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ABSTRACT
The objective of this study was to investigate ministers’ job demands and job resources using a 
qualitative design (n = 9). Fifteen themes emerged from the interviews. A cross-sectional survey 
design was used to study ministers’ experiences of job demands and job resources (N = 115). A 
principal factor analysis with a varimax rotation resulted in eight reliable factors. These factors 
included as job demands: pace and amount of work and emotional demands; and as job resources: 
growth opportunities, instrumental support, congregational support, autonomy, social support 
and job signifi cance. 
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INTRODUCTION
The ministry is a unique and demanding profession (Han & Lee, 2004). The demands that ministers 
encounter in their work are regarded as more intense than demands experienced by managers in 
organisations (Kriel, Wilders, Strydom & Breytenbach, 2005). Demanding aspects of a minister’s job 
are to help, motivate, empower, and inspire their parishioners (Burger, 2004). Preaching is one of the 
ways in which these functions are fulfi lled. Ministers preach because they believe they have a calling 
to do so, not just because they are paid to do so. Therefore, ministers do not enter into a contract with 
the congregation, but rather work for the congregation because of their calling (Burger & Wepener, 
2004). 

This study focuses on ministers in the Reformed church. In addition to preaching, the minister’s role 
within the Reformed tradition is also centred on teaching and pastoral care (Burger, 2004). In our 
current secular and pluralistic society, the Christian is not taught anywhere else other than within the 
institutions of the church. Therefore, the Church and also its ministers are faced with the responsibility 
of teaching the community about faith. Furthermore, ministers are expected to nurture the physiological 
and emotional well-being of their parishioners (Blanton & Morris, 1999). This is not an easy task, 
because one of the three ways in which a minister can be hurt in his offi ce is through negative stories 
spread by people he has attempted to reach through pastoral care (Van den Berg, 2004). 

Apart from preaching, teaching and pastoral care, ministers also perform the roles of organiser 
and administrator (Kay, 2000; Kriel et al., 2005). According to Article 16 of the Church Order of the 
Reformed Church (Psalmboek, 2003), the offi ce of a minister of the Word is to persevere in prayers, 
proclaim the Word and administer the sacraments, attend to and oversee his fellow ministers, the 
elders, deacons and Church members, and ultimately, in conjunction with the elders, exercise the 
discipline of the Church and ensure that everything in the Church takes place in an orderly and proper 
manner (GKSA, 1862). 

Although ministers perform many different roles, they do not have a defi nite job description. According 
to Smit (2004), a minister does not need a job description because his calling is from God and not from 
the congregation. A minister has the autonomy to determine what actions or functions are important 
(Kriel et al., 2005). This causes some diffi culty because there are some responsibilities ministers have 
that form part of preaching and teaching. There are also responsibilities a minister must perform 
that are unexpected (e.g. that of pastoral care) (Kriel et al., 2005). Although the offi ce of a minister is 
determined by God and the minister stands in service to God, it happens that some ministers still do 
not know what is expected of them in their offi ce (Burger, 2004). Ministers sometimes do work that is 
not part of their ministry (Smit, 2004). Many parishioners also experience an uncertainty about what 
the minister’s job is exactly and what is expected of him (Burger & Wepener, 2004; Kriel et al., 2005). 
Most parishioners do not have an idea what the minister does apart from offi ciating at normal Sunday 
service, weddings and funerals (Kriel et al., 2005). 

Uncertainty is experienced in ministries worldwide. The vague awareness of the identity of the 
minister’s offi ce is largely because of the disintegration of the Christ Centred Church (Burger & 
Wepener, 2004). Recently, churches have become more and more focused on missionary work and 
therefore expect different things from ministers who originally might have worked within a purely 
Christian paradigm. Consequently, the offi ce of a minister entails more than preaching and teaching – 
it is also about the missionary leadership of God’s people, the Church (Burger & Wepener, 2004).

Not only is the offi ce of the minister of the Word in South Africa faced with this changing ecclesiastical 
context (Wepener, 2004), but it also has to face the specifi c political and social changes in the country. 
Ministers are now increasingly faced with multicultural congregations. In South Africa, ministers must 
lead a congregation within a liberal democracy wherein freedom and equality are the order of the day 
in all spheres of life. To complicate things further, ministers need to work together ecumenically with 
leaders of other denominations, which demands a different focus from the traditional ‘only we have 
the whole truth’ (Van der Merwe, 1996). Some congregations also require a minister to use another 
language besides his own (Burger & Wepener, 2004). Furthermore, research has shown that different 
generations have unique expectations, which often turn into demands for a minister. Some of these 
generations have their own forms of spirituality that have to be liturgically accommodated by the 
minister (Burger & Wepener, 2004). 
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Secularisation also has an influence on the Church. The 
Church has to survive in a community that does not support 
the life and ethos of the Church (e.g. shops that are open on a 
Sunday, while the Church is struggling to maintain services). 
Secularisation leads to a reduction in the influence of the Church 
on the community, and has in turn, influenced the life of the 
Church. Almost every Protestant Church has eagerly adopted 
the personnel policies of business (Burger & Wepener, 2004). 
Further contextual challenges to a minister’s work are the high 
crime rate, poverty and HIV/AIDS (Van der Merwe, 1996). 
Within this context, a minister must lead parishioners to fulfil 
their calling in life (Burger & Wepener, 2004).

Currently, influences from the world set an increasing number 
of demands on a minister. A minister, like any other Christian, is 
subject to normal stressors, especially stress factors linked to the 
caring profession. Specific stressors that a minister experiences 
include: the discrepancy between his initial ideal of the ministry 
and the harsh realities that he has to handle and process; his 
struggle to live his calling while his workload is extremely high; 
his struggle to balance the roles of servant and leader and the 
consequent confusion and experience of being overburdened as 
it is sometimes expected from him to be everything to everyone 
(Grobbelaar, 2007). The above factors can cause a minister to 
experience compassion exhaustion because of his involvement 
with other stressed and suffering people (Coetzer, 2004). 

Parishioners tend to have high expectations of the minister’s 
personal and professional competence, and these expectations 
are often experienced by ministers as unrealistic and intrusive 
(Morris & Blanton, 1994; Van den Berg, 2004). Ministers also 
work long hours, often for low pay compared with similarly 
qualified individuals in other occupations. A recent study by 
Morris and Blanton (1994) regards financial issues as the category 
of stressor thought to be of greatest concern by denominational 
officials (see also Lee, 1999). Later in a minister’s career, the 
most commonly reported source of stress is his/her relationship 
with the congregation, particularly in the realm of personal and 
ideological conflicts (Lee, 1999).

The indistinct parameters of a minister’s job can lead to calling 
loss and large-scale professional unhappiness (Burger, 2004). 
A recent study demonstrates that interactions of a critical and 
demanding nature in the Church have a detrimental impact on 
subjective well-being, and that this has a greater adverse effect on 
the minister than on rank-and-file members of the congregation 
(Krause, Ellison & Wulff, 1998). However, the ministry also has 
personal benefits. A large mail and telephone survey of ministers 
revealed that four out of five respondents were at least somewhat 
satisfied in the ministry (Lee, 1999). Significant majorities also 
reported that serving in their congregation had increased their 
passion for the ministry, and that their ministry efforts had been 
very much worthwhile (Lee, 1999).

