020-2 

 

Richards, K. A. R., Levesque-Bristol, C., Templin, T. J., & Graber, K. C. (2016). 

The impact of resilience on role stressors and burnout in elementary and 

secondary school teachers. Social Psychology of Education, 19, 511-536. 

https://doi.org/10.1007/s11218-016-9346-x 

Rincón-Gallardo, S., & Fullan, M. (2016). Essential features of effective networks in 

education. Journal of Professional Capital and Community, 1(1), 5-22. 

https://doi.org/ 10.1108/JPCC-09-2015-0007 

Rodriques, I., & Pieters, W. R. (2019). Assessing the predictors of satisfaction with 

life of employees in Windhoek, Namibia. South African Journal of Human 

Resource Management, 17(0), a1145. 

https://doi.org/10.4102/sajhrm.v17i0.1145 



121 

 

Roemer, A., & Harris, C. (2018). Perceived organisational support and well-being: 

The role of psychological capital as a mediator. South African Journal of 

Industrial Psychology, 44(0), 91539. https://doi.org/10.4102/sajip.v44i0.1539 

Rumjaun, A., & Narod, F. (2020). Social learning theory —Albert Bandura. Science 

education in theory and practice: An introductory guide to learning theory, 

85-99. 

Rüzgar, N. (2018). The effect of leaders’ adoption of task-oriented or relationship-

oriented leadership style on leader-member exchange (LMX), in the 

organizations that are active in-service sector: A research on tourism 

agencies. Journal of Business Administration Research, 7(1), 50-60. 

https://doi.org/10.5430/jbar.v7n1p50 

Ryan, R. M., & Deci, E. L. (2017). Self-determination theory: Basic psychological 

needs in motivation, development, and wellness. Guilford publications. 

https://doi.org/10.1186/s12889-020-08546-3 

Ryu, G. W., Yang, Y. S., & Choi, M. (2020). Mediating role of coping style on the 

relationship between job stress and subjective well-being among Korean 

police officers. BMC Public Health, 20(1), 1-8. 

https://doi.org/10.1186/s12889-020-08546-3 

Sahai, A., & Mahapatra, M. (2020). Subjective well-being at the workplace: A 

review on its implications. Journal of Critical Reviews, 7(11), 807-810. 

https://doi.org/ 10.31838/jcr.07.11.144 

Saleem, S., Ali, A., & Akhtar, I. (2016). Impact of transformational leadership on 

job stress and burnout: The mediating role of self-efficacy. Int J Univ Teknol 

Malaysia, 1-16. 



122 

 

Saranya, E. (2016). Job stress: Causes , consequences and prevention. IJEMR, 6(2), 

1-13. 

Sawar, H., Nadeem., & Aftab, J. (2017).The impact of psychological capital on 

project success: Meidating role of emotional intelligence in construction 

organizations of Pakistan. Journal of Global Entrepreneurship Research, 

7(22), 1-13. https://doi.org/10.1186/s40497-017-0080-4 

Schaufeli, W. B. (2015). Engaging leadership in the job demands-resources model. 

Career Development International, 20(5), 446-463. http://doi.org/ 

10.1108/CDI-02-2015-0025 

Schaufeli, W. B. (2017). Applying the job demands-resources model. 

Organizational Dynamics, 2(46), 120-132. 

https://doi.org/10.1016/j.orgdyn.2017.04.008 

Schober, P., Boer, C., & Schwarte, L. A. (2018). Correlation coefficients: 

Appropriate use and interpretation. Anesthesia & Analgesia, 126(5), 1763-

1768. https://doi.org/ 10.1213/ANE.0000000000002864 

Şeşen, H., Sürücü, L., & Maşlakcı, A. (2019). On the relation between leadership 

and positive psychological capital in the hospitality industry. International 

Journal of Business, 24(2), 182-197. 

Shahavarani, A. M., Abadi, E. A. M., & Kalkoran, M. H. (2015). Stress: Facts and 

theories through literature review. International Journal of Medical Reviews, 

2 (2), 230-241. https://api.semanticscholar.org/CorpusID:70585274 

Shapwanale, N. (2018 February 12). Education targets higher grades and better 

service. The Namibian. 

Sharma, G. (2017). Pros and cons of different sampling techniques. International 

Journal of Applied Research, 3(7), 749-752. 

https://doi.org/10.1016/j.orgdyn.2017.04.008


123 

 

Shengnan, L., & Hallinger, P. (2021). Unpacking the effects of culture on school 

leadership and teacher learning in China. Educational Management 

Administration & Leadership, 49(2), 214-233. 

https://doi.org/10.1177/1741143219896042 

Shikalepo, E. E. (2020). Improving the quality of education at rural schools in 

Namibia. Internal Journal of Research and Innovation in School Sciences, 

4(2), 44-55. 

