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Introduction
The Namibian Ministry of Education introduced the concept of special education in 1992, with 
the primary aim of helping people with disabilities to acquire skills that can enable them to 
integrate into an increasingly globalised economy (Namibia Government Gazette, 1998).

The success of special education in Namibia is dependent on special needs teachers. Literature on 
Namibian teachers reveal that teachers face heavy workloads, limited career development 
opportunities, limited teaching time, insufficient resources, insufficient autonomy, poor 
compensation packages, limited promotion opportunities and poor co-worker relations (Janik, 
2013; Zimba, Mufune, Likando, & February, 2013). Teacher disengagement was attributed to these 
factors. However, these studies only examined mainstream school teachers in Namibia, resulting 
in the engagement of special needs teachers in Namibia being largely unexplored. A special needs 
teacher’s work is different from that of a mainstream school teacher. There are many types of 
disabilities, such as being deaf, blind, intellectually challenged or having speech or limb 
impairments (Landolt, 2014). Learning in special schools is hindered by the limitations associated 
with each impairment. As such, the engagement of special needs teachers in facilitating learning 
is crucial. As described by Kahn (1990), the term engagement describes the way employees in an 
organisation exploit and utilise themselves for the sake of their different work roles on a physical, 
cognitive and emotional level. When employees cognitively, emotionally and physically withdraw 
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themselves from their work role, Kahn (1990) suggests that 
they can become disengaged. In such situations, employees 
demonstrate poor performance in their roles and exert less 
effort in their work, which can negatively affect the learning 
process for learners with disabilities.

In contrast, Meere (2005) contends that engaged 
employees are known to be dedicated to their work roles. 
Anitha (2014) also argues that engaged employees make 
their jobs a passion, and they also become innovators and 
creative leaders in the workplace. Teachers who are 
engaged in their work will initiate job crafting, innovation 
and creativity (Anitha, 2014), which are three crucial 
ingredients used by teachers at special schools to help 
learners with disabilities achieve academic success. Job 
crafting, according to Tims and Bakker (2010), refers to the 
efforts employees make whilst at work to balance the 
various demands and resources of their job with their 
personal preferences, needs and capabilities. Hence, job 
crafting is viewed as a proactive and individualised 
approach to work (Solberg & Wong, 2016).

Consequently, special needs teachers must continually assess 
the learning needs of students, along with their progress, to 
develop strategies to improve learning (Billingsley, 2004). It is 
important to examine special needs teachers’ job crafting 
behaviours because this can potentially moderate the 
relationship between the various work factors and their 
engagement.

The success of Namibia’s Special Education mandate is 
dependent on the quality of special education teachers. 
Therefore, it is crucial to investigate the work factors that 
may impact the engagement of special needs teachers.

Research objectives
The study examined the influence of selected work factors on 
the engagement of special needs teachers in Windhoek, 
Namibia. Its objectives were as follows:

Objective 1: To identify the most significant work factors that 
account for variance in the employee engagement amongst 
special needs teachers and

Objective 2: To investigate the moderating role of job crafting 
as a critical personal resource on the employee engagement 
of special needs teachers

Literature review
This study reviewed research conducted on mainstream 
school teachers to understand the possible work factors that 
confront teachers, because of a lack of literature pertaining to 
special needs teachers in Namibia. Moreover, the study 
included potential work factors that are specific to the special 
education work environment. Thus, supervisor support, co-
worker support, work autonomy, work ambiguity, rewards 
and recognition and job crafting, as well as their relation to 
employee engagement, were examined.

Supervisor support
Rhoades and Eisenberger (2002) argue that supervisor 
support is greatly impacted by the employees’ perception of 
supervisor support, as well as the degree to which the 
supervisor contributes to their performance. In this study, 
supervisors refer to school heads of department (HoDs) and 
principals, whose job is to oversee performance, provide 
feedback and guide teachers on how to improve their work. 
Terzi (2016) showed that employees need support from 
various levels of the organisation for them to be engaged. 
Terzi (2016) further proffers that supervisors can offer 
support through wages, opportunities for career development 
and opportunities for personal advancement, as well as an 
accurate job description, constructive feedback sessions and 
participation in decision-making processes. In a number of 
industries, supervisor support has been shown to have a 
positive impact on engagement (Ahmed, Majid, Al-Aali, & 
Mozammel, 2019; Naruse et al., 2013).