A study on Reformed Church ministers in South Africa 
showed that ministers indeed experience distress in their 
work (Grobbelaar, 2007). Some of the stressors can be linked to 
their specific job characteristics. The most prominent studied 
job characteristics included: skill variety, autonomy and job 
demands (Kompier, 2003). The Job Demand-Resources (JD-R) 
model makes it possible to classify the types of demands and 
resources that ministers face. The general assumption of the 
JD-R model is that whereas every occupation may have its 
own specific risk factors, these factors can be classified into 
two general categories, namely job demands and job resources 
(Demerouti, Bakker, Nachreiner & Schaufeli, 2001). 

During the past three decades, many studies have shown that job 
characteristics can have a profound impact on employee well-
being (Bakker, Demerouti & Schaufeli, 2003; Bakker, Demerouti, 
Taris, Schaufeli & Schreurs, 2003; De Jonge et al., 2001; De Jonge & 
Schaufeli, 1998; Schaufeli & Bakker, 2004). For example, research 
has revealed that job demands (such as high work pressure 

and emotional demands) may lead to exhaustion and impaired 
health. Although job demands are not necessarily negative, 
they may turn into job stressors when meeting those demands 
requires high effort. Job resources (such as social support and 
autonomy) may instigate a motivational process leading to job-
related learning, work engagement and commitment. Hence, job 
resources are not only needed in order for a minister to deal with 
job demands and to ‘get things done’, but important in their own 
right (Schaufeli & Bakker, 2004). 

Therefore, job demands and job resources have an impact 
on individual well-being. However, little is known about 
how ministers experience the demands and resources in their 
occupation. The aim of this study was to investigate the job 
demands and job resources that ministers in the Reformed 
Church in South Africa experience. 
 
The Job Demands-Resources (JD-R) Model 
The JD-R model acknowledges that parsimony is an important 
feature of every research model but assumes at the same time 
that individuals in different occupations may encounter various 
kinds of job demands and job resources (Demerouti et al., 2001). 
‘Job demands’ refer to those physical, social, or psychological 
(cognitive and emotional) efforts or skills which are associated 
with certain physiological or psychological costs. Examples are 
high work pressure, an unfavourable physical environment 
and emotionally demanding interactions with clients (Janssen, 
Peeters, De Jong, Houkes & Tummers, 2004). ‘Job resources’ 
refer to those physical, psychological, social, or organisational 
aspects of the job that are functional in achieving work goals; 
reducing job demands and the associated physiological and 
psychological costs; or stimulating personal growth, learning 
and development (Janssen et al., 2004). 

The JD-R model is based on two different underlying psychological 
processes. The first argues that a health impairment process, 
poorly designed job or chronic job demands (e.g. overload, 
emotional demands) exhaust employees’ mental and physical 
resources and may therefore lead to the depletion of energy (i.e. 
a state of exhaustion) and health problems (Bakker & Demerouti, 
2006). The second process is motivational in nature, whereby 
it assumes that job resources have motivational potential and 
lead to high work engagement, low cynicism and excellent 
performance. Job resources may thus foster an individual’s 
growth, learning and development (intrinsic motivation) or 
satisfy an individual’s needs for autonomy, competence and 
relatedness (extrinsic motivation) (Bakker & Demerouti, 2006). 

Ministers, as care-givers, are exposed to demanding work 
situations, including overload, long work hours, role conflict, 
and client-related demands such as contact with help seekers 
with problems as well as chronically ill, terminal or dying clients 
(Redelinghuys & Rothmann, 2005). Additional demands that 
ministers are faced with include time constraints and the gap 
between illogical expectations and the reality of daily routine 
(Tomic, Tomic & Evers, 2004). According to Roux (1992),  ministers 
experience the following demands in the ministry: workload, 
role instructions and role expectations, work circumstances, 
academic inadequacy, co-ministers and languishing member 
numbers. Scholtz (1996) found that the job demands of ministers 
include work pressure, disagreement in the congregation, the 
finances of the congregation, the relationship with a co-minister, 
unfair critique and resistance, political situations, adapting in 
the congregation and uncommitted parishioners. Ministers find 
themselves in a unique position. Not only do they experience 
demands and expectations from their Church council and 
congregation but they perceive their occupation as a Godly 
calling (Redelinghuys & Rothmann, 2005). 

The job resources of ministers may be located at the level of 
the congregation at large (e.g. pay, job security); interpersonal 
and social relations (e.g. co-minister support, Church council 
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relationship); the organisation of work (e.g. role clarity, 
participation in decision making); or at the level of the task 
(e.g. skill variety, task identity, task significance, autonomy, 
or performance feedback) (Janssen et al., 2004). The latter job 
resources are the core dimensions included in Hackman and 
Oldham’s (1976) well-known Job Characteristics model. In 
this model they argue and show that these job characteristics 
have motivational potential because they make employees’ 
work meaningful, hold them responsible for work processes 
and outcomes and provide them with information about the 
actual results of the work activities (Hackman & Oldham, 
1980). Demerouti et al. (2001) showed that job resources (such 
as job autonomy and feedback) are particularly related to job 
satisfaction, job challenge and job involvement (to be considered 
as motivational constructs), whereas job demands are 
primarily related to emotional exhaustion and psychosomatic 
health complaints (i.e. adverse health outcomes). Rothmann, 
Mostert and Strydom (2006) found that job demands include 
overload whereas job resources include growth opportunities, 
organisational support, advancement and job security. These 
factors correspond with the two factors found by Demerouti et 
al. (2001) and Schaufeli and Bakker (2004). Therefore, it seems 
that the factorial structure of job demands and job resources is 
valid. 

The Vitamin model (Warr, 1994) regards job characteristics as 
vitamins that can have a specific effect on individuals. This 
model holds that mental health is affected by environmental 
psychological features such as job characteristics in a way that is 
analogous to the non-linear effects that vitamins are supposed to 
have on individuals’ physical health. Generally, vitamin intake 
initially improves health and physical functioning, but beyond 
a particular level of intake no further improvement is observed. 
Continued intake of vitamins may lead to two different kinds of 
effects. First, a so-called constant effect might occur. According 
to Warr (1994), vitamins C and E have such a constant effect 
on the human body (health neither improves nor are noxious 
consequences observed that impair the individual’s physical 
health). Therefore, the label ‘Constant Effect’ (CE) is used to 
denote this particular relationship (De Jonge & Schaufeli, 1998).