Sider, S. (2019). Peer coaching in a school in Cairo, Egypt: Implementation, barriers, 

and pathways to effective adoption. International Journal of Mentoring and 

Coaching in Education, 8(1), 37-51. https://doi.org/10.1108/IJMCE-04-

2018-0016 

Simone, S. D., & Lampis, G. C. J. (2016). Occupational stress, job satisfaction and 

physical health in teachers. European Review of Applied Psychology,6 (2), 

65-77.  

http://dx.doi.org/10.1016/j.erap.2016.03.002 

Singh, H. P., Singh, A., Alam, F., & Agrawal, V. (2022). Impact of sustainable 

development goals on economic growth in Saudi Arabia: Role of education 

and training. Sustainability, 14(21), 14119. https://www.mdpi.com/1914230 

Sitohang, M., Fuad, N., Abdullah, T. (2019). The effect of autonomy, personality, 

stress and job satisfaction to job performance of teachers at senior high 

school in Bekasi?.  Journal of Education and Practice, 10(36), 131-140. 

hhtp://doi.org/ 10.7176/JEP/10-36-15 

Siu, O. L., Cheung, F., & Lui, S. (2015). Linking positive emotions to work well-

being and turnover intention among Hong Kong police officers: The role of 



124 

 

psychological capital. Journal of Happiness Studies, 16, 367-

380.http://doi.org/10.1007/s10902-014-9513-8 

Skaalvik, E. M. & Skaalvik, S. (2018). Job demands and job resources as predictors 

of teacher motivation and well-being. Social Psychology of Education, 21 

(5), 1251-1275. https://doi.org/10.1007/s11218-018-9464-8 

Skaalvik, E. M., & Skaalvik, S. (2015). Job satisfaction, stress and coping strategies 

in the teaching profession-What do teachers say?. International Education 

Studies, 8(3), 181-192. http://dx.doi.org/10.5539/ies.v8n3p181  

Skaalvik, E. M., & Skaalvik, S. (2017). Still motivated to teach? A study of school 

context variables, stress and job satisfaction among teachers in senior high 

school. Social Psychology of Education, 20, 15-37. 

https://doi.org/10.1007/s11218-016-9363-9 

Smit, E. (2023, March 29). Salaries gobble up 80% of education budget. The 

Namibian Sun. https://www.namibiansun.com/education/salaries-gobble-up-

80-of-education-budget2023-03-29 

Smith, (2018, March 28). Drugs fuel school violence. Namibian Sun. 

https://www.namibiansun.com/news/drugs-fuel-school-violence2018-03-28 

Sonnentag, S., & Kruel, U. (2020). Psychological detachment from work during off-

job time: The role of job stressors, job involvement, and recovery-related 

self-efficacy. In Work and Rest: A Topic for Work and Organizational 

Psychology. Psychology Press. 

Spector, P. E. (2019). Do not cross me: Optimizing the use of cross-sectional 

designs. Journal of Business and Psychology, 34(2), 125-137. 

https://doi.org/10.1007/s10869-018-09613-8 



125 

 

Chirico, F. (2016). Job stress models of predicting burnout syndrome: A review. Ann 

Ist Super Sanita, 52(3), 443-456. https://doi.org/ 10.4415/ANN_16_03_17 

Sürücü, L., & Maslakci, A. (2020). Validity and reliability in quantitative research. 

Business & Management Studies: An International Journal, 8(3), 2694-2726. 

https://doi.org/10.15295/bmij.v8i3.1540 

Sunil, K., & Kaustubh, R. (2019). An exploratory study of workplace counselling 

and conflict management. Research Review International Journal of 

Multidisciplinary, 4 (4), 1061- 1064. 

Szymkowiak, A., Melović, B., Dabić, M., Jeganathan, K., & Kundi, G. S. (2021). 

Information technology and Gen Z: The role of teachers, the internet, and 

technology in the education of young people. Technology in Society, 65, 

101565. https://doi.org/10.1016/j.techsoc.2021.101565 

Terzi, A.R. (2016). Teachers’ perception of organizational culture and trust relation. 

International Journal of Organizational Leadership, 5, 338-347. 

The Namibian. (2016). Education to decentralise school construction. Retrieved 

from https://namibian.com.na/education-to-decentralise-school-

constructions/ 

Toto, G. A., & Limone, P. (2021). Motivation, stress and impact of online teaching 

on Italian teachers during Covid-19. Computers, 10(6), 75. 9. 

https://doi.org/10.3390/ 

Towers, E., Gewirtz, S., Maguire, M., & Neumann, E. (2022). A profession in crisis? 