Given this discussion, the following hypothesis was 
formulated:

H1: The supervisor’s support has a significant, positive 
relationship on the engagement of special needs teachers in 
Windhoek, Namibia.

Co-worker support
In the workplace, co-workers are individuals who are in the 
same or similar positions (Yoon & Thye, 2000). Rothmann 
and Welsch (2013) found that co-worker relations, along with 
other antecedents, were moderately related to employee 
engagement. According to May, Gilson and Harter (2004), 
employees who have positive relationships with other co-
workers and supervisors are more likely to experience 
meaningfulness, and they are more engaged at work. 
Korunka, Kubicek, Schaufeli and Hoonakker (2009) showed 
that engagement is strongly related to co-worker support. 
Given this discussion, the study hypothesised that:

H2: There is a significant, positive relationship between co-
worker support and engagement amongst special needs teachers 
in Windhoek, Namibia.

Work autonomy
Parker (2015) argues that work autonomy pertains to being 
able to control actions under one’s control. Furthermore, it 
entails the freedom with which employees can initiate 
creative efforts within their work roles. According to Parker 
(2015), an individual’s level of independence at work is 
significantly correlated with the level of empowerment, 
flourishing and professionalism of the individual. Joo, Lim 
and Kim (2016) claim that, empowerment in the workplace is 
a form of autonomy that employees experience, and this is 
significantly related to employee engagement. Given this 
discussion, the study hypothesised that:

H3: There is a significant, positive relationship between 
autonomy at work and employee engagement amongst special 
school teachers in Windhoek, Namibia.
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Rewards and recognition
There are monetary rewards and non-monetary rewards. 
Employees can be directly satisfied by monetary rewards as 
they are financially able to meet their immediate basic needs 
along with their other personal needs and wants (Burgess & 
Ratto, 2003; Nujjoo & Meyer, 2012). In order for employees to 
feel appreciated and recognised, non-monetary rewards are 
particularly important (Burgess & Ratto, 2003). Saks (2006) 
and Simpson (2009) found a positive correlation between 
work engagement and pay in sampled populations of nurses 
and hotel workers, respectively. Results from Memon, Salleh 
and Baharom (2017) indicate that satisfaction with pay is 
significantly related to work engagement. Several studies 
confirm the relationship between rewards and engagement 
(Koskey & Sakataka, 2015; Victor & Hoole, 2017). According 
to Baakile (2011), teachers who perceive inadequacies in their 
pay levels compared with other jobs will eventually leave 
teaching in search of better opportunities. Their study 
revealed that compensation plays a large role in attracting 
and retaining employees. Given this discussion, the study 
hypothesised that:

H4: Perceived competitive rewards and recognition have a 
significant, positive relationship on employee engagement 
amongst special school teachers.

Work ambiguity
Ambiguity in the workplace refers to double meaning or a 
lack of clarity in terms of roles (Lee, Rainey, & Chun, 2009). 
As Wright (2009) states, an employee experiences role 
ambiguity when it is not clear what actions and strategies the 
employee should take in order to ensure that the task at hand 
is accomplished effectively. A special needs teacher’s work 
entails a number of changes to that of mainstream teaching 
environments. Special needs teachers must provide 
individualised attention (Billingsley, 2004), and in order to 
meet the educational needs of students, it is necessary to 
constantly revise class arrangements and management 
(Boujut, Popa-Roch, Palomares, Dean, & Cappe, 2017).

According to Rothmann and Rothmann (2010), the less 
clearly defined the work environment is, the more 
unpredictable the events are, and the more prone employees 
are to disengage. A similar negative relationship was found 
between role ambiguity and employee engagement by Kunte 
and Rungruang (2019). This is supported by Moura, 
Orgambidez-Ramos and Goncalves (2014), who report that 
role ambiguity negatively affects employee engagement.

Given this discussion, the study hypothesised that:

H5: There is a significant, negative relationship between 
ambiguity of work and employee engagement amongst special 
needs teachers in Windhoek, Namibia.