Secondly, an overdose of vitamins leads to a toxic concentration 
in the human body (‘hypervitaminosis’), which causes poor 
bodily functioning and ill health. Among others, vitamins A and 
D are known to be toxic when taken in large quantities. For this 
reason Warr (1994) has used the label ‘Additional Decrement’ 
(AD) to denote the inverted U-shaped curvilinear relationship. 
Warr (1994) argues that the effects of job characteristics upon 
mental health parallel the ways in which vitamins act upon the 
human body (De Jonge & Schaufeli, 1998). For example, very 
high levels of job autonomy are potentially harmful since they 
imply uncertainty, difficulty in decision-making and high levels 
of responsibility in the job. Following this line of reasoning, we 
could refer to Warr’s vitamins as ‘work vitamins’ (De Jonge & 
Schaufeli, 1998).

The six job characteristics that Warr (1994) assumes have the 
effects similar to vitamins A and D include: 

Opportunity for personal control (job autonomy): latitude • 
in decision-making and the influence of the employees to 
choose their own objectives, to schedule their tasks and their 
rules of performance and to predict the consequences of 
actions
Externally generated goals (job demands): the degree to • 
which the environment makes demands upon the employee
Opportunity for interpersonal contact (social support): • 
loneliness versus friendship, social support and opportunities 
to compare one’s opinions and abilities with those of other 
people
Opportunity for skill use (skill utilisation): the degree to • 
which the utilisation and development of skills is required 
by the job

Variety (skills variety): the occurrence of repetitive and • 
invariant routine actions in diverse and novel situations
Environmental clarity (task feedback): the availability of • 
feedback information about the result of one’s actions, 
certainty and clarity of role expectations and requirements. 

These vitamins therefore have a positive effect on health up to 
a certain point. But after this point they have a damaging effect 
on health. 

The remaining three job characteristics are supposed to follow 
the CE pattern, in which these vitamins show a positive effect on 
health up to a certain level, but not beyond it. These include:

Availability of money (salary): low or high income• 
Physical security (safety): protection against physical threat, • 
security of tenure and job safety in the work market
Valued social position (task significance): esteem from other • 
people within social networks, occupational prestige.

There is empirical support for the Vitamin model (De Jonge 
& Schaufeli, 1998; Le Blanc, Bakker, Peeters, Van Heesch & 
Schaufeli, 2001). Warr (1994) also indicates that these nine job 
characteristics do act as predicted in isolation (Kompier, 2003).

Therefore, the Vitamin model consists of nine features of 
jobs that act as potential determinants of job-related mental 
health. Not surprisingly, these characteristics include, among 
others, those that are featured in the Job Characteristics model 
(Hackman & Oldham, 1980) and the Demand-Control-Support 
model (Rodrìguez, Bravo & Peiró, 2001; Van Derdoef & Maes, 
1999). According to the JD-R model, every occupation may 
have its own specific risk factors associated with job stress, but 
regardless of the occupation, these factors can be classified in 
two general categories; job demands and job resources (Bakker 
& Demerouti, 2006). In this study the JD-R model is used to 
classify the job characteristics identified by the Vitamin model 
and uses this information to develop a questionnaire to measure 
job demands and job resources as experienced by ministers. 

RESEARCH DESIGN
Research approach
In order to reach the objectives, this study was done in two 
phases. The first phase consisted of a qualitative design from a 
phenomenological approach. Because there were no studies done 
on the job demands and job resources as perceived by Reformed 
Church ministers in South Africa, the objective of this research 
design was to determine these possible job demands and job 
resources. In the second phase, a cross-sectional design was used 
with a survey as the data collection technique. The objective of 
this design was to develop a questionnaire which can be used 
to study the job demands and job resources experienced by 
ministers. Cross-sectional designs are appropriate where groups 
of participants at various stages of development are studied 
simultaneously, whereas the survey technique of data collection 
gathers information from the target population by means of 
questionnaires (Burns & Grove, 1993). 

Research method
Participants
The study population could be defined as a non-probability 
purposive voluntary sample of Reformed Church ministers in 
South Africa. For the first phase a sample of ministers (N = 9) 
was interviewed. Data reached saturation (Woods & Catanzaro, 
1988) after the eighth interview. One more interview was 
conducted to ensure saturation of the data. In the second phase 
of the study the total population of 232 ministers currently in 
the ministry was targeted. However, six of the ministers did 
not have an email or a postal address and therefore a total of 
226 Internet questionnaires were sent out. Questionnaires were 
completed anonymously on the Internet, but were identifiable 
by means of usernames and passwords. This allowed follow-up 
emails and phone calls to be directed to ministers who failed 
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to respond. Ten of the ministers were not able to complete the 
questionnaire due to their workload, while other ministers asked 
to be excused from the research because of medical reasons. A 
total of 115 completed the questionnaire, establishing a response 
rate of 50.88%. Descriptive information of the sample is given 
in Table 1.

As can be seen in Table 1, the participants were all male (100%). 
This is because female ministers are not allowed in the Reformed 
religion. Most participants were over the age of 46 (60.9%). 
Regarding marital status, 92.2% of the participants were married, 
and most of the participants had three children (40%). Nearly 
half of the participants (37.4%) had been in the ministry for 16 to 
25 years. It is interesting to note that 39 (33.9%) of the participants 
were qualified with a theological degree while 61 (53.1%) of the 
participants had a master’s or doctoral degree. Only 26 (22.6%) 
of the ministers had been in their current congregations for 11 
to 30 years while 59 (51.9%) and 30 (26.1%) had been in their 
current congregations for 0 to 5 and 6 to 10 years respectively. 
Most congregations were between the sizes of 301 to 600 (33.0%) 
and 151 to 300 (32.2%). Of the 115 participants, 84 (73%) were the 
only minister in their congregation. 

Measuring battery
A structured interview based on the phenomenological 
paradigm was used in the first phase of this research. The 
researcher studied the phenomenon without predetermined 
expectations of categories and tried to understand the data from 
the perspective of the participant. The definition of job demands 
and job resources was given and the participants were asked the 
following two questions: ‘Mention all the physical, social and 
ministry aspects in your work that require of you any physical or 

psychological effort or skill’; ‘Mention all the resources in your 
ministry that enable you to do your work to the best of your 
ability’. Themes from these interviews were used to compile a 
questionnaire to measure the job demands and job resources of 
ministers. 

The Job Demands-Resources Questionnaire (JD-RQ) consisted 
of 10 job characteristics which can be classified as either job 
demands or job resources. The job demands included pace and 
amount of work (seven items, e.g. ‘Do you have an excessive 
amount of work to do?’) and emotional demands (three items, 
e.g. ‘Are you confronted in your work with things that affect 
you personally?’). While the job resources included: skill variety 
(three items, e.g. ‘Do you feel that you have enough variety in 
your work right now?’); skill utilisation (six items, e.g. ‘Does 
your job require that you learn new things?’); task significance 
(nine items, e.g. ‘Does your job have a significant effect on the 
lives or well-being of other people?’); job autonomy (seven 
items, e.g. ‘Does the Church council permit you to decide for 
yourself how to go about your work?’); task feedback (three 
items, e.g. ‘Does your work itself provide clues about how well 
you are doing in your job aside from any feedback from your 
co-workers?’), salary (seven items, e.g. ‘Does your congregation 
pay you fairly for what you contribute?’), safety (four items, e.g. 
‘Do you experience job insecurity?’) and support from friends, 
family, co-workers and the congregation (15 items, e.g. ‘Do you 
have friends you can rely on?’). Each subscale was measured on 
a five-point Likert scale ranging, from 1 (not at all) to 5 (a great 
deal). 