Teachers' responses to England’s high-stakes accountability reforms in 

secondary education. Teaching and Teacher Education, 117, 103778. 

https://doi.org/10.1016/j.tate.2022.103778 

https://doi.org/10.1016/j.techsoc.2021.101565


126 

 

Tuvulla, T. E., & Byaruhanga, J. (2017). Effectiveness of workplace counselling on 

employee performance: A case of mumias sugar company limited, Kenya. 

International Journal of Business and Management Invention, 6(3), 43-51. 

Uirab, S. (2023, February). Police in Erongo take action against learners carrying 

life-threatening objects. Namibia Broadcasting Corporation Online. 

https://nbcnews.na/node/99577 

UNICEF. (2017). Children and the Namibian budget: Basic 

Education. UNICEF.United Nations. (2022). Sustainable development goals 

report 2022. United Nations. https://unstats.un.org/sdgs/report/2022 

Utami, P. P., & Vioreza, N. (2021). Teacher work productivity in senior high 

schools. International Journal of Instruction, 14(1), 599-

614.  https://doi.org/10.29333/iji.2021.14136a 

Uzun, T. (2019).  A study of correlations between perceived supervisor support, 

organizational identification, organizational citizenship behaviour and 

burnout at schools. European Journal of Educational Research, 7(3), 501-

511. https://doi.org/10.12973/eu-jer.7.3.501 

Van Woerkom, M., Bakker, A.B., Nishii, L. H. (2016). Accumulative job demands 

and support for strength use: Fine-tuning the job demands-resources model 

using conservation of resources theory. Journal of Applied Psychology, 

101(1), 141. https://doi.org/ 10.1037/apl0000033 

Vaske, J. J., Beaman, J., & Sponarski, C. C. (2017). Rethinking internal consistency 

in Cronbach's alpha. Leisure Sciences, 39(2), 163-173. 

https://doi.org/10.1080/01490400.2015.1127189 

Verner, V., Kandjeo-Marenga, H. U., Abah, J., & Mashebe, P. (2022). Challenges 

affecting Grade 12 learners’ performance in O-level Biology in Kharas 

https://doi.org/10.29333/iji.2021.14136a


127 

 

Region, Namibia. Open Journal of Social Sciences, 10 (4), 60-78. 

https://doi.org/ 10.4236/jss.2022.104005 

Vinkers, C. H., Amesvoort, T., Bisson, J. I., Branchi, I., Cryan, J. F., Domschke, K., 

Howes, O. D., Manchia, M., Pinto, L., Quervan, D. Q., Schimdt, M. V., & 

Wee, N. J. A. V. (2020). Stress resilience during the Coronavirus pandemic. 

European Neuropharmacology, 33, 12-16. https://doi.org/ 

10.1016/j.euroneuro.2020.05.003 

Viseu, J., de Jesus, S. N., Rus, C., & Canavarro, J. M. (2016). Teacher motivation, 

work satisfaction, and positive psychological capital: A literature review. 

Electronic Journal of Research in Education Psychology, 14(39), 439-461. 

http://investigacion-

psicopedagogica.org/revista/new/english/ContadorArticulo.php?1067 

Von der Embse, N., Ryan, S. V., Gibbs, T., & Mankin, A. (2019). Teacher stress 

interventions: A systematic review. Psychology in the Schools, 56(8), 1328-

1343. https://doi.org/10.1002/pits.22279 

  Wabule, A. (2020). Resilience and Care: How teachers deal with situations of 

adversity in the teaching and learning environment. The Independent Journal 

of Teaching and Learning, 15(1), 76-90. 

https://journals.co.za/doi/pdf/10.10520/EJC-1d66a60c00 

Wang, H., Hall, N. C., & Rahimi, S. (2015). Self-efficacy and causal attributions in 

teacher’s effects on burnout, job satisfaction, illness, and quitting intentions. 