Employee engagement
An employee’s engagement is defined as ‘the act of harnessing 
organisational members to their work roles, where they 

employ their physical, cognitive and emotional energies 
during performance of their tasks’ (Kahn, 1990, p. 644). The 
physical component refers to the efforts employees make to 
accomplish their tasks, whereas the emotional component 
includes their feelings about their jobs. Finally, the cognitive 
component involves employees’ awareness, vigilance and 
focus whilst doing their job (Kahn, 1990; Kular, Gatenby, 
Rees, Saone, & Truss, 2008; May et al., 2004).

A commonly utilised definition by Schaufeli, Salanova, 
Gonzalez-Roma and Bakker (2002) refers to work engagement 
as a positive and fulfilling work-related state of mind that is 
characterised by vigour, dedication and absorption. In their 
conceptualisation of employee engagement, Schaufeli et al. 
(2002) focus more on an employee’s mental state at work, 
whereas Kahn (1990) maintains that the more the employee is 
absorbed in their work (physically, emotionally and 
cognitively), the more engaged they will be. In this study, 
Kahn’s conceptualisation of engagement was used as a 
theoretical framework.

Job crafting as a critical personal resource
Berg, Dutton and Wrzesniewski (2013) explain that the 
process of job crafting: 

[I]nvolves employees altering the set of responsibilities 
prescribed by a formal job description, by adding or dropping 
tasks, altering the nature of tasks or changing how much time 
and energy the tasks require. (p. 2)

Moreover, according to Tims and Bakker (2010), job 
crafting is when employees consider their personal needs, 
preferences and abilities whilst at work and also balance the 
demands and resources of their jobs. Consequently, 
employees are able to tailor the nature of their work to suit 
their passion, abilities and preferences. According to Tims 
and Bakker (2010), there are four different types of job 
crafting. The purpose of job crafting is to increase structural 
resources, increase social resources, increase challenging job 
demands and decrease hindering job demands. In order to 
increase structural job resources, employees must exhibit 
innovative behaviour in requesting to have a variety of 
resources at their disposal. More resources allow employees 
to strategise innovative work ideas to address different job 
demands. Decreasing hindering job demands involves 
employees reducing certain aspects of their work that they 
feel could physically and emotionally drain them. 
Additionally, increasing social job resources includes the 
guidance, advice, feedback and encouragement that 
employees may seek from supervisors and co-workers in 
the workplace. Finally, increasing challenging job demands 
leads to employees taking on extra responsibilities and 
assignments in an effort to improve their skills and 
expanding their scope of work. A special needs teacher 
could involve himself or herself in extracurricular activities 
such as coaching to increase challenging job demands.

Given the nature of special needs education work and the 
purpose of this study, job crafting was conceptualised as a 
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personal resource. As such, only ‘the increasing structural 
job resources and increasing social job resources’ as 
subscales of the job crafting measure were used (Tims, 
Bakker, & Derks, 2012).

Firstly, this study proposed that the positive effect of 
co-worker support on employee engagement will be 
enhanced if special needs teachers are afforded with crafting 
opportunities. It is expected that special needs teachers who 
consult with their co-workers, as well as making use of 
co-worker relations space to create more meaningful 
connections to themselves and their work, will be more 
engaged.

Secondly, this study suggested that special needs teachers 
with more autonomy can craft their work more effectively 
and become more engaged in their work.

Thirdly, this study proposed that job crafting negatively 
moderates the relationship between work ambiguity and the 
engagement of special needs teachers. The work of the special 
needs teacher is based on individualised attention, which 
requires the teacher to continuously strategise according to 
the learners’ needs. In turn, this could negatively impact the 
special needs teachers’ ability to engage in their work 
effectively.

In view of the above, the following three hypothesis were 
proposed:

H6: Job crafting has a significant, positive, moderating effect on 
the relationship between co-worker support and employee 
engagement.

H7: Job crafting has a significant, positive, moderating effect on 
the relationship between work autonomy and employee 
engagement.

H8: Job crafting has a significant, negative, moderating effect on 
the relationship between work ambiguity and employee 
engagement.