A questionnaire was developed to gather information regarding 
the demographical characteristics of the participants. This 
questionnaire included gender, age, educational qualification, 
marital status, number and age of children, years working in 
the ministry, years working in the current congregation, current 
congregation size, income and whether or not there was a second 
minister at their current congregation. 

Research procedure
The Internet has been shown to be a valid source of data collection 
(Bakker et al., 2003a). A letter concerning information regarding 
the study with instructions and a link to the questionnaire was 
sent to all targeted ministers of the Reformed church. The web-
based questionnaire comprised 158 questions which measured 
job demands, job resources, burnout, engagement, and coping by 
ministers. A total of 64 items were used to measure job demands 
and job resources. The ministers were asked to complete the 
questionnaire on the web. The responses of the participants 
were automatically sent to the researcher. After a month, the 
researcher again sent a notice about the study to all ministers. 
The ministers had a total of three months in which to complete 
the questionnaire. 

Data analysis
To analyse the qualitative data, the results of the interviews were 
transcribed verbatim and then coded by the researcher by means 
of content analysis. Content analysis consists of various steps 
(Giorgi, 1985; Kerlinger, 1986). First, the context (for example the 
entire set of verbal answers of the participants) universalised in 
order to be able to define and categorise it. Second, the sub-units, 
namely words and themes of the analysis, were determined. The 
researcher read the response notes in order to form an overall 
picture. Afterwards, the researcher read them once again 
in order to determine the themes. A sub-theme is usually a 
sentence and is more difficult but also more useful to analyse. 
Sub-themes were combined in order to determine the themes. 
The analysis of the information was continued until recurring 
themes were identified. Third, unnecessary information was 
removed from the data and the meaning of the rest of the sub-
units was determined by linking them to the whole picture. 
Last, the concrete language of the participants was converted 
into scientific language and concepts. The precise words of the 

TABLE 1
Characteristics of the participants

ITEM CATEGORY FREQUENCY PERCENTAGE (%)
Age 18 – 25 years 2 1.7

26 – 30 years 7 6.1
31 – 35 years 8 7.0
36 – 40 years 10 8.7
41 – 45 years 18 15.7
46 – 50 years 24 20.9
51+ years 46 40.0

Qualification ThB 39 33.9
Honours 15 13.0
Master’s 31 27.0
PhD 30 26.1

Marital status Single 9 2.6
Married 106 92.2
Separated 1 0.9
Remarried 5 4.3

Ministry experience 0 – 5 years 17 14.8
6 – 10 years 11 9.6
11 – 15 years 12 10.4
16 – 20 years 23 20.0
21 – 25 years 20 17.4
26 – 30 years 13 11.3
31 – 35 years 14 12.2
36 + years 5 4.3

Ministry experience in 
current congregation

0 – 5 years 59 51.9
6 – 10 years 30 26.1
11 – 15 years 3 2.6
16 – 20 years 11 9.6
21 – 30 years 12 10.4

Congregation size 0 – 150 11 9.6
151 – 300 37 32.2
301 – 600 38 33.0
601 – 900 11 9.6
901 – 1200 7 6.1
1201 – 1500 6 5.2
1501+ 5 4.4

Ministers in current 
congregation

One minister 84 73.0
Two ministers 17 14.8
Three or more 
ministers 

14 12.2

Note: ThB: The theological degree obtained after 6 years of study  
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participants were used in support. Objects per category were 
counted and placed in order of preference. The trustworthiness 
of the content analysis was promoted by the coding that was 
done by the researcher and a co-coder. A literature control was 
done to investigate relevant research in order to determine 
the comparativeness and uniqueness of the current research 
(Krefting, 1991). 

The statistical analysis was carried out with the help of the SPSS 
program (SPSS, 2003). Descriptive statistics (e.g. means and 
standard deviations) were used to analyse the data. Exploratory 
factor analyses and Cronbach alpha coefficients were used to 
assess the validity and reliability of the constructs that were 
measured in this study. Coefficient alpha contains important 
information regarding the proportion of variance of the items of 
a scale in terms of the total variance explained by the particular 
scale (Clark & Watson, 1995). Correlations were then performed 
to determine which factors correlated with one another. 

RESULTS
Qualitative results
The results obtained from the interviews are shown in Table 
2. Fifteen main themes were identified in the interviews. Eight 
of the main themes represent the job demands that ministers 
experienced whereas seven represent the job resources. The 
themes were classified as representing job demands or resources 
based on the definition of these concepts by Demerouti et 
al. (2001). Table 2 shows the themes with the total number of 
ministers supporting each theme. 
 
The eight main themes regarding job demands as obtained from 
the study made it clear that ministers experienced preaching, 
teaching, management and organisation, service to community, 
service to the Reformed denomination, social activities, pastoral 
care and personal demands as demands in the ministry. 

Preaching: Five ministers indicated that they considered • 
sermon preparation a demanding aspect of their work. 
Furthermore, all the participants found the sermons on 
Sundays to be demanding.
Teaching: It is clear that participants regarded catechism, • 
Bible studies and small-group meetings and and equipping 
the Church council as demanding aspects of their 
teaching environment. Catechism was mentioned by eight 

participants, seven participants mentioned Bible studies 
and small groups while only four participants mentioned 
equipping the Church council. 
Management and organisation: Ministers indicated that • 
meetings and administration were both demanding aspects 
in the ministry. Participants indicated that they experienced 
meetings as demanding more often than administration. Not 
only does a minister provide a service to the congregation 
but he also has to deliver an administrative and leadership 
role in the church. 
Service to the community: Five participants indicated that • 
service to the community, such as missionary service, was 
demanding. One participant said that being the head of a 
home for the elderly, serving on the executive committee 
of a school and delivering sermons at old-age homes were 
demanding aspects. One participant indicated that officiating 
at the opening of schools was also demanding. 
Service to the Reformed denomination: Apart from the • 
service a minister delivers to the congregation, ministers 
also seem to deliver a service to the Reformed denomination. 
Seven ministers indicated that they were also bound by some 
obligations to the Reformed Church as a whole. 
Social activities: Five ministers indicated that they had • 
demands like youth activities, while two mentioned family 
or area activities and one mentioned activities involving the 
elderly. Three participants indicated that they considered 
the camps they had to organise for their congregation a 
demanding aspect. 
Pastoral care: In this study all the ministers indicated that • 
house visits and pastoral counselling were demanding in the 
ministry, while only three ministers indicated visits to the 
elderly as an additional demand. 
Personal demands: Ministers also mentioned that they found • 
the motivational aspect of their work demanding as well as 
their having to be role models or examples as leaders of their 
congregations. 

Concerning job resources, ministers appear to consider support 
from outside the congregation, support from Church structures, 
support from the congregation, administrative support, spiritual 
resources, supporting mechanisms and growth opportunities as 
important job resources. 