Teaching and Teacher Education, 47, 120-130. 

https://doi.org/10.1016/j.tate.2014.12.005 



128 

 

Wang, X., & Cheng, Z. (2020). Cross-sectional studies: Strengths, weaknesses and 

recommendations. Chest, 158 (1), S65-S71. https://doi.org/ 

10.1016/j.chest.2020.03.012 

Wang, Z., Liu, H., Yu, H., Wu, Y., Chang, S., & Wang, L. (2017). Associations 

between occupational stress, burnout and well-being among manufacturing 

workers: Mediating roles of psychological capital and self-esteem. BMC 

Psychiatry, 17, 1-10. https://doi.org/10.1186/s12888-017-1533-6 

Weigl, M., Stab, N., Herms, I., Angerer, P., Hacker, W., & Glaser, J. (2016). The 

associations of supervisor support and work overload with burnout and 

depression: A cross‐sectional study in two nursing settings. Journal of 

Advanced Nursing, 72(8), 1713-1965. https://doi.org/ 10.1111/jan.12948. 

Wingerden, J., Bakker, A. B., Derks, D. (2016). A test of a job demands-resources 

intervention. Journal of Managerial Psychology, 31 (3). 686 – 701. 

http://dx.doi.org/10.1108/JMP-03-2014-0086. 

Wong, C. P., & Ng, D. (2020). The roles of school leaders in developing future-

ready learners: The case of Singapore. International Journal of Educational 

Management, 35(1), 249-269. https://doi.org/ 10.1108/IJEM-06-2020-0283 

Wu, W. Y., & Nguyen, K. V. H. (2019). The antecedents and consequences of 

psychological capital: A meta-analytic approach. Leadership & Organization 

Development Journal, 40(4), 435-456. https://doi.org/1108/LODJ-06-2018-

0233 

Xu, Z., & Yang, F. (2021). The impact of perceived organizational support on the 

relationship between job stress and burnout: A mediating or moderating role? 

Current Psychology, 40, 402-413. https://doi.org/ 10.1007/s12144-018-9941-

4 



129 

 

Youssef‐Morgan, C. M., & Luthans, F. (2015). Psychological capital and well‐being: 

Stress and Health. Journal of the International Society for the Investigation 

of Stress,  31(3), 180–188. https://doi.org/10.1002/smi.2623 

Yulita, Idris, M. A., & Abdullah, S. S. (2022). Psychosocial safety climate improves 

psychological detachment and relaxation during off‐job recovery time to 

reduce emotional exhaustion: A multilevel shortitudinal study. Scandinavian 

Journal of Psychology, 63(1), 19-31. https://doi.org/10.1111/sjop.12789 

Zewude, G. T., & Hercz, M. (2021). Psychological capital and teacher well-being: 

The mediation role of coping with stress.  European Journal of Educational 

Research. 10, 1227 - 1245. https://doi.org/10.12973/eu-jer.10.3.1227 

Zhang, L., Wu, T., Liu, L., Ren, P., & Lin, C. (2022). The relationship between 

Chinese preschool principal leadership styles and teacher leadership: 

Exploring the mediating effect of psychological capital. Frontiers in 

Psychology, 13, 1006184. https://doi.org/ 10.3389/fpsyg.2022.1006184 

Zhang, S., Liu, Q. T., & Wang, Q. Y. (2017). A study of peer coaching in teachers' 

online professional learning communities. Universal Access in the 

Information Society, 16(2), 337-347. https://doi.org/10.1007/s10209-016-

0461-4 

Zhang, Y., Zhang, S., & Hua, W. (2019). The impact of psychological capital and 

occupational stress on teacher burnout: Mediating role of coping styles. The 

Asia-Pacific Education Research, 28, 339-349. 

https://doi.org/10.1007/s40299-019-00446-4. 

Zhu, J., Yao, J., & Zhang, L. (2019). Linking empowering leadership to innovative 

behavior in professional learning communities: The role of psychological 



130 

 

empowerment and team psychological safety. Asia Pacific Education 

Review, 20, 657-671. https://doi.org/10.1007/s12564-019-09584-2 

Zimba, R. F., Mufune, P., Likando, G. N., & February, P. (2015). Namibian 

teachers’ understanding of education for all issues. Journal for Studies in 

Humanities and Social Sciences, 169-186. 

 

 

 

 

 

 

 

 

 

 

 

 

 



131 

 

APPENDIX A  

Ethics Approval Certificate 

 

 

 



132 

 

APPENDIX B 

Permission letters for research instruments 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



133 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



134 

 

 

 

 

 

 

 

 

 

 

 

 

 

                                   

 

 

 

 

 

 

 

 

 



135 

 

 

APPENDIX C 

Language editor confirmation letter 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



136 

 

Language editor confirmation letter 2 

 

 

 

 

 

 

 

 

 

 



137 

 

APPENDIX D 

Permission Letters from Ministry of Education Arts and Culture  

 



138 

 

 

 

 

 

 

 

 

 

 

 



139 

 

 

 

 

 

 

 

 

 



140 

 

 

 



141 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 