Research method
Participants and setting
The study employed a quantitative approach with an ex post 
facto correlation research design. Based on the literature 
review, research hypotheses were formulated. Using a self-
administered questionnaire, quantitative data were gathered 
from special needs teachers in Windhoek, Namibia. From a 
population of 160 special needs teachers, 94 questionnaires 
were returned. Only 89 of these were used for analysis.

Measuring instruments
The employee engagement scale developed by May et al. 
(2004) was utilised to measure work engagement. Three 
subscales (physical, emotional and cognitive) comprised 13 
items. Each item was rated on a five-point Likert scale, with 
one representing strongly disagree and five representing 
strongly agree. May et al. (2004) found Cronbach’s alpha of 
0.77, indicating acceptable reliability. Additionally, May et al. 

(2004) used Kahn’s concept of engagement as the basis for the 
development of the employee engagement measure.

Supervisor support
The supervisor relations subscale from the antecedents scale 
developed by May et al. (2004) was utilised to measure 
supervisor support. Five items were used to measure 
supervisor support. The items were measured on a Likert 
scale type ranging from one to five, with one representing 
strongly disagree and five representing strongly agree. The 
supervisor support scale was validated by May et al. (2004) 
who found Cronbach’s alpha of 0.95, indicating acceptable 
reliability.

Co-worker support
The co-worker relations subscale from May et al.’s (2004) 
antecedents scale was employed to measure co-worker 
support. A total of 10 items were used to measure co-worker 
support. Based on a Likert scale type, the items were rated 
from one to five, with one representing strongly disagree and 
five representing strongly agree. Cronbach’s alpha of 0.93 
was found for co-worker support, indicating high reliability 
(May et al., 2004).

Work ambiguity
This study used the ambiguity at work subscale of the Job 
demands-resources (JD-R) scale developed by Jackson and 
Rothmann (2005). Work ambiguity was measured using two 
items. Items were rated on a five-point Likert scale with one 
representing strongly disagree and five representing strongly 
agree. Jackson and Rothmann (2005) grouped the items of the 
JD-R scale into seven reliable factors. The work ambiguity 
items were grouped under the organisational support factor 
scale, which obtained Cronbach’s alpha of 0.88.

Rewards and recognition
The subscale ‘rewards and recognition’ from the antecedents 
scale developed by Saks (2006) was used for this study. The 
scale consists of 10 items that measure forms of rewards and 
recognition employees receive in the workplace on a five-
point Likert scale, with one representing ‘to a small extent’ 
and five representing ‘to a large extent’. The scale was 
validated by Saks (2006) and yielded Cronbach’s alpha of 
0.80, indicating acceptable reliability.

Work autonomy
The subscale work autonomy from the work design 
questionnaire developed by Morgeson and Humphrey 
(2006) was utilised. With three items per dimension, the scale 
has three dimensions: work scheduling autonomy, decision 
making autonomy and work methods autonomy. Items were 
assessed on a five-point Likert scale, with one representing 
‘strongly disagree’ and five representing ‘strongly agree’. 
The scale was validated by Morgeson and Humphrey (2006) 
who found Cronbach’s alpha of 0.87.
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Job crafting
A job crafting scale developed by Tims et al. (2012) was used 
in this study. There are four dimensions of the scale: increasing 
social job resources, increasing structural job resources, 
increasing challenging job demands and decreasing 
hindering job demands. However, for the purpose of this 
study, only the subscales of increasing social job resources 
and increasing structural job resources were used. The job 
crafting scale yielded an acceptable Cronbach’s alpha ranging 
from 0.75 to 0.82 in all of its dimensions (Tims et al., 2012).

Research procedure
Based on teacher preferences and subsequent requests, hard-
copy questionnaires were administered. A questionnaire was 
picked up from the school secretary and returned to an 
enclosed box. In order to ensure data confidentiality and 
anonymity, participant names and other identifying 
information were not collected. During the study, participants 
were informed that participation was voluntary, and that they 
were free to withdraw from the study at any time without any 
negative consequences. Data from participants was encoded 
and stored on a password-protected computer. Only the 
researcher had access to the hard copy questionnaires, which 
were kept under lock and key.