Support from outside the congregation: Four of the ministers • 
in this study indicated that they had the support of their 
family, but only one indicated that he had support from 
friends. All the participants indicated that the support of co-
workers was a resource.
 Support from Church structures: Only one indicated that • 
the enjoyed the support of the Church structures was a 
resource. 
 Support from the congregation: Almost all of the participants • 
indicated that they had support from their Church council, 
four indicated support from committees while only 
two indicated support from groups and support from 
parishioners in their congregation. Only one participant 
mentioned support from personnel like the Church warden, 
organist and the secretary of the Church council. 
 Administrative support: Almost all the participants • 
indicated that they enjoyed administrative support. One 
participant said that during the day, his Church office was 
a great support because it handled all administrative duties 
and organised all his appointments. 
 Spiritual resources: Four participants indicated that they • 
could call on spiritual resources. They mentioned that they 
regarded their work as a calling and their grace and strength 
were gifts from God. 
Supporting mechanisms: Equipment like computers, the • 
Internet, phones, photocopying facilities and books were 
all indicated as resources ministers needed to do their 
work. Three participants indicated that their own car was 
a resource to them. Two participants mentioned their house 
while three participants mentioned their own offices. Three 
of the participants indicated that money was an important 
resource.

TABLE 2
The experience of job demands and job resources of ministers

THEMES TOTAL
N = 9

Job Demands and Job Resources

Theme 1 Preaching 9.0

Theme 2 Teaching 6.3

Theme 3 Management and organisation 6.0

Theme 4 Service to community 3.0

Theme 5 Service to Reformed denomination 7.0

Theme 6 Social activities 2.8

Theme 7 Pastoral care 7.0

Theme 8 Personal demands 3.0

Theme 9 Support from outside the congregation 4.7

Theme 10 Support from Church structures 1.0

Theme 11 Support sources from the congregation 3.2

Theme 12 Administrative support 7.0

Theme 13 Spiritual resources 4.0

Theme 14 Supporting mechanisms 8.0

Theme 15 Growth opportunities 4.0
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TABLE 3
Principal factor analysis with a varimax rotation on the JD-RQ

ITEM ª1 2 3 4 5 6 7 8 h2

B31 Do you have to work under time pressure? 0.75 -0.00 -0.13 0.00 -0.05 0.04 0.02 0.03 0.58

B26 Do you have an excessive amount of work to do? 0.70 -0.03 -0.10 0.13 -0.09 -0.13 0.16 0.02 0.57

B27 Do you have to work very hard to manage all your demands? 0.68 0.08 -0.18 0.08 -0.05 -0.09 0.03 -0.04 0.52

B28 Are your tasks often interrupted before they can be completed? 0.64 0.00 -0.05 -0.07 -0.07 -0.04 -0.22 0.19 0.51

B29 Does it feel that you always have work left to do at the end of the day? 0.64 -0.08 -0.05 -0.15 -0.01 -0.02 0.02 0.19 0.48

B30 Do you feel that you do not have enough time to do your job as well as you would 
like to?

0.61 -0.17 -0.03 -0.07 -0.01 -0.00 -0.06 0.03 0.41

B32 Do you feel that there are conflicting demands that others make of you? 0.48 -0.29 -0.03 -0.32 -0.21 -0.06 0.10 0.28 0.55

B15 Do you feel a sense of accomplishment from doing your job? -0.07 0.72 0.04 0.09 0.10 0.06 -0.00 -0.01 0.54

B6 Does your job enable you to develop your own special ability? -0.21 0.57 0.13 0.11 0.27 0.13 0.10 0.02 0.49

B7 Does your job enable you to grow spiritually? -0.20 0.56 0.09 0.10 0.25 0.16 0.12 -0.08 0.48

B3 Do you feel that you have enough variety in your work right now? -0.05 0.55 0.14 0.15 0.18 0.19 0.16 0.09 0.45

B49 Do you feel that you are moving forward in your job? -0.12 0.54 0.23 0.26 0.22 0.10 0.15 -0.21 0.55

B4 Does your job require that you learn new things? 0.03 0.51 0.11 0.24 -0.14 0.09 0.36 0.20 0.53

B37 Does your work provide you with many chances to figure out how well you are 
doing?

-0.01 0.50 -0.13 0.44 0.02 0.09 -0.14 -0.11 0.50

B14 Does your job allow you to do something good for other people? 0.05 0.47 0.14 0.02 0.02 0.12 0.19 0.02 0.29

B13 Do you feel that you will achieve something in your current job? -0.17 0.45 0.24 0.19 0.10 0.08 0.36 -0.17 0.47

B42 Do you feel that you get paid enough for your work? -0.24 0.11 0.81 0.06 0.09 0.02 -0.03 0.13 0.74

B40 Are your salary and benefits comparable with that of colleagues in the same line of 
work?

0.03 0.16 0.77 -0.04 0.15 0.02 -0.00 -0.15 0.67

B39 Does your congregation pay you fairly for what you contribute? -0.13 0.07 0.74 0.12 0.23 0.08 -0.02 0.06 0.65

B41 Does your job offer you the possibility to progress financially? -0.15 0.15 0.67 0.08 -0.08 0.08 -0.13 0.01 0.52

B56 Do you receive enough support and guidance from your co-workers? -0.10 0.30 0.49 0.38 0.11 0.34 0.05 -0.10 0.62

B45 Do you receive sufficient administrative support to complete your tasks? 0.12 -0.01 0.48 0.14 -0.02 0.21 0.27 -0.20 0.42

B57 Do you have a network of co-workers with whom you can discuss work-related 
problems?

-0.01 0.33 0.48 0.21 0.09 0.27 0.04 -0.09 0.47

B38 Do your congregation and Church council let you know how well you are performing 
your job?

0.04 0.19 0.10 0.66 -0.02 0.06 0.06 -0.14 0.51

B61 Do you usually receive help from people inside the congregation when something 
needs to be done quickly?

-0.25 -0.00 0.32 0.59 0.06 0.04 0.07 -0.23 0.57

B62 Does the Church council encourage you in the work that you do? -0.18 0.20 0.22 0.56 0.25 0.29 0.11 -0.02 0.59

B59 Can you ask the Church council for advice when you encounter problems at work? -0.07 0.19 0.11 0.53 0.41 0.28 0.20 -0.09 0.62

B17 Do you receive a great degree of respect and fair treatment from the members of 
your congregation?

-0.06 0.06 0.17 0.50 0.43 0.15 0.18 0.02 0.52

B18 Do the people you work with take a personal interest in you? -0.01 0.16 0.13 0.49 0.13 0.26 0.20 0.04 0.42

B36 Does your actual work itself provide clues about how well you are doing in your job – 
aside from any feedback from your co-workers?

0.10 0.36 0.00 0.41 -0.05 -0.02 -0.16 0.13 0.35

B8 Does your Church council allow you to attend training courses or to study further? -0.05 0.21 0.12 0.36 0.25 0.28 0.14 0.07 0.35

B25 Do you feel that your ideas or suggestions about your congregation are not taken 
into account?

-0.06 -0.16 -0.12 -0.09 -0.65 -0.08 0.01 0.28 0.55

B22 In your job, do you have very little freedom to decide how you do your work? 0.17 -0.14 -0.19 -0.01 -0.54 0.10 -0.03 -0.05 0.39

B24 Do you feel that you are not involved in decisions affecting your job? -0.09 0.00 0.02 -0.24 -0.46 -0.14 0.06 0.11 0.32

B21 Do you have a lot of say about what happens in your work? -0.07 0.23 0.15 0.25 0.45 -0.13 0.30 0.08 0.46

B19 Does the Church council permit you to decide how to go about doing your work? -0.20 0.10 -0.09 0.37 0.44 0.07 0.30 0.07 0.48

B23 Do you feel that you have little control over many aspects of your job? 0.24 -0.19 -0.06 -0.08 -0.30 -0.08 0.08 0.03 0.21

B52 Do you receive support from your friends when things get difficult at work? -0.00 0.24 0.09 0.22 0.06 0.87 0.02 0.02 0.87

B51 Can you count on your friends when you encounter difficulties in your work? -0.01 0.35 0.18 0.18 0.10 0.75 0.08 -0.09 0.78

B50 Do you have friends on whom you can rely? -0.08 0.26 0.15 0.17 0.16 0.65 0.10 -0.05 0.59

B58 Are your relations with colleagues poor? 0.14 0.02 -0.19 -0.04 -0.23 -0.30 0.07 -0.03 0.21

B11 Can a lot of other people be affected by how well you do your work? 0.07 0.23 -0.19 0.02 -0.01 0.13 0.60 -0.09 0.47

B10 Does your job have a significant effect on the lives or well-being of other people? 0.08 0.05 -0.01 0.21 0.01 -0.00 0.53 0.16 0.36

B12 Is your job itself very significant or important to you? -0.03 0.34 0.13 0.00 0.09 0.14 0.44 0.06 0.36

B5 Does your job require a high level of skill? 0.22 0.19 -0.07 0.29 0.17 -0.13 0.42 0.24 0.46

B35 Does your work put you in emotionally upsetting situations? 0.41 -0.06 -0.17 -0.22 -0.15 0.02 0.07 0.50 0.53

B64 Does your Church council expect you to be able to do everything on your own? 0.12 -0.14 -0.45 -0.35 -0.20 -0.20 -0.25 0.47 0.71

B33 Are you confronted in your work with things that affect you personally? 0.33 -0.01 -0.20 0.02 -0.08 0.07 0.15 0.41 0.35

B34 Do you have contact with difficult people in your work? 0.34 -0.01 -0.22 -0.25 -0.18 -0.09 0.19 0.40 0.47

B63 Does your Church look up to you to do everything? 0.14 -0.12 -0.45 -0.23 -0.03 -0.18 -0.16 0.38 0.49

ª Factor labels: 1 – Pace and Amount of Work, 2 – Growth Opportunity, 3 – Instrumental Support, 4 – Congregational Support, 5 – Autonomy, 6 – Social Support, 7 – Job Significance, 
8 – Emotional Demands
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 Growth opportunities: Four of the participants indicated • 
that they had been afforded opportunities through which 
they could grow. 

Quantitative results
A simple principal component analysis was carried out with the 
64 items of the JD-RQ. An analysis of the eigen values (> 1.00) 
indicated that 19 factors explained 74.9% of the variance. The 
scree plot indicated that eight factors which explained 51.75% 
of the variance could be extracted. A principle factor analysis 
with a varimax rotation was then performed. The results of the 
principal factor analysis with loadings of variables on factors and 
communalities are shown in Table 3. Items with factor loadings 
higher than 0.30 were retained in the final factor structure 
(Clark & Watson, 1995). Labels are suggested for each factor in 
a footnote.  

Table 3 shows that the principal factor analysis with a varimax 
rotation resulted in eight factors. Items loading on the first factor 
related to Pace and amount of work and refer to the amount of 
work that needs to be done in a specific time limit. The second 
factor represented Growth opportunities and refers to the variety 
in work, opportunities to learn and career accomplishments. 
The third factor addressed Instrumental support and refers to 
financial, administrative and co-worker support. Items on the 
fourth factor related to Congregational support and refer to the 
support from the congregation and Church council. The fifth 
factor represented Autonomy and refers to independence in 
work. The sixth factor represented Social support and refers to 
the relationship with friends and colleagues. Items on the seventh 
factor related to Job significance, referring to the significance of 
the work. The eighth factor represented Emotional demands and 
refers to emotionally demanding situations at work. 

Table 4 illustrates the means, standard deviations, internal 
consistencies and correlations between variables of the JD-RQ. 

As can be seen from Table 4, all scales show acceptable 
reliabilities varying from 0.70 (Autonomy) to 0.86 (Instrumental 
Support). All these scales of reliabilities were higher than the 
guideline of α > 0.70 (Nunnally & Bernstein, 1994), except for job 
significance (α = 0.66). All items of all the scales were retained 
after the reliability analyses. 

Almost all the scales show statistically significant correlations 
except for the correlation between Job significance and Pace 
and amount of work, and Instrumental support and Emotional 
demands. Inspection of Table 4 indicates a practically significant 
positive correlation between Pace and amount of work and 
Emotional demands (medium effect). There is a practically 
significant positive correlation between Growth opportunities 

and Instrumental support (medium effect), Congregational 
support (large effect), Social support (medium effect) and Job 
significance (medium effect). Furthermore, there is a practically 
significant negative correlation between Growth opportunities 
and Autonomy (reversed scale) and Emotional demands (both 
medium effect). 

Regarding Support, Table 4 demonstrates that there is a 
practically significant positive correlation between Instrumental 
support and both Congregational support and Social support 
(both medium effect), whereas there is a practically significant 
negative correlation between the former and Emotional demands 
(large effect). A practically significant positive correlation 
exists between Congregational support and Social support 
(large effect) and Job significance (medium effect), although 
there is a practically significant negative correlation between 
Congregational support and Autonomy (reversed scale) (large 
effect) and Emotional demands (medium effect). A practically 
significant negative correlation exists between Social support and 
Emotional demands (medium effect). It is evident from Table 4 
that a practically significant negative correlation exists between 
Autonomy (reversed scale) and Social support (medium effect) 
whereas a practically significant positive correlation exists 
between the former and Emotional demands (medium effect). 

A simple principal component analysis was then carried out with 
the eight factors of the JD-RQ. An analysis of the eigen values (> 
1.00) indicated that two factors could be extracted. These factors 
explained 60% of the total variance. The results of the principal 
factor analysis with loadings of variables on factors are shown in 
Table 5. Labels are suggested for each factor in a footnote. 

 
Table 5 shows that the principal component analysis with a direct 
oblimin rotation on the eight factors of the JD-RQ resulted in two 
second-order factors. Items loading on the first factor related to 
Job resources and included Growth opportunities, Instrumental 
support, Congregational support, Autonomy, Social support, 
and Job significance. The second factor represented Job demands 
and referred to Pace and amount of work and Emotional 
demands. 