Ethical considerations
Ethical clearance (reference number: IPSY-2018-7722) was 
obtained from the Stellenbosch University Ethics 
Committee, after which permission was requested from 
the Ministry of Education, Arts and Culture in Windhoek, 
Namibia. In addition, the principals of each special school 
granted institutional permission before the data collection 
phase could commence. 

Results
Descriptive results
Table 1 shows that the item analysis performed on all 
research instruments utilised for the present study yielded 
satisfactory results, except for the employee engagement 
and work ambiguity scales that yielded Cronbach’s 
alpha of 0.68. The Cronbach’s alpha obtained for both scales 
does not deviate extremely from the benchmark of 0.70 
(Nunnally & Bernstein, 1994). For purposes of this study, 
the Cronbach’s alpha of 0.68 was considered acceptable, 

taking into account that the small sample size (n = 89) could 
have potentially contributed to the inconsistencies. 

Correlation analysis 
Pearson product moment correlations were used to 
compute the correlations between the work factors and 
employee engagement. All computations were subjected to a 
confidence interval of 95%. A statistically significant 
correlation is where p < 0.05. As illustrated in Table 2, a 
positive, statistically significant relationship between work 
ambiguity and employee engagement (r = 0.31, p < 0.05) is 
reported. Additionally, a positive, statistically significant 
relationship between co-worker support and employee 
engagement (r = 0.29, p < 0.05) is reported. The relationship 
between autonomy and employee engagement is also 
reported as positive and statistically significant (r = 0.32, 
p < 0.05). The positive correlation coefficients obtained means 
that work ambiguity, co-worker support and work autonomy 
are significant in impacting employee engagement on a 
bivariate level.

Partial least square analysis
The covariance-based - structural equations modeling 
approach (CB-SEM) and the variance-based partial least 
squares - structural equations modeling approach (PLS-
SEM) are two approaches to structural equation modelling 
(Haenlein & Kaplan, 2004). PLS focuses more on maximising 
the variance of the endogenous variable as explained by the 
exogenous variables. The choice as to when to use the 
Variance Based or PLS approach relies heavily on certain 
requirements needed by each approach. Henseler, Ringle 
and Sinkovics (2009) argue that if the study population 
will yield a smaller sample and if there is no complex 
model to be tested (i.e. with more than 200 observations), 
it is more appropriate to use PLS, such as in this case (i.e. 
n = 89).

PLS was used to evaluate the R-square of employee 
engagement. An R-square value of 0.47 was obtained, 
which indicates that the total model accounts for 47% of the 
variance observed in the engagement of special needs teachers. 
PLS was used to test the main effects in the model. The path 
coefficient is used to indicate the extent to which a path is 
significant within the 95% lower and 95% upper confidence 
intervals (Table 3). For a path coefficient to be significant,  

TABLE 1: Means, standard deviations and internal consistency reliabilities of 
subscales.
Scale Number of items Mean SD Cronbach Inter-item

EE 13 49.39 6.50 0.68 0.15
WA 2 8.69 1.33 0.68 0.52
JC 10 38.71 5.71 0.76 0.26
RR 10 33.40 8.35 0.81 0.31
CS 10 34.97 8.65 0.94 0.62
SS 11 39.61 10.97 0.95 0.65
WA 9 35.37 7.68 0.95 0.66

EE, employee engagement; WA, work ambiguity; JC, job crafting; RR, rewards and 
recognition; CWS, co-worker support; SS, supervisor support; AU, autonomy; SD, standard 
deviation.

TABLE 2: Correlation analysis of employee engagement and identified work 
factors.
Scale WE WA JC RR CWS SS AU

EE 1.00 - - - - - -
WA 0.31* 1.00 - - - - -
JC 0.05 0.26* 1.00 - - - -
RR -0.02 0.23* 0.17 1.00 - - -
CWS 0.29* 0.24* 0.36* 0.28* 1.00 - -
SS 0.00 0.13* 0.48* 0.19* 0.42* 1.00 -
AU 0.32* 0.30* 0.37* 0.00 0.42* 0.41* 1.00

EE, employee engagement; WA, work ambiguity; JC, job crafting; RR, rewards and 
recognition; CWS, co-worker support; SS, supervisor support; AU, autonomy.
*, Statistically significant correlation (p ≤ 0.05). 
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p < 0.05 is considered statistically significant at the 95% 
confidence interval. If p > 0.05, the path coefficient is not 
considered statistically significant at the 95% confidence 
interval (Herholdt, 2015).