DISCUSSION
The aim of this study was to investigate the job demands and 
Job resources ministers experience in the ministry. Ministers 
participating in the study experienced growth opportunities, 
instrumental support, congregational support, autonomy, social 
support and job significance as job resources whereas they 
considered pace and amount of work and emotional demands 
as job demands. Furthermore, it was found that when ministers 
experienced an increase in the pace and amount of their work, 
they also experienced an increase in emotional demands. This 

TABLE 4
Means, standard deviations, alpha coefficients and correlation coefficients between the variables

TOTAL ITEM
Item Mean SD Mean SD α 1 2 3 4 5 6 7

1. Pace and amount of work 25.37 5.53 3.62 0.77 0.84 - - - - - - -

2. Growth opportunity 36.05 5.56 4.01 0.62 0.84 -0.27* - - - - - -

3. Instrumental support 22.35 6.85 3.19 0.98 0.86 -0.24* 0.42*+ - - - - -

4. Congregational support 29.35 5.39 3.67 0.67 0.82 -0.25* 0.61*++ 0.47*+ - - - -

5. Autonomy 10.45 3.78 1.74 0.63 0.70 0.24* -0.43*+ -0.28* -0.50*++ - - -

6. Social support 16.10 3.55 4.02 0.89 0.84 -0.19* 0.49*+ 0.43*+ 0.51*++ -0.31*+ - -

7. Job significance 18.30 1.88 4.57 0.47 0.66 0.08 0.40*+ 0.08 0.31*+ -0.21* 0.18* -

8. Emotional demands 15.37 4.22 3.08 0.84 0.79 0.49*+ -0.37*+ -0.56*++ -0.48*+ 0.39*+ -0.33*+ 0.04

* Statistically significant: p ≤ 0.05 
+ Practically significant correlation (medium effect): 0.30 ≤ r ≤ 0.49
++ Practically significant correlation (large effect): r > 0.50
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resulted in less autonomy, growth opportunities and less 
instrumental, congregational and social support. 

Ministers are in an occupation that is considered unique 
due to their unique work-related and client-related stressors 
(Redelinghuys & Rothmann, 2005). Evers and Tomic (2003) 
found that ministers experience significantly more stress than 
professionals in other fields. The reason for this can be due to 
ministers’ ambivalent role and their different responsibilities. 
However, there are only a few studies that have examined the 
unique stressors of a minister’s work. Therefore, the aim of 
this study was to explore the job demands and job resources 
that ministers experience in the ministry. The results of this 
study indicated that ministers experienced eight different job 
characteristics. These eight job characteristics were classified 
into two categories: job demands and job resources. Identified 
job demands included pace and amount of work and emotional 
demands, while the job resources included growth opportunity, 
instrumental support, congregational support, autonomy, social 
support and job significance. 

Pace and amount of work referred to the amount of work that 
needs to be done by a minister in his occupation, the time pressure 
a minister experiences in doing his work and the demanding 
situations within his occupation. Overload is a commonly 
found stressor in the ministry (Kriel et al., 2005). According to 
Grobbelaar (2007), ministers experience overload because they 
have a large amount of work to do apart from their primary role 
of preaching. Blanton and Morris (1999) also indicated that time 
is a frequent resource demanded from ministers in the ministry. 

Growth opportunities referred to the variety in a minister’s work, 
the opportunities a minister has to learn and develop, and the 
feeling of accomplishment in the ministry. Another component 
that formed part of this factor was the time a minister has for his 
own spiritual growth. Interestingly, Grobbelaar (2007) indicated 
that because of the amount of work that ministers experience, 
they also do not have enough time for their own spiritual 
growth. The qualitative results in this study showed  ministers 
did indeed encounter some opportunities to grow spiritually 
and also to learn and develop their own abilities. 

The third factor, instrumental support, referred to the financial, 
administrative and co-worker support a minister enjoys in the 
ministry. Other studies found that ministers perceive financial 
compensation as a chronic stressor (Morris & Blanton, 1994). This 
was also found by Grobbelaar (2007) who indicated that ministers 
saw their financial compensation as a big problem: ministers 
felt that their compensation was not enough for the work that 
they did in the ministry. This study indicated that the financial 
compensation ministers received could be seen together with 
administrative and co-worker support as a support mechanism. 
Mostly, ministers indicated that they only received this support 
some of the time. Although ministers considered this a support 
mechanism, the qualitative results suggested that ministers do 
not believe they receive sufficient instrumental support. 

Congregational support referred to the support a minister 
receives from the congregation and Church council. Ministers 

indicated that they received support from the congregation and 
Church council but not to a great extent. Support is probably the 
most well known situational variable that has been proposed as 
a potential buffer against job strain (Bakker & Demerouti, 2006). 
Therefore, ministers need to be supported by the congregation 
and Church council in order to fulfil their roles as ministers 
optimally. 

Autonomy referred to the independence in the work of a 
minister. Kriel et al. (2005) stated that ministers are in a way free 
to do what they think is important to do. However, ministers are 
still bound by the Church Order to perform their primary roles 
of preaching, teaching and pastoral care (Burger & Wepener, 
2004). 

The sixth factor, social support, referred to the relationship 
a minister has with friends and colleagues. Social support 
emerges from the availability of friendships, social activities 
and relationships in one’s social network (Blanton & Morris, 
1999). Based on the research of Blanton and Morris (1999), social 
support can be seen as an important resource for ministers.

Job significance referred to whether or not a minister’s work is 
important to him and whether or not he has an effect on other 
people. Ministers perceive their work as a calling and as a result 
the work that a minister does is focused on enriching people’s 
lives with the Word of God (Smit, 2004). Consequently, ministers 
have a strong effect on other people’s lives and see their work as 
important for others and for themselves. 

The last factor, namely emotional demands, referred to the 
emotional situations ministers face in their occupation. Many 
studies have demonstrated that people with personal problems 
seek the help of ministers first or early in their stressful situation 
(Darling, Hill & McWey, 2004). Ministers frequently provide 
counselling to parishioners in the areas of marriage and family 
conflict, morality, career concerns, suicide, panic disorders and 
emotionally debilitating issues of anger, depression and fear 
or anxiety (Blanton & Morris, 1999). Furthermore, parishioners 
report that they are seven times more likely to seek the assistance 
of the minister for their marriage and family problems than the 
assistance of a non-religious mental health specialist (Darling et 
al., 2004). This also seemed to be the case in this study: ministers 
reported that they experienced a certain number of emotional 
demands in their work. 

It was found that Pace and amount of work correlated positively 
with Emotional demands: when ministers experienced more 
emotional demands (e.g. pastoral counselling), they were also 
likely to experience more work with less time to complete it. 
Blanton and Morris (1999) are of the opinion that work-related 
stressors like overload have a greater impact on ministers’ 
emotional health than economical or demographical factors. 
There is a strong increase in mental and emotional workloads 
on professionals. Today more individuals than ever before are 
confronted with the emotional demands that are associated with 
working for other people daily. People describe the cause of 
their personal worries and difficulties more psychologically than 
people did some decades ago (Tomic et al., 2004). 