As indicated in Table 2, only the path from co-worker support 
to employee engagement was found to be statistically 
significant (p = 0.01) with zero not falling within the 95% 
confidence interval. As such, this study failed to reject 
hypothesis two.

Furthermore, PLS was used to test the moderation effects in 
the study. Job crafting was conceptualised as a moderator 
variable in the study. Two approaches were utilised to test 
for moderation. Firstly, the moderation effects were tested 
by including the interactions (i.e. independent, moderator 
and dependent variables) in the full PLS-SEM model. 
Secondly, the moderation effects were tested separately 
by testing each moderator path at a time. Moderation 
effects in the full Partial Least Squares- Structural Equation 
Modelling model all yielded insignificant moderation 
paths. 

Table 4 shows the results from the univariate moderation. 
The results of the analysis indicate that job crafting has 
a positive moderating effect (p = 0.01) on the relationship 
between autonomy and employee engagement. 
The analysis also indicates that job crafting has a 
significant positive moderating effect (p = 0.02) on the 
relationship between co-worker support and employee 
engagement.

The results in Table 4 are further explained by Figures 1 and 
2 shown below.

Figure 1 suggests that the relationship between work 
autonomy and employee engagement is strengthened when 
job crafting is low. This implies that when job crafting 
behaviours are high, the relationship between work autonomy 
and work engagement is weakened.

Figure 2 suggests that there is a positive relationship between 
co-worker support and employee engagement when job 
crafting is low. In other words, co-worker support alone  
(i.e. emotional and task-related support, encouragements, 
appreciation gestures, etc.) is sufficient for impacting 
employee engagement.

Discussion
Findings of the study
The first objective of the study was to investigate the 
various work factors that are most salient in accounting 
for the variance in the engagement of special needs 
teachers. The correlation analysis revealed that a 
positive, statistically significant relationship between 
work ambiguity and employee engagement, co-worker 
support and employee engagement and autonomy and 
employee engagement was found. The findings support 

FIGURE 1: Interaction effect 1 (Hypothesis 7).
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FIGURE 2: Interaction effect 2 (Hypothesis 8).
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TABLE 3: Main effects of the study.
Path Path 

coefficient
95% lower 95% upper Significant 

from CI
p-value from 

t-test

SS – EE -0.13 -0.38 0.26 No 0.41
CW – EE 0.35 0.06 0.55 Yes 0.01
AU – EE 0.15 -0.11 0.36 No 0.18
RR – EE -0.1 -0.31 0.12 No 0.43
WA – EE 0.06 -0.17 0.39 No 0.65
JC – EE 0.35 -0.37 0.73 No 0.21

EE, employee engagement; WA, work ambiguity; JC, job crafting; RR, rewards and recognition; 
CWS, co-worker support; SS, supervisor support; AU, autonomy; CI, confidence interval.

TABLE 4: Moderation effects.
Independent Moderator Dependent Interaction 

coefficient
p Significant

AU JC EE -0.27 0.01 Yes
CWS JC EE -0.23 0.02 Yes
WA JC EE -0.16 0.13 No

EE, employee engagement; WA, work ambiguity; JC, job crafting; CWS, co-worker support; 
AU, autonomy.
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assertions made by Curran and Prottas (2017), D’Emiljo 
and Du Preez (2017) and Lee, Shin and Baek (2017), who 
argue that by reducing ambiguous work, and vesting more 
autonomy (Freeney & Fellenz, 2013; Kumar & Sia, 2012; 
Mostert & Rathbone, 2001; Sarinah, Akbar, & Prasadja, 
2018; Skaalvik & Skaalvik, 2014; Vera, Martinez, Lorente, & 
Chambel, 2016) and increasing co-worker support in 
the workplace (Dehaloo & Schultz, 2013; Vera et al., 2016), 
engagement is enhanced. 

The PLS analysis revealed that only co-worker support has a 
significant positive relationship with employee engagement, 
thus supporting the correlation coefficient obtained in 
the correlation analysis. Dehaloo and Schultz (2013) and 
Vera et al. (2016) reveal that co-worker support significantly 
and positively impacts employee engagement.

The results from the PLS analysis, however, indicate that the 
relationship between autonomy and employee engagement 
as well as the relationship between ambiguity and employee 
engagement is not statistically significant. This contradicts 
the findings obtained in the correlation analysis, and this 
discounts findings from Freeney and Fellenz (2013) and 
Sarinah et al. (2018), who also explored the two constructs.

The second objective of the study was to investigate the role 
of job crafting as a critical personal resource on the engagement 
of special needs teachers. The results of the analysis indicate 
that job crafting has a positive moderating effect on the 
relationship between autonomy and employee engagement. 
Figure 1 proposes that the activities that characterise 
employee work autonomy are in essence adequate to 
positively influence work engagement without a greater use 
of job crafting. It could be argued that when a special needs 
teacher is vested with work autonomy, there is freedom and 
discretion in scheduling and performing tasks at work 
(Cummings & Worley, 2008). As a result, the special needs 
teacher with work autonomy has the freedom and control 
over what needs to be done and will possibly still become 
engaged in his or her work role, without job crafting. 

The analysis also indicates that job crafting has a significant 
positive moderating effect on the relationship between co-
worker support and employee engagement. This implies 
that when special needs teachers’ actions of increasing social 
job resources and increasing structural job resources are 
high, co-worker support can significantly and positively 
influence work engagement. The co-worker relations space 
offers employees an opportunity to guide one another, to 
collaborate on work-related activities and to form meaningful 
connections with each other (May et al., 2004; Rothmann & 
Rothmann, 2010). In fact, Rothmann and Rothmann (2010) 
argue that no employee will be able to be productive without 
the human resources found in any workplace. In essence, 
special needs teachers can rely on the co-worker space with 
its resources and still experience engagement when they are 
not able to engage in job crafting.

Explicit to the univariate moderation results (Figures 1 and 
2 above), the question that needs to be investigated, 
considering what the two subscales from the job crafting 
scale used in the study assess, is what low job crafting 
means in the context of special needs schools, and how it 
could possibly be effectively operationalised to ensure that 
the special needs teacher still benefits from job crafting. The 
findings from the univariate moderation analysis could also 
suggest that perhaps viewing job crafting as characterised 
merely as a resource (i.e. increasing social resources and 
increasing structural resources) is not adequate enough to 
thoroughly measure job crafting. However, job crafting 
could possibly be viewed as a day-to-day behaviour, which 
is deliberately initiated and which extends into every sphere 
of an employee’s work life.

Limitations of the study
The present study encountered some limitations that are 
worth mentioning. Firstly, the population of the study was 
made up of about 160 special needs teachers based in 
Windhoek, Namibia. However, only 89 of them completed 
questionnaires that were considered usable in the end. The 
credibility of the study could have been enhanced if more 
than 89 special needs teachers had partaken in the study.

Secondly, the study focused only on special schools in 
Windhoek, Namibia. Therefore, generalising the findings to 
other special schools outside Windhoek should be done with 
caution. Moreover, because of the already small population 
of special needs teachers in the country, future studies, with 
time and resources permitting, could include the entire 
country as the total population of special needs teachers is 
about 300 countrywide.

Thirdly, special needs teachers are expected to be occupied at 
their work because of the nature of the disabilities that 
learners under their care have. The nature of the work is 
demanding and having to set aside time to complete a 30-min 
questionnaire was a challenging task for some special needs 
teachers. In addition, the special needs teachers completed 
the questionnaire at a period where they were busy with 
submissions of continuous assessment marks to HoDs. As 
such, future studies should be strategic about the periods of 
data collection to ensure that data collection is carried out 
during periods where the teachers are not pressured by many 
administrative duties and deadlines.