Interestingly, emotional demands were also found to correlate 
negatively with growth opportunities, indicating that when 
ministers had more emotional demands they experienced 
less Growth opportunities. Therefore, when ministers’ pace 
and amount of work increased, their emotional demands (the 
emotional situations a minister is faced with in his occupation) 
also increased and this resulted in their experiencing less 
feelings of accomplishment, less variety and opportunities to 
learn and develop. This can be problematic because it is exactly 
when the emotional demands of a minister’s work increases 
that he must rely on his own spiritual growth and feelings of 
accomplishment. 

TABLE 5
Principal factor analysis with a direct oblimin rotation on the factors of the JD-RQ

ITEM ª1 2

Pace and amount of work -0.20 0.68

Growth opportunities 0.84 0.08

Instrumental support 0.55 -0.37

Congregational support 0.83 -0.04

Autonomy -0.63 0.08

Social support 0.68 -0.04

Job significance 0.63 0.68

Emotional demands -0.45 0.66

ª Factor labels: 1 – Job Resources, 2 – Job Demands
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This was also the case with all three factors of support 
(namely instrumental, congregational and social support). 
The more emotional demands ministers were subjected to, the 
less instrumental support and support from family, friends, 
congregation, and Church council they seemed to experience. 
Previous research found that persons in care-giving roles who 
had functional and structural support, such as time spent 
working, sleeping and visiting with family and friends seemed 
to be less at risk from the stressful effects of care-giving (Darling 
et al., 2004). This suggests that some job resources may directly 
prevent energy-depletion (Bakker et al., 2003a). Indeed, research 
has found that social support protects employees from the 
pathological consequences of stressful experiences (Bakker & 
Demerouti, 2006). Social support therefore can buffer the impact 
of job demands or emotional demands (Bakker & Demerouti, 
2006). In this study it became clear that ministers should receive 
more support in cases of emotionally demanding situations. 

Emotional demands were found to correlate positively with 
the reversed scale of autonomy, indicating that when ministers 
experienced more emotional demands they experienced less 
autonomy. There is general support for the proposition that 
jobs which enhance employees’ autonomy or control over their 
work promote their well-being and job satisfaction (Kay, 2000). 
This was also the case with the ministers in the study; the more 
autonomy, the less demands experienced. Hence, if a minister 
is given the opportunity to decide his own way of working, he 
will also take on fewer responsibilities, decreasing his workload 
and emotional demands. This line of reasoning is also seen in 
Warr’s Vitamin model where autonomy is considered to be an 
AD vitamin. Warr argues that autonomy is good for a person’s 
health until it reaches a plateau (health remains constant) but if 
autonomy further increases in the work it will become harmful 
and impair mental health (De Jonge & Schaufeli, 1998).  

Additionally, autonomy (reversed scale) correlated negatively 
with social support and congregational support, therefore where 
ministers experienced less autonomy they also experienced 
less support from friends, family and the congregation. This 
was also the case with growth opportunity: the less autonomy 
ministers experienced the less growth opportunities they felt 
they had. When a minister’s tasks become increasingly heavier 
and these tasks cannot be carried out adequately without the 
help or support from others, then, cooperation with colleagues 
and professional support become increasingly more important 
to keep the minister going. 

Growth opportunities were found to correlate positively with all 
three factors of experienced support. Therefore, the more support 
experienced, the more ministers felt that there were opportunities 
in which they could grow. Rothmann et al. (2006) found in 
their study regarding job demands and job resources of South 
Africans that growth opportunities do indeed correlate with 
support. When ministers experience more growth opportunities, 
they also experience more support and job significance.

Furthermore, congregational support seemed to be related to 
social support. Accordingly, the more support ministers received 
from their congregation, the more support they appeared to 
receive from friends. This can be due to the fact that some of their 
friends were also members of their congregations. Therefore, 
when a minister received support from his friends he also received 
support directly from the congregation. In previous research it 
was found that the coping method least used was the acquisition 
of social support (Darling et al., 2004). Congregational support 
was also positively related to Job significance, indicating that 
when a minister received more support from his congregation 
he experienced more Job significance. This resulted in his feeling 
that his efforts were significant and valued. 

Overall, these findings confirm some but not other results 
of previous studies. Ministers, like other professionals, are 
subjected to occupation-related stressors that can place heavy 

strains and demands on their job resources and which can inhibit 
their growth and supportive relationships. Furthermore, the 
study indicated that when ministers lacked job resources, they 
were unable to reduce the potentially negative influence of high 
job demands (e.g. emotional demands). Job resources therefore, 
are not only important to deal with job demands but are also 
important in their own right (Bakker & Demerouti, 2006). 

Limitations
Although the research showed promising results, it is also 
important to note some limitations of this study. The first 
limitation relates to the sample size. Because there are only 232 
ministers in the Reformed Church of South Africa, the study 
population consisted of only 115 participants. Therefore, the 
results of this study cannot be generalised to all ministers of 
the Reformed Church. Given the small sample size, the results 
of the factor analyses should be interpreted with caution. In 
general, exploratory factor analysis is a large sample procedure 
with a requirement of at least five respondents for each item. 
This means that a sample size of 320 (the product of 64 items 
and 5 respondents per item) would have been more appropriate 
for this study. However, according to Costello and Osborne 
(2005), strict rules regarding sample size for exploratory factor 
analysis are disappearing. The adequate sample size is partly 
determined by the nature of the data. If the data is strong (i.e. 
communalities are high, cross loadings are low, and several 
variables load strongly on each factor) as was the case in this 
study, a smaller sample size is acceptable. The second limitation 
was that the study was only done on one denomination and 
therefore conclusions about this study can only be drawn within 
the confines of the Reformed Church and cannot be generalised 
to apply to all ministers in South Africa. 

Conclusion
The results of this study have important implications for 
ministers and for future research. It is recommended that the 
occupation of a minister be examined more closely. There were 
a few participants who commented on several items of the 
questionnaire, especially items regarding the financial support of 
ministers. The reason for this can be that ministers perceive their 
work as a calling and are not in the ministry because they are 
paid to do the work of a minister. It is therefore recommended 
that these items be rephrased in follow-up studies. Furthermore, 
some of the ministers commented that they felt they needed to 
explain why they were answering a question in a certain way. 
They also felt that some of the scales of the question were not 
applicable to the question. It is therefore recommended that 
future studies ask more open-ended questions in order for 
ministers to explain more of their answers. 

Next, it is recommended that different congregations are looked 
at more closely because they may demand different things 
from a minister. Kriel et al. (2005) found in their study that 
congregation size, second ministerships and years in the ministry 
had a strong effect on the joy ministers experienced in their life. 
The last recommendation is to include other denominations in 
future research. This will enable a closer comparison between 
denominations and make it possible to draw conclusions 
regarding ministers in general. 
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