Fourthly, the relationships between supervisor support, 
rewards and recognition, work ambiguity, work autonomy 
and job crafting that were, in previous studies, documented 
to have significant relationships with work engagement, 
were insignificant in the present study. The findings of the 
present study are therefore not conclusive and 
inconsistencies in the findings could be attributed to the 
small sample size. 

Fifthly, the study looked only at supervisor support, co-
worker support, work ambiguity, work autonomy, rewards 
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and recognition and job crafting as work factors that could 
potentially impact the engagement of special needs 
teachers in Windhoek, Namibia. However, it is important 
to note that these are not the only work factors that could 
potentially affect employee engagement amongst special 
needs teachers in Windhoek, Namibia. As such, the 
findings of the study are not conclusive, and they should 
be viewed as one study amongst many to come. It is 
therefore recommended that other work factors be 
investigated as far as the employee engagement of special 
needs teachers in Windhoek, Namibia, is concerned.

Practical implications
Given that a positive relationship was found between co-
worker support and employee engagement in both the 
correlation and PLS analysis, we advocate certain 
interventions in that regard. It is key that teachers understand 
practical ways in which co-worker support may be construed; 
co-worker support may come in the form of emotional 
support, instrumental help, informational support and 
appraisal from others (Jo, 2014; Kopp, 2013). Firstly, 
individuals can be encouraged to care for each other whilst at 
work or assist each other in the various work tasks so as to 
get work done and sharing information on various issues 
pertaining to professional development or teaching methods 
as a way to enhance their work tasks. Co-workers can also be 
encouraged to show appreciation and to praise each other for 
outstanding work.

Secondly, at organisational level, co-worker support can be 
enhanced through the use of team-building activities. Team-
building interventions have been documented to assist with 
co-worker relations in numerous ways. According to 
Cummings and Worley (2008), team building: 

[R]efers to a broad range of planned activities that help groups 
improve the way they accomplish tasks, help members enhance 
their interpersonal and problem solving skills, and increase team 
performance. (p. 263)

It provides employees with platforms to ensure that they 
are aware of each other’s strengths, weaknesses and ways 
of embracing such for the greater functioning of the 
organisation.

Thirdly, job crafting was found to positively and significantly 
moderate the relationship between co-worker support and 
employee engagement. This study only assessed the ways in 
which employees engage in the job crafting dimensions of 
increasing structural job resources and increasing social job 
resources. Employees can increase their structural job 
resources by requesting more resources (Tims & Bakker, 
2010), depending on the different tasks the special needs 
teachers have planned for their class. The early planning 
of the different needs of each lesson planned is key for the 
early identification and requesting of resources needed. 

In the same manner, special needs teachers can increase social 
job resources by seeking guidance, feedback and advice, as 

well as encouragement from their supervisors and co-
workers (Tims & Bakker, 2010). Guidance, feedback, advice 
and encouragement will depend on the extent to which there 
is active behaviour from the special needs teacher to seek for 
such. It is therefore encouraged that co-workers make use of 
the co-worker relationship space to share and discuss key 
issues that need guidance and encouragement.

Individual teachers form part of the work team of special 
needs teachers at a special school. It is important that 
individual teachers are made aware of the role they play as 
co-workers in ensuring that individual and organisational-
level interventions are successfully implemented. Job crafting 
can be carried out either individually or in collaboration, 
depending on the creativeness of the teachers. As such, the 
special needs teacher can form working groups with one or 
more colleagues where they jointly strategise and plan on 
best possible ways to do their work tasks. This provides an 
avenue for motivation for the teachers as well as an 
opportunity for the teachers to learn from each other, which 
will inevitably also enhance employee engagement.

Conclusion
The scope of the mandate of the special education directorate 
in Namibia continues to expand every year as more and more 
learners with disabilities continue to be admitted to special 
schools for the purposes of integrating them into the wider 
social and economic community. As established in the study, 
it is key for co-workers to be given the necessary support in 
order for them to flourish in efforts to enhance employee 
engagement. By focusing on promoting healthy and 
cooperative work relationships in a special school 
environment, the Ministry of Education, Arts and Culture, in 
addition to other key stakeholders, directly, to a greater 
extent, also enhance the learning of persons with disabilities, 
which is not at all possible without the special needs teacher. 
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